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ABSTRACT

Lack of skill training has been identified as a major deter-
minant of underemployment among deaf adults. No research, however,
has studied psychological conditions within the deaf worker as possible

sources of this underemployment.

Purpose

The purpose of this investigation was to identify some of the
psychological and environmental factors that were perceived by deaf
teachers of the deaf to be related to thelr job~attitudes of satisfac-
tion and dissatisfaction.

Hypotheses were formulated to assess: (1) whether psychologi-
cal factors were related predominently to job-satisfacticn, and (2)
whether environmental factors were related predominantly to job-

dissatisfaction.

Design

An idiographic approach and a semi-structured interview
schedule were used to obtain data related to deaf teachers' percep-
tions of their motivation to work. The data was content analyzed.
The coding of factors followed the categories esteblished by Herzberg,
Mausner and Snyderman (1959). Statistical treatment of the data was

by chi-square and z-ratio tests of significance.

viii



ix
Results

Major characteristics of the subjects in the study were: (1)
most were between 35 and Ui years old, (2) most had lost their hear-
ing before the age of 3, (3) most had attended a public residential —
school for the deaf a minimum of 9 years, and (4) most had accumulated
from 6-14 or more years experience as teachers of the deaf.

Six hypotheses were statistically significant and indicated
that the deaf teachers perceived psychological factors as job-satis-
fiers and environmental factors as job-dissatisfiers. One hypothesis
was found not significant at the .05 level and suggested that psycho-
logical factors and environmental factors were equally potent in ef-

fecting changes in the deaf teachers' overall job-functioning.

Conclusions
The analyzed date yielded several conclusions. A relatively
unfulfilled achievement need was considered a psychological determi=~
nant of underemplcyment. Unfulfilled needs for good school policy and
administration, good supervision, and respect from and good personal
relations with superiors were considered as environmental determinants
of underemployment.
The variable, prelingual deafness, did not preclude the devel=
opment in the deaf teachers of the basic need for self-actualization,
i.e., higher order values of achievement, recognition for achievenment,

worthwhile work and pride or self-esteem.



Recommendations

Replication of this study's basic research design was recom-
mended with respect to comparisons of the job=-attitudes of deaf
teachers of the deaf versus non-deaf teachers of the deaf in the same
public residential schools; of deaf adults who teach the deaf versus
deaf adults engaged in other professional occupations; of deaf and
hearing teachers of the deaf versus teachers in regular public schools;
and of deaf teachers of the deaf in different public residential
schools for the deaf, the ;esults being compared to those of the pres=-
ent study.

It was also recommended that further Job-attitude research be
conducted with non~professional deéf adult work populations, e.g.,

skilled, semi=-skilled and unskilled.



CHAFTER 1

INTRODUCTION

Introduction to the Problem

In recent years in the field of vocational psychology there
has been a great increase in theory and research concerning vocaticnal
mctivation. An answer to the age-old question of "Why do men work?"
is scught. This concern stems in part from the recogniticn that a
Jorker's motivation to work is inextricably bound to his vocational
adjustment and mental health (Gurin, Veroff, and Feld, 1960). The ex-
haustive review of Jjob-attitude literature conducted by Herzberg,
Mausner, Peterson and Capwell (1957) is a major reflection of this in-
creased activity and concern. They found that only one job-attitude
study had been conducted between the years 1920 and 1924, while sixty-

seven studies were undertaken between 1950 and l95h.‘¥

Job=attitude reseaich hés focused on sevefai basic assumpticns
with respect to the individual's motivation to work. These assump-
tions are that: the worker can be motivated by jobs that are person-
ally meaningful and that involve him as a person; the worker brings
certain psychological needs tc the job and jobs vary in their ability
to satisfy these needs; and, true satisfaction from work is contingent
cn the interaction between the individual and the Jjcb at the psycho-

logical level. If these assumptions are valid, then the major
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psychological nceds of the worker must be determined and the occupa-
tional factors that facilitate or hinder their satisfaction and re-~

generation identified.

Statement of the Problem

The present research was specifically concerned with the stgdy
of the job-attitudes of deaf adults engaged in the professional occupa-
tion of teaching. Numerically this group represents approximately one-
half of all deaf workers in professional occupations (Lunde and Bigmen,
1959). The prcblem is one of identifying the job-attitudes of the deaf
worker and determining the effects of the attitudes on vocational
ad justment.

Specialists almost universally contend that there is under-
employment of deaf people (Boatner, Stuckless and Moores, 1964; Dunn,
1957; Justman and Moscowitz, 1953; Kronenberg and Blake, 1966; Lunde
and Bigman, 1959; Quigley, 1963; Stuckless, 1965; Williams, 1967).

They attribute this underemployment tc deficient training and denied
advancement on jobs or entry into higher level jobs because of un-~
realistic employer attitudes abcut the deaf worker. Although these
conditions may contribute to underemployment, it is conceivable that
psychological conditions within the deaf worker, especially those con-
diticns related to his attitude toward work and his particular job,
may be equally if not more responsible for his vocational adjustment

or maladjustment.



Sipgnificance of the Problem

There is almost no rescarch on the determinants of employabil-
ity among tﬁc deaf, particularly in regard to the variables related to
personality, work knowledge and work attitudes (Crammate, 1968; Lerman,
1965; Stuckless, 1965). Little is known about the deaf worker's own
perceptions and attitudes toward his work role and adjustment and the
origin of such attitudes. The major research studies of the occupation-
al status of the deaf (Boatner, Stuckless and Moores, 1964; Kronenberg
and Blake, 1966; and Lunde and Bigman, 1959) focused almost entirely on
data which reflected how well the deal employee satisfied the needs of
the organization employing him. Inferences about the quality and de-
gree of job-satisfaction experienced by the deaf worker were based pri-
marily upon analysis of demographic data and employer, superviscr, énd
parental ratings.

An important and heretofore neglected research need, then, in
the area of vocational behavior of the deaf adult, is to investigate
his subjective testimony about his work. If valid subjective respcnses
could be obtained across variocus occupational levels they could lead to
a more comprehensive and relevant understanding of the underemployment
and vocational adjustment problems of the deaf worker. This type of
research also cculd yield insight into important variables that affect
vocational choice and development processes in the lives of young deaf
Persons.

Findings and implications from the present study could help
improve vocational and psychological counseling in schools for the

deaf, vocational rehabilitation agencies, and industrial settings. In



schools for the deaf, kncwledpe of the job-attiitudes of deaf profes-
sionals could be epplied as part of curricular offerings structured to
develop cffective student work attitudes, and lead to expesure of
young deaf students to professions in which they could be successful.
It also might be applied in individual or group counseling contexts
where the goals are to help the student develop realistic vocational
aspirations, acqﬁire relevant understanding on employer réquireménts
and become aware of the psychological needs that work should satisfy.
Applied to vocational rehabilitation and industrial settings,
the findings might contribute to a better appreciation of the true
abilities of the deaf as exemplified by successfully employed deafl pro-
Tessionals; promote the reduction of stereotyped counseling and place=-
ment of deaf clients; and perhaps influence the creation of new
oppertunities for deaf persons qualified for higher level ‘jobs and for

those in need of advancement on jobs in which they are now employed.

Procedures

Subjects for this study were drawn frem four public residen-
tial schools for the deaf, The California School for the Deaf, Berke-
ley; The California School for the Deaf, Riverside; The Texas School
for the Deaf, Austin; and The New Mexico School for the Deaf, Sante Fe.
These schools employ approximately 68 deaf teachers of the deaf in
elementary through high school levels (Doctor, 1969).

Subjects who met the following criteria were included in

the research:
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1. Subject was deaf as defined in the definition section of this
study;

2. Subject must have had at least two years experience teaching
academic or vocational classes in a public residential school
for the deaf;

3. Subject was a professional teacher as defined in the definition

section of the study.

Fach subJject was interviewed in his respective school or, if
unavailable there, in his home. Fifty interviews were completed re-
qnirihg approximately one hour for each.

A semi-structured interview schedule similar to the one used
by Herzberg, Mausner and Snyderman (1959) was followed. This schedule
was designed to allow the respondent spontaneous expression of feeling
concernihg his job-attitudes, the factors leading to them and their
effects on his work performance. A copy of the Herzberg schedule is
presented in Appendix A. Chapter 3 contains the adaption of the
schedule used in the present study.

Data from the interview was content analyzed according to the
categories established by Herzberg et al. (1959), by two doctoral stu-
dents in rehabilitation counseling who independently coded the material.

The Jjudges were trained in content analysis and had read The Motivation

to Work (Herzberg, Mausner and Snyderman, 1959), the study from which
the present research was replicated, and consequently they were thore

oughly familiar with the motivation-hygiene theory and its application



to the present study. The content analysis categories arc given in

Appendix B.

Hypotheses

Five specific hypotheses, each one related to the hypotheses
formulated and tested in other studies of the motivation-hygiene theory
(see Chapter 2, Review of the Literature), were restated and tested in
the present study. Chi-square and z-ratio tests of significance vere
used to test the hypotheses. The .05 level of significance was used
for each hypothesis.

The hypotheses are:

1. The stories objectively recounted by the deaf teacher will
yield two separate and uni~-directional sets of factors, one
set leading to job-satisfaction and the cther set to jobe
dissatisfaction.

2. The set of factcrs appearing more frequently in the satisfac-
tion stories will relate to the motivational needs of the in=-
dividual whereas the set of factors appearing more frequently
in the dissatisfaction stories will relate to the hygiene needs.

3. Two separate sets cf facltors comparable to those described in
hypotheses one and two will be found in the stories subjective-
ly interpreted by deaf teachers.

4, The frequency of occurrence of short-lasting feelings will be
significantly greater in the dissetisfaction stories than in

the satisfaction stories.
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5, Positive effects will result from the satisfacticn stories and
negative effects from the dissatisfaction stories. The rela-

tive frequency of positive effects will be greater.

Assumgtions

1. Subjects were capable of identifying pericds of time in their
working‘experiences vhen their feelings about their jobs were
unquestionably higher or lower than usual.

2. Subjects were able to place their own feelings on a continuum
and choose those extreme situations to report to the interviewer.

3. Subjects' responses were not unduly distorted by halo effects,
social acceptance Tears, desire to please the investigator and
unconscious or conscious biases.

k., Subjects possessed sufficient insight and willingness to com-
municate and were able to explain the effects of their pericds
of high and low feelings about their jobs.

5. Use of manual methods of communication between the interviewer
and respondents did not adversely affect the content of the

interviews, although translation protlems may have been present.

The deaf teachers interviewed in this study were not randcmly

selected.



Definition of Terms

Deal: Those in whom the sensc of hearing is non-functional for
crdinary purpcses of life and vwho ccnsider themselves deaf.
Within this definition are included...A) those who were born
with little or no hearing; B) those who suffered the loss
early in infancy before speech and language patterns were ac-
quired and remembered; C) those whc were born with normal
hearing and reached the age where they could preduce and com-
prehend speech and subsequently lost their hearing. In all
cases the degrec of deafness is so great that nc significant
residual hearing was retained (Myklebust, 1964, p. 3).

Professional Teacher of the Deaf: Teachers vwhose major functicn

is instructing deaf students academically and/or vocation=-
2lly, and vho spend at least three-fourths of their paid
time in this activity.

Jcb-attitude: "state of readiness for motive arcusal or a reac-

tion in a characteristic way to certain stimuli or stimulus
situations" (Viteles, 1953, p. T4). It implies an affective
reaction or perscnal value on the part of the individual.

Long-range sequence: Pericds of time during which subjects' ac-

counts of over-all feelings about their job are consistently
geod or bad., They cover a minimum in time of two weeks.

The maximum could be any number of years. Seguences must be
bounded in time, i.ec., events that begin a sequence and those

that terminated it must be recalled and described.
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Short-range scauence: Pericds of time during which respondents'’

stories refer to over-all feelings about the job thut are
consistently good or tad. These sequences are aneédotal
narratives ccncerning events that occurred over brief pericds
of time, i.e., a fev minutes, an hour, a day or a few days.
The maximum is two weecks.

High sequence: Sequences reporied by respondents that involve

satisfaction feelings about the Job.

Low segquence: Sequences reported by respondents that relate to

dissatisfaction feelings about the job.

Motivator: Tactors related to the satisfaction of the psycholog-
ical needs of the individual at work, i.e., achievement,
responsibility, reccgnition, work itself, advancement, pos-
sibility of growth, pride.

Hypiene: Factors related to the biological and social needs of the
individual, i.e., job security, working conditiocns, school
policy and administration, supervision, interpersonal rela-
tions, status and salery.

Positive effects: Improvement in attitude or behavior at work as

reported by the respondent.

Negative effects: The worsening of attitude or behavior at work

as reported by the respondent.

First-level factors: Factors objectively reported by respondents.

They descrite concrete events or situations. They were the

sources for the good or bad feelings subjects had about their
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jobs. The definiticns of these factors are frcm the origin-
al study by flerzberg et al. (1959) and are:

Achievement=- Refers to speecific job success such as ccomple-
ticn of a jeb, sclutions to prcblems, vindication, and sceing
the results of cne's work. The opposite of achievement--
failure--and the absence of achievement were also included

in this definition.

Recognitione- Notice, praise, or blame given the respondent
for something he did. Notice and praise could be given along
with concrete rewafds, e.g., citations, bonuses, and certifi-
cates. The source for recognition could be an administratcr,
supervisor, the administration as a whole, a subordinate, a
professicnal colleague, or the general public, e.g., parcnts
or a civic group.

Possibility of growth== Changes in the job situation of the

subject involving ctjective evidence that the possivilities
for his growth were now increased or decrcased. A change in
status that officially included a likelihocd that the respon-
dent would be able to rise in the school, or the conversc.
For example, when an individual was told thet his deafness
made it improbable that he could advance to a higher position
in that school, such as supervising teacher or principal,
negative possibility for growth existed., Possibility for
growth has another connctation. It includes not only the
likelihood that the inaividual would be able to move onward.

and upward within his organization but also a situation in
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which he is able to advance in his own skills or to acquire
a new professional outlook.

Advancement -~ This category was used only when there was an
actual change in the stalus or position of the person in the
school. In situations in which en individual transfered from
cne part of the school to another without any change in sta-
tus but with increased opportunities for responsible work,
the change was considered an increased responsibility but

not formally an advancement.

Salary == This category included 21l sequences in which com-
pensation plays a rolc. It may involve wage or salury in-
creases or unfulfilled expectations of salary increases.

Job security -~ This factor dces not refer tc feelings of

security but to cbjective signs of presence or absence of
Jjob security. This includes such considecrations as tenure,
school stability or instebility which reflected in some ob-
Jective way on a person's job security.

Status ==~ This factor was ccded only when the respondent
actually mentioned some sign or appurtenance of status as
teing a facter in his feelings gbout the job.

Factors in perscnal life -~ Situations in which some aspect

of the job affected personal life in such a way that the ef-
fect was a factor in the respondent's feelings about his job.
For example, family needs for salory and cther family prob-

lems stemming frem the job situation.
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Work itsclfe= The actual doing of the jeb or the tasks of the
job as a source of geood or bad fecling about it. Thus jobs
can be rcutine or varied, creative or stultifying, overly
casy or overly difficult. The duties of a position can in-
clude an opportunity to carry through an entire operation or
they can be restricted to one minute aspeet of it.

Working conditions== The physical conditions of work, the

amount of work, e.g., ventilation, lighiing, materials,
space and such environmental characteristics would be in-
cluded here.

School policy and administration==- Adequecy or inadequacy

of school organization and management. Also, harmfulness
or beneficial effects of school policies. The former can
relate to situations prcducing confused, ambigucus commi-
nicaticn which prevents teacher task completion or the
carrying out of school policy. The latter refers to school
policies that are ineffeciive or malevolent.

Respensibility == Scquences of events in which the person

speaking reported that he derived satisfaction from being
given responsibility for his own work or for the work of
others or being given new respcnsibility. It also includes
stories in which there was & loss of satisfaction or a
negative attitude tcwards the job stemming frem a lack of
responsibility. 1In cases in which the story revolved around
a wide gap between a perscen's authority and the authority he

needed to carry out his Jjob responsibilities, the factor
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identified was school policy and administration. The
rationale for this was thet such a discrepancy between
authority and job responsibilities would be considered

evidence of poor management.

- —t

‘Interpersonal relaticnse= Stories in which there was some

actual verbalization abecut the charaocteristics of the inter-
action between the respondent and some cther individual,
e.g., between the respondent and a superviscor or administra-
tor, the respondent and students, and the respondent and cc-
workers. Interactions mey be purely social or sociotechnical.
A purely sccial story wculd relate interactions that might
take place within vworking hours and on the premiscs of wcrk
but independent of the jcb. A socioctechnical story invelved
interpersonal relationships that arise when people interact

in the performance cof their Jjobs.

Second-level factors: TFaclors derived from the respondent's sub-

Jective interpretation of the events he described which led
to his satisfaction cor dissatisfaction with the Jjob. The
material analyzed for second-~level factors came from a
respondent's answer to the question, "What did these events
mean to you?" No detailed description of seccnd-level face-
tors is necessary. The vwords are uscd in their dictionary
meanings (Webster's Third International Dictionary, 1963) and
specifications are given in the content analysis categories

in Appendix B. The iist of second-level factors identified
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by Herzberg et al. (1959) is given below. Examples of each
factor, taken from the present study, are shown in paren-
theses,

Feelings of rccognition== ("I was complimented by many pecple

who were familiar with the effort and talent needed for

accomplishing what I did...")

Feelings of achievenente- ("Because the end results were what

was desired, I felt that my success was worth the hard work
and sacrifice...")

Feelings of possibie rrowth, blocks to growth-- ("It meant

to me that the superintendent thought a deal man could not
handle this position. I felt I could...")

Feelings of responsibility, lack of responsibility, or dim-

inished responsibility== ("The added responsibilities mude

me feel good because I felt that now my knowledge and skills
could be used...")

Group feelings=-of belonging or isclatiocn, social or socio-

technical. ("It was a beautiful gesture tc be given that
honor by the students. They were my kids...")

Feelings of intcrest or lack of intercst in performing the

JOb == ("The students seemed to be learning something, and
both they and I cnjoyed the originality of the paragraphs
they produced...")

Feelings of increased or decreased statuse~ ("I felt it was

right for me Lo teach higher math. Asking me to teach lower

math made me feel cut of place and frustrated...”)



Feelings of increased or decreased sccurity=-- ("After all

that wondering and vorrying I felt relicved and glad that
things were going smoothly...")

Feelings of pride, inadeouacy, guilt or shame ~=("It made me

feel I was incapable of doing my job and I really lost con-
fidence in myself...")

Feelings of fairness or unfairness== ("The administration

sees me as a person and treats me as such...")

Salary feelings =={("I just had too many worrics about finan-

ces end I worried tco much about them while at work...")

Feelings of advoncenment or demoticn --("It mecant that I was
b}

really getting somevhere...")

Summary

Education and rehabilitetion specialists have expressed concern
recently about the widespread underemployment of deaf perscns. Survey-
type research into the employment status of the deaf has verified the
validity of this concern. These investigations have identified two
general but major factors that contribute to underemployment among
decal workers: 1) a lack of marketable work skills due to deficient
training; and 2) unrealistic employer attitudes that deny the deaf
vworker advancement on his job or entry into higher level occupations.

Rescurch into the other possible determinants of underemploy-
ment of the deaf in the arcas of personality, werk knowledge and job

attitudes, is lacking. Hence rescarch into these variables might prove
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fruitful in previding insighl about the underemploymeni and vocational
adjustment problems of the deaf.

