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Variables used by organizational'
plain variance iﬂ Job satisfaction in business were Tound to
explain somes of the variance in morale among the Roman Catholic
diocesan priests of Chicago. In thé order of importance:
perceived influence in determining policies and actions of

the parisn and diocese, opportunity for seTf~exprcu sion
supportive relationships on the parbt of one's immediate
superior, prestige of assignment, and adequate salary - all
showed substantial positive correlation with mcrale. The
strength of these relationships neld for zall job assignments
«for priests in special work, pastors, énd associabe pastors)
and for all ages.

The main personality variszsble considsred in this study
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trhe attitude of the priest toward the value of the eobli-
gation of celibacy. The data revealed a strong correlatiocn
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*frand these th variables: the more Opportﬁhit" there is for
gelf-expression and the more influence a priest feels he has,
the greater the percentage who see high valus in cel
However, the evidence indicates that celibacy is a morale
factor that is independent of the job situation, and must be
treatéd'as a separate problem, |

Priests in different job assigﬁmenﬁs were»compared.
Those in special vork were higher than pastors, who in ﬁurn
were higher than associate pastorc on morale, opportunity for
self~expression, percéived inflvence, and perceiveﬁ prestige,
A1l groups rated themselves very low on-supportive relatiom-
ships and perceived influeﬁce.

While the organizational outcomes discussed above were
important determinants of high and low morale, the main

sources of dissatisfaction in the order of importance were:

wt

1. "3difficulty of really reaching people today"; 2. 'moral

and sthical teachinge of the Church"; and 3. "obligatory
celibacy", Tied for fourth place were two organizational
variables discussed above: "lack of influence in decisions

and. actions affecting my life and work" and "lack of sup-

portive relationships on the part of my sugericr.”
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Jr; FOCUS OF THE INVESTIGATION OF PRIEST MORALE

' A, Nature of the Problem
A study of motivation and the role of the priesthood
might focus on one of three areas, The first area embraces
éhe.determinants of occupational choice. Examples of questions
that ﬁight be asked are: "What makes a young man choouse to
enter the priesthood, rather than a religious order?"

A second area of investigation might be the determinénts
of job satisfaction. The termé Job satisfaction and job
attitudes are typically used interchangeably. Positive attitudes
toward the job are conceptually equivalent to job satisfaction
and negative attitudes toward the job are equivalent to job
dissatisfaction..

The term "morale" has been given a variety of meanings, but
itwusually approaches the concepts of attitudé and satisfaction.
Likert and Willits (1940) lefined job morale as an individual's
"mental attitude toward all features of his work and toward
all of the people with .whom he works" (p.27). Guion has defined
morale as "the extent to which the individual's needs are
satisfied and the extent to which the individual perceives
that satisfaction as stemming from his total job situation.”
(1958, p.62).

A third possible area of investigation would be the
déterminants of effective job performance. This'area of
investigation pfesentsrspecial difficulty with regard to the
priesthood, because it is hard to dstermine the criteria of

1



1effectivevpefformancé and a way to measure them.
" This dissertation is concerned with the second area outlined
 above. It investigates the determinants of high and low morale
(as defined‘by Guicon) in the diocesan priesthood of the Arch-
 aiocese of Chicago. | |
The theoretical problem raised is this: 5Can the variables
ﬁsed by organizational psychologists to explain variance in job
satisfaction in 5usiness, also be of value in explaiﬁing,some
of the variance in morale among Catholic priests?" Perhaps
priests can be viewed as "middle manégementh within the organ-
kizational structure of the Romen Catholic Church, However, one
“would expect to find that variance in morale of priests is also
'determined by personality differences, and by attitudés toward -
discip}inary regulations (such as the law of ceiibacy). What -
is the relative importance of these variables and organizational

variables?

B. Importance of the Problem
A study of the determinants of priest morale would seem

to be of great importance for the Catholic Church at this
mement in its history. Up until the beginning of the Vatican
Council (1962), it was something rather exceptionél‘ﬁo hear

" of a priest leaving the priesthood. Howefer; since the -end of
the Vaticar Council (1965) the number of priests who have lef:
the priesthocd has greatly increased., In the United States

the increased turnover has been true of most dioceses like

Chicago, (Cf. Table i0.) The turnover has occurrad

]



vprédominantiy among the priests ordained since 1950.

There 1s substantial evidence that measures of job satis-
faction are negatively related to turnovér in employee personnel.
geveral investigators (Fleishman, Harris, and Burtt, 1955;
 GieSe and Buter, 1949; Kerr, Koppelmeir, and Sullivan, 1951)
nave reported negative correlations between mean satisfaction
scores for organizatidnal units and turnover rates for these
units. Weltz and Huckols (1953) have also shown a negative
relationship between job satisfaction scores for individuals
and the probability that these individuals would subsequently
leave the organization.

However, turnover is not a necessary consequence of dis-
satisfaction, nor does lack of turnover necessarily indicate
high job satisfaction. The alternative of remaining in one's
role is undoubtedly compared with other alternatives and the
resultant choice is dependent on the consequences which are
expected to follow from each. Thibaut and Kelley (1959) have
used the concept of Comparison Level for Alternatives (CLalt)
to refer to the standard used by participants in a social
relationship in deciding whether to remain in or to leave that
relationship. Therefore turnover can be expected when Jjob
 satisfaction is not merely low, but when it is lower fhan
that offered by available alternatives.

The concept of Comparison Level for Alternatives is
important because it shows the possibility that the deternin-

ants of low morale among priests may have been operating for



ny years, but @id not lead to turnover uatil recently. In

the past there was a social stigma attached to a priest who

,1éft the priesthood., He was more likely to be ostracized by

)]

friends and relatives. This is less a possibility today. &n
older prlest is perhaps less likely than a younger priest to
jeave the priesthood, even though he is greatly dissatisfied,
pecause he will encounter more difficulty in finding a satis-~
fying job or entering a fulfilling marriage. (See Section III-
¢ for further explanation of this pdint.)
C. The Population of This Study

The population of this study is fhe-diocesan priests of

the Archdiocese of Chicago. The Archdiocese of Chicago has

the largest number of priests of any diocege in the Tnited States,

™h

oD

large number makes it possible to examine priests of dif-
ferent Jjob levels, in a way not poésible in a smaller dlocese,
where most priests become pastorslwithin a few years afuer
Ordination,

Diocesan pri ests are priests NIO worlk directly under the
bishop of a diocese, and whose principal conceru.is serving
the Catholic Community at the parish level. Religious Order
priests (such as the Jesuits, Dominicans, etc.) work directly
under their respective religious superior, and are principally
concérned with some specialized work, such as teaching in high
schools, Diocssan priests take one voﬁ (celibacy), but do not

Fal

vows of poverty or obedience, as do religious order

‘r“)

O’J

fruis

EN 2 -~
2s5ts, Diocsssa S35

ugually live with only oue or two

'(7

priests in a rectory near the Church where they amg
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’/are assignedvto work; as distinguished from residecnce in-a
large community. |

In this study, a diocesan priest is cétegoriéed into
one of three possible work roles, according to the manner in
which he spends the majority of his working hours, The first
role ié that of pastor of a “paricsh, The_pastor is the super-
visor of a particular parish, and is responsible directly to
the bishop (whose proper title is the "Ordinary".) The term
"Administrator" applies to a priest who has been given the
responsibilities of a pastor, but has'not yet been given the
title officially. Unless otherwise stated, administrators are
considered as pastors, |

An Associate Pastor assists the pastor in serving the
needs of the peoble. His immediate superviscr is the pascor,

The third role, priests in special work ("specialé“),
includes the priests assigned to teach in the seminary system,
those whno work at the Chancery Office or Marriage Tribunal,
the Catholic Charities, Cemetery Board, those doing full-time
graduate study, and those who‘have some specialized assignment,
such as hospital chaplain,

Excluded from the main part Qf this study are military
chaplains. Their life-style is completely different from
other diccesan priests, and many have not been in the dioccese
for years, Retired priests are also excluded from the main
rart of the study, Retirement is optional 'in Chicago at the
age of 65, and mendatory at the age of 70. Many retired priests
choose to live outside the diocese in private homes, although




they have the option of remaining in their parish as "pastor
emeritus”. Because of the nature of the hypotheses being
tested iﬁ this study, the main focus is on active priests
under the age of 65, However, data on retired priests and .

military chaplains are included in appendices,



1I. PREVIOUS STUDIES OF PRIEST MORALE
. A, Hartford Study
Only one othér diocese in the United States (Hartford,
connecticut) has sponsored an intensive and extensive scientific

study of the work and. life of its‘diocesan priests. This study;

conducted by Yale's Departmentfof Administrative Sciences,
‘had as its purpose 1, to examine how assignment and personal
* factors and career outcomes vary for priests in different
positions and in different age groups, and 2. to examine the
impact of various assignment characteristics upon the career
outcomes of the priest., They considered.priest's satis- |
faction, skill utilization, and self image as important career
outcomes, They began with selected interviews, and on the
basis of those interviews formed a queétionnaire,that was
mailed to all active diocesan priests. The question of the
current celibacy debate was omitted from the study, and the
question of personality differences between age groups was
not examined in depth, v ,
The data of the Yale study have not yet been published,
However, some general conclusions may be noted. Satisfaction
scores for curates (associate pastors) were consistently
lower than the scores for pastors and those in special work. .
This was attributed mainly the the curates! restricted oppor-
tunity to achieve "psychological success"”, that is, the
opportunity to acﬁively choose challenging'work, to be able
to follow through with it autonomously, but at the same time

to have a supportive relationship from one's superior. The



He;tudy elso cencluded'that the pastor-curate relationship-in
the rectory was a more serious source of dissatisfaction than
"the blshop-prlest relationshlp.

The present study carefully examines only one career
outcome; morale (or job satisfaction), and attempts to isolate
determinants of high and low morale, Opportunity for psy-
chological success is examined under the name of "epportunity
for self-expression”, Supportive relationships of su?erior;
and other organizational outcomes, are evaluated as possible
determinants of morale, Invaddition,»the effect of personality
differencee are‘examined, as well as differing #iews on celibacy.
and democratic processes within the Church., Finally, the
large number of respondents in the Chicago study makes it
-possible to divide the three job categories used by the Yale
study (specials, pastors, and curatee) into sub-oategofies:
specials can be separated into supervisors and non-supervi-
sors; and both pastors and associate pastors can be eeparated :
into those who have special work as a part-time assignment

and those who do not.

B. National Study of American Priests
At the present time a very extensive study of American
priests is being conducted under the sponsorship of the National
Conference of Catholic Bishops. It is a jeint project of the
National Opinion Research Center of the University of Chicago,'
and the Department.of Psychology of Loyola'University of
Chicago., Questionnaires have been sent to 6000 diocesan and

religious order priests of the United States (a 10% random



;sampling); The stﬁdy shou1d be completed early iﬁ 1971.
Because the NORC study has less than 10% 6f Chicago
~diocesan priests in its sampling, it is imposéible to meaning-
"fully examine smaller units of analysis, such as various age
groups and different types of assignment within the Chicago
agiocese. The present study is based on 874 usable ques-
tionnaires, which represents n5% of the active priests under
the age of 65. This is large enough to permit comparative
_examination of various age groups and job assignments.

(See Table 1),
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1II. THEORY OF MORALE IN ORGANIZATIONS AND RELATED RESEARCH
In this section it is the author's intention to briefly

- outline the research upon the hypotheées of this study are

pased. The connection between the research and the present

nypotheses will be made in the following section.

A. Four Classes of Variables
Determining Job Satisfaction
It is possible/ﬁo identify four classes of variables 
which appear to detérmiﬁe the attitude of a person toward his
role in an organization, and the probability that he will
leave it,

1. Outcomes connected with a particular work role,

Wages. There is a persistent coantroversy over the importance
of wages to workers. ’It‘has recently been suggested that
satisfaction stemming from the receipt of wages is dependent
not on the absolute amount of these wages, but on the rela-
tionship between that amount and some standard of comparison
used by the individual, _The standard may be an adaptation
level (Helson, 1947) derived from wages received at previous
times or a conception of the size of wages received by other
peaple.,

The latter of these two possibilities has been most
thoroughly explored., Patchen (1561) formulated the pfoblem
satisfaction with wages in terms of social combarison theory.
He assumed that individuals compare their own earnings with

those of others and evaluate differences or similarities in



'jferms of their relative standing on dimensions believed to
pe the basis of pay (e.g., skill, Seniority, and educatién).
gatisfaction with a specific wage comparison wés hypothesized
to be a function of the objective dissonance of the comparison,
For example, if one person compared himself with another person.
Qho wés earning more but who was similar in his standing on
dimensions related to pay, the comparison would be dissonant
and. would be expected to lead to dissatisfaction on the part
of the comparer. ' |

Lawler and Porter (1963) found that the difference between
the amount of pay received by a manager and that received by
others at his level was a better predictor of the manager's
satisfaction with his pay, than was the absolute amount of the
pay he received., First-line supervisors making more than
$12,000. were more satisfied than were company presidents
making less than $49,000. |

Complete acceptance of the specific formulation pro-
posed by Patchen must await the exigtence of experimeﬁtal
evidence. The existence of an association between choice of
comparison person and satisfaction cannot be takén és evidence
of a causal relation between these variables., It is as
reasonable to expect that a person's satisfaction with his
wages may affect the kind of comparisons he makes as it is to

propose that the causal relationship is reversed,

- Influence of decision making. There is considerable evidence

that the satisfaction of subordinates is positively asscciated



"1‘with the degree tb-which they are permitﬁed an opportunity‘to
“ participate in decision making. ’

Baumgartel (1956) studied the effects of patterns of
leadership on the attitudes of scientists in eighteen research
laboratories. The scientists working under participative
ieaderéhip were.found to have significantly more positive
attitudes toward their director than those under directive
leadership, Those who were working under laissez-faire direc-
tors were generally intermédiate in.attitudes to those exposed
to the other two leadership styles.

In an investigation in an automobile manufacturing plant,
Jacobson (1951) related the attitudes of workers toward their
foremen and toward-bheir shop stewards to their reports of
the extent to which they were invelved in decision making by
occupants of each of these roles. As predicted, there was
a positive relationship between thé amount of participation in
decision making and attitudes toward both foremen and shop
stewards,

Wickert (1951) and Ross and Zander (1957) found that
people who reported that they had little influenée 6n decision
making had a higher probability of resigning from the organ-
ization. ]

However, in a study of white collar workers Morse (1953)
used supervisor's reports of their own behavior as the basis
for distinguishing between those giving close and those
giving general supervision, A comparison of the attitudes
of the workers under these two types of supervisors showed

few clear-cut differences,.
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In additiqh to these correlational studies, there are‘

three field experimehts which deal with the effects of parti-
cipation on job satisfaction. Morse and Reimer (1956) give
strong support to the position that more favorable attitudes
follow an increase in influence in decision,making, and less
favorable attitudes follow increased hierarchical control.
The second_field experiment was carried out by French, Israel,

'énd as (1960) in a Norweigian factory. The experimental

s groups, who were allﬁwed to participate in the introduction
of changes in the factory, were found to display a higher
level of satisfaction than the control groups on 10 out of
14 satisfaction‘items, but only three of these differences
were significant. Kay, French, and Meyer (1962) also obtained
results in the same direction, but the evidence was not as
strong as in the Morse and Reimer experiment.

Hoffman, Burke, and Maier (1965) studied the relative

contributions of participation, attempted influence, and
actuai influence. Only .the member's actual influence was
significantly correlated with their satisfaction., The amount
~each member participates in a problem-solving discussion
seems unimportant for his'acceptance of the group decision.
Rather, he will be satisfied to the extent that he expresses
support for the solution adopted by the group.
Vroom (1960) found evidence suggesting that the effects

of participation in decision making on satisfaction dépend

on the personality of the participant, In his field study,

the size of the correlation vetween supsrvisors' judgments




‘,of the amount of influence they could exercise over their

superiors and their attitudes toward their jobs was found to

vary systematically with the strength of their need for inde-

pendence as measured byva l6-item questionnaire, The correla-
tions between these two variables were 0.55, 0.31, and 0.13,
respectively, for supervisors high, moderete, and low in
need for independence, A‘similar interaction was found between
influence in decision making and the F-scale score of the
supervisor,

Vroom's finding that the relationship between partici-
pation and job satisfaction depends on the extent to which
the supervisor is authoritarian and on the strength of his
need for independence is consistent with the results of two
cther investigators. Senford (1950) found that aunthoritarian
personalities are more likely to state a preferenoe for high
status, strongly directive leadership, and Trow (1957)
found that subjects with a strong need for autonomy ( as
measured by a questionnaire) expressed significantly lower
satisfaction with roles in which they were made highly

dependent on others than did subjects with a weaker need

for autonomy.

A final note on this subject that is often overlooked:
intuitively, it would seem that the amount of satisfaction
obtained from a given amount of influence might vary consid.

erably with the nature of the decision, with how important

the issue is to the person.



égggptance by other group members.‘ There is considerable
evidenée'concerning fhe affective consequences of the degree
to which' a person is 1liked or positively valuéd by other

| members of his own work grdup. Some of this evidence is
correlational in nature, In a field study amoung conétructién
workers, Van Zelst (1951) found a correlation of .82 between
the interpersonal desirability of rank and file workers,

as measured by ratings of their co-workers, and their job'

satisfaction as measured by the Kerr Tear Ballot.

Status. A positive relationship between the level or status
of the worker's job and his job satisfaction has been reported
‘by a large number of investigators, .
The findings of Gurin, Veroff, and Feld (1960) on this
point are of most interest since they are based on a national
sample, The results indicate substantial differences between
the level of satisfaction reported by persons in different
OCCupational categories, Forty-two per cent of persons
employed in professional-technical occupations report that
'they are very satisfied with their jobs as compared with
only 13 per cent of workers in the unskilled category.
Baldamus (1951) found a negative relationship between
the level of jobs within a single factory and the rate of
turnover within these jobs. These data are in agzreement with
Reynold's finding (i95l)ythat unskilled workers change jobs
more frequentl& than semiskilled workers, who in turn Change

jobs more frequently than skilled workers,
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~ Tne opportunity to use skills and abilities, Following Maslow's

(1943) theory of self-actualization, it is often asserted

that an individual derives satisfaction from jbbs which per-
mit him to use his skills and abilities., But it seéms;best

to modify this hypothesis slightly by stating it inlcognitive'

' father?than objective terms, In other words, we would predict
greater job satisfaction on the part of people who believe that
their Jjobs requife abilities which they believe they possess.

Brophy's data (1959) provide a correlational test of
this modified hypothesis, She obtaiped ratings from each of
81 female nurses concerning the extent to which they believed
themselves'to.possess each of 49 different traits. Each nurse
also rated the extent to which the job permitted her to be
the kird df perscn represented by each of the 49 traits, ?he
amounﬁ.of discrepancy between these two sets of rétings was
found to correlate -0.41 with scores on é scale”br vocational
satisfaction. |

In another study, Vrogm (1962) reported a correlation
of .59 between opportunity’for self;expression in the job §nd
job satisfaction for 489 hourly blue collar workers in an‘.
Canadian oil refinery.

The motivation of people to utilize their abilitieséis'
termed a self-actualization need by Maslow (1943; 1954).
According to nis hierarchical theory of motivation, there éhouid -
be substantial individual differences in the Strehgth of.this
need, and these differénces should be positively related to

the extent to which lower-crder needs like those for foodh




',*and water, safety, and acceptance by others have been sat-
isfied. If this hypothesis is correct, we should find thau
the effects on job satisfaction of extent to which the job
permitted the use of skills would Vary'inversely with the

intensity of other deprivations experienced by the worker.

2. Strength of the person's desire or eversionkfor the

above outcomes.

While each of the aforementioned variables (pay, accep-
tance, influence, status, opportunity for self-expression)
may be safely regarded as dimentions on which larger amounts
are preferred to smaller emounts by most persons, it is
reasonable to assume that individuals may differ in their
preferences among them., |

A recent field study by Turner and Lawrence (1965)
illustrates the importance of including both work-role vari-
ables and individual-difference measures in the same investi-
gation, These feseerchers set out to determine through
correlational methods the consequences of task attributes,
such as amount of autonomy, responsibility, and variety, on
the job satisfaction and absenteeism of rank-and-file workers,
A rating scale was deveiOped to meaeure these task attributes
and was used by the researchers in rating 47 jobs in 11
companies. The existence of strong positive intercorrela-
tions among the ratings on the dimentions used madeAit
necessary to combine the separate scores into an index score

which Turner and Lawrence called the Requisite Task Attribute

17




=

18-

(rRTA) index. Low-ETA jobs were simple and undemanding, while -
nigh-RTA jobs were more complex and required greater knowledge
of skill. Contrary to expectations, no relationship was
found between the RBTA scores of Jobs and the job satisfaction
Af their occupants, and only a weak negative relationship was
found between the RBTA index and absenteeism., Subsequent
analyses indicated that these overall relationships masked
;i two contrasting patterns of response to task variables.
The sample of 470 workers included two major subsettings, who
were predominantly Protestant; and those living and working
in urban settings, who were predominantly Roman Catholic.
It was found that the urban workers tended to express more
satisfaction with and exhibit less absenteeism on low-RTA
jobs, while the rural workers tended to be more satisfied
with and be absent less frequently from high-RTA jobs.
Additional evidence of an interaction between a situa-
tional variable and a self-report motivational measure was
obtained by Vroom (1960), in the study reported above. The
size of the correlation between supervisors' judgments of
the amount of influence they could exercise over their
superiors and their attitudes toward their Jjobs was found to
vary systematically with the strength of their need for

independence.

3. The amount of outcomes believed to have been received

by comparable others.

