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ABSTRACT 

This study was designed to determine whether role conflict and 

role ambiguity are problems among Arizona secondary school counselors. 

Role conflict and role ambiguity were treated as mediating 

variables. The relationship of these to a number of personal back

ground and organizational variables were studied, as well as their 

relationship to the consequent variables of propensity to leave, job 

satisfaction, and job related tension. 

The data were gathered by means of a 47 item questionnaire 

which was sent to all of the 487 secondary school counselors in the 

state of Arizona. Of the questionnaires, 82 percent were returned in 

usable form. 

The data were analyzed in four phases. First, descriptive 

statistics were developed. In a second stage of analysis, the rela

tionships between all of the variables were explored by means of an 

intercorrelation matrix. A third stage of analysis employed a multiple 

regression procedure to determine whether a significant amount of the 

variance in the consequent variables could be explained by role con

flict and role ambiguity. In a final stage of analysis, t-tests were 

used to determine whether a number of groups that theory would predict 

should differ in role conflict levels actually had mean scores on the 

role conflict scales that were significantly different. 

The eight hypotheses tested resulted in the following findings: 

The personal background and organizational antecedents having the 

viii 



strongest relationships with role conflict and ambiguity were incon

gruence between a counselors work ideal and actual job duties, and 

between a counselors training and the skill demands of the job. Role 

conflict also seemed to be higher among counselors with excessively 

large case loads. 

ix 

Both role conflict and role ambiguity had negative relation

ships with job satisfaction and positive relationships with propensity 

to leave and job related tension. All of these relationships were 

significant. 

In addition, role conflict and ambiguity were shown to account 

for a significant amount of the variance in these variables. 

The overall conclusion of the study was that a number of 

personal background and organizatir'~al factors predispose secondary 

school counselors in Arizona to role stress on the job. This stress in 

turn predisposes them to a number of undesirable personal outcomes in 

relation to their work. 



CHAPTER 1 

INTRODUCTION 

Many articles in the professional literature have suggested 

that school counselors have been the victims of ambiguous and conflict

ing job demands during the last two decades (Shertzer and Stone 1963, 

Arbuckle 1970, Day and Sporacio 1980). 

These problems seem to be affected by the way that the coun

selor's role and function is defined within the organizational 

structure of the high school. 

Counselors' present position in schools has been to a great 

extent molded by the constellation of services model of guidance first 

suggested by Kenneth B. Hoyt in 1962. Since that time, this model has 

become so prevalent that Shertzer and Stone (1981) asserted that 

"unquestionably, Hoyt described the model of guidance employed in most 

schools, not only in 1962, but in 1980," (p. 70). 

The constellation of services model arose as a reaction to 

proposals during the late 1950's and early 1960's for changing the tra

ditional role of the secondary school counselor. 

The proposed changes included eliminating the word "guidance" 

from counselors' job description, and eliminating the requirement for a 

background in teaching for school counselor certification. 

Hoyt opposed these changes for several reasons. First, he felt 

that elimination of the word "guidance" would incorrectly characterize 

1 



counselor's function as providing services separate from the broadly 

defined guidance objectives of the school. Overemphasis of the coun

selor's role as a professional helper would also devaluate and over

shadow the contributions of school faculty and administration to the 

guidance process. 

2 

Second, Hoyt felt that elimination of the teaching requirement 

for school counselor certification would erode counselor's commitment 

to education. Counselors without teaching certificates might come to 

view themselves as members of an autonomous profession with its own 

goals, and be less willing to serve the needs and promote the interests 

of the faculty and administration. 

Hoyt proposed the constellation of services model as an alter

native to the trends developing in secondary school counseling. This 

model defined counselors' role as one of providing educationally rele

vant services to students, faculty, and administration. Counselors 

would be expected to demonstrate a continued commitment to education by 

maintaining teaching certificates and a close working relationship with 

the faculty. 

The counselor would also regard him/her self primarily as a 

member of the school's administrative staff, and would provide the 

specific skills to implement whatever guidance services the principal 

requested. 

The almost universal adoption of Hoyt's model has had profound 

affects on the counselors' role in American high schools. Its emphasis 

on counselors providing services to three groups with widely differing 
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and constantly changing needs appears to have produced a role for coun-

selors that is so diverse as to be without consistent content. 

Ambiguity concerning the appropriate role and function of the secondary 

school counselor was well stated by Arbuckle (1961): 

There are many reasons for the present low estate of the 
school counselor. One of the major reasons would appear to 
be the counselor's inability--to articulate to either him
self or anyone else just who he is and what he is supposed 
to do. The unhappy fact of life seems to be that counselors 
have a very confused concept of both their self (sic) and 
their professional role. 

Insofar as school counselors have been charged with the respon-

sibility of simultaneously serving the needs of students, faculty, and 

administration, it could be expected that they have faced a wide 

variety of conflicts on the job. These conflicts have been documented 

in the literature (Maser 1971, Arbuckle 1970). 

Shertzer and Stone (1981) point out that counselors have often 

been assigned duties t.hat have conflicted with their training, skills, 

and professional identity. '~tudy after study reports that counselors 

frequently function as clerks or quasi administrators. Many admin-

istrators expect the counselor to be active in areas such as curriculum 

planning, pupil attendance schedule making, discipline, substitute 

teaching, and the like" (p. 150). This situation in itself would make 

plausible the hypothesis that many counselors have experienced con-

siderable conflict concerning their roles. Hart and Prince (1970) have 

pointed out that the extent to which such conditions result in role 

conflict in individual counselors seems to be influenced by the 

philosophy of counseling they have assimilated during graduate training. 
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It would seem reasonable to hypothesize that counselors who have seen 

their duties as centering around personal counseling would have experi

enced more conflict than those emphasizing the guidance-administrative 

activities likely to be required of them under the constellation of 

services model. 

Another type of conflict that counselors may have been subject 

to is that caused by trying to keep pace with overly heavy work loads. 

In this regard, it might be hypothesized that counselors that have had 

case loads exceeding the 250 (Shertzer and Stone 1981, p. 130) deemed 

optimal by the American School Counselor's Association would undergo 

more conflict than those with smaller case loads. 

A final area where the constellation of services model may have 

contributed to counselor conflict has been in the adjustment of former 

teachers to the counselor role. It has been suggested that the per

sonality characteristics and role definitions of teachers differ from 

those of counselors in important respects (Arbuckle 1961, Knock and 

Cody 1967), and that counselors with differing amounts of teaching 

experience adjust to the counseling role somewhat differently (Kehas 

and Morse 1971). 

All of the above seems to suggest several things in regard to 

school counselors. The first of these is that school counselors seem 

to have occupied a devalued and uncomfortable position in the organiza

tional structure of the high school during the last twenty years. 

Another is that the constellation of services model as it has been 

practiced has created an ambiguous and conflicting role for school 



counselors. The ambiguity of the role seems to have been a product of 

the numerous and varied duties required of counselors in their se~vice 

to students, faculty and administration. The conflict associated with 

the role probably has arisen from disagreements between the job duties 

expected of counselors and specific aspects of their training, skills, 

and professional identity. 
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It would seem logical to presume that many counselors have 

experienced the conditions suggested above as aversive and have reacted 

to them negatively. Some of the reactions that could be expected to 

have occurred would be low job satisfaction, high levels of job related 

tension, and a marked propensity to leave the job and seek other work. 

A review of the school counseling literature indicates that the 

role related problems of high school counselors have seldom been dealt 

with from the standpoint of organizational psychology. Most of the 

articles written in this area have been opinion statements which have 

relied on non-quantitative research methods. A substantial need was 

evidenced for quantitatively studying counselors' role adjustment 

difficulties in the context of the high school organizational structure. 

In order to be effective, such a study would have to be conducted in 

terms of a theoretical scheme including well substantiated role con

structs, accurate instruments of measurement, and the possibility of 

quantitative analysis. 

Kahn et ale Theory of Organizational Behavior 

The model which met all these requirements most closely was the 

role theory of organizational behavior put forth by Kahn et ale (1964). 
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This model used role constructs to explain how the interpersonal milieu 

of organizations affects many aspects of worker's behavior. 

Major Concepts 

Role behavior was defined as system relevant behavior performed 

by a recognized member of an organization. In terms of this defi

nition, the psychologically important parts of an organization are its 

characteristic patterns of interpersonal relationships. 

The basic unit of organizational relationships was office, 

which defined an individual's position in the organizational structure 

and their relationship to other workers and other parts of the organi-

zation. 

Role was defined as the set of potential behaviors performed by 

a person in a particular office. 

Each office was seen as functionally related to a number of 

other offices, which together comprised the role set for the holder of 

that office. 

As an example of this, the office of school counselor is 

related to the offices of teacher, student, and administrator in the 

school organizational structure. The counselor's role is to provide 

services to all these groups (this role set). 

The members of each worker's role set were seen as depending on 

the predictable behavior of the focal person if they were to carry out 

their own duties successfully. This caused them to develop expecta

tions about how that person should carry out their role. These 

expectations communicated to the focal person were called sent role. 
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Conformity with sent role was enforced with interpersonal influence 

attempts called role pressures. The affect of role pressures was to 

create paychological reactions in the person they were directed toward. 

These did not always result in conformity to expectations, however, 

since the interpretation the receiver made of role pressures was not 

always as envisioned by the sender. 

Role Stress 

Kahn and his associates found that some types of role sending 

were especially likely to produce psychological stress. These are 

important to consider in some detail since they are directly related to 

several variables in the present study of the role related problems of 

school counselors. 

Role Conflict 

The first type of stressful role sending was role conflict. 

This was defined as the simultaneous occurrence of two or more role 

pressures or that compliance with one would make it more difficult to 

comply with the other. 

Intra-sender conflict was defined as role stress resulting from 

conflicting prescriptions/proscriptions from a single member of the 

focal person's role set. 

School counselors may have experienced this type of conflict as 

a result of principals' demands that they execute both counseling and 

disciplinary roles. 



Inter-sender conflict was defined as reception of conflicting 

pressures from more than one sender. 
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School counselors may have experienced this type of conflict in 

their efforts to simultaneously meet the often contradictory, demands of 

faculty, students, and administration. 

Inter-role conflict was defined as role stress resulting from 

the pressures associated with one group membership conflicting with 

the pressures associated with another group membership. 

Many beginning school counselors may have experienced this in 

terms of a conflict between loyalty to their former role as teacher and 

their new role as counselor. 

Person-role conflict was defined as role stress resulting from 

a conflict between the needs and values of the individual and the 

requirements of his/her role. 

This type of stress may have manifested itself in many school 

counselors in terms of a conflict between their desire to carry out the 

counseling functions their education taught them were important, and 

the limited opportunity to do so under the constellation of services 

model. 

A final type of role conflict identified by Kahn et ale was 

role overload. This was defined as role stress created by pressures 

for more work than is possible in the time available. 

This has probably affected school counselors in terms of the 

excessive clerical and administrative demands usually associated with 

their position. 
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Role Ambiguity 

The other type of stressful role sending by Kahn and his fellow 

researchers was role ambiguity. 

Role ambiguity was defined by Kahn et ale as a disordered form 

of role sending where the information required to carry out a particu-

lar organizational role is insufficient or nonexistent. 

Role ambiguity was seen as taking many forms. Some of these 

were uncertainty about responsibilities, expectations, and effective 

coping behaviors. Uncertainty about authority and influence relation-

ships were also seen as contributing to role ambiguity. Also, uncer-

tainty about evaluation and promotional possibilities are factors in 

this problem. 

The uncertain definition of school counselors' role, function, 

and organizational status has probably made them susceptible to 

ambiguity from all these sources. 

Role Conflict and Role Ambiguity 
as Mediating Variables 

Role conflict and ambiguity are treated in this study as 

mediating variables. This means that role conflict and ambiguity are 

influenced or acted upon by certain antecedent variables and in turn, 

act on or influence certain consequent variables. 

Antecedent Variables 

Kahn et al.'s original work identified a number of antecedent 

variables that could have an influence on the level of role conflict or 

ambiguity in a particular organizational position. Three classes of 



variables were important. These were organizational, interpersonal, 

and personality variables. 
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Boundary position was seen as one of the important organiza

tional antecedents affecting conflict and ambiguity. A boundary 

position is an office in which some of a person's role senders are 

located in another unit or organization. Boundary conflicts take on 

the characteristics of the groups sharing an organizational boundary-

staff vs. line, faculty vs. counselors, counselors vs. administration, 

etc. The boundary spanner must work across organizational boundaries 

and must depend on the cooperation of groups whose behavior is hard to 

influence or predict, and who have little knowledge of the spanner's. 

problems and responsibilities. These positions are therefore likely to 

be characterized by high levels of ambiguity and conflict. Counselors 

have occupied a position bounding faculty, administration, and students 

in the secondary school, and could be expected to have been regularly 

faced with boundary problems. 

Organizational level was also considered by Kahn et ale as an 

antecedent variable affecting role conflict and ambiguity. Both con

flict and ambiguity were seen as greater in high ranking than low rank

ing jobs. This was thought to arise from the requirements for inno

vative problem solVing, boundary transactions, and decision making in 

these positions. The quasi-professional position of counselors in the 

secondary school has probably faced them with these types of demands. 



Three interpersonal variables were seen as most important in 

influencing the role conflict/ambiguity level in particular organiza

tional position. 

The first of these was the functional dependence of the role 

senders on the focal person's office. The relationship between role 

pressure and functional dependence was described as curvilinear, with 

the greatest pressures being exerted by senders moderately dependent 

on the person. 
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A second interpersonal antecedent variable was organizational 

proximity. In general, organizational proximity and role pressure were 

thought to be directly and positively associated. 

A final interpersonal antecedent identified by Kahn et ale was 

relative organizational status. The greatest amount of role pressure 

was seen as originating from direct superiors, and the least from 

peers. 

School counselors might be expected to undergo considerable 

inter-sender conflict in that several other organizational offices are 

moderately dependent on their services, but have needs that are often 

contradictory. 

The final class of antecedents identified by Kahn and his co

workers were personality factors. Characteristics such as neurotic 

anxiety, extroversion-introversion, flexibility-rigidity, and 

achievement-security orientations were found to influence the manner 

and degree to which role pressures would affect the holder of an 



organizational office. These will not be considered in greater depth 

since this study was not concerned with personality variables. 

