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PREFACE 

The purpose of t h i s monograph i s to provide researchers w i t h 

a systematic review and e v a l u a t i o n of the major e m p i r i c a l measures 

r e l e v a n t to the study of v a r i a b l e s r e l a t e d to a person's occupation. 

P a r t i c u l a r a t t e n t i o n i s focused on measurement scales, that i s , 

s e r i e s of a t t i t u d e items t h a t attempt to measure the same a t t i t u d e 

content. 

A p r e l i m i n a r y form of t h i s monograph was p r i n t e d i n May, 1967. 

The few copies that were made a v a i l a b l e were f o r review purposes only. 

The present volume d i f f e r s i n only minor ways from t h i s p r e l i m i n a r y 

volume. This i s due not to the f a c t t h a t our reviewers made so few 

suggestions f o r r e v i s i o n but t h a t they made so many. I t was apparent 

t h a t to upgrade t h i s volume to s u i t a b l e p r o f e s s i o n a l standards would 

r e q u i r e more resources than we had a v a i l a b l e . I t i s our fervent 

hope t h a t the l i m i t e d value of t h i s volume w i l l i n s p i r e someone i n 

the f i e l d to produce a more s a t i s f a c t o r y volume of t h i s type i n the 

f u t u r e . 

We are p a r t i c u l a r l y g r a t e f u l f o r the suggestions made by 

Professor Stanley Seashore. U n f o r t u n a t e l y , we were unable to carry 

out a l l of them, e s p e c i a l l y those dealing w i t h major r e v i s i o n and 

updating of c e r t a i n chapters. 

We are also indebted to Lois Huang and V i r g i n i a Nye f o r t h e i r 

p a t i e n t t y p i n g of t h i s manuscript. 

John P. Robinson 
Robert Athanasiou 

February 1969 Kendra B. Head 



WHAT IS CONTAINED IN THIS VOLUME 

A b r i e f summary of the 18 chapters of t h i s handbook may prove h e l p f u l to 

the reader. The i n t r o d u c t o r y chapter touches on the background o f t h i s p r o j e c t 

and lays out i n b r i e f , the major c r i t e r i a to be used i n evaluating the 

77 scales reviewed i n t h i s volume. These e v a l u a t i v e c r i t e r i a f a l l i n t o three 

groups: 

1) Item c o n s t r u c t i o n c r i t e r i a (sampling of relevant content, s i m p l i c i t y 
of item wording, and performing item analyses on the 
data. 

2) Response set c r i t e r i a ( c o n t r o l l i n g spurious e f f e c t s of acquiescence 
and s o c i a l d e s i r a b i l i t y on responses to items). 

3) Psychometric c r i t e r i a ( r e p r e s e n t a t i v e sampling, presentation of proper 
normative data on the instrument, t e s t - r e t e s t r e l i a b i l i t y , item 
homogeneity, d i s c r i m i n a t i o n of known groups, c r o s s - v a l i d a t i o n and 
other s t a t i s t i c a l procedures). 

Of course, the meeting of these c r i t e r i a does not alone determine the vaLue 

of a scale. For example, one can construct a scale w i t h high item homogeneity 

merely by i n c l u d i n g items which express the same idea i n a number of d i f f e r e n t 

ways; again, one can ensure s i g n i f i c a n t d i s c r i m i n a t i o n o f known groups merely by 

sampling groups which are so divergent t h a t they are u n l i k e l y to agree on 

anything. For t h i s reason, we recommend t h a t the choice of a scale from t h i s 

volume be placed as much as possible w i t h i n a d e c i s i o n - t h e o r e t i c framework. 

The subsequent three c h a p t e r s — c h a p t e r s 2,3, and 4--deal w i t h reviews of 

t h r e e important facets of research on job s a t i s f a c t i o n : h i s t o r i c a l perspective, 

c r o s s - s e c t i o n a l s t u d i e s , and p r e d i c t a b i l i t y . An h i s t o r i c a l perspective of 

research on job a t t i t u d e s i s c r u c i a l i n understanding how the instruments 
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reviewed i n chis volume came to e x i s t and why they have the p a r t i c u l a r advantages 

and drawbacks t h a t they do. Paul Kimmel of the O f f i c e of Manpower and T r a i n i n g 

of the Department of Labor traces the s o c i a l and economic con d i t i o n s which 

have influenced the d i r e c t i o n s which s o c i a l s c i e n t i s t s have taken i n t h e i r 

p u r s u i t of e x p l a i n i n g work behavior. Kimmel concludes that the s c i e n t i f i c study 

of work as i t i s experienced and evaluated by the worker i s i n i t s infancy. 

Research on job a t t i t u d e s i n America since the t u r n of the century has been 

dominated by perspectives other than those of the worker. I n d u s t r i a l and 

counseling psychologists have looked at work from management's perspective, 

focusing on the development of t e s t s , techniques, procedures, and conditions 

tha t w i l l promote produc t i v i t y and cut cos t s . Occupa ti o n a 1 soc i o l o g i s ts and 

c r i t i c s of the management approach have looked at work from the humanitarian 

perspective, focusing on those procedures and c o n d i t i o n s which impede the s e l f -

expression, development, and s e l f - a c t u a l i z a t i o n of the worker. A v a i l a b l e 

research on the worker's view of work i n d i c a t e s t h a t these two perspectives 

are o v e r - s i m p l i f i e d g e n e r a l i z a t i o n s . Dimensions o f work t h a t have been 

shown to be r e l e v a n t to the worker vary w i t h a number of work place, j o b , and 

worker c h a r a c t e r i s t i c s , and t h e i r i n t e r a c t i o n s . Further study focusing d i r e c t l y 

on the worker's concerns about the conceptions of h i s work is needed to 

c l a r i f y these dimensions and to e s t a b l i s h t h e i r r e l a t i o n s h i p to the worker's 

a t t i t u d e s under a wide v a r i e t y of o r g a n i z a t i o n a l , i n t e r p e r s o n a l , and i n d i v i d u a l 

c o n d i t i o n s . Such a "research approach" should serve to b r i n g studies of work 

out of the realm of s o c i a l engineering and moral philosophy i n t o the era of 

science. 

C e r t a i n l y , there has been far from s a t i s f a c t o r y i n t e r p l a y between the 

r e s u l t s of r e p r e s e n t a t i v e n a t i o n a l surveys and the r e s t of the l i t e r a t u r e on 



i i i 

job a t t i t u d e s . Most job a t t i t u d e research i s based on studies of s i n g l e 
o r g a n i z a t i o n s or departments, and usually on managerial or other w h i t e - c o l l a r 
profess ions . Even more ques tio n a b l e i s research based on college s tudents who 
are extremely l i k e l y to be headed i n t o h i g h e r - s t a t u s occupations and 
who, i n a d d i t i o n , u s u a l l y have no work experience anyway. The review by John 
Robinson (Chapter 3) makes e x p l i c i t the very r e a l gaps i n the work a t t i t u d e s 
of v a r i o u s occupational groups. Of p a r t i c u l a r i n t e r e s t to those i n t e r e s t e d 
i n d e v i s i n g scales which w i l l adequately cover the f a c t o r s t h a t can a f f e c t 
job s a t i s f a c t i o n are the responses given to open-ended questions on the 
t h i n g s people f i n d p leasing or displeasing about t h e i r job. Because of the 
complexity of the t o p i c and the d i v e r s i t y o f research f i n d i n g s , Robinson i s 
able to discover few g e n e r a l i z a t i o n s i n a l i t e r a t u r e which has not p r e v i o u s l y 
been p u l l e d together. Nevertheless, those g e n e r a l i z a t i o n s t h a t do appear, 
appear c o n s i s t e n t l y , so t h a t much l i t e r a t u r e i n t h i s area of job s a t i s f a c t i o n 
w a s t e f u l l y covers ground already c l e a r l y charted from cross-section samples. 
There do e x i s t dramatic d i f f e r e n c e s between occupational groups i n the degree 
and types of s a t i s f a c t i o n they derive from t h e i r work. The researcher dealing 
w i t h a p a r t i c u l a r segment of the occupational domain would be w e l l advised 
to see how his segment d i f f e r s from other workers i n work expectations. 

The f o l l o w i n g chapter, by Robert Athanasiou, summarizes the l i t e r a t u r e 

d e a l i n g w i t h job a t t i t u d e s and occupational performance. The c o n f l i c t i n g and 

disappoinging r e s u l t s of studies on the r e l a t i o n between a t t i t u d e and per

formance are given s p e c i a l c o n s i d e r a t i o n , as are the w r i t i n g s of Vroom, 

B r a y f i e l d and Crockett, and Herzberg, et a l . on t h i s t o p i c . Athanasiou gives 

a b r i e f review of some representative l i t e r a t u r e concerning the e f f e c t s of 

wages, supervisory s t y l e s , group cohesion, job content and o r g a n i z a t i o n a l 
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s t r u c t u r e v a r i a b l e s on job s a t i s f a c t i o n , and then turns h i s a t t e n t i o n to the 

equally important topic of the e f f e c t s of job s a t i s f a c t i o n on worker turnover 

and absenteeism. I t appears t h a t from these two behavioral manifestations of 

dis c o n t e n t one can p r e d i c t job s a t i s f a c t i o n b e t t e r than one can p r e d i c t work 

performance. Athanasiou's ideas imply t h a t one may ensure higher l e v e l s o l 

job s a t i s f a c t i o n through matching the i n t e r e s t s and needs of the person w i t h those 

of the j o b . 

From t h i s a r t i c l e , we proceed to the d e t a i l e d chapters d e a l i n g w i t h the 

scales themselves. I n Chapter 5, we f i r s t consider the general job s a t i s f a c t i o n 

i n v e n t o r i e s , of which 14 are reviewed. Some of these are competent research 

ins truments and are worthy of recommenda t i o n f o r f u t u r e use. Under a separa te 

heading i n the f o l l o w i n g chapter are some recommended scales devised f o r 

p a r t i c u l a r h i g h - l e v e l groups--managers, s c i e n t i s t s — t h a t deserve c o n s i d e r a t i o n 

i f one i s dealing s t r i c t l y w i t h such samples. Then i n Chapter 7 are scales 

d e a l i n g w i t h l i m i t e d areas of the j o b — s a t i s f a c t i o n w i t h supervisors, working 

c o n d i t i o n s , e t c . - - t h a t could have c e r t a i n m e r i t f o r p a r t i c u l a r measurement 

s i t u a t i o n s . I n Chapter 8 Peay and Wernander have reviewed i n summary fashion 

a large number of f a c t o r a n a l y t i c studies extant i n the l i t e r a t u r e to perhaps 

cover any f a c t o r s of important missed i n the preceding chapters. 

There are a number of concepts which c o n t a i n the same f l a v o r as s a t i s f a c 

t i o n but deal w i t h i t from a unique t h e o r e t i c a l or substantive viewpoint. I n 

t h i s category are instruments r e f l e c t i n g the meaning of work, a l i e n a t i o n from 

work, worker m o t i v a t i o n and r o l e c o n f l i c t s or work tension, and these are 
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covered i n Chapter 9. Occupational values (inner-other d i r e c t e d , achievement, 
s t a t u s ) also f a l l under t h i s r u b r i c but there are so many of them they are 
covered separately i n Chapter 10; also included here are analogues to the 
"local-cosmopolitan" scale used i n p o l i t i c a l behavior studies. 

A major movement has been underway f o r many years i n the s o c i a l 

sciences to show the c r u c i a l way i n which leadership s t y l e s ( a u t h o r i t a r i a n , 

democratic, etc.) a f f e c t job performance and s a t i s f a c t i o n . There are c u r r e n t l y 

a few instruments a v a i l a b l e which may help the researcher measure leader

ship q u a l i t i e s , e s p e c i a l l y from a human r e l a t i o n s p o i n t of viewj and these are 

reviewed i n Chapter 11. I n addition,we review some measures which are organi

z a t i o n a l i n focus: closeness of supervision, d e c e n t r a l i z a t i o n of decision

making, degree of c o n t r o l . 

One o r g a n i z a t i o n a l measure--job performance--was not covered because of 

the complexity of the t o p i c although t h i s i s one of the f r u i t f u l and necessary 

f i e l d s of occupational measurement. There i s o p p o r t u n i t y i n t h i s area for true 

Guttman scale measurement where attendance at work c o n s t i t u t e s the lowest step 

i n the scale progressing through meeting the minimum r o l e requirements of one's 

job up through ego-involvement i n one's job and attempts at i n n o v a t i o n . None

the l e s s , other measurement r a t i n g methods are more prevalent (see f o r example 

i n Whisler and Harper's Performance A p p r a i s a l : Research and Practice, Harper 

and Row, 1962). A competent review o f the i n t r i c a c i e s of measuring job 

performance i s given i n Vroom's Work and M o t i v a t i o n (Wiley, 1964). 

I n Chapter 12 we consider a number of assorted job a t t i t u d e areas. The 

most prevalent instruments here are the measures of union-management percep

t i o n s , i n c l u d i n g the clever (but seldom used) error-choice scales. Also 

reviewed are scales devised to measure a t t i t u d e s toward working f o r the 

government, as w e l l as scales assessing one's o r i e n t a t i o n to h i s profession, 



career or i n s t i t u t i o n . Then there are the miscellaneous a t t i t u d e scales: 

a t t i t u d e s toward automation, a t t i t u d e s toward employing older people, work 

a t t i t u d e s of the mentally i l l . 

As Athanasiou has pointed out at the end of h i s chapter, occupational 

i n t e r e s t i n v e n t o r i e s may be us e f u l i n the determination of job s a t i s f a c t i o n . 

They are-, of course, most o f t e n used as job s e l e c t i o n devices and are reviewed 

from t h i s angle i n Chapter 13. One p a r t i c u l a r s e l e c t i o n technique we f i n d 

most i n t r i g u i n g - - t h e Selective Word Memory Test. This t e s t i s based on the 

assumption t h a t people who are l i k e l y t o be successful i n a f i e l d become attuned 

to p a r t i c u l a r kinds of words; i t r e q u i r e s t h a t examinees be able to r e c a l l 

which words were used i n sentences which they had read a few minutes before. 

Another recent v o c a t i o n a l measure of some promise i s the Job Analysis and 

I n t e r e s t Measure which attempts to match the person w i t h the job to which he 

i s best s u i t e d . 

The importance of the background f a c t s of occupational status i s stressed 

throughout t h i s volume and scales to measure t h i s c h a r a c t e r i s t i c are reviewed 

i n Chapter 14. Some scales are seen to be r e s t r i c t e d t o j u s t a few occupations, 

some c o n t a i n very l i t t l e occupational d i f f e r e n t i a t i o n w hile others r e q u i r e too 

much d i f f e r e n t i a t i o n to be p r a c t i c a b l e . The most o f t e n used scale, devised by 

Duncan, i s more than adequate f o r aggregative purposes but has c e r t a i n s h ort

comings f o r i n d i v i d u a l l e v e l or small sample analyses. I t i s recommended t h a t 

status measures incorporate the i n d i v i d u a l ' s education and income, as w e l l as 

h i s occupation, i n assigning status scores f o r such analyses. 

For many people, however, income, occupation and educational background 

are out of balance. These people are said to be i n a st a t e of " s t a t u s -

incongruence" or "status-ambiguity," a leading p r e d i c t o r of " r e l a t i v e d e p r i v a t i o n ' 

and general d i s s a t i s f a c t i o n f o r those who make less money or have a lower status 
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p o s i t i o n than t h e i r education would indicate/ but which may lead to mild euphoria 

f o r those who are doing b e t t e r than t h e i r educational background would i n d i c a t e . 

These f i n d i n g s on status-incongruence, indices to measure i t and t h e i r advan

tages and shortcomings, are discussed by Stanislav Kasl i n Chapter 15. 

Occupational s t a t u s , however, does not exhaust the supply of inherent 

sources of variance w i t h i n the occupational spectrum. I n a d d i t i o n to the 

" v e r t i c a l " dimension of s t a t u s , some s o c i o l o g i s t s have located i n t e r e s t i n g 

sources of variance on the " h o r i z o n t a l " dimension of s i t u s . I n Chapter 16, we 

consider f i v e occupational s i t u s category systems; f o r the most part these are 

based on the type of i n d u s t r y i n which the person works or on whether the worker 

deals w i t h people, data or th i n g s . 

The occupational background of a person i s to a c e r t a i n extent dependent 

on the occupation of h i s f a t h e r . The area of study of the extent of t h i s f a t h e r -

son r e l a t i o n s h i p (and other r e l a t i o n s i n the person's occupational h i s t o r y ) is 

c a l l e d occupational m o b i l i t y . A method of measuring t h i s c h a r a c t e r i s t i c and a 

few major f i n d i n g s i n t h i s f i e l d are discussed i n Chapter 17. 

In the f i n a l chapter, Chapter 18, we attempt to summarize the evidence of 

the previous four chapters and c e r t a i n p o r t i o n s of Robinson's e a r l i e r chapter 

under the general heading of occupational s i m i l a r i t y . We f e e l the study of 

occupational s i m i l a r i t y i s v i t a l to research i n t o occupational a t t i t u d e s and 

behavior because people i n various occupations have been found to vary widely 

i n the expectation, i n t e r e s t s and o r i e n t a t i o n s they b r i n g to t h e i r work. As 

y e t , however, no attempt has been made to construct an e a s i l y comprehensible 

oc c u p a t i o n a l code which incorporates the major sources of such variance w i t h i n 

i t . To t h i s end, we examine three bodies of data through which i t i s possible 

t o compare the s i m i l a r i t y of members of a number of occupational categories 

across a wide range of v a r i a b l e s . F i r s t considered are s o c i o l o g i c a l data on 



the occupational s i m i l a r i t y of f r i e n d s , neighbors and f a m i l y members. These 

data a l l p o i n t to occupational status as the major basis of occupational s i m i 

l a r i t y , as do f u r t h e r data on the a t t i t u d e s and behaviors toward work and 

l e i s u r e of various occupational groups. The second broad body of data examined 

i s normative i n f o r m a t i o n on various v o c a t i o n a l i n t e r e s t i n v e n t o r i e s used i n 

psychological research. These data point to the type of work d e a l t w i t h 

( s p e c i f i c a l l y , whether the worker deals w i t h data, people or things) as the 

c r u c i a l source of occupational s i m i l a r i t y ; however, these i n t e r e s t t e s t s seldom 

scan the e n t i r e occupational spectrum so t h a t the e f f e c t s of status may be 

suppressed. The data-people-things d i s t i n c t i o n forms a primary basis of work 

done on the D i c t i o n a r y of Occupational T i t l e s (DOT), probably the l a r g e s t con

certed e f f o r t i n t o assessing occupational s i m i l a r i t y . Analysis of DOT data 

forms the t h i r d and f i n a l body of data examined. The DOT data suggest f a r 

greater d i f f e r e n t i a t i o n w i t h i n the higher l e v e l w h i t e - c o l l a r occupations than 

i n the lower w h i t e - c o l l a r or b l u e - c o l l a r jobs. 

To conclude the volume we present a t e n t a t i v e t w o - d i g i t occupational code 

based on the above considerations. The code i s constructed so as to r e f l e c t 

d i f f e r e n c e s between working w i t h people vs. working w i t h data or things w i t h i n 

the p r o f e s s i o n a l domain and other s i t u s d i f f e r e n c e s ( i n the lack of any other 

coherent basis) w i t h i n the b l u e - c o l l a r domain. I t i s hoped t h a t t h i s code w i l l 

be u s e f u l f o r f u t u r e occupational research i n which major l i k e l y background 

sources or d i f f e r e n c e s between occupations are sought or i n which the researcher 

wishes to know w i t h what segment of the occupational spectrum he i s d e a l i n g . 

Despite the wide v a r i e t y of e m p i r i c a l instruments reviewed i n t h i s volume, 

there are undoubtedly many others t h a t some might have wished us to cover. 

There are two broad areas which come to mind i n t h i s respect but which we f e e l 

are already covered i n other research e f f o r t s . Measures of o r g a n i z a t i o n a l - l e v e l 
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v a r i a b l e s , f o r one, are c u r r e n t l y being compiled and reviewed by Bernard I n d i k 

at Rutgers U n i v e r s i t y , The reader i n t e r e s t e d i n the use of p r o j e c t i v e techniques 

i n a work context w i l l f i n d a number of research approaches covered and evaluated 

i n K i n s l i n g e r ' s recent a r t i c l e (Psychological B u l l e t i n , 1966, 134-149). 



TABLE OF CONTENTS 

Page 

WHAT IS CONTAINED IN THIS VOLUME i 

CHAPTER 

1. INTRODUCTION 1 

2. RESEARCH ON WORK AND WORKER IN THE UNITED STATES (Kimmel) 17 

3. OCCUPATIONAL NORMS AND DIFFERENCES IN JOB SATISFACTION: A SUMMARY 
OF SURVEY RESEARCH EVIDENCE (Robinson) 25 
Blauner's Review 27 
Gurin, Veroff and Feld Mental Health Study 29 
K i l p a t r i c k , Cummings and Jennings Study 34 
Wilensky's Labor-Leisure Study of D e t r o i t 43 
Converse and Robinson Meaning-of-Time Study 47 
Some Further Data on Related Issues 58 
Summary and Conelusions 65 

4. JOB ATTITUDES AND OCCUPATIONAL PERFORMANCE: A REVIEW OF SOME 
IMPORTANT LITERATURE (Athanasiou) 79 
Relation between A t t i t u d e s and Performance 79 
Previous L i t e r a t u r e Reviews 81 
Ef f e c t s of Sp e c i f i c Factors on S a t i s f a c t i o n 

as a Dependent Variable 86 
Organizati o n a l S t r u c t u r e Variables 88 
S a t i s f a c t i o n as an Independent Variable 91 
The Use of Occupational I n t e r e s t I n v e n t o r i e s 93 
Conclusions 95 

5. GENERAL JOB SATISFACTION SCALES 99 
1. Job Desc r i p t i o n Index (Smith, et a l . 1963) 105 
2. Index of Job S a t i s f a c t i o n (Kornhauser 1965) 108 
3. Factors f o r Job S a t i s f a c t i o n and Job D i s s a t i s f a c t i o n 

(Dunnette, et a l . 1966) 112 
4. SRA (Employee) A t t i t u d e Survey (1951 and 1966) 116 
5. IRC Employee A t t i t u d e Scales (Carlson, et a l . 1962) 117 
6. Index of Employee S a t i s f a c t i o n (Morse 1953) 120 
7. Job S a t i s f a c t i o n Scale (Johnson 1955) 122 
8. Job Dimensions Blank (Schletzer 1965) 126 
9. Job S a t i s f a c t i o n Index ( B r a y f i e l d and Rothe 1951) 129 



Page 

5. GENERAL JOB SATISFACTION SCALES (continued) 
10. Job S a t i s f a c t i o n (Hoppock 1935) 132 
11. Tear B a l l o t (Kerr 1948) 136 
12. Employee Morale Scale (Woods 1944) 138 
13. Work S a t i s f a c t i o n and Personal Happiness 

( N o l l and Bradburn 1968) 142 

6. JOB SATISFACTION FOR PARTICULAR OCCUPATIONS 145 
1. Need F u l f i l l m e n t Questionnaire f o r Management (Porter 1962) . . 148 
2. Managerial Job A t t i t u d e s (Harrison 1960) 152 
3. Job A t t i t u d e s and Job S a t i s f a c t i o n of S c i e n t i s t s 

(Hinrichs 1962) 154 
4. A t t i t u d e s of S c i e n t i s t s i n Organizations 

(Pelz and Andrews 1966) 160 
5. Job S a t i s f a c t i o n Inventory (Twery, e_t al_. 1958) 162 

7. SATISFACTION WITH SPECIFIC JOB FEATURES 165 
1. Supervisory Behavior D e s c r i p t i o n (Fleishman 1957) 167 
2. A t t i t u d e toward the Supervisor (Nagle 1953) 169 
3. S a t i s f a c t i o n w i t h Supervisor (Draper 1955) 171 
4. A t t i t u d e s toward the Supervisor (Schmid, e_t_ al_. 1957) 173 
5. Employee Opinion Survey (Bolda 1958) 175 
6. Need S a t i s f a c t i o n i n Work (Schaffer 1953) 179 
7. About Your Company (King 1960) 181 
8. Group Morale Scale (Goldman 1958) 184 

8. FACTORS FROM SOME MULTIDIMENSIONAL ANALYSES OF JOB 
SATISFACTION (Peay and Wernander) 187 

9. CONCEPTS RELATED TO JOB SATISFACTION 197 
1. Indices of A l i e n a t i o n ( A i t k i n and Hage 1966) 200 
2. A l i e n a t i o n from Work ( P e a r l i n 1962) 204 
3. Job-Related Tension (Kahn, et^ a l . 1964) 206 
4. Job M o t i v a t i o n Index (Patchen 1965) 209 
5. I d e n t i f i c a t i o n w i t h the Work Organization (Patchen 1965). . . . 212 
6. D e f i n i n g Dimensions of Occupation ( P e a r l i n and Kohn 1966) . . . 217 
7. Meaning of Work Scales (Guion 1965) 219 
8. Meaning of Work (Tausky 1968) 221 

10. OCCUPATIONAL VALUES 22 3 
1. Occupational Values Scales ( K i l p a t r i c k , e_t al_. 1964) 229 
2. Occupational Values (Rosenberg 1957) 233 
3. Faith-in-People Scale (Rosenberg 1957) 236 
4. Scale of Inner- and Other-Directedness (Bowers 1966) 238 
5. Inner-Other Social Preference Scale (Kassarjian 1962) 240 
6. Career-Oriented Occupational Values (Marvick 1954) 244 
7. Career O r i e n t a t i o n i n the Federal Service (Slesinger 1961). . . 247 

11. LEADERSHIP STYLES 249 
1. Leadership Opinion Questionnaire ( S t o g d i l l and Coons 1957). . . 254 
2. The SRA Supervisory Index (Schwartz 1956) 258 



Page 

L l . LEADERSHIP STYLES (continued) 

3. Leadership Practices Inventory (Nelson 1955) 261 
4. How Supervise? ( F i l e and Remmers 1948) 263 
5. A Proverbs Test f o r Supervisor S e l e c t i o n (Reveal 1960) . . . 267 
6. A Managerial Key f o r the CPI (Goodstein and Schrader 1963) . 272 
7. Managerial Scale f o r Enterprise Improvement 274 
8. Organizational Control Graph (Tannenbaum 1966) 275 
9. P r o f i l e of Organizational C h a r a c t e r i s t i c s ( L i k e r t 1967) . . . 276 

12. OTHER WORK-RELEVANT ATTITUDES 281 
1. Union and Management A t t i t u d e s toward Each Other 

(Stagner, e t a l . 1958) 284 
2. IRC Union A t t i t u d e Scale (Uphoff and Dunnette 1956) 287 
3. Index of Pro-Labor O r i e n t a t i o n (Kornhauser 1965) 289 
4. Pro-Labor A t t i t u d e Error-Choice Tests (Hammond 1948) . . . . 293 
5. A t t i t u d e s toward Labor and Management (Weschler 1950) . . . . 295 
6. A t t i t u d e s toward Working f o r the Government (Aalto 1956) . . 298 
7. A t t i t u d e s toward Working f o r the Government 

( K i l p a t r i c k , e t a l . 1964) 302 
8. A t t i t u d e toward Automation (Rosenberg 1962) 304 
9. A t t i t u d e toward Employment of Older Persons 

(Kirchner 1954) 307 
10. ODinions about Work of the Mentally 111 

(Streuning and Etron 1965) 3 1 0 

13. VOCATIONAL INTEREST MEASURES 313 
1. Selective Word Memory Test (Edel and T i f l i n 1965) 321 
2. Job Analysis and I n t e r e s t Measure (Walther 1961) 324 
3. Sales A t t i t u d e Check L i s t (Taylor 1960) 328 
4. Work A t t i t u d e Key f o r the MMPI (Tydlaska and Mengel 1953) . . 331 

14. OCCUPATIONAL STATUS MEASURES 335 
1. Socio-Economic Status Scale (Duncan 1961) 342 
2. Socio-Economic Status Scores (Bureau of Census 1963) . . . . 357 
3. Occupational Ratings (North and Hatt 1947, 1965) 359 
4. Index of Status C h a r a c t e r i s t i c s (Warner, et a l . 1949) . . . . 362 
5. Index of Soc i a l P o s i t i o n (Hollingshead and Redlich 1958) . . .367 
6. Index of Class P o s i t i o n ( E l l i s , e t a l . 1963) 369 
7. Class I d e n t i f i c a t i o n (Centers and others 1949-1966) 371 
8. Facets f o r Job Evaluation (Guttman 1965) 375 

15. STATUS INCONSISTENCY: SOME CONCEPTUAL AND METHODOLOGICAL 
CONSIDERATIONS (Kasl) . . . 377 
Types of Status Inconsistency 377 
Th e o r e t i c a l Considerations 378 
Some Em p i r i c a l Findings 379 
Methodological Considerations 380 
Methods of S t a t i s t i c a l Analysis 383 
Conclusions 385 
Some Measures of Status Inconsistency 391 



r 

Page 

16. OCCUPATIONAL SITUS 397 
1. Situs Categories (Morris and Murphy 1959) 399 
2. Occupational Groups (Roe 1956) 400 
3. Occupational C l a s s i f i c a t i o n (Super 1957) 401 
4. Census Bureau In d u s t r y Groupings (1960) 403 
5. Data, People, Things ( D i c t i o n a r y of Occupational T i t l e s 

1965) 404 

17. SOCIAL MOBILITY 407 
Steps f o r Measuring Occupational M o b i l i t y 

(Tumin and Feldman) 410 

18. OCCUPATIONAL SIMILARITY 413 
1. S o c i o l o g i c a l Evidence of Occupational S i m i l a r i t y 418 
2. Mappings of Occupational S i m i l a r i t y Underlying the Strong 

Kuder, and Minnesota Vocational I n t e r e s t Measures 422 
3. Some S i m i l a r i t y Assessments I m p l i c i t i n the D i c t i o n a r y of 

Occupational T i t l e s ". 433 
4. A Tentative Revised Occupation Code f o r Survey Research . . 436 



1. INTRODUCTION 

The i n s t i g a t i o n f o r t h i s handbook goes back to the pioneer e f f o r t s of 

Professor Robert Lane, a p o l i t i c a l s c i e n t i s t a t Yale U n i v e r s i t y . Professor 

Lane, as many s o c i a l s c i e n t i s t s s t i l l are today, was appalled at the p r o l i f e r a 

t i o n o f e m p i r i c a l instruments i n f i e l d s r e l a t e d to h i s area of i n t e r e s t . I n 

the summer of 1958, he attempted to p u l l together those scales t h a t would be 

of value to researchers i n the f i e l d of p o l i t i c a l behavior whose i n t e r e s t s 

ranged from a u t h o r i t a r i a n i s m to opinion leadership to i n t e r n a t i o n a l i s m . While 

Professor Lane was able i n i t i a l l y to i n t e r e s t the National I n s t i t u t e s of Health 

to continue t h i s research, previous commitments on h i s time forced him to t u r n 

to other matters. Subsequently, the a v a i l a b i l i t y of personnel at the Survey 

Research Center ensured that t h i s valuable work would be continued under the 

general supervision of Professor P h i l i p Converse. 

There e x i s t of course many cogent reasons f o r such an undertaking. 

E m p i r i c a l instruments are l i k e l y to appear i n any one of 15 s o c i a l science 

j o u r n a l s (and may appear i n 20 o t h e r s ) , under s u r p r i s i n g book t i t l e s , i n 

seldom c i r c u l a t e d d i s s e r t a t i o n s , from commercial publishers, as w e l l as i n 

the long undisturbed p i l e s of manuscripts i n the o f f i c e s o f s o c i a l s c i e n t i s t s . 

S u rely t h i s i s an i n e f f i c i e n t grapevine of i n f o r m a t i o n f o r the i n t e r e s t e d 

researcher. One must stay i n the same area of i n t e r e s t (and few s o c i a l 

s c i e n t i s t s can) to become aware of the e m p i r i c a l l i t e r a t u r e and instruments 

a v a i l a b l e . Often, the i n t e r d i s c i p l i n a r y i n v e s t i g a t o r i s i n t e r e s t e d i n the 

r e l a t i o n of some v a r i a b l e of which he has heard casually to h i s f a v o r i t e area 

o f i n t e r e s t . His job of combing the l i t e r a t u r e to pick a proper instrument 

consumes needlessly long hours that o f t e n j u s t lead to a f r u s t r a t i n g decision 



t o forego measuring t h i s or t h a t c h a r a c t e r i s t i c . Worse s t i l l (perhaps having 

already learned the f r u s t r a t i o n s o f the above game i n a previous research 

v e n t u r e ) , he may r e s o r t to r a p i d l y d e v i s i n g h i s own measure and adding to the 

already burdensome number of inadequately conceived instruments. I n our search 

through the l i t e r a t u r e we found an a p p a l l i n g amount of r e p l i c a t i o n of previous 

d i s c o v e r i e s as w e l l as unawareness of r e l a t e d (and u s u a l l y b e t t e r ) research 

done i n the same area. 

Our searching procedure took us back through the e a r l i e s t issues of 

Psychological Abstracts (even before 1920), as w e l l as the p r i n t e d h i s t o r y 

o f the most l i k e l y p e r i o d i c a l sources of psychological instruments (Journal of 

Abnormal and Social Psychology, Journal of Applied Psychology, among about ten 

others) and s o c i o l o g i c a l or p o l i t i c a l measures (Sociometry, American S o c i o l o g i c a l 

Review, American P o l i t i c a l Science Review). Doctoral d i s s e r t a t i o n s were combed 

by examining back issues of D i s s e r t a t i o n Abstracts and we are g r a t e f u l to 

U n i v e r s i t y M i c r o f i l m s of Ann Arbor f o r p r o v i d i n g us w i t h p e r t i n e n t d i s s e r t a 

t i o n s ; s t i l l , not a l l u n i v e r s i t i e s ( n o t a b l y Harvard) belong to t h i s s e r v i c e . 

I t i s also r e l a t i v e l y recent. Contact w i t h the large v a r i e t y of e m p i r i c a l 

research being done at the U n i v e r s i t y of Michigan opened our eyes and widened 

our search, as d i d conversations w i t h expert researchers we were able to con

t a c t at the annual meetings of the American S o c i o l o g i c a l A s s o c i a t i o n and the 

American Psychological A s s o c i a t i o n f o r both 1965 and 1966. These meetings 

also served to b r i n g a number of other e m p i r i c a l instruments to our a t t e n t i o n . 

However, we f e e l there i s more to our mission than the mere l i s t i n g of 

the wide v a r i e t y of p o t e n t i a l instruments a v a i l a b l e . This would be evident 

from a perusal of our predecessors i n t h i s f i e l d ( M i l l e r , 1965, Shaw and 

Wright, 1967, M i l e s and Lake, 1967), who have taken pains to include u s e f u l 

s t a t i s t i c a l data i n t h e i r scale p r e s e n t a t i o n s . However, the casual reader 
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or p a r t - t i m e researcher may f i n d i t d i f f i c u l t to i n t e r p r e t comparable data 
when d i f f e r e n t authors use d i f f e r e n t s t a t i s t i c a l procedures. Thus few 
researchers are aware t h a t a Guttman R e p r o d u c i b i l i t y C o e f f i c i e n t of .91 may 
be e q u i v a l e n t to an i n t e r - i t e m c o r r e l a t i o n c o e f f i c i e n t of .30, or that a 
t e s t - r e t e s t r e l i a b i l i t y c o r r e l a t i o n of .50 may say more about an instrument 
than a s p l i t - h a l f r e l i a b i l i t y of .80. Nor are authors o f t e n disposed to 
p o i n t out the l i m i t a t i o n s of t h e i r instruments when they are w r i t i n g a r t i c l e s 
f o r p u b l i c a t i o n . Hence, many authors f a i l to a l e r t t h e i r readers to the p o s s i 
ble dangers of using r e s t r i c t e d samples, f a i l i n g to guard against response 
set, w r i t i n g items t h a t are too complicated f o r most people to understand, 
f a i l i n g t o item analyze t h e i r scales before f u r t h e r analysis or j u s t not 
co v e r i n g adequately the t o t a l i t y of behaviors or a t t i t u d e s r e l e v a n t to the 
problem at hand. We have taken i t upon ourselves, where possible, to make 
such l i a b i l i t i e s c l e a r l y v i s i b l e to the reader. 

Thus, we have made some attempt to r a t e the 77 instruments i n t h i s 

volume on t h e i r a b i l i t y t o stand up to c e r t a i n d e s i r a b l e standards. Due 

t o the f a c t t h a t scale write-ups were handled by a number of reviewers, the 

carefuL reader w i l l n o t i c e an unevenness i n the type and extent of c r i t i c a l 

comments made on each instrument. I f f u t u r e demand f o r f u r t h e r handbooks i s 

forthcoming, we hope to c o n t r o l t h i s f a c t o r by c o l l e c t i n g separate reviews, 

e s p e c i a l l y by s k i l l e d researchers i n each area. For now where the experienced 

researcher may not agree w i t h our assessments, he i s f r e e to supplement them 

w i t h h i s own. But we hope he has become aware of^a minimum number of considera

t i o n s t h a t he must keep i n mind not only when deciding on which instrument to 

use but also when i n t e r p r e t i n g h i s r e s u l t s . We t r u s t t h a t our assessment w i l l 

n o t sway the l e s s - d i s c r i m i n a t i n g reader i n t o making a choice any more biased 

than he would have made anyway. Where possible we have t r i e d to be f a i r , 



honest, c o n s i s t e n t , and not overLy demanding i n our e v a l u a t i o n s , and have 

t r i e d to show c l e a r l y the merits as w e l l as the l i m i t a t i o n s of each instrument-. 

The e v a l u a t i v e c r i t e r i a which we have chosen are l i s t e d i n the order 

which may represent the i d e a l (but not s t r i c t ) c h r o n o l o g i c a l order i n which 

a t t i t u d e instruments might be constructed. The f i r s t step i s , n a t u r a l l y , 

w r i t i n g or f i n d i n g items to include i n the scale. I t i s u s u a l l y assumed t h a t 

the author knows enough about the f i e l d to construct the instrument so t h a t 

i t w i l l cover an important t h e o r e t i c a l construct w e l l enough to be u s e f u l to 

other researchers i n the f i e l d . I f i t covers a c o n s t r u c t f o r which instruments 

are already a v a i l a b l e , the author should demonstrate sound improvements over 

previous measures. There are three f u r t h e r considerations which represent the 

minimum t h a t an adequately constructed scale ought to possess. These are: 

Proper Sampling of Content: Proper sampling i s not easy to achieve, 
nor can exact r u l e s be s p e c i f i e d f o r ensuring t h a t i t i s done p r o p e r l y - -
as c r i t i c s of Guttman's phrase "universe of content" have been quick to 
p o i n t out. Nevertheless, there i s l i t t l e doubt of the c r i t i c a l nature 
of the general aim i n scale c o n s t r u c t i o n . Future research may b e t t e r 
r e v e a l the p o p u l a t i o n of behaviors, objects and f e e l i n g s which ought to 
be covered i n any a t t i t u d e area, but the f o l l o w i n g examples may suggest 
ways i n which the i n t e r e s t e d researcher can provide b e t t e r coverage i n 
designing scales. I n v e s t i g a t o r s of the " a u t h o r i t a r i a n p e r s o n a l i t y " 
l i f t e d key sentiments expressed i n small group conversations, personal 
i n t e r v i e w s , and w r i t t e n remarks and transformed them i n t o scale items; 
some of these items i n f a c t consisted of d i r e c t verbatim quotations from 
such m a t e r i a l s . I n the job s a t i s f a c t i o n area, we have given d e t a i l e d 
c o n s i d e r a t i o n to the analysis of responses to open-ended questions from 
r e p r e s e n t a t i v e samples which ask the respondent, "What things (do you 
l i k e best) (don't you l i k e ) about your j o b ? " We f e e l t h a t these 
responses o f f e r invaluable g u i d e l i n e s to the researcher as to both 
the universe o f f a c t o r s he should be covering and the weight t h a t 
should be given to such f a c t o r s . Other instruments i n the job s a t i s 
f a c t i o n area have been b u i l t on the basis of previous f a c t o r a n a l y t i c 
work (Smith, e t a l . , 1966) or responses to questions about c r i t i c a l 
s a t i s f y i n g or d i s s a t i s f y i n g s i t u a t i o n s at work (Herzberg, et a l . , 
1959), or both of these (Dunnette, et a l . , 1965). 

There remain d i f f i c u l t decisions as to how many questions are 
needed to cover each f a c t o r (probably a minimum of two i n any lengthy 
instrument) but the important f i r s t step i s to make sure t h a t the 
w a t e r f r o n t has been covered. 



S i m p l i c i t y of Item Wording: One of the great advantages of securing 
verbatim comments from group discussions or open-ended questions, as 
those i n a d v e r t i s i n g have apparently discovered, i s t h a t the a t t i t u d e s 
are couched i n language e a s i l y comprehended and recognizable by respond
ents. One of the most obvious advantages of more r e c e n t l y constructed 
scales i s that item wording has become f a r less s t u f f y , l o f t y , or i d e a l 
i s t i c . Even today, however, survey researchers s t i l l have problems 
adapting items developed from college samples f o r use on heterogeneous 
populations.^ 

There are other item wording p r a c t i c e s t h a t are, t h a n k f u l l y , going 
out of s t y l e as w e l l : d ouble-barrelled items which contain so many 
a t t i t u d e s t h a t i t i s hard to t e l l why the person agrees or disagrees w i t h 
them (e.g., "The U.S. should p u l l out of Vietnam because t h i s i s a 

c i v i l war and we cannot win anything anyway"), items which are so vague 
as to mean a l l things to a l l people ("American s o l d i e r s should not be 
k i l l e d i n Vietnam") or items which depend on knowledge of l i t t l e - k n o w n 
f a c t s ("The United States should adhere to the Geneva Convention Agree
ments i n Vietnam"). Other considerations about w r i t i n g items, such as 
negative vs. p o s i t i v e wording, w i l l be covered under our discussion of 
response set. 

Item Analysis: While item wording i s something the i n v e s t i g a t o r 
can manipulate to ensure coverage of a t t i t u d i n a l areas, there i s no 
guarantee that respondents w i l l r e p l y to the items i n the manner 
intended by the i n v e s t i g a t o r . Item a n a l y s i s i s the most e f f i c i e n t 
method whereby the i n v e s t i g a t o r can check whether people are responding 
to the items i n the manner intended. We have found too many instances 
i n the l i t e r a t u r e where authors assume th a t t h e i r a p r i o r i d i v i s i o n of 
scale items corresponds to the way t h e i r respondents perceive them. 

There have been many item a n a l y s i s methods proposed, and i n f a c t 
complex multidimensional analyses (which are described below under 
homogeneity i n our d e t a i l i n g of s t a t i s t i c a l procedures) can be seen 
as the u l t i m a t e item a n a l y t i c procedure. The researcher need not go 
so f a r as f a c t o r analyzing h i s data t o pick items to be included or 
discarded, but an item i n t e r - c o r r e l a t i o n m a t r i x (on perhaps a small 
subsample or p r e t e s t sample) i s c e r t a i n l y the most convenient basis 
o f doing item anaLysis. I f i t i s hypothesized t h a t f i v e items (say 1, 
2, 6, 12 and 17) comprise a scale of a u t h o r i t a r i a n i s m , then the 
m a j o r i t y of the ten i n t e r - i t e m c o r r e l a t i o n s between these f i v e items 
should be s u b s t a n t i a l . At the minimum they should be s i g n i f i c a n t at 
the .05 l e v e l . While t h i s minimum may seem a b i t low, i t i s i n keeping 
w i t h the degree to which items i n the most reputable scales i n t e r c o r r e -
l a t e f o r heterogeneous populations. I f items 1, 2, 12 and 17 i n t e r -
c o r r e l a t e w e l l but 6 does not c o r r e l a t e w e l l w i t h any of them, then 
item 6 should be discarded or r e w r i t t e n . The degree to which an item 
c o r r e l a t e s w i t h e x t e r n a l c r i t e r i a i s a f u r t h e r valuable device f o r the 
s e l e c t i o n of items. 

^The process i s o f t e n r e f e r r e d to as " f a r m e r i z a t i o n , 1 1 i . e . , making items 
i n t e l l i g i b l e to the l e s s - s o p h i s t i c a t e d . 



We learned one valuable lesson about w r i t i n g items from a c e r t a i n 
item a n a l y s i s we performed. A previous study had uncovered four dimen
sions of v a l u e - - a u t h o r i t a r i a n i s m , expression, i n d i v i d u a l i s m and e q u a l i -
tarianism--and we wished to incorporate measures of these f a c t o r s i n t o 
a study of p o l i t i c a l a t t i t u d e s . One i n d i v i d u a l i s m item ( " I t i s the man 
who s t a r t s o f f bravely on h i s own who e x c i t e s our admiration") seemed 
i n p a r t i c u l a r need of f a r r o e r i z a t i o n . Accordingly, the item was reworded, 
"We should a l l admire a man who s t a r t s out bravely on h i s own." Item 
a n a l y s i s revealed t h i s revamped statement to be more c l o s e l y associated 
w i t h a u t h o r i t a r i a n items than w i t h the other i n d i v i d u a l i s m items. I t 
became c l e a r t h a t a seemingly l o g i c a l wording change can unexpectedly 
a l t e r the e n t i r e i m p l i c a t i o n of an item. 

Often a researcher does not have the b e n e f i t of p r e - t e s t groups 
i n order to e l i m i n a t e or revise undesirable items. I n such a case, the 
item-analysis phase of scale c o n s t r u c t i o n should be incorporated i n t o 
the determination of the d i m e n s i o n a l i t y , s c a l a b i l i t y or homogeneity of 
the t e s t items. This w i l l ensure t h a t there i s e m p i r i c a l as we 11 as 
t h e o r e t i c a l r a t i o n a l e f o r combining the i n f o r m a t i o n contained i n 
various items. 

The second large area of concern to the scale b u i l d e r i s the avoidance 

o f response set i n the items. Only through experience and by constant r e v i s i o n 

can the researcher r i d h i s scale s a t i s f a c t o r i l y of t h i s dangerous side e f f e c t . 

As a basic guard against response set, the researcher should t r y to make the 

scale as i n t e r e s t i n g and pleasant f o r the respondent as p o s s i b l e . I f the 

respondent f i n d s the instrument to be d u l l or unpleasant, there i s a greater 

chance t h a t he w i l l t r y to speed through i t as q u i c k l y as pos s i b l e . I n such 

a s e t t i n g , the scale i s most l i a b l e t o response set contamination such as a l l 

the answers checked o f f i n the r i g h t hand column or boxes checked o f f at 

random. 

There are three f u r t h e r sources of response set t h a t are more d i f f i c u l t 

to c o n t r o l : 

Acquiescence: Most of us have seen (or been) people whose a t t i 
tudes change i n accord w i t h the s i t u a t i o n . These people are said to 
"acquiesce" i n the presence of o p p o s i t i o n from o t h e r s . I n the same 
way, some people are "yea-sayers," w i l l i n g to go along w i t h anything 
t h a t sounds good, while others, being o p t i m i s t s , are u n w i l l i n g to 
look at the bad side of anything. These d i s p o s i t i o n s are also 
r e f l e c t e d i n people's responses to a t t i t u d e questions. How then i s 



i t possible to separate t h e i r " r e a l " a t t i t u d e s from t h e i r p e r s o n a l i t y 
d i s p o s i t i o n s ? ^ 

There are various l e v e l s of attack, a l l of which involve d i s c a r d i n g 
some simple a f f i r m a t i v e items. The f i r s t i nvolves at le a s t an occa
s i o n a l s witching of response a l t e r n a t i v e s between p o s i t i v e and negative. 
For simple "yes-no" a l t e r n a t i v e s , a few "no-yes" options should be 
i n s e r t e d . S i m i l a r l y , f o r the " s t r o n g l y agree-agree-uncertain-disagree-
s t r o n g l y disagree" or L i k e r t format, the f i v e a l t e r n a t i v e s o c c a s i o n a l l y 
should be l i s t e d i n the opposite order. This p r a c t i c e w i l l o f f e r some 
p o s s i b i l i t y of l o c a t i n g people who choose a l t e r n a t i v e s on the sole basis 
o f the order i n which they appear. I t can also a l e r t the too casual 
respondent t h a t he must t h i n k about h i s answers. 

I t i s more d i f f i c u l t to vary the item wording from p o s i t i v e to 
negative, as those who have t r i e d to reverse a u t h o r i t a r i a n i s m items 
have found. A l o g i c i a n can t e l l us t h a t the obverse of "Obedience i s 
an important t h i n g f o r c h i l d r e n to l e a r n " i s not "Disobedience i s an 
important t h i n g f o r c h i l d r e n to l e a r n " and y e t one can hardly blame the 
respondent f o r f e e l i n g t h a t agreeing w i t h both the f i r s t statement 
and the second i s completely c o n t r a d i c t o r y . Again, the p r a c t i c e of 
i n s e r t i n g a si n g l e word i n order to reverse an item has produced some 
p r e t t y s i l l y - s o u n d i n g items, while changing one word i n an unusual 
context has produced items i n which the o r d i n a r y respondent w i l l not 
no t i c e a change. I n sum, w r i t i n g item r e v e r s a l s i s a t r i c k y business. 
The i n t e r e s t e d researcher would be w e l l advised to check previous 
competent work on the subject ( C h r i s t i e , e t a l . , 1958) before under
t a k i n g such a task. However, the l i t e r a t u r e i s s t i l l ambiguous as 
to the r e a l value of item r e v e r s a l s (e.g., Wrightsman, 1966). 

A t h i r d and more d i f f i c u l t ( yet more popular) approach concerns 
the c o n s t r u c t i o n of "forced-choice" items. Here two (or more) 
r e p l i e s t o a question are l i s t e d and the respondent i s t o l d t o choose 
only one: "The most important t h i n g f o r c h i l d r e n to learn i s 
(obedience) (independence)." Equating the a l t e r n a t i v e s ' p o p u l a r i t y 
or " s o c i a l d e s i r a b i l i t y " r e q u i r e s even more i n t e n s i v e e f f o r t f o r both 
the scale constructor and the respondent. Since the f a c t o r of s o c i a l 
d e s i r a b i l i t y i s an important response set v a r i a b l e i n i t s own r i g h t , 
we give i t i n d i v i d u a l a t t e n t i o n next. 

Social d e s i r a b i l i t y : I n co n t r a s t to the theory t h a t the 
acquiescent person reveals a c e r t a i n d e s i r e f o r subservience i n h i s 
w i l l i n g n e s s to go along w i t h anything, Edwards (1957) has proposed 
more p o s i t i v e l y t h a t these people are j u s t t r y i n g to make a good 
impression. As yet research has been unable to determine c l e a r l y 
whether the o v e r l y high incidence of p o s i t i v e c o r r e l a t i o n among 
questionnaire items i s u l t i m a t e l y due more to bias from acquiescence 
or to s o c i a l d e s i r a b i l i t y . The methods of lessening s o c i a l d e s i r a 
b i l i t y b i a s , i n any event, u s u a l l y i n v o l v e the use of forced-choice 

Rorer (1965) p o i n t s out many o b j e c t i o n s to the attempt to separate 
the acquiescent response set from item content. 



items i n which the a l t e r n a t i v e s have been equated on the basis of s o c i a l 
d e s i r a b i l i t y r a t i n g s . I n more r e f i n e d instruments, the items are pre
tested on s o c i a l d e s i r a b i l i t y , and a l t e r n a t i v e - p a i r i n g s (or item- ^ 
p a i r i n g s ) which do not prove to be equated are dropped or r e v i s e d . 

We have mentioned the major sources of scale contamination but there are 

others of which the i n v e s t i g a t o r should remain aware. One of the more preva

l e n t sources of contamination i s the f a k i n g of responses according to some 

preconceived image t h a t the respondent wants to convey. On a job s a t i s f a c t i o n 

scale, f o r example, the respondent may t r y to avoid saying anything t h a t might 

put h i s boss i n a bad l i g h t or might involve changing work procedures. College 

students may be aware of the professor's hypothesized r e l a t i o n s h i p between two 

v a r i a b l e s and t r y to answer so as to make h i s p r e d i c t i o n work out. Other 

undesirable v a r i a t i o n s of spurious response p a t t e r n s which the i n v e s t i g a t o r 

may want to minimize can r e s u l t from the respondent's wanting (a) to appear 

too c o n s i s t e n t , (b) to use few or many categories i n h i s r e p l i e s , or (c) to 

choose extreme a l t e r n a t i v e s . 

F i n a l l y , we w i l l evaluate each instrument on various s t a t i s t i c a l procedures 

t h a t were followed i n i t s c o n s t r u c t i o n . While each of these considerations i s 

important (sampling, norms, r e l i a b i l i t y , homogeneity and v a l i d a t i o n ) , an 

inadequate r a t i n g on any one of them does not make the scale worthless. Never

t h e l e s s , a lack of adequate r a t i n g s on most of the considerations c e r t a i n l y 

i n d i c a t e s t h a t the scale should be used w i t h r e s e r v a t i o n . F o r t u n a t e l y , scale 

c o n s t r u c t o r s i n the past few years appear to have paid more heed to these 

considerations (both i n number and q u a l i t y ) than the vast m a j o r i t y of t h e i r 

predecessors. Nevertheless, even today few scales r a t e o p t i m a l l y on a l l these 

f a c t o r s . I t i s very seldom indeed t h a t one runs across scales which overcome 

(or even attempt to overcome) the d i s t o r t i o n due to r e s t r i c t e d samples or 

inadequate v a l i d a t i o n procedures. _ 
One f u r t h e r method con s i s t s of using the respondent's score on the 

Crowne-Marlowe s o c i a l d e s i r a b i l i t y scale as a c o r r e c t i o n f a c t o r . See Smith 
(1967). 
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We have chosen seven areas which we hope w i L l cover minimum important 

standards f o r scale c o n s t r u c t i o n s : 

Representative sample: By now, i t i s hoped, researchers are aware 
of the f a l l a c y of g e n e r a l i z i n g r e s u l t s from samples of college students 
onto an older and much less well-educated general p o p u l a t i o n . S i g n i f i 
cant d i f f e r e n c e s are l i k e l y to be found even between freshmen and 
seniors, engineering and psychology students, and co l l e g e A and c o l l e g e 
B. I n the job s a t i s f a c t i o n area, we s h a l l see th a t there are great 
dangers i n expecting f i n d i n g s from w h i t e - c o l l a r workers to hold f o r 
b l u e - c o l l a r workers (or even i n using scales developed on w h i t e - c o l l a r 
workers on such sampLes). 

This i s not meant to discourage researchers from improving the 
representativeness of whatever populations they do have a v a i l a b l e f o r 
t e s t i n g , but rather to ca u t i o n them against implying t h a t t h e i r f i n d 
ings hold f o r people not represented i n t h e i r samples. Nor i s i t meant 
to imply t h a t samples of college students are a useless basis on which 
to c onstruct scales. I n some areas ( f o r e i g n a f f a i r s , f o r example), 
one might w e l l argue that college exposure i s probably the best index 
of whether a person can t r u l y appreciate the i n t r i c a c i e s of the issues 
i n v o l v e d . But an instrument constructed from r e p l i e s of a random cross-
s e c t i o n of a l l students i n a u n i v e r s i t y has much more to o f f e r than the 
same instrument developed on students i n a single class i n psychology 
(even i f there are many more students i n the class than i n the u n i v e r s i t y 
sample). The prime c o n s i d e r a t i o n i s the a p p l i c a b i l i t y of the scale and 
scale norms to respondents who are l i k e l y to use them i n the f u t u r e . 

Normative i n f o r m a t i o n : The adequacy of norms i s obviously dependent 
on the adequacy of the sample. The absolute minimum of normative i n f o r 
mation which should be a v a i l a b l e f o r the researcher to be aware of any 

• d i f f e r e n c e s between h i s sample and the sample on which the scale was 
developed i s the mean scale score and standard d e v i a t i o n f o r the con
s t r u c t i o n sample. There are f u r t h e r pieces of s t a t i s t i c a l data which 
are extremely u s e f u l : item means (or percent agreements) and standard 
d e v i a t i o n s , median scores ( i f the scale scores are skewed) or even more 
obscure s t a t i s t i c s l i k e the i n t e r - q u a r t i l e range. Even more h e l p f u l 
are means and standard d e v i a t i o n s f o r c e r t a i n w e l l - d e f i n e d groups (men 
or women, Catholics or B a p t i s t s ) who have high or low scale scores. 
When such d i f f e r e n c e s were p r e d i c t e d , the r e s u l t s bear on the v a l i d i t y 
of the scale, which i s discussed below. V a l i d i t y , r e l i a b i l i t y , and 
homogeneity also c o n s t i t u t e needed normative i n f o r m a t i o n , of cour se, 
and they are covered below i n the d e t a i l required by t h e i r complexity. 

R e l i a b i l i t y (Test-Retest): One of the most u n f o r t u n a t e l y ambiguous 
terms i n psychometry i s " r e l i a b i l i t y . " There are at l e a s t three major 
e n t i t i e s to which the term can r e f e r : (1) the c o r r e l a t i o n between the 
same person 1 s score on the same items at two separate p o i n t s i n time; 

Some s t a t i s t i c i a n s contend t h a t a sample of a si n g l e class should be 
t r e a t e d as having a sample size of one, not the number of students i n the 
c l a s s . 



(2) the c o r r e l a t i o n between two d i f f e r e n t sets of items at the same time 
( c a l l e d " p a r a l l e l - f o r m s " i f the items are presented i n separate format 
and " s p l i t - h a l f " i f the items are a l l presented t o g e t h e r ) ; and (3) the 
c o r r e l a t i o n between the scale items f o r a l l people who answer the items. 
The l a t t e r two ind i c e s r e f e r to the i n t e r n a l s t r u c t u r e or homogeneity 
of the scale items (the next c r i t e r i o n ) while the former i n d i c a t e s 
s t a b i l i t y of a person's item responses over time. I t i s unfortunate 
t h a t the t e s t - r e t e s t index, which r e q u i r e s more e f f o r t and s o p h i s t i c a t i o n 
on the part of the scale developer, i s a v a i l a b l e f o r so few instruments 
i n the l i t e r a t u r e . While the t e s t - r e t e s t r e l i a b i l i t y l e v e l may be 
approximately estimated from indices of homogeneity, there i s no sub
s t i t u t e f o r the ac t u a l t e s t - r e t e s t data. 

Homogeneity: I n a d d i t i o n to s p l i t - h a l f , p a r a l l e l forms and i n t e r -
item indices of the i n t e r n a l homogeneity of the t e s t items, there e x i s t 
other measures of t h i s d e s i r a b l e property. Some of these i t e m - t e s t and 
i n t e r n a l consistency measures, as Scott (1960) has shown, bear known 
s t a t i s t i c a l r e l a t i o n s h i p s w i t h one another. Included i n t h i s c o l l e c t i o n 
are c e r t a i n indices of s c a l a b i l i t y f o r Guttman items, although not the 
most often-used C o e f f i c i e n t of R e p r o d u c i b i l i t y . Even between such 
" r a d i c a l l y " d i f f e r e n t procedures as the t r a d i t i o n a l psychometric and 
Guttman cumulative, however, there l i k e l y e x i s t reasonably stable 
r e l a t i o n s h i p s between in d i c e s based on i n t e r - i t e m , i t e m - t e s t and t o t a l 
t e s t c h a r a c t e r i s t i c s ; as ye t , however, these have not been charted. For 
now, the major d i f f e r e n c e between the ind i c e s seems to l i e i n the r e 
searcher's preference f o r large or small numbers. I n t e r - i t e m c o r r e l a 
t i o n s and homogeneity indices based on Loevinger's concepts seldom exceed 
.40; i f one p r e f e r s l a r g e r numbers, a R e p r o d u c i b i l i t y C o e f f i c i e n t or 
s p l i t - h a l f r e l i a b i l i t y c o e f f i c i e n t computed on the same data could 
e a s i l y exceed .90. Thus one i s forced back to the imperfect c r i t e r i o n 
of s t a t i s t i c a l s i g n i f i c a n c e (which does appear p r e s e n t l y to be the only 
way of r e l a t i n g the various indices) to evaluate instruments f o r which 
v a r y i n g indices have been employed. To make the job even more d i f f i c u l t , 
s t a t i s t i c a l d i s t r i b u t i o n s of these various i n d i c e s are not always a v a i l a 
ble so th a t s i g n i f i c a n c e can be determined. 

Of a l l the indices t h a t have been proposed, however, none combines 
s i m p l i c i t y w i t h amount of i n f o r m a t i o n contained as w e l l as the i n t e r -
item c o r r e l a t i o n m a t r i x . Computing Pearson r c o r r e l a t i o n c o e f f i c i e n t s 
f o r more than f i v e items i s c e r t a i n l y a time-consuming operation on a 
hand c a l c u l a t o r . However, f o r the researcher who does not have access 
t o a computer to p r i n t out such a m a t r i x , there are some simple rank-
order c o r r e l a t i o n formulas t h a t can be c a l c u l a t e d by hand i n a few 
minutes, so t h a t even a ten-item scale i n t e r - i t e m c o r r e l a t i o n m a t r i x can 
be put together i n a few hours. The job i s too lengthy i f there are too 
many a l t e r n a t i v e s or over 25 subjects, but i n the case of dichotomous 
items, the c o e f f i c i e n t Y where 
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i s q u i t e easy to compute. The s i g n i f i c a n c e of Y can be computed by 
c a l c u l a t i n g i t s standard e r r o r f o r the case where Y i s hypothesized 
t o be 0. Thus when Y exceeds 

by a f a c t o r of 2, the items are s i g n i f i c a n t l y r e l a t e d at the .05 l e v e l , 
and when i t exceeds Y i t s e l f by a f a c t o r of 2.5 the items are r e l a t e d 
a t the .01 l e v e l (assuming the number of respondents i s greater than 
30). Goodman and Kruskal's (1959) gamma, "jf, i s a measure t h a t can be 
c a l l e d i n t o use when the number of item a l t e r n a t i v e s i s greater than 
2. I t i s our understanding t h a t approximate sampling d i s t r i b u t i o n s f o r 
t h i s s t a t i s t i c have r e c e n t l y become a v a i l a b l e . The reader may be 
i n t e r e s t e d to know t h a t f o r the dichotomous case, gamma reduces to the 
formula f o r Y w i t h the square r o o t signs removed; hence, gamma tends 
t o take on larger values than Y_ f o r the same data. I n any event, these 
are only approximate rule-of-thumb procedures f o r deciding whether a 
group of items deserves to be added together to form a scale or index. 
S i m i l a r l y , the c r i t e r i o n of s i g n i f i c a n c e l e v e l i s proposed only because 
i t i s a standard which remains f a i r l y constant across the myriad of 
measures t h a t are now or have been i n vogue. C e r t a i n l y i t i s the 
minimum to be expected before one can t a l k about an adequately con
s t r u c t e d scale. Hopefully more s a t i s f a c t o r y norms can be proposed i n 
the f u t u r e . 

When the number of items goes beyond ten, however, the i n t e r - i t e m 
m a t r i x i s indeed q u i t e cumbersome to c a l c u l a t e f o r any c o e f f i c i e n t and 
the researcher i s w e l l advised to look f o r a computer s p e c i a l i s t and a 
c o r r e l a t i o n m a t r i x program. Computers have the a b i l i t y to generate 100 
item i n t e r c o r r e l a t l o n s i n less than ten minutes, given a reasonably-
sized sample. This does not work out to an o v e r l y burdensome cost i f 
the researcher has put much e f f o r t i n t o h i s data c o l l e c t i o n . At t h i s 
l e v e l of analysis ( i . e . , more than ten items), the researcher might 
j u s t as w e l l go ahead and invest i n a f a c t o r analysis or c l u s t e r 
analysis of h i s data. This type of analysis w i l l help him locate 
the groups of items that go together much f a s t e r than he could ever 
do by i n s p e c t i n g the c o r r e l a t i o n m a t r i x . However, the researcher 
should not be deceived by what appear to be high f a c t o r loadings. 
Items having f a c t o r loadings which reach l e v e l s of .50 or .70 are 
equivalent to c o r r e l a t i o n c o e f f i c i e n t s of .25 and .49. There are many-
kinds of f a c t o r a n a l y s i s programs and options; under most circumstances, 
however, the d i f f e r e n c e s between them u s u a l l y do not r e s u l t i n r a d i c a l 
changes i n the s t r u c t u r e which i s uncovered. 

To say t h a t f a c t o r a n a l y t i c programs do not u s u a l l y vary g r e a t l y 
i n t h e i r output i s not to imply t h a t s t r u c t u r e s uncovered by f a c t o r 
a n a l y s i s may not lead to serious ambiguities i n the i n t e r p r e t a t i o n 
of data. There i s one type of a t t i t u d i n a l data arrangement i n p a r t i c u 
l a r f o r which the f a c t o r s t r u c t u r e seems indeterminant. This i s the 
case where almost a l l the items are c o r r e l a t e d from say .15 to .45. 
Sometimes only a s i n g l e f a c t o r w i l l emerge from such a m a t r i x and 
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sometimes a s o l u t i o n w i l l be generated which more c l e a r l y r e f l e c t s 
item d i f f e r e n t i a t i o n on a series of f a c t o r s . There i s one instance 
reviewed i n t h i s volume i n which an instrument supposedly c a r e f u l l y 
constructed to r e f l e c t a s i n g l e dimension of inner-other d i r e c t i o n 
(see the chapter on Occupational Values) according t o forced-choice 
response format was found to contain e i g h t f a c t o r s when analyzed i n 
L i k e r t format. Thus we o f f e r no guarantee t h a t i n t e r - i t e m s i g n i f i c a n c e 
w i l l always y i e l d unidimensional scales. Nor can we o f f e r any b e t t e r 
advice or recommend any competent p r a c t i c a l l i t e r a t u r e on the incon
s i s t e n c i e s i n t o which f a c t o r a n a l y s i s can lead one. On balance, however, 
one i s f u r t h e r ahead performing such analyses than n o t . 

Judging from the length of t h i s discussion, there i s l i t t l e doubt 
t h a t we f e e l the determination of homogeneity to be the c r u c i a l step 
i n scale c o n s t r u c t i o n . I t i s only by the procedures mentioned above 
t h a t the analyst can p r o p e r l y separate the apples, oranges and coconuts 
from the salad of items he has put together. I n a forthcoming volume 
we hope to be able to go i n t o the d e t a i l e d r a t i o n a l e f o r the conclusions 
and recommendations r a t h e r h u r r i e d l y made i n t h i s s e c t i o n . One word of 
caution: i t i s possible to devise a scale w i t h very high i n t e r n a l 
consistency merely by w r i t i n g the same item i n a number of d i f f e r e n t 
ways. Sampling of item content then i s an important component i n 
i n t e r n a l consistency. 