Deaf teachers of the deafl, the subjects of the present study,
are apparcently neither lacking in marketable skills nor have they been
denied enirance inte higher level employment. Althcugh they mey be
denied deserved advancement in their field, they are underemployed in
cther ways heretofore unidentified. Therefore, it was hypothesized
that a study of the job-attitudes of the deal teacher of the deaf would
reveal other determinants of underemployment and, consequently, cf
vocational maladjustment.

Results of this study cculd be applicable in schcols Tor the
deaf in classrocm and individual and group counscling contexts dealing
with the development of appropriate student work attitudes. They could
elso be used as instructional material for vocational rehabilitaticn
and industrial counselcrs responsible for the apprcpriate placement cf

deal adults aspiring to professicnal occupations.



CHAPTER 2

REVIEW OF THE LITERATURE

Introduction

This study had as its main thesis that a worker's self-
perceptions substantially influence his motivetion to work. The in-
dividual regards pis occupaticn as a major scurce for life satisfaction.

This chepter presents a review of literature relevant to the
needs of the individual and their satisfaction in work. It is divided
into seven sub-tcpics: (1) the self-actualization need, (2) kinds of
needs and strengths of needs, (3) need levels and occupaticnal levels,
(%) The.Herzbcrg et al. (1959) study, (5) studies on Herzberg's
motivation-hygiene theory, (6) studies on the deal worker, and (7)

studies of the deaf teacher of the deaf.

The Self-Actualization Need

Some perscnality theorists have focused on the ccncept of
self-actualization as central to an understanding of the overall needs
of men. These theorists suggest that self-actualizaltion shculd be
vieved as being synonymous with psychological growth. When one is
groving psycheclogically he can be said to be taking advantage of the
opportunities in his environment in such a way that he experiences him-
self as unicgue, creative and worthy, and as being effectively in con-
trol of himself and his envircnment.

7
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Jung (l95h) conceived of self-actualization as the fullest,
most ccmplete differentiaticn and harmonious blending of all aspects of
man's total personality. It is achieved to some degree through the
"self" which is the midpoint of the individual and provides him with
unity, equilibrium and stability. Jung believed that through the con-
stant progression of the self from a less complete stage of development
to a more ccmplete one, man strives to individuate and find oneness
within himself.

The theories of social psychologists, such as Adler and Fromm,
are similar to Jung's in respect to self~-actualization. For Adler
(H. L. end Rowena Ansbacher, 1956), self-actualization was best ex-
pressed by his ccncept of the creative self. Man's ultimate goal is
the realization of his self over the environment. The creative selfl
acts upon the facts of the world and transforms them into a personal-
ity that is subjective, dynamic, unified, personal and uniquely
stylized. Fromm {(1955) listed five specific needs that rise from the
conditions of man's existence but stressed the need for identity as
the most important. Man strives to develop a sense of perscnal iden=-
tity and to be a unique individual.

Holistic and organismic theorists such as Maslow (195h),
Angyal (1941) and Goldstein (1939) viewed the individual as constantly
striving to become the best possible version of himself. Maslow's
general and pluralistic motivational hierarchy includes the need for
self-actualization. Once man's survival or psychological needs and
social requirements are achieved, he is free to grow to perfection and
to develop fully in his own individual style. Angyal and Goldstein

felt that there is a "master tendency" toward self-actualization. The
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individual is constently giving birth to himsell and expanding at the
expense of his surroundings. They apply this view to all men rether
than only to those whe have already provided for thelr basic needs.

Regers (1951), from an cssentially phencmenolegical base, be-
lieved that the individual has cne tasic need and stiriving--tc actual-
ize, maintain and enhance the experiencing organism. The individual
has three continuing needs thalt he tries to satisfy: the nced fer
positive regerd for other pecple; the need for positive self-regard;
and the need to acquire conditions of worth, i.e., any condition which
helps the person to avoid or find self-experiences that are less or
mere worthy of self-regard.

In summary, these personality theorists suggested that
motives~-psychclogical nceds--should not be studied piecemeal but in
relatioﬁ to their organization within the individucl and to the way in
whicﬁ the individual sees himsell, what he hopes tc become, and the
vglues he holds. They hypothesized internal fcrces as determinants of
behavior and felt that these forces ere beneficizl. If left to unfcld
in their natural, benign way, they would result in healthy, normal and
desirable behavior. They alsc suggested that maledjustments of behav-
ior are the effects of an interfering and evil environment.

In the ares of work, several vecational theorists have suggested
that the achievement of work adjustment is contingent upon the satisfac-
tion cf various worker needs, and especially the sclf-actualization
need. Roe (1956) stated that: "Occupations as a source of need satis-

faction are of extreme importance in our culture. It may be that
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occupations have become so important in our culture just because so
many needs arc so well satisfied by them (p. 33)."

Miller and Form (1964) felt that needs like belongingness and
love have traditionally been frustrated by management policies, and us
a_result informal work groups and unions have been organized to satis-
fy these needs. They concluded that "incrcasing numbers of wcrkers at
all levels of the labor force are achieving high satisfaction of their
physiological and safety needs” but that "deprivaticn is cccurring in
the socizl, esteem, and sclf-zctualizaticn needs (p. 618)."

Arpyris (1957) pointed out that: "The degree of self-
actualization increases sharply for individuals as their dependence,
subordination and submissiveness are decreased and as their control
over their work increases (p. 181)." He suggested that selfl-
actualization in work is not occurring for most workers because the
needs of the individual are in conflict with the needs of thes organ-
ization.

Harrell (1958) concluded that this conflict is inevitable be-
cause neither the organization nor the individual cculd survive if
they fully behaved as the other wanted them to. Yet, the conflict is
destructive to both. It hurts the employee because it denies him the
expericnce of psychological growth, i.c., the unfclding cf internal
growth forces. It hurts the employer because it contributes substan-
tially to employee abscentecism, poor job pérférmance, high turnover
rates, mental discomfort and inefficiency, poor co-worker relations

and negative job attitudes.
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In sumnary, these vocational theorists suggested that an im-
poriant dimension along which the degree or qualily of an individual's
veeaticnal adjustment should be cvaluated is the satisfaction of his
self-actualizeticn needs. They imply that extrinsic cr environmental
factors such as geed working conditions, adequate pay, retirement ben-
efits, and the like, may contribute to vocaticnal adjustment, butl that
intrinsic factors related to the werker's psycholegical growth, e.g.,
achievement, feelings of worth, positive self-regard, o sense of in-
dividuality, creativity, uniqueness and involvement with the work, are

scme fundemental conditions for optimal vocational adjustment.

Kinds of Needs and Strength of Needs

Schaffer (1953) formulated and tested the fcllowing hypothesis:
"Overall job satisfaction will vary directly with the extent to which
these needs of an individual which can be satisfied in a Jjob are ac-
tuelly satisfied; the stronger the need, the more closely will job

setisfaction depend on its fulfillment (p. 3)." Schaffer measured need
strength along the need dimensions proposed by Murray (1938). 1In
Schaffer's study, the needs vere listed as: recognition and apprcba-
ticn, affection and interperscnal relationships, mastery and echieve-
ment, dcminence, sccial wellfare, self-expressicn, socio-econcmic status,
moral value scheme, dependence, creativity and challenge, economic
security, and indepcndence. Schaffer found significant positive corre-

lations between need satisfaction and job satisfaction, and between

need strenglh and job satisfection.
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Kuhlen (1964) refined and extended Schaffer's formulation. He
hypotheslized that: (1) thcse individuals whose measured needs are
relatively stronger than the potential of the occupation for satisTying
these needs (as they perceived this potential) will tend to be frus-
trated and hence to be less well satisfied with their occupation; (2)
this relationship will hold to & greater degree émdng”men than among
women since the occupation is & major source of nced satisfaction for
the former; and (3) because the acﬁievement need can be satisfied di-
rectly through work the satisfaction of this need would be particular-
_ly important (i.e., more highly related to) occupational satisfaction
(Kuhlen, 1964, p. 56). In obtaining confirmation cf the first hypoth-
eses, Kuhlen lent support to Schaffer's hypothesis that need satisfac~
tion is related to vocaticnal satisfaction.

Morse (1953) found that interesting work (job content), pay,
job status, and company involvement were needs that related to job
turn-over. She concluded that two factors influence the amount of
vocetional satisfaction experienced by a worker: (1) how much his
needs are fulfilled by being in a particular situation, and (2) how
much his needs remain unfulfilled. Another result from the same study,
which was in agreement with the Schaffer (1953) and Kuhlen (1964%) find-
ings, was that the relative strengths of different worker needs, as the
worker perceives them, must be taken into account when assessments of
job satisfaction are made. This conclusion also was reached by
Froelich and Wolins (1960) and Ycungberg, Hedberg and Baxter (1962).

Roe (1953) studied the needs of individuals engaged in scien-

tific and artistic occupaticns. 7Two needs that these cccupations
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serve Lo satisfy were identified as the need for autcnomy and the need
for hemonomy. The former necd referred to the nced te gain control
over and muster the environment. The latter was defined as the need
to fit oneself into larger social bedies, to conform to external ex-
pectations and injunctions, and to identify with " superindividual
categorics.”

In a series of studies on the relationship of status-nced
with job satisfaction among mental health workers, i.e., psychiatrists,
clinical psychologists, soccial werkers, Rettig, Jacobson, and
Pasamanick (1958) and Jacobson, Rettig, and Pasamanick (1959) substan-
tiated two related hypcthzses. The hypotheses werzs: (1) workers
whose objective status is low, but who overestimate their status, will
be as satisfied as these whose ohjective status is hiigh but whe do not
overestimate it; (2) thg cverestimators would be more satisfied than
accurate estimators of the same objective status. The major conclu-
sion drawn from their data was that the status need, as it is mani-
fested by the worker's vocational aspirations, may be fulfilled either

in reality or in imagination.

Need Levels and Occupational Levels

Several investigators of Jjob satisfaction and need satisfaction
have interpreted the resulits of their studies along the need dimensions
proposed by Maslow (1954) and across different cccupational levels.

Centers (1948) and Centers and Bugental (1966) sought to deter-
minc whether workers on different occupational strata have different

vocational nceds. The results of these studies suggested that
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higher-level workers, i.e., business, professional and white collar,
preferred occupations which they perceived as having the potential to
satisfy their needs for sclf-expression, self-esteem, independence, and
interesting work. These needs were equated with Maslow's (1954)
higher-order or "Being" needs. In contrast; lower-level workers, i.c.,
skilled manual, semi-skilled, unskilled, farm cwners and managers, and
tarm tenants and leborers, preferred jobs that they perceived capable
of satisfying their needs for Jjob security. This need was regarded on
the same level as Maslow's lower-order or "Deficiency" needs.

Blai (1964) identificd three "Deficiency" needs that charac-
terized the pref'erences of workers in lower=-level occupations. These
needs were money security, job sccurity, and respect. Porter (1964)
and Porter and Lawler (1965), reporting results of a series of studies
by different investigators, found that the "Being" needs of self-
esteem, autoncmy or independence, and self:actualizaticn characterized
the need preferences of workers in higher-level occupations.

Roe (1956), in noting that the need for self-actualization is
central in the choice of a vocation, stated that: "all that a men can
be he must be if he is to be heppy (p. 29)." Rather than to relate
spceilic needs to specific occupations or groups of cccupations, Roe
suggesled that any occupaticn ney serve to satisf{y needs at a given

level.,



Review of tho Herzbere et al. (1959) Study

The present study is a replication of The Motivaticn to Work

(lerzberg, Mousner, and Snyderman, 1959). A summary of this study is
given here.

Herzberg, Mausner, Peterson, and Capwell (1957) reviewed the
job=attitude literature and concluded:

The one dramatic finding that emerged in our review of this
literature was the fact that there was a difference in the
primacy of factors, depending cn whether the investigatcer was
looking for things the worker liked ebout his job or things

he disliked. The concept that there were some factors that
were "satisficrs" and others that were "dissatisficrs" was sug-
gested by this finding (p. 7).

In their review, Herzberg et al. (1957) could find no studies
in which both satisfiers and dissatisfiers had been investigéted in
relation tc the sawme variables. They, therelore, designed an investi-
gation in which the basic hypothesis to be tested was that certain
factors relating to the work itself or "job centered”, wculd tend to
associate with the expression of satisfaction but, if absent, thesc
Tactors would not producc the cppesite effect of dissatisfaction. Con-
versely, a second sct of factors relating to the context in which the
Jjob is performed would tend to associcte with the expression of dis-
satisfaction but when present wculd not enhance satisfaction.

To test this hypcthesis, they decided on an apprcoach that
aveoided an apparent weakness of previous studies, i.e., their Tragmen-
tary naturc. This weakness is explained by Herzberg ct zal. (1959):

tudies in which factors affecting & worker's attitude toward
his Jjcb were intensively investipgated rarely included any in-
formation as to the effects of these attitudes. Studics of ef-

feets, similarly rarely included any data as to the origin of
the attitudes. In most cuses in which either factors cr effects
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were studied, there was inedequate information about the in-
dividurls cencerned, their perceptions, their needs, their
patterns of learning. The primery need that emerged was one

for an investigation of Jeb attitudes in toto, a study in

which fucters, attitndes, and effects would be investigated
simultanccusly. The tasic concept was that the faclors--
atbitudes--efTects (F-A-E) complex nceds study as a unit (p. 11).

Their approach weas idiographie, and the semi-structured inter-
view technigue (Flanagan, 1954%) was used to gather their data on F-A-E
variables. At the beginning of the interview, each suibject was asked
the following question:

Think of a time in the pcst when you felt exceptionally good

or bad about your job. It may have been on this job or any

other. Can you think ¢f such a high or low point in your feel-

ings about your job? Please tell me about it (llerzberg et al.

1959, p. 20).

Probe ocuesticns wverc then asked by the interviewer to gain
further infcormeticn, to determine the psychological meaning of the
cvent to the individual, to check the accuracy of the story, and fill
in missing detzils. Interviews were held with over two hundred ac-
countants and engincers employed in the Pittsburg area.

The sequences of events reloted by the subjects were content
analyzed (Lasswell,l949) by judges into the following categories
corresponding to the P-A-F varisbles (Herzberg et al. 1959):

l. First-level factors: a description of the chjective oc-
currences during the sequence of events, with special
emphasis cn those identified by the respondent as being
related to his attitudes. Example: a prcmotiorn.

2. Scecond-level factors: these categorize the reasons given
by the respondents fcr their feelings; they may be used es
a basis fer interferences abcut Lue drives or nceds which
are met or which fail to be met during the sequence of

events. Example: "I felt good because the promotion meant
that I was being recognized."



3. BEffects: the relationship of the Tirst- and sccond-level

factors to the respendents productivity, turnover, inter-
personal relations, attitude toward the company, satisface
tion, and mental healih (p. 28).

First- and second-~level factor categeries are given below:

First~level cateporics ‘

1. Recognition

2. Achiecvement

3. Possibility of growth

k., Advancement

5. Salary

6. Interpersonal relations--supervisor
7. Interpersonal relations-~subordinates
8. Interpersonal relations--peers

9. Supervision--technical
10. Responsibility
1l. Company policy and administration
12. Working conditicns
13. The work itself
1k, Factors in personal life
15. Status
16. Job security

Second-level catltegorics

1. Recognition

2. Achievement

3. Possibility of growth

4. Advancement

5. Responsibility

6. Group feeling

7. The work itselfl

8. Status

9. Seccurity
10. Feelings of fairness or unfeirness
11. Feelings of pride or shame
12. Salary

Effects verc analyzed according to the following categories:

1. Performance effects

2. Turnover effects

« Mecntal heawlth effects
Interpersonal relations effects
Attitudinal effects

. Miscellancous effects

[6)N 02 BE—g U]
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The sequences of evenls were also analyned along three other
dimensions: (1) the dircction of the feeling expressed by a respon-
dent, i.c., wvhether it was positive (high) or negative (low); (2) the
range of the sequence, i.e., over a considerable period cf time (Long
or not (short); and (3) thc duration of the feelings mentloned by the
subject, i.c., long or shcrt in time.

Findings relevant to the major hypothesis of the Herzberg et cl.
(1959) study are presented in Figure 1 and in Table 1, which show the
distinction between satisfiers and dissatisfiers. The factors in Fig-
ure 1 which are relatively morc to the right of the "O" percentage
line; are achievement, recognition, work itself, responsibility, and
advancement. These factors primorily stimulated satisfaction in the
worker with his job. The factors found to the left of the "O" per-
centage line are company policy and administration, supcrvision=-
technical, interpersonal relations--supervision and working conditions.
These Tactors usually stimulated feelings of job dissatisfaction, Sal-~
ary is considered to have more potency as a dissatisfier although it
appeared to ccontribute equally to both satisfaction and dissatisfacticn
(Herzberg et al. 1959, p. 82).

The width of the boxes in this figure indicete how frequently
a Tactor led to a long duration high or low attitude toward the job.
The shaded boxes signify that the factors were morz often of short
than of long duration.

Of the five satisfiers, work itself, responsibility, and ad-

vancement can be seen to conbtribute to long duration change of
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attitudes. The dissatisfiers ccnsistently produced short-term changes
in job attitudes.

In summing from the results shown in Figure 1, it was evident
to Herzberg et al. (1959) that satisfiers were net as unidirecticnal

as dissatisfiers. Consequently, they revised their original hypcthesis

[&2]

to state that:

The satisfier factors are rmch more likely to increase job
satisfaction than they would be to decrease jcb satisfac-
tion but that the factors that releate to job dissatisfac-
?ion v;ry infrequently act to increase job satisfacticn
Pe 20).

In Table 1, the second-level factors of recogniticn, achieve-
ment, responsibility, and work itself are shown to appear signifi-
cantly more frequently in the high sequences. In the low sequences,

feelings of unfairness appecars significantly meore frequently as =a

dissatisfier.

RV

In regard to the effects of positive or negative wcrker ziiti-
tudes on overall job functioning, the results cf the study suggested
the following relationships. Positive performance effects resulizd
from high sequences {good feclings) with a much greater frequency tha
did negative effects from low scquences (bad feelings). Long-range
high scquences had performence effects more frequently than eny ciher
category. Turnover effects appeared most frequently in longe-rangs

lov sequences. These effects included "thoughts of quitting" and

=y
Hy
[$]
[§]
ot
0

"quit". In changes in attitude tcward the company, positive e
occurred mere frequently than negative effects. lental health effectis
vere reported mest frequently for long-range scquences. Interpsrscnel

relationship effects were reported with comporai:le frequency feor high
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oand low sequences. Attitudinal effects were found more frequently in
the high and long-range sequences, high attitudes tending to change
attitudes toward the company, profession, and self in terms of in-
creased self-confidence. Low sequences, in contrast, had thc greatest
effect on attitudes toward specific individuals, c.g., a supervisor.
In summarizing these results, the authors stated that: "The positive
effects of high attitudes are more potent than the negative effects of
low attitudes (p. 96)."

In a recapitulotion and discussion of the essential findings
of the Herzberg et al. (1959) research, Herzberg (1966) made the fol-
lowing observations:

1. The factors involved in prcducing job satisfaction were
separate and distinct frcm the factors that led to job
dissatisfacticn. Hence, satisfaction and dissatisfaction
are not oppcsites on one dimension; each appeared to fall
on separate dimensions (p. T6).

2. TFactors leading to satisfaction seemed tc describe man's
relationship to what he does, i.e., they related to the
work itself and the need to develop within one's occupation
as a source of personal growth. Termed "motivators", these
factors satisfy the individual's approach or sell-
actualization needs. "Approach" as used here is concerned
with apprecaching self-fulfillment or psychological growth
through the accomplishment of tasks. Factors leading to
dissatisfaction essentially describe the cnvironment and

serve primarily to prevent job dissatisfection. Termed
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"hygiene" factors (a term analogous to its medical meaning
of "preventive and environmental"), these factors satisfy the
individual's avoidance needs in that they operate to remove
health and safety hazards from the environment (p. Th).