Conseguences of Role Conflict 
and Role Ambiguity 

12 

Kahn and his associates found that role conflict and ambiguity 

were associated with various types of negative outcomes for the indi-

vidual and the or3anization. According to Kahn et al.: 

Role conflict and ambiguity exact a price both in terms of 
individual well being and organizational effectivenesc.-
For the organization--the morale of the many groups and in
dividuals that make up its human complement is properly 
regarded as an asset. The depletion of such human assets,-
reduces the organization's effectiveness in a number of 
ways, all of which ultimately affect the balance sheet by 
which--an organization judges its operations (pp. 54-55). 

Both role conflict and ambiguity were found to be negatively 

associated with a wide range of consequent variables, but in somewhat 

different ways. 

Role conflict was associated with internal conflicts, increased 

job related tension and decreased job satisfaction. It was also 

associated with dissatisfaction with the organization, lessened confi-

dence in superiors, and weaker bonds of attraction, trust, and respect 

with other workers. 

Role ambiguity concerning the tasks one is expected to perform 

was associated with lowered job satisfaction, and feelings of futility 

about the job. Ambiguity about evaluation by co-workers was associated 

with lowered self-confidence, reduced communication with peers, and 

psychological and social withdrawal. 



Finally, it was found that an environment that was both con

flicting and ambiguous was not significantly more stressful than one 

characterized by one of these conditions alone. 

Significance of the Problem 
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This study was designed to contribute new information to the 

literature of organizational psychology and school counseling. Most of 

the previous research concerning organizational variables and their 

affects on human behavior has been carried out in large corporations, 

health care agencies, and government bureaucracies. Indeed, the 

original conceptualizations of role conflict and Lole ambiguity were 

based on extensive studies of the employees of a large manufacturing 

firm (Kahn et al. 1964). Lyons' study of role related factors con

tributing to job satisfaction and tension among nurses in a large 

metropolitan hospital epitomizes the investigation or organizational 

variables in the health care setting (Lyons 1971). Helwig'~ national 

study of role conflict and ambiguity among employment service coun

selors serves as a typical example of studies of organizational 

variables in the government sector (Helwig 1978). 

Although much has been written about the role related diffi

culties of secondary school counselors, only a very small percentage of 

these articles have employed quantitative methods or conceptualized 

counselor's problems in terms of well substantiated organizational con

structs. Of the few well designed studies that exist, most have 

focused on the factors affecting the behavior of some selected minority 

of school counselors, or the personality characteristics making some 
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counselors more sensitive to organizational variables than the others. 

As an example of the former kind of study, Chiavetta studied role con

flict in black school counselors (Chiavetta 1972): A typical example 

of the latter type of research centered on the relationships between 

personality characteristics, role ambiguity, and role conflict among 

public school counselors (Redick 1972). 

The research proposed here was designed to contribute to the 

advancement of knowledge in organizational psychology by providing 

information about the relationship of role conflict and role ambiguity 

to a combination of organizational variables not previously studied. 

The proposed research will also contribute to the literature of 

secondary school counseling by determining whether role conflict and 

ambiguity are significant problems among school counselors in Arizona; 

and if they are, to what personal and organizational variables they are 

most strongly associated. 

Statement of the Problem 

This study was designed to explore the relationships of a 

number of personal and organizational variables to role conflict and 

role ambiguity among Arizona secondary school counselors. The rela

tionships of role conflict and ambiguity to job satisfaction, job 

related tension, and propensity to leave were also investigated. This 

study was designed to answer the following questions: 

1. Are there relationships between the mediating variables role 

conflict and/or role ambiguity and the following personal and 

organizational antecedent variables: definition of ideal for 
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counseling duties, incongruence of counseling ideal and actual 

job duties, incongruence of training and skills demanded by 

the job, age, sex, education, number of years teaching, number 

of years counseling, full or part-time work status, number of 

professional memberships, type of work assignment, number of 

counselors worked with, size of case load, type of career 

objectives, supervisors, organizational distance, supervisor's 

counseling experience. 

2. Are there relationships between the mediating variables role 

conflict and/or role ambiguity and the following consequent 

variables: Job satisfaction, job related tension, and pro

pensity to leave the job. 

In addition to exploring the relationships outlined above, the 

following hypotheses were tested: 

1. Role conflict and ambiguity do not accoqnt for any of the 

variance in job satisfaction. 

2. Role conflict and ambiguity do not account for any of the 

variance in propensity to leave. 

3. Role conflict and ambiguity do not account for any of the 

variance in job related tension. 

4. There is no difference in role conflict between counselors 

whose ideal for the duties of a secondary school counselor 

emphasize personal counseling and those whose ideal emphasizes 

guidance activities. 
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5. There is no difference in role conflict between counselors who 

feel that their counseling ideal and actual job duties are con

gruent and those who feel that their ideal and actual duties 

are not congruent. 

6. There is no difference in role conflict between counselors who 

feel that their training in counseling emphasized the skills 

really demanded by their jobs and those who feel their training 

did not emphasize the skills demanded for by their jobs. 

7. There is no difference in role conflict between counselors with 

case loads of 250 or less students, and those with case loads 

of more than 250 students. 

8. There is no difference in role conflict between counselors who 

have had two years or less teaching experience, and those who 

have had more than two years teaching experience. 

Assumption Underlying the Study 

For the purposes of this study, it was assumed that: 

1.' Any recent changes in counselor's role definition in Arizona 

secondary schools have not yet had enough impact on the model 

of guidance and organizational structure of high schools to 

markedly reduce the potential for role conflict and ambiguity 

suggested as affecting counselors during the last twenty years. 

2. The constructs studied are real aspects of human behavior, and 

the instruments used to measure them are sufficiently valid and 

reliable to produce meaningful data. 
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Delimitations 

This study is limited to secondary school counselors within the 

State of Arizona. 

Definition of Terms 

Counseling. Efforts made by school counselors to help students 

solve personal problems individually or in groups. 

Counseling Ideal - Job Duties Incongruence. Incongruence 

between a counselor's actual duties and ideal for what his/her duties 

should be. 

Guidance. Those duties usually expected of counselors tlnder 

the constellation of services model, e.g., substitute teaching, testing 

and interpretation, advising, record keeping, and administration. 

Job Related Tension. Feelings of uneasiness or discomfort 

caused by the cumulative affect of many aspects of a job. 

Job Satisfaction. The degree to which a worker regards his/her 

job as pleasant, interesting, or desirable. 

Propensity to Leave. The feeling that we would be happier 

leaving the job than staying with it. 

Role Stress. Psychological pressure experienced by the indi

vidual as a result of- certain types of role sending. 

Special Assignment. Assignment to a specialized area of coun

seling, e.g., vocational, college preparatory, personal problem 

solving, etc. 
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Standard Assignment. A work assignment consisting of the 

typical range of duties assigned to counselors under the constellation 

of services guidance model. 

Traini~g-skill demands Incongruence. Incongruence between a 

individual's training and the skills demanded by his/her job as a 

secondary school counselor. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

Job Related Problems of Secondary 
School Counselors 

During the last twenty years, a number of articles and studies 

have called attention to the difficulties associated with the job of 

secondary school counselor. 

For instance, Ashcraft (1966) surveyed school counselors in 

five western states and found that many of them were performing func-

tions not specified by the policy statement of the American School 

Counselors Association. He also found that poorly defined duties, 

excessively large clerical loads and non-counseling assignments were 

considered common problems among the counselors taking part in the 

study. 

Kremer and Owen (1979) suggested that counselors undergo con-

siderable stress as a result of their functions at work. Some of the 

most stressful aspects of the counselor role were heavy case loads, 

having to be constantly accountable for their actions, and being 

responsible for simultaneously meeting the needs and demands of faculty, 

students, and administration. 

Counselors' Functions Under 
Constellation of Services 

It has been suggested in the literature that many of coun-

selors' job related problems have their roots in the way the 
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counseling role is defined by the constellation of services model for 

guidance. 

Under this model, counselors' functions are inconsistent and 

diverse. 
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For example, Shertzer and Stone (1963) reviewed a large number 

of studies and concluded that administrators expected counselors to 

carry out a wide range of administrative, instructional, and disciplin

ary tasks. 

Maynard Campbell (1967) found that counselors' job duties in 

Arizona included testing, collecting and filing information, curriculum 

planning, placement, in-service training, and research. 

A study by Boyd (1973) reached similar conclusions, finding 

that administration tended to see quasi-administrative and clerical 

duties as appropriate functions for counselors. 

The Ambiguous Role of the School Counselor 

Several studies have implied that there is no generally recog

nized role for counselors under the constellation of services model. 

As an example of this, Reise and Stoner (1969) found that coun

selors and teachers in training showed little agreement concerning 

which of them should carry out a wide variety of guidance functions 

identified as important aspects of education. 

Buckner (1975) also found that students, counselors, teachers, 

and administration had much different conceptions of what comprised an 

appropriate set of duties for the school counselor. 
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Arbuckle (1970) summed up the general ambiguity concerning the 

school counselors' role as follows: "Is the counselor to be a highly 

educated specialist--or--a broad generalist, not too distinguishable 

from other school personnel, whose functions are determined by the 

needs of the particular school system, as seen by those who operate the 

system?" 

Conflicts between Training and Job Functions 
among Secondary School Counselors 

A number of articles have suggested that certain aspects of 

counselors' graduate training have made them susceptible to conflict on 

the job. 

Van Hoose (1970) observed that the emphasis on personal coun-

seling models in many graduate programs has encouraged counselors to 

see their role as one of facilitating individual growth and self dis-

covery. 

This orientation seems to be inconsistent with the job duties 

expected of counselors by most high school administrators. 

For example, Schmidt (1962) surveyed 48 high school principals 

in regard to their conceptions of the actual and ideal duties of school 

counselors. Most of them saw personal counseling as only one aspect of 

a role that emphasized non-counseling duties such as educational plan-

ning and record keeping. 

Dunlop's (1964) survey of administrator's expectations for 

counselors in a San Diego high school district reached much the same 

conclusions. Results of this study suggested that administrators 
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emphasize educational guidance and disciplinary functions for coun-

selors, and saw personal counseling as desirable only to the extent 

that it was valuable in promoting student's academic performance. 

In a similar study, Hart and Prince (1970) surveyed the Utah 

principals concerning their conceptions of appropriate functions for 

counselors. Results indicated that many principals thought counselors 

should perform a wide variety of disciplinary, teaching, and clerical 

duties, and did not consider the counselors' role in facilitating stu-

dent self discovery to be particularly important. 

Articles by Maser (1971) and Day and ~poracio (1980) suggested 

that disagreements about counselors' function centered around the 

extent to which administrators could expect counselors to perform 

duties outside the counseling paradigm. 

Perhaps Arbuckle (1971) swmnarized counselors' conflicts with 

the demand of school administration most succinctly: 

The administrator tends to see the counselor (a) as an author
ity arm of the schoo~ (b) as one concerned with academic and 
job advisement, (c) as one who will communicate information 
about students to him, and (d) as one who will help persuade, 
or convince the student to adjust to the reality of the school 
as it exists. The counselor, who learned--that he is to help 
the student to self discovery through the individual or group 
counseling--will obviously bump heads with school adminis
trators. 

The Contribution of Teaching and Counseling Role 
Differences to on the Job Conflict among 

Secondary School Counselors 

Some reports have emphasized that differences in the roles of 

teachers and counselors may contribute to counselors' conflict on the 

job. 
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Arbuckle (1961) pointed out that the personality character

istics conducive to success in teaching are quite different from those 

predisposing one to success in counseling. 

The ability to control, manipulate, direct, and evaluate con

tribute to successful teaching, but would be counterproductive in 

counseling. 

Knock and Cody (1967) found that counselors' and teachers' 

interests differed somewhat, with counselors putting a high priority on 

student oriented activities. 

A study by Kehas and Morse (1970) indicated that teaching 

experience may affect adjustment to the role of counselor in several 

important ways. Their results suggested that former teaching experi

ence may increase counselors' effectiveness in solving teacher-student 

problems, but may be dysfunctional to the extent that it contributes to 

ambivalence about the counseling role. They also suggested (1971) that 

ambivalence about the role of counselor may increase as a function of 

the number of years spent as a teacher. 

School Counselors: Summary 

School counselors have experienced a wide variety of job 

related problems during the last two decades. Many of these problems 

have their roots in the diverse and inconsistent definition of coun

selors' functions under the constellation of services guidance model. 

It has been suggested that these inconsistencies have created ambiguity 

about what the counselors' role should be in the high school. It has 

also been suggested that various aspects of counselors' training may 



have predisposed them to conflict with the duties expected of them by 

school administration. Finally, some studies have suggested that 

teacher-counselor role differences may predispose counselors to con

flicts on the job. 

Organizational Research and School Counselors 
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The role-related problems of school counselors have seldom been 

dealt with from the standpoint of organizational psychology. 

A review of the literature could locate only two studies where 

organizational research methods were used to study this population. 

Neither of these provided information about a general population of 

high school counselors. 

The first of these (Redick 1972), was focused on a cross 

section of counselors working in primary, junior high, and secondary 

settings. 

The other study (Chiavetta 1972), was limited to Black school 

counselors in three midwestern states. 

A need exists for studying the school counselor in terms of 

organizational constructs. 

Kahn's Model of Organizational Behavior 

Counselors' role related problems can best be conceptualized on 

the basis of the concepts advanced in Kahn et al.'s classic work 

Organizational Stress: Studies in Role Conflict and Ambiguity. 

Although this work was originally published in 1964, the constructs, 



25 

research methods, and measurement devices it put forth are still widely 

accepted and used in organizational research. 

Research Base 

The research underlying this model was carried out in two 

phases. In the first phase, 53 workers in six industries were studied 

using two detailed interviews, reports from co-workers, and a battery 

of psychological tests. Thia data yielded a comprehensive description 

of the job environment of each participant, and provided a basis for 

the construction of objective role conflict and ambiguity indices. In 

the second phase, a national survey of 725 adult full time workers was 

employed. This was undertaken to provide a statistically valid basis 

for generalizing the findings of the intensive interviews to the 

national level. 

Kahn and his associates (1964) found that role conflict was 

quite common among workers in American industry. Forty-eight percent 

of the male wage earners in the national sample reported being caught 

between contradictory demands occasionally, and 15 percent said this 

was a frequent occurrence. Forty-three percent of the male wage 

earners said they also were bothered by conflicts arising from exces

sive work loads, and 45 percent felt conflicted by having "to do things 

that were against their better judgment." 