D i s c r i m i n a t i o n of known groups: This i s where the value of a scale 
i s t r u l y tested — the aspect of v a l i d i t y . Nevertheless, group d i s c r i m i 
n a t i o n i s not n e c e s s a r i l y the most cha l l e n g i n g v a l i d i t y hurdle to over
come. Tt i s p r e t t y hard to construct a l i b e r a l i s m - c o n s e r v a t i s m scale 
t h a t w i l l not show s i g n i f i c a n t d i f f e r e n c e s between John Birchers and 
Students f o r Democratic Society, or a r e l i g i o u s a t t i t u d e scale t h a t 
w i l l not separate Mormons from Jews or m i n i s t e r i a l students from 
engineers. The more demanding hurdle i s the a b i l i t y of the scale 
scores r e l i a b l y to s i n g l e out those l i b e r a l s , conservatives, agnostics 
or b e l i e v e r s i n heterogeneous groups, or to p r e d i c t which of them w i l l 
demonstrate behavior congruent w i t h t h e i r hypothesized a t t i t u d i n a l 
s t a t e . A s t i l l more d e f i n i t i v e t e s t i s c r o s s - v a l i d a t i o n . 

Double Cross-Validation: A t e s t of double c r o s s - v a l i d a t i o n requires two 
d i f f e r e n t samples and the same measure of some c r i t e r i o n v a r i a b l e ( s ) . The 
question to be answered by the t e s t i s whether t h a t combination of items f o r 
sample A which best c o r r e l a t e s w i t h the c r i t e r i o n v a r i a b l e ( s ) w i l l also work 
f o r sample B and whether the best set of sample B items, works on sample A. 
Note t h a t the t r i c k involves p i c k i n g (and i f necessary weighting) the iterns 
from the sample A experience which work on sample B and those from B which 
work on sample A. A simpler method which gives s i m i l a r r e s u l t s i s c a l l e d 
c r o s s - v a l i d a t i o n . I t only requires t h a t the scoring key developed on sample 
A be v a l i d a t e d on B. Samples A and B must be independent but may be subsets 
of a l a r g e r sample. 

An even more r e f i n e d method, and so f a r the u l t i m a t e standard a v a i l a b l e , 
i s the m u l t i - t r a i t multi-method m a t r i x as proposed by Campbell and Fiske (1959). 
The method requires more than one index of each of the s e v e r a l constructs (say 
x, y, and z) we are preparing to measure by our instrument. I t i s best to i n 
clude as many v a r i a b l e s and indices of each co n s t r u c t as p o s s i b l e , as w e l l as 
to c o n t r o l f o r such v a r i a b l e s as i n t e l l i g e n c e or s o c i a l d e s i r a b i l i t y which 



c o u l d be a t the r o o t o f any a p p a r e n t r e l a t i o n s h i p . I n the r e s u l t i n g 
c o r r e l a t i o n m a t r i x , the v a r i o u s i n d i c e s o f the s i n g l e c o n s t r u c t ( s a y 
x) should c o r r e l a t e h i g h e r among themselves t h a n x c o r r e l a t e s w i t h 
any i n d i c e s o f y, z or the c o n t r o l v a r i a b l e s . Needless t o say, t h i s 
i s a g r o s s o v e r s i m p l i f i c a t i o n o f the C a m p b e l l - F i s k e method. The 
r e a d e r should s t u d y the a u t h o r s ' a r t i c l e t h o r o u g h l y b e f o r e a t t e m p t i n g 
comparable a n a l y s e s . I t i s w o r t h n o t i n g t h a t the a u t h o r s f i n d o n l y a 
c o u p l e o f p e r s o n a l i t y s c a l e s which meet t h e i r c o n d i t i o n s . To our 
knowledge, no a t t i t u d e s c a l e s have as y e t advanced the c l a i m . 

Other Procedures:. Since n o t a l l s c a l e s have been c o n s t r u c t e d by 
the above p r o c e d u r e , we have l e f t room here t o e v a l u a t e a l t e r n a t i v e 
methods t h a t may have been employed. Such a l t e r n a t i v e s may i n c l u d e 
s p e c i a l p r e c a u t i o n s t a k e n t o ensure b e t t e r i t e m s , b e t t e r t e s t i n g 
c o n d i t i o n s or adequate v a l i d a t i o n — a l t h o u g h a t t i m e s the p r e c a u t i o n s 
have had the o p p o s i t e e f f e c t f r o m t h a t i n t e n d e d . 

One i n t e r e s t i n g p r o c e d u r e i n w h i c h r e s e a r c h e r s have become 
i n c r e a s i n g l y i n t e r e s t e d i n v o l v e s the use o f p o s i t i v e and n e g a t i v e 
i t e m s . Sometimes, as we have n o t e d , n e g a t i v e i t e m s (as i n t e n d e d ) 
are responded t o as n e g a t i v e c o r r e l a t e s o f p o s i t i v e i t e m s ; i n o t h e r 
i n s t a n c e s t h i s does n o t work. A procedure which may p r o v i d e v a l u a b l e 
i n s i g h t s i n t o the response p a t t e r n s o f the sample i s the s e p a r a t i o n 
o f the h i g h and low scores on b o t h the p o s i t i v e and n e g a t i v e s c a l e s . 
There are f o u r groups t o be examined: yea-sayers (who score h i g h on 
b o t h the n e g a t i v e and p o s i t i v e i t e m s ) , n a y-sayers (who score low on 
b o t h ) , a s s e n t e r s who score h i g h on t h e p o s i t i v e i t e m s and low on 
the n e g a t i v e s , and the d i s s e n t e r s , who f o l l o w t h e o p p o s i t e p a t t e r n . 
A p a r a l l e l a n a l y s i s f o r L i k e r t s c a l e s ( o r p r o c e d u r e s which demand more 
th a n a s i m p l e dichotomous i t e m response) i s t h e s e p a r a t i o n o f the 
group a t the mean i n t o those who are a m b i v a l e n t ( c o m b i n i n g extreme 
p o s i t i v e responses w i t h extreme n e g a t i v e responses) f r o m those who 
f a l l i n the m i d d l e by t a k i n g an extreme p o s i t i o n on v e r y few i t e m s . 

R a t i n g s f o r each s c a l e on t h e above t w e l v e c o n s i d e r a t i o n s are g i v e n i n 

C h a p t e r s 5 and 13 i n which t h e r e are a s u f f i c i e n t number o f i n s t r u m e n t s t o 

w a r r a n t comparison. I f these r a t i n g s prove h e l p f u l enough, i t m i g h t be 

w o r t h w h i l e c o m p i l i n g them f o r a l l the a t t i t u d e s c a l e s i n t h i s volume. A 

s c a l e g o i n g f r o m e x c e l l e n t and exemplary (+++) t o incompetent (--) was used, 

w i t h 0 meaning t h a t we l a c k e d enough i n f o r m a t i o n on the c o n s i d e r a t i o n 

as g i v e n i n t h e d e s c r i p t i o n o f p r o c e d u r e s , t h a t t h e i n f o r m a t i o n seemed 

i n c o n s i s t e n t i n q u a l i t y or t h a t such d a t a were n o t r e p o r t e d . Needless t o 

say, t h e r e are v e r y few s t u d i e s w h i c h r a t e an e x c e l l e n t on any c h a r a c t e r i s t i c 

and fewer s t i l l which can be d e f i n i t e l y c a t e g o r i z e d as i n c o m p e t e n t . However, 



t h e i n t e r e s t e d r e s e a r c h e r m i g h t b e n e f i t f r o m p a y i n g c a r e f u l a t t e n t i o n t o 

examples a t each extreme. 

I t i s v e r y i m p o r t a n t t h a t t h e r e a d e r r e a l i z e t h a t even t h i s e x t e n s i v e 

l i s t o f proposed c r i t e r i a i s n o t e x h a u s t i v e . The a c t u a l c h o i c e o f an i n s t r u 

ment , where p o s s i b l e , s h o u l d be d i c t a t e d by d e c i s i o n - t h e o r e t i c c o n s i d e r a t i o n s . 

Thus, t h e a d d i t i o n o f the q u e s t i o n n a i r e i t e m s needs t o be balanced a g a i n s t 

i t s i n c r e a s e d c o s t , r e s p o n d e n t f a t i g u e and n o n - c o o p e r a t i o n . To assess g e n e r a l 

l e v e l s o f some a t t i t u d e s , w e l l - w o r d e d s i n g l e i t e m s may do the j o b j u s t as w e l l 

as l o n g e r s c a l e s , no m a t t e r how c o m p e t e n t l y d e v i s e d . For an e x c e l l e n t 

t h e o r e t i c a l e x p o s i t i o n o f the d e c i s i o n - t h e o r e t i c approach f o r p s y c h o m e t r i c 

p roblems, Cronbach and Gleser (1965) i s recommended. I n t h i s extended 

v e r s i o n o f t h e i r e a r l i e r volume, a number o f examples r e l e v a n t t o o n g o i n g 

personne1 problems are p r e s e n t e d . 

Subsequent volumes i n t h i s s e r i e s w i l l d e a l w i t h ( a ) a u t h o r i t a r i a n i s m and 

a l i e n a t i o n p l u s t h e i r p s y c h o l o g i c a l and p o l i t i c a l f i r s t c o u s i n s and ( b ) p o l i t i 

c a l o r i e n t a t i o n s . Resources p e r m i t t i n g , volumes on p e r s o n a l i t y / v a l u e s c a l e s , 

m a r r i a g e / f a m i l y / r e l i g i o u s a t t i t u d e s c a l e s and summary t e x t on g e n e r a l a t t i t u d e 

m ethodology can be added t o t h e s e r i e s . The g e n e r a l methodology r e p o r t s h o u l d 

be most v a l u a b l e i n making c l e a r t h e r a t i o n a l e on w h i c h our i n s t r u m e n t e v a l u a 

t i o n i s based, and e x p l a i n i n g why we f e e l these t o be t h e c r u c i a l c o n s i d e r a 

t i o n s o u t o f v a s t numbers t h a t have been proposed. For now we h i g h l y 

recommend t h e American P s y c h o l o g i c a l A s s o c i a t i o n ' s p u b l i c a t i o n (1966) as 

an i n v a l u a b l e guidebook f o r s c a l e c o n s t r u c t i o n and e v a l u a t i o n . 
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2. RESEARCH ON WORK AND THE WORKER I N THE UNITED STATES 

Paul Kimmel 
O f f i c e o f Manpower and T r a i n i n g 

Department o f Labor 

The t o p i c o f work and i t s meaning i n men's l i v e s i s one t h a t has i n t r i g u e d 
s c h o l a r s s i n c e the b e g i n n i n g s o f c i v i l i z a t i o n ( T i l g h e r , 1930). Contemporary s o c i a l 
s c i e n t i s t s a re no e x c e p t i o n t o t h i s g e n e r a l i z a t i o n . However, w h i l e s c h o l a r s i n 
the more European i n t e l l e c t u a l t r a d i t i o n have m a i n l y s p e c u l a t e d about work i n 
p h i l o s o p h i c a l and h i s t o r i c a l terms, the s o c i a l s c i e n t i s t has been much more 
p r a g m a t i c and e m p i r i c a l i n h i s concern w i t h the s u b j e c t . T h i s essay w i l l d e a l 
w i t h t h r e e d i f f e r e n t r e s e a r c h p e r s p e c t i v e s t h a t s o c i a l s c i e n t i s t s have used t o 
a n a l y z e work and the w o r k e r i n t h i s c o u n t r y . The d i s c u s s i o n w i l l be o f the broad 
s p e c u l a t i v e s t y l e o f the European s c h o l a r . A l t h o u g h t h e r e w i l l be many e x c e p t i o n s 
t o o u r g e n e r a l i z a t i o n s , i t i s i m p o r t a n t t o examine the h i s t o r i c a l t r e n d s i n 
r e s e a r c h on work and the worker t o b e t t e r u n d e r s t a n d where the problems and promises 
t h a t c h a r a c t e r i z e today's s t u d y o f j o b a t t i t u d e s have t h e i r r o o t s . 

W i t h a few e x c e p t i o n s , the e m p i r i c a l s t u d y o f work by s o c i a l s c i e n t i s t s i n 
t h i s c o u n t r y began a f t e r 1910. I t was a t about t h i s time t h a t the s t u d y o f 
p s y c h o l o g y was moving o u t o f the a r m c h a i r and the l a b o r a t o r y and i n t o the i n d u s t r i a l 
f i e l d t h r o u g h the r e s e a r c h and t h e o r y o f p i o n e e r s such as M u n s t e r b e r g and Spearman. 
( U n t i l t h i s time s t u d i e s o f work had been' u n d e r t a k e n m a i n l y by e f f i c i e n c y e n g i n e e r s - -
t i m e and m o t i o n e x p e r t s - - s u c h as F. W. T a y l o r and Frank G i l b r e t h . ) America's 
p a r t i c i p a t i o n i n World War I produced an unprecedented demand f o r workers i n "new 
j o b s " c r e a t e d by the w a r t i m e economy. The needs o f m i l i t a r y a d m i n i s t r a t o r s f o r 
e f f e c t i v e s c r e e n i n g , t r a i n i n g , and assessment t e c h n i q u e s p r o v i d e d the i n d u s t r i a l 
p s y c h o l o g i s t and p s y c h o m e t r i c i a n w i t h a r i c h o p p o r t u n i t y f o r d e v e l o p i n g and t e s t i n g 
t h e i r s k i l l s ( N e f f , 1966). A l t h o u g h t h e i r e f f o r t s a t c l a s s i f i c a t i o n and e v a l u a 
t i o n were n o t always s u c c e s s f u l (as w i t n e s s t h e j o k e s about the a u t o mechanic who 
was made a cook or v i c e v e r s a ) , the c r e a t i o n o f s t a n d a r d i z e d g e n e r a l i n t e l l i g e n c e 
t e s t s , such as the Army Alpha and Army Beta e x a m i n a t i o n s , and the work o f t h e 
I n d u s t r i a l F a t i g u e Research Board tremen d o u s l y enhanced the p r e s t i g e o f i n d u s t r i a l 
p s y c h o l o g i s t s and p s y c h o m e t r i c i a n s . 

T h i s r e c o g n i t i o n , p l u s the g e n e r a l development o f the d i s c i p l i n e , l e d 
management t o c o n t i n u e the employment o f these p s y c h o l o g i s t s when the war came 
t o a c o n c l u s i o n . For the most p a r t , the e a r l y r e s e a r c h e r s h i r e d by i n d u s t r y 
i n c o r p o r a t e d management g o a l s t h r o u g h a t t e m p t i n g t o s o l v e s p e c i f i c problems t h a t 
e m p loyers were h a v i n g w i t h some o f t h e i r employees. Research e f f o r t s were con
c e n t r a t e d on c h a n g i n g the lower s t a t u s i n d u s t r i a l w o r k e r ' s b e h a v i o r i n o r d e r Co 
i n c r e a s e h i s p r o d u c t i v i t y , maximize h i s e f f i c i e n c y , and/or c u t down h i s absenteeism 
and t u r n o v e r . Many o f these r e s e a r c h e r s a l s o accepted the i d e o l o g y o f the business 
community o f t h a t e r a , w h i c h l o o k e d upon the lower s t a t u s worker as an i n d i v i d u a l 
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p a r t o f the p r o d u c t i o n process who was n a t u r a l l y l a z y and p r i m a r i l y m o t i v a t e d by 
income. Given t h i s o r i e n t a t i o n — w h i c h we f e e l was more a m a t t e r o f Weltanschaung 
t h a n o f c o n s c i o u s c h o i c e — i t i s not s u r p r i s i n g t h a t these r e s e a r c h e r s adopted 
t o a l a r g e e x t e n t the e x p e r i m e n t a l methodology used by the e f f i c i e n c y e n g i n e e r s . 
T h a t i s , they measured the i n d i v i d u a l w o r k e r ' s o u t p u t ( u s u a l l y t h r o u g h o b s e r v a 
t i o n ) , m a n i p u l a t e d some a s p e c t o f h i s w o r k i n g s i t u a t i o n , such as l i g h t i n g , tempera
t u r e , or n o i s e l e v e l , and then measured o u t p u t a g a i n t o see i f i t had i n c r e a s e d . 

A l t h o u g h some p r o g r e s s was made i n the s t a n d a r d i z a t i o n o f w o r k e r s ' performance 
o f r o u t i n e t a s k s by these r e s e a r c h e r s , the r e s u l t s o f t h e i r e x p e r i m e n t s were 
f r e q u e n t l y unexpected and d i f f i c u l t t o i n t e r p r e t . Perhaps the most w e l l - k n o w n 
unexpected r e s u l t s were those found i n the Hawthorne s t u d i e s w h i c h t o o k p l a c e 
between 1927 and 1932 i n the Western E l e c t r i c Company i n Chicago. I n t h i s work, 
Mayo and h i s a s s o c i a t e s were s t a r t l e d t o f i n d t h a t a l m o s t any m a n i p u l a t i o n t h a t 
t h e y u n d e r t o o k w i t h a group o f female assembly w o r k e r s r e s u l t e d i n h e i g h t e n e d 
p r o d u c t i v i t y . I n deed, even a r e t u r n t o the w o r k i n g c o n d i t i o n s t h a t e x i s t e d 
p r i o r t o any m a n i p u l a t i o n r e s u l t e d i n i n c r e a s e d o u t p u t . A f t e r t a l k i n g w i t h the 
w o r k e r s , Mayo came t o the c o n e l u s i o n t h a t the p r i m a r y f a c t o r i n f l u e n c i n g the 
r e s u l t s was the a t t i t u d e s o f the p a r t i c i p a n t s i n the e x p e r i m e n t s toward each 
o t h e r and toward the e x p e r i m e n t i t s e l f . The management o f the Western E l e c t r i c 
Company was s u f f i c i e n t l y impressed w i t h Mayo's f i n d i n g s and i n t e r p r e t a t i o n t o 
i n i t i a t e one o f the f i r s t i n d u s t r i a l c o u n s e l i n g programs i n a m a j or i n d u s t r y , y, 
and t o c o n t i n u e and expand the s t u d y o f worker a t t i t u d e s i n t h e i r o r g a n i z a t i o n . — 

The most i m p o r t a n t i m p l i c a t i o n o f the Hawthorne s t u d i e s from our p e r s p e c t i v e 
i s t h a t i t changed the focus o f a g r e a t d e a l o f f u t u r e i n d u s t r i a l p s y c h o l o g i c a l 
r e s e a r c h from t h a t o f the e f f i c i e n c y e n g i n e e r t o t h a t o f the s o c i a l p s y c h o l o g i s t . 
L a t e r r e s e a r c h took account o f the worker's r o l e i n h i s work g r o u p s , r a t h e r than 
f o c u s i n g e x c l u s i v e l y on him as an i n d i v i d u a l . M o t i v a t i o n a 1 t h e o r i e s expanded 
upon the economic man approach and began t o take a c c o u n t o f f a c t o r s such as 
p a r t i c i p a t i o n , m o r a l e , and group c o h e s i o n . S u p e r v i s i o n was g i v e n a g r e a t d e a l o f 
c o n s i d e r a t i o n i n s t u d i e s a f t e r t h i s t i m e . I n s h o r t , the w o r k e r was now seen as 
an a c t i v e p a r t i c i p a n t i n the work p r o c e s s , and r e s e a r c h e r s f e l t i m p e l l e d t o take 
a c c o u n t o f h i s m o t i v e s and a t t i t u d e s i n a t t e m p t i n g t o p r e d i c t and improve p r o 
d u c t i v i t y , e f f i c i e n c y , and l a c k o f t u r n o v e r . 

Another group o f s o c i a l s c i e n t i s t s who were i n t e r e s t e d i n the w o r k e r and 
h i s b e h a v i o r were the o c c u p a t i o n a l s o c i o l o g i s t s . A l t h o u g h t h e i r t h e o r e t i c a l 
g r o u n d i n g l i e s i n the work o f non-pragmatic European s c h o l a r s (Marx, P a r e t o , 
Weber, and Durkheim), these r e s e a r c h e r s a l s o were o r i e n t e d i n i t i a l l y toward a 
p r o b l e m - s o l v i n g type o f r e s e a r c h . I n t h i s case the problems were s o c i a l 
problems o f the w o r k e r r a t h e r t h a n the i n d u s t r i a l problems i n v e s t i g a t e d by the 
p s y c h o l o g i s t s . The f i r s t e m p i r i c a l s o c i o l o g i c a l s t u d y o f the w o r k e r t o o k p l a c e 
i n t h i s c o u n t r y a t the U n i v e r s i t y o f Chicago i n t h e 1920's and 30's. These 
s t u d i e s focused on p a r t i c u l a r o c c u p a t i o n s and m i g h t a p p r o p r i a t e l y be c a l l e d 
" o c c u p a t i o n a l b i o g r a p h i e s . " The r e s e a r c h e r s observed and i n t e r a c t e d w i t h the 
w o r k e r s t h e y were s t u d y i n g , and t h e n w r o t e c o m p o s i t e v i g n e t t e s d e s c r i b i n g the 
i n t e r e s t s and a c t i v i t i e s o f the o c c u p a t i o n a l group (Nosow and Form, 1962). 

— The famous bank w i r i n g room r e s e a r c h u n d e r t a k e n by R o e t h l i s b e r g e r and 
D i c k s o n (1939) was a c o n t i n u a t i o n o f the work begun by Mayo. 
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For Che most p a r t , these o c c u p a t i o n a l groups were e i t h e r m a r g i n a l members 
o f the s o c i e t y , such as " j a c k - r o l l e r s " and t a x i d ancers, o r they occupied lower 
s t a t u s p o s i t i o n s i n the economy such as w a i t r e s s e s , dance band m u s i c i a n s , and 
r a i l r o a d e r s . T h i s emphasis on lower s t a t u s and m a r g i n a l o c c u p a t i o n a l groups 
grew o u t o f the concern o f these r e s e a r c h e r s f o r the problems o f the i n d i v i d u a 1 
a d j u s t i n g t o an urban l i v i n g s i t u a t i o n . T h e i r i d e o l o g y was u s u a l l y t h a t o f 
the h u m a n i t a r i a n d e d i c a t e d to u p l i f t i n g the downtrodden. T h i s p e r s p e c t i v e 
f r e q u e n t l y produced somewhat " r o m a n t i c i z e d " accounts o f the w o r k e r s ' 
a t t i t u d e s (Gross, 1964). 

A l t h o u g h these two r e s e a r c h a p p r o a c h e s - - t h a t o f the i n d u s t r i a l p s y c h o l o g i s t s 
and t h a t o f the o c c u p a t i o n a l s o c i o l o g i s t s — w e r e q u i t e d i f f e r e n t i n t h e i r emphasis, 
they were q u i t e s i m i l a r i n t h a t b o t h were s i t u a t i o n a l . Since the r e s e a r c h e r s 
were d e a l i n g w i t h events and i s s u e s r a t h e r than c o n c e p t s , the s u p p o r t they 
c o u l d f i n d , the problems they i n v e s t i g a t e d , t h e t e c h n i q u e s they used, and t h e 
r e s u l t s they o b t a i n e d were v e r y much t i e d t o t h e time and p l a c e i n which they 
c a r r i e d o u t t h e r e s e a r c h . We can b e s t i l l u s t r a t e t h i s c o mmonslity i n the two 
approaches by c o n s i d e r i n g what happened t o b o t h d u r i n g the Depression and World 
War I I . 

An e x a m i n a t i o n o f the b i b l i o g r a p h y i n an e x t e n s i v e r e v i e w o f j o b a t t i t u d e s 
done by H e r z b e r g , e t a l . ( 1 9 5 7 ) , i n d i c a t e s t h a t the number o f p u b l i s h e d s t u d i e s 
o f b o t h k i n d s d e c l i n e d d u r i n g the t e n year p e r i o d , 1935 t o 1945. I t i s out 
h y p o t h e s i s t h a t the s o c i a l and economic c o n d i t i o n s o f t h i s decade were a major 
f a c t o r i n r e d u c i n g the number o f such s t u d i e s . 

I t seems r e a s o n a b l e t h a t t h e employer, f a c e d w i t h b u s i n e s s d i f f i c u l t i e s 
f a r more c r i t i c a l than i n c r e a s i n g p r o d u c t i v i t y or r e d u c i n g t u r n o v e r , wouId have 
l i t t l e need f o r the s e r v i c e s o f the i n d u s t r i a l p s y c h o l o g i s t s i n the m i d d l e and 
l a t e 30's. When World War I I began, management-1 s s i t u a t i o n changed r a t h e r 
d r a m a t i c a l l y . Given the h i g h l e v e l o f p r o f i t and worker morale c r e a t e d by the 
"war e f f o r t " , t h e r e would n o t be a g r e a t demand f o r the s e r v i c e s o f i n d u s t r i a l 
p s y c h o l o g i s t s , who had m i g r a t e d t o the f e d e r a l government agencies t o r e p e a t 
t h e i r p e r f o r m a n c e from World War I . 

The o c c u p a t i o n a 1 s o c i o l o g i s t s , on the o t h e r hand, p r o b a b l y found t h a t 
the s o c i a l problems c r e a t e d by unemployment o v e r r o d e those o f any g i v e n occupa
t i o n a l group d u r i n g the Depression e r a , and t h e r e f o r e t u r n e d t h e i r a t t e n t i o n to 
the s t u d y o f b r o a d e r human needs. Research on i n d u s t r i a l , community, and 
f a m i l i a l d i s o r g a n i z a t i o n f l o u r i s h e d i n the l a t e 30's. We would s p e c u l a t e t h a t 
the i n t e r n a l c o n s i s t e n c y p l u s the manpower needs t h a t develop i n a s o c i e t y 
w h i c h i s engaging i n armed c o n f l i c t , reduced the amount o f s o c i a l d i s o r g a n i z a t i o n 
and w o r k e r m a r g i n a l i t y to a v e r y low ebb d u r i n g World War I I . The o c c u p a t i o n a l 
s o c i o l o g i s t s a g a i n found t h a t the more i n t e r e s t i n g s o c i a l problems l a y elsewhere 
t h a n w i t h the s t u d y o f worker a t t i t u d e s and l i f e - s t y l e s . They, t o o , went t o 
War t o s t u d y The American S o l d i e r (1949). 

The l a c k o f j o b a t t i t u d e s t u d i e s by o c c u p a t i o n a l s o c i o l o g i s t s and i n d u s t r i a l 
p s y c h o l o g i s t s d u r i n g t h i s decade i n d i c a t e s t o us t h a t a p r o b l e m - s o l v i n g r e s e a r c h 
approach r e q u i r e s a r a t h e r s t a b l e s o c i a l and economic c o n t e x t i n the realm w i t h 
w h i c h the p r o b l e m - s o l v e r i s concerned. I n times o f economic upheaval or s o c i a l 
c o n f l i c t , the more r e f i n e d problems t o w h i c h j o b a t t i t u d e s may be r e l a t e d , such 
as i n c r e a s i n g o u t p u t o r r e d u c i n g m a r g i n a l i t y , are superceded by the more b a s i c 
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c o ncerns o f the p r o b l e m - s o l v e r and those who employ him. 

A n o t h e r r e s e a r c h approach adopted by s o c i a 1 s c i e n t i s t s s t u d y i n g work and t h e 
w o r k e r appears to be l e s s s u b j e c t t o f l u c t u a t i o n s i n s o c i a l and economic c o n d i t i o n s 
T h i s approach i s t h a t o f the s u r v e y r e s e a r c h e r who s t u d i e s a t t i t u d e s c o n c e p t u a l l y , 
w i t h o u t b e i n g p a r t i c u l a r l y concerned w i t h changing work b e h a v i o r or i m p r o v i n g the 
s i t u a t i o n o f the i n d i v i d u a l w o r k e r . T h i s approach t o the s t u d y o f work a l s o began 
i n the 1920's and 30's w i t h the p r i n c i p a l p i o n e e r b e i n g Robert Hoppock ( 1 9 3 5 ) . 
His a p p r o a c h , i n s t r u m e n t s , a n a l y s e s , and c o n c l u s i o n s have served as a model f o r 
s t u d i e s o f j o b s a t i s f a c t i o n t o t h i s day. 

Hoppock s e t o u t t o o b t a i n a more r e p r e s e n t a t i v e sample o f w o r k e r s t h a n had 
been p o l l e d i n p r e v i o u s r e s e a r c h s t u d i e s o f j o b s a t i s f a c t i o n . He i n t e r v i e w e d 
the w o r k i n g p o p u l a t i o n o f an e n t i r e community u s i n g a s t a n d a r d i z e d s e t o f 
q u e s t i o n s and a t t i t u d e s c a l e s (see Chapter 5 ) . He d i d more i n t e n s i v e r e s e a r c h 
on s e l e c t e d samples o f employed and unemployed workers and s a t i s f i e d and d i s 
s a t i s f i e d t e a c h e r s u s i n g expanded v e r s i o n s o f the s c a l e s and q u e s t i o n n a i r e s , 
p l u s t e s t s o f i n t e l l i g e n c e , i n t e r e s t , and f r e e a s s o c i a t i o n s . A l t h o u g h s u r v e y s 
o f j o b s a t i s f a c t i o n have been u n d e r t a k e n by numerous r e s e a r c h e r s s i n c e the 
Hoppock s t u d i e s , t h e r e are few who have made s i g n i f i c a n t s u b s t a n t i v e o r methodo
l o g i c a l c o n t r i b u t i o n s to h i s approach. Such r e f i n e m e n t s as have been made seldom 
change the f i n d i n g s on j o b a t t i t u d e s w h i c h have been r e l a t i v e l y c o n s t a n t o v e r 
30 y e a r s o f r e s e a r c h (Robinson, e t a l . 1966) 

T h i s i s n o t to say t h a t a l l s o c i a l s c i e n t i s t s a re s a t i s f i e d w i t h t h i s y*. 
r e s e a r c h approach. On the c o n t r a r y , i n r e c e n t y e a r s , the s u r v e y t e c h n i q u e o f 
a s c e r t a i n i n g j o b s a t i s f a c t i o n has been s e v e r e l y c r i t i c i z e d . 

The concept o f s a t i s f a c t i o n , f o r example, i s seen as a v e r y gross measure 
o f j o b a t t i t u d e s i n l i g h t o f the numerous dimensions t h a t have been shown t o 
r e l a t e t o workers p e r c e p t i o n s , f e e l i n g s , and b e h a v i o r (Vroom, 1964). A l s o , 
the approach o f a s k i n g a person d i r e c t l y t o t a l k about h i s f e e l i n g s r e g a r d i n g 
h i s j o b has come under a t t a c k f o r i t s n a i v e t e ( B l a u n e r , 1960; W i l e n s k y , 1964). 
However, these are t h e o r e t i c a l and t e c h n i c a l c r i t i c i s m t h a t can be d e a l t w i t h by 
i m p r o v i n g e x p e r i m e n t a l d e s i g n s , i n s t r u m e n t s , and s a m p l i n g and a n a l y s i s 
p r o c e d u r e s . Because these s t u d i e s are n o t c o n c e i v e d as e f f o r t s t o s o l v e manage
ment problems or a m e l i o r a t e t h e l o t o f the w o r k e r , t h e i r i n v e s t i g a t o r s have t h e 
time and the p e r s p e c t i v e t o r e c a s t the "common sense" c o n c e p t s o f employers 
and employees i n t o more e x p l a n a t o r y s o c i a l s c i e n c e concepts w h i c h are l e s s 
dependent upon s p e c i f i c s i t u a t i o n s (Pugh, 1966). 

I n the decade f o l l o w i n g the Second World War, the t h r e e d i f f e r e n t r e s e a r c h 
approaches t o the s t u d y o f work began t o merge i n the r e s e a r c h programs c a r r i e d 
on a t v a r i o u s c e n t e r s a s s o c i a t e d w i t h U. S- academic i n s t i t u t i o n s . For example, 
the emphasis on group c o h e s i o n and s u p e r v i s o r y s t y l e s w h i c h began w i t h the 
Hawthorne s t u d i e s are seen a g a i n i n the e x p e r i m e n t a l and s u r v e y work o f the 
Survey Research Center a t the U n i v e r s i t y o f M i c h i g a n ( K a t z , 1951). The emphasis 
on c o n s i d e r a t i o n o f w o r k e r s ' ideas s t i m u l a t e d by the Hawthorne p r o j e c t appears i n 
the w e l l - k n o w n Harwood Pajama F a c t o r y s t u d y w h i c h d e m o n s t r a t e d t h a t w o r k e r 
p a r t i c i p a t i o n i n d e c i s i o n - m a k i n g i s an e f f e c t i v e means o f p r o m o t i n g g r e a t e r 
p r o d u c t i v i t y and lower r a t e s o f t u r n o v e r (Coch and F r e n c h , 1948). Comparisons 
o f s a t i s f i e d and d i s s a t i s f i e d and p r o d u c t i v e and n o n - p r o d u c t i v e w o r k e r s were an 
i m p o r t a n t p a r t o f most o f these s t u d i e s , as r e s e a r c h e r s began t o take a c c o u n t o f 
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some o f the m e t h o d o l o g i c a l c r i t i c i s m s t h a t had been leveLed a t the e a r l y a t t i t u d i n a l 
measurements o f the survey r e s e a r c h e r s . A l l o f these s t u d i e s were c o n s i d e r a b l y 
i mproved t h e o r e t i c a l l y by t h e i r a t t e n t i o n t o the i n s i g h t s o f K u r t Lewin (1951) who 
worked a t Harwood and w i t h the M i c h i g a n r e s e a r c h e r s d u r i n g World War I I . 

The o c c u p a t i o n a l s o c i o l o g i s t s a l s o were becoming somewhat more s y s t e m a t i c 
i n t h e i r methodology and t h e o r y . Rather than merely o b s e r v i n g a m i x t u r e o f 
i n d i v i d u a l s w i t h i n a g i v e n o c c u p a t i o n and w r i t i n g about what they saw, r e s e a r c h e r s 
such as Walker and Guest ( 1 9 5 2 ) , Friedman and H a v i g h u r s t ( 1 9 5 4 ) , and Chinoy (1955) 
were t e s t i n g hypotheses about a l i e n a t i o n w i t h i n s p e c i f i c i n d u s t r i a l groups by 
t a l k i n g d i r e c t l y t o samples o f w o r k e r s about t h e i r j o b a t t i t u d e s . These c o m p a r a t i v e 
s t u d i e s o f worker s a t i s f a c t i o n and o t h e r s l i k e them were a major s t e p i n the 
movement from an i n t r o s p e c t i v e and i d e o l o g i c a l o r i e n t a t i o n t o a more s y s t e m a t i c 
and d i s i n t e r e s t e d approach i n o c c u p a t i o n a l s o c i o l o g y . 

By the m i d d l e and l a t e 50's the s t u d y o f j o b a t t i t u d e s and t h e i r e f f e c t s on 
work p e r f o r m a n c e had become the dominant c o n c e r n o f s o c i a l s c i e n c e r e s e a r c h e r s 
i n v e s t i g a t i n g work and the w o r k e r . However, the focus i n many o f these f i e l d 
s t u d i e s was r e t u r n i n g t o the e a r l i e r s t y l e o f documenting and " s o l v i n g " problems 
r a t h e r than u t i l i z i n g the more s c i e n t i f i c method o f d e v e l o p i n g and t e s t i n g 
h y p o t h e s e s . I t seemed t h a t now t h a t o t h e r r e s e a r c h e r s had demonstrated t h a t 
j o b a t t i t u d e s c o u l d be measured and r e l a t e d t o aspec t s o f a worker's e x p e r i e n c e 
and/or b e h a v i o r , these management c o n s u l t a n t s ( o r human r e l a t i o n s e x p e r t s as t h e y 
were c a L l e d ) were d e t e r m i n e d t o s o l v e a l l o f t h e i r e m p l o y e r s 1 problems by 
i n c r e a s i n g t h e i r w o r k e r s ' j o b s a t i s f a c t i o n . To quote a r e v i e w e r w r i t i n g i n 1958, 
"Few and f a r between are s t u d i e s which suggest t h a t m o r a l e o r happiness or j o b 
s a t i s f a c t i o n are w o r t h y ends i n and o f themselves. The p a s s i o n o f the day i s 
t o p r o v e t h a t h i g h m o r a l e does, i n f a c t , i n c r e a s e p r o d u c t i v i t y " . (Ferguson, 
1958, 246.) 

S i n c e the l a t e 50's t h e r e has been a d e c l i n e i n the number o f s t u d i e s 
e m p l o y i n g t h i s p r o b l e m - s o l v i n g type o f approach. Again we m i g h t account f o r 
t h i s i n terms o f the s o c i a l and economic c o n d i t i o n s o f the e r a . However, i t 
a p p e a r s to us t h a t a more cogent e x p l a n a t i o n i s t h a t the problem s o l v e r s and 
t h o s e who purchase t h e i r s e r v i c e s are becoming i n c r e a s i n g l y aware o f the 
r e l a t i v e barrenness o f t h e i r e f f o r t s t o d a t e . I n a r e c e n t survey o f the 
l i t e r a t u r e on a number o f s t u d i e s r e l a t i n g j o b s a t i s f a c t i o n w i t h p r o d u c t i v i t y , 
Vroom (1964) found t h a t the median c o r r e l a t i o n between h i g h s a t i s f a c t i o n and h i g h 
p r o d u c t i v i t y was a p p r o x i m a t e l y .14. Such a f i g u r e i s i n d i c a t i v e o f the c o m p l e x i t y 
o f t h e r e s e a r c h problem r e l a t i v e t o the t i m e and t e c h n i q u e s a v a i l a b l e t o the 
p r o b l e m - s o l v i n g r e s e a r c h e r . I t appears t h a t management i s becoming aware t h a t 
t hey can o b t a i n as good or b e t t e r r e s u l t s f r o m s i m p l e r , l e s s expensive r e s e a r c h 
p r o c e d u r e s than those o f the human r e l a t i o n s e x p e r t . — 

The c r i t i c s o f the human r e l a t i o n s approach have n o t f a r e d much b e t t e r i n 
e m p i r i c a l l y s u p p o r t i n g t h e i r t h e o r i e s o f w o r k e r m o t i v a t i o n . The few surveys 
t h a t a r e a v a i l a b l e do n o t r e v e a l any c o n s c i o u s s t r i v i n g f o r s e l f - c o n f i r m a t i o n on 
the p a r t o f the w o r k e r , nor do they expose any widespread worker a l i e n a t i o n 

— Some approaches t h a t seem t o have a g r e a t e r c o s t - b e n e f i t r a t i o f o r 
management are those o f the e n g i n e e r i n g p s y c h o l o g i s t and the v o c a t i o n a l 
c o u n s e l o r . 
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(BLauner, 1964; Kornhauser, 1965; Robinson, 1967; W i l e n s k y , 1964). T h i s has 
le d some o f these t h e o r i s t s t o m o d i f y t h e i r e x p l a n a t i o n s and t h e o r i e s o f work 
m o t i v a t i o n w h i l e o t h e r s have been c o n t e n t t o c o n t i n u e t h e i r c r i t i c i s m s o f 
management and management r e l a t i o n s r e s e a r c h e r s . 

T h i s l a c k o f evidence f o r f a v o r e d t h e o r i e s and i n a b i l i t y t o produce c l e a r -
c u t and i n e x p e n s i v e r e s u l t s has d i s c o u r a g e d many o f the s o c i a l s c i e n t i s t s who have 
pursued the p r o b l e m - s o l v i n g t y p e o f approach. More sys tecna t i c and d i s i n t e r e s t e d 
r e s e a r c h i s b e i n g c a r r i e d o u t by s o c i a l s c i e n t i s t s who are p r i m a r i l y concerned 
w i t h u n d e r s t a n d i n g and m e a s u r i n g the j o b a t t i t u d e s o f a v a r i e t y o f workers i n a 
v a r i e t y o f s i t u a t i o n s . They have f r e q u e n t l y gone t o the c o n t r o l l e d c o n d i t i o n s o f 
the e x p e r i m e n t a l l a b o r a t o r y t o d e v e l o p and t e s t t h e i r h y p o t h e s e s . These 
r e s e a r c h e r s are p a y i n g more a t t e n t i o n t o i n d i v i d u a l d i f f e r e n c e s between the 
c h a r a c t e r i s t i c s o f the w o r k e r s and the c h a r a c t e r i s t i c s o f t h e i r work s i t u a t i o n . 
There have been more s t u d i e s o f the i n t e r a c t i o n between w o r k e r p e r s o n a l i t y and 
j o b c o n t e n t or o r g a n i z a t i o n a l s t r u e t u r e , f o r example, i n the p a s t few years 
than t h e r e had been i n the p r e c e d i n g t h r e e decades. 

I t i s our e s t i m a t i o n t h a t t h i s more l i m i t e d and non-problem s o l v i n g approach 
w i l l c o n t r i b u t e more t o our u n d e r s t a n d i n g o f work b e h a v i o r and have a g r e a t e r 
p r a c t i c a l a p p l i c a b i l i t y i n the l o n g r u n than have the e f f o r t s o f those who engage 
i n c o m b a t t i n g d i r e c t l y the economic and s o c i a l problems o f t h e i r t i m e . A l t h o u g h 
the p r o b l e m - s o l v e r s have c o n t r i b u t e d a number o f ideas t o the g e n e r a l s t u d y o f 
work and the w o r k e r , they have n o t produced any r e a s o n a b l y documented t h e o r i e s or 
laws t h a t have h e l d up i n o t h e r c o n t e s t s or i n r e p l i c a t i o n s o f t h e i r r e s e a r c h . 
I n w r i t i n g about h i s r e v i e w o f the j o b a t t i t u d e l i t e r a t u r e , Herzberg s a i d , 
"The book was a saddening e x p e r i e n c e , because the major c o n c l u s i o n was t h a t we 
c o u l d document alm o s t any p o s i t i o n one wished t o take w i t h r e s p e c t t o what 
a f f e c t e d p e o p l e a t work." (1966, 148). 

W i t h an i n c r e a s i n g s o p h i s t i c a t i o n i n methodology and e x p e r i m e n t a l d e s i g n and 
more emphasis on the development o f t h e o r y , we e x p e c t c o n s i d e r a b l e advances i n 
the g r o w t h o f a m u l t i - d i s c i p l i n a r y , s c i e n t i f i c u n d e r s t a n d i n g o f j o b a t t i t u d e s , 
t h e i r consequences and d e t e r m i n a n t s . However, w i t h o u t s u i t a b l e t e s t s o f t h i s 
u n d e r s t a n d i n g i n on-going work s i t u a t i o n s , these s t u d i e s w i l l be l i m i t e d t o 
the d e s c r i p t i v e l e v e l o f s u r v e y s o r t o the type o f l a b o r a t o r y and c l a s s r o o m 
e x e r c i s e t h a t has c h a r a c t e r i z e d a g r e a t d e a l o f r e s e a r c h i n the s o c i a l s c i e n c e s . 
We hope t h a t t h i s book w i l l be a s t i m u l u s t o the r e s e a r c h e r , the businessman, 
and the u n i o n o f f i c i a l to h e l p d e v e l o p a more s o p h i s t i c a t e d and p r a c t i c a l i n d u s t r i a l 
s o c i a l p s y c h o l o g y . 

I n summary, j o b a t t i t u d e s , t h e i r d e t e r m i n a n t s and consequences are complex, 
and as y e t r e l a t i v e l y u n a n a l y z e d , phenomena. Few w o r k e r s have the c l e a r - c u t 
goals o f the s o c i a l c r i t i c o r the s i n g l e ( o r d o u b l e ) m o t i v a t i o n a l systems o f the 
i n d u s t r i a l p s y c h o l o g i s t . I t i s u n l i k e l y t h a t w orker a t t i t u d e s w i l l be p r e d i c t e d 
by a g e n e r a l t h e o r y d e a l i n g w i t h a b i l i t i e s , background, or m o t i v a t i o n i n any 
more a c c u r a t e manner than w o r k e r performance has been p r e d i c t e d on the b a s i s o f 
r e p o r t e d j o b s a t i s f a c t i o n . I n s p i t e o f i t s r a t h e r l e n g t h y and e x t e n s i v e h i s t o r y , 
the s t u d y o f j o b a t t i t u d e s i s r e a l l y o n l y a t the t h r e s h o l d o f s c i e n t i f i c i n q u i r y . 
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3. OCCUPATIONAL NORMS AND DIFFERENCES I N JOB SATISFACTION: 

A SUMMARY OF SURVEY RESEARCH EVIDENCE 

John P. Robinson 

L i k e most s o c i a l s c i e n t i s t s , those i n i n d u s t r i a l r e s e a r c h would r e c o g n i z e 
the need f o r r e p r e s e n t a t i v e sampling. However, a d i s t u r b i n g amount o f i n d u s 
t r i a l r e s e a r c h reaches the l i t e r a t u r e w i t h l i t t l e a p p a r e n t awareness o f the 
l i m i t a t i o n s of c o n c l u s i o n s reached on samples o f s i n g l e o c c u p a t i o n s , s i n g l e 
o r g a n i z a t i o n s o r even s i n g l e d e p a r t m e n t s . To be sur e , i n a c e r t a i n sense, 
d a t a f r o m s i n g l e work groups and s i n g l e companies, where v a r i o u s background 
and l o c a t i o n a l v a r i a b l e s can be c o n t r o l l e d o r tak e n i n t o a c c o u n t , are more 
s a t i s f a c t o r y t h a n d a t a f r o m the h i g h l y d i s p e r s e d people found i n a r e p r e 
s e n t a t i v e n a t i o n a l sample. However, i f the r e s e a r c h e r i s i n t e r e s t e d i n making 
g e n e r a l i z a t i o n s about h i s f i n d i n g s , and most i n v e s t i g a t o r s u l t i m a t e l y must be, 
he s h o u l d f i n d the c o n t e n t s o f t h i s c h a p t e r u s e f u l f o r making such 
g e n e r a l i z a t i o n s . 

For the g r e a t p a r t , t h i s c h a p t e r i s concerned w i t h e x p o s i n g , i n t e r p r e t i n g , 
and commenting on the v a l u e o f q u e s t i o n s t h a t have been asked o f r e p r e s e n t a t i v e 
n a t i o n a l samples, o r o t h e r l a r g e - s c a l e samples f o r which c o n s i d e r a b l e v a r i a t i o n 
i n o c c u p a t i o n a l s t r u c t u r e was i n c o r p o r a t e d i n t o the s t u d y d e s i g n . I t i s t r u e 
t h a t most c r o s s - s e c t i o n a l s t u d i e s are l i m i t e d i n the f l e x i b i l i t y and c o m p l e x i t y 
o f q u e s t i o n s asked. A n a l y s i s o f such d a t a i s thus dependent on the a s s u m p t i o n 
t h a t h o l d i n g c o n s t a n t the w o r d i n g o f s i n g l e a t t i t u d e q u e s t i o n s a u t o m a t i c a l l y 
e n s u r e s t h a t i t s meaning i s the same f o r a l l r e s p o n d e n t s and can be so 
i n t e r p r e t e d . The i n c r e a s i n g body o f m u l t i v a r i a t e r e s e a r c h i n t o work a t t i t u d e s 
p o i n t s o u t the n a i v e t e o f t h i s assumption and the use o f s i n g l e g l o b a l q u e s t i o n s 
t o a s s e s s j o b s a t i s f a c t i o n . 

However, we s h a l l see t h a t t h e r e i s a c c u m u l a t i n g e v i d e n c e fro m l a r g e -
s c a l e surveys i n d i c a t i n g t h a t much the same k i n d s o f f a c t o r s emerge f r o m 
r e p r e s e n t a t i v e s t u d i e s as from m u l t i v a r i a t e r e s e a r c h i n t o work a t t i t u d e s , 
u s u a l l y performed on more l i m i t e d samples. F u r t h e r m o r e , t h i s survey e v i d e n c e 
p o i n t s t o the import a n c e o f o c c u p a t i o n a l s t a t u s as a c o r r e l a t e , o r even 
d e t e r m i n a n t , o f these d i f f e r e n t i a l a t t i t u d e s towards work. T h i s h o l d s t r u e 
n o t o n l y f o r g e n e r a l s a t i s f a c t i o n f r o m work b u t a l s o f o r the t y p e s o f e x p e c t a 
t i o n s t h a t work w i l l f u l f i l l f o r those i n v a r i o u s o c c u p a t i o n s . I t i s u s u a l l y 
i m p o s s i b l e t o a c c u r a t e l y d e t e c t the e f f e c t s o f s t a t u s i n s t u d i e s o f l i m i t e d 
segments o f the o c c u p a t i o n a l domain. 

S o c i o l o g i s t s , by t h e n a t u r e o f t h e i r d i s c i p l i n e , a r e e s p e c i a l l y a t t u n e d 
t o t h e d r a m a t i c s t a t u s d i f f e r e n t i a l s i n h e r e n t among v a r i o u s o c c u p a t i o n a l 
c a t e g o r i e s . I n d e e d , o c c u p a t i o n a l d i f f e r e n c e s p r o b a b l y f o r m the most i m p o r t a n t 
b a s es f o r t h e e m p i r i c a l s t u d y o f s o c i o l o g i c a l s t r a t i f i c a t i o n . S tudents o f 



s o c i a l s t r a t i f i c a t i o n , t h e n , are perhaps the l e a s t s u r p r i s e d t o f i n d t h a t the 
s o c i a l s t a t u s r a n k i n g o f an o c c u p a t i o n p r e d i c t s so much v a r i a n c e i n t h e d i s t r i 
b u t i o n o f j o b s a t i s f a c t i o n s c o r e s . I n f a c t , many would r e g a r d the f i n d i n g as 
t r i v i a l . A f t e r a l l , i t doesn't r e q u i r e a Ph.D. t o observe how much more 
i n v o l v e d and i n t e r e s t e d the manager i s i n h i s work t h a n t h e bookkeeper, or 
t h e bookkeeper i s t h a n the machine o p e r a t o r , or the machine o p e r a t o r t h a n 
t h e j a n i t o r . Even c a s u a l o b s e r v e r s may n o t e t h a t g r e a t e r s a t i s f a c t i o n w i t h 
a j o b i s expected o f the p e r s o n who h o l d s a p o s i t i o n o f h i g h e r s t a t u s ; i t i s 
a s o c i a l norm, an e x p e c t a t i o n o f the person who h o l d s such a : p o s i t l o n . 

These c o n s i d e r a t i o n s have l e d many s o c i o l o g i s t s ( B l a u n e r , 1965, W i l e n s k y , 
1964) t o q u e s t i o n the i n t e r p r e t a t i o n o f w o r k e r s ' answers t o q u e s t i o n s r e g a r d i n g 
how s a t i s f i e d t h e y are w i t h t h e i r j o b s . These a u t h o r s p o i n t o u t the o v e r l y 
l a r g e m a j o r i t i e s (80-90 p e r c e n t ) o f employed people who over the p a s t 30 years 
have responded p o s i t i v e l y r a t h e r t h a n n e g a t i v e l y t o what these a u t h o r s c o n s i d e r 
n a i v e and s u p e r f i c i a l q u e s t i o n s . B l a u n e r a t t r i b u t e s much o f t h i s t endency t o 
t h e f a c t t h a t by demeaning h i s j o b a r e s p o n d e n t i s q u e s t i o n i n g h i s v e r y compe
tenc e as a person, w h i l e W i l e n s k y p o i n t s t o the g e n e r a l c u l t u r a l b i a s toward 
e x p r e s s i n g c o n t e n t m e n t ( t h e process c a l l e d " a c q u i e s c e n c e " o r " s o c i a l d e s i r a 
b i l i t y " by the more p s y c h o l o g i c a l l y o r i e n t e d ) . 

B l a u n e r and W i l e n s k y ' s views are g i v e n s u b s t a n t i a l c o n f i r m a t i o n by 
A r g y r i s ' (1958) s t u d y o f w o r k e r s i n a " h e a l t h y " o r g a n i z a t i o n , a company 
w h i c h manufactured p r o d u c t s o f r e c o g n i z e d s u p e r i o r q u a l i t y , p a i d h i g h wages, 
p i o n e e r e d programs o f 1 i b e r a l b e n e f i t s , and r e q u i r e d s u p e r i o r s t o be sympa-
t h e t i c and u n d e r s t a n d i n g w i t h t h e i r w o r k e r s . A p r e l i m i n a r y p o l l u s i n g more 
s i m p l i f i e d q u e s t i o n s i n d i c a t e d o v e r w h e I m i n g l y t h a t b o t h management and 
employees c o n c u r r e d t h a t i t was a good p l a c e t o work. F u l l y 92 p e r c e n t o f 
t h e employees were s a t i s f i e d w i t h t h e i r j o b s as a whole and had no d e s i r e 
o r p l a n s t o l e a v e ; t h r e e o u t o f f o u r agreed t h a t management was u n d e r s t a n d i n g 
and " w o n d e r f u l " ; and a l m o s t h a l f the number s a i d t h a t t h e r e was n o t h i n g t h a t 
t h e y l i k e d " l e a s t " about the company. However, f u r t h e r e x a m i n a t i o n o f 
r e s p o n s e s t o o t h e r q u e s t i o n s r e v e a l e d t h a t 2/3 f e l t t h a t t h e y e x p e r i e n c e d 
no p e r s o n a l ( i n t r i n s i c ) s a t i s f a c t i o n s f r o m t h e i r j o b s ; 3/4 d i d n o t a s p i r e 
t o any p o s i t i o n s o f r e s p o n s i b i l i t y ; a n o t h e r 75 p e r c e n t s a i d t h e y never made 
c l o s e f r i e n d s a t the p l a n t , and o n l y 4 p e r c e n t had any s u g g e s t i o n s f o r 
i m p r o v i n g t h e i r j o b s . While some i n t e r e s t i n g d i f f e r e n c e s on these q u e s t i o n s 
( w h i c h we s h a l l d i s c u s s l a t e r ) appeared among v a r i o u s o c c u p a t i o n a l l e v e l s , 
one c o u l d h a r d l y p i c t u r e these employees as b e i n g unboundedly happy and 
i n v o l v e d i n t h e i r work. 

T h i s would appear t o c o n s t i t u t e a s t r o n g argument f o r d e v e l o p i n g and 
u s i n g more s o p h i s t i c a t e d i n d i c e s o f j o b s a t i s f a c t i o n t h a n the u s u a l d i r e c t 
q u e s t i o n s . I n t h i s c h a p t e r , t h e n , we s h a l l r e v i e w a number o f s t u d y ques
t i o n s w hich a t t e m p t t o g e t a t more m e a n i n g f u l a s p e c t s o f j o b s a t i s f a c t i o n 
i n r e p r e s e n t a t i v e c r o s s - s e c t i o n samples. I n the p rocess we s h a l l comment 
on some d a t a u s i n g l e s s - s o p h i s t i c a t e d q u e s t i o n s ( r a t h e r complete c o l l e c t i o n s 
o f d a t a u s i n g such i n d i c a t o r s have been p r e s e n t e d a n n u a l l y i n t h e J o u r n a l o f 
P e r s o n n e l and Guidance f o r the p a s t 30 y e a r s ) ; b u t i n the main we w i l l be 
l o o k i n g f o r adequate norms on b o t h s o p h i s t i c a t e d and u n s o p h i s t i c a t e d ques
t i o n s about j o b s a t i s f a c t i o n f o r v a r i o u s o c c u p a t i o n a l c a t e g o r i e s . I t i s 
o u r hope t h a t f u t u r e i n v e s t i g a t o r s , u s i n g n o n - r e p r e s e n t a t i v e samples ( t h e 
u s u a l case i n o c c u p a t i o n a l s a t i s f a c t i o n r e s e a r c h ) w i l l u t i l i z e t h i s 
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n o r m a t i v e i n f o r m a t i o n t o see i f t h e i r samples d e v i a t e i n any i m p o r t a n t way 
f r o m more r e p r e s e n t a t i v e groups o f r e s p o n d e n t s . 

The r e l e v a n t l i t e r a t u r e c o n s i s t s o f f i v e m a j o r , m a i n l y independent, 
s t u d i e s : 1) B l a u n e r ' s r e v i e w o f p o l l q u e s t i o n s on j o b s a t i s f a c t i o n as o f 
1960; ̂  2) a n a t i o n a l r e p r e s e n t a t i v e sample conducted i n 1958 by G u r i n , e t 
a l . ( 1 9 6 0 ) ; 3) a 1960 n a t i o n - w i d e sample o f b o t h f e d e r a l and n o n - f e d e r a l 
employees r e p o r t e d i n K i l p a t r i c k , e t a l . ( 1 9 6 4 ) ; 4) W i l e n s k y ' s 1960 s t u d y 
o f d i v e r s e o c c u p a t i o n a l groups i n D e t r o i t ; and 5) a 1965-66 n a t i o n a l urban 
sample u n d e r t a k e n by Converse and Robinson ( i n p r e s s ) . Since the s t u d i e s 
show l i t t l e o v e r l a p , we can t r e a t them s e p a r a t e l y i n c h r o n o l o g i c a l o r d e r . 

F o l l o w i n g the se r e v lews we p r e s e n t s h o r t t r e a t m e n t s o f f o u r r e l e v a n t 
t o p i c s t h a t bear on f u r t h e r i n t e r p r e t a t i o n o f the f i n d i n g s c o n t a i n e d i n the 
f i v e s t u d i e s . The f i r s t t o p i c i s the v a r i a t i o n i n work a t t i t u d e s w i t h i n 
the b l u e - c o l l a r domain and i t s sources, f o r which o n l y s k e t c h y evidence i s 
a v a i l a b l e f r o m r e p r e s e n t a t i v e s u r v e y s . The n e x t s e c t i o n examines s i m i l a r 
d i f f e r e n c e s which have been found i n l a r g e - s c a l e s t u d i e s o f p r o f e s s i o n a l and 
o t h e r c o l l e g e - t r a i n e d segments o f the p o p u l a t i o n . The t h i r d t o p i c concerns 
i t s e l f w i t h some c h i l d - r e a r i n g d e t e r m i n a n t s o f work a t t i t u d e s and the f o u r t h 
w i t h some c r o s s - c u l t u r a l d i f f e r e n c e s i n work a t t i t u d e s . I n t h i s l a s t s e c t i o n , 
s p e c i a l a t t e n t i o n i s g i v e n t o a comparison o f American and Russian worker 
s a t i s f a c t i o n i n b l u e - c o l l a r o c c u p a t i o n s ; t h e a n a l y s i s seems t o suggest t h a t 
w o r k s a t i s f a c t i o n a t t i t u d e s are q u i t e s i m i l a r i n two s o c i e t i e s which p l a c e 
d i f f e r e n t " o f f i c i a l " p r e s t i g e on the v a l u e o f b l u e - c o l l a r work. 

1. B l a u n e r ' s r e v i e w . While B l a u n e r makes a s t r o n g p o i n t o f the 
m e t h o d o l o g i c a l weaknesses o f the d i r e c t q u e s t i o n approach, he i s s a t i s f i e d 
t h a t such q u e s t i o n s do r e v e a l m e a n i n g f u l d i f f e r e n c e s between v a r i o u s occu
p a t i o n a l c a t e g o r i e s . Indeed such d i f f e r e n c e s , i n l i n e w i t h the s o c i a l s t a t u s 
argument r a i s e d above, appear c o n s i s t e n t l y i n 10 U.S. s t u d i e s c i t e d by 
B l a u n e r ; these d i f f e r e n c e s show up as w e l l i n data f r o m f i v e f o r e i g n 
c o u n t r i e s ( R u s s i a , Germany, I t a l y , Sweden and Norway) compared by I n k e l e s 
( 1 9 6 0 ) . There appears t o be some di s a g r e e m e n t i n these s t u d i e s over whether 
the h i g h e s t l e v e l b l u e - c o l l a r w o rkers ( f o r e m e n , s k i l l e d w o r k e r s , c r a f t s m e n ) 
d e r i v e more s a t i s f a c t i o n f r o m t h e i r work t h a n the lowest w h i t e - c o l l a r employees 
( c l e r k s , t y p i s t s ) ; b u t t h e r e i s l i t t l e d o u b t t h a t w i t h i n t h e two groups the 
s t a t u s - s a t i s f a c t i o n r e l a t i o n h o l d s q u i t e w e l l . 

P r o b a b l y the most i n f o r m a t i v e among the i n d i c e s o f j o b s a t i s f a c t i o n 
( " I f you had the chance t o s t a r t your w o r k i n g l i f e over a g a i n , would you 
choose the same k i n d o f work as you are d o i n g now?") has g i v e n the d i s t r i 
b u t i o n s o f Table 1. These d a t a were b r o u g h t t o g e t h e r by W i l e n s k y (1964) 

T h i s v a l u a b l e a r t i c l e has r e a p p e a r e d i n the r e c e n t second e d i t i o n 
o f B e n d i x and L i p s e t ' s C l a s s , S t a t u s and Power. Glencoe, I l l i n o i s : Free 
P r e s s , 1965. 

2 
These s t u d i e s conducted between 1934 and 1954 used a number o f d i r e c t 

and i n d i r e c t q u e s t i o n s . 



Table 1 

PROPORTIONS AMONG OCCUPATIONAL GROUPS WHO WOULD TRY TO GET 
INTO A SIMILAR TYPE OF WORK I F THEY COULD START 
OVER AGAIN ( B l a u n e r , 1965; W i l e n s k y , 1964) 

P r o f e s s i o n a l and Lower Per 
W h i t e - C o l l a r O c c u p a t i o n s Cent 

*Urban u n i v e r s i t y p r o f e s s o r 93 

M a t h e m a t i c i a n s 91 

P h y s i c i s t s 89 

B i o l o g i s t s 89 

Chemists 86 

* F i r m l a w y e r s 85 

**S c h o o l s u p e r i n t e n d e n t s 85 

Lawyers 83 

J o u r n a l i s t s (Washington 

c o r r e s p o n d e n t s ) 82 

*Church u n i v e r s i t y p r o f e s s o r s 77 

*S o l o l a w y e r s 75 

* W h i t e - c o l l a r w o rkers 43 

Working-Class Per 
Occ u p a t i o n s Cent 

S k i l l e d p r i n t e r s 52 

Paper w o r k e r s 42 

S k i l l e d a u t o w o r k e r s 41 

S k i l l e d s t e e l w o r k e r s 41 

T e x t i l e w o r k e r s 31 

^ B l u e - c o l l a r w o rkers 24 

U n s k i l l e d s t e e l w o r k e r s 21 

U n s k i l l e d a u t o w o rkers 16 

*A11 p r o b a b i l i t y samples o r u n i v e r s e s o f s i x p r o f e s s i o n a l groups and 
a c r o s s - s e c t i o n o f t h e "middle mass" ( l o w e r m i d d l e c l a s s and upper w o r k i n g 
c l a s s ) i n the D e t r o i t a r e a , s t r a t i f i e d f o r c o m p a r a b i l i t y w i t h r e s p e c t t o 
age, income, o c c u p a t i o n a l s t r a t u m and o t h e r c h a r a c t e r i s t i c s ( W i l e n s k y , 1964). 

* From a 1952-53 sample o f s c h o o l s u p e r i n t e n d e n t s i n M a s sachusetts 
( G r o s s , e t a l . , 1958) . 
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and by B l a u n e r . By p a r t i a l l i n g o u t the c o n s t r a i n t s on j o b d i s s a t i s f a c t i o n s 
imposed by the f a c t t h a t a r e s p o n d e n t ' s p r e s e n t j o b i s p r o b a b l y the b e s t he 
can f i n d , t h i s i n d i r e c t q u e s t i o n produces much more c o n s e r v a t i v e e s t i m a t e s o f 
o v e r a l l j o b s a t i s f a c t i o n . I n a d d i t i o n , by t h u s a l l o w i n g the respondent a 
much b r o a d e r frame o f r e f e r e n c e , f a r g r e a t e r d i f f e r e n c e s between o c c u p a t i o n s 
become a p p a r e n t (compare the r e s u l t s o f Table 1 w i t h those o f Table 6 ) . 

I n c o n c l u s i o n B l a u n e r p o i n t s t o t h r e e i m p o r t a n t f a c t o r s t h a t l e a d t o 
the d i f f e r e n t i a l j o b s a t i s f a c t i o n a c r oss o c c u p a t i o n s : p r e s t i g e ( e . g . , 
d o c t o r s and nurses do c e r t a i n t h i n g s i n t h e i r work, which would d i s g u s t a 
l a b o r e r o r j a n i t o r , y e t the g r e a t e r p r e s t i g e o f the f o r m e r o c c u p a t i o n s more 
t h a n compensates); c o n t r o l over v a r i o u s c o n d i t i o n s o f work ( t i m e , pace, 
t e c h n i c a l e n v i r o n m e n t , freedom f r o m s u p e r v i s i o n ) , and cohesiveness o f the 
work group (one s t u d y showed members o f c o h e s i v e work groups t o be over t w i c e 
as s a t i s f i e d as " i s o l a t e d " w o r k e r s on the same j o b i n the same company). 
More r e c e n t r e s e a r c h a l l o w s us n o t o n l y t o extend t h i s l i s t o f f a c t o r s , b u t 
t o examine the d i f f e r e n t i a l i m p o r t a n c e o f t h e s e v a r i o u s f a c t o r s between 
o c c u p a t i o n a l groups. I t i s t o t h i s l i t e r a t u r e t h a t we now t u r n . 

2. G u r i n , V e r o f f and F e l d M e n t a l H e a l t h Study. G u r i n , e t a l . ( 1 9 6 0 ) , 
i n a l e n g t h y i n v e s t i g a t i o n i n t o the m e n t a l h e a l t h o f a n a t i o n a l c r o s s - s e c t i o n 
o f 2,460 American a d u l t s , i n c l u d e d t h e f o l l o w i n g s i x s e t s o f open-ended 
q u e s t i o n s w h i c h may be seen as g e t t i n g a t d i f f e r e n t components o f j o b 
s a t i s f a c t i o n : 

1) T a k i n g i n t o c o n s i d e r a t i o n a l l the t h i n g s about your j o b , how 
s a t i s f i e d or d i s s a t i s f i e d are you w i t h i t ? 

2) R e g a r d l e s s o f how much you l i k e your j o b , i s t h e r e any o t h e r k i n d 
o f w o r k you'd r a t h e r be doing? 

3) I f you d i d n ' t have t o work t o make a l i v i n g , do you t h i n k you 
w o u l d work anyway? 

