
RELATIONSHIPS AMONG PERCEIVED IMPOSED ROLE AND
DESIRED ROLE, PERCEIVED PERFORMANCE, AND JOB
SATISFACTION OF JUNIOR HIGH SCHOOL PRINCIPALS

Item Type text; Dissertation-Reproduction (electronic)

Authors Foran, Eleanore

Publisher The University of Arizona.

Rights Copyright © is held by the author. Digital access to this material
is made possible by the University Libraries, University of Arizona.
Further transmission, reproduction or presentation (such as
public display or performance) of protected items is prohibited
except with permission of the author.

Download date 24/05/2023 21:29:03

Link to Item http://hdl.handle.net/10150/281944

http://hdl.handle.net/10150/281944


INFORMATION TO USERS 

This was produced from a copy of a document sent to us for microfilming. While the 
most advanced technological means to photograph and reproduce this document 

have been used, the quality is heavily dependent upon the quality of the material 
submitted. 

The following explanation of techniques is provided to help you understand 

markings or notations which may appear on this reproduction. 

1.The sign or "target" for pages apparently lacking from the document 

photographed is "Missing Page{s)". If it was possible to obtain the missing 

page(s) or section, they are spliced into the film along with adjacent pages. 
This may have necessitated cutting through an image and duplicating 
adjacent pages to assure you of complete continuity. 

2. When an image on the film is obliterated with a round black mark it is an 
indication that the film inspector noticed either blurred copy because of 

movement during exposure, or duplicate copy. Unless we meant to delete 
copyrighted materials that should not have been filmed, you will find a good 

image of the page in the adjacent frame. If copyrighted materials were 
deleted you wili find a target note listing the pages in the adjacent frame. 

3. When a map, drawing or chart, etc., is part of the material being photo

graphed the photographer has followed a definite method in "sectioning" 

the material. It is customary to begin filming at the upper left hand corner of 

a large sheet and to continue from left to right in equal sections with small 

overlaps. If necessary, sectioning is continued again—beginning below the 

first row and continuing on until complete. 

4. For any illustrations that cannot be reproduced satisfactorily by xerography, 

photographic prints can be purchased at additional cost and tipped into your 
xerographic copy. Requests can be made to our Dissertations Customer 
Services Department. 

5. Some pages in any document may have indistinct print. In all cases we have 
filmed the best available copy. 

University 
Micrdrilms 

International 
300 N. ZEEB RD.. ANN ARBOR. Ml 48106 



8116689 

FORAN, ELEANORE EVELYN 

RELATIONSHIPS AMONG PERCEIVED IMPOSED ROLE AND DESIRED 
ROLE, PERCEIVED PERFORMANCE, AND JOB SATISFACTION OF 
JUNIOR HIGH SCHOOL PRINCIPALS 

The University of Arizona ED.D. 1981 

University 
Microfilms 

International 300 N. Zeeb Road, Ann Arbor, MI 48106 



PLEASE NOTE: 

In all cases this material has been filmed in the best possible way from the available copy. 
Problems encountered with this document have been identified here with a check mark V . 

1. Glossy photographs or pages 

2. Colored illustrations, paper or print 

3. Photographs with dark background 

4. Illustrations are poor copy 

5. Pages with black marks, not original copy 

6. Print shows through as there is text on both sides of page 

7. Indistinct, broken or small print on several pages 

8. Print exceeds margin requirements 

9. Tightly bound copy with print lost in spine 

10. Computer printout pages with indistinct print 

11. Page(s) lacking when material received, and not available from school or 
author. 

12. Page(s) seem to be missing in numbering only as text follows. 

13. Two pages numbered . Text follows. 

14. Curling and wrinkled pages 

15. Other 

University 
Microfilms 

International 



RELATIONSHIPS AMONG PERCEIVED IMPOSED ROLE AND DESIRED 

ROLE, PERCEIVED PERFORMANCE, AND JOB SATISFACTION 

OF JUNIOR HIGH SCHOOL PRINCIPALS 

by 

Eleanore Foran 

A Dissertation Submitted to the Faculty of the 

DEPARTMENT OF SECONDARY EDUCATION 

In Partial Fulfillment of the Requirements 
For the Degree of 

DOCTOR OF EDUCATION 

In the Graduate College 

THE UNIVERSITY OF ARIZONA 

19 8 1 



THE UNIVERSITY OF ARIZONA 
GRADUATE COLLEGE 

As members of the Final Examination Committee, we certify that we have read 

the dissertation prepared by Eleanore Foran 

entitled Relationships among Perceived Imposed Role and Desired Role, 

Perceived Performance, and Job Satisfaction of Junior High 

School Principals 

and recommend that it be accepted as fulfilling the dissertation requirement 

for the Degree of Doctor of Education , 

Date 

yS ~ Date 

Date 

y-/b~r/ 
Date 

Date 

Final approval and acceptance of this dissertation is contingent upon the 
candidate's submission of the final copy of the dissertation to the Graduate 
College. 

I hereby certify that I have read this dissertation prepared under my 
direction and recommend that it be accepted as fulfilling the dissertation 
requirement. 

Dissertation Director Date "U 



STATEMENT BY AUTHOR 

This dissertation has been submitted in partial fulfill
ment of requirements for an advanced degree at The University of 
Arizona and is deposited in the University Library to be made 
available to borrowers under rules of the Library. 

Brief quotations from this dissertation are allowable 
without special permission, provided that accurate acknowledgment 
of source is made. Requests for permission for extended quota
tion from or reproduction of this manuscript in whole or in part 
may be granted by the head of the major department or the Dean of 
the Graduate College when in his judgment the proposed use of the 
material is in the interests of scholarship. In all other in
stances, however, permission must be obtained from the author. 

SIGNED: 



ACKNOWLEDGMENTS 

Many friends and colleagues have given of their time in 

the preparation of this dissertation. They have read, edited, 

listened, and enlightened. It is to these people that I owe a 

special thanks. 

In addition, I would like to pay tribute to my family, 

without whom all this could not have happened. 

iii 



TABLE OF CONTENTS 

Page 

LIST OF TABLES vi 

LIST OF ILLUSTRATIONS vii 

ABSTRACT viii 

1. THE PROBLEM *. . . 1 

Introduction 1 
Statement of the Problem 5 
The Theoretical Basis for the Problem 6 
Significance of the Problem 8 
Hypotheses Tested 9 
Limitations of the Study 11 
Definition of Terms 11 
Organization of Remaining Chapters 13 

2. REVIEW OF THE LITERATURE 14 

The School Principalship 14 
The Duties of the School Principal 16 
The Principalship and Job Satisfaction 22 
Job Satisfaction and Role Theory 25 
Role Conflict in Job Situations 27 
Job Satisfaction and Performance 30 
Summary 33 

3. RESEARCH PROCEDURES 37 

The Questionnaire 37 
Collection of Data 39 
The Interview 40 
Method of Analysis 41 
Sample 42 
Summary 43 

4. THE FINDINGS 44 

The Analysis of the Data 44 
The Results 51 
Summary 60 

iv 



V 

TABLE OF CONTENTS--Continued 

Page 

5. SUMMARY, IMPLICATIONS, DISCUSSION, AND 
RECOMMENDATIONS 62 

Summary 62 
The Problem 62 
Design and Methodology 62 
Findings 63 

Implications 64 
Discussion 66 
Recommendations 76 

APPENDIX A: THE QUESTIONNAIRE AND RELATED 
MATERIALS 81 

APPENDIX B: THE QUESTIONNAIRE FOR FOLLOW-UP 
INTERVIEW 86 

APPENDIX C: SUMMARY OF INDIVIDUAL RESPONSES TO 
THE QUESTIONNAIRE 88 

SELECTED BIBLIOGRAPHY 90 



LIST OF TABLES 

Table Page 

1. Summary of the Questionnaire Returns 41 

2. The Difference between the Perceived Imposed 
Role and the Desired Role of the Junior 
High/Middle School Principal 46 

3. The Correlations among Perceived Imposed Role, 
Desired Role, Perceived Performance, and 
Job Satisfaction of Junior High/Middle 
School Principals 52 

4. The Correlation between Each of the Components 
of the Perceived Imposed Role and the 
Corresponding Component of the Desired 
Role of the Junior High/Middle School 
Principal 54 

5. The Correlation between Each of the Components 
of the Perceived Performance and the 
Corresponding Component of the Level of 
Job Satisfaction of the Junior High/Middle 
School Principal 57 

vi 



LIST OF ILLUSTRATIONS 

Figure Page 

1. Model Developed for This Study 7 

2. Composite of Responses to Questionnaire 59 

3. Reprint of Model Developed for This Study 75 

vii 



ABSTRACT 

The purpose of this study was to examine the relation

ships among (1) the perceived imposed role, (2) the desired role, 

(3) the perceived performance, and (4) the job satisfaction of 

the junior high/middle school principal. The major problem was 

to ascertain whether the perceived imposed role was compatible, 

or in- conflict, with the desired role of the junior high/middle 

school principal; in addition, to ascertain whether any discrep

ancy had a significant relationship with the levels of perceived 

performance and job satisfaction of the junior high/middle school 

principal. 

For the purpose of this study, a questionnaire was pi

loted with selected junior high/middle school principals in 

Tucson, Arizona. It was then submitted to 115 junior high/middle 

school principals in Arizona. The questionnaire consisted of 14 

components of the junior high/middle school principals role. 

Each administrator was asked to respond to each component accord

ing to (1) how important that component was in his/her present 

role, (2) how important that component should be in his/her role, 

(3) the level of his/her performance on that component, and 

(4) his/her level of job satisfaction associated with that compo

nent. Sixty-five percent of the junior high/middle school prin

cipals in Arizona responded to the questionnaire. 
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The findings of the study were: (1) There was no signif

icant difference between the perceived imposed role and the de

sired role of the junior high/middle school principal; (2) there 

was no significant relationship between the lack of conflict 

found between the perceived imposed role and the desired role, 

and the level of performance as perceived by the junior high/ 

middle school principal; (3) there was a significant negative re

lationship between the lack of conflict found between the 

perceived imposed role and the desired role, and the level of job 

satisfaction of the junior high/middle school principal; (4) 

there was a significant relationship between the perceived im

posed role and the desired role of the junior high/middle school 

principal; (5) there was a significant relationship between the 

level of performance experienced by the junior high/middle school 

principal and the level of job satisfaction; (6) there were sig

nificant correlations between 12 of the components of the per

ceived imposed role and the corresponding components of the 

desired role of the junior high/middle school principal. The two 

components that showed no correlation were building school cli

mate and selecting and orientating staff; (7) there were signifi

cant correlations between all of the components of perceived 

imposed role and the corresponding components of job satisfaction 

of the junior high/middle school principal. 

The findings imply that (1) the junior high/middle school 

principals in Arizona are performing their role as they desire; 

(2) perceptions of role conflict or compatibility do not have an 



effect on how a principal rates his/her performance; (3) as the 

discrepancy between the perceived imposed role and the desired 

role becomes larger, job satisfaction goes down, or as the job 

satisfaction goes down, the discrepancy gets larger; (4) a sig

nificant relationship exists between the perceived imposed role 

and the desired role of the junior high/middle school principal; 

and (5) a significant relationship exists between the level of 

perceived performance and the level of job satisfaction. 



CHAPTER 1 

INTRODUCTION 

Most people would tend to agree that the principal is the 

key person in the school. In this position, the school adminis

trator is in the center of the school's management and teaching-

learning processes. The principal is in charge of the school and 

is in touch with all the school's activities. If the school ad

ministrator is doing the job, this person will know more about 

the school than any other person. 

The amount of concern that a principal has for students, 

and the degree of enthusiasm the administrator has for learning, 

will often generate similar responses from the school's teachers. 

It is the principal's leadership that sets the tone of the 

school. Consequently, the climate and overall attitude of the 

school reflect the philosophy and professionalism of the school 

administrator. Thus, it is through the school administrator's 

behavior and attitude that there is an impact on the learning 

environment in the school. 

The degree of success of the school often is a reflection 

of the behavior and attitude of the principal. The principalship 

can be considered a factor in the evaluation of the quality of 

the instructional program. Sometimes the difference between a 

1 
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good school and a poor school is actually the difference between 

what can be considered a good principal and a poor principal. 

If the school has a successful performance record, there is a 

chance that the school administrator is an outstanding person. 

The principal is cast into the role of educational lead

er, instructional supervisor, and organizer and manager of the 

total school operation by virtue of the appointment to the posi

tion. The responsibilities of the role include a multitude of 

tasks and expectations for the incumbent. For example, teachers 

consider the principal their shield against pupils, parents, 

other administrators, and the school board. Central school dis

trict administrators are certain that the principal is there to 

ensure that the teachers are providing effective teaching-

learning activities, are controlling pupils, and are responding 

to the demands of the parents. Parents feel that the principal's 

job is to protect the pupils, to control the teachers, and to 

fight the central school district administrators for the benefit 

of the students. Students often think the principal puts many 

demands on them, but is actually their defender against the 

teachers. 

All the resources available to the school must be orga

nized to accomplish the tasks and expectations placed upon the 

principal in behalf of the instruction of the students. As man

ager of the school, the principal is responsible for the organi

zational process. This means working to develop an environment 

that allows for both teachers and pupils to grow. 
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Since it is generally the responsibility of the principal 

to supervise the instructional program, the school administrator 

is in a position to observe, evaluate, and advise teachers. In 

addition, the principals leadership can help the teachers to 

grow in professionalism. It is through knowing the strengths, 

weaknesses, styles, and idiosyncracies of the school staff that 

the principal has a direct impact on the educational program of 

the school. Thus, the school administrator supervises the in

structional program for the improvement of instruction. An es

sential component of this would entail the planning, developing, 

and implementing of in-service programs for the staff. 