3. A "hygienic" environment prevents discontent with a job,
but such an environment cannot lead the individual beyond
a minimal adjustment consisting of the absence of dissatis-
faction., A ﬁositive "happiness" seems to require some at-
tainment of psychological growth. Hence, hygiene factors
may lessen dissatisfaction but they cannot be expected to
act as motivators, i.e., to contribute to psychological

growth and self-actualization (p. 78).

Review of Studies on Herzberg's Motivation-Hygiene Theory

Several studies of different cccupational populations have
been conducted to test the motivation~hygiene theory since that the-
ory's conception by Herzberg and his associates in 1959. Some of these
investigations are basic replications and use the same methodology of
the original research by Herzberg et al. (1959). In the other studies,
variations in methodology were used. The results from some of these

studies are reviewed below.

Replications

The results of studies replicating the original research of
Herzberg et al. (1959), each of which was largelj confirmatory of the
original results, are reported as follows. Fifty professional female

employees of the federal government were interviewed by Walt (1963).



3k
Motivator factors emerging as satisfiers were achievement, recognition,
work itself, and responsibility. Hygiene factors occurring signifi-
cantly more frequently as dissatisfiers were company policy and admin-
istration, working conditions, status and personal life. Clegg's
(1963) sample consisted of fifty-eight county agricultural administra-
tors. Two of the motivators, achievement and recognition, and six
hygiene factors, company policy and administration, working conditions,
interperscnal relatiénships with subordinates and with peers, super-
vision and personal life were significantly in the predicted direction
of satisfaction and dissatisfaction. In both the Walt and Clegg stud-
les, second-level analysis of the factors, i.e., an anaylsis of the
meaning the events had for the respondents, revealed that the basis
for dissatisfaction stemmed from the individual's perception of unfair
treetment in the work environment, while the basis for satisfaction
lay in the individual's accomplishment.

Saleh (1964) obtained interview responses from 85 managerial
pre-retirees between the ages of 60 and 65. He found that 89% of the
positive-attitude sequences involved motivator factors in ccntrast to
only 33% for the negative attitude events. Hygiene factors were six
times as frequent in causing negative job attitudes as they were in
bringing about positive feelings. Second~level analysis wes similar
to the Herzberg et al. (1959), Walt (1963), and Clegg (1963) studies,
i.e., achievement and growth needs for the satisfaction responses, and
objection to perceived unfailr treatment for the dissatisfaction

responses.
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Myers (1964) investigated the job-attitudes of 282 employees
of the Texas Instruments Company of Dallas. This population consisted
of five occupational groups: scientists, engineers, manufacturing
supervisors, hourly male technicians, and female assemblers. In each
group, the factors of achievement and recognition appeared most fre-
quently in the high sequences while company policy and supervision were
most frequent ih the lows.

Anderson (l96i) and CGendel (1965) studied variocus employees in
Veterans Administration hospitals. Anderson's population consisted of
29 professional nurses, 31 maintenance service workers, and an unskilled
group of 35 workers in food services and routine engineering services.
For each group, the first-level factors of achievement and recognition
occurred significantly in the high sequences. Company policy and in-
terpersonal relationships--superior emerged significantly more fre-
quently in the low sequences. TFor the second-level factors,
recognition, achievement, and advancement stood out in the high
sequences while possible growth, insecurity, and unfairness appeared
significantly more frequently in the low sequences. Gendel (1965)
studied 119 housekeeplng workers. Significant motivators were recog-
nition, advancement, and responsibility. Significant hygienes were
salary, working conditions, interpersonal relations with peers, company
policy and administration and supervision. The findings of Walt,
Clegg, and Selah in regard to second-level factors and performance ef-
fects were also confirmed by Gendel.

Schwartz, Jenusaitis, and Stark (1963) obtained responses from

11]l male supervisors in 21 public utility companies. Achievement,
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recognition, advancement, and possibility of growth were the factors
that occurred more frequently in the high job-attitude sequences than
in the lows. Company policy supervision, working conditions, and se=
curity emerged significantly more frequently as dissatisfiers in the
low sequences.,

Herzberg (1965) studied the responses of 139 Finnish foremen
representing a wide cross-section of Finnish industry. The results
were independently anélyzed. Five motivators--responsibility, achieve=-
ment, work itself, advancement, and recognition were found to be sig-
nificantly unidirectional. Of the hyglene factors, supervision,
company policy, working conditions, and interpersonal relationships
Wwith peers appeared with significantly greater freguency in the low

sequences than in the high ones.

Studies of Varying Methodology

Several studies largely substantiated the motivation-hygiene
theory while using methods different from the procedures of the orig-
inal Herzberg et al. (1959) research. A review of the findings from
these investigations is presented in this section.

Halin (1959) used a number of different types of analyses to
classify the approximately 1,000 responses from 800 United States Air
Force officers ranging in rank from second lieutenant to colonel.

The subjects were asked two questions designed to elicit their atti-
tudes toward work events that stimulated exceptional personal satis-
faction, and toward events that had caused them to question an Air

Force career. The results suggested that 87% of the positive events
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could te classified under motivator factors while 73% of the negative
events could be classified as hygiene factors.

Friedlander and Walton (1964) used a scmi-structured interview
to obtein responses frcm 82 scientists and engineers employed in a
research laboratory of the Armed Services. Respondents were asked for
the most important factors keeping them in the crganization and fac-
tors that might casuse them to leave. Results showed that the reasons
given for remaining ih an organization were primarily motivator fac-
tors which were different from, and not merely opposed tc, the reasons
given fcr vwhich one would leave an organization (primarily hygiene
factors).

Friedlander (1965) factor analyzed responses to twe identical
T3-item questionnaires. His objective was to measure the importance
of various Jjob characteristics to satisfaction and dissatisfaction.
The subjects were 1,935 government employees distributed into high,
middle, and low GS rankings and into blue collar and white collar
occupational levels. Three findings from this study verified the
motivaticn-hygiene theory: (1) satisfaction and dissatisfaction are
not the obverse of each other; (2) the motivators ére important to
satisfaction, and the hygiene factors are important to dissatisfac-
tion; (3) extreme satisfactions and dissatisfacticns are more inpor-
tant than lesser feelings.

Halpern (196G) obtained ratings of satisfaction with b4
motivators, 4 hygicnes, and overall job satisfaction on respondent's
best liked job., The sample was 93 male college graduates working in

varicus cccupations. The essential results showed that respondents

-y
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were equally satisfied with both the motivator and hygiene aspects of
their jobs, but the motivators contributed significantly more to over=-
all job satisfaction than did the hygienes.

Lodahl (1964) factor analyzed data obtained from a content
analysis of interviews of 50 male auto-assembly workers and 29 female
electronics assembly workers. Analysis yielded two technological and
three attitude factors. The technological factors were different for
the two samples, but £he attitude factors corrésponded. Two of the
attitude factors resembled motivators and hygienes, one seeming to
deal with conditions surrounding the work (hygiene) and the other with
rewards from the work itself (motivator).

Rosen (1963) asked 94 research and development personnel of
varying specialties, educational levels, and organizational levels,
to rate the importance of the absence of 118 items to their desiring
to leave their present position. Rosen found that the most important
items which, if not present, would cause the individual to seek other
employment were similar to the motivators of Herzberg et al. (1959).

Fantz (1962) tested the motivation-hygiené theory using a
populaticn of 30 male and female patients in a rehabilitation hospital
in Cleveland. Six of the 30 subjects were employed professionals--
while the remaining 24 represented the skilled, semi-skilled, and
clerical occupations, Fantz found a positive relationship between
progress in a rehabilitation therapeutic program and motivator em=
phasis.

Hamlin and Nemo (1962) applied the motivaticn-hygiene theory

in a study of schizophrenic patients in a Veterans Administration
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hospital in Illinois. Using a forced-choice activity questionnaire
and a choice motivation scale, the investigators obtained responses
from three groups of subjects: students (control group), improved
schizophrenics, and unimproved schizophrenics. The results suggested
that improved schizophrenics had significantly higher motivator and
lower hygiene scores than the unimproved schilzophrenics.

In summary, the studies reviewed in this section do not com=~
pletely verify the motivation hygiene theory. Yet, to the degree that
they are confirmatory, they indicate that 1t is a potent theory that
has generated remarkably consistent results in investigations dealing

with the needs of workers in diverse occupations.

Studies on the Deaf Worker

The Advisory Committee on the Education of the Deaf, (u.s.
Department of Health, Education, and Welfare, 1965) reported that the
prevalence of deafness over all ages and both sexes is estimated at
118 per 100,000, Extrapolation of this value to the present popula~
tion of the United States yields a conservative total of 236,000 deaf
persons., No reliable figures are currently avallable on the number of
employed deaf adults (Block, 1968).

Most of the investigations into the vocational adjustment of
deaf workers was survey research., Date from these and other studies
suggest the following occupational status pattern among the deaf,

A majority of the employed deaf are in skilled, semi-skilled,
and unskilled occupations whereas relatively few are in the professions.

Lunde and Bigman (1959) found that 6.6% of the dealf held technical or
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prolessional jobs as compared with 47% for the general working popula-
tion. Seventy percent of the deal were reported in skilled or semi-
skilled cccupations, a figure more than double the percentage for the

populaticn at large. Boatner (1964) in a study of 2306 young

‘(T.'
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deat adults in New England, repocrted that T1% of the males were employed
in semi-skilled or unskilled positions. Kronenberg and Blake (1966) in
a similar study of 269 young deaf adults in the southwestern states
found that 61% of the males and 55% of the females were employed in
semi~skilled and unskilled work. Less than 3% of their sample held
professional or semi-prcfessional positions. Rainer, Altshuler, end
Kallman (1969) studied a sample composed of 382 deaf adults employed

in New York State. Eighty-seven percent of this number were found to
be working in scme form of manual labor; 57% were in the printing,
mechanical, or other trades while 30% fell into the unskilled category.
Furfey and Harte (1954) reported that Th% of the employed deaf in their
sample of 50 werc working in skilled (32%), semi-skilled (26%), and un-
skilled (16%) pesitions. Only 20% were categerized as prcfessional
workers.,

The deaf are regarded as satisfactory workers by superviscrs
and employers (Boatner et al. 196k4; Furfey and Harte, 1964; Kronenberg
and Blake, 1966; Rosenstein and Lerman, 1963) and have gencrally stable
Jjob-stability records (Boaztner et al. 196L4; Furfey and Hurte, 196k;
Lunde and Bigman, 1959; Rainer et al. 1969; Rosenstein and Lerman, 19G3;
Zabell, 1955). Individual carnings of the deaf seem to be situated at
or somewhal abovce the median of the general population (Furfey and

Harte, 196N; Justman and Moscowitz, 1963; Lundc and Bigman, 1959).
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Several investigators ccncluded that, for the deat, expericn-
cing sutiéfaction and success al werk is contingent upoen certain psycho-
sociz) and environmental variables. Crammatte (1968), Rosenstein and
Lerman (1863), and Zabell (1955) found that verbal skills proficiency,
which included language comprchension and effective coemmunication
through speech and lipreading, was a contributing factor in the voca-
ticnal success and satisfaction cf the subjects in their samples.
Numerous writers, on the basis cf their experience in the field of vo-
caticnal psychology of the deaf, made a similar observation (Holat,
1970; Meadow, 1970; Sessions, 1966; Shinpaugh, 1956).

Rainer et al. (19%9) and Rosenstein and Lerman (1963) found
that the facteor of psycho-social adjustment was related to job success
and satisfacticn. Several writers expressed agreement with this find-
ing (Farber, 1959; Hceman, 1967; Shinpaugh, 1956; Williams, 1958).

General awareness of the occupational world was another factcer
identificd by Rosenstcin and Lerman (1963) and Turechek (1965) as
having a significant bearing on vccaticnal attainment. This factor
refers tc the amount of understanding of relevnﬁt information possessed
by thc deal werker in regard tc work-situaticn variables, the principle
elements in a wide range of Jjobs, and general industrial practices.
This factor was reccgnized by other writers (Hoeman, 1965; Meadow,
1970; Sessions, 1966; Williams, 1958).

Other factcrs thought tc te important in shaping veocational
ad justment bchavior were listed as: intelligence and aptitudes

(Stuckless, 1967); interests and motivation (Rainer ct al. 1959;
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Rescenstein and Lerman, 1963); self-understanding and realistic level
of aspiration (Farber, 1959; Heeman, 1967; Stuckless, 1957; Troop,
1962).

The study by Rosenstein and Lerman (1963) was the only
technique~type research on the deaf worker found in the literature re-
view. The authors developed an attitude scale that yielded measures
of job satisfaction of 125 female graduates of the Lexington School
for the Deaf. The subjects named the factors of woerking cenditions,
interpersonal relations, and eccnomic gain (salary or wages) as satis-
fiers. No other research could be found which touched cn the need
structurce of deaf workers in higher and lower-level occupations.

In summary, the studies reviewed in this section tended to
reflect the state of research activities in the area of voecational
psychology of the deaf. 1In particular, the absence cf technique,
theoretical, and applied research was conspicucus. The comment made
by Lerman (1965) in regard to research that had been undertaken into
the vocational adjustment of the deaf previous to 1965 is apparently
still applicable today. He stated:

Many of the studies in the field of the deaf have been tabu-
latory (reporting where people work, what they do, and how
they like what they do) and have not taken measurcs to fit
such data into theoretical frameworks. Somc offer data per=-
taining to such other areas as social relationships, community
activities and communication skills, with no underlying con-
cept or group of concepts emplcyed to make meaningful the

relationship between work adjustment and these somewhat tan=-
genital areas (Lerman, 1965, p. 13).
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Studies on the Deaf Teacher of the Deafl

No relevant study dealing with deaf tecachers of the deaf could

be located by this investigator.

Summary

This chapter presented a2 review of the literature relevant to
the present study. The review included studies on: (1) the self-
actualization need, (2) kinds of needs and strength of needs, (3) need
levels and occupational levels, (k) the Herzberg et al. (1959) study,
(5) studies on Herzberg's motivation-hygiene theory, (6) studies on
the deaf worker, and (7) studies on the deaf teacher of the deaf.,

Discussion of the results of several need studies indicated
that: work satisfaction seems to be related to the satisfaction of a
number of worker needs, as the worker perceives them; needs vary in
kind and strength, and, therefore, they can be ordered on a heirarchy
reminiscent of Maslow's (1954) "Being" and "Deficiency" need levels;
occupations vary in their ability to satisfy worker needs, but the po-
tential to satisfy most of those needs exists in mcst occupations; the
need to experience sell-actualization while at work seems to be a com=-
mon need shared by workers in both the lower and higher occupations.

The motivation-hygiene theory, conceived by Herzberg, Mausner,
and Snyderman (1959), was discussed. It was observed that this theory
was largely confirmed by a number of replications of the original re-
search by Herzberg and his associates and by other studies that used
varying methodology. This theory held that the individual worker's

sclf-actualization needs are satisfied by a set of factors--motivatorse-
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that are separate and distinct from a second set of factors--hygiencs=-
that satisfy the individual's health and safety necds.

Several studies on the deal worker were presented. The resultis
of these studies suggested that the deafl are over-represented in lower-
level occupations and underrepresented in the professions, thus indi-
cating that the deal, as a group, are under-employed. It was also noted
that several factors wvere identified by these investigations as being
related to the vocational success and satisfaction of the deaf with the
implication that deficiencies in the guality and guantity of these fac-
tors in the worker would contribute to job-dissatisfaction and job-
failure. These factors were listed as: (1) psycho-social adjustment;
(2) general awareness of the occupational world; (3) intelligence;

(4) aptitude; (5) interest and motivation; (6) self-understanding, i.e.,
a healthy self-concept; and (7) realistic vocational aspirations.

It was observed, finally, that no relevant studies could be

located which dealt with the need structure of deaf workers or with

deaf teachers of the deaf in general.



CHAPTER 3

METHODOLOGY

Introduction

This chapter presents: (1) the hypotheses, (2) sample selec-
tion criteria, (3) the study population, (4) the interview, (5) date
analysis, and (6) inter-judge and intra-judge reliability. Since the
design and method of this study were replicated from the original re-

search in The Motivation to Work, the intent of the present study was

to determine whether the findings of the Herzberg study vere applicatle
to deal adults who teach. In particular, it was to be noted whether
the deaf teacher's need for sell-actualization approximated expressicns
of this neced by non-deaf workers in other professional occupaticns.

The central gquestion that was being asked was: does deafness preclude

in the deaf worker the development of the need for self-actualization?

The Hypotheses

TFor purposes of statistical testing, the hypotheses given in
Chapter 1 arc repeated here in null form. The hypotheses are:
1. There will be no significant difference in the frequency of
mention of factors appearing as jobe-satisfiers or as job-
dissatisfiers in'the cbjective deaf-tcacher stories for each

of the following:

45



achievemnent
reccgnition
responsibility
advancement

possitility of growth

)
)
)
)
)
f) work itself
} status

) job=security

) personal life

} salary

) interpersonal relations-supervisor
1) interpersonal rélations-student
m) interpersonal relations-co-workers
n) supervision-technical

0) school policy and administration
) working conditicns
There will be no significant difference between the frequency
of mention of the factors expressing motivational needs
(achievement, recogniticn, responsibility, advancemeni, pos-
sibility of growth, work itself) and the factors expressing
hygienc needs (status, Job-security, personal life, selary,
interpersonal relations-superior~students- and co-wcrkers,
supervisicn-techﬁical, scheol policy and administration, work-
ing conditions) among the objective job-satisfaction and job-

dissatisfaction storics of deaf teachers,
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There will be no significant difference in frequency of men-
tion of the factcrs sppearing as job-satisficrs or as job-
dissatisfiers in the subjective deal-teacher stories for cach
of the Tollowing:
a) achievement
b) recognition
c) possibility of growth
d) advancement
e) responsibility
f) group feceling
g) vork itself
h) status
i) security
j) feelings of fairncss or unfairness
k) feelings of pride or shame
1) salary
There will be no significant difference between the frequency
of mention of the factcrs expressing motivational needs
(achievement, recognition, possibility of growth, advancement,
responsibility, work itself, feelings of pride) and those fac-
tors expressing hygiene needs (status, security, group feeling,
feelings of fairness or unfeirness, feelings of shame, selary)
among the subjective job-satisfaction and job~dissatisfaction
stories of deaf teachers.
There will be no significant difference between the freguency

of short-lasting feelings resulting from expressed attitudes
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of jeb-satisfacticn and the frequency of sﬁorh-lasting feelings
resulling from expressed attitudes of job-dissatisfacticn.

6. There will be no significant difference between the proportion
of the job-satisfacticn stories leading to positive effects and
the job-dissatisfaction stories leading to negative effects for
all of the fcllowing:

a) job perfcrmance

b) turnover

¢) mental health

d) interpersonal relations
e) attitudinal

7. There will be no significant difference between the frequency
of mention of positive effects and the freguency of mention
of negative effects fcr all stories given by the deal teachers
regardless of whether the stories related to job=-satisfaction

or job-dissatisfaction.

The chi-square test of significance was applied to hypotheses
1, 3 and 5. This test was used in order to compare cbserved with the~
oretical frequencies along & mention/not-mentioned dichotcomy with re-
spect to the variables listed in each of these hypothescs. The Yates
correction for centinuity was used in all fourfold tables with one
degree of freedom and whenever any expected frequency vas less than
5 (Ferguson, 1959, p. 171).

The significance test applied to hypotheses 2, 4, 6, and 7 was

the z-ratio test (Ferguscn, 1959, p. 169; Guilford, 1965, p. 186).
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This tost was used in order Lo measure the significance of difference

in preporticons of combined sets of variatles.