4) Have you had any problems w i t h your w o r k — t i m e s when you c o u l d n ' t 
w o r k , o r weren't g e t t i n g a l o n g on the j o b , or d i d n ' t know what k i n d o f work 
you wanted t o do? 

5) What does i t take t o do a r e a l l y good j o b a t the k i n d o f work you 
do? How much a b i l i t y do you t h i n k i t t a k e s t o do a r e a l l y good j o b a t the 
k i n d o f work you do? How good would you say you are a t d o i n g t h i s k i n d o f 
work--would you say you were v e r y good, a l i t t l e b e t t e r t h a n average, j u s t 
a v e r a g e , or n o t v e r y good? ( Q u e s t i o n 5 asked o f o n l y a random t h i r d o f a l l 
employed r e s p o n d e n t s . ) 

6) What t h i n g s do you p a r t i c u l a r l y l i k e about the job? What t h i n g s 
d o n ' t you l i k e about the job? 

Key breakdowns o f these q u e s t i o n s by o c c u p a t i o n are g i v e n i n Table 2 
f o r men o n l y ; 3 s e r v i c e w o rkers ( p o l i c e m e n , w a i t e r s , e t c . ) were a p p a r e n t l y 

A l t h o u g h the same d a t a were c o l l e c t e d f o r employed women, i t was 
d e c i d e d t o examine t h e male responses o n l y on the assumption t h a t work 
seldom h o l d s the importance f o r women as i t does f o r men. I t t u r n s out 
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Table 2 

BREAKDOWN OF 6 QUESTIONS ON JOB SATISFACTION FROM GURIN, ET, AL. ( 1 9 6 0 ) . See t e x t f o r q u e s t i o n w o r d i n g . 

White C o l l a r Blue C o l l a r 

O c c u p a t i o n a l 
S t a t u s A l l 

P r o f e s s i o n a l 
T e c h n i c a l 

Managers 
P r o p r i e t o r s 

Sales 
Workers 

C l e r i c a l 
Workers 

S k i l l e d 
Workers 

Semi 
S k i l l e d 
Workers 

U n s k i l l e d 
Workers Farmers 

N ( 9 1 1 ) * (119) (127) (55) (46) (202) (152) (84) (77) 

Que s t i o n 
1) % n e u t r a l , 

a m b i v a l e n t 15% 1 1 % 12% 14% 22% 16% 18% 19% 13% 

% d i s s a t i s f i e d 8% 3 6 16 17 7 6 16 7 

2) % who p r e f e r same 6 U 68 69 53 42 57 55 57 84 

3) % who would work 
anyway 85% 87 89 87 85 83 83 76 94 

4) % r e p o r t i n g work 
problems 29% 36 33 38 37 25 29 21 25 

5) % j u s t average 
or n o t v e r y 
good a t work •k-k 14 21 31 25 29 34 40 31 

6) % .mentioning 
i n t r i n s i c 
s a t i s f a c t i o n s 80% 96 88 89 74 82 71 58 75 

e x t r i n s i c 
s a t i s f a c t i o n s 40% 18 29 36 59 42 55 55 34 

i n t r i n s i c 
d i s s a t i s f a c t i o n s 30% 40 35 40 39 29 21 23 21 
e x t r i n s i c 
d i s s a t i s f a c t i o n s 53% 46 48 58 50 52 60 53 64 

The o c c u p a t i o n o f 49 res p o n d e n t s d i d n o t f i t i n t o one o f these e i g h t o c c u p a t i o n a l c a t e g o r i e s . 

^ Q u e s t i o n 5 asked o f o n l y 1/3 o f r e s p o n d e n t s . 



n o t c l a s s i f i e d i n t o any c a t e g o r y . Since t h e r e are s u b t l e t i e s i n v o l v e d i n the 
i n t e r p r e t a t i o n o f these d a t a , we s h a l l examine each q u e s t i o n s e p a r a t e l y b e f o r e 
s t a t i n g any g e n e r a l c o n c l u s i o n s . 

Q u e s t i o n 1, w h i l e d e a l i n g d i r e c t l y w i t h j o b s a t i s f a c t i o n and s u b j e c t to 
a l l t h e p i t f a l l s d e s c r i b e d above, does r e q u i r e more t h a n a simple nod o f t h e 
head f r o m r e s p o n d e n t s . Here t h e n 23 p e r c e n t o f a l l t h e employed males would 
be c l a s s i f i e d as n o t e x p l i c i t l y s a t i s f i e d w i t h t h e i r j o b s , an e x p e c t e d l y 
h i g h e r f i g u r e compared t o responses t o the s i m p l e r q u e s t i o n s a s k i n g merely 
"Are you s a t i s f i e d or d i s s a t i s f i e d w i t h your j o b ? " and much h i g h e r compared 
t o t h e n a i v e and poor q u e s t i o n , "Do you l i k e your job?" 1^ N e v e r t h e l e s s , we 
see t h a t o n l y 8 p e r c e n t o f the 1958 sample a c t u a l l y came r i g h t o u t and s a i d 
t h e y were d i s s a t i s f i e d w i t h t h e i r j o b s . S u r p r i s i n g l y , u s i n g t h i s r e p l y as 
an i n d e x r e v e a l s a n o t a b l e d e v i a t i o n between blue-and w h i t e - c o l l a r workers 
i n t h e s t a t u s o r d e r i n g p a t t e r n n oted by B l a u n e r . Occupants o f l o w e r - s t a t u s 
w h i t e - c o l l a r p o s i t i o n s show f a r h i g h e r i n c i d e n c e s o f d i s s a t i s f a c t i o n t h a n 
a l l o t h e r s except the l o w e s t b l u e - c o l l a r w o r k e r s . Somewhat the same p a t t e r n 
m i g h t have been expected f r o m t h e r e p l i e s i n Table 1. I t appears t h a t t h e r e 
are i m p o r t a n t e x c e p t i o n s t o the s t a t u s - s a t i s f a c t i o n r e l a t i o n i n the m i d d l e 
r a n g e s o f s t a t u s which need c l o s e r e x a m i n a t i o n . I n g e n e r a l , however, the 
r e l a t i o n h o l d s w i t h i n the w h i t e - c o l l a r domain and w i t h i n the b l u e - c o l l a r 
domain, a f i n d i n g w i t h r e f e r e n c e group t h e o r y i m p l i c a t i o n s which i s sub
s t a n t i a t e d by b l u e - c o l l a r d a t a p r e s e n t e d by Kornhauser (1965) and A r g y r i s 
( 1 9 5 8 ) . 

One f i n a l comment i s i n o r d e r r e g a r d i n g the g r o u p i n g o f n e u t r a l and 
a m b i v a l e n t (some p o s i t i v e f e e l i n g s expressed w i t h n e g a t i v e f e e l i n g s ) r e a c t i o n s 
i n T a b l e 2. There a r e , as G u r i n , e t a l . p o i n t o u t , c o n s i d e r a b l y d i f f e r e n t 
p s y c h o l o g i c a l processes accompanying the two r e a c t i o n s , w i t h ambivalence 
i n d i c a t i n g a f a r g r e a t e r degree o f ego i n v o l v e m e n t i n one's work as w e l l as 
a g r e a t e r degree o f f o r m a l e d u c a t i o n . F u t u r e i n v e s t i g a t o r s w i l l be wise t o 
s e p a r a t e the two groups f o r many o f t h e i r a n a l y s e s . 

t h e r e are good m e t h o d o l o g i c a l reasons as w e l l : women ( e s p e c i a l l y those w i t h 
no c o l l e g e exposure), d e s p i t e the o f t - h e a r d c o m p l a i n t s about d i s c r i m i n a t i o n 
i n h i r i n g , r e p o r t s i g n i f i c a n t l y more s a t i s f a c t i o n f r o m t h e i r j o b s . I t a l s o 
a p p e a r s t h a t women plac e f a r g r e a t e r r e l i a n c e on s o c i a l and p e r s o n a l r e l a 
t i o n s on the j o b i n a s s e s s i n g s a t i s f a c t i o n (see K i l p a t r i c k , e t a l . b e l o w ) . 
I t i s u n c e r t a i n i f most o f the d a t a p r e s e n t e d by B l a u n e r are f r o m samples 
o f men o r b o t h men and women. 
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Of c o u r s e , t h i s does n o t mean t h a t l e s s s o p h i s t i c a t e d q u e s t i o n s w o u l d 

n o t be v a l u a b l e t o the i n v e s t i g a t o r i n t e r e s t e d i n s t u d y i n g t r e n d s i n j o b 
s a t i s f a c t i o n over t i m e . Since none o f the d i r e c t j o b s a t i s f a c t i o n q u e s t i o n s 
r e v i e w e d has ever been r e p l i c a t e d over t i m e on r e a s o n a b l y r e p r e s e n t a t i v e 
samples, t h e r e i s no e m p i r i c a l l i g h t t o be shed on t h i s i n t e r e s t i n g p o i n t . 
Some comparisons o f i n d i r e c t q u e s t i o n s used i n the G u r i n , e t a l . s t u d y and 
t h e Converse and Robinson ( i n p r e s s ) s t u d y are p r e s e n t e d i n Appendix A. 

^Converse (1963) a l s o p o i n t s o u t t h a t the two r e a c t i o n s , o f t e n grouped 
t o g e t h e r i n a t t i t u d e and a t t i t u d e change s t u d i e s , may w e l l show r a d i c a l l y 
d i f f e r e n t responses t o i n f o r m a t i o n e x p e c t e d t o change these i n i t i a l 
r e a c t i o n s . 



Q u e s t i o n 2, d e s p i t e i t s s i m i l a r i t y t o the q u e s t i o n , "Would you do i t 
a g a i n i f you had i t t o do a l l o v e r ? " , i s o b v i o u s l y imbued w i t h so much o f the 
r e s p o n d e n t ' s pre sent frame o f r e f e r e n c e t h a t the l a r g e and c o n s i s t e n t d i f f e r e n c e s 
i n j o b commitment a p p e a r i n g i n Table 1 were n o t r e p l i c a t e d . ^ A l t h o u g h the 
e x p e c t e d downward t r e n d f o r the w h i t e - c o l l a r o c c u p a t i o n s i s p r e s e n t , a r e l a 
t i v e l y h i g h p r o p o r t i o n o f a l l b l u e - c o l l a r w o rkers r e p o r t t h a t t h e r e i s no o t h e r 
k i n d o f work t h e y would r a t h e r be d o i n g — p e r h a p s an i n d i c a t i o n o f t h e i r l i m i t e d 
o c c u p a t i o n a l h o r i z o n s or even a l a c k o f p r e s e n t upward m o b i l i t y a s p i r a t i o n s . 

The r e p l i e s t o Q u e s t i o n 3 show t h a t the p r o p o r t i o n o f each o f t h e b l u e -
c o l l a r l e v e l s who would c o n t i n u e w o r k i n g i f t h e y d i d n ' t have t o i s o n l y 
s l i g h t l y lower t h a n t h a t o f each o f the w h i t e - c o l l a r l e v e l s . Q u e s t i o n s 3 and 
4 show f a r m i n g t o be a p a r t i c u l a r l y s a t i s f y i n g l i n e o f work f o r those who have 
remained on the f a r m (Respite the d r a m a t i c urban m i g r a t i o n o f the p a s t few 
g e n e r a t i o n s ) . I t w i l l be noted t h a t e x c e p t f o r e x t r i n s i c f a c t o r s , f a r m e r s 
appear t o be average or above average on the o t h e r i n d i c a t o r s o f p o s i t i v e 
f e e l i n g s about t h e i r work. 

Subsequent i n q u i r i e s on Q u e s t i o n 4 r e v e a l e d t h a t two o u t o f e v e r y t h r e e 
s p e c i f i c work problems r e p o r t e d were o f a p e r s o n a l n a t u r e . The m a j or p r o b l e m 
mentioned was t h a t o f f i n d i n g the r i g h t k i n d o f work, w i t h s u p e r v i s o r y problems 
and h i s t o r i e s o f inadequacy a t work a l s o r e c e i v i n g p r o m i n e n t m e n t i o n . I t i s 
n o t i m p l a u s i b l e t o see t h a t such m a i n l y s e l f - r e f l e c t i v e concerns were e x p e r i e n c e d 
somewhat more o f t e n by each o f the w h i t e - c o l l a r groups i n Table 2. S t i l l , 
r e p o r t o f such problems was r e l a t e d t o l e s s work s a t i s f a c t i o n : t w i c e as many 
o f the d i s s a t i s f i e d t h a n the s a t i s f i e d r e p o r t e d some work problem. Thus, 
people who have a h a r d time c h o o s i n g an o c c u p a t i o n seem t o be l e s s s a t i s f i e d 
w i t h the work t h e y do choose t o e n t e r . 

S a t i s f i e d w o r k e r s were a l s o t w i c e as l i k e l y t o r a t e themselves as b e i n g 
" v e r y good" a t t h e i r work ( a l t h o u g h the r e p l i e s t o Q u e s t i o n s 4 and 5 were 
o n l y m i n i m a l l y r e l a t e d t o each o t h e r ^ ) . A g a i n the o r d e r s are m a i n t a i n e d between 
w h i t e - c o l l a r and b l u e - c o l l a r , e x c e p t f o r the d i s p r o p o r t i o n a t e l y l a r g e number 
o f salesmen who f e e l t h a t t h e y are " j u s t a v e r a g e " or n o t v e r y good a t t h e i r 
j o b s . One o f the i m p o r t a n t f e a t u r e s o f the G u r i n , e t a l . s t u d y was t h a t 
s i m i l a r q u e s t i o n s were asked o f o t h e r a s p e c t s o f the r e s p o n d e n t ' s l i f e ; t h i s 
ensured t h a t c e r t a i n observed e f f e c t s are n o t t r a c e a b l e t o m e t h o d o l o g i c a l 
a r t i f a c t s . For example, h i g h e r l e v e l s o f e d u c a t i o n were r e l a t e d t o g r e a t e r 
f e e l i n g s o f inadequacy i n m a r r i a g e and p a r e n t h o o d . However, i n the work 
a r e a , those w i t h h i g h e r e d u c a t i o n (and c o n c o m i t a n t l y h i g h e r o c c u p a t i o n a l 
s t a t u s ) r e p o r t e d lower f e e l i n g s o f inadequacy. 

Q u e s t i o n 2 d i d uncover a n o t a b l e age c o n t r a s t : w h i l e 75 p e r c e n t o f 
those over 55 expressed no d e s i r e f o r some o t h e r k i n d o f work, o n l y 48 p e r c e n t 
o f those between 20 and 35 did'. A s t e a d y i n c r e a s e i n j o b s a t i s f a c t i o n w i t h 
age was found i n Q u e s t i o n 1. O l d e r people g i v e achievement and h e a l t h more 
as reasons f o r c o n t i n u i n g work even i f t h e y d i d n ' t have t o and t h e y d e r i v e 
l e s s s a t i s f a c t i o n f r o m the people t h e y work w i t h . 

^ F e e l i n g s o f inadequacy and r e p o r t o f problems were found t o l i n k when 
p a r a l l e l q u e s t i o n s were asked f o r the m a r r i a g e and p a r e n t r o l e s . 



G u r i n , e t a l . d e v i s e d an e x t r e m e l y u s e f u l code based on m o t i v a t i o n a l con
s t r u c t s (see Appendix A) f o r the r e p l i e s t o the open-ended q u e s t i o n s d e a l i n g 
w i t h t h i n g s t h e i r r e s p o n d e n t s p a r t i c u l a r l y l i k e d or d i s l i k e d about t h e i r 
w ork. The major d i s t i n c t i o n i n the code was between i n t r i n s i c or ego s a t i s 
f a c t i o n s (achievement, affiliation,® independence, c u r i o s i t y ) and e x t r i n s i c 
s a t i s f a c t i o n s (wages, s e c u r i t y , w o r k i n g c o n d i t i o n s ) . As argued by Herzberg, 
e t a l . ( 1 9 5 8 ) , e x t r i n s i c f a c t o r s were a s s o c i a t e d w i t h r e p o r t e d j o b d i s s a t i s 
f a c t i o n ( Q u e s t i o n 1) r a t h e r t h a n j o b s a t i s f a c t i o n . I n o t h e r words, e x t r i n s i c 
f a c t o r s (such as money) are mentioned as d e f i c i e n c i e s by the d i s s a t i s f i e d 
b u t are n o t mentioned as b e n e f i t s by the s a t i s f i e d (see the c h a p t e r by 
A t h a n a s i o u f o r more d e t a i l s ) . 

As e x p e c t e d , these types o f s a t i s f a c t i o n v a r i e d c o n s i d e r a b l y by occu
p a t i o n , w i t h i n t r i n s i c s a t i s f a c t i o n b e i n g e x p e r i e n c e d most p r e v a l e n t l y i n the 
h i g h e r w h i t e o r b l u e - c o l l a r o c c u p a t i o n s w i t h the o p p o s i t e b e i n g t r u e f o r 
e x t r i n s i c s a t i s f a c t i o n s . Note, however, t h a t the p a t t e r n o f d i s s a t i s f a c t i o n s 
were n o t q u i t e what we would a t f i r s t e x p e c t ( v i z . the p a t t e r n where low 
m e n t i o n o f p o s i t i v e f e e l i n g s i m p l i e s h i g h n e g a t i v e f e e l i n g s ) f r o m the s a t i s 
f a c t i o n r e p l i e s . E x t r i n s i c d i s s a t i s f a c t i o n s are mentioned a t a h i g h e r , b u t 
n o t much h i g h e r , r a t e by b l u e - c o l l a r w o r k e r s w h i l e i n t r i n s i c d i s s a t i s f a c 
t i o n s were noted e q u a l l y by a l l w h i t e - c o l l a r w o r kers a t a L e v e l c o n s i d e r a b l y 
h i g h e r than the b l u e - c o l l a r r e s p o n d e n t s . 

The a u t h o r s i n t e r p r e t these somewhat d i s s o n a n t f i n d i n g s as f o l l o w s : 
p e o p l e i n h i g h e r s t a t u s j o b s not o n l y r e c e i v e more ego g r a t i f i c a t i o n s i n 
t h e i r work b u t a l s o seek such g r a t i f i c a t i o n s more, and c o n s e q u e n t l y ex
p e r i e n c e f r u s t r a t i o n when t h e y f e e l t h a t t h e s e needs are n o t g r a t i f i e d . 
B l u e - c o l l a r workers on t h e o t h e r hand come t o these j o b s o r i g i n a l l y w i t h lower 
e x p e c t a t i o n s and d e s i r e s f o r s e l f - f u l f i l l m e n t , or they become a d j u s t e d 
t o t h e l a c k o f o p p o r t u n i t i e s f o r such f u l f i l l m e n t . Evidence by A r g y r i s (1958) 
w o u l d tend t o p l a c e more s u p p o r t w i t h the f i r s t o f these p r o p o s i t i o n s . I n 
any e v e n t , t h i s i s one o f the major p i e c e s o f evidence we s h a l l r e v i e w which 
c a u t i o n s a g a i n s t t r y i n g t o u nderstand b l u e - c o l l a r a t t i t u d e s w i t h i n a m i d d l e -
c l a s s framework. A r e l a t e d f i n d i n g f r o m Kahn, e t a l . (1964) i s t h a t w h i t e -
c o l l a r workers as a whole r e p o r t b o t h more s a t i s f a c t i o n and more d i s s a t i s 
f a c t i o n t h a n when t h e y began t h e i r j o b s . B o t h G u r i n , e t a l . and Kahn, e t a l . 
f i n d b e t t e r m e n t a l and p h y s i c a l h e a l t h among h i g h e r s t a t u s employees. 

V e r o f f and F e l d (1967) have r e c e n t l y completed more e x t e n s i v e a n a l y s e s 
o f t h e s e d a t a . For most o c c u p a t i o n s , ^ r e l a t i o n s were found between o v e r a l l 
j o b s a t i s f a c t i o n and the m e n t i o n i n g o f responses coded as achievement 
s a t i s f y i n g and w i t h t h e l a c k o f responses coded as achievement d i s s a t i s f y i n g . 

There i s some q u e s t i o n as t o whether t o i n c l u d e the a f f i l i a t i o n c a t e 
g o r y , e s p e c i a l l y r e l a t i o n s w i t h s u p e r v i s o r y p e r s o n n e l , w i t h i n t r i n s i c f a c t o r s . 
We s h a l l r e v i e w e v i d e n c e fr o m Centers (1966) and o t h e r s which i n d i c a t e s t h a t 
c o n c e r n about one's co-workers behaves more l i k e an e x t r i n s i c t h a n an i n t r i n s i c 
f a c t o r . 
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T h i s r e s u l t d i d n o t h o l d f o r many w h i t e - c o l l a r c a t e g o r i e s and V e r o f f and 

F e l d o f f e r the f o l l o w i n g e x p l a n a t i o n w h i c h has m e t h o d o l o g i c a l i m p l i c a t i o n s f o r 
t h i s type o f q u e s t i o n ; some men avoided m e n t i o n i n g achievement as i t r e f l e c t e d 
on t h e i r own f a i l u r e , w h i l e o t h e r men d i d m e n t i o n such d i s s a t i s f a c t i o n as a 
r e a l i s t i c i n d i c a t i o n o f the l a c k o f achievement and s t i m u l a t i o n i n the j o b . 



Achievement d i s s a t i s f a c t i o n s were noted i n those j o b s where the worker i s n o t 
d i r e c t l y i n v o l v e d i n d e t e r m i n i n g the q u a l i t y o f the j o b . A c o r r e l a t e d f i n d i n g 
i s t h a t j o b s a t i s f a c t i o n decreases w i t h g r e a t e r amounts o f s u p e r v i s i o n , b o t h 
f i n d i n g s c o n g r u e n t w i t h B l a u n e r ' s emphasis on c o n t r o l o v e r the work p r o c e s s e s 
as an e s s e n t i a l f a c t o r i n j o b s a t i s f a c t i o n . 

The most i n t e r e s t i n g phase o f t h e s e f u r t h e r a n a l y s e s concerns the r e l a 
t i o n s o f TAT measures o f achievement, a f f i l i a t i o n , and power measures w i t h 
a s p e c t s o f j o b c o n t e n t and the types o f s a t i s f a c t i o n m e ntioned. The a n a l y s e s 
met w i t h v a r y i n g degrees o f success, t o o l e n g t h y and c o m p l i c a t e d t o r e p o r t 
h e r e . However, c e r t a i n d i f f e r e n c e s i n needs between o c c u p a t i o n s were c l e a r l y 
a p p a r e n t . Two o f these were e a s i l y u n d e r s t a n d a b l e : f a r m e r s were l o w e s t i n 
a f f i l i a t i o n need and u n s k i l l e d w o r k e r s were lowest i n need achievement. 
O t h e r s were r o t : s a l e s p e r s o n n e l and foremen were low i n power m o t i v a t i o n ; 
s a l a r i e d ( n o t s e l f - e m p l o y e d ) managers were q u i t e h i g h on need achievement. 
The s u s p i c i o n t h a t c o n s i d e r a b l e v a r i a t i o n i s h i d d e n w i t h i n o c c u p a t i o n a l 
c a t e g o r i e s i n a l l o f these a n a l y s e s w i l l be c o n f i r m e d i n l a t e r s e c t i o n s o f 
t h i s c h a p t e r . For example, t e a c h e r s , e n g i n e e r s and t e c h n i c i a n s show w i d e l y 
d i f f e r i n g work a t t i t u d e s w i t h i n the p r o f e s s i o n a l - t e c h n i c a l c a t e g o r y , as do 
i n s u r a n c e salesmen, s a l e s c l e r k s , and newsboys i n the s a l e s c a t e g o r y . T h i s 
i s n o t t o negate the g e n e r a l f i n d i n g s o r t o f i n d f a u l t w i t h t h e G u r i n , e t a l . 
s t u d y which has r e c e i v e d f a r too l i t t l e a t t e n t i o n i n the j o b s a t i s f a c t i o n 
l i t e r a t u r e . 

3. K i l p a t r i c k , Cummings and J e n n i n g s Study. T h i s i n v e s t i g a t i o n i n t o 
t h e a t t i t u d e s and v a l u e s o f f e d e r a l and n o n - f e d e r a l employees i s a n o t h e r compe 
t e n t r e s e a r c h e f f o r t w hich has s u f f e r e d a f a t e o f n e g l e c t and underuse. I n 
t h i s s t u d y , conducted i n 1960, 1142 employed r e s p o n d e n t s f r o m a n a t i o n a l 
c r o s s - s e c t i o n sample were i n t e r v i e w e d . 

The q u e s t i o n n a i r e c o n t a i n e d 22 open-ended q u e s t i o n s and 89 i t e m s w h i c h 
th e respondent r a t e d on a t e n p o i n t s c a l e . The f o u r most i n t e r e s t i n g s e t s 
o f q u e s t i o n s f o r our p r e s e n t purposes c o n s i s t e d o f : 

1) work f e a t u r e s t h a t the r e s p o n d e n t would d e s i r e i n an " i d e a l " j o b 
o r would c o n s i d e r as p a r t o f a "worst p o s s i b l e " j o b ; 

2) a s e I f - a n c h o r i n g s cale r a t i n g o f how c l o s e l y the r e s p o n d e n t ' s 
p r e s e n t j o b compared w i t h r e s p e c t t o h i s d e f i n i t i o n s o f an " i d e a l " v s . 
" w o r s t " j o b ; 

3) the f e a t u r e s o f the r e s p o n d e n t ' s p r e s e n t j o b t h a t p r e v e n t e d him 
f r o m g i v i n g i t a h i g h e r or lower r a t i n g (open-ended q u e s t i o n ) ; 

I n a d d i t i o n t o t h i s c r o s s - s e c t i o n sample, 283 h i g h s c h o o l t e a c h e r s , 
359 j u n i o r and s e n i o r h i g h s c h o o l s t u d e n t s , 404 c o l l e g e s e n i o r s , 383 g r a d u a t e 
s t u d e n t s , 470 c o l l e g e f a c u l t y members, 287 b u s i n e s s e x e c u t i v e s , and 248 s c i e n 
t i s t s and e n g i n e e r s i n b u s i n e s s comprised the n o n - f e d e r a l sample. A f e d e r a l 
sample c o n s i s t e d o f 948 g e n e r a l employees, 273 e x e c u t i v e s , and 281 s c i e n t i s t s 
and e n g i n e e r s . A l l samples were c a r e f u l l y drawn by random p r o c e d u r e s . The 
r e s p o n s e r a t e s averaged between 85-95 p e r c e n t f o r these v a r i o u s groups, c e r 
t a i n l y a more t h a n a c c e p t a b l e l e v e l . 
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4 ) t h i r t y o c c u p a t i o n a l v a l u e s t a t e m e n t s r a t e d on the t e n p o i n t s c a l e . 

The r e m a i n d e r o f t h e q u e s t i o n n a i r e was d e v o t e d to a t t i t u d e s toward and images 
o f government employment and e m p l o y e e s . 

The s e l f - a n c h o r i n g s c a l e ( s e e C a n t r i l , 1965, f o r a f u l l e r d e s c r i p t i o n o f 
the t e c h n i q u e a s w e l l as a c o r n u c o p i a o f c r o s s - c u l t u r a l d a t a on i t s u s e ) i s 
o b t a i n e d by a s k i n g t h e r e s p o n d e n t to d e s c r i b e i n d e t a i l the k i n d s o f t h i n g s 
a b o u t an o c c u p a t i o n t h a t would make i t a b s o l u t e l y i d e a l f o r him, and t h e n to 
d e s c r i b e the k i n d s o f t h i n g s about an o c c u p a t i o n t h a t would make i t l e a s t 
s a t i s f y i n g . The r e s p o n d e n t i s t h e n handed a c a r d w i t h a p i c t u r e o f a l a d d e r 
w i t h r u n g s numbered 1 to 10, w i t h 10 r e p r e s e n t i n g t h e i d e a l o c c u p a t i o n a l 
d e s c r i p t i o n and 1 the w o r s t d e s c r i p t i o n . He i s t h e n a s k e d to r a t e h i s p r e s e n t 
j o b o n t h i s l a d d e r ( a s w e l l a s h i s j o b o f 5 y e a r s ago and h i s a n t i c i p a t e d j o b 
s i t u a t i o n 5 y e a r s h e n c e ) . 

The p r o c e d u r e h a s much to recommend i t . I t a l l o w s t h e r e s p o n d e n t to 
d e f i n e i n h i s own terms the c r i t e r i a on w h i c h he i s making h i s r a t i n g . 
I t t a p s the r e s p o n d e n t ' s h i s t o r i c a l frame o f r e f e r e n c e and h i s a s p i r a t i o n f o r 
the f u t u r e . I n t e r e s t i n g open-ended i n f o r m a t i o n i s evoked i n an u l t i m a t e l y 
more u s a b l e f o r m t h a n the t r a d i t i o n a l open-ended q u e s t i o n s . I t engages t h e 
r e s p o n d e n t ' s a t t e n t i o n more t h a n a u s u a l s e r i e s o f s u r v e y q u e s t i o n s . T h e r e 
a r e l i m i t a t i o n s o f c o u r s e . The s t a t i s t i c a l a s s u m p t i o n s made i n a d d i n g s c o r e s 
a c r o s s i n d i v i d u a l s would c e r t a i n l y s t a g g e r most p r a c t i t i o n e r s . I n f a c t , t h e r e 
i s some q u e s t i o n a s to how to i n t e r p r e t a s i n g l e i n d i v i d u a l ' s s c o r e b a s e d on 
a s i n g l e s c a l e w h i c h m i g h t r a n g e b e t w een q u i t e i n c o m p a r a b l e e x t r e m e s , e.g., 
"no s u p e r v i s i o n and good pay" v e r s u s " l o u s y w o r k i n g c o n d i t i o n s and no v a r i e t y 
i n t h e work," r a t h e r than s e p a r a t e s c a l e s f o r e a c h o f t h e s e f o u r c h a r a c t e r i s t i c s 
i n d e p e n d e n t l y . 

N e v e r t h e l e s s , t h e t e c h n i q u e d e s e r v e s t o be and p r o b a b l y w i l l be u s e d 
more w i d e l y making i t p r o b a b l y t h a t o v e r a l l c h a n g e s i n l e v e l s of j o b s a t i s 
f a c t i o n c a n be r e l i a b l y t r a c e d o v e r time f o r the s t u d e n t o f s o c i a l c hange. 
Mean r a t i n g s f o r r e s p o n d e n t s i n v a r i o u s o c c u p a t i o n a l c a t e g o r i e s of t h e 
K i l p a t r i c k , e t a l . s t u d y a r e p r e s e n t e d i n T a b l e 3 w h i c h c a n be us e d f o r s u c h 
a p u r p o s e . A g a i n we n o t e t h a t r e s p o n s e s a r e h e a v i l y on the " p o s i t i v e " s i d e 
o f t h e l a d d e r (one and a h a l f r u n g s above 5.5 w h i c h c o u l d be c o n s i d e r e d t h e 
a r b i t r a r y z e r o p o i n t ) - - a f u r t h e r i n d i c a t i o n t h a t few p e o p l e c a n be s a i d t o 
be e n t i r e l y unhappy w i t h t h e i r j o b s . A g a i n , we s e e t h e same o r d e r i n g o f 
o c c u p a t i o n a l s a t i s f a c t i o n w i t h s t a t u s , a l t h o u g h we h a v e a l r e a d y n o t e d the 
a d v a n t a g e s p f u s i n g more t h a n the f i v e o c c u p a t i o n a l c a t e g o r y breakdown u s e d 
i n T a b l e 3 . L L 

T h u s , we a r e u n a b l e to examine more c l o s e l y to s e e w h e t h e r l o w e r s t a t u s 
w h i t e - c o l l a r w o r k e r s a r e more c o n t e n t w i t h t h e i r j o b s t h a n t h e h i g h e r b l u e -

u s r n g more 

U n f o r t u n a t e l y , o n l y a one d i g i t (12 c a t e g o r y ) code was u s e d i n c o d i n g 
o c c u p a t i o n f o r t h i s s t u d y , p r e c l u d i n g p o s s i b l e s e c o n d a r y a n a l y s e s w i t h t h e s e 
d a t a . 



Table 3 

SELF-ANCHORING SCALE RATINGS OF PRESENT OCCUPATION 
Scales r u n f r o m 1 = w o r s t j o b t o 10 = i d e a l j o b . 

( f r o m K i l p a t r i c k , e t a l . 1964; sample s i z e s i n p a r e n t h e s e s ) 

O c c u p a t i o n Employed P u b l i c F e d e r a l Employees C o l l e g e Teachers 

A l l employees 7 . l b (1063) 7.Qb (896) 8.7* (297) 

Farmers 7.4 (78) 

U n s k i l l e d / s e m i s k i l l e d 6.6 b (386) 6.5 b (114) 

S k i l l e d 7 . 1 a (181) 7 . 1 b (152) 

C l e r i c a l 7 . 3 a b (178) 6.6 b (333) 

P r o f e s s i o n a l / 
m a n a g e r i a l 7.7 a (297) 7.7 a (294) 

E x e c u t i v e s 

Nat ur a1 s c i e n t i s t s 

S o c i a l s c i e n t i s t s 

E n g i n e e r s 

H i g h s c h o o l t e a c h e r s 

V o c a t i o n a l c o u n s e l o r s 

8 . 1 a (270) 8.0 a 

8.0 a (82) 7.9 a 

8 . 0 a b (72) 7 . 7 a b 

8 . 1 a (86) 7.6 a 

8.4 a (259) 

8.4 a (76) 

(262) 

(85) 8.8 a (115) 

(85) 8.3 a (101) 

(89) 8.4 (81) 

Pr e s e n t o c c u p a t i o n r a t e d an average o f one s c a l e p o i n t or b e t t e r over 
j o b f i v e y e a r s ago (See Appendix B ) . 

O c c u p a t i o n f i v e y e a r s hence r a t e d an average o f one s c a l e p o i n t o r 
b e t t e r over p r e s e n t j o b (See Appendix B ) . 
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c o l l a r ( i . e . , s k i l l e d ) w o r k e r s . Evidence as g i v e n i s c o n t r a d i c t o r y on t h i s 
q u e s t i o n s i n c e c l e r i c a l ( w h i c h i n c l u d e s s a l e s ) workers scored h i g h f o r the 
p u b l i c sample and s k i l l e d w o r kers scored s i g n i f i c a n t l y ^ h i g h e r f o r the 
f e d e r a l sample. Government c l e r i c a l w o r k e r s a l s o score s i g n i f i c a n t l y lower 
t h a n c l e r i c a l w o r kers employed i n b u s i n e s s . A c l o s e r e x a m i n a t i o n o f these 
w o r k e r s r e v e a l s t h a t p o s t a l employees show up as p a r t i c u l a r l y d i s s a t i s f i e d 
i n t h i s c a t e g o r y , w i t h a mean r a t i n g o f 6.2, by f a r the lo w e s t o f any o f the 
o c c u p a t i o n a l group r e p o r t e d . 

F i g u r e 1 c o n t r a s t s the responses o f t h e o c c u p a t i o n a l groups as t o where 
t h e y have come and t o where t h e y t h i n k t h e y are headed. A l l groups appear t o 
have an o p t i m i s t i c sense t h a t t h e y are i n the m i d d l e o f a t l e a s t a t e n year 
surge o f p r o g r e s s and p r o s p e r i t y (see Appendix B f o r the complete d a t a ) . 
Farmers, c o n v e r s e l y , are the most p e s s i m i s t i c i n t h i s r e g a r d , a l t h o u g h they 
are c u r r e n t l y q u i t e w e l l s a t i s f i e d w i t h t h e i r j o b s . U n s k i l l e d and s e m i s k i l l e d 
w o r k e r s r e p o r t l i t t l e p r o g r e s s over the p r e v i o u s 5 y e a r s , b u t are ex p e c t a n t 
o f g r e a t e r p r o g r e s s i n the ne x t 5 y e a r s , enough t o make them more s a t i s f i e d 
t h a n the s k i l l e d w o r k e r s e x p e c t t o be. C l e r i c a l w o rkers a re l i k e w i s e expec
t a n t o f a more p r o m i s i n g f u t u r e . To the e x t e n t t h a t these hopes are u n r e a l i s 
t i c , one c o u l d w e l l e x p e c t these groups t o be e s p e c i a l l y l i a b l e t o f r u s t r a t i o n 
and d e m o r a l i z a t i o n . I n p a r t i c u l a r , t h i s r e f l e c t s the o v e r a l l i m p r e s s i o n t h a t 
G u r i n , e t a l . d e r i v e d f r o m t h e i r i n t e r v i e w s w i t h c l e r i c a l w o r k e r s : " M o b i l i t y 
o r i e n t e d , h i g h i n a s p i r a t i o n , i n v o l v e d i n the j o b ar e a , and f r u s t r a t e d . " 
T h e re a r e , o f co u r s e , l a r g e v a r i a t i o n s t o be found w i t h i n t he c l e r i c a l work 
f o r c e — M o r s e (1953) found 4 1 p e r c e n t o f a r e p e t i t i v e c l e r i c a l work f o r c e 
d i s s a t i s f i e d w i t h t he c o n t e n t o f t h e i r work v s . 21 p e r c e n t o f those d o i n g 
m i s c e l l a n e o u s c l e r i c a l work. Moreover, men i n c l e r i c a l j o b s are more d i s 
s a t i s f i e d t h a n female c l e r i c a l w o r k e r s , as can be seen f r o m the Converse-
R o b i n s o n d a t a . 

B e f o r e l e a v i n g these s e l f - a n c h o r i n g r a t i n g s , we m i g h t a l s o r e p o r t t h a t 
c e r t a i n r e l a t i o n s w i t h background c h a r a c t e r i s t i c s are a l s o c o n s i s t e n t w i t h 
e a r l i e r f i n d i n g s . Women and o l d e r employees c o n t i n u e t o r e p o r t n o t a b l y h i g h e r 
s a t i s f a c t i o n . These c o n s t a n c i e s w i t h p r e v i o u s r e s e a r c h f i n d i n g s may be t a k e n 
as an i n d i c a t i o n t h a t t he t e c h n i q u e does n o t appear t o i n t r o d u c e any s e r i o u s 
m e t h o d o l o g i c a l d i f f e r e n c e s by im p o s i n g a ' l e v e l o f a s p i r a t i o n " frame o f 
r e f e r e n c e on the r e s p o n d e n t . I n a d d i t i o n , K i l p a t r i c k , e t a l . p o i n t o u t unex
p e c t e d d i f f e r e n c e s a c c o r d i n g t o g e o g r a p h i c a l r e g i o n and community s i z e . 
S o u t h e r n e r s score .4 p o i n t s h i g h e r t h a n r e s p o n d e n t s f r o m o t h e r l o c a l e s , and 
r e s i d e n t s o f a l l c i t i e s o f over a q u a r t e r m i l l i o n p o p u l a t i o n (perhaps 
p r e d o m i n a n t l y lower w o r k i n g - c l a s s ) score .5 t o .9 s c a l e p o i n t s lower t h a n 
o t h e r communities. 

As mentioned above, a f u r t h e r advantage o f the s e l f - a n c h o r i n g s c a l e 
p r o c e d u r e i s t h a t i t p r o v i d e s v a l u a b l e open-ended m a t e r i a l . From t h i s 
m a t e r i a l we can g l e a n a much more a c c u r a t e p i c t u r e as t o what s o r t o f work 

l z T h e a u t h o r s r e p o r t a .5 s c a l e p o i n t d i f f e r e n c e t o be s i g n i f i c a n t a t 
th e 95 p e r c e n t c o n f i d e n c e l e v e l where sample s i z e s are over 100 and .7 
d i f f e r e n c e where one or b o t h sample s i z e s are l e s s t h a n 100. 
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FIGURE 1: SELF-ANCHORING SCALE RATINGS FOR PRESENT JOB, JOB FIVE YEARS AGO AND JOB 
FIVE YEARS FROM NOW ( K i l p a t r i c k , e t a l . 1964) 
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c h a r a c t e r i s t i c s are s a l i e n t t o i n d i v i d u a l s i n a p p r a i s i n g t h e i r j o b s . K i l p a t r i c k , 
e t a l . were a b l e t o come up w i t h a f a r g r e a t e r number o f open-ended r e p l i e s (an 
average o f 3.5 " i d e a l " r e p l i e s and 2.9 " w o r s t " r e p l i e s ) u s i n g t h e i r t e c h n i q u e 
t h a n G u r i n , e t a l . F u r t h e r open-ended q u e s t i o n s d e a l i n g w i t h the reasons t h e 
r e s p o n d e n t d i d n o t r a t e h i s j o b h i g h e r or l o w e r on the l a d d e r y i e l d e d a d d i t i o n a l 
a u x i l i a r y i n f o r m a t i o n i n t h e r e a l i s t i c c o n t e x t o f the r e s p o n d e n t ' s p r e s e n t j o b . 
We have t a k e n the l i b e r t y o f f i t t i n g t he response c a t e g o r i e s r e p o r t e d by 
K i l p a t r i c k , e t a l . i n t o t h e g e n e r a l c o d i n g scheme d e v i s e d by G u r i n , e t a l . 
( A p p e n d i x A ) , which should a i d i n c o m p a r a t i v e a n a l y s i s . The r e s u l t s f o r b o t h 
s e l f - a n c h o r i n g responses and the reasons f o r n o t r a t i n g the j o b h i g h e r or 
l o w e r are g i v e n i n Appendix C. 

The most p r e v a l e n t response t o these q u e s t i o n s was the r a t h e r u n i n f o r m a -
t i v e r e p l y t h a t t h e r e s p o n d e n t wants t o l i k e h i s work and f i n d i t i n t e r e s t i n g 
and e n j o y a b l e . Other r e p l i e s are f a r c l o s e r t o what we are l o o k i n g f o r and 
appear i n t h i s o r d e r o f f r e q u e n c y f o r p o s i t i v e f e a t u r e s : wages, w o r k i n g con
d i t i o n s ( e . g . , u n p l e a s a n t , d i r t y p l a c e t o w o r k ) , s e l f - d e t e r m i n a t i o n ( o r 
independence, "chance t o be my own b o s s " ) , the chance t o f u l f i l l o n e s e l f i n 
a j o b t h a t f i t s one's t a l e n t s and t r a i n i n g , s e c u r i t y and f r i n g e b e n e f i t s , 
a c t i v e p e r s o n a l r e l a t i o n s ( e . g . , t a l k i n g w i t h and m e e t i n g s t i m u l a t i n g or 
i n t e r e s t i n g p e o p l e ) , p a s s i v e p e r s o n a l r e l a t i o n s ( e . g . , b e i n g w i t h o r around 
n i c e p e o p l e ) , and h a v i n g a good s u p e r i o r o r boss. The l i s t o f d i s s a t i s f i e r s 
( i n a l l surveys mentioned l e s s f r e q u e n t l y t h a n p o s i t i v e f e a t u r e s ) i s headed 
by w o r k i n g c o n d i t i o n s f o r the f i c t i o n a l i z e d " w o r s t " j o b , and by wages f o r 
one's a c t u a l p r e s e n t j o b ; perhaps t h i s i s an i n d i c a t i o n t h a t many (48 p e r c e n t ) 
p e o p l e have e x p e r i e n c e d employment t h a t i n v o l v e d bad w o r k i n g c o n d i t i o n s and 
are p r e s e n t l y employed i n j o b s i n which s a t i s f a c t o r y c o n d i t i o n s p r e v a i l . 
O t h e r d i s s a t i s f i e r s i n o r d e r : t o o much p r e s s u r e o r a t o o heavy a work l o a d , 
too l i t t l e work v a r i e t y , t r o u b l e w i t h one's boss o r s u p e r i o r s , and l a c k o f 
s e l f - d e t e r m i n a t i o n . Two f a c t o r s n o t mentioned o f t e n as d e t e r m i n a n t s o f t h e 
" w o r s t " j o b b u t g i v e n p r o m i n e n t m e n t i o n r e l a t i v e t o one's own j o b were: 
l i t t l e o r no chance f o r advancement and l a c k o f j o b s e c u r i t y . 

Needless t o say, such o r d e r i n g s are p r a c t i c a l l y meaningless u n t i l 
breakdowns by o c c u p a t i o n a l l e v e l are examined. U n f o r t u n a t e l y , K i l p a t r i c k , 
e t a l . g i v e o n l y o c c u p a t i o n a l breakdowns f o r c e r t a i n p o s i t i v e f e a t u r e s o f 
the i d e a l j o b . These are p r e s e n t e d i n Table 4. 

The most o b v i o u s d i f f e r e n c e s appear f o r the "achievement" f a c t o r s under 
the i n t r i n s i c or ego c a t e g o r y . These are i n l i n e a t a g e n e r a l l e v e l w i t h 
what we noted p r e v i o u s l y , w i t h the p r o f e s s i o n a l s and managers h i g h e s t and 
l o w e r b l u e - c o l l a r s and f a r m e r s l o w e s t . N o t e , however, t h a t t h e r e are o n l y 
i n d e t e r m i n a t e d i f f e r e n c e s between the c l e r i c a l and s k i l l e d w o r k e r s i n m e n t i o n 
o f t h e s e f a c t o r s as d e s i r a b l e q u a l i t i e s i n a j o b - - w h i c h i s somewhat d i s c r e p a n t 
f r o m what we have been c o n s i d e r i n g as the g e n e r a l d i s t i n g u i s h i n g f e a t u r e o f 
w h i t e - and b l u e - c o l l a r o c c u p a t i o n s . F u r t h e r " i d e a l " f e a t u r e s ( a l l ego- o r 
s e l f - o r i e n t e d ) t more p r e v a l e n t as one ascends the o c c u p a t i o n a l s t r u c t u r e , 
do show n o t a b l e d i f f e r e n c e s between the c l e r i c a l and s k i l l e d w o r k e r s : 
p l e a s a n t p e r s o n a l r e l a t i o n s ( b o t h p a s s i v e and a c t i v e ) , d o i n g work t h a t i s 
u s e f u l o r w o r t h w h i l e , and h a v i n g v a r i e t y i n one's work. Only s l i g h t d i f 
f e r e n c e s appear i n the o t h e r f a c t o r s . Concern w i t h s e l f - d e t e r m i n a t i o n i s 
more p r e v a l e n t among w h i t e - c o l l a r s , b u t i t i s a source o f c o n s i d e r a b l e 
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Table 4 

BREAKDOWNS OF FACTORS MENTIONED AS ELEMENTS OF IDEAL JOB BY OCCUPATION 
( K i l p a t r i c k , e t a l . 1964; p u b l i c sample o n l y ) 

U n s k i l l e d P r o f e s s i o n a l 

EXTRINSIC 
(Economic) 

11 Wages, s a l a r y 

12 S e c u r i t y ^ 
(Non-Economic) > 

21 F r i n g e b e n e f i t s J 
22 Working c o n d i t i o n s 

INTRINSIC 
(Achievement) 

32 Sense o f c h a l l e n g e 

33 S e l f - d e v e l o p m e n t 

37 Sense o f accomplishment 
( A f f i l i a t i o n ) 

4 1 P e r s o n a l r e l a t i o n s 
( ac t i v e ) 

42 P e r s o n a l r e l a t i o n s 
( p a s s i v e ) 

44 S u p e r i o r s , boss 
( I n f l u e n c e ) 

51 S e l f - d e t e r m i n a t i o n 
( C u r i o s i t y ) 

61 V a r i e t y i n work 

GENERAL 

71 I n t e r e s t , enjoyment 

76 U s e f u l w o r t h w h i l e work 

N = 

A l l 

45% 

15 

41 

7 

4 

8 

12 

19 

11 

29 

10 

72 

14 

1063 

S e m i s k i l l e d S k i l l e d C l e r i c a l M a n a g e r i a l Farmer 

45% 

13 

43 

1 

5 

4 

13 

11 

14 

24 

72 

10 

392 

43% 

20 

45 

7 

8 

12 

8 

10 

25 

10 

72 

8 

185 

45% 

20 

53 

7 

11 

6 

19 

33 

20 

29 

15 

65 

17 

179 

39% 

13 

29 

15 

17 

13 

10 

31 

4 

35 

14 

72 

24 

301 

32% 

38 

4 

1 

48 

79 

8 

79 



4 1 

i m p o r t a n c e f o r b l u e - c o l l a r w o rkers as w e l l (as a l s o r e f l e c t e d i n 
the h i g h e r c o m p l a i n t s among b l u e - c o l l a r s about " p r e s s u r e s " and "work l o a d s " ) , 
a g a i n p o i n t i n g o u t the i m p o r t a n c e o f B l a u n e r ' s " c o n t r o l " v a r i a b l e . On the 
e x t r i n s i c s i d e , the d a t a are a t odds w i t h W i l e n s k y ' s (1964) c o n t e n t i o n t h a t 
money i s the o n l y t h i n g t h a t the w o r k i n g c l a s s e s care about. P l e a s a n t w o r k i n g 
c o n d i t i o n s ( c i t e d l e a s t o f t e n by p r o f e s s i o n a l s and managers, p r o b a b l y because 
t h e y a l r e a d y have them) are mentioned j u s t as o f t e n as wages by these w o r k e r s . 
We n o t e d above, however, t h a t i n r e f e r e n c e t o one's a c t u a l j o b , money does 
t a k e the p r o m i n e n t p o s i t i o n . 

I t i s w o r t h m e n t i o n i n g some i n t e r e s t i n g i f p e r i p h e r a l a d d i t i o n a l 
f i n d i n g s : f a r m e r s , e x p e c t e d l y , show l i t t l e c o n c e r n w i t h a f f i l i a t i v e c oncerns 
and, n o t e x p e c t e d l y , w i t h j o b s e c u r i t y . While breakdowns by o c c u p a t i o n are 
n o t g i v e n f o r the o t h e r open-ended r e p l i e s , d i f f e r e n c e s by e d u c a t i o n a l l e v e l 
are p r e s e n t e d i n Appendix C. Marked and c o n s i s t e n t i n c r e a s e s w i t h e d u c a t i o n 
f o r t h e response i n q u e s t i o n are i n d i c a t e d by two p l u s s i g n s (++) w h i l e 
i r r e g u l a r or m i l d i n c r e a s e s are i n d i c a t e d w i t h a s i n g l e p l u s s i g n ( + ) ; 
d e c r e a s e s w i t h e d u c a t i o n a l l e v e l are i n d i c a t e d by one or two minus s i g n s , 
and uneven or f l a t r e l a t i o n s are denoted by a zero ( 0 ) . The g e n e r a l r e s u l t s 
a r e , o f c o u r s e , i n l i n e w i t h the o c c u p a t i o n a l d i f f e r e n c e s noted i n Table 4. 
G r e a t e s t i n c r e a s e s w i t h e d u c a t i o n a 1 l e v e 1 were found f o r the chance f o r s e I f -
e x p r e s s i o n , d o i n g u s e f u l - w o r t h w h i l e work, a c t i v e p e r s o n a l r e l a t i o n s , s e l f -
d e v e lopment, sense o f c h a l l e n g e , s e l f - d e t e r m i n a t i o n , v a r i e t y i n work, and 
sense o f accomplishment. G r e a t e s t n e g a t i v e r e l a t i o n s w i t h e d u c a t i o n were 
f o u n d f o r the m e n t i o n o f e x t r i n s i c f a c t o r s — w o r k i n g c o n d i t i o n s , j o b s e c u r i t y 
and f r i n g e b e n e f i t s , work p r e s s u r e or work l o a d ( o n l y mentioned as a n e g a t i v e 
f e a t u r e o f b o t h the " w o r s t " j o b and one's a c t u a l j o b ) , and wages. The o n l y 
" i n t r i n s i c " f a c t o r mentioned more o f t e n by the l e s s - e d u c a t e d was r e l a t i o n s w i t h 
one's boss or s u p e r i o r . As suggested by many a u t h o r s , the reasons b e t t e r 
e d u c a t e d people do n o t m e n t i o n these f a c t o r s more o f t e n i s t h a t s a t i s f a c t o r y 
l e v e l s o f such f a c t o r s are p r a c t i c a l l y b u i l t - i n f e a t u r e s o f t h e i r j o b . The 
day when l e s s - e d u c a t e d workers b e g i n p l u g g i n g f o r the r e a l l y i n t r i n s i c f e a t u r e s 
o f a j o b does seem a l o n g way o f f . 

A major p o i n t o f i n t e r e s t i s the r e l a t i o n between j o b s a t i s f a c t i o n (as 
i n d i c a t e d by s e l f - a n c h o r i n g s c a l e r a t i n g f o r one's p r e s e n t j o b ) and t h e v a r i o u s 
t y p e s o f reasons g i v e n f o r n o t r a t i n g one's j o b h i g h e r or lower on the s e l f -
a n c h o r i n g s c a l e . Of the n i n e most p o p u l a r reasons f o r n o t r a t i n g one's j o b 
l o w e r , o n l y two (wages and j o b s e c u r i t y ) were h o t n o t i c e a b l y r e l a t e d t o l e v e l 
o f j o b s a t i s f a c t i o n . Yet o f the f i v e most p o p u l a r reasons f o r n o t r a t i n g 
one's j o b h i g h e r , wages t u r n s o u t t o be t h e o n l y r e a s o n c l e a r l y r e l a t e d t o 
j o b s a t i s f a c t i o n (38 p e r c e n t o f those low i n s a t i s f a c t i o n mentioned wages as 
a d i s s a t i s f i e r v s . 30 p e r c e n t o f the medium s a t i s f i e d and 22 p e r c e n t o f the 
h i g h l y s a t i s f i e d ) . A g a i n we see wages as the j o b d i s s a t i s f i e r , n o t the 
s a t i s f i e r . 

S t r a n g e l y enough, t h e open-ended r e p l y we found most d i f f i c u l t t o 
i n c o r p o r a t e i n t o the G u r i n , e t a l . m o t i v a t i o n a l f r a m e w o r k * 3 — i n t e r e s t , 

Two o t h e r " n o n - m o t i v a t i o n a l " r e p l i e s t o these q u e s t i o n s a l s o r e l a t e d 
s i g n i f i c a n t l y t o j o b s a t i s f a c t i o n : I d i d n ' t r a t e my j o b lower because " I t ' s 
a good j o b i n comparison t o o t h e r j o b s " and I d i d n ' t r a t e my j o b h i g h e r because 
"There's always room f o r improvement." The former response was g i v e n a l m o s t 
e n t i r e l y by the low o r medium s a t i s f a c t i o n r e s p o n d e n t s , the l a t t e r was g i v e n 
t w i c e as o f t e n by h i g h s a t i s f a c t i o n r e s p o n d e n t s . 



e n j o y m e n t , p l e a s u r e — t u r n e d o u t t o be t h e b e s t d i f f e r e n t i a t o r (23 p e r c e n t 
low, 31 p e r c e n t medium, 58 p e r c e n t h i g h ) between l e v e l s o f j o b s a t i s f a c t i o n . 
Three o t h e r good d i f f e r e n t i a t o r s were: ( a c t i v e ) r e l a t i o n s w i t h p e o p l e a t 
work, s e l f - d e t e r m i n a t i o n , and sense o f f u l f i l l m e n t . Since a l l o f the s e 
f e a t u r e s were seen t o have been r e l a t e d t o the more s a t i s f y i n g h i g h s t a t u s 
j o b s , a more c o n t r o l l e d breakdown o f these d a t a i s c l e a r l y r e q u i r e d . 

F i n a l l y , K i l p a t r i c k , e t a l . supplemented t h e i r open-ended m a t e r i a l s 
w i t h r a t i n g s o f 30 o c c u p a t i o n a l v a l u e s t a t e m e n t s . The r e s u l t s from t h e two 
approaches were found t o be h i g h l y c o n s i s t e n t . We have a g a i n a t t e m p t e d t o 
arr a n g e these s t a t e m e n t s i n t o the G u r i n , e t a l . c o d i n g scheme i n Appendix D 
t o h e l p i n co m p a r a t i v e a n a l y s i s . I t w i l l be noted t h a t a number o f s t a t e 
ments i n v o l v i n g m o r a l o r s p i r i t u a l s t a t e m e n t s ("Work i s a good b u i l d e r o f 
c h a r a c t e r , " "Work i s a way o f b e i n g o f s e r v i c e t o God"), which by n a t u r e do 
n o t f a l l i n t o t h i s more m o t i v a t i o n a l framework, are p l a c e d i n a s e p a r a t e 
c a t e g o r y a t the bottom o f the t a b l e . 

While the r e a d e r may n o t agree w i t h c e r t a i n c o d i n g s , he i s f r e e t o 
p l a c e them i n sep a r a t e c a t e g o r i e s as he wis h e s . From a sa m p l i n g p o i n t o f 
v i e w , however, i t i s o b v i o u s t h a t achievement v a l u e s were o v e r r e p r e s e n t e d 
w i t h w o r k i n g c o n d i t i o n s and c u r i o s i t y f a c t o r s c o m p l e t e l y n e g l e c t e d i n t h e 
f i n a l l i s t o f s t a t e m e n t s used. 

A g a i n the p r o g r e s s i v e decreases i n e x t r i n s i c v a l u e s and i n c r e a s e s i n 
i n t r i n s i c v a l u e s ( e s p e c i a l l y p r e f e r r i n g o p p o r t u n i t y o v e r s e c u r i t y , s o l v i n g 
h a r d problems and d e v e l o p i n g one's own s p e c i a l a b i l i t i e s ) f o r those i n h i g h e r 
s t a t u s p o s i t i o n s pervades the Appendix D d a t a . L i k e w i s e , the d i f f e r e n c e s 
between s k i l l e d and c l e r i c a l w o r kers are i n c o n s i s t e n t and i m p o s s i b l e t o 
i n t e r p r e t , e.g., c l e r i c a l w o r kers r e j e c t more the p r o p o s i t i o n t h a t "work i s 
n o t h i n g more t h a n a way o f making a l i v i n g " b u t f e e l no more i n t e r e s t e d i n a 
j o b t h a t " o f f e r s more o p p o r t u n i t y t h a n s e c u r i t y . " 

P u l l i n g t o g e t h e r a l l o f t h e i r m a t e r i a l s , K i l p a t r i c k , e t a l . make t h e 
f o l l o w i n g c o n c l u s i o n s r e g a r d i n g the p a t t e r n o f work concerns w i t h i n t h e i r 
v a r i o u s samples: 

1) Men s t r e s s " b r e a d w i n n e r " and c a r e e r - r e l a t e d v a l u e s ( j o b 
s e c u r i t y , s e l f - a d v a n c e m e n t , s e l f - d e t e r m i n a t i o n , freedom on t h e j o b , 
and wages); women emphasize p e r s o n a l r e l a t i o n s h i p s , good and 
u n d e r s t a n d i n g s u p e r v i s i o n , and d o i n g work t h a t i s w o r t h w h i l e and 
c o n s t r u c t i v e . These r e s u l t s g e n e r a l l y h e l d up when c o n t r o l l e d f o r 
type and l e v e l o f o c c u p a t i o n , e d u c a t i o n , and income. D i f f e r e n c e s 
by age were n o t abundant, a l t h o u g h o l d e r people d i d p l a c e somewhat 
g r e a t e r s t r e s s on t h e i n h e r e n t goodness and pri m a c y o f work. 

2) A l l o f the s p e c i a l h i g h - l e v e l groups ( t e a c h e r s , e x e c u t i v e s , 
n a t u r a l s c i e n t i s t s , s o c i a l s c i e n t i s t s , and e n g i n e e r s ) shared t h e 
p a t t e r n o f v a l u e s common t o those a t upper l e v e l s o f a t t a i n m e n t . 
C e r t a i n d i f f e r e n c e s , however, were n o t i c e d w i t h i n p r o f e s s i o n s 
( e x e c u t i v e v s . s c i e n t i s t ) and w i t h i n s i t u s o f employment ( c o l l e g e , 
b u s i n e s s , and f e d e r a l g o v e r n m e n t ) , s u g g e s t i n g "numerous stages o f 
s e l f - s e l e c t i o n and o f b e i n g s e l e c t e d , as w e l l as s o c i a l r e i n f o r c e m e n t 
w i t h i n the g r o u p s . " Among the more o u t s t a n d i n g d i f f e r e n c e s noted were: 



a) College teachers: p r a c t i c a l l y no concern about e x t r i n s i c 
f a c t o r s but w i t h a high degree of concern f o r occupational i n v o l v e 
ment and desire to interweave work w i t h other a c t i v i t i e s i n l i f e . 
S c i e n t i s t s and engineers show even higher concern about s e l f -
determination and self-expression. 

b) Business: f i n a n c i a l reward and status f a r more s a l i e n t and 
s o c i a l goals somewhat less s a l i e n t . Within t h i s group, c e r t a i n 
members (executives and engineers) show lower ego involvement and 
more respect f o r money and status together w i t h more i n t e r e s t i n 
making f r i e n d s at work, co m p e t i t i o n , and d i r e c t i n g others. 

c) Federal employees: greater occupational involvement and 
s u b s c r i p t i o n to duty and more concern w i t h supervision and personal 
r e l a t i o n s h i p s ( e s p e c i a l l y passive) . Less concern w i t h m a t e r i a l 
c o n s i d e r a t i o n but an apparent f e e l i n g of f i n a n c i a l r e l a t i v e d e p r i v a 
t i o n among the upper l e v e l f e d e r a l employees. Federal executives 
were low i n desire t o c a r r y out one's own ideas. N a t u r a l and s o c i a l 
s c i e n t i s t s showed lower emphasis on money and competition, making 
them closer to t h e i r college counterparts. Engineers, w i t h more 
emphasis on money and competition and less on a l t r u i s m and ego-
involvement, are more s i m i l a r to t h e i r business counterparts. 

d) Students: Those i n high school showed value patterns most 
s i m i l a r to the upper-level employees, while college students 
expected to derive more fun and enjoyment from work, w i t h less 
d e d i c a t i o n and s t r i v i n g f o r success. W i t h i n each group, higher 
academic grades r e l a t e d to expectations of greater work involvement 
at a personal l e v e l and leas concern w i t h e x t r i n s i c f a c t o r s . 

Obviously, there i s a vast amount of valuable data s t i l l unanalyzed 
from t h i s study. While K i l p a t r i c k does plan to p u b l i s h (through the Brookings 
I n s t i t u t e ) f u r t h e r occupational value analyses sometime i n the the near f u t u r e , 
these w i l l not include two v i t a l pieces of i n f o r m a t i o n : m u l t i v a r i a t e i n t e r 
r e l a t i o n s h i p s between the statements and normative data on the values of more 
f i n e l y d i f f e r e n t i a t e d occupational groups. 

4. Wilensky's Labor-Leisure Study of D e t r o i t . Through a c a r e f u l review 
of the l i t e r a t u r e and a knowledgeable use of a n a l y t i c techniques, Wilensky 
(1964) has proposed c e r t a i n data which may expose a number of s o c i o l o g i c a l 
myths and incomplete research f i n d i n g s i n the f i e l d of occupational sociology. 
Wilensky began by s e l e c t i n g special c o n t r a s t i n g samples i n the D e t r o i t area, 
thereby ensuring t h a t more proper and meaningful comparisons could be made 
between the various groupings. E s s e n t i a l l y Wilensky's sample consisted of 
p r o f e s s i o n a l , c l e r i c a l , and s k i l l e d b l u e - c o l l a r workers only. W i t h i n the 
p r o f e s s i o n a l category three groups were picked--lawyers, professors, and 
engineers; d i s t i n c t s i t u s categories w i t h i n each profession were chosen to 
y i e l d f u r t h e r expected d i f f e r e n c e s — lawyers i n f i r m s vs. lawyers i n business 
f o r themselves; professors i n a c h u r c h - a f f i l i a t e d u n i v e r s i t y vs, professors 
i n an urban p u b l i c u n i v e r s i t y ; engineers employed i n a f i r m making d i v e r s i f i e d 
products vs. those i n a f i r m making only one product. Spurious age e f f e c t s 
were reduced by t a k i n g only respondents between 30 and 55, thus e l i m i n a t i n g 



t h o s e w i t h l i t t l e e x p e r i e n c e and those c l o s e t o r e t i r e m e n t . The middle-mass 
segment o f t h e sample d i d i n c l u d e r e s p o n d e n t s aged 21-29, b u t these were 
s e p a r a t e d f o r a n a l y t i c purposes ( f e w o f them had t h e i r work c a r e e r s d e l a y e d 
by c o l l e g e , so i t would seem safe t o i n c l u d e them). 

D e f t l y c r i t i c i z i n g p r e v i o u s measures o f j o b s a t i s f a c t i o n and j o b commit
ment, W i l e n s k y proposed a new i n d e x o f such c o n t e n t by e x a m i n i n g t h e e x t e n t 
t o w h i c h the person's j o b f u l f i l l e d c e r t a i n a s p e c t s o f h i s " p r i z e d s e l f -
image." From what m i g h t be viewed as an i n f i n i t e c o l l e c t i o n o f such a s p e c t s , 
f i v e were s e l e c t e d : s o c i a b i l i t y , i n t e l l i g e n c e , c o n s c i e n t i o u s n e s s , i n d e 
pendence, and a m b i t i o u s n e s s . W h i l e W i l e n s k y i s a p o l o g e t i c about t h e r e s t r i c t e d 
domain o f such t r a i t s ( e s p e c i a l l y when t h i s i n d e x d i d n o t r e v e a l as much work 
a l i e n a t i o n as he e x p e c t e d ) , i t can be seen t h a t t h e y o v e r l a p w i t h the ego areas 
o f t h e G u r i n , e t a l . code: more so w i t h achievement ( a m b i t i o u s n e s s ) , a f f i l i a 
t i o n ( s o c i a b i l i t y ) , and m o r a l ( c o n s c i e n t i o u s n e s s ) and l e s s so w i t h i n f l u e n c e 
( independence) and c u r i o s i t y ( i n t e l l i g e n c e ) . 