Thus far we have been viewing the attitudes of the
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r(brganizationvmember as determined solely by.the nature of
ghe individual transaction with that organization.. We have con-
gidered both available outcomes from the job position,
- and the individual's desire for the outcomeé. But there is

some evidence that morale is influenced by another dimension,

namely, & social comparison process,

Stouffer et al. (1949) found numerous instances in which
f the attitudes of soldiers toward their roles were not pre-
dictable from’the objective situation which they were facing.
For example, there was greater dissétisfaction with promotional
opportunities in the Army Air Corps than in the Military Police,
despite the fact that the probability ofvpromotion was much
higher in the former branch of the service, Furthermore, high
school graduates, who typically were assigned to better jobs
and had significantly greater chances for advancément than
those with less education, expresséd greater dissatisfaction
with their jobs and status. Such findings were interpreted
to mean that individuals develop conceptions of proper or
equitable levels of reward at least'partly from information
about the rewards received by others. Dissatisféctién occﬁrs
when one's level of reward falls below the proper or equitable
level, ’

As reported above, Lawler and Porter (1963) found that
the difference between the amount of pay received by a
manager and that received by others at his level was a better
predictof of the manager's satisfaction with his pay than

was the absoiute amount of the pay he received,




In their'study of managers in five firms, Andrews and
Henry (1963) found that overall satisfaction with pay was

more higﬁly related to the difference between their wages and
the average amount received by others at their level in all
five companies, than to the difference between their wages

énd the average received by others at the same level in

their own company. |

Homans (1961) and Adams (1963) postulated that perceived
discrepancies in ratios of rewards to investments produce
feelings of inequity, and consequently negative affect,
regardless of the direcfion of the discrepancy. Discrepancies‘
produced by "overreward" are associated with feelings of guilt,
while those produced by "underreward" are associated with
feelings of anger or unfairness, Most empirical evidence
concerns the latter situation. This evidence indicates moti-

vation to reduce inequity.

k. The amount of outcomes the person expected to

receive or has received at earlier times.

To test the proposition that a person's affective response
to a given level of reward varies with the level that he
expected, it is necessary to make some additional assumptions
abont the way in which expectation are formed and are altered.
by experience., If we assume that a person's expected levelv

of reward in é given situation is determined largeiy by the

revard levels which he has previously attained in that sit-
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i ﬁation, we can éxpect that the affective coﬁsequences of a
given reward level will vary predictably with prior reward
jevels. Substantial suppdrt for thisvprediction has been
obtained from laboratory experiments on coﬁtrast~effects
(Crespi, 1942) and on extensions of Helson's concept of sensory
adaptation levels to the problem of reinforcement (Bevan and
Adamson, 1960; Black, Adamson,yand Bevan, 1961).

'. While the level-of-aspiration concept has played an
“‘important role in theories about behaviqr in organizations
(Cyert and March, 1963), there has been little systematic

empirical investigation of the way in which attitudes toward
or satisfaction with outcomes of organizétional membershib
are affected by previously obtained outcomes or other cues
regarding the cutcomes which will be obtained, However, onc

‘ interesting laboratory experiment was conductéd by Spegtor_

; (1956). He assigned subjects to four~person groups to work
on a simulated military intelligence problem. They were
instrﬁcted to operate as a team with each man decoding a dif-
ferent part of a series of messages given to the team, The
level of reward expected by subjects was manipuléted not by
controlling rewards received on earlier trials, but by verbal
communications from the experimenter. Some groups were told
that three of the four men would be promoted after complétion~v
of the first message, while others were told that only one of
every four men would be promoted., Subsequent to completion of

the first message, all the members of half.of the groups'were

O ST
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‘?romoted, This manipulation was independent of the manipu-
jation of the pfobability of promotion, yielding four experi-
mental conditions corresponding to the Various combinations
of high and low subjective probability of promotion and
attainment or nonattainment of promotion. The dependent
variable was a six~item morale;measure which was similar to
- those used in industrial studies. Morale was found to be
highest among subjects who received but did not expect a
Ipromotion, and lowest among subjects who expected but did not
receive a promotion. There was no interaction between the two
independent variables, and mean morale scores were a function
of the amount and the sign of the discrepancy between
attainment and expection. |

B. Likert;s Systems Theory of Management

In his books, New Patterns of Management (1961) and Human

Organization (1967) Likert proposes the concept that job

setisfaction and higher productivity are not so much the result
of isolated factors, as an interlocking set of variables,

He identifies four Systems of Management, and suggests that
organizations that have the highest satisfaction, smallest
turnover, and highest productivity - in the long run - are
conducted along the pattern of System Four., Two important
characteristics of System‘Four are: 1, supportive relationships;

and 2, group decision making and group methods of supervision.

The principle of supportive relationships refers to the
relationship between the superior and subordinate, The more

often the superior's behavior is ego-building rather than




ego_deflating, the bétter will be satisfaction and performance
scores. The subordinateis perception of the situation, rather
than the supervisor's, determines whether or not the exper-
ience 1is supportive, . |
Decision making in traditional organization strucﬁure.
(Systems 1 and 2) is not done in a group, but is conducted
along & model of man-to-man interaction. System 4 management,
in contrast, uses an.ovérlapping group Tform of structure with .
| each work group linked to the rest of the organization by
.means of persons who are members of more than one group.
They are called "linking pins", At each hierarchical level,
all subordinates in a work group'who afe affected by the
outcome of a decision are involved in it. (A work group is
defined as & superior and all subordinates who report to him.)
Seashore and Bowers (1963) evaluated a change program |
designed to apply Likert'!s theory of management to selected
departments in a company manufacturing packaging materials,
Three departments served as experimental units and were sub-
Ject to a multifaceted change program which included.organ-
izational feedback meetings, individual counseling, a formal
training course for supervisors, and T-group training for
key managers. A before and after questionnéire showed im-
proved working relationships in experimental departments, and.
employee attitudes became more positive, Results on produc-

tivity measures are less convincing,




This disSerﬁétién suggests that the organizational
Structufe of a Catholié diocese can be interpreted within the
rramework of -Likert's organizational schema, and that the
geterminants of morale (or job satisfaction) may be similar,
C,‘ Other Relevant Research

There are two other theor;es that are strictly not a
~part of the body of 1iteraturé in organization psychology,
"put nevertheless have a bearing on some of the hypotheses'

of this study.

1., Thibaut and Kelley's Comparison Level for Alternatives.,
In speakihg above of the relation between morale and
turnover, it was stated that low morale will not necessarily
lead to a person leaving his job, Thibaut and Kelley suggest
that tbe reward-punishment value of an outcome must always be
calculated with reference to a person's expectations.‘ They
propose two bases for determining outcome values, The first

of these is the person's comparison level (CL), which they

define as the average value of all the outcomes known to the
person, each outcome weighted by its saliencé. This CL forms
a standard against which he judges the present relationship.
If the present relationship is above the CL, it is pleasing
and rewarding. If it falls below the CL, it is displeasing
and punishing,

The second basis for deriving values is the person's__

comparison. level for alternatives (CLalt).* This is defined

as the bsst currently available alternative to the present

24
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,,relatiohship. The less the average probable outcome in the
present relationship excéeds the average available in the best
alternative relationship (the smaller it is relative to

the CL,y.), the more the person will be tempted to leave the
present relationship. |

| Thibaut and Kelley's paradigm may have bearing on the
problem as to why furnover has been greater among younger
priests than among older priests, and upon why turnover has

sﬁddenly become a problem in the last few years.

2, Leon Festinger's Theory .of Cognitive Dissonance,

The main purpose of this study is examine the possibility
of explaining the morale of diocesan priests in terms the |
variables used by organizational psychologists to explain job
satisfaction, Héwever, all determinants of morale cannot be
“explained in these terms, because Ceftain'variables aré unique
to the priesthood, One such variable is the priest's attitude
toward the value of the vow of celibacy imposed on Him by
ecclesiastical legislation in the Latin Rite of the Catholic
Church, | |

A morale study of the diocesan priesthood must ask certain
questions about the effect of the vow of celibacy. Is a
priest's‘attitude toward celibacy an important determinant of
morale? Is it of equal importahce in explaining the morale
of priests of different ages? Is it of greater or less
importance than job vériables, such as the ‘opportunity for

self-expression and perceived influence in determining gpolicies



and actions? Will the priest's attitude toward celibacy inter-
act withvjob variables? How will this interaction affect
morale? , o
. Leon Festinger's (1957) theory of cognitive dissonance
" may be of help in explaining a priest's attitude toward the vow
éf celibacy. Festinger's theory says that when.a person has
gwo cognitions that are logically inconsistent, this incon-
gsistency results in psychological tension, which in turn léads
a person to reduce this tension in some way. For example,
the longer a person has been committed to some behavior, the
stronger will become his commitment, and the more value he
tends to see it in., This is one way of reducing the tension
that would otherwise be caused by admitting that a behavior
he had engaged in for some time was of little value., On |
the other hand, é person might also reduce the tension caused
by the realization that he was committed to a behavior that
had only minimal value by terminating (or attempting to
terminate) the behavior in question. |

On the basis of this theory one would be lead fo expect
older priests would see the vow of celibacy as having greater
value than younger priests. An alte?native to cognitive bol-
stering for reducing tension by the priest who sees celibacy
as having minimal value would be an effort to change the

behavior, if this were seen as a reasonable possibility.

i




1y, PROCEDURE
- - A, BRationale of Methodology

The main goélvof this study is to examiné the theory of
1,Organizationa1 psychologists in the area of job satisfactioh
(morale), and investigate whether and to what extent this .
 theory applies to the morale bf diocesan priests in Chicago.
In other words, an effort is made in this study to formulate
nypotheses about the determinants of high and low morale émpng,
diocesan priests based on the findings of laboratory expéri-
iments, field experiments, and correlational studies conducted
by researchers who have studied the problem of job satisfaction
in various areas of business, The appiication does not seen

to be without foundation., Granted the spiritual goals and the

organizations that rival the Church in the extensiveness and
intricacy of its bureaucratic organization.

Researchers frequently distinguish between experimental
studies and correlational studies when they'discuss different
.research methods. An experimental study typically involves
experimenter-produced or naturally-produced changes in one
variable in order to observe the effects on a second variable,
while in a correlational study focuses on the relationship
between two variables without either of them being controlled
by the experimenter, The ma jor disadvantagé of a correlational
'study is iﬁs inadequacy to prove directly the existence of
the cause and effect relationships that aré specified by the

conceptual model, A correlational study can, however, establish




'ﬁhether two variables tend to be related at a fixed point in
 t¢ime. If a close relationship were found as predicted, it

would offer some support for the conceptual model or hypothesis
| in question., However, it does not establish that a cause and
| effect relationship exists. On the other hand; if no relation-
ship were to Ee found where the model or hypothesis predicts
thet one should exist, then it is possible for the model or
the hypothesized relationship to be disconfirmed. Thus,
correlational studies can sometimes disprove but never prove
that a causal relationship exists. In effect, if they find no
rélationship, then experimental étudies clearly are not
warranted; but if they find relationships, they can suggest
areas where experimental studies can profitably be done,
experimental studies that will determine why the relationship
found in the correlational study occurred. |

The obvious problem with experimental.studies in field

research settings is that they require a high degree of coop-
eration by organizations in order to produce changes in vari-
ables in order to control extraneous variables, ,Typically,
this kind of cooperation is not feasible in business organ-
izations, It is equally, if not more difficult, to obtain
such cooperation in studying priest morale in any diocese,
Further, experimental studies are limited in the number of
variables they can consider., They can be expanded by adding
more groups, and while this is often possible in.the 1abora£or&;

it is feasible in the field.




29

After cbnsiderihg the-relative advantages of the correl-

ational and the experimental methods, it seemed that the
purposes of this study could best be served by a correlational
approach. This is an afea in waich very little research has
been done, The study is basically explorator&. A correla-
tional study makes it possible to look at a large number of
" yariables relative to morale, Dependiﬁg on the results of this
.study, one or more experimental studies may well be.justified
in the future.
B, Hypotheses
The first five hypotheses includes those concerned with

factors that would be expected to correlate with the morale

or job satisfaction of priests on the basis of present

theory and research in organizational psychology explained

in Section III,

Hypothesis 1f The morale of priests will be posi-
tively related to their perceived oﬁportunity fbf
self-expression.
This prediction is made on the basis of Maslow'!s theory of
self-actualization, and the research of Vrcom (1962) and»others.

Hypothegis 2-A: Morale of priests will be posi-

tively related to perceived influence in determining
the pdlicies and decisicns of the diocese and
parish. |

This prediction is based on such studies ags Morse and Reimer

(1956), Hoffman, Burke, and Maler (1965), and others.




Hypothesis 2-B: The correlation between morale
and perceived influence in determining policies and

decisions will be strongef in those priests who

have a stronger need for‘independence.

The above prediction follows from Vroom's (1960) research sug-

gesting that the effects of participation in decision making

‘ on satisfaction depend on the'personality of the participant.

The next hypothesis is based on Likert's Systems Theory

.of Management. He found that the subordinate's perception of
supportive relationship on the part of his superior was a
determinant of high satisfaction.

Hypothesis 3: Morale of the priests will be

positively related to their perception of a

supportive felétionship on the part of their

immediate superiors,

The research of Patchen (1961) and others shows that wages
are an important factor in job satisfaction. The findings of
Gurin, Veroff, and Feld (1960) also highlight the importance
of prestige (or status) in job satisfaction. While it is
reasonable to expect that wages and prestige would be of less
importance to a man who entered the priesthood, rather than
the business world, a priest would be less than human if
these factors did not retain som2 importance to him. These
considerationé lead to the following two hypotheses:

Hypothesis U4: There will be a moderate positive

relationship between priestly morale and satis-

faction with salary.




Hypothesis 5: There will be a moderate positive

correlation between priestly morale and the

perceived prestige that a priest sees in his job

assignment,

The next hypothesis is coneerned with one of the key per-
sonality variables in the priesthood: the attitude of the priest
- toward the value of the vow of celibacy. How does this attitude
affect morale? How does it interact with some of the job vari-
ables considered above?

One of the obvious and significant sacrifices that a priest
in the Latin Rite of the Catholic Church makes is the renun-
ciation of his right to marriage. One would therefore expect
that the more value the priest saw in the vow of celibacy
(because it helped him to fulfill his mission more effectively),
the higher would be his morale. This reasoning leads to the
following hypothesis:

Hypothesis 6-A: The morale of the priest will

be positively related to his perception of the

value of the vow of celibacy.

It is a matter of dispute today in ecclesiastical circles
whether or not the priest's attitude toward celibacy is really
dependent on the opportunity for self-expression and upon the
oprortunity to exercise influence on policies and decisions |
affectihg his life and work. If euch a dependency exists,
then the relationship between the perceived value of celibaey

and morale is really a spurious relationship. Based on
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. Maslow's theory 6f a hierarchy of needs, I would propose that
the fulfillment of a man‘s sexuval and affective needs are prior
-~ and largély independent of his need for self-fulfillment in

his job situation. However, when opportunities for self-
fulfillment in his job situation do in fact exist, common sense
'would indicate that a priest would feel the vow.of celibacy

was more worth the sacrifice, On the basis of these consid-
erations, I would propose the following hypotheses:

Hypothesis 6-B: The positive correlation between

morale and perceived value of celibacy is not
totally dependent upon the rzelationship between

the perceived value of celibacy and the opportunity
for self-expression,

Hypothesis 6-C: The positive correlation

between morale and perceived value of celibacy

is not totally dependent upon the relationship

between the perceived value of celibacy and

the opportunity to influence policies and

actions,

See Hypothesis 19 for a consideration of the interaction
between the perceived value of celibgcy and age, in the light
of Festinger's dissonance theory.

Hypothesis seven through fifteen concern the differences
between priests in various job assignments, ‘

The Hartford study used three categories asAunits of

analysis: _“Specials" are those who spend the majority of their



33

working hours in work outsidé a parish; pastors are those who
spend the majority of their time in a parish setting and who
- have the main responsibility for that parish; associate’pastors
(curates) are those who work with the pastor in the parish
setting. _ | _ '

Based upon the findings of the Hartford.stﬁdy and upon
my own observations and discussions with the priests of Chicago,

ﬂ A the following hypotheses are presented:

- -Hypothesis 7: The morale of associates will be
relatively lower than the morale of either pastors
or specials,

Hypothesis 8: Associates will be lower than

pastors and specials on perceived influence
in determining the policies and actions of the
diocese and parish,

Hypothesis 9: Associates will rank lower

than pastors and specials on perceived oppor-
tunity for self-expression.

Hypothegis 10: Associates will see themselves.

as having less job status, or prestige con-
nected with their assignment,

Hypothesis 11: Associates will be relatively

less satisfied with their salary.

In connection with Hypothesis 7, it would be important to

examine relationship between job assignment and morale, while
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percéived influencé, ahd perceived ﬁrestige.). If the rela-
tionship between job assignment and morale held while controlling
for these variables, it would support‘the position that status
alone influenced morale,

While the opportunity for self-expression and for exer-
cising influence, higher prestige, and highef salary are char-

“acteristic of higher job levels in business, the quality of

| _supportive relationships has not been shown to be a "1eVéls
phenomenon." In other words, it would appear that men are
promoted in the business world on the'basis.of other qualities
than supportiﬁe relationships. The same condition would seem

to obtain in ecclesiastical circies. On this_basis the following
hypoﬁhesis ie presented:

Hypothesis 12: Associates will evaluate their

immediate superiors (the pastors) on the quality

of supportive relationships, at approximately

the same level as specials and pastérs will

evaluate their immediate superiors (the heads

of agencies or the Ordinary.)

So far the hypotheses regarding type of assignment have
followed the threefold classification used in the Hartford |
study: pastors, specials, and associates (curates). However,
the present study makes it possible to separate these groups'
into sub-groups for further analysis. Specials can be sep-
arated into]supervisérs and non-supervisors. If the hypothe-

sized relationships bestween morale and the various factors
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.

1isted above are éorrect, and if supervisors percéive them-
selves aé having more opportunity for self-expression, more
_-gnfluence in determining policies and actions, more prestige,
and relationships that are more supportiVe - than non- -

' supervisors, then one would expect thls superlorlty to be
.reflected in a higher morale score. ‘

Both pastors and associate pastors can be subdivided into
'thbse who have special work outside the pariéh in additioﬁ to
_their parish assignment and responsibilities. Such a special
a581gnment would seem to provide more opportunity for self- |
expression, influence, prestlge and- pgrhaps an increased
perception of supportive relationships., If this were true, an
jncrease in morale and job satisfaction could also be expected,
It has often been suggested that such outside special work would
be one viable means of increasing morale, On the basis of the

above considerations, the following hypotheses are proposed:

Hypothesis 13-A: Specials who are supervisors -

will perceive themselves as having more oppor-
tunity for self-expression, more influence in
determining policies, more prestige, and more in,
the way of supportive relationships, - than specials
who are non-supervisors.

Hypothesis 13-B: Specials who are supervisors

will rate themselves higher in morale than non-

supervisors,
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Hypothesis 14-A:, Pastors who have special work

outside the parish will perceive themselves as
having more opportunity for self-expression,

more influence in determining policies, more
prestige, and more in the way of supportivg re-
lationships, - than pastors who do_not have special

work outside the parish.

Hypothesis 14-B: Pastors who have special work

-outside the parish will rate themselves as
having higher morale than those who do not have
special work outside the parish.

Hypothesis 15-A: Associate pastors who have

special work outside the parish will see them-
selves as having more opportunity for self-
exbression, more prestige, more influence, more
in the way of supportive relationships, -~ than
associates who do not have special work_out;ide'
the parish.

Hypothesis 15-B: Associates who have special

work outside the parish will rate themselves

higher in morale than assocliates who do not have

special work outside the parish.

Hypotheses sixteen through twenty-one are those that deai
with the difference between priests in different_age_groups.
Priests are divided by year of ordination into five year

groupings, ranging from 0-5 years ordained to 36-40 years

ordained.
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Based 6n the résearch‘of Fleishman, Harris, and Burtt
(1955), Giese and Ruter (1949), and Kerr, Koppelméir, and
sullivan (1951), - all of whom found a negative correlation
petween mean satisfaction scores'and turnover rates organiza-
" tional units, - we would not expect a direct linear relatioh—
ship between age and morale, but rather a curvilinear rela-
tionship.

Hypothesis 16: Based on the percentage of priests

who have resigned from the active priesthood, the
lowest morale should be found among the priests
ordained 6 to 15 years (30 to 40 years of age), the
highest morale among priests ordained 21 to 30 years
(between 45 and 55 years of age.)

Hypothesis 17: The age groups that rate them-

selves lowest on morale should also rate themselves

lowest on perceived opportunity for self-expression,
influence, prestige, and supportive relationships.

The age groups with the highest morale should also

faté themselves highest on the above variables.

Next, one can raise the question as to whether or not there
is a "generation gap" between young and old priests, whether or
not.there has been a change in the‘personality of young men
entering the priesthood in the diocese of Chicago. Certain
sociological trends indicate there may indeed be a change that
has occurred gradually over a period of years. During the past

decade there has been a mounting desire among college students
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or more participation in student government, for the oppor-
punity to influence the nature and type of cﬁrriculum at their
college. There has been an increasing desire to be independent
of authority - pérental and civic. We have seen a successful
campaign waged to lower the voting age to 18. 1In so far as
young men entering the priesthood are also a partAof the social
milieu of their age group, we might reasonably expect the above
_attitude changes to be reflected in theirvpersonalities'as

well, ‘The following hypotheses flow from the above evaluation:

Hypothesis 18-A: Younger priests will express

a higher need for independence.

Hypothesis 18-B: Younger priests will expréss

a greater desire for democratic processes within
the Church organizational structure.

Hypothesis 18~C: Younger priests will express

a greater desire for supportive relationships
on the part of their superiors.

Hypothesis 18-D: Younger priests will express

a greater desire to influence policies and actions

of the diocese aﬁd parish. |

In recent years many business organizations have had to
lure prospective college graduvates with the promise that they
will have the opportunity to use their skills and abilities,
as well as thé promise of an adequate salary. Some graduates
have turned down well paying positions ﬁo join such organi-

zations as ths Peace Corps, where thay could feel they were
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;%/really using their ability to help others. These considerations
jead to a final hypothesis on personality change:

Hypothesis 18-E: Younger priests will express

a stronger desire for the opportunity for self-

expression.

Ciosely allied to the hypothesized personality differences
discussed above, one might also expect a difference between
younger and older priests in their attitudes towards the vow
of celibacy. Festinger's theory of'cognitiye dissonance would
predict that we come to love the things for which we have suf-_
fered and value‘them more highly. On the basis'of this reasoning,
one would expect older priests to value the vow of celibacy
more highly, because they have given up the consolations of
family life for é longer period of time, and have in effect
paid a higher price for the vow, In like manner, one would ex-
pect older priests to see the priesthood as the life style
which offers the best opportunity to serve God and their fellow
man, |

Hypothesis 19-A: Older priests will see greater

value in the vow of celibacy than younger priests.

