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Abstract 

While prior research has attempted to explore followership styles and how they connect 

to job satisfaction in employees, no other study could be found which specifically 

focused on public, K-12 teachers in the United States.  The main purpose of this non-

experimental, quantitative study was to determine whether differences existed in 

perceived job satisfaction of K-12 teachers from the same Midwest district based on 

followership styles.  Specifically, the research question guiding this study asked about the 

differences in perceived job satisfaction scores among teacher followership styles in a 

small Midwestern district.  While the research hypothesis for this study – teachers who 

indicate an exemplary followership style will demonstrate higher levels of job 

satisfaction compared to teachers indicating alienated, conformist, pragmatist, and 

passive styles of followership – was partially supported, the null hypothesis – teachers 

who indicate an exemplary followership style will demonstrate similar levels of job 

satisfaction compared to teachers indicating alienated, conformist, pragmatist, and 

passive styles of followership – was rejected.  Although exemplary followers only 

demonstrated statistically significant mean job satisfaction rates that were higher when 

compared to conformist, interestingly, conformist followers demonstrated statistically 

significant mean job satisfaction rates that were lower than all other types of followers 

present in this study. 

Keywords: followership, followership styles, follower, leader, job satisfaction, 

teachers, K-12, United States 
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CHAPTER ONE: INTRODUCTION 

Introduction and Background 

 While prior research has attempted to explore followership styles and how they 

connect to job satisfaction in employees, no other study could be found which 

specifically focused on public, K-12 teachers in the United States.  The main purpose of 

this non-experimental, quantitative study was to determine whether differences existed in 

perceived job satisfaction of K-12 teachers from the same Midwest district based on 

followership styles.  Specifically, the research question guiding this study asked about the 

differences in perceived job satisfaction scores among teacher followership styles in a 

small Midwestern district.  While the research hypothesis for this study – teachers who 

indicate an exemplary followership style will demonstrate higher levels of job 

satisfaction compared to teachers indicating alienated, conformist, pragmatist, and 

passive styles of followership – was partially supported, the null hypothesis – teachers 

who indicate an exemplary followership style will demonstrate similar levels of job 

satisfaction compared to teachers indicating alienated, conformist, pragmatist, and 

passive styles of followership – was rejected.  

What follows in this chapter is a detailed description of this study, why it was 

deemed to be relevant and worthy, how it was planned and carried out, and what the 

intentions of this study were, and how the results found may be utilized.  Following 

Chapter One, Chapter Two goes in depth to discuss what previous research has been able 

to uncover about the concept of followership, the importance of context and perspective 

in relation to followership, and how the concept of followership relates to the role 

teachers play in K-12 education and the perception they have on job satisfaction.  In 
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Chapter Three, a detailed framework is presented on how exactly this study was 

conducted, not only to create transparency in the process undertaken but also to invite 

future researchers to extend this same process to see if similar results can be found or 

new insights gained.  In Chapter Four, the data collected is highlighted and analysis of 

that data is shared.  Finally, in Chapter Five, an overview of the purpose and intentions of 

this study are presented as well as an overview of the implications of this research.  

Again, what follows in Chapter One is the foundation of this study and an overview of 

what it is this study was truly attempting to accomplish.   

Statement of the Problem  

 While the scientific study of leadership dates back to the turn of the 20th century 

(Day & Antonakis, 2012), the scientific study of followership has only recently become 

organized and published, and is yet to be fully recognized and accepted (Murji, 2015).  

With origins based in psychology and sociology (Baker, 2007), the concept of 

followership has been viewed as a byproduct of leadership research (Baker, 2007) and 

unrecognized and undervalued piece to the leadership equation (Bjugstad, Thach, 

Thompson, & Morris, 2006; Favara, 2009). Due to these perspectives, followership 

remains foreign to many (Bjugstad et al., 2006; Murji, 2015), often times received and 

discussed as a negative connotation with predisposed negative stereotypes (Collinson, 

2006; Raffo, 2013).  However, contemporary researchers implore the leadership process 

be looked at from a different perspective, as a process with dual roles of being a leader 

and a follower (Kellerman, 2007; Kelley, 1992).  From a perspective where leaders and 

followers are viewed as “two sides of one process, two parts of one whole” (Chaleff, 
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1995, p. 2).  Thus allowing the role of a follower to potentially become just as important 

as the role of the leader.  

As this budding field continues to grow and gain acceptance, scholars are 

recognizing the depth and versatility of followership (Murji, 2015). However, research is 

still needed to help develop an evidence-based foundation to further validate the 

importance of followership (Crossman & Crossman, 2011).  Recently, several researchers 

have utilized Kelley’s (1992) foundational research on followership to conduct 

exploratory research on followership styles and their relationship with organization 

variables such as job performance and job satisfaction (Favara, 2009; Hinić, Grubor, & 

Brulić, 2017; Oyetunji, 2013).  In a similar light, recent researchers (e.g., Blanchard, 

Welbourne, Gilmore, & Bullock, 2009; Gatti, Ghislieri, & Cortese, 2017; Myung, 

McDonald, & Park, 2015) have utilized and measured Kelley’s (1992) two dimensions of 

followership – independent, critical thinking and active engagement as a follower – to 

also conduct exploratory research on the measured levels of these dimensions and their 

effect on job satisfaction and overall employee attachment to their organization. 

 While Blanchard et al. (2009) concluded that active engagement was positively 

correlated to organization commitment and Hinić et al.’s (2017) results demonstrated that 

a higher level of engagement predicted a higher level of job satisfaction, it can yet be 

determined how generalizable these results are to other fields and other cultures.  

Additionally, although research of this nature has helped create empirical evidence to 

validate the importance of followership, the need for additional research still existed to 

extend the depth and breadth of the current academic dialogue.  In doing so, a potential 

for educating others, both scholars and laypeople, is created and opportunities to enhance 
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overall understanding of followership and the components related to it are enhanced.  

Recognizing the current state of the followership field and the needs which still existed, 

this dissertation in practice attempted to expand upon the insight previously created by 

prior research and sought to explore whether or not there was a difference in job 

satisfaction levels of teachers based on their identified followership style. 

Purpose of the Study 

The purpose of this non-experimental, quantitative study was to determine 

whether differences exist in perceived job satisfaction of K-12 teachers from the same 

Midwest district based on followership styles. 

Research Question and Hypotheses 

 Prior research has been able to identify that there was a correlation between 

followership styles of teachers and their level of job satisfaction, however, these findings 

were specific to secondary teachers in Serbia (Hinić et al., 2017).  Recognizing teacher 

retention in America is currently perceived as a crisis facing the profession (Rinke, 

2008), especially with the latest transition in administration and policies in K-12 

education at the national level (American Foundation of Teachers, 2017), gaining insight 

on teachers’ perspectives in relation to their perceived role in their school and their level 

of job satisfaction while performing those roles was believed to be imperative.  The 

following research question guided this quantitative study to examine the degree of 

interaction between followership styles of teachers and job satisfaction: 

Research Question: What are the differences in perceived job satisfaction 

scores among teacher followership styles in a small Midwestern district? 
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 Research Hypothesis: Teachers who indicate an exemplary followership 

style will demonstrate higher levels of job satisfaction compared to teachers 

indicating alienated, conformist, pragmatist, and passive styles of followership. 

 Null Hypothesis: Teachers who indicate an exemplary followership style 

will demonstrate similar levels of job satisfaction compared to teachers indicating 

alienated, conformist, pragmatist, and passive styles of followership. 

Aim of the Study 

The aim of this study was to potentially create professional development trainings 

or adult learning opportunities (Caffarella & Daffron, 2013) specifically focused on job 

satisfaction and the concept of followership directed towards teachers and administration 

specific to this study.  The intent of that training will be to support teachers feeling lost in 

the profession, reaffirm teachers finding success, while also attempting to connect 

administrators to information about followership and, at the same time, insight about their 

staff that may help positively enhance the district’s culture.  

Methodology Overview 

 The methodology for this quantitative study utilized Kelley’s (1992) followership 

style questionnaire (FSQ) to determine the followership styles of teachers and Weiss, 

Dawis, England, and Lofquist’s (1967) Minnesota satisfaction questionnaire (MSQ) to 

determine perceived job satisfaction rates of those same teachers.  Qualtrics was utilized 

to digitally collect data created through use of the FSQ, MSQ, and six items which 

pertained to demographics.  Collected data was then analyzed utilizing SPSS where an 

analysis of variance (ANOVA) and post hoc tests were conducted.  The results of the 

ANOVA were utilized to determine whether or not there was a difference in levels of 
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perceived job satisfaction based on teacher’s identified followership.  The post hoc test, 

Tukey’s honestly significant difference (HSD) test, was then utilized to determine where 

exactly the differences existed. 

 The population for this study was the K-12 teaching staff for Midwest Public 

Schools, which consisted of 180, K-12 teachers.  Teachers were initially presented an 

overview of the study and informed of their potential role in a face-to-face presentation.  

However, a formal invitation to participate was sent out via email to teachers one-week 

later. 

Definition of Relevant Terms 

 Although many of the terms essential to this study of described and defined 

within Chapter Two, there are a few terms that will not be defined, and as so, need to be 

defined now before moving forward.  Those terms are as follows: 

 K-12: refers to the range of students being taught.  The K in K-12 stands for 

kindergarten and the 12 refers to the twelfth grade.  In all, 13 levels of education are 

encompassed and proceed the education that might be received at the collegiate level. 

 Midwest: region of indefinite boundaries in the north central U.S. including the 

area around the Great Lakes and the upper Mississippi River valley – often considered to 

include the area of Michigan, Ohio, and sometimes Kentucky on the east to North 

Dakota, South Dakota, Nebraska, and Kansas on the west. (Midwest, n.d.) 

Public School: (in the U.S.) a school that is maintained at public expense for the 

education of the children of a community of district and that constitutes a part of a system 

of free public education commonly including primary and secondary schools. (public 

school, n.d.)  
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 Teacher: while an individual may be considered a teacher because they teach 

someone something, for this study, the word teacher refers to “one that teaches; 

especially: one whose occupation is to instruct” (teacher, n.d., para. 1).  Again, for this 

study, an emphasis was placed on the occupation of being a teacher.   

Delimitations and Limitations 

The primary limitation of this study was the responses provided to the data 

collection instrument.  This was believed to be case due to the responses being based on 

the perceptions of the participants.  Although participants were asked to be candid in their 

responses, participants may have provided responses they believed teachers should 

provide rather than responses they personally believed best reflected themselves.  

Additionally, responses were collected at one single time during the school year and 

might not have properly represented how diverse and dynamic the perspectives of 

teachers have the potential to be throughout the life cycle of a school year.  

Again, as previously stated, the sample for this study was K-12 teachers from the 

same school district, Midwest Public Schools.  This delimitation kept the focus on one 

school district’s teaching staff, providing continuity to the perspectives of the sample 

utilized.  Additionally, do to extensive emphasis on context in followership theory and 

prior studies on followership and job satisfaction, it was deemed essential to be as 

specific as possible with the population observed and the sample measured.   

 Being employed by the district providing the sample for this study, it was 

understood that I may have possessed more insight to the context and culture potentially 

influencing teachers’ responses.  To reduce the potential for my bias influencing others in 

my district, contact was limited with my colleagues about this dissertation and the topic 
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of followership prior to their completion of the data collection instrument utilized for this 

study.  Additionally, contact and dialogue with administration, specific to this study, was 

limited so that the methods used, data collected, and results found were not influenced by 

alternate perspectives or agendas. 

Leader’s Role and Responsibility in Relation to the Problem 

 As previous researchers have pointed out, looking at the leadership process 

through a perspective that views leaders and followers as interrelated and interchanging 

roles is contrary to the typical mindset related to leadership (Chaleff, 1995; Kellerman, 

2007; Kelley, 1992).  However, if current habits, practices, and mindsets in leadership 

and management are to change, adapt, and evolve, especially in education, it is 

imperative documentation and research are created to validate and support the rational 

and potential that may exist if people and organizations embrace the concepts of 

followership theory (Baker, 2007; Crossman & Crossman, 2011; Uhl-Bien, Riggio, 

Lowe, & Carstens, 2014).  While the word “leader” is often times perceived to be a title 

and position within a hierarchy held by a person, it is imperative to recognize being 

identified as a leader merely signifies the role being served.  In essence of the mission for 

the Creighton’s Interdisciplinary Leadership program, whether serving the role of leader 

or follower, individuals need to serve as stewards to their organization to ensure success 

for themselves and their organization through the aspiration of attaining a unified 

purpose. 

Significance of the Study 

 During my 13-years of experience in education, it has become evident that the 

expectations, responsibilities, and stress present on a daily basis have a profound effect 
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on teachers.  Although some of these responsibilities and expectations have always 

existed for teacher, “teachers of today are facing new challenges in education calling for 

greater effort on their part to discharge challenging roles and functions but are ill 

equipped due to various reason” (Suresh & Haseen, 2015, p. 61).  While some teachers 

have been able to find balance and harmony in fulfilling these roles, others cannot find 

stability thus finding themselves highly frustrated or even leaving the profession. 

 Recognizing the field of followership is still in its infancy in comparison to the 

field of leadership, a significant need for additional research to validate and strengthen 

the current foundation does exist.  While prior research has been conducted to explore 

followership styles and how they connect to job satisfaction in American autoworkers 

(Favara, 2009), Italian nurses (Gatti et al., 2017), and Serbian teachers (Hinić et al., 

2017), it was not known whether or not the results of those studies were generalizable to 

K-12 teachers in the Midwestern United States.  This dissertation in practice attempted to 

add insight and validation to the current research on followership, specifically, in the area 

of job satisfaction in relation to public, Midwestern K-12 teachers.  