As the central authority figure of the school, the prin

cipal has extensive duties and far-reaching influence. The main 

link between the school and the community is the school adminis

trator. How the principal performs in the position of public re

lations person often determines the students' and parents' 

attitudes about the school. The principal needs to be approacha

ble and responsive to teachers, pupils, and parents. 

The role of the principal is similar to all educational 

levels. Of particular concern and importance to this study, how

ever, is the role of the principal at the junior high/middle 

school level. 

The principal of the junior high/middle school is impor

tant, for it is this age group that is in the transition from 

childhood to adulthood. These students are trying to become in

dependent individuals. They need opportunities to explore, 
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develop, recognize and understand their needs, interests, goals, 

stresses, frustrations, and fears. The junior high/middle school 

then becomes a place where these unique pupils develop physically 

and emotionally. Thus, the environment, as well as the program, 

is important so that all the pupils have the opportunity to suc

ceed in some area. To accomplish this task takes an individual 

with more than leadership skills; this takes an individual com

mitted to the child in transition. 

The transitional nature of the junior high/middle school 

and its students needs to be recognized and a wide variety of 

programs and services are needed to match the unique characteris

tics of students at this age. Because of these facts, the junior 

high/middle school principal needs to be flexible and innovative 

in his/her perceptions of the administrative role in which he/she 

is cast. The junior high/middle school principal should have un

common talents and abilities. 

Often the traditional concept of the principal's role 

does not easily fit into the successful junior high/middle school 

concept. In fulfilling the role and function of the principal, 

there might be a conflict in the incumbent's perceptions of the 

role. The principal may feel the need to perform in the way 

others would like him/her to perform, as opposed to how he/she 

would really like to behave. Can the principal perform effec

tively if there is a conflict? Will the principal be satisfied 

with his/her job and/or performance if there is conflict within 

the role? 



Most people would tend to agree that the way the princi

pal perceives the job will be reflected in his/her actions or 

performance of the job. They would also tend to agree that the 

administrator's perceptions of the job will be demonstrated in 

the decisions made. In addition, most people would tend to 

agree that the principal's perceptions will also be evident in 

the appointments made and the objectives set for the pupils and 

the school. Thus, it appears that how the junior high/middle 

school principal perceives the role and performs that role will 

have an impact on the school under his/her direction. In addi

tion, how the junior high/middle school principal perceives his/ 

her performance will effect the school. 

Statement of the Problem 

The purpose of this study was to examine the relation

ships among (1) the perceived imposed role, (2) the desired role 

(3) the perceived performance, and (4) the job satisfaction of 

the junior high/middle school principal. The major problem was 

to ascertain whether the perceived imposed role was compatible, 

or in conflict, with the desired role of the junior high/middle 

school principal. In addition, to ascertain whether this con

flict, or lack of conflict, had a significant relationship with 

the levels of perceived performance and job satisfaction of the 

junior high/middle school principal. 
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The Theoretical Basis for the Problem 

The theory of social behavior of Getzels and Guba (1957) 

was used as the theoretical basis for the problem statement. 

From this theory, the following implication can be made. The 

junior high/middle school principals' perceptions of their de

sired role and their perceived imposed role could have a signifi

cance on the way they perceive their performance and on the way 

they perceive their job satisfaction. The following figure rep

resents an individual's role perceptions and their relationship 

to perceived performance and to job satisfaction (see Figure 1). 

The model for this study focuses on the discrepancy be-
» 

tween the individual's perceived imposed role and desired role. 

The individuals perceived imposed role comes from his/ 

her perceptions of what the organization and others expect or 

require of the role incumbent in that particular position. The 

individual's desired role is a creation from the perceptions of 

the incumbent of what he/she would actually like the role to be. 

The interaction of these perceptions is indicated in the model by 

the arrows going from one set of perceptions to the other. The 

interaction of these perceptions may cause an individual to feel 

conflict in the role (Grace 1972). 

The conflict in the role is a perception of the individ

ual in that position. These perceptions of the role incumbent 

may or may not be accurate. Since these perceptions are within 

the individual, they are accurate as far as the individual is 

concerned. The amount of discrepancy the individual perceives 



7 

INDIVIDUAL 

perceived 
imposed 
role 

desired 
role 

perceived 
performance 

job satisfaction 

Figure 1. Model Developed for This Study 
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between the desired role and the imposed role is the individua? f s 

level of compatibility within the role. The level of compatibil

ity that an individual has within the role is essentially differ

ent for each person. 

The wavy line in the model shows that the perceived per

formance is likely to be imperfectly related to any discrepancy 

found between the perceived imposed role and the desired role. 

In addition, the wavy line in the model indicates the difficulty 

of tying perceived performance directly to job satisfaction. The 

model for this study suggests that any discrepancy found between 

the perceived imposed role and the desired role of the junior 

high/middle school principal is imperfectly related to both his/ 

her levels of perceived performance and of job satisfaction. 

Significance of the Problem 

In the educational organization there is an institutional 

system of roles so organized that the behavior of the role incum

bents is consistent and productive in reaching the goals of the 

organization (Getzels and Guba 1957). The extent and diversity 

of the roles are contained in job descriptions. Each role incum

bent modifies the role to a great extent through his/her percep

tions of the role and his/her behavior. 

The perceptions of the role are within the individual 

performing the role. The principal may feel the need to perform 

according to the expectations of others, or according to tradi

tion. The principal may also feel the need to perform according 
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to his/her own expectations. The interactions of the personal 

expectations with the expectations of others can cause a conflict 

within the role of the principal. Accordingly, the interactions 

of the personal expectations with the way the role is tradition

ally performed can also cause a conflict within the role of the 

principal, conflict within the role of the principal can cause 

both the school and the pupils to suffer. 

Whether or not there is a conflict within the individual 

depends upon that individual. Thus, the role perceptions of the 

principal, specifically, the junior high/middle school principal, 

are worthy of examination because "nothing of importance changes 

in a school without the support of the principal" (Nottingham 

1977, p. 5). 

Research on the perceived imposed role, the desired role, 

the perceived performance, and the level of job satisfaction of 

the junior high/middle school principal is important in helping 

to analyze the role of the junior high/middle school principal. 

Successful performance of the job would result in the achievement 

of the school's goals, which in turn would give the principal a 

degree of satisfaction with the job. 

Hypotheses Tested 

The following hypotheses provided order and direction for 

this study: 
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There will be rio significant difference between the per

ceived imposed role and the desired role of the junior 

high/middle school principal. 

2. There will be no significant relationship between any 

discrepancy found between the perceived imposed role and 

the desired role, and the level of perceived performance 

of the junior high/middle school principal. 

3. There will be no significant relationship between any 

discrepancy found between the perceived imposed role and 

the desired role, and the level of job satisfaction of 

the junior high/middle school principal. 

4. There will be no significant relationship between the 

perceived imposed role and the desired role of the junior 

high/middle school principal. 

5. There will be no significant relationship between the 

level of perceived performance and the level of job sat

isfaction of the junior high/middle school principal. 

In addition to the major hypotheses of this study, the 

following questions provided information to assist in the inter

pretation of the principals' perceptions of the components of 

their role, derived from the review of the literature on the 

principalship. 

1. Is there a significant correlation between each of the 

components of the junior high/middle school principal's 
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perceived imposed role and the corresponding component of 

his/her desired role? 

2. Is there a significant correlation between each of the 

components of the junior high/middle school principal's 

level of perceived performance and the corresponding com

ponent of his/her level of job satisfaction? 

Limitations of the Study 

The following were recognized as limitations of this 

study: 

1. The study was confined to the junior high/middle school 

principals in the state of Arizona whose schools met the 

definition found in this study. 

2. This study did not analyze the reasons behind the percep

tions and feelings of the respondents, but assessed them 

as they were reported. 

3. This study did not analyze the causes behind the rela

tionships among the perceived imposed role, the desired 

role, perceived performance, and job satisfaction of the 

junior high/middle school principals. 

Definition of Terms 

The following definitions applied throughout the study: 

1. Junior high/middle school: a separate building site, 

with its own principal, housing pre- and early adolescent 

learners, containing at least, but not limited to, the 

seventh and eighth grades. 
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2. Principal: the person designated as the administrative 

head of a school by a given school district, whether or 

not the duties include some teaching. 

3. Level of perceived performance: how the individual sees 

himself/herself in accomplishing tasks in his/her posi

tion. This is obtained by the summation of the scores 

for each component under the performance self-rating 

column. 

4. Level of job satisfaction: how the individual feels 

about himself/herself in accomplishing the tasks in his/ 

her position. This is obtained by the summation of the 

scores for each component under the satisfaction column. 

5. Desired role: synonymous with the ideal role which 

Brophy (1959) defined as the behavior the individual 

wishes were required and/or allowed of him/her in the oc

cupying of the position. 

6. Perceived imposed role: the role the individual feels is 

required and/or allowed for him/her in a given unique 

position occupied by himself/herself (Brophy 1959). 

7. Level of compatibility: the difference in the rating for 

the perceived importance of each job component and the 

rating for the desired importance of each job component 

in the role of the junior high/middle school principal. 

8. Discrepancy: the amount of conflict, or lack of conflict, 

found between the perceived imposed role and the desired 

role of the junior high/middle school principal. 
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Organization of Remaining Chapters 

Chapter 2 provides a survey of the relevant literature 

concerning the school principalship, job satisfaction, and per

formance. The chapter begins with the different descriptions of 

the duties of the principal. It includes the principalship and 

job satisfaction. The relationship between job satisfaction and 

role theory follows. Included in this section is role conflict 

in job situations. The final section examines the literature 

concerning job satisfaction and performance. 

Chapter 3 discusses the development of the questionnaire. 

The collection of the data and the methods for analyzing the data 

are presented. The sample for the study is given. 

Chapter 4 deals with reporting the results of the study. 

Each of the five hypotheses and the two questions regarding the 

relationships among the perceived imposed role, the desired role, 

the perceived performance, and the job satisfaction of the junior 

high/middle school principal are reviewed in the light of the 

data collected. 

Chapter 5 summarizes the study, states the implications, 

reports the discussion, and makes recommendations. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

The objectives of this study were focused on the rela

tionship between the perceived imposed role and the desired role 

of the junior high/middle school principal as it influenced his/ 

her job satisfaction and his/her performance. Consequently, the 

review of the literature is divided into six sections. The first 

section deals with the school principalship. The duties of the 

school principal are in the second section. The third section 

looks at the principalship and job satisfaction. The fourth sec

tion reviews the relevant literature concerning the level of job 

satisfaction and role theory. Role conflicts in job situations 

is in the fifth section. The sixth section examines the litera

ture concerning the level of job satisfaction and performance. 

The School Principalship 

The position and the duties of the principal make up the 

school principalship. It is common knowledge that the school 

principal is in a key position in the school. Being in charge of 

the school puts the school administrator in touch with all its 

activities and makes the principal more knowledgeable about the 

school and more able to do what no one else in the school can 

(Weldy 1979). 

14 
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The school principalship is a strategic position. It can 

be used for the advancement of education, or it can be abused by 

the incumbent seeking to use the position to defend his/her wel

fare and status. Only a few principals "know how to take full 

advantage of the strategic role in which they are cast" (Chase in 

Saxe 1968, Preface). How the principalship is used depends upon 

the person filling the position. The perceptions of the role and 

the desires to perform certain duties included within the role, 

make the principalship similar in function, yet diverse in per

formance, in all schools. 

The degree of success of a school is often a reflection 

of the principal's behavior and attitude. According to Nault 

(1977), the principalship can be a factor in the excellence of 

the instructional program of the school. Conant (1960, p. 37) 

concurred in.his writings: "The difference between a good school 

and a poor school is often the difference between a good princi

pal and a poor principal." Austin (1979, p. 13) was in agree

ment, . .a school that performs in unusually successful ways 

has a principal or a leader who is an exceptional person." 

The principal has many school-related and professional 

obligations. Within the role of the school principal there is 

the need to perform duties within a variety of areas, touching 

upon different groups of people. Many of these duties can become 

menial, bothersome, routine for some principals (Goldman 1966). 

Often time limitations prove to be a hinderance for the school 

administrator, preventing the principal from doing duties he/she 
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considers important. These factors, and others, contribute to 

frustration for the principal. However, according to Goldman 

(1966, p. 36), "taken as a totality and placed in proper per

spective, the responsibilities of the principal come together in 

a meaningful pattern." 

The Select Committee on the Equal Educational Opportunity 

of the United States Senate (in Weldy 1979, p. 10) viewed the 

principalship as a position of influence: 

In many ways the school principal is the most impor
tant and influential individual in any school. He is the 
person responsible for all the activities that occur in 
and around the school building. It is his leadership 
that sets the tone of the school, the climate for learn
ing, the level of professionalism and morale of teachers, 
and the degree of concern for what students may or may 
not become. He is the main link between the school and 
the community, and the way he performs in that capacity 
largely determines the attitudes of students and parents 
about the school. If a school is a vibrant, innovative, 
child-centered place, if it has a reputation for excel
lence in teaching, if students are performing to the best 
of their ability, one can almost always point to the prin
cipal's leadership as the key to success. 

Thus, the principal is essential in making the school 

operate effectively. 