Like role conflict, role ambiguity was found to be widespread 

in the national work force. As an illustration of the scope of role 

ambiguity, 35 percent of the mal~ wage earners in the national sample 

said they were unsure about the scope and responsibility of their jobs. 
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Twenty-nine percent were unclear about what their co-workers thought of 

them. Thirty-eight percent felt they couldn't get enough information 

to carry out their jobs adequately. Finally, thirty-one percent felt 

a lack of information concerning advancement opportunities, and 

thirty-two percent were distressed by uncertainty concerning their 

supervisor's evaluation of them. 

Antecedents of Role Conflict and Role Ambiguity 

The an~ecedent variables focused on in this study were 19 in 

number. No evidence could be found that any of these have previously 

been studied as antecedents to role conflict and ambiguity in a popula

tion limited to secondary school counselors. For this reason, there is 

very little direct evidence in the literature concerninJ their impor

tance or predictive value in this group. In some cases, a probable 

connection could be suggested from findings with similar populations, 

or in closely related settings. In other cases, the probable connec

tion between variables was inferred from the correspondence between 

descriptions of certain aspects of counselors' work setting, and 

similar organizational conditions identified by Kahn and other 

researchers as functionally related to role conflict and ambiguity. 

Age 

The research relating age to role conflict and ambiguity has 

usually been incidental in studies of other variables, and thus is 

fragmentary and conflicting. Rizzo, House and Lirtzman (1970), studied 

the connection between these variables as part of a larger study with 
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inconclusive results. In one sample, age was positively correlated 

with role conflict (and unrelated to role ambiguity), while in a 

matched sample, age was negatively correlated with role ambiguity, (and 

unrelated to role conflict). Redick (1972) studie~ a cross section of 

'public school counselors and found no significant relationship between 

age and role conflict or ambiguity. Helwig (1978, 1979) found that age 

did not account for an appreciable amount of the variance in role con-

flict and ambiguity in his study of employment counselors. 

Sex 

The evidence relating sex to role conflict and ambiguity is 

also va~ue and contradictory. Redick (1972) found no relationship 

between sex and role conflict or ambiguity in her study of public 

school counselors. Paul (1974) studied the differential reactions of 

men and women to role clarity variables, and found that women perceived 

role ambiguity more readily than men. Helwig (1978, 1979) found that 

sex did not account for a significant amount of variance in role con-

flict or role ambiguity in employment counselors. 

Number of Graduate Hours, Highest 
Degree Earned, Major Field of Study 

Evidence for the importance of these variables can be inferred 

from previous studies employing the variable educational level. 

Helwig's (1979) study of employment counselors found that 

educational level was not significantly related to role conflict or 

role ambiguity. 
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Number of Years Teaching 

Kehas and Morse (1971) suggested that role conflict could 

result from the steadily increasing role adjustments that would be 

necessary to change to the role of counselor following progressively 

more years of identity with the teaching role. 

Number of Years Counseling 

Reddick (1972) found no connection between the independent 

variable length of counseling experience and the dependent variables 

role conflict and role ambiguity. 

Part or Full Time WOl'k Status 

The amount of time spent on the job could be postulated to 

determine whether or not an individual suffers from the special type of 

conflict, role overload. Sales (1970) found that objective conditions 

of role overload (a common condition for full time school counselors) 

is likely to give rise to perceived overload in the individual. 

Number and Kind of Professional 
Memberships 

Helwig (1979) reported a significant positive correlation 

between number of professional memberships and role conflict among 

employment counselors. 

Standard or Special Assignment 

This was an exploratory variable. No research concerning this 

could be found in the literature. 
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Number of Counselors Worked With 

This variable was not found to have any significant relation

ship to role conflict or ambiguity among employment counselors (Helwig 

1979). 

Size of School 

Redick (1972) did not find this variable to be significantly 

associated with role conflict or ambiguity among the elementary, junior 

high, and secondary counselors taking part in her study. 

Size of Case Load 

Sales (1970) found that objective work overload could con

tribute to perceived overload. The excessive case loads carried by 

most secondary school counselors could be expected to contribute to 

perceived overload in this groupo 

Career Objectives 

Sweeney (1966) found that counselors with administrative 

aspirations were in greater agreement with administrators' priorities 

for counselor activities than those without such aspirations. On the 

basis of this, this variable might be expected to affect person-role 

conflict levels. 

Supervisor's Title 

Supervisor's title can be regarded as a rough measurement of 

the number of organizational boundaries between the counselor and his/ 

her supervisor. Miles (1977) found that role conflict could generally 
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be expected to increase with increasing numbers of organizational 

boundaries between role senders-and the focal person. 

Supervisor's Experience 

This variable was not found to be significantly related to role 

conflict on ambiguity in Helwig's (1979) study of employment coun-

selors. 

Ideal Counseling Duties 

Literature from school counseling Van Hoose (1970) suggests 

that counselors whose work ideal emphasizes personal counseling could 

be expected to encounter person-role conflict in regard to the guidance 

activities expected of them in the high school. 

Incongruence of Counseling Ideal With 
Job Duties, and Training With Skills 
Demanded by Job 

The school counseling literature Van Hoose (1970) suggests that 

incongruence in regard to these dimensions is distressing to counselors. 

A lack of congruence in regard to either of these could be manifested 

as person-role conflict as described by Kahn (1964). 

Consequences of Role Conflict 
and Role Ambiguity 

The consequent variables focused on in this study were job 

satisfaction, job related tension, and propensity to leave. 

No evidence could be found that these variables have been pre-

viously used to study a general population of high school counselors. 
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The literature of organizational psychology, however, presents 

evidence that these variables are related to role conflict and 

ambiguity. 

Job Satisfaction 

The studies that have attempted to extend Kahn's original find

ings that role conflict and ambiguity are negatively correlated with 

job satisfaction have produced varying and often contradictory results. 

Tosi and Tosi (1970) in a study of public school teachers, sub

stantiated that role conflict is negatively correlated with job satis

faction, but could not substantiate Kahn's findings for role ambiguity. 

House and Rizzo (1972) reached opposite conclusions, finding 

that role ambiguity was negatively related to job satisfaction in a 

group of professionals, but that role conflict was not related to this 

variable. 

Hamner and Tosi (1974) suggested that such contradictory find

ings could be explained by the moderating affect of organizational 

level. Role conflict would be a more important predictor of job satis

faction than role ambiguity for lower level, highly supervised jobs, 

while the converse would be true for people in high level, decision 

making positions. 

A number of other studies, e.g., (Schuler 1975, Drory 1981) 

have found results that support Hamner and Tosi's hypothesis. However, 

other researchers have reported results that suggest that the effect of 

role conflict and role ambiguity on job satisfaction may be moderated 

by variables other than organizational level. 
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Mile's (1976) study of workers in a government research agency 

suggested that the effect of role conflict and ambiguity on job satis

faction might be moderated more by role expectations than by organiza

tional level. 

Other researchers have reported findings that various person

ality variables moderate the relationship between role conflict and 

ambiguity and personal outcome variables. 

For instance, Johnson and Stinson (1975) found that the rela

tionship between inter-sender conflict and job satisfaction is more 

negative for high need for achievement and high need for independence 

individuals than people low in these characteristics. 

Organ and Greene (1974) found that the negative relationship 

between role ambiguity and job satisfaction is moderated by locus of 

control. 

In summary, the literature indicates that role conflict and 

role ambiguity are generally negatively related to job satisfaction. 

In some cases this relationship can be moderated by organizational, 

interpersonal, or personality factors. All of the relevant moderator 

variables are probably not yet known, or all their possible inter

actions understood. Further research is needed in this area. 

Job Related Tension 

The national survey included in Kahn'S original research indi

cated that job related tension was widespread in the work force and was 

found at all age levels. 



Data from the intensive interviews suggested that role 

ambiguity and conflict are positively correlated with this type of 

tension. 
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Job related tension was found to be more intense under orga~i

zational and interpersonal,conditions associated with heightened levels 

of conflict and/or ambiguity. 

As an example of the effect of organizational variables, data 

from the intensive study indicated that tension was significantly 

higher among boundary spanners than among those not in boundary posi-

tions. 

Kahn and his associates also produced evidence that personality 

factors associated with difficulty in handling conflict and ambiguity 

(e.g., neuroticism, inflexibility) were also associated with heightened 

levels of job related tension. 

Most of the subsequent research on job related tension has been 

carried out as part of research focused on other variables. For 

example, Brief and Aldag (1976) studied role conflict and ambiguity 

among nursing personnel, and found that both of these were positively 

and significantly associated with tension. 

Both Ivancevich and Donnelly (1974) and Miles and Petty (1975) 

found that job related tension was negatively associated with role 

clarity. 

In summary, job related tension has consistently been shown to 

be associated with role conflict and role ambiguity. 



Propensity to Leave 

A number of studies have shown a positive correlation between 

role conflict or role ambiguity and propensity to leave. 
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Paul (1974) found that propensity to leave was associated with 

lowered role clarity in a group of female school teachers. 

Ivancevich and Donnelly (1974) found that greater role clarity 

was associated with a lower propensity to leave, and that this was most 

pronounced among high need for clarity individuals. 

In a study of nursing personnel, Brief and Adag (1976) found 

that both role conflict and ambiguity were both significantly and 

positively associated with propensity to leave. 

Finally, Helwig (1978, 1979) in his study of employment coun

selors found that both role conflict and role ambiguity were positively 

correlated with propensity to leave at the .01 level of significance. 

~he overall findings seem to suggest that both role conflict 

and role ambiguity are positively correlated with propensity to leave. 

However, studies showing this relationship for role ambiguity (or low 

clarity) have been more numerous than those for role conflict. 

Measurement of the Variables 

Five scales were employed to measure the variables. All of 

these were carefully designed, and have shown adequate levels of 

reliability and validity. These were Rizzo et al.'s Role Conflict and 

Ambiguity Scales, Lyons' propensity to leave scale, Brayfield's index 

of job satisfaction, and Lyon's job related tension scale (Appendix A). 



Rizzo, House, and Lirtzman's Role Conflict 
and Role Ambiguity Scales 

Rizzo et al. (1970) developed the role conflict and role 

ambiguity scales from a list of 30 items chosen to have face and con-

tent validity on the basis of Kahn et al.'s theoretical formulations. 

Fifteen items dealt with role conflict, and fifteen with role 

ambiguity. 

The items were administered to 290 subjects, comprised of two 

samples of managers and technicians from an industrial firm. 
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The resulting data were factor analyzed, and it was found that 

two factors accounted for 56 percent of the common variance in the 

items. 

The role conflict items loaded primarily on one of these 

factors, and the role ambiguity items on the other. 

Eight items loading on the conflict factor were selected for 

the final role conflict scale, and six items loading on the ambiguity 

factor were selected for the final role ambiguity scale. All items 

chosen loaded on their respective factors at above .30, and were simple 

in structure (loaded on only one of the factors). 

The factor analytic procedure established some evidence for the 

factorial (construct) validity of the scales. 

Some evidence for construct validity was also established by 

the finding that the scales correlated with 45 other measures of 

organizational, interpersonal, and personality variables as Kahn's 

theory predicted that they should. 
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Internal consistency reliabilities for the role conflict scale 

were approximately .82 for the two samples. The reliabilities for the 

role ambiguity scale were .78 for one sample and .81 for the other. 

Several studies have attempted to further substantiate the 

psychometric characteristics of these scales. 

The most extensive and carefully designed of these was a study 

by Schuler, Aldag, and Brief (1977). 

These investigators collected data from 1,573 employees in four 

organizations. The role conflict and ambiguity scales were re-analyzed 

for factor structure, and their internal reliabilities, test-retest 

reliabilities, and correlations with additional behavioral and atti

tudinal factors were computed. 

Results of this substantiated the original findings of Rizzo 

and his associates, and suggested that continued use of the scales was 

warranted. 

Finally, Tracy and Johnson (1981) reported data that suggest 

that the factor loadings for role conflict and role ambiguity may be 

complicated by a tendency for the conflict items to be stress worded, 

and the ambiguity items to be comfort worded. The authors caution, 

however, that these findings are the results of a preliminary study, 

and that final conclusions concerning the scales should be drawn only 

after further research is completed. 

In summary, Rizzo et al.'s scales appear to be adequate as 

measures of role conflict and ambiguity, as conceived by Kahn and his 
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co-workers. The research indicates that these scales have psychometric 

qualities that would justify their use in this study. 

The Propensity to Leave Scale 

Propensity to leave was measured by means of a three item scale 

developed by Lyons (1971). These items were: 1) "If you were com

pletely free to choose, would you prefer to continue working in this 

hospital, or would you prefer not to?"; 2) "How long would you like to 

stay in this hospital?"; 3) "If you had to leave work for a while, 

would you return to this hospital?". 

Most resear~hers have adapted the wording of these items 

slightly to fit their population, but have retained the five point 

Likert response mode in its original form (Brief and Aldag 1976, Helwig 

1979). 

The reliability estimates for this scale were given as inter-

item correlations. These were: r12 = .75, r13 .59, r23 = .54. 

In summary, this scale has been used by a number of researchers 

to measure propensity to leave, and has shown to have some face 

validity and inter-item reliability. 

The Job Related Tension Scale 

Job related tension was measured by means of a scale developed 

by Lyons (1971). 

The nine items comprising the scale were assumed to have face 

and content validity on the basis of their being chosen from, a longer 

and more thoroughly researched list used by Kahn et ale (1964). These 



items had also been included in an index of job related strain con

structed by Indik, Seashore, and Slesinger (1964). 

Inter-item and item-index correlations' for the tension scale 

were positive, and the split half reliability of the scale was esti

mated at .70. 
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Use of this scale has not been widely reported in the litera

ture, although Brief and Aldag reported using it successfully in 1976. 

In summary, although evidence could not be found that Lyons' 

job related tension scale has been wIdely used, it seems to have been 

carefully constructed, and have adequate psychometric properties to be 

of use in this study. 

The Job Satisfaction Scale 

The job satisfaction scale used in this study was developed by 

Brayfield (1947). 

The 18 i.tems comprising the scale were based on 246 statements 

developed by Brayfield and his students as expressions of workers' 

attitudes of satisfaction or dissatisfaction toward their jobs. 

These items were rated by 77 volunteers according to the 

Thurstone method, which yielded a uniformly distributed and quantita

tive scale values for the items (the details of this method are dis

cussed in Anastasi 1968, pp. 482-486). 