W i l e n s k y ' s approach i n v o l v e d a s e r i e s o f open-ended q u e s t i o n s t h r o u g h 
w h i c h t h r e e measures ( a l i e n a t i o n , a t t a c h m e n t , i n d i f f e r e n c e ) were o b t a i n e d 
f o r each s e l f - i m a g e a s p e c t . A f t e r t h a t p o r t i o n o f a l o n g i n t e r v i e w w h i c h 
was l i k e l y t o a f f i r m p o s i t i v e f e a t u r e s o f the r e s p o n d e n t ' s l i f e , t he f o l l o w i n g 
q u e s t i o n was asked: "Almost everone has a p r e t t y good i d e a o f t h e way he i s 
seen by the people he l i k e s and f e e l s c o m f o r t a b l e w i t h . How about y o u - - f o r 
example, are you known as a good m i x e r , a p e r s o n who l i k e s t o get t o g e t h e r 
w i t h o t h e r p e o p l e ? " (Yes, No, Don't know) I f Yes: "Would i t make a d i f f e r e n c e 
t o you i f you w e r e n ' t known as a good m i x e r ? " Then l a t e r i n the i n t e r v i e w ( i n 
an e f f o r t t o a v o i d a " h a l o " e f f e c t ) , the r e s p o n d e n t was asked, "About how 
o f t e n d u r i n g an average day do you t a l k t o t h e p e o p l e you work w i t h about the 
t h i n g s n o t r e q u i r e d by your j o b - - y o u know, j u s t s h o o t i n g the breeze? Would 
i t be e v e r y few m i n u t e s , once or t w i c e an hour, f o u r t o f i v e t i m e s a day, 
o r l e s s o f t e n t h a n t h a t ? " I f a t l e a s t f o u r t o f i v e t i m e s a day: "Would 
i t make much d i f f e r e n c e t o you i f you d i d n ' t have a good chance t o t a l k t h a t 
way?" I f l e s s o f t e n : "Does i t b o t h e r you a l o t t h a t you d o n ' t have much o f 
a chance t o t a l k and j o k e around?" 

I f t he person t h i n k s o f h i m s e l f as a "good m i x e r " and i t makes a d i f 
f e r e n c e t o him whether o t h e r s t h i n k so o r n o t , and i f he has a chance t o 
converse i n f o r m a l l y a t work and i t seems t o make a d i f f e r e n c e t o him t h a t he 
does, he r e c e i v e s one p o i n t f o r " A t t a c h e d . " I f , on the o t h e r hand, t h i s 
p e r s o n was i n a j o b w h i c h d i d n o t a f f o r d such o p p o r t u n i t y f o r s o c i a b i l i t y 
and i t b o t h e r e d him, he r e c e i v e d one p o i n t f o r " A l i e n a t e d . " A l l o t h e r 
c o m b i n a t i o n s are coded " I n d i f f e r e n t . " The r e m a i n i n g f o u r a s p e c t s o f s e l f 
were covered by these work c h a r a c t e r i s t i c s : c o n s c i e n t i o u s n e s s ("chance t o 
do your work w e l l - - d o a good c a r e f u l j o b " p l u s "chance t o do t h i n g s you're 
b e s t a t - - u s e the s k i l l s t h a t you h a v e " ) ; i n t e l l i g e n c e ( " P l e n t y o f chance 
t o use your own j u d g m e n t " ) ; independence ( d o e s n ' t have a boss "who i s always 
b r e a t h i n g down your n e c k - - n o t w a t c h i n g too c l o s e l y " ) ; and a m b i t i o u s n e s s 
("Good chance f o r p r o m o t i o n where you w o r k " ) . I n a l l t h e n , each p e r s o n 
had s i x p o i n t s ( t w o f o r c o n s c i e n t i o u s n e s s , one f o r each o f the o t h e r s e l f 
a s p e c t s ) t o be d i s t r i b u t e d i n t o one o f the t h r e e c a t e g o r i e s — a l i e n a t e d , 
a t t a c h e d , or i n d i f f e r e n t . 
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W hile the psychomet-rica 1 l y - o r i e n t e d may o b j e c t t o the d i f f e r e n t i a l 
i n t e r p r e t a t i o n o f a t h r e e - c a t e g o r y i p s a t i v e measure ( i . e . , i f a person i s 
n o t a l i e n a t e d , he must be e i t h e r i n d i f f e r e n t or a t t a c h e d ) , t h e r e do seem t o 
be c o m p l i c a t e d re l a t i o n s i n the d a t a which are wor t h e x a m i n a t i o n . For 
example, r e s t r i c t e d s o c i a b i l i t y i s n o t a source o f a l i e n a t i o n b u t p l e n t i f u l 
s o c i a b i l i t y i s a source o f a t t a c h m e n t . 

Table 5 c o n t a i n s t h e d i s t r i b u t i o n s o f the t h r e e measures f o r the v a r i o u s 
g r o u p s w h i c h W i l e n s k y i n v e s t i g a t e d . A major f i n d i n g i s t h a t one p r o f e s s i o n a l 
g r o u p , e n g i n e e r s ( e s p e c i a l l y those w o r k i n g f o r a s i n g l e p r o d u c t f i r m ) , show 
up as more a l i e n a t e d t h a n the lower w h i t e - c o l l a r or h i g h e r b l u e - c o l l a r groups; 
i t w i l l be remembered t h a t these groups appeared t o be the most f r u s t r a t e d i n 
the e a r l i e r measures we d i s c u s s e d . Note a l s o c e r t a i n d r a m a t i c s i t u s d i f f e r e n c e s 
w i t h i n t h e p r o f e s s i o n a l group: s o l o l a w y e r s are more i n d i f f e r e n t and l e s s 
a t t a c h e d t o t h e i r work t h a n f i r m l a w y e r s , w h i l e church u n i v e r s i t y p r o f e s s o r s 
are more i n d i f f e r e n t , more a t t a c h e d , and more a l i e n a t e d t h a n u r b a n u n i v e r s i t y 
p r o f e s s o r s . Lower w h i t e - c o l l a r w o r kers a l s o show up as l e s s a l i e n a t e d , l e s s 
i n d i f f e r e n t and more a t t a c h e d t h a n upper b l u e c o l l a r w o r k e r s . The d i f f e r e n c e s , 
however, are c e r t a i n l y n o t a s t o u n d i n g , and the w a t ers s t i l l r e m a i n muddied on 
the q u e s t i o n o f the r e s p e c t i v e p o s i t i o n s o f these groups on t h e j o b s a t i s f a c t i o n 
l a d d e r , i f such e x i s t . 

One o f the most welcome f e a t u r e s o f the W i l e n s k y s t u d y was the comparison 
o f how much b e t t e r o c c u p a t i o n a l s t a t u s i n d i c a t o r s d i f f e r e n t i a t e d j o b a l i e n a t i o n , 
a t t a c h m e n t , and i n d i f f e r e n c e t h a n d i d more c o n c r e t e aspects o f the person's 
w o r k and l i f e m i l i e u ( i . e . , o r g a n i z a t i o n a l s t r u c t u r e , c o n t r o l over work 
p r o c e s s e s , p r e v i o u s work h i s t o r y , stage i n the l i f e c y c l e ) . C l e a r l y , h a v i n g 
a c h a o t i c work h i s t o r y was a t l e a s t as good a p r e d i c t o r as lower s o c i a l c l a s s 
o f a l i e n a t i o n , i n d i f f e r e n c e , and l a c k o f a t t a c h m e n t . I n a d d i t i o n , d i f f e r e n c e s 
i n w o r k a l i e n a t i o n ( b u t n o t i n i n d i f f e r e n c e and a t t a c h m e n t ) were as sharp i f 
n o t s h a r p e r ( t h a n those produced by i n d i c e s o f s o c i a l s t a t u s ) f o r r e s p o n d e n t s 
v a r y i n g i n the c o n t r o l t h e y had over the work pace and the work schedule, 
t h o s e h a v i n g v a r y i n g l e v e l s o f a u t h o r i t y o v e r them, those e x p e r i e n c i n g b l o c k e d 
m o b i l i t y , and those caught i n a 1 i f e - c y c l e consumption squeeze ( e . g . , l a r g e 
numbers o f c h i l d r e n and s m a l l amounts o f s a v i n g s and i n v e s t m e n t s ) . The " c o n t r o l " 
v a r i a b l e seemed e s p e c i a l l y s i g n i f i c a n t : w i t h i n e v e r y o c c u p a t i o n a l l e v e l , 
r e s t r i c t e d freedom o r c o n t r o l r e s u l t e d i n h i g h e r l e v e l s o f work a l i e n a t i o n . 

W hile W i l e n s k y 1 s use o f t e c h n i q u e s and e m p i r i c a l e v i d e n c e o b v i o u s l y 
r e p r e s e n t q u i t e s i g n i f i c a n t and needed advances i n the s t u d y o f work a t t i t u d e s , 
t h e y do need t o be r e p l i c a t e d on l a r g e r p o p u l a t i o n s t o see t o what e x t e n t the 
g r o u p s s e l e c t e d are r e p r e s e n t a t i v e o f what goes on i n c o r r e s p o n d i n g s i t u a t i o n s 
a c r o s s the c o u n t r y . By p u r p o s e l y p i c k i n g groups h i g h l y l i k e l y t o be s a t i s f i e d 
o r d i s s a t i s f i e d w i t h i n t h e p r o f e s s i o n a l c a t e g o r i e s , the e f f e c t s o f o c c u p a t i o n a l 
s t a t u s may have been s e r i o u s l y c u r t a i l e d i n r e l a t i o n t o what m i g h t have been 
o b t a i n e d f r o m a t r u l y r e p r e s e n t a t i v e sample. I n a d d i t i o n , one might hope f o r 
a b e t t e r d i s t r i b u t i o n on the d i m e n s i o n o f work a l i e n a t i o n , as 85 p e r c e n t o f 
the p o p u l a t i o n showed no a l i e n a t i o n on any o f the s e l f - i m a g e i t e m s . But t h e n 
a g a i n , i t may be t h a t the answers t o simple-minded p o l l q u e s t i o n s are a more 
r e a l i s t i c r e f l e c t i o n o f t h e w o r k e r ' s w o r l d t h a n the e x p e c t a t i o n s and i n t r i n 
s i c a l l y - e v a l u a t e d p r o j e c t i o n s o f s o c i a l c r i t i c s and s o c i o l o g i s t s . As W i l e n s k y 
o p i n e s , people a t work may be " p l a y i n g i t c o o l " and a c c e p t t h e i r work w i t h 



Table 5 

DISTRIBUTION OF WORK ALIENATION, INDIFFERENCE AND ATTACHMENT 
FOR VARIOUS OCCUPATIONS ( W i l e n s k y , 1964) 

Work a 
A l i e n a t e d 

Work b 
I n d i f f e r e n t 

Work 
A t t a c h e d 

Group 

N 
High 
(4,6) 

Med. 
(2,3) 

Low 
(0,1) 

U p p e r - M i d d l e - C l a s s P r o f e s s i o n a l s Age 30-55 

Solo l a w y e r s 100 10% 16% 20% 5 1 % 29% 
F i r m l a w y e r s 107 8 8 34 49 18 
Church u n i v e r s i t y p r o f e s s o r s 31 10 16 32 45 23 
Urban u n i v e r s i t y p r o f e s s o r s 68 6 9 22 46 32 
D i v e r s i c o e n g i n e e r s 93 19 14 28 45 27 
Unico e n g i n e e r s 91 30 15 22 45 33 

M i d d l e Mass 

Lower w h i t e - c o l l a r , age 21-29 69 13 22 20 45 35 
Lower w h i t e - c o l l a r , age 30-55 252 13 25 25 35 40 
Upper b l u e - c o l l a r , age 21-29 53 23 22 15 46 39 
Upper b l u e - c o l l a r , age 30-55 293 18 36 16 35 49 

a 
Percentage a l i e n a t e d on a t l e a s t one aspec t o f p r i z e d s e l f - i m a g e 

b 
Percentage i n d i f f e r e n t on a l l a s p e c t s o f p r i z e d s e l f - i m a g e 



what Kornhauser (1965) c a l l s "a k i n d o f m i l d , p a s s i v e , somewhat f a t a l i s t i c 
c o n t e n t m e n t . " 

• 5. Converse and Robinson Meaning-of-Time Study: T h i s i s p r o b a b l y t h e 
l a t e s t a v a i l a b l e n a t i o n w i d e s u r v e y o f work a t t i t u d e s , h a v i n g been conducted 
i n t h e F a l l o f 1965 and the S p r i n g o f 1966. We w i l l be going i n t o t h i s s t u d y 
i n g r e a t d e t a i l s i n c e t h i s i s the f i r s t time i t has appeared i n p r i n t ; t h u s 
the p r e s e n t a t i o n may c o n t a i n more d e t a i l s t h a n the c a s u a l r e a d e r i s i n t e r e s t e d 
i n . 

14 
I n a d d i t i o n t o a n a t i o n a l p r o b a b i l i t y sample o f 1244 a d u l t s i n urban 

a r e a s , a su r v e y o f 789 a d u l t s i n Jackson, M i c h i g a n was s i m i l a r l y conducted 
d u r i n g the same p e r i o d . The o p e n i n g p a r t o f the hour i n t e r v i e w i n c l u d e d a 
20-minute s e c t i o n on work f o r the 70 p e r c e n t o f the sample who were employed 
f o r pay 10 hours or more a week. The q u e s t i o n s i n c l u d e d the k i n d s o f t h i n g s 
done on the j o b , the time spent on v a r i o u s a s p e c t s o f the j o b , the t h i n g s the 
r e s p o n d e n t l i k e d b e s t and d i s l i k e d about h i s j o b (as G u r i n , e t a l . had a s k e d ) , 
the r e s p o n d e n t ' s r a t i n g o f seven f e a t u r e s o f h i s j o b , and f i n a l l y , how 
s a t i s f i e d was he w i t h the j o b , and d i d he ever t h i n k about changing j o b s o r 
g e t t i n g i n t o a n o t h e r l i n e o f work. 

The responses t o these l a t t e r two d i r e c t q u e s t i o n s are p r e s e n t e d i n 
T a b l e 6, where the d a t a f o r r e s i d e n t s o f Jackson and f o r the n a t i o n a l sample, 
f o r b o t h men and women, have been combined. Separate f i g u r e s f o r men, g i v e n 
i n A p p e n d i x F, show t h a t men have l e s s " c o m p l e t e " s a t i s f a c t i o n , e s p e c i a l l y i n 
t h o s e o c c u p a t i o n s p r e d o m i n a n t l y f i l l e d by women—school t e a c h e r s , s a l e s c l e r k s 
and o t h e r c l e r i c a l . While c e r t a i n o c c u p a t i o n a l c a t e g o r i e s a re s t i l l q u i t e 
s m a l l ( a r t i s t s , p r o f e s s o r s , o t h e r s a l e s , s e l f - e m p l o y e d c r a f t s m e n , armed 
f o r c e s ) , the r e a d e r can combine o r d i s r e g a r d c a t e g o r i e s w i t h which he f e e l s 
u n c o m f o r t a b l e . The rea d e r i s a l s o warned t h a t t h e r e a re a number o f "grab 
bag" c a t e g o r i e s which c o u l d use more d e t a i l e d s e p a r a t i o n , e.g., s e r v i c e 
w o r k e r s , t e c h n i c i a n s ( w h i c h i n c l u d e s a i r l i n e p i l o t s , embalmers and d r a f t s m e n ) 
and a d v i s o r s ( i n c l u d i n g clergymen, l a w y e r s , r e c r e a t i o n and s o c i a l w o r k e r s ) . 
The two i n d i c e s o f j o b s a t i s f a c t i o n a r e : 

a) A l l t h i n g s c o n s i d e r e d , how s a t i s f i e d would you say you are w i t h 
your job? Would you say you are c o m p l e t e l y s a t i s f i e d , p r e t t y 
s a t i s f i e d , n o t v e r y s a t i s f i e d , or n o t a t a l l s a t i s f i e d ? 

b) Do you ever t h i n k o f changing t o another j o b or anothe r t y p e o f 
work? 

Responses t o the two q u e s t i o n s g i v e q u i t e d i f f e r e n t i m p r e s s i o n s o f t h e 
l e v e l o f j o b s a t i s f a c t i o n i n the p u b l i c . O n l y 11 p e r c e n t o f a l l r e s p o n d e n t s 
(12 p e r c e n t o f men) chose e i t h e r o f the a l t e r n a t i v e s "not v e r y s a t i s f i e d " or 

The sample was r e s t r i c t e d t o people between t h e ages o f 19 and 65 
l i v i n g i n households where a t l e a s t one a d u l t member was employed i n a non-
f a r m o c c u p a t i o n . Only r e s i d e n t s o f c i t i e s q u a l i f y i n g as Standard M e t r o 
p o l i t a n S t a t i s t i c a l Areas were i n c l u d e d i n the i n i t i a l s a m p l i n g frame, w h i c h 
means t h a t t he sample r e p r e s e n t s about t w o - t h i r d s o f the t o t a l U.S. 
p o p u l a t i o n . 
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Table 6 

REPORTED JOB SATISFACTION AND THOUGHTS ABOUT CHANGING JOBS (MEN AND WOMEN) 
BY OCCUPATIONS (Converse and Robinson, i n press) 

Job S a t i s f a c t i o n 
Not very Think about 

Occupation N Completely P r e t t y Not at a l l I n t e r p r e t a t i o n * changing jobs 

P r o f e s s i o n a l -

A r t i s t , musician 5 807. 207. 07. Very a a t i s f i e d 407. 
Professor, 
L i b r a r i a n 8 62 38 0 Very s a t i s f i e d 25 

Advising p r o f e s s i o n 36 53 41 6 Very s a t i s f i e d 31 
School teacher 54 46 52 2 Very s a t i s f i e d 26 
Nurses, other medical 15 33 67 0 S a t i s f i e d 33 

P r o f e s s i o n a l -
data o r i e n t e d 
S c i e n t i s t , p h y s i c i a n 16 43 
Accountant, a u d i t o r 13 23 
Engineer 43 23 
Technician _33 24 
Pr o f e s s i o n a l 
t e c h n i c a l T o t a l 223 39 

50 
77 
70 
67 

57 

S a t i s f i e d 
Ambivalent 
D i s s a t i s f i e d 
D i s s a t i s f i e d 

S a t i s f i e d 

38 
54 
56 
61 

45 

Managerial 
S e l f employed 
( l a r g e f i r m ) 23 
S e l f employed ( o t h e r ) 40 
Sal a r i e d 68 

C l e r i c a l 
Bookkeeper 18 
Secretary, t y p i s t 70 
Other c l e r i c a l 150 
Sales 
High status-goods 11 
High s t a t u s - s e r v i c e s 11 
Sales c l e r k 28 
Other sales 7 
S k i l l e d 
S e l f employed 8 
Foremen 39 
Other s k i l l e d 151 

39 57 4 
25 73 2 
50 46 4 

44 56 0 
44 47 9 
31 57 12 

9 82 9 
36 46 18 
32 54 14 
14 86 0 

50 25 25 
41 54 5 
29 58 13 

S a t i s f i e d 26 
Neu t r a l 40 
Very s a t i s f i e d 36 

Very s a t i s f i e d 22 
S a t i s f i e d 39 
Ne u t r a l 42 

Neu t r a l 64 
D i s s a t i s f i e d 55 
Neu t r a l 64 
Ne u t r a l 42 

Ambivalent 50 
S a t i s f i e d 20 
D i s s a t i s f i e d 38 

Sem i s k i l l e d 
Operatives 
Service 
P r o t e c t i v e , 
Armed forces 
Household 
Other s e r v i c e 
U n s k i l l e d 
Laborer 
TOTAL 

229 

21 
9 

24 
108 

32 
1270 

27 

47 
56 
46 
32 

25 
34 

57 

48 
33 
33 
53 

56 
55 

16 Very d i s s a t i s f i e d 

5 S a t i s f i e d 
11 S a t i s f i e d 
21 Ambivalent 
15 D i s s a t i s f i e d 

19 Very d i s s a t i s f i e d 
11 

42 

19 
67 
38 
42 

34 
40 

To be " s a t i s f i e d " (or " d i s s a t i s f i e d " ) , the group must show both more ( l e s s ) than an average 
percent of members completely s a t i s f i e d and less (more) than an average number not very or not at 
a l l s a t i s f i e d . "Ambivalent" means t h a t the percentages completely s a t i s f i e d and not very/not a t 
a l l s a t i s f i e d are c o n t r a d i c t o r y . A l l other groups are c a l l e d n e u t r a l . 
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" n o t a t a l l s a t i s f i e d , " i n l i n e w i t h ( i f n o t lower t h a n ) the e a r l i e r e s t i m a t e s 
g i v e n by B l a u n e r . On the o t h e r hand, two o u t o f f i v e (44 p e r c e n t o f men) t h i n k 
a b o u t c h a n g i n g work. The two q u e s t i o n s a r e , as e x p e c t e d , h i g h l y c o r r e l a t e d , 
however.*"' Those who t h i n k about changing t h e i r j o b s or g e t t i n g i n t o a n o t h e r 
l i n e o f work comprise 17 p e r c e n t o f the c o m p l e t e l y s a t i s f i e d , 47 p e r c e n t o f the 
p r e t t y s a t i s f i e d , 79 p e r c e n t o f the n o t v e r y s a t i s f i e d and 95 p e r c e n t o f t h e 
n o t a t a l l s a t i s f i e d . T h i s r e l a t i o n i s seen v e r y c l e a r l y a t t h e group l e v e l 
i n T a b l e 6. I n o n l y one o f the o c c u p a t i o n a l groups — armed f o r c e s — w h e r e t h e 
d e s i r e t o e x i t i s over 50 p e r c e n t does the group r e g i s t e r e s s e n t i a l l y p o s i t i v e 
f e e l i n g s about t h e i r j o b . Note a l s o , however, t h a t those b l u e - c o l l a r groups 
w h i c h show most d i s s a t i s f a c t i o n r e p o r t average or below average t h o u g h t o f 
o t h e r work. Our i n i t i a l i m p r e s s i o n — c o n s i d e r a b l y shaken by i n d i v i d u a l - l e v e l 
a n a l y s i s w hich showed p r a c t i c a l l y a c o n s t a n t c o r r e l a t i o n between the two 
measures w i t h i n each o c c u p a t i o n — l e d us t o b e l i e v e t h a t b l u e - c o l l a r w o r kers 
were r e s i g n e d t o t h e i r f a t e o f d o i n g work f r o m w h i c h t h e y d e r i v e d r e l a t i v e l y 
l i t t l e s a t i s f a c t i o n . 

Note how f i n e r o c c u p a t i o n a l d i s t i n c t i o n s lead t o d r a m a t i c d i f f e r e n c e s 
w i t h i n the e i g h t b a s i c census c a t e g o r i e s . P r o t e c t i v e and armed f o r c e s w i t h 
t h e " s e r v i c e " c a t e g o r y , f o r example, appear f a r more c o n t e n t e d t h a n o t h e r 
s e r v i c e p e r s o n n e l . The same i s t r u e o f foremen w i t h i n the " s k i l l e d " c a t e g o r y , 
w h i l e s e l f - e m p l o y e d heads o f s m a l l e r f i r m s ( i . e . , those making l e s s t h a n 
$10,000 i n y e a r l y e a r n i n g s ) show up as r e l a t i v e l y d i s c o n t e n t e d managers. 
The r e s u l t s a l s o c o r r o b o r a t e W i l ensky's f i n d i n g ( a l s o n o t i c e a b l e i n S c h l e t z e r , 
1966) o f r e l a t i v e l y h i g h o c c u p a t i o n a l d i s c o n t e n t among e n g i n e e r s , one o f t h e 
o c c u p a t i o n s c u r r e n t l y r e c o r d i n g h i g h e s t membership i n c r e a s e s : f o u r times 
t h e n a t i o n a l average f o r a l l o c c u p a t i o n s and 17 p e r c e n t over t h e g e n e r a l 
p r o f e s s i o n a l - t e c h n i c a l r a t e i n the 1950-1960 decade ( W a t t e n b e r g and Scammon, 
1965) . Table 6 f u r t h e r shows t e c h n i c i a n s * ^ as a n o t h e r d i s s a t i s f i e d group 
w i t h i n the p r o f e s s i o n a l - t e c h n i c a l c a t e g o r y . 

From these f i n d i n g s i t seems t h a t t h e whole c l a s s o f what we have 
l a b e l l e d " d a t a - o r i e n t e d " p r o f e s s i o n s i s f a r l e s s c o n t e n t e d t h a n workers i n 
t h e " p e o p l e - o r i e n t e d " p r o f e s s i o n s . * ^ Whether the " d a t a - o r i e n t e d " s e t 
r e l a t i v e l y h i g h e r s t a n d a r d s or g o a l s f o r t h e m s e l v e s , o r are b o t h e r e d by o t h e r 
d i s p l e a s i n g e x t e r n a l c i r c u m s t a n c e s ( T a b l e 7 shows t h a t t h e y a r e most s a t i s f i e d 

Needless t o say, t h e r e i s a s t r o n g age component i n b o t h measures. 
O l d e r men t h i n k l e s s about changing j o b s ( r = -.37) and are more s a t i s f i e d 
w i t h t h e i r j o b ( r = . 1 7 ) . 

*^High d i s c o n t e n t and s t a t u s a m b i g u i t y were found among t e c h n i c i a n s i n 
a m i d w e s t c h e m i c a l p l a n t ( C l e l l a n d , 1966). A l t h o u g h a v e r a g i n g t h r e e more 
y e a r s o f s c h o o l i n g , t h e y earned $300 a year l e s s t h a n b l u e - c o l l a r w o r kers i n 
t h e same p l a n t . D e s p i t e the r a p i d l y e x p a nding need f o r people w i t h t h e i r 
s k i l l s , t h e y f e l t t h a t t h e i r own chances f o r success were d e c l i n i n g . T h i s 
was p r o b a b l y due t o the f a c t t h a t , h a v i n g t a k e n s c i e n t i s t s as t h e i r r e f e r e n c e 
g r o u p , t h e y saw no open channel o f m o b i l i t y t o t h a t c a t e g o r y w i t h i n the f i r m . 

Except f o r s o c i a l w o r k e r s , o f whom t h r e e Out o f the f o u r i n our 
sample were t h i n k i n g o f l e a v i n g . While a s m a l l number, t o be s u r e , t h i s 
p r o p o r t i o n stood o u t among the o t h e r smal1 numbers. 
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AVERAGE RATINGS OF VARIOUS ASPECTS OF JOB BY OCCUPATIONS: 
Scores r u n from 1 = v e r y good t o 5 - poor. 

(Converse and Robinson, i n p r e s s ) 

MEN AND WOMEN 

Job Ki n d o f Chance t o Ki n d o f Freedom Chance 
Pay S e c u r i t y Work Place Use S k i l l s People t o P l a n Le a r n 

P r o f e s s i o n a l -
people o r i e n t e d 
A r t i s t , m u s i c i a n 3.40 3.80 1.80 2.00 1.25 1.80 3.00 
P r o f e s s o r , l i b r a r i a n 2.75 1,57 1.75 1.25 1.13 1.63 1.63 
A d i v i s i n g p r o f e s s i o n 2.08 1.63 1.60 1.20 1.37 1.26 1.43 
School t e a c h e r s 2.59 1.74 1.94 1.15 1.65 1.50 1.35 
Other m e d i c a l 2.53 1.73 1.67 1.47 1.71 1.73 2.00 

P r o f e s s i o n a l -
d a t a o r i e n t e d 
S c i e n t i s t , p h y s i c i a n 
A c c o u n t a n t , a u d i t o r 
E n g i n e e r 
T e c h n i c i a n 
M a n a g e r i a l 

1.75 
1.94 
1.97 
2.73 

2.06 
1.31 
1.58 
2.12 

1.25 
2.25 
1.84 
1.91 

1.56 
1.62 
1.72 
1.79 

1.50 
1.85 
1.58 
1.82 

1.69 
1.62 
1.58 
2.03 

1.56 
1.69 
1.79 
2.09 

S e l f employed 
( l a r g e f i r m ) 2.52 1.83 1.95 1.43 1.64 1.26 1.65 
S e l f employed ( o t h e r ) 2.91 2.47 2.00 1.62 2.03 1.47 1.91 
S a l a r i e d 2.14 1.57 1.72 1.46 1.68 1.62 1.87 

C l e r i c a l 
Bookkeeper 3.06 2.06 2.17 1.56 1.56 1.94 2.06 
S e c r e t a r y , t y p i s t 2.59 1.87 2.04 1,90 1.66 2.14 2.57 
Other c l e r i c a l 2.61 2.18 2.00 2.46 1.74 2.43 2.78 

Sales 
H i g h s t a t u s (goods) 2.91 1.91 1.78 1.64 1.36 1.64 1.45 
H i g h s t a t u s ( s e r v i c e s ) 2.55 1.82 1.73 1.18 1.73 1.27 2.00 
Sales c l e r k 3.33 2.43 1.93 2.25 1.71 2.64 3.04 
Other s a l e s 2.86 2.59 2.50 1.95 1.58 1.59 2.49 

S k i l l e d 
S e l f employed 3.13 3.38 2.50 1.88 1.86 2.25 2.50 
Foreman 2.18 2.15 2.28 2.05 2.24 2.13 2.34 
Other 2.54 2.41 2.22 1.93 1.95 2.67 2.60 

S e m i s k i l l e d 
O p e r a t i v e s 2.72 2.49 2.32 2.71 1.93 3.34 3.34 

S e r v i c e 
P r o t e c t i v e 3.14 1.29 2.19 2.33 1.52 2.85 2.76 
Armed f o r c e s 3.00 1.33 1.78 2.67 1.89 2.33 2.67 
Household 3.50 2.79 2.09 2.75 1.81 1.83 3.50 
Other s e r v i c e 3.16 2.12 1.91 2.44 1.83 2.35 3.13 

U n s k i l l e d 
L a b o r e r 3. 10 2.31 2.27 2.72 1.83 2.97 2.93 

O v e r a l l ~y Men 2.63 2.19 2.12 1.53 1.79 2.30 2.51 
Average /' Women 2.73 2. 13 1.91 2.11 1.63 2.27 2.72 

St a n d a r d D e v i a t i o n 1.33 1.34 1. 17 1.36 .90 1.48 1.58 
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w i t h t h e i r pay) cannot be answered c o n c l u s i v e l y w i t h t he l i m i t e d samples and 
l i m i t e d i n f o r m a t i o n a v a i l a b l e f r o m our s t u d y . Even though as shown i n Table 1, 
s c i e n t i s t s showed the h i g h e s t d e s i r e t o s t a y i n t h e i r o c c u p a t i o n i f t h e y had i t 
t o do a l l over a g a i n , t h e r e does seem t o be good reason n e v e r t h e l e s s t o separate 
a t l e a s t these two groups w i t h i n t he p r o f e s s i o n a l - t e c h n i c a l c a t e g o r y . 

Of the r e m a i n i n g o c c u p a t i o n s o n l y t he s a l e s group i n d i c a t e d marked 
i n t e r e s t i n o t h e r work. T h i s was the case d e s p i t e t h e f a c t t h a t t h e y d i d n o t 
r e p o r t n o t a b l e o v e r a l l j o b d i s s a t i s f a c t i o n . I n f a c t , when r a t i n g v a r i o u s 
components o f t h e i r j o b (see Table 7 f o r mean r a t i n g s f o r each group, where a 
r a t i n g o f v e r y good was scored 1, good 2, f a i r 4 and poor 5 ) , t h e h i g h - s t a t u s 
salesmen, such as i n s u r a n c e salesmen o r a u c t i o n e e r s , r e g i s t e r few c o m p l a i n t s 
a b o u t any o f them. Foremen, on the o t h e r hand, r e p o r t o v e r a l l s a t i s f a c t i o n 
d e s p i t e t h e v e r y low r a t i n g t h e y g i v e the w o r k i n g c o n d i t i o n s and the people 
t h e y work w i t h , p l u s a low r a t i n g t o freedom t o p l a n and the chance t o l e a r n . 
O t h e r o c c u p a t i o n s r e p o r t o v e r a l l s a t i s f a c t i o n s more i n l i n e w i t h t he p a t t e r n 
o f r a t i n g s g i v e n t o the j o b components. W h i l e t e c h n i c i a n s g i v e about average 
r a t i n g s t o the v a r i o u s components, these a r e n o n e t h e l e s s c o n s i d e r a b l y lower 
t h a n those g i v e n by o t h e r p r o f e s s i o n a l g r o u p s . 

The it e m s i n Table 7 were chosen as a s h o r t g l o b a l closed-ended assessment 
o f t h e major c o n t e n t areas o f the G u r i n , e t a l . code: pay, j o b s e c u r i t y , and 
k i n d o f w o r k i n g p l a c e ( t o t a p the e x t r i n s i c f a c t o r s ) , p l u s "chance t o use your 
s k i l l s or a b i l i t i e s " ( a c h i e v e m e n t ) , " k i n d o f people you work w i t h " ( a f f i l i a t i o n ) , 
" f reedom t o p l a n your own work" ( i n f l u e n c e ) , and "t h e chance t o l e a r n or t r y 
o u t new t h i n g s " ( c u r i o s i t y ) . Lowest r a t i n g s went t o c u r i o s i t y (perhaps 
" c r e a t i v i t y " or " v a r i e t y " i s a b e t t e r t e r m f o r t h i s i t e m ) and pay; however, 
as w i l l be shown, t h i s i s n o t t o be c o n s t r u e d t o mean t h a t these are t h e two 
m a j o r p r e d i c t o r s o f j o b d i s s a t i s f a c t i o n . C e r t a i n sex d i f f e r e n c e s were s i g 
n i f i c a n t , w i t h women r a t i n g people and w o r k i n g c o n d i t i o n s h i g h e r t h a n men b u t 
r a t i n g o p p o r t u n i t i e s f o r l e a r n i n g and u t i l i z a t i o n of s k i l l s m u c h l o w e r . O l d e r 
p e o p l e , as found i n e a r l i e r s t u d i e s o f o v e r a l l j o b s a t i s f a c t i o n , tended t o 
g i v e more p o s i t i v e r a t i n g s . 

O c c u p a t i o n a l d i f f e r e n c e s were o f course much more s i g n i f i c a n t and 
i n t e r e s t i n g . Lowest r a t i n g s on p r a c t i c a l l y a l l components c l u s t e r e d h e a v i l y 
i n t h e b l u e - c o l l a r and lower w h i t e - c o l l a r c l a s s e s ; b u t t h i s was e s p e c i a l l y 
t r u e f o r t he n o n - a f f i l i a t i v e i n t r i n s i c f a c t o r s ; f o r as we have a l r e a d y seen, 
such f a c t o r s seem t o have a t b e s t secondary s a l i e n c e f o r these w o r k e r s . Some 
a p p a r e n t e x c e p t i o n s t o the g e n e r a l p a t t e r n are the s i g n i f i c a n c e o f j o b s e c u r i t y 
f o r p r o t e c t i v e and armed s e r v i c e s , pay f o r c r a f t s m e n ( e s p e c i a l l y f o r e m e n ) , 
o p e r a t i v e s and c l e r i c a l w o r k e r s , and the chance t o use a b i l i t i e s f o r s k i l l e d 
w o r k e r s . C l e r i c a l , s a l e s and p r o t e c t i v e s e r v i c e w o rkers have somewhat h i g h e r 
r e g a r d f o r t h e people w i t h whom t h e y work. 

W i t h i n t he m a n a g e r i a l c l a s s , s a l a r i e d managers are more f a v o r a b l e t h a n 
t h e s e l f - e m p l o y e d toward t h e e x t r i n s i c f a c t o r s b u t n o t more f a v o r a b l e toward 
i n t r i n s i c f a c t o r s . Owners o f s m a l l e r b u s i n e s s e s are c o n s i d e r a b l y l e s s s a t i s 
f i e d about a l l f a c t o r s , as t h e y were on the g l o b a l q u e s t i o n s o f Table 6. The 
p l i g h t o f t e c h n i c i a n s has a l r e a d y been mentioned; o t h e r d i f f e r e n c e s w i t h i n 
t h e p r o f e s s i o n a l c a t e g o r y stand o u t as w e l l . Some " d a t a - o r i e n t e d " p r o f e s s i o n a l s 
are most c o n t e n t e d about t h e i r pay and have p o s i t i v e f e e l i n g s w i t h s e l e c t e d 



o t h e r e x t r i n s i c s a t i s f a c t i o n s as w e l l . The " p e o p l e - o r i e n t e d , " however, seem 
t o have the b e t t e r o f t h e i n t r i n s i c s a t i s f a c t i o n s , e s p e c i a l l y i n u s i n g a c h i e v e 
ment and c r e a t i v e s k i l l s . 

The p o s s i b i l i t y o f c o r r e l a t i n g these d a t a w i t h t he two i n d i c e s o f o v e r a l l 
s a t i s f a c t i o n s c o n s t i t u t e s t h e i r major source o f i n t e r e s t . The c o r r e l a t i o n 
m a t r i x f o r t he n i n e q u e s t i o n s i s p r e s e n t e d i n Table 8, a l o n g w i t h some t e s t -
r e t e s t r e l i a b i l i t y d a t a d e s c r i b e d i n the n e x t p a r a g r a p h . A l l c o e f f i c i e n t s i n 
th e m a t r i x are seen t o be moderate and p o s i t i v e . Beyond a p r o b a b l e response 
s e t b i a s w h i c h should be c o r r e c t e d , i t seems safe t o say t h a t people's e s t i m a t e s 
o f a t t r i b u t e s o f t h e i r j o b s tend t o be g e n e r a l l y p o s i t i v e o r g e n e r a l l y n e g a t i v e : 
t h o s e who say t h e y use t h e i r s k i l l s or a b i l i t i e s l i k e t h e i r pay b e t t e r ; those 
who have the freedom t o p l a n t h e i r work say t h e y have t h e chance t o l e a r n or 
t r y o u t new t h i n g s . S u r p r i s i n g l y , however, the a d d i t i o n o f these components 
c o n t r i b u t e s n o t h i n g t o t h e c o r r e l a t i o n w i t h j o b s a t i s f a c t i o n (and t h o u g h t s o f 
change) beyond the c o e f f i c i e n t o b t a i n e d f o r t h e two h i g h e s t p r e d i c t o r s ( i . e . , 
.46 and . 2 3 ) . The two major d e t e r m i n a n t s appeared t o be wages and u s i n g o f 
one's s k i l l s , t h e l a t t e r f a c t o r r e l a t i n g b e t t e r t o t h e d i r e c t q u e s t i o n o f 
s a t i s f a c t i o n , w h i l e wages were more h i g h l y a s s o c i a t e d w i t h t h o u g h t s about o t h e r 
work. The comparable m a t r i x f o r women d i f f e r e d o n l y s l i g h t l y , a l t h o u g h the b e s t 
p r e d i c t o r o f o v e r a l l s a t i s f a c t i o n t u r n e d o u t t o be t h e chance t o l e a r n o r t r y 
o u t new t h i n g s ; t he use o f s k i l l s and pay f o l l o w e d c l o s e b e h i n d . Separate 
a n a l y s e s f o r b l u e - c o l l a r and w h i t e - c o l l a r males a l s o showed few d i f f e r e n c e s 
w o r t h d i s c u s s i n g . B l u e - c o l l a r s a t i s f a c t i o n was s l i g h t l y more dependent on 
good pay and good w o r k i n g c o n d i t i o n s . 

One o f the more f o r t u n a t e a s p e c t s o f t h i s s t u d y was t h a t t e s t - r e t e s t 
r e l i a b i l i t y d a t a were c o l l e c t e d f r o m a random subsample o f 95 r e s p o n d e n t s f r o m 
t h e J ackson area f o u r months a f t e r the i n i t i a l i n t e r v i e w . I n the i n i t i a l 
i n t e r v i e w , t he o v e r a l l s a t i s f a c t i o n q u e s t i o n s d i r e c t l y f o l l o w e d the j o b 
components r a t i n g s . I n t he r e i n t e r v i e w s c h e d u l e , these q u e s t i o n s preceded 
t h e components q u e s t i o n s . I t appears t h a t a s k i n g t h e more s p e c i a l i z e d ques
t i o n s f i r s t f o r c e s t h e r e s p o n d e n t t o make h i s o v e r a l l responses c o n s i s t e n t 
w i t h t h e more d e t a i l e d q u e s t i o n s . The r e l i a b i l i t y ( Pearson r ) f i g u r e s f o r 
th e 4 1 men and the 17 women who h e l d the same j o b over t h e i n t e r v e n i n g f o u r 
month p e r i o d are g i v e n a t the bo t t o m o f Table 6. 

The r e l i a b i l i t y f i g u r e s f o r t he components ( e x c e p t f o r two r a t h e r low 
c o e f f i c i e n t s f o r women on work p l a c e and s k i l l s ) c l e a r l y a r e s u p e r i o r t o the 
o v e r a l l measures, e s p e c i a l l y the more d i r e c t q u e s t i o n . Such a f i n d i n g , a l t h o u g h 
based on e x t r e m e l y s m a l l samples, g i v e one g r e a t cause t o wonder about the 
p r e f e r a b i l i t y o f g l o b a l measures over i n d i v i d u a l component measures. L e s t 
one c o n c l u d e t h a t t h e g l o b a l measures are w o r t h l e s s , however, we d i d f i n d 
t h a t t h e y had the redeeming f e a t u r e o f p r e d i c t i n g the v e r y u s e f u l b e h a v i o r a l 
f e a t u r e o f j o b changes. A g a i n the Jackson r e l i a b i l i t y sample i s q u i t e s m a l l - -
o n l y t w e l v e people had l e f t t h e i r j o b s , o f whom f i v e were women whose employ
ment o r i g i n a l l y was t o overcome temporary company problems o r p e r s o n a l f i n a n c i a l 
h u r d l e s . Of the seven men, f o u r were f o r c e d t o change f o r e x t e r n a l reasons: 
one was l a i d o f f , t he company o f anothe r moved o u t o f town, one became i l l 
( i n t he f i r s t i n t e r v i e w he i n d i c a t e d t h a t he was n o t a t a l l s a t i s f i e d w i t h h i s 
j o b ) , and the f o u r t h , a s e l f - e m p l o y e d f e e d - m i l l o p e r a t o r , was f o r c e d o u t o f 
b u s i n e s s on f i n a n c i a l grounds. Three o f these f o u r i n d i c a t e d i n i t i a l 



Table 8 

CORRELATIONS BETWEEN COMPONENTS OF JOB, JOB SATISFACTION AND THOUGHTS ABOUT LEAVING: MEN ONLY. 
(Converse and Robinson, i n p r e s s ) RELIABILITY DATA FROM 41 MEN AND 17 WOMEN I N JACKSON, MICHIGAN 

Deci m a l p o i n t s o m i t t e d . 

Work Use K i n d o f P l a n 
Pay S e c u r i t y Place S k i l l s People Work L e a r n S a t i s f i e d Change 

Pay 

Job s e c u r i t y 23 

K i n d o f w o r k i n g p l a c e 21 23 

Use s k i l l s o r a b i l i t i e s 31 17 29 

Ki n d o f people worked w i t h 14 22 31 17 

Freedom t o p l a n work 23 22 26 22 

L e a r n or t r y o u t new t h i n g s 23 19 28 56 

How s a t i s f i e d w i t h j o b 

Ever t h i n k o f c h a n g i n g 

35 

23 

26 

15 

26 

15 

46 

15 

17 

09 

22 

12 

30 

08 41 

T e s t - r e t e s t 
r e l i a b i l i t y 

Men 

Women 

52 

71 

49 

54 

70 

•04 

52 

05 

55 

59 

50 52 

66 68 

29 

08 

41 

29 



s a t i s f a c t i o n w i t h t h e i r j o b s . I n c o n t r a s t , a l l o f t h e r e m a i n i n g t h r e e 
i n d i c a t e d on the i n i t i a l i n t e r v i e w t h a t t h e y were t h i n k i n g about c h a n g i n g 
j o b s , and o n l y one gave as h i g h as a " p r e t t y s a t i s f i e d " response t o the 
d i r e c t q u e s t i o n . While 11 o f the 13 who d i d change j o b s gave n e g a t i v e r e a c t i o n s 
t o t h e i r j o b and 29 o f 32 who s a i d t h e y t h o u g h t about c h a n g i n g never d i d , the 
f a c t t h a t t he items s u c c e s s f u l l y s i n g l e d o u t those who d i d v o l u n t a r i l y change 
i n t he s h o r t t i m e p e r i o d r e s t o r e s a good d e a l o f f a i t h i n the o v e r a l l measures. 
Thus, l i k e so many i n t e n s i v e l y i n v e s t i g a t e d areas i n t h e s o c i a l s c i e n c e s , our 
r e s e a r c h ( p l u s o t h e r s we have r e v i e w e d ) leaves us w i t h a t b e s t q u i t e a m b i v a l e n t 
r e s u l t s c o n c e r n i n g the u t i l i t y o f s i n g l e d i r e c t measures o f j o b s a t i s f a c t i o n . 

The Jackson r e l i a b i l i t y s t u d y a l s o a f f o r d e d us an o p p o r t u n i t y t o i n v e s t i 
g ate how much i n c r e a s e i n j o b s a t i s f a c t i o n c o u l d be p r e d i c t e d by w e i g h t i n g t h e 
v a r i o u s components as t o how i m p o r t a n t the re s p o n d e n t f e l t each o f the s e 
components was t o him p e r s o n a l l y . A c c o r d i n g l y , r e s p o n d e n t s were asked t o 
p i c k o u t t h e t h r e e most i m p o r t a n t f a c t o r s f r o m the l i s t o f seven used. 
W e i g h t i n g the f i r s t c h o i c e w i t h a 5, the second w i t h a 3, and the t h i r d w i t h 
a 2, we m u l t i p l i e d the r a t i n g s on the f a c t o r by the a p p r o p r i a t e w e i g h t and 
summed them. T h i s s c o r e , and a simple unweighted sum o f a l l f a c t o r s , 
t o g e t h e r w i t h a composite score o f b o t h were t h e n c o r r e l a t e d w i t h j o b s a t i s 
f a c t i o n and t h o u g h t s o f change f o r b o t h p r e - and post-samples and f o r men 
and women. The r e s u l t s were r e m a r k a b l y i n c o n s i s t e n t as t o w h i c h o f the t h r e e 
s c o r i n g p r o c e d u r e s was s u p e r i o r . On b a l a n c e , t h e use o f a s i m p l e unweighted 
i n d e x u s i n g a l l components seemed s l i g h t l y b e t t e r . From what we have seen o f 
r e l a t e d l i t e r a t u r e ( e . g . , S c h a f f e r , 1953), t h i s i s s i m p l y a f u r t h e r i n d i c a t i o n 
t h a t the use o f i t e m w e i g h t s seldom improves o v e r a l l r e l a t i o n s h i p s enough t o 
w a r r a n t the e x t r a c o m p u t a t i o n . 

A n o t h e r p o i n t o f i n t e r e s t i n the Converse-Robinson s t u d y concerns t h e 
answers t o the s l i g h t l y r e v i s e d G u r i n , e t a l . q u e s t i o n about " t h i n g s you l i k e 
b e s t " and " t h i n g s you don't l i k e about your j o b . " The percentages f o r t h e 
e n t i r e employed sample o f b o t h surveys are p r e s e n t e d i n Appendix A. I t can 
be seen t h a t , w i t h the e x c e p t i o n o f a f f i l i a t i o n - r e l a t e d d i f f e r e n c e s ( w h i c h 
c o u l d w e l l be due t o d i f f e r e n t c o d e r s o r c o d i n g p r o c e d u r e s ) , the r e s u l t s f o r 
the two surveys are s t r i k i n g l y a l i k e . Since the 1958 s u r v e y q u e s t i o n was 
imbedded i n t h e m i d d l e p a r t o f an i n t e r v i e w e m p l o y i n g m a i n l y open-ended ques
t i o n s b u t was the f i r s t q u e s t i o n f o r our s u r v e y , t h e d i f f i c u l t y i n e s t a b l i s h 
i n g r a p p o r t perhaps accounts f o r the l a r g e r number o f " g e n e r a l " r esponses and 

The o c c u p a t i o n a l changes and reasons f o r l e a v i n g m i g h t be i n t e r e s t i n g 
t o some r e a d e r s . One changed f r o m one s k i l l e d j o b t o a n o t h e r , i n d i c a t i n g 
p r o m o t i o n and b e t t e r pay as reasons f o r l e a v i n g . A foreman, i n d i c a t i n g 
d i s l i k e f o r t h e p r e s s u r e o f w o r k i n g f o r someone e l s e , opened an i c e - c r e a m 
s t a n d . The t h i r d , a young man o r i g i n a l l y s a t i s f i e d , found an o f f i c e j o b 
w i t h b e t t e r pay and bonus t h a n the o r i g i n a l j o b as a g r o c e r y c l e r k . 

19 , 
The most i m p o r t a n t f a c t o r s f o r men were pay and s e c u r i t y , f o r women, 

the people a t work. Centers and B u g e n t a l (1966) a l s o found women f a r more 
i n t e r e s t e d i n h a v i n g c o m p a t i b l e co-workers on t h e j o b ; however, i n t e r e s t i n g 
w ork and pay r a t e d somewhat h i g h e r f o r them, as f o r men. Since C e n t e r s had 
a l a r g e r sample f o r t h i s q u e s t i o n , we would p u t g r e a t e r t r u s t i n h i s r e s u l t s 
f o r f a c t o r i m p o r t a n c e . 
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the somewhat s m a l l e r number o f "more c o n c r e t e " f e a t u r e s ( e s p e c i a l l y n e g a t i v e ) 
p i c k e d up i n the 1966 s u r v e y . I t i s o b v i o u s t h a t non-economic e x t r i n s i c 
f a c t o r s ( m a i n l y convenience, work p r e s s u r e , and hours o r w o r k i n g c o n d i t i o n s ) 
a c c o u n t f o r most o f the c o n c r e t e d i s s a t i s f a c t i o n s w i t h work. I n the K i l p a t r i c k , 
e t a l . s t u d y , where a r i c h e r f u nd o f r e p l i e s were o b t a i n e d , i t w i l l be r e c a l l e d 
t h a t the economic e x t r i n s i c f a c t o r s were mentioned most o f t e n as the source 
o f d i s s a t i s f a c t i o n . However, an a d d i t i o n a l p i e c e o f i n f o r m a t i o n o b t a i n e d i n 
the 1966 s t u d y b r i n g s t h i n g s more i n t o l i n e . When re s p o n d e n t s s a i d t h e y 
t h o u g h t about changing j o b s , we asked them why. Here economic reasons were 
proposed by 38 p e r c e n t o f those t h i n k i n g o f changing j o b s . No o t h e r c l a s s 
o f r e a s o n s r e c e i v e d h a l f as many responses, as can be seen i n Appendix A. 
Of t h e s e secondary r e a s o n s , non-economic, achievement, and g e n e r a l f e a t u r e s 
r e c e i v e d about eq u a l o v e r a l l m e n t i o n . 

Thus a good d e a l o f evidence we have r e v i e w e d so f a r p i n p o i n t s 
wages as a m a j o r , i f n o t t h e m a j o r , d e t e r m i n a n t o f j o b s a t i s f a c t i o n . Nor i s 
t h i s c o n c e r n c o n f i n e d t o the lower-income o c c u p a t i o n s . The a v a i l a b l e evidence 
e s s e n t i a l l y agrees t h a t wage c o m p l a i n t s a r e common t o a l l o c c u p a t i o n s . I n the 
1958 and 1966 s t u d i e s , c o m p l a i n t s about wages were v o i c e d most o f t e n by s a l e s 
w o r k e r s and l a b o r e r s and l e a s t o f t e n by e n g i n e e r s and s c i e n t i s t s , w hich i s i n 
l i n e w i t h t h e i r r a t i n g s i n Table 7. For t h e non-economic e x t r i n s i c f a c t o r s , 
o n l y a c c o u n t a n t s / a u d i t o r s and t e c h n i c i a n s showed c o n s i s t e n t l y low p r o p o r t i o n s 
c o m p l a i n i n g . 

The " i n t r i n s i c " f e a t u r e w h i c h produced g r e a t e s t d i s s a t i s f a c t i o n was 
bothersome r e l a t i o n s w i t h s u p e r i o r s o r o t h e r p a r t i c u l a r c o - w o r k e r s . Managers 
( b o t h s e l f - e m p l o y e d and s a l a r i e d ) , s c h o o l t e a c h e r s and s a l e s c l e r k s were 
p a r t i c u l a r l y l i a b l e t o m e n t i o n such problems. I n t r i n s i c d i s c o n t e n t , as 
m e n t i o n e d e a r l i e r , was v o i c e d most o f t e n by those i n w h i t e - c o l l a r o c c u p a t i o n s . 
A chievement c o m p l a i n t s were mentioned most o f t e n by s c h o o l t e a c h e r s , t e c h 
n i c i a n s , s a l e s and c l e r i c a l w o r k e r s , and foremen. But t h e r e i s an i n t e r e s t i n g 
d i f f e r e n c e t o be noted h e r e : s c h o o l t e a c h e r s and foremen are w o r r i e d about 
h a v i n g t o o much r e s p o n s i b i l i t y or i n f l u e n c e and t o o much c h a l l e n g e i n t h e i r 
w o r k , w h i l e the o t h e r s c o m p l a i n about h a v i n g too l i t t l e . T e c h n i c i a n s and p u b l i c 
a d v i s o r s are most l i k e l y t o be unhappy w i t h c u r i o s i t y f u l f i l l m e n t i n t h e i r j o b s , 
y e t t e c h n i c i a n s (and s c i e n t i s t s ) are f a r more l i k e l y t o l i s t such t h i n g s as 
p o s i t i v e f e a t u r e s o f t h e i r j o b s . Other o c c u p a t i o n s s c o r i n g h i g h l y on p o s i t i v e 
j o b a s p e c t s : o p e r a t i v e s and l a b o r e r s — e x t r i n s i c f a c t o r s ; a c c o u n t a n t s , e n g i 
n e e r s , s c i e n t i s t s , s a l a r i e d m a n a g e r s — a c h i e v e m e n t ; s c h o o l t e a c h e r s , p u b l i c 
a d v i s o r s , s a l e s workers and n u r s e s — a f f i l i a t i o n ; h i g h - s t a t u s s a l e s m e n -
i n f l u e n c e . 

I t i s hoped t h a t by now one main p o i n t i s becoming c l e a r : the f a c t o r s 
i n v o l v e d i n j u d g i n g one's s a t i s f a c t i o n w i t h h i s j o b most c e r t a i n l y v a r y 
w i d e l y w i t h the r e s p o n d e n t ' s o c c u p a t i o n . The most o v e r r i d i n g d i s t i n c t i o n i s 
b e t w een i n t r i n s i c and e x t r i n s i c f a c t o r s , w h i c h y i e l d the m a j or d i f f e r e n c e s 
b e t w een w h i t e - c o l l a r and b l u e - c o l l a r o c c u p a t i o n s , w i t h b l u e c o l l a r s a p p a r e n t l y 
a n s w e r i n g the q u e s t i o n i n p r i m a r i l y e x t r i n s i c terms and the w h i t e c o l l a r s i n 
p r i m a r i l y i n t r i n s i c terms ( a l s o found i n Weiss and Kahn, 1960 and F r i e d l a n d e r , 
1965) . I t i s n o t t h a t the machine o p e r a t o r would n o t be i n t e r e s t e d i n work 
t h a t he can become p e r s o n a l l y i n v o l v e d i n o r t h a t the s c i e n t i s t i s n o t 
i n t e r e s t e d i n making more money, b u t r a t h e r t h a t these f e a t u r e s are o f 
s e c o n d a r y co n c e r n i n t h e i r r e s p e c t i v e h i e r a r c h i e s o f v a l u e s . 



C o r r o b o r a t i o n o f t h i s c o n t e n t i o n comes f r o m a c r o s s - s e c t i o n s u r v e y by 
C e n t e r s and B u g e n t a l (1966) o f 692 a d u l t s l i v i n g i n Los A n g e l e s . C e n t e r s 
and B u g e n t a l asked r e s p o n d e n t s t o choose t h r e e o f s i x f a c t o r s ( 3 i n t r i n s i c , 
3 e x t r i n s i c ) as the most i m p o r t a n t i n k e e p i n g them on t h e i r p r e s e n t j o b s . 
The r e s u l t s , g i v e n i n Appendix E, a g a i n show a l l i n t r i n s i c f a c t o r s t o be o f 
g r e a t e r i m p o r t a n c e t o the p r o f e s s i o n a l - m a n a g e r i a l c l a s s and a l l e x t r i n s i c 
f a c t o r s as most s a l i e n t t o the b l u e c o l l a r s . While c o n c e n t r a t i n g main a t t e n 
t i o n on w h i t e - c o l l a r v s . b l u e - c o l l a r d i f f e r e n c e s , C e n t e r s and B u g e n t a l do 
m e n t i o n the i n d e t e r m i n a n t d i f f e r e n c e s i n concerns o f lower w h i t e - c o l l a r and 
upper b l u e - c o l l a r w o r k e r s which appear i n h i s d a t a and which has been uncovered 
so o f t e n i n the evidence we have r e v i e w e d t h u s f a r . I f f o r the moment we 
d i s r e g a r d the s m a l l d i f f e r e n c e s between these two groups and lump them t o g e t h e r , 
t h e r e appear e x t r e m e l y c l e a n and expected decreases i n a l l e x t r i n s i c concerns 
and i n c r e a s e s i n i n t r i n s i c f a c t o r s as one goes up the socioeconomic l a d d e r . 

One f u r t h e r q u e s t i o n i s w o r t h i n v e s t i g a t i n g b e f o r e l e a v i n g the Converse-
Robinson i n v e s t i g a t i o n . What are the t r e n d s i n j o b s a t i s f a c t i o n over t h e p a s t 
e i g h t years? Are any o c c u p a t i o n s b e g i n n i n g t o show h i g h e r o r lower r a t e s o f 
s a t i s f a c t i o n w i t h i n t h e i r ranks? We p l o t t e d the s a t i s f a c t i o n s c o res o f 1958 
w i t h those o f 1966 ( T a b l e 5) and looked f o r o c c u p a t i o n a l p o i n t s f o r w h i c h 
d e v i a t i o n s around the r e g r e s s i o n l i n e were maximal. From t h i s a n a l y s i s , we 
t e n t a t i v e l y suggest t h a t the f o l l o w i n g t r e n d s have been t a k i n g p l a c e : 

I n c r e a s i n g s a t i s f a c t i o n : bookkeepers, s a l a r i e d managers, a l l salesmen. 

D e c r e a s i n g s a t i s f a c t i o n : e n g i n e e r s , t e c h n i c i a n s , s c i e n t i s t s , s e r v i c e 
p e r s o n n e l . 

We have p r e s e n t e d a mass o f d a t a f o r the Converse-Robinson s t u d y , and 
u n d o u b t e d l y some f o r m o f s u m m a r i z a t i o n would be u s e f u l . R a t h e r t h a n i s o l a t i n g 
a l l t he v a r i o u s and sundry f i n d i n g s , we have e n l i s t e d t h e a i d o f a computer 
program w h i c h p l o t s the s i m i l a r i t y o f v a r i o u s o b j e c t s i n r e l a t i o n t o each 
o t h e r . The program i s c a l l e d " S m a l l e s t Space A n a l y s i s " and was developed 
r e c e n t l y by Guttman (1966) and L i n g o e s f o l l o w i n g e a r l i e r work o f Shepard and 
K r u s k a l . We s h a l l have r e c o u r s e t o t h i s v a l u a b l e program i n l a t e r p a r t s o f 
t h i s r e p o r t as w e l l . 

The " o b j e c t s " i n t h i s case were 27 o c c u p a t i o n a l c a t e g o r i e s , and t h e 
d i s t a n c e s used t o s e p a r a t e them were c o r r e l a t i o n c o e f f i c i e n t s (more c o r r e c t l y , 
l a r g e c o r r e l a t i o n s i n d i c a t e d s m a l l d i s t a n c e s ) . The c o r r e l a t e d d a t a c o n s i s t e d 
o f the average r a t i n g s o f people i n these o c c u p a t i o n s on t h e seven components 
o f t h e i r j o b , t h e two o v e r a l 1 s a t i s f a c t i o n measures, as we 11 as the p r o p o r t i o n s 
i n each o c c u p a t i o n g i v i n g each o f t h e open-ended reason s f o r l i k i n g o r d i s l i k i n g 
t h e i r j o b , a l o n g w i t h o t h e r d a t a r e g a r d i n g t o t a l work h o u r s , h o u r s spent on 
v a r i o u s t y p e s o f a c t i v i t i e s , and p e r c e n t a g e s o f women and m o o n l i g h t e r s i n the 
o c c u p a t i o n . 

The r e s u l t s are p l o t t e d i n F i g u r e 2. The f i r s t ( h o r i z o n t a l ) d i m e n s i o n 
r o u g h l y d i f f e r e n t i a t e s o c c u p a t i o n s by socio-economic s t a t u s , s u g g e s t i n g the 
p e r v a s i v e n e s s o f t h i s f a c t o r i n the t o t a l body o f complex d a t a c o l l e c t e d i n 
t h e Converse-Robinson s t u d y . The second d i m e n s i o n appears t o be based on a 
d a t a v s . people d i s t i n c t i o n , b u t p e o p l e - o r i e n t e d i n a " m a n i p u l a t i v e " sense 
s i n c e the groups are comprised m a i n l y o f salesmen and s e l f - e m p l o y e d . There 
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i s somewhat t h e f l a v o r o f a s e l f - e m p l o y e d v s . s a l a r i e d d i s t i n c t i o n i n the 
d i m e n s i o n as w e l l . The t h i r d d i m e n s i o n ( n o t shown) c l e a r l y d i s t i n g u i s h e s t he 
more ma s c u l i n e o c c u p a t i o n s ( t h e s e l f - e m p l o y e d , s k i l l e d and p r o d u c t i v e w o r k e r s ) 
f r o m the more f e m i n i n e ones ( n u r s e , s c h o o l t e a c h e r , s e c r e t a r y , p u b l i c a d v i s o r ) 

I n a l l , F i g u r e 2 shows the g e n e r a l wisdom o f t h e e i g h t broad census 
c l a s s i f i c a t i o n s . But t h e r e are i m p o r t a n t d i s t i n c t i o n s w i t h i n t he c a t e g o r i e s 
t h a t s h o u l d be k e p t i n mind. W i t h i n the p r o f e s s i o n a l c a t e g o r y , as we have 
been a r g u i n g , i t i s b e s t t o s e p a r a t e t h e d a t a - o r i e n t e d f r o m the p e o p l e -
o r i e n t e d p r o f e s s i o n s . W i t h i n the d a t a - o r i e n t e d . , t e c h n i c i a n s s h o u l d be con
s i d e r e d s e p a r a t e l y ( w h i l e F i g u r e 2 p l a c e s them c l o s e s t t o o t h e r c l e r i c a l 
w o r k e r s , we would n o t recommend l u m p i n g these groups t o g e t h e r e i t h e r ) . The 
m a n a g e r i a l d i s t i n c t i o n s between s a l a r i e d , s e l f - e m p l o y e d ( l a r g e f i r m ) and s e l f -
employed ( o t h e r ) are q u i t e i m p o r t a n t as we 11; w i t h i n t h e s e l f - e m p l o y e d c a t e g o r 
a more a p p r o p r i a t e d i s t i n c t i o n m i g h t be between r e t a i l t r a d e and r e p a i r v s . 
o t h e r ( m a i n l y m a n u f a c t u r i n g and c o n s t r u c t i o n ) . While i t seems safe t o lump 
t h e h i g h - s t a t u s s a l e s w o r k e r s , t h e y a r e o b v i o u s l y t o be k e p t s e p a r a t e f r o m 
s a l e s c l e r k s and l o w e r - s t a t u s s a l e s w o r k e r s , such as newsboys. L i k e w i s e , 
bookkeepers and s e c r e t a r i e s should be k e p t s e p a r a t e f r o m o t h e r c l e r i c a l 
w o r k e r s . 

The l o w e r - s t a t u s s a l e s and c l e r i c a l w o r k e r s a r e seen as much more 
s i m i l a r t o b l u e - c o l l a r workers t h a n t o o t h e r w h i t e - c o l l a r groups i n the 
o c c u p a t i o n a l s i m i l a r i t y space o f F i g u r e 2. Yet i t i s p r o b a b l y t h e f a c t t h a t 
t h e y are i n c l o s e r d a y - t o - d a y c o n t a c t w i t h t he h i g h e r s t a t u s p e r s o n n e l t h a t 
l e a d s t o the sense o f r e l a t i v e d e p r i v a t i o n which a p p a r e n t l y c h a r a c t e r i z e s 
them as i t does n o t b l u e - c o l l a r w o r k e r s . F i g u r e 2 shows f a r l e s s d i f f e r e n c e 
( a l s o seen i n the Minnesota T r i p l e A u d i t d a t a o f England and S t e i n , 1961) 
w i t h i n the major segments o f the b l u e - c o l l a r domain t h a n we would be l e d t o 
e x p e c t f r o m our e a r l i e r r e f e r e n c e s or f r o m the d a t a p r e s e n t e d i n the n e x t 
s e c t i o n . Foremen are the major e x c e p t i o n ; t h e i r a t t i t u d e s and b e h a v i o r p u t 
them c l o s e r t o the p r o f e s s i o n a l - m a n a g e r i a l p a r t o f the space. The same i s 
t r u e f o r p r o t e c t i v e w o r k e r s , who are d e f i n i t e l y d i f f e r e n t f r o m h o u s e h o l d and 
o t h e r s e r v i c e w o r k e r s . Other s e r v i c e w o r k e r s seem as a p p r o p r i a t e l y grouped 
w i t h s a l e s c l e r k s as w i t h household w o r k e r s . 

We have performed s m a l l e s t space a n a l y s e s on o t h e r b o d i e s o f occupa
t i o n a l d a t a a t o t h e r p l a c e s i n t h i s r e p o r t . The r e a d e r may be i n t e r e s t e d 
i n comparing F i g u r e 2 w i t h t he r e s u l t s f o r f u r t h e r " l i f e s t y l e " d a t a f r o m 
t h e Converse-Robinson s t u d y which appears i n the o c c u p a t i o n a l s t a t u s s e c t i o n , 
o r w i t h the r e s u l t s f o r v a r i o u s v o c a t i o n a l i n t e r e s t i n v e n t o r i e s . B o t h a r e 
g i v e n i n the f i n a l c h a p t e r o f t h i s volume, 

6. Some F u r t h e r Data on R e l a t e d I s s u e s 

a. The B l u e - C o l l a r World 

Far more a t t e n t i o n needs t o be p a i d t o t h e w o r l d o f the l e s s - e d u c a t e d 
w o r k i n g c l a s s e s , where c o g n i t i v e processes h y p o t h e s i z e d by ( u s u a l l y m i d d l e -
c l a s s ) s o c i a l s c i e n t i s t s o f t e n s i m p l y do n o t a p p l y . Common m i s u n d e r s t a n d i n g s 
p e r s i s t about t h e s t r u c t u r e o f b l u e - c o l l a r work. The most o f t - c i t e d assembly-
l i n e w o r k e r, as B l a u n e r p o i n t e d o u t , comprises l e s s t h a n 5 p e r c e n t o f a l l 
a u t o m o t i v e b l u e - c o l l a r w o r k e r s . A l t h o u g h the d a t a we have r e v i e w e d are 



59 

somewhat u n c l e a r as t o where the s k i l l e d w o rker f i t s i n the t o t a l j o b s a t i s 
f a c t i o n or s t a t u s h i e r a r c h y , a c l e a r h i e r a r c h y w i t h i n the b l u e - c o l l a r domain 
i s s uggested by the a v a i l a b l e l i t e r a t u r e . 