Hypothesis 19-B: Older priests-will be more

likely than younger priests to see the priesthood

as offering the best opportunity to serve‘God and.

their fellbw man., |

Partly because younger priests will see less value in the

vow of celibacy, and partly because of a stronger desire for
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democracy in Church organizational structure, we are led to the

| following hypothesis:

Hypothesis 19-C: Yoqnger priests will have a

stfonger desire for optional celibacy. |

Finally, because the desire for marriage is commonly stronger
in younger men, commdn sense would indicate thét age would at-
tenuate, but not eliminate, the correlafion between fhe ber~

ceived value of celibacy and morale:

‘Hypothesis 19-D: The correlation between

morale and the perceived value .of celibacy

will be étronger for younger prieété than for

older priests. | . _

The fact that the overwhelming ma jority of resignations
from thg priesthocd have been among priests ordained 1es$ thén-
20 years, may be due only in part to.greater dissatisféction
with the opportunity for self-expression, influence, prestige,
supportive relationships, and a stronger desire for harriage.
It might also be due to two other factors. The first factor
stems from Thibaut's ahd Kelley's concept of Compariéon Level
for Alternatives, Older priests might very realistically see
the opportunity of obtaining satisfactory employment outside
the priesthood less likely at their age. They might there-
fore stay in the priesthood as the better of the two alterna-
tives, even though they might not in instances be satisfied

-

with existing conditions,
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HYDothesis,ZO: 'Younger priests will see

greater likelihood of obtaining satisfactory

employment outéide the priesthood,

The second factor for smaller turnover among older priests
is the possibility that they see the vows of the priesthood

as an absolutely permanent commitment. There has been a trend

in theology in recent years to question whether any human
commitment can be "absolute" in its nature, even though it
be regarded as "permanent." On the basis of this, the pre-
diction is made: |

Hypothesis 21: Younger priests are less

likely to see the priesthood as a commitment

that is absolutely binding in its nature,

The final hypotheses deal with the principal causes of
dissatisfaction among different job assignments and different

age groups.

Hypothesis 22-A: The principal causes of dis-
satisfaction will vary with age groups and job

assignments.

Hypothesis 22-B: The principal causes of dis-
satisfaction among associates and young priests
will be lack of opportunity for self-expression,
and lack of influence on policies in the
diocese and parish.

Hypothesis 23: The relationship between pastor

and associates in the same rectory will be the
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human relationship that is the most serious

source of dissatisfaction. A
. phis last hypothesis is based on the findings of the Hartford
study. - . |
C. Construction of Questibnnaire
and Measures.

The'questionnaire used in this survey is pfesented in its
entirety in Appendix I. It consists of a coVering letter from
. the author explaining the nature of the study, six pages of
questions, plus a letter from Rev. James Roache, the Director
of the Center for Pastoral Ministry, encouraging the priests to
respond. Below is a description of the origin and development
of the measures used to test the hypotheses, and also the inter-
correlations and factor loédings for the components of each
measure,

All items making up the various measures were intercor-
related, and a factor énalysis was done on all itexs. Eighteen
factors were rotated to a varimax criterion. Tﬁe purpose was
to insure that the items making up the measures were properly
intercorfelated, and that the measures were relatively inde-
pendent. Factor. scores for éach scale were calculated by
assigning unit weights to those items with factor loadings
above .30, For the most part the scales showed acceptably
low levels of intercorrelation. The only real difficulty was
with respect to the scale used to measure perceived influence;

This is discussed in the text below,
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7”Morale Measure. The morale measure consists of the combined

gcore for two questions: 4-A, All things taken together, how
satisfying and fulfilling do you find it to be a diocesan priest.
jn the Archdiocese of Chicago at the present time? |

4-C, How hopeful are you that the life of a diocesan
priesﬁ‘in Chicago will be satisfying and fulfilling in thé years
ahead? | | |

The author felt that a single question about présent Ccon-
ditions was both too unreliable and too restrictive. A person
might well be unsatisfied.with his immediaté sitvation, but
be optimistic for the future because of a well-founded hope
that the situation would be remedied in the near future. In
that case, his overall morale might be good. A question about
improvement over'past conditions was omitted from the morale
meaéuré, because past improvement is often accompanied by
rising expectations, and morale paradoxically can apparently
deteriorate after conditions have improved., For example,
although conditions have ocbjectively improved'overfall for the
Negro in the last five years, his morale in many.cases appar-
ently has not risen above what it was five years ago. The two
items used had a .59 correlation, and had loadings of .56 and

.66 on the same factor.

Self-Expression Measure. The measure of opportunity for self-

expression was the combined score of 5 questions, taken from
among 9 questions used by Vroom (1962),

How much chance do you get:
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6-A, to try out your own ideas?
6-B. to do the kind of things you are best at? (that is,
to use your important skills and abilities.)
6-C. to feel at the end of the day you've accomplished
something?
6-D., to learn new things?
6~E. to do things your oﬁn way?
These items had correlations ranging from .54 ﬁo .81,
and had loadings‘fanging from ,62 to..8l on the same factor,
While twq people might see themselves as having the same
opportunity for self-expression, one peréoh might be more dis-

gsatisfied because he has greater desire or need for self-

- expression, Therefore a personality measure for desire for

self-egpression was formulated in Questions 7A, through E, by
asking "How much chance SHOULD you gét eeo" followed by the
same five items above in question 6. Thg sum of the scores
measuring the desire for self-expression, minus the.scores
measuring the opportunity for self-expression represent a

dissatisfaction score on self-expression., The five items in

question 7 had correlations ranging from .61 to .76, and had

lcadings on a separate factor ranging from .72 to .80.

Snoportive Relationship Measﬁre. The index to measure the
amount of the pérceived supportive relationship on the part of
a priest's imﬁediate superior, was patterngd after the Self-
Expression Index., The sum of questions 16-A-1, 16-B-1,

X-
16-C-1, 16-D-1, 16~E-1, give the respondent's perception of




‘pis immediate superior's supportive relationship toward himself,
(Notice that this is not a measure of objective reality, but

the respondent's perception of the supportive relationship.)

The sum of the five questions 16-A-2,.,,16-E-2, give a measure
of the respondent's desire for supportive relationship. The
difference between the two sums provides‘an indgx of g;§§§§~
jsfaction. |

The first five items had correlations ranging from .64 to

oy

.75, and had loadings on the same factor ranging fron .75 to
.81, The second five items had correlations ranging from .24
to'.52, and had loadings on aAseparaﬁe factbr ranging from
.70 to J7h, o
The‘five items for each index asked how much the respoﬁ~
dent feels his superior has (or should have) various dharac-
teristics:
A; The extent of my superior's'confidence and trusﬁ
in nme,
B. The extent to which my superior has my‘COHFidence
and trust. |
C. The extent of my superior's effort to get my ideas
and opinions and make constructive use of them,
D. The extent of my superior's knowledge and ﬁnder-

standing of my problenms,

g¥

A R E [ PR [T S .2 21 -
. The extent to which my supsricr zives credit and

recognition to my accomplishments,
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Measure of Influence in Determining Policies. The index measuring

=t

the priest's perception of his influence included two questions:

5-A¢ In fact, how much influence do you feel you have in
determining policies and actions in the Archdiocese?
5-C. In fact, how much influence do you feel you havé in
determining the policies and actions of.your owh
parish, (or agency, if you are in special work)?
Corresponding questions (5-B and 5-D) asked thé.priest how
-~ much influence he thought he should have in these areas.' This
waé the measure of desire for influence. Tﬁe difference between

‘the measure of desire for influence, and the measure of actual

perceived influence became the measure of dissatisfaction.

The measure of perceived influence (5-A + 5-C) seems to be
less adequate in comparison to the threé previous indices,
These tho questions showed only a .37 correlation, and factor

analysis revealed that they did not load together on a separate

factor, but had loadings on .31 and .65 on the sglf«éibression
factor (6 A, through E), The fact that the response to question
5-A was positively skewed is a partial explanation. Question
5~C did have a .40 loading on a separate factor. However,

two questions seem inadequate to enable this index to appear

as a separate factor. A future study would do well to add
questions on perceived influence on the rerson who is one's

immediate superior as Vroom did in his 1960 study. In con-

clusion, the decision was made to retain this measure as separate

from the self-expression measure, both because question 5-C
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_ggﬁyfe of Prestige. Two questions were designed to measure
perceived prestige of assignmept: |
5-E, How much prestige does your assignment (as pastor,
associate, special) have in the eyes of other
priests?
5-G, How much prestige does your assignment have in
the eyes of lay Catholics? \
Two parallel questions (5-F and 5-H) were designed to
measure desire for prestige.
These two indices were not completely satislactory. Factor
"analysis showed that all four questions loaded on the same
factor, although the loadings for 5-E and 5-G were only ,61
and .57 compared to .77 and .73 for the questions measuring
desire for prestige. Questions 5-E and 5-G also had weak
loadings‘of A3 and .32 on the self-expression factor., However,
5-E and 5-G had a .57 correlation, and 5-F and 5-H had a .65
correlation, while cthe correlation between the indices measuring
prestige, and desire for prestige, was acceptably low (.35).
A1l things considered, it seemed reasonable to assume that we:
- were dealing with two valid and distinct measures, but measures

- that should be sharpened in a future study.
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As in the'previous indices, a dissatisfaction index was
obtained by subtracting the combined measure for perceived

prestige from the combined measure of desire for pféstige.

Satisfaction with Salary Measure, Two questions measured sat-
e P

- ysfaction with financial remuneration:

17-A. How satisfied are you with your financial
remuneration as a priest?
18-(11). How much of a source of dissatisfaction is
inadequate salary (financial insecurity)?
These two questions had a correlation of .66, and factor

analysis showed loadings of .70 and .68 on the salary factor.

Need for Independence Measure. Vroom (1960) used 16 questions

to measure need for independence. This study revised five of
these qﬁestions whose combined score formed the need for
independence measure:

15-A, How important is it for you to feel that you

can run your life without depending upon
people who are older and/or more experienced
than you?

15-B, How often do you find that you can carry
out other people's suggestions without
changing them in any way?

15-C, How much do you usually want the person who
is in charge of a group you are in té tell.

you what to do?
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15-D. How much do you think that the leaders of
- organizations to which you belong have the right
to expect certain things from you to which
you should conform? g
15-E. How much do you dislike being told to do
something by a suﬁerior that is contrary
to your wishes?
These items had relatively low correlations ranging from
"~ .15 to'.33. However, factor analysis revealed that the five

items showed up as a separate factor with loadings ranging from

"035 to "059.

Value of Celibacy Measure. Four questions were taken from the

NORC national study to measure perceived value in the vow of
celibacy:
13. How much of an advantage is celibacyﬁ
A, For doing my work better.
B, For my personal growth and devélopment.
C. For the development of my love of God.
D, For relating more fully to other peopie.
These four questions showed correlations ranging from
67 to .83, They also appeared as a separate factor with loadings

ranging from .71 to .8k,

Desire for Democracy Measure. Four questions were used as a

combined measure of desire for democracy in Church organizational

structure. The first three also appeared in the NORC study,
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22‘ How much do you think the following possible

changes. would help or hurt in the Church?

A, Election of Popes by Syﬁod of Bishops.

B. Election of bishops by priests of the dioccese.

C. Election of bishops by the priests, religious,

and laity of the diocese,

D. Having a limited term of office for bishops.

These items had correlations ranging from 46 to .59, and

had loadings on the same factor ranging from -.63 to -.70.

Priesthood as Best Life of Service. Two questions measured this

attitude:

How strongly do you agree or disagree:

8. Tue priestnooG offers betier opportunities to serve
others than any other walk of life.

9. The priesthood offers the best way of life for
Catholic man who wants to love God in the most
generous way éossible.

These two questions had weak loadings of .35 and .39 on

the value of vow of celibacy factor, Their correlstion was

.64'

Permanency of Commitment to Priesthood. Two separate questions

measured the respondent'!s view of the absoluteness of the

3

permanent commitment to the priesthood.

How much do you agree or disagree with the following

statemants:
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30. Since the priesthood is a lifelong commitment, -
~ there is almost never a good reason for leaving.
11. In many cases a decision to resign from the priest-

hood is a wise and mature choice,

To be consistent the féspondent should answer these two
,questibns in an opposite manner. The two questions had neg-
- gtive correlation of -,66, and bipolar loadings on the value

of celibacy factor of .45 and -.31.

Desire for Optional Celibacy. This attitude was measured by a

single straightforward question:
12, 'Do you agree or disagree:
Celibacy should be a matter of personal choice
for diocesan priests, ‘
As .might be expected, this qﬁestion had moderate loadings
both on the desire for democracy faétor, and on the value of

- vow of celibacy factor,

Potential Sources of Dissatisfaction. To evaluate the relative

concern of various potential sources of dissatisfaection, the
bpriests were given a selection of 12 items in Question 18, with
“the opportunity for a write-in anéwen. They were to rate these
questions individually, and then select the two most important
“prodlems (Question 19). |

Questionvzo was very similar in nature. The priests were
asked to select two human relationships that were most frequently

¢ the source of dissatisfaction or unhappiness.
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“zizéﬂggggggggg. Questidns 21, 23, and 25 were ﬁaken from the
0RC study and were added at the request of the study director
or comparlson purposes.,
Questions 21-A and 21-B asked the priests their attitudes
towards recruiting boys to enter the seminary either today,
g or five years ago, réspectively., Thesé two questions showed up
iﬁs a separate factor with loadings of .61 and .62.A
Question 23 dealt with closeness of family relationships:
' A. between mother and father |
B. Dbetween mother and me
C. Dbetween father and me.
Questions 23-A, 23-B, and 25-0 appeared as a sepérate
factor with loadings of .79, .63, and .79.
ngstion 25 asked: "If you had your choice again, would
: you enter the priesthood?" The question was ambiguous’to éome
5 priests. It was not clear whether they were asked if they
were satisfied with the decision they made many yearé ago, or
¢ if they were to answer in the context of present. day conditions
ﬁ}and circumstances, that is, whether they would again.enter the
4 priesthood tdday. This question had light loadings on three
other factors: .34 on the morale factor, .37 on the value of
celibacy factér, and .30 on the recruitment for the seminary
factor, | |
D, Distribution and Return of Questioh- s
naire '

The questionnaire used in this study was mailed from the
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center for Pastoral Ministry of the Archdiocese of Chicago.
Rev. James Roach, the Director, sent a covering 1etter accon-
panying the questionnaire (see Appendix I). The mailing list
fof the diocesan priests of Chicago was the official list used
: py the Chancery Office for its mailings. This list numbered
1307 names, which indluded the Ordinary, his Auxiliary Bishops,
_all retired priests (whether living within or outside the

diocese), priests on sick leave, those on temporary leave of

‘.

absencé, Military Chaplains, those on special appointments in
other dioceses, priests doing graduate studies at various
universities around the world. While the main focus of this
’study was active priests under the age of voluntary retirement
(age 65), it was decided to send a questionnaife to every
priest on the mailing list. It ié very difficult to arrive

at an exact figure of active diocesan priests in Chicago.
There'are 123 priests who are officially retired and are
drawing retirement benefits from the dioccese, There are 17
who are officially on sick leave, and who are reéeiving bene-
fits from the diocese. There are 28 Military Chaplains.

There are about 15 priests who have taken an unofficial leave
of absence for one reason or another, and whose status is in
doubt. Therefore there are approximately 1118 priests who

are on active assignment ia the diocese, who are doing graduaﬁe
work, or who have official (non-military) assignments outside

the diocese.
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The questionnaire was mailed to the priests on October 1,

1970, with the request that it be returned in the pre-paid

envelope within 3 weeks. A separate post card was also in-

cluded in the mailing. The priests were asked to sign the

card indicating whether or not they had returned, or did not

wish to return the questionnaire.

The post card was sent to a

different address, so that the priests would be assured of

absolute anonymity in filling out the questiounnaires. The

only identification requested on the questionnaire was:

1, Year of Ordination by 5-year groupings.

2. Job assignment in the diocese.

3. lembership or not in the Association of Chicago Priests.

At the end of two weeks time, 653 questionnaires had been

returned. During the third week follow-up was conducted by

phone to those who had not returned the post card as requested.

The follow-up revealed that 34 priests said they did not re-

ceive the mailing. Six priests were on vacation for the month

of Octaber. lMany could not be reached by phone. A large number

said they planned to return the questionnaire, but hadn't been

able to do as yet. By the end of October, 884 questionnaires

had been returned. Ten priests did not return all the pages

of the questionnaire for unknown reasons, perhaps because they

only received part of the questionnaife through faulty mailing.

Two such incidents were reported.

Analysis of data began on

November 1, 1970, with 874 usable questionnaires. Fourteen

more questionnaires arrived during November, but these are not

included in the data.
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In summary,‘the 874 questionnaires representéd 80% of active
priests under the age of'5o; 75% of active priests under 65 |
years of age; and 67% of the entire mailing list including re-
tired priests, sick priests, and priests 6n leave, The break-

down of respondents is given in Table i.




Cross-Tabulation of Respondents by Age Group ané Assignment

Assignment in the Dlocese bf Chicago
‘ , Specials Pastofs & Assoclilate Military Retiréd Total 3322% Percent
Year of Ordination: Adminis. Pastors Chaplains Rec'd Sent Returned
1966-1970 10 0 137 1 0 148 170 87
1961-1965 20 2 69 0 0 91 117 78
1956-1960 30 Y 64 6 0 106 138 . 77
1951-1955 | L6 17 67 2 0 132 161 82
19461950 . 16 13 w7 1 0 77 109 7
1941-1945 16 . 48 31 2 0 97 148 65
1936-1940 10 76 11 2 3 | 11 1e6s 61
1931-1935 - 6 56 3 0 7 72 140 51
1930 or earlier 2 .27 0 0 21 50 . 159 31
Total 156 245 . 429 13 31 874 1307 67

Respondents represent 75% of active priests under 65 years of age.

Retired priests, those ordained 1930 ard earlier, and military chaplains
will be analyzed in separate appendices.
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" y. RESULTS.
A.v Correlation between Key Variables and Morale

- The first‘five hypotheses were concerned with the}vari-
. ables that were expected to affect morale, based on researcn
}-from ofganization psychology. The hypotheses were evaluated by
examining the peréentage of pr;ests who had high morale under
varying conditioné. Interactién analysis was also done for

each variable, controlling factors that were thought to be
relevant to each variable, The Pearson Coefficient of Corre-

lation was also computed for each variable.-

Hypothesis 1: The morale of priests will be

positively related to their perceived opportunity

for self-expression, '

This hypothesis received strong support. Table 2 and
Figure 2.1 show that 75 percent of the priests had high morale
when they judged themselves "High" on opportunity for self-
expression, while only L8 percent had high morale when they
judged themselves "Not High" (includes Medium and Low) on
opportunity for self-expression.

The strong relation between morale and opportunity for
self-expression was maintained when controlled for Perceived
Value of Celibacy (Table 2; Figure 2.4), Job Assignment (Table
3; Figure 3.3), and Age (Table 4; Pigure 4.1).

The Pearson Correlation Coefficient between morale and
self-expression was Q.43 (Table 5). This was the highest cor-
relation for the variables studied, with tge exception of Per-

ceived Influence in Determining Actions and Policies (0.45).




opportﬁnity for Self;Expression, Morale, and Value of

TABLE 2

(Percentages are given in parentheses.)

SELF-EXPRESSION

' Celibacy. -

156,06

" Morale Perceived Value of Celibacy [ Total
High High Neutral Low - _
High 173 (82) 114 (73) 9 (35)‘ 296 (75)
Not High 39 (18) | 43 (27) 17 (65) -| 99 (25)
Total 212 157 26 395 (45)
(54) (40) (6) (100)
Not High . |
' High 117 (63) 93 (42) 8 (17) 218 (48)
Not High 68 (37) | 130 (58)| 39 (83) | 237 (52)
Total 185 223 7 455 (52)
(41) (49) (10) (100) . .
NA 24 ( 3)
Grand Total 874 (100)
Summary of Chi Sguare
Source Chi Square gg’ e}
M x VC 74,21 2 .001
M x SE 64,60 1 .001
VC x SE 15,18 2 .01
M x VC x SE 2.06 2 n.s.
" Total 2 .001
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SELF-EXPRESSION

PABLE 3

opportunity for Self-Expression, Morale, and Job Assignment.

Morale Job Assignment
High Specials Pastors Lssociates| Total
High 82 (75) 99 (76) 114 (74) 295 (76)
Not High 27 (25) 31 (24) 37 (26) 95 (24)
Total 109 130 151 390
(28) (33) (39) (100)
Not High - o )
High 19 (41) 57 (51) 131 (46) | 207 (47)
Not High 27 (59) 54 (49) 151 (54) | 232 (53)
Total L6 111 282 439
(10) (25) (64) (100)
Ratirad and Military
Chaplains Ll
NA on SE 1
Grand Total
Summary of Chi Sguare
Source | Chi Square af
M x JA 6,00 2
M x SE 70.17 1
JA x SE 64,06 2
M x JA x SE 0.46 2
Total l40.69 7
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opportunity for Self-Expression, Morale, and Years Ordained (Age).

. SELF-EXPRESSION

Morale

Years Ordained (Age) Totél
0-15 . 16-25 26 or more
(age: 25- | (age: 40~ |(age: over
High 39) 49) 50)
e
High 99 (69) 74 (66) 123 (80) |296 (75)
Not High - iy (31) 24 (24) 31 (20) 99 (25)
Total 143 98 154 395 (45)
(36) (25) (39) (100)
Not High . -
"~ High 91 (46) 50 (45) 79 (52) 220 (48)
Not High 107 (54%) 65 (55) 72 (48) 239 (52)
Total 198 110 151 k59 (53)
(43) (24) (33) (100)
NA (20) (2)
Grand Total 874  (100)
Summary of Chi Sguare
Source Chi Square arf r
M x YO 7.51 2 .05
M x SE 64,75 1 001
Y0 x SE 4,82 2 X
M x YO x SE 0.71 2 n,s,
Total 77.79 - 7 .001
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TABLE 5
pearson CGorrelation Coefficients between Morale and Key

Variables,

{Correlations based on composite scores for each variable,
' See Section IV.C)

'Variables ' Morale Index

Perceived Influence in Determining
Actions and Policies of
Parish and Diocese

Opportuhity for Self-Expression
Perceived Value in Vow of Celibacy

Perception of Supportive Relationships
on part of Immediate Superior

Perceived Prestige of Assignment

Satisfaction with Salary .