Summary 

 Although vast amounts of time and energy have been spent researching leadership 

since the turn of the 20th century (Day & Antonakis, 2012), followership has only 

recently began to develop an evidence-based foundation to reaffirm the concept’s 

importance and ability to positively enhance organizations (Blanchard et al., 2009; 

Crossman & Crossman, 2011; Favara, 2009).  Recognizing the current state of research in 

the followership field, this dissertation in practice attempted to add breadth and depth to 
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that field of research by exploring whether or not there was a difference in job 

satisfaction levels of teachers based on their identified followership style. 

 The research question which guided this quantitative study was: What are the 

differences in perceived job satisfaction scores among teacher followership styles in a 

small Midwestern district?  For this study, it was hypothesized that teacher who indicated 

an exemplary followership style would demonstrate higher levels of job satisfaction 

compared to teachers who indicated alienated, conformist, pragmatist, and passive styles 

of followership.  The population utilized for this study was roughly 180 teachers from a 

Midwestern, K-12 public school district. 

 Although the results of this study may not be generalizable to other populations, 

there is potential for this research to support and validate previous research (Hinić et al., 

2017; Myung et al., 2015) while also adding insight to the field of followership.  Within 

the district being examined, this study has immediate potential to support teachers feeling 

lost in the profession, reaffirm teachers finding success, while also connecting 

administrators to information about followership and, at the same time, insight about their 

staff through professional development opportunities.  

If current habits, practices, and mindsets in leadership and management are to 

change, adapt, and evolve, especially in education, it is imperative documentation and 

research are created to validate and support the rational and potential that may exist if 

people and organizations embrace the concepts of followership theory (Baker, 2007; 

Crossman & Crossman, 2011; Uhl-Bien, Riggio, Lowe, & Carstens, 2014).  While the 

word “leader” is often times perceived to be a title held by a person, it is imperative to 

recognize being identified as a leader merely signifies the role being.  In essence of the 
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mission for the Creighton’s Interdisciplinary Leadership program, whether serving the 

role of leader or follower, individuals need to serve as stewards to their organization to 

ensure success for themselves and their organization through aspirations of attaining a 

unified purpose. 

What follows in the next chapter is an overview of previous research specific to 

followership and job satisfaction.  Additionally, a quick overview of the current state of 

education, in relation to the situation teachers are finding themselves, is also provided.   
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CHAPTER TWO: LITERATURE REVIEW 

Introduction 

While the use of the word leadership dates back to 1765 (leadership, n.d.) and 

scientific study of leadership dates back to the turn of the 20th century (Day & Antonakis, 

2012), the use of the word followership only dates back to 1913 (followership, n.d) with 

scientific study of followership only recently becoming organized and published (Murji, 

2015).  Due to a significant head start, the idea and concept of leadership has well 

established itself in research and vernacular while followership still attempts to even be 

recognized.   

Baker (2006) drew attention to this deficit in followership research, noting that in 

2004 a search for followership literature, distinct from leadership literature, only yielded 

480 unique citations.  Baker (2007) updated these results just over one year later noting 

an approximate addition of 50 citations were found in December of 2006.  Almost a 

decade later in February 2018, an attempt to search leadership on Google Scholar 

provided over three-million results while an attempt to search followership only provided 

21,600 results.  With leadership literature on Google Scholar outnumbering followership 

literature at a rate of at least 138:1, it can be seen how the perspective of the follower 

remains outnumbered and overpowered in the current landscape of research and 

literature. 

Although the outcomes of these search results yielded increased numbers over the 

years, the idea and concept of followership still remain foreign to a vast majority of 

society (Bjugstad et al., 2006; Murji, 2015).  Uhl-Bien, Riggio, Lowe, and Carstens 

(2014) claimed this confusion and misunderstanding on followership in organizational 
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studies stems from an overemphasis of leaders in the leadership process, with little 

emphasis of followers or followership in leadership literature.  While it is commonly 

understood that one must have a follower to be considered a leader (Kellerman, 2007), 

this half of the leadership equation tends to remain unrecognized and undervalued 

(Bjugstad, Thach, Thompson, & Morris, 2006; Favara, 2009).  Ironically, this 

unrecognized and undervalued piece of the equation is said to account for 80 to 90 

percent of organizational success (Kelley, 1992).  Unfortunately, it is this disconnected, 

disproportioned, leader-centric perspective that continues to allow leaders and leadership 

to dominate followers and followership in both theory and practice.   

The following literature review will attempt to address the following problem: 

while leaders and leadership may be commonly discussed, referenced, and perhaps 

defined, followers and followership remain undervalued and ignored.  This literature 

review will attempt to define followership and the leadership process through paradigm 

interplay (Romani, Primecz, & Topcu, 2011) while also attempting to review the 

foundational theories on followership types and styles.  Additionally, this literature 

review will examine current research on job satisfaction, provide insight on the current 

state of K-12 education in the United States, and attempt to demonstrate how and why 

followership, job satisfaction, and K-12 education connected in this study.  

An Introduction to Leaders and Followers 

For this study, leader and follower will simply be recognized as roles within the 

leadership system (DeRue, 2011).  Followership and leadership will be recognized as the 

behaviors utilized by an individual to either become a leader or a follower (Uhl-Bien, 

Riggio, Lowe, & Carstens, 2014).  Although past understanding of leadership and 
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hierarchical organizational settings may suggest leader-follower roles to be static and 

formal, more recent views have suggested the leader-follower dynamic to be fluid, both 

formal and informal (DeRue & Ashford, 2010; Maxwell, 2011; Vanderslice, 1988).  

By separating formal, hierarchical titles from individual actions (Vanderslice, 1988), the 

potential exists to recognize an individual can fill a multitude of roles within the 

leadership system at various times.  For instance, the same individual may be a 

courageous follower (Chaleff, 1995; 2003; 2008) one minute and a heroic leader 

(Lowney, 2003) the next, eventually, finding themselves an hour or so later playing the 

role of an exemplary follower (Kelley, 1992).  Again, due to dynamic nature of the 

context and situations individuals find themselves in on a daily basis, this fluidity of roles 

described is not only possible but also realistic. 

The Leadership Process and Participants’ Roles through Paradigm Interplay 

Traditionally, views on leadership and the leadership process have commonly 

been leader-centric (Baker, 2007; Hollander & Julian, 1969; Uhl-Bien et al., 2014).  This 

typical perspective potentially identified part of the problem within the literature, whereas 

the role of the follower in the leadership process is minimized, underemphasized, or 

ignored altogether (Kellerman, 2016; Uhl-Bien et al. 2014).  In contrast, through a social 

constructionist perspective, leadership and followership are viewed as being part of a 

dynamic relational process (Carstens, Uhl-Bien, West, Patera, & McGregor, 2010; 

DeRue & Ashford, 2010).  Through a social constructionist perspective, followers are 

considered to be “active participants with leaders in co-constructing leadership, 

followership, and outcomes” (Uhl-Bien et al, 2014, p. 84).  However, this view is more 

aligned with scholars rather than laypeople as this perspective is inductive in nature (Uhl-
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Bien et al., 2014) with an intent to construct an organization’s perspective (Uhl-Bien & 

Ospina, 2012).  This intent may deem problematic when those sought to participate in 

defining this perspective are not only unfamiliar with what they are supposed to see but 

also lack a foundational vocabulary and understanding to properly define what they see 

and how it shapes their organization and culture.  

While the social constructionist perspective may have been appropriately utilized 

to describe the dynamic nature of an organization, its culture, and the leadership process 

specific to those formal and informal structures, it did not provide tangible resources for 

potential study participants to utilize to help them define followership and their role as a 

follower.  Recognizing the idea and concept of followership remains foreign to many 

(Bjugstad et al., 2006; Murji, 2015), a role-based perspective may be most appropriate for 

participants of this study.  It has been suggested that utilization of a role-based 

perspective allows participants in the leadership process to be defined according to the 

behaviors demanded by the job and the role the participant plays in accomplishing that 

job (Hollander, 1974; Carsten, Harms, & Uhl-Bien, 2014).  For this study, this 

perspective not only recognized the context created through hierarchical roles (Uhl-Bien 

et al., 2014), it also aligned with popular typologies developed to define followership 

styles and roles (e.g. Chaleff, 2003; Kellerman, 2008; Kelley, 1988; Kelley 1992).  These 

typologies provided participants with the resources needed to “make sense of the system 

they participate in” (Barge & Fairhurst, 2008, p. 237).  Although concerns have been 

raised for the overuse of the role-based approach in leadership research (Uhl-Bein et al., 

2014), this deductive approach was still deemed necessary to allow for this study to 
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expand upon recent research related to followership styles and job satisfaction (e.g. 

Favara, 2009; Hinić et al., 2017; Oyetunji, 2013). 

Through utilization of a role-based perspective, potential still existed for leader 

and follower roles to be viewed as fluid within an ever-dynamic leadership system 

(Kellerman, 2016), permitting a recognition that “leaders and followers form an action 

circle around a common purpose” (Chaleff, 1995, p. 2).  While the roles in this action 

circle were defined through use of Kelley’s (1992) typology, the dynamic nature of the 

organization culture was still described and referred to through a social constructionist 

view for all aspects of this study.  Recognizing a constructionist view had the best 

potential to present the dynamic nature of an organization and a role-based, it was also 

recognized a follower-centric view would provide the best opportunity for gained insight 

from study participants not familiar with the concept of followership.  By utilizing 

paradigm interplay (Schultz & Hatch, 1996) and allowing both perspectives to 

“respectfully interact” (Romani et al., 2011, p. 433), the pros and cons for both views 

were identified (Uhl-Bien et al., 2014), allowing the strengths of each perspective to be 

maximized and the weaknesses to be minimized.  

“In order to see the ordinary with a fresh vision, we have to make it extraordinary; 

that is, we must break the habits of routine thought and see the world as though for the 

first time” (Cooper & Burrell, 1988, p. 101).  For desired behaviors of both leaders and 

followers to be co-created (Fairhurst & Uhl-Bien, 2012) as the system adapts and evolves 

(DeRue, 2011), individuals at all levels will need to embrace the idea that titles do not 

designate an individual’s role to always lead or follow (Maxwell, 2011); the context of 

the situation determines when someone should lead and when they should follow 
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(Kellerman, 2016).  Additionally, a perspective created through paradigm interplay 

heeded the call of contemporary researchers to look at the leadership process from a 

different perspective, as a process with dual roles of being a leader and a follower 

(Kellerman, 2007; Kelley, 1992), from a perspective where leaders and followers are 

viewed as “two sides of one process, two parts of one whole” (Chaleff, 1995, p. 2).  

Again, for a perspective such as this to be possible, it was imperative to lay a foundation 

of understanding through utilization of a follower-centric perspective and then extend 

that foundation through a dual utilization of a social constructionist perspective. 

Identifying and Defining Follower Types and Roles 

 With paradigm interplay utilized to help define the leader-follower relationship 

and a follower’s role in the leadership process, it became important to recognize how 

previous researchers had described followers and the various roles they play as they 

participate in the leadership system.  Although not all categories and descriptions of 

followers were fully utilized to conduct this dissertation, recognition and understanding 

of the research, literature, and terms considered foundational to the followership field 

were essential to producing additional research that was balanced and accurate.  What 

follows are the typologies of four researchers commonly referenced and utilized in 

followership research and literature. 

Zaleznik’s Four Groups of Subordinates 

Abraham Zaleznik, considered the “pioneer” of follower types (Kellerman, 2008), 

was perhaps the first to recognize followers played a vital role in the success of an 

organization (Zaleznik, 1965).  However, as the title of Zaleznik’s (1965) work 

suggested, The Dynamics of Subordinancy, these individuals were yet to be recognized as 
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followers, rather, they were deemed to be subordinates.  According to Zaleznik (1965), 

subordinates could be defined by two variables: (a) their level of dominance and 

submission and (b) their levels of activity and passivity.  As can be seen in Figure 1, 

placing these variables on two axes, four types of subordinates were identified: (a) 

impulsive subordinates; (b) compulsive subordinates; (c) masochistic subordinates; and 

(d) withdrawn subordinates. 

 Active  

Submissive 

Masochistic 

subordinates 

Impulsive 

subordinates 

Dominant 

Withdrawn 

subordinates 

Compulsive 

subordinates 

 Passive  

Figure 1. Abraham Zaleznik’s (1965) four subordinate style typology as defined by an 

individual’s levels of dominance or submission and level of activity and passivity.  

Zaleznik (1965) defined withdrawn subordinates as caring very little about their 

role, doing the bare minimum necessary to keep their job.  He suggested masochistic 

subordinates took pleasure in being dominated by the authority figure above them 

although that dominance could also be discomforting.  Compulsive subordinates were 

defined by Zaleznik (1965) as wanting to dominate their leaders but holding back these 

desires.  Finally, impulsive subordinates were defined as being rebellious, trying to be the 

leader even though they are attempting to be led. 



FOLLOWERSHIP STYLES AND JOB SATISFACTION  19 

According to modern descriptions of followers, Zaleznik’s subordinate typology 

has been described as being pessimistic (Favara, 2009) and outdated (Kellerman, 2008).  

However, it was still a positive step in gaining recognition for the roles played by 

followers.  

Kelley’s Five Followership Styles   

Robert Kelley’s work in the field of followership has been described as bringing 

the “notion of followership to the radar screens of practice and academia” (Jaussi, 

Stefanovich, & Devlin, 2008, p. 293), making his work some of the most highly cited in 

the field of followership (Uhl-Bien et al., 2014).   

Kelley’s (1988) original typology utilized two behavioral dimensions to describe 

and define five followership patterns.  While Zaleznik’s (1965) typology merely 

attempted to identify the roles of subordinates, Kelley’s (1988) typology specifically 

attempted to help better “understand the nature of the follower’s role” (p. 3) so that 

organizations could redefine followership and leadership in an attempt to hone 

followership skills and develop a culture that embraces followership.  As Figure 2 shows, 

Kelley (1988) illustrated the degree to which followers (a) exercise independent, critical 

thinking and (b) their levels of passivity/activity to describe the five followership 

patterns.   
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Figure 2. Robert Kelley’s (1988) five followership pattern typology as defined by a 

follower’s ability to think and a follower’s level of activity. 