The final scale consisted of 18 items. Nine of these items had 

scale values from the highly satisfied end of the continuum, (e.g., 

"Most days I am enthusiastic about my work"), and nine other items had 



scale values from the dissatisfied end of the continuum (e.g., III am 

often bored with my job ll). 

The items selected for use were scored according to a five 

point Likert scale. This resulted in a scale with a scoring range of 

18 to 90, and a neutral point of 54. 
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The reliability of the scale was established in a study of· 231 

office workers. Odd-even reliability estimates corrected by the 

Spearman Brown formula were found to be .87. 

The validity of this scale was established by several means. 

The first of these was the face validity of the itemso Another was the 

consistency with which judges rated the individual items in the 

Thurstone procedure. This means that, once the attitude variable was 

specified (job satisfaction), all of the judges were very consistent in 

saying IIThis particular statement expresses a particular amount of job 

satisfaction or dissatisfaction, and should be placed at a certain 

point along the attitude continuum. 1I The scale was also validated 

against an outside criterion. In this, a sample of 40 workers in 

occupations appropriate to tr.~ expresced job interests were compared 

to a sample of 51 workers in occupations inappropriate to their 

expressed interests. The mean job satisfaction score for the appro

priate group was 11~5 points higher than the inappropriate group, a 

difference that was significant at the .01 level. If the assumption 

that workers in jobs inappropriate to their interests are less satis

fied with their work than workers in jobs appropriate to their 

interests, these data furnish evidence for the validity of the scale. 
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Finally, it has been demonstrated that scores on Brayfield's instrument 

correlate highly with other measures of job satisfaction. In the group 

of workers previously mentioned, for instance, it was found that the 

correlation between workers' scores on this scale and the Hoppock Job 

Satisfaction Blank was .92. This provides some evidence for the con

struct validity of the scale. 

Brayfield and Rothe (1951) pointed out that this scale has a 

number of desirable characteristics for an attitude scale designed to 

provide a useful index of job satisfaction. It yields an overall index 

of job satisfaction, is short, applicable to many types of workers, and 

is likely to evoke cooperation from both employees and management. 

In summary, Brayfield's Index of Job Satisfaction appears to 

be a carefully constructed instrument of adequate reliability and 

validity, and well adapted to the needs and purposes of this study. 



CHAPTER 3 

METHODOLOGY 

Kerlinger (1973) suggests that survey research can be an 

accurate means of assessing the demographic or psychological charac

teristics of a population (pp. 410-412). 

Oppenheim (1966) distinguished between descriptive and analytic 

surveys (pp. 7-9). Descriptive surveys are limited to collecting 

information about a population, while analytic surveys can be used to 

establish relationships between variables or test specific hypotheses. 

The survey undertaken in this study was analytic, attempting to 

establish relationships between a number of antecedent, mediating, and 

consequent variables. 

The technique used was the mailed questionnaire. Orlich (1978) 

identified the advantages and disadvantages of this method of research 

(pp. 5-8). One advantage of questionnaire methodology is that it 

enables the researcher to study many individuals in a wide geographic 

area simultaneously. Questionnaires are also relatively easy to 

administer, and provide uniform and easily analyzible data. Most of 

the disadvantages of questionnaire research arise from poorly designed 

instruments or inadequate returns. 

With careful design and execution, questionnaire research can 

economically provide accurate information about large populations that 

would be difficult to study by other means. 
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Sample 

The sample selected for this study included all of the 487 

secondary school counselors in the State of Arizona. 

An updated and accurate list of this population was developed 

on the basis of a phone survey of all Arizona high schools during 

December of 1981. 

Each counselor on the updated list was sent a package consist

ing of a cover letter, a questionnaire, and a stamped, return envelope. 

The cover letter (Appendix B) explained the purpose and importance of 

the study, and extended an offer to share its results in abstract form. 

A follow up procedure was employed to promote an adequate 

return. For anonymity, all questionnaires were numbered. The numbers 

on returned surveys were matched with numbers on a tracking list cor

responding to the names and addresses of the subjects. 

Subjects for whom a survey had not been received within three 

weeks of the first mailing were sent a second survey and stamped 

envelope, and a follow up letter (Appendix C) designed to encourage 

participation in the study. 

Returns were collected for three additional weeks after the 

follow up mailing. 

Instrument for Collecting Data: Initial Form 

Data were collected by means of a specially designed question-

naire. 



A pilot study was conducted in which an initial form of this 

(Appendix D) was administered to five counselors in a local high 

school. 
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Interview data concerning the questionnaire indicated that this 

form was too long to be conveniently responded to in the spare time 

available to most school counselors. 

To shorten the instrument, the ten subscales comprising ques

tion number 32 were rewritten as a single item with a dichotomous 

response mode. 

Interview data also suggested that the job satisfaction scale 

used in this form (The Job Descriptive Index; Smith, Kendall, and Hulin 

1969) employed an item response mode that was time consuming and dif

ficult for many counselors to understand and complete correctly. This 

scale appeared as items 18 through 22 of the initial form. As a result 

of this finding, the Smith et al. scale was not included in the final 

form of the instrument. 

Instrument for Collecting Data: Final Form 

The final form of the questionnaire (Appendix E) was printed on 

both sides of one page. Five scales were included with a total of 44 

items. A 19 item demographic section was also included. 

The Scales 

Role conflict was measured by an 8 item scale developed by 

Rizzo et al. (1970). This scale appeared as items (1) through (8) on 

the questionnaire. Response alternatives ranged from Strongly 
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Disagree (SD) through Strongly Agree (SA) on a five point Likert scale. 

Technical aspects of this scale were reviewed on pages 35 and 36. 

Role ambiguity was measured by means of a six item scale also 

developed by Rizzo et al. (1970). This scale appeared as items (9) 

through (14.) on the questionnaire. Response alternatives ranged from 

Strongly Disagree (SD) through Strongly Agree (SA) on a five point 

Likert scale. Technical aspects of this scale were reviewed on pages 

35 and 36. 

Propensity to leave was measured by a three item scale 

developed by Lyons (1971). This scale appeared as items (15) through 

(17) of the final questionnaire (Appendix D). Responses ranged from 

Strongly Disagree (SD) through Strongly Agree (SA) on a five point 

Likert scale. Technical aspects of this scale are reviewed on page 37. 

Job satisfaction was measured by means of a 18 item scale 

developed by Brayfield (1947). This scale appeared as items 18 through 

35 on the questionnaire. Response alternatives ranged from Strongly 

Disagree (SD) through Strongly Agree (SA) on a five point Likert scale" 

Technical aspects of this scale are reviewed on pages 38 through 40. 

The Brayfield instrument replaced the Smith et al. job satisfaction 

scale used in the initial form. 

Job related tension was measured by means of a nine item scale 

developed by Lyons (1971). This scale appeared as items (39) through 

(47) of the questionnaire. Responses ranged from Never (N) to Always 

(A) on a five point Likert scale. Technical aspects of this scale are 

reviewed on pages 37 and 38. 
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Demographic Data 

Demographic data were collected in questions 36 through 38 and 

in a special 16 item section at the end of the questionnaire. Question 

36 is worded as follows: 

36. Which of the-below most clearly approximates your ideal 

conception of the duties of a secondary school counselor? 

(Circle A or B) 

A. Spends most of time counsel
ing students on personal 
problems individually and in 
groups. 

B. Divides time between 
advising, record keeping, 
administration, testing, 
and substitute teaching. 

This question replaced the ten subscales of item 32 on the 

initial form. The dichotomous scoring mode of this question was 

designed to force counselors to identify their ideal as emphasizing 

either counseling or guidance activities. "A" answers were coded 

number one and the "B" answers were coded number two for data analysis. 

The exact wording of questions 37 and 38 is as follows: 

37. On the whole, my actual duties as a secondary school counselor 

closely match my ideal of what these duties should be (Yes or 

No). 

38. My training in counseling emphasized the types of skills 

·really called for in my job df secondary school counselor 

(Yes or No). 

These questions were designed to assess whether counselor's job 

ideal and training w~s incongruent with the actual conditi~ns of their 

work. "Yes" answers were coded number one and "No" answers were coded 

number two for data-analysis. 



The system of data coding for analysis of the items of the 

special demographic section are as follows: 

Age - This item was treated as interval data and was coded as 

whole numbers. 

Sex - This was a dichotomous item. ''Male'' was coded number 

one, and "Female" was coded number two. 

Graduate Hours - This item was treated as interval data. 
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Answers were assumed to include advanced degree work unless otherwise 

specified. For answers where hours listed were specified as beyond 

highest degree, the totals figured allowed 30 semester hours for 

Masters Degree, sixty semester hours for Doctorate. Data was coded as 

whole numbers. 

Highest Degree - Responses to this question were treated as 

interval data. The response, "Bachelors' Degree," was coded as number 

one. The response, ''Masters' Degree~" was coded as number two. and the 

responses, "Ph.D •• " "Ed.D.," or "Ed.S.," were coded as number three for 

data analysis. 

Major - Responses to this data were dichotomous. "Counseling," 

"Counseling and Guidance," or "Guidance," were coded as number one, and 

all other degrees as number two. 

Number of Years Teaching - All responses were recorded as the 

nearest whole year. 

Number of Years as Secondary Counselor - Responses to these 

items were treated as interval data. All responses were recorded as 

the nearest whole year. 
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Full or Part Time Counselor? - This was a dichotomous item. 

"Full Time" ,~as coded as number one and "Part Time" as number t'\':o. 

Professional Memberships - "(Circle) APGA AzSCA ASCA AzEA" 

Responses were treated as interval data. Number of memberships circled 

was coded as one, two, three or four. Five was for counselors belong

ing to AzEA only, and was not used in this data analysis. 

Does your school assign you to a speciality area of counseling 

(e.g., vocational, personal, etc.) in which you work exclusively? -

This was a dichotomous item. "Yes" responses were coded as number one 

and "No" responses were coded as number two. 

Total number of counselors with whom you work - Responses to 

this question were treated as interval data. Answers were coded as 

whole numbers. 

Approximate number of students in your high school - Responses 

to this question were t~eated as interval data. Answers were coded as 

whole numbers. 

Approximate number of students assigned to you - Responses to 

this question were treated as interval data. Answers were coded as 

whole numbers. 

Would moving into school administration be compatible with your 

career objectives? - This was a dichotomous item. "Yes" responses were 

coded as number one and "No" responses were coded as number two. 

What is your direct supervisor's job title? - Responses to this 

question were treated as interval data reflecting the number of organi

zational boundaries between a counselor and his/her supervisor. "Head 



Counselor" was coded number one, "Vice Principal" was number two, 

"Principal" was number three and "Superintendent" was number four. 

Categories "Multiple" and "Other" were not used at this time. 
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Does he/she have experience as a secondary school counselor? -

This was a dichotomous item. "Yes" responses were coded as number one 

and "No" responses as number two for data analysis. 

Throughout the questionnaire, demographic items or scales not 

answered, or answered other than in standard format were not scored. 

Data Analysis 

Data from the questionnaire were recorded on a specially 

designed form (Appendix F) from which they were keypunched onto com

puter cards. 

Programs were written to analyze the data using the Statistical 

Package for the Social Sciences (Nie et ale 1975), which was imple

mented at The University of Arizona Computer Center as Version 8.0. 

The first stage of analysis, descriptive statistics for all 

variables were developed. 

In the second stage of analysis, all variables were inter

correlated with each other using a correlation matrix as demonstrated 

by Helwig (1979). The data derived in this manner were used for two 

purposes: The first of these was to determine which of the antecedent 

variables were most strongly related to the mediating variables role 

conflict and ambiguity. The second was to determine whether there were 

actually relationships between the antecedent, mediating, and conse

quent variables, and the strength of the relationships. 
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The Pearson product-moment correlation was employed to investi

gate relationships between all items and scales expressed at the 

interval level of measurement. 

The point-biserial correlation was employed to investigate 

relationships between dichotomous items and items or scales at the 

interval level of measurement. 

The phi coefficient was employed to investigate relationships 

between dichotomous items. 

In the third stage of analysis, a multivariate procedure was 

used to test the following hypotheses at the .05 level of significance. 

1. Role conflict and ambiguity do not account for any of the 

variance in job satisfaction. 

2. Role conflict and ambiguity do not account for any of the 

variance in propensity to leave. 

3. Role conflict and ambiguity do not account for any of the 

variance in job related tension. 

A multiple regression analysis was computed to determine the 

joint contribution of role conflict and role ambiguity to the criterion 

variables. 

A significant contribution to variance was an F-ratio at the 

.05 level of stgnificance. 

In the fourth stage of analysis t-tests for independent means 

were employed to test the following hypotheses at the .01 level of 

significance. 



4. There is no difference in role conflict between counselors 

whose ideal duties of a secondary school counselor emphasize personal 

counseling and those whose ideal emphasizes guidance activities. 
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5. There is no difference in role conflict between counselors who 

feel that their ideal and actual job duties are congruent and those 

who feel that their ideal and actual duties are incongruent. 

6. There is no difference in role conflict between counselors who 

feel that their training in counseling emphasized the skills really 

required by their jobs and ~hose who feel their training did not 

emphasize the skills really called for by their jobs. 

7. There is no difference in role conflict between counselors with 

case loads of 250 or less students, and those with case loads of more 

than 250 students. 

8. There is no difference in role conflict between counselors who 

have had two years or less teaching experience, and those who have had 

more than two years teaching experience. 

The statistical analyses of the null hypotheses were carried 

out under the following assumptions: 1) normally distributed popula

tions, 2) independent samples, and 3) equal variances. 



CHAPTER 4 

RESULTS AND DISCUSSION 

Questionnaire Returns 

Questionnaires were mailed to all of the 487 secondary school 

counselors in the State of Arizona. Three hundred and thirty-six 

questionnaires were returned from the first mailing, and 78 from the 

second mailing for a total return of 414. Of these, 402 (or 82 percent) 

were usable. 

Table 1 summarizes the questionnaire returns for this study. 

Kerlinger (1973) has indicated that a survey can be considered 

an acceptable source of data if it achieves an 80 percent response 

rate. 

Leslie (1972) has suggested that the response rate bias usually 

essumed to affect the results of questionnaire studies is minimized in 

homogeneous populations. 

School counselors can probably be seen as a relatively homo

geneous population in regard to their background, attitudes, and prob

lems. 