66
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Hypothesis 2-A: Morale of priests will be

positively related to perceived influence in

determining the policies and decisions of the

diocese énd parish.

To evaluate this hypothesis, respondents wefe.categofized
into Low and Not Low, rather than High and Not ﬁigh, on the
pasis of Perceived Influence., This was doﬁe because»there.
were so few respondents who placed themselves in the'Highv

A.categof& on Perceived Influence, that interaction analysis
would have been less reliable.

This hypothesis also received substantial support, Table
6 and Figure 6.1 show that 75 percent of the priests had high
morale when they jﬁdged themselves Not Low (includes High and
Medium) on Perceived Influence, while only 44 percent had
High morale when they judged themselves Low on Perceived’
Influence. |

The strong correlation was still maintained whan con-

“trolled for Value seen in Celibacy (Table 6; Figure'é.z), Job
Assignment (Table 7; Figure 7.2), and Age (Table 8; Figure 8.1).

The Pearson Correlation Coefficient was 0.45 (Table 5).
This was the highest correlation obtained for any of the
variables studied. |

Hypothegis 2-B: The correlation between morale

and perceived influence in determining policies and
decisions will be stronger in those priests who have

a stronger need for independenc

I )
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Table 6
perceived Influence, Morale, and Value of Celibacy.

(Percentages are given in Parentheses.)

PERCEIVED INFLUENCE *

Morale Perceived Value of Celibacy
Low __High Neutral Low Total
High 84 (58) 85 (41 8 (16) 177 (44)
Not High 62 (42) 120 (59) | 43 (84) 225 (56)
Total 146 205 51 ho2 (46)
(36) (51) (13) (100)
Not Low .o .
High 208 (82) |. 122 (68) | 10 (42) 340 (75) .
Not High Ls (18) 57 (32) | 14 (58) 116 (25)
Total 253 179 244 bhse . (52)
(55) (39) (5) (100)
NA ‘ 16 (2)
Grand Total 874 (100).
*Perceived Influence was divided into "Low" and
* "Not Low", rather than "High" and "Not High",
because of the extremely small number of respon-
dents in the "High" category.
Summazy of Chi Square
Source Chi_Square af ho)
M x VC 7547 2 .001
Mox PI 83.156 1 .001
VC x PI 36.92 2 001
M x VC x PI 4,51 2 n.s.
Totzl 200,06 7 .001
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TABLE 7

perceived Influence, Morale, and Job Assignment.

PERCEIVED INFLUENCE #

(Percentages given in parentheses,)

71

- Morale Job Assignment
Low Specials Pastors Associates }Total
High 23 (4ls) 23 (33) | 116 (45) 162 (43)
Not High 29 (56) 46 (67) |14k (55)  [219 (57)
Total 52 69 260 381 (44)
(14) (18) (68) (100)
Not Low
High 78 (76) 135 (77) | 120 (71) 333 (74)
Not High 25 (24) 41 (23) ho (29) 115 (26)
Total 103 176 169 Lig (51)
(23) (39) (38) (100)
Retired and Military
Chaplains Ly (5)
NA on PI o 1
Grand Total . 874 (100)
* Perceived Influence was divided into "Low"
and "Not Low", rather than "High" and "Not High",
because of the extremely small number of respon.-
dents in the "High" category.
Summary of Chi Square
Sourcs Chi Sguzre ar
M x JA 8.17 2
M x PI 86,61 1
JA % PI 77.91 2
Kox JA x PI 1.83 2
Total 7

174,52

"_
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TABLE 8

(Percentages given in parentheses,)

PERCEIVED INFLUENCE #

73

f;:Mofale, and Perceived Influence, and Years Ordained (Age).

Morale Years Ordained (Age)
Low 0-15 (Age: 16-25 (Age: |26 or more
- 25-39) Lo-40) (Age: over 50) | Total
High 75 (42) 50 (45) 54 (46) 179 (44)
| Not High| 102 (58) 61 (55) 64 (54) 227 (56)
Total | 177 111 118 506 (6]
(Lly) (27) (29) (100)
Not Low ‘ . _ ;
High 116 (69) 74 (76) 150 (79) 340 (75)
Not High| 51 (31) 24 (24) b1 (21) 116 (25)
Total 167 98 191 hs56 (52
| (37) (21) (42) (100)
NA on PI 12 (2]
Grand Total 874  (100]
Summary of Chi Sqguare
Source . Chi Square arf r
M x YO 7.57 2 .05
M x PI 83.25 1 .001
YO x PI 15,50 2 .001
M x YO x PI . 0.45 2 n.s.
Total 106.77 7 .001

AT TT
ot I

= 1411

"Low" and "Not Low",
T

A ET R P  ony .r
of the extrencly

category.,
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This hypdthesis'based upon Vfooﬁ's (1960) research was
not cpnfirmed. Table 9-A shows that the correlation between
morale and perceived influence remains almosﬁ constant at four
ijevels of the need for independence. There was actually a very

- slight linear trend in the opposite direction from that expected.

Because the need for independence was negatively corre-

. lated with age (~0.23), the above evaluation was repeated
controlling for age, with the anticipation of opposite linear
.trends for young and old, ’ ; |

The resulfs again did not meet expectations. Among the
priests ordained 10 years or less, the correlation between
morale and perceived influence showed a ourvilinear relation-
ship when controlled for need for independence., Table 9-B
shows that the‘correlation was 45 for these with Very Low and
Low need for independence, .17 for those with High need for
independence,'and L5 for those with Very High need for inde-
pendence. Among those ordained from 11-20 years there was no
appreciable variation between groups differing in need for
independence, However, among the two older groups (those or-
deined 21-30 and 31-40 years) there was a curvilinear rela-
tionship in‘the opposite direction from the youngest group, in

other words, an inverted U relationship. Vroom's hypothesis

0]
£

would receive soms cupport if cne werse to look only a2t the
priests ordained from 11-40 years and at the same time elim-
inate those with Very High need for independence from ccnsid-

43 o
Cratlon,
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TABLE 9-A , 76

;earson Correlation Coefficients vetween Morale and Perceived In-
;Tluence among Priests differing in Need for Independence.

Need for Indevpendence

Very Low  Low High Very High
N = 218 211 239 206 - =874
~p between - ' ‘
“porale and
‘perceived
~gpfluence L6 b5 5 . 2
: TABLE 9-B

_pearson Correlation Coefficients between lorale and Perceived In-
fruence among Priests differing in Need for Independence, control-

1ing for Age.
~YEARS ORDAINED - Need for Independence

Low and High Very High
Very )
Low
-10 .
N = 67 74 98 | =239
r between HMorale
and Perceived
Influence 45 .17 A5
11-20 ’
N = 85 87 66 =238
r between HMorale
and Perceived
Influence 43 L6 A5
21-30 ‘
N = - 101 b3 30 =174
- r between liorale
. and Perceived
?- Influence L9 .68 .37
& 31-40
= N = 133 29 11 =173
g I between torale ’
- . and Perceived
Influence .53 .60 .16 ‘
over 40 years ordained =50

Total ' =874
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Hypotnesis 3: Morale of the priests will be

positively related to their perception of a
supportive relationship on the part of their

immediate superiors.

Table 10 and Figure 10.1 show'substantial support fof'this
hypothesis, although the correlation is slightl& less than the
correlations betwéen morale and either self-expression or per-
ceived influence, Seventy-five percent of the priests who
- rated their immediate superiors High on supportive relation-
ships had high morale, while 53 percent (slightly more than
half) of those who rated their superiors. Not High (includes
Hedium and Low) had high morale.

This strong correlation was still obtained when controlled
for job assignment (Table 10; Figure 10.2). | |
The Pearson Correlation Coefficient between morale and

supportive relationships was 0.37 (Table 5).

Hypothesis 4: There will be a moderate positive

relationship between priestly morale and satis-

faction with Salary.

This hypothesis was confirmed. Table 11 and Figure 11.1
show that 70 percent of the priests who rated themselves High
on satisfaction with salary had high morale, while only 48
vercent of those rated themselvés Mot High on satisTaction

with salary had High morale,




TABLE 10

Supportive Relationships, Morale, and Job Assignment.

(Percentages are given in parentheses).,

SUPPORTIVE RELATIONSHIPS

78

Morale
' . Job Assignment
High Specials, Pastors Associates | Total
High 53 (77) L6 (88) 86 (68) 185 (75)
Not High 16 (23) 6 (12) Lo (32) 62 (25)
Total 69 52 126 217 .
(28) (21) - (51) (100) (28)
Not High : -
| High 39 (50) 96 (58) | 143 (50) 278 (53)
Not High 39 (50) 70 (42) | 142 (50) 251 (47)
Total 78 166 285 529 (61)
' (15) (31) (54) (100)
Retired and Military
Chaplains 31 (%)
VA 67 (7)
Grand Total 874 . (100)
Summary of Chi Saguare
Source Chi Sguare ’ ar
M x JA 5.89 : 2
M x SR 34.94 1
JA x "SR 22,12 2
M x JA x SR 2,21 )
Total 65.16 7
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TABLE 11
Ssatisfaction with Salary, Morale, and Years Ordained,

(Percentages are given in parentheses,)

SALARY SATISFACTION

Morale Years Ordained (Age) Total
. 0-15 (Age:|16-25 (Age:| 26 or more
' 25-39) Lo-49) (Age: over
High A 50)
High 82 (69) 81 (71) 153 (70) 316 (70)
Not High 36 (31) 33 (29) 66 (30) 135 (30)-
Total 118 114 219 451  (52)
. (26) (25) (49) (100)
Not ,H:'a,gh ,
High 107 (48) 42 (L5) Lo (52) 108 (48)
Not High 117 (52) 52 (55) Ls (48) 214 (52)
Total 224 94 9L L12 (47)
(54) (23) (23) (100)
NA 11 (1)
Grand Total 874
Summary of Chi Square
sSource Chi_ Sguare ar D
M % YO 5.86 2 .06
M x SS 43,30 1 .001
YO x SS 83.10 .2 :001
M x YO x SS 0.79 2 n.s,
Total 133.05 7 001



Percent with Percent with

ligh Morale ' High Morale
80 4 ' , 80 -
o - | 71 |
70 : 70 - 65—/"’“\70 High SS
60 - © 60 -
50 : 50 - - - _~-52 Not High SS
48~ - P : .
o o : Lo - 2
30 - 30 -
20 20 -
10 4 | | 10 -
} ! ! . 1 ! . ‘l
Not High High 0-15 16-25 26 or more
Satisfaction with Salary . Years Ordained |
Fig., 11,1, Satisfaction with Salary Fig. 11,2, High Morale, Satisfaction
and Morale , ' with Salary, and Years
- Ordained P

18



Table 11 and Figure ll.lehow that this relationship was
gt11l maintained when controlled for agé.

The Pearson Correlation Coefficient was ,32. This was the
1owest of all variables under consideration, (Table 5).

Hypothesis 5: There will be a moderate positive

éorrelation between priestly morale and the per-

ceived prestige that a priest sees in his job

assignment. |

This hypothesis receives some support, but the dataris
jess clear-cut and less easy to intérpret than for previous
hypotheses. Table 12 and Figure 12.1 shou ﬁhat 76 percent of
those who have High feelings of prestige.connected with their
assignmeht have high morale, while 53 percent of those who rate
themselves Not High on perceived vrestige have high morale,
The Pearson Correlation Coefficient is .34 (Tablé 5).

However, Figure 12,2 shows thaﬁ perceived prestige is
low for priests in all job assignments, but especially for
associate pastors (only{lZ percent of assocliates ranked them-
selves High), Nevertheless, 55 peréent of associates had
high morale, compared to 60 percent of the pastors, and 65'
percent of the speciélé. Figure 12,3 shows that when the
relation between morale and perceiveéd pfestigevis controlled
for job assignment, there is a slight interaction, The rela-
tionship being less for specials than it is for pastors .

and associates,




TABLE 12

83

perceived Prestige of Position, Morale, and Job Assignment.

PRESTIGE

High

Not_ High

Source
M x JA
Mx P

JAi x P

MxJdA x P

Total

Job Assignment

Morale Total
Specials Pastors Associates
High hé (69) 77 (80) ho (78) 163 (76)
Not High 21 (31) 19 (20) 11 (22) 51 (24)
Total 67 96 51 214 (24)
(31) (45) (24) (100)
High S (64) 78 (54) | 192 (52) 324 (5h)
Not High 31 (36) 67 (46) 180 (48) 278 (46)
Total 85 1L5 372 602 (69)
. (14) (24) (62) | (100)
gigéizgnznd Military_ " (5)
NA on Pres. 14 (2)
Grand Total 874
Summary of Chi_ Sguare
Chi Sguare ar hs)
8.61 . 2 .02
32.77 1 .001
92,00 2 001
5.0 2 .10
138.83 7 001
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Thé next hybothesis-is cbncerned with‘the key personality
variable of this study: .the attitude of the priest toward the
. value of the vow of celibacy. To what extent does this attitude
affect morale? Does it interact with the job variables con-
sidered above? - -

Hyvothesis_6-A: The morale of the priest will be

positively reiated to his perception of the value

of the vow of celibacy. ‘

.This hypothesis received substantial support. Table 2 and
Figure 2,2 show that 72 percent of those who see high value
in celibacy also have high morale, while only 23 percent of
those who see low value in celibacy have high morale, Of
those who saw celibacy as being neither an advantage nor a
- disadvantage (Neutral category), 54 percent had high morale, -
Figure 2.2 clearly éhows é strong linear relationship.:

Table 5 shows that the Pearson Correlation Coefficient to
be ,38. This correlation is exceeded only by the correlation
between morale and opportunity for self-eXpression, and between
morale and perceived influence,

Hypothesis 6=B: The positive correlation between

morale and perceived value of celibacy is not

totally dependent upon the relationship between

the perceived value of celibacy and the opportunity

for self-expression, |

Table 2 and Figure 2.4 show that the qelatibn bétween
morale and perceived value bf celibacy does not interact in

.

a significant way with level self-expression, Figure 2,3



S~ o ' B:V
' reveals some'interaction between value peréeived in celibacy
and the level of self-expression: those who feel a higher
opportunity for self-expression have 54 percent who saw high
value invcelibacy,_4b percent who see neutral value in celibaccy,
_gnd only 6 percent who see low value in celibacy., This compares
with 41 ﬁercent who see high value in celibacy, 49 percent who
see neutral value in celibacy, and 10 percent who see low value
in celibacy ~ for those at a lower level of self-expression.
This interaction is reflected somewhat in Figure 2.4 which
described the correlation between morale and celibacy, con-
trolling for level of self-expression. However, Figure 2.4
shows that both opportunity for self-expression and perceived
value of celilbacy have a strong and relatively independent
relation with morale.

Hypothesis 6-C: The positive correlations between

morale and perceived value of celibacy is not

totally dependent upcn the relatibnship befween

the perceived value of. celibacy and the opﬁortunity

to influence policies and actiohs. |

This hypothesis was also substantiated. Table 6 and
Figure 6,2 show that both variables pave a strong and relatively

. independent relationship with morale. Figure 6.3 shows that

there is an interaction between verceived value of celibacy
and. perceived influence that parallels the interaétion cited
above between percéived value of celibacy'qnd opbortunity for

ests who have 2z

’.)0

self-expression, Thers is a tendency for pr

;,%_;_ | » i |
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'highef 1eve1'df perceived influence to see‘the vow of ce}ibacy
in a more favorable light: 55 percent see high value in
celibacy under conditions of higher perceived influence, as
compared to 35 percent under conditions of low perceived
influence. |

| B. Differences between Job Assignmehts:

-Specials, Pastors, and Associate Pastors

Predictions were madé in hypotheses seven through twélve
on the differences between specials, pastors, and associate
pastors.

Hypothesis 7: The morale of associates will be

relatively lower than the morale of either pastors or

specials, |

This was confirmed, Table 13‘and Figﬁre 13 show that
65 percent of spécials have high morale, 60 percent of pastors,
and 55 percent of associates.,

However, interaction analysis indicates that the rela-
tionship between morale and job assignment is not simply one
of status alone. The relationship between morale énd job
assignment completely disappears when opportunity for self-
expression is controlled (Table 3 and Figure 3.3). The rela-
tionship is lessened when perceived influence is controlled:
Table 7 and Figure 7.2 show that in the group rated "Not Low"
on perceived influence, 76 percent of the specials, 77 percent
of the pastors, and 71 percent of the assogiates'haﬁe high

norale, However, Table 12 and Figure 12,3 show that when
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TABLE 13 '

Freguency Count by Job A581vnmont for Pr1ests Responding Hignh
on Key Variables,

(Numbers in parentheses indicate percentages.)

Job Assignment

Specials Pastors; Associates
N - 156 Adminis., N = 429
N = 245 .

Variable

L Morale 101 158

3
- (65) (60)
Perceived Influence L. Le
(26) (14)
Opportunity for Self- 109 130
Expression

(70) _ (53)

Supportive Relationships 31 31
of Superiors - ,
(20) (13)

Satisfaction with Salary 127 224
(81) (91)

Perceived Prestige 67 96

(43) (39)-
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controlledvfor pérceived prestige bf assignmeht, in the group

f sith High perceived prestige, only 69 percent of the specials

?had nigh morale, as compared to 80 percent of the pastors, and
;78 percent of the associates, |

Hypothesis 8: Associates will be lower than pastors

and specials on perceived influence in determining

the policies and actions of the diocese and parish,

This hypothesis was also confirmed, Table 13 and Figure
?i3 show that 26 percent of specials, 14 percent of pastors,
;iand only 3 percent of associates rated theméelves high on

¥ perceived influence. This represents a linear relationship

¢ that parallels the morale measures for the three groups. How-

EVever, the amount of perceived influence is extremely low for

Hoﬁever, other data differed to some degree with the ébove
V’findings. Table 7 and Figure 7.1 show that when amount of
m’perceived influence is divided into Low and Not Low,'the specials
ézand pastors have 33 and 28 percent respectively in the Low
;’category, while the associates have 61 percent in the low cat-
éiegory. In other words, the specials and pastors rate themselves
f‘about the same, while associétes are considerably worse of f

than either group. The dissatisfaction scores (which measure

L the difference between the amount of influence the prissts fesl

193]

%jthey have and the amount they feel they should have)vfollow the
§ same pattern: Table 14 shows that specials, and pastors havé a
i‘dissatisfavtion score of 2.05, while associates have a dissatis-
] faction score of 2,92. These data conflict with the finding

that specials have a higher morale than pastors,
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Hypothesis 9: Asgssociates will rank lower than

pastors and specials on perceived opportunify

for self-expression. _

This hypothesis was also confirmed. -Table 13 and Figure
13 show that 70 percent of specials, 53 percent-of pastors,
and only 33 percent of assaciates rated themselves high on
the opportunity for self-expression, This trend’fits in with
“the morale trend for the three groups, but is somewhat steeper
thanAthe moralie trend,

The dissatisfaction score on self-expression (Table 14)
indicates that associates are much more dissatisfied than
pastors or specials, but unexpecfedly specials are slightly
more dissatisfied than pastors, which does not follow the

morale ﬁrend.

Hypothesis 10: Associates will.see themselves

as having less Jjob status, or prestige connected

with their assignment._

Table 13 and Figure 13 show that 43 percent of the specials,
39 percent of the pastors, and only 12 percent of thé assoclates
rated themselves high on perceived prestige of assignment,
This finding confirms the hypothesis, However, whiie,the
trend follows.the morale trend to some»extent, the pastors
and specials are almost equal on perceived prestige.

The dissatisfaction scores are very low for all three
groups (Table 14), 1In fact, it is of some interest that

the speclals nave = regative dissatisfaction score, which

[

i




TABLE 14

specials, Pastors, Associate Pastors.

Pastors;

ljean Dissatisfaction Scores by Job Assignment:

Associates

93

(The dissatisfaction score represents the difference between the
~amount a priest feels he should have of a given variable, and the
amount he feels he in fact has in his 31tuat10n )

faximum

Total N = 874 " Specials
N = 156 Adminis. N = 429 Possible

= 245 Score
Dissétisfaction
Scores -
Perceived
Influence 2.05 2.05 2.92 8.00
Self-Expnession 1.08 0.66 5.10 20.00‘
Supportive Rela-
tionship of Super-
ior 8.47 11.66 11.29 30.00
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“indicates they feel they have more prestige connected with

their assignment then they feel they should have!

" Hypothesis 11: Associates will be relatively

less saﬁisfied with their salary.

This hypothesis did not receive strong confirmation.
Table 13 and Figure 13 show that 91 percent of pastors,
81 percent of specials, and 78 percent of associates rated
themselves high on satisfaction with salary.

Hypothesis 12: Associates will evaluate

their immediate superiors (the pastors) on

the quality of supportive relationships, at

approximately the same 1evei as specials and

péstors will evaluate their immediate superiors

(the heads-of agencies or the Ordinary.)

Taﬁle 13 and Figure 13 show that 20 percent of spebials,
13 percent of pastors, and 14 percent of associates rated their
superiors high on supportive relationships. All thrée groups
are very low, the speciais being sligntly higher than the
pastors and associates., Table 14 shows the same pattern for
dissatisfaction scores on supportive relationships: 8.47 for

specials, 11.66 for pastors, and 11,29 for associates.
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Subdivision of Job Assigﬁments into

Smaller Units of Analysis

. The next set of hypotheses follow logically from the pre-
dicted relationships between morale and the key deferminant
factors that have been discussed at length above., Because of
the large population in this study,vit was possible to sub-

- divide the job assignment categories used in the Hartford study
into smaller units of analysis.

;

Hypothesis 13~A: Specials who are supervisors

will perceive themselves as having more oppor-
tunity for self-expression, more influence in

determining policies, more prestige, and more

in the way of supportive relationships -~ than

specials who are non-supervisors.

