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CHAPTER I
INTRODUCTION
According to Byron Massialas the traditional image of
a teacher has been one of an older maiden lady who has de
voted her entire life and love to teaching children.

She

was not likely to be outspoken on political issues nor
influential in educational decisions.

She was supposed to

live a "moral" life, abstain from controversy, and train
children to support the prevailing social order.

She was to

be compliant and in no way participative."'"
This stereotyped idea of a teacher has undergone
considerable change.
sion."

Teaching is no longer a "female profes

The socioeconomic factor mix of a teacher has changed.

More male teachers exist at all levels of education.
are younger.

Teachers

They are interes ted in furthering their own

educational experience through increasing the number of units
above their degree.

Salaries are higher.

Teachers are no longer unspeaking and unheard.

They

are not afraid to voice their dissatisfactions as well as
opinions on educational issues and to go to the extremes of
striking to achieve their goals.
1Byron

Teachers are now an active

G. Massialas, Education and the Political
System (Reading, Massachusetts: Addison-Wesley Publishing
Company, 1969)1 P.P * 152-153-

1

part of the community and social system.

They join organi

zations, are politically active, and even become community
leaders.
Yet, even Massialas1 statement was based upon con
jecture and assumptions, not upon empirical research.

In

fact, there is a scarcity of empirical research dealing
with the teacher, past and present.
Statement of the Problem
Since historically most studies were descriptive in
nature , the problem becomes one of adding an empirical
dimension to what knowledge of teachers already exists.
In the absence of previous empirical research, this
study attempted to statistically corrolate selected socio
economic factors such as sex, age, and level of teaciiing
with such attitudinal areas as satisfaction, striking, and
collective bargaining.
Purpose of the Study
As indicated in the Statement of the Problem, this
study attempted to explain teachers' attitudes and satiofactions in terms of basic socioeconomic factors.

In so

doing, not only was an empirical dimension added to an under
standing of teachers, but a basis was established for furthe
research perhaps into cause and effect relationships.
It was further intended that this research study be
of value to teacher organizations for recruitment and goalsetting, and to school boards and administration seeking

3
insight into teacher behavior and attitudes in a dynamic
educational system.
Scope of the Study
A questionnaire (see Appendix D) and accompanying
letter (see Appendix E) were distributed through school
district mails or mailed direct to each of the 4596 classroom
teachers in Fresno County, California.

These teachers were

employed by nine unified school districts, eight union high
schools, and thirty-seven elementary school districts.
Participation in the study was voluntary.
Fresno County was selected because of accessibility,
monetary limitations , the desire not to sample but to study
the whole teacher population of a given area, and a belief
that the necessity to adjust to extremes of standards of
living and industrialization-urbanization could be avoided
(Fresno County is predominantly agricultural).
In addition, the research was restricted to classroom
teachers.

All administrators, counselors, nurses, and speech

therapists were eliminated if their main job was not that of
a classroom teacher.

The rationale for their exclusion from

the study was that these persons so differ among themselves
and from teachers , by virtue of their special training and
positions, that they might in some way affect the results.

Significance of the Study
As mentioned earlier in this study, the sheer lack
of empirical research in this area lends credence to conducting

4
a study of this nature which attempts to present a different
and objective view of teachers.
In addition, this research, it is hoped, will act as
a point of reference for other studies and hypothetical
speculation into other relationships.
Finally, as mentioned in the Purpose of the Study,
statistical research could have a high degree of value to
special interest groups.
Delimitations of the Study
Though this study of socioeconomic characteristics
and attitudes of teachers dealt with the entire universe,
there were several limitations to the study.
the limitations was the time factor.

Foremost among

The period from April

to June has traditionally been a time of unrest as teachers
are in the process of bargaining with school boards.

Teachers

tend to be both more aware and more critical of their profes
sion.
Second, not all of the teachers returned the question
naire (the response rate was 48 percent of the sample popu
lation).

This obviously leaves some room for speculation about

the would-be responses of those who did not return the question
naire and about whether the responses received were typical
of the whole.
Another limitation was that some of the questionnaires
may simply not have reached the intended classroom teacher,

•
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or were , unknown to tlie researcher filled out ley members of
the excluded group mentioned under the Scope of the Study.
In addition, some questionnaires may have gone un
answered or have been disregarded by teachers who considered
them to be the instrument of a governing board or a union.
Finally, not all of the questionnaires were received
in the same way—some at school and some at home.

This fact

may have determined whether or not the teacher was inclined
to answer and return it.
Research Hypotheses
The objectives of this study have been defined in
the previous sections with the general hypothesis being
that socioeconomic factors influence satisfaction and
attitudes.

Specifically there are fourteen main hypotheses

with which this paper dealt.

It should be kept in mind

that these few hypotheses in no way exhaust all the pos
sibilities.
A more detailed discussion of the following hypo
theses can be found in Chapter III under Research Design
and Methodology.
Hypothesis

1.0

Women are more likely than men to be
satisfied with teaching.

Hypothesis

2.0

Teachers between the ages of 20 and
35 years are more likely than teachers
36 to 50 years to be satisfied with
salary.

Hypothesis

3-°

Elementary teachers are more likely
than junior and senior high teachers
to be satisfied with teaching.

Hypothesis

4.0

Teachers who are satisfied with teaching
are more likely than dissatisfied
teachers to belong to CTA.

Hypothesis

5.0

Women are more likely than men to belong
to CTA.

Hypothesis

6.0

Teachers between the ages of 20 and 35
years are more likely than teachers 36
to 50 years to belong to CFT.

Hypothesis

7.0

Elementary teachers are more likely than
junior and senior' high teachers to belong
to CTA.

Hypothesis

8.0

Junior and senior high teachers are more
likely than elementary teachers to favor
collective bargaining.

Hypothesis

9.0

Teachers who are dissatisfied with
teaching are more likely than satisfied
teachers to favor collective bargaining.

Hypothesis 10.0

Teachers 20 to 35 years are more likely
than teachers 36 to 50 years to favor
collective bargaining.

Hypothesis 11.0

Junior and senior high teachers are more
likely than elementary teachers to favor
striking.

Hypothesis 12.0

Male teachers are more likely than female
teachers to favor striking.

Hypothesis 13*0

Teachers who are dissatisfied with their

Hypo thesis i4.0

Teachers 20 to 35 years are more likely
than teachers 36 to 50 years to favor

salary are more likely than teachers who
are satisfied with their salary to favor
s triking.

striking.
Organization of the Study
This chapter has introduced the research problem and
the specific hypotheses relating to it.

The purpose, scope,

significance and limitations of the study have also been

discussed.
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Chapter II will present a review of the available
literature with special emphasis on the variables under
consideration in this study.

Whenever possible attempts

have been made to relate the findings to the objectives of
the s tudy.
Chapter III will concern itself with research design
and methodology.

This section will deal with the basic

hypotheses and their rationale, research procedures and
instrument, the collection of data, and further limitations.
In Chapter IV a summary of results and the testing of
the hypotheses yrll.l be presented with particular attention
paid to the support or non-support of the hypotheses.
The final chapter will discuss the research findings
in relation to the literature review, implications, and
significance for future research.

CHAPTER II
REVIEW OF RELATED LITERATURE
As discussed in Chapter I, this study dealt with the
relationship between selected socioeconomic characteristics
of teachers and their job satisfaction, organizational member
ship, and attitudes toward collective bargaining and striking.
Accordingly, the purpose of Chapter II will be to develop a
background for the selection of characteristics and discussion
of attitudes and group membership.

Thus this chapter consists

of a review of the literature relating to selected socio
economic characteristics, satisfaction, group aftiliation,
collective bargaining and striking of teachers.

Job Satisfaction
According to Byron Massialas , "Recent teacher mili
tancy has its roots in dissatisfaction with salaries and
school conditions."

Compared to other professions requiring

comparable training, teachers feel that salaries and work
conditions are not commensurate with the level of education
a 2
and experience required..
The most significant factor in explaining this dis
satisfaction is sex.

While single women are not considered

happy in their attitude toward the school, the job, and work

2Massialas,

Eklucati^, p. 187-

8

load, their number is decreasing, leaving the profession
dominated by married women who are satisfied."^
According to an NEA survey in 1969, single teachers
are more involved in their careers and thus more critical of
the employment situation, particularly in their attitude.
Married women, on the other hand, are less dependent on their
job for satisfaction.
and more satisfied.

As a result, they

are less critical

k

The least satisfied group in the NEA survey were men.
Teaching is a life career and men are highly involved and
critical of their situation.

They seem to be unable to stand

the low salaries and low status.

Whereas in the past men have

left teaching for better jobs, they are now staying and out5
wardly expressing their dissatisfaction.

To be specific,

the percentage of men teachers at all levels of teaching has
increased from 31 percent in 1966 to "}k percent in 1971*

It

will be interesting in the years to come to see if married
women become more dissatisfied as their quest for equality
and career mindedness increases and they begin to ieel the
crunch of higher standards of living.
3 "New

Profile of the American
Today's Education, Vol. 6l , 5 (1972),
Teachers Satisfied with Their Working
Research Bulletin , Vol. b , 1 (1969)>

Public School Teacher,"
15 5 see also "Are
Conditions?" NEA
7•

'"Are Teachers Satisfied," p. 7•
5Alan

York:

Rosenthal, Pedagogues and Power (Syracuse, New
Syracuse University Press, 1969)> P« 13.
^"New Profile," p. 15•

10

Another factor relating to satisfaction is age.
From the early twenties to the middle thirties , a person
tends to ignore dissatisfaction in anticipation of rewards
to come.

From the late thirties to the early or middle

fifties, the worl-cer is oriented to the present.
reconcile past and present.

He must

He seems determined for his own

psychological stability to save his ego.

He is highly

critical of his job and consequently dissatisfied.

From the

early fifties to retirement, the teacher faces reality and
his satisfaction depends on how he views his accomplishment,
with a positive view leading to job satisfaction.7
In line with the preceding statement concerning satis
faction of older teacher, it should be rioted that contributory
factors are the improved economic conditions and seniority
systems that grant

these teachers improved work situations.8

A third factor in satisfaction is the level taught.
In general, elementary teachers are the most satisfied and
senior high teachers the least.

This might be explained by

the fact that in 1971 only one man in four was teaching at
the elementary level.