These considerations would suggest that the 82 percent response 

rate achieved in this study was adequate to provide representative data 

for the overall population of Arizona secondary school counselors. 
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Table 1. Questionnaires sent and returned during the first and second 
mailings 

Questionnaires sent Number returned '1'0 of total 

1st Mailing 487 336 69 

2nd Mailing 151 78 16 

Totals 638 414 85 

Not usable 12 3 

Total usable 402 82 
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Descriptive Statistics 

In the first stage of data analysis, a variety of descriptive 

statistics were developed. The purpose of this was to delineate the 

characteristics of secondary school counselors working in the State of 

Arizona. 

Table 2 through 9 and the following discussion summarize this 

data. 

The data in Tables 1 through 7 suggest that counselors working 

in Arizona high schools have characteristics and problems similar to 

those reported for secondary school counselor~ in other parts of the 

country. 

The average respondent was 44 years old and had 12.75 years 

teaching experience. 

This suggests that Arizona counselors generally conform to the 

nationwide pattern delineated by Shertzer and Stone (1981, pp. 154-158) 

of entering the counseling profession after a number of years in a 

teaching career. The pattern identified by Shertzer and Stone also 

suggested that administration was a common career goal for many school 

counselors. In this respect, Arizona counselors did not conform to the 

national pattern. Only 24 percent said that moving into school admin

istration was compatible with their career objectives. 

Over 90 percent of the respondents held master's degrees, and 

63 percent held degrees in counseling. The average counselor had also 

completed a total of 70.45 hours of graduate studies. 



Table 2. Age and sex of Arizona secondary school counselors 

Range 

Age 27-70 

Sex 

Male 

Female 

Frequency 

225 

171 

44.29 

'70 of total 

56.70 

43.30 

Table 3. Education of Arizona secondary school counselors 

Graduate hours 
completed 

Highest degree 

Bachelor's 

Masters 

Doctorate 

Counseling 

Other 

Range 

18-300 

Frequency 

14 

357 

24 

244 

138 

70.45 

"/0 of total 

3.50 

90.40 

6.10 

63.90 

36.10 

54 

SD 

9.25 

SD 

30.13 



Table 4. Work experience of Arizona secondary school counselors 

Years teaching 

Years as secondary 
school counselor 

Range 

0-40 

1-31 

SD 

12.72 9.11 

9.47 6.31 

Table 5. Work assignments of Arizona secondary school counselors 

Case load size 

Hours worked 

Full time 

Part time 

Type of Assignment 

Special 

Standard" 

Range 

0-999 

Frequency 

306 

40 

95 

296 

333.00 

10 of total 

88.40 

11.60 

24.30 

75.70 

55 

SD 

121.59 



Table 6. Work environments of Arizona secondary school counselors 

Number of Counselors 
worked with 

Size of school 

Range 

O-ll 

35-4900 

SD 

3.91 2.30 

1439.3 739.8 

Table 7. Professional memberships and career objectives of Arizona 
secondary school counselors 

Professional memberships 

Career Objectives 

Administrative 

Non-administrative 

Range 

0-4 

Frequency 

96 

292 

.83 

"/0 of total 

24.74 

75.26 

56 

SD 

1.09 



Table 8. Supervision of Arizona secondary school counselors 

Supervisor's title 

Head Counselor 

Vice Principal 

Principal 

Superintendent 

Muliple 

Other 

Supervisor's experience 

Counseling 

Non Counseling 

Frequency 

148 

106 

102 

5 

4 

26 

231 

155 

"I. of total 

37.86 

27.10 

26.09 

1.28 

1.02 

6.65 

59.84 

40.16 

57 
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Table 9. Incongruence-congruence of the counseling ideal and training 
of Arizona secondary school counselors with job demands 

Ideal Counsellng Duties 

Emphasizes helping students 
solve personal problems 
individually and in groups 

Emphasizes advising, record 
keeping, administration, 
testing, and substitute teaching 

Coun"seling Duties Ideal fActual Duties 

Congruent 

Incongruent 

Training/Skills Demanded by Job 

Congruent 

Incongruent 

Frequency 

316 

72 

163 

227 

162 

219 

% of total 

81.44 

18.56 

41. 79 

58.21 

42.52 

57.48 
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The work environments of Arizona counselors were very similar 

to those described for counselors nationwide. Most respondents worked 

full time, standard assignments in large high schools 

Counselors' average case load was 333 students, which is 83 

larger than recommended by the American School Counselor's Associa

tion. Many counselors had much larger case loads, with some having two 

to three times the recommended number of cases. 

The remaining descriptive data are presented in Tables 8 and 9. 

The data in Table 8 indicates that over 62 percent of the high 

school counselors in Arizona are being supervised by administrative 

personnel rather than by other counselors. 

A number of studies have suggested that administrators tend to 

see counselors' duties in terms of clerical, disciplinary, and quasi

administrative tasks (Dunlop 1964, Hart and Prince 1970). 

However, Table 9 indicates that more than 80 percent of the 

counselors surveyed felt that their jobs should ideally emphasize help

ing students solve their personal problems in individual and group 

counseling. 

In addition, Table 9 indicates that more than half of the coun

selors surveyed felt that their ideal for the duties of a secondary 

school counselor was incongruent with their actual duties. More than 

half also felt that their training was incongruent with the skills 

really demanded by the job of school counselor. 
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Relationships between the Variables 

A second phase of the study was designed to determine whether 

there were significant relationships between the antecedent, mediating, 

and consequent variables which theory predicted should be closely 

associated. 

This data was generated by intercorrelating all 24 variables to 

create a 24 by 24 matrix of zero order coefficients. 

Table 10 is a partial presentation of the complete matri~ 

(Appendix F) showing the 77 coefficients at or above the .05 level of 

significance. 

Inspection of the matrix reveals correlation coefficients rang

ing from -.70 to .80. The magnitude (absolute values) of the coef

fici2nts ranged from .10 to .80, with a median correlation of .19. 

Half of the coefficients had values of .19 or below. The 

increased power of the t-test in a large sample such as the one used in 

this study would call into question the practical significance of such 

low but statistically significant correlations. 

Discussion of the matrix presented in Table 10 will emphasize 

correlations large enough to provide practically meaningful data 

(defined as above .20), and those which provide a basis for forming 

conceptual links between the antecedent, mediating, and consequent 

variables focused on in this study. 



Table 10. Correlation matrix of all variables 

4 

1. Role Confltct 

2. Role Ambiguity .51" 

J. Propend ty to Leave .35" .n" 
4. Job Satlaf.etlon -.31 -.44* -.70 

5. Id~a1 Counsellng Dutlu 

6. Ideai Job Outlet Incongruence .39" .]7* -.39" -.40" -.12 

1. Training Skill Demand Incongruence .26" .34" .30· -.31" .43* 

8. Job Related Tendon .~9· .48" .39* -.46* .34* .30· 

9. Age -.15" -.10 -.13 

10. Sex 

11. Graduate Houn Completed 

12. "(ghut Degree 

13. HaJor 

14. Yeau Teachtng 

15. Years •• Secondary Counselor -.12 

16. Ful1-tlme/Part-time 

17 .. Membership. 

]B. A8Itgnment 

19. Humber of Coun.elore tn Office .12 .12 

20. Number of Students tn School .15" .12 .10 

21 .. Number Au 19ned to Coun.elor .10 

22. Career Goah 

23. Supervhor1a Title 

24. Supervisor'. Experience: -.11 .10 

. p • < .01 

8 10 11 12 13 14 15 

-.19· 

.19· 

.15· 

-.11 .56' .14* .11 .18* 

-.11 .58· .22" .29* 

.17· -.12 

.12 

.12 -.16· 

.11 .21· 

.18" 

.21· .10 .19· 

16 17 18 19 

-.18· -.10 

-.23" .80 " 
-.25· .11 .21" 

•• 31" 

-.20" 

20 

.48 " 

.13· 

.38" 

-.18 

21 22 

.12 

-.31" 

23 

.39* 

24 

0\ 
I-' 



Relationships between Antecedent and 
Mediating Variables 
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The antecedent variables having the st:congest relationships to 

role conflict and role ambiguity were counseling ideal-job duties 

incongruence and training-skill demands incongruence. 

The correlation between these was .43, which was significant at 

the .01 level. 

These incongruence variables were expected to be interrelated, 

since both a counseling ideal and skills probably have their roots in a 

counselor's graduate training, and have many corrunon dimensions. 

Counseling ideal-job duties incongruence correlated .39 with 

role conflict, and .37 with role ambiguity, while training-skill 

demands incongruity correlated .26 and .24 with these variables respec-

tively. All of these correlations were significant at the .01 level. 

Significant relationships between the incongruity variables and 

the role stress variables were expected on the basis of Van Hoose's 

(1970) article which proposed that many counselor training programs 

encourage counselors to develop job ideals and skills that are opposed 

to the kind of work demands and responsibilities that will be expected 

of them in most high schools. 

Relationships between the Mediating and 
Consequent Variables 

Role conflict and role ambiguity were the two mediating 

variables focused on in the study. The correlation between these was 

.51, which was significant at the .01 level. 
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Kahn et ale (1964, pp. 88-89) found only insignificant correla

tions between these role stress variables, and concluded that they were 

usually independent dimensions. However, they suggested that conflict 

situations characterized by conflicting pressures and inconsistent 

demands by role senders could sometimes be associated with high levels 

of experienced ambiguity. It might be expected that the highly con

flicting and inconsistent demands which have been reported for school 

counselors would produce an ambiguity about role that would explain the 

high conflict-ambiguity correlations found here. 

The correlations of role conflict and role ambiguity with and 

propensity to leave were almost equal at .35 and .33 respectively. The 

aversive nature of the role stress variables would make a positive 

correlation with propensity to leave a logically consistent finding. 

This relationship has been noted in several studies of other popula

tions (Paul 1974, Brief and Aldag 1976, Helwig 1978, 1979) but has not 

previously been reported among secondary school counselors. 

Role conflict and ambiguity correlated at nearly equal levels 

(-.37 and -.41) with job satisfaction. These negative correlations are 

logically consistent with the aversive nature of the role stress 

variables, and in agreement with previous research demonstrating the 

generally negative relationships between role stress and job satis

faction (Kahn et ale 1964, Helwig 1979). 

However, less confidence can be placed in the relative size of 

the obtained coefficients, which research indicates can vary in 

response to a wide variety of organizational and interpersonal 
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variables (Hamner and Tosi 1974, Miles 1976, Johnson and Stinson 1975, 

Organ and Greene 1974). 

Finally, role conflict correlated .59 and role ambiguity cor-

related .48 with job related tension. The positive relationships 

between these role stress variables and job related tension is con-

sistent with the findings of previous research (Kahn et al. 1964, 

Ivancevich and Donnelly 1974, Miles and Petty 1975). A positive cor-

relation between the role stress variables and job related tension also 

appear to be a logically consistent relationship. 

The Predictive Value of Role 
Conflict and Ambiguity 

A third stage of the study was intended to determine the con-

tribution of role conflict and ambiguity to the variance in job satis-

faction, propensity to leave, and job related tension. Table 11 

presents the data for the multiple regressions of job satisfaction, 

propensity to leave, and job related tension on role conflict and 

ambiguity. The significance of this table is discussed in the follow-

ing section. 

Results Related to Specific Hypotheses 

Hypothesis 1 - Role conflict and ambiguity do not account for 

any of the variance in job satisfaction. 

The criterion variable job satisfaction was regressed on the 

predictor variables role conflict and role ambiguity. Role conflict 

and ambiguity jointly accounted for a significant amount (21 percent) 

of the variance in job satisfaction R2= .209, (F = 41.01, p < .001). 
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Table 11. The regression of job satisfaction, propensity to leave, and 
job related tension on role conflict and role ambiguity 

Variable F to enter p R R2 Overall F p 

Job Satisfaction 

Role Ambiguity 26.08 .001 .407 .166 

41.01 .001 

Role Conflict 14.67 .001 ~457 .209 

Propensity to Leave 

Role Conflict 20.72 .001 .359 .129 

27.09 .001 

Role Ambiguity 7.05 .001 .385 .148 

Job Related Tension 

Role Conflict 121.75 .001 .652 .425 

137.54 .001 

Role Ambiguity 25.55 .001 .685 .469 
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Therefore, the null hypotheses that role conflict and ambiguity 

do not account for any of the variance in job satisfaction can be 

rejected at the .001 level of significance. 

Role Ambiguity was a better predictor, accounting for 17 per

cent of the variance in job satisfaction R2 = .166, (p < .001), with 

role conflict accounting for only 4. percent of the variance R2 = .043 

(p < .011), after role conflict was entered into the equation. This 

suggests that these predictor variables overlap in their relationship 

to job satisfaction. Of the total variance in job satisfaction, 75 

percent was not accounted for by role conflict or role ambiguity. This 

variance may have been accounted for by the antecedent variables, 

variables not included in the study, or error. 

Hypothesis 2 - Role conflict and ambiguity do not account for 

any of the variance in propensity to leave. 

The criterion variable propensity to leave was regressed on the 

predictor variables role conflict and role ambigui.ty. Role Conflict 

and ambiguity jointly accounted for a significant amount (15 percent) 

of the variance in propensity to leave, R2 = .148, (F = 27.09, 

p < .011). 

Role conflict was the better predictor, accounting for 13 per

cent of the variance in propensity to leave, R2 = .129 (p < .001), with 

role ambiguity accounting for only 2 percent of the variance R2 = .019; 

(p < .088), after role conflict was entered into the equation. This 

suggests that these predictor variables overlap to a small extent in 

their relationship to job satisfaction. Of the total variance in 
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propensity to leave, 85 percent was not accounted for by role conflict 

and ambiguity. This variance was probably accounted for by the ante

cedent variables, errors, and variables not included in the study. 

Hypothesis 3.- Role conflict and ambiguity do not account for 

any of the variance in job related tension. 

The criterion variable job related tension was regressed on the 

predictor variables role conflict and role ambiguity. Role conflict 

end ~~biguity jointly accounted for a significant amount (47 percent) 

of the variance in job related tension, R2 = .469, (F = 137.54, 

p < .001). 

Therefore, the null hypothesis that role conflict and role 

ambiguity do not account for any of the variance in job related tension 

can be rejected at the .01 level of significance. 

Role conflict was the better predictor, accounting for 43 per

cent of the variance in job related tension R2 = .425m (p < .001), with 

role ambiguity accounting for only 4 percent of the variance R2 = .044, 

(p < .001), after role conflict was entered into the equation. 