Hypothesis 13-B: Specials who are supervisors

will rate themselves higher in morale than non-

supervisors. |

Table 15 and Figure 15 demonstrate that these hypotheses
are substantiated, However, the difference between the two
groups in morale is not strikihg: 68 percent of supervisors
have high morale, as compared to 61 percent of non—superviéors.
Supervisors also have only a mdderate superiority on fhe
variables of self-expression and supportive relaticonships,
However, as would be expected, supervisors raté themselves
much higher on prestige (56 vs. 28 percent -responding high),
and much higher on perceived influence (40 vs, J1 percent'

responding high),



TABLE 15
comparison of Specials Who Are Supervisors with Non-supervisors.

(Frequency count for priests responding High on Key Varlables.
Nvmbﬂrs in parentheses indicate percentages.) _

Priests in .Special Work
N = 156 ‘
Supervisors Non—Superv1sors
= 82 N o= 74
Variable (based on combined
measures. )
Morale | 56 Ls
| ce8) ©(61)

Perceived Influence 33 8

(4o) (11)
Opportunity for Self- _ 63 : RS
Expression

(77) - (62)
Supportive Relationships 19 12
of Superiors

(23) 1 (16)
Perceived Prestige 46 21

(56) . (28)
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In view of the fact that an édded speéial assignment
given to either a pastor or associate.pastbr would seem to give
them more opportunity for self-expression, influence, prestige,
and perhaps an increased perception of supportive relationships,
the following hypotheses were proposed:

Hypothesis 14-A: Pastors~whb have specizal work

outside the parish will perceive themselves as
having more opportunity for self-expression, more
influence in determining policies, more prestige,
and more in the way of supportiﬁe relafionships,~
than pastors who do not have special work outside
the parish,

Hypothesis 14-B: Pastors who have special work

outside the parish will rate themselves as having

higher morale than those who do not have special

work outside the parish.

Table 16 and Figure 16 show strong confirmation of
Hypothesis 14-B. Eighty-seven percent of pastors with special
work outside the parish have high morale, as compared to 49
percent of pastors without special work outside the parish.

However, Hypothesis 14-A recéived only moderate confir-
mation by comparison, Pastors with special work outside the
parish rzted themselves higher on self-expression (56 vs, 51
percent in high category), on perceived influence (30 vs; 15
percent inlhigh category), and on supportive relationships.

(19 vs 11 percent in high category). Perceived prestige was

e

about equal for both groups (40 vs #1 percent in high category).
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TABLE 16

. comparison of Pastors: those with special work outside parish
b 5. those without special work outside parish

(Frequency count for those answering High on Key Variables,
with percentages given in parentheses.)

Pastors
(N = 230)
With special work Without special work

Key Varisbles outside parish outside parish
- ' N = 52 : N = 178
Morale 45 (87) 102 (49)
Perceived Influence | 16 (30) 27 (15)
Oppertunity for _ A
Self-Expression 29 (56) 91 (51)
Supportive RBela-
tionships of Imme-
diate Superiors 10 (19) 20 (11)
Perceived Pfestige 21  (40) 73 (41)




100

Percent Responding
High

90 -

80 ~ *

| \

60 - ' B

56 \ | '

N \ - :
50 - §§\‘\“N~\§\“““‘A\:,51 Opportunity for Self-
J Expression

‘ : L9 liorale
Lo - 1o — — 41 Perceived Prestige
30 - 30

20 - '19\\\\\

10 - 11 Supportive Rela-
tionships of Im-
mediate Superiors

T 15 Perceived Influence

[

With special work Without special work

outside parish outside parish
Pastors

Fig., 16, Comparison of Pastors: thoss with

special work outside parish; vs. those
without special work outside parish on
key variables. '
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r Hypothesis 15-A: Associate pastors who have

special work outside the parish will see them-
selves as having more opportunity for self-
expression, more prestige, more influence, more
in the way of supporﬁive relationships, than
associates who do not have special work oﬁtside
the parish, |

Hypothesis 15-B: Associates who have special

work outside the parish will rate themselves

higher in morale than associates who do not

have special work outside the parish.

These two hypotheses do not receive much support from the
data. Table 17 and Figure 17 show that associates in both
groups are very low cn all job variables, although those with
special work are slightly higher on everything but opportunity
for self-expression, Those with special wdrk outside the parish
have slightly higher morale (58 vs, 54 percent with high morale).
The most unexpected finding is the fact that those with special
work actually rate themselves lower on the opportuﬁity for
self-expression,

c. Comparison of Priests pf Different Ages,

Hypotheses 16 through 21 are those that deal with the
differences between prieSts in different age groups., Priests
are divided by year of ordinétion_into five year groupings,
ranging from 0-5 years ordained to 36-40 years ofdained. Sincé
ﬁost priests are ordained at age 25, a priest ordained 40 years

would be about 65 years of age.
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TABLE 17 '
Compérison,of Two Sub-groups within Associate Pastor Category:

1) Associates without special work outside parish
2) Associates with speclial work outside parish,

(Frequency count for priests responding High on Key Varvables.
Numbers in parentheses indicate percentages.) :

Associaté Pastors
= 429
1) Without |[2) With special
special work outside
work out- parish
_— side par-
~ Variables ish,
. : N = 322 N = 107
Morale | 174 ’ 62
(54) ' (58)
Perceived Influence ‘ " é
(02) (06)
Opportunity for Self- . 111 ' 30
EXpl”GSSiOH (34) (28)
Supportive Relationships Lo ' ' 18
of Superiors (12) (17)
Perceived Prestige . 37 14
(11) - (13)
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Percent Responding

High
90 -
80 -
70 -
: 58 *--§-__*--“““-~‘q
' 54 Morale
50 -
bo -
—r P 3 o
e — 34 OUpportunity for
30 - o — Self-Expression
28 '
20 -
T~ upportive nela-
o - tionships of Im-
10 - mediate Superior
' 6 11 Perceived Prestige
\\
! T—=—2 Perceived Influ-
ence
With special work Without special work
outside parish outside parish

Associate. Pastors

Fig, 17. Comparison. of Associate Pastors:
those with special work outside
parish vs, those without special
work. -
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Hypothésis 16: Based on the percentage of

priests who have resigned from the active

priesthood, the lowest morale should be found.

ambng the priests ordained 6 to 15 years

(30 to 40 years of}age), the highest morale

among priests ordained 21-30 years (between

45 and 55 years’of‘age);

This hypothesis was substantiated with‘remarkabie exact~

" ness. 'Table 18 and Figure 18 show that just about one-half of

thé priests in the 30 to 40 age grou?s rated themselves as
having high morale (51 percent), while-about two-thirds of the
priests from L5 to 55 years of age rated themselves as havihg
high morale (65 and 68 percent)., The largest percentége of
turnover or resignations was among priests ordained 6-10 years
(24 pefcent), the secord largest turnover among those ordained
11-15 years (19 percent). The smallest turnover was among the
priests ordained 26-30 years (3 percent), the second smallest

in the group ordained 21-25 years (5 percent).

Hypothesis 17: The age groups that rate themséelves
lowest on morale should also rate themselves
lowest on perceived opportunity for self-expression,

influende,'prestige, and supportive relationships.

.
The age g

oups with the highsst morale should also
rate themselves highest on the above variables.

%




Comparison of Priests by Five Year Age Groups on Resignation,

Variables.

Regignations from

Priesthood: N =
1963-1970 g =
19401970 N =

4 =

Veriables
Horale

Perceived Influence

Opportunity for
Self-Expression

Supportive Helation-
ships of Superiors

Perceived Prestige -

Total in Each Group

(Frequency Count for priests answering High on Key Variables.

irdicate percentages.)

TABLE 18

Years Ordained

-.4 '3 . K3 s ‘
rorale, and Organizational

-5 610 11.15 16-20 2125 2630 31-35 _ 36=40
Fs 31 22 15 L 0 1 0
(12) (19) (2.3) (8) (3) (0) .
D 38 33 22 6 5 10 (2) ] 8 (?
(12) (24) (29 (12) (5) (3
D1 L6 54 74 50 66 59 L6
(61) (51) (51) (56) (65) 1~ (68) (58) (64)
B 8 12 21 8 16 13 9
(3) (9) (7.1) (16) (1) | 7 (13) (13)
S 39 43 60 , 38 b7 53 - 30
(1) (43) (1) (45) (4o) (48) {53) (42)
s 18 13 20 | 11 17 11 12
(10) (20) (2.2) (15) (14) (18) (11) (17)
P 5 18 22 30 20 33 29 25
(17) (20) 21) (23) | (26) _(34) (29) (35)
148 91 106 132 77 97 101 72

Numbers in parentheses
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Fig. 18 Comparison of Percentage of Besignations
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This hypothesis was not substantisted. If one,excludés
for the moment the youngest group of priests (those ordained
less than 5 years), then Hypothesis 17 receives a moderate
degree of support (Table 18). In general, the priests ordained
21-30 years tend to rate themselves highest on the variables,
and the prieéts ordained 6-~15 years lowest, However, the

" pattern does not follow the morale measure as closely as it

. did when the priests were considered by job assignment.

| The surprising finding is that the youngest priests (those
ordained less than 5 years) scored lowest on all four varia-
bles, although ﬁhey rated themselves fourth-highest on the
morale measure (61 percent with high morale).

The following hypotheses investigated the possibility of
a "generation gap" based on a difference in personality in

the men entering the priesthood in recent years:

Hypothesis 18-A: Younger priests will express a

higher need for independence, | |

This was substantiated. Table 19 shows that 16 percent of
the youngest group of priests ratéd themselves high on the
need for independence, and there is a negative linear trend.
However, the magnitude of the differences between groups is
not very great. The Pearson Correlation Coefficient is -0.23ﬁ

Hynothesis 18.8: Younger prilests will express

greater desire for democratic processes within

the Church organizational structure.




TABLE 19

. Comparison of Priests by Age on Selected Personality Variables.

(Frequency count for each group answering High, Numbers in parentheses indicate per-

centages.

Personglitv Variables:

16-20

Years Ordained

0-5 _ 6-10 , 11-15 21-25 2630 31235 3640
Need for Independence 23 10 12 12 6 6 0 2
(16) (11) (11) (9) (8) (6) (0) (3)
Desire for Democratic ol 6L 75 86 33 28 Lé 12
Processes in Church (6[.L> (70) (71) (65) (43) (29) (14’6) (17)
Desire for.Supportive ok 4.8 62 77 L2 58 L6 38
e gosonships on part (64) |- (53) | (59) | (58) | (55 | (60) | (46) | (53)
‘\ Desire for Self- 132 - |71 85 96 62 65 59 . 36 l
Srpression (89) | (78) | (80) (€0) (80) (67) (59) (50)
Pesire for Prestige lly 23 3L 39 23 46 35 35
(30} (25) (32) (30) (30) (47) (35) (49)
Desire for Influence 97 Lo 56 69 32 2 35 23
(66)1 (54) (53) - (52) (L1) (43) (35) (32)

-
C
C




 Pig. 19. Comparison of Priecsts of Different Ages on MOraie)
and Desire for Democratic Processes.,
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Table 19 and Figure 19 showlthat there is an overall neg_
ative linear trend with age, as expected; 'But the most inter-
esting finding is that the desire for democfétic processes was
even more a function of morale than it was a function of age.
In each successive age group, if the morale measure dropped,
the desire for democracy measure went up, and vice versa, The
age groups expressing the greatest désiré for democratic pro-
cesses were those between 30 and 40 (70 percent expressing high
desire).

Hypothesis 18-C: Younger priests will express a

greater desire for supportive relationships on

the part of their superiors;

This was not substantiated. All age groups expressed a
moderately strong desire for supportive relationships, ranging
from 64 percent with high desire for supportive relationships
(0-5 years ordained), to 46 percent with high desire (31-35

years ordained),

Hypothesis 18-D: Younger priests will express

a greater desire to influence policies and actions

of the diocese and parish.

Table 19 shows a strong neéativg linear trend with age,
ranging from 66 percent expressing high desire for more
influence for the youngest groun, to 32 percent express hizh

desire for the oldest group.
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In connection with this hypothesis it is interesting to
refer to Table 8 and Figure 8.1 which shows that the relation-
ship between morale and perceived influence is strong for all

Hypothesis 18-E: Younger priests will express

a stronger desire for the opportunity for self-
expression, »

Table 19 shows a strong hegative linear trend with age,
= ranging from 89 percent expressing high desire for opportunity
for self-expression in the yoﬁngeet group of priests, to 50
percent expressing high desire iﬁ the oldest group.

In connection with this hypothesis it is interesting te
refer to Table 4 and Figure 4.1 which show that the relation-
ship between morale and opportunity for self-expression is |
high fef all age groups, but highest for these ordained 25

years or more,

Attitudes on Celibacy. The most dramatic difference between

Younger and older priests is with respect to the subject of the
vow of celibacy, and with respect to the comparative value of
the priesthood and other life styles of service.

Hypothesis 19-A: Older priests will see

greater value in the vow of celibacy than

younger priests.

Table 20 and Figure 20 show a very strongApbsitive linear
trend with age, ranging from 17 percent who see high value in
celibacy (those ordained 6-10 years), to 85 percent who sce high

value in celibaey (those ordained 36-40 years).




Comparison of Priests by Age on Attitude tcward Celibacy, and on Value of Priesthood

zs a Life of Service

TABLE 20

I

Years Ordained

26-30

36=40

0=5 , 6-10 . 11-15  16-20 21-25 31-35

Valve of Vou of 31 15 27 40 i 62 80 61
Celibacy * 1! (17) (26) (31) (61) 1| (64) (80) - (85)
Desire for Optional 126 74 80 82 36 37 25 9
Colibacy (inagree- | (g5) (s1)| (&) | (62) | (m) | (3®) | (25 | (13)
Priesthood as Offering| 24 24 39 65 41 75 78 63

Best Opportunities of , : e

Sopvioairog Ood eod (16){ (26) | (37) | (50) (53) (77) (78) (87)
man (in agreement) i

Freguency count for each group answering High,

percentages,

Numbers in parentheses indicate

21T
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Hypothesis 19-B:. Older priests will be more

11kely than younger priests to see the priest-

hood as offering the best opportunity to serve

God and their fellow man,

Table 20 again shows a strong positive linear trend ﬁith
age. oScores ranged from 16 percent who égreed that the priest-
nood offers the best opportunities (the youngest group of
priests), to 87 percent who agreed that the briesthood offers
?m the best opportunities (oldest group of priests).

Hypothesis 19-C: Younger priests will have

a stronger d631re for optlonal ce11bacy.

Table 20 and Figure 20 show a very strong nevatlve linear
trend with age. Eighty-five percent of the youngest group |
piriests agree tnat celibacy suould ve optlonal, as GOl
pared to 13 percent of the oldest group. The majority of pfiests
ordained O;ZO years (undef L5 years of age) are in support of
optional celibacy. The majority of priests ordained 21-40
years (45 to 65 years of age) are opposed to optional celibacy..

Hypothesis 19.D: The correlation between

morale and the perceived value of celibacy

will be stronger for younger priests than for

older priests.

Table 21 and Figure 21.3'show that the rélationship between
morale and perceived value of celibacy is attenuated, but not
eliminated, by inéreased age. EvenAamong priests ordained more

than 20 years, their view toward the value of celibacy has a




i y2ARS ORDAINED

(Age)
1-20
lage: 25-hk)

21l-and over
(age: over 4l4)

Source

it x VC

k x YO

VC x YO

M x VC x YO

Total"

TABLE 21
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i?Morale: and Perceived Value of Celibacy, and Years Ordained. (Age)

Morale Value of Celibacy Total
| High Neutral Low
High 86 (76) | 169 (56) | 10 (16) | 265 (56)
Not High 27 (24) | 132 (44) | 51 (84) 210 (44)
Total 113 301 61 475 (54)
(24) (63) (13) (100)
High 208 (70) 38 (49) 9 (43) 255 (65)
Not High 88 (30) Lo (51) | 12 (57) 140 (35)
Total 296 78 21 395 (45)
(75) (20) (5) (100)
NA L (1)
Grand Total 874 (100)

Summary of Chi Sguare

Chi Sguare

74.82
- 6.89
227.17
16.90
325.78
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marked relationship to their morale£ 70 percent witﬁ high
morale for those who see high value in belibacy, 49 percent
with high morale for those whc see celibacy as neither an
advantage nor avdisadvantage, and 43 péféént with high morale

for those who see celibacy as a disadvantage.

Other Factors Influencing,lncfeased Turnover. Aside from the

organization variables that have been examined, there are two

* other factors, one practical and the other theologicdl, that

might influence a priest in his decision to- stay in or resign.
| |

from the active priesthood.

Hypothesis 20: Younger priests will see greater

likelihood of obtaining satisfactory employment;

outside the priesthood.

As. expected, Table 22 shows that few priests under 35 years
of age anticipate great difficulty in finding employdent should
they leave, about one-third of those between 35 and 5b years
of age anticipate great 4if Ilculty, while the great maJOPltJ

over 50 years of age would expect greut difficulty.

Hypothesis 21: Younger vpriests are less likely
to see the priesthocd as a commitment that ié

absolutely binding in its nature,

This hypothesis receives strong support from the data,
Table 22 reveals a clear difference between priests ordained -
less than 20 years, compared to those ordained over 20 years,

in the answers given to questions 27 and 28 of the questionnaire,




TABLE 22

Attitude of Priests by Age Groups on other Factors that might affect their decision to

Regign

(Numbers in parentheses indicate percentages.)

Priests expecting a
great deal of dif-
ficulty in finding
enployment, if they
should leave. (Q.3L)

0-5

6-10

11-15

Years Ordained

16-20

21.25

26=30

31-35

36-40,

(0)

14
(15)

26
(24)

48
(36)

28
(37)

61
(62)

71
(70)

55
(76)

Priests agrecing there
is almost never a
cood reason for
leaving, since the
nriesthood is a

‘ lifelong commit-
P ment. (Q.27)

13 .

12
(13)

21
(20)

32
(24)

29
(38)

59
(60)

75
(74)

63
- (88).

SR Priests agreecing that

‘ in many cases the
decision to resign
from the priesthood
ig a wise and mature

(Q. 28)

choice,

127
(86)

8l
(79)

ol
(71)

41

(53)

b5
(46)

39
(39)

18
(25)

Total N =

148

132

77

97

101

72

]
—
O
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o

" Phose ordained}under 20 years are far 1essvihclined to v;ew the
‘permanent commitment to.the priesthood as onevthat is absolute
in its nature, It 'is precisely in this group of priests that
the vast majority'of resignations from the priesthood have ocC-

curred. (See Table 18).

D. Principal Causes of Dissatisfaction

Hypothesis 22-A: The principal causes of

dissatisfaction will vary with age groups and

job assignments,

It is possible to evaluate thig hypothesis from different
perspectives. Table 23 presents the responses given by priests
of different ages and assignments to a direct question re-
gérding the most important source of dissatisfaction. "The
difficulty of really reaching people teoday" received the most
first place votes (195), ‘'Moral and ethical teachings of the
Church& received the second highest number of votes (134).
"Obligatdry celibacy" received the third highest number of
votes (91). From the viewpoint of age groups: ‘six of the eight
age groups named "difficulty of really reaching‘pebple today"
as the number one source of dissatisfaction. "Obligatory
celibacy" received the second highest number of votes from the
priests under 40 years of age, wﬁile priests over L0 years of
ase showed more concern over "Horal and ethical teachings of
the Churcn"., This picture is suppérted by Figure 20, which
showed very strong support for optional ce}ibacy by-the priests
under 45 years of age, and strong bpposition to optional cel-

ibacy by the priests over 45 years of a

o
88
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TABLE 23

The lost TmOOPtant ProoWam and Sourcp of DlSS&oLSdetLOﬁ by
Age and Assignment, _

4 The Mosgst Imvortant Prcblém
Most Votes Second Third
All Priests 874 |G 195 A 134 C 91
Years Ordained:
0-5 148 f& 27 cC_22 H 17
6-10 | | 91 |G 19 : c_12 - H 11
11-15 106 | 27 ~ C=A= QL ———
16-20 132 G 24 I 17 C 16
21-25 77 G 25 A 9 C=D 8
2630 97 A 22 G__19 C 11
31-35 101 |G 28 A 24 r 7
25.00 72 WA 18 12 ¥ £
Job Assignment:
Specials 156 |G 30 = A=C 21 ————
Pastors ohs o 67 | A 56 ¢ 13
Associates 429 IG 91 C 52 A 4g

Difficulty of really reaching people today,.

Moral and ethical teachings of the Church

Obligatory Celibacy ‘
Dissappointment with the Lack of Involvement of the Church
in Social Issues.

mQEQ
HI

o

I = My superior's failure to get my ideas; to know my problems;
to show confidence in me,
= Unpleasant relatiocnships with other priests in our rectory.

(5ee Question 18 and 19 of Questionnaire in Appendix I),
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Table 23 also presénts the vieWpoints for priests in.dif-
ferent job assignments, but this seems merely to reflect the
age factor, Priests of all assignments named "Difficulty of
really reaching people" ‘as the number one soﬁrce of dissatis-
-faction; Associates (who are predominantly under 50 years bf
age) éave "obligatory celibacy" the second highest number of
first place votes, and "moral and ethical teachings of the
Church" the third highest vote. Pastors were the reverse of
the associates on the second and third place votes, "Obliga-
tory celibacy" and "moral and ethical teachlngs“ were tied for
second place in the viewpoint of the specials,

Table 14 shows the dissatisfaction scores for the job
Qariables for priests in different assignments. In the op-
portunity for sé1f~expression category: associates show
con81derab1e dissatisfaction, while spa01alo and pastors show
very little dissatisfaction, In the perceived influence
category: specials, pastors, and associates all show consid.-
erable dissatisfaction,}although both pastors and associates
are éOﬁsiderably mofe dissatisfied than specials, There was'
relatively little dissatisfactioﬂ with the amount of prestige
the priests felt was due their assigmment., In fact, specials

felt they received more than they deserved.

satisfaction among associates and younger priests
will be lack of oppeortunity for self-expression,
and lack of influence on policisg in the diocese

and parish.




123‘
Table 23 described ébove indicates that the main concerns
of both younger priests and assoclates are "the difficulty of
really reaching people today" and "obligatory celibacy".
However, Table 14 clearly shows that lack of opportunity for
self—éxpression and lack of influence in decision making are
also important sources of dissatisfaction to associates.

Hypothesis 23-C: The relationship between

pastor and associates in the same rectory will

be the human relationship that is the most

serious sourée of dissatisfaction.