Sample Sclection Criteric

The criterin for subject participation in this study were:

(1) subjects were deaf; (2) subjects had at least two years of experi-
ence teaching academic or vecational classes in a public residential
schecol for the deaf; and (3) subjects had spent at least three-fourths
ef their paid time teaching academic or vocational classes in a public
residential school for the deaf.

The primary Jjudge of whether a subjéct was deafl was the subject
himself as qualified below. If he considcred himself deaf, it was be-
ceuse he had censistently experienced an inability to hear spoken
words clearly, no matter their sources, e.g., in conversaticn with a
student, a2 supervisor, a co-worker, by his own repecrt. Hence, he
stated that he relied little, if at all, on this receptive sensory
means of communication in organizing and carrying out his job tasks
or while cotherwise interacting with people vwhile at work. Also, &
subject was adjudged deal by his employer who used the same criterion
tc form the judgment, i.e., he cbserved a consistent inability of the
subject tc hear the spoken word for meaning.

A minimum of two years of experience in teaching in a public
residential schocl for the deaf, in academic or vocational classes,
tended to insure that the sunject was sufficiently familiar with the
teaching prcecess and the environment in which it unfolds. Theoreti~

cally, the subject then could bLe able to discern with greater clarity
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and rolevance bthese of his work experiences thet meaningfully bore upon
his jev-attitudes.

The final reguirecment, i.c., that the subject had spent at
least three~fourths of his paid time in teaching deaf students in aca-
demic or vecationzl classes, was stipulated to insure that the subject's
work expericnces had been quantitatively and gqualitatively related to

teaching.

The Study Population

The population for the study was deaf teachers of the deaf lo-
cated in Tour public residentizl schocls for the deaf. These schools
vere: The Caliiornia School for the Deaf, Berkeley; The California
School for the Deaf, Riverside; The Texas School for the Deaf, Austing
and The New Mexico School for the Deaf, Santa FFe. A total of sixty-
eirht deaf teachers was reportedly employed in the four schools (Doctor,
1969). This number of teachers formed the pool from which the fifty
subjects interviewed for the study was obtained.

The procedure used in recruitment of subjects was as follows.

A letter vas sent to each school for the deaf superintendent requesting
permission for this research to be conducted within their school. A
list of the names of all deal teachers in each school was also re=-
quested in this letter. After permission and the lists of names were
received by the investigator, cach teacher was sent a letter in which
the nature of the research was explained, the extent of the anticipated
invelvement of each respondent was outlined, and an invitation {to par-

ticipate in the research and to indicate the time of day and day of the



51
veek he could be interviewed. IFollowing the investigator's reccipt of
the filled out check-slips, each teacher who had expressed willingness
to participate was mailed a biographical informaticn form. Alter the
biographical forms were roeturned, an interview schedule for each of the
accepted respondents was ccenstructed. Each teaclhier was notified by
letter of the time and day hie had been scheduled to be interviewed.

Of the original pool of (8 deaf teachers invited to serve as
subjects, 6 tcachers declined, another 6 revealed that they cculd hear
conversational spcech with a mechanical hearing aid and did not con-
sider themselves deaf but hard of hearing. Consequently, these 6
teachers did not meet the critericn of "deaf" and were dropped from the
study. Four deaf teachers had less than the required minimum of two
years of teaching experience and vere eliminated as subjects. Thus,
the number of available respeondents for the study stocd at 52 (76%).
This figure represents an exceptionally high rate of volunteers for
this kind of research (Van Dalen, 1966). Scme plausible reasons for
this occurrence were: (1) the subjects anticipated preferential treat-
ment during the personal intcrview thus prompting them to be more will-
ing to communicate (the "Hawthorne effect"); (2) this investigator was
a graduate of the same college for the deaf as were almost all of the
volunteeré and he was known perscnally or prcfessionally by many of
‘them,

After the interviews were begun, however, 3 respondents proved
unable to give either a high or a low sequence of cvents. Since 5 in-
terviews vere later uscd for practice by the 3 judges responsible for

analyzing and coding the scguences, the data obiained from these 5
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bh subjects provided the data Tor the present investigation.

The bl teachers accepted as subjecets werce distributed as fol-
lows. The Texas School for the Deaf: 22 subjects; The Riverside School
for the Deaf: 8 subjects; The Berkeley Scheol for the Deaf: 12 subjects;
and The New Mexico Schoel for the Deaf: 2 subjects.

Copies of Letter to Superintendents, Letter to Teachers, Check-
slip, and Bicgraphical Information Form are presented in appendices C,

D, E, and F, respectively.

The Interview

Most of the 50 interviews were ccnducted in the teachcrs'
clessrooms during free pericds. A few were carried cut in subjects'
homes or in places convenient to them which were private and frec of
distraction. SubJjects' responses to each guesticn were immediately
recorded in writing, verbatim, by the investigatcr who conducted all
the interviews.

All the respondents and the interviewer were familiar with sign
lanpuage and fingerspelling, and these modes of communication were uscd
in all the interviews. However, to increase the clarity of the ques-
ticns, the interviewer framed each question vocally to enable the sub-
Jecet to lipread if he sc wished.

The semi-structured interview schedule by Herzberg et al. (1.459),
with winor modificaticns, was used. All instructicns related to long
and short-range sequences vere omitted since subjects were free to give

lonz or short sequences on all stories. Changes in the wording of two
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cuestions were effected to increase their applicability to the profes-

sicn of teaching. The schadule is presented below,

Think of o time when ycu felt exceptionally goed or exceptionally

btad about ycur jcb, or any other teaching job ycu have had. De-

scribe the events that led to this feeling.

l-

2.

10.

How long ago did this happen?

How long did the feeling last: Can you describe specifically
wvhat made the change of feelings begin? When did it end?

Can ycu tell me more precisely why you felt the way ycu did at
the time?

What did these events mean to you?

Did thé feelings affcect the way you did your Jjob? How? How -’
long did this go on?

(For performance cffects when the information was vague)

Can you give me a specific example of the way in which ycur
perfcrmance on the job was affected? How long?

Did what happened affeclt you personally in any way? How long?
Did 1t change the way you got along with pecple in general or
your family? Did it affect your sleep, appetite, digesticn,
general health?

Did what happened change the way ycu felt about teaching work,
or atout working in this school in particular? Why?

Did the conscquences of what happened at this time affect your
career? How?

How scricusly were your ifeelings about your job affected by

what happened? Pick a spot on the line below to indicate how
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streng you think the (goed or bad) feclings were. Circle thot
pesition ¢n the line

Teast Averape Greatest
1234667091011 12 13 1k 15 10 17 18 12 20 21

11. Cculd the situation you deseribed happen agein for the some
reasons and wvith the same effects? If neot, describe the
changes that have taken place which would moke ycur feelings
end actions different today than they were then.,

12, TIs there anything else you would like to say abcut the events
you described?

For the seccend sequence:  Now that you described a time when yéu

felt aboul ycur job, please think of a time when

you felt very .

Following the semi-structured interview technigue, the probe
questions were used only when the information was net given spontan-
eously or when it was vague. I a high sequence was given first, a

lcw sequence was then requested and vice versa.

Data Analysis

The interview data was content enalyzed acccrding to the cate-
gcries established by Herzberg et al. (1959) with minor modifications.
Thesc mcdifications pertained to word changes that made them more ap-~
plicable tc the teaching profession. Interview material was labeled
under three major group categories: first-level factcrs, sccond-level

factors, and effects,
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Each subject was usked to give one high sequence and one low
sequence.  Analysis of ecach sequence yielded the first-level factors.
These lfactors described the objective occurrences during the sequence
of evenis with special emphasis on those identified by the respondent
as being related to his attitudes. Second-level foctors were derived
frcm an analysis cf the statements given by the respondent which con-
tained the reasons he gave for his feelings. These factors were uscd
as the basis for inferences cbout the drives or needs which are met or
fail 1o be met during the sequence of events. The effccts of positive
and negative attitudes were derived frcem an analysis of the answers
given tc probe questions on the interview schedule.

The two judges individually analyzed and ccded five interviews
selected at random for practice. Comparisons of the ccding of these
interviews was undertaken and the percentage of agrecment among the
Jjudges was noted. The instances of disagreement amcng them were dis-
cussad in order to establish a clearer understanding of the definitioﬁs
of facters, effects, and categories.

The peréentage of ezgreement between the Jjudges on the remaining

interviews that were later coded was then obtained.

Inter-Judge and Intra-Judge Reliability

Inter-judge reliability figurcs in terms of percentage of se-
quences in which both judges were in agreement were obtained for each
of the category levels, i.c., for first-level factors, second-level
feetors and effects. An agreement was defined as a sequence in which

at least one or more factor or effect listed by one judge matched the
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Treter or ceffcel listed by the cther judge. A disagresment waes deflined
ns o scquence in which nc Tacter or effcet named by one judge was
matenoed by the other jwdge. Henee, the total number of sequences in
which disugreement ccceurred (TSD) was divided by the total number of
sequences in which disagrecment wus possible (TSDP) to yiecld the pér--
centage of sequences in whiclh agreement (A) betveen the Judges took

place. The formula used was: A=l- TSD
TSDP .

Intra-judge relistility figures were obtained in the same man-

ner with respect to the formuia Azl- TSD Two weeks after the judges
TSDP .

had analyzed and coded the 87 scauences, they cach werce then given 10
high and lo lcw sequences tc re-analyze and rc-code. The 20 scequences
were randémiy selected by this investigatcr. A compariscn of the re-
sults cof each judge's first with his second coding attempt was then ob-
tained. This compariscn yielded the percentage of sequences in which
facters and effects resulting frcm the first ccding matched these re-
sulting from the second ccding. Hence, the percentage of intra-judge
agreement that was obtained was regarded as a relevant index of each
judge's "internal consistency". Coding reliability figures are pre-

sented with the results in Chapter 4.

Summary
Chapter 3 presented the research methodology cf this study.
Relference was made to the following tcpics: the hypothescs; criteria
for sample selection; the study pcpulation; the interview; analysis of

the data; and inter-judge and intra-judge reliability.



CHA¥TER L

RESULTS OF THE STUDY

Intrcduction

This chapter presents the results of the study with respect to:
(1) populatiocn sample descrintive data, (2) seguence analysis, and (3)

the hypothescs and their statistical analysis.

Populdation Samule Deseriptive Doate

Analysis of the background information centributed by the re-
spondents in this study revealed the following characteristics:

Race, sex, and mzrital status: All of thc Uh respondents were

of the caucasian race. Thirty-one, or 70%, were mzle, and 13, or 30%,
females. Eighty-four percent were married (94%% males; 2% females).
Age: Table 2 shcws the treakdown by age. It can be noted that
a mejority of both males and femoles is represented in the 35-hl age
bracket (45% and 38 respectively, and 43% of all respondents). Sixty-
six percent of the total sample was between the ages cf 25 and ki, The
most significant finding, hcwever, emerges when the number of teachers
over the age of 35 is tebulated. Twenty-four out of 31 meles and 10 of

13 females were over 35 years old (77% of the sample).

o7



Table 2. Ape

Male Female Total

(N=31) (N=13) (N:);h.)
Age Frea. % Freq. S0 Frea. 4
-25 0 0 0] 0 0 0
25-3h 7 23 3 23 10 23
35=hh 1k hs 5 38.k 19 43
45-54 8 26 3 23 11 25
55-6k 2 6 2 15.3 L 9
Totals 31 100 13 99.7 Ll 100

Age at onset of deafnesst! Table 3 indicates that 90% of the

male, 46% of the female, and T7% of all subjects were prelingually
deafened, i.e., they were deafl previous to the age of 3 and befeore sig-
nificant, natural and normal speech and language patterns cculd have

been acquired and remembered.

Tuble 3. Onset cof Deafness (Nzhi)
Number of Number of Totul
Total Meles Females Male and
Number of (N=31) (N=13) Female
Subjects Freq. % Freq. o Freq. %
Birth - 3 34 28 90 6 46 34 T7
-7 b 1 3.2 2 15 3 T
8«12 2 1 3.2 1l 8 2 5
13 - 19 b 1 3.2 L 31 5 11
20 0 0 0 0 0 0 0
Totals Ll 31 100 13 100 Ll 100
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BEducaticn: All but 1 of the male and all btut 2 of the female
respondents were certified to teuch in schools for the deafl by either
The Conierence of Exccutives of American Schools for the Deal or by
Lheir respective state depuriments of cducation. The 3 subjects nct
having certificaticn were in the prccess of becoming certified by the
Conference of Executives.

Ninety-four percent of the male subjects and all of the females
had becn graduated from Gallaudet College for the Deaf. AlL the re-
spondents had at least a B.A. degree, and 32% of the men as contrasted
with 15% of the women had a Master's degree.

The figures in Tatle 4 represent the number of years the re-
spondents attended a public residential school for the deafs It is
scen from this table that 8¢5 of the subjects hazd attended such a
school for at least @ years. Since none of tne 35 subjects in this
group had spent mere than a total of 1k years in a public residential
school Tor the deaf, it cculd be concluded that all of them had received,
at minimam, the equivalent cf an elementary-level education in a public

residential scheol envircnment.
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Table . Attendance in Public Residential School for the Deaf

fumber Number Nurber Number Total %
of Years of of o of % fale and
AtLlended  Subjects Males Males Females Terales Female
0 0 - - - - 0
1 -4 l 1 3 3 23 Q
5 -5 5 2 T 3 23 11
9 - 12 3 10 6L b 31 53
13 - 16 12 9 29 3 23 27
Tctals Ly 31 100 13 100 100

Experience: Table 5 shows the breakdown with respect tc the
number of years of experience in teaching the deaf attained vy the sub-
jeets. It is observed thot 10 respondents (37%) had 2 to 5 years expe-
rience while 13 respondents (30%) had 14 or more ycars. As a whole,
hewever, 64% of the sample had accumulated from 6 te 14 or more years

as leachers of the deaf,.

Table 5. Years of Teaching Experience

Male Female Male & Femole
Years (N=31) (11-13) (m=hh)
oi No. of No. of ' MNo. of
Expericnce Subjects ¢,  Subjects % Subjects %
2 =5 1k 32 2 5 16 37
6 -~9 T 16 1 2 8 18
10 - 13 3 6 Y 9 7 15
14 7 16 6 1L 13 30
Totals 31 70 13 30 Wl 100

The number of academic teachers was 33 (75% of all respondents)

and vocational teachers numbered 11 (25%). The distributions of
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acuodemic and veeotional teachers wilh respect to sex and years of oxpoe-
ricnce are given in Table ©. Fram this table, it is noted that 13 of
22 mele (59%) und o of 11 female (82%) academic teachers had 6 cor move
years of teaching expericncce., YFor the vocationul teachers, 4 of 9 male
() and toth cf the female (L00%) had 6 or mere years in teaching.
These figures suggest that a majority of the respondents in this study

vas quite familiar with its rcle as professional teacher of the deaf.

Table 6. Teaching Bxpericnce - Academic end Voceticnal

ACADEMIC (N=33)

Years Male Female Total
of
Experisnce Freguancy ) Frequency % TFreoucncy o,
2 -5 9 27 2 6 11 33
6 -9 6 18 1 3 7 21
10 - 13 3 9 3 9 6 18
1 L 12 5 15 9 27
Tctals 22 66 11 33 33 99
VCCATIONAL (N=11)
Years Male Female Total
of
Experience Freouency % Frecuency 9 TFroquency %
2 =95 5 45 0 0 p b5
6 -3 1 9 0 0 1 9
10 - 1 0 0 1 9] 1 9
b 3 27 1 0 L 36
Totels 9 ge 2 18 11 99

Communicaticn methced: Communication perneates almost every

facet of a teacher's job. Hence, preoblems in communication between

teacher and co-worker (including superiors) and teacher-pupil may have
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& direct bearing on the teacher's Jjob satisfaction or dissatisfocticon,
Tn the case of the teacher who is deal, the comruniceticn variable
takes on added significance. Appzrently, the extent to which tnis
variable sigpificantly affects the deaf teacher's job attitudes large-
ly depends upon whether the teacher, his co-workers, and his pupils
have al theilr disposal a commen methed of communication which will in-
sure that the possibility of communicating relevantly with each other o
gocd deal of the time exists.

The respendents for the present study were asked to state the
cxpressive and receptive communication methed they felt was most ef-
feetive for them and which they usced most of the time with their cco-
woerkers and pupils. The results are tebulated in Tables 7 and 8. 1In
communicating expressively to their deaf as well as non-deaf co-wcrzers,

52¢5 of the deal teachers usaed a methed combining speech, sign-langucgs

..,.
]

and fingerspelling (Table 7). Almost all the respondents (93%), how
ever, used an essentially manual Torm of expression, i.c., bcth sign-
language and fingerspelling. This same pattern outained in receiving
commnicaticns from co-workers. It is observed from Teble 8 that, al-
though 48% of all subjects reported that it received messages via @
combination of lipreading, sign~language and fingerspelling, almost all
of the subjects, 39 or 89%, reccived communications that were trans-
mitted in basically manmual form.

In communicating expressively with their pupils, 18, or h1%,
cf the deaf teachers used a combined method which included speech,
ringerspelling, sign-language and writing (Table 7). Fifty-two percent

of all respondents, however, uscd a combined method which execluded



Table T. Communication Methed - Expressive

Expressive With Co-workers Expressive With Students
No. of Nce of .
Subjects HMale Female SubJjects Male Female
(n=llt) (w=31) (N=13) (m=lb) (N=31) (:=13)
Method Freq. % Freq. % Freq. % reg. % Freq. % Frea. %
Speech Alcne 2 5 1 3 1 8 0 0 o) 0 C c
With S-L 2 5 1 3 1 8 0 0 0 0 ) 0
With F-8 2 5. 1 3 1 8 1 2 1 3 0 0
With P-8 & S-L 23 52 16 52 T Sk 13 30 8 26 5 38
With F-S, S-L & W 1 2 0 0 1 & 5 11 0 0 5 38
Sign Language Alcne 1 2 1 3 0 0 1 2 1 3 G
With F-3 5 11 5 16 0 0 19 L3 16 52 3 2
With F-S & W 7 16 5 16 2 15 o b 13 0
Writing Alone 1 2 1 3 0 0 0 G 0
With S-L - - - - - - - - - ~ -
Totals Lt 100 31 99.8 13 101 Ly 99.6 31 100 13 g9.8

S-L = Sign language; ¥-S5 = Fingerspelling; §

=
L}
=
=
=N
d-
1=
o]
o8]

€9



Table 8. Communication Method - Receptive

Receptive With C

O-wWCorXers

Receptive With Students

No. cof No. cf

Subjects ale Female Sub jects Male Fermzle

(N=hk) N=31) (N=13) (1i=bl) (N=31) (3213)
Methcd Freq. % Freq. % Frcg. % Frec. % Freg. % Frzg. %
Lipreading Alcne C 0 0 0 0 0 o G C 0 0 O
With W 0 0} 8] 0 0 0 0 0 C o) c 0
%ith F-S 1 2 1 3 o] 0 1 2 1 2 O G
Witn S-L 1 2 1 3 0 0 0 0 0 G G 0
With S-L & F-S 21 L8 13 Lo 3 62 23 52 17 55 6 L5
With S-L, F-S & W 3 7 3 10 0 0 L 9 C 0 L 30
Sign Language Alone 1 2 1 3 0 ¢ i 2 1 3 0 0
With F-5 10 23 6 19 k4 30 12 27 10 32 2 15
With F-S5 & W 5 11 L 13 1 2 3 7 2 6 1 8
Writing Alcne 2 5 2 5 0 0 0 0 0 0 0 D

Totals 4h 100 31 99,7 13 Q0 Ll 20.6 31 G3. 1R 93,7

S-L = Sign Language; F~3 = Finger

spelling; &

0
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speech and stressed sign-lunguage, fingerspelling and writing. Again,
as was the case with the method of expression used with their co-work-
ers, the deaf teachers' basic method of communicating to their pupils
was manually in sign-language and fingerspelling (93% of all the sub-
jects). Receiving communications from their pupils via a combined ap-
proach that was basically manual was reported by 42 of the L4l deaf

teachers==95%=-(Table 8).