The Duties of the School Principal 

The principals role requires the incumbent to perform 

many duties. The survey of the literature revealed that the dif

ferent tasks performed were regarded by each individual principal 

to have varying degrees of importance. 

M. P. Heller (1975) studied the role of the principal and 

listed the duties as: (1) scheduling, (2) budgeting, (3) working 
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with community groups, (4) motivating the staff, (5) working with 

students, (6) providing instructional leadership, (7) supervising 

classrooms, (8) attending meetings, (9) communicating with vari

ous publics, (10) developing transportation routes, (11) develop

ing rules and regulations, and (12) providing "proper" image. He 

did not consider any particular task as being more important than 

any other. However, at any given time the principal might be 

more involved with one task than with any of the others. 

Salley, McPherson, and Baehr (1979) saw the principal's 

role as job dimensions. The 17 job dimensions were: (1) personal 

handling of student adjustment problems, (2) organizations and 

extracurricular activities, (3) individualized student develop

ment, (4) utilization of specialized staff, (5) evaluation of 

teacher performance, (6) collegial contacts, (7) racial and eth

nic group problems, (8) trouble shooting and problem solving, 

(9) community involvement and support, (10) dealing with gangs, 

(11) curriculum development, (12) instructional materials, 

(13) staffing, (14) working with unions, (15) working with cen

tral office, (16) safety regulations, and (17) fiscal control. 

These duties were called job dimensions to take into considera-

the multitude of tasks involved within each of these duties. 

These researchers were concerned with all the duties of 

the principal. They sought to describe the duties in the most 

general of terms. They did not seek to determine the day-to-day 

activities of the principal. In their research, they did not 

seek to rank-order these tasks in any way. 
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Weldy (1979) described what the principal did in the fol

lowing terms: figure of authority, advocate for students, dis

ciplinarian, educational leader, acknowledged expert, decision 

maker, problem solver, master schedule maker, and goal setter. 

These terms were used to identify the principals role in a 

larger scope, taking into consideration concepts with the leader

ship role. Implied within these terms are a multitude of tasks 

that a principal performs. 

Krajewski (1977) asked principals to rank-order 10 items 

on the real level and the ideal level associated with their jobs. 

He found that ideally, principals preferred to be the school's 

instructional leader and curriculum leader. The rest of the 

rank-order for the ideal role was: (3) staff selector/"ori-

enter,." (4) school program administrator/materials, facilities, 

(5) teacher evaluator, (6) morale builder, (7) public relations 

facilitator, (8) public services coordinator, (9) disciplinarian, 

and (10) self-evaluator. The ideal rank-order of the principals 

did not match the actual rank-order. The discrepancy was often 

far apart. 

Awender (1978) gave an 11-item questionnaire to princi

pals, teachers, and superintendents concerning the duties of 

principals. The 11 items included: counseling and discipline, 

decision making, budget, supervision, public relations, planning, 

office management, facilitating staff communications, hiring, 

academic programming, and professional development. All the re

cipients of the questionnaire were requested to select five of 
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the items from the list and rank-order them according to impor

tance. The findings seem to indicate that principals feel 

counseling/discipline and public relations played too prominent 

of a role in their positions. They would like to have more em

phasis on professional development and academic programming as

pects of the role. In addition, the findings indicated that the 

perceptions of the superintendents and the principals of the 

role were more alike than the perceptions of the teachers and 

principals of the role. 

Nottingham (1977) said the role of the principal is mul-

tifaceted and should be looked at categorically. The major 

categories, he felt, are school manager, questioner, and leader. 

Categorization of the role incorporates the varied tasks that the 

school administrator performs. 

Gross and Napior (1967) asked elementary principals to 

indicate how they felt about certain aspects of their position. 

Listed on the questionnaire were 26 aspects of a principal's 

role. The aspects were: (1) handling administrative routine, 

(2) supervising the instructional programs, (3) allocating the 

school budget, (4) talking with individual parents about a prob

lem concerning their child, (5) serving on committees with par

ents, (6) talking with a group of parents about a school problem, 

(7) working primarily with teachers, rather than with pupils, 

(8) working with "exceptionally able" teachers, (9) working with 

"average" teachers, (10) working with new teachers, (11) working 

with youngsters who are having a hard time adjusting to a school 
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situation, (12) having a vacation from work periodically during 

the school year, (13) conducting teachers' meetings, (14) evalu

ating teacher performance, (15) having the freedom to schedule 

one's own time, (16) working with community agencies, (17) han

dling public relations, (18) supervising large groups of stu

dents, (19) having to reprimand teachers, (20) having to 

discipline pupils, (21) preparing staff bulletins or announce

ments, (22) working with guidance personnel, (23) working with 

curriculum specialists, (24) preparing reports to the higher ad

ministration, (25) supervising custodial personnel, and (26) su

pervising office personnel. The findings of Gross and Napior 

(1967) indicated that, as a whole, the principals enjoyed doing 

each facet within their role. 

The literature varied in the importance each task should 

have in the principal's role. However, some commonalities in the 

tasks required of the principals emerged. A task that was con

sidered to be the center of all administrative efforts was the 

development of the educational program. This included supervis

ing and developing curriculum. Another equally important task 

was the management of the school to support the teaching-learning 

process. Included in this area were building school morale, com

munication, and evaluation. 

According to Roe and Drake (1974, pp. 13-14): 

The Educational and Instructional Leadership emphasis 
is concerned with (1) changing the behavior of those in
volved in teaching-learning acts aimed toward achieving 
the goals of the school, and (2) building a cohesive 
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social system within a school which "pulls together" to 
achieve the school's goals. In such a system, the total 
staff and students work in harmonious relationship in 
defining, interpreting, and establishing school goals, 
developing a dynamic curriculum and implementing educa
tional processes which will create a stimulating and 
productive learning environment for every child en
rolled. This is the emphasis that most principals pro
fess they dream about but can't achieve. It will be 
noted that his "job" as defined is not prescriptive in 
the sense that the principal is administering functions 
as identified by the central administration. Rather it 
is the responsibility of the principal to develop an en
vironment which will release the talents of the teachers 
themselves, stimulating them to work together in estab
lishing the best possible learning situation. It is a 
position which concerns itself with purposes as well as 
processes, with development as well as implementation, 
with initiating new ideas and approaches as well as 
monitoring the effectiveness of existing systems. It 
also means that students, parents, and community people 
are heavily involved in the processes and feel an im
portant part of the system which is committed to 
learning. 

Regardless of what other roles the principal performed in 

his/her position, the principal was the educational leader of the 

school. Principals, too, like to describe themselves as the edu

cational leader. The phrase suggests "importance, respect, and 

influence," yet this does not tell what one is or what one does 

(Weldy 1979). The primary concern in this role as instructional 

leader was the realization of the overall goals of the school. 

The literature substantiates the concept of the principal 

performing a wide range of duties. As the administrator of the 

school, he/she provides instructional materials and keeps the 

school building in good condition. The school leader must reach 

into the community for support and for involvement. A school 

cannot operate in isolation. The principal is required to work 



22 

with the public, as well as with the school district. Principals 

feel these tasks take away from their main objective as princi

pal. They feel they have little time to actually work with the 

school's instructional program. 

The Principalship and Job Satisfaction 

Job satisfaction is difficult to define. Hoppock (1935) 

defined it as all the circumstances that will make a person say 

he/she is satisfied with the job. Vroom (1964) defined satisfac

tion as the way people feel toward their work roles. Smith 

(1967) stated that job satisfaction is an affective response of a 

person to the job and is a result of the person's job experience 

relating to his/her own values and needs. 

Smith, Kendall, and Hulin (1969) developed an instrument 

to indirectly measure job satisfaction. They stated that job 

satisfaction is the discrepancy between the individual's work 

motivation attitudes and the organization's incentives. Other 

research theories, such as inducement-contributions theory (March 

and Simon 1958), cognitive dissonance theory (Festinger 1957), 

and inequity theory (Adams 1963) support this inequity concept of 

job satisfaction. These theories hypothesize that the level of 

job satisfaction is related to the perceived difference between 

expectations of the job and actual experience in the job. 

There appears to be a relationship between job satisfac

tion and the congruence between perceptions of the ideal and the 

perceived work conditions. Therefore, if the individual 
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perceives little dissonance, or discrepancy, between the ideal 

and the perceived work conditions, the job satisfaction should be 

high. If the individual perceives much discrepancy between the 

ideal and perceived work conditions, the job satisfaction should 

be low. 

Melton (1971) found that elementary school principals 

were not doing what they desired to do in their role. Two stud

ies were done a decade apart. In both studies, elementary prin

cipals were given a list of possible roles they performed in 

their position as principal. They were asked to go through the 

list twice. They were to set their priorities of the roles ac

cording to (1) what they thought their role actually was and 

(2) what they desired their role to be. In the first study, 

principals were not doing what they desired to do. In the second 

study, 10 years later, the principals surveyed were still not do

ing what they desired to do in their position. 

flwender (1978) and Krajewski (1977) did similar studies 

with similar results. Awender (1978) collected data from princi

pals, teachers, and superintendents in Ontario, Canada, on what 

they thought the principal's role was and what they thought the 

principal's role should be. Two identical lists of 11 role items 

were used. Five of the most important items to the respondent 

were to be selected from each list. The respondent's priority of 

the items was to be (1) according to how he/she actually per^ 

ceived the role of the principal and (2) according to how the 

role of the principal should be structured. 
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Awender's (1978) findings indicated that both the teach

ers and the superintendents have different perceptions of the 

principal's role. Teachers and superintendents also have differ

ent ideas on what the role should be. The principals indicated 

that they would like their role to be different. The principals1 

idea of how they would like their role to be structured came 

closer to the superintendents' desires than the teachers' de

sires of the principal's role. 

Krajewski (1977) used a 10-item questionnaire in which he 

listed some duties of a secondary school principal. The princi

pals were asked to rank-order the 10 items according to how they 

actually saw these duties in their role, and then to rank-order 

these same 10 items according to how they would like to see their 

duties. The findings indicated that the actual duties of the 

principal were not his/her preferred duties. The role that the 

principal was in was not his/her preferred role. 

Brown (1973) did a study involving the educational ad

ministrative hierarchy and their level of job satisfaction. A 

questionnaire was developed to measure the need satisfaction of 

the respondents. Each item was to be rated according to (1) how 

much of the item was in their job now, and (2) how much of the 

item there should be in their job. The difference between the 

answers was the need -satisfaction. The findings indicated that 

the principal was the least satisfied among the administrative 

hierarchy, which included superintendents, assistant 
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superintendents, and curriculum coordinators. This is important, 

according to Guba and Bidwell (1957, pp. 65-66): 

. . . the operation of an organization seems to be de
pendent upon the perceptions of the organization's admin
istrators. Innovations in organizational procedure, 
changes in organizational structures, and shifts in per
sonnel, for example, all proceed largely from the admin
istrator's evaluation of the effectiveness of these 
aspects of his organization. Insofar as such ratings are 
a function of perceptions, then those factors contribut
ing to the administrator's world view, such as his values, 
all have import for the ways in which he will delineate 
the organization's goal and structure its activities. 

In looking at the research, the principals have indicated 

that their role is not what they would like it to be. They ap

pear to be dissatisfied with their role as it is currently per

ceived by themselves. 

Job Satisfaction and Role Theory 

Getzels and Guba (1957) designed a theoretical model that 

describes the role structure in any social organization based 

upon assumptions concerning all social organizations. According 

to their theory, there are two dimensions: the nomothetic, or 

formal organization; and the ideographic, or individual in the 

organization. 

The nomothetic dimension of the theory states that in any 

formal organization there are established purposes and functions. 

In order to fulfill these purposes and functions, roles are de

fined and expectations are set down. In this manner, organiza

tions are assured of continuity even if members in their 

organization leave. 



Any person who occupies a specific role knows what the 

organization's expectations are for that role. "Roles are de

fined in terms of the actions performed by the person to validate 

his occupancy of the position .... These roles are linked 

with the position and not with the person who is temporarily oc

cupying the position" (Sarbin 1954, p. 224). 

Since each individual perceives the role differently, the 

ideographic dimension of the theory allows for this. The ideo

graphic dimension of the theory states that each individual 

brings to the job a different personality with a different system 

of need-dispositions and therefore, reacts differently than 

others in the same situation. The individual's perceptions of 

the role cause the person to modify the fulfilling of the role 

to fit his/her personality (Grace 1972). 

There are demands from both the individual and the or

ganization with which the incumbent of the role must cope. When 

both the institution's and the individual's demands are compati

ble, the individual is integrated in the role. When the institu

tion's and individual's demands are incompatible, the individual 

is in conflict. 

It is obvious that people in social and occupational 

roles occasionally meet problem situations. Important determi

nants of these problem situations are: the nature of the work 

itself, the process associated with the performing of the role, 

and the context in which the role is performed. 
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There are many types of role conflict. Two types of per

son or self-role conflict can be differentiated: the first, the 

incompatibilities between the role incumbent's expectations * of 

the role and the role incumbent's actual perceptions of the role; 

and secondly, the incompatibilities between the individual's or 

others' expections of the role and the personality of the role 

incumbent (Grace 1972). 

The degree of compatibility between the role incumbent's 

expectations of the role and the role incumbent's perceptions of 

the role is essentially the conflict between the actual and the 

ideal. It is important to note that the individual's perceptions 

do not necessarily need to be accurate. The person's perceptions 

are correct to the individual. An individual may feel that the 

role, because of its title, should be performed in one particular 

manner, but also feel that others would like the individual to 

perform in another manner (Grace 1972). Therefore, an intra-role 

conflict is present. 