This hypothesis received overwhelming support. More than
one-half of the priests responding (454 of 874) named the pastor-
associate relationship as the most serious problem. By com-
parison, the relationship between the priests and Ordinary
(bishop) received 178 first place votes. The priests of every
age group (with the/exception of those ordained 30 to 35 years),
and the priests in every type of job assignment agreed that

the pastor-associate relationship was the most serious problem,
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"~ .VI. DISCUSSION

Application of Organizational Psychology to the Priesthood. The

basic problem raiséd in this dissertation was whether the vari-
ables used by organizational psychologists to explain variance
in Jjob satisfaction-in'business; can also be of value in ex-
plaining some of the variance.in morale among Catholic diooesan
priests., The data suggest that such an application is valid.

At least some determinants of satisfaction and dissatisfaction
that have been identified in the study of business organizations
seem to be operative in the morale of‘priests as well, In the
order of strength of relationship: perceived influence in
determining policies, opportunity for self-expression, sSuppor-~

t

}Jo

ve relaticnships on the part of one's immediate superior,
‘prestige of assignment, and adequate salary - all showed a
moderately substantial positive correlation with morale (ranging
from .45 to .32)., In general, the strength of these relation-
ships were maintained when both difference in job assignment
and age were controlled.

As was discussed in the section on methodology (IV.A)
the problem with a correlational étudy like this is the difficulty
in determining causality. For example, does one conclude that
a priest has high morale becausge he is satisfied with his salary,
or does his high morale (based on other factors) tend to make
him content with his salary of 5125 per month, plus a small
car allowance and stivends? It is possible that some third

Tactor, let us sry: self-zxpression, may be the real cause of

o
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poth high morale and the percebtién.of satisfaction with saiary.
However, the hypothesis that the above varlables are true

causes of morale (job satisfaction) has escaped disconfirma-
tion in the present study. And the fact that the hypotheses of
the present study are based in part on experimental research
gives some support for the attribution of causality to the

key varisbles,

Other Determinants of Morale., It is obvious that the priesthood
is a unique profession, or étyle of life, Therefore, one would
lnot, and should not, expect to explain the determinants of

high morale among priests solely on the basis of insights

from research organizational psychology. While this study

psychologists explained a go&d deal of the variance of priest
morale, these outcomes came far from explaining all the vari-
ance, In fact, when the priests were asked to compare the
aboveloutoomes with other sources of dissatisfaction, they
named three different factors as the most important sources
of dissatisfTaction: the difficulty of really reaching people
today, the moral and ethical teachings of the Church, and

ovligatory celibacy.

Other Limitations, There are two other limitatl 1015 that one

1.
[ Eees

mist keep in mind in evaluating the conclusions., The popula-
tion of this study was the diocesan priests of the Archdiocese

£

vercentage of

4

P

of Chic:

HJ

respondents clearly ms

k"’)
w

.50, The lavg
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it possible to speak with confidence about‘the whole popula-
tion. But one cannot generalize to thé diocesan priests of
other dioceses in the United States, where both situational
and personality variables may differ considerably frqm Chicago.
HMuch less can -one generalize to religious order priests,

either in Chicago, or elsewhere. The life stylé and problems
of a religious order could be expected to differ considerably
from those of diocesan priests. 4 »

. The national study now being -conducted by the National
Opinion Research Center (See Section iI.B) should be of great
value in highlighting the above differences, andkenabling us to
see how priests of different dioceses and religious orders com-
pare to one another,

The second limitation is with regard to the trend of moralc
among the diccesan priests of Chicago. The majority of priests
rate themselves as having high morale Eoday. This study has
tried to identify some determinants of good morale where it
exists. Bubt one may ask: "Is morale among theipriests im-
proving, or getting worse?" It is difficult to say with
certainty because there is no baseline fof comparison., if a
study had been made five years ago asking the same or.similar
queétions of all the priests, we might be able to answer the
question. Five years from now, if a similar study is made
again, we can use the present study as a baseline for com-

parison,
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While the présent trend in morale is difficult to agoertéin,
the relationship between morale and resignation is parallel
(Figure 18). This suggests'the_possibility of further resigna-
tions among the younger priests who tend to rate themselves low
on Oppqrtunity for self-expression and influence, especially
ﬁhen these same prieéts fail to see high value in celibacy.
However, Question 5 of the questionnaire gives some indi-
cation that the overall conditions contributing to moralekmay
be improving. Question 5 asked: "Howrdo you feel the overall
conditions are today for diocesan priests in Chicago, as com-
pared to what they were four or five years ago?" A small
'majority.(57%) answered "petter', while 29% ansﬁered "worse",
and 13% answered "about the same", The difficulty with this
gquestion is that a priest is asked to compare conditions today
with Qhat he remembers them to have been five yesars ago. The
passage of time has a way of coloring our evaluations. It is
also possible that five years ago, nearly all the priests
would have answered such a question: "much better". Then by
comparison, fewer priests today would see condit;oﬁs as con-
tinuing to improve. At any rate, priests who see conditions
"better" than they were 5 years'ago outnumber those who see
condifions "worse" by a ratio of tw& to one., In addition,
priests érdained less than 30 years were much more inclined
than older priests to rate conditions as being "petter" -~ a

hopeful sign! (See Table 24,)




TABLE 24 S R

Re;ponse; to @uestion L.B.: "How do you feel overall conditions are today for diocesan £
priests in Chicago, as compared to what they were 4 or 5 years ago?"
Percent  Percent answering
' "better"”
80 : 80 A
20 70 70
-~ . 70 1 ! 6
60 | o ~ 60 - g %
57 L
50 _ 50 .
40 Lo . 38
20 ) ‘ 20' 4
s - ) 1
. 10 " ' : : ) 1.0 .
. . . l |
: ) i ;
better worse About no ans. 0=5 6=10 -16-20 26-30 36-40
: the same 11-15 ‘ 21-25 ~ 31-35 over 40
' Years Ordained _ R
Response tb Q. 5 by all priests Percent answering "better" to Q. 5 by age group :
¢

taken together
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 Areas Needing Imorovement. Table 13, Figure 13, and Table 14

clearly show that of all the organizational outcomes under
investigation, the two that are rated lowest by the priests

of all assignments are'perceived influence on policies and
actions.of the diocese and parish, and supportive relation-
ships&of superiors., _ .

The dissatisfactidn of the priests with the lack of in-
fluence on policy-making was most acute with regard to diocesan
decisions. (See Appendix II: questions 5-4 to S-D).. Specials,
pastors, and associates all rated themselves extremely low

on opportunity ﬁo influence policiesland"actioﬁs of the
diocese. However, all three groups tended to give somewhat
better ratings to their influence in the parish or agency,
with associates.rating themselves lowest,

Tﬂe second area in great need of improvement is a felt
dissatisfaction with supportive relationships on the part of
one's immediate superior, Specials, pastors, and aésociates -
all generally rated themselves low on the perception of sup-
portive relationships. Only 20 percent of speciils, 13
percent of pastors, and 14 percent of associates rated them-
selves high on this variable. .

This interpretation is also supported by the responses tQ
Question 192, which asked the priests to nams the most important
problem and source of dissatisfaction. (See Appendix II),.

The three problems that received the most votes did not deal

with organizational outcomes. Thay were in the order of

v
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importance: 1) difficulty of really reaching people today;

2) moral and ethical teachings of the Church; and 3) obligatory’
celibacy. However, tied for fourth place are the two job
variables discussed above: "lack of influence in decisions
affecting my life and work; and "my superior'svfailure to get

my ideas, to know my problems, to show confidence in me."

Wheﬁ asked to name the human relationship that was most
frequently a source of dissatisfaction and unhappiness
(Appendix II, Question 20), 52 percent of all priests named
the pastor-associate relationship as most ffequently a source
of dissatisfaction, whiie only 20 percent named the priest-

Ordinary relationship.

Celibacy, The main personality varizhle cons
study was the attitude of the priest toward the value of the
vow of celibacy. The data revealed a strong correlation (.38)
between morale and the perceived value in celibacy. But the
main point of interest is that this relationship holds when
both opportunity for self-expression and perceived‘influence
are controlled. There is some interaction betweén value seen
in celibacy and these two variables: the more opportunity
there is for self-expression and perceived influence, the
greater the percentage who see high value in celibacy. But
these two variables cannot be used to explain away the rela-
tionship between value seen in celibacy and morale., The
evidence indicates that celibacy is a morale factor that is

indevendent of the job situation,




~ | | S | 131

The relationship between‘morale aﬁd.value seen in celibacy
does ihteract with the age factor, as might be expected., The
relationship is attenuated, but ndt eliminated, in priests
ordained more than 20 years (Figure 21.3). The relationship
between the value seen in celibacy and age is most striking
(Figure 20). Only a very small percentage of younger priests
see high value in celibacy. | |

More than 100 diocesan priests have resigned from the
Archdiocese of Chicago during the 1ést three years. None of
these priests were included in this study, ~Almost all of them
were ordained less than 20 years, While it appears that the |
majority-are entering marriage, this does not necessarily

mean that celibacy is the main reason why they have left. The

main reason could have been one or more of the job vériables
considered above. However, the data.of this study would lend
strong support to the position that celibady was a serious
problem for maﬁy. ’

The relation between the value .of celibacy, and oppor-
tunity for self-expression and perceived influence, can be
expressed in exchange terms. Celibacy, being valued poorly
by youager priests, becomes a high cost for remaihing in the

priesthood. Especially when other rewards are not available

ot
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(selfmexpressimz, influence, suppor tionship

O]
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high service cost may induce resignation, For the present,

it induces only low morale. Dissonance theory would account
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is high due to intrinsic job satisfaction (See Figure 2.3).
However, with other priests it is possible that no amount of
intrinsic job satisfaction will compensate for the high cost
of ﬁhe vow of celibacy (See Figure 2.,4)., In fact, mandatory
celibacy‘was rated as a greater source of dissatisfaction-fhan
the lack of opportunity for self-expression, lack of influence,
or lack of supportive relationships. This seems to indicate
the relative importance of affective and éexual needé for
many'pfiests, especially the younger ones.

Although the hypotheses regarding thé interaction between
value seen in célibacy and the age wére strongly confirmed,‘
one can dispute the reasoning on which they were made., On |
the basis of Festinger's theory of cognitive dissonancé,
it was suggested that the longer a person has been committed> ‘
to somé behavior, the stronger will be his commitment,’and
the more valus he tends to see in it. This is one way of
reducing the tension caused by having to admit that a behavior
he had engaged in for some time was of little value., A
person might also reduce the tension by terminating (or
attempting to terminate) the behavior in question.

On the other hand, it can be argued that the great dif-
ference between younger and oldérvpriests on the question of
celitacy is dus to a gradual re-thinking and re-evaluavion that
has taken place quietly in the minds of priests as they have
seen the change in the world about them, particularly since

the end of World War II1. In recent years Catholic theology

{7
()
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has tended to view the vocation of marriage in a more positive
light. it can be argued therefore that the change in attitude
. toward celibacy is based main1y4on a change in the world
situation and in the theology of marfiage.- The dissonance
theory can be used to explain why oldér priests have been -
slow to admit the conclusions of this re-evaluation.

To test whether the difference in attitude toward celi-
bacy between younger and older priests is exblained mainlybon :
the basis of cognitive dissonance or not, it may bevnecessary
to repeat this same study five yearsvfrom now. If the various
age groups of priests tend to rate the'value of celibacy higher
than they do today, then this would lend support to the disso-

nance theory explanation,

Salary and Prestige. Concern about salary and prestige are

apparently very unimportant sources of dissatisfaction at the
present time. In reéponse to Question 19 (See Appendix II),
only one percent named "lack of prestige of my role'in the
priesthood” or "inadequate salary" as the most important
problem, In fact, these two factors were tied for last place
with "cbligatory retirement" among the twelve choices given.
Table 13 and Figure 13 show that 81 percent of specials,
91 percent of pastors and 78 percent of associates rate them-
Sclves hilgh on satisfaction with salary. This does not msan
that saléry is an unimportaht factor in morale of priests,
Table 12 shows that there is a strong relationship. But

Pl P e A A vy iy A d e [P Py - o 2 e 3 e
szlary counsideorations are not a common source of dissatis.
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faction at the present time., Perhaps this is due to the.fact

that a rgvised salary schedule for Chicago diocesan priests

was put into effect some months before this survey was made.
Figure 13 shows that specials, pasths, and associates

do not tend to give high ratings to perceived prestige of

assignment. Associates particularly rate themselves very low.

But Table 14 shows that this is the smaliest soﬁrce of dis=-

satisfaction when compared to perceived influence, supportive

relationships of superior, and opportunities for self-expression. -

Differences in Job Assignment. Sixty~five percent of specials
have high morale, as compared to 60 percent of pastors, and
55 perceﬁt of assocliate pastors. _However, the differénces in
morale seem to be explained not by status alcne, but by the
outcomes afforded by the position. When controlled for intrinsic
job satisfaction (opportunity for sélf-expression), the differ-
ences between the three job assignments disappear. However,
status is still a factor in morale to some exbtent. When PEr~
ceived influence is controlled, both specials and pastors
still tend to have slightly higher morale than as%ooiates. When
perceived prestige is controlled, pastors and assoclates tend
to have slightly higher morale than specials, |

Figure 13 shows that the different job assignments def -
iﬁitely afford different outcomes: specials are higher than
--pastors, who in turn are higher than associates on obportunity

o
4

cr sclf-expression, vercelved influence, and pesrceived prestige.
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Qgﬁgration Gép. It would be difficult to speak of a generation
gap betwéen younger and older priests without.making'certain
qualifications. In some ways attitudes are very different. In
other ways both groups are much the same.

For example, the opportunity for self-expression, the
desiré for influence in decision making, need for adequate
salary -~ are all Tactors that relate stfongly to morale for
the young as well as the old.

On the other hand, attitudes toward’the value of celibacy
and the absolute nature of "permanent" commitment to the

priesthood are clearly different. The need, for'independence

" seems to be stronger in the younger priests, (or at least they

are willing to admit this need.)

With respect to the desire for democratic processes within
the Church organizational structure, there was an overall neg-
ative linear trend with increased age. However, desire for
more democratic processes is apparently as much a fuhcﬁion of
morale, as it is of age. Figure 19 'shows that this desire
increases in the age groups where the level of moerale decreases.

One final issue on which there is strong agreement
between the young and old is the most important source of
dissatisfaction: namely, the "difficulty of really reaching

.7 It is hard to datasymine the exacht meaning

vecple toda g oor
cause of this source of dissatisfaction. Taken at face value,

the response seems to indicate a feeling of frustration or
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failure in efforts to communicate'tﬁeir own strongly felt
values and ideals4to others., For example, some priests may
feel frustrated in trying to communicate ideals of racial
tolerance in changing neighborhoods, or concern for the poor
and social problems in affluent parishes, or the vélue of litur-
gical worship to thé young, who seemingly are less and 1éss in
~attendance gt Sunday lass, Some priests may attribute the
cause of this '"difficulty in reaching people" to‘persona
inadequacy inability to communicate., However, others may be
thinking of the lack of contact or lack of éituations, which
afford an opporfunity for communication,-

As regards the question as to whether the younger or older
priests have higher morale, there is a slight overall positive
relation between morale and age, but the true relationship
seems to be more curvilinear, The priests ordained 21-30 years
rate themselves highest on morale, and the priests ordained
6~15 years the lowest., In general, the differenoe ih'morale
between age groups follows the pattern that one would expect
from examining their respective levels of self-expression,
bf'perceived influence, prestige, and supportive relationships.
But the surprising finding is that the youngest priests
(those ordained less than 5 years) scored lowest on all four

b}
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veriabkles, although they ratad thems
the morale measure! This seems best explained as a "honey-
moon phenomenon.” Low amounts of the four .outcomes under

dizscussion do not nroiuce 2 deprzssing effect immadiately on
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a newly ordained priést. He enters.the priésthood with great
enthusiasm and high hopes. He has high morale even thbugh
ne is aware he has little influence, iittle prestige, and
perhaps not as much opportunity for self-expression or support
from his superior és might be expected. He has hopes things
will be better. Then reality takes hold. Although the situ-
ation may improve, it may not.improve as much or as fast as
:hé had hoped., As a result, after a year or two the young
priest's morale would tend to drop, although objectively
speaking he might admit that the situation. has improved to
’some degree, Possibiy, there is some parallel to the morale
of the black man in the United States today., Objectively

speaking, a black man might admit that the overall condition

of the Negro is bhetter today than it un

~
p o LR wha

20 cr 20 years ago,
but he is now more aware of the diSparity between himself

and most white people with respect to desired outcomes, The
sitvation has not improved as fast or as much as he had hoped,

Hence, paradoxically, morale drops, while ccnditions objectively

improve,
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VII. 'SUGGEST <D ARFA FOR FUTURE R?SEARCH
A, New Organizational Structures
At the present time new organizational structures are being
introduced into some dioceses in the United States., Many
dioceses have already erected diocesan Senates, A Senate is
now in the process of being established in the Archdioéese of
Chicago. New types of parish ministry (such as the. "team
ministry" experiment at Ford City in Chicago) are being intro=-
duced. Unless the nature and objectives of these-endéavors
are clearly defined, and unless the hew structures are sub-
mitted to controlled experimentation, no one will know in what
respects they have succeeded or failed, Such field experiments
are typically difficult to'design, but the challengé they provide
may well stimulate the development of quasi-experimental designs.
wlll the Tormation of a diocesan Senate help solve the
problems of lack of influence, lack of Opportunity for self-
exoression, lack of supportive relationships? Dioceéaﬁ Senates
have not proved to be a panacea, Some have already collapsed
or become inactive, It would secem that if a diocesan Senate
were to succeed in answering the organizational problems out-
lined above, the Senate must have certain characteristics:
1) it must be truly a‘representative body. Each’priest must
ial reprazenbative whem he ha |
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'2) The Senate must have at least some deliberative power,

and not merely have a consultative role, Otherwise, a "Senate"

1

is not truly a Senate, but only a "Board of Consultors®,
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3) The Senate should have authority to determine its own
agenda.' If the priests feel that the Senate is only a nsw
structure to cover up the same old system, it could possibly
result in increased frustration and disillusionment, which
in turn could lead to lower morale. |

"Team ministry" is still a vague term. Most frequently
it defines a parish situation where there are two or three
"co-pastors”. On face value, this seems to offer possibilities
for increased influence, opportunity for self-expression, and
prestige. It is not clear how supportive relationships would
necessarily be improved by team ministry as such; this would
seem to depend more on the mentality and personality of the
priests involved.

It is by no means to be assumed that even if a Senate or
- team ministry raises thé morale and Jjob satisfaction of the
priests, that either structure will also lead to greater effi-
ciency, better quality decisions, or better service for the
people.

B. Study of a Married Clergy

While Pope Paul VI has steadfastly refused to allow the
ordination of married men to the priesthood as a general
practice, he hss allowed the re-introduction of a Permanent
Diaconate into the Church and has allowed married men to dis-
tribute Holy Communion in certain areas where there is a priest

shortage. These changes will obviously be of no help in
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ameliorating the problems:-of pfiéstiy morale outlined in this

-study. However, it would be of interest to know the effect

of these two innovations on the priests and laity. Without
some type of controlled experimentation, how can the benefits
or drawbacks of these two innovations be properly evaluated?
And should the time come for a_married priesthood to be intro-
duced in some 1e$s populated areas of the United States on an
experimental basis, then some plan should be made for simul-
taﬁeous research,
C. Job Training Programs

Recently in Chicago special seminars have been offered on
management skills and various aspects of job enrichment, Future
seminars might well be focused on the pastor-éssociate rela-
tionship, emphasizing the nature of supporti?e relationships,
and the manner of structuring situations where priests will feel
they have an opportunity for self-expression, Training priests
in new skills geared at job enrichment will be beneficial only
when they can return to a job situation where they feel they
can use these skills, Otherwise, when there are no outlets for
new skills, the result may be increased frustration and lower
morale,

D, Study of Morale of Laity -

A study parallel to this study might be made in different

parishes throughout the diocese. What are thé determinants

of morale among the laity? The large drop-off in the number

D

of religious vocations might indicate ccenething less than
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healthY~moraie among'Catholic rarents and/or the older children
in the femily., And then, some parishes report fewer people
| attending Church regularly, particularly among the teen-agers
and youhg adults, while other parishes report Very little_v
drop-off in Mass attendance. Why the difference?
E, Bepetition of This Study

Finally, it might be worthwhile to repeat the‘pfesent
study within five years, There will then be a baseline for
' comparisonbthat is not now available. The morale level at
that time can be compared to the morale level today, and the

hypothesized determinants of morale carn be re-evaluated.
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Department of Psychology
Loyola University of Chicago
6525 Sheridan Road
Chicago, Illinois 60626

October 1, 1970

¥ pear Colleague,

What are the conditions that contribute to high and low morale among the dlocesan

;prlests of Chicago? The enclosed six page questionnaire is being sent to ALL the dio-
i cesan priests in an effort to answer that question more fully.

Here is an opportunity for you to join with every other diocesan priest in express-

;fins your views on certain key issues, so that our Ordinary and Personnel Board will have
. an accurate understanding of the feelings of priests of all ages and positions in the

- giocese. This study, although modest in scope, will hopefully be a solid contribution

[ toward keeping the priesthood an attractive and fulfilling vocation in our diocese.

L 1f #.is hope is to be realized, IT IS CRUCIAL THAT THE PRIESTS OF ALL AGES AND POSITIONS
k. EXPRESS THEIR VIEWS. The combined data and analysis will be given to the Ordinary, the
¢ personnel Board, and the Center for Pastoral Ministry.

Only one other diocese in the United States has given this opportunity to all its

:bpriests. The national study currently being completed under the sponsorship of the
§ American Bishops is based on a national sample, and contains only a small number of
I diocesan priests from Chicago.

The present study is being made in the light of the most recent insights from

' (Organizational Psychology, and with the help of experts from both the Department of

. Social Psychology of Loyola University and the School of Business of the University of
g Chicago. The study will be submitted as a doctoral dissertation at Loyola University

} It is being conducted with all necessary permissions.

The questions in this survey are not aimed at judging the motives of people, but

. at describing how both you and they have been able to function under our present organ-

izational structure.