Sequence Analyses

Each of the U4 subjects was asked to give one high and one low
sequence fcr an anticipated total of 88 sequences. One subject, how=
ever, was unable to give a low sequence and, therefore, the final num-
ber of total sequences submitted for analysis was 87, L4 high and 43
low,.

Inter-judge reliability: Table 9 presents the agreement fig=-

ures between the two judges with respect to percentage of sequences

in which agreement occurred. Analysis of combined first-level, second-
level and effects categories resulted in an overall agreement of 91%.
Greater agreement between the Jjudges occurred at the second-level

(9h%) followed by the first-level (92%) and effects (86%). The over=-
all percentage of agreement figures compares favorably with that of

the original Herzberg et al. (1959) study which was 95%. For the
present study, 91% agreemeni between twe independent judges was con-
sidered as evidence that the analysis was sufficiently objective to

provide reliable data.
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Tuble 9. Inter-judge Reliability

First~Level Second-Level
Factors Factors ATfTcets Ovarell

Toetal Humber )
of Scquences 87 87 a7 87
Humber of
Sequence
Disagrecment 7 (.08) 5 (.06) 12 (.1k) 8 (.10)
Percentage
of Azreement
Azl- %%%p 92% ghe, 865 01%

Intra-judge reliability? In Table 10, intra-judge relisbility

pereentage figures ore given. Each judgme re-analyscd and re-ccded 10
high and 10 low sequences, The resulis were ccompored with his 14
analysis and coding. In Table 10 it is observed that judge 1
achieved an overall agreement of 90% across the firsit-level, s=zcond-
level and effects categeries while, individually, 55% agreement was
reccrded for first-level factors, 95% for second-level factors and 0%
for effects. Judge #2 reached an overall agrecment percentage of 875.
His agreement percentages fer individual categories verc: {irst-level
factors, 85%, sccond-level fuctors, 85%, and for effects, 9C%. The
high agreement parcontaruﬂ between the first and sccend analysis and
ccding achicved by cach judge indicates Lhat both judges were highly
censisbent in their interpretation of the rescarch data.

Sequence distribution! Sequences in which ne agreement between

the judpes ceccurred were not included in the final anzlysis of the data.



Table 10. Intro-judpge Reliability
First-Level Sccond-Level
Factors Factcers A'fects Qverall
Total Number
of Sequences 20 20 20 20
Hunmber of
Sequences
Disagreement 3 (.15) 1 (.05) 2 (.10) 2 (.10)
Percentage
of Agrecement
TSD .
hzl- = 85% 95% 90% 90%
Judee {2
First-Level ‘Second-Level
I'netors Factors AT Tects Overall
Total Number
of Sequences 20 20 20 20
Number of
Sequences
Disagreement 3 (.15) 3 (.15) 2 (.10) 2.66(.133)
Percentage
of Agreement
TSD
Azl- TS5 85% 85% 905 87%
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Theoe sequonces numbered 9., Henee, o total of 76 sequences was re-
corded and scorezd. Forty were high scquences (satisfaction stories)
and 35 lows (dissatistaction stories). The distribution ol scquences

by ranpe of sequence and duration of feeling is given in Table 11.

Table 11. Distribution of Scquences in the Six Duration
Categerics

High Low

Shert-renge sequences, short-duration feelings 4 18
Short-roange szquences, long-duraticon feclings 10 9
Long-range scouences, long-duration feelings 26 11
Total N = 40 38

It is observed from the table that a larger percentage of short-
renge sequences cecur in the lcews. Thus, most storics of dissatisfac
tion recounted by the subjectls were related Ye an event or set of events
which cccurred cover a short pericd of time. Long-range scouences cceur
by far mere frequently in the highs and indicate that stcrics of satis-
facticn wvere related to an event or events which occurred over a long
pericd cof time, i.e., two wecks and beyond. With respeet to duration
of feceling, it is noted from the {uble that a significantly grecter
percentage of shert-duration feelings occurs in the low sequences and

snificantly greoater perccentoge of long-duration feelings is found

ES

in the highs. ZIpparently, the feelings stemming from o dissatisfying

¥S5ignificant beyend .CL level



event, bended Lo abale quickly while the feelings resuliing from a
satiolying event tended to Linger,

High scoveness, first-laovel focters:  First-level factors ro-

Tors te the satisfoction sicrizs cbjectively recounted by the teachers.
Table 12 contains the distrivution of first-level factors within the
high and low sequences. Tho duration of feeling is also given; the
lons column reyresents the percentage of long=-duration feelings re-
sulting frcem both short-range und long-range scauences.  Mere thon cne
fractor was samaetimes coded Tor the some sequence thus meking a total
percentoase of over 100 possiblo.

It is noted from Toble 12 that 5 factors, achicvement, recog-
nition, respensibility, interporsonal relaticons--supericr end inter-
personal. relaticns--students occurred with 5% cr greater freguency in
the hipgh scquences. Of these 5 foetors, however, only achiceverent and
recognition cecurred sigrificantly more frequently in the satisfocetion
steries then in the dissatislfaction stories (p £ .0l). Achicvemcnt
was the most frequently cccurring factor, appesring in 75% of the
stoeries. In these stories, the teachers described situaticns and
events in vhich they experisnced successful completion of a task, or
an aspeet of it, and vere able to see the results of their work. These
situations and events, howevor, almost always involved the school-
performznece of the students. If the student showed evidence of improve-
nient in learning ability and behavior the teacher saw himself as a
catelyst between the student and the student's learning task and gave

himself ceredit fer it. Hence, he felt responsible for that improve-

ment.  The gocd feelings rosulting fram achievement, tended to last for



Table 12. Percentage of Each First-Level Factcr Appearing in High and Low Jcb-Aititude
Segquences

Duration of Feelings -
High Low
Long Shert Tceal Leng Shert Tctal
Achievement 75 75 To¥* 40 17 22
Advancement C3 GO 03 00 1L 05
School Policy & Administration co 00 00 10 50 25%%
Salary ¢[0] 00 o]¢] 10 oC o5
Interversonzal Relations-superior 03 25 05 10 32 obx
Interperscnal Relations-co-worker 03 00 03 05 o c2
Responsibility 05 co 05 10 00 05
Reccgnition 25 5 33%* c5 1 03
York Itsell COo o0 00 10 $10) 05
Interpersonal Relations - students 05 Co 05 C5 3 5
Supervisicn - technical 03 ole} 3 05 50 26%%
Werking Conditions 1010] Co GO 05 0oC 03
Pessibility of Growth co co 60] 00 0/0] co
Perscnel Life CO 0] 8 05 00 o3
Job Security CO 00 00 00 06 00
tatus Co 00 00 0/8] GO co

-

¥ Difference between high and low totals significant at .05 level

¥* Difference significant at .01l level

oL
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a long time. It is seen from the Leble thot this focter appecred in
75% i the satisfaction sterics having leng-lasting Teelings.

The factor, rcecognition, appeared in 33% of the satisfaction
storics. As did achievement, recosnition led toe leng-lasting feelings

G .

of jub satisfuction, appesring in 28)5 cf the storics which invelved
long-duration feelings. In Lhe suer in which recognition appearad,
teachers spoke of being proisced for their teaching performunco.  Usu-
ally the scurce of such praise came from o superior in the schocl;
most of ten from the school principal, and infrequently fran the schocl

uperintendent or supervising teocher. Only in three storics was

-2
'a

cogniticn mentioned as coming primarily from studenis, co-workers,
parents of the students, cor from community sourcecs, c.g., hewspaper
publicity. Praise almost alvays was repcrted as being preffered in
an informal monner, c.g., o verbal ccrpliment from the priancipzl.
Formal recognition in the form of a certificate of accemplishument, a
letter or memo, a spoecial avard cccasion, and the like, was rarcly ro=-
ported in the storics.

Since the factor, reccgniticn, appearcd rclatively infreqguently
in the dissatisfaction stories (Low scquences) the teacheors apparcntly
did not perceive the lack of recogniticn as importantly contritbuting
to their job dissatisfoction, Achievement, however, cccurred in 20%
of the dissatisflection storics; hence, lack of achicvement was per-
ceived as an important scurce of dissatisfaction.

The cther factors appoaring in the satisfaction steries were
charactlerized as follovs: stories in which the factor, responsibility,

occeurred contuined teacher descriplions of events that indicated the
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Lonehor wos piven suflicient latitude to pericorm his jou without super-
visicn and @llowed to be respensible for his oun effcoris; the factor,
interperscenal relaticns-students, wos related to teacher-descriptions
of situations in which the parscnel relationship between teacher and
students was o positive crnej interpersonal relationship-superviscr wus
Tfound in stories which degerihed the friendly perscnal relationship
thnt existed between the teacher and his immedizte supervisor, his
principal or his superintendent. The teacher's gocd feelings issuing
from a positive friendly relaticnship with his students tended to lin-
ger as did the good ieelings thal stemmed from the teacher's relative
Treedom from immediate supervision. Tho good Teclings resulting from
a positive personal rclesticnship with the teacher's supericrs tended

to dissipate rapidly.

High scouences, second-level factors: Second-level factlcers

refer to the respondents' subjective interpretstion of the events he
deseribed which led tc his Jjob satisfactlicn or dissetislacticn. The
results for these factors is given in Table 13. The table shows that
six Tactors were mentiocned with greater than 5% frequency in the satis-
faction stories: achievement, recognition, work itsecll, status, se-
curily and feelings of pride. Four of these factors, schicvement,
recognition, work itself, and fcelings of pride occurred significantly
more frequently in the sabisfoction stories than in the dissatisfuc-
tion stories (p £ .05, and .01).

Az in the first-level results, achicvement was mentioned mest
Trequently in the scecond-level analysis, appearing in 75% of the satise-

faction storics while recognition appeared in 35%. In almost all bthe



Table 13. Percentage of Eoch Second-Level Factor Appearing in High and Lew Job-Attitude

Sequences
Duration of Feelings
High Low
Long Short Total Long Shert Tcral
Achievement 72 100 P 55 11 34
Reccgnition 39 Cco 35%% i0 17 13
Pessibility cof Growth C3 00 03 00 06 o3
Advencement 00 00 00 05 co 03
Respensivility 03 810) 03 10 17 13
Group Feeling 03 00 03 Qoc 1610] cC
Tne Werk Itselfl 31 50. 33%% 05 22 05
tatus 08 00 08 15 89 SO*%
S=curity 03 25 C5 10 83 L5%%
Feclings of Fairness, Unfairness C3 Co 03 25 56 CXx%
Feelings of Pride, Shame 20 25 2&% 15 00 0S
Salary co 00 o 10 CO 05

* Difference between high and low totals significant at .C5 level

*¥* Difference significant at .0l level

€L
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seeond-level stories in which achievement was fomd the reloted first-
+}

level facteor was wlso wcehioveicnt. This indicubes that the teachers!

{fecling ¢ achicvemoent steomned Lrom an act of aenicvement and not Lfrem

e
scme obher Tactor. For exapple: in a few sequencas, the teacher vas
preiszd (recognition) and nterpreted this as the source of his feel-
inge of echicvement. Similerly, an act of recoznition was always per-
ceived by the tcacher as the source of his feeliangs of recegnition.

The factor, werk itscelf, althouzh not appearing in first-level
chjective descripticns, was menticned in 33% of satisfacticn storiecs
as o secend-level facter. The fecling described by the teachers was
onc invelving en increascd interest in mest faceits of their work. It
is nouevicrthy thet the primary source of these feclings as perceived
by the teachers was the first-lavel factor of achiicvement., lence,
itive cond resulis of his work or cempleting a task and
Judging il successful produced in the teacher the feeling that his

overall work ves interesiing, challenging, and werinwhile. Feelings

of pride cccurred in 28% oi the satisfaction steries on the second-

N

level. The perceived primery scurce of this feeling was achievewent.
In a fev stories, recogniticon was the perceived scurce. All four of
the gbove factors were wssocieted with feelings that persisted long ai-
tur the events that generoted them had terminated.

The cther two factors, status and security appecred signifi-
canfly mere frequently in the dissatisfaction stcries and are discussed
av length in the next scetion.

Lovsequences, Tirst-lovel factors: The faucters that generated

teacher job dissaticlfoction (luw sequences) arc scen from Teble 12 to



b school npolicy und administration, supervision-tocehnical and inter-
wwoennl rolutions-suporior.  These facters occurred significantly ore
frecuently in Job disselisiaction storics than in satisfacticon storics

n which

.

(p £ .05, and .0L), The recurring theme in thoe stories
sehcel policy and administration (29%) occurred as a dissatisficr cen-
cerned deseriptions of harmful and ineffeetlive organizaticn and imple-
mentation of werk and perscnnel policies. Teachers spoke of noé beiﬁg
permitted to follew through with impertant phasces of class projects;
and having goeod ideas pertaining to improved classrcom precedures leoft
dangling if not unacknowledged. Supervisicn-technical (2,F) cecurred
in slories which depicted the immediate supervisor, il.e., superviscr

cf teachers or principal, as consistently and highly critical of the
teacher; reluctant to pgive deserved credit and unwi f v e adeguoatzly
communicate with teachers with respect to procedure, control end chongns
of teacher-vwork tasks. The third factor, interperscnal reluotions-
supericr (245), appeared in dissatisfection stories in which the events
described reflected unfriendly relationships vetween the teacher and
his superior. In moslt of these stories the superior (superviscr,
principal, or superintendent) wuas perceived as cverbearing and con-
degscending in manner and attitude and insincere during interacticons
with the teacher.

Fram Table 12 it also can be noted that the three factors

described above were assceiated with short-duration feelings, thus in-
dicating that bad feelings generated by disaprecable incidents, or

events tended te discipote within a short period of time.
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Olher factors appearing with relevant freguency in the dis-
satistecticon storices wera achinvemcent (20%) and interperscnal relations-
students (18%). Stories in which achievement appearcd were marked Ly
teacher inability to detect positive results from teaching as measured
by student performsnce. Interpcrscnal relaticns-students involved
stories which described the pocr werking relationships that existed tve-
tween teacher and student in the classrocm. This conditicn was seen os
usually stemming from student attitudes of apathy and diffidence.

Low sequence, second-level factorst Table 13 shows that three

factors, status (50%), security (45%), and feelings of unfairness (397)
emerged us dissatisfiers (p £ .01) in the dissabisfaction stories.
Peelings of diminished status and increased insecurity as a teacher and
as a pérbon vere repbrtc most often as resulting from dissotisfying
expericnces with technical-supervision. Tcachers interpreted exces-
sively critical and dominating supervision as a lack cf cenfidence in
the teachers' prcfessional competence and perscnal Jjudgment. Feelings
of unfair treatment were perceived as {ollowing Lrom schceel adminis-
tralion policies, especially those pclicies concerned with technical
supervision of teachers' scheol activitics. Perceived unfair treatment
at the supervisory level and the consequent nepative feelings it pro-
duced in teachers, ec.g., cf Leing un-appreciated, unrespected, not
fully trusted or accepted, resulted in loss of teacher ccnfidence in
administrative acccuntability. With respect to duration of feelings,
the three dissatisficers described in this section led to nepgative feel-

ings which tended not to linger for more than a short period of time.
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Althcugn not appearing significantly more frequently as dis=-
satistiers, fcur cther lfactors cmerged often encugh to warrant mentien.
These tacters are achivvenent (346), recopaition (13%), responsibility
(13%) wnd feelings of shame (84%). Teachers attributed dissatisfaction
teelings to lack of achicvement, c.g., @ feeling that their efforts had
accomplished little or nothing tengible. When recogniticn was men-
tioned, however, it was related to the Tirst-level factor of school
policy and administraticn. Thus, failure of the administration to ac-
incwledpe to the teacher that the teacher was an impeortant, necded,
uselul and valued employee and perscn was perceived by the teacher as
a cause c¢f his dissatisfocticn. The factor, respensibility, was men-
ticned as a dissatisiier in stories in vhich the related first-level
factor vas supervision-technical. Teachers spcke of not being given
enougn centrol cver their jous, of their true skills not being used.
The inference made by the tecachers was that the type c¢f technical su-
pervision they received largely precluded their assuming a greater
amount of responsibility for control of their werk. The last factor,
feelings of shame, alsc was perceived by the teacher as resulting from
technical supervision. These feelings were characterized by an cn-
ferced dependency on the superviscr and conseguent teacher loss off con-
fidence in his cwn ability.

The =ifzcts: Teacher attitudes of Jjou=-satisfaction and
disgsatisfacticn were examined relative to their coffects on teachers!
Jjob perfcrmance, turnover, mental health, interperscnal relaticns and

attitudinel changes (toward individuuls, the schocl or section,
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teaching prolessicon, seccurity and coni idence ). The results for euch

cf these effeels categerics is presonted individually.

{2

Performance offeets inclided positive or negative changes in
cuantity, quality, rote or neture of the work. Table 14 prescnts the

breakdcown of fipgures fer perfcrmance affects with regard te satisfac-

ticn and dissatisfaction stories and their time spans.

Table 14, Percentage of Performunce Effects Appearing in
Long and Short Range Scquences

Scouence High (N=h0) Low (1i=38)
Long range 96 1.
Short range ' 57 78
Total 83 &2

Perfcrmance effects are seen to occur in 83% of the satisfuzc-
tion stories, 82% of the dissatisfzction stories, and 82% of all sto-
ries. The differcnce in percentages between the high and low stories
was not statistically significant, This finding suggested that positive
Jjob~attitudes (high scquences) ond negative job-attitudes (low se-
quences) werc equally potent in preducing perlcermance changes. Per-
Tormance effects were reported mere frequently in stories having
events that developed over leng pericds of time (long-range) as con-
trasted to steries in which the events described had developed cver o
shert time span (p £ .01l). Table 15 shows the f'requency of occurrence
of pusitive and negatlive performance effects. In Table 15 it is ob-

served that positive effeets vere reported in all 33 of the high
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storics while 26 of the 31 lew steries ceontained negative effects
while 5 had positive effcets. Thus, a job satislaction attitude led
sisnificantly more Irequently to improved teacher werk perfcormance
(v [L .01), and a job dissctisfacticn attitude lcd significantly merc
frequently to detericration of teacher work porformancs (Pzﬁ .0L).
Finally, the relative frequency of occurrence of positive effects re-
sulting from satisfaction storics did not differ significantly from
the frequency of occurrence of negative effects resulting from dis-
gsatisfacticn stories. Thus, the factors leading to teacher Jjob satis-
féction were not more potent in preducing pesitive performance changes
than were the factors leading to teacher jct digsatisfaction in pro-

ducing negative performancce changes.

Table 15. Positive and Negative Perlormonce Effects

Performance Effects Positive Effects legntive Effects
Frequency Freq. % Freq. %
High 33 33 100 0 00
(n=k0)
Low 31 5 16 26 8l
(n=38)

Turnover effects arc presented in Table 16. These effects are
sub~dividced into the categories Would Not Quit, Guit, Tock Steps to

uit, and Thceught of Quittiing.
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Pable 1G. Percentase of Turnover Effccts sppearing in Leng
and Short Range Scquances

Hign Low
Vould Wot Tuit Took Steps Thought Of
Long Rangse 35 09 18 ks
Shert Range 1h 10 o7 52
Total 28 08 11 50

Would Not Quit was ccded in satisfaction steories in which the teachers
reported they would not cuit their job because of powitive feelings.
The other sub-categcries were related to the dissatisfaclion sequences,
i.e., vhen vad feelings otout the job led to teachers' decisicn to quit
their present job, to actively search for a better job, e.g., writing
letters to prespective ermployers, or just to think about quitting with-
out taking concrete steps to do so. It is seen from Table 16 that
turnover effccts appeared significantly more frequently in low sequences
(68%) than in high sequences (28%) (p Z .OL); that over twice as many
short than leng-range seguences resulted in negative turncver effectis.,
Hence, a job dissatisfaction attitude was more potent than a satisfac-
tion attitude in producing turnover effects.