Role Conflict in Job Situations 

The institution has purpose, has people, has structure, 

has role expectations, and has sanctions for insuring compliance 

within the roles. Roles represent positions or offices. Roles 

are defined according to expectations. Roles are formulated by 

the institution without reference to particular individuals. 

Roles have certain behavior expectations of the individual who 
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fulfills the role. Roles within an institution are complementary 

or related to each other. 

Roles are filled by individuals. Each individual brings 

to the role his/her unique style of behavior. Individuals are 

governed by their unique reactions to the environment. Their be

havior is determined by the specific act, role, and personality 

involved. Factors entering into the behavior are the role expec

tations of the institution and the personality of the individual. 

According to Getzels and Guba (1957), the administrative 

process deals with the fulfillment of the nomothetic and the 

idiographic dimensions to achieve the goals of the particular 

social system. The task of the administrator is to integrate the 

demands of the institution and the individuals in such a way as 

to be organizationally productive and individually fulfilling 

(Getzels and Guba 1957, p. 430). 

In the administrative setting there are three primary 

sources of conflict (Getzels and Guba 1957). First, there is the 

role-personality conflict which is caused by the discrepancy be

tween the expectations attached to a role and the desires of the 

role incumbent. This is a conflict between th^ nomothetic and 

the idiographic dimensions. The individual must choose whether 

to fill his/her needs or the institutional requirements. To ful

fill the personal needs would cause unsatisfactory role adjust

ment. To fulfill the institutional requirements would cause 

unsatisfactory personal integration. The forthcoming behavior of 
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this choice will be different when the expectations and the de

sires are congruent than when they are in conflict. 

The second conflict is role conflict. This is when an 

individual is expected to perform a number of different roles 

which are exclusive, contradictory or inconsistent. This is a 

sign of disorganization in the nomothetic dimension. 

Personality conflict is the last source of conflict in 

the administrative setting. This occurs within the individual 

and is independent of the institutional setting. The individual 

detaches the role from its institutional context and function and 

uses it to work out personal needs. 

The three types of conflict—role personality conflict, 

role conflict, and personality conflict—represent a discrepancy 

between the nomothetic and the idiographic dimensions. This in

congruence is a symptom of administrative failure and leads to 

loss of productivity in the individual and therefore, in the 

institution (Getzels and Guba 1957). 

An individual's frame of reference in relation to the 

perceived characteristics of the job is a function of job satis

faction (Smith et al. 1969). Gross, Mason, and McEachern (1958) 

investigated the concerns of superintendents about the incompati

bilities in their role. Their findings indicated superintendents 

were less satisfied with their jobs when they perceived role 

conflict. 

Super (1951a, 1951b, 1953) has hypothesized that the con

flict or degree of incompatibility between an individual's 
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perceived imposed role (actual role) and the individual's desired 

role (ideal role), determine the individual's vocational 

satisfaction. 

Brophy (1959) found this to be true in his study of 

nurses. His study was designed to find the correlates of happi

ness and vocational satisfaction in nurses. The data gathered 

in the study indicated that the discrepancy found between the 

ideal role and the perceived imposed role was significantly re

lated to vocational satisfaction. The less the nurse perceived 

her job as demanding the qualities she possessed, the less she 

was satisfied with her job. Brophy's findings suggest that mak

ing the individual's perceived imposed role and desired role 

more congruent would result in greater job satisfaction. 

The writings of Holdaway (1978) would concur with Brophy; 

job satisfaction can be related to the discrepancy between the 

ideal and actual states. 

Accordingly3 an individual would be most satisfied in a 

job situation where the actual role of the job was the same as 

the individual's desired role in that job. Research seems to in

dicate that there is an inverse relationship between job satis

faction and role conflict. 

Job Satisfaction and Performance 

A review of job satisfaction and performance research in

dicates that there is a low but consistent relationship between 
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satisfaction and performance. However, it is not clear why this 

relationship exists (Brayfield and Crockett 1955; Herzberg 1957; 

Vroom 1964). In a study conducted by Lawler and Porter (1967), a 

relationship was found between performance and job satisfaction 

of plant managers. In this study, each plant manager was ranked 

by his/her superior and peers according to how hard he/she worked 

and how well he/she performed the job. The rankings by the su

periors and the peers were in agreement with each other. 

An attitude questionnaire was administered to plant man

agers to measure the degree of satisfaction in five need areas. 

These need areas were: security, social, esteem, autonomy, and 

self-actualization. The data collected from the questionnaire 

indicated that the degree of need satisfaction of the plant man

agers had a higher correlation with the performance rankings of 

both superiors and the peers than the effort rankings of the su

perior and peers. 

Thus, according to Lawler and Porter (1967, p. 27), the 

relationship between satisfaction and performance in an organiza

tion is important, "The less positive relationship between satis

faction and performance in an organization, the less effective 

the organization will be." Accordingly, Lawler and Porter sug

gested that a relationship between job satisfaction and perfor

mance would be expected when the job holder has control over what 

is done, has a challenging job, and has feedback on the job done. 

Hackman and Lawler (1971) believed that there are four 

"core dimensions" to jobs, of which all must be present at a 



32 

minimum level in order for workers to be motivated and satisfied 

to a maximum degree. These are (1) autonomy and self-direction, 

(2) diversity or variety, (3) wholeness or identity, and (4) 

feedback or knowledge of results. The effects of these dimen

sions are additive; the higher the rating, the greater the job 

satisfaction and performance. Similarly, Hall and Lawler (1970) 

showed that engineers and scientists in research and development 

with challenging jobs, short range projects, and direct respon

sibility for customers, were more satisfied and productive. 

A number of studies among non-urban and urban workers in

dicates there is a higher correlation between job level and satis

faction among non-urban workers than among urban workers 

(Katzell, Barrett, and Parker 1961; Turner and Lawrence 1965; 

Hulin and Blood 1968). Brown (1973) found this not to be true in 

his study of the educational administrative hierarchy. The cor

relation between job level and satisfaction in the educational 

administrative hierarchy of superintendents, assistant superin

tendents, curriculum corrdinators, and principals was not af

fected by the location of the job. 

Katzell and Yankelovich (1975) indicated that there is 

general agreement that job satisfaction and productivity can be 

linked. They stated that if a worker's role and responsibilities 

were consistent with their personalities, job satisfaction would 

be affected. We could expect inadequate performance of the role 

and employee satisfaction, or conformance to the role and 

dissatisfaction. 
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Perceptions of what an individual feels he/she is accom

plishing in the role can have an effect on job satisfaction. 

Hoppock (1935) found that teachers who said they were successful 

at their job, more often reported job satisfaction. Similarly, 

Gurin, Veroff, and Feld (1960) showed from a sample of employed 

men that a clear relationship existed between reports of adequacy 

on the job and job satisfaction. They measured adequacy with 

questions concerning how adequate the respondent felt on the job 

and how he perceived the demands of the job on him. The findings 

indicated that dissatisfaction is connected to the lack of feel

ings of adequacy and competency. 

This section considered the school principalship, the du

ties of the school principal, the principalship and job satisfac

tion, the level of job satisfaction and role theory, role 

conflict in the job situation, and the level of job satisfaction 

and performance. The review of the literature implies that the 

following inference can be made: individuals who have compati

bility between their perceived imposed role and their desired 

role, who perceive their job performance as adequate, will be 

satisfied with their jobs. 

Summary 

Chapter 2 was organized to review the literature in the 

following six areas: (1) the school principalship, (2) the du

ties of the school principal, (3) the principalship and job sat

isfaction, (4) the level of job satisfaction and role theory, 
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(5) role conflict in the job situation, and (6) the level of job 

satisfaction and performance. 

The school principalship was seen as a key position in 

the school. The function of the principal was similar at all 

schools, but diversity appeared in the performance of the 

principals. 

The literature was reviewed for the duties of the princi

pal. Seven authors' lists of duties a principal performs within 

the role were cited. Commonalities in the role of the principal 

existed. The development of the educational program appeared to 

be the center of all administrative efforts. Included in this 

area was supervising and developing curriculum and instruction. 

Another common area was the management of the school to support 

the teaching-learning process, including building school morale, 

communication, evaluation, and staff selection and orienting. 

Research also indicated that the ability to handle the public was 

important, from public agencies, to parents, to students, to 

teachers, and to other administrators. This includes working 

with pupils and pupil services, articulating with the elementary 

and high schools, and attending district meetings and completing 

reports. The principals described themselves as the educational 

leaders of the schools. Research indicated that principals were 

dissatisfied with their role as they currently perceived it. 

The review of the literature on job satisfaction defined 

job satisfaction in many ways, with many theories. All these 

pointed to a relationship between job satisfaction and the 
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congruence between perceptions of the ideal and the perceived 

work conditions. 

The fourth section attempted to review the relevant lit

erature of job satisfaction and role theory. The literature 

looked at job satisfaction and role theory as it applies to the 

individual and the way the individual sees himself/herself in 

the role. It was noted that the individuals perceptions do not 

necessarily need to be accurate. The person's perceptions are 

accurate to the individual. 

In the fifth section, three sources of conflict within 

the administrative setting were identified: role-personality 

conflict, role conflict, and personality conflict. These con

flicts represent a discrepancy between the idiographic and nomo

thetic dimensions in an institution. This incongruence leads to 

a loss of productivity in the individual and in the institution. 

It is this conflict which is a dimension of job satisfaction. 

The last section of the literature review dealt with job 

satisfaction and performance. How an individual feels he/she is 

performing can have an effect on job satisfaction. There is an 

indication that dissatisfaction in a job is connected to the lack 

of feelings of adequacy and competency. There sees to be an in

dication that job satisfaction and performance can be linked, but 

how they are linked is unknown. 

The following inference was made from the review of the 

literature: individuals who have compatibility between their 

perceived imposed role and their desired role, and who perceive 
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their job performance as adequate, will be satisfied with their 

jobs. 



CHAPTER 3 

RESEARCH PROCEDURES 

The purpose of this chapter is to describe the procedures 

used for this study. This chapter includes: (1) the development 

of the questionnaire, (2) the collection of the data, (3) the in

terview, (4) the method of analysis, and (5) the sample used for 

this study. 

As the educational leader of the junior high/middle 

school, the principal has much influence in determining what edu

cational programs will be offered in the pre- and early adoles

cent learner. How the principal perceives the job, how the 

principal perceives the performance of the job, and how the prin

cipal feels about the job become important. These perceptions 

and feelings are reflected in the operation of the school. This 

study was conducted to examine the relationship among these 

perceptions. 

The Questionnaire 

A questionnaire (Appendix A) was developed to measure the 

perceived imposed role, the desired role, the perceived perfor

mance, and the job satisfaction of junior high/middle school 

principals. The questionnaire was developed after a review of 
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the literature on the principalship. The questionnaire was pilot 

tested by junior high/middle school principals in the Tucson area 

for the purpose of checking clarity of directions and format. 

Research indicated that more attention should be paid to 

the different components within the job of educators. The review 

of the literature indicated that a principal had many duties to 

perform as part of his/her position. The duties were multifac-

eted, but could be combined to form components. The 14 compo

nents as they were listed on the questionnaire for this study 

were: administering school programs/materials, facilities; ar

ticulating with elementary and high schools; building school 

climate; cooperating with community agencies; coordinating pupil 

services; disciplining/counseling pupils; evaluating teachers; 

evaluating your performance; facilitating communication among 

staff; handling public relations; selecting and orienting staff; 

supervising/developing curriculum; supervising instruction; and 

completing reports and attending district meetings. 

This questionnaire gave the respondents an opportunity to 

express their perceptions on the perceived imposed role, the de

sired role, perceived performance, and job satisfaction associ

ated with each of the components of the junior high/middle school 

principals role. The perceived imposed role was derived from 

the answers given to how important each component was in the role 

of the junior high/middle school principal. The desired role was 

derived from the answers given to how important each component 

should be in the role of the junior high/middle school principal. 



39 

Perceived performance was derived fromithe answers given to the 

performance self-rating of the components in the role of the ju

nior high/middle school principal. The job satisfaction was de

rived from the answers given to the amount of satisfaction 

derived from performing each of the components in the role of the 

junior high/middle school principal. Four choices were available 

in each of these areas. 

Collection of the Data 

The questionnaire was mailed to all of the junior high/ 

middle school principals in the state of Arizona. The names of 

the principals and the addresses of their schools were obtained 

from a printed list, the 1978 revised Arizona School Administra

tors Junior High School/Middle School County Directory. This 

list contained the names of 115 junior high/middle school 

principals. 

Each junior high/middle school principal on the list was 

assigned a number so that a record could be kept for purposes of 

mailing questionnaires and follow-up notices. The questionnaire 

was mailed with a cover letter explaining the study and asking 

for voluntary participation. Included in the mailing was a 

stamped self-addressed envelope for the return of the question

naire. Two weeks after this first mailing, a follow-up postcard 

asking that the questionnaire be completed and returned was 

mailed to the 66 junior high/middle school principals who did not 

respond to the first mailing. A copy of the cover letter, 
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questionnaire, and postcard can be seen in Appendix A. A summary 

of the return and use of the questionnaire is contained in 

Table 1. 

The final return of the questionnaires mailed was 65%. 

In order that consistency with the definition of junior high/ 

middle school could be maintained, not all of the returned ques

tionnaires could be used in the final tabulation of the data. 