This suggests that these predictor variables overlap to a small 

extent in their relationship to job related tension. 

Of the total variance in job related tension, 53 percent was 

not accounted for by role conflict and ambiguity. This variance was 

probably accounted for by the antecedent variables, error, or variables 

not included in the study. 

These results are generally consistent with Hel~qig's (1979) 

findings for employment service counselors, where role conflict and 
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role ambiguity were found to account for a significant amount of the 

variance in propensity to leave and total job satisfaction. They are 

also consistent with Kahn et al.'s (1964) formulation that role con

flict and ambiguity in combination produce higher levels of job related 

tension than eith one alone. 

The final phase of the study was designed to determine whether 

groups that the literature suggested should be characterized by dif

ferent amounts of on the job conflict actually had significantly 

different mean scores on the role conflict scales. Five hypotheses 

concerning group differences were tested at the .01 level of signifi

cance, using the t-test for independent means. Table 12 presents the 

data relevant to the t-tests for each hypothesis. 

Results Related to Specific Hypotheses 

Hypothesis 4 - There is no difference in role conflict between 

counselors whose ideal for the duties of a secondary school counselor 

emphasize personal counseling and those whose ideal emphasizes guid

ance activities. 

The difference in means between the group whose ideal empha

sized counseling and the group whose ideal emphasized guidance 

activities was not significant (t = 1.02, p = .27). Therefore, the 

null hypotheses could not be rejected at the .05 level of significance. 

It could not be concluded that the group with the counseling ideal and 

the group with the guidance ideal were characterized by significantly 

different levels of role conflict. These results do not substantiate 
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Table 12. Significance data for the hypotheses tested 

Role Conflict Scores 

N X SD t P 

HlEothesis 1 

Counseling ideal 316 25.73 6.44 
1.02 .27 

Guidance ideal 372 24.80 6.50 

HlEothesis 2 

Ideal-duties 
congruent 163 22.61 6.34 

-8.31 .001 
Ideal-duties 
incongruent 227 27.70 5.68 

HlEothesis 3 

Training-skill 
demands congruent 162 23.67 6.30 

-5.29 .001 
Training-skill 

demands incongruent 219 27.06 6.11 

HlEothesis 4 

Over 250 students 87 24.07 6.03 
-2.43 .01 

Less than 250 students 297 25.97 6.51 

HlEothesis 5 

Two years or less 
teaching experience 31 26.55 4.88 

.99 .32 
More than two years 

teaching experience 359 25.35 6.59 



Van Hoose's (1970) proposition that a work ideal emphasizing personal 

counseling is associated with a high level of on the job conflict. 
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Hypothesis 5 - There is no difference in role conflict between 

counselors who feel that their ideal and actual duties are congruent 

and those who feel that their ideal and actual duties are incongruent. 

The difference in means between the group who felt that their 

ideal and actual duties were congruent and the group who felt that 

their ideal and actual duties were incongruent was significant 

(t = -8.31, P < .001). Therefore, the null hypothesis could be 

rejected at the .05 level of significance. It could be concluded that 

the group whose ideal and actual duties were congruent was signifi

cantly lower on role conflict than the group whose ideal and actual 

duties were not congruent. 

Hypothesis 6 - There is no difference in role conflict between 

counselors who feel that their training in counseling emphasized t~e 

skills really demanded by their jobs and those who feel that their 

training did not emphasize the skills really called for by their jobs. 

The difference in means between the group who felt that their 

training emphasized the skills ~equired by their jobs and the group 

who felt that their training did not emphasize the skills demanded by 

their jobs was significant (t = -5.29, p < .001). Therefore, the null 

hypothesis could be rejected at the .05 level of significance. It 

could be concluded that the group who felt that their training empha

sized the skills actually demanded by their jobs was significantly 
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lower in role conflict than the group that felt their training did not 

emphasize the ~kills really required by their jobs. 

The findings for hypotheses 5 and 6 tend to be consistent with 

Van Hoose's (1970) proposition that counselors assimilate job ideals 

and skills in their graduate training that are very likely to conflict 

with the actual demands of their jobs in the secondary school. 

Hypothesis 7 - There is no difference in role conflict between 

counselors with case loads of 250 or less students, and those with 

case loads of more than 250 students. 

The difference in means between the group with case loads of 

250 or less students and the group with case loads of more than 250 

students was significant (t = -2.43, p = .01). Therefore, the null 

hypothesis could be rejected at the .05 level of significance. It 

could be concluded that the group with case loads of less than 250 

students was significantly lower in role conflict than the group with 

case loads of more than 250 students. 

These findings tend to substantiate the observations of several 

authors (Ashcraft 1966, Kremer and Owen 1979) that counselors experi

ence on the job conflict as a result of excessive case loads, and the 

overly large work loads accompanying these. 

Hypothesis 8 - There is no difference in role conflict between 

counselors who have had two years or less teaching experience, and 

those who have had more than two years teaching experience. 

The difference in means between the group with two years or 

less teaching experience and the group with more than two years 



72 

teaching experience was not significant (t = .99, p = .32). Therefore, 

the null hypothesis could not be rejected at the .05 level of signifi

cance. It could not be concluded that the group with less than two 

years teaching experience were significantly different in role conflict 

from the group with more than two years teaching experience 

These findings do not substantiate Kehas and Morse' (1970) 

suggestion that conflict concerning the role of counselor is greater 

. for counselors with greater number of years teaching experience. 



CHAPTER 5 

SUMMARY, LIMITATIONS, CONCLUSIONS, 
AND RECOMMENDATIONS 

Summary 

In this research counselors' job related problems were studied 

in terms of the organizational psychology constructs'of role conflict 

and ambiguity (Kahn et al. 1964). Kahn's constructs were developed to 

explain how the i.nterpersonal and organizational aspects of a work 

environment affect workers' behavior. Role conflict occurs when a 

worker must respond simultaneously to incompatible demands. Role 

ambiguity occurs when he or she cannot determine what must be .done to 

function adequately on the job. 

The overall purpose of this study was to determine how role 

conflict and role ambiguity are interrelated to the many job related 

problems which the literature reports for school counselors. 

One part of the study gathered information concerning factors 

in the counselors' personal background or work environment that the 

literature had indicated are associated with role stress on the job. 

Other parts of the study investigated the relationships of 

role conflict and role ambiguity to the personal outcomes of job satis-

faction, propensity to leave, and job related tension. 

Finally, the differences in mean role conflict scores between 

several pairs of groups were tested for statistical significance. 
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The research data were gathered by means of a mailed survey. 

Questionnaires were sent to all of the 487 secondary school counselors 

in the state of Arizona. After two mailings, 85 percent of the ques

tionnaires were returned, and 82 percent were usable. 

In the first stage of data analysis, descriptive statistics 

were developed to delineate the group characteristics of the 

respondents. 

The second stage of data analysis examined the relationships 

between all of the variables included in the study by means of an 

intercorrelation matrix. 

The third stage of analysis employed a multiple regression pro

cedure to determine whether role conflict and ambiguity accounted for 

a significant amount of the variance in job satisfaction, propensity to 

leave, and job related tension. Level of significance was determined 

by means of the F-test. 

The three hypotheses tested during this phase of the study 

were: 

1. Role conflict and ambiguity do not account for any of the 

variance in job satisfaction. 

2. Role conflict and ambiguity do not account for any of the 

variance in propensity to leave. 

3. Role conflict and ambiguity do not account for any of the 

variance in job related tension. 

In the fourth stage of analysis, t-tests for independent means 

were used to determine whether groups theoretically characterized by 
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different amounts of role" conflict actually had significantly different 

mean scores on the role conflict scale. 

Five additional hypotheses were tested at the .01 level of 

significance. These were as follows: 

4. There is no difference in role conflict between counselors 

whose ideal for the duties of a secondary school counselor 

emphasize counseling and those whose ideal emphasizes guidance 

activities. 

5. There is no difference in role conflict between counselors who 

feel that their ideal and actual duties are congruent and those 

who feel that their ideal and actual duties are incongruent. 

6. There is no difference in role conflict between counselors who 

feel that their training in counseling emphasized the skills 

really demanded by their jobs and those who feel that their 

training did not emphasize the skills really called for by 

their jobs. 

7. There is no difference in role conflict between counselors with 

case loads of 250 or less students, and those with case loads 

of more than 250 students. 

8. There is no difference in role conflict between counselors who 

have had two years or less teaching experience, and those who 

have had more than two years experience. 

The descriptive data gathered in the first phase of the study 

provided information about the work environment of secondary school 

counselors in Arizona. Most of these counselors work in standard 
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constellation of services assignments. The literature has described 

such assignments as being associated with diverse and poorly defined 

duties (Boyd 1973, Buckner 1975). Many of the counselors also had 

excessively large case loads. Finally, these data indicated that the 

majority of counselors working in Arizona high schools feel that their 

ideal for the duties of a counselor and their actual duties are incon

gruent, and that their training is incongruent with the skill demands 

of their jobs. 

The second (correlational) phase of the study produced two 

addition~l findings: 

1. Counseling ideal-actual duties incongruence and training-skill 

demands incongruence have significant positive relationships 

with role conflict and role ambiguity among Arizona secondary 

school counselors. 

2. Role conflict and role ambiguity have a significant negative 

relationship with job satisfaction, and significant positive 

relationships with propensity to leave and job related tension 

among Arizona secondary school counselors. 

The third (multiple regression) phase of the study resulted in 

the following findings for the first three hypotheses. 

1. Role conflict and role ambiguity juintly account for a signifi

cant amount of the variance in job satisfaction. However role 

ambiguity accounts for a larger percentage of this variance, 

and is therefore a better predictor of job satibfaction than 

role conflict. 
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2. Role conflict and role ambiguity jointly account for a sig

nificant amount of the variance in propensity to leave. How

ever, role conflict accounts for a larger percentage of this 

variance, and therefore is a better predictor of propensity to 

leave than role ambiguity. 

3. Role conflict and role ambiguity jointly account for a 

significant amount of the variance in job related tension. 

However, role conflict accounts for a larger percentage of this 

variance, and therefore is a better predictor of job related 

tension than role ambiguity.' 

The fourth (t-test) phase of the study resulted in the follow

ing results related to hypotheses four through eight. 

4. There is no significant difference in role conflict between 

counselors whose ideal for the duties of a secondary school 

counselor emphasize counseling and those whose ideal emphasizes 

guidance activities. 

5. Counselors who feel that their ideal duties and actual duties 

were congruent were significantly lower in role conflict than 

those who feel that their ideal and actual duties were incon

gruent. 

6. Counselors who feel that their training and the skill demands 

of their jobs are congruent are significantly lower in role 

conflict than those who feel their training and the skill 

demands of their jobs are incongruent. 



78 

7. Counselors with case loads of 250 students are significantly 

lower in role conflict than those with case loads of more than 

250 students. 

8. Counselors who have had less than two years teaching experi

ence are not significantly lower in role conflict than those 

who have had more than two years experience. 

Limitations of the Study 

The following suggestions would serve to improve the study. 

Limitations of the Questionnaire 

1. 'Scoring of the questionnaire could be made much less time con

suming if the four scales comprising items 1-35 were separated 

by lines and the Likert values (1-5) printed at the top of each 

scale. For the role conflict scale, (items 1-8), and the pro

pensity to leave scale (items 15-17) -the values would be 1 for 

Strongly Disagree (SD) through 5 for Strongly Agree (SA). For 

the role ambiguity scale, (Hems 9-14), this scoring would be 

reversed. For the job satisfaction items, some scales are 

scored 1 SD to 5 SA, and some are scored 1 SA to 5 SD. Scoring 

of these would be much faster if the 1 SA to 5 SD items had the 

letter "R" printed next to them. The job related tension scale 

would also be made more easily scoreable by printing the Likert 

values (1 for N (Never) through 5 for A (Always) at the top of 

the scale. 

2. Item 36 (ideal for counseling duties) would probably be more 

effective in its original form (item 32 of the original 
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questionnaire, Appendix C). The dichotomous nature of the item 

on the final questionnaire may have artificially categorized 

counselors into one of two categories, neither of" which fully 

described their ideal for counseling duties. 

3. The item "Full or part time counselor?" seemed to be misin

terpreted by some respondents, wto entered number of hours 

worked as an answer, rather than the expected responses "full 

time" or "part time". The item would probably be more effec

tive rewritten in closed response form as "Hours worked (circle 

one) l. Full time 2. Part time". 

4. The item "professional memberships" would be improved if it 

incorporated space to write in additional memberships beyond 

the four specified on the questionnaire. 

5. The item "Total number of counselors with whom you work" would 

be more effective if rewritten as "Number of other counselors 

in your office". Some counselors included themselves in their 

responses to the former form of this question; the latter form 

would make it more explicit that the question was concerned 

with the number of other counselors in the office. 

Limitations of Methodology 

1. The results of this study would be made more convincing if 

they were based on a nationwide survey. This could be accom

plished by random sampling of counselors throughout the country 

or by surveying all of the counselors in randomly chosen states. 
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2. The complexity of future replications could be reduced by 

limiting the antecedent variables to only those organizational, 

interpersonal, or personal background factors which the 

literature indicates are strongly associated with role related 

problems among counselors. The antecedent variables included 

in this study that had no significant correlations with the 

role stress variables could probably be dropped in future 

replications. 

3. Future replications of this study could be assured of more 

reliable data if the three item propensity to leave scale 

(Lyons 1971) appearing as items 15-17 on the questionnaire 

were reliability tested by the test-retest method. 

4. Replications of this study might benefit from using stepwise 

rather than a standard multiple regression procedure. By using 

all of the antecedent variables as well as role conflict and 

ambiguity as predictors, more variance in the criterion 

variables job satisfaction, propensity to leave, and job related 

tension might be accounted for. In addition, evidence for 

direct relationships between some of the antecedent variables 

and the consequent variables might be established if the ante

cedent variables could be shown to account for variance in job 

3atisfaction, propensity to leave, and job related' tension not 

accounted for by role conflict or ambiguity. 
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Conclusions 

Role conflict and role ambiguity seem to be related to a number 

of factors in the work environment and personal background of secondary 

school counselors in Arizona. The most important of these was the 

degree of incongruence between a counselor's ideal and actual duties, 

and the degree of incongruence between a counselor's training and the 

demands of the job. Generally speaking, the more incongruent these 

dimensions were, the greater the amount of role conflict and ambiguity 

experienced by the counselor. 

In addition, role conflict seemed to be higher among counselors 

with excessively large case loads. 