A r g y r i s (1958) i n h i s s t u d y o f the " h e a l t h y " p l a n t noted t h a t non-
s k i l l e d employees seldom mentioned i n t r i n s i c needs e x h i b i t e d by the s k i l l e d : 
c r e a t i v i t y , p r i d e i n work, v a r i e t y , d i r e c t i o n o f o t h e r s , and l e a r n i n g a l l 
a s p e c t s o f t h e i r j o b . U n s k i l l e d w o r k e r s were f a r more l i k e l y t o d e s c r i b e 
n o n - i n v o l v e m e n t , r o u t i n e , and i s o l a t i o n as e x t r e m e l y i m p o r t a n t f e a t u r e s 
o f t h e i r j o b . For such w o r k e r s , A r g y r i s argues, wages were i n c r e a s i n g l y 
b e i n g p e r c e i v e d " n o t as rewards f o r p r o d u c t i o n , b u t as management's mo r a l 
o b l i g a t i o n f o r p l a c i n g the employees i n the k i n d o f w o r k i n g w o r l d where 
f r u s t r a t i o n , f a i l u r e and c o n f l i c t are c o n t i n u o u s l y b e i n g e x p e r i e n c e d . " 
Such d a t a l e d A r g y r i s t o p r e d i c t t h a t i n t h e f u t u r e i n c r e a s e d wages would 
have t o be p a i d t o compensate f o r the g r e a t e r d i s s a t i s f a c t i o n i n h e r e n t i n 
t h e d u t i e s o f these o c c u p a t i o n s . 

A most comprehensive s t u d y o f 407 D e t r o i t f a c t o r y w o r k e r s by Kornhauser 
( 1 9 6 5 ) r e v e a l e d s i m i l a r i n c r e a s e s i n i n t r i n s i c s a t i s f a c t i o n s among the s k i l l e d 
and h i g h e r l e v e l s e m i - s k i l l e d w o r k e r s . I n a d d i t i o n , c o r r e l a t e d i n c r e m e n t s i n 
o v e r a l l j o b s a t i s f a c t i o n (see Table 9) and s e v e r a l c a r e f u l l y v a l i d a t e d i n d i c e s 
o f p o s i t i v e m e n t a l h e a l t h were found as one p rogressed up the v a r i o u s s k i l l 
l e v e l s ( l o w e s t m e n t a l h e a l t h scores were found f o r t h a t subgroup o f w o r k e r s 
i n t h e l a r g e s t m a n u f a c t u r i n g concerns as w e l l as i n o t h e r s , r e g a r d l e s s o f s i z e , 
among the r e p e t i t i v e s e m i - s k i l l e d who were machine pace d ) . Job s a t i s f a c t i o n 
was f ound t o be a key m e d i a t i n g f a c t o r i n m e n t a l h e a l t h : i n those r e l a t i v e l y 
f e w e r i n s t a n c e s where t h e l e s s e r s k i l l e d mentioned g r e a t e r s a t i s f a c t i o n w i t h 
t h e j o b , m e n t a l h e a l t h scores were e q u i v a l e n t t o the s a t i s f i e d i n the more 
s k i l l e d o c c u p a t i o n s . The r e v e r s e a l s o o b t a i n e d f o r the d i s s a t i s f i e d w o r k e r s 
a t each o c c u p a t i o n a l l e v e l . These d i f f e r e n c e s , as w e l l as o t h e r s we s h a l l 
m e n t i o n , h e l d up when c o n t r o l l e d f o r v a r i o u s p e r s o n a l and s o c i a l background 
c h a r a c t e r i s t i c s and were c o n s i d e r e d f r e e o f the c o n t a m i n a n t s o f response 
s e t s. 

R e s u l t s shown i n Table 9 are c o n s i s t e n t w i t h those g i v e n i n Table 1 and 
T a b l e 5, b u t n o t s a t i s f a c t o r i l y c o m p a t i b l e w i t h F i g u r e 2. I n a d d i t i o n t o the 
two q u e s t i o n s examined p r e v i o u s l y ( j o b s a t i s f a c t i o n and the w i l l i n g n e s s t o 
r e - e n t e r c u r r e n t o c c u p a t i o n i f one were t o s t a r t anew), we have i n c l u d e d these 
same two q u e s t i o n s which proved t o be the o u t s t a n d i n g p r e d i c t o r s o f b o t h m e n t a l 
h e a l t h and j o b s a t i s f a c t i o n i n the Kornhauser sample. These i n t r i n s i c f e a t u r e s 
( c o r r e s p o n d i n g c l o s e l y t o the q u e s t i o n s Converse and Robinson used t o t a p 
a chievement and c u r i o s i t y ) , and t o a much l e s s e r e x t e n t wages, showed s t r o n g e s t 
and most c o n s i s t e n t r e l a t i o n s w i t h more p o s i t i v e work f e e l i n g s among the many 
j o b c h a r a c t e r i s t i c s examined (pace and r e p e t i t i v e n e s s o f work, s u p e r v i s i o n , 
o p p o r t u n i t i e s f o r advancement, j o b s e c u r i t y and work c o n d i t i o n s ) . N e v e r t h e l e s s , 
K o r n h a u s e r c h a l l e n g e s Herzberg's d i s t i n c t i o n between " m o t i v a t o r s " ( m a i n l y 
i n t r i n s i c ) and " s a t i s f i e r s , 11 s i n c e many w o r k e r s i n the sample d i d i n f a c t 
e x p l i c i t l y m e n t i o n e x t r i n s i c j o b f e a t u r e s w hich t h e y found p e r s o n a l l y 
m o t i v a t i n g . F u r t h e r m o r e , Kornhauser sees, f o r example, w o r k e r s ' economic 
g o a l s as h a v i n g i n t e n s e p e r s o n a l c o n c e r n ; hence he would d i s m i s s the d i s t i n c t i o n 
b etween ego and non-ego m o t i v e s . While h i s e m p i r i c a l c o n t e n t i o n i s borne ouC 
by o t h e r d a t a we have examined so f a r , and a l t h o u g h t h e r e i s a d m i t t e d l y c e r t a i n 
c o n c e p t u a l o v e r l a p between e x t r i n s i c and i n t r i n s i c f a c t o r s , the s i g n i f i c a n t 



Table 9 o 

DIFFERENCES BETWEEN VARIOUS WORKING-CLASS OCCUPATIONS ON FOUR QUESTIONS 
RELATED TO JOB SATISFACTION ( f r o m Kornhauser, 1965) 

B a s i c N* 
A) O v e r a l l s a t i s f a c t i o n 

S a t i s f i e d N e i t h e r D i s s a t i s f i e d 
B) Choose same 

j o b a g a i n 
C) Job i s 

i n t e r e s t i n g 
D) Job uses 

a b i l i t i e s 

D e t r o i t F a c t o r i e s 

S k i l l e d and h i g h 
s e m i - s k i l l e d 176 77% 15% 8% 39% 82% 79% 

O r d i n a r y s e m i - s k i l l e d 128 71 18 11 23 69 64 

R e p e t i t i v e s e m i - s k i l l e d 103 56 24 20 16 29 22 

Small Town F a c t o r y 

H i g h and o r d i n a r y 
s e m i - s k i l l e d 40 77 15 8 52 81 63 

R e p e t i t i v e s e m i - s k i l l e d 38 47 22 31 22 26 18 

D e t r o i t N o n - f a c t o r y 

H i g h s e m i - s k i l l e d 28 79 10 11 52 92 84 

O r d i n a r y s e m i - s k i l l e d - 63 67 6 17 25 61 53 

D e t r o i t w h i t e c o l l a r 68 67% 19% 15% 54% 79% 76% 

C e r t a i n p e r c e n t a g e s are based on s i i g h t l y s m a l l e r sample s i z e s because o f non-response. 
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and c o n s i s t e n t f i n d i n g s we have come up w i t h thus f a r t e s t i f y t h a t Kornhauser's 
remarks are somewhat p r e m a t u r e , e s p e c i a l l y s i n c e he has c o n c e n t r a t e d on the 
wage e a r n i n g c l a s s and d i d n o t compare h i s r e s u l t s w i t h o t h e r d a t a t h a t would 
be o b t a i n e d f r o m m a n a g e r i a l and p r o f e s s i o n a l p e o p l e . To be s u r e , abundant 
l i t e r a t u r e i s a v a i l a b l e w hich seems to r e f u t e the Herzberg p r o p o s i t i o n , b u t 
t h e r e i s a l s o much evidence t o s u p p o r t i t ( B u r k e , 1966, r e v i e w e d i n A t h a n a s i o u ' 
c h a p t e r ) . One o f the major f a c t o r s which i n f l u e n c e s f i n d i n g s on the Herzberg 
h y p o t h e s i s i s t h e o c c u p a t i o n a l c o m p o s i t i o n o f the sample i n v e s t i g a t e d . There 
has been r e c e n t l y a p l e t h o r a o f s t u d i e s i n t h i s area and, c o n s i d e r i n g t h e 
d i v e r s i t y and l i m i t e d scope o f the samples used, t o g e t h e r w i t h t h e p o l e m i c a l 
d i s p o s i t i o n o f r e s e a r c h e r s , a d e f i n i t i v e answer to Herzberg's p r o p o s i t i o n 
seems a l o n g way o f f . 

The f i n a l group covered i n Table 9 c o n t a i n s f a c t o r y c l e r i c a l workers 
whose pay r a t e s n e a r l y a p p r o x i m a t e d the average o f the t o t a l b l u e - c o l i a r sample 
Our f i n d i n g o f i n d e t e r m i n a c y o f t h i s group r e g a r d i n g i t s " r e a l " p o s i t i o n 
v i s - a - v i s the b l u e - c o l l a r w o r l d remains unchanged. C l e r i c a l w o r kers were the 
most i n t e r e s t e d i n r e t u r n i n g t o t h e i r j o b , g i v e n the chance, y e t t h e i r o t h e r 
j o b a t t i t u d e s p u t them somewhat below the most s k i l l e d b l u e - c o l l a r w o r k e r s . 
I n c i d e n t a l l y , Table 9 c o n c e a l s c e r t a i n age d i f f e r e n c e s r e p o r t e d by Kornhauser; 
o l d e r w o r k e r s , as b e f o r e , seem somewhat more s a t i s f i e d , b u t the r e s u l t s are 
f a r f r o m c o n s i s t e n t . The i n t e r e s t e d r e a d e r i s r e f e r r e d t o Kornhauser's p u b l i 
c a t i o n f o r more d e t a i l s on t h i s and o t h e r i m p o r t a n t f i n d i n g s , as w e l l as f o r 
a number o f p o s s i b l y u s e f u l a t t i t u d e s c a l e s and t h e i r c o r r e l a t e s . 

B l a u n e r (1964) has s t u d i e d a l s o the e f f e c t s o f work a l i e n a t i o n among 
f o u r groups o f s k i l l e d b l u e - c o l l a r w o r k e r s . F o l l o w i n g upon h i s emphasis on 
the v a r i a b l e o f c o n t r o l over work p r o c e s s e s , Blauner found t h a t the most 
s a t i s f i e d w o r k e r s , p r i n t e r s (as shown i n T a b l e I ) , were v e r y l i k e m e d i e v a l 
c r a f t s m e n i n terms o f the freedom t h e y e n j o y e d to p l a n and f i n a l i z e t h e i r 
own work. Less committed workers ( e . g . , s k i l l e d t e x t i l e and auto w o r k e r s ) , 
B l a u n e r found t o have f a r l e s s d i s c r e t i o n i n t h e i r work s c h e d u l e . 

The l a r g e l y n e g a t i v e a t t i t u d i n a l and m e n t a l h e a l t h c o r r e l a t e s shown 
f o r machine o p e r a t o r s and lower s e m i - s k i l l e d workers e v i d e n t l y have l i t t l e 
d e t e r r e n t e f f e c t on t h e i r p r e d i l e c t i o n f o r more o f the same. I n a r e c e n t 
n a t i o n w i d e s u r v e y , Morgan, e t a l . (1966) asked: 

Some peop l e would l i k e t o work more hours a week i f t h e y c o u l d be 
p a i d f o r i t . Others would p r e f e r t o work fewer hours a week even 
i f t hey earned l e s s . How do you f e e l about t h i s ? 

Of t h e t o t a l sample, o n l y 16 p e r c e n t p r e f e r r e d l e s s work; a f u l l 41 
p e r c e n t p r e f e r r e d m o r e - - d e s p i t e the f a c t t h a t t h e c o n d i t i o n o f o v e r t i m e pay 
was n o t i n v o l v e d . And a l t h o u g h t h e movement f o r a s h o r t e r work-week i s b e i n g 
a d v o c a t e d by c e r t a i n l a b o r u n i o n s , the v e r y o c c u p a t i o n s r e p r e s e n t e d by t h e s e 
u n i o n s are among the most f a v o r a b l y d i s p o s e d toward l o n g e r work h o u r s : 
o p e r a t i v e s , l a b o r e r s , and c r a f t s m e n . ^ 0 xn f a c t , o p e r a t i v e workers headed 
th e l i s t , w i t h over h a l f w a n t i n g more work; o n l y a t e n t h wanted l e s s . 

S e r v i c e and c l e r i c a l workers a l s o had h i g h i n t e r e s t i n more work. 
The o n l y groups n o t i n t e r e s t e d i n more work hours t u r n e d o u t t o be the ones 
who have c o n t r o l o v e r t h e i r work hours and a l r e a d y p u t i n t h e l o n g e s t work 
week; managers, the s e l f - e m p l o y e d , and f a r m e r s . 



Tempting as i t m i g h t be t o a t t r i b u t e t h i s t o a simple d e s i r e f o r more money, 
i t s h o u l d be ke p t i n mind t h a t such a c h o i c e r e f l e c t s n e g a t i v e f e e l i n g s a l s o . 
There a r e , however, d e f i n i t e a m b i g u i t i e s i n the Morgan, e t a l . q u e s t i o n t h a t 
l i m i t t he above i n t e r p r e t a t i o n . F o r , s i g n i f i c a n t l y , when t h e q u e s t i o n was 
posed d i f f e r e n t l y as: " I f you had two e x t r a h o u r s a day, what would you l i k e 
t o do w i t h the e x t r a t i m e ? " W i l e n s k y (1964) found one i n t w e n t y o f the "middle 
mass" chose work v s . t w o - t h i r d s o f the p r o f e s s o r s and 20-23 p e r c e n t o f l a w y e r s 
and e n g i n e e r s . 

b) Work Values o f P r o f e s s i o n a l s and Other C o l l e g e - T r a i n e d People 

A more adequate l o o k i n t o t he v a l u e s t r u c t u r e s o f the ( m a i n l y s c i e n t i f i c ) 
p r o f e s s i o n s comes f r o m a huge NORC s t u d y o f the p r o f e s s i o n a l l a b o r f o r c e . 
Marsh and S t a f f o r d (1966) a n a l y z e d t h e i r responses t o 13 v a l u e i t e m s , m o s t l y 
r e p l i c a t e s o f those asked by Rosenberg (1957, see t h e s c a l e s e c t i o n on 
o c c u p a t i o n a l v a l u e s ) . While a l l i t e m s i n t e r c o r r e l a t e d p o s i t i v e l y , as was 
a l s o found i n t h i s Converse and Robinson s t u d y , two d i s t i n c t c l u s t e r s o f i t e m s 
i n t he NORC s t u d y suggested themselves--one m a i n l y i n t r i n s i c (work w i t h i d e a s , 
be c r e a t i v e , e t c . ) , t he o t h e r e x t r i n s i c (money, s o c i a l s t a n d i n g and p l e a s a n t 
p e o p l e t o work w i t h ^ * ) . Some expected b u t i n t e r e s t i n g d i f f e r e n c e s emerged 
when the scores on these two c l a s s e s o f f a c t o r s were summed f o r p r o f e s s i o n a l s 
w i t h graduate degrees. A c a d e m i c a l l y employed p r o f e s s i o n a l s i n each o f e l e v e n 
f i e l d s showed h i g h e r i n t e r e s t t h a n non-academics i n i n t r i n s i c v a l u e s and lower 
i n t e r e s t i n e x t r i n s i c v a l u e s f o r e i g h t o f the e l e v e n f i e l d s . 

The r e s u l t s f o r the v a r i o u s p r o f e s s i o n s a re g i v e n i n t h e t a b l e below: 

INTRINSIC 

H i g h Medium Low 

High Economics Fore s t r y 
Chemical E n g i n e e r 
C i v i l E n g i n e e r 
E l e c t r i c a l E n g i n e e r 
M e c h a n i c a l E n g i n e e r 

B u s i n e s s 
P h y s i c i a n 

Low 
Ph y s i c s 
B i o c h e m i s t r y 
L i t e r a t u r e 

C h e m i s t r y 
M athematics 
Psychology 

The most i n t e r e s t i n g " b e d f e l l o w s " t u r n o u t t o be d o c t o r s and businessmen. 
These v a l u e s o f d o c t o r s are c o n t r a r y t o the S t r o n g V o c a t i o n a l I n t e r e s t I n v e n 
t o r y r e s u l t s (see the s e c t i o n on v o c a t i o n a l i n t e r e s t s c a l e s i n t h e f i n a l 
c h a p t e r ) , c o l l e c t e d i n 1949, which i n d i c a t e d d o c t o r s t o be more s i m i l a r t o 
s c i e n t i s t s . Note here how s i m i l a r a r e the p a t t e r n s o f the v a r i o u s e n g i n e e r i n g 
f i e l d s , a l t h o u g h i t should be mentioned t h a t c h e m i c a l e n g i n e e r s , whose e a r n i n g s 

Among p r o f e s s i o n a l s , " w o r k i n g w i t h p e o p l e " j u d g i n g f r o m the c o r r e 
l a t i o n m a t r i x , seems t o have more o f a l e a d e r s h i p o r m a n i p u l a t i v e c o n n o t a t i o n 
t h a n an a l t r u i s t i c or a f f i l i a t i o n one. 
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are a good d e a l h i g h e r t h a n the o t h e r e n g i n e e r i n g c a t e g o r i e s , are c l o s e t o 
q u a l i f y i n g f o r the upper r i g h t hand c e l l o f t h e t a b l e . 

Rosenberg's (1957) o r i g i n a l s t u d y a l s o uncovered some i n t e r e s t i n g v a l u e 
d i f f e r e n c e s between c o l l e g e s t u d e n t s whose s t u d i e s were a p p a r e n t l y h e a d i n g 
them i n t o d i f f e r e n t p r o f e s s i o n a l and m a n a g e r i a l p r o f e s s i o n s . R e p l i e s t o v a l u e 
q u e s t i o n s seemed t o f a l l i n t o t h r e e c l u s t e r s : c o m p l i a n t ( a n x i o u s t o be w e l l -
l i k e d , l i k i n g t o take o r d e r s b u t n o t t o g i v e them, and e x p r e s s i n g a p o s i t i v e 
v i e w o f human n a t u r e ) , a g g r e s s i v e (concerned about b e i n g s u c c e s s f u l , n o t 
b o t h e r e d by g i v i n g o r d e r s , and s u s p i c i o u s ) , and detached (concerned about 
independence, p r e f e r r e d t o make t h e i r own d e c i s i o n s , and b o t h e r e d by h a v i n g 
t o t a k e o r d e r s ) . As e x p e c t e d , compliance predominated among those i n the 
s o c i a l s c i e n c e s and t e a c h i n g ; a g g r e s s i v e n e s s i n b u s i n e s s , management and law; 
and detachment among a r t i s t s and s c i e n t i s t s . The d i f f e r e n t i a t i o n s were 
p r e s e n t as w e l l on a " f a i t h - i n - p e o p l e " s c a l e , w i t h the c o m p l i a n t groups a t 
t h e t o p o f t h e s c a l e , the detached i n the m i d d l e , and the a g g r e s s i v e types 
m a i n l y a t the bottom. M e d i c a l s t u d e n t s , t o f o l l o w up the M a r c h - S t a f f o r d 
f i n d i n g , showed a low t o medium degree o f " f a i t h - i n - p e o p l e . " 

c) C h i l d - r e a r i n g D e t e r m i n a n t s 

S t u d i e s o f i n t e r g e n e r a t i o n a l m o b i l i t y have shown t h a t c h i l d r e n show a 
s t r o n g tendency t o end up i n o c c u p a t i o n s s i m i l a r t o those o f t h e i r f a t h e r s . 
The passage from b l u e - c o l l a r t o w h i t e - c o l l a r l e v e l seems the h a r d e s t t o 
c r o s s ; t h e r e are i n t e r e s t i n g m o d i f i e d " e a s i e s t p a t h s . " For example, a semi
s k i l l e d worker i n a m a n u f a c t u r i n g i n d u s t r y more l i k e l y w i l l have a son i n 
s k i l l e d work i n m a n u f a c t u r i n g t h a n i n a s e m i - s k i l l e d p o s i t i o n i n some non-
m a n u f a c t u r i n g concern (see the c h a p t e r on O c c u p a t i o n a l M o b i l i t y ) . O b v i o u s l y , 
some t r a n s m i t t a l o f v a l u e s , i n t e r e s t s and a t t i t u d e s must be o c c u r r i n g w h i c h 
makes c e r t a i n j o b movements more l i k e l y t h a n o t h e r s . 

A number o f s t u d i e s demonstrate t h a t w o r k i n g - c l a s s p a r e n t s f o s t e r 
a t t i t u d e s i n t h e i r c h i l d r e n w h i c h make them dependent, i n d i f f e r e n t , and 
a p a t h e t i c (Bakke, 1940; Chinoy, 1952). More r e c e n t l y a s t u d y by P e a r l i n 
and Kohn (1966) i s o l a t e s more c r u c i a l d i f f e r e n c e s i n c h i l d - r e a r i n g v a l u e s and 
r e l a t e s them t o some o f the o c c u p a t i o n a l c h a r a c t e r i s t i c s w hich have been 
d i s c u s s e d h e r e . From samples o f p a r e n t s i n Washington, D. C , and T u r i n , 
I t a l y , the a u t h o r s o b t a i n e d r a t i n g s o f the i m p o r t a n c e o f 17 c h a r a c t e r i s t i c s 
i n r e s p o n d e n t s ' c h i l d r e n . I n o n l y two o f these seventeen i n d i c e s — o b e d i e n c e 
and s e l f - c o n t r o l — w e r e s i g n i f i c a n t d i f f e r e n c e s shown between w o r k i n g - and 
m i d d l e - c l a s s p a r e n t s , b o t h mothers and f a t h e r s , i n b o t h I t a l y and the U n i t e d 
S t a t e s . The a u t h o r s t h e n i n v e s t i g a t e d how much emphasis on these two v a l u e s 
( i n t h e I t a l i a n sample o n l y ) v a r i e d by ( a ) whether the f a t h e r ' s work d e a l t 
m a i n l y w i t h p eople, d a t a , or t h i n g s ; (b) how s e l f - r e l i a n t the f a t h e r was i n 
h i s work, and ( c ) how c l o s e l y he was s u p e r v i s e d on h i s j o b . I t was found 
t h a t w i t h i n b o t h m i d d l e - and w o r k i n g - c l a s s o c c u p a t i o n s , emphasis on the v a l u e 
o f s e l f - c o n t r o l was f a r more p r e v a l e n t i n i d e a - o r i e n t e d , most s e l f - r e l i a n t 
and l o o s e r - c o n t r o l l e d o c c u p a t i o n s . C o n v e r s e l y , importance o f obedience was 
f o u n d i n g r e a t e r p r o p o r t i o n among the t h i n g - o r i e n t e d , l e a s t s e l f - r e l i a n t and 
c l o s e l y - s u p e r v i s e d o c c u p a t i o n s . A l t h o u g h ( a ) , ( b ) , and ( c ) are c l e a r l y r e l a t e d , 
e ach f a c t o r adds independent c o n t r i b u t i o n s i n d i f f e r e n t i a t i n g between p a r e n t s 
who v a l u e s e l f - c o n t r o l v s . obedience. 



These r e s u l t s are c l e a r l y l i n k e d t o r e s u l t s o f our s t u d i e s showing g r e a t e r 
m e n t i o n o f i n t r i n s i c v a l u e s among the m i d d l e - c l a s s o c c u p a t i o n s , where i d e a -
o r i e n t e d and s e l f - r e l i a n t p r o f e s s i o n s are f a r more p r e v a l e n t . The P e a r l i n 
and Kohn r e s u l t s may a l s o e x p l a i n the zone o f i n d e t e r m i n a c y between lower 
w h i t e - c o l l a r and upper b l u e - c o l l a r o c c u p a t i o n s , w h e r e i n those i n more s e l f -
r e l i a n t , i d e a - o r i e n t e d work i n the w o r k i n g - c l a s s o c c u p a t i o n s would f o s t e r the 
development o f s e l f and ego d r i v e s necessary f o r s e e k i n g more i n t r i n s i c v a l u e s 
i n one 1s work. 

d) C r o s s - C u l t u r a l D i f f e r e n c e s . 

That people as d i f f e r e n t i a t e d o t h e r w i s e i n I t a l y and the U n i t e d S t a t e s 
s t r e s s the same c l a s s - r e l a t e d c h i l d r e a r i n g v a l u e s i s h a r d l y news t o s o c i o l o 
g i s t s . I n k e l e s (1960) has shown t h a t d e f i n i t e c l a s s v a l u e s e x i s t e d a c r o s s 
n i n e European c o u n t r i e s , Japan, and A u s t r a l i a . The most o u t s t a n d i n g v a l u e 
d i s t i n g u i s h i n g c l a s s l e v e l s was one used i n t h e P e a r l i n and Kohn s t u d y , 
namely obedience. Only i n Germany and Denmark d i d t h e r e l a t i o n between 
c l a s s and obedience f a i l t o appear. 

I n k e l e s , as s t a t e d i n the b e g i n n i n g o f t h i s c h a p t e r , a l s o had shown t h a t 
i n c r e a s i n g j o b s a t i s f a c t i o n accompanied h i g h e r s t a t u s p o s i t i o n s i n s i x n a t i o n s 
f o r w hich surveys had been conducted. More r e c e n t l y , Hodge, e t a l . (1965) 
have shown t h a t people i n 23 d i v e r s e c o u n t r i e s ( d e v e l o p e d o r d e v e l o p i n g ) 
e s s e n t i a l l y agree on t h e s t a t u s r a n k i n g o f v a r i o u s o c c u p a t i o n s . However, t h e r e 
e x i s t i n t e r e s t i n g d e v i a t i o n s f r o m t h i s consensus, as Hodge, e t a l . p o i n t o u t . 
W i l e n s k y (1964) d i s c o v e r e d an e s p e c i a l l y i n t e r e s t i n g d e v i a t i o n i n Poland. 
There, where f r e e e n t e r p r i s e i s frowned upon and manual l a b o r upgraded, s k i l l e d 
c r a f t s m e n f a r e s l i g h t l y b e t t e r and s m a l l e r e n t r e p r e n e u r s s l i g h t l y worse i n 
b o t h p r e s t i g e and s a t i s f a c t i o n . 

However, even government a p p r o v a l and s t a t u s - e l e v a t i o n seem i n c a p a b l e o f 
e l i m i n a t i n g the d i s s a t i s f a c t i o n , d r u d g e r y , and d u l l n e s s f r o m r o u t i n e b l u e - c o l l a r 
work, j u d g i n g f r o m a sample o f R u s s i a n b l u e - c o l l a r w o r k e r s (Zdravomyslov and 
l a d o v , 1964). I f we take the l i b e r t y t o compare a j o b s a t i s f a c t i o n q u e s t i o n 
i n the f o l l o w i n g way, 

USSR USA ( s k i l l e d , s e m i - s k i l l e d , u n s k i l l e d ) 

E n t i r e l y s a t i s f i e d 167, C o m p l e t e l y s a t i s f i e d 27% 
S a t i s f i e d 2 5 A c < w P r e t t y s a t i s f i e d 57% 
I n d e f i n i t e 4 3 / 6 8 / o 

D i s s a t i s f i e d 11 Not v e r y s a t i s f i e d 13% 
E n t i r e l y d i s s a t i s f i e d 5 Not a t a l l s a t i s f i e d 3% 

t h e r e s u l t s are q u i t e s i m i l a r . A number o f c a v e a t s p r e c l u d e f u r t h e r commen
t a r y on the i n t e r p r e t a t i o n o f d i f f e r e n c e s : 

a) The R u s s i a n sample was composed o f a random sample o f L e n i n g r a d 
w o r k e r s under age 30. By e x c l u d i n g o l d e r w o r k e r s , whom we have 
found t o be more s a t i s f i e d , t h e U.S. sample t h u s has one b u i l t - i n 
b i a s f o r more f a v o r a b l e a t t i t u d e s . 
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b) The p r o p o r t i o n s o f s k i l l e d t o s e m i - s k i l l e d t o u n s k i l l e d i n the 
L e n i n g r a d sample i s unknown. I n the U.S. samples we have found 
degree o f s k i l l s t o bear c r u c i a l l y on j o b s a t i s f a c t i o n . T h i s 
a p p l i e s t o the l i m i t e d o c c u p a t i o n a l scope o f the Russian sample 
as w e l l , w i t h most f a v o r a b l e a t t i t u d e s b e i n g expressed by s k i l l e d 
tradesmen, o v e r a l l n e g a t i v e f e e l i n g s by the u n s k i l l e d w o r k e r s , 
and the o t h e r groups f a l l i n g about i n the m i d d l e . 

When the w orkers 1 e v a l u a t i o n o f 10 components o f t h e i r j o b s were 
c o r r e l a t e d w i t h j o b s a t i s f a c t i o n , some f a m i l i a r f i n d i n g s o c c u r . The m a j or 
d i f f e r e n t i a t o r s between a l l s a t i s f i e d and d i s s a t i s f i e d w o r kers t u r n o u t t o 
be i n the o r d e r : i n i t i a t i v e , e a r n i n g s , and chance f o r advancement. Two o f 
t h e t h r e e are i n t r i n s i c ( a c h i e v e m e n t - i n f l u e n c e r e l a t e d ) and the t h i r d i s the 
" c u l t u r a l u n i v e r s a l " o f money, which assumes f a r g r e a t e r importance as work 
c o n t e n t becomes more r e p e t i t i o u s . Even i n the r e l a t i v e l y h i g h p a i d u n s k i l l e d 
w o r k, the most p r e v a l e n t r e l a t i o n was between d i s s a t i s f a c t i o n and c o n c e r n 
w i t h e a r n i n g s . 

SUMMARY AND CONCLUSIONS 

T h i s c h a p t e r has exceeded i t s i n t e n d e d l e n g t h , m a i n l y because 
t h i s r e v i e w was begun w i t h some i n t e n t i o n t o c a r e f u l l y document tne "major" 
d e t e r m i n a n t s o f j o b s a t i s f a c t i o n . C e r t a i n l y t h i s aim has been f r u s t r a t e d . 
Some s t u d i e s show achievement f a c t o r s t o be most i m p o r t a n t f o r s a t i s f a c t i o n , 
b u t t h e y are m a i n l y c o n f i n e d t o ( u s u a l l y h i g h e r l e v e l s o f ) the w h i t e - c o l l a r 
w o r l d . B l u e - c o l l a r w o r k e r s seem t o be more i n t e r e s t e d i n pay r a t e s ; b u t t h i s 
i s n o t t o say t h a t b e t t e r educated persons are n o t i n f l u e n c e d by money. T h e i r 
j o b s , however, have b u i l t - i n economic and s e c u r i t y s a feguards t o b e g i n w i t h . 
S o c i a l r e l a t i o n s on the j o b a l s o appear as i m p o r t a n t work concerns, e s p e c i a l l y 
f o r women. R e l a t i o n s w i t h one's s u p e r v i s o r s and p r e s s u r e s a t work are p r o m i 
n e n t sources o f work d i s c o n t e n t . I n g e n e r a l , t h e f i n d i n g s r e v i e w e d here 
o f f e r an a r r a y o f concerns t o be k e p t i n mind when a s s e s s i n g j o b s a t i s f a c t i o n . 
No one f a c t o r can be s i n g l e d o u t as " t h e " d e t e r m i n a n t o f j o b s a t i s f a c t i o n ; i n 
f a c t , the e vidence examined t o date shows l i t t l e convergence on the s e p a r a t i o n 
between " f i r s t o r d e r " and "second o r d e r " d e t e r m i n a n t s . Nor i s t h e r e any 
r e a s o n t o doubt t h a t these f a c t o r s show s u b t l e changes w i t h v a r i a t i o n s i n 
t h e j o b market and economic c o n d i t i o n s . A newspaper a r t i c l e which came t o 
a t t e n t i o n r e c e n t l y r e p o r t e d t h a t worker absenteeism i n one f a c t o r y had been 
c u t d r a m a t i c a l l y by r e w a r d i n g a t t e n d a n c e w i t h t r a d i n g s t a m p s - - a f t e r o t h e r 
maneuvers had f a i l e d ' 

I t would seem h e l p f u l t o the r e a d e r who wants a capsule o f what t h i s 
c h a p t e r p r e s e n t s i n a more p o s i t i v e v e i n , t o r e c a p i t u l a t e the main c o n c l u s i o n s 
and o f f e r some s u g g e s t i o n s . These p o i n t s are r e - c o v e r e d i n i n c r e a s i n g o r d e r 
o f c o m p l e x i t y . 

1) A l l s t u d i e s , b o t h i n the U.S. and o t h e r i n d u s t r i a l i z e d n a t i o n s , 
show a c l e a r c o n n e c t i o n between o v e r a l l j o b s a t i s f a c t i o n and s o c i a l s t a t u s , 
u s i n g g r o s s i n d i c e s o f o c c u p a t i o n a l s t a t u s . On c l o s e r e x a m i n a t i o n , i m p o r t a n t 
e x c e p t i o n s and i n d e t e r m i n a c i e s appear i n t h e o v e r a l l r e l a t i o n - - m o s t n o t a b l y 
between upper b l u e - c o l l a r and lower w h i t e - c o l l a r o c c u p a t i o n s . The Converse-



Robinson s t u d y r e v e a l e d i m p o r t a n t v a r i a t i o n s w i t h i n the broad census c l a s s i 
f i c a t i o n s as we 11. For example, t e c h n i c i a n s , e n g i n e e r s , and male s c h o o l 
t e a c h e r s i n t h e u s u a l p r o f e s s i o n a l - t e c h n i c a l c a t e g o r y appear t o have s a t i s 
f a c t i o n l e v e l s comparable t o those o f lower w h i t e - c o l l a r and s k i l l e d b l u e -
c o l l a r o c c u p a t i o n s . Such f i n d i n g s are seldom acknowledged i n s t u d i e s o f 
t h i s s o r t and need t o be i n v e s t i g a t e d ' f u r t h e r . Some o f these v a r i a t i o n s are 
r e v i e w e d more f u l l y under the n e x t p o i n t ; f o r now we w i l l p o i n t o u t t h a t the 
m arket i s s a t u r a t e d w i t h s t u d i e s showing the o v e r a l l t r e n d — h o l d i n g r e g a r d l e s s 
whether t h e q u e s t i o n i s open-ended o r closed-ended, p o o r l y or w e l l worded, 
f r e e o f o r s u b j e c t t o response s e t , o r t a k i n g i n t o account o r d i s r e g a r d i n g 
the r e s p o n d e n t ' s l e v e l o f a s p i r a t i o n . Moreover, t h i s s t a t u s - s a t i s f a c t i o n 
r e l a t i o n h o l d s no m a t t e r what aspect o f the j o b one t a l k s about (see T a b l e 7 ) ; 
so, even though we have argued t h a t l o w e r - s t a t u s w o r k e r s r a t e t h e i r j o b s 
p r i m a r i l y i n e x t r i n s i c terms and h i g h e r - s t a t u s i n i n t r i n s i c t e r m s , i t makes 
no d i f f e r e n c e . H i g h e r - s t a t u s w o r k e r s have " t h e b e s t o f b o t h w o r l d s " anyway. 

N e v e r t h e l e s s , l o w e r - s t a t u s w o r k e r s are h a r d l y on the verge o f M a r x i a n 
r e v o l t . To many o f them, j u s t h a v i n g a j o b ( w h i c h p r o v i d e s , b e s i d e s more 
money, a c e r t a i n f e e l i n g o f membership i n s o c i e t y as w e l l as c o n s t r u c t i v e 
use o f time t h a t o t h e r w i s e would be wasted) makes them h i g h l y s a t i s f i e d . 
T h i s h a r d l y means t h a t t h e y are e c s t a t i c a l l y a t t a c h e d t o t h e i r j o b s ; r a t h e r 
t h e i r g e n e r a l mood has been w e l l - d e s c r i b e d as one o f " f a t a l i s t i c c o n t e n t m e n t . " 

Other background f a c t o r s were found t o c o n s i s t e n t l y r e l a t e t o j o b s a t i s 
f a c t i o n as w e l l . Women, o l d e r p e o p l e , those f r e e o f c l o s e s u p e r v i s i o n (no 
m a t t e r what the o c c u p a t i o n a l l e v e l ) and those h a v i n g an o r d e r l y work h i s t o r y 
were among those showing g r e a t e s t s a t i s f a c t i o n f r o m t h e i r work. Men i n 
o c c u p a t i o n s m a i n l y f i l l e d by women ( i . e . , t e a c h e r s , s a l e s c l e r k s ) are l e s s 
s a t i s f i e d w i t h t h e i r j o b t h a n o t h e r men. Form and Geschwender (1962) have 
shown t h a t one's r e f e r e n c e group can s e r i o u s l y a f f e c t l e v e l o f j o b s a t i s 
f a c t i o n as w e l l . Manual w o r k e r s whose o c c u p a t i o n a l l e v e l was lower t h a n t h a t 
o f t h e i r f a t h e r ' s , b r o t h e r ' s o r p eer's had h i g h e r r a t e s o f j o b d i s s a t i s f a c t i o n . 
These a u t h o r s a l s o p o i n t o u t t h a t age may s p u r i o u s l y a f f e c t t h e r e l a t i o n s 
f o u n d between s a t i s f a c t i o n and a g e - r e l a t e d background v a r i a b l e s ( e . g . , 
m a r i t a l s t a t u s , number o f c h i l d r e n , wages and t e n u r e ) . 

With these u n d e r l y i n g t r e n d s a l r e a d y f i r m l y e s t a b l i s h e d , i t i s t i m e f o r 
o c c u p a t i o n a l r e s e a r c h t o t u r n away f r o m the s e a r c h f o r u n i v e r s a l d e t e r m i n a n t s 
o f j o b s a t i s f a c t i o n f r o m samples o f s i n g l e d e p a r t m e n t s , s i n g l e i n d u s t r i e s , 
o r s i n g l e o c c u p a t i o n s , and t o r e a l i z e t h e need f o r amalgamating more i n t e n s i v e 
i n v e s t i g a t i o n w i t h i n s i n g l e o c c u p a t i o n s . Such a program i s e x e m p l i f i e d by 
P o r t e r ' s (see t h e 1963 i s s u e s o f the J o u r n a l o f A p p l i e d Psychology f o r a 
number o f these a r t i c l e s ) s t u d i e s o f s a l a r i e d managers. C e r t a i n l y no one 
would i m m e d i a t e l y g e n e r a l i z e h i s r e s u l t s t o cover e i t h e r machine o p e r a t o r s o r 
p r o f e s s o r s . The major problem t h e n becomes one o f i s o l a t i n g the m a j or dimen
s i o n s on w h i c h work v a r i e s and l o c a t i n g the l a r g e s t homogeneous o c c u p a t i o n a l 
groups i n s o c i e t y on these d i m e n s i o n s i n a more m e a n i n g f u l search f o r the 
c r u c i a l d e t e r m i n a n t s and consequences o f j o b s a t i s f a c t i o n . 

2) Most o f t h e a t t i t u d i n a l and some o f t h e b e h a v i o r a l d a t a we have 
examined l e a d us t o suggest a number o f i m p o r t a n t s e p a r a t i o n s w i t h i n the 
e i g h t broad census c a t e g o r i e s u s u a l l y used i n s o c i a l s u r v e y s . F u r t h e r 
s u g g e s t i o n s based on o t h e r sources and t y p e s o f d a t a w i l l be examined i n the 
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f i n a l c h a p t e r o f t h i s volume. For now, we suggest the arrangement o f occupa
t i o n s by s a t i s f a c t i o n g i v e n i n Table 10. W h i l e based on a somewhat r e s t r i c t e d 
r a nge o f o c c u p a t i o n s (we s i m p l y d i d n o t have a t our d i s p o s a l enough s a t i s f a c 
t i o n d a t a on l a w y e r s , d o c t o r s , e t c . ) and r e p r e s e n t i n g some a r b i t r a r y c l a s s i f i 
c a t i o n s , t h i s arrangement i s p r e s e n t e d t o summarize s i m p l y t h e v a s t amount o f 
e v i d e n c e r e v i e w e d . D i f f e r e n t i a t i o n s w i t h i n the n i n e o c c u p a t i o n a l c a t e g o r i e s 
are p r o b a b l y more t r u s t w o r t h y t h a n those between c a t e g o r i e s . 

3) The g r e a t e s t d i s t i n c t i o n i n a t t i t u d e s made i n t h i s c h a p t e r was 
between i n t r i n s i c and e x t r i n s i c s a t i s f a c t i o n s , d i f f e r e n t i a t e d i n Appendix A. 
As n o t e d i n d e p e n d e n t l y by Herzberg, e t a l . (1958) and G u r i n , e t a l , 
( 1 9 6 0 ) , e x t r i n s i c f a c t o r s were found t o be more o t t e n mentioned as d i s s a t i s 
f y i n g f e a t u r e s o f one's j o b w h i l e i n t r i n s i c f a c t o r s were more o f t e n noted as 
s a t i s f y i n g f e a t u r e s ( T a b l e 2, f i r s t c o l u m n ) . There i s a s t r o n g o c c u p a t i o n a l 
s t a t u s d i f f e r e n t i a l i n t h e G u r i n , e t a l . d a t a , however, w h i c h m i t i g a t e s t h i s 
o v e r a l l t r e n d (see the r e p l i e s t o Q u e s t i o n 6 i n Table 2 ) . Those i n h i g h e r 
w h i t e - c o l l a r j o b s more o f t e n named i n t r i n s i c s a t i s f a c t i o n s and d i s s a t i s f a c t i o n s , 
w h i l e those i n lower b l u e - c o l l a r j o b s v o i c e d more concern about e x t r i n s i c 
s a t i s f a c t i o n s and d i s s a t i s f a c t i o n s . Thus, persons i n o c c u p a t i o n s r e q u i r i n g 
more e d u c a t i o n a l background are seen t o be more aware o f the i n t r i n s i c , or 
e g o - i n v o l v i n g a s p e c t s o f work, and l e s s concerned w i t h the e x t r i n s i c or 
e x t e r n a l c i r c u m s t a n c e s . T h i s r e s u l t i s s c a t t e r e d t h r o u g h o u t p r e v i o u s j o b 
a t t i t u d e l i t e r a t u r e . I t can be found i n Weiss and Kahn's (1960) i n v e s t i g a 
t i o n i n t o t he meaning o f work, and appears more r e c e n t l y i n an a r t i c l e by 
F r i e d l a n d e r ( 1 9 6 5 ) . 

I t may be t h a t t h i s c l a s s - r e l a t e d phenomenon e x p l a i n s as much or more 
v a r i a n c e i n e x t r i n s i c - i n t r i n s i c s a t i s f a c t i o n s across s t u d i e s t h a n the Herzberg 
h y p o t h e s i s which r e l a t e s these f a c t o r s t o j o b s a t i s f a c t i o n . T h i s r e l a t i o n 
w i t h s t a t u s i s e v i d e n t i n responses t o closed-ended v a l u e s t a t e m e n t s (Appendix 
D) and open-ended q u e s t i o n s r e g a r d i n g d e s i r a b l e or u n d e s i r a b l e elements i n an 
i d e a 1 j o b (Appendix C, l e f t s i d e ) , and t h i n g s l i k e d or d i s l i k e d about one 1s 
p r e s e n t j o b (Appendix C, r i g h t s i d e ) . Moreover, Centers and B u g e n t a l (1966) 
f o u n d t h a t h i g h e r s t a t u s w o rkers c i t e d i n t r i n s i c f e a t u r e s o f j o b s as most 
i m p o r t a n t i n k e e p i n g them on t h e i r p r e s e n t j o b s and lower s t a t u s workers 
n o t e d e x t r i n s i c f a c t o r s (Appendix E ) . N e v e r t h e l e s s , the b e t t e r educated are 
more s a t i s f i e d w i t h b o t h the i n t r i n s i c and e x t r i n s i c f e a t u r e s o f t h e i r j o b 
( T a b l e 7 ) . 

A l t h o u g h these f i n d i n g s do n o t bear d i r e c t l y on c o n f i r m a t i o n or r e f u t a t i o n 
o f t h e Her z b e r g h y p o t h e s i s , t h e y do, as do a number o f o t h e r r e c e n t s t u d i e s 
( e . g . , Burke, 1966), c a s t some doubt on i t s g e n e r a l i z e a b i l i t y and p r e d i c t i v e 
power. D u n n e t t e , Campbell and Hakel (1965) have compiled t h e c l e a r e s t a r g u 
ments a g a i n s t the H e r z b e r g h y p o t h e s i s , namely, 1) i t i s u s u a l l y found w i t h o n l y 
one t e c h n i q u e , t h e c r i t i c a l i n c i d e n t s method; 2) i t can be e x p l a i n e d i n terms 
o f p e o p l e d e s c r i b i n g good events i n terms o f t h i n g s t h e y themselves had done 
and bad t h i n g s i n terms o f e x t e r n a l f a c t o r s ; 3) i t i s c l e a r l y meant as a 
c a u s a l model, y e t t h e r e i s l i t t l e e v i d e n c e a v a i l a b l e t o s u p p o r t the n o t i o n 
t h a t making j o b c o n t e n t more a t t r a c t i v e w i l l l ead t o i n c r e a s e d j o b s a t i s 
f a c t i o n . To c i r c u m v e n t the s i n g l e method s h o r t c o m i n g , D u n n e t t e , e t a l . 
d e v i s e d more c o n t r o l l e d Q-methodology t e c h n i q u e s , whereby some o f the o b j e c 
t i o n s o f p o i n t ( 2 ) c o u l d be overcome (however, a l a r g e s o c i a l d e s i r a b i l i t y 
component s t i l l appeared i n the d a t a ) . W h i l e some t r a c e o f t h e Herzberg 



Table 10 CO 

HYPOTHESIZED DIFFERENCES BETWEEN OCCUPATIONS I N JOB SATISFACTION 

SATISFACTION 

P r o f e s s i o n a l -
T e c h n i c a l 

0 
C 
C 
U 
p M a n a g e r i a l 
A 
T Sales 
I 
0 
N C l e r i c a l 
A 
L 

S k i l l e d 
C 
A 
T S e m i - s k i l l e d 
E 
G 
0 U n s k i l l e d 
R 
Y 

S e r v i c e 

Farmer 

Most 
S a t i s f i e d 

Very 
S a t i s f i e d S a t i s f i e d A m b i v a l e n t 

S l i g h t l y 
D i s s a t i s f i e d 

Somewhat 
D i s s a t i s f i e d 

P r o f e s s o r s 
L i b r a r i a n s 
School t e a c h e r s 

( f e m a l e ) 

P u b l i c A d v i s o r s 
Other p e o p l e -

o r i e n t e d 
Nurses 
A r t i s t s 

S c i e n t i s t s 
A c c o u n t a n t s 

E n g i n e e r s 
School t e a c h e r s 

(male) 

T e c h n i c i a n s 

S a l a r i e d 
(upper mgmt) 

S a l a r i e d 
( o t h e r ) 

SeIf-employed 
( l a r g e f i r m ) 

Self-employed 
( o t h e r ) 

H i g h - s t a t u s Sales c l e r k s 
(women) 

Sales c l e r k s 
(men) 

S e c r e t a r i e s 
Bookkeepers 

M i s c . c l e r i c a l R e p e t i t i v e 
c l e r i c a l 

Foremen Craftsmen S k i l l e d 

H i g h e r M i d d l e R e p e t i t i v e 

L a b o r e r s 

P r o t e c t i v e Armed Household 
Other (women) 

Other (men) 

Owner ( l a r g e ) Owner ( s m a l l ) L a b o r e r 
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p r o p o s i t i o n d i d appear i n t h e i r r e s u l t s , more d e t a i l e d a n a l y s i s made i t c l e a r 
t h a t i t i s a " g r o s s l y o v e r s i m p l i f i e d p o r t r a y a l o f the mechanism by w h i c h j o b 
s a t i s f a c t i o n or d i s s a t i s f a c t i o n comes a b o u t . " The i n t r i n s i c f a c t o r s o f a c h i e v e 
ment, r e s p o n s i b i l i t y , and r e c o g n i t i o n proved t o be more i m p o r t a n t sources o f 
b o t h s a t i s f a c t i o n and d i s s a t i s f a c t i o n t h a n c e r t a i n e x t r i n s i c f a c t o r s ( e . g . , 
w o r k i n g c o n d i t i o n s , s e c u r i t y , company p o l i c i e s and p r a c t i c e s ) . 

I f these r e s u l t s bear some resemblance t o our c l a s s - r e l a t e d c o n t e n t i o n , 
the c o m p o s i t i o n o f the D u n n e t t e , e t a l . sample may e x p l a i n why. A l t h o u g h these 
a u t h o r s l a u d i b l y t e s t e d t h e i r i n s t r u m e n t on s i x d i f f e r e n t o c c u p a t i o n a l groups, 
t h e y f a i l e d t o i n c l u d e any b l u e - c o l l a r groups ( a l t h o u g h lower w h i t e - c o l l a r 
employees were i n c l u d e d ) . Thus, t h e i r r e s u l t s may m e r e l y b o i l down t o the 
c e n t r a l o b s e r v a t i o n t h a t i n t r i n s i c f a c t o r s are more i m p o r t a n t t o w h i t e - c o l l a r 
w o r k e r s ; and, i n f a c t , a good d e a l o f the l i t e r a t u r e s u p p o r t i n g the H e r z b e r g 
t w o - f a c t o r t h e o r y may reduce to t h i s c l a s s - r e l a t e d phenomenon. I t w i l l be 
r e c a l l e d t h a t j u s t the o p p o s i t e stance was t a k e n i n r e v i e w i n g Kornhauser's 
o b j e c t i o n s ; i . e . , Kornhauser found e x t r i n s i c f a c t o r s t o be more s a t i s f y i n g 
w i t h i n the r o u t i n e and r e p e t i t i v e o c c u p a t i o n s i n t h e b l u e - c o l l a r w o r l d . 

The D u n n e t t e , e t a l . c o n t r o l l e d methods do a l l o w some o r d e r i n g o f the 
s e p a r a t e t y p e s o f f a c t o r s ( i t i s i n t e r e s t i n g t o see the achievement r e l a t e d 
f a c t o r coming o u t h i g h e s t ) w h i c h i s n o t f e a s i b l e w i t h the a r b i t r a r y codes 
used i n the r e p r e s e n t a t i v e samples we have examined t o d a t e . Moreover, t h e r e 
i s much m e r i t i n h a v i n g r e s p o n d e n t s l o o k a t a s i n g l e i n c i d e n t a t a t i m e . The 
t w e l v e s e t s o f f a c t o r s ( s i x i n t r i n s i c , s i x e x t r i n s i c ) w hich t h e y i s o l a t e d are 
i m p o r t a n t c o n t r i b u t i o n s t o d e f i n i n g a proper u n i v e r s e o f c o n t e n t f o r j o b 
s a t i s f a c t i o n , and the e n t i r e s e t o f i t e m s used i s i n c l u d e d i n the s c a l e s 
d e a l i n g w i t h g e n e r a l j o b s a t i s f a c t i o n . 

The p r i m a r y purpose o f t h i s c h a p t e r , however, has been n o t so much t o 
o f f e r d e f i n i t i v e c o n t r i b u t i o n s t o t h e o r i e s about j o b s a t i s f a c t i o n as i t has 
been t o p u l l t o g e t h e r the v a r i e t y o f q u e s t i o n s and i n s t r u m e n t s t h a t have been 
used on r e p r e s e n t a t i v e c r o s s - s e c t i o n samples. R e p l i e s t o open-ended q u e s t i o n s 
( a s g i v e n i n Appendices A and C) f r o m r e p r e s e n t a t i v e samples, we t h i n k , are 
e s p e c i a l l y v a l u a b l e i n d e l i n e a t i n g the range o f t o p i c s t h a t ought t o be 
c o v e r e d when c o n s t r u c t i n g closed-ended i n s t r u m e n t s ; and we w i l l be r a t i n g j o b 
s a t i s f a c t i o n s c a l e s on such c o n s i d e r a t i o n s i n our s c a l e e v a l u a t i o n s e c t i o n . 

I t i s hoped t h a t f u t u r e r e s e a r c h e r s w i l l a v a i l themselves o f the d a t a 
i n t h i s c h a p t e r , b o t h i n comparing r e s u l t s f r o m n o n - r e p r e s e n t a t i v e samples w i t h 
t h o s e c o n t a i n e d h e r e , and i n u s i n g these f i g u r e s as benchmark d a t a f o r f u t u r e 
s t u d i e s u s i n g r e p r e s e n t a t i v e samples. The d r a m a t i c d i f f e r e n c e s between m i d d l e -
c l a s s and w o r k i n g - c l a s s a t t i t u d e s should u n d e r s c o r e our o p e n i n g comment: 
m e r e l y making t h e w o r d i n g o f an a t t i t u d e q u e s t i o n c o n s t a n t does n o t ensure 
t h a t i t w i l l mean the same t h i n g t o a l l p e o p l e . The w o r k i n g - c l a s s m e n t a l i t y 
r e p r e s e n t s perhaps the g r e a t e s t f r o n t i e r area i n a t t i t u d i n a l r e s e a r c h . 
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Appendix A 

GURTN, et a l . CODE CATEGORIES FOR RESPONSES TO QUESTIONS CONCERNING THINGS 
LIKED AND DISLIKED ABOUT JOB 

EXTRINSIC 
Economic 
LL. Wages, s a l a r y , money 
12. Job s e c u r i t y , retirement b e n e f i t s , 

p ension 
19- Other economic 

Non-economic 
21. Company, work conditions ( g e n e r a l ) 
22. Work pressure, ease of work 
23. P h y s i c a l work 
24. Convenience: place of vork, hours of 

work 
25. Employee b e n e f i t s : f r e e lunches; 

med i c a l care 
26. P h y s i c a l working c o n d i t i o n s 
27. Work hours, amount of work 
29. Other non-economic e x t r i n s i c 

INTRINSIC 
Achievement r e l a t e d 
3L. R e s p o n s i b i l i t y , chance to make d e c i s i o n s 
33. Complexity: f i g u r i n g out things, problems 
35. Use of a b i l i t i e s and t a l e n t s 
36. Competence and accomplishment 
37. Reward and r e c o g n i t i o n from others 
39. Other achievement r e l a t e d 

A f f i l i a t i o n r e l a t e d 
41. Contact with people; being with people 
43. P a r t i c u l a r people on the job (except 

f r i e n d s or boss) 
44. F r i e n d s h i p s 
45. S u p e r i o r s , boss, foreman 
46. H e l p i n g people 
49. Other a f f i l i a t i o n r e l a t e d 

I n f l u e n c e r e l a t e d 
51. Independence, i n f l u e n c e , being own boss 
52. R e s t r a i n t by others, being pushed around, 

p r e s s u r e d 
53. L e a d e r s h i p , s u p e r v i s i n g 
54. P r e s t i g e , s t a t u s 
55. Teaching 
59. Other influence r e l a t e d 

C u r i o s i t y r e l a t e d 
61. Novelty, new things 
62. Chance to l e a r n things 
63. I n t e r e s t i n g work 
69. Other c u r i o s i t y r e l a t e d 

Data: Converse and Robinson, tn press 

1958 1966 1966 
Leave job 

L i k e s D i s l i k e s L i k e s D i s l i k e s because 0 

12% 12* 137. 5% 387. 

3 3 4 I 9 
L 1 1 0 0 

2 0 1 0 1 
6 6 2 4 3 
- 4 1 2 2 

7 11 4 8 5 

1 0 1 0 1 
6 7 5 6 2 
- 5 1 6 5 
5 10 3 3 2 

3 1 2 0 1 
2 1 4 0 2 
2 1 3 0 4 
5 1 4 0 2 
1 2 1 1 7 
2 I 4 1 2 

20 0 29 0 2 

13 5 3 4 1 
1 0 0 0 0 
7 4 2 2 I 
5 1 4 0 0 
1 2 1 2 1 

7 2 5 2 1 

4 2 2 0 t 
1 0 1 0 0 
1 0 0 0 1 
1 0 1 0 0 
0 1 0 0 1 

8 2 12 0 2 
2 0 2 0 1 
7 1 6 4 5 
1 0 1 0 3 



Appendix B 

DIFFERENCES BETWEEN PAST, PRESENT AND FUTURE RATINGS OF OCCUPATION 
ON SELF-ANCHORING SCALE ( K i l p a t r i c k , et a l . 1964) 

Employed Federal College 
Public Employees Teachers 

Occupation Past 3 Future* 5 Past Future Past Future 

A l l employees 0.7 1.0 0.9 1.1 1.0 0.5 

Farmers 0.4 0.4 

U n s k i l l e d / s e m i s k i l l e d 0.5 1.0 0.5 1.4 

S k i l l e d 1.0 0.7 0.8 1.0 

C l e r i c a l 1.1 1.3 0.9 1.2 

Professional/managerial 1.0 0.9 1.0 0.8 

Executives 1.3 0.8 1.0 0.9 

Natu r a l s c i e n t i s t s 1.0 0.9 1.4 0.8 1.1 0.5 

Soci a l s c i e n t i s t s 1.8 1.1 1.2 1.1 1.1 0.6 

Engineers 1.2 0.9 1.2 0.8 0.9 0.7 

High school teachers 1.0 0.6 

Vocational counselors 0.9 0.7 

Past = d i f f e r e n c e s between present r a t i n g of job (Table 3) and job 
5 years ago. A l l d i f f e r e n c e s are p o s i t i v e since present r a t i n g s are a l l 
higher than past r a t i n g s . 

^Future = d i f f e r e n c e s between r a t i n g of job 5 years hence and present -
jo b (Table 3 ) . A l l d i f f e r e n c e s are p o s i t i v e since f u t u r e r a t i n g s are a l l high 
than past r a t i n g s . 
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Appendix C 

PROPORTIONS OF NATIONAL SAMPLE MENTIONING FEATURES OF HYPOTHETICALLY IDEAL AND ACTUAL JOBS, 
WITH RELATION TO EDUCATION ( K i l p a t r i c k , e t aL. 1964) 

EXTRINSIC 
Economic 
11. Wages, s a l a r y 
12. S e c u r i t y 

Non-economic 
21. F r i n g e b e n e f i t s 
22. Working co n d i t i o n s 
23. Equipment 
24. Pressure/work load 
25. P h y s i c a l work 
26. L e i s u r e , v a c a t i o n s 
27. D e s i r a b l e l o c a t i o n 

Feature of 
ideaI/wor s t job 

As 

60/36 45/27 

41/48 

67/100 

R e l a t i o n 
to 

education 
P o s i - Nega
t i v e t i v e 
Job F a c t o r 
0 
0 

Feature of 
present job 

p o s i t i v e / n e g a t i v e 
As 

33/32 
12/8 

22/23 
2/5 
0/7 

4/0 

45/40 

28/35 

R e l a t i o n 
to 

education 
P o s i - Nega
t i v e t i v e 

Job F a c t o r 

INTRINSIC 
Achievement 
31. R e s p o n s i b i l i t y 
32. Sense of challenge 
33. SeIf-development 
34. S e l f - e x p r e s s i o n 
35. Uses t a l e n t s , t r a i n i n g 
36. Self-advancement 
37. Sense of accomplishment 
38. Recognition f or work 

A f f i l i a t i o n 
41. P e r s o n a l r e l a t i o n s ( p a s s i v e ) 
42. P e r s o n a l r e l a t i o n s ( a c t i v e ) 
43. P e r s o n a l r e l a t i o n s (other) 
44. S u p e r i o r s , boss 

I n f l u e n c e 
51. S e I f - d e t e r m i n a t i o n 
52. P r e s t i g e 

C u r i o s i t y 
61. V a r i e t y i n work 

5/1 \ 
7/2 \ 
4/1 
6/2 
14/7 
8/6 
8/3 
3/2 J 

1 2 / t l \ 
19/3 
1/7 
11/18 

) 55/24 

> 43/39 

29/ 
2/0 "} 31/15 

4/2 N 
4/0 \ 
3/2 
2/0 L 
14/2 
6/9 j 
4/0 / 

10/21 10/21 

0 + n/2 ++ + 11/2 
0 + 
- 0 12/5 

+ + 15/7 
+ --

+ ++ 7/4 

37/15 

34/9 

15/7 

7/4 + 
GENERAL 

71. I n t e r e s t , enjoyment 
76. U s e f u l , worthwhile work 
78. G e n e r a l f u l f i l l m e n t 
79. R e l i g i o u s , e t h i c a l 

72/55 
14/1 

0/4 
86/60 

37/12 

59/12 

Average number of responses 3.5/2.9 
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OCCUPATIONAL VALUE ITEMS, AVERAGE SCALE VALUES (NATIONAL SAMPLE) 
AND RELATION TO EDUCATION ( K i l p a t r i c k , e t a l . 1964) 

EXTRINSIC 
Economic 

5. To be r e a l l y s u c c e s s f u l i n l i f e , you have to care about making 
money 

7. A f t e r you are making enough money to get along, then making more 
money i n an occupation i s n ' t very important 

24. I would l i k e my family to be able to have most of the things my 
f r i e n d s and neighbors have 

26. To me, work i s nothing more than a way of making a l i v i n g 
Non-economic 
12. Success i n an occupation i s mainly a matter of luck 
35. Success i n an occupation i s mainly a matter of knowing the 

r i g h t people 
53. I l i k e the kind of work you can forget about a f t e r the work 

day i s over 

Average 
Scale Rating 

5.8 

4.9 

7.4 
4.2 

3.6 

5.0 

6.7 

R e l a t i o n to 
Education 

INTRINSIC 
Achievement 

6. Work i s most s a t i s f y i n g when there are hard problems to solve 
8. To me, i t ' s important i n an occupation to have the chance to 

get to the top 
9. I t ' s important to do a b e t t e r job than the next person 

11. Success i n an occupation i s mainly a matter of hard work 
25. I t i s more important for a job to o f f e r opportunity than s e c u r i t y 
30. I t would be hard to l i v e with the f e e l i n g that o t h e r s are p a s s i n g 

you up i n your occupation 
32. To me, i t ' s important i n an occupation t h a t a person be able 

to see the r e s u l t s of h i s own work 
33. G e t t i n g r e c o g n i t i o n for my own work i s Important to me 
36. To me, i t ' s important to have the kind of work tha t g i v e s me a 

chance to develop my own s p e c i a l a b i l i t i e s 
48. Sometimes i t may be r i g h t f or a person to lose f r i e n d s i n order 

to get ahead i n h i s work 
52. A person should c o n s t a n t l y t r y to succeed at work, even i f i t 

i n t e r f e r e s with other things i n l i f e 
A f f i l i a t i o n 
21. To me, a very important part of work i s the opportunity to 

make f r i e n d s 
22. The main s a t i s f a c t i o n a person can get out of work i s h e l p i n g 

other people 
I n f l u e n c e 
19. I t i s s a t i s f y i n g to d i r e c t the work of others 
29. To me, i t ' s important i n an occupation for a person t o b e able 

to. c a r r y out h i s own ideas without i n t e r f e r e n c e 
54. To me, gaining the increased r e s p e c t of family and f r i e n d s i s one 

of the most important rewards of g e t t i n g ahead i n an occupation 
GENERAL VALUES -

1. A person has a r i g h t to expect h i s work to be fun 
16. Even i f you d i s l i k e your work, you should do your best 
17. I f a person doesn't want to work hard, i t ' s h i s own b u s i n e s s 
18. Work i s a good b u i l d e r of c h a r a c t e r 
20. Work i s a way of being of s e r v i c e to God 
31. Work helps you forget about your personal problems 
50. To me, almost the only thing that matters about a job l s the 

chance to do work that i s worthwhile to s o c i e t y 

6.5 

7.8 
6.9 
7.3 
5.9 

6.1 

8.4 
7.6 

8.1 

4.1 

6.0 

7.4 

6.9 

6.6 

6.7 

7.6 

6.2 
8.3 
5.4 
8.2 
7.7 
7.2 

5.6 
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PERCENTAGE OF EACH OCCUPATION CHOOSING EACH FACTOR AS ONE OF THE THREE 
MOST IMPORTANT IN KEEPING THEM IN THEIR PRESENT JOB: MEN AND WOMEN 

(Centers and Bugenaal, 1966) 

Factors 

INTRINSIC 

Work i s i n t e r e s t i n g 

Use of s k i l l or t a l e n t 

F e e l i n g of s a t i s f a c t i o n 

P rofessional 
Managerial 

68% 

64 

68 

C l e r i c a l 
Sales 

62% 

48 

46 

S k i l l e d 

61% 

51 

46 

Semi-skilled 
U n s k i l l e d 

50% 

35 

39 

EXTRINSIC 

The pay 59 

Good co-workers* 25 

Always sure of having job 16 

66 

46 

31 

70 

40 

33 

74 

52 

49 

N = 217 183 98 135 

Coded as i n t r i n s i c f a c t o r i n previous tables i n t h i s chapter. 
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JOB SATISFACTION AND THOUGHTS OF LEAVING JOB: 
(Converse and Robinson, i n press) 

MEN ONLY 

Prof e s s i o n a l 
A r t i s t 
Professors 
A d v i s i n g profession 
School teacher 

N 

4 
3 

25 
16 

Job S a t i s f a c t i o n 
Not at a l l 

Completely P r e t t y Not very 

75% 
33 
52 
19 

25% 
67 
40 
75 

0% 
0 
8 
6 

Think about 
changing job 

25% 
33 
28 
56 

S c i e n t i s t , physician 
Accountant 
Engineer 
Technician 

15 
10 
43 
27 

36 
10 
23 
26 

57 
90 
70 
67 

43 
60 
56 
67 

Managerial 
Self-employed ( l a r g e 
f i r m ) 

Self-employed (othe r ) 
S a l a r i e s 

20 
32 
53 

40 
25 
49 

55 
75 
45 

25 
41 
40 

C l e r i c a l 
Other c l e r i c a l 62 19 66 15 45 

Sales 
High status (goods) 10 
High status ( s e r v i c e s ) 9 
Sales c l e r k s 7 
Other sales 4 

0 
22 
14 
0 

90 
57 
43 
100 

10 
22 
43 
0 

70 
67 
86 
75 

S k i l l e d 
Self-employed 
Foremen 
Other s k i l l e d 

8 
38 
147 

50 
40 
27 

25 
55 
59 

25 
5 
14 

50 
29 
39 

Semiskilled 
Operatives 171 23 60 17 49 

Service 
P r o t e c t i v e 
Armed forces 
Other 

21 
8 

24 

48 
50 
8 

48 
38 
83 

4 
12 

19 
63 
46 

U n s k i l l e d 
Laborer 32 25 56 19 32 

T o t a l Sample 789 28 60 12 44 
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4. JOB ATTITUDES AND OCCUPATIONAL PERFORMANCE: 
A REVIEW OF SOME IMPORTANT LITERATURE 

by Robert Athanasiou 

With the decline of Frederick Taylor's (1911) " s c i e n t i f i c management," 
a more humanistic approach ( i n some re spects at l e a s t ) to the e f f e c t i v e 
u t i l i z a t i o n of manpower arose. Taylor's pragmatic and e s s e n t i a l l y p e s s i m i s t i c 
approach was based on the assumptions that workers were motivated p r i m a r i l y by 
money and that they were e s s e n t i a l l y "stupid and phlegmatic." He was l i t t l e 
concerned w i t h what the worker thought or whether he enjoyed h i s work. 
Taylor's ideas would surely be anachronistic i f applied i n today's world of 
high employment, h i g h l y mobile workforces, labor unions, and enlightened 
management. 