Utilizing this typology, Kelley (1992) developed a followership questionnaire to 

quantitatively measure these two variables and updated his typology (see Figure 3).  

Kelley’s (1992) followership style questionnaire utilized 20-items and a 7-point Likert 

scale, ranging from 0 = Rarely to 6 = Almost Always, to identify followers’ levels of 

thinking and engagement.  Although Kelley’s (1988) initial typology established a 

foundation for his updated typology, it was his followership style typology supported by 

his followership style questionnaire that has been commonly utilized by fellow 

researchers in the field.  (e.g., Blanchard et al., 2009; Favara, 2009; Gatti et al., 2017; 

Hinić et al., 2017; Oyetunji, 2013).  Although Blanchard et al. (2009) used the 

questionnaire to explore employee attachment and Oyertunji (2013) used it to explore job 
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performance, Favara (2009), Gatti et al. (2017) and Hinić et al. (2017) used it to explore 

job satisfaction.  Perhaps most relevant to this research, Hinić et al. (2017) utilized the 

survey to explore the connection between followership styles and job satisfaction in 

Serbian teachers. 

Figure 3. Robert Kelley’s (1992) five followership styles typology as quantitatively 

defined by a follower’s ability to think and a follower’s level of activity. 

 While Kelley (1992) utilized individual chapters to describe each style, Kellerman 

(2008) summarized Kelley’s five styles of followership as follows: 

 Alienate followers think freely and critically; but they do not participate in the 

groups and organizations of which they are members. They score high in 

independent thinking and low in active engagement. 
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 Exemplary followers perform well in every aspect. They exercise 

“independent, critical thinking, separate from the leader or the group,” and 

they also are actively engaged. They score high across the board [referring to 

the high levels independent, critical thinking and activity]. 

 Conformist followers are content to take orders, to defer to their leaders. They 

score high in active engagement and low in independent thinking.  

 Passive followers let their leaders do the thinking for them, which means they 

require constant supervision. They score low in independent thinking and in 

level of engagement. 

 Pragmatic followers “hug the middle of the road.”  They question their 

leader’s decisions, but not very often and not too critically.  They score 

“middling” in independent thinking and “middling” in terms of engagement. 

(pp. 81-82) 

While Kelley’s (1992) original descriptions, if utilized, would have been straight from the 

source and rather in depth, Kellerman’s (2008) summary of each type of follower helped 

provide a concise and quickly accessed reference for each style.  Rather than requiring 

individuals participating in this study or participating in future adult learning 

opportunities offered to read the 199 pages Kelley (1992) utilized to describe the 

followership and the varying styles, utilization of those styles, as summarized by 

Kellerman (2008), cuts the delivered information down to one or two pages. 

Chaleff’s Courageous Follower Quadrants 

In his original book, Chaleff (1995) suggested having the courage to assume 

responsibility, serve, challenge, participate in transformation, and even leave the 
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organization are several characteristics of a courageous follower.  Later, Chaleff (2003; 

2008) further elaborated on these characteristics adding the courageous followers have 

the courage to take moral action, speak to the hierarchy, and listen to other followers.  

Based on his assumptions about followership, Chaleff (2003) also produced his own 

typology based on the courageous follower’s willingness to support and challenge the 

leader (see Figure 4). 
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High challenge 
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Resource 
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Individualist 

  

       

       

       

                        

 Low support  
Figure 4. Ira Chaleff’s (2003) typology of the four quadrants of courageous followership 

styles defined by a follower’s willingness to challenge and support his or her leader. 

Chaleff’s (1995; 2003; 2008) description of a courageous follower more aptly 

aligns with followers in the workplace (Kellerman, 2008).  This may be most evident in 

Chaleff’s recognition of a follower’s ability to leave an organization (1995) or speak to 

the hierarchy within the organization (2003).  Similar to Kelley’s (1988) typology, the 

followers contributing the least towards the dimensions are those providing the bare-

minimum possible to retain their job.  Although Kelley’s (1992) data suggested a large 
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majority of follower were in between the middle and high end of the spectrum for being 

active and between the middle and low end of the spectrum for utilizing dependent, 

critical thinking, Chaleff (2003) posited that from his experiences it was more common 

for followers to provide little challenge while providing high support.  Additional 

research similar in nature the Kelley’s (1988; 1992) or Chaleff (1995; 2003; 2008), such 

as this study, may help add support to either researcher’s findings or even suggest another 

potential result. 

Kellerman’s Five Types of Followers 

Barbara Kellerman (2008) provided her own perspective to followership types 

utilizing a single scale.  In Kellerman’s typology, isolates were placed in the middle of 

the scale as this type of follower, whether for or against the leader, is completely 

detached.  From there, depending on the level of engagement for or against the leader, the 

follower can be identified as either a bystander, participant, activist, or diehard (see 

Figure 5). 
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Figure 5. Barbara Kellerman’s (2008) five types of followers defined by the follower’s 

level of engagement for or against the leader.   

 While Kellerman (2008) utilized the previous typologies and research described 

to help inform her perspective on followership, she described her typology as a tool that 

was “more descriptive than prescriptive” (p. 85).  Rather than informing readers on how 

to transition from one type of follower to the next, Kellerman (2008) described how the 

context surrounding the interactions of the leader and follower helped to define the type 

of follower present in the situation.  If the individual utilizing Kellerman’s (2008) 

typology does not have a solid understanding of the concept of followership and 

importance of context, it was perceived that it might be difficult to fully utilize this 

typology. 

Followership, Job Satisfaction, and K-12 Education 

 While much attention has been paid to the idea of followers and the concept of 

followership thus far, merit did exist for a brief examination of literature related to the 
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dependent variable, job satisfaction, the population, teachers, and the environment, 

public schools in the United States, in this study. 

Job Satisfaction 

Kelley (1992) posited “that how we perform as followers determines, for the most 

part, how satisfied we are with our day-to-day work existence” (p. 88).  Although Kelley 

(1992) did not present data to support or validate this suggestion, contemporary 

researchers have attempted to quantify Kelley’s point (e.g., Favara, 2009; Gatti et al., 

2017, Hinić et al., 2017).   

Contrary to the minute existence of research and literature on followership, job 

satisfaction is one of the most frequently studied constructs in organizational research 

(Spector, 1997; Hinić et al., 2017).  Spector’s (1997) Job Satisfaction: Application, 

Assessments, Causes, and Consequence, one of the most highly cited sources on job 

satisfaction as of recent, also pointed out that job satisfaction is considered a major 

domain of research in industrial-organizational psychology as well.  A 2018 Google 

Scholar search of “job satisfaction” validated Hinić et al.’s (2017) claim about job 

satisfaction’s eminent presence when roughly 2,880,000 results were provided as a result 

of said search.  According to an additional 2018 Google Scholar search, this was roughly 

1,610,000 results more than what was available 20-years prior when Spector (1997) made 

his original claim.   

Spector (1997) described job satisfaction as “the degree to which people like their 

jobs.  Some people enjoy work and find it to be a central part of life.  Others hate work 

and do so only because they must” (p. vii).  Bakker and Oerlemans (2011) also described 

job satisfaction as one of the central dimensions related to an employee’s well-being.  
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While both sources described job satisfaction in their own terms, both considered job 

satisfaction to be central or prominent to people or employees.  

Although a multitude of methods did exist to measure job satisfaction, Van Saane, 

Sluiter, Verbeek, and Frings-Dresen (2003) were able to present a systematic review of 

the various instruments commonly utilized in research.  In this review, Van Saane et al. 

(2003) identified 29 instruments commonly utilize and 11 domains considered to 

represent job satisfaction most commonly among those instrument.  Those 11 domains 

were: (a) work content, complexity of job, and role; (b) autonomy; (c) 

growth/development; (d) financial rewards; (e) promotion; (f) supervision; (g) 

communication; (h) co-workers; (i) meaningfulness; (j) workload; and (k) work demands.  

Additionally, of the 29 instruments identified by van Saane et al. (2003), Weiss et al.’s 

(1967) Minnesota satisfaction questionnaire (MSQ), a multidimensional tool for specific 

jobs, was identified as being a commonly utilized instrument.  Prior to this, Hirschfeld 

(2000) also identified the MSQ as a popular instrument frequently used in job satisfaction 

research.  This trend seems to continue today as, most recently, the MSQ was utilized by 

Hinić et al. (2017) for their study on followership styles and job satisfaction.   

Minnesota satisfaction questionnaire.  Weiss et al.’s (1967) MSQ short-form 

utilizes 20 items and a 5-point Likert scale to quantitatively measure job satisfaction.  

The 20 domains measured within the MSQ are: (a) ability utilization; (b) achievements; 

(c) activity; (d) advancement; (e) authority; (f) company policies and practice; (g) 

compensation; (h) co-workers; (i) creativity; (j) independence; (k) moral value; (l) 

recognition; (m) responsibility; (n) security; (o) social service; (p) social status; (q) 

supervision-human relations; (r) supervision-technical; (s) variety; and (t) working 
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conditions.  Extending beyond the 11 domains considered to represent job satisfaction, as 

identified by van Saane et al. (2003), the MSQ also measured moral value and social 

service, two areas which helped the instrument better align with Creighton’s Jesuit 

mission and values (Creighton University, n.d.).  Hinić et al. (2017) also pointed out 

teachers have diverse needs, values, and goals of teachers, making the MSQ appropriate 

to use due to its ability to measure both intrinsic and extrinsic factors which influenced 

job satisfaction.  

Public Education in the United States 

 According to the National Center for Education Statistics (n.d.), 50.7 million 

student in the 2017-18 school year were attending public elementary and secondary 

schools in the United States.  These numbers are up slightly from the 50.6 million the 

previous school year (National Center for Education Statistics, n.d.).  This population of 

students was spread out amongst the 98,200 public schools in the United States, with 

approximately 3.2 million full-time-equivalent teachers working within these schools 

(National Center for Education Statistics, n.d.).  With 13,601 public school districts in the 

United States, the average population for full-time-equivalent teachers per district was 

approximately 235 (National Center for Education Statistics, 2014). 

While the student/teacher ratio increased from 15.4 in 2007 to 16.1 in 2017, 

American public schools have experienced a decrease in high school dropout rate from 

10.9 percent in 2000 to five-point-nine percent in 2015 (National Center for Education 

Statistics, n.d.).  Public high school adjusted cohort graduation rates also rose to 83 

percent for the 2014-15 school year, the highest rate since the measure was first collect in 

2010-11 (National Center for Education Statistics, 2017).  However, as graduation rates 
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increase and dropout rates decrease, the challenges facing schools today continue to 

mount.  While the Obama administration was able to reauthorize the Elementary and 

Secondary Act (ESEA) for the 8th time when the Every Student Succeeds Act (ESSA) was 

signed into place December, 2015 (U.S. Department of Education, 2015), the Trump 

administration has demonstrated a varying in priorities and has acted to limit the intended 

abilities of ESSA (Knight, 2017).  As Knight (2017) pointed out, although the Trump 

administration was unable to pass “a bill that would effectively repeal ESSA and create a 

federal voucher system” (p. i), they have been able to “exclude any requirements for 

lower-performing districts to address funding disparities across school” (p. 13).  This 

shift in policy has helped to potentially foster further inconsistencies in public education 

due to the varying resources and staffing available to schools, especially when looking at 

the gap between schools considered to be high-performing and those considered to be 

low-performing.  

 Many schools considered to be low-performing, or Title I schools, tend to also be 

schools recognized as high-poverty as well (Knight, 2017).  Unfortunately, the trends at 

this time showed students from low income families were on the rise, with a majority of 

K-12 public students in the United States coming from low-income families (Southern 

Education Foundation, 2015).  Not only have students from low-income families 

struggled in comparison to their peers in the classroom (Wyner, Bridgeland, & Dilulio, 

2007), they have also demonstrated higher mobility rates (Engec, 2006).  In reference to 

student mobility, Engec (2006) stated students who frequently change schools experience 

disruption in the home and school life due to the “lack of continuity of lesson content, 

disruptions in social ties, and feelings of alienation” (p. 167).  However, in addition to 



FOLLOWERSHIP STYLES AND JOB SATISFACTION  30 

student mobility, teacher mobility and attrition is also becoming an issue in K-12 

education. 

 Whether a teacher is moving between schools or leaving public education 

altogether, teacher mobility “creates financial costs for schools, districts, and teachers” 

(Sullivan, Barkowski, Lindsay, Lazarev, Nguyen, Newman, & Lin, 2017, p. i).  As was 

the case with student mobility, teacher mobility has appeared to be higher in schools that 

may be considered to be poor achievement or Title I (Borman & Dowling, 2008; 

Ronfeldt, Lankford, Loeb, & Wyckoff, 2013).  Unfortunately, it appears these schools 

struggling for continuity with students may also be struggling with continuity in staff.   

 While federal and state education policy and socioeconomic status and mobility 

rates of students may be outside of a teacher’s control, job satisfaction (Weiss et al., 

1967) and teacher mobility rates (Ronfeldt et al., 2013) have been considered to be 

related in some way to a teacher’s perception of his or her role and his or her 

relationships to those around them (Bryk & Schneider, 2002; Maxwell, 2011).   

Recognizing that not all issues in education can be changed directly by the teacher, there 

was potential in this study to see where teachers might have an influence on the success 

of their students, their school, and themselves if better understanding for their role as a 

follower and their abilities to create or sustain change from within their district can be 

created. 