Only those questionnaires from the respondents whose junior high/ 

middle school met the definition of the study were used. Meeting 

the criterion was determined by the following question on the 

questionnaire: Does your junior high school share facilities 

with an elementary or high school? All questionnaires with a no 

checked were included in this study; those with a yes checked 

were put aside. The number of questionnaires used in this study 

was 49. This represented 65% of the total number of the question

naires returned in the mailing. 

The Interview 

A follow-up interview was conducted with S% of the junior 

high/middle school principals who responded to the questionnaire. 

The selection was done randomly. The purpose of the interview 

was to see if the principals' responses to the questionnaire 

were, in fact, responses to what the questionnaire was asking. 

An appointment was made at the principals' discretion. A struc

tured questionnaire with nine questions concerning the mailed 

questionnaire was used. All the interviewed principals' 
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Number % 

Questionnaires mailed 115 

Questionnaires returned 75 65 

Returned questionnaires meeting definition of 
the study 49 65 

Returned questionnaires used in the study of 
total number of questionnaires mailed 43 

responses indicated that the questionnaire did elicit responses, 

corresponding to the questions asked. A copy of the structured 

interview questionnaire can be seen in Appendix B. 

Method of Analysis 

Two statistical procedures were used to analyze the data. 

A correlated t-test was computed to compare the perceived imposed 

role with the desired role of the junior high/middle school prin

cipal. In this two-tailed t-test the significance level utilized 

was .05. 

Four Pearson product moment correlations were computed 

(1) between the difference found in the perceived imposed role 

and the desired role, and the level of perceived performance of 

the junior high/middle school principal; (2) between the differ

ence found in the perceived imposed role and the desired role, 

and the level of job satisfaction of the junior high/middle 
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school principal; (3) between the perceived imposed role and the 

desired role of the junior high/middle school principal; and (4) 

between the level of perceived performance and the level of job 

satisfaction of the junior high/middle school principal. Four

teen more Pearson product moment correlations were computed to 

investigate the relationship between each of the 14 components of 

the perceived imposed role and the desired role of the junior 

high/middle school principal. Fourteen additional Pearson prod

uct moment correlations were computed to investigate the rela

tionship between each of the 14 components of the perceived 

performance and the identical components of the job satisfaction 

of the junior high/middle school principal. In all of the Pear

son product moment correlations, the significance level utilized 

was .05. 

Sample 

The population consisted of all the junior high/middle 

school principals in the state of Arizona. Junior high/middle 

school has been defined in this study as a separate building 

site, with its own principal, housing pre- and early adolescent 

learners, containing at least, but not limited to, the seventh 

and eighth grades. All the junior high/middle school principals 

in the state of Arizona were sent questionnaires for this study. 

The group responding to the questionnaire and whose schools fit 

the definiton was the sample studied in this research endeavor. 

The focus of this study was the perceived imposed role, the 
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desired role, the perceived performance, and the job satisfaction 

associated with the role of the junior high/middle school 

principal. 

Summary 

Chapter 3 was divided into five sections. It began with 

the introduction, followed by (1) the questionnaire, (2) collec

tion of the data, (3) the interview, (4) method of analysis, and 

(5) the sample. 

In the first section, the procedure used for developing 

the questionnaire was discussed. 

The procedures- for gathering the data were the mailing of 

questionnaires and follow-up interviews of 5% of the principals 

included in this study. 

The interview was conducted with junior high/middle 

school principals following a structured questionnaire. It was 

carried out by appointment at the principals' discretion. 

A description of the statistical procedures utilized in 

the analyzing of the data was given. 

The chapter concluded with the sampling procedure that 

outlined the population as being all 115 junior high/middle 

schools in Arizona in the year 1978. 



CHAPTER 4 

THE FINDINGS 

Chapter 4 presents the analysis of the data and the re

sults of the investigation of this study. The purpose of this 

study was to examine the relationships among (1) the perceived 

imposed role, (2) the desired role, (3) the perceived performance, 

and (4) the job satisfaction of the junior high/middle school 

principal. The major problem was to ascertain whether the per

ceived imposed role was compatible, or in conflict, with the de

sired role of the junior high/middle school principal. In 

addition, it was to ascertain whether any discrepancy had a sig

nificant relationship with the levels of perceived performance 

and job satisfaction of the junior high/middle school principal. 

The Analysis of the Data 

The respondents varied in age from 28 to 61. The average 

age was 45 and the median age was 47. Of the 49 junior high/ 

middle school questionnaires used in this study, three were from 

women. 

Education of the principals ranged from bachelorfs de

grees, held by two, to doctorate degrees, held by three. Five of 

the respondents held educational specialist degrees and the re

maining 38 had a master's degree. The number of years of 

44 



45 

administrative experience for the respondents varied from one to 

33. The average number of years experience was 12 and the median 

number of years was 10. Teaching experience was listed from as 

little as none to 20 years. The average number of years was 

eight and the median number of years teaching experience was six. 

The junior high/middle schools in Arizona, whose principals re

sponded to the questionnaire, had enrollments from 200 to 1,300. 

Eight principals reported enrollments of over 1,000. 

Hypothesis 1 stated: There will be no significant dif

ference between the perceived imposed role and the desired role 

of the junior high/middle school principal. A correlated t-test 

was computed using the means of the summation of the two columns 

on the questionnaire: How important it is (perceived imposed 

role) and how important it should be (desired role). The re

sults are presented in Table 2. 

The hypothesis could not be rejected at the .05 level of 

significance. Therefore, the perceived imposed role and the de

sired role of the junior high/middle school principal did not 

appear to be different. 

Seventeen of the respondents indicated no conflict be

tween the components of the perceived role and corresponding com

ponents of the desired role. Twelve indicated a conflict between 

one or two of the components of the perceived imposed role and 

the same components of the desired role. The remaining 20 junior 

high/middle school principals indicated conflict between three or 

more of the components of the perceived imposed role and the same 
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Table 2. The Difference between the Perceived Imposed Role and 
the Desired Role of the Junior High/Middle School 
Principal* 

Component/Role 

How important the component is in 
the role of the junior high/ 
middle school principal (perceived 
imposed role) 

How important the component should 
be in the role of the junior high/ 
middle school principal (desired 
role) 

*N=49. 

M SD t p 

37.1020 3.874 
-1.72 .092 

37.7551 3.722 

component of the desired role. There was no significant differ

ence between the perceived imposed role and the desired role of 

the junior high/middle school principal. 

Hypothesis 2 stated: There will be no significant rela

tionship between any discrepancy found between the perceived im

posed role and the desired role, and the level of perceived 

performance of the junior high/middle school principal. Discrep

ancy between the perceived imposed role and the desired role was 

* measured as the difference between scores on the perceived im

posed role and the desired role measures. That difference was 

correlated with the score on the perceived performance scale to 

estimate the relationship between the junior high/middle school 

principal's conflict and perceived performance. 
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A Pearson product moment correlation was computed and a 

t-test was also computed to test the significance of the correla

tion. The correlation of -.0975 was not significant. Therefore, 

the hypothesis could not be rejected. It appeared that there was 

no correlation between the junior high/middle school principal's 

perception of role conflict and perceived performance. 

A number of 35 in the summation of the performance self-

rating column was used as an indicator of a high level of per

ceived performance. A score of 35 was selected as an indicator 

of a high level of perceived performance because of the score's 

relationship to the highest score possible. The highest score 

possible was 42. 

Ten principals of the 49 junior high/middle school prin

cipals that responded to the questionnaire of this study received 

a score of 35. This seems to indicate that 39 of the principals 

perceived their performance as "good" or "less than good." 

Seventeen of these 39 principals scored a 28 or below indicating 

they perceived their performance as "less than good." 

Of the 10 junior high/middle school principals with a 

score of 35 or higher in the summation of the performance self-

rating column, five indicated that there was no conflict between 

the components of the perceived imposed role and the same compo

nents of the desired role. The other five principals indicated 

conflict between one to five components of the two roles. 

Thirty-nine junior high/middle school principals respond

ing to the questionnaire had a performance self-rating total 
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score of 34 or below. Twelve of tl ese indicated no conflict be

tween the components of the perceived imposed role and the same 

component of the desired role. Twenty-seven of the principals 

with scores of 34 or below indicated conflict between one or more 

of the components of the perceived imposed role and the same com

ponent of the desired role. There was no significant relation

ship between the perceived imposed role and the desired role, and 

the level of perceived performance of the junior high/middle 

school principal. 

Hypothesis 3 stated: There will be no significant rela

tionship between any discrepancy found between the perceived im

posed role and the desired role, and the level of job 

satisfaction of the junior high/middle school principal. A 

Pearson product moment correlation was computed and tested for 

significance. The correlation of -.4316 was significant beyond 

the .05 level. Therefore, the hypothesis was rejected. It ap

pears that as the conflict gets larger, job satisfaction goes 

down, or as the job satisfaction goes down, the conflict gets 

larger. The variables are linked in some manner. There is no 

indication how or why these variables are linked. 

A number of 35 in the summation of the job satisfaction 

column was used as an indicator of a high level of job satisfac

tion. J\ score of 35 was selected as an indicator of a high level 

of job satisfaction because of the score's relationship to the 

highest score possible. The highest score possible was 42. 
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Fourteen principals of the 49 junior high/middle school 

principals in this study received a score of 35. This seems to 

indicate that 35 of the principals were less than "satisfied." 

Of the 14 junior high/middle school principals with a 

score of 35 or higher in the summation of the job satisfaction 

column, only five indicated that there was conflict between the 

components of the perceived imposed role and the same components 

of the desired role. The remaining nine junior high/middle 

school principals indicated no conflict. 

Thirty junior high/middle school principals in this study 

had a job satisfaction total score of 34 or below. Eight of 

these principals indicated no conflict between the components of 

the perceived imposed role and the same components of the desired 

role. Ten of these junior high/middle school principals who 

scored below 34 on job satisfaction indicated a conflict between 

one or two of the components of the perceived imposed role and 

the same components of the desired role. The remaining 17 who 

scored below 34 on job satisfaction indicated conflict between 

three to nine components of the perceived imposed role and the 

same components in the desired role. There was a significant 

negative relationship between the lack of discrepancy found be

tween the perceived imposed role and the desired role, and the 

level of job satisfaction of the junior high/middle school 

principal. 

Hypothesis 4 stated: There will be no significant rela

tionship between the perceived imposed role and the desired role 
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of the junior high/middle school principal. A Pearson product 

moment correlation was computed. A correlation of .7559 was sig

nificant beyond the .001 probability level. The hypothesis was 

rejected. There was a significant relationship between the per

ceived imposed role and the desired role of the junior high/ 

middle school principal. The two roles are linked in some 

manner. 

Hypothesis 5 stated: There will be no significant rela

tionship between the level of perceived performance and the level 

of job satisfaction of the junior high/middle school principal. 

A Pearson product moment correlation was computed. A correlation 

of .7080 was found to be significant beyond the .001 level of 

probability. The hypothesis was rejected. There was a signifi

cant relationship between the level of perceived performance and 

the level of job satisfaction of the junior high/middle school 

principal. The two variables are linked in some manner. There 

is no indication in what manner these variables are linked. 

Of the 49 junior high/middle school principals responding 

to this questionnaire, only five scored 35 or above in both job 

satisfaction and perceived performance. All five principals in

dicated no conflict between their perceived imposed role and 

their desired role. There is a significant relationship between 

the level of perceived performance and the level of job satisfac

tion of the junior high/middle school principal. It appears that 

junior high/middle school principals who have compatibility be

tween their perceived imposed role and their desired role, and 
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who perceive their job performance as high, will have a high lev

el of job satisfaction. 

A Pearson product moment correlation was computed between 

each of the four main variables of this study. The variables 

were: perceived imposed role, desired role, perceived perfor

mance, and job satisfaction. Table 3 reports these correlations. 

Significant correlations existed between each of the four 

main variables, with the exception of the correlation between 

perceived imposed role and job satisfaction, which did not reach 

the .05 significance level. It appears that there is no signifi

cant relationship between the perceived imposed role and the job 

satisfaction of the junior high/middle school principal. 

The Results 

In summary, the hypotheses indicated that there was no 

significant difference between the perceived imposed role and the 

desired role of the junior high/middle school principal. There 

was no significant relationship between the lack of discrepancy 

found between the perceived imposed role and the desired role, 

and the level of perceived performance of the junior high/middle 

school principal. However, there was a significant negative re

lationship between the lack of discrepancy between the perceived 

imposed role and the desired role, and the level of job satisfac

tion of the junior high/middle school principal. A relationship 

does exist between the perceived imposed role and the desired 

role of the junior high/middle school principal. A relationship 
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Table 3. The Correlations among Perceived Imposed Role, Desired 
Role, Perceived Performance, and Job Satisfaction of 
Junior High/Middle School Principals 

Variable 1 2 3 4 

1. Perceived imposed role — .7559 
.001 

.4784 
.001 

.2738 
.057 

2. Desired role — .5676 
.001 

.4357 
.002 

3. Perceived performance — .7080 
.001 

4. Job satisfaction a* 

also exists between the level of perceived performance and the 

level of job satisfaction. Thus, junior high/middle school prin

cipals in Arizona are doing what they want to do in their jobs, 

which has a significant negative relationship with their job 

satisfaction, and no relationship with their perceived 

performance. 

The tabulation of the job satisfaction column indicated 

that the majority of the respondents to the questionnaire were 

less than "satisfied" with their performance of the role compo

nents. Only 14 junior high/middle school principals scored 35 

or above. 

The tabulation of the performance self-rating column in

dicated that the majority of the respondents to the questionnaire 

rated their performance as "good" or below "good." Only 10 
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respondents scored 35 or above. Conflict between the components 

of the perceived imposed role and the same component of the de

sired role of the junior high/middle school principal appeared in 

all but 17 of the questionnaires. 