Most elementary teachers are the
10

satisfied married female teacher.

'"Are Teachers Satisfied," p. 6.
8Ibid.,

pp• 6-7•

^Ibid. , p. 7•
"^"New Profile," p. 15•
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Considering such factors as attitude, junior high
teachers are the least satisfied.

One speculation is that

junior high is a forgotten area of education,^"*"

In addition,

it is thought that many junior high teachers are really
frustrated teachers who desire to teach at the secondary
i
i 12
level.
Contrary to popular belief , salary does not rank first
as a cause of dissatisfaction.

In a survey of teachers by

John Check, salary ranked sixth as a cause behind other items
13
relating to instruction.
Organizational Affiliation
One of the prime results of dissatisfaction is the
effort to organize.

Teachers have become frustrated with the

obstacles before them.

They are no longer content to let the

school boards and administration decide everything.

They want

to be listened to and to have an active part in policy detei —
mination.

To do this they are banding togethei for the in—

lb
creased power that it gives them.

11 "Are Teachers Satisfied." p. 7«
12T.

M. Stinnet, Turmoil in Teaching (New York:
MacMillan Company, 1968), p. 82.

The

13Massialas,

Education, p. 158; see also John F. Check,
"Dissatisfaction in Teaching," TimJducationa^^ Vol. 35,
2 (1971), Hb.
"•"^Elizabeth D. Koontz, "Why Teachers are Militant,"
"
,
\rr\ 1
21 5 (1968), 12; see also Alan
r
Rosenthal"^ "New~Voic es in'Public Education," Teachers College
Record, Vol. 68, 1 (.1966), 13-

12
Vying for the membership of teachers are two major
organizations—the National Education Association (NEA) and
the American Federation of Teachers (AFT) with their California
counterparts of the California Teachers Association (CTA) and
the California Federation of Teachers (CFT), respectively.
Basic to the membership battle is the issue of profes
sionalism versus unionism.

The NEA, which encompasses both

35

teachers and administrators,

considers itself to be on a

par with other professional organizations like the American
Medical Association.

The NEA favors a sanctions alert, but

not a strike, and only recently has adopted the idea of
collective bargaining in place of their historic "negotiations.

.16

The AFT, on the other hand, does not try to hide its
union affiliation with the AFL-CIO and its exclusion of
administrators from membership.

Traditionally a proponent

17

of collective bargaining, the AFT's major weapon is the strike.
Of extreme interest to the NEA and AFT is a profile
of today's teacher and what type of teacher is apt to join
which organization.

As was the case with satisfaction, sex

15Michael

H. Moskow and Robert E. Doherty, "United
i . T e a c h e r
end Associations: A Comparative Study
ed. by'Albert A. Blum (UrDana, Illinois: University of

s

t

a

Illinois Press, 1969) > P* '~99 »
l6Wesley

A. yildman, "Collective Action by Public
T,u„Qfria1 and Labor Relations Review, Vol.
School Teac ers , ^ — algo Moskow and Doherty, ""United States,»

m

n'BOB and Robert T . Woodworth and Richard B. Peterson
p. 303 and
ror Public and Professional Employees
(Glenview^
1?Wildman,

and Company, 1969), p. 3H

Collective Action^

Woodworth and Peterson, CollecUviiiL

p. ll^see also^

13
is a major determiner of organizational affiliation.

Male

teachers (who, it has already been mentioned, were found to
be the most dissatisfied) are more likely to seek drastic
action and to join AFT; women teachers are less politically
oriented and more inclined to join and become active in NEA,"'"^
Another factor influencing organizational membership
is age.

Younger teachers seem to offer the best recruiting

prospects for unions.

Young teachers are recently out of

college, fired with idealism, and groping for the kind of
rapid change that unions promise.

And yet, unions must act

quickly to enlist the young, for the longer a person teaches,
19
the better the chance is that he has accepted the status quo.

The level of teaching is another influential con
sideration.

Elementary teachers, where satisfied female

teachers predominate, are more inclined to join NEA; junior
and senior high teachers who harbor the most unrest prefer
the AFT.

20

Collective Bargaining
As mentioned in the preceding section, collective
bargaining, historically a focal point of dispute between AFT
and NEA, has now become a common tenet for both.
. Education, p. 154; see also Alan Rosenthal,
Pedagogues' and Power,-FT 30 and Stanley Elam, "Teachers'
Unions: Rift Without Differences, The Nation, Vol. _01, 11
(1963), 247.
1^Rosenthal

20-p-]

, Pedagogues__and Power, p. 33-

"Teachers' Unions," p. 24?'; see also Rosenthal,
j'r,
n 2 3 and Stinnett, Turmoil in Teachxng,
Pedagogues and Power, p. Jb
p. 82.
m

Ik

Collective bargaining, for the purposes of this study,
is defined as "the negotiating of major conditions of employ
ment by an employer and his organized employees , each of which
has the capacity to influence the character of the final

, „ 21

agreement."

In January of 1962, President John F. Kennedy issued
Executive Order IO988, which was a turning point for bargaining
by teachers.

It gave to teachers and other public employees

the right to organize , the right of recognition of their
employee group, the right of exclusive recognition of one
employee group of their choosing, and the right to have repre
sentatives negotiate written agreements applying to all
teachers.

In essence, it gave teachers a right that has

existed for years in the private sector——the right to bargain
22
collec tively.

Having established the right to bargain collectively,
the regulation of labor relations in school districts was
left to the states.

In California, the legislature decided

against exclusive representation and instead adopted a system
whereby representation was accorded on a proportional basis.
The number of members that an organization could place on the
negotiating council of five was to be in proportion to its
23
membership strength in the district.
21Woodworth
22Ibid.,

and Peterson, Collective Bargaining, p. 124.

pp. 20-30 and 126-127,

«and

also

15
In addition to the preceding, the scope of matters
covered isas not limited to salaries and working conditions,
but extended to all matters related to employment.

p

However,

the California law differs from collective bargaining in the
private sector in one major area.

California law mandates

that employer-employee representatives must "meet and confer."

25

It does not specify that they must bargain in "good faith."

¥e will now look at what conditions and factors might
influence a favorable attitude toward collective bargaining
(even though both NEA and AFT now favor collective bargaining,
many teachers still oppose the idea).

Dissatisfaction with

employment conditions ranks as the foremost reason.

Dis

content with administration and economic conditions is primary.

in addition, there are the dissatisfied junior and

senior high teachers , where men predominate , leading the move —
ment toward collective bargaining.

27

It would appear that an

increasing number of teachers have found that collective
bargaining is the only way to achieve their goals in a re
lationship where school boards formerly held the upper hand.
2i|Doherty, "The Law," p. 4; see also Michael H.
Moskow, T^rhprs and Unions (Philadelphia: University of
Pennsylvania, 1966), p. 15«
2^Moskow

and Doherty, "United States," p. 315.

26William

B. Boyd, "Collective Bargaining in Academe:
Causes and Consequences," Liberal Bducatxon, Vol. 57, 3

(1971), 307.
27Moskow

and Doherty, "United States," p. 309.

16
Striking
One of the most controversial topics among teachers
today, as an alternative to collective bargaining, is the
stiike.

A generation ago teachers strikes were unheard of;

a decade ago they were a rare news item; today they are a
troubling part of school life.

America's teachers have

power and are using it to achieve their goals.

Teachers no

longer hesitate to picket, withdraw services, or strike if
p3
their demands are not met,"
Striking indicates dissatisfaction.

Consequently all

things that have been said in the section on job satisfaction
apply here.

A 1968 survey, for instance, demonstrated that

more male than female instructors were sympathetic toward
striking.

Likewise, more junior and secondary teachers, who

29
are mostly men and dissatisfied, favored striking.
While it was stated in the section on job satisfaction
that salary was not the main cause of dissatisfaction, in the
same 1968 survey by Marvin Levine , the major issue in 62 per
cent of the strikes in 1968 was either salaries or hours of
work.

It would appear that while other areas of teaching

can be of more importance than salary as a prime cause of
dissatisfaction, it is the dissatisfaction with an item so
28Walter Goodman, "Why Teachers are Striking,"
Lfc„
.
_ ._
Pnhiir Employees, ed. by Herbert
.Collective
^
\7T~^Tl^on~Company, 1969),
L. Marx, Jr. (New Yoric.
me .
„ _
-icq
l
A/T—1 c r n q 1 3 S •? „———.—
KflllC ct U1 OIT. 5 P•
1•
pp. 63-69? see also
Massiaia
S"

29
t
"The Issues in Teacher Strikes,"
T
Marvin J. L«™^atIon, Vol. 22, 1 (1970), 4.
The Journal of General Education,

17
personal as salary that would cause such, drastic action as

30
the strike.
1 inally , membership in AFT seems to imply a condoning
of the union strike weapon.

Yet, it is interesting to note

that a favorable attitude toward striking is not an exclusive
feature of AFT membership.

In an NEA Teacher Opinion Poll in

1965) five out of ten teachers indicated a favorable attitude
toward striking.

The same poll in 1968 indicated seven out

31
of ten teachers felt it was justified.

It would appear that

oven though striking by teachers is illegal, attitudes cannot

32
be legislated and teachers will strike.

"^Ibid., p •

5•

^Ibid., p •

3•

^Moskow and Doherty,

"United States," p. 313*

CHAPTER III
RESEARCH DESIGN AND METHODOLOGY
In the preceding chapter, Review of Related Literature,
several relationships were suggested between socioeconomic
characteristics (such as sex, age, and level of teaching) and
attitudes concerning satisfaction, striking, collective
bargaining and organizational membership.

Since these re

lationships lend themselves to empirical research, all that
remains is to establish and test the desired hypotheses in
order to ascertain statistically sound relationships.
This chapter, then, describes:

the major hypotheses

tested, the research design and instrument utilized, the
composition of the sample, the procedures for collection of
data, and the limitations of the study.

Hypotheses
The hypotheses were selected for this study on the
basis of importance in supporting or contradicting literature
statements and the contribution they could make to the general
knowledge in this field.
As indicated in the 1969 NEA survey, sex, age, and
..
mnoi significant in explaining dislevel of teaching were most
signi
,. „
, •
satisfaction.

order to accurately hypothesize dissatxsm oruti

Tn

racoc= of this study satisfaction was
faction, for the purposes oi tn

18

19
broken down into six components which encompass the major
areas o±

teaching:

salary, administration, curriculum, duty

schedules, 1ringe benefits, and district policy.