Both role conflict and role ambiguity were related to the 

undesirable personal outcomes of lower job satisfaction, increased pro

pensity to leave, and increased job related tension in the population 

studied. However, these outcomes were probably also contributed to by 

other, unknown factors. 

The overall conclusions of the study were that a number of 

personal background and organizational factors in the work environment 

of Arizona secondary school counselors predispose them to role stress 

on the job. This stress in turn predisposes them to a number of 

undesirable personal outcomes in relation to their work. 

Recommendations for further Research 

The role related problems of secondary school counselors could 

be understood more completely if the following research were carried 

out: 



1. A study of role conflict and role ambiguity among high school 

counselors based on a national survey. This would confirm or 

disconfirm whether the role related problems of Arizona coun

selors are representative of secondary school counselors in 

general. 

2. Studies to investigate counselor's problems in terms of addi

tional constructs from Kahn et al.'s theory or organizational 

behavior. Some of these might include: 

A. A study to determine which kinds of role conflict are the 

greatest problems for sch09l counselors. 
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B. A study to investigate whether role conflict and ambiguity 

among secondary school counselors is affected by organiza

tional factors such as the number of organizational 

boundaries between counselors and supervisors. 

C. Studies to investigate how role conflict and role ambiguity 

among secondary school counselors is affected by inter

personal factors such as functional dependence, organiza

tional proximity, and relative status. 

D. Studies to determine how role conflict and role ambiguity 

among secondary school counselors is affected by person

ality factors such as neuroticism, flexibility-rigidity, 

need for clarity, etc. 

3. Studies to determine whether workshops designed to increase the 

communication between counselors and administrators are 
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effective in decreasing role conflict and role ambiguity among 

school counselors. 

4. Studies to determine whether workshops focused on the manage

ment of conflicting and ambiguous aspects of counselors' jobs 

are effective in increasing counselors' job satisfaction. 

5. Studies to determine whether workshops focused on the manage

ment of conflicting and ambiguous aspects of counselors' jobs 

are effective in decreasing the amount of job related tension 

experienced by school counselors. 

Recommendations for Counselor Education 

Counselor educators can react to the role related problems of 

secondary school counselors in two ways. 

First they might redesign the curriculum for secondary school 

counseling to more accurately reflect the demands of the job as it is 

presently defined. Such a curriculum would put increased emphasis on 

measurement, administration, information systems, and classroom 

management, and decreased emphasis on therapeutic counseling and human 

development. 

However, many counselor educators would probably see changes 

such as these as being a backward step in the development of the coun

seling profession. 

A second reaction might be to encourage students in the school 

counseling curriculum to develop negotiation and consultation skills 

which would enable them to change the definition of counseling in the 

secondary school to a role more congruent with their ideals and training. 
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Recommendations for School Counselors 

Secondary school counselors should employ every means available 

to make their role more congruent with their training and ideals. This 

might begin at the initial job interview, where counselors would 

negotiate for a role where their special skills and competencies could 

be fully demonstrated and utilized. 

Working counselors could also inform teachers and administra

tors about what changing counselors' role can do to improve education. 

This might be accomplished by counselors providing information about 

possible counseling services at staff meetings, and by counselors 

speaking 'at teachers' and administrators' conventions. 

Counselors should also strive to publish articles concerning 

counseling in school administration journals, with the goal of improv

ing communication between counselors and administrators. 

Another important goal for counselors is to have input into the 

legal definition of their role and function. At the simplest level, 

this would involve pressure by counselors' professional organizations 

to decrease the excessive work loads faced by many counselors. On a 

broader level this would include school counselors having substantial 

input i.nto the certification standards for their profession. On the 

broadest level, this would involve counselors undertaking collective 

political action to influence the legislation by which their legal role 

and function is mandated. 

Finally, counselors could make their skills and importance 

better understood by the general public by leading groups that would 



help parents understand their children more completely, and deal with 

their problems more effectively. 
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Aubrey (1973), Warnath (1973), and Bloom and Thomason (1981) 

have suggested some of the long term goals that could make counselors' 

duties more congruent with their job ideals and skills, and enable them 

to contribute more to the process of education. 

The most impor~ant goal would be that guidance be placed on an 

equal footing with teaching and administration in the organizational 

structure of the school. Some of the specific goals subsumed under 

this would be a closer but autonomous relationship between counselors 

and administration, an increase in the influence of counselors on the 

development of curriculum, and the institution of human development 

classes run by counselors at every grade level. 

The accomplishment of these goals in the secondary school would 

free counselors from much of the clerical, administrative, and dis

ciplinary duties that are so incongruent with their training and 

values, and enable counselors to work in areas where their skills and 

competencies would be most effective. 
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Role Conflict (Rizzo et ale 1970) 

SD Strongly Disagree, D = Disagree, U = Undecided, A 
SA - Strongly Agree 

Agree, 

1. I have to do things that should be done differently •• SD D U A SA 
2. I receive an assignment without the manpower to 

complete it •.....•.•............................... SD D U A SA 
3. I have to buck a rule or policy in order to carry 

out an assignment •••••••••••••••••••••••••••••••••• SD D U A SA 
4. I work with two or more groups of people that 

operate quite differently •••••••••••••••••••••••••• SD D U A SA 
5. I ~eceive incompatible requests from two or more 

people ••••••••••••••••••••••••••••••••••••••••••••• SD D U A SA 
6. I do things that are apt to be accepted by one 

person and not accepted by others •••••••••••••••••• SD D U A SA 
7. I receive an assignment without adequate resources 

and materials to carry it out •••••••••••••••••••••• SD D U A SA 
8. I work on unnecessary things ••••••••••••••••••••••••• SD D U A SA 

Role Ambiguity (Rizzo et ale 1970) 

1. I feel certain about how much authority I have ••••••• SD 
2. There are clear, planned goals and objectives 

for my job ••••••••••••••••••••••••••••••••••••••••• SD 
3. I know exactly what is expected of me •••••••••••••••• SD 
4. I know what my responsibilities are •••••••••••••••••• SD 
5. I know I have divided my time properly ••••••••••••••• SD 
6. Explanation is clear of what has to be done 

on the job ••••••••••••••••••••••••••••••••••••••••• SD 

Propensity to Leave (Lyons 1971) 

1. If I were free to choose, I would prefer to 
continue working on my present job ••••••••••••••••• SD 

2. I would like to stay on this job for a long time ••••• SD 
3. If I had to quit work for awhile, I would 

return to this job ••••••••••••••••••••••••••••••••• SD 

Index of Job Satisfaction (Brayfield 1947) 

D U A SA 

D U A SA 
D U A SA 
D U A SA 
D U A SA 

D U A SA 

D U A SA 
D U A SA 

D U A SA 

1. My job is like a hobby ,to me •••••••••••••••• e •••••••• SD D U A SA 
2. My job is usually interesting enough to keep me 

from getting bored ••• o ••••••••••••••••••••••••••••• SD D U A SA 
3. It seems that my friends are more interested in 

their jobs ••••••••••••••••••••••••••••••••••••••••• SD D U A SA 
4. I consider my job rather unpleasant •••••••••••••••••• SD D U A SA 



5. I enjoy my work more than my leisure time ••••••••••• SD 
6. I am often bored with my job •••••••••••••••••••••••• SD 
7. I feel fairly well satisfied with my present job.~ •• SD 
8. Most of the time I have to force myself to 

go to work •••••••••••••••••••••••••••••••••••••••• SD 
9. I am satisfied with my job for the time being ••••••• SD 

10. I feel that my job is no more interesting than 
others I·could get ••••••••••••••••••••••••••••••• eSD 

11. I definitely dislike my work •••••••••••••••••••••••• SD 
12. I feel that I am happier in my work than most 

other people •••••••••••••••••••••••••••••••••••••• SD 
13. Most days I am enthusiastic about my work ••••••••••• SD 
14. Each day of work seems like it will never end ••••••• SD 
15. I like my job better than the average worker does ••• SD 
16. My job is pretty uninteresting •••••••••••••••••••••• SD 
17. I find real enjoyment in my work •••••••••••••••••••• SD 
18. I am disappointed that I ever took this job ••••••••• SD 

Job Related Tension (Lyons 1971) 

N = Never, R = Rarely, ~ = Sometimes, 0 = Often, A = Always 

1. Being unclear on just what the scope and 

D U A 
D U A 
D U A 

D U A 
D U A 

D U A 
D U A 

D U A 
D U A 
D U A 
D U A 
D U A 
D U A 
D U A 
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SA 
SA 
SA 

SA 
SA 

SA 
SA 

SA 
SA 
SA 
SA 
SA 
SA 
SA 

responsibilities of your job are •••••••••••••••••••• N R S 0 A 
2. Not knowing what opportunities for advancement 

or promotion exist for you •••••••••••••••••••••••••• N R S 0 A 
3. Feeling that you have too heavy a work load, one 

that can't be finished in an ordinary day ••••••••••• N R S 0 A 
4. Thinking that you'll not be able to satisfy the 

conflicting demands of the people over you •••••••••• N R S 0 A 
5. Not knowing what your supervisor thinks of you, 

and how he/she evaluates your performance ••••••••••• N R S 0 A 
6. The fact that you can't get the information 

necessary to carry out your job ••••••••••••••••••••• N R S 0 A 
7. Not knowing just what the people that you 

work for expect of you •••••••••••••••••••••••••••••• N R S 0 A 
8. Thinking that the amount of work that you have 

to do may interfere with how well it gets done •••••• N R S 0 A 
9. Feeling that you have to do things that are 

against your better judgment •••••••••••••••••••••••• N R S 0 A 
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THE UNIVERSITY OF ARIZONA 
T U C SON, A R I Z 0 N A 85721 

COLLEGE OF EDUCATION 

DEPArtTMENT OF COUNSELING AND GUIDANCE 

Dear Counselor: 

We would appreciate your assistance in completing a study of the 
job satisfaction of secondary school counselors. This study is 
designed to identify and interrelate some of the major aspects of 
counselor job satisfaction. The results of this study may provide 
a foundation to help counselors promote job satisfaction and de
velop coping skills to deal with job dissatisfaction. 

We are asking your cooperation in completing the enclosed question
naire. It is short and easy to complete. It is being sent to all 
secondary counselors in Arizona. Your responses will be kept in 
strictest confidence and ~~ll be reported only as a part of the 
total group data. The blanks are coded to assist in follow-up and 
data collection. 

Your assistance in providing a high percent of returns on the forms 
will be greatly appreciated; :f.ndeed it is vital to the successful 
completion of the study. A stamped, addressed envelope has been 
included for your use. 

A summary of the results of the study will be sent to you. Thank 
you in advance for your cooperation. 

Sincerely, 

;7~,&,~~ 
Harley D. Christiansen 

§):;;r'~ 
Doug Thompson 
Graduate Associate 
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THE UNIVERSITY OF ARIZONA 
T U C SON, I\. R I Z 0 N A 85711 

COLLEGE OF EDUCATION 

DEPARThIENT OF COUNSELING AND GUIDANCE 

Dear Counselor: 

We would like to remind you of the questionnaire on job satis
faction which we sent to you about two weeks ago. We realize 
that you are a very busy person and have,probably put the 
questionnaire aside and have forgotten to return it. 

Realizing that your assistance is a considerable favor to us, 
we hope that you will be able to find some time to fill it out 
and return it to us as quickly as possible. 

Enclosed is another blank and a stamped envelope for your use. 

If you have already completed and sent your questionnaire to 
us, please disregard our reminder and accept our thanks. 

Sincerely. 

#~cIJ.~~~ 
Harley D. Christiansen 
Associate Professor 

Doug Thompson 
Graduate Assistant 
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Background Data (Please complete all items) 

Age Sex Number of dependents ------- ~------ -------
Graduate hours (approx. number) ______ Highest degree _____ (Major) ____ __ 

Number years teaching _____ Number years as Secondary Counselor ________ _ 

Full or part time counselor? __ ~ __ AzSCA member? _____ (Yes or No) 

Does your school assign you to a specialty area of counseling (e.g., 
vocational, personal, etc.) in which you work exclusively? 
(Yes or No) 

Total number of counselors with whom you work ------
Approximate number of students in your High School ------
Approximate number of students assigned to you 

~----

Would moving into school administration be compatible with your career 
objectives? (Y~s or No) 

For items 1-17, indicate the degree to which each statement agrees with 
your experience of the job of secondary ~chool counselor. Circle the 
appropriate letters in response to each item. 

SD=Strongly Disagree, D=Disagree, U=Undecided, A=Agree, SA=Strongly 
Agree 

1. I have to do things that should be done 
differently •••••••••••• a •••••••••••••••••••••••••• SD D U A SA 

2. I receive an assignment without the manpower 
to complete it ..............•..................... SD D U A SA 

3. I have to buck a rule or policy in order to 
carry out an assignment ••••••••••••••••••••••••••• SD D U A SA 

4. I work with two or more groups that operate 
quite differently ••••••••••••••••••••••••••••••••• SD D U A SA 

5. I receive incompatible requests from two or 
more people ••••••••••••••••••••••••••••••••••••••• SD D U A SA 

6. I do things that are apt to be accepted by one 
person and not accepted by others ••••••••••••••••• SD 

7. I receive an assignment without adequate resources 
and materials to carry it out ••••••••••••••••••••• SD 

8. I work on unnecessary things •••••••••••••••••••••••• SD 
9. I feel certain about how much authority I have •••••• SD 

10. There are clear, planned, goals and objectives 
for my job •••••••••••••••••••••••••••••••••••••••• SD 

11. I know exactly what is expected of me ••••••••••••••• SD 
12. I know what my responsibilities are ••••••••••••••••• SD 
13. I know I have divided my time properly •••••••••••••• SD 
14. Explanation is clear of what has to be done ••••••••• SD 

D U A SA 

D U A SA 
D U A SA 
D U A SA 

D U A SA 
D U A SA 
D U A SA 
D U A SA 
D U A SA 



15. If I were free to choose, I would prefer to 
continue working on my present job ••• ~ •••••••••••• SD 

16. I would like to stay on this job for a long time •••• SD 
17. If I had to quit work for awhile, I would 
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D. U A SA 
D U A SA 

return to this job •••••••••••••••••••••••••••••••• SD D U A SA 

For questions 18-22, circle a (y) if an item describes your job, an 
(N) if an item does not describe your job, and a (7) if you can't 
decide. Please circle one of the responses for each item 

18. WORK 
Fascinating 
Routine 
Satisfying 
Boring 
Good 
Creative 
Respected 
Pleasant 
Useful 
Tiresome 
Healthful 
Challenging 
Frustrating 
Simple 
Endless 
Gives sense of 

accomplishment 
Hot 
On your feet 

Y N 7 
Y N 7 
Y N 7 
Y N 7 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N 7 

Y N ? 
Y N ? 
Y N 7 

19. SUPERVISOR 
Asks my advice 
Hard to please 
Impolite 
Praises good work 
Tactful 
Influential 
Doesn't supervise 

enough 
Quick tempered 
Tells me where I 

stand 
Annoying 
Stubborn 
Knows job well 
Intelligent 
Leaves me on my own 
Around when needed 
Up-to-date 
Bad 

Y N 7 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N 7 

Y N ? 
Y N ? 