Two questions were also asked to provide information to 

assist in the interpretation of the principals1 perceptions of 

the components of their role. The first question asked: Is 

there a significant correlation between each of the components of 

the junior high/middle school principal's perceived imposed role 

and the corresponding component of his/her desired role? The 

matrix in Table 4 illustrates the results. 

ft significant correlation was found between 12 of the 

components of the perceived imposed role and the corresponding 

components of the desired role of the junior high/middle schobl 

principal. Correlations were not found between two of the compo

nents. The two components were: building school climate, and 

selecting and orientating staff. 

Some of the components of the perceived imposed role and 

the desired role of the junior high/middle school principal had 

significant correlations with other components. 

The component, disciplining/counseling pupils, showed 

perfect correlation with facilitating communication among staff. 

There was no indication why that correlation existed. The compo

nent, handling public relations, had significant correlations 

with nine other components of the role of the junior high/middle 

school principal. The components with significant correlations 



Table 4. The Correlation between Each of the Components of the Perceived Imposed Role and 
the Corresponding Component of the Desired Role of the Junior High/Middle School 
Principal 

Perceived Imposed Desired Role Component 
Role Component 1 2 3 4 5 6 7 a 9  10 11 12 13 14 

1. Administering 
school program/ 
materials, .6775 
facilities .001 

.0879 
.548 

.2318 
.413 

.1217 
.405 

.2100 
.148 

.0349 
.816 

.2375 
.104 

.3574 
.012 

-.1055 
.471 

.4284 
.002 

.3323 
.020 

.3068 
.032 

.3382 
.017 

.1687 
.247 

2. Articulating 
with elementary 
£ high schools 

.5661 
.001 

-.1293 
.3B1 

.1866 
.199 

.2889 
.044 

-.1701 
.253 

.3428 
.017 

.2244 
.121 

-.0327 
.572 

.2164 
.140 

.1589 
.276 

.2094 
.149 

.3079 
.031 

.0229 
.876 

3. Building school 
climate 

-.0304 
.637 

-.1701 
.253 

.3478 
.015 

-.1048 
.468 

-.0550 
.586 

.0805 
.586 

-.0538 
.716 

.2729 
.063 

-.0435 
.769 

.1108 
.454 

.2247 
.125 

.1444 
.327 

4. Cooperating with 
community agencies 

.6026 
.001 

.4326 
.002 

-.0970 
.516 

.2563 
.079 

.1153 
.430 

-.1427 
.328 

.4386 
.002 

.2577 
.074 

.2731 
.058 

.3937 
.005 

.3836 
.007 

5. Coordinating 
pupil services 

.8923 
.001 

.0871 
.560 

.2289 
.118 

.4156 
.003 

-.0486 
.740 

.4802 
.001 

.3565 
.012 

.2031 
.162 

.3463 
.015 

.3210 
.025 

6.  Disciplining/ 
counseling pupils 

.7686 
.001 

.0063 
.966 

.0728 
.623 

.0000 
1.000 

.1057 
.479 

.2359 
.106 

-.0237 
.873 

.1715 
.244 

.3133 
.030 

7. Evaluating 
teachers 

.5511 
.001 

.3711 
.010 

-.0999 
.504 

.4655 
.001 

.2352 
.111 

.3455 
.017 

.2736 
.063 

.1664 
.210 

8. Evaluating your 
performance 

.7851 
.001 

.0457 
.746 

.3637 
.011 

.5449 
.001 

.1959 
.177 

.3276 
.022 

.1101 
.451 

9. Facilitating commu
nication among staff 

.3823 
.007 

.1050 
.477 

-.0842 
.565 

.0494 
.736 

-.1145 
.434 

.0730 
.618 

10. Handling public 
relations 

.7180 
.001 

.4350 
.002 

.4388 
.002 

.3255 
.022 

.4301 
.002 

11. Selecting & orien
tating staff 

.2376 
.100 

.0804 
.583 

.2374 
.100 

.2618 
.069 

12. Supervising/developing 
curriculum 

.4559 
.001 

.3788 
.007 

.3764 
.008 

13. Supervising 
instruction 

.6080 
.001 

.2610 
.051 

14. Completing reports & 
attending district 
meetings 

.3868 ' 
.006 
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to handling public relations were: administering school program/ 

materials, facilities; cooperating with community agencies; co

ordinating pupil services; evaluating teachers; evaluating your 

performance; selecting and orientating staff; supervising/ 

developing curriculum; supervising instruction; and completing 

reports and attending district meetings. There is no indication 

why the component, handling public relations, correlates with 

nine other components. 

One component, supervising instruction, had significant 

correlations beyond the .05 level with seven other components. 

The seven components were: administering school program/ 

materials, facilities; articulating with elementary and high 

schools; cooperating with community agencies; evaluating your 

performance; handling public relations; coordinating pupil ser

vices; and supervising/developing curriculum. There was no in

dication why these components correlated. 

Another component, coordinating pupil services, had sig

nificant correlations beyond the .05 level with eight components. 

These components were: articulating with elementary and high 

schools; building school climate; cooperating with community 

agencies; evaluating your performance; handling public relations; 

selecting and orientating staff; supervising instruction; and 

completing reports and attending district meetings. There was no 

indication why these components correlated. 

The second question asked: Is there a significant corre

lation between each of the components of the junior high/middle 
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school principal's level of perceived performance and the corre

sponding component of his/her level of job satisfaction. The 

matrix in Table 5 illustrates the results. 

A significant correlation was found between all of the 

components of perceived performance and the corresponding compo

nents of job satisfaction of the junior high/middle school prin

cipal. In addition, there was a perfect correlation between two 

components—handling public relations and evaluating your per

formance. There was no indication why that correlation existed. 

One of the components, evaluating teachers, had signifi

cant correlations beyond the .05 level with six other components. 

The six components were: building school climate; coordinating 

pupil services; evaluating your performance; facilitating commu

nication among staff; supervising/developing curriculum; and su

pervising instruction. There was no indication why these 

components correlated. 

Another component, facilitating communication among 

staff, also had significant correlations beyond the .05 level 

with six components. These components were: administering 

school program/materials, facilities; building school climate; 

coordinating pupil services; evaluating teachers; selecting and 

orientating staff; and supervising instruction. There was no in

dication why these components correlated. 

In summary, the questions proposed by this study indi

cated there was a significant correlation, in most cases, between 

each of the components of the perceived imposed role and the 



Table 5. The Correlation between Each of the Components of the Perceived Performance and 
the Corresponding Component of the Level of Job Satisfaction of the Junior High/ 
Middle School Principal 

Perceived Performance Level of Job Satisfaction Component 
Component 1 2 3 4 5 6 7 8 9 10 11 12 13 14 

1. Administering 
school program/ 
materials, .4759 
facilities .001 

.1470 
.327 

.0436 
.771 

.I486 
.330 

.0952 
.570 

.0934 
.567 

.1849 
.213 

.2820 
.061 

.5349 
.001 

.0186 
.903 

.4312 
.004 

.2104 
.176 

.2038 
.174 

.2006 : 
.176 | 

2. Articulating 
with elementary 
£ high schools 

.6597 
.001 

.0346 
.816 

.3005 
.042 

.5253 
.001 

.1051 
.513 

.2014 
.170 

.1615 
.284 

.0545 
.719 

.2363 
.114 

.0459 
.759 

.3315 
.028 

.0341 
.820 

.0295 
.842 

3. Building school 
climate 

.4854 
.001 

.1076 
.472 

.2334 
.147 

.4545 
.002 

.3705 
.009 

.4110 
.004 

.3191 
.029 

.0618 
.680 

.3844 
.007 

.1959 
.197 

.2122 
.148 

.2735 
.057 ' 

4. Cooperating with 
community agencies 

.5453 
.001 

.3035 
.064 

.0114 
.944 

.1463 
.326 

.3265 
.029 

.0982 
.521 

.2946 
.047 

.0649 
.668 

.0951 
.544 

-.0337 
.824 

.1185 
.428 

5. Coordinating 
pupil services 

.6330 
.001 

.0768 
.642 

.3729 
.016 

.3748 
.017 

.3764 
.017 

.1482 
.368 

.3405 
.032 

.4519 
.004 

.2825 
.074 

.2027 
.204 

6. Disciplining/ 
counseling pupils 

.4385 
.004 

.0642 
.685 

.1338 
.404 

.2085 
.191 

-.0460 
.775 

.1384 
.388 

.1468 
.379 

-.0991 
.532 

.0591 
.710 ; 

7. Evaluating 
teachers 

.3540 
.013 

.4130 
.004 

.2908 
.047 

.1853 
.212 

.2045 
.163 

.3377 
.023 

.3681 
.010 

.2619 
.069 

a. Evaluating your 
performance 

.3447 
.019 

.1362 
.372 

.0000 
1.000 

.1353 
.370 

.1987 
.201 

.1917 
.202 

-.1317 
.378 

9. Facilitating commu
nication among staff 

.6315 
.001 

.0844 
.577 

.4269 
.003 

.2609 
.087 

.4425 
.002 

.2696 
.064 

10. Handling public 
relations 

.5227 
.007 

-.0573 
.70S 

.0242 
.876 

-.1841 
.221 

.0562 
.707 

li. Selecting & orien
tating staff 

.5338 
.0D1 

.2154 
.155 

.0964 
.515 

-.0007 
.996 

12. Supervising/developing 
curriculum 

.6156 
.001 

.3692 
.013 

.2680 . 
.072 ; 

13. Supervising 
instruction 

.6078 
.001 

.2537 • 
.079 

14. Completing reports £ 
attending district 
meetings 

.2881 
.045 • 
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corresponding component of the desired role of the junior high/ 

middle school principal. The two components that showed no sig

nificant correlation were building school climate and selecting 

and orientating staff. 

There was a significant correlation between each of the 

components of perceived performance and the corresponding compo

nent of job satisfaction of the junior high/middle school 

principal. 

A composite graph of the respondents1 answers to the 

questionnaire provides an illustration of the results of this 

study. Figure 2 is the composite graph representing the results 

of the questionnaire. See Appendix C for the summary of the in

dividual responses. 

The composite graph indicates that when all responses to 

the questionnaire are averaged, there is a slight conflict in 10 

of the components between the perceived imposed role and the de

sired role of the junior high/middle school principal. The ju

nior high/middle school principals responding to the 

questionnaire of this study indicated that they rated their per

formance at least "good" in all the components of their role. 

The respondents also indicated that they were at least "somewhat 

satisfied" with 13 of the components of their role that were used 

on the questionnaire for this study. The one component they did 

not give at least a "somewhat satisfied" rating was completing 

reports and attending district meetings. The rating for the lev

el of job satisfaction for that component was "very little." 
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Summary 

Based on the responses to the questionnaire, the result 

this study were: 

1. There was no significant difference between the perceived 

imposed role and the desired role of the junior high/ 

middle school principal. 

2. There was no significant relationship between the lack of 

conflict found between the perceived imposed role and the 

desired role, and level of perceived performance of the 

junior high/middle school principal. 

3. There was a significant negative relationship between the 

lack of conflict found between the perceived imposed role 

and the desired role, and the level of job satisfaction 

of the junior high/middle school principal. 

4. There was a significant relationship between the per

ceived imposed role and the desired role of the junior 

high/middle school principal. 

5. There was a significant relationship between the level of 

perceived performance and the level of job satisfaction 

of the junior high/middle school principal. 

6. There was a significant correlation, in most cases, be

tween each of the components of the perceived imposed 

role and the corresponding component of the desired role 

of the junior high/middle school principal. 

7. There was a significant correlation between each of the 

components of perceived performance and the corresponding 
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component of job satisfaction of the junior high/middle 

school principal. 



CHAPTER 5 

SUMMARY, IMPLICATIONS, DISCUSSION, 
AND RECOMMENDATIONS 

Summary 

The Problem 

The purpose of this study was to examine the relation

ships among (1) the perceived imposed role, (2) the desired role, 

(3) the perceived performance, and (4) the job satisfaction of 

the junior high/middle school principal. The major problem was 

to ascertain whether the perceived imposed role was compatible, 

or in conflict, with the desired role of the junior high/middle 

school principal. In addition, the problem was to ascertain 

whether this discrepancy had a significant relationship to the 

levels of perceived performance and job satisfaction of the ju

nior high/middle school principal. 

Design and Methodology 

For the purpose of this study, a questionnaire was devel

oped and pilot-tested for clarity of directions and format by 

junior high/middle school principals in Tucson, Arizona. The 

questionnaire was mailed to all 115 junior high/middle school 

principals in the state of Arizona. Sixty-five percent of the 

principals in the population responded. 

62 
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Findings 

The findings of this study were: 

1. There was no significant difference between the perceived 

imposed role and the desired role of the junior high/ 

middle school principal. 

2. There was no significant relationship between the lack of 

conflict found between the perceived imposed role and the 

desired role, and the level of perceived performance of 

the junior high/middle school principal. 

3. There was a significant negative relationship between the 

lack of conflict found between the perceived imposed role 

and the desired role, and the level of job satisfaction 

of the junior high/middle school principal. 

4. There was a significant relationship between the per

ceived imposed role and the desired role of the junior 

high/middle school principal. 

5. There was a significant relationship between the level of 

perceived performance and the level of job satisfaction. 