Table 17 gives the positive and negutive turnover effects.



e
ot

Table 17. Positive and Hegutive Turnover Bffects

Turnover Effects Positive Effccts Negative Effects
) {7’ . l"
Fregqueney Freq. o Freq. /4
High 11 11 100 0 00
(N :!l Q )
Low 26 0 00 26 100
(1=38)

The table shows that positive turncover effects resulted from satisiac-
tion sterizs (p V4 .0L) and negative effects from dissatisfaction sto-
ries (p £ .0l). However, the relative frequency of negative turncver
effects from dissatisfaction stories was significantly greater than
the frequency cf pesitive turncver effects from satisfaction stcries
(p £ .O1). This result suggests that dissatisfiiers were more potent
than sotisfiers in preducing turnover effects,.

Table 18 presents the mental health effects figures. Teachers
vere asked to report the onset or remission of physiclegical, psycho-
logical and psychosometic symptoms that were related to their Jjobr sat-
isfaction and dissatisfacticn stories. Most reports contained
deseripticns of increased or decreased tension and nervousness as a
resull of a satisfying or dissatisfying experience. Cther reports were
of slight changes in the teachers' general mental or physical disposi-
ticn. In only two or three seguences were sericus mental health

changes menticned.



Tavle 18, Fereontage of Menioel Health Fifccts fppearing in
Leng end Short Range Scquences

High Lew
Improvement Psychoscmatic Tension
Leng Runge 58 09 L5
Snort Range 50 00 37
Total 58 03 39

From Pnble 18 it is sean that mental health effects occurred in 58¢ of
the high and b2% of the low stories; the difference in percentages is
not siznificant. Therefcre, mental health effects were not due pre-
dominantly to either a satisiied job attitude or a dissatisfied Job
attitude., Effects from long-range and from shert-range stories ceeur

with opproximately cqual fregucncy; the difference is nct stalistically

4]

ignificant. Therefore, shert-term events were just as likely to lead

te mental health chenges as were leng-lerm events. Table 19 centains

the results [or the positive and negative mental hzalth effects.

Tetle 19. Positive and Negative Mental Heawlth EfTects

Mental Health Effccts Positive Effects Negative Effcets

Frequency Freq. % Freq. %
High 23 22 96 1 oll
(11=h0)
Low 16 0 00 16 100

(11=382)
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The tuble shows that pesitive mental health offects resulied Trom high
sterics (p 4 .OL) cud negetive effects frem low steries (p £ .01);
the frequency of cceurrcnee of positive effects fram satisfaction sto-
ries was not signiiicontly greater than the frequency of negative ef-
Teets fron dissatisfoetion stories. It was concluded that a sautisfied
Job attitude and n dissatisTicd job attitude had cqual potency in gen-
erating positive and negevive mental health effecls, respectively.

The results cof the enalysis of interpersonal relations effects
appecr in Table 20. Teuchers reported the positive or negative inter-
perscnal changes thot occurred in the teachers' interaclicns with

family members, friends, students, and co-workers.

Table 2G. Percentage cf Interperscnal Effcets Appearing in
Leng and Short Ronge Soquences

High Low
Long Range 77 6k
Short Range 50 78

Total 68 T

Interpersonul effcets were menticned in G8% of the high and T4% of the
low stories (the difference in percentage not stutistically significant);
more coffects occurred in long-range sequences (73%) than in short-range
(68%) (diffcrence in pereentage neot significent). Thesc results indi-
ate that job satisfocticn and jols disscatisfaction were equally potent
in producing interperscucl effccts, while shert-term events had no ad-

vantage over leng-term events in causing interpersonal changes.



Table 21 gives the frequency of cecurrence of pesitive and negative

interpersonal offects for the high and lew storics.

Table 2). Pesitive and Negutive Interperscnal Effects

Interpersonal Effects Positive Effects Negative Effoects
Frequency Frecq. % Freq. o
High 27 26 a6 1 ok
(w=ho)
Low 28 3 11 25 89
(n=38)

It is notecd that positive interpersonal changes stem from satisfaction
stories (p L .0l) end negative changes from dissatisfection stories

(p /. .0l). The relative frequency of positive cffects frem satisfac~
tion steries is not significuntly greater than tho frequency of nepi-
tive effects from dissatisfaction stories. Therefcre, it wes concluded
that job satisfaction was no more potent in gencrating pesitive inter-
perscnal changes than Jjob dissatisfaction in preducing ncgetive inter-
personal changes. The positive interperscnal effects dealt with
improved relations with students, Tamily, and co-workers, in that order
of freguency. HNegative interpersonal effects usuelly concerned dete-
riorated relations with co-workers, students, and fricends, in that
order. Rarely mentioned in the low stories was the extension into the
teachers' heme of negative feclings produced Ly a dissatisfying cvent

or situation at work,.
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Attitudinal offcels asro given in Tekle 22, It will ve recalled
thiat these effects dealt with changed teacher attitudes with respecl to
a superior (individual), the scheel, the teaching profession, and the
teachers own security and confidence. The tdble shows that cne cr mere

effect was reported in 78% of the satisfacticn stcries and T4 of the

dissatisfaction stories.

Table 22. Percentage of Attitudinal Effccts Appearing in
High and Low Job-Attitude Sequences

Tovard: High Low
Individuals 25 39
Schocel, Department 53 58
Professiocn 78 61
Security 73 6l
Confidence 73 €8

Total (L or more) 78 h
Since the difference in percentage between these totals for the high

apd lov stories was not statistically signiiicant, it was concluded
that satisfaction, or high mcrale, was not more pctent in preducing
attitudinul changes than was dissatisfacticn or low merale. It is also
noted from Table 22 thét a dissatisfied attitude prcduced changed
teiacher feelings toward an individuzl and the schocl more often thun
did a satisfied atiitude, while changed feelings toward the profession,
security and confidence were more frequently produced by a satisfoction

attilude. Although not reported in Tuble 22, attiiudinel effects



cecurred in 29 of Lha 37 long-term sberies (78%), while effects up-
seared in 3¢ of Lhe bl short-term steries (739%). Thus attitudinal
nifeets tended to appear with cqual frequency in events that developed
ever o leng period of time as contrasted with these that developed
cver shert pericds. Table 23 gives the PCTCGnLuJU figures for the

pesitive and. negative attitudinal effects.

Table 23. Positive and Negative Attitudinnl Effects

Attitudinal Effeccts Positive Effectis Negative Effects
Frequency Freqg. % Freg. %
Hirh 31 31 100 0 0[0
(nzko)

Low 28 5 18 23 G2

The table shows that mere pesitive than negative effects resulted from
job satisfaction (p £ .0Ol) and more negative then positive attitudinal
effects resulted from job dissatisfecticon (pAf .01). Most of the pos-
itive attitude changes involved teacher deseripticns of increased self-
confidence and security, and an expressed renewed faith in the

prcfession of teaching. Less froguently mentioned were DOSlth;ﬁ;;;ng
in attitude toward the particular schocl in which they vorked or toward

o perticular individuel, c.g., a superviscor or principal. The negative

RS

attitude changes dealt with thz same three categeries found in most of
the pesitive attitude chonges, namely, self-confidence, sccurity, and

the teaching proefession.  Most Trequently menticaned vere negatively
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changed atiitudes Loward their own teaching ability, their self-respect,
and Loword the teaching profession. In addition, frequently menticned
was o nagative attitude towards working in a particular school. The
Tinal reported result of attitudinel effects (sece Table 23) was thot
the positive attitudinul changes were mentioned with no significantly
greater frequency than the negative attitudinal changes. This is
anothor indication that the high worale of the teachers as well as
their low morale were equally potent in effecting changes in the

teachers' attitudes.

Hypctheses
The Foregoing material on scquence analysis (Tebles 12 threough
23) reflect the results of the seven tested null hypotheses. In this

secticn the results are related to ecach hypothesis individually.

Hypcthesis 1L

Hypothesis munber one stated that: there will be no signili-

T el

oo dvermt-difference in the frequency of mention of factors appearing as
Jev=satisficrs or as job-dissatisficrs in the cbjective deafl-teacher
storincs Tor each of the Teollowing: achievement, recogniticn, respon-
sibility, advancement, pessibility of growth, work itseli, status, job-
sceurity, perscnal life, salary, interpersonal relaticns-supericr,
interperscnal relaticns-studealbs, interpersonzl reletions-co-werkers,
supervision-technical, school policy and administration, working con-
diticus,

Table 2k shows that a chi-squarce value of 3.641 with one degree

of frecdom was nceded for sipgnificance at the 05 level and thoat Tive



e 2. Freguency of Occurrence of Sutisfaction (High) and Dissatisfaction (Low) Foetors

Needed X2 Coteined
Faeter i High Low 2t .05 Level ye

Achievement 338 27 11 2.841 13.00%
Recogniticn 16 13 3 3.2h1 T.80%
Respensibility L 2 2 3.841 -
rdvancement 3 1 2 3.841 1.02
Pcssi’cility cf Grewth C - - - -

ri Itsels 2 2 - -
Status e} - - - -
Jcb Security 0 - - - -
Fersonal Life 1 0 1 - -
Selary 2 0 2 - -
Interperscnel relaticns-superior 1l 2 G 3.841 5.Lo*
Interperscnal relations-students S 2 T 3.841 3.52
Inserpersconal relations-co-vorkers 2 1 1 - -
Supervisicn-technical 11 1 10 3.5 Q.10%#
Schecl Poliey and Administration 11 0 11 3.841 1L, 16%x
Wwerzing Cenditions 1 0 1 - -

* Significant teyond .05 level, 1 degree of freedom
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Tactors appeared signiiicantly mere frequently as cither a jc -
satislicr or ¢ jeb-dissutisiier. Therelore, the null hypothesis wus
rejeeted vith respeet to ihese five factors. Achicvement wund recog-
niticn oceurred significantly more frequently as job-satisflicrs whereas
school. policy and adminisirsiion, supervision-tochniezl, and interper-
sonal relaﬁions—supcricr eprcared significantly more froquently as dis-
satisfiers. Thus, achievement and recogniticn vere uni-dircetional as
foctors that led to satisfuction but not to dissatisfacticon. The other
three Tactors were uni-directionel as factors in the sense that they

led to dissatisfacticn tut neot to satisfacticn.

Hypothosis 2

Hypothesis two statzd that: there will be no significant
difference between the frecuency of mention of the facters expressing

@nt, recognition, responsibility, advance-

motivaticnal needs (achicve
rent, possibility of grouih, werk itself) and the factcrs expressing
hysiene needs (status, jeob-sceurity, perscnal life, salary, interper-
scnal relations-supericr-students-and co-verkers, supervision-teennical
and schocl policy and administration) among the objective jch-satisfac-
tion and Jeb-dissatisfacticn stories of deaf teachers.

The z-ratio test cf significance for the difference between
proporticons was usad te test this hypcthesis.

As indiceted in Tatle 25, a z-value of 1.96 was needed for
sipnificance at the .05 level and the obtained z-valuz of 6.08 was

signii

g

icant beyond the .05 level. Therefore, the null hypothesis was

rejected.s The factors achicvemont and recognition together appeared



Table 25. Frecuency cf Satisfactiocn and Dissatisfacticon Factors Appearing as pciivaters
and Hygiene in Objective Stories

Faciors Jdentified® N High Low Frequency Properticn
Acricvement Ly 30 11 High Lecw Hign Low

lMetivateor 43 1k 15 Motivater .74 245 1.00
Reccgniticn 15 13 3

Hygienc 3 3¢ 33 Hygiene 020 .2iC  1.0C
Schocl Pclicy 11 0 11 Le Lh 90 511 LhES
Supervisicn-Tech, 11 1 10
Interperscnzal ~ S. 11 2 Q - 6.08 ** Needed at .05 level = 1.96

Total W Q0 L6 Ll
I3
¥ Four mctivator factors (rcspon51 ility, advancement, possibility of growth, work itself)

and sceven hygiene factcers (statas, Job scecurity, personal 1life, salary, interpersonal relaticns-
students, interperscnzl relations-cc-workers, and working conditions) appeared with negligible fre-

guency in the ctjective stories given by the deaf teacher

#% Sigrificant beyond 0Ol level

6]
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significuntly mere frequently as wmotivators than as hygienes, and the
facters schocl policy and adiministration, supervision-techinical and
interperscnal-relaticons-superior together occurrcd with significantly

greater froguoncy as hygiones than as motivators.

Hypothesis 3

Hypothesis number three stated that: there will be no sig-

nificant difference in the Treguency of mention of factors as job-

satisiiers or Job-dissatisfiers in the subjcctive deaf-tcacher stories

for cacn of the follewing: echicvement, recognition, possibility cof
growth, advancement, responsibility, group feeling, work itsclf, status,
sccurity, Teclings of falrness or unfairncss, feelings of pride or
shaune, salary.

Table 26 indicates that 2 chi-square value of 3.841 with one
degree cof freedem was neceded for significance at the .05 level. Seven
facters reached this significance and, therefore, the null hypothcsis
was rejected for zach of them. BRach of the factors--achicvement,
recegnition, vork itself, and feelings of pride~-occurred significantly
mere frequently as a job-satisfier while each of the factors-~status,
security and feelings of unfairness--appeared significantly more free-
guently, as jcb-dissatisficrs. 'Thus, the first set of foctors were
uni-directional, lecading to sztisfaction but not to dissatisfacticn
while the latter sct were uni-directicnal in that they lead to dis-

satisiaction tut net to satisfacticn.
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. Frecuency of Cccurrence of Satisfacticn (High) and Dissatisfacticn (Low) Factcrs
- =)

Factor I High Low leeded X2 Coteincd
at .05 Level %e
Achievement L3 30 13 3.8k1 11,80%%
Reccgrition 19 1k 5 3.841 5.21%
Fossibility cf Grewth 2 1 1 - -
Advancement 1 0 1 .- -
Respensitility 6 1 5 3.841 2.035
Group Feeling 1 1 0 - -
Werk Itselfl 15 13 2 3.58k1 Q.50%
Status 22 3 19 3.841 17.70%%
Security 12 2 17 3.8k1 15.60%%
Feeling of Fairness/Unfairness 14 1 15 3.8k 17.50%%
Feelings of Pride/Shame ik 11 3 3.83h1 5.00%
Salary 2 0 2 - -
* Significant at or teycnd .05 level, 1 degres of freedcon
¥* Sighificant at cor teyond .01 level, 1 degree of freedom

20
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Hypothesis b

Hypothesis nubor four stoted that: there will be no signifi-
cant difference between the frequency of mention cf the factors ex-
pressing motivational necds (achievaenent, recognition, pessibility of
growth, advuanccenent, responsibility,iwork itsell, fcelings of pride)
and those factors expressing hygiene needs (status, sccurity, group
Teeling, feelings of fairness, or unfairness, feelings of shame, salary)
among the subjective job-satisfaction of deaf teachers.

In Table 27 it is seen that the z-ratio test of significance
Tor the difference bLetween proportions was applied to hypothesis [our
and resulted in an obtained z value of 8.0, which was more than the
needed z value of 1,96 and therelfore was significant beyond the .G5
level, Thcrefore, the null hyncthesis was rejected. The Tactors
achievement, recogniticn, work itself and feelings of pride together
appeared significantly more frequently as motivators than as hygicnes,
whereas the lactors status, security, and feelings of unfairness to-
gether were menbioned significantly more frequently zs hygienes than

as motivators.

Hypothesis S

llypolhesis number five stated that: there will be no signifi-
cant diffoerence between the frequency of short-lesting feelings re-
sulting from cxpressced attitudes of job-satisfaction and the frequency
of short-lasting feelings resulting froan expressed attitudes of job-

dissatisfaction.



Achievancat L3 30 13 High Low ilign Low
- . Fe] 20 . . -~ ~
Mctiveter &5 sk 88 Motivator 73 .227 1.0C
Reccgniticn 19 1k 5 :
Hygiene & 20 60 Hygiene .00 .900 1.00
S p J S
Werx Itself 15 13 2 T T 148 .5C0 .500 1.00
Feelings of Pride 1k 11 3
Status 22 3 19 z = 8.0 Necdad at .05 level = 1.96
Security 19 2 17
Feelings of Unfairness 16 1 15
Tctals 148 Th Th
¥ Three motivator factors (possibility of growth, advancement, responsicility) and four hy-
giene factors (proup feeling, feeling of fairness, LCOllng snama, and salary) were menticned with
negligitle frzquency in the subjectiive stcries given by the deef teacher

¥¥ Significant beycnd .05 level



The chi-square test of significance was used to test this
nypothesis. Table 28 gives the cbtained chi-square value of' 15,30,
significant Leycerd the 0L lovel with one degree of freedem.  Henee
e null hypothesis was rejzoted. The frequency of short-lasting
feelings Trom cxpressed toocher dissatisfaction was significantly pgreat-
cer. Thus, tho Teelings that stemmed from a dissatisfying cvent tended

to ebate quickly vwhile the fecelings resulting from a satisfying event

tended to linger.

Hypothesis 6

Hypothesis number six stated that: there will be no signifi-
cant differcence between the proporticn of job-satisfaction stories
leading to positive effectis and the job-dissatisfTaction stories lead-
ing to negative effecfs for all of the following: Jjob-perfcecrmance,
turnover, wental health, interperscnal relations, atiitudina

The %z valuc for the compariscn of positive cffects resulting

from satisfaction storics and negetive effects resulting from dis-
satisfaction stories is presented in Table 29, As indicated in

Table 29 the obtained Ze-value of 14.C0 was significant at the .0l lev-
el, Thorefcre, the null hypothesis was rejected. There was a signif-
icant differcnee in the prepertion of stories in which job-satisfaction
led to positvive clffects rother than negative effccts and job-dissatis-
faction led to negetive rotner than positive effects with respect to

Joh-performance, turnover, montal health, interpersonal reletions and

attitudinal.



* Short-lasting

Table 28. Frecuency of Occurrence of
Dissatisfzction Stories
Satvisizetion Dissatisfaction
Duraticn cf Feeling Duraticn of Feeling
i Long Short &) Long Shert  Needed at Cctained
.05 Level Chi-Scunre
Lo 35 L 38 20 18 3.841 15.30%%
reedom

*% Significant at or beycnd .0l level, 1 degree of



Table 2%. TFreguency of Positive and Negative Effects Appearing in Satisfaction and
ticn Steories

Hign Lew
Effects Tctal Pos. Neg. Frocuency Proportion
Categcry Freocuency Effects Effects Pcs. Neg.
High Low Hirgh Low
Pert. sS4 33 0 5 26
4 Pos. 123 2 125 Pes. JOBL L0156 1.00
Turn. 37 11 0 0 26
Neg. 13 116 129 Neg. .100 .3%0C 1.00
e 39 22 1 0 15
136 118 254 .535 L5655 1,00
Inter 55 26 1 3 25
Ats 59 31 0 5 23 z = 14,00 ¥  Heeded at .05 level=1.96
Totals 254 123 2 13 1156

¥* Significant at or beyond .OL leovel

LG



\Z
‘_ -

Pypelhwesis 7

Hypothesis munboer soven stated that:  there will be no signil-
icunt difference behween the froquency of cecurrencs of pesitive eof -
ifccts and the frequency of cceurvence of negative offccts Tor all
stories given by the deal teachers regurdless of wvhethoer the storics
related to jobe-satisfaction cr jeb-dissatisfaction,.