It was felt

that responses would be more accurate if specific guidance
was given.33
Also the age group selection needs mention.

In the

same NEA survey mentioned above, the NEA research team felt
that their findings regarding teachers logically fell into
three categories — twenties to mid thirties, late thirties to
mid fifties, and mid fifties to retirement.

Accepting their

findings at better than arbitrary, this survey questionnaire
and hypotheses use the age classifications of 20 to 35 > 36 to
34
50, 51 to 65, and 66 and over.
In terms of specific hypotheses, the age groups 51
years and older were omitted, again drawing from the NEA
survey where teachers in those ages were not definitive since
so much depended on their own personal views of their
accomplishments.35

In addition, the researcher limited the

dimension of age and satisfaction to satisfaction with salary
as a major indicator without boring the reader with unnecessary
sub-hypo theses.
The first three hypotheses and any necessary sub,hypotheses
,_
a j
+ - satib.
t i s1 T a c t i o n i n t e a c h i n g *
relate
to
33"Are

Teachers Satisfied,

3 ibid.,

p • 6.

, p. 6.

35Ibid.

PP» 6 7•
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Hypothesis 1.0

Women are more likely than men to be
satisfied with teaching.

Sub Hypothesis 1.1

Women are more likely than
men to be satisfied with
their salaries.

Sub-Hypothesis 1.2

Women are more likely than
men to be satisfied with
the administration.

Sub-Hy po thesis 1.3

Women are more likely than*
men to be satisfied with
the curriculum,

Sub-Hypothesis 1.4

Women are more likely than
men to be satisfied with
duty schedules.

Sub-Hypothesis 1.5

Women are more likely than
men to be satisfied with
fringe benefits.

Sub-Hypothesis 1.6

Women are more likely than
men to be satisfied with
district policy.

Hypothesis 2.0

Teachers between the ages of 20 and 35
are more likely than teachers j6 to 50
years old to be satisfied with salary.

Hypothesis 3.0

Elementary teachers are more likely than
junior and senior high teachers to be
satisfied with teaching.

Sub-Hupothesis

3.1

S u b -Hypothesis 3-2

Sub-Hypothesis 3 - 3

Elementary teachers are
more likely than junior
and senior high teachers
to be satisfied with their
salary.

Elementary teachers are

more likely than junior
and senior high teachers
to be satisfied with
administration.

Elementary teachers are
more likely than junior
and senior high teachers
to be satisfied with the
curriculum.

21
Sub—Hypothesis 3»4

Elementary teachers are
more likely than junior
and senior high teachers
to be satisfied with duty
schedules.

Sub —Hypo thesis 3*5

Elementary teachers are
more likely than junior
and senior high teachers
to be satisfied with
fringe benefits.

Sub-Hypothesis 3*6

Elementary teachers are
more likely than junior
and senior high teachers
to be satisfied with,
district policy.

Also in need of mention is the grouping of junior and
senior high teachers together for hypotheses.

Again in the

NEA survey junior and senior high teachers were found to
exhibit such similar characteristics that they could be
grouped together for the purpose of making statements in
36
comparison with elementary teachers.
The next four hypotheses concern organizational
membership--CTA or CFT.

The most significant factor in

determining membership, as noted by Elizabeth Koontz, was
dissatisfaction.3 7
of teaching.38

This was followed by sex, age, and level

Therefore the following hypotheses:

Hypothesis 4.0
>P
'

3^Ibid.,

Teachers who are satisfied with teaching
are more likely than dissatisfied
teachers to belong to CTA.

p. 7 •

37Koontz,

"Why Teachers," p. 12.
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Tiprion-npnfis and Power, pp. 30 35*
Rosenthal , ' oclaf!:"',
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Sub-Hypothesis 4.1

Teachers who are satis
fied with their salary
are more likely than
teachers dissatisfied
with their salary to
belong to CTA.

Sub-Hypothesis 4.2

Teachers who are satis
fied with the adminis
tration are more likely
than teachers who are
dissatisfied with the
administration to be1orig
to CTA.

Sub-Hypothesis 4.3

Teachers who are satis
fied with the curriculum
are more likely than
teachers who are dis
satisfied with the cur
riculum to belong to CTA.

Sub-Hypothesis 4.4

Teachers who are satis
fied with duty schedules
are more likely than
teachers who are dis
satisfied with duty
schedules to belong to
CTA.

S u b - H y p o t h e s i s 4.5

Teachers who are satis
fied with fringe benefits
are more likely than
teachers who are dis
satisfied with fringe
benefits to belong to CTA.

S u b - H y p o t h e s i s 4.6

Teachers who are satis
fied with district policy
are more likely than
teachers who are dis
satisfied with district
policy to belong to CTA.

Hypothesis 5-0
Hypothesis 6.0

Women are more likely than men to belong
to CTA.
Teachers between 20 and 35 years are more
likely than teachers 36 to 50 years to
belong to CFT.
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Hypothesis 7•0

Elementary teachers are more likely than

junior and senior high teachers to belong
to CTA.
The next three hypotheses deal with attitude toward
collective bargaining.

According to William Boyd, dissatis

faction ranks as the foremost reason for a favorable attitude
toward collective bargaining, more particularly dissatisfaction
with salary and administration.39

In addition, junior and

;40
. .
senior high teachers tended to favor collective bargaining.

To these the researcher has added the dimension of age to
see if it is consistent with findings regarding age and CFT
membership.
Hypothesis 8.0

Hypothesis 9.0

Junior and senior high teachers are more

likely than elementary teachers to favor
collective bargaining.

Teachers who are dissatisfied with
teaching are more likely than satisfied
fcGciclioir's to fa.voic collective
»

Sub -Hypothesis 9-1

Teachers who are dissatis
fied with their salary are
more likely than teachers
who are satisfied with
their salary to favor
collective bargaining.

o w u-imo t-bpsis 9.2
Sub Ilyf
•

Teachers who are dissatis-

Hypothesis 10.0

Teac

v, ^

fied with the administration
are more likely than teachers
who are satisfied with the
administration to favor
collective bargaining.

to 3 5 years are more likely
3g to 50 years to favor

c ollective bargaining.
39Boyd,

"Collective Bargaining," p. 3°7

40
rwHortv. "United States," p. 309,
3Moskow and Doherty,

2b
Tlie remaining hypotheses deal with the attitude
toward striking.

According to Levine, the major factors

are sex, level of

teaching, satisfaction with salary, and

age.

Satisfaction was limited to salary since Levine noted

that a majority of strikes result from dissatisfaction with
^1
salaries.

Therefore the following concluding hypotheses:

hypothesis 11.0

Junior and senior high teachers are more
likely than elementary teachers to favor
striking.

Hypothesis 12.0

Male teachers are more likely than
female teachers to favor striking.

Hypothesis 13 «0

Teachers who are dissatisfied with their
salary are more likely than teachers who
are satisfied with their salary to favor
s triking.

Hypothesis l'l.O

Teachers 20 to 35 years are more likely
than teachers 36 to 50 years to favor
striking.

Research Design and Instrument
As previously noted, the research xvas conducted as a
survey utilizing a questionnaire.

The use of individual

interviews was discarded as impractical since the whole popu
lation and not a sample were being surveyed.

Data collected

e
s o c i o e c o n o m i c characteristics and attitudes
were for
selected sociutouhomx
i
xr-i -Mi -fhp ~rpsecircli hypotheses set;
and analyzed in accordance with the researcr
yr
sppHon

forth in the previous secti

The results of this analysis

appear in the follovving chapter.
•i
i 07P
the pretest questionnaire (see
During April, 1972, the px
•

1 d

H U S requested to Clovis , Luton, and

Appendix A) was mailed as req

^Levine, "The Issues," P-

1

•
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Sanger Unified School ijj-swicxs.
District

,, . question
,.
Included m this

naire were the socioeconomic characteristics of sex, age,
level of teaching, tenure, number of units above a degree,
salary , previous union membership, and previous union
membership o±

parents.

Also included were satisfaction

(broken down into the four areas of salary, administration,
fringe benefits, ancl district policy), organizational member
ship, attitudes toward collective bargaining and striking,
and a question concerning choice of organization to join.
In hopes of encouraging a large response, the intent
of the questionnaire was to be as simple and concise as
possible, though the researcher realized that all items might
not be of use.

Therefore, the results of the pretest were

carefully considered.

Foremost was a recommendation to include

duty schedules and curriculum a.s components of satisfaction.
Though the comment was to drop question 11 ("Do you agree
with the principle of striking?") since it was illegal for
teachers to strike, the researcher decided to keep the
,.
_
, . was an
arl integral part of the study and
question
because
it
iiiu^£
i
j that
f-Ufl I- one
one cannot
legislate attitudes,
because he was convinced
cam
•
nuestion 13 ("At the time you
The last decision was to drop ques
. . .
t i c f i n a b o v e a l t e r n a t i v e s a v a i l a b l e t o y o u ? " )
joined were all of trieP ciDo/t
rFT is

as irrelevant since Crl i

a

relatively new organization to

teachers.
, .nflT,ai re can be seen in Appendix D,
The final questionna l
,Hm]S section, the age group divisions
As was noted in the pre
J - no- to the NEA survey quoted. The unit
were selected accordi g

categories were according to the divisions most commonly
found on salary schedules.

The breakdown of salaries was

arbitrary on the part of the researcher.
As mentioned in Chapter I , on the back of each
questionnaire was a statement to the teacher explaining the
nature of the study and stressing

anonymity and availability

of results to the respondent.
Composition of the Sample
The focus of this study, as previously stated, was
on teachers in Fresno County whose main job was that of a
classroom teacher.

Some school personnel such as adminis

trators, counselors, nurses, and speech therapists were
excluded from the study since they were considered as dif
ferent from classroom teachers by virtue o±

their special

training.
Collection of Data
The purpose of this section is to describe the pro
cedures by which data were collected.

Accordingly, there

follows a discussion of the testing procedures.
During April, 1972, each school district in Fresno
-i i
Uv nhone for permission to
County was contacted personally by phone
r
+.„nnaire through that district's
distribute the final questionnaire
s

mail.