We ask ‘your kindness in returning the completed questionnaire in the enclosed
prepaid envelope by October 22. We also ask you to mail the postcard separately, so

b that we will know who has or has not responded. No effort will be made to identify the

authors of the returned questionnaires. Only researchers connected with this project

will be allowed to read the questionnaires themselves.

The success of this study depends in part on a good response. Your help is appre-
ciated.

Fraternally,

WWS?/%/"

(Rev.) Raymond G. Carey
Diocesan Priest
Archdiocese of Chicago
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. Almost all of the questions can be answered by drawing a circle around one or more numbers to
4 of the categories. Thus: . : ’ ' ‘ ’

gow impoTtent is physical recreation to you? CIRCLE ONE CODE.
] Of great importances........l Of little importance.scsee3
Of moderate importance.... Of no importance..esecesssolt

ase follow all instructions carefully, as they are important for data processing. For example, if
%ructions say: "CIRCLE ONE CODE", DRAW A CIRCLE around only the one number which best describes youy
even though one or more other alternatives might be relevant,

following information is very important for evaluation. The information will be handled statisti-
yo No effort will be made to identify individuals. -

' vear of Ordination? CIRCLE ONE CODE.

1930 or earlier......9  1941-1945......0.6 1956-1960.......3
1931=193500csstceceedd 1946-1950.c 0000045 1961-19654.0000..2
1936"1940..;000...¢..7 1951-1955.....-0¢.4 1966-1970000-0.01

ynat is your current position or assignment in the diocese? CIRCLE ONE CODE.

Special work (majority of working hours in this assignment):

= SUPErViBOreseescscssessssssssssesosssaossesssssnsssosel
- Non-supervisor........................;..............2

Pastor (majority of working hours in this assignment):’ -
- without special work outside parishei.ccesccccescsasee’
= with part-time special work outside parishe..........b

Associate pastor 7 v
- - without part-time special work outside parishe.c.eees5
~ with part-time special work outside parisheies..eccsseb
Administrator Of Parisheceescsceeseesacsscosssosssvasssscscscsassosse?

Retiredeeceeevecs.. .............................,....................8

Other (please specify) ceereseasd
Are you a member of the Association of Chicago Priests? CIRCLE ONE CODE. : R
YesSeeoeeoeoel NOceoosaseas2

Circle the code that comes closest to the way you feel about the following questionst

A, A1l things taken together, how satisfying and fulfilling do you find it to be a diocesan
priest in the Archdiocese of Chicago at the present time? .

Very satisfyinge....«5 Uncertain....se3 Somewhat dissatisfyinges.seel

Somewhat satisfying...lt Very dissatisfyinge.ececesecesl

B, How do you feel the overall conditions are today for diocesan priests in Chicago, as covmpared
to what they were four or five years ago.?

Much bettereescecece.5 _ About the same......3 Somewhat WOrs€eeeeseel
Somewhat better.....% Much WOrS€eseeseeessal
C. How hopeful are you that the life of a diocesan priest in Chicago will be satisfying and
fulfilling in the years ahead?

Very hopefulesesecseed UncertaiNeescssssceesd Somewhat pessimisticCeec.eec.2

Somewhat hopefule....4 "Very pessimisticCesecssscseel

.
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ol FEEL.

lg,£§°t how much influence do you feel you
pave in determining the policies and actions
of the Archdiocese of Chicago?

Bl

How much influence do you feel you should
pave in determining policies and actions
in the Archdiocese?

In fact, how much influence do you feel you
have in determining the policies and actions

"of your own parish (or agency, if you are
" in special work?)

HBow much influence do you feel you should have
- in determining the policies and actions of
your parish or agency?

How much prestige does your assignment
(as pastor, associate, special) have in the
eyes of other priests?

. How much prestige should your assignment have
_in the eyes of other priests?

How much prestige does your assignment have
- in the eyes of lay Catholics?

How much prestige should your assignment have
in the eyes of lay Catholics?

IRCLE ONE CODE.

much chance DO you get:

L, to try out your own ideas?

The following questions deal with your opportunity for self-expression in your priestly life.

to do the kind of things you are best at?
(that is, to use your important skills and
abilities?)

to feel at the end of the day you've
accomplished something?

to learn new things?

to do things your own way?

much chance SHOULD you get:

to try out your own ideas?

to do the kind of things you are best at?

to feel at the end of the day you've
&ccomplished something?

‘to learn new things?

' to do. things your own way?

A very | A good | Fair Little | No

good chanc¢e | chance | chance | chance |

chance
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 4 3 2 1
5 b 3 2 1
5 L 3 2 1
5 b 3 2 1
5 b 3 2 1
5 b 3 2 1
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L JoW are listed some characteristics or qualities connected with.your present assignment
45 pastor, assoc1ate. or in spec1a1 work). CIRCLE THE CODE THAT COMES CLOSEST TO THE WAY
A very A great| Some | Very None
great deal deal little
5 L 3 2 1
5 4 3 2 1
5 b 3 2 1
5 b 3 2 1
5 4 3 2 1
5 4 3 2 1
5 L > 2 1
5 L 3 2 1

A20
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:eaving..

- Do

,, : 5
o indicate your opinions on the following statements. CIRCLE ONE CODE.
Agree Agree Un- Disagree | Disagree
, strongly | somewhat | certain | somewhat | strongly

e priesthood offers better opportunities to 5 4 2 1
Ve others than any other walk of life. ’ 3

¢ priesthood offers the best way of life for

atholic man who wants to love God in the 5 b 3 2 1
st generous way possible.
gince the priesthood is a lifelong commitment, _

were is almost never a good reason for 5 b 3 2 1
[ many cases a decision to resign from the 5 L 3 2 1
jesthood is a wise and mature choice.

gelibacy should be a matter of personal choice 5 L 3 5 1
jor diotesan priests. . '
 [pdividual priests evaluate célibacy for Celibacy iSss.

themselves in different ways..Please Neither

4ndicate how you feel about the follow- Very much|Somewhat [advantage | Somewhat {Very much
ing aspects of the unmarried state for of an of an nor dis- of a dis~{of a dis=
‘yourself. CIRCLE ONE CODE ON EACH LINE. advantage |advantage jadvantage | advantage Jadvantage
' 4. For doing my work better, 5 4 3 2 1
' B, For my personal growth and development. . 5 4 3 2 1
, ¢, For the development of my love of God. 5 L 3 2 1

For relating more fully to other people. 5 L 3 2 1

A very great deal of difficultye..ccevs...5
A great deal Of*difficulty.....,.......-.4

Moderate difficultyeeeecececsvscssasseeseld

CIRCLE ONE CODE.

Do you think that priests of your age and qualifications would experience difficulty in
finding employment, if they should leave the priesthood?

A Jittle difficultyeecececcenceel
No difficulty.............-...-.l

Not at all....l  Slightlye...2

changing them in any way?.

Rarelyesso5 Sometimes....H

You what to do? CIRCLE ONE CODE.

Not at alls...5 Very little....4

Not at all....5

Somewhat....3

Oftensees3

Somewhat,...3

Very.....u4

Very often...s2

Quite....2

CIRCLE ONE CODE.

How often do you find that you can carry out other people's suggestions without
CIRCLE ONE CODE.

How important is it for you to feel that you can run your life without depending upen
people who are older and/or more experienced than you?

Extremelye.....5

Almost always....l

How much do you usually want the person who is in charge of a group you are in to tell

Very muchesso.l

How much do you think that the leaders of organizations to which you belong have the
right to expect certain things from you to which you should conform? CIRCLE ONE CODE.

Very little....t Somewhat...3  Quite.a bit...2 Very much....l
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NOt at alloto-l . Very little-...Z SomGWhatqo-03 Quite h bitn--k ) Very muChoo.os

1ow are listed several characteristics or qualities connected with superiors.

pe term "superior'': for associate pastors = pastor.

i for pastors = Ordinary

for heads of agencies = Ordinary

for those in special work = head of their agency.

or each characteristic you will be asked to give two ratings:

1. how much of the quality you feel yocur superior presently has.

2 2. how much of the quality you feel he should have.

-mcLE THE NUMBER on the scale that represents the amount of the characteristic being rated.
w numbers represent low or minimum amounts, and high numbers represent maximum amounts.

rhe extent of my superior's confidence and trust in me.

1. How much does he have now? (min) 2 2 3 & 5 6 7 (max) - -ARO
2. How much should ke have? ~(min) 1 2 3 4k 5 6 7 (max) '
The extent to which my superior has my confidence and trust.
"1, How much is there now? ‘ (min) 1 2 3' L 5 6 % (max)
" 2. How much should there be? (min) 1 2 3 4 5 6 7 (max)

The extent of my superior's effort to get my 1deas and opinions and make constructlve use
of them, -

1. How much is there now? (nin) 2 2 3 4% 5 6 7 (max)
2. How much should there be? (min) 1 2 3 & 5 6 7 (max)

The extent of my superior's knowledge and understanding of my problems.

1. How much is there now? (min) 1 2 3 & 5 6 7 (max)
2. How much should there be? (min) 1 2 3 & 5 6 7 (max)

jThe extent to which my superior gives credit and recognition to my accomplishments.

1. How much is there now? (min) 1 2 3 & 5 6 7 (max)
2, How much should there be? (min) 1 2 3 & 5 6 7 (max)

ot are your feelingé regarding your financial remuneration as a priest? CIRCLE ONE CODE.

How satisfied are you? Very satisfiedeecesseceees Somewhat dissatisfiedessee2

Somewhat satisfied.....b Very dissatisfiedissesecsssl

¥y income: is barely enough to 1live ONeessccscocsssl
is adequate for normal exXpensesSsssescseel
provides some luXurieSecesecessesscessscesl

provides some luxuries and enables me
to plan for retirement................4

is more than I want or needeeccecscsccsed

In comparison to other Chicago priests, my income is:
: less than I should receiveceeseccssessasal
fair and equitable.........-.-....'.....2

more than I should receive........-y...-.}
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iisted'below are potential problems and sources of dissatisfaction. Priests vary in opinion
gardlng the issues they feel to be sources of dissatisfaction, and on the relative import-
«ance of these 1ssues. CIRCLE ONE CODE ON EACH LINE that best represents your feelings.’

A great | Somewhat | Very No
problem | of a |little problem
] problem | problem | at sll
1. Moral and ethical teachings of the Church. 1 2 3 b
2. Lack of opportunity to use my important S
-~ skills and abilities. 1 2 3 b
3 Obligatory celibacy. 1 2 - 3 b
| ko Lack of influence in ‘decisions affecting 1 2 3 I
“~ nmy life and work. :
5. Lack of prestige of my role in the q 2 3 4
" priesthood.
-> 6. Unpleasant relationships with other priests - .
“  in our rectory. . 1 : 2 3 ¥
7. Difficulty of really reaching people today. 1 2 = 3 b
__8. Dissapointment with the lack of involvement 1 2 3 L 460
of the Church in social issues.
9., My superior's failure to get my ideas; to know 1 2 3 L
my problems; to show confidence in me.
_10. The Church's effort to help the poor in 1 2 3 L
Chicago.
__11. Inadequate salary (financial insecurity). 1 .2 3 4
__12. Obligatory retirement. 1 2 3 L
__13. Other (specify) o . 1 2 3 b

Please go back over the sources of dissatisfaction listed in Question 18, and WRITE THE
NUMERAL "1" before the issue you believe to be the most important problem, and WRITE THE
NUMSRAL 2" pbefore the issue you believe to be the second most important problem.

A66
467

0f all the human relationships in the life of a Chicago diocesan priest, which do you think
is most freguently the source of dissatisfaction or unhappiness? NUMBER THE TWO MOST
IMPORTANT IN THE ORDER OF IMPORTANCE.

Relationships between priests and nuns., ‘ )
Relationships between pastor and associate pastors in the same rectory.
Relationships between priests and laity.

Relationships between priests and the Ordinary.

—————
B
r——g

————

Relationships between priests of different ages.

A68
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clrcle the code in Column A following the statement which most accurately reflects your

- attitude toward recrultlng for the priesthood todax. *
In Column B circle the code that comes closest to your attltude 4 or 5 years ago.
3 ' A. B.
4-5
Today years ago

a) I actively encourage-boys to enter the seminary or novitiate,
since 1 see the priesthood as a very rewarding vocationeeceo...]| & 4

‘ p) I encourage boys but advise them about the uncertainties
surrounding the role of the priest today...vevececscsennsenvee| 3 3

¢) I neither discourage nor encourage boys, but allow them tb
make up their own mMindseeeceseecaetersacsacenranentccnccnvaaas] 2 2

d) Abstracting from their personal qualities, I tend to

discourage boys from entering now and advise them to wait A70
mltilthe future is more. certain...............-’-o-.-......... 1 . l B?l
t do you think of the effects of the following possible changés in the Church?
' would help|would help would not would hurt|would hurt
very much |somewhat help but would [somewhat very much
_ ! . 1 not hurt either '
" Flection of Popes by Synod ' ' :
. of Bishops. > _ b 3 2 1
| Election of bishops by
. priests of the diocese. > 4 3 2 1
- Flection of bishops by the ﬁriests, X
. religious, and laity of the 5 , 4 ' 3 2 1
. diocese. : ~ .
Having a limited term of office 5 4 3 2 1

for bishops.

Every faimily is not only a whole unit, but a number of twosomes. For each of the following
 twosomes in the family in which you grew up, circle the category which best describes the
‘relationshipe. CIRCLE ONE CODE IN EACH ROW. IF NO SUCH TWOSOME, CIRCLE "DOES NOT APPLY.Y

Very Somewhat Somewhat Very Does

tense and | tense and [Neutral ]} close and | close and not

strained strained intimate intimate apply
Mother and father. 1 2 3 4 5 -6
Mother and me. 1 2 3 ) 5 6
Father and me. 1 2 3 4 5 6

In your family, were yous:

an Only €hild seeveocetesccncecsvseccnnvscessnosel

the oldest of two Or more ChildreNeseececresocoeeel

a younger child among two or more childrelecesse3

»

Definitely yes...:.cltcis
'PrObably yes-...........#
Uncertainisececesesesen 03

you had your choice azain, would you enter the priesthood.

CIRCLE ONE CODE.

PI‘Obably not...........z
Definitely not..ceceseel

THANK YOU!




CENTER

FOR

PASTORAL ‘ o
MINISTRY | n ~ October 1, 1970

Dear Father,

The enclosed questionnaire has been prepared by Fr,
.Raymond Carey, one of our fellow diocesan priests,  in connection
with his doctoral dissertation at Loyola University. In a multi-
surveyed world, perhaps the sight of one more questionnaire is
. none too appealing. But the response to the questions asked should
be helpful in assessing useful programs in the area of continuing -
education for clergy. ’ .

It is with such a purpose in mind that I write this
letter as director of the Center for Pastoral Ministry. Since a
basic ingredient in pastoral ministry is the "minister"; and
since there has been so much discussion of late concerning "priestly -
ministry", your rep,spon’se can help contribute to some of the basic
research necessary as we grow in understanding of our task and
challenge,

Father Carey asked that strong encouragement be given
that you return the completed questionnaire promptly. It is one
more interruption of your time. But the minutes you spend responding
may help give d1rect10n to needed research or training programs in
ministry.

Thank you for your consideration.
Sincerely yours in Christ,
Revefend ]ames P Roache

Director , .
Cen?r for Pastoral Ministry

s



‘uAPPENDIX‘II
FREQUENCY TABLE FOR ALL QUESTIONS
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Figures based on total number of respondents. (N = 874,)

Numbers in parentheses indicate percentages.

Year of Ordination?

1. 1966-1970.......148 (17) 6. 1941-1945,,..... 97
2. 1961-1965,...... 91 (10) 7. 1936-1940.......101
3. 1956~1960.,......106 (12) 8. 1931-1935....... 72
b, 1951-1955...,...132 (15) 9. 1930 or earlier 52
5' 1946-"19500000000 77 (9) )

Assignment in diocese:

Special WOrkK: SUPErViSOTr..eeeseecssscscesocosoveses 82
 NON~SUPErViSOl.eecscencessvessescaces U

Pastor: without special work outside parish........178
with part-time special work outside€........ 52
Administrator of pariSh...eceeecevecsccecsss 15

Associate pastof o . :
without special work outside pParish...e....322
with part-time special work outside........107

Militar‘y Chaplainsy....ﬂiﬂﬂ........'.'.O'.OO..".'.... 13

Retired...'...0...’...'.'...'..""..'........Q.".'. 31

Member of Association of Chicago Priests?

Yes...'.".......‘.‘i’»i...O'.l...'.."...'..63o-

NO.&O‘..O........0.."...I'..'..Q.l.".'.."‘zqu

—~~
o~

NCO N
Nt S S S

Lo
NGO 00
S N S e

W
R
e i

o~

(4)

L.A, All things taken togehher; how satisfying and fulfilling
do you find it to be a diocesan priest in the Archdiocese

of Chicago at the present time?-

Very dissatisfying.eeeeeeseeoeosssoesosnsees 43
Somewhat Aissatisfying. i eeeceosesscnss 99
Uncel”tain..Q.QCQ..Q.Q..C.0.'.’....0..0'...0 78
SOIneWhat SatiSfyingonoooooun.ouoo-oo-o‘ouoo'0297

Very Satisfyingoo..-Ot.O.'..'oo.'..0000000535[4’_

P‘IO arlswer.'..".'..l.'....0"...0.....'0.'..

R e
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,4QB. How do you fee} the overall conditlops are today for
diocesan priests in Chicago, as compared to what they
were four or flve years agoV

MUGH WOTSE e e sseveeosessncessesnonsasnanses 70
SOMEWNAL WO SE e e v eesoososoesoseseoeosesssol B
Ahout the SAME.e.veerecoecsesosesnsoeannnellld
Somewhat bebtter.ceeesecseeeeresncroroesesa309
MUCh DEbtEEr e eseosocssesscoccocescnssessesell2
No BNSWET s seeevossrossoccsesaososrssccasss

P P e N
DO D)~
DA = O
N N N Nt Viige?”

L-C., How hopeful are you that the life of a diocesan priest
in Chicago will be. sctlsfylng and fulfilling in the yeﬂrs
ahead?

VEry PeSSimiStiCeeecsececececassscsasseses 29 (3)
Somewhat pessimistiC.ceecesccvscsossosesesll]l (13)
-Uncertalno-ooooo-oo..n-ooooooo000000000000207 (24)
SomQWhat hOpeful........................0.258 (30)
Very hopefUl.eeeeeeesssscocessssesssssssss266 (30)
No answer.‘..Ql.........'.....'....0..000' 3

5-A, 1In fact, how much influence do you feel you have in deter-
mining the policies and actions of the Archdiocese of Chicago?

Noneoocooooolooooooooﬁooor.-o.concoooooo.a289 (33)
: Very little. ® & 0 0 0 5 5 0 5 5 &0 S O ¢ O PP OO NSO SGOE eDS .365 (42)
Some."..."....‘...'..‘..................177 (20)
A great d'eal. @ . & 8.0 85 5 5 0 & 0 0 08 s S8 9 ¢S e a0 b0 34 (L")
A very great G€8l...ieeeceescncccrscecnens 5 (0.5)
NO answer. @ 0. 0. 0. ¢ 0 0 6.0 ¢ 8 0 22O 4P OO e T T OO 0N S S NS (O 5)

5-B, How much influence do you feel you should have in deter- i
mining policies and actions in the Archdiocese of Chicago? v

None....l..0.0.'.....'...O....l'l.’..'.‘.. 9 (1)
Very llttle. * e 00 l L B B R B I I A I B R R B R I R NN B Y AR B 29 )
Some.l'.QQ'..................Q.‘.....'0000517 (59)
A great d-eal LN 2 B B R B B% BY 20 IR BN BN B RY BN K BN BN BN I BN BE BN BE BN BE BN AN .21;'0 (2?)

. A Very great deal. ® 92 0.0 0060695 4060 4060080060800 73 (8)
NO answeP‘ 9 0.0 00 60002 6.0 060 0 0080 2ee0P e PO PNPSES

5-C, 1In fact how much influence do you feel you have in deter-
mining the policies and actions of your own parish (or
agency, if you are in special work?)

None;oo-o-ol;;ccai;luoo.'c.ooolaoo;opctﬁ;' nu (5)
Ver.y 1ittle.¢ooooﬂon~ooooc00000000000000000109 (12)
Somecltooc..n..c&.olinfo000000:0000-0.0l'|223 (26)




Agreat deal't°......."...’..‘5'.'"’..'0283 (3
A Very gweat dealooo.oooacoo-aoenonoouoooozoj (2
No answer’.,.............................oa- 12

How much influence do you feel you should have in determining
the policiesband actions of your parish or agency?

‘Noneo.ooooooc-o-00-000000000‘000.0.000.000
Very llttlecoocooooo.noooccooo.oo.oooooooc
Someoo.oooooo'ooococoo.ooooooo.o000000000013
-A great deal...........-.-.........-..-...43
A very great de@liceeescccccessocencsasessld
NO answerocooo-oooooo-o'ooooo-oovooo.o-on.

How much Drestlge does your assignment (as pastor a55001ate,
Sp901a1) have in the eyes of other priests?

None...'......‘..............‘..........'..‘ 76 (9)
VePy llttle'.QOOOOOQQOOOD'0'.00'00.0.0.000238 (27)
Somecooooocontooo-c-uocoocooo.ooeoooocaoo.Bza (37)
Agreat deal......'.‘.’...,0...'......‘...l?8 (20)
A very great deal.ceeceoesccosssssscnsseas 42 (5)
NO anS‘Ier..........'...‘.........‘.......‘ 16 (2)

How much prestige should your a531gnment have in the eyes
of other ovriests?