Table 30 contains the z velue for the cemparisen of the posi-
tive effects that resulied fran all job-satisfuction and dissatislac-
ticn stories with the nepative effcets that resulted from all the

torics. As indicated in Table 30, the obtained z value of 1.22 did

4]

not reach significance at or beycnd the .05 level, Therefore, hy-

pothesis number seven was not rejoected:  there vas no significant dif-

]

Terence between the prepcrition of stories leading vo pesitive cffects

£

and the preportion of storics leading te negative eflects. Hence, the

[&]

-

vk

(=2
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factors leading to an tude of job-dissatisfaction were equally po-
tent in generating performance, turnover, mental health, intervorsonal

relationsg and attitudinel eifzctse.

Summary
Chapter I presented the results of the study with respect to:
deseription of the sample population; enalysis cf the satisfaction
(high) and dissatisfaction (Low) steries, or sequences; and analycis
of' the hypotheses,
A summary cof the study, discussion of the resulis, ccnclusioens,

and rccommendaticns fer further rescarch are pgiven in Chapter 5.
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Tatle 3C. Compariscn of the Relative Frequencies of Positive Versus Negative Eiffccts

Frequency Proportion
Positive  Negative Positive Negative
Effects Effects Effects mffcets
Ventioned 136 118 o254 Mentionecd .535 55 1.0C
Not Mentioned ek T2 136 Wot Menticned Ry sk .529 1.00
200 19C 320 .513 L87 1.00

= 1l.22 Needed 2t .05 level = 1.96

O



CHAFTER 5

SUMHARY, DISCUSSICH OF RESULTS, CONCLUSICGH,
AND RECCMIBENDATICNS

This chapter summarizes the study, presents o discussion of
the results, cutlines the conclusions based on the results and offers

reccommendations for further rescorch.

General Sunmary

A review of the literature indicatcd thot the deal worker is
elmost universally undercemplcoyed ond suggested thal the factors con-
tributing to this condition are measurable along a sotislaction-
dissetisfaction dichctomy. Nc rescarch, however, had been undertaikon
with respect to the need structure of the deaf woriicr, i.ce., what
tesic needs exist in the worker that he expoets his Jjeb to satisfy?

n particuler and conspicucus by its absence has been rescarch inte
the deafl werkers psychological and envirconmental needs and whether
they ere quantitatively and quelitatively different from thoese of othe
werkers in similar cccupational levels. lHence the purpose of this
ctudy was to investigate the naturc of the factors that fulifill or do
ncet {ulfill the psychological and envirommental neceds of deaf adulis
proiessionnlly employed as teachers of the deaf. It was hypothesized
that these foetors would bLe revealed as inpertant delerminents of un-
dererployment with respecet tco the deaf worker in professional cumploy-
went and the desi adult cspirving to professional vork.

100
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1 -

TPhe Desirn and Methed:s  The present study was based on the gon-

cral hypothosis thet the results of this investigation would approxi-
mate the results of the criginel study by loerzberg ot ol. (1959) and

cf rolevent, subsaquent roplications that cenfirmed the motivation-
hyzienz theory formilated i vy the Herzberg study. This thecry posits
that certain faclors relating te the work itsell tend to asscociate with
the cxpression of satisfaction, wut when absent, de not strongly stimu-
late dissotisfaction. Cenversely, a second set of foctors relating to
the eccntext in which the job is performed, if absent stimalote dis-
satisfacticn, btut when present do net enhance satvisfacticon.

Further, it was felv that the deafl person himsell 1s an impor-
tant scurce of information ab:eut his work values; that these values
weuld most likely be similar to those of non~denf werkers; and that
the fact of dealfness notwithstanding, the deaf worker's aspiraticn
toward sell-occtualizeticn approximates the expression of that aspira-
tion bty nen-deaf werkers. Ccensequently, an idicogrophic apprceach vas
used in the study to permit the deaf worker te ciprass his values as
an individual and t¢ judze the neaning of his own percepticns of those .
values.

In order to deterninc whcther‘the vork voalues of the deafl
teacher of the deaf approximate those of non-dewf professionals in
cther occupaticns, the follouwing null nypotheses were tested:

L. There will Le nc significant difference in the frequency of

mention of factcers appearing as job-satisiicrs or as job-

.

dissatisficrs in the o jective deal-teochor stories for ecach

p.:.
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cf the fellowding:  cehiovement, rocomniticn, rosponsibility,

T

, Status,

+a

advancemant, pessibility of groewth, work dtsel
job=sceurity, perscanl life, sulary, intarpersenal reloticns-
supericr, interpersonnl relaticns-students, interperscnal
relations~co~vorkeors, supervisicn-fechnical, scheol pelicy

and administration, verking conditicns.

Ticant difference bhetween the Lrequency

tde

There will be no sinn
of menticn of the foctors expressing metivaticnel needs
(achicvement, recosniticn, responsibility, advencement, pos-
sibility of grewth, work itself) and the facters expressing
hygiene necds (status, job-sccurity, personal lifc, salary,
interperscnal rclations—supérior~studonts—and ce-yorkers,
supcrvision-technical and school policy and administraticn)

-

among the ot jectives job-satisfacticn and job-dissatisfacticn

stories of dezf teachers.

Therc will Ye nc significart diffcrence in the frequaency of
menticn of factors as jou-satisfiers or job-dissatisfiers in
the sukjective deal-lteacher stories for each ¢f the follewing:
achicvement, recognition, pessibility of growth, advancement,
respensitility, group feceling, werk itself, status, sccurity,
feelings of fairness cr unfalirness, fcelings of pride or
shame, salary.

There will te no significant differcence Letween the frequency
of mention of the Tactors expressing motivational necds
(ochicvement, recosniticn, pessibility of growth, advancement,

responsibility, work itoelf, feelings of pride) and thosc



factors expressing hyplene needs (stotus, sveurity, group
fecling, icelings of fairness or unfairness, lfeelings of
shame, sulary) among the subjoetive job-sutistaction of

deaf teachers.

There will te no signitficant difference Letween the fre-

A
.

guency of short-lasting feelings resulting from cxpressed
attitudes cof Jjob satisfaction and the frequency cf shcrt-
lasting lfcelings resulting from expressad attitudes of jcb-
dissatisfaction.

€. There will te no significant difference tetween the proper-
tion of job-satisfzction stories leading tc positive effects
and the Jjob-dissatisfaction stories leading to negative
cffects for 211 of the follewing: Jjob periormmance, turncver,
mental health, interperscnal relations, attitudinal.

T. There will bte neo significant difference betwezen the frequency
of cccurrence of positive effects and the frequency of occcur-
rence of negative effects for all stories given by the deaf
teachers regardless of whether the storiecs related to Jjol-

satisfacticn cr Jjobe~dissatisfaction,

Resulbts: This study had as its population sanple deaf teachers
cf the deaf located in feour public residential schecls Tor the deal.
Most of the deaf teachers were over 35 years old; had lost their hear-
ing before the age of 3; were qualified professicnally with respect to
level of education, yecars of teaching experience and certificaticn by

aceredited agencies; and hud been in attendance for at least nine
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yooars in a public residential schocl for the deals  In addition, the
teachurs, their co-workers, students, and superiors sharced a ccommon
mathed of communication, i.e., signing and Tingerspelling, thus in-
dicating thot relatively normal and relevant cosmunication cculd take
place amcng them. This fael suggests that the comﬁunic 1tion variable,
per se, was a constant in this rescarch.

The overall results cttained from the study's analysis of the
data were censistent with that of the Hersberg study and of other
motivaticn-hygienc research., The first six of {the seven hypotheses
formulated on the basis of previcus rescerch were significant at or
Layond the .05 level:

1. Two sets of factors emerged from the analysis of the cobjective
teacher stecrics. One set contained two factcrs--achicvement
and recogniticn--that rclated predeminantly to job-satisfaction.
The other set contained three factors—-~schcool policy and admin-
istration, supervision-technical, and inlerperscnal relations-
supcericr-~that related predominantly to job-dissatisfaction.

2. The two savisiacticn factors were related Lc psycholegicul
grovth needs (motivatcrs) while the three dissatisfaction fac-
ters were related to envircnmental nceds (hygicnes) of the
deaf teacher.

3+ Twc sets cf factors emerped from the analysis of the subjec-
tive teacher steories, One set contained four lactors--zchicve-
ment, receognition, vork itself and feelings oi prldc——that

related predominantly to job-sutisloction, while the other set
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contained three foetors--sistus, security, reelings of failr-
ness=-=-that related vredeminantly to job-dissatisfacticn.
The four satisfaction facters vere reluted to psychclogical
growth needs (motivaters) which the three dissatislaction
Pactors werc relatcd to the envirommentzl needs (hygienes)
ol the deaf teachar.
Bad feclings generztzd by aittitudes of dissatisfaction tendod
to be sheri-lusting, while good feelinszs generated by atti-

tudes of satisfacticn tended to endure for long periods.

e

Positive effects, i.e., in terms cof job-perfcrmance, turnover,
mental health, interpersonal relaticns and cttitudinal, re-
sulted from atiitudes of satisfaction, while negative effects

resulted frenm attitudes of dissatisfacticn.

The seventh hywothesis yielded no significant diffcrence.

This result suggested that:

T

Fositive effects were not menticned mere than negative effects
and therefore attitudes of satisfaction end the factcrs asso-
ciated with them were not perceived by the deaf teachers Lo be
mere potent in preducing positive effects than wers attitudes

of dissatisfaction znd the factors related tc them in producing

negative effects.

In comparison with tne results in The Motiveticn to Work, the

present study yielded several similer factors altihough some different

factors also appearsd. In the cobjective satisfaction stories the

Herzberg study fTound five factors: achievement, reccgnition, work
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itself, responsibility and advancements.  1In the present study only
achicvement und recognition appeared cs salisficrs. llence the needs
for acliicverent and recognition were expressed by the deaf teachers
as well as by acccuntants and engineers. In the subjective stories,
the engineers and scccuntants mentioned achievemoent, recognition,
responsibility and group feeling while the deafl teachers named achieve-
ment, recogniticn, work itself and pride as sources for feelings of
satisfaction., Hence, with respect to the achievement and recogniticn
factors, similar psychclogical interpretations of the events they de-
serited that led to satisfacticn were made by the subjects of both
studies.

The cbjective dissatisfacticn steries yielded six factors in

The Mctivetion to Vork: Company policy and administraticn, supervi-
v J J

sion-technical, interperscnal relations-superior, vorking conditions,
interperscnal relations-peers (cc-workers) and personal life. The

9

first three of these six fectors emerged as dicsatisfiers in the
present investigaticn. Therefore, for the engineers, accountants and
teachers of the deaf dissatisfaction was generated by unfair and in-
effective administrative policies and crgenizaticn, incompetent, medi-
cere or overbearingly critical technical supervision, and demzaning
interpersonal interactions with cuperiors.

In the subjectively interpreted dissatisfaction stories one

Tactor, unfair treatment, eppecored in The Motivation to Work while

three factors, status, security and unfair trcatment emerged in the
present investipgations. Thus the faector, unfaiyr treatment, was common-

ly perceived by engincers, acccunlants and deafl teachers as o major



107
scurce of dissatislaction. It is of special note that the deal teach-
er, unlike the accoauntant or engincer, felt that the lack of persoenal
stoatus and personal [celings of adequecy were also major scurces for
dissatisfaction. Apparently the deafl teacher recvived far less than
he needed and expected of positive perscnal reinforcement [rom his ad-
ministrators and supervisces with respect to their acknowledgement of
his importance, worth and dignity as & person and as a worker,

Other studies having comjarable prefessicnal populaticns and
yielding similar factors as those nemed aliove were: ccounly agricul-
tural edministrators (Clegs, 1963); scientists, cngineers and man-
fecturing superviscrs (biyers, 126h); public utility company superviscrs
(Schwartz et al., 1963) and professicnal fewale federzal employees
(Valt, 1963). Hence the preofessional deaf teacher of the deaf has o
nead structure which closely resembles that of nen-deaf adults in
other professional cecupations.

It must be mentioned, hcwever, that several psychological fuce-
tors appcering in the cojective descripticons of sctisfaction in The

Motivaticn to Work were conspicucusly absent [rom the present study.

These factors are responsiltility, advancement, and work itsell. It
should be asked vhether their failure to energe as satisiiers was duc
to: (1) the nature of the job, i.e., of teaching the deaf; (2) the
environment in which the work was performed, i.e., lhe organizational
end administrative system of a residential schceol {for the deaf; and

(3) the deaf teacher himszlf, i.e., the needs of the deaf teacher for
advancement, responsibility and work itself were nct strongly developed

needs .,



TL could ke srpued thet the work envircament prevonted the

y

spon

'v

donf teachers {ran expressing their needs For advancenent and re
sivility. Traditicnally, fow oppertunities have existed Tor deal
teachers to advanc. te positiens which carry groetor respensibility,
2.3., princiyal, supervising leacher cr superintendent, in public
residential schocls for the deal (Verncn, 1970). ilence the unlikeli-
heed of promclicn end, consequently, of grewing in stature, competence
and professional cutlock and of assuming higher levels of responsitil-
ity, did not encourcge the expressicn of ihese needs. On the other
hand, the snalyzed dota of this study prevides nc evidence that the
needs for advancenent and res pc1 itility exist with sufficient

strenzth within the nsed utruCuur“ cf the deaf tezcher. Cn the con-
trary, the simple faet that these facteors were sc infrequoently man-
tioned in their stories arcnes that the teachers did not porceive them
as impertant tc thedr jobe-satisfaction.

The frequent appearance of the factor, work itsell, in the sub-

Jective stories was regerded as cvidence that the need for intrinsical-
ly interesting and werthwhile work is a strong necd of ths deaf tewcher,
It cculd ve arpgued thual the abscncce of werk itseld from the teachers!
chjective descripticns was due to the naiure of the work of teaching
the deaf. It may bLe recalled (see tables 12 and 13) that the teachers
reported and perceived that e lack of achievement wvas fraquently the
fector behind their dissatisfaction. Ieck of achievement involved the

teacher's failure to sce

o

successiul results from his teadhing efforts,
iece, in terms of student impreovement. Hence, student learning progress

cccurrad at an apparently lons-than-accepteble rate and depth. This



100

5 oassignoed the deal teoccher were generally

indicates thel the Jjob
rocardad as ninimally challenging, and as providing Tew copertunitics
for the teacher te be erentive, imevetive, and highly interested in
his work,

Analysis of the offects alse provided resulis thal werce con-

sistent with thosce of The Mobivation te Werk., Satisfacticon led to

positive effects and dissatisfaction to negetive effeete. vhen their
needs fer achievement recognition and intrinsicully rcewarding work
wore satisfied the deafl teachers were motivated to do tetter and mere
productive vork (perforwence), committed themselves more decisively to
their job (turncver), were less beihered by unwanted, nagsing tensicn
(mental health), felt psychologically cleser to their students and
co-wcrkers (interperscnal relaticns), and experienced improved etti-
tude changes towards a supericr, the teaching prcfessicon, the schecl
in which they worked, thelr tcuching ebility and sclf-confidence.

In contrast, when the teachers woere denied what they perceived
to be just and comprehensible schocl policizs and competent administra-
ticn, good technical supervision, good interperscnal relations with
supericrs, fair treatment frem the administraticon and feelings of se-
curity and status, the absence of these factcrs prcducsd job-dissatis-
facticon and negative conscouences. These conseguences had two
characteristics which cxplain them: (1) the teacher withdrew psyche-
logically from the job of leaching, and (2) the teacher felt disin-
clined to hcld himsell zeccuntelle for his werk beycend the bhasic
accountability recuvired to keep his job. These two characlteristics

vere reflected by the high nupber of teacher reperts of below-par work

A
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porformenes, incrcased thoughts of quitling the jeb, inercases in
disruptive tension levels, deteriorated interpersonal relations with
studonts and deteriorated attitudes towards the schocl, ihe teaching

profussicn, self-respecet und personal security.

A significant differcnce between The Mcotivetion Lo YWerk and

this study was the finding in the present investigation thot high
morale {Jjob-satisfaction) wes not mcre potent in preducing effects
than low merale (Jjob-dissatislfazcticn). Therefore, for the deaf tecehn-
er, the satisfacticn of his cxpressed cnvircnmentel nceds was valued
as much as the satisfaction of his expressed psychclogical nceds.

Both sets cf facters apparontly exist in obvious stirengtn within his
need siructurc.

With respecet to the duration of effects: high merale or soate-
isfection was mere potent in producing positive effcets thet lasted
much longer, and therelore was more likely 4o be instrurental in
shaping teacher behavior and attitudes then was low merale or dis-

satisfacticn.

Conclusicns
1. Deaf teachers of the deafl have some psychologlcal and environ-
mental needs tnat are similar in strength and quality to tuocsc

of nen-deaf adults in scveral other prciéssicnal. cccupations.

2. The predeminant psychological necds of the deal tzacher are
for achicvzment and for intrinsically rewerding and worthwhile

voerk. These factors wre highly valued by the deef teacher and
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satisly his buasic need for self-actlualization, or selr-
realization.

The deal teacher's self-actualization needs are relatively
stronger than the potential of his cccupation for satisfy-
ing them. This is particularly true of the achicvement nced
upon vhich depend the satisfacticn of his reccognition and
work itself nceds. A relatively unfulfilled achicvement nced
therefore can be considered as a psychological determinant of
underemployment in the deaf taocher.

The need structurc of the deal teacher does not include sufl-
ficiently strong necds for edvancement in status or pesiticn
or for hipher level responsibility. Hence the lack of de-
velopment of these needs in the deal teacher reduccs the
amount of selfl-actuclizeticn attainabls to him., Thereflcr:
the underdeveloped nceds for advancement and respensibility
are also psycholcgical determinants of undercmployment in the

o

deaf feacher of the deaf.
The administrative and orgenizaticnal structure end function
of public residential schocls for the deaf contain elements
which are not conducive tc fostering and developing in the
deaf teacher the sclfi-acbualization needs of advancement and
responsibility. These elements are related to: (1) lack of
promoticn oppertunities for the deaf teacher, and (2) work
agssignmonts which appewr to the deaf teacher as exceptionally
difficult, unuttractive, and lacking in suf'ficienl success

potenticl,
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The predoeminant cnvironmental needs cof the deaf teacher are
the needs Loy fadr trectment and competent, effective guid-
ance cr leadership from schocl administrators ond immediate
supervisors, for sincere aund compatible perscnal interactions
with supericrs, and for the tendering of respect to the deaf
teacher from the administration. These Tactors are perceived
by the deaf teachcr as sabisfying his need for mastery and
centrol over hiis work envircnment.
The 2bility of public residential scheols feor the deafl to
satisfy the valued basic envircnmental needs of the deaf
teachar is exceeded by the sirength of thesce necds. This is
particularly truc with respect to the necds for fair treatment
from the administraticn and Tor {air and ccompetent technical
supcrvisicn., Therolore the relatively unfillcd needs for good
school policy and administraticn, geod supervision, and re=-
spect from and geeod personal relaticns uvith superiors arce en-
vircrmental determinonts of undercuployment in the d=af
teacher of the deaf.
Prelingual dcafness, a ccendition common to a majority of the
respondents in the study, with its concepitant and pernicicus
handicaps in lanpguage development and communication skill did
nct preclude the develcepment in the deaf teocher of the basic
need for self-actualization, i.e., higher crder values of
achievement, recognition for achievement, worthwhile work and

rride, or self-esteom.



Reconmendntions Tor FPurther Rossarch

A study similar in desipgn and methed to the present study
sheuld b undertnkoen to ceapare the jobe-attitudes of deafl
teachers of the deol versus non-deef teachers of the deaf in
the same putlic resideniial schocls. This study would previde
information on whether deafness, per se, is related te differ-
ences in perceived job-nttitudes.