,
a n d Sanger Unified School Districts
Clovis , Laton, and .
g

f-innnaires before granting permission
requested sample question
•i
to use the district max. •

These districts were consequently

-Frv-r the questionnaires.

used as pretest areas f
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Alter receiving- the pretest questionnaire, both Clovis
and La ton Unified School Districts refused permission to use
distiict mails, stating that they did not consider the
questionnaire worthwhile.

Washington Union High School and

Kingsburg Elementary School Districts likewise declined the
use of district mails.

In these cases, each teacher in the

district received a questionnaire mailed to his home address.
Of the districts granting approval, a questionnaire
for each classroom teacher was personally delivered to the
district offices of Fresno City, Sanger, Kings Canyon, and
Riverdalo.

The remaining districts received at their district

office one questionnaire per classroom teacher to be distributed to individual school sites.

Included with the

mailed questionnaires was a letter of reminder to the district
superintendent (see Appendix B) and a letter to each principal
(see Appendix C).
Also attached to each questionnaire was a selfj,
i envelope.
i
o
addressed
to ensure

Wn ioiiow
follow—ud
JNo
u.p card was sent since in order

.,
coo-r-oh er had no record of who
anonymity,
the iesearcnei

returned a questionnaire.
The mailing of the final questionnaire was completed
during May, 1972, with all returned questionnaires
by mail during May and June.

All returned queetionnaires

. . chouJd any event have occurred during
were dated upon receipt si
i I affect the findings.
that time which would art
occurred.

No such event
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It is the opinion of the researcher that the con
ciseness and simplicity of the questionnaire accounted for
the large percentage of return (48 percent).

Several

questionnaires were returned incomplete and most question
naires contained written comments.
Limitations
Though the prevailing strengths of this study are the
realistic approach, the large return, and the inclusion of
the whole population rather than sampling, there also exist
two types of limitations— in the instrument itself and in
the interpretation of results.
As for the instrument, the primary .limitation concerns
interpretation of the terms used on the questionnaire.

Com

ments on returned questionnaires indicated that many teachers
felt vague or unsure about what collective bargaining is.
Another problem with the questionnaire was the groupings
for age, salary, and units.

Though units were not specifically

used in a major hypothesis and age did follow some criteria,
salary was grouped arbitrarily.

It is conceivable that the

groupings could have in some way influenced the results.
However, the researcher felt that grouping was superior to
-I-Formation in soliciting a response,

T

asking for specific ml ormaii

v. i
ri Th the instrument was in its format
A third problem with tnt
On the questions concerning attitudes, the
On one qu
wi th no room for a qualified
answer was either yes or no with no

r

•

for answering.
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answer.

Because of this
some teaciiers reiused
^
^ to
i. answer
"-0 some

specific questions.
Finally , it is also conceivable that some important
socioeconomic characteristics could have been omitted which
would have been more significant than those selected, such
as political affiliation or family background.
As for interpretation, there was no analysis done on
the questionnaire in terms of two factors that together might
influence a result.

It was assumed that in a given relation

ship one variable was the sole determiner of the relationship.
Furthermore, each hypothesis assumes a reciprocal relation
ship.

In example, with the hypothesis "Men are more likely

than women to belong to CFT," the reciprocal or reverse,
"Women are more likely than men to belong to CTA," is assumed
to be equally true or untrue as found in Chapter IV ,
In summary, despite the limitations, it is felt that
the design of this study was sufficient and the theoretical
base of the hypotheses sound enough for new insights in this
area of teachers' attitudes.

CHAPTER XV

EMPIRICAL RESULTS

The purpose of Chapter IV is to present data which
have been gathered in this study.

Discussion will be limited

to the data itself, the statistical treatment, and the testing
of the hypotheses presented in Chapter III.

The consequences

and implications of results are discussed in the following
chapter.
Analysis is based upon 2199 returned survey questionaires.

The 2199 represent 48 percent of the 4596 questionnaires

distributed.

The response rate was both unusual and gratifying

when compared to studies of a similar nature and lends greater
credence to the results.

Descriptive Summary
Ho shall now turn our attention to the frequency dis,
T„v,i p 1 for a discussion of pertinent
tribution shown m fable i
results.

...
q Hasprhtive information can be found in
Additional descupu
-

Appendix F.

mi
i of« of the hypotheses will be reported
The tests ol tne uyr

and analyzed in the final section.
As can be seen from the table, and assuming the
tentative, teaching in general is still
responses to be repres
^fp,sion. While NEA in its 1969
a predominantly ± emale pi
ponf of the teachers at all levels
survey found that 3 * Per
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Table 1
1REQUENCY -DISTRIBUTION OF RESULTS
SEX:

880
1311
8
2199

male
female
no response
TOTAL

AGE:

902 from 20 to 35 years
872 from 36 t o 50 years
k 0 8 from 51 to 65 years
6 from 66 and up
11 no response
2199 TOTAL

LEVEL O F T E A C H I N G :
1125 elementary
438 junior high
601 senior High.
33 no response
2199 TOTAL
AGREE W I T H
COLLECTIVE
1342
661
196
2199

BARGAINING:
yes
110

no response
TOTAL

STRIKING:
yes
no
no response
2199 TOTAL

AGREE W I T H
526
1574
99

MEMBER:
CTA
CFT
bo th
neither
8 no response
2199 TOTAL

1778
56
90
257

SATISFIED WITH SALARY:
959 yes
H56 no
84 no response
2199 TOTAL
SATISFIED WITH THE ADMINISTRATION
1044 yes
989 no
_166 no response
2199 TOTAL
SATISFIED WITH CURRICULUM:
1026 yes
1004 no
169 no response
2199 TOTAL
SATISFIED WITH DUTY SCHEDULES:
l446 yes

663 no
90 no response
2199 TOTAL
SATISFIED WITH FRINGE BENEFITS:
II67 yes
922 no
110 no response
2199 TOTAL
SATISFIED WITH DISTRICT POLICY:
895 yes
1029 no
275 no response
2199 TOTAL
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were male, kO percent of the respondents in this survey were
male indicating an increase in the number of men in the
hp
teaching profession.
Likewise, more teachers responding were elementary
teachers, chough not by much over combined junior and senior
high teachers.

Also shown was that many more teachers belonged

to CTA than CFT.
The age group of 20 to 36 years held the most respondents,
with the

36 to 50 age group next.

the NEA findings that

This would appear to follow

the median age of teachers is becoming
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younger.
In addition, respondents favored collective bargaining
by about two to one and opposed striking Dy almost three to
one.
Finally, the response on satisfaction was interesting.
The majority opinion was satisfaction with the administration,
curriculum, duty schedules and fringe benefits, but dissatis
faction with district policy and salary.
Having discussed the distribution of characteristics
and attitudes, it is now possible to conduct specific tests
of the hypotheses outlined in Chapter III.

Tests of the Hypotheses
•_ cone
roncerned with presenting the results
err
This section ifc> concent"
from the testing of Hypotheses

l.O through l4.0 and the sub-

hypotheses contained therein.
ZIP
„
1 1=
'-"New Profile, P» ^-3 •

^Ibid.
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Henceforth, all the hypotheses and sub-hypotheses
will be stated m null form to lend themselves to statistical
testing.

The test applied in this study was the Chi Square

test with a level of significance of .01 or less being
acceptable in supporting or contradicting the given hypotheses.
The liist three hypotheses were derived from research
and deal with satisfaction.

In null form they read as follows:

Hypothesis 1.1

Women and men do not differ in their
satisfaction with salary.

Hypothesis 1.2

Women and men do not differ in their
satisfaction with the administration.

Hypothesis. 1.3

Women and men do not differ in their
satisfaction with curriculum.

Hypothesis 1.4

Women and men do not differ in their
satisfaction with duty schedules.

Hypothesis 1.5

Women and men do not differ in their
satisfaction with fringe benefits.

Hypothesis 1.6

Women and men do not differ in their
satisfaction with district policy.

Data results on Hypotheses 1.1 through 1.6 are pre
sented in Tables 2-7.

Applying the Chi Square criteria

,i
|
o rpMrdinf
mentioned, Hypotheses
1.pregdiuiug the administration and
am-vnorted in null form thus
1.3 regarding curriculum were supx
^
that there was a relationrejecting the original hypotheses
,
cfqrtion with administration and
ship between sex and satistacuon
curriculum.
P me null hypotheses 1.1 regarding salary,
Rejection oi the nun "n
..
-,5 regarding fringe benefits,
1.4 regarding duty schedules, 1.3 reg
,•
oolicy provides considerable supand 1.6 regarding aistric
p
.
mtheses that women are more likely than
v
port for the basic hypotheses

men to be satisfied with salary, duty schedules, fringe
benefits, and district policy.
Table 2
SEX AND SATISFACTION WITH SALARY
Satisfaction with Salary
NO
YES
TOTALS

Sex

NR*

NR*

0

30

54

84

MALE

4

595

557

1156

FEMALE

4

255

700

959

TOTALS

8

880

1311

2199

Level of Significance .001
* indicates no response

Table 3
SEX AND SATISFACTION WITH ADMINISTRATION
Satisfaction with Administrate
TOTALS
YES
NO
166
108
57

Sex

NR*

NR*

1

MALE

5

426

558

989

FEMALE

2

397

645

1044

TOTALS

8

880

1311

2199

Level of Significance .100
* indicates no response
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Table 4
SEX AND SATISFACTION WITH CURRICULUM
Satisfaction with Curriculum
NO
YES
TOTALS
54
114
169

Sex

NR*

NR*

1

MALE

5

445

554

1004

FEMALE

2

381

643

1026

TOTALS

8

880

1311

2199

Level of Significance .020
* indicates no response

Table 5
SEX AND SATISFACTION WITH FRINGE BENEFITS
Satisfaction with Fringe Benefits
NO
YES
TOTALS

Sex

NR*

NR*

O

38

'72

110

MALE

2

496

b2b

922

FEMALE

6
8

3 b6

815

1167

880

1311

2199

TOTALS

Level of Significance .001
* indicates no response

Table 6
SEX AND SATISFACTION WITH DISTRICT POLICY
ith District Policy

Sex

NR*

Satisfaction
NO

NR*

2

84

189

275

MALE

b

478

547

1029

FEMALE

2

JU8.