Summary 

 While the use of the word leadership dates back to 1765 (leadership, n.d.) and 

scientific study of leadership dates back to the turn of the 20th century (Day & Antonakis, 

2012), the use of the word followership only dates back to 1913 (followership, n.d) with 
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scientific study of followership only recently becoming organized and published (Murji, 

2015).  Although followers have been credited with 80 to 90 percent of organizational 

success (Kelley, 1992) a disconnected, disproportioned, leader-centric perspective 

continues to allow half of the leadership equation to remain unrecognized and 

undervalued (Bjugstad et al., 2006; Favara, 2009).  As a result, leaders and leadership 

continue to dominate followers and followership in both theory and practice. 

While the social constructionist perspective may have been appropriately utilized 

to describe the dynamic nature of an organization, its culture, and the leadership process 

specific to those formal and informal structures, it did not provide tangible resources for 

study participants to utilize and help themselves to define followership and their role as a 

follower.  Recognizing the idea and concept of followership remains foreign to many 

(Bjugstad et al., 2006; Murji, 2015), a role-based perspective was deemed most 

appropriate for participants of this study.  However, only presenting the issues from this 

perspective limited the abilities of this study.  Because of this, utilizing a perspective 

reliant on the paradigm interplay of social constructionism to describe the concept of 

followership and the environment it exists within and a follower-centric, role-based 

perspective to describe the roles of followers was deemed to be the most appropriate 

perspective to utilize for this study. 

The typologies of Zaleznik (1965), Kelley (1988; 1992), Chaleff (1995; 2003; 

2008) and Kellerman (2008) provided a foundational understanding of the various traits, 

styles, and roles of followers in the leadership process.  Although the presented 

typologies have many similarities, Kelley’s (1992) followership styles typology, in 
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combination with his followership questionnaire, provided the best opportunity to 

quantifiably measure and identify followers.   

 Although a vast majority of this literature review focused on followers and the 

concept of followership, attention was also given to literature on job satisfaction, 

teachers, and K-12 public schools in the United States.  While van Saane et al. (2013) 

were able to point out a wide range of instruments did exist to measure job satisfaction, 

the popularity, validity, and recent usage of Weiss et al.’s (1967) MSQ in similar research 

to this study helped designate it as the proper instrument to be used for this study. 

  Finally, although recent studies have suggested improvement in schools despite 

continued growth (National Center for Education Statistics, n.d.; 2014; 2017), the ability 

to sustain this success is uncertain and not guaranteed.  While perceptions on education 

policy have shifted with the transition from the Obama administration to the Trump 

administration, the underlying issues common to struggling schools have continued to 

increase.  Although not all issues in education can be change directly by the teacher, there 

is potential for the results of this study to demonstrate where teachers might have an 

influence on the success of their students, their school, and themselves if better 

understanding for their role as a follower and their abilities to create or sustain change 

from within their district.  
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 CHAPTER THREE: METHODOLOGY  

Introduction 

 What follows in this chapter is a brief overview of the purpose and intent of this 

study as well as a presentation of the framework utilized to conduct this quantitative 

study.  In addition to a description of the methods utilized, rational is also provided to 

help create clarity and transparency for why exactly certain choices in the research 

process were made.  This chapter not only helps lay a foundation of understanding so that 

the findings presented in Chapter Four can make more sense, it also serves as a guide for 

future researchers to potential utilize so that additional research on followership can more 

easily be conducted and research specific to this topic and population can more easily be 

replicated. 

Purpose of the Study 

 The purpose of this non-experimental, quantitative study was to determine 

whether differences exist in perceived job satisfaction of K-12 teachers from the same 

Midwest district based on followership styles. 

Aim of the Study 

The aim of this study was to potentially create professional development trainings 

or adult learning opportunities (Caffarella & Daffron, 2013) specifically focused on job 

satisfaction and the concept of followership directed towards teachers and administration 

specific to this study.  The intent of that training will be to support teachers feeling lost in 

the profession, reaffirm teachers finding success, while also attempting to connect 

administrators to information about followership and, at the same time, insight about their 

staff that may help positively enhance the district’s culture.  
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Methodology 

 This study utilized a non-experimental, quantitative design.  Because data was 

only collected once, the study would also be considered to be cross-sectional (Creswell, 

2014).  This methodology was considered to be advantageous due to its ability to elicit 

responses from a larger body of participants in a short amount of time.  While qualitative 

methods may be viewed as beneficial for examining how teachers perceive their role as a 

follower in a K-12 education system, it has been suggested that the idea and concept of 

followers and followership is foreign to many (Bjugstad et al., 2006; Murji, 2015).  Due 

to this disconnect, it was determined that it may be difficult to properly collect and 

measure data accurately utilizing a qualitative design for this study.   

This study utilized Kelley’s (1992) followership style questionnaire (FSQ) to help 

create a portion of the data collection instrument.  Utilization of the FSQ provided 

participants with a resource to help identify and understand followers and followership in 

a different light than that of which is typical in society today.   

Additionally, utilization of a digital survey as a data collection tool allowed all 

members of the specified population to be contacted and potentially recruited to 

participate in the study.  This allowed participants to participate at their leisure, 

potentially avoiding the need for participants to sacrifice crucial time or tasks to allow 

participation in this study.  

Overview of Data Collection 

 Although Favara (2009), Oyetunji (2013), and most recently, Hinić, et al. (2017) 

have all shed light on followership styles and job satisfaction, no studies could be found 

that focused specifically on K-12 teachers in the United States.  Recognizing this void in 



FOLLOWERSHIP STYLES AND JOB SATISFACTION  35 

research, a population comprised of Midwestern, K-12 teachers from the same district 

was identified as both appropriate and essential to potentially expand insight in this field 

of study.  

 Referencing a social constructionist perspective and noting the importance of a 

shared context in individuals’ ability to conceivably understand, identify, and explain 

followers and followership, it was determined that it was necessary all potential 

participants of this study came from the same school district.  While the size of school 

districts in the Midwest United States vary drastically, the population specifically 

identified for this study was chosen due to it being smaller – 180 teachers – and the 

researcher’s ability to gain access to the members of this population from the district’s 

gatekeeper (Creswell, 2014).   In order to determine an appropriate sample size for an 

ANOVA with a large effect size (f = .5) and a standard adequacy for power (π = .8), 

G*Power was utilized to conduct a power analysis.  From the results of that power 

analysis, it was determined the sample size for this study would need to be at least 55 

participants (see Figure 6). 
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Figure 6.  Utilizing G*Power to conduct a power analysis, it was determined a sample 

size of 55 would be necessary to reduce the potential for Type I and Type II errors (Field, 

2013).  

 While it is understood that results of this study may not be generalizable to other 

teachers in the United States, or even other teachers in the Midwestern United States, this 

chosen population at least has the potential to give an unrepresented population in 

followership research a voice and identity for themselves and others to utilize moving 

forward.  
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Instruments Utilized for Data Collection 

For this quantitative study, a 46-item survey comprised of Kelley’s (1992) 20-

item FSQ, Weiss et al.’s (1967) 20-item, short-form Minnesota satisfaction questionnaire 

(MSQ), and six items pertaining to demographics was digitally distributed via email to 

collect data (See Appendix A).  The researcher made an attempt to reach out to Robert 

Kelley for permission to utilize his FSQ, however, a response from Robert Kelley was 

never received.  The MSQ was available under a Creative Commons Attribution-

NonCommercial 4.0 International License and allowed the instrument to be used for 

research free of charge without consent, provided that the source of the work was 

acknowledged. 

Kelley’s (1992) FSQ helped to measure and identify participant’s followership 

styles, or this study’s identified independent variable.  Weiss et al.’s (1967) MSQ helped 

to measure teacher’s levels of job satisfaction, or this study’s identified dependent 

variable.  The six items utilized for demographics helped measure variables identified as 

potential control variables for this study.  

Kelley’s (1992) FSQ utilizes 20 items and a 7-point Likert scale to measure two 

dimensions of followership: independent critical thinking and active participation. The 

scores from these two dimensions are then used to identify which one of the five 

followership styles participants align with: alienated, conformist, exemplary, pragmatist, 

or passive.  Although Blanchard et al. (2009) suggested potential hesitation on the 

generalized validations of Kelley’s (1992) FSQ, Hinić et al. (2017) suggested  

Existent data speak in favour of psychometric properties of the scale, with the 

aggregate coefficient of internal consistence α = 0.84, and individual scores on the 
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subscales ranging from 0.63 to 0.74 for independent thinking and 0.69 to 0.87 for 

active engagement. (p. 508) 

Additionally, Kelley’s (1992) FSQ and typology have been common resources to 

contemporary research that has emphasized both followership and job satisfaction (e.g., 

Blanchard et al., 2009; Favara, 2009; Gatti et al., 2017; Hinić et al., 2017; Oyetunji, 

2013). 

 Weiss et al.’s (1967) short-form MSQ utilizes 20 items to measure individual job 

satisfaction utilizing a 5-point Likert scale.  The MSQ contains 11 items that measure 

intrinsic satisfaction (e.g., autonomy, creativity, responsibility, social status) and 9 items 

which measure extrinsic satisfaction (e.g., working conditions, wages, interpersonal 

relationships, safety).  Weiss et al. (1967) suggested results of their studies on a multitude 

of occupations “indicated that the MSQ measured satisfaction in accordance with 

expectations” (p. 18).  When the MSQ was specifically utilized on teachers, general 

satisfaction was identified as having a Hoyt reliability coefficient of 0.87 (Weiss et al., 

1967).  Hinić et al. (2017) again identified that modern research identified “good 

properties of the scale, such as internal consistency coefficients ranging from 0.85 to 

0.96, and test-retest reliabilities of 0.70 to 0.80” (p. 508).  Due to these reasons, the MSQ 

was deemed appropriate to utilize for this study.  

 Although past researchers found success in collecting data utilizing physical 

forms of their questionnaire (e.g., Favara, 2009), others found success utilizing a digital 

form of their questionnaire to collect data (e.g., Koonce, 2012).  The 46-item survey tool 

created from the combination of the two surveys discussed above was administered via 

Qualtrics, an electronic survey tool offered free of charge to students at Creighton 
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University.  In addition to Qualtrics’ data collection and analysis functionality being 

highly compatible with SPSS, the platform provided better anonymity to participants of 

this study compared to what might have been provided through use of other free options 

available to the researcher.  

Study Participants 

 Due to a preexisting relationship and connection with the gatekeeper of the 

identified research population and a preexisting familiarity for the researcher of the 

members, culture, and context of the identified population, communication was 

established early to posit the site be utilized as the source of this study’s population.  

Once the documents were ready, a rough draft of the first three chapter, the dissertation 

proposal PowerPoint, and a link to the 46-item digital survey were submitted to the 

gatekeeper to gain formal approval to work with the site.  Formal approval was received 

on March 1st, 2018, with a signed letter of agreement received March 5th, 2018 (See 

Appendix B).  Following a successful dissertation proposal, IRB was contacted and the 

necessary documents were submitted to gain the final approval necessary for this study to 

be conducted.  Formal approval from IRB was provided on March 19th, 2018, and the 

IRBNet ID 1207776-1 was assigned to this study.   

Research Procedures 

 Following the approval of the site’s gatekeeper, this study’s committee, and the 

IRB, the researcher scheduled in-school visits to the five schools – three elementary 

schools, one middle school, and one high school – in the district providing the sample for 

this study one week prior to the dispersal of the digital data-collecting tool.  These in-

school visits were deemed necessary to personally introduce the staffs to the research 
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being conducted and extend a face-to-face invite to those teacher eligible to participate in 

the study.  The teachers were also informed during those presentations that an email 

containing an anonymous link to the survey, as well as an additional overview of the 

study and the participants rights, would be sent out on Monday of the week that followed.  

It was also stated that once the teachers received the email, they would have one week to 

complete the survey, or until 11:59 pm on of the Sunday following that Monday.   

Data Collection Process 

 On April 9th, 2018 at 6:06 a.m., an invitation to participate (See Appendix C) in 

this study was sent out via school email to the 180 K-12 teachers on staff at Midwest 

Public Schools.  The sending out of this email initiated the official opening of the data 

collection window which was to be open for one week, or until 11:59 p.m. April 15th, 

2018.  On April 12th, 2018 at 11:47 a.m., a follow-up email was sent out to the 180 K-12 

teachers thanking those able to participate thus far and reminding the remaining teachers 

they had until 11:59 p.m. on April 15th, 2018 to complete the survey and take part in the 

study.   

As was described previously, after running a G*Power analysis, it was determined 

55 participants would be needed in this study to minimize Type I and Type II errors while 

running the analysis of variance necessary for exploring the differences in self-perceived 

job satisfactions between the various styles of followership identified.  At the closing of 

the data collection window at 11:59 p.m. on April 15th, 2018, 107 surveys had been 

submitted via Qualtrics.  Of the 107 collected surveys, two had to be omitted due to the 

surveys being incomplete. 
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Study Timeline 

 The foundational process of this study was formally started in January of 2018, 

with the first three chapters of the DIP being completed during the Proposal Construction 

course.  The research and data collection process was completed during the Spring of 

2018.  During the Summer of 2018, all data collected was then analyzed.  Additionally, 

the literature review was continued to be built upon and continually revisited to make 

sure all literature and research pertinent to this study were properly identified and 

represented.  Completion of the written portion of this dissertation was reached in August 

2018.  Following written completion, permission to set a dissertation defense date was 

sought and received.  See Figure 7 for full outline of this dissertation’s timeline. 
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Dissertation Timeline 

March 2018 • Officially proposed dissertation to committee. 

• Applied for and received IRB approval. 

April 2018 • Met face-to-face with teachers at five schools to 

introduce the study and invite them to participate in the 

study. 

• Sent out invitation with link to teachers attempting to 

recruit participants. 

• Data collection window opened April 9th and closed 

April 15th after collecting 105 completed surveys. 

May 2018 • Analysis of data completed and Chapter 4 written. 