Future rescarch shculd include an investigation into the job-
attitudes of deal adults enguped in tecaching the deaf versus
deaf adults in other professicnal occupaticns, e.f., engineer-
ing, art, architecturs, rehabilitation ccunseling, ete.

A study similar in desipgn and methcd to the present study
should be ccnducted using deaf teachers of the deaf in difl-
ferent public residentivl schools for the deal in other paris
cof the United States, and the results compared with this study.
Such a study wculd provide information on whether gecgraphical
locaticn of deaf tecchers mekes a significant difference in
their perception of jobe-attitudes.

The job-attitudos of deal teachers of the deaf and hearing
teachors of the deaf cculd be compared with the job-attitudes
of teachers in regunlar public schools. Results could be es-
pecially revealing of attitude differences related to admin-
istrative and crganizational schecl system differences.
Motivaticn~-hygicne rescarch similar to the pregent investiga-

tion should bLe undzrlaken with non-professional deaf adult



populations, c.g., skilled, semi-shkilled and unskillad. It
needs to be determined whether the work neod structure of

deaf adults in these occupations differs significantly from
the structure of non=-deaf workers in similer cceupations and
from other deaf adults in the professicns. Such rescarch may
lead to a clearer concepbicn of undercmployrent and vecationol
adjustment and the major factors that contribute to them on
different cccupaticnal levels.

A study should be undertahken of the attitudes of the deafl per-

son toward work and cerbain_ (selected) professicns as possiltil.

w

outlets for his employment needs which fcrm the basis for his

perception of the sclf in relation to work.



APPENDIX A

_ JOB ATTITUDLS - PATTERNED INTERVIEW
[ Reproduced from Herzberg et al. (1959)
Think of a time when you felt exceptionally good or excep-
tionally bad abcut your job, either your present job or any other job
you have had. This can be either the "long-range" or the "short-range”

kind of situation, as I have just described it. Tell me what happened.

-

1. How long ago did 1his happen?

2. How long did the feeling last? Can you describe specifically
what made the change of feelings begin? VWhen d;d it end?

3. (For obvicusly SR sequences.) Was what happened typical of
vhat was going on at the time?

k., Can you tell me mere precisely why you felt the way you did
at the time?

5. What did those events mean to you?

6. Did these feelings affect the way you did your job? How?

How long did this go on?

7. Can ycu give me a specific example of the way in which your
performance on the job was affected? (For productivity ef-
fects when the effect information was vague) How long?

8. Did vhat happened affect you personally in any way? How long?

Did it change the way ycu got along with people in genersl or



9.

10.

11.

12.

Lea
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your family? Did it aricet your slecp, appetite, digestion,
general healtih?

Did what happencd basicelly affect the way you {elt about
working at that company or did it merely meke you feel good
or bad about the cccurrence itself?

Did the censcquences of what happened at this time affectl
your career? How?

Did what happencd change the way you felt about your
profession? How?

How sericusly were your feelings (good or bad) abecut ycur

job alfected by what happenzd? Pick a spot cn the line below
to indicats how strong ycu think the gocd or had feelings

were, Circle that pesition on the line.

ST Averarme Greatast

12

13.

1h.

350789101112 13 1% 15 10 17 1o 19 20 21
Note: 1 should be used for a sequence that hardly affected
your feelings at all; 21 should be used for a sequence
that affected ycur feelings as seriously as the most
important events in your working experience.
Could the situation you described happen zpain for the same
reascons and with the same effects? If not, describe the
changes thal have {taken place which would make your feelings
and actions different today than they were then,
Is there anything eclse you would like to say about the seguence

of events ycu have described:
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Wit did you think of the interview?
Heve you any obher caments on the intervicw or cn the

rasearch?

For second sequence

1

Ncw thet you have described a time when you feltd

atouv ycur jeb, pleasce think of another time, onc during which ycu

felt excepiicnally abcout ycur jcb, preferably a

ranpge sequence of evenus,




APPENDIX B

CONTENT ANALYSIS CATEGORIES

Anclysis of Factors

1. Recogniticn - first level
0. Not mentiocned.
1. Work praised - no rewvard.

2. Wcrk praised

revard given.

3. Werk noticed - no praisc.

4. Work not noticed.

5. Geod idea(s) nol accepted.

6. Inédequate work blamed or criticized - no punishwmant.

T. Inadequate work blamed cr criticined - punishiiznt given.
8. Successful work bloamed or criticized - no punishment.

9. Successful work blamed or criticizcé - punishient given.
R. Credit for work taken by supervisor cr other.

X. Idea accepted by schoul.

2. Achievement - first level -
0. Not mentioned.
1. Successful carpletion o job, or aspect of it.
2. The having of o geod ldea - a solution to a problem.

3. Added prestige for the Schocl.

118



b, Vindicaticn - dewenmstiration of rightness o deubters or
challengers.,

5. Tailure in job, or aspecet of it.

6. Seeing rosults of work.

7. HNct sceing results of work.

3. Possibility of growth ~ first level
0., NWot menticnad.
1. Growth in skills - cbjective evidence.
2. Growth in staetus (advencement) - olijective evidence.

o

3. Lack of cpportunity for growtlh - chjective avidenca.

L, Advancemznt - first level
0. Wot mentioned.
1. Received unexpzcted advancement.
2. Reccived advanceuent (expeceted or expsctation not
mentioned).
3. Failed to receive expected advancement.

It. Demotion.

5. Salary - first level
0. HNot mentioned.
1. Received vwage incrcase (expected or expectation not
mentioned).
2. Rececived unexpected wage increuse,
3+ Did not receive cxpected increase.

. Received woge dncerease less or later than expected.
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Ancunt of salary.
Waces compare favorably with othoers deing similer or
Yages compare unfaversbly with cothers deing similar or

ame jch.

4]

6. Interpcrsonal relations - supervisor - [irst level

O.

4
A

ot menticned.

Fricndly relatvions with supzrviscr.

Unfriendly relations with superviscr.

Learned a great deal from supervisor.

Superviscr went to bet for him with administration.
Superviscr did nobt suppert him with edministration.
Superviscr henest.

Superviscr dishonest. .
Superviscr willing wo listen te suggestions.
Superviscr unwilling to listen teo suggesticns.
Supervisor gave credit for work done.

Supervisor withheld credit.

Te Interpersonal relations - students - first level

Hot menticned,

Geod werking relationship with studonts.

Pecor werking relationship with studentis.

Gocd personal. relationship with students.

Poor personal relationship with students.
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de Interperscnal relaticns - poers - fivct leval

G, Not mentioned.

1. Likod people ho weorked with.

2. Did not likc pecople lhie worked with.,

3. Cocparation of people he worked with.
. Lack of cocperation on the part of his co-vorkers.
5. Was part of a cchesive group.

6. Was isolated from group.

9. Supervision - technical ~ first level
0. HNot mcntioned.
1. Supervisor ccmpztent.
2. Supervisor incompoetent.
3. Superviscr tried to do everything himself.
W, Superviscr delegated work well.
5. Supervisor ceonsistently criticzl.

6. Supervisor shcwed favoritism.

10. Responsilility - first level

0. Tct mentionecd.

1. Allowed to work without supervision,

2. Responsible (for his own efforts).

3. Given responsibility for the work of others.
« Lack of responsibility.

5. Given new responsibility - no formal advancement.



122

11l. Company policy and administraticn - first level

13. The

0.

Het mentioncd.

Effective crganization of work.

Harmful or incffective organizaticn ci worx.
Beneficial personnel policics.

Harmf{ul personncl policies.

Agrecment with school goals.

Disagrecement with school gcals.

High school status.

Low schoel status.

conditions ~ first level
Not mentioncd.

Work isclated.

Werk in sceial surroundings.
Geood physical surrcundings.
Poor physical surroundings.
Gocd facilities.

Poor Tacilities.

Right amount of work.

Too much work.

Teo little work.

work itself -~ first level

0.

1.

2.

Net muntioned.,

Routin:.

Varicd.
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3. Creative (challenging).
%Y. Too casy.
5. Teoo difficult.

6. Opporiunity to do a whole job - all phoses.

1k, Factors in personal. life - first level
0. Not menticned.
l. Femily problcoms.
2. Community and other cutside situaticns.

3. Family nceds and aspirations salarywisc.

15. Status - first level
0. Not mentioned.
1. Signs or appurtenances of status.
2. Having a given status.

3. Not having a given status.

16. Job security - first leval
0. Not mentioncd.
L. Tenmure or other objective signs ¢f job security.
2. Lack of objective signs of security (i.e., schocl

instability).

17. Recognition ~ scecnd level
0. Not menticned,
l. TIirst-level factors perceived as source of feelings

of recognition.



2. First-level facters parceived as scurce of failure cr
te cbtain recopnition.

3. IMrst-level foctors perceived as source of disapprovel.

18, Achiovement - second level
0. HNot mentioned,
1. First-lcvel Tactors perceived as leading to possible
grovwth.
2. TFirst-level Tactors perceived as tlock to growth,
3. First-level factors perceived as evidence of actual

growth.

19, Pessible growth - second level
0., HNot mentioned.
1. PFirst-level factors perceived as leading to pessiblc
grovwth.
2. First-level fuctors perceived as block to growth.
3. First-level factors perceived as evidence of actual

growth,

20. Advancement - seceond level
O. Not mentioned.
1. Feelings of advancemcnt derived from changes in job
situation.
2. Feelings of demotion derived frcm changes in job

situation.
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Respensibility - second lovel
0. Not mentioned.
1. First-level facteors leading to feelings of responsibility.
2. First-level factors as source of feelings of lack of

responsibility or diminished responsibility.

22. Greup feelings - seccnd level

C. HNot mentioned.

1. Feelings cf belonging - social.

2. TFeelings of isclation - soclal.
3. TFeelings of belonging - socictechnical.
4, Feelings of isoclation - scociotechnical.
5. Positive feelings tcward group.

O. HNegetive feelings toward group.

23. Th2 work itself - second level
0. Not mentioned.
l. First~level factors lecading to interest in perfcormance
cf the Jjob. |
2. First-level factors leading to lack of interest in

periormance of the job.

2k, Siztus - second level
0. DNot mentioned.
1. First-level factors as scurce of feelings cf increased

status.



25. Seeuri

2.

o.

1.

2.

Pirst-level facbuors

status.

vy -

second level

Not mentionod.

First-level

First-level

factors

factors

an source of feelings of decreasced

as source of feelings of security.

la2s

o3 source of feclings of inscecurity.

26, Feelings of fairness or unfairness -

Not menticned.

First-level factor perceived

First-level faclor

it

re

relved

First-level factor perceived

disappointment in cthers.

27. Feelings of pride cr shame

2’2l

Not menticoned.

First-level

First-level

First-level

pride.

factors

factors

factors

Salary - sccond level

O.

1.

Not mentioned.

source

squrce

scurce

second lovel

fol
6]

[}
[é¢]

s

of

of

of

aource

aire.

unfair.

feclings cof
feelings of

feelings of

cf feelings of

pride.
shamnea.

diminished

First-level focters purceived as source of ability to

improve well-being.

Fivsi-loevel factors perceived as source of lack of

ability to improve well-being.



12
3. Iirst-level [ucitors prrceived as scaurce cof more noney
(need undetermined).
h. First-level Tactors perceived as scuves of lack of moere

money (need undztermined).

Analysis of Effwets

1. Performance effeccts

0. Not mentioned.

[4+]
[
53
Q
s
faad
*.-l
e
B
<

1. General stetements regarding pesitive chang
or output of work.

2. General statcments regerding nsgetive change in quality
or output cof work.

3. Positive chongas in rate or amcunt of tim: spent in work.

.

b, Negative chenges in rate or amcunt of time spent in work.

5. BSpecific reperts of pesitive changes in cuality or nature
of work.

6. Specific repcrts of negative changes in quality or nature
of work.

T« Reports cof positive changes in both rate ond cuality of
work.

8. Reports cf negative changes in botn rote snd quality of
work,

Q. Statement affirming lock of change in amount or guality

of work.



2, "Turncver 2ffccts

L.
5e
6.
7.
8.

3. Mental

Hot menticnzd.

Cuit.

Made conneeticns.

Read papers - locked arcund - tock steps tut without
contactinzg other schocls or agencies.

Thought of quitling.

No thought of quitting despite negative feclings.

L2

Would not guit now because of positive feclings.
Would not quit despite specific offers.

Factor in decision te guit at later date.

health aspectis

Net mentioned.

Loss of sleep.

Psychesematic effects.

Psychological effects of tension (anxiety, loss of
appetite, headachas, ete.).

Psychesomatic effects and tension sympicnrs.
Inprovement in psychcsanatic conditions.
Improvement in tension symptems.

Improvement in psychosomatic conditions and tension

symptoms,

4, Interpersonal relations clffccts.

0.

1.

Not mentioned.

General stotements regarding pesitive effects.



5a.
6.

6a.

General stotements rogarding negative offocts.

Positive
Nepative

Positive

Negatlive
Positive

Negative

effects

ciffects

effects

cffeets

eflfects

effects

effects

ceffects

on

(9391

[€1g]

on

on

cn

on

on

family.
Lamily.
Triends.
students.
friends.
students.
co-workers.

co-workers.

Many specific positive effects on interpersonal relations.

Many specific negative effects cn interporsonal relations.

5. Attitudinal effectis

Nct mentioned.

Positive
Negative
Positive

Negative

Positive

Regative
Positive
Negative
Positive
Negative

Multiple

toward

toward

toward

toward

individual (supervisor).
individual (superviscr).
school.

school.

toward profession.,

tovward profession.

security feclings.

security feclings.

efTects regarding confidence.

cffects regarding confidence.

effects on attitude (positive).



-,

O, lidseellancous offects

Net mentioned.
By products - offects of effects affceting cther than
JjoL life.

Direct effects of attitudes alfecting other than job life.



ATPENDIX C

LETTER TO SUPERINTEDENT

Dear

I am 2 dcctoral candidate at The University of Arizcna. I am
working on my dissertaticn which is entitled "The Motivation to Work
In Deaf Tcachers of the Dealf." I hope to personally interview 50 deaf
teachers of the deaf employed in public residential schocls for the
deal in Califcrnia, Texas and Hew Mexico. Each interview would tak
approximately cone hour and will be scheduled so as to avoid impoesin
on the teacher's clessrocm time.

[

Ca

I wenld like Lo ask for your permission and ceoperation in re-
cruiting deal teachers in your school as subtjects fer this research
and in ccndueting their interviews on the school campus. To stars:,
I veuld nzed from you the names cf all deaf teachers in your school
so that I cuan later contaoct thenm individually to wsk if they will
volunteer t« participate as suljeets. From there, all that would be
needed wculd be to arrangs with each voluntzer a suitable time for
his intervicw.

All interview materizl will be treated with strict care, con-
Tidentiality and scientific ob:jectivity.

I wculd very wmuch appreciate your favering me with an early
reply to my request,

Sincerely,

Geno M. Vescovi
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APPENDIX D

e .

LETTER TO TEACHERS

Rehabilitation Center
University of Arizona
Tucson, Arizcne

Dear

w8 doctoral student at The University of Arizona. I am work-
dissertaticn which is cntitled, "The Motivaticn to Work in
ch

h

Ia=
ing on a
Deafl Teec
Jeet in

wers of the Deaf." I would like to invite you to be a sub-
is researcii.

The purpose cf this study is to investigate what deafl pnoplc thur—
selves nhave to say about what they want from their jcbs. I fecl that
this kind of rescarch will perhaps leed to a bettor undervstunding of
the deaf workcr's needs in different cccupaticnrs.

I7 you egree Lo participate in the study you will Lo personally
intervieved Ly npe, cne time, and it would take approximately one hour.
In additicn, you will be asked to fill in a short form giving bio-
graphical infcrmetion, e¢.g., ‘age, onsct of deafness, cte., and this
wvould reouire about 15 or 20 minutes. The form w1ll b2 sent to you
about cne menth befcore your scheduled interview.s

I o deafl mysell and will conduct the interviews in sipgn-language,
Tingersnelling and spescch, as needed. Your name will be kept confi-
dential. The material collected from you will not be identificd with
it. This approzch will be used to respect your privecy and to allow
you to express yoursell freely, spontanecusly, and accurately. The
ata securaed from you will be treated with as much scientific objoctive
o

vy as possitle.

IRy

With this letter I am enclosing a check- u111; and a sell-oddressed
and stamped cnvelcope for your use, Please check whather you will ac-
cept cr deceline te participaltz: in the study.

May I hear from you soon?

Sincerely,
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APPERDIX L

CHECK-SLIF MAILED TO RESPONDERTS

190

Plcasc £i11 cut this slip to indicaie whether ycu can poriicipat

5 reseorch. A sell-addressed stamped envelope is provided

[N

in th

{for your reply.

Your Tame:

Check Cne:

Can you participete in the study ()
Con net participate in the study ()

If ycu can participete chicck ycur prefoerred day of the weck and time

of day fcr the intorview I will soon schedule Tcr you.
1st cholce: Doy of the Week: Time: Q.M. Pem.

2nd choice: Day ci the Veek: Time: Q.. Pemts

3rd cheice: Day ol the Week: Time: Coolle Delle

Comments:

Thank you for your cocperaticn.
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APPENDIX F

BIOGRATHICAL INFCRIATION FORIM
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WACEORCUHD _THFORMATTION

Tiawe
- L e 3 -
e Address:

( ) varricd--Children ()
() single
L

( ) widowed-=Children ( )
Your Age:

Under 25

25—3h

ycu Becane D2ad's

Hew did ycu become dearl?
Speeify

Dc you ccensideor yoursell:
() peaf or ( ) Hard of
Herringe,
voice:
() Without a hearing aid
() With a hearing aid

Why did ycu chocse

ITf "Hard cf Heering',
cun you hour the conversaticna L 1k,

lO.

1.

12.

l3 .

"teuching the 15.

deef" as your occupoticnzl ©ield?

Did you ever consider another
oceupational Tield:t If "Yes"
describe it brivefly.

If you were to choose a differ-
ent field now, what would it
be and why?

Where did you obtain your edu=-
cation?
Elementary:
Residential
Public ( )
Private ( )
Day Schocl
Public ()

Private ( )

£ Years

=
o
.

High School:
Residaential
Public ()
Privete ()
Day Schocl

Pubilic ()
Privete ( )

l. i

{

Highest level attained wa
High Schoel or less
1-3 years of college
Bachelors Doegree
Masters Dearee
Doctoral

ther (Specify)

NSNS TN
e e e s ()

Collepe Atlended:
Gallaudet ()
Other (Hama)

Ceortification:

Contfurence ¢f exccutives of
American Schools ()
Gther (Speciiy)




L =

—
-—

-3 O\

Full Purt Lxperience

ob ds your npresent position? ime T -

()
(

feadomic Tewcher, lownr srades
Academic, Intermedivts orudes

2 T
) E
) Acodewie, Advanced grodos (
) (
) (
) (

(

Vocutlional, Intermcdiate
Voeavional, Advancod
Other (Specify)

2-5
) ()
) )
) )
) )
) () )
) () )
) () )

With which comanication method do you feel mest offective when
using with your cc-workers and students?

With Co-Workers With Students

Bxpressive Receptive Bxpressive Roeepbive

Sign Language
Pingerspaelling

() () ()
(

()

() ) () ()
Speech () () () ()
Lipreading () () () ()
Writing () () () ()
Gestures, Mime () () () ()

A cambination of the
above. Place nuabers
in parentheses) () () () ()

THANK YOU VERY MUCH FCR YOUR PATIERCE I COMPLETING THIS FFCRM.

Return to:

Geno Vescovi
Rehabilitation Center
University of Arizons
Tucson, Arizona
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