We have s h i f t e d from Taylor's pessimism to a more hedonic reference 
frame, from s o l e l y monetarily induced m o t i v a t i o n to psychological m o t i v a t i o n 
of workers. While wages and f r i n g e b e n e f i t s s t i l l represent v a l i d rewards, 
management i s f r e q u e n t l y concerned also w i t h p r o v i d i n g work experience 
s a t i s f y i n g i n other respects as w e l l . However, such concern i s seldom 
a l t r u i s t i c . 

R e l a t i o n between A t t i t u d e s and Performance 

I t has long been the hope of those associated w i t h the f i e l d s of 
management and i n d u s t r i a l psychology t h a t a f i r m r e l a t i o n s h i p might be 
es t a b l i s h e d between workers' a t t i t u d e s and the various aspects of job per
formance. Unfortunately f o r the exponents o f a t t i t u d e psychology, the 
evidence f o r such a r e l a t i o n s h i p i s equivoca1 at best. Herzberg, et a l . 
(1957, p. 99) c i t e f ourteen studies showing a p o s i t i v e r e l a t i o n between 
morale and p r o d u c t i v i t y , nine studies showing no r e l a t i o n , and three studies 
showing an inverse r e l a t i o n . While such a state of a f f a i r s seems paradoxical, 
a simple explanation may be a v a i l a b l e . 

Methodological considerations are of prime importance i n r e s o l v i n g 
t h i s apparent paradox. There are many problems associated w i t h the adequacy 
and v a l i d i t y of the measures of both p r o d u c t i v i t y and a t t i t u d e s i n t h i s area. 
P r i o r t o the mid-1950's i t i s somewhat a ra r e event to discover a study i n 
which the p r e d i c t i v e value of instruments has been cross v a l i d a t e d . The 
qu e s t i o n of the v a l i d i t y and r e l i a b i l i t y of the c r i t e r i o n measure ( i . e . , 
p r o d u c t i v i t y ) i n many of the studies remains moot. Even the basic assumptions 
concerning the nature and d e f i n i t i o n of the "morale" f a c t o r s d i f f e r from 
author t o author. I t i s the f e e l i n g of many i n v e s t i g a t o r s t h a t "morale" i s 
a term too loosely applied to independent aspects of job a t t i t u d e s . The 
r e l a t i v e l y simple dichotomy of morale f a c t o r s i n t o s a t i s f a c t i o n and motiva
t i o n components i s a very u s e f u l d i s t i n c t i o n . M o t i v a t i o n implies the w i l l i n g 
ness to work or produce; s a t i s f a c t i o n implies a p o s i t i v e emotional state which 
may be t o t a l l y unrelated to p r o d u c t i v i t y . As Katz and Kahn (1965) point out, 
many workers l i k e t h e i r jobs merely because they are "a nice place to be." 
Most a t t i t u d e studies to date have not attempted to separate m o t i v a t i o n a l 
from emotional f a c t o r s and have considered "morale" to be some u n d i f f e r e n t i a t e d 
combination of both or e i t h e r one alone. 



Several work r e l a t e d a t t i t u d e scales have been derived on a s t r i c t l y 
e m p i r i c a l basis w i t h a minimum of t h e o r i z i n g . A number of such scales are 
presented i n the l a t t e r p o r t i o n of t h i s review. These instruments t y p i c a l l y 
begin as a large pool of assorted a t t i t u d e and/or p e r s o n a l i t y items. Through 
more or less standard item analysis techniques a p o r t i o n of the pooled items 
i s selected f o r use i n a scale. The s e l e c t i o n technique v a r i e s considerably 
i n i t s r a t i o n a l e , e f f i c i e n c y , and v a l i d i t y from one study to the next, as 
do the type and q u a l i t y of samples on which they are based. There i s a 
general paucity of c r o s s - v a l i d a t i o n e f f o r t s which tends to cause one to take 
most v a l i d i t y claims f o r these scales w i t h the p r o v e r b i a l g r a i n of s a l t . 

Another major drawback w i t h such scales i s the lack of sound t h e o r e t i c a l 
deduction p r i o r t o analyzing the r e s u l t s . I n many studies the r a t i o n a l e f o r 
r e l a t i n g a group of items to some c r i t e r i o n i s a r r i v e d a t a f t e r data a n a l y s i s . 
This i s analogous to gauging the accuracy of a shotgun by analyzing o n l y those 
p e l l e t s which h i t the t a r g e t . While such an approach can y i e l d some r e s u l t s , 
i t i s f r e q u e n t l y as important to know why and how many of the other p e l l e t s 
d i d not reach the t a r g e t . 

The shotgun approach to scale b u i l d i n g may provide us w i t h numerous 
valuable instruments f o r p r e d i c t i n g behavior. And the pragmatic psychologist 
w i l l maintain t h a t i n t h i s case the means are i r r e l e v a n t as long as the end 
i s accomplished. I t i s r a r e , however, t h a t such an approach w i l l serve to 
s i g n i f i c a n t l y advance a science or e x p l a i n i n meaningful terms why we are 
able to measure and p r e d i c t c e r t a i n t r a i t s . 

Even an unloaded shotgun may go o f f a c c i d e n t a l l y — t h a t i s , the e m p i r i 
c a l method of scale c o n s t r u c t i o n i s not f o o l p r o o f and may y i e l d r e s u l t s which 
are q u i t e misleading. Of the many t h a t may be c i t e d , one clear example of 
poor marksmanship and inept handling i s found in the scale e n t i t l e d "A Work 
A t t i t u d e Key f o r MMPI" (Tydlaska and Mengel, p. 331) . This study compares 
employees of a c i v i l i a n chemical company w i t h a sample of a i r force personnel 
( l a r g e l y AWOL cases) and ignores common sense and APA standards regarding 
comparison groups. Not only are the s t a t i s t i c a l techniques inadequately 
described (though a nonparametric measure was used) but derived scores were 
used f o r p r e d i c t i o n purposes on the o r i g i n a l p o p u l a t i o n instead of an attempt 
a t cross v a l i d a t i o n . I n short, even t h i s instrument, which on the face of 

" I f the v a l i d i t y of a t e s t i s demonstrated by comparing groups t h a t 
d i f f e r on the c r i t e r i o n , the manual should r e p o r t whether and by how much 
the groups d i f f e r on other a v a i l a b l e v a r i a b l e s t h a t are r e l e v a n t . VERY 
DESIRABLE (Comment: Since groups which d i f f e r on a c r i t e r i o n may also 
d i f f e r i n other respects, the t e s t may be d i s c r i m i n a t i n g on a q u a l i t y other 
than t h a t intended. Types of mental d i s o r d e r , f o r instance, are associated 
w i t h age, education, and length of time i n h o s p i t a l . Confounding of t h i s 
s o r t should be taken i n t o account when appraising the usefulness of the t e s t 
f o r d i a g n o s i s . ) " (American Psychological A s s o c i a t i o n , "Technical Recommenda
t i o n s , " Washington, D. C, 1954) 

2 
"When a scoring key or the s e l e c t i o n of items i s based on a t r y o u t 

sample, the manual should r e p o r t v a l i d i t y c o e f f i c i e n t s based on one or more 
separate c r o s s - v a l i d a t i o n samples, r a t h e r than on the t r y o u t sample or on a 
l a r g e r group of which the t r y o u t sample i s a p a r t . ESSENTIAL" (APA, op. c i t . ) 
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t h i n g s seems to f o l l o w a r a t h e r thorough e m p i r i c a l method of t e s t c o n s t r u c t i o n , 
v i o l a t e s some of the most e s s e n t i a l r u l e s of scale b u i l d i n g . 

The confusion of methodology, hypotheses, samples, analysis systems, 
e t c . , makes i t very d i f f i c u l t to compare studies or to ascertain whether one 
study supports or denies the f i n d i n g s of another. Even reviews of the l i t e r a 
t u r e show considerable d e v i a t i o n from one another w i t h regard to the c r i t e r i a 
f o r s e l e c t i n g studies and the v a r i a b l e s of i n t e r e s t . 

This r e p o r t avoids t a k i n g a stand on j u s t which va r i a b l e s should or 
should not be considered, or how they should be weighted, etc. There i s , 
however, a growing consensus regarding the c o n s t r u c t i o n of useful indexes 
(e.g., absence r a t e , turnover r a t e , etc.) f o r research i n the f i e l d of job 
a t t i t u d e s . These indexes are discussed at length by Vroom (1964) whose 
book i s commented on below. 

The remainder of t h i s chapter includes summaries of several reviews o f 
the l i t e r a t u r e on job a t t i t u d e s , a short discussion of the r o l e of occupa
t i o n a l choice, and some b r i e f remarks on miscellaneous job a t t i t u d e scales 
and t h e i r p o t e n t i a l value. 

Previous L i t e r a t u r e Reviews 

A number of valuable reviews of the l i t e r a t u r e have been w r i t t e n i n 
the area of job a t t i t u d e s . B r a y f i e l d and Crockett (1955) i n t h e i r review 
h o l d to a f a i r l y s t r i c t e m p i r i c a l approach and r a i s e many questions which 
are s t i l l r e l e v a n t to present i n v e s t i g a t i o n s . I n c r i t i c a l l y reviewing many 
s t u d i e s , they emphasize the necessity f o r adequate consideration of procedural 
problems, analysis and design, and s e l e c t i o n of c r i t e r i o n measures. Related 
to the methodological issue i s the problem of whether to use the i n d i v i d u a l 
or the group as the u n i t of analysis i n r e l a t i n g performance to s a t i s f a c t i o n . 
I n d i v i d u a l - l e v e l analysis r e q u i r e s a knowledge of each i n d i v i d u a l ' s per
formance and a t t i t u d e scores, while group-level analysis i s concerned w i t h 
r e la t i n g a group average opinion score w i t h a measure of group p r o d u c t i v i t y . 
There are, of course, d i s t i n c t advantages to the i n d i v i d u a l - l e v e l approach 
e s p e c i a l l y w i t h regard to meaningfully r e l a t i n g the psychological v a r i a b l e 
o f a t t i t u d e s to other v a r i a b l e s such as absenteeism, tardiness, and accidents. 
A problem may a r i s e , however, i f an i n d i v i d u a l does not f e e l h i s psychological 
anonymity w i l l be guaranteed. W r i t i n g about the Science Research Associates' 
A t t i t u d e Survey, Zardis (personal communication) favors the group approach, 
saying "...Because t h e i r /the employees/ anonymity-is guaranteed comments 
are frank and sincere, y i e l d i n g f u r t h e r important i n s i g h t s to management." 
I m p l i c i t i n both the i n d i v i d u a l and group approaches i s the assumption that 
b i a s i n g f a c t o r s i n production machinery, s h i f t work, e t c . , w i l l be adequately 
c o n t r o l l e d . 

A f t e r an extensive review of the l i t e r a t u r e , B r a y f i e l d and Crockett 
(op. c i t . ) conclude " . . . i t appears t h a t there i s l i t t l e evidence i n the 
a v a i l a b l e l i t e r a t u r e that employee a t t i t u d e s of the type u s u a l l y measured 
i n a morale survey bear any s i m p l e — o r , f o r t h a t matter, a p p r e c i a b l e -
r e l a t i o n s h i p to performance on the j o b . " 



Herzberg, Mausner, Peterson and Capwell (1957) i n t h e i r review d i s p l a y 
a more c a t h o l i c viewpoint than do B r a y f i e l d and Crockett. L i s t i n g w e l l over 
1,000 references, Herzberg, e t a l . examine job a t t i t u d e studies under the 
various headings of job d i s s a t i s f a c t i o n , e f f e c t s of a t t i t u d e s , f a c t o r s r e 
la t e d t o job a t t i t u d e s , supervision of job a t t i t u d e s , v o c a t i o n a l s e l e c t i o n 
and job a t t i t u d e s , and mental h e a l t h i n i n d u s t r y . The authors f r e q u e n t l y 
p u l l together, i n a reasonably concise manner, the r e s u l t s of several 
studies and state what would appear to be an elemental piece of knowledge. 
This i s not an easy t h i n g to do i n view of the problems mentioned above. 
Nevertheless, an attempt a t a synthesis of theory and e m p i r i c a l f i n d i n g s i s 
e s s e n t i a l to the growth of knowledge i n any area. 

They conclude a f t e r thorough review " . . . t h a t p o s i t i v e job a t t i t u d e s are 
a tremendous asset to i n d u s t r y i s /a con t e n t i o n / supported by much of the ex
perimental evidence now a v a i l a b l e . " I n support of t h i s statement they p o i n t 
to "unequivocal" evidence of the r e l a t i o n of a t t i t u d e s to turnover, absenteeism 
and accidents (see pages 104-107 of t h e i r work f o r r e f e r e n c e s ) . 

The major d i f f e r e n c e s between the B r a y f i e l d and Crockett a r t i c l e and the 
one by Herzberg, et a l . i s s u c c i n c t l y summed up by K a t z e l l w r i t i n g i n the 
Annual Review of Psychology (1957, p. 243-244). He poi n t s out t h a t the two 
studies do not cover e x a c t l y the same l i t e r a t u r e , t h a t t h e i r r e s p e c t i v e 
d e f i n i t i o n s of "performance" d i f f e r and t h a t B r a y f i e l d and Crockett are more 
exacting i n t h e i r c r i t e r i a f o r i n c l u d i n g studies i n t h e i r review. K a t z e l l 
f u r t h e r states "...perhaps the main d i s p a r i t y i s t h a t B r a y f i e l d and Crockett 
state t h e i r g e n e r a l i z a t i o n p r i o r to t h e i r c o n s i d e r a t i o n of the parameters 
involved i n the r e l a t i o n s h i p s between a t t i t u d e s and performance, whereas 
Herzberg, et a l . more a p p r o p r i a t e l y take such i n f l u e n c e i n t o account i n 
a r r i v i n g at t h e i r o v e r a l l judgment." (Emphasis ours.) 

An issue considered by both sets of authors i s the nature of the 
r e l a t i o n s h i p s among s a t i s f a c t i o n , m o t i v a t i o n , production, e t c . , f o r which 
i n v e s t i g a t o r s might search. B r a y f i e l d and Crockett suggest t h a t the assump
t i o n of a monotonic r e l a t i o n between production and s a t i s f a c t i o n be re-examined. 
Fisher (1956) has also suggested questioning t h i s assumption i n h i s f r u i t f u l 
d i s cussion of the "twisted pear." Many of the p r e d i c t i o n s i n the job s a t i s 
f a c t i o n s and performance area are based on the use of a l i n e a r homoscedastic 
(equal variance) model which i s assumed to be appl i c a b l e to most psychological 
data. Fisher p o i n t s out t h a t t h i s model may be one of the l e a s t common and 
suggests t h a t the nonlinear heteroscedastic model be examined. While the 
l a t t e r model may not e x p l a i n a great deal more i t i s c e r t a i n l y more accurate 
i n the d e s c r i p t i o n of many observed r e l a t i o n s h i p s . For example, the l i n e a r 
homoscedastic model assumes t h a t i f high job s a t i s f a c t i o n i s associated w i t h 
high production then low s a t i s f a c t i o n should be associated w i t h low production. 
That i s , i n an in by n m a t r i x our p r e d i c t i o n s along the diagonal should be 
equ a l l y accurate from c e l l to c e l l . The r e a l i t y o f the s i t u a t i o n , however, 
i s such t h a t we may accurately p r e d i c t high production given high s a t i s f a c 
t i o n but cannot as accurately p r e d i c t low production given low s a t i s f a c t i o n . 
C o r r e l a t i o n a l s t a t i s t i c s measuring the magnitude of the r e l a t i o n s h i p between 
p r e d i c t o r (e.g., s a t i s f a c t i o n ) and c r i t e r i o n (e.g., production) give an 
average statement of the p r e d i c t i v e power without adequate c o n s i d e r a t i o n of 
possible n o n - l i n e a r i t y or h e t e r o s c e d a s t i c i t y . The r e s u l t i s a c o e f f i c i e n t 
which may be considered to be somewhat attenuated. This c o n d i t i o n i s 



i l l u s t r a t e d below i n a scattergram of a non-linear heteroscedastic f u n c t i o n 
adapted from Fisher ( i b i d . ) . 
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I n the h y p o t h e t i c a l case represented above, i t i s clear t h a t high s a t i s f a c t i o n 
i s a good p r e d i c t o r of high production. On the other hand, low s a t i s f a c t i o n 
t e l l s us very l i t t l e about production. Due to the wide v a r i a t i o n evident 
on the l e f t side of the f i g u r e , the Pearson r c h a r a c t e r i z i n g t h i s r e l a t i o n s h i p 
would be qu i t e low. I t i s also evident t h a t the fa l s e p o s i t i v e and fa l s e 
n egative r a t e s are h i g h l y s e n s i t i v e to t h i s c o n f i g u r a t i o n . 

There are at l e a s t two ways i n which the p r e d i c t i o n problem may be 
att a c k e d . One a l t e r n a t i v e i s to simply disregard low scores, consider them 
u n r e l i a b l e , and give greater weight to high scores. A second approach would 
be t o use m u l t i p l e p r e d i c t o r s , some of which functioned w e l l a t the low and 
ot h e r s at the high end. Combining such scores on a m u l t i p l e c u t - o f f basis 
should, t h e o r e t i c a l l y at l e a s t , g r e a t l y reduce p r e d i c t i o n problems. 

Herzberg, Mausner, and Snyderman (1959) have attacked the problem by 
advancing the hypothesis t h a t there are some f a c t o r s which are job s a t i s f i e r s 
and others which are job d i s s a t i s f i e r s . Job content f a c t o r s (e.g., achieve
ment, r e c o g n i t i o n , r e s p o n s i b i l i t y ) seem to co n t r i b u t e to s a t i s f a c t i o n while 
a d e f i c i e n c y of context f a c t o r s ( " e x t r i n s i c " f a c t o r s such as pay, hours, 
supervisory p r a c t i c e s ) i n a job seems to c o n t r i b u t e to d i s s a t i s f a c t i o n . 
Thus the two f a c t o r s are supposed to f u n c t i o n r e l a t i v e l y independently of 
each other. Supporting data f o r t h i s hypothesis was provided by Gurin, 
V e r o f f , and Feld's study (i960) of a nationwide p r o b a b i l i t y sample. 

A d e f i c i t of i n t r i n s i c or content f a c t o r s , according to the theory of 
Herzberg, et a l . can reduce s a t i s f a c t i o n but a surplus of e x t r i n s i c f a c t o r s 
w i l l not increase s a t i s f a c t i o n . Gordon (1965) and Halpern (1965) have r e 
po r t e d t e s t i n g these hypotheses w i t h v a r y i n g success. I n p a r t i c u l a r , 
Halpern reported that the mean l e v e l of s a t i s f a c t i o n was the same f o r both 
i n t r i n s i c and e x t r i n s i c f a c t o r s although the i n t r i n s i c f a c t o r s accounted 



f o r s i g n i f i c a n t l y more variance i n the measure of o v e r a l l s a t i s f a c t i o n than 
d i d the e x t r i n s i c . 

Burke (1966), i n a review of the l i t e r a t u r e r e l e v a n t to the Herzberg 
t h e s i s , has suggested t h a t the two f a c t o r s ( v a r i o u s l y c a l l e d i n t r i n s i c -
e x t r i n s i c , content-context, and motivator-hygiene) may not be e i t h e r inde
pendent or unidimensional. Table 1, adopted i n i t s e n t i r e t y from Burke's 
• a r t i c l e , shows the v a r i e d and ambiguous f i n d i n g s which researchers have 
come up w i t h i n t h i s area. 

Some authors have not been gracious i n t h e i r e v a l u a t i o n of the Herzberg, 
et a l . hypotheses. A "theory-gelding" paper by Dunnette, Campbell and Hakel 
(1966) contends: 

. . . t h a t the two f a c t o r theory i s shackled to the s t o r y t e l l i n g 
method and t h a t the theory's proponents are now more concerned 
w i t h the game....of p r o t e c t i n g and n u r t u r i n g t h i s pet theory 
than i n advancing knowledge about job m o t i v a t i o n and job s a t i s 
f a c t i o n . This i s a serious charge; i t probably stems as much 
as anything from our own f e e l i n g of disenchantment w i t h the 
t h e o r y - g u i l d i n g ( s i c ) t u r n of events. 

These authors f u r t h e r state " . . . t h a t the two f a c t o r theory should be l a i d to 
r e s t so as to reduce the danger of f u r t h e r research or a d m i n i s t r a t i v e 
decisions being d i c t a t e d by i t s seductive s i m p l i c i t y . " 

Evidence f o r and against the Herzberg hypothesis i s s t i l l accumulating 
and i n t h i s regard Vroom's (1964) comment i s s t i l l r e l e v a n t : 

Herzberg's conclusion t h a t the variance i n job s a t i s f a c t i o n 
be low some hypothe t i c a l l e v e l can be explained i n terms of 
one set of variables can n e i t h e r be accepted nor r e j e c t e d . . . 
at t h i s time. Corroboration of h i s p o s i t i o n w i l l r e q u i r e . . . 
experimental evidence of n o n l i n e a r i t y i n r e l a t i o n s h i p s , a 
problem t h a t i s worthy of much more a t t e n t i o n than i t has 
received. Regardless of the outcome, Herzberg and 
hi s associates deserve c r e d i t f o r d i r e c t i n g a t t e n t i o n toward 
the psychological e f f e c t s of job content, a problem of great 
importance i n a world of r a p i d l y changing technology. 

Vroom ( i b i d . ) has provided an e x c e l l e n t review of the l i t e r a t u r e regard
i n g the determinants of job s a t i s f a c t i o n and the r e l a t i o n of s a t i s f a c t i o n to 
production. Vroom po i n t s out t h a t much of the research i n the past twenty 
f i v e years has been concerned w i t h p r o v i d i n g "...a general p i c t u r e of a 
' s a t i s f y i n g work r o l e . ' " He f u r t h e r comments t h a t while knowledge of work 
r o l e s i s valuable, i t does not s u f f i c i e n t l y e x p l a i n the e t i o l o g y of s a t i s f a c 
t i o n or d i s s a t i s f a c t i o n . P e r s o n a l i t y f a c t o r s (other than pathologies or 
maladjustment) i r i i n t e r a c t i o n w i t h environmental f a c t o r s might reasonably be 
expected to account f o r s i g n i f i c a n t l y more variance i n the p r e d i c t i o n of j o b 
s a t i s f a c t i o n than e i t h e r one alone. As Vroom suggests, "...A greater exchange 
between psychologists i n t e r e s t e d i n occupational choice and job s a t i s f a c t i o n 
would expedite the discovery of i n t e r a c t i o n s between p e r s o n a l i t y and work r o l e 
v a r i a b l e s . Conceivably, the psychological c o n d i t i o n s which make a work r o l e 
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I n v e s t 1 g a t o r 

TABLE 1 
SUMMARY OF INVbSTICATIONS ATTEMPTING TO REPLICATE OR EXTEND HERZBERC'S THEORY (From Burke 1966) 

S u b j e c t s F i n d i n g * 

F r i e d l a n d e r 
( 1 9 6 3 ) 

Rosen 
(1963) 

Gchwartc, 
J e n u i a l t . l i , 
& S t a r k ( 1 9 6 3 ) 

•wan 
(1964) 

F r i e d l a n d e r 
( 1 964) 

Fr l e d l a n d e r 
4 W a l t o n 
( 1 9 6 4 ) 

L o d a h l 
( 1 9 6 4 ) 

Hyers 
( 1 9 6 4 ) 

S a l a h 
( 1 9 6 4 ) 

F r i e n d l a n d e r 
( 1 9 6 5 ) 

Gordon 
( 1 9 6 5 ) 

H a l p e r n 
( 1 9 6 5 ) 

Wernlmont 
( 1 9 6 6 ) 

E n g i n e e r * , s u p e r v i s o r * , and s a l a r i e d 
employee*'oF a l a r g o m a n u f a c t u r i n g 
f i r m (200 o f each) 

94 r e i e a r c h and development p e r s o n n e l 
o f v a r y i n g a p e c t a l l t l e a , e d u c a t i o n a l 
l e v e l s , and o r g a n l x a t l o n a l l e v e l s 

111 male s u p e r v i s o r s employed by I I 
p u b l i c u t i l i t y companies 

1,021 f u l l - t i n * l i f e l n I n s u r a n c e 
a g e n t s - d i v i d e d I n t o an e x p e r i m e n t a l 
•ample ( 5 4 1 ) and a c r o l a - v a l l d a t l o n 
• ample ( 4 8 0 ) 

SO a t u d e n t i l n an e v e n i n g c o u r s e I n 
I n d u s t r i a l o r c h i l d p s y c h o l o g y ( p a r t 
v e r e f u l l - t i n * employees t n v a r i o u s 
o c c u p a t i o n s and p a r t were members o f 
a c o o p e r a t i v e w o r k - s t u d y program) 

82 a c l a n t l s t s and e n g i n e e r s l n 
v a r 1 o u * s pec I s 1e1a s 

50 s a l e a u t o - a s s e n b l y w o r k e r s , and 29 
f e m a l e e l e c t r o n i c s - a s s e m b l y w o r k e r s 

281 mala a c l a n t l s t s , e n g i n e e r s , manu
f a c t u r i n g s u p e r v i s o r ! , and h o u r l y 
t e c h n i c i a n s , and 52 female h o u r l y 
a s s e m b l e r * 

85 male employee* a t m a n a g e r i a l 
l e v e l s l n 12 companies 

Du n n e t t e 114 s t o r e e x e c u t i v e s , 74 s a l e s c l e r k * , 
( 1 9 6 5 ) 43 s e c r e t a r i e s , 128 e n g i n e e r s and 

r e s e a r c h s c i e n t i s t s , 46 salesmen, 91 
a n y r e s e r v e p e r s o n n e l and employed 
a d u l t s e n r o l l e d I n a s u p e r v i s i o n 
c o u r s e 

1,468 c i v i l s e r v i c e w o r k e r s from t h r e e 
s t a t u e l e v e l s (Low, M i d d l e , and High 
C6 r a n k i n g s ) and two o c c u p a t i o n a l 
l e v e l s ( b l u e c o l l a r and w h i t e c o l l a r ) 

683 f u l l - t i m e a g e n t * o f a l a r g e 
n a t i o n a l , l i f e I n s u r a n c e company 

93 male c o l l e g e g r a d u a t e s w o r k i n g i n 
v a r i o u s o c c u p a t i o n s 

50 a c c o u n t a n t * and 82 e n g i n e e r s 

F a c t o r a n a l y s i s o f a 17-Item q u e s t i o n 
n a i r e m e a s u r i n g the i m p o r t a n c e o f 
v a r i o u s Job c h a r s c t e r l i t l c s t o 
employee s a t i s f a c t i o n 

Respondents r a t e d t h e I m p o r t a n c e o f 
t h e absence o f 118 Items t o t h e i r 
d e s i r i n g t o l e a v e t h e i r p r e s e n t 
p o s i t i o n 

C o n t e n t a n a l y s i s o f w r i t t e n s t o r i e s 
d e s c r i b i n g p l e s s s n t snd u n p l e a s a n t 
Job e x p e r i e n c e s 

F a c t o r a n a l y s i s o f a 5 8 - i t e m a t t i t u d e 
s c a l e c o mpleted by the e x p e r i m e n t a l 
sample 

Respondents r s t e d t h e I m p o r t a n c e o f 
18 v a r i a b l e a t o Job s a t i s f a c t i o n snd 
Job d i s s a t i s f a c t i o n 

S e m l s t r u c t u r e d I n t e r v i e w s l n w h i c h 
r e s p o n d e n t s were asked f o r t h e most 
I m p o r t a n t f a c t o r s k e e p i n g them l n t h e 
o r g a n i s a t i o n and f a c t o r s t h a t m i g h t 
cause them t o l e a v e t h e o r g a n i s a t i o n 
F a c t o r a n a l y s i s o f d a t a o b t a i n e d f r o m 
a c o n t e n t a n a l y s i s o f i n t e r v i e w s 

C o n t e n t a n a l y s i s o f H e n b e r g - l l k e 
i n t e r v i e w s 

H e r i b e r g - 1 I k e i n t e r v i e w , and a 16-
i t e m J o b - a t t i t u d e a c s l e ( 6 m o t i v a t o r s 
and 10 h y g i e n e s ) p r e s e n t e d l n a 
p a l r e d - c o m p a r i s o n f o r m a t 

F a c t o r s n a l y s l s o f Q s o r t s o f two 
s e t s o f 36 s t a t e m e n t s ( e q u a t e d f o r 
s o c i a l d e s i r a b i l i t y ) f o r h i g h l y 
s a t i s f y i n g and h i g h l y d i s s a t i s f y i n g 
Job s i t u a t i o n * 

F a c t o r a n a l y s i s o f a 1 4 - l t e o q u e s t i o n 
n a i r e m e a s u r i n g t h e I m p o r t a n c e o f 
v a r i o u s Job c h a r a c t e r i s t i c s t o s a t i s 
f a c t i o n and d i s s a t i s f a c t i o n 

Respondents r a t e d t h a l r d e g r e e o f 
s a t i s f a c t i o n and d i s s a t i s f a c t i o n w i t h 
54 Items c o m p r i s i n g 4 s c s l e s ( m o t l -
v a t o r a , h y g l e n e a , b o t h , h y g i e n e s minus 
b o t h ) . A meaaure o f o v e r a l l Job 
s a t l a f a c t i o n , s e l f - r e p o r t e d p r o d u c t i o n 
f i g u r e s , and s u r v i v a l d s t s were a l s o 
a v a l t a b l e 

R a t i n g o f s a t i s f a c t i o n w i t h 4 m o t i v a 
t o r s , 4 h y g i e n e s , snd o v e r a l l Job 
s a t i s f a c t i o n on r e s p o n d e n t ' s b e s t -
l l k e d Job 

S e l f - d e s c r l p t l o n o f p o s t s a t i s f y i n g 
and d i s s a t i s f y i n g Job s i t u a t i o n s u s i n g 
b o t h f o r c e d - c h o i c e and f r e e - c h o i c e 
i toms 

Three m c n n l n g f u l f a c t o r s emerged. Two c o r r e s p o n d e d , 
l n p a r t , w i t h m o t i v a t o r s snd h y g i e n e s , w h i l e t h e 
t h i r d seemed t o d r s v from b o t h m o t i v a t o r * and 
h y g l e n e a . 

Many o f the most I m p o r t a n t Items w h i c h I f not p r e s e n t 
would cauae t h e I n d i v i d u a l t o seek o t h e r employmint 
were s i m i l a r t o H e r z b e r g ' * m o t i v a t o r * . 

M o t l v a t o r e were g e n e r a l l y a s s o c i a t e d w i t h p l e a s a n t 
e x p e r i e n c e s and h y g i e n e s w i t h u n p l e a s a n t e x p e r i e n c e s . 
One H e r i b e r g m o t i v a t o r a c t e d l i k e a h y g i e n e l n t h t a 
aample. 

S i x l n t e r p r e t a b l e f a c t o r * emerged, o f w h i c h t h r e e ware 
hyglenea and two m o t i v a t o r s . Two o f t h e t h r a a h y g l s n e * 
a c t e d l i k e m o t i v a t o r s l n b o t h samplea; t h e o t h e r 
h y g i e n e a c t e d l i k e a m o t i v a t o r l n t h e c r o s s - v a l i d a t i o n 
sample, and l i k e b o t h a m o t i v a t o r and a h y g i e n e in t h e 
e x p e r i m e n t a l sample. One m o t i v a t o r a c t e d both a i a 
m o t i v a t o r and a h y g i e n e . 

The r e a u l t l I n d i c a t e d t h a t m o t i v a t o r * and hygiene* a r e 
n o t o p p o s i t e end* o f a common s e t o f d i m e n s i o n * . Tha 
m a j o r i t y o f these Job c h a r a c t e r i s t i c * seemed t o be 
s i g n i f i c a n t c o n t r i b u t o r s t o b o t h s s t l a f s c t l o n and d i s 
s a t i s f a c t i o n on t h e Job. 

Reasons f o r r e m a i n i n g l n an o r g a n i t s t i o n ( p r i m a r i l y 
m o t i v a t o r * ) were d i f f e r e n t f r o m , and n o t m e r e l y 
o p p o s i t e t o , t h e reason f o r w h i c h one m i g h t l e a v e an 
o r g a n i s a t i o n ( p r i m a r i l y h y g i e n e * ) . 

Two t e c h n o l o g i c a l and t h r a e a t t i t u d e f a c t o r s emerged. 
The t e c h n o l o g i c a l f s c t o r a were d i f f e r e n t f o r t h e two 
samples, b u t the a t t i t u d e f a c t o r s c o r r e s p o n d e d r a t h e r 
w e l l . Two o f t h e t h r e e a t t i t u d e f a c t o r s resembled 
m o t i v a t o r s and h y g i e n e s . 

Job c h a r a c t e r i s t i c s grouped n s t u r a l l y I n t o m o t i v a t o r -
h y g i e n e d i c h o t o m i e s . However one H e r i b e r g n o t l v s t o r 
a c t e d l i k e a h y g i e n e and o t h e r H e r i b e r g m o t l v a t o r a a c t e d 
b o t h aa m o t i v a t o r * and h y g i e n e * . D i f f e r e n t Job l e v e l * 
had d i f f e r e n t Job c h a r a c t e r i s t i c c o n f i g u r a t i o n s . Tha 
female c o n f i g u r a t i o n wa* d i f f e r e n t f r o m t h e f o u r male 
c o n f i g u r a t i o n s , s u g g e s t i n g a sex f a c t o r . Common 
H e r i b e r g m o t i v a t o r s were abaent from t h e h o u r l y t e c h n i 
c i a n and h o u r l y female assembler e o n f l f e u r a t l o n a 
s u g g e s t i n g a J o b - l e v e l f a c t o r . 

F r e r e t l r e e * l o o k i n g backward l n t h e i r c a r e e r a I n d i c a t e d 
m o t i v a t o r s as s o u r c e * o f a a t i i f a c t l o n and hygienes aa 
sources o f d i s s a t i s f a c t i o n ; p r e r e t l r e e l o o k i n g i t t h e 
t i m e l e f t b e f o r e r e t i r e m e n t i n d i c a t e d h y g i e n e * as 
source* o f s a t i s f a c t i o n . 

Some H e r i b e r g m o t i v a t o r * were r e l a t e d t o a * d e f y i n g Job 
s i t u a t i o n s b u t H e r i b e r g h y g i e n e * were n o t r e l a t e d t o 
d i s s a t i s f y i n g Job s l t u s t l o n s . On* H e r i b e r g m o t i v a t o r 
a c t e d l i k e a h y g i e n e . There was a l a o * p o s i t i v e r e l a 
t i o n s h i p e x pected under H e r i b e r g ' s t h e o r y . Thus t h a 
l i m e f a c t o r * were c o n t r i b u t o r s t o b o t h s a t i s f a c t i o n snd 
d i s s a t i s f a c t i o n . 

V h l t e - c o l l a r w o r k e r s d e r i v e d g r e a t e s t s a t i s f a c t i o n f r o m 
m o t i v a t o r s w h i l e b l u e - c o l l s r w o r k e r s d e r i v e d g r e a t e s t 
s a t i s f a c t i o n f root J i y g i e n e * s u g g e s t i n g t h a t subgroups 
msy hsve d i f f e r e n t w o r k - v a l u e system*. 

C o n t r a r y t o e x p e c t a t i o n * , i n d i v i d u a l s h i g h l y a a t i s f i e d 
w i t h m o t i v a t o r s d i d n o t hsve g r e a t e r o v e r a l l Job 
s a t i s f a c t i o n t h a n i n d i v i d u a t e h i g h l y s a t i s f i e d w i t h 
h y g i e n e * ; and i n d i v i d u a l * h i g h l y d t a s a t l a f l e d w i t h 
h y g i e n e s were n o t l e a * s a t i s f i e d t h a n i n d i v i d u a l s 
d i s s a t i s f i e d w i t h m o t i v a t o r * . A p o s i t i v e r e l a t i o n s h i p 
wss f o u n d between s a t i s f a c t i o n w i t h m o t i v a t o r * i n d a e l f -
r s p o r t e d p r o d u c t i o n , but no r e l a t i o n s h i p between 
h y g i e n e s and p r o d u c t i o n . T h i s s t u d y o f f e r e d no s u p p o r t 
to t h e t h e o r y t h a t s p e c i f i c Job f a c t o r s e f f e c t s t t l t u d e s 
i n o n l y one d i r e c t i o n . S upport I s o f f e r e d t h a t p r i m a r i l y 
the m o t i v a t o r s b r i n g about s u p e r i o r p e r f o r m a n c e . 

A l t h o u g h t h e r e s p o n d e n t * were e q u a l l y a a t i s f i e d w i t h 
b o t h t h e m o t i v a t o r and h y g i e n e as p e c t s o f t h e i r Jobs, 
the n o t l v a t o r s contr'.b^Leo s i g n i f i c a n t l y more to o v e r a l l 
Job s a t i s f a c t i o n t h a n d i d the h y g i e n e s . 

More m o t i v s t o r s t h s n hygienes were used t o d e s c r i b e 
b o t h Job s i t u a t i o n s . Concludes t h a t b o t h m o t i v a t o r s 
and h y g i e n e * can be sources o f Job s a t i s f a c t i o n and 
Job d i s s a t i s f a c t i o n . 
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a t t r a c t i v e to a person j u s t about to enter the labor market are analogous or 
i d e n t i c a l to those who ( s i c ) make i t a t t r a c t i v e to i t s occupant." 

E f f e c t s of S p e c i f i c Factors on S a t i s f a c t i o n as a 
Dependent Variable 

Wages. I n h i s review, Vroom discusses the e f f e c t s on job s a t i s f a c t i o n 
of s upervision, work group, job content, promotional o p p o r t u n i t i e s , hours of 
work, and wages. Experimental (as opposed to survey) data on the e x t r i n s i c 
f a c t o r of wages i s of s p e c i a l i n t e r e s t since several recent f i n d i n g s are not 
i n accordance w i t h "common sense." For example, under c e r t a i n work and 
commitment c o n d i t i o n s , dissonance theory (Festinger, 1957, and Brehm and Cohen, 
1962) p r e d i c t i o n s i n d i c a t e greater s a t i s f a c t i o n and/or performance to be 
associated w i t h i n e q u i t a b l e l e v e l s of pay. Adams (1964) and Athanasiou (1965) 
have i n v e s t i g a t e d such hypotheses and found evidence supporting a dissonance 
theory i n t e r p r e t a t i o n . Much of the evidence attempting to r e l a t e wage l e v e l s 
to s a t i s f a c t i o n i s c o n f l i c t i n g and confusing. Higher wage l e v e l s are f r e 
q u e ntly associated w i t h f a c t o r s such as experience, job l e v e l , p r o d u c t i v i t y , 
e t c . , which may also have an e f f e c t on s a t i s f a c t i o n . 

The most cautious statement one may make i s t h a t many executives and 
economists may overestimate the s i g n i f i c a n c e of wages and t h a t many s o c i a l 
s c i e n t i s t s may underestimate t h e i r importance. The c o n t r i b u t i o n made by 
wages to s a t i s f a c t i o n (or lack of d i s s a t i s f a c t i o n ) may depend on such f a c t o r s 
as t h e i r l e v e l i n r e l a t i o n to l i v i n g standards, t h e i r l e v e l compared w i t h 
the l e v e l f o r other s i m i l a r jobs and persons, and t h e i r l e v e l i n r e l a t i o n to 
other needs such as s e c u r i t y , etc. The data a v a i l a b l e on wages and s a t i s 
f a c t i o n do not permit an analysis encompassing a l l the f a c t o r s mentioned 
above. One frequent f i n d i n g which may shed a ray of l i g h t on the problem i s 
the observation that wages are f r e q u e n t l y rated low on a l i s t of job s a t i s -
f i e r s but high on a l i s t of d i s s a t i s f i e r s . One can only speculate as to the 
e f f e c t which something such as a guaranteed minimum income might have on 
s a t i s f a c t i o n or d i s s a t i s f a c t i o n . 

Supervisory S t y l e . The search f o r a simple u n i t a r y r e l a t i o n s h i p between 
s t y l e s of supervision and job s a t i s f a c t i o n seems u n l i k e l y to be ended i n the 
near f u t u r e . There i s r e a l l y no reason to assume t h a t such a r e l a t i o n s h i p 
should e x i s t , a l b e i t i n our c u l t u r e i m p l i c i t value judgments are made regard
i n g the value of p a r t i c i p a t i v e democratic supe r v i s i o n . I t seems reasonable 
to suppose t h a t d i f f e r e n t modes of supervision should be r e q u ired f o r d i f f e r e n t 
j obs. S c i e n t i s t s i n a research o r g a n i z a t i o n might be most s a t i s f i e d under a 
l a i s s e z - f a i r e system while c o n s t r u c t i o n workers might not. Vroom c i t e s a 
study by Baumgartel (Vroom, 1964, p. 115) which i n d i c a t e d t h a t s c i e n t i s t s 
under d i r e c t i v e leadership had less p o s i t i v e a t t i t u d e s toward t h e i r d i r e c t o r 
than those operating under l a i s s e z - f a i r e or p a r t i c i p a t i v e s t y l e s . The a t t i 
tudes of the l a t t e r two groups were mixed. 

Without attempting to d u p l i c a t e Vroom's extensive review of the l i t e r a 
t u r e regarding supervision and s a t i s f a c t i o n , i t i s probably reasonable to 
say t h a t the type of supervision which w i l l produce the most s a t i s f a c t i o n i n 
a given group of workers i s one which i s keyed to the nature o f the j o b , the 
needs and p e r s o n a l i t i e s of the workers, and the p e r s o n a l i t i e s of the managers. 
To say t h a t p a r t i c i p a t i v e management or high c o n s i d e r a t i o n management or 
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democratic supervision i s always best extends conclusions f a r beyond a v a i l a b l e 
data. 

Group E f f e c t s . Work group e f f e c t s i n v o l v i n g degree of i n t e r a c t i o n , 
group cohesion, and goal interdependence have long been recognized as important 
v a r i a b l e s i n production as w e l l as i n s a t i s f a c t i o n studies. Regardless of the 
l e v e l of morale or s a t i s f a c t i o n , a cohesive group w i l l be productive only i f 
the group's goals include a high production l e v e l . The i n t e r a c t i o n e f f e c t i s 
dependent i n part on group s i z e , and several studies have i n d i c a t e d that large 
work groups f r e q u e n t l y have lower morale and cohesiveness than smaller groups. 
Vroom covers many of the studies i n t h i s area and the i n t e r e s t e d reader i s 
r e f e r r e d to h i s exce1lent t e x t f o r f u r t h e r i n f o r m a t i o n . 

Job Content. Job content f a c t o r s have been the source of considerable 
i n t e r e s t f o r an extended period of time. The e s s e n t i a l l y v i s c e r a l r e a c t i o n 
most i n d u s t r i a l psychologists d i s p l a y toward the dehumanizing e f f e c t of the 
assembly l i n e i s echoed i n the many p o l l s and studies i n v e s t i g a t i n g workers' 
a t t i t u d e s toward "the l i n e . " Chase (1962) summarizes the r e s u l t s of a survey 
i n a Connecticut automobile assembly p l a n t : 

The survey showed, too, t h a t the men hated being paced by a 
machine rather than by t h e i r own working rhythm.,..Many said 
t h a t they were bored to the l i m i t of endurance. "The j o b i s 
so sickening, day i n and day out plugging i n i g n i t i o n wires. 
I get through one motor, t u r n around, and there's another 
motor s t a r i n g me i n the face." ...The men said they had no 
chance to develop personal s k i l l s , and t h i s made them f e e l 
s t u p i d and i n f e r i o r . 

The men interviewed i n t h i s study c i t e d by Chase had few grievances 
a g a i n s t the equipment, p l a n t , supervision or working conditions--but many 
hated the i r job.' Find ings such as the se tend to support the Herzberg theory 
t h a t job context f a c t o r s cannot create s a t i s f a c t i o n i f there i s a d e f i c i t 
of j o b content f a c t o r s . 

The r e l a t i o n between s a t i s f a c t i o n and job content i s , of course, more 
e a s i l y described i n the non-technical manual job . There i s considerable 
evidence, however, suggesting t h a t the same r e l a t i o n e x i s t s i n higher l e v e l 
and managerial jobs. The issue of s e l f - a c t u a l i z a t i o n i s one which crosses 
h i e r a r c h i c a l d i v i s i o n s and s o c i a l classes. Furthermore, the capacity f o r 
s e l f - a c t u a l i z a t i o n i s a f u n c t i o n of both the job and the worker. I n an 
economy such as our at present, i n which s a t i s f a c t i o n of the great m a j o r i t y 
of our p h y s i o l o g i c a l and s a f e t y needs are met, the importance of higher 
order needs such as s e l f esteem, autonomy, and s e l f - a c t u a l i z a t i o n becomes 
g r e a t e r . I t i s c e r t a i n l y greater now than i t was i n e i t h e r the Depression 
or Recovery periods of the 1930's and 40's. 

I t may be that the nature of the job should not be emphasized to the 
e x c l u s i o n of the c o n s i d e r a t i o n of p e r s o n a l i t y f a c t o r s . Fournet, et a l . 
(1966) p o i n t _ o u t that while " . . . r e p e t i t i v e n e s s provides the o p p o r t u n i t y f o r 
boredom..../whether/ the i n d i v i d u a l worker becomes bored w i t h a r e p e t i t i v e 
j o b , however, depends on h i s resources f o r counteracting monotony w i t h i n 
h i m s e l f . " 
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O r g a n i z a t i o n a l S t r u c t u r e Variables 

Porter and Lawler (1965) have emphasized several new dimensions t o 
the study of a t t i t u d e s i n i n d u s t r i a l s e t t i n g s . Almost without exception the 
studies and review a r t i c l e s c i t e d p r e v i o u s l y have l a r g e l y ignored s t r u c t u r a l 
v a r i a b l e s i n the employing f i r m and t h e i r r e l a t i o n s to employee a t t i t u d e s . 
I n t h e i r d iscussion of these v a r i a b l e s , Porter and Lawler (p. 24) d e f i n e 
s t r u c t u r e " . . . t o mean the p o s i t i o n s and parts of organizations and t h e i r 
systematic and r e l a t i v e l y enduring r e l a t i o n s h i p s to each other." They r e f e r 
" . . . t o the formal s t r u c t u r e or organizations as might be i n d i c a t e d . . . i n the 
formal 'organization c h a r t . ' " Seven s t r u c t u r a l p r o p e r t i e s are discussed as 
"independent v a r i a b l e s , " namely: 

Sub-organization p r o p e r t i e s 

1) Organizational l e v e l s 
2) Line and s t a f f h i e r a r c h i e s 
3) Span of c o n t r o l 
4) Size: subunits 

T o t a l - o r g a n i z a t i o n p r o p e r t i e s 

5) Size: t o t a l organizations 
6) Shape: t a l l or f l a t 
7) Shape: c e n t r a l i z e d or d e c e n t r a l i z e d 

The f i r s t four are i n t r a - o r g a n i z a t i o n a l while the l a s t three are i n t e r -
o r g a n i z a t i o n a l v a r i a b l e s . The seven v a r i a b l e s are not n e c e s s a r i l y independent 
though they have t y p i c a l l y been i n v e s t i g a t e d separately. 

Porter and Lawler note t h a t there i s s u f f i c i e n t evidence to suggest 
t h a t o r g a n i z a t i o n a l l e v e l has a recognizable e f f e c t on morale. "Recent 
st u d i e s . . . seem to be nearly unanimous i n concluding t h a t job s a t i s f a c t i o n or 
morale does increase monotonically w i t h increasing l e v e l s of management, and 
t h a t t h e r e f o r e middle managers are more s a t i s f i e d than those below them i n 
the o r g a n i z a t i o n but less s a t i s f i e d than those above." Porter's own work 
(1962, 1963) tends to confirm t h i s statement and shows t h a t the p a t t e r n of 
needs and motives which comprise the p o t e n t i a l f o r job s a t i s f a c t i o n v a r i e s 
w i t h management l e v e l . A fourteen country study of managerial a t t i t u d e s 
by Haire, G h i s e l l i and Porter ( c i t e d i n Porter and Lawler, 1965) gives an 
i n d i c a t i o n t h a t the general p a t t e r n of greater s a t i s f a c t i o n w i t h i n c r e a s i n g 
o r g a n i z a t i o n l e v e l holds true on an i n t e r n a t i o n a l basis as w e l l . 

Other a t t i t u d e s showing changes w i t h o r g a n i z a t i o n a l l e v e l are inner-
directedness (Porter and Henry, 1964) and Fleishman's (1953) c o n s i d e r a t i o n -
s t r u c t u r e f a c t o r s . As one progresses higher i n the o r g a n i z a t i o n greater 
emphasis seems to be put on inner-directedness and the i n i t i a t i o n of s t r u c t u r e 

With regard to l i n e - s t a f f h i e r a r c h i e s , P o r t e t and Lawler r e p o r t t h a t 
a v a i l a b l e data confirm the reasonable expectations t h a t people i n l i n e 
p o s i t i o n s experience greater s a t i s f a c t i o n and t h a t persons i n s t a f f p o s i t i o n s 
r e p o r t a greater emphasis on o t h e r - d i r e c t e d t r a i t s . A f i n d i n g by Dalton 
( c i t e d by Porter and Lawler) supports the r e l a t i o n mentioned e a r l i e r between 
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turnover and s a t i s f a c t i o n . "...Dalton found that s t a f f managers i n three 
p l a n t s had a turnover r a t e between two and four times t h a t of l i n e managers." 

With some re s e r v a t i o n s concerning methodology and subject s e l e c t i o n , 
P o r t e r and Lawler contend " . . . t h a t subunit size i s s i g n i f i c a n t l y r e l a t e d t o 
d i f f e r e n c e s i n job a t t i t u d e s . The evidence i s strong t h a t workers i n small 
departments and work groups are b e t t e r s a t i s f i e d than workers i n large de
partments and work groups...." I t i s i n t e r e s t i n g to note that the prepon
derance of studies c i t e d by the authors show a p o s i t i v e r e l a t i o n between 
subunit size and accidents, absences, and turnover while at the same time 
showing a negative r e l a t i o n between subunit size and job s a t i s f a c t i o n . I t 
i s n o t possible, however, to determine from these data the r e l a t i o n between 
s a t i s f a c t i o n and the l a t t e r three v a r i a b l e s . 

The data a v a i l a b l e on the e f f e c t of t o t a l o r g a n i z a t i o n size do not 
demonstrate a very clear r e l a t i o n s h i p between a t t i t u d e s and gross size. 
Major f a c t o r s i n t h i s lack of c l a r i t y are the contaminating e f f e c t s of sub-
u n i t size and changing patterns of a t t i t u d e s between management l e v e l s -
f a c t o r s which none of the studies c o n t r o l l e d . Nevertheless, Porter and Lawler 
c i t e a few studies which show some i n d i c a t i o n s t h a t s a t i s f a c t i o n i s n e g a t i v e l y 
r e l a t e d to size and t h a t , contrary to popular stereotype, "large companies 
place no more emphasis, perhaps even less, on conforming, organization-man 
type behavior than do small companies." 

The t a l l - f l a t shape v a r i a b l e i s d i s t i n g u i s h e d r e l a t i v e to the size of 
the o r g a n i z a t i o n . An o r g a n i z a t i o n having a large number of l e v e l s i n r e l a t i o n 
to i t s size i s regarded as " t a l l . " One having few management levels r e l a t i v e 
to i t s size i s considered " f l a t . " Here again, Porter and Lawler p o i n t out 
t h a t there i s a p a u c i t y of i n f o r m a t i o n but a wealth of p o t e n t i a l hypotheses. 
They c i t e some evidence which i n d i c a t e s t h a t managers i n small f l a t companies 
show greater s a t i s f a c t i o n than those i n t a l l small companies. I n larger 
companies (over 5000 employees) the r e l a t i o n between t a l l n e s s , f l a t n e s s , and 
s a t i s f a c t i o n i s equivocal, though p o s s i b l y the reverse of the small companies. 
I t seems that f l a t s t r u c t u r e s are more able to provide s a t i s f a c t i o n i n the 
area of s e l f - a c t u a l i z a t i o n and t a l l ones i n the area of s e c u r i t y and s o c i a l 
need s. 

The l a s t v a r i a b l e discussed by Porter and Lawler i s t h a t of shape on 
the basis of c e n t r a l i z a t i o n - d e c e n t r a l i z a t i o n . As w i t h some of the other 
v a r i a b l e s , the r e l a t i o n w i t h a t t i t u d e s i s f a r from being clear cut. I t i s 
the present w r i t e r ' s opinion that s a t i s f a c t i o n w i t h one's job i n e i t h e r a 
c e n t r a l i z e d or decentralized o r g a n i z a t i o n i s more a f u n c t i o n of p e r s o n a l i t y 
than anything else. Other authors have noted t h a t i t would not be unreasonable 
to expect a u t h o r i t a r i a n s to enter bureaucratic ( c e n t r a l i z e d ) organizations and 
be q u i t e happy there, whereas i n d i v i d u a l s lower i n a u t h o r i t a r i a n i s m would seek 
employment i n other types of f i r m s . 

Fleishman (1963) has commented on a study by L i t z i n g e r (1963) i n which 
bank managers employed by decentralized banks had higher consideration scores 
on the Leadership Opinion Questionnaire than t h e i r counterparts i n c e n t r a l i z e d 
banks. However, there was no d i f f e r e n c e i n t h e i r respective s t r u c t u r e score s. 
Fleishman closes h i s r e p o r t w i t h the statement, "Whether t h i s . . . i s a r e s u l t 
of the o r g a n i z a t i o n a l s i t u a t i o n , or whether managers possessing these t r a i t s 
tend to be selected f o r such decentralized operations i s not yet known." 
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At the 1966 meetings of the American Psychological Association, Porter 
and Lawler o f f e r e d the t e n t a t i v e scheme i n Figure 1 as a model summarizing 
the psychological f a c t o r s l i k e l y t o a f f e c t job s a t i s f a c t i o n . The worker's 
job e f f o r t i s seen as dependent on both the value of rewards ( i n t r i n s i c or 
e x t r i n s i c ) t h a t are important to him and the p r o b a b i l i t y that h i s e f f o r t s 
w i l l gain him s a t i s f a c t o r y rewards. I n d i v i d u a l performance i s then determined 
by the r e s u l t i n g e f f o r t the i n d i v i d u a l puts i n on the job along w i t h the 
worker's l a t e n t a b i l i t i e s and h i s perception of h i s r o l e i n the work process. 
Performance then leads to i n t r i n s i c or e x t r i n s i c rewards (or lack of them) 
which when matched w i t h the rewards the worker expects from h i s e f f o r t s 
determines h i s degree of s a t i s f a c t i o n . This last' step, of course, involves 
the i n d i v i d u a l ' s perception of h i s environment and the p o s s i b i l i t y t h a t 
workers can be d i s s a t i s f i e d f o r the sole reason t h a t they are not doing as 
w e l l as other people they regard as t h e i r equals ( c a l l e d " r e l a t i v e depriva
t i o n " by the s o c i a l p s y c h o l o g i s t s ) . Previous research r e l a t i n g job s a t i s 
f a c t i o n t o expectation l e v e l s i s comprehensively summarized by K a t z e l l 
(1963). While the Porter and Lawler model i s admittedly s t i l l i n the 
e x p l o r a t o r y stage, i t o f f e r s a c r e a t i v e synthesis of the f a c t o r s a f f e c t i n g 
s a t i s f a c t i o n t h a t w i l l undoubtedly advance f u t u r e research. 

S a t i s f a c t i o n as an Independent Variable 

So long as the question of what gives r i s e to job s a t i s f a c t i o n i s not 
completely answered, one might w e l l ask what evidence e x i s t s of the e f f e c t s 
of j o b s a t i s f a c t i o n or d i s s a t i s f a c t i o n . Vroom (op. c i t . ) discusses the r e l a 
t i o n of job s a t i s f a c t i o n t o absences, performance, turnover and accidents. 
As i s f r e q u e n t l y noted, the weakest r e l a t i o n i s found between performance and 
s a t i s f a c t i o n . Being mindful of the sometimes f o r g o t t e n caveat t h a t c o r r e l a 
t i o n s do not i n f e r cause and e f f e c t r e l a t i o n s h i p s , Vroom notes that accidents 
may cause d i s s a t i s f a c t i o n r a t h e r than the other way around. One might also 
consider t h a t both accidents and d i s s a t i s f a c t i o n are caused by s t i l l another 
f a c t o r (such as working c o n d i t i o n s ) and so i n r e a l i t y are ca u s a l l y independent 
of each other. 

The strongest r e l a t i o n s h i p s have been found between job s a t i s f a c t i o n and 
absences and turnover. The most uniform finding-has been t h a t of a negative 
c o r r e l a t i o n between s a t i s f a c t i o n and frequency of i n c i d e n t a l absence. Some 
f i n d i n g s i n t h i s area have been clouded by the use of the group approach, 
i . e . , c o r r e l a t i n g average group morale w i t h average group absence. A prefera
ble (and probably more meaningful) approach from the psychological p o i n t of 
view i s to c o r r e l a t e i n d i v i d u a l s a t i s f a c t i o n scores w i t h i n d i v i d u a l absence 
r a t e s . However, as noted e a r l i e r , the problem of anonymity and the possible 
consequences of i t s v i o l a t i o n may m i t i g a t e the value of t h i s approach. 

Various studies have used d i f f e r e n t breakdowns of the population under 
s c r u t i n y , and i t i s therefore d i f f i c u l t to make accurate comparisons of studies 
a p p a r e n t l y dealing w i t h the same v a r i a b l e s . Metzner and Mann (1953) found 
sex, nature of j o b , status of j o b , and s k i l l l e v e l t o be f a c t o r s i n deter
m i n i n g the r e l a t i o n between a t t i t u d e s and absence. S p e c i f i c a l l y , no r e l a t i o n 
was found among white c o l l a r women between absences and a t t i t u d e s . This may
be due to the i n t e r i m nature of many women's employment or the p o s s i b i l i t y 
t h a t unique p r o p e n s i t i e s cause women's absence r a t e s . One might hypothesize 
t h a t older women and career women would tend to re a c t i n e s s e n t i a l l y the same 



manner as men. I n the above mentioned study, low l e v e l white c o l l a r and 
blue c o l l a r men demonstrated an inverse r e l a t i o n between frequency of absences 
and job a t t i t u d e s . The d u r a t i o n of absence d i d not account f o r as much variance 
as d i d the frequency. 

I n recent years the h i r i n g of new college g r a d u a t e s — e s p e c i a l l y engineers--
has reached a l e v e l and stage of competition r e q u i r i n g large expenditures of 
time and money by contending f i r m s . I n consequence, at the time of h i r i n g 
many f i r m s have b u i l t up an investment of thousands of d o l l a r s i n each new 
employee. Frequently, however, these new employees w i l l stay on the j o b less 
than three years. Lopez (1965) r e p o r t s a o n e - t h i r d turnover of management 
tr a i n e e s and adds the comment, "Trainees were most l i k e l y to r e s i g n i n t h e i r 
t h i r d year of employment and were f a r less l i k e l y to leave before or a f t e r 
t h a t time." Meyer (1962), i n a study of engineering h i r i n g , r e p o r t s t h a t 
47 percent had l e f t w i t h i n a seven year period. I n another f i r m , n e a r l y 
t w o - f i f t h s of management tra i n e e s were reported to have l e f t w i t h i n three 
years (Athanasiou, 1965). 

While i t i s not unreasonable to expect high turnover during periods of 
high employment, nonetheless t h i s circumstance i s expensive to both the f i r m 
and the employee. This i s e s p e c i a l l y true when one considers the charac
t e r i s t i c s of those who leave. Compared w i t h those who stay, the " l e a v e r s " 
are f r e q u e n t l y described as more aggressive, independent, e x t r a v e r t e d , 
i n t e l l e c t u a l (as opposed to pragmatic), o r i g i n a l , and a r t i s t i c . The stayers, 
on the other hand, are described as acquiescent, conforming, r e a l i s t i c , 
sincere and married (see Meyer, 1962 and Lopez, 1965 f o r a more complete 
d e s c r i p t i o n ) . The reason f o r leaving seems more o f t e n than not to be job 
d i s s a t i s f a c t i o n - - p a r t i c u l a r l y i n the areas of s e l f - a c t u a l i z a t i o n and autonomy. 
Porter (1962) has reported t h a t lower and lower-middle managers rank the 
s a t i s f a c t i o n of these two needs as the most d e f i c i e n t - - t h o u g h he does not 
r e l a t e these d e f i c i e n c i e s to turnover or d i s s a t i s f a c t i o n . Both Lopez and 
Meyer conclude t h e i r r e p o r t s w i t h the suggestion t h a t improved u t i l i z a t i o n 
of manpower t a l e n t should be achieved through the p r o v i s i o n of s a t i s f y i n g 
j o b experiences. 

H u l i n (1966) has published a study i n which the Job D e s c r i p t i o n Index 
(see Chapter 5) was administered to 350 female c l e r i c a l employees. A f t e r a 
lapse of f i v e months the JDI scores of those g i r l s i n the o r i g i n a l sample 
who had q u i t were compared w i t h those who remained. Job s a t i s f a c t i o n scores 
showed a s i g n i f i c a n t r e l a t i o n s h i p to turnover even a f t e r an extended period 
of seven more months. The r e s u l t s of t h i s study demonstrate the value of the 
i n d i v i d u a l (versus group) approach and ind i c a t e t h a t turnover can be pre-
d i c t e d from knowledge of job s a t i s f a c t i o n — a t l e a s t among female c l e r i c a l 
employees i n a short labor market. The previous chapter by Robinson also 
presents some data r e l a t i n g to the use of s a t i s f a c t i o n measures i n p r e d i c t i n g 
turnover. 

Future studies of the r e l a t i o n between s a t i s f a c t i o n and turnover 
probably should consider such f a c t o r s as sex, job l e v e l , c o n d i t i o n of the 
labor market and other extraneous f a c t o r s on which i n f o r m a t i o n i s e a s i l y 
obtained ( c f . H u l i n , I b i d . ) . S a t i s f a c t i o n scores and re-enlistment r a t e s 
i n the armed forc e s , Peace Corps, e t c . , should also provide u s e f u l data. 



Common sense sugge sts tha t there should be a p o s i t i v e re l a t i o n be tween 
job s a t i s f a c t i o n and job performance. Yet, i n f a c t , there i s no simple r e l a 
t i o n . I t may be th a t workers show high s a t i s f a c t i o n because t h e i r performance 
i s h i g h , or they may be more s a t i s f i e d w i t h low production i f the group norm 
f a v o r s such a l e v e l . Vroom (1964, p. 184-185) c i t e s the r e s u l t s of twenty 
st u d i e s which show c o r r e l a t i o n s between s a t i s f a c t i o n and production v a r y i n g 
from -.31 to +.86. More than t h r e e - f o u r t h s of the c o e f f i c i e n t s are less 
than +.21. Since no one has seen f i t to pu b l i s h a j o u r n a l of n o n s i g n i f i c a n t 
r e s u l t s , i t i s q u i t e possible t h a t there are innumerable studies r e p o r t i n g 
no r e l a t i o n between s a t i s f a c t i o n and performance which w i l l never see the 
l i g h t of day. 

In summary, Vroom (p. 187) notes t h a t , 

The absence of a marked or cons i s t e n t c o r r e l a t i o n between job 
s a t i s f a c t i o n and performance casts some doubt on the g e n e r a l i t y 
or i n t e n s i t y of e i t h e r e f f e c t s of s a t i s f a c t i o n on performance 
or performance on s a t i s f a c t i o n . I t also suggests t h a t the 
condit i o n s which determine a person's l e v e l of job s a t i s f a c t i o n 
and h i s l e v e l of job performance are not i d e n t i c a l . Some con
d i t i o n s may produce high s a t i s f a c t i o n and low performance, 
others low s a t i s f a c t i o n and high performance, and s t i l l others 
high s a t i s f a c t i o n and high performance or low s a t i s f a c t i o n and 
low performance. 

The Use of Occupational I n t e r e s t I n v e n t o r i e s 

A seldom surveyed corner of the job s a t i s f a c t i o n - m o r a l e s t r u c t u r e con
t a i n s the idea of occupational choice and such instruments as the Strong 
V o c a t i o n a l I n t e r e s t Blank and the Kuder Preference Record. "A score on an 
occupational scale of the (Strong) Vocational I n t e r e s t Blank expresses the 
e x t e n t to which a person possesses l i k e s and d i s l i k e s which d i s t i n g u i s h 
members of th a t occupational group from men and women i n general," (Strong, 
1959.) I t f o l l o w s t h a t the more " l i k e s " and fewer " d i s l i k e s " a person 
a c t u a l l y encounters i n h i s job the more s a t i s f i e d he w i l l be. 