575

895

g

880

13H

2199

TOTALS

Level of Significance oOOl
* indicates no response
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Table 7
SEX AND SATISFACTION WITH DUTY SCHEDULES

Satisfaction with Duty Schedules

Sex

NR*

j^q

NR*

0

39

51

90

MALE

1

309

332

662

FEMALE

2

532

908

1447

TOTALS

8

88O

1311

2199

YES

TOTALS

Level of Significance .010
* indicates 110 response

In null form Hypothesis 2.0 reads as follows:
Hypo thesis 2.0

Teachers 20 to 35 years and teachers 36
to 50 years do not differ in their
satisfaction with salary.

Again using the Chi Square test, the level of sig
nificance was such that the null hypothesis was rejected.
Therefore support was provided for the reverse of the basic
hypothesis which is :

Teachers 36 to 50 years old are more

likely than teachers 20 to 35 years to be satisfied with
salary.

Data results are presented in Table 8.

Table 8
AGE AND SATISFACTION WITH SALARY
Satisfac tion
NR*

2

2O-3 0
26

NO

5
<4

509
26i
7
J

YES
TOTALS

Age (in years)
51-6 5
36-50
23
32
469

371 .
872
902
11
Level of Significance .001
e
* indicates no respons

173
212
,408

66 +
1

TOTALS
84

0

1156

5
6

959
2199
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In null form Hvpothpspq
a i in,
„
ypu meses J.i
through 3.6
read as
follows:
Hypothesis 3 •1

Elementary and junior and senior high
teachers do not differ in their satis
faction with, salary.

Hypothesis 3.2

Elementary and junior and senior high
teachers do not differ in their satis
faction with administration.

Hypothesis 3-3

Elementary and junior and senior high
teachers do not differ in their satis
faction with curriculum.

Hypothesis 3-3

Elementary and junior and senior high
teachers do not differ in their satis
faction with duty schedules.

Hypothesis 3-5

Elementary and junior and senior high
teachers do not differ in their satis
faction with fringe benefits.

Hypothesis 3.6

Elementary and junior and senior high
teachers do not differ in their satis
faction with district policy.

Data of results are presented in Tables 9-lk.

Hypo

thesis 3.1 concerning salary, 3.2 concerning administration,
3.5 concerning fringe benefits, and 3.6 concerning district
policy has an acceptable level of significance and therefore
rejected the null hypotheses and supported the basic hypo
theses that elementary teachers are more likely than junior
and senior high teachers to be sa

tisfied with. S3.1ci:ry", adminis-

tration, fringe benefits and district policy.
Support of tile null hypotheses 3.3 coneerning cur
ricula and 3.k concerning duty schedules reject the basic
4teachers are more likely than
hypotheses that elementaiy
vu u teachers to be satisfied with curjunior and senior high tea
riculum and duty schedules.
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Table 9
LEVEL OF TEACHING AND SATISFACTION WITH SALARY
Satisfac tion
with Salary

NR*

Level of Teachin&
ELEM.
.TTTWTnp
SENIOR

TOTALS

O

4l

20

23

84

NO

21

483

14

601

257
l6i

395
183

1156

YES

438

601

2199

NR*

TOTALS

1125
35
Level of Significance .001

959

* indicates no re sponse

Table 10
LEVEL OF TEACHING AND SATISFACTION WITH THE: ADMINISTRATION
Satisfac tion
with Ad 111inis tra tion NR*
NR*
NO

3
12

YES

20

TOTALS

Level of Teaching
ELEM.
JUNIOR
SENIOR
4l
135
87

166

196

316
244

989
1044

438

601

2199

454

207

584

1125
35
Level of Significance .002

TOTALS

* indicates no response

Table 11
LEVEL OF TEACHING AND SATISFACTION WITH CURRICULUM
Satisfac tion
with Curriculum
NR*

NR*
2

YES

15
18

TOTALS

35

NO

Level of Teach-ing
JUNIOR
SENIOR,
ELEM.
50
36
81
291
225
473
260
177
571
601
438
1125

Level of Significance .100
* indicates no response

TOTALS
169
1004
1026
2199

39
Table 12
LEVEL OF TEACHING AND SATISFACTthm

t.
ACTION WITH DUTY SCHEDULES

Satisfac tion
with D u t y S c h e d u l e s NR*
NR*

L e v e l o± T e a c h i n g

ELEM.

JUNIOR

SENT TOT?

TDTAT ^

2

34

26

28

NO

14

90

300

142

206

662

YES

19

791

270

367

1447

TOTALS

35

1125

438

601

2199

Level of Significance

. 050

* i n d i c a t e s 110 r e s p o n s e

Table 13

LEVEL OF TEACHING AND SATISFACTION WITH FRINGE BENEFITS
Satisfaction
with F r i n g e B e n e f i t s
NR*

NR*

Level o f Teaching
ELEM.
JUNIOR
SENIOR

TOTALS

1

56

26

27

HO

NO

20

376

204

322

922

YES

l4

693

208

252

1167

TOTALS

35

1125

^38

601

2199

L e v e l of Significance . 0 0 1
* indicates 110 response

Table l 4

LEVEL OF TEACHING AND SATISFACTION WITH DISTRICT POLICY
Satisfac tion
with D i s t r i c t P o l i c y NR*

Level of Teaching
ELEM.

JUNIOR

SENIOR

TOTALS

3

148

53

71

275

NO

14

450

238

321

1029

YES

18

521

147

209

895

35

1125

438

601

2199

TOTALS

NR*

L e v e l o f Significanc e .001

ho
The next Tour hypotheses deal with organizational
membership—whether CFT or CTA.

In null form Hypotheses

4.1 through h.6 read as follows;
Hypothesis

1,1.

There is no difference in organizational
membership between teachers who are
satisfied or dissatisfied with salary.

Hypothesis 4.2

There is no difference in organizational
membership between teachers who are
satisfied or dissatisfied with adminis
tration.

Hypothesis h .3

There is no difference in organizational
membership between teachers who are
satisfied or dissatisfied with curriculum.

Hypothesis h.h

There is no difference in organizational
membership between teachers who are
satisfied or dissatisfied with duty
schedules.

Hypothesis 3.3

There is no difference in organizational
membership between teachers who are
satisfied or dissatisfied with fringe
benefits.

Hypothesis h.6

There is no difference in organizational
membership between teachers who ai e
satisfied or dissatisfied with district
policy.

Rejection of all of the null hypotheses provides
•
+- rnr- fhp basic hypotheses that teachers
consxderable support for the oas
n
.ho are satisfied .it!, salary, the administration, curriculum,
duty schedules, fringe benefits, and dust,let policy
likely to join CTA than CFT.

in Table 15•

• suits are contained
Data of re;
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Table 15
GROUP MEMBERSHIP AND SATISFACTION WITH SALARY
Satisfac tion
with Salary

NR*
NO
YES
TOTALS

NR*

Group Membership
CTA
BOTH NEITHER

CFT

TOTALS

2

1

68

3

10

84

5

48

905

51

147

1156

1

7

805

36

110

959

56 1778
Level of Sigtiificance .OOl

90

267

2199

8

* indicates no response

Table 16
GROUP MEMBERSHIP AND SATISFACTION WITH ADMINISTRATION
Satisfac tion

with Administration NR*

Group Membership
CTA
BOTH NEITHER

CFT

TOTALS

NR*

3

2

136

8

17

NO

3

45

775

48

118

166
989

YES

2

9

867

34

132

1044

TOTALS

8

56

1778

90

267

2199

Level of Significance .001
* indicates no response

Table 17
GROUP MEMBERSHIP AND SATISFACTION WITH CURRICULUM
Satisfac tion

NR*

CFT

Group Membership
CTA
BOTH NEITHER

TOTALS

3

3

139

8

16

169

3

42

48

ll4

1004

2

11

34

137

1026

YT?C
I UrO

797
842

TOTALS

8

56

1778

90

267

2199

NR*
NO

.OOl
Level of Significanc e
se
* indical;es no respond
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Table 18
GROUP MEMBERSHIP AND SATISFACTION WITH DUTY SCHEDULES
Satisfaction
with Duty Schedules NR*

Group Membership
CTA
BOTH NEITHER

CFT

TOTALS

NR*

2

2

68

4

14

90

NO

5

39

511

24

83

662

YES

1

13

1199

62

170

1447

TOTALS

8

56

1778

90

267

2199

Level of Significance .001
* indicates no response

Table 19
GROUP MEMBERSHIP AND SATISFACTION WITH FRINGE BENEFITS
Satisfac t.Lon
^
with Fringe Benefits N R -

Group Membership
BOTH NEITHER
CTA

CFT

TOTALS

NR*

2

2

87

5

14

110

NO

5

42

737

40

98

922

YES

1

12

9 5;i

h5

155

1167

TOTALS

8

56

1778

90

267

2199

Level of Significance .OOl
* indicates no response

Table 20
GROUP MEMBERSHIP AND
Satisfac tion
"1 en i_/n.s l11c u

SATISFACTION WITH DISTRICT POLICY
Group Meniuexsnip
CTA
BOTH neither

CFT

TOTALS

3

2

220

15

35

275

NR*

h5

811

hi

121

9

ihl

28

111

895

YES

5
O

1029

NO

56

1778

90

267

2199

TOTALS

8

Level of Significance

OOl

* indicates no response
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In null form Hypothesis 5.0 reads as follows:
Hypothesis p.O

There is no difference between men and
\somen with respect to organizational
membership.

Rejection of the null hypothesis provides support

for the basic hypothesis that women are more likely than men
to join CTA.

Data of results are contained in Table 21.

Table 21
GROUP MEMBERSHIP AND SEX
Group Membership
BOTH NEITHER
CTA

GET

TOTALS

Sex

NR*

NR*

1

0

5

1

1

8

NO

38

701

4l

18

1072

48

97
1.69

880

YES

O
J
4

1311

TOTALS

8

56

1778

90

267

2199

Level of Significance .001
* indicates

110

response
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In null form Hypothpsi
q b.O
A n reads
i as follows:
)P inesis
Hypothesis 6.0

There ic

a;-ee
° dlfference between teachers
--O to 35 years and teachers 36 to 50
years with respect to organizational
membership.
on

Ai ter achieving an acceptable level of significance
on the Chi Square tes I , the null hypothesis was rejected
providing support for- the basic hypothesis that teachers 20
to 35 years old are more likely than teachers 36 to 50 years
old to belong to OFT.