6. There were significant correlations between 12 of the 

components of the perceived imposed role and the corre

sponding components of the desired role of the junior 

high/middle school principal. The two components that 

showed no correlation were: building school climate, and 

selecting and orientating staff. 

7. There were significant correlations between all of the 

components of perceived imposed role and the 



corresponding components of job satisfaction of the ju

nior high/middle school principal. 

Implications 

This study has established statistically significant re

lationships between the perceived imposed role and desired role; 

between the level of perceived performance and. the level of job 

satisfaction; and between the lack of conflict between the per

ceived imposed role and the desired role, and the level of job 

satisfaction of junior high/middle school principals. Such rela

tionships do not establish causality. The research was descrip

tive, and, while it presented a picture of the complexity of the 

principalship in regard to the perceptions of the people in the 

position, it does not deal with cause and effect. It should be 

noted that this is a picture of the perceptions of many princi

pals, arid for any one principal that picture could be different. 

There was no significant difference between the perceived 

imposed role and the desired role of the junior high/middle 

school principal. This seems to imply that the principals in 

Arizona are performing their role as they desire. 

There was no significant relationship between the lack of 

conflict found between the perceived imposed role and the desired 

role, and the level of perceived performance of the junior high/ 

middle school principal. It appeared that regardless of the 

amount of conflict found between the roles, the principal rated 

his/her performance anywhere on the given scale, from "poor" to 
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"excellent." This implies that a perceived role conflict or a 

perceived role compatibility does not have an effect on how a 

principal rates his/her performance of the job. 

There was a significant negative relationship between the 

lack of conflict found between the perceived imposed role and the 

desired role, and the level of job satisfaction of the junior 

high/middle school principal. This seems to indicate that as the 

discrepancy becomes larger, the job satisfaction goes down, or as 

the job satisfaction goes down, the discrepancy becomes larger. 

Since this is a correlation the variables can be reversed. 

There was a significant relationship between the per

ceived imposed role and the desired role of the junior high/ 

middle school principal. In some manner, these two roles had a 

relationship. This research did not look at how these roles were 

related within the perceptions of the principals. 

There was a singificant relationship between the level of 

perceived performance and the level of job satisfaction. In some 

manner, these two variables were related. This research did not 

look at how these variables were related. 

There were significant correlations between 12 of the 

components of the perceived imposed role and the corresponding 

components of the desired role of the junior high/middle school 

principal. Building school climate, and selecting and orientat

ing staff were the two components that showed no significant cor

relation between the perceived imposed role and the desired role. 
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There were significant correlations between all the com

ponents of perceived performance and the corresponding components 

of job satisfaction. In some manner, these components were re

lated. This research did not look at how these components were 

related. 

Discussion 

There was no significant difference between the perceived 

imposed role and the desired role of the junior high/middle 

school principal. This seems to indicate that the principals are 

doing in their role what they would like to do in their role. 

Previous research indicated that principals were not doing what 

they wanted to do. This previous research was based on the se*> 

lection of priorities of duties within the role of principal. 

When the principal had to set priorities, the perceived imposed 

role and the desired role were different. In reality, the role 

of the principal is not one of selecting priorities and then per

forming. The total picture of the role of the junior high/middle 

school principal is revealed when the principal looks at all the 

components of the role and then decides, (1) if each component is 

important in the role, and (2) if that component should be as im

portant as it is in the role. In this manner, there is no pres

sure to decide what component is, or should be, number one in the 

role of the principal. 

The total view of the principal's perceptions of the role 

is presented, by weighing each individual component separately. 
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When the total picture of the role of the principal is presented, 

the principal finds the perceived role and the desired role to be 

similar. 

Previous research had indicated that principals were dis

satisfied with their roles. Apparently, this is not quite true 

in ArizonaTs junior high/middle schools. The principals indi

cated that the perceived imposed role and the desired role were 

similar. This may indicate that the principalship could be one 

of tradition. This is the way it was done in the past. This is 

the way it should continue to be done. 

New principals come into established schools. Estab

lished schools usually have tenured teachers and other staff mem

bers who think they know how the school should be run. The 

school's community knows what the school has done and often ex

pects it to continue doing the same thing in the same way. 

Therefore, a principal often has a difficult time with bringing 

change into a school. 

More importantly, the lack of conflict between the per

ceived imposed role and the desired role might suggest resigna

tion on the part of the principals. As middle management in the 

school system, the principal is the go-between for the school's 

staff and the district's administrators. The principalship might 

be seen as a position of neutrality, to play the middle-of-the-

road, and not "rock the boat." Thus, both school staff and dis

trict administrators leave the principal alone, and the principal 

survives for another day of leadership. 
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Through the use of job descriptions, the districts cen

tral administrators have defined the role of the principal. 

Often these job descriptions give only a general idea of the dis

trict's expectations for the principal. Therefore, the interpre

tation of the job is left open to both the principal and the 

district, sometimes causing a discrepancy in the principal's job 

function. 

There are many other people in the school district and 

surrounding community who have definite expectations of what a 

principal should do. This could cause the principal to have a 

difficult time initiating change. The most likely thing to hap

pen is for the principal to feel obligated to conform to the role 

expectations of others, even though the role expectations run 

counter to his own. 

When the individual's perceived imposed role and desired 

role are the same, the individual has become integrated in the 

role. This integration is determined by the individual, since it 

is the individual's perceptions that determine whether or not 

there is conflict between the perceived imposed role and the de

sired role. 

This study found no significant relationship between the 

lack of conflict found between the perceived imposed role and the 

desired role, and the level of perceived performance of the ju

nior high/middle school principal. Conflict between the individ

ual's perceptions of the role and the individual's perceptions of 

what the organization defines as the role, can cause productivity 
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tral administrators have defined the role of the principal. 

Often these job descriptions give only a general idea of the dis

trict's expectations for the principal. Therefore, the interpre

tation of the job is left open to both the principal and the 

district, sometimes causing a discrepancy in the principal's job 

function. 

There are many other people in the school district and 

surrounding community who have definite expectations of what a 

principal should do. This could cause the principal to have a 

difficult time initiating change. The most likely thing to hap

pen is for the principal to feel obligated to conform to the role 

expectations of others, even though the role expectations run 

counter to his own. 

When the individual's perceived imposed role and desired 

role are the same, the individual has become integrated in the 

role. This integration is determined by the individual, since it 

is the individual's perceptions that determine whether or not 

there is conflict between the perceived imposed role and the de

sired role. 

This study found no significant relationship between the 

lack of conflict found between the perceived imposed role and the 

desired role, and the level of perceived performance of the ju

nior high/middle school principal. Conflict between the individ

ual's perceptions of the role and the individual's perceptions of 

what the organization defines as the role, can cause productivity 
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to slip. Conflict between job role and responsibilities, and an 

individuals personality can often mean inadequate performance of 

the role. The individual's performance could be inadequate be

cause the individual could be seeking satisfaction for himself on 

the job. An individual could have role conflict and adequate 

performance on the job. In this case, the individual could con

form to the job expectations and be dissatisfied with the job. 

Obviously, the principals felt their performance was not 

affected by any conflict, or lack of conflict, between the roles. 

This might mean they had evaluated their performance by some 

self-set standard of performance scale, and this, apparently, had 

nothing to do with what they desired, or did not desire, to do. 

The principals were given tasks to do, and they tried to do them 

to the best of their ability. 

One of the results of this study indicated a significant, 

although negative, relationship between the lack of conflict 

found between the perceived imposed role and the desired role, 

and the level of job satisfaction of the junior high/middle 

school principal. This seems to indicate that as the conflict 

between the roles became less, the job satisfaction went up. 

Similarly, as the job satisfaction went down, the conflict be

tween the roles became more. This finding seems to coincide with 

previous research findings. If an individual is integrated with-

ing a role, job satisfaction usually is high. 

Based on the implications of previous research, the ju

nior high/middle school principals in this study should be 
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satisfied doing their job. The junior high/middle school princi

pals indicated there was a lack of conflict between their per

ceived imposed role and their desired role. Research in role 

theory and job satisfaction indicates that a lack of conflict be

tween the individuals perceived imposed role and the desired 

role should lead to job satisfaction. The majority of the prin

cipals indicated that they were at least "somewhat" satisfied 

with the components of their role. 

This study found a significant relationship between the 

level of perceived performance and the level of job satisfaction. 

Previous research indicated that there was a low, but consistent, 

relationship between satisfaction and performance. This rela

tionship may exist because the outgrowth of one could be the 

other one. In other words, how the principal feels about the job 

is related to the way the principal performs, and the way the 

principal performs the job is related to how he/she feels about 

the job. How one affects the other is not known, but the rela

tionship is there. 

The results of the study showed a significant positive 

relationship between the perceived imposed role and the desired 

role of the junior high/middle school principal. The relation

ship between the two roles may be due to the fact that the prin

cipal is a member of the group that is defining the role. As a 

member of the group, he/she generally shares the expectations of 

of the role. Therefore, the expectations of the group become 

his/her expectations. The significant relationship between the 
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perceived imposed role and the desired role may indicate that the 

principals could be captives of their environments, their percep

tions being influenced by how they feel others perceive them. 

There were significant correlations between 12 of the 

components of the perceived imposed role and the corresponding 

components of the desired role of the junior high/middle school 

principal. These correlations indicated that a relationship does 

exist in some manner between the components of these two roles. 

There is no indication why these correlations exist. The 12 com

ponents that had correlations were: administering school 

program/materials, facilities; articulating elementary and high 

schools; cooperating with community agencies; coordinating pupil 

services; disciplining/counseling pupils; evaluating teachers; 

evaluating your performance; facilitating communication among 

staff; handling public relations; supervising/developing curric

ulum; supervising instruction; and completing reports and attend

ing district meetings. 

These 12 components were related in some manner in both 

the perceived imposed role and the desired role of the junior 

high/middle school principal. Two components did not correlate. 

These two components were: building school climate, and select

ing and orientating staff. 

This study did not indicate why the component, building 

school climate, did not correlate between the perceived imposed 

role and the desired role of the junior high/middle school 
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principal. Building school climate is similar to building school 

morale. 

It has been said that an administrator might be more ef

fective in reaching the goals of the school if more time were 

spent on inspiring the staff to their highest potential. Doing a 

good job would bring satisfaction and satisfaction would help the 

staff to do a better job. Thus, achievement would grow and mo

rale would increase. The lack of correlation in the component, 

building school morale, between the perceived imposed role and 

the desired role of the junior high/middle school principal, 

could be explained by this thought. 

This study did not indicate why the component, selecting 

and orientating staff, did not correlate with the perceived im

posed role and the desired role of the junior high/middle school 

principal. One possible reason could be that there are times 

when a principal does not have the power to select his staff. 

He is given a teacher or staff member by the districts central 

administrative office. The principal has to fit this teacher 

or staff member into the school regardless of what the principal 

would really like to do. This could be a reason for the lack of 

correlation between the perceived imposed role and the desired 

role of the junior high/middle school principal for the component 

selecting and orientating staff. 

The last finding of this study was that there were sig

nificant correlations between the components of perceived per

formance and the corresponding components of job satisfaction of 



the junior high/middle school principal. This was true for all 

14 components. This indicates that, in some manner, the compo

nents of perceived performance and job satisfaction are related. 

The research of this study does not indicate what this manner 

might be. 

Based upon the responses to the questionnaire used in 

this study, the results imply that the junior high/middle school 

principal in Arizona has the role that he/she desires to have. 

There is no relationship between the way the junior high/middle 

school principal performs and the lack of conflict between the 

perceived imposed role and the desired role of the principal. As 

the conflict between the perceived imposed role and the desired 

role gets larger, the amount of satisfaction goes down. This re

lationship can also be reversed. 

Performance and job satisfaction of the junior high/ 

middle school principal were related. In most cases, the compo

nents of the perceived imposed role and the corresponding 

components of the desired role had significant correlations. All 

the components of perceived performance and the corresponding 

components of job satisfaction had correlations. 

There was no conflict between the perceived imposed role 

and the desired role of the junior high/middle school principal. 

This indicates that the perceptions the individual has of the 

organizations expectations of the principal are similar to the 

perceptions the individual has of his/her own role as junior 

high/middle school principal. These perceptions are accurate as 
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far as the individual is concerned. It is necessary to refer 

again to the diagram that represents the problem of this study 

(see Figure 3). 

In this diagram, the arrows going from one set of percep

tions to the other indicate the interaction of the perceptions 

within the individual. It is this interaction of perceptions 

that can cause an individual to feel conflict in the role. In 

the role of the junior high/middle school principal in Arizona, 

there was no significant difference between the perceived imposed 

role and the desired role of the junior high/middle school prin

cipal. Therefore, this indicates there was little conflict be

tween the perceived imposed role and the desired role within the 

individual. 

The wavy line on the diagram shows perceived performance 

to be imperfectly related to any discrepancy between the per

ceived imposed role and desired role. The results of this study 

indicated that there was no significant relationship between the 

lack of conflict between the perceived imposed role and the de

sired role, and the perceived performance of the junior high/ 

middle school principal. 

The wavy line on the diagram extends into job satisfac

tion. This line also indicated that any discrepancy found be

tween the perceived imposed role and the desired role, and the 

level of job satisfaction to be imperfectly related. The results 

of this study indicated that the lack of conflict found between 

the perceived imposed role and the desired role, and the level 
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of job satisfaction had a significant negative relationship in 

the role of the junior high/middle school principal. 

The wavy line on the diagram also indicated the difficul

ty of tying perceived performance directly to job satisfaction. 

There was a significant relationship between perceived perfor

mance and job satisfaction of the junior high/middle school 

principal. 