Summer of 2018 • Chapter 5 written. 

• Drafts of entire dissertation completed and submitted 

for review and revisions. 

• Defense date officially set. 

August 2018 • Final revisions completed and finalized dissertation 

submitted to committee. 

September 2018 • Dissertation defended on campus at Creighton 

Figure 7. This timeline outlines the seven months officially utilized during the 

completion of the formal dissertation process. 

Legal Issues Influence on Collecting Evidence 

At the time of data collection, it was not foreseen that any legal issues existed 

which might influence the collection of data.  However, it was recognized that it was 

important to acknowledge that time was spent thinking about what legal issues may 

potentially exist during this portion of the research process. 

Data Analysis 

The analysis of data was again guided by the following research question: What 

are the differences in perceived job satisfaction scores among teacher followership styles 
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in a small Midwestern district?  Data collected through the digital survey created on 

Qualtrics and utilized for this study were exported to SPSS for further analysis.  

Descriptive statistics were produced to potentially create a better understanding of the 

data collected and the potential directions possible and necessary for further analysis of 

the data.  Recognizing the research hypothesis and null hypothesis intent to examine the 

degree of interaction between followership styles of teachers and job satisfaction, it was 

predetermined an ANOVA would be utilized to determine whether there were any 

statistically significant differences between the job satisfaction means.  Since it was 

determined that a statistically significant difference was present, Tukey’s HSD was 

utilized to determine where exactly the difference or differences existed. 

Leadership Roles/Implications as it Relates to Data Collection 

As has been previously explained, contemporary researchers have urged others — 

both laypeople and scholars — to look at the leadership process through a perspective 

that views leaders and followers as interrelated and interchanging roles, a perspective 

contrary to the typical mindset related to leadership (Chaleff, 1995; Kellerman, 2007; 

Kelley, 1992).  If current habits, practices, and mindsets in leadership and management 

are to change, adapt, and evolve, especially in education, it is imperative documentation 

and research are created to validate and support the rational and potential that may exist if 

people and organizations embrace the concepts of followership theory (Baker, 2007; 

Crossman & Crossman, 2011; Uhl-Bien, Riggio, Lowe, & Carstens, 2014).  Through the 

collection and analysis of the data related to this study, potential was created to identify a 

statistically significant interaction between one or multiple followership styles and the 

perceived levels of job satisfaction of Midwestern, K-12 teachers.  Because of these 
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results, evidence now exist to merit further time and resources within the school district 

to help emphasize and educate teachers about the concept of followership and redefining 

potential roles of followers.  

Ethical Considerations 

 It is important to identify that the researcher was employed as a teacher in the 

district that provided the sample population.  While preexisting relationship existed with 

potential participants, utilization of a digital survey may helped limit potential biases that 

may have existed if the participant could have been identified by the researcher. 

 As stated previously, an email was sent out to teachers in the district inviting them 

to utilize an attached link to complete the 46-item survey and participate in this study.  

Within that email, potential participants were re-informed about the intent of both the 

survey and the study (See Appendix C) as well as provided with the participants’ Bill of 

Rights (See Appendix D).  Recognizing the potential sensitivity of the information 

provided, participants were reminded and reassured that although the district will be 

provided with a copy of the finished study, it was and will not be provided with direct 

access to the data collected and securely stored by the researcher.   

Additionally, within the survey, participants were provided with instant results to 

their responses informing them of their independent thinking and active engagement 

scores and their general satisfaction score.  In addition to these scores, a downloadable 

document was provided to explain what those scores meant and how the information 

could be utilized (See Appendix E).  
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Summary 

 This non-experimental quantitative study was intended to examine the frequencies 

of followership-styles and their connection with perceived levels of job satisfaction of 

public, K-12 teachers from the same district in the Midwest.  The 46-item data collection 

tool utilized for this study comprised of Kelley’s (1992) 20-item followership style 

questionnaire, Weiss et al.’s (1967) 20-item Minnesota satisfaction questionnaire, and six 

demographic questions.  Kelley’s 20 items utilized a 7-point Likert scale for participants 

to provide responses while Weiss et al.’s 20 items utilized a 5-point Likert scale.  

 The 46-item survey designed for this study was completed digitally by 

participants through the utilization of Qualtrics.  Potential participants were provided a 

link via email to gain access to the survey.  Potential participants were also notified both 

verbally and digitally that their participation was voluntary and that although the final 

study would be provided to the district, survey responses provided by participants would 

not and will not be directly provided to the district.  
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CHAPTER FOUR: FINDINGS 

Introduction 

 The intent of this chapter is to present the results of the research conducted for 

this non-experimental, quantitative study that explored whether or not there is a 

difference in job satisfaction levels of teachers based on their identified followership 

style.  The purpose of this quantitative study was to determine whether differences exist 

in perceived job satisfaction of K-12 teachers from the same Midwest district based on 

followership styles.  While the research question guiding this study asked what are the 

differences in perceived job satisfaction scores among teacher followership styles in a 

small Midwestern district, the hypothesis suggested teachers who indicated an exemplary 

followership style would demonstrate higher levels of job satisfaction compared to 

teachers who indicated alienated, conformist, pragmatist, and passive styles of 

followership.  Contrary to the research hypothesis, the null hypothesis suggested teachers 

who indicated an exemplary followership style would demonstrate similar levels of job 

satisfaction compared to teachers who indicate alienated, conformist, pragmatist, and 

passive styles of followership.     

Internal Consistency of Scales and Subscales 

 For this study, IBM SPSS Statistics 24 was utilized to calculate all analyses on 

collected data.  In order to determine validity and internal consistency of the FSQ and 

MSQ, reliability analyses were conducted on both scales and their related subscales.  As 

posited by Field (2014), when utilizing Cronbach’s α, a value of .7 to .8 is an acceptable 

value to demonstrate reliability of the scale. 
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 For the FSQ, internal consistency analyses suggested acceptable levels of 

reliability were present with the independent thinking subscale (α = .74), the active 

engagement subscale (α = .72), and the overall FSQ scale (α = .82).  For the MSQ, 

internal consistency analyses again suggested acceptable levels of reliability were present 

with the intrinsic satisfaction subscale (α = .79), the extrinsic satisfaction subscale (α = 

.80), and the overall MSQ scale (α = .88). 

Descriptive Statistics 

 Of the 180 current teachers on staff at Midwest Public Schools, 105 teachers 

provided applicable responses to the survey provided – a return rate of 58.33%.  

Although the descriptive statistics provide quantified insights about the sample, questions 

focused on certain specific areas (e.g., participants name, building assigned, etc.) that 

would allow for the identification of the participant were not collected to allow for 

anonymity and a willingness to provide candid responses.  Again, six items specifically 

focused on collecting this descriptive data.  This set of collected data is outlined in Table 

1.  
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Table 1 

Descriptive Statistics for Study Participants 

Group N Frequency 

Sample size 105 100% 

Gender   

     Males 23 21.9% 

     Females 82 78.1% 

Age   

     20-29 25 23.8% 

     30-39 43 41.0% 

     40-49 21 20.0% 

     50+ 16 15.3% 

Education level   

     Bachelors 12 11.4% 

     Masters 93 88.6% 

Teaching assignment   

     Elementary (K-5) 49 46.7% 

     Middle/High School (6-12) 50 47.6% 

     Both (K-12) 6   5.7% 

Experience teaching   

     1-3 years 7   6.7% 

     4-6 years 22 21.0% 

     7-9 years 17 16.2% 

     10-12 years 18 17.1% 

     13-15 years 10   9.5% 

     16-18 years 8   7.6% 

     19+ years 23 21.9% 

Longevity at MPS   

     1-3 years 36 34.3% 

     4-6 years 16 15.2% 

     7-9 years 21 20.0% 

     10-12 years 13 12.4% 

     13-15 years 7   6.7% 

     16+ years 12  11.5% 

 Note. Female responses outnumbered male responses almost four-to-one, 

however, this ratio actually generalizes well to the overall population ratio of the 

teachers in the district across the nation.  Specifically, the National Center for 

Education Statistics (2011) suggested 76.3% of the teaching population in the 

United States was female, while 23.7% was male.  
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Looking at the 20-item portion of the survey specifically intended to identify 

teachers’ followership styles, it was revealed that all but one of Kelley’s (1992) 

followership styles aligned with at least one of the 105 teachers at Midwest Public 

Schools.  As can be seen in Table 2, according to survey responses, there were no 

teachers who were considered passive followers according to Kelley’s (1992) FSQ.  

According to the data collected, on average, the participating teachers (N = 105) scored 

high on independent thinking (M = 41.37, SD = 5.78) and middling on active engagement 

(M = 39.16, SD = 6.73).  Additionally, with no teachers considered to be passive 

followers, the number of potential groups represented in the ANOVA was reduced from 

the five originally expected (exemplary, pragmatic, alienated, conformist, and passive) to 

the four eventually identified (exemplary, pragmatic, alienated, and conformist). 

Table 2 

Midwest Public School Teachers as Described by Followership Style 

Followership style N Frequency 

Exemplary 73 69.5% 

Pragmatic 26 24.8% 

Alienated 4   3.8% 

Conformist 2   1.9% 

Passive 0   0.0% 

Note. Followership style was determined according to independent thinking and 

active engagement scores.  Exemplary followers had score in both subscales 

above 40.  Pragmatic followers are considered middling and have scored in both 

subscale between 20 and 40.  Alienated followers had scores of 30 or more on 

independent thinking and scores below 30 on active engagement.  Conformist 

followers had scores below 30 on independent thinking and above 30 on active 

engagement.   Passive followers are defined by scores below 30 in both 

independent thinking and active engagement.  

 

Looking at the 20-item portion of the survey specifically intended to identify self-

perceived levels of job satisfaction, it was revealed that a large majority of the sample 
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were either experiencing average or low levels of job satisfaction, with a smaller 

percentage experiencing high level of satisfaction (See Table 3).  Although the range of 

general satisfaction scores extended from an minimum of 43 to a maximum of 97, the 

average score for the group would just barely be considered as an average job satisfaction 

level according to the MSQ, M = 77.49, SD = 9.83.  As can be seen in the notes for Table 

3, a score between 77 and 88 is considered to represent an average level of job 

satisfaction. 

Table 3 

 

Midwest Public School Teachers as Described by Self-perceived Job Satisfaction 

Level of job satisfaction N Frequency 

High 13 12.4% 

Average 47 44.8% 

Low 45 42.9% 

Note. MSQ scores of 89 or higher designated a teacher as perceiving a high level 

of job satisfaction.  A score of 77 to 88 designated a teacher as perceiving average 

level of job satisfaction.  Any score 76 or lower designated a teacher as perceiving 

low levels of job satisfaction.    

 

Distribution of Data 

Although the data described previously may help to determine whether or not the 

distribution of the data may be considered normal, especially when combined from the 

statistics in Table 4, it was deemed beneficial to heed Field’s (2013) advice to also plot 

the data to determine characteristics of the data distribution.  As can be seen below, the 

histograms for independent thinking (See Figure 8), active engagement (See Figure 9), 

and general satisfaction (See Figure 10) present the negative skewness predicted by the 

data in Table 4, but also indicated the presence of the idealistic bell-shaped curve 

representative of a normal distribution.  
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Table 4 

Descriptive Statistics for Survey Scales and Subscales 

  

Followership style 

questionnaire  

Minnesota 

satisfaction 

questionnaire 
  

Independent 

thinking 

Active 

engagement 

General 

satisfaction 
  

    

N  105 105 105 

Mean  41.37 39.16 77.49 

Std. error of mean   0.56   0.66   0.96 

Std. deviation   5.78   6.73   9.83 

Variance 33.43 45.23 49.66 

Skewness -0.63 -0.14   -.54 

Std. error of skewness  0.24  0.24  0.24 

Kurtosis  1.01 -0.31  0.98 

Std. error of kurtosis  0.47  0.47  0.47 

Range 33 32 54 

Minimum 19 22 43 

Maximum 52 54 97 
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Figure 8. Distribution of independent thinking scores for the sample population (N = 

105) with skewness of -0.63 (SE = 0.24) and kurtosis of -1.01 (SE = 0.47). 
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Figure 9. Distribution of active engagement scores for the sample population (N = 105) 

with skewness of -0.14 (SE = 0.24) and kurtosis of -0.31 (SE = 0.47). 
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Figure 10. Distribution of general satisfaction scores for the sample population (N = 105) 

with skewness of -0.54 (SE = 0.24) and kurtosis of 0.98 (SE = 0.47). 

 While it appears the distribution of data may be considered to be normal, it could 

not be denied that an outlier did exist in the data (See Figure 10) and that identified 

followership style subgroups were not congruent in size (i.e., Exemplary = 73; Pragmatic 

= 26; Alienated = 4; Conformist = 2).  Due to these potential issues, it was recognized 

robust tests would need to be utilized to help minimize the presence of any potential bias. 

Research Question and Hypothesis Testing 

 Following the quantification of the descriptive statistics and identification of data 

distribution, SPSS was also utilized to test the null hypothesis and perform an analysis of 
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variance (ANOVA) on the collected data.  Again, the null hypothesis stated teachers who 

indicate an exemplary followership style will demonstrate similar levels of job 

satisfaction compared to teachers indicating alienated, conformist, pragmatist, and 

passive styles of followership.  According to the results of the ANOVA, there was a 

significant effect of followership style on levels of job satisfaction, F(3, 101) = 5.46, p = 

.002, ω = .11.   

These results suggested the homogeneity of variance assumption had been broken 

but does not specifically identify where exactly the difference or differences in means 

existed.  Although these initial analysis results did not suggest where the variance or 

variances existed, they did reject the null hypothesis due to the presence of variance in 

the reported levels of job satisfaction. 