Result data are presented in Table

22.

Table 22
GROUP MEMBERSHIP AND AGE
Age fin years)

NR*

CFT

Group Membership
BOTH NEITHER
CTA
O
0
8

TOTALS
11

NR*

2

1

20-35

4

28

678

18

174

902

36-50

0

22

733

42

75

872

51-65

l

5

30

17

408

66+

l

0

355
4

0

1

6

TOTALS

8

56

1778

90

267

2199

Level of Significance .001
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in null form Hypothesis 7.0 reads as follows:
Hypothesis 7.0

Hypothesis

There is no difference in organisational
membership elementary and junior and
senior high teachers.
.O was tested using the Chi Square test

and found to be sign j. t icant.
Table 23•

Result data are presented in

Rejection of the null hypothesis provides support

for the basic hypothesis that elementary teachers are more
likely than junior and senior high teachers to belong to
CTA.

Table 23
GROUP MEMBERSHIP AND LEVEL OF TEACHING
Level of
Teaching
NR*

2

2

Group Membership
BOTH NEITHER
CTA
2
1
28

ELEM.

2

3

958

39

123

1125

JUNIOR

2

16

334

18

68

438

SENTOR

2

35

4 58

32

74

601

TOTALS

8

56

1778

90

267

2199

NR*

CFT

Level of Significance .001
* indicates no response

TOTALS
35

hG

The next three hypotheses and resulting sub-hypotheses
deal with attitudes

toward collective bargaining.

in null

form Hypothesis 8.0 reads as follows:
Hypothesis 8.0

There is 110 difference between elementary
and junior and senior high teachers in
their attitude toward collective bargaining,

Having been i ound to be significant on the Chi Square
test, the null hypothesis has been rejected and support
provided for the basic hypothesis that junior and senior
high teachers arc more likely than elementary teachers to
favor collective bargaining.

Result data are presented in

Table 2h.

Table 2k
COLLECTIVE BARGAINING AND LEVEL OF TEACHING
Favor
Collec tive
Ba rgaining

Level of Teaching
SENIOR
JUNIOR
4o
25

TOTALS

NR*

ELEM.

3

128

NO

l4

364

118

165

661

YES

18

633

29 5

396

13 k 2

TOTALS

35

1125

^38

601

2199

NR*

Level of Significance .001
* indicates no response

196

l

In null form Hypotheses

Hypothesis

9.1

Hypothesis

9.2

9.1

n

and 9.2 read as foil ows

There is no difference in attitude toward
collective bargaining between teachers
who are satisfied with their salary and
teachers who are dissatisfied with their
salary.
Ihere is no difference in attitude toward
collective bargaining between teachers
who are satisfied with the administration
and teachers who are dissatisfied with
the administration.

Hypotheses 9-1 and 9.2 were tested and the null
hypotheses rejected

thus supporting the basic hypotheses that

teachers who are dissatisfied with salary and administration
are more likely

than teachers who are satisfied with salary

and administration

to favor collective bargaining.

results are presented

Data of

in Tables 25 and 26.

Table 25
COLLECTIVE BARGAINING AND SATISFACTION WITH SALARY

Favor Collective Bargaining
YES
TOTALS
NO
8k
kk
22

Satisfac tion
with Salary

NR':f

NR*

18

NO

80

281

795

1156

YES

98

598

503

959

196

661

13^2

2199

TOTALS

Level of Significance .001
* indicates no response

k8
Table 26
COLLECTIVE BARGAINING AND SATISFACTION WITH ADMINISTRATION
Satisfaction
with Adminis trailon

NR*

NR*

31

53

82

166

NO

6l

258

670

989

YES

lo'i

-330

590

10kk

TOTALS

196

661

13^2

2199

Favor Collective Bargaining
—... N0
YES
TOTALS

Level of Significance .001
* indicates no response

In null form Hypothesis 10,0 reads as follows:
Hypothesis. 10.0

There is no difference between teachers
20 to 35 years and teachers 36 to 50
years in their attitude toward collective
bargaining.

Hypothesis lO.O was tested and found to support the
null hypothesis and thus not support the basic hypothesis
that teachers 20 to 35 years old are more likely than teachers
36 to 50 years old

to favor collective bargaining.

data are presented in Table 27 •

'

Table 27
AGE AND COLLECTIVE BARGAINING
IT^T^arsT)

11

902

Level of Significance
* indicates no response

Result
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The last four hypotheses deal with the attitudes of
teachers toward striking.

In null form Hypothesis 11.o

reads as follows:
Hypothesis 11.0

There is no difference between elementary
and junior and senior high teachers in
their attitude toward striking.

An acceptable Level of significance on the Chi Square
test rejected the null hypothesis and provided support for
the basic hypothesis that junior and senior high teachers are
more likely than elementary teachers to favor striking.
Result data are presented in Table 28.

Table 28
LEVEL OF TEACHING AND ATTITUDE TOWARD STRIKING
Level of
Teaching
NR*

Favor Striking
NO
YES

NK*

TOTALS

2

26

7

35

ELEM.

45

898

182

1125

JUNIOR

26

289

123

i+38

SENIOR

26

161

214—

601_

TOTALS

99

1574

Level of Significance .001
* indicates no response

—

526

2199

50
In null form Hynothpn'«
i o o reads as follows:
ipumesis 12.0
Hypothesis 12.0

There ls
1=; no
1
difference between male and
lemale teachers in their attitude toward
striking.

Hypothesis 12.0 was tested using the Chi Square test.
Data of results are presented in Table 29.

The rejection of

the null hypothesis by an acceptable level of significance
provides support for the basic hypothesis that male teachers
are more likely than female teachers to favor striking.

Table 29
SEX AND ATTITUDE TOWARD STRIKING
Favor Striking
N0
I BS

Sex

N R*

NR*

0

5

3

«

MALE

UO

525

315

880

FEMALE

59

1044

208

1311

TOTALS

99

157^

526

2199

Level of Significance .001
* indicates no response

TOTALS
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In null form Hypothesis 13.0 reads as follows:
Hypothesis 13.O

There is no difference between teachers
who are satisfied with their salaries
and teachers who are dissatisfied with
their salaries in their attitude toward
s triking.

On the Chi Square test, Hypothesis 13.O had an
acceptable level of significance which indicated a rejection
of the null hypothesis and support for the basic hypothesis
that teachers who are dissatisfied with their salary are more
likely to favor striking.

Data results are presented in

Table 30.

Table 30
STRIKING AND SATISFACTION WITH SALARY
Satisfac lion
with Salary

NR*

Favor Striking
NO
YES

TOTALS

8

62

14

8h

NO

62

690

hob

1156

YES

29

822

108

959

TOTALS

99

157^

526

2199

NR*

Level of Significance .001
* indicates no response

52
Finally, in null Form Hypothesis l4.0 reads as
follows:

Hypothesis 14.0

There is no difference between teachers
20 to 35 years old and teachers 36 to
50 years old in their attitude toward
striking.

Applying the Chi Square test, the null hypothesis
was rejected and support provided For the basic hypothesis
that teachers 20 to 35 years old are more likely than teachers

36 to 50 years old to Favor striking.

Table 3-1
STRIKING AND AGE
Favor Striking
NO
YES

Arc ( i n years)

NR_f_

NR*

15

TOTALS

5

11

20-35
36-50

l'6

592

264

902

38

638

196

872

51-65

14

33^

60

0

5_
157^

66+

TOTALS

99

Level oF SigniFicance .001
* indicates no response

1
526
5

2199

53
Summary

Before comparing some of the more significant findings
against other studies, it is helpful to provide a summary of
results obtained.

The basic findings by category may be

stated as follows:

Satisfac ti.on:
1.

Women are more satisfied than men with salary, duty

schedules, fringe benefits, and district policy.

There was

no difference between the sexes in satisfaction with adminis
tration and curriculum.
2.

Teachers 36 to 51 years old are more satisfied with

salary than teachers 20 to 35 years old.

This was the reverse

of the original hypothesis.

3.

Elementary teachers are more satisfied than junior

and senior high teachers with salary, administration, fringe
benefits, and district policy.

There was no difference

111

the level taught and satisfaction with curriculum and district
policy.
Group Membership:
1.

• o- i ,h th salary, administration, curTeachers satisfied with salary,

, 1
Prinve benefits, and district policy
riculum, duty schedules, G
., _ +1lfnl CFT. The reverse is also
tend to belong to CTA rathe
• C- , Poachers tended to belong to CFT.
supported that dissatisfie

2.

Women tended to belong to CTA and men to CFT.

3.

Teachers 20 to 10

,0

^

1

to

35 years vere more likely than teachers

rFT

36 to 50 to belong to Gt i.
likely to belong to CTA.

y

id to 50 years were more

Teachers 3b to 1
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4.

Elementary teachers were more likely to belong to

CTA and jimioi and senior high teachers to CFT.
Attitude Toward Collective Bargaining:
1.

Junior and senior high teachers were more likely

than elementary teachers to favor collective bargaining.
2.

Teachers who are dissatisfied with their salciries

and the administration are more likely than satisfied teachers
to favor collective bargaining.
3.

The age of teachers had no significant influence on

the attitude toward collective bargaining.
Attitude Toward Striking:
1.

Junior and senior high teachers were more likely

than elementary teachers to favor striking.
2.

Male teachers were more likely than female teachers

to favor striking.
3.

Teachers who wore dissatisfied with salary were more

likely to favor striking than teachers satisifed with salary,
i,.

Teachers 20 to 35 years old were more likely than

teachers 36 to 50 years old to favor striking.
4-u • c chanter we have discussed the
In summary, m this
I
.
,,
roqparch instrument and reported
findings obtained m the res
,,
The
fpsHns of the hypotheses.
the results obtained from
•,i attempt to integrate the
final chapter, which follows, wil
f this study, discuss its major conclusions,
various dimensions of tln^
, H ns for future research,
and deal with recommendations.