Recommendations 

Several recommendations based on the findings and impli

cations of this study seem to be appropriate: 

1. All administrators within a school district should take 

a type of questionnaire on the principal's role, similar 

to the perceived imposed role and the desired role sec

tion of this study's questionnaire. The results of their 

perceptions of the role should be discussed, and they 

should see how these perceptions all fit together. Peo

ple integrated within an organization do better work and 

feel more satisfied than those who are not. 

2. For those people already employed by the district in a 

principalship, the perceived imposed role and the desired 

role part of this study's questionnaire, or something 

similar, should be given to determine any discrepancy be

tween the roles. Every effort should be made to make the 

two roles congruent, if more effectiveness is desired. 
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3. A person will basically perform according to the way the 

role has been defined. Job descriptions should be writ

ten specifically for a job in a certain district. A dis

trict should not use set patterns for writing job 

descriptions. Set patterns usually make job descriptions 

too general and cause a multiplicity of interpretations. 

4. Central school district administrators need to come to 

terms with their own perceptions of a principal. Often 

the perceptions of the central office administrators are 

based on the traditional role of the principal within 

that district. If this is the case, do principals get 

selected for their ability to bring change to a school, 

or do they get selected because they fit in the tradi

tional mold of a principal for that district? 

5. Since administrators often base their decisions and their 

actions on their perceptions, a person skilled in the 

training of making people aware of their perceptions and 

their effects, should be sought to hold a workshop for 

administrators. This workshop could provide administra

tors with an awareness of their perceptions and what part 

they play in their careers. 

6. District administrators could use a questionnaire similar 

to the perceived imposed role and the desired role sec

tions of this questionnaire to give to district personnel 

for information to aid them when they have plans for an 

organizational change within the district. This would 
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help define the new roles created within the 

organization. 

7. Additional research should be done in the area of the re

lationship of job satisfaction of the junior high/middle 

school principal and the number of innovations appearing 

in the school. It would be interesting to find out if 

principals with innovations in their schools have a high

er level of job satisfaction as compared to principals 

with no innovations in their schools. 

8. The questionnaire for this study was mailed to junior 

high/middle school principals in August, just before the 

new school year began. Another questionnaire should be 

mailed at the end of the school year. The two question

naires could be used to compare perceptions of principals 

at the beginning of the school year, to perceptions of 

principals at the end of the school year. Perceptions of 

principals might differ between those two times. 

9. A direct job satisfaction question should be directed to 

the principals, and be included on the questionnaire. 

This would serve as a means of comparison between the di

rect response and the indirect responses obtained on the 

questionnaire for this study. A possible question would 

be: 

Check the statement that comes closest to how you 

feel about your job: 
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I like it very much. 

I like it fairly well. 

I like it a little. 

I neither dislike it nor like it. 

I dislike it a little. 

I dislike it quite a bit. 

I hate it. 

10. One of the limitations of this study was that the only 

people to receive the questionnaire in the school dis

tricts were the principals. This study should be.repli

cated with both superiors and subordinates receiving 

questionnaires on their perceptions of the role of the 

principal, actual and ideal, and their perceptions of the 

performance of the principal. 

In summary, school districts should make every attempt to 

integrate their principals into their school system. People who 

are integrated within an organization perform better and feel 

more satisfied. When possible, the imposed role and the desired 

role of the principal should be made congruent, if the principal 

is to be effective in the role. The principal will perform ac

cording to role definition, therefore, a specific job description 

should be written. 

Perceptions of the central school administrators are im

portant in the selection of the principal. In fact, perceptions 

are so important in running a school district that district 
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personnel should be made aware of the part perceptions play in 

their career role and the effects those perceptions have on their 

job. 

More research in education administration concerning job 

satisfaction of principals should be conducted. Research could 

be conducted in the ideal and actual roles of the principal as 

perceived by their superiors and subordinates with their percep

tions of the principal's performance. Another area to be inves

tigated is the job satisfaction of the principal as he/she 

directly perceives it. Finally, a comparison of the principal's 

perceptions of the ideal and actual roles before the school year 

starts and after the school year ends should be done. This 

could present some interesting data concerning the job satisfac

tion of middle management in education. 
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Please make any comments you think may help in future research 
efforts to understand junior high school principals' perceptions of 
their role, performance, and job satisfaction. Your responses will 
be appreciated. 

Your response to this questionnaire is appreciated. A summary of 
the results will be made available. II you wish a copy to be mailed 
to you, please print your name and address on the back of the 
return envelope, not on this questionnaire. 

DEFINITIONS Of QUESTIONNAIRE TERMS 

1. Administerina Kllool proera11/materials, facilities. Makin& 
sure the school functions properly throuah eeneral administrative 
duties. 

2. Artkulatin& with element11y and hi&b Khools. Meetin& with 
elementary and hi&h school staff and principals to assure 
continuation in the educational proaram of pupils, to make 
passaae to the next level easier, and to receive and pass on pupil 
records. 

3. Buildia& Kbool dimale. lncreasin& the satisfaction and the 
sense of well-bein& in the interpersonal interactions that occur 
within a school. 

4. Cooperatin& with community aeencies. Helpin& agencies 
within the community to help the pupil in areas the school 
cannot; examples: courts, juvenile authorities, welfare, counselin&. 
etc. 

5. Coordinatin1 pupU services. Doin& such thinas that are 
necessary to keep counseling services, library services, athletics, 
etc., operatin& effectively. 

6. Disciplinine/counselin& pupils. Dealin& with certain problem 
pupils who are sent to the principal's office. 

7. Evaluatin1 teachers. Observin&, discussin& with individual 
teachers their behavior in the classroom; makin& decisions to 
retain or dismiss individual teachers; &ivin& promotions or 
recognition. 

8. Evaluatin1 your performance. Lookin& at one's sell and own 
proeress in principal's role. 

9. Ficilitatin& communication am0111 stall. Makin& sure all the 
staff are aware or informed of what is happenine in the school 
that would affect their effectiveness with students, parents, 
teachers, and administrators. 

10. Handlin& public relations. Oealin& with parents and the 
community involvine school matters; &ivin& the community 
favorable leelin&s about the school. 

11 . Selec:tin1 and orientatin1 staH. Havin& the opportunity to ., 
pick the teachers lor your school and to help these teachers 
become an integral part of the school. 

12. Supervisin&ldevelopinl curriculum. Helpin& the proaram 
itself to develop, change, and grow throueh effective planning and 
coord inatine. 

13. Supervisin& instruction. Working with specific teachers to 
help them to develop as a teacher. 

14. Completing reports and aHendin& district meetines. fulfillina 
administrative obligations required of the principal by the district 

A STATEWIDE SURVEY Of ARIZONA 
JUNIOR HIGH SCHOOL PRINCIPAlS 

ABOUT T~EIR PERCEPTIONS Of THEIR 
ROLE, PERfORMANCE, AND JOB SATISFACTION 

This surveJ is being done to understand how Arizona junior hi&h 
school principals feel about various components of their role. 
Please respond to aU of the questions. Use the back of the cover 
or a Separate sheet of paper lor any comments you wish to make. 

Thank you for JOUr help. 

College of Education 
Department of Secondary Education 
University of Arizona 
Tucson, Arizona 85721 

00 
1\) 



Listed below are some components of a junior hi&h school 
principal's role, please rei\d each component and make two check 
marks: 
I) one check in the column that describes how important you 

feel the component is in your present role; and 
2) one check in the column that describes how important you 

think the component should be in your role. 

HOW IMPORTANT HOW IMPORTANT 

IT IS IT SHOULD BE .. .5! • ~ • :I COMPONENTS ~ i 
I. Administer in& school proaram/ 

materials, lacilities 

2. Articulatin& with elementarr IA'l 

hich schools 

3. Buildin& school climate 

4. Cooperatin& with communitJ 
acencies 

5. Coordinalin& pupil serYices 

6. Disciplinina/counselin& pupils 

7. baluatinc teachers 

8 baluatina JOur performance 

9. ficilitatinc communication a mona 
stall 

10. Handline public relations 

II. Selectinc and orientatinc staff 

12. SuperYisin&fdevelopinc curriculum 

13. SuperYisin& instruction 

14 Completinc reports and attend ina 
district meelin&s 

Now, please read each component and make at least two check 
marks: 
1) one check in the column that describes the ratin& you would 

&ive yourself in the performance of that component; and 
2) one ·check in the column that describes the de&ree of 

satisfaction you &et from doin& that component. 
3) If you do not do the component yourself, but dele&ate the 

task, check tbe column titled irrelevant dele&ate. 

I. Administerina school proaram/ 
materials, facilities 

2. Articulatio& with elementarr ud 
hi&h schools 

3. Buildin& school dimate 

4. Cooperalin& wit• communilr 
acencies 

5. Coordinalina pupil serYices 

6. Disciplininc/counselina pupils 

7. Evaluatina teachers 

8. Evaluatin& rour performance 

9. Facilitatin& communication emona 
staff 

0. Handlin& public re~tions 

I. Selectin& and orientatina staff 

2. SuperYisin&fdeveloplna curriculum 

3. SuperYisina instruction 

4. Complelina reports and attendina 
district meetinas 

PERFORMAftCE SATISFACTION 

SELF RATING 

HHHH Hl-+-+--f f---

HI-HI-f HHHI--f I--

HHHH HHHI-- r--

HHHI-f t-1-+-+--f -

Year of birth---- Sex 

Hi&hest academic de&ree -----------

Year of first appointment to administrative position ----

Year of appointment to present position -------

Number of years employed by present school district ---

Number of years leachin& experience prior to adminisbative 
position ------

Number of pupils m your school ----

Per cent minority in your school 

Does your junior hi&h school share facilities with an elementary . 
school or a hi&h school __ yes __ no. 

Why did you become a junior hi&h school principal? 

What is your ultimate career eoal1 
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July 25, 1979 

Junior high school students, becuase of their age, have more 
problems and frustrations than any other age group. This is such 
a volatile age group that the person in charge of these students 
is important. The junior high school principal sets the tone of 
the school. How the principal does the job, how the principal 
sees the job, and how the principal feels about the job become 
very important. 

All the junior high school principals in the state of Arizona are 
being asked to voluntarily participate in the completion of this 
questionnaire. Your perceptions of your role, your performance, 
and your job satisfaction are important. Completion of this 
questionnaire will signify your consent as a willing participant 
in this study. About 5% of the respondents will be asked to par
ticipate in an interview, either face to face or over the 
telephone. 

You may be assured of complete confidentiality and anonymity. 
The identification number on the questionnaire is for mailing 
purposes only. This is used to.check your name off of the list 
when your questionnaire is returned. Your name and/or the name 
of your school will never be put on the questionnaire. Please 
return this questionnaire before August 7, 1979. 

The results of this survey will be used in a study at The Uni
versity of Arizona. You may have a summary of the results by 
printing your name and address on the back of the return enve
lope. Please DO NOT put this information on the questionnaire 
itself. 

If you have any questions concerning this questionnaire or the 
eventual use, please feel free to write or call me. The tele
phone number is 888-2149. 

Thank you for your time and assistance. 

Sincerely, 

Eleanore Foran 
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August 8, 1979 

Two weeks ago a questionnaire seeking your perceptions of your 
role, your performance, and your job satisfaction as a junior 
high school principal was mailed to you. 

If you have already completed and returned your questionnaire, 
please accept my sincere thanks. If not, please do so today. 
It is extremely important that your feelings also be included ih 
the study being conducted if the results are to accurately repre
sent the perceptions of the junior high school principals in 
Arizona. 

If you have not received a questionnaire, or have misplaced your 
copy and would like another, please call me at 888-2149. 

Thank you, 

Eleanore Foran 



APPENDIX B 

THE QUESTIONNAIRE FOR FOLLOW-UP INTERVIEW 
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1. What problems, if any, did you encounter filling out the 
questionnaire? 

2. Did you need to refer to the definition of terms on the ques
tionnaire when you were filling out the questionnaire? 

3. Did you need clarification on any part of the questionnaire? 
If so, what part? 

4. What did the statement "How important you feel the component 
is in your present role" mean to you? 

5. What did the statement "How important you think the component 
should be in your role" mean to you? 

6. Did this questionnaire give you the opportunity to express 
your opinion on the conflict, or lack of conflict, in your 
job? If not, how could it be changed? 

7. Did this questionnaire allow you to express your feelings on 
role conflict, or lack of conflict, as it impinges on your 
performance? If not, how could it be changed? 

8. Did this questionnaire provide you the opportunity to ex
press your feelings on role conflict, or lack of conflict, as 
it impinges on your job satisfaction? 

9.• Were you provided ample opportunity and space to express your 
feelings on role conflict, or lack of conflict, performance, 
and job satisfaction, if you so desired? 



APPENDIX C 

SUMMARY OF INDIVIDUAL RESPONSES 
TO THE QUESTIONNAIRE 
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HOW IMPORTANT 

IT IS 

HOW IMPORTANT 

IT SHOULD BE 
PERFORMANCE SATISFACTION 

COMPONENTS 

1. Administering school program/ 
materials, facilities 

2. Articulating with elementary am 
high schools 

3. Building school climate 

4. Cooperating with community 
agencies 

5. Coordinating pupil services 

6. Disciplining/counseling pupils 

7. Evaluating teachers 

8. Evaluating your performance 

9. Facilitating communication among 
staff 

10. Handling public relations 

11. Selecting and orientating staff 

12. Supervising/developing curriculum 

13. Supervising instruction 

14. Completing reports and attending 
district meetings 
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