Cronbach (1960) has noted t h a t "Strong's keys are not confined to vo
c a t i o n a l i n t e r e s t s . . . . I n p r i n c i p l e , the t e s t could also be keyed to give an 
i n d i r e c t measure of scho l a s t i c a p t i t u d e , of neurotic tendency, or even of 
soundness of f i n a n c i a l c r e d i t . " A simple extension of t h i s p r i n c i p l e would 
a l l o w scoring the SVIB f o r s e l e c t i o n , assignment, or an index of job s a t i s 
f a c t i o n . Most of the present Strong keys, and ther e f o r e the items, are r e 
l a t e d to p r o f e s s i o n a l , semi-professional, or h i g h l y s k i l l e d occupations. A 
few exceptions are the low s k i l l l e v e l keys f o r farmer, carpenter, e t c . 
Due t o t h i s g e n e r a l l y middle and upper class c h a r a c t e r i s t i c of the t e s t , i t 
may not be d i r e c t l y applicable across a l l occupational groupings. The Kuder 
Preference Record i s thought to be somewhat be t t e r i n t h i s respect. 

For s e l e c t i o n purposes, a f i r m might devise a scoring key based on the 
l i k e s and d i s l i k e s of i t s happier and/or more productive employees. For 
i n t e r n a l purposes, a content and f a c t o r analysis of scores of contrasted 
groups of s a t i s f i e d and n o n - s a t i s f i e d employees could y i e l d valuable i n s i g h t s 
to management regarding the c o n d i t i o n s , wants, e t c . , associated w i t h 
s a t i s f a c t i o n . 



However, one problem (or advantage) i n using occupational i n t e r e s t 
i n v e n t o r i e s f o r s e l e c t i o n or s a t i s f a c t i o n measurement instruments i s t h e i r 
lack of face v a l i d i t y . While such a c o n d i t i o n increases the d i f f i c u l t y of 
" f a k i n g good" i t simultaneously tends to reduce the layman's confidence i n 
the instrument. One can e a s i l y imagine the r e a c t i o n of an app l i c a n t f o r an 
engineering sales job upon being asked to i n d i c a t e h i s l i k i n g or d i s l i k i n g 
f o r "fashionably dressed people; c a r e l e s s l y dressed people; people who don 11 
believe i n e v o l u t i o n ; s o c i a l i s t s ; B o l s h e v i s t s . " While psychologists recog
nize t h a t responses to these items are only p a r t of a la r g e r p a t t e r n and do 
not i n themselves y i e l d any i n f o r m a t i o n , i t i s d i f f i c u l t t o e x p l a i n the use 
of such questions to the layman t a k i n g the t e s t . The e t h i c a l i t y of such an 
approach to s e l e c t i o n , e t c . , i s a t o p i c of considerable c o n t i n u i n g debate as 
i s the use of " d i r e c t i o n of perception" type scales. 

The Kuder Preference Record i s an inv e n t o r y somewhat d i f f e r e n t from the 
SVIB but i t may be used i n a s i m i l a r manner. "Despite..-differences i n 
i n i t i a l conception,..the i n v e n t o r i e s have converged on much the same s o r t 
of measurement._ Through f a c t o r analysis of Strong keys and through case 
studies, i t / i s / . . . possible to t r a n s l a t e SVIB occupational scores i n t o 
t r a i t d e s c r i p t i o n . Through use of_ regression equations and p r o f i l e s of 
occupational groups, Kuder / t r a i t / scores can i d e n t i f y occupational cate
gories i n t o which people f i t . " (Cronbach, 1962.) 

The p o t e n t i a l user should i n v e s t i g a t e the u t i l i t y of each of these 
i n v e n t o r i e s . The v a l i d i t y and r e l i a b i l i t y studies on the SVIB are phenomenal 
and unequaled i n the f i e l d . The Kuder, on the other hand, has somewhat 
greater face v a l i d i t y and may prove easier to use i n a counseling context. 

The Job Analysis and I n t e r e s t Measurement (see Chapter 13) i s an i n s t r u 
ment whose aim i s s i m i l a r t o the Strong and Kuder but Whose approach i s d i f 
f e r e n t . This inventory attempts to derive a set of concepts, scales, scores, 
e t c . , which describe both the job and the i n d i v i d u a l who f i t s the j o b . 

I n our so c i e t y nearly every job c a r r i e s w i t h i t a c e r t a i n set of be
h a v i o r a l and p e r s o n a l i t y requirements which are not always i n obvious asso
c i a t i o n w i t h the performance of the job i t s e l f . " I n d i v i d u a l s b r i n g to the 
job basic o r i e n t a t i o n s and s t r a t e g i e s and behavioral s t y l e s which are ways of 
org a n i z i n g a c t i o n i n t o t y p i c a l or p r e f e r r e d ways of responding to or applying 
power, ways of o b t a i n i n g s a t i s f a c t i o n s or avoiding dangers, and ways of using 
mental, p h y s i c a l , and energy resources over a period of time." (JAIM manual 
supplement.) When the job ' s requirements and the i n d i v i d u a l 1 s s t y l e are i n 
phase i t i s l i k e l y t h a t , other things being equal, he stands a b e t t e r chance 
of doing w e l l or succeeding at the job than the person whose behavioral s t y l e 
i s a n t a g o n i s t i c to the job requirements. 

This idea i s not unknown i n the popular concept of assigning c e r t a i n 
p e r s o n a l i t i e s to c e r t a i n occupations. For example, the popular conception 
of the type of p e r s o n a l i t y required of a t r u c k d r i v e r i s q u i t e d i f f e r e n t from 
t h a t thought to be t y p i c a l of a poet. The i n d u s t r i a l a p p l i c a t i o n of psycho
me t r i c instruments which touch on p e r s o n a l i t y c h a r a c t e r i s t i c s has not, however, 
met w i t h wide acceptance or approval. The JAIM, on the other hand, i s not a 
p e r s o n a l i t y instrument o f the same genre as the MMPI. I t has greater face 
v a l i d i t y than the MMPI and would probably not appear t h r e a t e n i n g to a normal 



person. The JAIM i s an experimental instrument which may prove useful i n 
occupational counseling, improving job s a t i s f a c t i o n , personnel s e l e c t i o n , 
and assignment, i f c a r e f u l l y and p r o f e s s i o n a l l y used. 

The Gordon Personal Inventory (GPI) i s an instrument which i s somewhat 
s i m i l a r i n character to the JAIM. That i s , i t i s an instrument which taps 
p e r s o n a l i t y c h a r a c t e r i s t i c s supposedly r e l a t e d to job content. The GPI, 
however, seems to t h i s reviewer to hold less promise than the JAIM. The 
GPI 1 s four scales—Cautiousness, O r i g i n a l t h i n k i n g , Personal r e l a t i o n s , and 
Vigor--show moderate i n t e r c o r r e l a t l o n s which are f r e q u e n t l y as high or higher 
than the instrument's claimed v a l i d i t y c o e f f i c i e n t s , and the r e p e t i t i v e s c o r i 
of a s i n g l e item f o r the four scales tends to reduce the value of analysis of 
one person's scores across the four areas. The GPI's use of a forced choice 
format i s commendable but the number of items (20 t e t r a d s ) may be too sma11 
f o r the type of e m p i r i c a l item analysis needed f o r d i s c r i m i n a t i o n w i t h i n 
(or between) occupations. 

The items themselves are non-offensive, the t e s t manual i s of high 
q u a l i t y , and i f f u r t h e r p r e d i c t i v e v a l i d i t y studies are accomplished the GPI 
may prove to be a u s e f u l instrument. I n i t s present form, however, i t should 
be regarded as an experimental instrument and used w i t h more than the usual 
amount of caution i n a non-research s e t t i n g . 

Conclusions 

A f t e r a consideration of the problems, inadequacies and generally low 
p r e d i c t i v e capacity of a t t i t u d e measurement devices, one might l e g i t i m a t e l y 
q u e s t i o n why psychologists p e r s i s t i n attempting to "measure" a t t i t u d e s . One 
answer i s "...because they are t h e r e . " Another answer involves the b e l i e f 
t h a t what people "say" has (or should have) some r e l a t i o n to what they do. 
S t i l l another answer i s couched i n the terms, "To understand behavior we have 
to s t a r t somewhere and t h i s i s as good a place as any." 

A c t u a l l y , we attempt to study a t t i t u d e s i n order to v e r i f y the hypoth
eses t h a t 1) they are r e a l l y there, 2) that they have some r e l a t i o n to what 
people do, and 3) t h a t knowledge of a t t i t u d e s w i l l help us to understand 
behavior. C e r t a i n l y the data accumulated to date are d i s a p p o i n t i n g i n t h e i r 
f a i l u r e to demonstrate expected l e v e l of support f o r any of these three 
hypotheses. 

I n sum, then, on the subject of job s a t i s f a c t i o n and other job a t t i t u d e 
there seems to be s u f f i c i e n t evidence to support the f o l l o w i n g conclusions: 

1. Job s a t i s f a c t i o n i n i t s various forms shows a negative r e l a t i o n to 
absences, turnover and accidents. Cause and e f f e c t r e l a t i o n s have 
yet to be c l e a r l y established. 

2. There i s no clear r e l a t i o n of any s o r t between s a t i s f a c t i o n and 
a c t u a l job performance. 



A general concept of s a t i s f a c t i o n as e i t h e r a motivator or end 
state of need f u l f i l l m e n t has not been adequately developed; 
furthermore, the components of s a t i s f a c t i o n need to be more 
c l e a r l y d e l i n e a t e d . 

P e r s o n a l i t y f a c t o r s and o r g a n i z a t i o n a l v a r i a b l e s may a f f e c t the 
d i s t r i b u t i o n and type of a t t i t u d e s a v a i l a b l e f o r study. 

Methodological v a r i a t i o n s w i t h regard to survey versus e m p i r i c a l 
studies, v a l i d i t y of the c r i t e r i a and measurement devices, e t c . , 
makes comparison of studies extremely d i f f i c u l t . 
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5. GENERAL JOB SATISFACTION SCALES 

I t was somewhat of an a r b i t r a r y task to decide whether a p a r t i c u l a r 
instrument belonged i n t h i s s e c t i o n or whether i t would be b e t t e r covered i n 
the subsequent chapters e n t i t l e d "Job S a t i s f a c t i o n f o r P a r t i c u l a r Occupations", 
or " S a t i s f a c t i o n w i t h Specific Job Features", or "Concepts Related to Job 
Sa t i s f a c t i o n " . Nevertheless, we have attempted to d is t i nguish those 
p a r t i c u l a r instruments which c l e a r l y f a l l i n t o the l a t t e r categories, since 
we f e e l i t would be less accurate to c l a s s i f y them w i t h the instruments 
covered i n t h i s chapter than simply to cover them i n separate chapters. 
However, not a l l of the purported job s a t i s f a c t i o n scales reviewed i n t h i s 
chapter are r e a l l y comprehens ive genera I job s a t i s f a c t i o n scales as they are 
based on l i m i t e d occupational groups or job content coverage. 

Because of the wide v a r i e t y of s i t u a t i o n s i n which job s a t i s f a c t i o n data 
may be c o l l e c t e d , many reputable occupational research and c o n s u l t i n g firms 
do not p u b l i s h o v e r a l l s a t i s f a c t i o n scales, but r a t h e r draw from an accumulating 
pool of items tested i n previous studies. From t h i s item f i l e , they can 
c o n s t r u c t unique instruments r e l e v a n t to the p a r t i c u l a r workgroup or work 
problem w i t h which they are dealing. Included among organizations keeping 
such a f i l e are the I n d u s t r i a l Relations Center of the U n i v e r s i t y of Minnesota 
and Psychological Services of P i t t s b u r g h . The Organizational Behavior 
s e c t i o n of the I n s t i t u t e f o r Social Research has used hundreds of re l e v a n t 
questions over the years, but has attempted only sporadically to compile a 
c e n t r a l i z e d l i s t i n g of items. Science Research Associates i n Chicago, while 
keeping a large pool of items, also publishes the general SRA A t t i t u d e Survey, 
a worthwhile instrument which i s now being revised. As a supplementary service, 
SRA adds o p t i o n a l sections dealing w i t h p a r t i c u l a r aspects i n which a company 
may be i n t e r e s t e d . 

I t seems t h a t the measurement of job s a t i s f a c t i o n is attempted e i t h e r w ith 
one or two items on large samples or else w i t h r a t h e r complex instruments which 
attempt to examine a l l possible u n d e r l y i n g determinants of s a t i s f a c t i o n f o r 



smaller groups of people. The de c i s i o n of whether to use a s i n g l e question or 
a b a t t e r y of items should depend on what one hopes to learn from h i s study. 
There are numerous instances i n the l i t e r a t u r e of studies i n which the author 
o f f e r s as v a l i d a t i o n a l evidence f o r h i s ten to 30 item scale the f a c t t h a t 
scale scores c o r r e l a t e h i g h l y w i t h some s i n g l e item index of the c h a r a c t e r i s t i c 
p u r p o r t e d l y tapped by the scale. I f the examination of t o t a l scores i s as f a r 
as the researcher wishes to pursue analysis of h i s data, he might be b e t t e r 
advised to use the s i n g l e item index instead of wasting respondents' time and 
h i s own e f f o r t to compile scores on a l e n g t h i e r instrument. I f , on the other 
hand, he wants to examine various facets of job s a t i s f a c t i o n , he should use 
a longer instrument. Considerations about the optimal amount of i n f o r m a t i o n , 
type of i n f o r m a t i o n , e t c . , are best handled w i t h i n the Cronbach and Gleser 
framework, referenced i n Chapter 1 of t h i s volume. 

The d i f f e r e n t types of s i n g l e items, together w i t h some of t h e i r 
advantages and drawbacks,are discussed i n Chapter 3 (by Robinson). The reader 
may also want to check over the responses to open-ended questions contained 
i n the Robinson chapter to judge the adequacy w i t h which the longer research 
instruments exhaust the p o t e n t i a l sources of s a t i s f a c t i o n or d i s s a t i s f a c t i o n 
w i t h work. We recommend the use of one or two open-ended questions i n case 
a p a r t i c u l a r scale chosen from t h i s s e c t i o n does not tap the aspect of the job i n 
which the respondent i s most i n t e r e s t e d . A respondent^ choice of valued job 
features can be s u r p r i s i n g l y i d i o s y n c r a t i c . 

The f o l l o w i n g 13 instruments are reviewed i n d e t a i l below: 
1. Job D e s c r i p t i o n Index (Smith, et a l . 1965) 
2. Index of Job S a t i s f a c t i o n (Kornhauser 1965) 
3. Factors f o r Job S a t i s f a c t i o n and Job D i s s a t i s f a c t i o n (Dunnette. 

et a l . 1966) 
4. SRA (Employee) A t t i t u d e Survey (1951 and 196?) 
5. IRC Employee A t t i t u d e Scales (Carlson, et a l . 1962) 
6. Index of Employee S a t i s f a c t i o n (Morse 1953) 
7. Job S a t i s f a c t i o n Scale (Johnson 1955) 
8. Job Dimensions Blank (Schletzer 1965) 
9. Job S a t i s f a c t i o n Index ( B r a y f i e l d and Rothe 1951) 

10. Job S a t i s f a c t i o n (Hoppock 1935) 
11. Tear B a l l o t (Kerr 1948) 
12. Employee Morale Scale (Woods 1944) 
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13. Work S a t i s f a c t i o n and Personal Happiness ( N o l l and Bradburn 1968) 
Except f o r the l a s t scale, these instruments are l i s t e d i n rough order of me r i t . 
We w i l l now h i g h l i g h t some of the considerations used i n t h i s a p p r a i s a l , and 
o f f e r some b r i e f d e s c r i p t i v e comments. 

Some scales contained i n t h i s s ection manage an adequate coverage of the 
f i e l d w ithout r e q u i r i n g an excessive amount of the respondent's time. Of these 
few, the instrument which appears to us to have the best c r e d e n t i a l s i s the 
Job D e s c r i p t i o n Index. Lengthy, extensive and competent research went 
i n t o the c o n s t r u c t i o n of t h i s instrument, which has been administered to workers BMHHj 
at a l l o r g a n i z a t i o n l e v e l s on a nationwide basis. I n r e s e r v a t i o n , i t must be 
noted t h a t the scale may be subject to minor response set problems and th a t RBffHff?! 
only one of the f i v e job f a c t o r s covered i s " i n t r i n s i c " (see Chapter 3). While 
very impressive r e l i a b i l i t y and v a l i d i t y data are given f o r the instrument, norma
t i v e data (scale means and standard d e v i a t i o n s ) are a v a i l a b l e only from the authors. 
Correspondence w i t h the authors i s recommended before use of the Index, as 
they are i n t e r e s t e d i n extending t h e i r l i b r a r y of normative data. 

Kornhauser's Index of Job S a t i s f a c t i o n i s another s h o r t instrument which 
i n i t s present form was used i n survey s i t u a t i o n s but which may be modified to 
se l f - a d m i n i s t e r e d format. The Index has more than adequate v a r i e t y i n item format, 
a f e a t u r e seldom found i n j ob s a t i s f a c t i o n ins truments. Although the ques tions 
were designed f o r a b l u e - c o l l a r sample, they are s u f f i c i e n t l y representative and 
u n i v e r s a l to be used w i t h w h i t e - c o l l a r workers as w e l l . The major problem w i t h 
the instrument i s t h a t i t was based on a_ p r i o r i judgments and th a t no em p i r i c a l 
i t e m analyses or tes t s f o r homogeneity or r e l i a b i l i t y were reported to have been 
employed i n i t s c o n s t r u c t i o n . Some of the research f i n d i n g s suggest that i t has 
d e s i r a b l e v a l i d a t i o n a l q u a l i t i e s . 

The psychometric report card f o r an instrument devised by Dunnette, e_t a l . 
i s c a l l e d , f o r the sake of l a b e l l i n g , Factors f o r Job S a t i s f a c t i o n and Job 
D i s s a t i s f a c t i o n . The instrument i s not r e a l l y a job s a t i s f a c t i o n scale a t a l l 
but a series of d e s c r i p t i v e statements designed f o r experimental use w i t h Q-sort 
procedures. The items are w e l l - w r i t t e n , however, and an impressive amount o f 
s o l i d methodological research went i n t o t h e i r development ( i n c l u d i n g admirable 
attempts to c o n t r o l f o r s o c i a l d e s i r a b i l i t y ) . The instrument includes 12 
general areas of job s a t i s f a c t i o n and seems to cover t h i s aspect of a t t i t u d e 
measurement more s a t i s f a c t o r i l y than any other instrument we have reviewed. 
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Norms are a v a i l a b l e f o r s i x diverse w h i t e - c o l l a r occupational groups but only 
i n a t t i t u d e s toward s i n g l e s a t i s f y i n g or d i s s a t i s f y i n g i n c i d e n t s and not i n 
o v e r a l l j ob a t t i t u d e s . I t would seem worthwhile f o r some researcher to develop 
a forced-choice or r a t i n g scale format f o r these items to measure o v e r a l l j ob 
s a t i s f a c t i o n , and to c o l l e c t norms from b l u e - c o l l a r workers as w e l l . 

The SRA A t t i t u d e Survey, as mentioned above, i s now (1967) being revised. 
Previous manuals indicated t h a t researchers or firms using the instrument would 
be furnished w i t h great d e t a i l regarding the psychometric and norma t i v e data 
on each question used, an extremely valuable f e a t u r e . Researchers may look 
forward to the release of the new vers ion of t h i s ins trument. 

The I.R.C. Employee A t t i t u d e Scale, a descendant of the T r i p l e A u dit, has 
the b e n e f i t of years of competent cumulative research at the I n d u s t r i a l Research 
Center at the U n i v e r s i t y of Monnesota. The monograph which describes the 
seale reviewed here contains an impress ive amount of normat ive and compara t i v e 
data, as we 11 as ana l y t i c procedures of high q u a l i t y . However, there are 
l i t t l e , i f any, data bearing d i r e c t l y on the v a l i d i t y of the instrument. 
Furthermore, the scale i s not made a v a l l a b l e f o r genera 1 use by the I n d u s t r i a l 
Relations Center, as mentioned i n our opening remarks i n t h i s s e c t i o n . 

Morse's Index of Employee S a t i s f a c t i o n seems to be r e f l e c t i n g two f a c t o r s 
of s a t i s f a c t i o n r a t h e r than the four suggested i n the form of subscales. The 
major job s a t i s f a c t i o n dimension encompasses three of these subscales, which do 
have r a t h e r high i n t e r n a l consistency w i t h i n themselves. The f o u r t h scale 
measures pride i n one's work group, an apparently important v a r i a b l e according 
to the c o r r e l a t e s Morse presents. A major l i m i t a t i o n of the instrument i s 
t h a t i t was devised f o r a long i n t e r v i e w s i t u a t i o n and hence i s not d i r e c t l y 
adaptable to shorter se l f - a d m i n i s t e r e d s i t u a t i o n s . 

The value of Johnson's Job S a t i s f a c t i o n Scale i s considerably diminished 
by the r e s t r i c t e d , i f l a r g e , sample on which i t was developed and some question
able claims f o r v a l i d a t i o n t h a t are advanced. However, the scale possesses 
adequate item coverage, item wording, r e l i a b i l i t y and homogeneity and contains 
a number of i n t e r e s t i n g items that the researcher may want to examine. 

Schletzer's Job Dimensions Blank appears to cover a s u f f i c i e n t l y wide 
sample of job f a c t o r s . While good normative data are a v a i l a b l e , the Blank has 
been applied only to those i n p r o f e s s i o n a l occupations. One i n t e r e s t i n g feature 
of the Blank i s that the respondent i s t o l d to disregard i r r e l e v a n t items so 
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that h i s f i n a l score w i l l not be contaminated by them. Time r e s t r i c t i o n s 
preclude a more d e t a i l e d review of t h i s instrument, which i s described i n the 
author 1 s d i s s e r t a t i o n . 

The major advantage of B r a y f i e l d and Roche's Job S a t i s f a c t i o n Index i s that 
i t has been around longer, and perhaps used more, than most measures. The items 
are very general and c o n t e n t - f r e e , but do not allow the researcher to determine 
w i t h which aspects of the job the employee i s s a t i s f i e d or d i s s a t i s f i e d . Hence, 
one o r two general items may be as s u f f i c i e n t as the whole Index. A number o f 
u s e f u l s i n g l e items appear i n the o r i g i n a l Hoppock Job S a t i s f a c t i o n Blank 
devised i n 1935. The four major items, s u r p r i s i n g l y , are not as dated as one 
might expect and r e f l e c t not only the person's expressed s a t i s f a c t i o n but also 
how he f e e l s about his job compared to other jobs a v a i l a b l e to him or compared 
to jobs held by other people. However, evidence f o r r e l i a b i l i t y , homogeneity 
and v a l i d i t y i s e i t h e r s k e t c h i l y presented or not presented at a l l . 

Another o l d scale, the Kerr Tear B a l l o t , does tap a number of job f a c t o r s , * 
although i t only uses ten items. The respondent procedure of t e a r i n g b a l l o t s 
from the form seems obsolescent today^but there may s t i l l be occasions when 
t h i s more a c t i v e form of response may be more appealing to employees. Older 
s t i l l i s the Job Segment Evaluation Scale, and here some of the items do appear 
dated. They also require a f a i r l y high l e v e l of v e r b a l comprehension on the 
p a r t of respondents. Advocates of Thurstone s c a l i n g methods may want to con
s i d e r t h i s one. 

The f i n a l s hort scale, by N o l l and Bradburn, i s noteworthy less f o r i t s 
m e r i t s as a scale than because i t sheds l i g h t on the i n t e r e s t i n g r e l a t i o n be
tween job s a t i s f a c t i o n and personal happiness. 

I n the f o l l o w i n g t a b l e , i n f o r m a l r a t i n g s are given on the c h a r a c t e r i s t i c s 
of the f i r s t twelve instruments. The reader should read again the caveats 
regarding these r a t i n g s t h a t are given at the beginning of t h i s book. The 
r a t i n g s r e f l e c t the biases of one person's judgment and are meant to summarize 
con s i d e r a t i o n s f o r use r a t h e r than to provide f i n a l judgments. 
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Items: Sampling of content + + 44+ + + 4 + + 0 + + 4-

Item wording and s i m p l i c i t y 44- 44- 4+ + + + 4- 0 4 4 - -
Item analysis 44- 0 ++ 4+ -H-+ + 44- 0 +4 0 0 4-

Freedom from Acquiescence + 0 + 0 0 0 0 0 4 0 0 0 
Response set: Social d e s i r a b i l i t y 0 0 ++ 0 0 0 0 0 0 4- 0 0 

S t a t i s t i c a l Sample +4- + ++ + ++ + - + 4 0 4 -
Procedures: Norms presented 0 0 + +4+ -H-r + + 44- 4 4 4+ + 

R e l i a b i l i t y : t e s t - r e t e s t ++ 0 0 ++ 0 0 + 0 0 0 0 0 

Homogeneity 4- 0 ++ + + + + 0 + 4- 4- 0 

D i s c r i m i n a t i o n of known groups 44- 44- + 0 0 + 0 0 4 4- 4- 0 

Cross v a l i d a t i o n ++ 0 0 0 0 0 0 0 0 0 0 0 

Other procedures ++ + ++ + + + 0 0 4 0 4 0 

Scale i t s e l f : O v e r a l l Rating 44- 44- ++ ++ ++ + 4- 4- 4 4- 0 0 

The above are scored according to the f o l l o w i n g scheme: 

+4-1- E x c e l l e n t and exemplary * Being revised 
44- Competent 
4- Adequate 

Inadequate 
Incompetent 

0 No information.or not enough i n f o r m a t i o n (or too c o n f l i c t i n g ) 
to make a f i n a l judgment 
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V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

R e s u l t s and 
Comments 

THE JOB DESCRIPTION INDEX ( S m i t h , e t a l . 1965) 

The J D I a t t e m p t s t o measure j o b s a t i s f a c t i o n i n the areas o f pay, 
p r o m o t i o n , s u p e r v i s i o n , type o f work and the people on the j o b . 

The i n s t r u m e n t c o n s i s t s o f 72 items--18 i n each o f work, s u p e r v i s i o n , 
and p e o p l e s u b s c a l e s and n i n e each i n pay and p r o m o t i o n s . Each 
g r o u p i n g c o n s i s t s o f a l i s t o f a d j e c t i v e s o r d e s c r i p t i v e phrases. 
The r e s p o n d e n t i s asked t o w r i t e "yes" n e x t t o each i t e m which des
c r i b e s h i s pay ( p r o m o t i o n , e t c . ) and "no" f o r each i t e m which does 
n o t . A q u e s t i o n ("?") response i s r e s e r v e d f o r i t e m s on which t h e 
r espondent cannot d e c i d e . "Y" answers are scored 3, "N" answers 0, 
and "?" answers as 1 p o i n t . 

V a r i o u s samples have been used i n c o n s t r u c t i n g and v a l i d a t i n g t h i s 
s c a l e . The i n t e r e s t e d r e a d e r may a c q u i r e f u r t h e r i n f o r m a t i o n t h r o u g h 
the r e f e r e n c e s l i s t e d below. Responses o f 952 p e o p l e i n seven 
d i f f e r e n t o r g a n i z a t i o n s were used i n d e v e l o p i n g t h e J D I . 

C o r r e c t e d s p l i t - h a l f i n t e r n a l c o n s i s t e n c y c o e f f i c i e n t s are r e p o r t e d 
t o exceed .80 f o r each o f t h e s c a l e s . Some evidence f o r s t a b i l i t y 
over t i m e i s r e p o r t e d by H u l i n ( 1 9 6 6 ) . 

H u l i n (1966) r e p o r t s a c o r r e l a t i o n o f -.27 between s a t i s f a c t i o n and 
t u r n o v e r ( o v e r a 12 month p e r i o d ) f o r female c l e r i c a l employees. 
Other s t u d i e s i n v o l v i n g c o n v e r g e n t and d i s c r i m i n a n t v a l i d i t y have 
been c a r r i e d o u t by the C o r n e l l group (see r e f e r e n c e ) . 

Locke, Edwin A., Smith, P a t r i c i a C., and H u l i n , C h a r l e s L. 
C o r n e l l S t u d i e s o f Job S a t i s f a c t i o n : V. Scale C h a r a c t e r i s t i c s of 
the Job D e s c r i p t i v e I n d e x . Mimeo, C o r n e l l U n i v e r s i t y , c i r c a 1965. 

I n a d d i t i o n t o t h e e x t e n s i v e h i g h q u a l i t y r e s e a r c h done on the J D I 
by the C o r n e l l group t h e r e are s e v e r a l f a c t o r s i n t r i n s i c t o t h e 
s c a l e w hich recommend i t s use. The v e r b a l l e v e l o f the i t e m s i s 
q u i t e low and does n o t r e q u i r e t h e respondent to u n d e r s t a n d c o m p l i c a t e d 
o r vague a b s t r a c t i o n s . 

While the J D I i s n e i t h e r a p r o j e c t i v e n o r a d i r e c t i o n o f p e r c e p t i o n 
t y p e i n s t r u m e n t , i t does approach " j o b s a t i s f a c t i o n " somewhat 
i n d i r e c t l y . The i n s t r u m e n t asks the respondent t o d e s c r i b e h i s j o b 
r a t h e r t h a n h i s f e e l i n g s about i t . I t seems q u i t e e v i d e n t f r o m the 
numerous s t u d i e s w i t h t h e JDI t h a t one's p e r c e p t i o n o f h i s j o b i s 
h i g h l y c o l o r e d by h i s s a t i s f a c t i o n w i t h i t . The J D I i s a f a c e v a l i d 
i n s t r u m e n t w h i c h can be e a s i l y a d m i n i s t e r e d and s c o r e d i n a s h o r t time. 

There are a few c h a r a c t e r i s t i c s o f the J D I which do n o t add t o i t s 
v a l u e , a l t h o u g h they are n o t s e r i o u s d e f e c t s . The f i r s t o f these i s 
the p r o b l e m o f s o c i a l d e s i r a b i l i t y . W h i l e t h e r e i s some r e l a t i o n 
between JDI scores and s o c i a l d e s i r a b i l i t y , the c o r r e l a t i o n i s n o t 
h i g h . 
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R e s u l t s and Comments ( c o n t i n u e d ) 

The p o t e n t i a l u s e r , however, s h o u l d keep i n mind t h e p o s s i b i l i t y t h a t 
scores may be a f f e c t e d i n some way by t h i s f a c t o r . The p o s s i b i l i t y 
o f " f a k i n g good" a l s o e x i s t s r e g a r d i n g the JDI and p o t e n t i a l u s e r s 
would be wise t o t a k e a l l n e c e s s a r y measures t o assure employees t h a t 
t h e i r responses w i l l remain anonymous. 

The f i v e s u b s c a l e s do n o t appear t o be s t a t i s t i c a l l y i n d e p e n d e n t , 
j u d g i n g f r o m t h e magnitude o f the c o r r e l a t i o n s a t the b o t t o m o f t h i s 
page. T h i s may mean t h a t J D I i s t a p p i n g a g e n e r a l j o b s a t i s f a c t i o n 
syndrome. The t h e o r e t i c a l i m p l i c a t i o n s , however, suggest a g e n e r a l 
s a t i s f a c t i o n f a c t o r r a t h e r t h a n s p e c i f i c areas o f s a t i s f a c t i o n . I t 
w i l l be n o t e d t h a t o n l y the "work" items (and perhaps the " p e o p l e " 
i t e m s ) d e a l w i t h i n t r i n s i c j o b f e a t u r e s . A more bal a n c e d s e t o f 
i n t r i n s i c and e x t r i n s i c i t e m s appears i n the D u n n e t t e , e t a l . , s t u d y 
r e v i e w e d below. W i t h the i m p r e s s i v e background o f r e s e a r c h and the 
v a l u a b l e s c a l e c h a r a c t e r i s t i c s w h i c h the i n s t r u m e n t possesses, i t i s 
q u i t e l i k e l y t o e x p e c t t h a t the JDI w i l l become a w i d e l y used and 
v a l u a b l e i n s t r u m e n t . P r o f e s s o r Smith c u r r e n t l y teaches a t B o w l i n g 
Green U n i v e r s i t y ( i n Ohio) and s h o u l d be c o n t a c t e d f o r those i n t e r e s t e d 
f o r f u l l e r s c o r i n g i n s t r u c t i o n s f o r the i n s t r u m e n t . 

The r e a d e r may be i n t e r e s t e d i n the f o l l o w i n g sample o f the voluminous 
c o r r e l a t i o n a l d a t a f o r each s e t o f items which i n d i c a t e the q u a l i t y 
o f the i n s t r u m e n t : 

Work S u p e r v i s i o n People Pay Promotions 

Median i t e m i n t e r c o r r e l a t i o n .25 .29 .45 .29 .30 

Median i t e m v a l i d i t y .44 .40 .52 .50 .35 

S p l i t h a l f c o r r e l a t i o n ( U n c o r r . ) .73 .67 .75 .77 .78 

C o r r e l a t i o n w i t h 
a l t e r n a t i v e method .75 .72 .64 .78 .57 

Work X .40 .53 .46 .43 

S u p e r v i s i o n X .30 .10 .20 

People X .55 .37 

Pay X .36 

References S m i t h , P a t r i c i a C., et_ a l . , C o r n e l l S t u d i e s o f Job S a t i s f a c t i o n : I , 
I I , I I I , I V , V, V I . Mimeo, C o r n e l l U n i v e r s i t y , c i r c a 1965. 

H u l i n , C h a r l e s L. "Job s a t i s f a c t i o n and t u r n o v e r i n female c l e r i c a l 
p o p u l a t i o n , " J. A p p l . P s y c h o l . 1966, 50, 280-285. 



107 

JOB DESCRIPTION INDEX 

Items i n F i n a l Version of JDI 

Each of the five scales was presented on a separate page. 

The instructions for each scale asked the subject to put "Y" beside an 

item i f the item described the p a r t i c u l a r aspect of his job (e.g., work, pay, 

e t c . ) , "N" i f the item did not describe that aspect, or 11 ?" i f he could not decide. 

Ihe response shown beside each item i s the one scored i n tiie " s a t i s f i e d " 

d i r e c t i o n for each s c a l e . 

Work Supervision People 
Y Fascinating Y Asks my advice Y Stimulating 
N Routine H Hard to please T " Boring 
Y S a t i s f y i n g N Impolite N Slow 
N Boring Y Praises good work Y Ambitious 
Y Good Y Tactful N Stupid 
Y Creative Y I n f l u e n t i a l ~T~ Responsible 
Y Respected Y Up-to-date Y Fast 
N Hot N Doesn't supervise enough Y I n t e l l i g e n t 
Y Pleasant N Quick-tempered N Easy to make enemies 
Y U s e f u l Y T e l l s me where I stand N Talk too much 

~W Tiresome N Annoying Y Smart 
~T~ Healthful N Stubborn N Lazy 
Y Challenging Y Knows job w e l l n r Unpleasant 
N On your feet N Bad N No privacy 
N F r u s t r a t i n g Y I n t e l l i g e n t Y Active 
N Simple Y Leaves me on my own N Narrow interests 
N Endless Y Around when needed Y Loyal 

Gives sense of N Lazy N Hard to meet 
Y accomplishment 

Pay 
Y Income adequate for normal expenses 
Y S a t i s f a c t o r y p r o f i t sharing 
N Barely l i v e on income 

"TT Bad 
Y Income provides luxuries 
N Insecure 
N Less than I deserve 
Y Highly paid 
N Underpaid 

Promotions 
Y_ Good opportunity for advancement 
N Opportunity somewhat limited 
"Y" Promotion on a b i l i t y 
N Dead-end job 
Y Good chance for promotion 
N Unfair promotion policy 
N Infrequent promotions 
Y_ Regular promotions 
Y F a i r l y good chance for promotion 
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INDEX OF JOB SATISFACTION (Kornhauser 1965) 

V a r i a b l e T h i s i n d e x a t t e m p t s t o measure the amount o f o v e r a l l j o b s a t i s f a c t i o n 
and d i s s a t i s f a c t i o n a s s o c i a t e d w i t h o c c u p a t i o n a l l e v e l . 

D e s c r i p t i o n 

Sample 

The j o b - s a t i s f a c t i o n i n d e x combines 11 s e p a r a t e i n d i c a t o r s i n c l u d i n g 
responses t o n i n e d i r e c t q u e s t i o n s and v o l u n t e e r e d f a v o r a b l e and 
u n f a v o r a b l e comments about the j o b . 

The sample p o p u l a t i o n o f 407 D e t r o i t f a c t o r y w o r k e r s was drawn from 
13 l a r g e and medium-sized a u t o m o t i v e m a n u f a c t u r i n g p l a n t s . Only 
h o u r l y p a i d w o r k e r s a c t u a l l y engaged i n f a c t o r y j o b s were i n c l u d e d . 
Respondents were w h i t e n a t i v e b o r n men on the p a y r o l l a t l e a s t t h r e e 
y e a r s , age e i t h e r 20 t o 29 o r 40 t o 49; a l l b u t two p e r c e n t were 
members o f the UAW-CIO. 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Adminis t r a t i o n 

L o c a t i o n 

R e s u l t s and 
Comments 

Supplementary samples were drawn from the f o 1 l o w i n g p o p u l a t i o n s : 
manual workers f r o m s i x D e t r o i t m a n u f a c t u r i n g companies, f a c t o r y 
w o r k e r s from e i g h t p l a n t s i n s m a l l towns o u t s i d e m e t r o p o l i t a n 
D e t r o i t ; o f f i c e w o r k e r s ( s a l a r i e s comparable t o manual w o r k e r s ' ) from 
s i x D e t r o i t a u t o m o t i v e companies and from t h r e e m a n u f a c t u r i n g companies. 
I n t e r v i e w s were t a k e n d u r i n g 1953-4. 

No measures o f r e l i a b i l i t y , i n c l u d i n g "coder r e l i a b i l i t y " , a r e 
r e p o r t e d . 

The p r e d i c t i o n was made t h a t j o b - l e v e l f a c t o r s produce measurable 
d i f f e r e n c e s i n j o b s a t i s f a c t i o n -- under the assumption t h a t a l l 
o t h e r d e t e r m i n a n t s (such as persona 1 background) are s u f f i c i e n t l y 
s i m i l a r from one o c c u p a t i o n a l group t o a n o t h e r so t h a t they do not 
e x e r t s e r i o u s d i f f e r e n t i a l e f f e c t s t h a t d i s t o r t o r o b l i t e r a t e t h e j o b -
l e v e l e f f e c t s . One t e s t o f the a c c u r a c y o f t h i s v i e w i s t h a t 
s a t i s f a c t i o n s h o u l d be more f r e q u e n t l y r e p o r t e d a t s u c c e e d i n g l e v e l s 
on the o c c u p a t i o n a l s c a l e , and t h i s proved t o be the case. 

Scores were o b t a i n e d by a d d i n g t o g e t h e r a r b i t r a r i l y a s s i g n e d w e i g h t s 
(see i t e m s ) f o r coded responses judged t o be i n d i c a t i v e o f the 
d i s i g n a t e d c h a r a c t e r i s t i c . The t o t a l raw s c o r e was then grouped i n t o 
n i n e i n t e r v a l s t o form t h e f i n a l i n d e x s c o r e . A t r a i n e d i n t e r 
v i e w e r and coder are r e q u i r e d . 

Kornhauser, A., M e n t a l H e a l t h o f the I n d u s t r i a l Worker, New York: 
John W i l e y & Sons, I n c . 1965, pp. 84 and 156-185-

T h i s Index i s r e a l l y an e x p l o r a t o r y i n s t r u m e n t . Measures o f r e l i a b i l i t y 
and v a l i d i t y s h o u l d be more f u l l y p r e s e n t e d . The a u t h o r ' s p r e d i c t e d 
p a t t e r n -- t h a t the more s k i l l e d j o b s had h i g h e r p r o p o r t i o n s o f 
s a t i s f i e d w o r k e r s -- corresponded t o the o c c u p a t i o n a l g r a d i e n t he 
d e s c r i b e d i n r e s p e c t t o m e n t a l h e a l t h . 

I n t e s t s f o r i t e m d i s c r i m i n a t i o n - a b i l i t y , the a u t h o r found t h a t t h e 
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i n t r i n s i c appeals o f work were more c l o s e l y i n t e r r e l a t e d w i t h t o t a l 
j o b f e e l i n g s than were any o t h e r of the j o b c h a r a c t e r i s t i c s s t u d i e d . 

The Index o f Job S a t i s f a c t i o n was a l s o found to be r e l a t e d to f e e l i n g s 
o f j o b i m p o r t a n c e , f e e l i n g s toward boss, and a t t i t u d e toward company. 

The Index was m a i n l y d e v i s e d f o r survey uses w i t h an i n t e r v i e w e r and 
would have t o be a l t e r e d f o r s e I f - a d m i n i s t r a t i o n . A l t e r n a t i v e sources 
o f p o t e n t i a l i n t e r v i e w survey q u e s t i o n s a re those g i v e n i n Robinson's 
c h a p t e r as w e l l as i n Kahn, e t a l . ( 1 9 6 4 ) . 

I n some o f the r e s e a r c h on open-ended q u e s t i o n s d e s c r i b e d i n Robinson' 
c h a p t e r , i t was found t h a t p e o p l e who mention p o s i t i v e f e a t u r e s of 
t h e i r j o b a l s o tend t o m e n t i o n more n e g a t i v e f e a t u r e s . I n the 
absence o f i n t e r - i t e m c o r r e l a t i o n d a t a , t h i s f i n d i n g should be 
c o n s i d e r e d i n c o d i n g items B3 t h r o u g h B6. 

Reference Kahn, R., e t a l . O r g a n i z a t i o n a l S t r e s s New York: W i l e y , 1964. 
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INDEX OF JOB SATISFACTION 

Score 

0-2 

0-2 

B82 

B9a 

0-2 

0-2 

BIO 

Bl6a 

0-2 B19 

0-2 B23a 

0-2 F21a 

0-2 F21c 

0-6 B4 

When you s t a r t o f f f o r work, do you u s u a l l y f e e l t h a t you want t o 
go t o work or t h a t you do n ' t want to? 
(Why i s t h a t ? How do you mean?) 

On the whole would you say t h a t your j o b i s (show c a r d ) 
1) r e a l l y i n t e r e s t i n g and e n j o y a b l e 
2) o r would you say t h a t i t i s a l l r i g h t b u t n o t v e r y 

i n t e r e s t i n g 
3) o r would you say t h a t i t i s d u l l and monotonous? 

Would you say your j ob g i v e s you a chance t o use your a b i l i t i e s o r 
i s the j o b too s i m p l e t o l e t you use your a b i l i t i e s 
(How i s t h a t ? How do you mean?) 

Would you say you are How do you f e e l about y o u r p r e s e n t wages? 
(show c a r d ) 

c o m p l e t e l y s a t i s f i e d 
w e l l s a t i s f i e d 
n e i t h e r s a t i s f i e d nor d i s s a t i s f i e d 
a l i t t l e d i s s a t i s f i e d 
v e r y d i s s a t i s f i e d 

a. On the whole, what do you t h i n k o f t h e company where you work? 
b. What do you t h i n k o f the way they t r e a t t h e i r employees? 
(Would you t e l l me a l i t t l e about your f e e l i n g s on the way they 
t r e a t employees?) 

Are t h e r e t i m e s when you t h i n k about l e a v i n g the k i n d o f work you 
are d o i n g now? 
Yes No Other comment: 

I n w h i c h one o f these g e n e r a l p a r t s o f your l i f e would you most 
l i k e t o have t h i n g s d i f f e r e n t than they are? (show card and r e a d ) 

Your s p a r e - t i m e a c t i v i t i e s 
Your f r i e n d s h i p s 
Your home and f a m i l y 
Your j o b 
Your r e l i g i o u s l i f e 

Which one o f these on the cards above are you b e s t s a t i s f i e d w i t h 
i n your l i f e ? 

Would you l o o k a t t h i s c a r d (show c a r d ) and say w h i c h o f these 
s t a t e m e n t s t e l l s b e s t how you f e e l about you r job? Would you say 
you a r e 

Co m p l e t e l y s a t i s f i e d 
W e l l s a t i s f i e d 
N e i t h e r s a t i s f i e d nor d i s s a t i s f i e d 
A l i t t l e d i s s a t i s f i e d 
Very d i s s a t i s f i e d 
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( F a v o r a b l e v e r s u s u n f a v o r a b l e comments re j o b ) 

A2a On che whole how do you f e e l abouC your l i f e and the way i t has been 
w o r k i n g out? (How do you mean? I n what ways? I'm i n t e r e s t e d i n 
any t h i n g e l s e you can t e l l me on how your l i f e has been w o r k i n g 
o u t ) 

b W e l l , I t h i n k I u n d e r s t a n d t h a t a l l r i g h t . L e t ' s s w i t c h Co some 
oCher Chings abouC how your l i f e has been w o r k i n g ouC. How have t h i n g s 
gone f o r you? 

3 Now w h i c h o f these s t a t e m e n t here (show c a r d ) comes n e a r e s t t o s a y i n g 
how you f e e l about y o u r l i f e i n g e n e r a l ? Would you say you are 
(responses as i n Q B4) 
Comments: 

4a Do you f e e l t h a t you have had good breaks i n l i f e o r bad breaks? 
( I f answer t o a i s "good b r e a k s " or " b o t h good and bad", ask b, Chen 
c. I f answer t o a i s "bad b r e a k s " , have t h i n g s gone w e l l f o r you?) 

b I n what ways have you had good breaks? 
( I f say no " b r e a k s " , say: I mean i n what ways have t h i n g s gone w e l l 
you?) 

c I n what ways have you had bad breaks (as i n b) 

5a What t h i n g s g i v e you a l o t of s a t i s f a c t i o n i n your l i f e as i t i s now? 
b What o t h e r k i n d s o f chings do you g e t a l o t o f s a t i s f a c t i o n from? 

6a Almost everybody f e e l s sometimes t h a t h i s l i f e i s n ' t g o i n g a l o n g j u s t 
the way he wanes i t t o . I n what ways do you f e e l your l i f e i s n ' t 
j u s t they way you'd want i t t o be? 

b What o t h e r k i n d s o f t h i n g s would you say you a r e n ' t w e l l s a t i s f i e d 
w i t h i n your l i f e ? 

c What t h i n g s g e t you down most? 
d Do you f e e l t h a t you can do much to make your f u t u r e what you want 

i t t o be? 
(How do you mean? I n what way? What k i n d s o f t h i n g s do you f e e l 
you can do?) 

( F a v o r a b l e v e r s u s u n f a v o r a b l e responses r e j o b s ) 

B3a What do you t h i n k o f your j o b ( I n what way, e t c . ) 
b What o t h e r f e e l i n g s do you have about y o u r job? 

B4- See above 

B5a What t h i n g s do you p a r t i c u l a r l y l i k e about Che j o b ? 
b What o t h e r t h i n g s about your j o b do you g e t s a t i s f a c t i o n from? 

B6a What t h i n g s d o n ' t you l i k e abouC the j o b ? 
b WhaC ( o t h e r ) t h i n g s a r e Chere abouC the j o b ChaC are noC j u s t t h e way 

you would l i k e them? 
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FACTORS FOR JOB SATISFACTION AND JOB DISSATISFACTION ( D u n n e t t e , e t a l . 1966) 

V a r i a b l e 

D e s c r i p t i o n 

T h i s s t u d y was designed t o t e s t the H e r z b e r g t h e o r y o f j o b s a t i s f a c 
t i o n w h i c h s t a t e s t h a t a s e t o f i n t r i n s i c f a c t o r s -- Achievement, 
R e s p o n s i b i l i t y , Work i t s e l f , R e c o g n i t i o n , and Advancement -- are 
m a i n l y r e s p o n s i b l e f o r j o b s a t i s f a c t i o n ; and a s e t o f e x t r i n s i c 
f a c t o r s -- Co-workers, S u p e r v i s i o n - t e c h n i c s 1, Supervision-human 
r e l a t i o n , S a l a r y , S e c u r i t y , Company p o l i c i e s and p r a c t i c e s , and 
Working c o n d i t i o n s -- are m a i n l y r e s p o n s i b l e f o r j o b d i s s a t i s f a c t i o n . 

The a u t h o r s u t i l i z e d the Herzberg f a c t o r s ( l i s t e d above) b u t sought 
t o a v o i d b o t h the s u b j e c t i v i t y i n h e r e n t i n i n t e r p r e t i n g i n t e r v i e w s and 
the p o s s i b l e b i a s i n g e f f e c t s o f s o c i a l d e s i r a b i l i t y . T h e i r aim was 
t o measure j o b s a t i s f a c t i o n and d i s s a t i s f a c t i o n u s i n g a Q-sort deck 
t e c h n i q u e based on 12 o f Herzberg's f a c t o r s . The i n i t i a l p o o l o f 286 
i t e m s (144 p o s i t i v e l y worded and 144 n e g a t i v e l y worded) was r a t e d by 
25 g r a d u a t e s t u d e n t s and f a c u l t y on c o n t e n t and s o c i a l d e s i r a b i l i t y ; 
144 i t e m s remained a f t e r the a u t h o r s e l i m i n a t e d those items w i t h s o c i a l 
d e s i r a b i l i t y r a t i n g s a t the extremes and those whose c o n t e n t was n o t 
agreed upon by a t l e a s t 20 j u d g e s . 

A sample o f 112 employees was asked t o r a t e s e p a r a t e l y the 72 
p o s i t i v e l y and 72 n e g a t i v e l y worded s t a t e m e n t s on a n i n e - p o i n t s c a l e 
a c c o r d i n g t o how w e l l each s t a t e m e n t d e s c r i b e d p r e v i o u s u n u s u a l l y 
s a t i s f y i n g and d i s s a t i s f y i n g j o b s i t u a t i o n s . These two s e t s o f items 
were f a c t o r a n a l y z e d s e p a r a t e l y . The f i n a l Q-sort deck o f 36 
p o s i t i v e l y and 36 n e g a t i v e l y worded items were composed o f those 
s t a t e m e n t s w i t h the h i g h e s t l o a d i n g s on f a c t o r s t h a t corresponded t o 
Herzberg's 12 f a c t o r s . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

The p r e l i m i n a r y 144 s t a t e m e n t s were r a t e d by 112 n i g h t s c h o o l s t u d e n t s 
i n s u p e r v i s o r y t r a i n i n g courses who were a l s o employed i n l o c a l f i r m s . 
S u b j e c t s r e c e i v i n g the f i n a l s e t o f i t e m s i n c l u d e d 133 s t o r e managers 
o f a l a r g e n a t i o n w i d e c h a i n , 89 s a l e s c l e r k s , 44 s e c r e t a r i e s , 129 
e n g i n e e r s and r e s e a r c h s c i e n t i s t s employed by a m a n u f a c t u r i n g f i r m , 
49 machine equipment salesmen and 92 male army r e s e r v i s t s (a t o t a l 
o f 536 s u b j e c t s ) . 

No t e s t - r e t e s t r e l i a b i l i t i e s a re r e p o r t e d . 
The 72 p o s i t i v e and 72 n e g a t i v e Q-sort deck items were f a c t o r a n a l y z e d 
s e p a r a t e l y . Those items d e s c r i b i n g s a t i s f y i n g s i t u a t i o n s y i e l d e d 17 
f a c t o r s o f w h i c h 11 were i n t e r p r e t a b l e . Those d e s c r i b i n g d i s s a t i s f y i n g 
s i t u a t i o n s y i e l d e d 19 f a c t o r s o f w h i c h t e n were i n t e r p r e t a b l e , (The 
p r e c i s e f a c t o r s found are n o t g i v e n ; see items on the f o l l o w i n g pages 
f o r l o a d i n g s o f f i n a l 72 s t a t e m e n t s on a p p r o p r i a t e f a c t o r s . ) 

Q-type f a c t o r a n a l y s i s was done f o r each o f the s i x o c c u p a t i o n a l 
groups i n the sample o f 536 f o r b o t h the p o s i t i v e and n e g a t i v e 
s t a t e m e n t s (a t o t a l o f t w e l v e m a t r i c e s ) . C l u s t e r s o f f i v e o r more 
persons w i t h i n the s i x o c c u p a t i o n a l groups were then d e f i n e d by f a c t o r 
l o a d i n g s ( o n l y l o a d i n g s o f .40 or b e t t e r were u s e d ) . 
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V a l i d i t y 

L o c a t i o n 

A d m i n i s t r a t i o n 

R e s u l t s and 
Comments 

No v a l i d i t y d a t a were g i v e n . 

Dunnette, M. D., Campbell, J. P. and H a k e l , M. D., " F a c t o r s 
c o n t r i b u t i n g t o j o b s a t i s f a c t i o n and j o b d i s s a t i s f a c t i o n i n s i x 
o c c u p a t i o n a l g r o u p s " , The U n i v e r s i t y o f M i n n e s o t a , mimeo, 1966. 

The s u b j e c t s were asked t o r a t e the s t a t e m e n t s on how they con
t r i b u t e d t o the s a t i s f y i n g or d i s s a t i s f y i n g s i t u a t i o n s p r e v i o u s l y 
d e s c r i b e d by the s u b j e c t . Each s e t o f 36 s t a t e m e n t s was p r e s e n t e d 
i n Q-sort deck form. The s u b j e c t s were r e q u i r e d to s o r t these 
s t a t e m e n t s i n a f o r c e d c h o i c e manner i n t o seven c a t e g o r i e s a p p r o x i 
m a t i n g a normal d i s t r i b u t i o n -- 2, 5, 7, 8, 5, 5, 2. Each statement 
was scored by a s s i g n i n g i t the number o f the c a t e g o r y i n which the 
s u b j e c t had p l a c e d i t . 

The Q a n a l y s e s show a g r e a t d i v e r s i t y o f t h e groups o f f a c t o r s p e r c e i v e d 
as p r o d u c i n g s a t i s f a c t i o n or d i s s a t i s f a c t i o n . The f a c t o r s o f 
achievement, r e s p o n s i b i l i t y , and r e c o g n i t i o n were p e r c e i v e d by many 
subgroups as c o n t r i b u t i n g t o b o t h s a t i s f a c t i o n and d i s s a t i s f a c t i o n . 
However, the f a c t o r o f work i t s e l f u s u a l l y was mentioned o n l y i n 
d e s c r i b i n g sa t i s f a c t i o n . 

The a u t h o r s conclude from the s t u d y t h a t the Herzberg two f a c t o r 
t h e o r y i s much too s i m p l i s t i c t o account f o r the complex p a t t e r n s 
o f r e s u l t s o b t a i n e d . 

The Q-sort decks developed i n t h i s s t u d y were meant t o be r e v i e w e d 
as a t e c h n i q u e f o r a s s e s s i n g Herzberg's c a t e g o r i z a t i o n o f f a c t o r s 
p r o d u c i n g s a t i s f a c t i o n and d i s s a t i s f a c t i o n r a t h e r than a new v a l i d 
and r e l i a b l e i n s t r u m e n t t o measure o v e r a l l j o b s a t i s f a c t i o n . 
However, s i n c e the comprehensiveness and competence o f the r e s e a r c h 
i s g e n e r a l l y s u p e r i o r t o t h a t u n d e r l y i n g most j o b s a t i s f a c t i o n measures, 
the items and f a c t o r s w a r r a n t i n s p e c t i o n by r e s e a r c h e r s . 
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3 4 Statements Comprising 

S a t i s f y i n g Job 

Loadings on Relevant 

D e s i r a b i l i t y * Scores 

D i f f e r e n t Job Dimensions f o r 

S i t u a t i o n s , w i t h 

Factors and Mean Social 

(SD) f o r Each Dimension 

Factor 
Loading Achievement (SD = 6.08) 

.50 I f e l t a great deal of s a t i s f a c t i o n 
because of doing a j o b w e l l . 

.75 I successfully completed a d i f f i c u l t 
assignment (or solved a d i f f i c u l t 
problem). 

.69 I had a sense of achievement l n my job. 

.73 I gained a f e e l i n g of worthwhile accom
plishment from my j o b . 

R e s p o n s i b i l i t y (SD = 6 .14) 
.45 I was responsible f o r my own e f f o r t s . 
.47 I had a great deal of r e s p o n s i b i l i t y 

on my j o b . 
.68 I enjoyed the f e e l i n g of r e s p o n s i b i l i t y 

m v job gave me. 
.73 I had considerable d e c i s i o n making power, 

Work I t s e l f (SD = 5-79) 
.81 My job was very i n t e r e s t i n g . 
.85 I enjoyed the kind of work I d i d . 
.67 The a c t u a l duties on my j o b were 

challenging. 

Recognition (SD = 5-92) 
.61 I received p l e n t y of r e c o g n i t i o n . 
.69 I was t o l d t h a t I had done a good job. 
.71 I received praise f o r the work I d i d . 

Advancement (SD = 5.59) 
.64 My progress toward a promotion was 

s a t i s f a c t o r y . 
.78 There were many o p p o r t u n i t i e s f o r 

advancement. 
.53 I f e l t I was g e t t i n g ahead i n the 

company. 

Co-workers (SD = 5-68) 
.62 I got considerable cooperation from 

the people I worked w i t h . 
.82 I l i k e d the people w i t h whom I worked. 

Factor 
Loading 

.91 

.73 

.73 

.82 

.64 

.72 

.77 

.49 

.66 

.83 

.65 

58 

53 

.66 

,80 

,60 

83 

Supervision-Technical (SD = 5.21) 
I had a top notch supervisor. 
My supervisor was a good manager. 
My boss showed himself to be very 

competent. 

Supervision-Human Relations(SD=5.36) 
My supervisor was w i l l i n g to 

l i s t e n to suggestions. 
My boas backed me up. 
I f e l t my supervisor and I under

stood each other. 

Salary (SD r 5.59) 
I f e l t s a t i s f i e d w i t h my salary. 
My pay was b e t t e r than t h a t f o r 

s i m i l a r jobs i n other f i r m s . 
My salary was a good one. 

Security (SD = 5-U) 
I always f e l t secure i n my job. 
The company d i d a good job of pro

v i d i n g steady employment. 

Company P o l i c i e s and Practices 
(SD - 4.75) 

Company p o l i c i e s were u e l l commu
nicated. 

Company personnel p o l i c i e s were 
w e l l defined. 

Personnel p o l i c i e s and pr a c t i c e s 
i n the company were good ones. 

Working Conditions (SD =i 4-90) 
I f e l t s a t i s f i e d w i t h the working 

conditions ( h e a t i n g , l i g h t i n g , 
v e n t i l a t i o n , etc.) on the job. 

Compared w i t h most other jobs the 
working conditions were very 
s a t i s f a c t o r y . 

My p h y s i c a l surroundings were very 
pleasant. 

" S o c i a l D e s i r a b i l i t y was rate d on a scale from 1 (low d e s i r a b i l i t y ) t o 7 (high 
d e s i r a b i l i t y ) . 
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Statements Comprising D i f f e r e n t Job Dimensions f o r 

D i s s a t s i f y i n g Job S i t u a t i o n s w i t h Loadings 

on Relevant Factors and Mean S o c i a l D e s i r a b i l i t y * 

Scores (SD), f o r Each Dimension 

Factor 
Loading 

-S3 
.82 
.79 

.73 

F a c t o r 
LoaJlng Achievement (SD = 2.40) 

5V I f e l t a great deal of d i s s a t i s f a c t i o n 
because of doing a job p o o r l y . 

73 I f a i l e d to complete a d i f f i c u l t 
assignment (or solve a d i f f i c u l t 

problem). 
45 I d i d n ' t have a sense of achievement 

i n my j o b . 
55 I never gained a f e e l i n g of worthwhile 

accomplishment from my j o b . 

R e s p o n s i b i l i t y (SD = 2.98) 
66 I had no r e s p o n s i b i l i t y f o r any o f my 

own e f f o r t s . 
76 I had very l i t t l e r e s p o n s i b i l i t y on 

my j o b . 
67 I was d i s s a t i s f i e d because my j o b gave 

me very l i t t l e r e s p o n s i b i l i t y . 
48 I had hardly any decision making power. 

Work I t s e l f (SD = 3.23) 
85 My job was not very i n t e r e s t i n g . 
81 I d i s l i k e d the kind of work. I d i d . 
59 The a c t u a l duties on my j o b were not 

challenging. 

Recognition (SD = 2.93) 
56 I received very l i t t l e r e c o g n i t i o n . 
63 No one t o l d me I had done a good job. 
65 I d i d n ' t receive any praise f o r the 

work I d i d . 

Advancement (SD = 3.50) 
63 My progress toward a promotion was 

u n s a t i s f a c t o r y . 
53 There were few o p p o r t u n i t i e s f o r 

advancement. 
78 I f e l t I wasn't g e t t i n g ahead i n the 

company. 

Co-workers (SD - 2.38) 
80 I got very l i t t l e cooperation from the 

people I worked w i t h . 
67 I d i s l i k e d the people w i t h whom I 

worked. 
^Social d e s i r a b i l i t y was rate d on a scale from 1 (low d e s i r a b i l i t y ) to 7 (high 

d e s i r a b i l i t y ) . 

.74 

.74 

.84 

.67 

.76 

.73 

.73 

.74 

.73 

.74 

.71 

.71 

.57 

Supervision-Technical (SD = 3.75) 
I d i d n ' t hav'3 a top notch supervisor. 
My supervisor wa3 not a good manager. 
My boss showed himself to be p r e t t y 

incompetent. 

Superyision-Hunan Relations (SD-3.27) 
My supervisor was not w i l l i n g to 

l i s t e n t o suggestions. 
My boss didn't back me up. 
I f e l t my supervisor and I misunder

stood each other. 

Salary (SD = 3.C7) 
I f e l t d i s s a t i s f i e d w i t h my salary. 
My pay was not as good as t h a t f o r 

s i m i l a r jobs i n other f i r m s . 
My salary was a poor one. 

Security (SD = 3.08) 
I never f e l t secure i n my j o b . 
The company d i d n ' t do a good j o b of 

providin g steady employment. 

Company P o l i c i e s and Practices(SD=3•87) 
Company p o l i c i e s were poorly commu
nicated.. 
Company personnel p o l i c i e s were poorly 

defined. 
Personnel p o l i c i e s and p r a c t i c e s i n 

the company were not very good. 

Working Conditions (SD = 3.65) 
I f e l t d i s s a t i s f i e d w i t h the working 

conditions ( h e a t i n g , l i g h t i n g , 
v e n t i l a t i o n , e t c . ) on the j o b . 

Compared w i t h most other jobs the 
working conditions were very 
u n s a t i s f a c t o r y . 

My physical surroundings were very 
unpleasant. 
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SRA (EMPLOYEE) ATTITUDE SURVEY (1951 and 196?) 

V a r i a b l e The i n v e n t o r y a t t e m p t s t o measure employees' a t t i t u d e s toward t h e i r 
j o b , company, w o r k i n g c o n d i t i o n s , e t c . I t i s a g l o b a l i n s t r u m e n t 
w h i c h i n c l u d e s a m u l t i t u d e o f f a c t o r s i n a t t i t u d e assessment. 

D e s c r i p t i o n F o r m e r l y c a l l e d the Employee I n v e n t o r y , t h i s i n s t r u m e n t has been 
w i d e l y used s i n c e 1952. I t s purpose i s t o p r o v i d e an a c c u r a t e 
measurement o f employee a t t i t u d e s toward the work e n v i r o n m e n t . Tens 
of thousands o f persons i n hundreds o f o r g a n i z a t i o n s t h r o u g h o u t the 
c o u n t r y have been surveyed. The r e s u l t i s an a c c u m u l a t i o n o f d a t a 
c o v e r i n g a v a s t v a r i e t y o f b u s i n e s s s i t u a t i o n s . From t h i s p o o l o f 
i n f o r m a t i o n , s t a n d a r d s have been developed a g a i n s t w h i c h a f i r m ' s 
r e s u l t s can be compared. 

The h e a r t o f the A t t i t u d e Survey i s a s e r i e s o f 78 s t a n d a r d i z e d items 
I n a d d i t i o n t o the b a s i c s u r v e y t h e r e a r e two o p t i o n a l s e c t i o n s . 
One c o n s i s t s o f twenty-one i t e m s designed s p e c i f i c a l l y f o r the 
company s u r v e y e d , c o v e r i n g q u e s t i o n s t h a t management wants answered. 
The o t h e r s e c t i o n o f 31 items i s t a i l o r e d t o tap o p i n i o n s o f 
s u p e r v i s o r s , f i e l d salesmen and r e t a i l salesmen. 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

NOTE: As o f March 1966, SRA a d v i s e s t h a t t h e manual f o r t h e 
surv e y i s b e i n g r e v i s e d and updated and new r e l i a b i l i t y 
d a ta i s b e i n g developed. The f o l l o w i n g d i s c u s s i o n i s 
based on the p r e v i o u s form o f the Survey the manual f o r 
w h i c h i s c o p y r i g h t e d 1951. 

T e s t - r e t e s t r e l i a b i l i t y e s t i m a t e s over a one week p e r i o d a r e r e p o r t e d 
as e x c e e d i n g .85. 

The i n v e n t o r y i s r e p o r t e d t o have y i e l d e d r e s u l t s which compared 
f a v o r a b l y w i t h e x t e n s i v e n o n - d i r e c t i v e i n t e r v i e w s . 

L o c a t i o n 

R e s u l t s and 
Comments 

SRA A t t i t u d e Survey, Science Research A s s o c i a t e s , Business and 
I n d u s t r i a l D i v i s i o n , Chicago, I l l i n o i s 60611. 

The v a l u e o f t h i s i n s t r u m e n t has been augmented by the superb form 
o f r e p o r t i n g o f r e s u l t s . The o r g a n i z a t i o n b e i n g surveyed i s g i v e n 
n o r m a t i v e data on each q u e s t i o n i n c l e a r c o n c i s e form. The score f o r 
the t o t a l o r g a n i z a t i o n i s shown i n r e l a t i o n t o o t h e r o r g a n i z a t i o n s and 
department scores are a l s o shown as w e l l as the spread o f s c o r e s . 
P e r c e n t f a v o r a b l e and p e r c e n t ? are shown f o r each q u e s t i o n . 

Such r e p o r t i n g based on adequate norms may be o f g r e a t b e n e f i t t o 
a f i r m i n t e r e s t e d i n s u r v e y i n g i t s employees a t t i t u d e s . 