CHAPTER V

DISCUSSION AND CONCLUSIONS

As discussed at the outset, this study attempted to
show relationships between selected socioeconomic character
istics and attitudes toward satisfaction, group membership,
collective bargaining and striking.
The previous chapter presented the findings as they
emerged from the statistical analysis of the data without
detailed discussion of any meanings and implications.
present chapter attempts to:

The

(l) analyze and evaluate the

findings, (2) relate the findings to the existing body of
knowledge on teachers' Job satisfaction, group membership,
attitudes toward collective bax"gaining and striking, and (3)
suggest possible areas for future research.

Analysis of Findings
It caino as no surprise to the researcher that a

majority of the respondents were women.

Neither was it

surprising that a majority of the respondents were elementary
teachers since there are more elementary teachers in Fresno
n
County than at the other leve-s.

WnwpvGf

it is interes ting

•
almost equal division of respondents
to note that there is an aim
1
ml =1 and those
who teach at elementary lev s
, ,„1
and senior high school.

who

teach junior

It would appear that the junior and
a
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senior high teachers were somewhat better at responding.
This might come from the fact that this study showed junior
and senior high teachers more active and favorable to such
things as striking and collective bargaining.

This acute

interest might possibly carry over into answering question
naires of this nature.
Looking at the demographic characteristic
one of two assumptions can be made.

of age,

First, since the group

with the most respondents were 20 to 35 years old, it could
be assumed that this group was more interested in responding
to the survey questionnaire.

However, the researcher is

inclined toward a second assumption:

that there were ntore

"younger" teachers in Fresno County.

The figures indicate

that three out of four teachers were below the age of 50.
Consideration of the responses concerning satisfaction
is quite interesting.

In view of the cuxrent unrest in

teaching, it might be expected that there would be a laru-•>
number of dissatisfied responses in each category, especially
salary.

Therefore, it seems surprising that m four out of the

six categories the majority response indicated satisfaction.
It should be noted, however, that m all but one
/
> •
^ +Ue negative and positive
categories (district policy) tl
t.

e refl pct a generally happy profesresponses were too close to re sion,
• f -.i-ion it bears mentioning
In conjunction with satisfactio ,
1 Out they could not answer
that numerous respondents commente
„
It no "
In addition,
i-r-i ed "yes" or no.
°n the basis of an unqualidea y
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respondents questioned whether anyone was ever really satis
fied.

In fact, one teacher stated that "a teacher should

never be satisfied because if he is, he will become complacent
and not enthusiastic."
In the area o± striking, respondents opposed the idea
on a ratio ol

three to one, and many rather strongly, as

indicated by the following comments:
The use of strikes are archaic and costly.
Industry already recognizes the futility of
striking.
Professionals do not strike. Teachers have to act
professional to be considered professional.
I do not believe that teachers should strike. Our
primary business is educating children. X believe that
children are the losers when teachers strike.
However, though striking by teachers is considered
illegal, it is interesting to note the number of positive
responses.

In fact, if we begin with the basic assumption

that CFT members favor striking (which would be l'l6 re
spondents) and then note the 526 respondents m favor of
^
n ,,rla +-n-it some CTA and
striking, we must conclude
tnai some
people favor striking.

TT

However,

striking qualified their answei
"only as a last resort,

ti i!

only

-organizational

several respondents favoring
fh such statements as.

n case of abuse," or

educational purposes, but not for sa
w...

non

t or

y

to collective bargaining, it ^as
With respec t to coxxe
= fqvor c o l l e c t i v e bargaining
lightening to realize that teacher
„ ls the time to grant teachers the
by two to one. Perhaps now
.
It is the researcher's conright to bargain collective y.
i
m h i z e that one-sided
a-co beginning to reali
tention that teachers are
-&
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bargaining, where the school board holds all the power, is
unfair to their position and requests,

Collective bargaining

would seem to be at least one of the answers to this dilemma.
\voitli mentioning are those who qualified their positive
responses with wanting collective bargaining CTA's way.

It can

only be assumed 1 rom this that those teachers preferred CTA's
"collective negotiations" or something similar rather than
true collective bargaining.
Very interesting are the 196 "no responses" concerning
collective bargaining, with a large number of them being pre
faced with a question mark or a statement to the effect that
they did not understand or know enough about collective
bargaining to answer.

It is regretful that these teachers

did not feel secure in expressing an opinion.
As was expected, most of the respondents were CTA
members.
fact.

Three suppositions would seem to account foi th'

First, CFT is a relatively new organization and many

teachers joined CTA when it was the only teacher organization,
aside from local chapters.

A second reason, as indicated by

written comment, was for the benefits in getting reduced rates

or insurances and credit onion privileges.
_
teachers belonged in actual preferen

Finally, many

4-r, CTA or opposition

to unions as indicated in the following comments:
i teachers should be outlawed.
Unions for school teacnex
. ,1 iiae labor force and
Unions align te^^Sf^edom of choice. Unions
and secured few gains.
1
Unions deny the sacred
shop agreements.

right

- £

to work by closed
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Unions protect the worker who is unwilling to do
a good job.
With more teachers than kids these days we should
count our blessings: that we have a job. This de
manding is committing suicide.
Equally fervent in their views, though in the minority,
were responses opposing CTA or favoring CFT:
I have quit CTA since the dues went up.
Teachers need a strong union.
I join CTA every other year as a protest to the
last year's inaction.
CTA has too much emphasis on salary, fringe
benefits, and vacations.
I joined CFT for action.
Alter years of teaching, 1 have become a militant.
It seems to be the only way to get change!
Before turning to the specific empirical findings,
it seems appropria te to mention one finding that was not
requested, and, in fact, the comment most often made:

that

the content of the survey questionnaire was considered to be
radical and pro-labor.

The remarks of respondents were

w u critical
.*•
i of
f trie
fi,research
highly
reseditu instrument.

Future studies

should address themselves to these criticisi
Relationship to Existing Studle_s
r-iate to look at specific findings
It is now appropilate vo
n s r f a c t o r s u n d e r study in this
as they relate to the demographic
„„„ and satisfaction.
lpvPl of teaching, age,
the
mesis, namely w o m e n , l e v ex
the more conservative element
It would appear that women are
satisfied than
significantly more satisi
m teaching. Women were s g

60
men with four of the six areas of satisfaction; they tended
to support CTA and to oppose striking.

A most plausible

reason for this would be the one proposed by NEA in 1969--that
women depend less on their job fox their total satisfaction.44
They have less reason to become militant.

Quite often they

provide a supplemental income and consider teaching as some
thing to fill their idle hours.

It would appear that many

women teachers just do not care enough to become militant
or involved.
With respect to level of teaching, elementary teachers
represented the conservative view with satisfaction indicated
in four of the six areas, preference shown for CIA membership,
and opposition to both collective bargaining and striking.
Though the assumption could be made that these teachers were
too removed from the active teaching environment to acquire
any militancy, a more logical inference is that the heavy
concentration of women in elementary schools tends to influence
the study results in the specific areas of membership, satis
faction, collective bargaining, and otr' '
Looking at the young teacher (20 to 3o years old),
there appears to be considerable unrest.
findings in 19^9 that young
oriented and tend

tMrtlors

Contrary to the NLA

of this age are future-

+T
rtion,
to shrug off dissatisfac

this study

i aeatisfled when satisfaction with
showed that this group was diss

44"Are

Teachers Satisfied," P-

4^Ibid.,

p. 6.

6l
salary was used as an indicator
uux.

Th
i « same group which
, • ,
inifa

reflected dissatisfaction, tended to belong to CFT and to
support collective bargaining and striking.

It would appear

that the younger teachers are more anxious to seek change
through means other than the conventional.
Continuing to the hypothetical findings of the study,
in the areas of satisfaction, group membership, collective
bargaining, and striking, as noted in the 1969 NEA survey,
sex, age and level of teaching all corrolated highly with
job satisfaction in teaching, i.e. , older female elementary
teachers are more apt

to be satisfied.

The findings of this

study regarding sex and level of teaching lend support for
the statements that women teachers and elementary teachers
tend to be the most satisfied.
However, the findings of this study regarding age and
,
k7
t
satisfaction with salary are contrary to the NEA findings.
Using the same general age groupings as hEA, tbxs

y

points strongly to the fact that the young teachers {,10 to
35 years old) in Fresno County are not future-oriented
respect to salary and able to ignore dissatisfaction.

If

anything, they are likely to be more critical and dissatisfied
1 . ,fhr>
-it was indicated, were
than teachers 36 to 5© years old, who,
to be

the most dissatisfied.

1
Judging from the empirica.
previous chapter, it must be assume
*»6T1 . .
v
Ibid., p • (
•

-idpnce presented in the

nv

^ fhst CTA's membership

/t7lbid. ,

PP-

6"7'
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prospects rest largely with satisfied elementary teachers
between 36 and 50 years old, while CFT should conduct its
membership campaign among the relatively dissatisfied male
junior and senior high teachers 20 to 35 years old.
concurs with Rosenthal ' s findings.
more likely to seek
48
in CFT.

This

He found that men are

the more drastic form of action found

Meanwhile, young teachers have not adopted the

status quo and are seeking the rapid change that unions
promise.

And junior and senior high teachers, where men

predominate, are more inclined to unionization.
Looking at attitudes toward collective bargaining,
this study tended to support existing research by Boyd,
Moskow, and Doherty. ^

Support of collective bargaining was

more likely to coino from male teachers who were dissatisfied

a 50

(using salary and administration as Boyd propose )

However, on the hypothesis asserted by the researcher
concerning age as an influential factor, there was no support
for the notion that

teachers 20 to 35 years old would favor

collective bargaining over teachers 36 to 50 years

Perhaps this helps to explain the overwhelmingly favorable
4-- „ h,r«-inin? mentioned previously,
attitude toward collective toax g
Tf
os had been confined to one age group,
If positive responses haa ueei
in nr.1 have existed,
rable attitude would not liav
perhaps this favo
^Rosenthal,
Boyd, "Collective Bargaining,
Moskow and Doherty, "United States,
^°Boyd, "Collective Bargaining,

P"

11 1-,

^

3°'

B07; see also
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The final section of this paper concerns attitudes
toward striking.

While dissatisfaction with salary was not

considered in much of the literature as a major cause of
dissatisfaction, Levine's survey showed it to be a major

. .
51
cause ol striking.

Lhis study supports this conclusion

that dissatisfaction with salary is likely to create a
favorable attitude toward striking.
As the researcher proposed, and this study confirmed,
junior and senior high teachers , male teachers , and teachers
20 to 35 years old responded favorably to striking.