 In order to determine where the difference or differences between means exists 

and determine whether or not the research hypothesis – teachers who indicate an 

exemplary followership style will demonstrate higher levels of job satisfaction compared 

to teachers indicating alienated, conformist, pragmatist, and passive styles of 

followership – could be rejected or supported by the data, additional post hoc tests were 

required.  To determine where the differences in job satisfaction occurred among the 

followership style, Tukey’s HSD was utilized to run multiple comparisons on the 

followership style subgroups.  Recognizing a potential for bias due to the unequal sizes of 

the study’s subgroups (Exemplary = 73; Pragmatic = 26; Alienated = 4; Conformist = 2) 

and the overall size of the sample (N = 105), Tukey’s HSD was also bootstrapped to 

extrapolate the data and potentially minimize bias while providing further validation and 

support of the analysis. 
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 From the results of the post hoc analysis, several followership styles were 

identified as having statistically significant difference in mean job satisfaction when 

compared to other followership styles (See Table 5).  Specifically, pragmatic followers’ 

mean difference in job satisfaction in comparison to conformist followers was found to 

be higher, d = 18.15, SE = 8.6, p = .04, BCa 95% CIs [3.1, 33.21], alienated followers’ 

mean difference in job satisfaction in comparison to conformist followers was found to 

be higher, d = 28.25, SE = 9.92, p = .004, BCa 95% CIs [9.25, 47], and exemplary 

followers’ mean difference in job satisfaction in comparison to conformist followers was 

also found to be higher, d = 22.17, SE = 8.51, p = .006, BCa 95% CIs [7.63, 36.85].  

Additionally, although the original Tukey’s HSD found alienated followers’ mean 

differences in job satisfaction in comparison to pragmatic followers to be non-significant, 

d = 10.10, SE = 5.2, p = .18, the bootstrapped bias-corrected and accelerated (BCa) 95% 

confidence intervals suggested alienated followers’ mean difference in job satisfaction in 

comparison to pragmatic followers might also be significant, BCa 95% CIs [0.44, 19.83]. 

 Although the analysis results identified where the difference in means existed, in 

reference to the research hypothesis, only the mean difference between exemplary 

followers and conformist followers demonstrated a high-level of job satisfaction at a rate 

considered statistically significant.  Because the difference between the mean scores of 

exemplary followers and pragmatic followers, d = 4.02, SE = 8.51, p = .23, BCa 95% CIs 

[-0.17, 7.84], and exemplary followers and alienated followers, d = -6.08, SE = 5.21, p = 

.58, BCa 95% CIs [-16.52, 3.91], came back as non-significant, the research hypothesis 

was only partially supported. 
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Analysis and Synthesis of Findings 

The research question guiding this study attempted to explore the differences in 

perceived job satisfaction scores among teacher followership styles in a small 

Midwestern district.  Although the ANOVA conducted was able to reject the null 

hypothesis – teachers who indicate an exemplary followership style will demonstrate 

similar levels of job satisfaction compared to teachers indicating alienated, conformist, 

pragmatist, and passive styles of followership – the bootstrapped Tukey’s HSD only 

partially supported the research hypothesis – teachers who indicate an exemplary 

followership style will demonstrate similar levels of job satisfaction compared to teachers 

indicating alienated, conformist, pragmatist, and passive styles of followership.  Due to a 

lack of participants identified as passive followers, this subgroup’s mean could not be 

compared to the other four followership styles’ mean.  

  Although the research hypothesis for this study was only partially supported, 

reaffirmation was created for the area emphasized by the research question guiding this 

study: differences in perceived job satisfaction scores among teacher followership styles 

in a small Midwestern district.  Specifically, initial Tukey’s HSD demonstrated statistical 

significance in job satisfaction differences existed in half of the potential comparisons in 

this study: (a) pragmatic > conformist; (b) alienated > conformist; and (c) exemplary > 

conformist.  Following bootstrapping of Tukey’s HSD, 95% BCa confidence intervals 

suggested four of the six potential comparisons demonstrated statistical significance in 

job satisfaction differences: (a) pragmatic > conformist; (b) alienated > pragmatic; (c) 

alienated > conformist; and (d) exemplary > conformist.  The two remaining potential 
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comparisons – exemplary:pragmatic and exemplary:alienated – demonstrated non-

statistically significant differences.  

 While the emphasis of the research question focused on exemplary followers 

perceiving high rates of job satisfaction, the data suggested teachers identified as 

conformist followers more consistently perceive lower rates of job satisfaction than 

teachers in other followership style subgroups.  Although the data suggests there is a 

medium effect size and statistical significance in the mean differences, these results do 

not suggest causation. 

Summary 

 The intent of this chapter was to present the results of the research conducted for 

this non-experimental, quantitative study that explored whether or not there was a 

difference in job satisfaction levels of teachers based on their identified followership 

style.  The purpose of this quantitative study was to determine whether differences exist 

in perceived job satisfaction of K-12 teachers from the same Midwest district based on 

followership styles, which data analysis suggested differences did exist.  Focusing on the 

research question and specific differences in job satisfaction score, Table 5 presented 

statistically where differences existed among teacher at the same Midwest district.  

Specifically, initial Tukey’s HSD results suggested statistical significance in job 

satisfaction differences existed in half of the potential comparisons in this study: (a) 

pragmatic > conformist; (b) alienated > conformist; and (c) exemplary > conformist.  

Following bootstrapping of Tukey’s HSD, 95% BCa confidence intervals suggested four 

of the six potential comparisons demonstrated statistical significance in job satisfaction 
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differences: (a) pragmatic > conformist; (b) alienated > pragmatic; (c) alienated > 

conformist; and (d) exemplary > conformist. 

 Although the null hypothesis was rejected due to the results of the ANOVA and 

the rejection supported through the results of the post hoc test, the research hypothesis 

was only partially supported.  While the emphasis of the research question focused on 

teachers identified as exemplary followers perceiving high rates of job satisfaction, the 

data suggested teachers identified as conformist followers more consistently perceived 

lower rates of job satisfaction than teachers identified as belonging in other followership 

style subgroups.   
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CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

The main purpose of this non-experimental, quantitative study was to determine 

whether differences existed in perceived job satisfaction of K-12 teachers from the same 

Midwest district based on followership styles.  Specifically, the research question guiding 

this study asked about the differences in perceived job satisfaction scores among teacher 

followership styles in a small Midwestern district.  As was discussed in Chapter Four, the 

research hypothesis for this study – teachers who indicate an exemplary followership 

style will demonstrate higher levels of job satisfaction compared to teachers indicating 

alienated, conformist, pragmatist, and passive styles of followership – was partially 

supported by the data collected, while the null hypothesis – teachers who indicate an 

exemplary followership style will demonstrate similar levels of job satisfaction compared 

to teachers indicating alienated, conformist, pragmatist, and passive styles of 

followership – was rejected.  

The intent of this chapter is to provide a discussion and summary of the 

conclusion reached through the analysis of the data collected for this study.  Specifically, 

how insights from this study may be utilized to achieve the aim of this study.  

Additionally, the practical implications and application of this research discussed, 

limitations and delimitations of this study revisited, and suggestions for future research 

are also posited.  

Aim of the Study 

The aim of this study was to potentially create professional development trainings 

or adult learning opportunities (Caffarella & Daffron, 2013) specifically focused on job 
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satisfaction and the concept of followership directed towards teachers and administration 

specific to this study.  The intent of that training will be to support teachers feeling lost in 

the profession, reaffirm teachers finding success, while also attempting to connect 

administrators to information about followership and, at the same time, insight about their 

staff that may help positively enhance the district’s culture.  

Proposed Solution and Implementation of Solution 

 

As the aim of this study states, the next proposed step following the completion of 

this research is to provide teachers with professional development training to create 

insight and empowerment towards job satisfaction through an introduction and better 

understanding of the concept of followership.  While the initial training would be specific 

to Midwest Public Schools, if successful, there could be opportunities to extend the adult 

learning opportunity to teachers outside of MPS. 

Support for the Solution 

 

 As was identified in Chapter Two, job satisfaction (Weiss et al., 1967) and teacher 

mobility rates (Ronfeldt et al., 2013) have been considered to be related in some way to 

teachers’ perceptions of their role and relationship to those around them (Bryk & 

Schneider, 2002; Maxwell, 2011).  Initially recognizing the importance of context and the 

need for better understanding of both the context teachers work within and the how they 

themselves fit, it was believed professional development training specific to job 

satisfaction and followership may be beneficial to K-12 teachers.  However, following 

the analysis of the data collected for this study, I believe the need for professional 

development training related to job satisfaction has been validated and supported.  

Specifically, this need is highlighted in MPS where 42.9% of this study’s population was 



FOLLOWERSHIP STYLES AND JOB SATISFACTION  63 

identified as having low-levels of job satisfaction and 44.8% was identified as having 

average-levels of job satisfaction.  Noting these results, it is believed that, at the very 

least, the teachers in MPS may find benefit for an adult learning opportunity directed 

towards becoming more aware of job satisfaction and emphasizing teachers’ role in 

influencing their level of job satisfaction.   

Although the results of this study did not suggest the followership style identified 

for each teacher as potential causation for certain levels of job satisfaction, the results did 

suggest that there were statistically significant differences between the levels of job 

satisfaction of the four followership styles populated.  Recognizing an opportunity to 

utilize the concept of followership and the various followership styles, as defined by 

Kelley (1992), to help define the roles teachers may or may not be playing, it is believed 

better understanding and potential empowerment can be created with the teachers at 

MPS.  By fostering teachers to become more aware of how their levels of independent 

thinking and active engagement (Kelley, 1992) may influence what they do or do not do 

on a daily basis, perhaps this call for reflection and discernment may influence a 

teacher’s ability to find more self-control in determining his or her own level of job 

satisfaction.  

Factors and Stakeholders Related to the Solution 

 Following the formal collection of data, it was apparent both teachers and 

administration at MPS found interest in the surveys they completed for this study and the 

results they received.  On multiple occasions, teachers within the district established 

contact and successfully established dialogue specific to the surveys they completed, the 

results they received, and their own reflection of the insight they gained.  Due to these 
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interactions, it is believed the information related to followership, in combination with 

the personalized survey results that were provided, was perceived as being beneficial to 

members of the teaching staff at MPS.  Although the insight gained through participation 

in the study may have been perceived as being beneficial, there still remains high 

potential for insight, understanding, and empowerment to be gained through participation 

in a professional development training emphasizing job satisfaction and followership.  

Additionally, when reflecting on self-perceived job satisfaction levels of teachers in 

MPS, it is believed a need for professional development training emphasizing job 

satisfaction and followership has been identified.  Noting this, a current synopsis of the 

district’s climate and potential barriers is as follows: 

 Potential Barriers and Obstacles to Proposed Solution – Timing and context of 

the potential professional development training recommended is essential moving 

forward.  While the results of this study are specific to MPS, it does not mean 

those results will still hold true for MPS in later years.  This is especially true as 

the district continues to grow and add additional schools. 

 Financial/Budget Issues Related to Proposed Solution – As an employee of 

MPS, the current proposed professional development training would be provided 

free of charge to the staff and interested stakeholders of MPS.  Although there is a 

cost extended to the district for providing teachers with in-service or professional 

development days, these costs are already established and the proposed training 

will not add to those costs. 

 Legal Issues Related to Proposed Solution – At the current moment, no 

foreseen legal issues exist.  
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 Other Issues or Stakeholders Related to Proposed Solution – Perhaps 

serendipitously, there is potential for increased awareness about self and 

perceived levels of job satisfaction which might make a teacher aware the 

profession in no longer for them.  Although the intent of the professional 

development training is to support teachers feeling lost in the profession, reaffirm 

teachers finding success, while also attempting to connect administrators to 

information about followership and, at the same time, insight about their staff that 

may help positively enhance the district’s culture, it cannot be overlooked that 

there is potential for teachers to realize their disconnect from the profession is the 

cause for their low levels of job satisfaction.  

Evaluation and Timeline for Implementation and Assessment 

 As Caffarella and Daffron (2013) posited, it is important to not only assess the 

needs of an organization before providing opportunities for adult learning but also to 

gauge how the participant received and later utilized the insight as well.  In doing so, the 

professional development training designed can continue to evolve and better meet the 

needs of those seeking help and insight. 

 Heeding the advice of Caffarella and Daffron (2013), when education on job 

satisfaction and followership is provided to the staff and stakeholders of MPS, 

evaluations specific to the content of the presentation and presenter will be sought 

immediately after the professional development training.  Additionally, a follow-up 

evaluation will be sent electronically a month or two after the presentation to gain insight 

on what portions of the training have been retained and utilized, what portions are 

believed to be irrelevant, and what additional portions are still desired. 
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 Reflecting on the conversations held and dialogue created with members of the 

study population, it is believed providing professional development, as described, 

towards the beginning of the school year might be most beneficial and most relevant.  By 

creating awareness early in the school year, teachers may be more capable of creating 

habits and behaviors early in the school year rather than finding themselves needing to 

break or change habits or behaviors later in the school year.  Additionally, it is believed 

the sooner teachers of MPS can be reengaged on the topics of job satisfaction and 

followership, the more applicable their initial survey results will be.  However, this does 

not necessarily mean those results will still hold true when the formal professional 

development training is provided.  Noting this, it would be suggested that training 

participants complete the survey again.  Depending on the amount of time allotted for the 

formal training, participants may be emailed a link to complete the survey before 

attending the training or be given a link the day of to complete the survey at the start of 

the training. 

Limitations and Delimitations of the Study 

The primary limitation of this study was the responses provided to the data 

collection instrument were based on the perceptions of the participants.  Although 

participants were asked to be candid in their responses, participants may have provided 

responses they believed teachers should provide rather than responses they personally 

believed best reflected themselves.  Additionally, responses were collected at one time 

and might not have properly represented how diverse and dynamic the perspectives of 

teachers can be throughout the cycle of the school year.  
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Again, as previously stated, the sample for this study was K-12 teachers from the 

same school district, Midwest Public Schools.  This delimitation kept the focus on one 

school district’s teaching staff, providing continuity to the perspectives of the sample 

utilized.  Additionally, with so much emphasis on context in followership theory and 

prior studies on followership and job satisfaction, it was important to be as specific as 

possible with the population observed and the sample measured.   