None'....‘....Q...'.Ol....."............. 51
Very 1lttle LR S B BN S B DY BN B BN B R K BN L BN BN O BN BN BN N BN BN BN AE BE BN BN AN J 89
Some...............'.‘.‘.".0..0...'0..Q'I OO
A great deal LR BN B N 4 C LR B BN N B N B A B B SN BN BN B BE BN BN BN B BN BN *‘55
A ver’y great d—eal S 6 O 5005 000 LB S S OO TSN ENSTS 60
NO ansv’erl S & 0 & ¢ 68 00O 20 000 S L S NSE OSSO G ey ... . 19 B

SN~
N~IONO OV |
e et N M S N

How much prestige does your assignment have in the eyes
of lay Catholics? :

Noneo.....'..."'......’.....'............ 15
Verb’ 1ittle ® 0 0 & 0 8 &0 8 8 OSSN TS0 O OE O PL S e e e e e '. 77
Some........."..0‘.'...'.'.Q..‘.‘;....'.‘306 (
A great deal-.ooootouotoooooono‘oo.oooonot332 (
A very great Gea8l.iisiieccesscrcsvocesseoealds (
NO ans‘ver' S 8 & ¢ 200 06068 0% 8 80O SO O s ee NP e B BeSN . ® 9

)
)
)
)
)
)

SO LS~
1\ COVRAD IV

How much prestige should your assigamsnt have in the eyes
of lay Catholics? :

Vone...Qﬂ.......000‘.."...0..........0.0.. 19

Very llttle 0 0 @9 0 O 0. &0 P2 SS LSO 0 2 0 5 69 6 66O 37
Some‘.l.o'..‘..I.........l‘...l'.;........351
A Peat (:! aal S 9 @ 8 B ¢ 2T 3609 8PS eSS G LR BE -2 BN J 0320
A very groal dealeseeosscassovscossssssessll]

1 o .
I\;O ang"'ei""...'.‘l"o'.........‘........o 15
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How

much chance DO you get:

A, to try out your own ideas?

B, to do the kind of things you

are bhest at?

(use im§ortant

- skills and abilities?

to feezl at the end of the
day you've accomplished some-
thing? f

to learn new things?

to do things your own way?(

much chance SHOULD you get:
to try out your own ideas?

to do the kind of things

you are best at?

- to feel at the end of a day
you've accomplished something?

to learn new things?

to do things your own way?

Little 1

A very A good Fair No
good chance chance chance chance
‘chanes ' : ‘
259 (30)| 298 (34) | 175 (20)| 105 (12)] 31 (4)
228 (26)| 314 (36) | 199 (23)| 106 (12)| 18 (2)
197 (23)| 335 (38) | 217 (25)} 102 (12) 15 (2)
191 (22) | 304 (35) | 24k (28)| 107 (12) 19 (2)
| 166 (29) | 314 (36) | 231 (26) | 120 (14)] 34 (&)
| 287 (33) | 417 (48) 156 (18) 2 Ak
357 (41) | 385 (44) | 121 (1) | 1
352 (40) | 389 (45) | 116 (13)| 3
352 (40) | 381 (4h) | 125 ()| &4
195 (22) | 111 (47) | 246 (28) | 8 (1)




.

Agree Agree Uncertain| Disagree | Disagree
strongly| some- sSome - strongly
what wnat
8. The'priesthood dffers better op- ‘ :
- portunitics to serve others than ’ g ' ; '
any other walk of life, 372 (L3){ 276 (32)| 64 (7)1 98 (11) | 59 (7)
"9, The priesthood offers the best '
‘ way of life for a Catholic man ‘
who wants to love God in the _ o R N SR
nost generous way. : 235 (27)J 220 (25)] 99 (11) | 131 (15) | 183 (21)
10. Since the priesthood is a lifelong | |  , o o ’ .
: commitment, there ie¢ almost never : ~ N _
z good rezson for leaving. 224 (26)) 127 (15)] 49 (6) {166 (19) | 304 (35)
11, In many cases a deCision to re~ ,;
: sign from the priesthood is a _ ~ - - ‘
wise and mature choice., 295 (34)1 237 (27)| 103 (12) | 94 (11) | 142 (16)
12, Celibacy should be a matter of _
personal choice for diocesan , . ‘ . .
nriests. 337 (29) 137\(16) 20 (10) 71 _(8) 1238 (27)
13. Celibacy is: Very Some~ ‘Neither | Somewhat| Very much of
' much of | what of advan- | of a a disadvan-
an ad- an ad- tage norj disad- | tage
vantage vantage disad- .vantage
, _vantage . _
A. for doing my work better. 418 (48)| 246 (28)f 141 (16)} 4o (5) | 27 (3)
3, for my personal growth and 7 oo : -}
development. 253 (29){ 155 (18){ 213 (24)t-177 (20) 73 (8)
C. for the development of my | R : v
. love of God. 284 (22)1 172 (20){ 301 (34%)f 70 (8) | 44 (5)
D, for relating more fully to : : | , ‘ B
_other peovle. , ' 283 (22)1 195 (22)1 194 (2231348 (17) | 52 (6)




- 14, Do youvthiﬁk>that priests of your.age and qualifications would

15-4,

15-B.

15-C.

15-D,

experience difficulty in finding employment, if they should

. leave the priesthood?

No:difficulty.0'.O.'OO......I....O..'."'. 83
A' 1ittle difficultyoou-o00...0-0.0.00.000.--122
Moderate d.ifficulty...'....'.O.‘...O.......’Boé
A great deal of AifficUlEYeereeeeocoensesol58
A very great deal of AifficultYeeeoeseosss 203
No answer.o..‘........6..0.........‘...0.’. 2

N D et o~
W O\n £&\0
S S N S Nt

ETEN N N

How important is it for you to feel that you can run your
life without depending upon people who are older and/or more
experienced than you?

NOt at'all........-.c-...}...;.;..........149
Slightly......q.oo.o.cooooooo000‘0066.0000120
SomGWhatocooooonoooooooon.o-ooonoooooo.coo296
Very.’..;l.......o..-....0.0.00."..0.....232
EXtPemely.,.............--.ro...o......}.. 69
~NO ahSWeP...................oé............ 8

P T Vo N
<DV B

7
N
b
7
8

St et Ny N S

How often do ybu find that you can carry out other people's
suggestions without changing them in any way?

-~

= OMINO 0N
Nt Nt et Ml s Nt

A1m08t>alwaystaolocécn-c.-coacoo-f.oo.o". 3/
Very Often.eeesveeeoeeosessssennnnanonessolllh
Oftenotuoocooo.to(cocoono.o-oooon.-o(ooo.o344
SometimesoOoc-o0-0.00toooootooooooonot0000288
Barely'cooooooo-aobcocoo'oooooocouooooonoc.49
NO anSWGP.......................-......... 10

e~ .
W o~

How much do you usually want the‘persoh who is in'chafge of a
group you are in to tell you what to do?

Very muc}l [ ] l ¢ 00 500 8090800 . % 8 00606 0% 06085800000 26
Quite 5 0 0505000090680 60000e009 036 ® ¢ &0 90000000 95 (
Some?\rhat L BRI B N I ‘. ® 0 s 00000000 R sCOOCEOCESE . .402 (
Very little @ 00 0006006000208 r0 2008000 » 00 0 0 '290 (
Not at all;...t.‘-......ﬁito .GIOIOQQOGVOOOOQlO 52

. NO ans“:er ¢ 0.0 06008 0006088060000 0000000 LI B B N J ‘ . 9

)
)

) I o~
O\ OV

)
)
)
)

How much do you think that the leaders of organizations to
which you belong have the right to expect certain things
from you to which vou should cenform?

VePy muCh.OOOQOOOOOOIOQCO‘.50000000000000' 83
QUite a bit......coo-oocooooo-oe.o.ot-000-319
Somewhat........-..............._....-.ooa401
Very 1ittle.iieiieiseseooeenenssencsncanes 53
NO% at all......ao-otttonocno-.ooyoooéooto ?

T 5
NO alls’-’:ef...........----oo-o-o..o.ooo,&o-oa—. ll
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- 15-E, How much do you 'dislike belnv toia to do somethlrg by a
superior that is contrary to your wishes?

Not at‘all....e....-...o.»......e..... 25 (3)
Ver’y little.......-..-.-....,.....‘.... 85 (10)
SomeWhatoo‘eoooootocoo.-ola.ooo'.ionoo0312 (36)
Quite & biteesuseernrnnenenanennsnnn. 302 (35)
Vel’.'y .much..........a......;.....-......lL"B (16)
NO‘anSWel".....a.....-.o..-.og;-....... 7 (1)

16-A, The extent of my superlor s confidence and trust in me

*

l How much does he have now?

(Min) 64 85 ,' 127 165 174 145 kMa#fl‘
N (7) (10)-(9) (15) (19) (20) (17) :

2, How muchyshoﬁld he have?

(Min) 0 2 3 4o 124 285 385 (Hax)
| ST sy () (33) (4b) |

B, The extent to WthQ my superior has my confidence and
trust oo :

1. How much is there now°

(Min) 90 96 115 116 146 149 139  (Max)
T (1o) (11) (13) (13) (17) (17)  (16) :

2. How much should there be?

(Min) 6 7 8 28 93 241 466 (Max)
(1) (1) (1) (3) (1) (28) (s3)

C. The extent of my superior's effort to get my 1deas and
Opinions and make constructive use of them,

1., How much is there~now?

(Min) 214 129 95 302 129 113 66 (Max)
(24) (15) (11) (12) (15) (13) (8)

2. How much should there be?

(Min) 6 4 13 55 152 289 ' 326 - (Max)
(1) - (1) (8 (17) (33) (37)




*%

157

The extent of my: superlor s knowledge and understandlnv of
my problems,

1. Howkmuch is there now?

(Min) 194 139 102 131 122 97 57 . (Max)
| (22) (16) (12) (15) (14) (1) (7)

2. How much should there be?

(Min) 7 . 7 9 91 199 278 248  (Max)
() @)y (1) o) (23) (32) (=8)

" The extent to whlch my superior gives credit and recogni-
tlon to my accompllshmonts. S -

1.’How much sheuid there beQ

(Min) 145 110 80 99 131 137 132  (Max) )
- a7y a3 (9 (11 a5 (16) (15) B
2. How much should there be? -

(Min) 12 13 11 104 192 260 243 (Max)
(1) (1) (1) (12) (22) (30) (28)

What are your feelings regarding your financial remunera-
tion as a priest?

A. Very dissatisfied—...‘.l."..'....,...'....... 37 (4)
SOmewhat diSS&tiSfied......................114 (13)
Somewnat SatisfieA.eeeeeesvsocecccconsssssadd2 (38)
Very Satlsfled.w.'.’.....‘.'.....‘..'......385 (qu’)

B. mrnmmm

is barely enough to 1iVe Oflveesessnesnnoses 36 (
is adequate for normal EXPeNnSSS5..ceeeseseses2ll (2
provides some 1uxur1°S........°............354 (4
provides some luxuries and enables me

to plan For retirement..eiessesesesesss2l6 (2
is'more than I want or need...eeeeeoesesess 53

O e

C. 1In comparison to other Chicago priests, .my income is:

less than I should FECELVE s e ausranennssansall (
faip and equitable..........‘.........'...‘.673 (
more than I should receive....ceeeeessvcess 52

~
O O
Nt N N




18, Potential problems and sources of
dissatisfaction:

Moral and ethical teachings of the .

Church.

Lack of opportunity to use my im-
portant skills and abilities.

Obligatory celibacy.

Lack of influence in decisions
affecting my life and work.

Lack of prestige of ﬁy role in
the priesthood.

. Unpleasant relationships with
other priests in our
rectory.

Difficulty of really reaching
‘people today. :

Disappointment with the lack of

involvement of the Church
in social issues.

(con't on next page)

Question 19:

Somewhat

A great - Very No Nost Important
problem | of a little problem problem
: problem | problem | at all
173 (20)| 363 (42) | 205 (23) | 127 (15) || 134 (15)
78 (9)| 239 (27) | 312 (36) | 235 (27) || 32 (4)
165 (19)] 209 (24). 217 (25) | 280 (32) -9l (10)‘ '
159 (18)] 310 (35) | 233 (27) | 162 (19) || 62 (7)
26 (3)| 157 (18) | 345 (39) | 380 (39) || 11 (1)
78 (9)| 161 (18) | 253 (29) | 374 (w3) || - 5% (6)
184 (21)| 436 (50) | 169 (19)| 81 (9) || 195 (22)
149 (17)| 331 (38) | 266 (28) | 140 (16) || 55 (6)

8qT




18. Potential problems and sources of
dissatisfaction:

My superior's failure to get my
ideas; to know my problems;
to show confidence in me.

The Church's effort to help the
poor in Chicago.

~ Inadequate salary (financial in-

security).
Obligatory retirement.
Other...

question l9:"){é

; /,'

142 (16)

A great Somewhat Very { 'No:g Most Important
problem | of a little problem problem S
problem problem | at all
137 (16) | 260 (30) | 262 (30) | 205 (23)|| 58 (7)
170 (19) [ 359 (#1) | 219 (25) | 117 (13){| 45 (5)
21 (2) {174 (20) | 274 (31) | 399 (46) 8 (1)
21 (2) | 57 (7) | 142 (16) | 650 (74) 6 (1)
26 (3) 1 29 (3) 90 (10)

!
\n
\C
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20, Of all human relationships in the life of a Chicago
diocesan priest, the one most' frequently a source of
dissatisfaction or unhapoviness is: '

relationship between priests and nuns....... 18 (2)
- relationships between pastor and
associate pastors in the same - _
LT P O Y uueenestieniennsnnntennnnessensab5l (52)
relationships between priests and _
laityoooﬂot.OOQOD.'.C‘.".O...Ql~.".l.' 52 (6)
relationships between priests and the
vordinary....q.UOIQODOQGOIOO.00.010-000000178 (20)
relationships between priests of different
ageso'ICV.Qo0.0!...Q'.;.'O....0..00000‘0’160 (3.8)

21, ' Recruiting for the Priesthood:

“hs
Today years ago

I actively encourage boys to enter
the seminary or novitiate,
since I see the priesthood as
a very rewarding vocation. 212 (24) | 495 (57)

I encourage boys but advise them
about the uncertainties sur- ,
rounding the role of the :
priest today. , 266 (30) | 160 (18)

I neither discourage nor enccurage
- boys, but allow them to make _
up their own minds, 348 (40) {180 (21)

“Abstracting from their rersonal
qualities, I tend to dis-
courage boys from entering
now and advise them to wait
until the future is more , :
certain. o 34 (4) 6 (1)




22,

23,

These possible changes:

Election of Popes by Synod

of Bishops.

Glection of bishops by
priests of the diocese,

Election of bishops by
priests; religious,
laity of the diocese.

Having a limited term of

office for bishops.

would help ‘would help | would not |would hurt | would hurt
very much somewhat ‘help but somewhat very much

would not

hurt ‘ 1

either _ ’
274 (31) {300 (34) 221 (25) | 32 (4) 37 (4)
312 (36)  [292 (33) | 100 (11) |81 (9) { 77 (9)
l251 (29) |18 (21) 114 (13) 166 (19) | 145 (17)
275 (31) |29 (34) | 118 () | 88 (10) | 87 (10)

Every family is not only a whole unit, but a number of twosomes.

For each of the

following twosomses in the family in whlch you grew up, circle the category Wthh best

describes the relationship,

Very Somewhat; | Neutral | Somewhat | Very close | Does not
Cense tense " }close and inti- apply
nd and and in- |mate
strain- |strainecd timate '
2d
A. Mother and father = |25 95 72 279 323 80
S (33 [(11) (8)  [(32) (37) (9
B, Mother ahd me 9 33 he 388 354 Ll
‘ ~ (1) (4) (5) (44) - (41) (5)
C. TFather and me 9 Ly 110 382 2044 82
(1) (5) (13) (4ls) (28) (9 |
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24, In your family, were you:
an Only Child.'...'...........‘...‘.0.. 57 (7)
the oldest of two or more children.....324 (37)

a younger child among two or more
‘ ‘childrenooooooo00siovoc.oooaco,onro>.0.oLl'75 (514‘)

25. If you had your choice again, would you enter the
priesthood? A

Definitely Nnoteseececvsosscoseocaacoses 24 (3)

PI‘Obably nOt...............--oo..-o.... 61 (7)

Uncertain.............‘........'......'110 (13)
PrObably yes‘...‘.........'........0'..241 (28)

Defini(tely :‘ye)(sl...."...""...Q‘ll.....431 (LP9)




| 163

APPENDIX IIT. Retired Priests, and Priests Ordained
1930 and earlier (over age of 65)

Of the 1307 prlests (and bishops) ‘that comprised the com-
plete malllng list for this study, 159 are 65 years of age and
older (ordained from 1901 to 1930). This group of priests was
not the main focus of the study. However, a large minorify
of these priests (50) did return the queetionnaire,“mestrof-
whom are still active in the pfiesthood. ‘Therefore, eithough
%hese fifty priests are not as representative of,their age group,
as were the other prlests of thelr respectlve age groups, it is
of 1nterest to examine hon well the hypothesized relatlonshlp
between morale and other measures carried through into the
oldest age group. |

The table on the.next;pagquives the frequencies andfper-.
centages for priestS'ordained in 1930 ehd earlier, togethefe
with the scores of the priests in the previous age groupvand_‘
also retired priests in the previous age group and aleO-retirei
priests for the purposes of compavison. |

The priests ordalned in 1930 and earlier had tke hlghest
percentage cof priests'with high morale (72%) of all the age
sroups. As predicted by our hypotheses, they also rated them-
selves highest'on perceived influence, prestige, andbsupportive_

sletionshiips of their immediate supsrior (the Ordimary). They

m

rated themselves second highest on Opportunity for. self-

expression and satisfaction with salary, As‘is also in keeping



. APPENDIX TIII.

Retired Priests and Priests over

65 years of age (ordained 1930 and earlier).

Frequenby‘countkof those answering High or Very High on selected
Figures also

-measures, with percentages given in parentheses.,

glven from priests ordained from 1931 1935 as a basellne for com-  ' v

parison,.

Morale.

Overall conditions improved

during last four or
five years,

Perceived influence on
policies and actions

of diocese and parish,

Opportunity for self-
expression,

Perceived prestige of
assignment.,

Supportive relaticuships

of superior.
Satisfaction with salary,.
Valuve of vow of celibacy.,

Desire for Optional Cell-
bacy.

Degire for Democratic
processes in Church,

Drdained

Ordained

12 (17)

Retired
1931— 1930 or
1935 earlier
(N=72) (N=50) (N=31) .
6 (61) | 36 (72) |19 (61)
20 (28) | 1 (28) | 8 (26)
9 (13). 9 (18) DNA
30 (42) _24 (u48) 8 (26)
B5 (35) 23 (L6) 6 (20.,)-
N2 (17) 12 (24) DNA
66 (92) Ll §88) 22 (71)
51 (85) ,”6 (92) |26 (84)
9 (13) 5 (10) |} 8 (26)
6 (12) 6 (20)
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with the hypotheses, they saw the most value in celibacy, were

least in support of optional celibacy, and had the least desife
for election of bishops and the Pope, - as compared to other
age groups. Finally; inspite Qf their very high morale, only
about one priest in four (28%) thought bverali c6nditions had
improvedvdurihg'ﬁhe last five years. . This scorewtied the group
ordained from 1931 to 1935 for the lowest imprOQement.score;
and was much 1owef'than the scores for youngef priests. )
In.summary, the responses of the priésts ovef 65 yeérs
of age, although not representing a majority‘of that age group,
dé give strong support to the main hypotheses bf this study
with regard to the determinants of morale,

Retired Priests.

It is less easy to analyze;the responsesbof the retired
priests because only 31 of the 123 priests who are officially
retired answered the questionnaire., This could be expected
because many have lived outside the diocese for years\aﬁd:ha§e
lost contact with the locel situation. They are still retained
on the mailing list at the Chancery for reasons of courtesy
and appreciation for their lives of service to the pébple of
Chicago. Most of our 31 retired respondents werev0ver_65 years

of age; a few were.allowed to retire earlier becéuse of health
reasons, Therefore in looking at the table on the previous
page, one must keep in mind that the scores of the retired priests

were also included in the scores of the adjoining’twd-oolumné.

‘
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Ih;spité of‘these difficulties and réservatibns;'it is
still df interest to examine the scdres for retired.prieSts.
- In general, their morale is still high, in fact, as high as
the morale of newly ordained priests, although it is some -
what lesé than for the older active priests. Héwever; théy
rate themselves considerably lower than aétive_éldér,prieSts'_
on opportunity»for:self-expression and prestige; While théy
agree pretty much with older active priests én'the value-of'
- celibacy, twice as many retired priests as older active’priests
favor optional celibacy. They are also more strongly inclinéd
-fo introduce democratic processes in-the Church, Seventy~one’

percent are satisfied with retirement benefits.
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» APPENDIX IV.  Military Chaplains

Of the 1307 names on the diocesan priest mailing list,
28 are Milit&ry Chaplains, Their life-Stylelis so different
from that of the ordinary diocesan priest,‘evén other priests
in special erk, it was decided to remove‘fhem from the .
'mainffocus of the stuay. In addition, many’oftéhem have not
lived in the diocese for some years,‘and have lost contact
with the iocal scene, A number of Military Chaplainé gavé
the above reasons for sending back their questionnéirés |
unanswered., However; thirteen chaplains, slightly less than
one;half; returned their questionnaires, While this numberk
is too smali to make any definite evaluations, it is still‘
of some interest to compare this sampling of chaplains withf
ne other priests in Special work.

The table oh the next page feveals that the morale of
Military Chaplains is not quiﬁe as high as the morale of
other specials; it is closer to that of pastors. The same
is truve for their,perception of opprotunity for Selfuexﬁression
and perceived prestige;, They were the same as gthér specials
with respect to satisfaction with salary (82%:high), and
with regard to their feeling that things had improﬁed\over

the last five years (61%:high).
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 APPENDIX IV, Military Chaplains as Compared Specials
‘ in Non-Military Assignments..

Frequency count of those anoverlnv Hlvh or Very High on sel-
ched measures, w1th percentd ges given in parV“tneses.

Military Other
Chaplains Specials
N o= 13 N =156
Morale S 8 (61) 101 (65)
Overall conditions imnroved
during last four or - ‘
five years, ' 8 (61) 95 (61)
Opportunity for self- . , » L
expression, L 7 (54) 109 (70)
Perceived prestige of ‘ Lo
assignment. L 5 (38) 67 (43)
Supportive relationships of ' A
superior, S 1A (31) 31 (20)
Satisfaction with Salary, 11 (82) 127 (81)
Value of vow of Celibacy. 6 (L6) - 89 (57)
Desire for Optlonal Celi~ ' | . :
bacy. e 9 (70) 92 (59)
Desire for Democratic Pro- o
cesses in Church, 9 (70) 107 (69)
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