Again

we see a familiar pattern emerging—older, satisfied women
teachers at the elementary level opposing striking and
younger, dissatisfied male junior and senior high teachers
favoring the aggressive move toward striking.
Implications for Future Research
At this point and upon reflection, it appears that
more questions have been raised than perhaps answered.

1

begin with there seems to be one common thread running through
all the areas under study (collective bargaining, striking,
\
i I. j_ 4-1_,„oau
and group membership) and that tl

s dissatisfaction.

It

, •
nad been established between
seems that once a relationship had
a socioeconomic

fac

tor

and dissatisfaction, it

throughout the other areas.

For instance, junior and

n 'i ^ i -tr t~ n t>© dissatisfied
high teachers were shorn to be more like- y
51Levine,

"The Issues," P-

k•

Gk
and, as a consequence, were more likely to join CFT and favor
collective bargaining and striking.

The reader will recall

that dissatisfied teachers were more likely to belong to CFT
and to favor collective bargaining and striking.
Applying the same line of reasoning, women were more
likely to be satisfied and, as might be expected, more likely
to belong to CTA, and to oppose striking.

Following the

reasoning adopted above, it might seem logical to assume that
they would be more l ikely to oppose collective bargaining
also even though women's attitude toward collective bargaining
was not tested in this study.
This, then,

is the first implication for future re

search— to ascertain more specifically if there is a statisti
cally sound and predictable relationship between satisfaction
and the other areas.
A second possibility for investigation lies in factor
analysis and in-depth survey into satisfaction with its dif
ferent sociological, psychological and physiological component
In other words, what factors are related in a cause and effect
relationship?
A third area of possible research would be into
identification and multi-factor analysis of interacting
variables encompassing combinations of variables.

An example

of this might be that when teachers have taught in a district
four-years and have

tenure they become more satisfied.

,.caching and the tenure were
this case both the years of
ih appear that a much more
related to satisfaction. It wou
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detailed research of this nature would be necessary before
any

absolute relationships like those here could be assumed.
Finally, and possibly of most importance, are the

implications arising 1 rom the study that lend themselves to
a similar study of

this nature using other means such as

personal interview where greater knowledge about teachers
can be obtained and usefully applied by interested parties.
Such supplementary research techniques could add valuable
insights into the intensely personal nature of attitude and
value determinants.

/

APPENDIX

67

APPENDIX A
Dear
Below is a copy of the questionnaire that I wish to
circulate to your teachers.

Please look it over for any

possible problems or questions.

I will call you on Friday,

April 21, for your comments and, I hope, approval.
Thank you for your time.

(Mrs.) Suzanne Bishop

PLEASE CHECK THE APPROPRIATE SPACE BELOW:
1.

SEX:

male

2.

AGE:

20-35

3.

LEVEL NOW TEACHING:

b.

TENURE:

5.

NUMBER OF UNITS ABOVE DA OR BS DEGREE:
30-/4^

6.

SALARY:

female

yes

36- 5 0

51- 6 5

6 5 and over

Elementary
Senior High

Junior High

110

;l5-59

$6000-7500

60-7*1.

75-89

$7501-900°.

0-l-;+_

1j-~9_

90 and over
$9001-10500.

$10501 and above
7.

Are you or have you ever been a member of a union,
yes

no

Were either or both of your
yes
9.

10.

parents ever a union member?

no

Are you satisfied with (please write yes 01 no)
fringe benefits——
salary
,.
district policy,—
administration
. .
4r-i th the Collective
Bargaining
Are you in general agreemen
v>
t goals?
process as a moans of pursuing
yes

no

educations.

D o y o u agree with the principle of striking?
yes

no

A r e y o u a member of:
At

CFT

CTA

Both

the time you joined were all of the above al

natives available to you?

yes

no
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APPENDIX B
2848 North Bond
Fresno, Ca. 93703
May 1, 1972

Dear Sir;
Thank you f o r your expression of cooperation in our
recent telephone conversation. Your interest and help is
appreeia tod.
However-, c e r t a i n p r o b l e m s h a v e f o r c e d m e t o c h a n g e
my survey to i nc. tinier aJ.J teachers and not just CTA and CFT
teachers. Thereto re , next weelc you will be receiving enough
questionnaires for every classroom teacher in your district.
Not to be included in the survey are administrators, nurses,
counselors, speech teachers, or others who differ from class
room teachers by virtue of their training.
Please distribute the questionnaires with the thought
that it is voliuitary and anonymous on the part of the
teachers involved.
Tlwtnk you afyain ror your assistance-^"7V
findings will be in the mail to y
thesis•
C 1' -n n o "PP 1 v vours ,

(Mrs.) Suzanne Bishop

70

APPENDIX C
2878 North Bond
Fresno, Ca. 93703
May 9, 1972

Dear Sir:
In a recent telephone conversation with your super
intendent, it was agreed to allow me to distribute the
enclosed questionnaires to the teachers at your school.
Enclosed are the questionnaires — one For each class
room teacher at your school. Not to he included in my survey
are adminis tra tors , nurses, counselors, speech teachers, or
others who differ from regular teachers by virtue of their
training.
P l e a s e dish ibute them with the thought that this is
strictly voluntary and anonymous on the part of the teachers
involved. The attached envelopes can be used to return
e
questionnaires to me and I will pay the postage.

Thank you so much for your assistance.
Q ~i TT o y» o ] ~V V O LUT S •

(Mrs.) Suzanne Bishop
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APPENDIX D
PLEASE CHECK ! HE APPROPRIATE SPACE IN EACH SECTION BELOW:
1.

3«

female

SEX:

male

ACE:

.20- } >

LEV EL \0V>

36-50

I EACH ING:

51-65

66 and over

Elementary

Junior High

Senior High
k.

TENURE:

5.

NUMBER OF UNITS ABOVE BA OR BS DEGREE:

0-l4

30

90 and above

6.

yes

110

'15-59

60-7'+

$6O00-$7500,

SALARY:

75-89

$7501-19000

_

15-29

$9001-$10500.

$10501 and above
7.

Are you or have you ever been a member of a union of

any type (excluding teachers unions)?
8.

11 o_

Are you satisfied with:

(Please write yes or no on each)

,

duty
schedules
J

salary
..

fringe benefits

administration
,

district policy

curriculum
10.

no——

Were either or both of your parents ever a union member?
yes

9.

yes_

Are you in general agreement with the Collective
Bargaining process as a means of pursuing educational
goal,s?

11.

yes

ivreement with the principle of

Are you in general agi
striking?

12.

no.

yes

no
F

Are you a member oi :

rFT
w

CTA

Both
——

Neither.
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APPENDIX E

2848 North Bond
Fresno, Ca. 93703
May 9, 1972

Dear F e l l o w Teacher:
I a m currently working on my thesis for an MBA
degree.
My topic concerns some characteristics of teachers
in Fresno County. To adequately research my topic, it is
necessary to survey the teachers in Fresno County. tvill
you h e l p ?
Won' t you p Lease take just a few moments to fill out
the questionnaire on the reverse side and return it to me
in the enclosed envelope?
A l l r e t u r n s will bo kept confidential, and a summary

of findines will bo available to those who wish one. Please
*„nil wish such a summary,
contact me at i ho above address Hf
x.t you
WISH
or i f you have any questions.
Thank you so much for your interest and help.

Sincerely yours,

(Mrs.) Suzanne Bishop

APPENDIX F
FREQUENCY DISTRIBUTION OF RESULTS
(supplement to Table 1 page 31)
TENURE:

I65O
522
27
2199

yos
no
no response
TOTAL

NUMBER OF UNITS:
129 with 0-.L4
202 with 13-29
558 with 30-44
384 with 4 5-59
378 with 60-r7't
286 with 75-89
247 with 90+
15 no response
2199 TOTAL

SALARY;
198 with $600007500
451 with $7501-9000
478 with $9001-10500
1046 with $10501 and up
26 no response
2199 TOTAL
PREVIOUS UNION MEMBERSHIP

533 yes

1660 no
6 no response
2199 TOTAL
PARENTS UNION MEMBER:
591 yes
1558 no
20 no response
2199 TOTAL

7k

APPENDIX G
GLOSSARY OF TERMS
Administrate.on--both school and district

overseers

CFT--California Federation of Teachers, an affiliate of the
federation OF teachers (AFT) which in turn is
affiliated with the AFL-CIO union
collective bargaining—negotiations between an employer and
union representative in an attempt to reach a mutually
satisiactory solution to problems or demands
CTA—Cal1forilia Teachers Association, a non—labor association
affiliated with the National Education Association, a nonlabor organization that considers itself to be
"professional"
curriculum--the course of study in a school, area of study,
or grade
district policy—the overall general educational guidelines
of the district us set down by the governing board and/or
the adininis tra tion
duty schedule—those extra responsibilities that a teacher
is required to do but is not paid for
elementary—grades Kindergarten through sixth
fringe bencf i ts —extra items such as medical and dental plans
to which the teacher is eligible for at a reduced rate as
part of a larger group. The district may or may not pay
a portion or all of tire cost
junior high--grades 7 and 8 and in some cases 9

Pay schedules--chart that shows units above a Bb or BA
and years taught.
Each box
££
increase. Teachers can progress either
salary--refors

to

dJ£ree
X

the gross annual salary in

• c Q through 12 and in some
secondary or senior high—grade
9
cases just 10-12
striko--a

work stoppage in which
until a disagreement with
teachers the employer is
demands met. In the case o
that district
the governing board of e uca

t e n u r e - t h e pormanancy a teacher achieves the fourth rear
he t e a c h e s i n a single
distrip+
o
•
year
Ij
4 , ,
,. 'J
district.
Occasionally tenure
i s granted by a district before the fourth year
union a n organization that represents its members in
• bargaining with the employer. Teachers unions were
I excluded ( i om question ( in the questionnaire for
Rf i^clus i oil v.o111 d cause a redundancy in showing a
t relationsh.i p be Lucon union membership and joining
OF 1 .

readier unions were not excluded from question 8

u n i t s — a n y referral to units in this paper will be to the
total units a teacher has above a BS or BA degree. The
categories used closely resemble those used by most
districts on their salary schedules
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