 Being employed by the district providing the sample for this study, I may have 

more insight to the context and culture potentially influencing teachers’ responses.  To 

reduce the potential for my bias influencing others in my district, contact was limited 

with my colleagues about this dissertation and the topic of followership prior to their 

completion of the data collection instrument utilized for this study.  Additionally, I 

attempted to limit the amount of contact with administration, specific to this study, so that 

the methods used, data collected, and results found were not influenced by alternate 

perspectives or agendas. 

Implications of the Research 

Practical Implications 

 According to the results of the ANOVA conducted for this study, there was a 

significant effect of followership style on levels of job satisfaction, F(3, 101) = 5.46, p = 

.002, ω = .11.  From the results of the post hoc analysis conducted after the ANOVA to 

determine where exactly the differences in job satisfaction means existed, several 

followership styles were identified as having statistically significant difference in mean 

job satisfaction when compared to other followership styles.  Specifically, pragmatic 

followers’ mean difference in job satisfaction in comparison to conformist followers was 
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found to be higher, d = 18.15, SE = 8.6, p = .04, BCa 95% CIs [3.1, 33.21], alienated 

followers’ mean difference in job satisfaction in comparison to conformist followers was 

found to be higher, d = 28.25, SE = 9.92, p = .004, BCa 95% CIs [9.25, 47], and 

exemplary followers’ mean difference in job satisfaction in comparison to conformist 

followers was also found to be higher, d = 22.17, SE = 8.51, p = .006, BCa 95% CIs 

[7.63, 36.85].  Additionally, although the original Tukey’s HSD found several mean 

differences to be non-significant, d = 10.10, SE = 5.2, p = .18, the bootstrapped bias-

corrected and accelerated 95% confidence intervals suggested alienated followers’ mean 

difference in job satisfaction in comparison to pragmatic followers might also be 

significant, BCa 95% CIs [0.44, 19.83]. 

 While this study was successful at providing insight towards the research question 

– which sought to discover the differences in perceived job satisfaction scores among 

teacher followership styles in a small Midwestern district – the research hypothesis’s 

assumption about exemplary followers having higher mean job satisfaction than the other 

followership styles was only partially supported.  However, although exemplary 

followers were not identified as possessing superior perceived job satisfaction than all 

other identified followership styles, conformist followers were identified as possessing 

inferior perceived job satisfaction scores than all other identified followership styles.  

While it was originally presumed one followership style might be able to be identified as 

superior or most desired for teachers in relation to job satisfaction, it was actually 

identified that one style was identified as inferior or least desired to teacher for teachers 

in relation to job satisfaction.  
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 Noting the results of this study and the statistical support provided by the data 

collected, it would be suggested training specific to both the concept of followership and 

the identification of followership styles be provided to K-12 teachers.  Additionally, it 

might be beneficial to provide post-training interventions or support to teachers 

attempting to shift from one followership style to another.  This researcher is currently 

unaware of any training of this nature currently being provided to K-12 teachers. 

Specifically focusing on MPS, with 42.9% of teachers identified as having low-

levels of job satisfaction, 44.8% having average-levels of job satisfaction, and only 

12.4% having high levels of job satisfaction, more emphasis may need to be focused on 

job satisfaction and how to make improvements with current perceptions.  While training 

specific to followership may be a good start, any changes desired will take time to 

develop, foster, and take hold within the district.  Admittedly, the data collection for this 

study was conducted the end of the school year where the temperament of teachers tends 

to be they are worn out by formal and informal daily responsibilities, stressed out due to 

standardized testing, and, overall, simply ready for the end of the school year.  

Implications for Future Research 

 Reflecting on the guidance provided by previous researchers in relation to 

followership styles and job satisfaction (viz., Favara, 2009; Gatti, Ghislieri, & Cortese, 

2017; Hinić, Grubor, & Brulić, 2017; Myung, McDonald, & Park, 2015; Oyetunji, 2013), 

it is suggested that more insight continue to be sought by other researchers attempting to 

help build and develop the growing field of followership studies.  While Hinic et al.’s 

(2017) study on job satisfaction and followership styles focused on Serbian teachers was 

the only study that could be found to focus on secondary teachers, the study’s findings 
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were potentially not generalizable to teachers in the United States.  Additionally, no other 

study could be found that focused on K-12 teachers.  Noting the limited amount of 

research currently related to followership styles or followership styles in relation to job 

satisfaction, it is suggested further research be conducted to reaffirm prior research or 

reinform future understanding.   

 Additionally, it is suggested that future researchers utilize both mixed methods 

and a longitudinal design to enhance their potential to gain a deeper insight.  As was 

posited within the Limitations and Delimitations of this Study section of this chapter, this 

study only provided a snapshot of perceived job satisfaction levels.  This cross sectional 

design was similar to the designs utilized by prior researchers focusing on this topic.  

Future research should extend the current lens on this topic and attempt to examine how: 

(a) followership style and the variables that help determine them may or may not shift 

throughout the school year; (b) how perceived job satisfaction levels may or may not 

fluctuate throughout the school year; and (c) what potential relationships may or may not 

exist between these variables throughout an entire school year. 

Implications for Leadership Theory and Practice 

As noted in Chapter Two, Baker (2007) drew attention to a deficit in followership 

research, noting that a December 2006 search for followership literature, distinct from 

leadership literature, only yielded 530 unique citations.  Almost a decade later in 

February 2018, an attempt to search leadership on Google Scholar provided over three-

million results while an attempt to search followership only provided 21,600 results.   

With leadership literature on Google Scholar outnumbering followership literature at a 
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rate of at least 138:1, it can be seen how the perspective of the follower is simply 

outnumbered and overpowered in the current landscape of research and literature. 

Although the outcomes of these search results yielded increased numbers over the 

years, the idea and concept of followership still remain foreign to a vast majority of 

society (Bjugstad et al., 2006; Murji, 2015).  Uhl-Bien, Riggio, Lowe, and Carstens 

(2014) claimed this confusion and misunderstanding on followership in organizational 

studies stems from an overemphasis of leaders in the leadership process, with little 

emphasis of followers or followership in leadership literature.  While it is commonly 

understood that one must have a follower to be considered a leader (Kellerman, 2007), 

this half of the leadership equation tends to remain unrecognized and undervalued 

(Bjugstad, Thach, Thompson, & Morris, 2006; Favara, 2009).  Ironically, this 

unrecognized and undervalued piece of the equation is said to account for 80 to 90 

percent of organizational success (Kelley, 1992).  Unfortunately, it is this disconnected, 

disproportioned, leader-centric perspective that continues to allow leaders and leadership 

to dominate followers and followership in both theory and practice.   

 While the results of this study are only minute in comparison to the research 

currently available and accessible in the field of followership studies, it does as least 

refortify research previously conducted and add to the quantity potentially available to 

future researchers or laypeople.  At the very least, this study created reaffirmation that 

followership styles in public, Midwestern K-12 school teachers do have an effect on their 

perceived levels of job satisfaction.  
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Conclusion 

 While prior research has attempted to explore followership styles and how they 

connect to job satisfaction in American autoworkers (Favara, 2009), Italian nurses (Gatti 

et al., 2017), Botswanan private university lecturers (Oyetunji, 2013), and Serbian 

secondary teachers (Hinić et al., 2017), no other study could be found which specifically 

focused on public, K-12 teachers in the United States.   

This study attempted to answer the question, “what are the differences in 

perceived job satisfaction scores among teacher followership styles in a small 

Midwestern district?” Although the null hypothesis – teachers who indicate an exemplary 

followership style will demonstrate similar levels of job satisfaction compared to teachers 

indicating alienated, conformist, pragmatist, and passive styles of followership – was 

rejected, the research hypothesis – teachers who indicate an exemplary followership style 

will demonstrate higher levels of job satisfaction compared to teachers indicating 

alienated, conformist, pragmatist, and passive styles of followership – was only partial 

supported.  Specifically, statistical significance in job satisfaction differences existed in 

half of the potential comparisons in this study: (a) pragmatic > conformist; (b) alienated > 

conformist; and (c) exemplary > conformist.  Following bootstrapping of Tukey’s HSD, 

95% BCa confidence intervals suggested four of the six potential comparisons 

demonstrated statistical significance in job satisfaction differences: (a) pragmatic > 

conformist; (b) alienated > pragmatic; (c) alienated > conformist; and (d) exemplary > 

conformist.  The two remaining potential comparisons – exemplary:pragmatic and 

exemplary:alienated – demonstrated non-statistically significant differences. 
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While the originally hypothesized results – teachers who indicate an exemplary 

followership style will demonstrate higher levels of job satisfaction compared to teachers 

indicating alienated, conformist, pragmatist, and passive styles of followership – were 

only partially supported, serendipitously, the data collected for this study did suggest 

teachers identified as conformist followers possessed inferior levels of job satisfaction in 

comparison to teachers identified with other followership styles.  While these results may 

not be generalizable to other occupational fields or areas of the United States or world, 

they do at least provide insights on followership styles and job satisfaction to MPS.  

While potential exists for professional development training specific to followership 

styles and job satisfaction to be provided to MPS’s staff, it has yet to be seen if this 

opportunity will come to fruition. 
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Appendix A 

Introduction 

 

As Robert Kelley posited, how can you do a great job following if you have little insight 

into how you carry out the role? 

 

While the use of the word leadership dates back to 1765 and scientific study of leadership 

dates back to the turn of the 20th century, the use of the word followership only dates 

back to 1913 with scientific study of followership only recently becoming organized and 

published.   

 

Although followers have been credited with 80 to 90 percent of organizational success, a 

gap in recognition and understanding continues to allow followership to remain foreign to 

many.  Because of this, the role of a follower and the concept of followership are often 

times received and discussed as negative connotations with predisposed negative 

stereotypes.  With this disconnect present, followers continue to remain unrecognized and 

undervalued. 

 

It has been recognized that we may not all get the opportunity to play the role of the 

leader within our organization.  However, it has also been recognized that for a majority 

of the time, most of us are actively playing the role of a follower within our organization.  

Since most of us spend the majority of our time in this followership role, it stands to 

reason that how we perform as followers determines, for the most part, how satisfied we 

are with our day-to-day work existence. 

 

Although the purpose of this study is to examine the degree of interaction between 

followership-styles and perceived levels of job satisfaction of public, K-12 teachers, the 

purpose of this survey goes beyond merely collecting data for this study.  By completing 

this survey, it is hoped light can be shed on the style of followership which best describes 

you and the current level of satisfaction you find as a teacher 
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Kelley’s Followership Style Questionnaire 

 

The purpose of this portion of the questionnaire is to help you determine your style of 

followership, as well as identify your strengths and areas for development as a follower 

 

For each statement, please use the scale below to indicate the extent to which the 

statement describes you and your role with Midwest Public Schools this year. 

 

0 1 2 3 4 5 6 

              

Rarely    Occasionally   Almost Always 

 

 

1. Does your work help you fulfill some societal goal or personal dream that is 

important to you? 

 

2. Instead of waiting for merely accepting what the leaders tell you, do you 

personally identify which organizational activities are most critical for achieving 

the organization’s goals? 

 

3. Do you independently think up and champion new ideas that will contribute 

significantly to the leader’s or the organization’s goals? 

 

4. Do you try to solve the tough problems (technical or organizational), rather than 

look to a leader to do it for you? 

 

5. Do you help the leader or group see both the upside potential and downside risks 

of ideas or plans, playing devil’s advocate if need be? 

 

6. Do you actively and honestly own up to your strengths and weaknesses rather 

than put off evaluation? 

 

7. Do you make a habit of internally questioning the wisdom of the leader’s 

decision, rather than just doing what you are told? 

 

8. When the leader asks you to do something that runs contrary to your professional 

or personal preferences, do you say “no rather than “yes”? 

 

9. Do you act on your own ethical standards rather than the leader’s or the group’s 

standards? 

 

10. Do you assert your views on important issues, even though it might mean conflict 

with your group or reprisals from the leader? 

 

11. Are your personal work goals aligned with the organization’s priority goals? 
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12. Are you highly committed to and energized by your work and organization, 

giving them your best ideas and performance? 

 

13. Does your enthusiasm also spread to and energize your co-workers? 

 

14. Do you actively develop a distinctive competence in those critical activities so 

that you become more valuable to the leader and the organization? 

 

15. When starting a new job or assignment, do you promptly build a record of 

successes in tasks that are important to the leader? 

 

16. Can the leader give you a difficult assignment without the benefit of much 

supervision, knowing that you will meet your deadline with highest-quality work 

and that you will “fill in the cracks” if need be? 

 

17. Do you take the initiative to seek out and successfully complete assignments that 

go above and beyond your job? 

 

18. When you are not the leader of a group project, do you still contribute at a high 

level, often doing more than your share? 

 

19. Do you help out other co-workers, making them look good, even when you don’t 

get any credit? 

 

20. Do you understand the leader’s needs, goals, and constraints, and work hard to 

help meet them? 
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Minnesota Satisfaction Questionnaire 

 

The purpose of this portion of the questionnaire is to give you a chance to tell how you 

feel about your present job, what things you are satisfied with and what things are not 

satisfied with. 

 

Below, you will find statements about your present job. 

 

Read each statement carefully. 

 

Decide how satisfied you feel about the aspect of your job described by this statement.  

 

Keeping the statement in mind: 

 If you feel that your job give you more than you expected, select “Very 

Satisfied”. 

 If you feel that your job gives you what you expected, select “Satisfied” 

 If you cannot make up your mind whether or not the job gives you what you 

expected, select “Neither” 

 If you feel that your job gives you less than you expected, select “Dissatisfied”. 