Y N ? 
Y N ? 
Y N 7 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 
Y N ? 



20. 

21. 

CO-WORKERS 
Stimulating Y N '/ 
Boring Y N 'l 
Slow Y N 'l 
Ambitious Y N 'l 
Stupid Y N 'l 
Responsible Y N 'l 
Fast Y N 'l 
Intelligent Y N 'l 
Easy to make 

enemies Y N 'l 
Talk too much Y N 'l 
Lazy Y N 'l 
Unpleasant Y N 'l 
Active Y N 'l 
Narrow interests Y N 'l 
Loyal Y N 'l 
Hard to meet Y N 'l 
Smart Y N '/ 
No privacy Y N 'l 

PAY 
Income adequate for normal 
Satisfactory benefits 
Barely live on income 
Bad 
Income provides luxuries 
Insecure 
Less than I deserve 
Underpaid 
Highly paid 

expenses 

22. PROMOTIONS 
Opportunity somewhat limited 
Promotion on ability 
Dead end job 
Good chance for promotion 
Unfair promotion policy 
Infrequent promotions 
Regular promotions 
Fairly good chance for promotion 
Good opportunity for advancement 

Y N '/ 
Y N '/ 
Y N '/ 
Y N '/ 
Y N '/ 
Y N '/ 
Y N 'l 
Y N 'l 
Y N 'l 

Y N '1 
Y N 'l 
Y N 'l 
Y N 'l 
Y N 'l 
Y N 'l 
Y N 'l 
Y N 'l 
Y N 'l 
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All of us occasionally feel bothered by certain kinds of things in our 
work. Each of the following statements concerns some aspect of work 
that bothers many people. Circle the letter indicating how often it 
bothers you according to the following system: 

N = Never, R = Rarely, S = Sometimes, 0 = Often, A = Always 

23. Being unclear on just what the scope and 
responsibilities of your job are •••••••••••••• N 

24. Not knowing what opportunities for advance-
ment or promotion exist for you ••••••••••••••• N 

25. Feeling that you have too heavy a work load, 
one that can't be finished in an 
ordinary day •••••••••••••••••••••••••••••••••• N 

26. Thinking that you'll not be able to satisfy 
the conflicting demands of the people 
over you •••••••••••••••••••••••.••.••••••••••• N 

27. Not knowing what your supervisor thinks of you, 
and how he/she evaluates your performance ••••• N 

28. The fact that you can't get the information 
necessary to carry out your job ••••••••••••••• N 

29. Not knowing just what the people that you 
work for expect of you •••••••••••••••••••••••• N 

30. Thinking that the amount of work that you have 
to do may interfere with how well it 
gets done ••••••••••••••••••••••••••••••••••••• N 

31. Feeling that you have to do things that are 
against your better judgment •••••••••••••••••• N 

R 

R 

R 

R 

R 

R 

R 

R 

R 

S o A 

S o A 

S o A 

S o A 

S o A 

S o A 

S o A 

S o A 

s o A 

32. How important are each of the following in your IDEAL conception of 
the most important duties for a secondary school counselor? Circle 
the most appropriate letters in response to statements A through J. 

VU = Very Unimportant, U = Unimportant, N = Not Decided, I = Important, 
VI Very Important 

A. Maintaining accurate records. 
B. Helping students'understand their feelings. 
C. Teaching classes when regular teachers cannot. 
D. Assuming administrative responsibilities. 
E. Helping students develop an internal locus 

of self evaluation. 
F. Facilitating student's self actualization. 
G. Assisting students in planning their 

curriculum. 
H. Giving tests and interpreting results to 

students. 
I. Developing student's capacity for open, 

honest relating. 

VU U N I VI 
VU U N I VI 
VU 'U N I VI 
VU U N I VI 

VU U N I VI 
,VU U N I VI 

VU U N I VI 

VU U N I VI 

VU U N I VI 
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J. Promoting student's trust in their own 
ability to make important life decisions VU U N I VI 

33. On the whole, my actual duties as a secondary school counselor 
closely match my ideal as to what these duties should be. 
(Yes or No) --------

34. My training in counseling emphasized the types of skills really 
called for in the job of secondary school counselor. 
(Yes or No) 
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For items 1-35, indicate the degree to which each statement agrees with 
your experience of the job of secondary school counselor. Circle the 
appropriate letters in response to each item. Please complete all 
items. 

SD 
SA 

Strongly Disagree, D 
Strongly Agree 

Disagree, U Undecided, A Agree, 

1. I have to do things that should be done 
differently •••••••••••••••••••••••••••••••••••••• SD D U A SA 

2. I receive an assignment without the manpower to 
complete it ................ o ••••••••••••••••••••• SD D U A SA 

3. I have to buck a rule or policy in order to 
carry out an assignment •••••••••••••••••••••••••• SD D U A SA 

4. I work with two or more groups of people that 
operate quite differently •••••••••••••••••••••••• SD D U A SA 

5. I receive incompatible requests from two or 
more people ••••••••••••••••••••••••••••••• ~ •••••• SD D U A SA 

6. I do things that are apt to be accepted by one 
person and not accepted by others •••••••••••••••• SD 

7. I receive an assignment without adequate 
resources and materials to carry it out •••••••••• SD 

8. I work on unnecessary things ••••••••••••••••••••••• SD 
9. I feel certain about how much authority I have ••••• SD 

10. There are clear, planned goals and objectives 
for my job ••••••••••••••••••••••••••••••••••••••• SD 

11. I know exactly what is expected of me •••••••••••••• SD 
12. I know what my responsibilities are •••••••••••••••• SD 
13. I know I have -iivided my time properly ••••••••••••• SD 
14. Explanation is clear of what has to be done 

D U A SA 

D U A SA 
D U A SA 
D U A SA 

D U A SA 
D U A SA 
D U A SA 
D U A SA 

on the job ••••••••••••••••••••••••••••••••••••••• SD D U A SA 
15. If I were free to choose, I would prefer to 

continue working on my present job •• o •••••••••••• SD 
16. I would like to stay on this job for a long time ••• SD 
17. If I had to quit work for awhile, I would 

return to this job ••••••••••••••••••••••••••••••• SD 
18. My job is like a hobby to me ••••••••••••••••••••••• SD 
19. My job is usually interesting enough to keep 

me from getting bored •••••••••••••••••••••••••••• SD 
20. It seems that my friends are more interested 

in their jobs •••••••••••••••••••••••••••••••••••• SD 
21. I consider my job rather unpleasant •••••••••••••••• SD 
22. I enjoy my work more than my leisure time •••••••••• SD 
23. I am often bored with my job ••••••••••••••••••••••• SD 
24. I feel fairly well satisfied with my present job ••• SD 
25. Most of the time I have to force myself 

D U A SA 
D U A SA 

D U A SA 
D U A SA 

D U A SA 

D U A SA 
D U A SA 
D U A SA 
D U A SA 
D U A SA 

to go to work •••••••••••••••••••••••••••••••••••• SD D U A SA 
26. I am satisfied with my job for the time 

being •••••••••••••••••••••••••••••••••••••••••••• SD D U A SA 



27. I feel that my job is no more interesting 
than others I could get •••••••••••••••••••••••••• SD 

28. I definitely dislike my work ••••••••••••••••••••••• SD 
29. I feel that I am happier in my work than most 

D U A 
D U A 
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SA 
SA 

other people ••••••••••••••••••••••••••••••••••••• SD D U A SA 
30. Most days I am enthusiastic about my work •••••••••• SD D U A SA 
31. Each day of work seems like it will never end •••••• SD D U A SA 
32. I like my job better than the average 

worker does •••••••••••••••••••••••••••••••••••••• SD 
33. My job is pretty uninteresting ••••••••••••••••••••• SD 
34. I find real enjoyment in my work ••••••••••••••••••• SD 
35. I am disappointed that I ever took this job •••••••• SD 

D U A SA 
D U A SA 
D U A SA 
D U A SA 

36. Which of the below most clearly approximates your ideal concerning 
the duties of a secondary school counselor? (Circle: A or B) 

A. Spends most of time counsel
ing students on personal 
problems individually and in 
groups. 

B. Divides time between advising, 
record keeping, administra
tion, testing, and substitute 
teaching. 

37. On the whole, my actual duties as a secondary school counselor 
closely match my ideal as to what these duties should be. (Yes or 
No) 

38. My training in counseling emphasized the types of skills really 
called for in my job of secondary school counselor. (Yes or No) 

......................... ~ .......................•............•....•... 
All of us occasionally feel bothered by certain kinds of things in our 
work. Each of the following statements concerns some aspect of work 
that bothers many people. Circle the letter indicating how often it 
bothers you according to the following system. Please complete all 
items. 

N = Never, R = Rarely, S = Sometimes, 0 = Often, A = Always 

39. Being unclear on just what the scope and 
responsibilities of your job are ••••••••••••••••••• N R S 0 A 

40. Not knowing what opportunities for ~dvancement 
or promotion exist for you ••••••••••••••••••••••••• N R S 0 A 

41. Feeling that you have too heavy a work load, 
one that canlt be finished in an ordinary day •••••• N R S 0 A 

42. Thinking that you 111 not be able to satisfy the 
conflicting demands of the people over you ••••••••• N R S 0 A 

43. Not knowing what your supervisor thinks of you, 
and how he/she evaluates your performance •••••••••• N R S 0 A 

44. The fact that you canlt get the information 
necessary to carry out your job •••••••••••••••••••• N R S 0 A 
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45. Not knowing just what the people that you work 
for expect of you ••••••••••••••••••••••••••••• ~~.o. N R S 0 A 

46. Thinking that the amount of work that you 
have to do may interfere with how well it 
gets done •••••••••••••••••••••••••••••••••••••••••• N R S 0 A 

47. Feeling that you have to do things that are 
against your better judgment ••••• o ••••••••••••••••• N R S 0 A 

Background Data (Please complete all items) 

Age _____ __ Sex Graduate houT.s (approx. number) 

Highest degree ____ _ (Major) Number years teaching ___ _ 

Number years as Secondary Counselor 

counselor? 

Full or part time 

Professional membership (Circle) APGA AzSCA ASCA AzEA 

Does your school assign you to a specialty area of counseling (e.g., 
vocational, personal, etc.) in which you work exclusively? (Yes or 
No) 

Total number of counselors with whom you work ________________ ___ 

Approximate number of students in your High School --------
Approximate number of students assigned to you ----------
Would moving into school arnministration be compatible with your career 

objectives? (Yes or No) 

What is your direct supervisor's job title? 

Does he/she have experience as a secondary school counselor? (Yes or 
No) 

Please check to make sure that you have completed all items. We would 
appreciate your returning this questio~naire as quickly as possible. 

THANK YOU FOR YOUR COOPERATION 
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THE UNIVERSITY OF ARIZONA 
T U C SON. "R 1 Z 0 N" 85121 

COLLEGE OF EDUCATIV>' 

DE'ARDIE!'oT OF COUNSELI:-'O AND QUIDAfoIe!. 

February 10, 1982 

Mrs. Marion McGrath 
Permisdono Department 
Academic Preas 
111 6th Ave. 
lIew York, NY 10003 

Dear Hrs. McGrath: 

1 am vriting to request official permission to use material 
from a professional journal published by Academic Press. 

The materials requested are the 3 ~tems comprising The 
Propensity to Leave Scale and the 9 items comprising 1h! 
Ten.ion Scale on page 103 of Thomas F. Lyon.' article 
Role Clarity, lIeed for Clarity, Satisfaction, Ten.ion. and 
Withdrawal, (Organization B.bavior & HUlIIaII Performance G, 
99-110, 1971). 

The items will be reprinted as part of a survey used in 
dis.crtation research only which vill Dot be aubaequently 
resold or used as part of any money making project. 

The reference aection of the completed dbsertation vUl 
cite the author and journal 8a thl original source of the 
scde it ....... 

1 have spoken with Dr. Lyona by phone (2/9/82l, and he haa 
given me verbal approval for using the material. 

Sincerely, 

Douglas L. Thompson 
Graduate Aasociate 

DLT:pl 

February 19. 1982 

Please pt:rdon lhe informllity 
but '0 spHd our reply we ha\lc 
answered on your own leuer. 

PERMISSION GRANTED. provided that complet" credit is qiven to the .ource. 

-; /' /(-;': Y::: / 
~ , / . ....-: .... ,.n: 

Harian HcG;<lth 
Rights and Permissiona 
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THE UNIVERSITY OF ARIZONA 
T U C SON, A R 1 Z 0 N A 85721 

COLLEGE OF EDUCATION 

DEPAP.TMl!Nf OF COUNSELlNO AND GU1I)ANCB 

February 10. 1982 

Ms. Laura Richardson 
Permissions Department 
Administrative Science Quarterly 
Malott Hall 
Comoll University 
Ithaca, NY 14853 

Dear Ms. Richardson: 

I am writing to request official permi3sion to use material 
from Administrative Science Quarterly as part of a disserta
tion research project. The materials requested are the 
questionnaire items· on page 156 of Rizzo, Howe & Lirtzman's . 
article, Role Conflict and Am6iguity In Complex'Organizations 
(ASQ 15, 1970, 150-163). 

the items will be reprinted as part of a survey which will be 
used in dissertation research only, which will not subsequently 
be resold or used as part of any money making project. 

The reference section of the completed dissertation will cite 
the journal and authors as the original source of the scale 
items. 

As instructed over the phone (2/9/82), I have included a 
check for $7.50 to cove~ charge for reprinting the page of 
material requested. 

Sincerely, 7 
rf)~~~. 
Douglas L. thompson 
Graduate Associate 

DL'r:pl 
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