 If you feel that your job gives you much less than you expected, select “Very 

Dissatisfied”. 

 

Remember: Keep the statement in mind when deciding how satisfied you feel about the 

aspect of your job. 
 

Do this for all statements. Please answer every item. 

 

Ask yourself: How satisfied am I with this aspect of my job? 

  

On my present job, this is how I feel 

Very Satisfied means I am very satisfied with this aspect of my job 

Satisfied means I am satisfied with this aspect of my job 

Neither means I can’t decide whether I am satisfied or not with this aspect of my 

job. 

Dissatisfied means I am dissatisfied with this aspect of my job. 

Very Dissatisfied means I am very dissatisfied with this aspect of my job 

 

21. Being able to keep busy all the time 

 

22. The chance to work alone on the job 

 

23. The chance to do different things from time to time 

 

24. The chance to be “somebody” in the community 

 

25. The way my boss handles his/her workers 
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26. The competence of my supervisor in making decisions 

 

27. Being able to do things that do not go against my conscience 

 

28. The way my job provides for steady employment 

 

29. The chance to do things for other people 

 

30. The chance to tell people what to do 

 

31. The chance to do something that makes use of my abilities 

 

32. The way company policies are put into practice 

 

33. My pay and the amount of work I do 

 

34. The chances for advancement on this job 

 

35. The freedoms to use my own judgement 

 

36. The chance to try my own methods of doing this job 

 

37. The working conditions 

 

38. The way my co-workers get along with each other 

 

39. The praise I get for doing a good job 

 

40. The feeling of accomplishment I get from the job 

 

Demographic Questions 

 

41. Age: 20-29, 30-39, 40-49, 50-59, 60 and over 

 

42. Gender: Male Female 

 

43. Highest level of education achieved: Bachelors, Masters, Doctorate 

 

44. Level Taught (please mark all that applied this school year): Elementary (K-5)   

Middle or Secondary (6-12) 

 

45. Years of experience teaching 1-3, 4-6, 7-9, 10-12, 13-15, 16-18, 19 and over 

 

46. Years of employment with Midwest Public Schools: 1-3, 4-6, 7-9, 10-12, 13-15, 

16-18, 19 and over  
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Survey Results 
 

Please record these scores for your own personal use 

 

Followership style: 

Independent thinking: (participant’s individual score will be provided) 

Active engagement: (participant’s individual score will be provided) 

 

Job satisfaction: 

Intrinsic: (participant’s individual score will be provided) 

Extrinsic: (participant’s individual score will be provided) 

General satisfaction: (participant’s individual score will be provided) 
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End of Survey 

 

Please use the document below to explain the meaning of your scores. 

PDF “Making sense of your scores” will be attached (See Appendix D). 

 

I thank you for your time spent taking this survey. 

Your response has been recorded.  
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Appendix B 
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Appendix C 

Dear Potential Participant, 

            You have been invited to participate in a research study being conducted by a 

Creighton University doctoral candidate.  This study requires data to be collected from 

teachers in a Midwestern, K-12 school district so that followership styles can be 

identified and perceived job satisfaction levels measured.  The goal of this study is to 

examine the degree of interaction between followership styles and perceived job 

satisfaction levels of teachers to determine if statistical significance exists in the potential 

differences identified.  

            The following questionnaire will require approximately 10 minutes to 

complete.  There is no compensation for responding nor is there any known risk.  To 

ensure all information will remain confidential, at no time is it asked that you provide 

your name.  Although the district will be provided with a copy of this study once 

completed, any data collected will only be utilized by the researcher and will not be 

directly shared with the district. 

            Participation in this study is strictly voluntary and you may refuse to participate at 

any time.  If you choose to participate in this study, please use the link below to complete 

the survey.  Completion of the survey will indicate your willingness to participate in this 

study.  If you choose not to participate in this study, please disregard this email. 

            At the end of the survey, you will be provided with scores indicating your levels 

of independent thinking, active engagement, and general satisfaction.  Please record 

these scores for yourself so that you can make use of the document provided at the end 

to help you make sense of what these scores mean.  Thank you for taking the time to 



FOLLOWERSHIP STYLES AND JOB SATISFACTION  93 

consider participating in this study.  The data collected will provide useful information on 

the perceptions of teachers in relation to followership styles and job satisfaction.  



FOLLOWERSHIP STYLES AND JOB SATISFACTION  94 

Appendix D 

Participant Bill of Rights 

As a participant in a research study, you have the right: 

1. To have enough time to decide whether or not to be in a research study and to 

make that decision without any pressure from the people who are conducting the 

research. 

2. To refuse to be in a study at all, and to stop participating at any time after you 

begin the study. 

3. To be told what the study is trying to find out, what will happen to you, and what 

you will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the study. 

5. To be told about the possible benefits of being in the study. 

6. To be told who will have access to information collected about you, and how your 

confidentiality will be protected. 
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Appendix E 

Followership Styles 

Scoring Key 

 

Based on your Independent Thinking and Active Engagement scores, into which quadrant 

do you fall?  By identifying which quadrant your scores fall into, you learn both where 

your skills lie as a follower, as well as areas for growth and development. 

 

These labels categorize how you carry out your followership role, not who you are as a 

person.  You may use different followership styles based on the situation or based on the 

leader of your group. 

 

Followership Style Independent Thinking Score Active Engagement Score 

Exemplary High (> 30) High (> 30) 

Alienated High (> 30) Low (< 30) 

Conformist Low (< 30) High (> 30) 

Pragmatic Middling (20-40) Middling (20-40) 

Passive Low (< 30) Low (< 30) 
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Followership Styles 

Style Description 

 

Alienated Follower 

Approximately 15-25% of the population falls in this style.  Alienated followers think 

independently and critically, but are not active in carrying out the role of a follower.  

They might find themselves disengaging from the group at times.  They may see 

themselves as a victim who has been treated unfairly. 

 

Positive Self-Image Includes: 

 Being a Maverick who thinks for yourself 

 Having a healthy skepticism and seeing things for what they really are 

 Playing devil’s advocate for the group 

 Being the organizational conscience 

 

Others May View Them As: 

 Troublesome, cynical, negative 

 Having a chip on your shoulder, a rebel without a cause 

 Headstrong and lacking judgement 

 Not a team player 

 Adversarial to the point of being hostile 

 

Leaders Cause Frustration When They: 

 Do not fully recognize or utilize your talents and ideas 

 Exploit you for their gain, but not yours 

 Let you down by not following through 

 Are not honest in their interactions with you or others 

 Refuse to acknowledge their shortcomings and inconsistencies 

 

Moving from Alienated to Exemplary: 

 Maintain independent, critical thinking skills 

 Overcome negativity or hostility with the leader by confronting it 

 Actively engaged in the group’s process by finding a new, positive motivation 
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Followership Styles 

Style Descriptions 

 

Conformist Follower 

Approximately 20-30% of the population falls into this style.  Conformist followers often 

say “yes” when they really want to say “no”.  They are eager to take orders and please 

others.  They assume that the leader’s position of power entitles them to obedience.  They 

do no question the social order and find comfort in structure. 

 

Leaders View Their Positive Attributes As: 

 Accepting assignments easily and gladly doing the work 

 Team player 

 Trusting and committing yourself to the leader of the group 

 Minimizing conflict 

 Being non-threatening to the leader 

 

Others See Them As: 

 Lacking your own ideas 

 Submissive and self-deprecating 

 Unwilling to take an unpopular position and stick with it 

 Adverse to conflict, even at the risk of failing with the group 

 Compromising your needs and ideas to please the group 

 

These Characteristics Fit with Environments Where: 

 Following established order is more important than the outcomes 

 A domineering leader or culture presides 

 Disagreeing with the supervisor or making waves is punished 

 Uniformity of dress, behavior, and attitudes is encouraged 

 

Moving from Conformist to Exemplary: 

 Cultivate independent, critical thinking 

 Develop confidence in your ideas and the courage to act on them 

 Confront your fear of conflict and need for structure 
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Followership Styles 

Style Descriptions 

 

Pragmatic Follower 

Approximately 25-35% of the population falls into this style.  Pragmatic followers stay in 

the middle of the road.  They question a leader’s decisions, but not too often or too 

openly.  They perform the required tasks, but seldom do more than is asked or expected.  

They may live by the slogan “better safe than sorry.” 

 

Positive Self-Image Includes: 

 Being attuned to the shifting winds of organizational politics 

 Knowing how to work the system to get things done 

 Keeping things in perspective 

 Maintaining balance for the organization 

 Playing by rules and regulations 

 

Others May View Them As: 

 Playing political games 

 Bargaining to maximize your own self-interest 

 Being averse to risk and prone to cover your tracks 

 Carrying out your assignments with half-hearted enthusiasm and in a mediocre 

way 

 Being a bureaucrat who follows the letter, rather than the spirit of the rule 

 

They May Be In An Environment With: 

 High uncertainty and instability with ever-changing direction and agendas 

 An impersonal climate between leaders and members 

 An active, buzzing grapevine 

 A transactional atmosphere where people have to make a deal to get things done 

 An emphasis on staying within the rules and regulations 

 

Moving from Pragmatic to Exemplary: 

 Develop and set motivating personal goals related to your core purpose 

 Build trust and credibility with others by supporting their goals and projects 
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Followership Styles 

Style Descriptions 

 

Passive Follower 

Approximately 5-10% of the population falls into this style.  Passive followers are the 

exact opposite of exemplary followers.  They look to the leader to do their thinking for 

them.  They do not carry out their assignments with enthusiasm.  They lack initiative and 

a sense of responsibilities, which requires contact direction. 

 

They Believe They Should: 

 Rely on the leader’s judgement and thinking 

 Take action only when they boss gives instruction 

 Let the people who get paid for it handle the headaches 

 

They Frustrate Others When They: 

 Only put in your time, but little else 

 Don’t do your share 

 Require an inordinate amount of supervision relative to your contribution 

 Follow the crowd without considering why 

 

They Believe The Organization: 

 Doesn’t want your ideas 

 Is manages by a leader who is going to do what he/she wants 

 Where going along with the leader and the group is your only choice 

 Doesn’t recognize effort and contribution 

 

Moving from Passive to Exemplary: 

 Develop an understanding of followership that does not involve mindlessness, 

that it is not a spectator sport 

 Work on finding ways to invest and involve yourself in the organization 
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Followership Styles 

Style Descriptions 

 

Exemplary Follower 

Exemplary followers operate well on the two underlying dimensions of leadership.  First, 

they exercise independent, critical thinking, separate from the group or leader.  Second, 

they are actively engaged, using their talents for the benefit of the organization, even 

when confronted with bureaucracy or other non-contributing members. 

 

Unlike the mythic qualities attributed to leaders, exemplary followers are simply able to 

do their jobs and work with others in a way that adds value to the organization.  It is the 

way in which they go about their tasks that makes them stand out from other followers.  

They possess a number of skills and value that are both learnable and doable. 

 

Job Skills 

 Focus and commitment 

 Competence in critical path activities 

 Initiative in increasing value to the organization 

 

Organizational Skills 

 Team members 

 Organizational networks 

 Leaders 

 

Value Component 

 The Courageous Conscience 

1. Be proactive 

2. Gather your facts 

3. Before taking a stand, seek wise counsel 

4. Build your fortitude 

5. Work within the system 

6. Frame your position so it will be heard 

7. Educate others on how your view serve their best their best interests 

8. Take collective action 

9. If you meet leader resistance, seek higher authority 

10. Have the necessary cushion (financial, emotional, etc.) to exercise other 

alternatives 
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Minnesota Satisfaction Questionnaire 

 

 The short-form of the Minnesota satisfaction questionnaire contained 20-items to 

help measure intrinsic satisfaction, extrinsic satisfaction, and general satisfaction.  

 

Satisfaction Measured Question 

Intrinsic 21, 22, 23, 24, 27, 28, 29, 30, 31, 35, 36, 40 

Extrinsic 25, 26, 32, 33, 34, 39 

General Satisfaction 21 , 22, 23, 24, 25, 26, 27, 28, 29, 30, 31, 32, 33, 34, 35, 36, 

37, 38, 39, 40  

 

The following is a list of the Minnesota satisfaction questionnaire scales.  The description 

following the scale title is the satisfaction item which correlated highest with the scale 

score: 

21. Ability utilization.  The chance to do something that makes use of my abilities. 

22. Achievement.  The feeling of accomplishment I get from the job. 

23. Activity.  Being able to keep busy all the time. 

24. Advancement.  The chances for advancement on this job. 

25. Authority.  The chance to tell other people what to do. 

26. Company policies and practices.  The way company policies are put into practice. 

27. Compensation.  My pay and the amount of work I do. 

28. Co-workers.  The way my co-workers get along with each other. 

29. Creativity.  The chance to try my own methods of doing the job. 

30. Independence.  The chance to work alone on the job. 

31. Moral values.  Being able to do things that don’t go against my conscience. 

32. Recognition.  The praise I get for doing a good job.  

33. Responsibility.  The freedom to use my own judgement. 

34. Security.  The way my job provides for steady employment. 

35. Social service.  The chance to do things for other people 

36. Social status.  The chance to be “somebody” in the community. 

37. Supervision-human relations.  The way my boss handles his or her men. 

38. Supervision-technical.  The competence of my supervisor in making decisions. 

39. Variety.  The chance to do different things from time to time. 

40. Working conditions.  The working conditions. 

 

Scores of 89 or higher is ordinarily taken to represent a high degree of satisfaction.  A 

score of 76 or lower would represent a low level of satisfaction.  Finally, scores in the 

middle range (77 to 88) would indicate average satisfaction.  Scores on Intrinsic and 

Extrinsic were merely provided to help you understand the composition of your General 

Satisfaction score.  

 
 

  

 