I n f o r m a t i o n on c o s t , e t c . may be o b t a i n e d f r o m SRA -
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The f o l l o w i n g a r e sample items from the Survey; 

Agree ? Disagree 

1. The hours o f work here a re 0. K. / / / / / / 

S t r o n g l y S t r o n g l y 
2. My c o u n t e r p a r t s i n o t h e r companies Agree Agree Disagree D i s a g r e e 

seem t o have a much b e t t e r d e a l 
t h a n I . / / / / / / / / 
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IRC EMPLOYEE ATTITUDE SCALES ( C a r l s o n , e t a l . 1962) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogene i t y 

V a l i d i t y 

Loca t i o n 

The i n s t r u m e n t a t t e m p t s to measure employee a 1 1 i t u d e s toward seven 
aspects o f work, v i z . G e n e r a l m o r a l e , Co-workers, Hours and pay, 
Working c o n d i t i o n s , Type o f work, S u p e r v i s i o n and Communication. 

The s c a l e c o n s i s t s o f 76 L i k e r t type items (22 were e x p e r i m e n t a l ) and 
i s o n t o l o g i c a l l y r e l a t e d t o e a r l i e r s t u d i e s by the Minnesota group 
(see R e s u l t s and Comments). The i t e m c o n t e n t i s s t r a i g h t f o r w a r d and 
th e v e r b a l l e v e l o f the items would not seem t o r e s t r i c t the s c a l e s 
use t o any p a r t i c u l a r c l a s s o f employees. The seven s u b s c a l e s 
mentioned above sh o u l d be s e p a r a t e l y i n t e r p r e t e d . 

The sample c o n s i s t e d o f handicapped w o r k e r s (N=638), s e l e c t e d f r o m 
l i s t s o f such persons i n the M i n n e a p o l i s a r e a , and a s e t o f normal 
" c o n t r o l s " (N=530) s e l e c t e d from the same companies. Each p e r s o n was 
c l a s s i f i e d i n t o one o f f o u r groups: s k i l l e d b l u e - c o l l a r , s k i l l e d w h i t e -
c o l l a r , u n s k i l l e d b l u e - c o l l a r and u n s k i l l e d w h i t e - c o l l a r . 

R e l i a b i l i t y i n f o r m a t i o n was completed by the a n a l y s i s o f v a r i a n c e 
method (Hoyt 1941). The c o e f f i c i e n t s range from .65 t o .94 w i t h an 
app a r e n t mode i n the .80's. 

D e t a i l e d i t e m a n a l y s e s and f a c t o r a n a l y s e s a re p r e s e n t e d f o r each o f 
the e i g h t groups. 

L i t t l e , i f any, d a t a b e a r i n g on the v a l i d i t y o f the i n s t r u m e n t a re 
p r e s e n t e d by the a u t h o r s . The main i n t e r e s t i n the s t u d y a p p a r e n t l y 
was the c o n s t r u c t i o n o f homogeneous s c a l e s . D i f f e r e n c e s i n the 
manner i n w h i c h each subscale c o r r e l a t e d w i t h g e n e r a l j o b s a t i s f a c 
t i o n f o r each group i s p r e s e n t e d b u t t h i s seems t o d e a l o n l y 
p e r i p h e r a l l y w i t h v a l i d i t y . 

C a r l s o n , R o b e r t , e t a l . M i n n e s o t a S t u d i e s i n V o c a t i o n a l R e h a b i l i t a t i o n 
X I I I . The Measurement o f Employment S a t i s f a c t i o n . M i n n e a p o l i s : 
I n d u s t r i a l R e l a t i o n s C e n t e r , The U n i v e r s i t y o f M i n n e s o t a , 1962 
B u l l e t i n 35. 

R e s u l t s and 
Comments 

The I n d u s t r i a l R e l a t i o n s Center a t the U n i v e r s i t y o f M i n n e s o t a , 
M i n n e a p o l i s has c a r r i e d o u t a s e r i e s o f s t u d i e s i n v o l v i n g j o b 
a t t i t u d e s i n w h i c h i n s t r u m e n t s have been c o n t i n u a l l y r e v i s e d and 
r e f o r m u l a t e d s i n c e 1951. The scope o f a l l these s t u d i e s i s f a r t o o 
g r e a t t o summarize i n the a n a l y t i c paradigm employed r e g a r d i n g o t h e r 
s c a l e s i n t h i s volume. The n o r m a t i v e d a t a , methods o f a n a l y s i s , 
methods o f s c a l e c o n s t r u c t i o n , e t c . , f o r a l l t h e s t u d i e s l i s t e d below 
tend t o be o f h i g h q u a l i t y and the i n t e r e s t e d r e a d e r i s a d v i s e d t o 
c o n t a c t the I n d u s t r i a l R e l a t i o n s Center f o r f u r t h e r i n f o r m a t i o n 
r e g a r d i n g the a v a i l a b i l i t y and use o f the T r i p l e A u d i t , the 
Minnesota Employee A t t i t u d e S c a l e , and the I m p o r t a n c e Q u e s t i o n n a i r e . 
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The f o l l o w i n g are some sample items from the i n s t r u m e n t : 

I f e e l t h a t the work I do i s v e r y i m p o r t a n t . 

I need a p r o m o t i o n i f I am t o s t a y happy here. 

My boss i s where he i s because he knows the work. 

(Respondents check one o f f i v e o r d e r e d boxes from: s t r o n g l y agree, agree, 
u n d e c i d e d , d i s a g r e e o r s t r o n g l y d i s a g r e e . ) 
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INDEX OF EMPLOYEE SATISFACTION (Morse 1953) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

T h i s i n s t r u m e n t measures j o b s a t i s f a c t i o n on f o u r f a c t o r s - - i n t r i n s i c 
s a t i s f a c t i o n s , p r i d e i n one's work group, company i n v o l v e m e n t , and 
pay or s t a t u s - - d e r i v e d f r o m a p r e v i o u s f a c t o r a n a l y s i s . 

Four items comprise each subscale w h i c h c o n t a i n two t o f o u r L i k e r t 
type items and two t o zero open-ended c o d i n g s . Sea l e items were 
s e l e c t e d f r o m a l a r g e r s e r i e s o f i t e m s on the b a s i s o f i t e m c o n t e n t 
and i n t e r - i t e m c o r r e l a t i o n s . Scores on each:'item v a r y f r o m one t o 
f i v e , so t h a t s c o res each s u b s c a l e v a r y between 4 ( h i g h ) and 20 ( l o w ) . 

The sample c o n s i s t e d o f 580 w h i t e - c o l l a r employees, a t v a r i o u s 
o r g a n i z a t i o n a l l e v e l s . 

No t e s t - r e t e s t r e l i a b i l i t y d a t a were r e p o r t e d . A d e q u a t e l y h i g h 
i n t e r n a l c o n s i s t e n c y i s evidenced by the f a c t t h a t average i n t e r - i t e m 
c o r r e l a t i o n s were i n the ,40's and .50's f o r each s u b s c a l e . 

V a l i d i t y 

L o c a t i o n 

Of the f o u r s u b s c a l e s , o n l y p r i d e - i n - g r o u p - p e r f o r m a n c e produced 
C o r r e l a t i o n s as p r e d i c t e d . Group p r i d e was found t o 
r e l a t e t o t h e amount o f v o l u n t a r y h e l p members gave each o t h e r , 
f r i e n d s h i p s i n t h e group, s u p e r v i s o r i d e n t i f i c a t i o n w i t h employees 
and the absence o f a n t i p r o d u c t i v i t y group norms. 

The o t h e r t h r e e s c a l e s c o r r e l a t e d s u b s t a n t i a l l y w i t h each o t h e r 
l e a d i n g one t o s u s p e c t t h a t they were t a p p i n g t h e same b a s i c 
d i m e n s i o n . A l l t h r e e s c a l e s p r e d i c t e d an i n d i v i d u a l ' s d e s i r e t o 
s t a y i n the company, b u t n o t h i s p r o d u c t i v i t y . 

Morse, N. S a t i s f a c t i o n s i n the White C o l l a r Job Ann A r b o r : 
I n s t i t u t e f o r S o c i a l Research, 1953. 

Adminis t r a t i o n F i v e o f the 20 i t e m s were o r i g i n a l l y coded from e x t e n s i v e i n t e r v i e w 
m a t e r i a l s so t h a t o v e r a l l a d m i n i s t r a t i o n time cannot be e s t i m a t e d . 
The respondents were p l a c e d i n h i g h , medium and low groups ( a p p r o x i 
m a t e l y an e q u a l number o f employees f e l l i n each gr o u p ) on the b a s i s 
o f the f o l l o w i n g s c o r e b o u n d a r i e s : 

H i g h Medium Low 

I n t r i n s i c 4-7 8-11 12-20 
Group p r i d e 4-8 9-12 13-20 
Company i n v o l v e m e n t 4-8 9-12 13-20 
Pay and s t a t u s 4-8 9-10 11-20 

.Results and 
Comments 

I t would appear t h a t i t would be more a c c u r a t e t o r e f e r t o t h i s 
i n s t r u m e n t as a two f a c t o r r a t h e r t h a n a f o u r f a c t o r measure. The 
second f a c t o r , p r i d e i n the group, does n o t seem d i r e c t l y t o r e f l e c t 
j o b s a t i s f a c t i o n i n the pure sense o f the term. 



Intrinsic Job Satisfaction Index 
1. "How well do you like the sort of work you are doing?" 

code: Five-point scale varying from strong like to strong dislike. 
2. (:Does your job give you a chance to do the things you feel you 

do best?" 
code: Five-point scale varying from yes (strong) to no (strong). 

3. "Do you get any feeling of accomplishment from the work you 
are doing?" 
code: Five-point scale varying from strong sense of task com
pletion to no sense of task completion. 

4. "How do you feel about your work, does it rate as an important 
job with you?" 
code: Five-point scale varying from very important to of no 
importance. 

Pride-in-Group-Performance Index 

1. "How well do you think your section compares with other sections 
in the Company in getting a job done?" 
code: Five-point .scale ranging from very good, one of best in 
company, to very poor, one of worst in company. 

2. Answers to the section comparison question were also coded on 
the degree of emotional identification with the section that em
ployee showed. (The use of "we" as opposed to "it" or "they" was 
one of the indications to the coder of identification.) 
code: Three-point scale: strong identification, mild identification, 
indifference or lack of identification. 

3. "How well do you think your division compares with other 
divisions in the Company in getting a job done?" 
code: Five-point scale ranging from very good, one of best in 
company, to very poor, one of worst in company. 

4. Answers to the division comparison question were also coded on 
degree of emotional identification with the division the employee 
showed. 
code: Three-point scale: strong identification, mild identification, 
indifference or lack of identification. 

Company Involvement Index 

1. "How do you like working here?" 
code: Five-point scale ranging from strong like, complete satis
faction to strong dislike. 

2. "Would you advise a friend to come to work for the Company?" 
code: Three-point scale including: yes, pro-con, and no. 

3. An overall coder rating of the employee's feelings about the fair
ness of the company, based on answers to questions throughout 
the interview. 
code: Three-point scale including: feels company fair and gen
erous, feels company fair but very exacting, feels company unfair. 

4. An overall coder rating of the employee's degree of identification 
with the company based on answers to questions throughout the 
interview. 
code: Three-point scale including: strong identification, some 
identification, and no identification. 

Financial and Job Status Index 

1. "How well satisfied are you with your salary?" 
code: Five-point scale ranging from very well satisfied to very 
dissatisfied. 

2. "How satisfied are you with your chances of getting more pay?" 
code: Five-point scale ranging from very satisfied to very dis
satisfied. 

3. "How about your own case, how satisfied are you with the way 
things have been working out for you?" (This question was pre
ceded by two questions on "getting ahead here at the Company" 
and was answered in that context.) 
code: Five-point scale ranging from very satisfied to very dis
satisfied. 

4. Coder overall rating of degree of frustration evidenced by re
spondent in advancing in his job or in his main vocational ob
jectives. Answers to questions throughout the interview were used 
to measure the degree to which employee felt his vocational desires 
were blocked. 
code: Five-point scale ranging from strong frustration to high 
adjustment, no frustration. 
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JOB SATISFACTION SCALE (Johnson 1955) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

T h i s i n s t r u m e n t c l a i m s t o measure o p i n i o n s i n a l a r g e number o f work 
areas w h i c h are a p p a r e n t l y r e l a t e d t o j o b s a t i s f a c t i o n . 

The q u e s t i o n n a i r e c o n s i s t s o f 99 items to be answered on the b a s i s o f 
a yes-no dichotomy w i t h the "?" c a t e g o r y r e s e r v e d f o r items w h i c h do 
n o t a p p l y t o t h e i n d i v i d u a l . The f o l l o w i n g work areas are c o v e r e d i n 
the q u e s t i o n n a i r e : p h y s i c a l and m e n t a l e x e r t i o n ; , p h y s i c a l s u r r o u n d i n g s 
and w o r k i n g c o n d i t i o n s ; r e l a t i o n s w i t h employers; r e l a t i o n s w i t h o t h e r 
emp Loyees; advancement, s e c u r i t y , and f i n a n c e s ; i n t e r e s t i n , l i k i n g 
f o r , and e m o t i o n a l i n v o l v e m e n t i n the j o b ; j o b s t a t u s and j o b 
i n f o r m a t i o n ; f u t u r e , g o a l s , and p r o g r e s s toward g o a l s ; and e v a l u a t i o n 
i n r e t r o s p e c t . 

Items c o v e r i n g the v a r i o u s aspects o f the work areas "...were 
c o l l e c t e d t h r o u g h r e f e r e n c e t o e x i s t i n g s c a l e s and l i t e r a t u r e , and 
supplemented t h r o u g h l o g i c a l a n a l y s i s . . . " 

V a r i o u s c o l l e c t i o n s o f " t e a c h e r s " were used i n the s t u d y . U n f o r t u n a t e l y , 
th e a u t h o r does not s p e c i f y grade l e v e l , age, l o c a t i o n , e t c . 

T e s t - r e t e s t r e l i a b i l i t y o v e r a t h r e e week p e r i o d i s r e p o r t e d as .90 
u s i n g a sample o f 98 t e a c h e r s . The average b i s e r i a l c o r r e l a t i o n 
between t o t a l s c o r e and work c a t e g o r y ( s i c ) i s r e p o r t e d as .45. 

Face v a l i d i t y o f a s o r t i s c l a i m e d by the a u t h o r i n the f o l l o w i n g 
manner: "Since use was made o f the f i n d i n g s o f p r e v i o u s s t u d i e s 
concerned w i t h j o b s a t i s f a c t i o n and i t s measurement i n c o n s t r u c t i n g 
the q u e s t i o n n a i r e , the l a t t e r s h o u l d be e x p e c t e d t o have some 
v a l i d i t y i f these o t h e r s t u d i e s were themselves v a l i d . " Such c l a i m s 
f o r v a l i d a t i o n a re h a r d l y c o m p e l l i n g . 

The a u t h o r a l s o r e p o r t s t h a t no i t e m o f the q u e s t i o n n a i r e was s c o r e d 
u n l e s s 8 o u t o f 10 g r a d u a t e s t u d e n t s i n p s y c h o l o g y and e d u c a t i o n 
( s e r v i n g as j u d g e s ) were i n agreement as to the i t e m ' s r e l e v a n c e t o 
j o b s a t i s f a c t i o n . A p o p u l a t i o n o f 1,184 t e a c h e r s r a t e d each i t e m on 
i m p o r t a n c e and are r e p o r t e d t o have "upheId p r e v i o u s judgments t h a t the 
work c a t e g o r i e s . . . w e r e i m p o r t a n t t o j o b s a t i s f a c t i o n . " 

F u r t h e r m o r e , the 98 t e a c h e r s i n the r e l i a b i l i t y s t u d y completed 
s i n g l e i t e m s e l f - r a t i n g s o f j o b s a t i s f a c t i o n u s i n g an 11 p o i n t s c a l e 
w i t h " 1 " r e p r e s e n t i n g complete d i s s a t i s f a c t i o n , "6" average s a t i s 
f a c t i o n , and " 1 1 " , complete s a t i s f a c t i o n . T h i s " c r i t e r i o n " i s 
r e p o r t e d t o have a r e t e s t r e l i a b i l i t y o f .89 and t o c o r r e l a t e .64 
w i t h s c ores on the q u e s t i o n n a i r e . 

F i n a l l y , p a i r comparison r a t i n g s o f 18 t e a c h e r s by each o t h e r on t h e 
d i m e n s i o n o f j o b s a t i s f a c t i o n y i e l d e d a c o r r e l a t i o n o f .61 w i t h scores 
from the q u e s t i o n n a i r e . 
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L o c a t i o n Johnson, George H., "An i n s t r u m e n t f o r the measurement o f j o b s a t i s 
f a c t i o n " , P ersonnel Psychology, 1955, 8_, pp. 27-37. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n 45 m i n u t e s t o one hour. S c o r i n g d i r e c t i o n is 
ap p a r e n t from i t e m c o n t e n t and the use o f a t e m p l a t e s h o u l d p e r m i t 
a quick, summation o f items f o r area or t o t a l s c o r e s . D i r e c t i o n s are 
as f o l l o w s : 

The f o l l o w i n g q u e s t i o n s c o n c e r n your f e e l i n g s and a t t i t u d e s 
r e g a r d i n g y o u r work and your p l a n s . They are s p e c i f i c and 
r e q u i r e t h a t you c i r c l e t he "Yes" o r the "No" --whichever 
i s the answer a p p r o p r i a t e f o r you. I f you are d o u b t f u l , 
make the b e s t answer you can, b u t answer e i t h e r "Yes" or 
"No". You sho u l d c i r c l e t h e "?" o n l y i f the q u e s t i o n E 
does a p p l y t o you. Some o f the q u e s t i o n s are v e r y M 
s i m i l a r b u t have somewhat d i f f e r e n t meanings, so answer g 
e v e r y q u e s t i o n even though you may f e e l t h a t i t has 
a l r e a d y appeared i n the l i s t . 

S e v e r a l p o i n t s may be r a i s e d w i t h r e g a r d t o the p o s s i b l e v a l u e o f 
t h i s i n s t r u m e n t . F i r s t , the p o p u l a t i o n on w h i c h i t was developed i s 
no t s u f f i c i e n t l y d e s c r i b e d to a l l o w a p o t e n t i a l user to make com
p a r i s o n s w i t h o t h e r p o p u l a t i o n s . There are aspects o f t e a c h e r ' s j o b s 
w h i c h a r e unique t o t h a t p r o f e s s i o n such as t e n u r e , v a c a t i o n , e t c . , 
wh i c h may g r e a t l y a f f e c t responses t o c e r t a i n items on the q u e s t i o n n a i r e . 

Second, the a t t e m p t s t o e s t a b l i s h v a l i d i t y o f the i n s t r u m e n t seem 
to f a l l s h o r t o f an adequate d e m o n s t r a t i o n o f v a l i d i t y . To c l a i m , 
v a l i d i t y by a s s o c i a t i o n w i t h o t h e r t e s t s on the b a s i s o f i n t e r e s t i t e m 
s i m i l a r i t y may be v e r y m i s l e a d i n g . Graduate s t u d e n t s i n ps y c h o l o g y 
and e d u c a t i o n may or may not be q u a l i f i e d t o judge whether an item i s 
r e l e v a n t t o j o b s a t i s f a c t i o n . And r e l e v a n c e i s not q u i t e the same 
t h i n g as d i s c r i m i n a t i n g power o r v a l i d i t y . W i t h r e g a r d t o t h e s i n g l e 
i t e m s e l f - r a t i n g o f s a t i s f a c t i o n one may q u e s t i o n why a 99 i t e m 
q u e s t i o n n a i r e i s r e q u i r e d i f t o t a l score c o r r e l a t e s .64 w i t h the s e l f 
r a t i n g . The a u t h o r contends t h a t " . . . t h e s p e c i f i c s c o n t r i b u t i n g to 
s a t i s f a c t i o n . . . r a t h e r t h a n the j o b s a t i s f a c t i o n l e v e l i t s e l f i s ( s i c ) 
o f c o n s i d e r a b l e i m p o r t a n c e , and can be o b t a i n e d from the q u e s t i o n n a i r e , 
b u t n o t from the r a t i n g s . " I f t h i s i s t r u e , then i t would be d e s i r a b l e 
t o know the r e l a t i v e c o n t r i b u t i o n t o v a l i d i t y made by each s e c t i o n 
o f t h e q u e s t i o n n a i r e . The a u t h o r ' s use o f "a p a i r e d - c o m p a r i s o n 
t e c h n i q u e " i s perhaps the most c o m p e l l i n g evidence o f v a l i d i t y t o be 
o f f e r e d . The l i m i t e d s i z e (N=18) and app a r e n t homogeneity of t h e sample 
i n t h i s case, however, r e s t r i c t s t he a p p l i c a t i o n o f the f i n d i n g s . 

T h i r d , no a t t e m p t was made t o c r o s s - v a l i d a t e the i t e m s e l e c t i o n 
process or t o s e l e c t items on any b a s i s o t h e r than i n t e r n a l c o n s i s t e n c y . 

The v e r b a l l e v e l o f t h e q u e s t i o n n a i r e s e c t i o n s v a r i e s w i d e l y i n d i c a t i n g 
t h a t some m o d i f i c a t i o n m i g h t be necessary i f the s c a l e were t o be used 
across o c c u p a t i o n a l g r o u p i n g s and n o t l i m i t e d t o c o l l e g e g r a d u a t e s . 

N e v e r t h e l e s s , on the w h o l e , t h e p s y c h o m e t r i c d a t a f o r the i n s t r u m e n t a r e 
f a r more e x t e n s i v e than most measures i n the l i t e r a t u r e . I t i s 
u n f o r t u n a t e t h a t such a v a r i e t y o f data are n o t a v a i l a b l e f o r many 
o t h e r s e a l e s . 

R e s u l t s and 
Comments 



Are* tnd ttuo 

Physical and Mental Exertion 
1. Does your present job tire you too much physically?.. 
2. Does your present job force you to maintain too fast a 

pace? ... 
3. Does your work hive a bad effect OD your health? 
4. Does your present job require you to wort too long 

hours? 
5. Do you get restless during working hours, and feel that 

the day is dragging endlessly? 
6. Do you think your job gets more difficult for you each 

year? 
7. Do you feel your work suffers because you have too 

much to do? 
Relation* with Attociate* 
-8. In general, do you get along well with the persona with 

whom you work on your present job? 
9. Does your present position force you to work with cer

tain individuals whom you dislike? 
10. Have you made real and lasting friends among your 

working associate*? 
11. Do you feel that your general interests and attitudes 

are about the same as those of your fellow workers 
who hare similar jobs? 

12. Do you feel that others could make your work easier if 
tbey cared to do so? .* 

13. Do those with whom you work Borne times seem un
reasonable in-their dealings with you? 

14. Do you feel that your associates stimulate you to do 
better work? -

Relations with Employer 
15. Do you feel that your employer unfairly takes the 

credit for work you have done?. 
16. Do you feel that you know where you stand with your 

present employer? 
17. Are there too many people telling you what to do at 

present? 
18. Do you feel at ease in the presence of the people under 

whom you work? 
19. Is it nepessary for you to do things you dislike in order 

to get promotions? 
20. Do you some times wonder whether the people under 

whom you work approve of your worlt? 
21. C o you feel that there should be more people to help 

with the work you are doing? 

22. Do you believe other people advance ahead of you by 
unfair means such as special influence or politics?.. 

23. Do you feel that you have been required to take more 
responsibilities in your work than you desire? 

24. Do the people under whom you work make available 
the materials, information and assistance you need 
to do your best work? 

25. Are the people under whom you work desirous of and 
willing to make improvement! in your working con
ditions? 

y Area of Coverage, with Reliability and Internal Con- £J 
tisttney Indexet for Each •£> 

A m tad Item 
% Atre*-
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Tctt-Kctat 
r bis. 

F mules 
r bit. 

26. Are the policies and problems of the people under whom 
84.1 .59 .74 

27. Do you get along satisfactorily with the people under 
100.0 .50 .60 

23. Do you feel respect and regard for the people under 
'96.8 .75 .62 

29. Do you feel that the people under whom you work make 
87.6 .40 .49 

30. Do you feel that you can always trust the people under 
89.8 .59 .66 

Security, Advancement, and Finances 
31. Do you feel you are paid a fair salary for the work 

91.3 .46 .55 
32. Have you been able to get the promotions and pay in-

91.3 .46 .55 

81. S .47 .62 
33.. Is your income sufficient to meet your financial obtiga-

89.0 .39 .47 
34. Arc you kept from dressing as you would like because 

99.0 .46 .52 
35. Are you kept from Living as you would like because of 

93.6 .50 .53 
30. Are adequate and fair arrangements for absences due 

37.5 .19 .16 
37. Does the method of payment of your earnings fre-

85.6 .25 .35 
99.0 .17 .14 

39. Do you feel aa efficient ss the average person with whom 
100.0 .20 .CO 

40. Do you feel that there is any prejudice toward your age 
.20 .CO 

group in your occupation (e.g., that you are too 
85.3 .40 '.26 

41. Do you have eventual retirement security in your job? 93.S .23 .06 
Intermit in, Liking for, and Emotional Involvement in tha Job 
42. Doea your job give you more real personal satisfaction 

36.0 .47 .47 

43. Do you feel that you must look outside your work for 
those things that make life worthwhile and inter-

88.0 .61 .52 
44. Do you find your work so interesting that it ia on your 

87.0 .36 .32 
45. Are you so interested in your work that you talk about 

90.5 .30 .28 
46. Would your life seem empty without your work to oc-

86.3 .29 .52 
47. Would you continue to work if it were not financially 

96.8 .44 .59 
48. Do you feel that you are really interested in yourpres-

94.9 .70 .75 
49. Do you often feel that your work ia monotonous and 

94.9 .70 

93.8 .51 .57 
50. Would you like to secure a different job, either in the 

51. Do you think you have selected the wrong occupation? 
79.5 
9S.9 

.68 

.54 
.61 
59 
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52. Do you like your present job better than toy other you 
89.0 .46 .60 

53. Is your present job io the area of work (not necessarily 
the same job) you wish to remain in permanently?.. 36.8 .46 .46 

54. Would you decline an opportunity to change your 
present job for one of equal pay, security and status? 77.3 .53 .45 

55. If you had a choice, would you choose a job in your 
present line of work over one in any other line ol 
work? 81.7 .50 .50 

56. Did you really want to enter your present job yourself 
81.7 .50 .50 

88.6 .33 .25 
57. Are you sorry you took the particular job you have 

97.9 .43 .65 
58. Are you actively looking for another job at present?.. 96.9 .32 .57 
59. Do you feel that you are "in a rut" vocationally? 95.9 .58 .61 
60. Does your present job sometimes get-you badly flua-

90.5 .42 .36 
61. Do you frequently come home upset, angry or irritable 

because of something that happened at work? 91.4 .57 .55 
62. Do you often come home at night with a feeling of 

100.0 .44 .78 
63. Do you frequently get discouraged in your present job? 88.. 4 .56 .66 
64. Are you generally happy and cheerful when at work?.. 96.9 .55 .60 

S4.5 .38 .54 
66. Are you glad to get back to your job after a vacation? 95.9 .48 .68 
67. Do you think your job haa "smothered" your per-

93.8 . .43. :65 93.8 . .43. :65 

Job Information, Training and Status 
68. Do you feel you have had adequate preparation for the 

86.6 .32 - . 0 8 
69. Do you feel that you have an adequate understanding 

of what is expected of you in your present job? 93.9 .39 .35 
70. Da you think your work is worthwhile and important? 98.9 .30 .50 
71/ Do you feel that your work utilises your full abilities? 77.9 .37 .45 
72. Are you proud of your job and the work you do? 99.0 .40 .32 

99.0 .04 .26 
74. Do you feel that your family and friends respect your 

97.9 .40 .34 
75. Do you feel that people in general respect your job?. . . 95.8 .41 .55 
76. Do you feel that your working associates regard you as 

95.9 .32 .23 
77. Do you feel that your job detracts from your status in 

95.9 .32 .23 

97.9 .27 .43 
78. Are you embarrassed when people ask you what work 

94.8 .26 .45 

Ait* uul Item 

79. Do you feel competent aod fully able to handle your 
job? 

Physical Surrounding) and Work Conditions 
80. Are you satisfied with the degree to which your present 

job gives you opportunity to express yourown ideas? 
81. Is your work too confining to suit you? 
82. Do you feel your place of work is too far from your 

home? 
S3. Do you consider your work surroundings to be as 

pleasant as they should be? 
84. Does your occupation force you to live in home sur-j 

roundings which are uncomfortable or inadequate 
according to your standards? 

85. Do you feel that your work is too dirty or too noisy?.. 
86. Is there adequate transportation available to you in 

going to and from work? 
87. Does your job give you enough varied experiences?.. 
88. Do you feel that your job requirements changa tool 

often for you to keep up adequately? 
89. Do you feel your work ties you down or restricts your| 

freedom too much? 
Future, Goals and Progress Toward Goals 
90. Does your present job help you toward the financial 

goals you have set yourself? 
91. Does your present job help you toward the occupa

tional goals you have set yourself? 

92. Do you think it is possible to attain your vocational 
goals in that portion of your life that is still ahead 
of you? 

93. Do you regard your present position as a lifetime; 
career? 

94. Does your vocational future look promising to you?. 
95. Do you expect your job to give you more satisfaction 

the longer you have it? 
96. Do you feel that you will become more proficient at 

your work the longer you have it? 
Evaluation in Retrotvect 
97. Do you feel you have made a success of your job thus) 

far in your career? 
98. If you could start over again, at 18, would you choose 

a different line of work? 
99. Do you feel' leas satisfied with your work as time 

goes on? 

% A*rre-
Oent OB 

T(3t-Rcti3t 
rbU. 
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90.7 .43 .10 

88.6 
91.7 

.52 

.29 
.51 

- . 1 0 

87.6 .46 .41 

93.B .45 .47 

100.0 
90.0 

.38 

.27 
.26 
.15 

88.7 
95.9 

.51 

.38 
.53 
.18 

90.7 .47 .55 

8S.9 .63 .57 

89.4 .44 .59 

95.8 .62 .63 

96.9 ' .35 .34 

80.9 
96.9 

.32 

.56 
.33 
.52 

92.6 .58 .56 

98.9 ..45 .39 

98.9 .42 .23 

92.1 .61 .62 

85.6 .43 .48 
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JOB DIMENSIONS BLANK ( S c h l e t z e r 1965) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

T h i s i n s trument a ttemp t s t o measure g e n e r a l j o b s a t i s f a c t i o n by 
t a p p i n g a number o f j o b components, n o t a l l o f w h i c h a re a p p l i c a b l e t o 
each person's j o b . I n a p p l i c a b l e items a r e then d i s r e g a r d e d i n the 
p e r s o n 1 s f i n a l s c o r e . 

I n a l l , t he resp o n d e n t i s asked t o r a t e 62 aspects o f h i s j o b as t o 
whether he i s s a t i s f i e d , n o t s a t i s f i e d , n o t sure about an a s p e c t , o r 
whether he f e e l s t he aspec t i s not a p p l i c a b l e . The f i n a l s c o r e i s 
de t e r m i n e d by t a k i n g t he perce n t a g e o f s a t i s f i e d responses, sub
t r a c t i n g the number o f d i s a t i s f i e d r e s p o n s e s , d i v i d i n g t h i s t o t a l by 
the number o f r e l e v a n t i t e m s , and then a d d i n g 100 t o each s c o r e ( t o 
p r e v e n t n e g a t i v e s c o r e s ) . 

One hundred p r o f e s s i o n a l people c o n s t i t u t e d t he sample. The average 
s c o r e f o r the group was 162 w i t h a s t a n d a r d d e v i a t i o n o f 29. 

No i n f o r m a t i o n o f t h i s k i n d i s r e p o r t e d i n the m a t e r i a l s a v a i l a b l e 
t o u s, a l t h o u g h i t may appear i n the o r i g i n a l d i s s e r t a t i o n . 

V a l i d i t y 

L o c a t i o n 

Remarks 

The i n s t r u m e n t c o r r e l a t e s m o d e r a t e l y w i t h B r a y f i e l d and 
Ro the's measure and Hoppock's i n d e x . 

S c h l e t z e r , V. "A s t u d y o f the p r e d i c t i v e e f f e c t i v e n e s s o f the S t r o n g 
V o c a t i o n a l I n t e r e s t B l a n k f o r Job S a t i s f a c t i o n " ( U n p u b l i s h e d d o c t o r a l 
d i s s e r t a t i o n , U n i v e r s i t y o f Minne s o t a , 1965) 

T h i s s c a l e was b r o u g h t t o our a t t e n t i o n r a t h e r l a t e i n our sea r c h 
p r o c e d u r e , so we d i d n o t have time t o r e v i e w i t a d e q u a t e l y . We 
r e f e r t he i n t e r e s t e d r e a d e r t o the o r i g i n a l d i s s e r t a t i o n . 
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JOB DIMENSIONS 

A f t e r each o f the f o l l o w i n g i t e m s : 
Draw a c i r c l e around the S i f you are s a t i s f i e d w i t h t h a t i t e m . Draw a c i r c l e around 
the D i f you are d i s s a t i s f i e d w i t h t h a t i t e m . 
Draw a c i r c l e around the ? i f you are n o t s u r e . 
Draw a c i r c l e around the NA i f the i t e m i s n o t p r e s e n t i n o r a p p r o p r i a t e t o your j o b . 
Mark each i t e m w i t h your p r e s e n t j o b i n mind. 

1. Your e a r n i n g s S ? D NA 
2. F i n a n c i a l s e c u r i t y 
3. Prospec t s f o r a c o m f o r t a b l e r e t i r e m e n t 
4. P r o s p e c t s f o r f u t u r e e a r n i n g s 
5. Time f o r r e c r e a t i o n and/or f a m i l y a c t i v i t i e s 
6. O p p o r t u n i t i e s f o r t r a v e l 
7. Time f o r t r a v e l 
8. Community i n w h i c h you l i v e 
9. Your p r e s t i g e i n the community 

10. Your p r e s t i g e on the j o b 
11. O p p o r t u n i t i e s f o r p r o m o t i o n 
12. P r e s t i g e i n your p r o f e s s i o n 
13. A d m i n i s t r a t i v e d e t a i l s o f j o b 
14. Committee work r e q u i r e d 
15. W r i t t e n r e p o r t s necessary 
16. N o n - p r o f e s s i o n a l aspects o f the j o b 
17. R o u t i n e a c t i v i t i e s o f the j o b 
18. Time f o r s t u d y i n your f i e l d 
19. O p p o r t u n i t y t o advance p r o f e s s i o n a l l y 
20. O p p o r t u n i t y t o t a l k - s h o p 
21. O p p o r t u n i t y t o d i r e c t work o f o t h e r s 
22. O p p o r t u n i t y t o h e l p i n p o l i c y - m a k i n g 
23. O p p o r t u n i t y t o be your own boss 
24. I n t e r e s t i n g co-workers 
25. I n t e l l i g e n t , competent co-workers 
26. Fun and r e l a x a t i o n w i t h co-workers 
27. C o m p e t i t i o n 
28. Demands o f c l i e n t s or p a t i e n t s 
30. Demands o f s u p e r v i s o r s 
3 1 . I n t e l l e c t u a l c h a l l e n g e 
32. V a r i e t y o f a c t i v i t i e s r e q u i r e d 
33. Chance t o improve s k i l l s 
34. Chance t o do r e s e a r c h 
35. E x p e r i e n c e 
36. P h y s i c a l f a t i g u e 
37. P r e s s u r e on j o b 
38. Hours 
39. O p p o r t u n i t y t o use l e a r n e d s k i l l s 
40. O p p o r t u n i t y t o use a p t i t u d e s and a b i l i t i e s 
4 1 . O p p o r t u n i t y t o use e d u c a t i o n 
42. F u l f i l l m e n t o f p e r s o n a l needs 
43. F e e l i n g o f achievement 
44. F e e l i n g o f b e i n g needed 
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Job Dimensions ( c o n t i n u e d ) 

45. F e e l i n g o f accomplishment S ? D NA 
46. F u l l c r e d i t f o r work done 
47. Thanks from those you b e n e f i t 
48. R e c o g n i t i o n from y o u r s u p e r v i s o r s 
49. R e c o g n i t i o n from y o u r peers 
50. P e r s o n a l s a t i s f a c t i o n o f j o b w e l l done 
5 1 . Chance t o see r e s u l t s o f work 
52. Chance t o f o l l o w j o b t h r o u g h t o i t s c o n c l u s i o n 
53. Chance t o e v a l u a t e own work 
54. E v a l u a t i o n o f work by o t h e r s 
55. O p p o r t u n i t y t o use i n i t i a t i v e 
56. Freedom t o make d e c i s i o n s 
57. P e r s o n a l autonomy 
58. Freedom t o use own judgment 
59. O p p o r t u n i t y t o do s o c i a l l y s i g n i f i c a n t t a s k s 
60. O p p o r t u n i t y t o improve h e a l t h o f o t h e r s 
61. O p p o r t u n i t y t o improve appearance o r c o m f o r t o f 

o t h e r s 
62. O p p o r t u n i t y t o h e l p o t h e r s f i n d success o r 

happiness 
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Job S a t i s f a c t i o n I n d e x ( B r a y f i e l d and Roche 1951) 

V a r i a b l e T h i s s c a l e seems t o be a g e n e r a l i n d e x o f j o b s a t i s f a c t i o n i n 
f e r r e d f r o m a t t i t u d e t oward work. 

D e s c r i p t i o n I n c o n s t r u c t i n g t h e s c a l e i t was t h e a u t h o r s ' i n t e n t t o p r o v i d e 
an o v e r a l l i n d e x o f j o b s a t i s f a c t i o n a p p l i c a b l e across o c c u p a t i o n a l 
c a t e g o r i e s . Seventy-seven men i n a P e r s o n n e l Psychology c l a s s a t 
the U n i v e r s i t y o f M i n n e s o t a f o r members o f an Army S p e c i a l i z e d 
T r a i n i n g Program s e r v e d as judges i n a T h u r s t o n e s c a l i n g paradigm. The 
average age o f the judges was 30 y e a r s and t h e m a j o r i t y had had s e v e r a l 
y e a r s o c c u p a t i o n a l e x p e r i e n c e r a n g i n g f r o m u n s k i l l e d l a b o r t o p r o 
f e s s i o n a l o c c u p a t i o n s . 

Items were s e l e c t e d f o r the i n d e x on the b a s i s o f Q v a l u e ( l e s s 
t h a n 2 . 0 0 ) , l a c k o f r e f e r e n c e t o a s p e c i f i c a s p e c t o f a j o b , and l a c k 
o f s o c i a l d e s i r a b i l i t y . E i g h t e e n i t e m s c o v e r i n g almost the e n t i r e 
a t t i t u d e range i n 1/2 s t e p i n t e r v a l s and which met the above c r i t e r i a 
were s e l e c t e d f o r the f i n a l s c a l e f r o m an o r i g i n a l p o o l o f 255. L i k e r t 
s c o r i n g was t h e n a p p l i e d t o the i t e m s u s i n g the T h u r s t o n e s c a l e v a l u e 
t o i n d i c a t e s c o r i n g d i r e c t i o n . T hat i s , i t e m s a t the s a t i s f i e d end o f 
the s c a l e r e c e i v e d 5 p o i n t s f o r S t r o n g l y Agree, 4 f o r Agree, 3 f o r 
Undecided, e t c . I t e m s a t the d i s s a t i s f i e d end r e c e i v e d 5 p o i n t s f o r 
S t r o n g l y D i s a g r e e , 4 f o r D i s a g r e e , 3 f o r Undecided, e t c . The p o s s i b l e 
range o f scores i s t h e r e f o r e 18 t o 90 p o i n t s w i t h a h i g h s c o r e r e p r e 
s e n t i n g s a t i s f a c t i o n . The " n e u t r a l " p o i n t i s a t 54. 

Sample S e v e r a l samples were used i n v a r i o u s phases o f t h e s t u d y and 
are d e s c r i b e d below. 

R e l i a b i l i t y / A s p l i t h a l f c o e f f i c i e n t o f .87 ( c o r r e c t e d ) i s r e p o r t e d f o r a 
Homogeneity sample o f 231 c l e r i c a l female employees. 

V a l i d i t y The i n d e x i s a b l e to d i s c r i m i n a t e between groups who were as
sumed t o be d i f f e r e n t i a l l y s a t i s f i e d w i t h t h e i r j o b s . The mean 
scores o f 40 p e o p l e i n an a d u l t n i g h t s c h o o l course i n Personnel 
Psychology who were a l s o employed i n a p e r s o n n e l p o s i t i o n were con
t r a s t e d w i t h 51 p e o p l e i n the same course b u t who were n o t employed 
i n p e r s o n n e l p o s i t i o n s . The a u t h o r s make t h i s d i c h o t o m y based on 
the f o l l o w i n g assumption: "Those persons i n t h e c l a s s employed i n 
o c c u p a t i o n s a p p r o p r i a t e t o t h e i r expressed i n t e r e s t s h o u l d , on the 
average, be more s a t i s f i e d w i t h t h e i r j o b s t h a n those members o f the 
c l a s s employed i n o c c u p a t i o n s i n a p p r o p r i a t e t o t h e i r expressed i n 
t e r e s t i n p e r s o n n e l work." The P e r s o n n e l group's mean s c o r e was 76.9 
(SD = 8.6) and t h e Non-Personnel group's was 65.4 (SD = 14.02). 
The d i f f e r e n c e i n means i s r e p o r t e d as b e i n g s i g n i f i c a n t l y d i f f e r e n t 
a t t h e 1% l e v e l (presumably by a one t a i l e d t e s t , e d . ) . 

The Job S a t i s f a c t i o n Index was a l s o r e p o r t e d t o c o r r e l a t e .92 
w i t h the Hoppock b l a n k on t h e same n i g h t s c h o o l p o p u l a t i o n . 
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L o c a t i o n B r a y f i e l d , A. H. and H. F. Rothe, "An In d e x o f Job S a t i s f a c t i o n , 
J. A p p l . P s y c h o l , ( 3 5 ) , 1951, pp. 307-311. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n about 10 m i n u t e s . S c o r i n g i s r e a d i l y ac 
co m p l i s h e d by summing the response c a t e g o r y v a l u e s . 

R e s u l t s & 
Comments 

References 

The Job S a t i s f a c t i o n I n d e x ( J S I ) i s a s i m p l e , s t r a i g h t f o r w a r d , 
t r a n s p a r e n t i n s t r u m e n t which m i g h t be u s e f u l f o r a s u p e r f i c i a l survey 
o f g e n e r a l j o b s a t i s f a c t i o n . Since i t does n o t p r o v i d e area s c o r e s 
or g i v e i n f o r m a t i o n about s p e c i f i c i t e m s o f d i s c o n t e n t i t would be 
d i f f i c u l t t o use f o r c o u n s e l i n g and would n o t enab l e management t o 
m o d i f y p a r t i c u l a r p r a c t i c e s , e t c . 

B r a y f i e l d , W e l l s and S t r a t e (1957) d i s c o v e r e d t h a t the J S I c o r 
r e l a t e d + .40 ( f o r men) w i t h t he Science Research A s s o c i a t e s I n v e n 
t o r y and + .32 w i t h the Weitz T e s t o f General S a t i s f a c t i o n . A c o r 
r e l a t i o n o f + .49 i s r e p o r t e d w i t h t he R u n d q u i s t - S l e t t o M o r a l e Scale 
f o r t h e same group o f 41 male c i t y government employees. The scores 
o f female employees showed a lo w e r s p l i t h a l f r e l i a b i l i t y and no s i g 
n i f i c a n t c o r r e l a t i o n s between J S I and the i n s t r u m e n t s mentioned above. 
The a u t h o r s h y p o t h e s i z e t h a t t he c o r r e l a t i o n between j o b s a t i s f a c t i o n 
and g e n e r a l l i f e s a t i s f a c t i o n f o r men r e s u l t s because the j o b p l a y s 
a more s i g n i f i c a n t r o l e i n t he l i v e s o f men than o f women. They sug
g e s t , i n f a c t , " . . . t h a t , when the j o b i s p e r c e i v e d as i m p o r t a n t i n 
the l i f e scheme as may be the case f o r . . . m a l e s . . . , g e n e r a l s a t i s f a c 
t i o n becomes a f u n c t i o n , i n p a r t a t l e a s t , o f j o b s a t i s f a c t i o n . " 

B r a y f i e l d , A. H., R. V. W e l l s , and M. W. S t r a t e , " I n t e r r e l a t i o n s h i p s 
Among Measures o f Job S a t i s f a c t i o n and General S a t i s f a c t i o n , " J. Appl, 
P s y c h o l . ( 4 1 ) , 1957, pp. 201-205. 



Instrument The plus <+) and minus (-) signs below Indicate the apparent 
scoring direction for the Item and do not, of course, appear on the 
original scale. Items marked (+) axe scored 5 points for Strongly 
Agree, etc. Items marked (-) are scored 5 for Strongly Disagree, 
etc. JOB QUESTIONNAIRE 

Some jobs are more Interesting and satisfying than others. We 
want to know hov people feel about different joba. This blank contains 
eighteen statementa about Jobs. You are to cross out the phrase below 
each statement which beBt describes how you feel about your present 
job. There ere no right or wrong answers. We should like your honest 
opinion on each one of the statements. Work out the sample item 
numbered (0), 

0. There are some conditions concerning my Job that could be Improved. 
STRONGLY A GHEE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+ 1. Ky job Is like a hobby to me. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+9. I am satisfied with my Job for the time being. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+ ,2. My job i s usually Interesting enough to keep me from getting bored -10- I feel that my Job l s no more interesting than others I could get, 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

3. I t seems that my friends are more Interested i n their jobs. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

• A. I consider my Job rather unpleasant. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE 

+5. I enjoy my work more than my leisure time* 
STRONGLY AGREE -AGREE UNDECIDED DISAGREE 

STRONGLY DISAGREE 

STRONGLY DISAGREE 

- 6 . I am often bored with my job. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+ 7. I feel f a i r l y well satisfied with my present job. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

- 8. Most of the time I have to force myself to go to work. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

-11. I definitely dislike my work. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+12. I feel that I am happier la my work than most other people. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

4-13. Host days I am enthusiastic about my work. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

-14. Each day of work seems like I t w i l l never end. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+15. I like my Job better than the average worker does. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

-16. My job i a pretty uninteresting. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

+17. I find real enjoyment ln my work. 
STRONGLY AGREE AGREE UNDECIDED DISAGREE STRONGLY DISAGREE 

-18. I am disappointed Chat I ever took this job. 
STRONGLY AGREE ACRES UNDECIDED DISAGREE STRONGLY DISAGREE 

Revised job satisfaction blank. 
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JOB SATISFACTION (Hoppock 1935) 

V a r i a b l e Mos C o f these j o b s a t i s f a c t i o n q u e s t i o n s are s t r a i g h t f o r w a r d r a t i n g s 
b u t t h e r e a r e some q u e s t i o n s coneluded i n a c o m p a r a t i v e framework, 
e.g., how w e l l t h e person's j o b compares w i t h those o f o t h e r p e o p l e , 
how w e l l i t compares w i t h spare time a c t i v i t i e s . 

D e s c r i p t i o n Hoppock t r i e d many d i f f e r e n t q u e s t i o n s i n t h i s landmark p u b l i c a t i o n . 
The n i n e l i s t e d here are the ones asked o f r e s i d e n t s o f New Hope, 
P e n n s y l v a n i a , w h i c h c o n s t i t u t e the ones mos t v a l u a b l e f o r norma t i v e 
purposes and f o r the assessment o f s o c i a l changes. 

A t o t a l j o b s a t i s f a c t i o n i n d e x i s composed o f items I , I I , I I I and V 
and a p p a r e n t l y based on t h e average score f o r each i t e m . Tha t i s , 
i f t he person chooses the " l e a s t s a t i s f i e d " o f the seven a t t e r n a t i v e s 
f o r each o f the f o u r i t e m s , he g e t s a s c o r e o f 100 and 700 i f he 
chooses the "most s a t i s f i e d " a l t e r n a t i v e s f o r each i t e m . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

The t o t a l p o p u l a t i o n o f New Hope, P e n n s y l v a n i a was surveyed i n 1933. 
Only 12 p e r c e n t o f the employed r e f u s e d t o p a r t i c i p a t e , g i v i n g a t o t a l 
sample o f 309 employed r e s p o n d e n t s across the e n t i r e o c c u p a t i o n a l 
h i e r a r c h y . 

No t e s t - r e t e s t data were a p p a r e n t l y c o l l e c t e d . A s p l i t - h a l f c o r r e l a 
t i o n between items I and I I I v s . I I and V was .93. 

The a u t h o r does p r e s e n t some d a t a i n d i c a t i n g a t t i t u d i n a l d i f f e r e n c e s 
between s a t i s f i e d and d i s s a t i s f i e d t e a c h e r s but these and the o t h e r 
v a l i d a t i o n a l data p r e s e n t e d by the a u t h o r appear t o bear o n l y 
p e r i p h e r a l l y on v a l i d i t y as i t i s c o n s i d e r e d today. 

L o c a t i o n 

Adminis t r a t i o n 

Hoppock, R. Job S a t i s f a c t i o n New York: Harper, 1935. 

The q u e s t i o n s are s e l f - a d m i n i s t r a b l e i n l e s s than t e n m i n u t e s . The 
score ranges f r o m 100 (extreme s a t i s f a c t i o n ) t o 700 (extreme d i s 
s a t i s f a c t i o n ) r e s u l t e d i n the f o l l o w i n g d i s t r i b u t i o n f o r the New 
Hope respondents : 

100 - 199 6% 
200 - 299 6 
300 - 399 10 
400 - 499 12 
500 - 599 40 
600 - 700 26 

100% 

R e s u l t s and The mean sc o r e was 494. Hoppock was perhaps the f i r s t t o note the 
Comments r e l a t i o n between s a t i s f a c t i o n and o c c u p a t i o n a l s t a t u s . U n s k i l l e d 

manual w o r k e r s scored 4 0 1 , s e m i - s k i l l e d 483, s k i l l e d and w h i t e - c o l l a r 
510, s u b - p r o f e s s i o n a l and lower management 548 and p r o f e s s i o n a l and 
upper-management 560. 
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D e s p i t e i t s age and the o c c a s i o n a l l y obscure t o p i c s covered i n t h i s 
book, t h i s r e s e a r c h s t i l l deserves e x a m i n a t i o n . The q u e s t i o n s 
c o n t i n u e t o be used t o t h i s day. For example, r e s e a r c h i n t o the IRC 
and S c h l e t z e r s c a l e s ( p r e s e n t e d p r e v i o u s l y ) employed the major f o u r 
i t e m s o f t h i s s c a l e . 
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I . Choose the ONE o f the f o l l o w i n g s t a t e m e n t s w h i c h b e s t t e l l s how w e l l you l i k e 
y o u r j o b . Place a check mark ( V ' ) i n f r o n t o f t h a t s t a t e m e n t : 

1. I h a t e i t 2% 
2. I d i s l i k e i t 2 
3. I d o n't l i k e i t 11 
4. I am i n d i f f e r e n t t o i t 9 
5. I l i k e i t 63 
6. I am e n t h u s i a s t i c about i t 9 
7. I 1ove i t 5 

T o t a l 101% 

I I . Check one o f the f o l l o w i n g t o show HOW MUCH OF THE TIME you f e e l s a t i s f i e d w i t h 
y o u r j o b : 

8. A l l o f the time 4 1 % 
9. Most o f the time 27 

10. A good d e a l o f the time 8 
11. About h a l f o f the time 9 
12. O c c a s i o n a l l y 5 
13. Seldom 5 
14. Never 5 

T o t a l 100% 

I I I . Check the ONE o f t h e f o l l o w i n g w h i c h b e s t t e l l s how you f e e l about c h a n g i n g your j o b 

15. I would q u i t t h i s j o b a t once i f I c o u l d 
get a n y t h i n g e l s e t o do 13% 

16. I would t a k e a l m o s t any o t h e r j o b i n which I c o u l d 
earn as much as I am e a r n i n g now 4 

17. I would l i k e t o change b o t h my j o b and my o c c u p a t i o n 7 
18. I would l i k e t o exchange my p r e s e n t j o b f o r a n o t h e r 

j o b i n the same l i n e o f work 4 
19. I am n o t eager t o change my j o b , b u t I would do so i f 

I c o u l d g e t a b e t t e r j o b 43 
20. I cannot t h i n k o f any j o b s f o r w h i c h I would exchange mine 18 
21. I would n o t exchange my j o b f o r any o t h e r 12 

T o t a l 1 0 1 % 

I V . I f you c o u l d have your c h o i c e o f a l l the jobs i n the w o r l d , w h i c h would you choose? 
(Check o n e ) : 

22. Your p r e s e n t j o b 48% 
23. Another j o b i n the same o c c u p a t i o n 16 
24. A j o b i n a n o t h e r o c c u p a t i o n 36 

T o t a l 100% 

V. Check one o f the f o l l o w i n g t o show how you t h i n k you compare w i t h o t h e r p e o p l e : 

25. No one l i k e s h i s j o b b e t t e r t h a n I l i k e mine 19% 
26. I l i k e my j o b much b e t t e r than most people l i k e t h e i r s 16 
27. I l i k e my j o b b e t t e r than most pe o p l e l i k e t h e i r s 11 
28. I l i k e my j o b about as w e l l as most people l i k e t h e i r s 37 
29. I d i s l i k e my j o b more than most pe o p l e d i s l i k e t h e i r s 8 
30. I d i s l i k e my j o b much more t h a n most people d i s l i k e t h e i r s 2 
3 1 . No one d i s l i k e s h i s j o b more t h a n I d i s l i k e mine 6 

T o t a l 99% 



135 

V I . Which g i v e s you more s a t i s f a c t i o n ? (Check, o n e ) ; 

32. Your j o b 66% 
33. The t h i n g s you do i n your spare time 34 

T o t a l 100% 

V I I . 34. Have you ever t h o u g h t s e r i o u s l y about changing your p r e s e n t job? 

Yes 39% 
No 51 
O m i t t e d 9 

T o t a l 99% 

V I I I . 35. Have you ever d e c l i n e d an o p p o r t u n i t y t o change y o u r p r e s e n t job? 

Yes 26% 
No 63 
O m i t t e d 10 

T o t a l 99% 

IX. 36. Are your f e e l i n g s today a t r u e sample o f the way you u s u a l l y f e e l 
about your job? 

Yes 86% 
No 6 
O m i t t e d 7 

T o t a l 99% 
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TEAR BALLOT ( K e r r 1948) 

V a r i a b l e 

D e s c r i p t i o n . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

The Tear B a l l o t appears t o be a measure o f g e n e r a l j o b s a t i s f a c t i o n 
o r m o r a l e . 

The Tear B a l l o t r e p r e s e n t s an e a r l y a t t e m p t t o measure j o b s a t i s f a c t i o n 
i n a p r o b a b l y u n i q u e f a s h i o n . Responses t o the 10 i t e m s c a l e a r e 
re c o r d e d by h a v i n g the s u b j e c t t e a r the edge o f t h e page a t d e s i g n a t e d 
s p o t s r a t h e r than h a v i n g him r e c o r d h i s responses i n p e n c i l o r i n k . 
The manual m a i n t a i n s t h a t t h i s method o f r e c o r d i n g responses assures 
anonymity and " . . . n o t o n l y accomplishes i t s t e c h n i c a l purpose b u t a l s o 
i t wins the employees' r e s p e c t f o r the i n v e s t i g a t o r s . " 

Items were chosen f o r t he s c a l e w h i c h seemed t o r e p r e s e n t t h e 
pr o m i n e n t themes i n p s y c h o l o g i c a l and p e r s o n n e l l i t e r a t u r e i n the 
mid-1940's. The i t e m were a p p r a i s e d and r e v i s e d by a pane l o f f i v e 
i n d u s t r i a l p s y c h o l o g i s t s and t h e v o c a b u l a r y l e v e l was checked a g a i n s t 
the T h o r n d i k e word l i s t . 

A l a r g e number o f s t u d i e s u t i l i E i n g v a r i o u s p o p u l a t i o n s have been 
accomplished w i t h t h i s s c a l e . The r e l e v a n t d a t a on sample 
c h a r a c t e r i s t i c s a r e p r e s e n t e d below where a p p l i c a b l e . 

C o r r e c t e d s p l i t h a l f c o e f f i c i e n t s a r e r e p o r t e d t o range from .65 t o .88 
f o r u n s p e c i f i e d p o p u l a t i o n s . The manual does n o t r e p o r t a t e s t - r e t e s t 
r e l i a b i l i t y c o e f f i c i e n t . 

The manual r e p o r t s numerous v a l i d i t y s t u d i e s i n w h i c h the v a r i a b l e 
c o r r e l a t e d w i t h j o b s a t i s f a c t i o n ranges from p e r c e n t h e a r i n g l o s s 
t o empathic a b i l i t y . 

The f o l l o w i n g c o r r e l a t i o n s between the Tear B a l l o t and s p e c i f i c 
v a r i a b l e s are p r e s e n t e d i n the manual: 

V a r i a b l e C o r r e l a t i o n 

1) 
2) 
3) 
4) 

j o b t e n u r e r a t e 
p e r c e n t h e a r i n g l o s s (age h e l d c o n s t a n t ) 
average p o p u l a r i t y r a t i n g 
s a t i s f a c t i o n w i t h c o l l e c t i v e b a r g a i n i n g 
o r g a n i z a t i o n 
empathic a b i l i t y 

f r e q u e n c y o f g r i e v a n c e and c a t h a r s i s 
s e s s i o n s w i t h management 
unexcused absenteeism 
p e r c e n t o f unexcused absenteeism due 
t o i l l n e s s o n l y 

.25 
-.42 
.82 

5) 
6) 

.74 

.44 

7) 
8) 

-.76 
-.44 

.79 ( s i c ) 

F u r t h e r d a t a a r e p r e s e n t e d i n t h e manual • 

L o c a t i o n K e r r , W. A., "On the v a l i d i t y and r e l i a b i l i t y o f t h e j o b s a t i s f a c t i o n 
Tear B a l l o t , " J. A p p l . P s y c h o l . , 1948, 32, 275-281. 
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L o c a t i o n ( c o n t i n u e d ) 

Psychometric A f f i l i a t e s , The Tear B a l l o t f o r Indus t r y . 
no d a t e g i v e n on manual. 

Chicago: 

Adminis t r a t i o n 

R e s u l t s and 
Comments 

The s c a l e i s s e l f a d m i n i s t e r e d and "an average employee can answer 
a l l q u e s t i o n s and c a s t h i s anonymous b a l l o t w i t h i n two o r t h r e e 
m i n u t e s . " Assuming t h a t i n " t e a r i n g " h i s b a l l o t the average employee 
i s n o t o v e r l y z e a l o u s , s c o r i n g may be accomplished q u i t e r a p i d l y . 

I t i s u n u s u a l t h a t so s h o r t a t e s t s h o u l d show b o t h such h i g h 
a p p a r e n t r e l i a b i l i t y and v a l i d i t y . I f use o f t h i s t e s t i s c o n t e m p l a t e d 
t h e e s t a b l i s h m e n t o f l o c a l norms and v a l i d i t y indexes i s s t r o n g l y 
recommended. 

The o r i e n t a t i o n o f w o r k e r s toward t e s t s i s p r o b a b l y q u i t e d i f f e r e n t 
today than i t was t w e n t y years ago. I t i s d o u b t f u l t h a t a s i g n i f i c a n t 
advantage i s to be o b t a i n e d t h r o u g h the use o f a " t e a r b a l l o t " 
over a more common p e n c i l and paper t e s t . 

N o r mative data a r e p r e s e n t e d f o r v a r i o u s g r oupings o f employees 
(N=8 t o N=554) i n v a r i o u s o c c u p a t i o n s . The data are grouped by age, 
sex, o c c u p a t i o n and g e o g r a p h i c l o c a t i o n . There i s no i n d i c a t i o n of 
the r e l a t i o n o f e d u c a t i o n l e v e l t o Tear B a l l o t scores and no i n d i c a 
t i o n as t o t h e age o f t h e n o r m a t i v e d a t a . 

The f o l l o w i n g items are a sample o f the Tear B a l l o t q u e s t i o n s : 

1) Does t h e company make you f e e l t h a t your j o b i s r e a s o n a b l y secure as l o n g as you 
do good work? 

5) Are most o f the workers around you the k i n d who s t i l l remember you when you pass them 
on t h e s t r e e t ? 

9) Do you have c o n f i d e n c e i n the good sense o f management? 
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EMPLOYEE MORALE SCALE (Woods 1944) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

T h i s s c a l e r e p r e s e n t s an a t t e m p t t o measure a t t i t u d e d imensions 
w h i c h may be a s s o c i a t e d w i t h j o b s a t i s f a c t i o n or m o r a l e . 

134 Thurs tone sea l e d i t e m s are ar r a n g e d i n 17 groups w i t h an average 
o f about e i g h t items per group. A resp o n d e n t i s i n s t r u c t e d t o choose 
the one s t a t e m e n t i n a group w h i c h most a c c u r a t e l y r e p r e s e n t s h i s 
a t t i t u d e . Based on i t e m c o n t e n t the groups may be l a b e l e d as f o l l o w s : 
I n s t r u c t i o n s , R e s p o n s i b i l i t i e s , S u g g e s t i o n s , S u p e r v i s o r s , P l a n s , 
N a t u r e o f Work, Favors, C o u r t e s y , P u b l i c R e l a t i o n s , I n t e r e s t s , 
Advancement, Career O p p o r t u n i t y , Pay and A b i l i t y , Working 
C o n d i t i o n s , R e c o g n i t i o n , P r o m o t i o n , O u t s i d e I n f l u e n c e s . 

I t e m c o n t e n t appears t o be o f a r e l a t i v e l y h i g h v e r b a l l e v e l w h i c h 
may g r e a t l y r e s t r i c t t he a p p l i c a t i o n o f t h i s s c a l e across o c c u p a t i o n a l 
g r o u p i n g s . 

The o r i g i n a l i t e m p o o l o f 427 s t a t e m e n t s was m a i l e d t o 200 people o f 
w h i c h "most were the g e n e r a l r u n o f employee" and an u n r e p o r t e d 
p e r c e n t a g e were s u p e r v i s o r s o f v a r i o u s l e v e l s . Only o n e - t h i r d o f t h e 
r a t e r s r e t u r n e d u s a b l e d a t a . 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

A d m i n i s t r a t i o n 

No e s t i m a t e o f r e l i a b i l i t y i s r e p o r t e d . 

Items f o r the s c a l e were s e l e c t e d from the o r i g i n a l p o o l on the b a s i s 
o f s c a l e p o s i t i o n and s e m i - i n t e r q u a r t i l e range i n s t a n d a r d T h u r s t o n e 
manner. The r e s u l t i n g s c a l e was th e n a d m i n i s t e r e d t o a n o t h e r sample 
o f 42 f e d e r a l employees, a l l employed by the same agency i n v a r i o u s 
f i e l d o f f i c e s , d o i n g the same k i n d o f work a t a p p r o x i m a t e l y t he same 
r a t e o f pay. Ana l y s i s o f the r e s u l t s o f one t h i r d o f the group does 
n o t seem t o r e v e a l any s i g n i f i c a n t p a t t e r n and i t i s d i f f i c u l t t o 
say what c l a i m t he s c a l e makes f o r v a l i d i t y . 

Woods, A. "Employee a t t i t u d e s and t h e i r r e l a t i o n t o m o r a l e " , 
J. A p p l . P s y c h o l . , 1944, _28, pp. 285-301. 

S e l f a d m i n i s t e r e d i n about t h r e e q u a r t e r s o f an hour. S c o r i n g i s 
r e l a t i v e l y easy, and c o n s i s t s o f n o t i n g t he s c a l e v a l u e f o r the i t e m 
checked i n each s e c t i o n . 

R e s u l t s and 
Comments 

T h i s s c a l e r e p r e s e n t s an e a r l y a t t e m p t t o i s o l a t e and measure v a r i a b l e s 
i n an area w h i c h i s h i g h l y r e l e v a n t f o r today's r e s e a r c h e r s . Users o f 
t h i s s c a l e i n i t s p r e s e n t form may enc o u n t e r some d i f f i c u l t i e s . The 
v e r b a l l e v e l o f the i n d i v i d u a l items i s p r o b a b l y t o o d i f f i c u l t t o 
a l l o w f o r t e s t i n g a wide range o f o c c u p a t i o n a l g r o u p i n g s . Some 
employees may a l s o f i n d i t d i f f i c u l t t o choose, o u t o f a b l o c k o f 
te n o r t w e l v e s t a t e m e n t s , one s t a t e m e n t w h i c h a d e q u a t e l y r e p r e s e n t s 
t h e i r a t t i t u d e . 
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R e s u l t s and Comments ( c o n t i n u e d ) 

I t i s p o s s i b l e t h a t t h i s s c a l e c o u l d be improved by c h o o s i n g t h r e e 
or f o u r items f r o m each group and using L i k e r t format. T h i s m i g h t serve 
t o ease response e f f o r t and i n c r e a s e the score v a r i a n c e . The 
i n t e r e s t e d r e a d e r i s r e f e r r e d t o Edward's (1957, pp. 201-219) 
d i s c u s s i o n o f t h e S e a l e - D i s c r i m i n a t i o n t e c h n i q u e . I n any case the 
v a l u e o f t h i s s c a l e may b e s t be assessed by comparing responses of 
groups judged t o e x h i b i t d i f f e r e n t i a l l e v e l s o f morale or s a t i s -
f a c t i o n . 

R e f erences Edwards, A l l e n L. Techniques o f A t t i t u d e Scale C o n s t r u c t i o n , New 
York: A p p l e t o n - C e n t u r y - C r o f t s , 1957. 



Job Segment Evaluation Scale 
This scale is designed to analyze the attitudes of employees in various jobs. 

Each of the following statements represents a numerical value indicative of a 
degree of attitude. We are not interested in individual attitude measurement 
in this case; therefore you are asked not to write your name on this form. 

You are asked to check the one statement in each of the following groups 
which most closely represents your opinion on the subject. 

Scale 
I Value 

1. I feel that I receive too many instructions that are meaningless. 2.7 
2. There is no use following all instructions too carefully for some super

visors do not understand the details of the job. 2.3 
3. Our supervisors always appreciate the employee's point of view regard

ing instructions. 7.9 
4. One should call the supervisor's attention to points which the instruc

tions do not cover. 8.0 
5. There are many times when one needs to do what is best at his own 

risk when instructions are inadequate. 7.6 
6. If instructions conflict the employee should seek the advice of his im

mediate superior at once. 8.3 
7. If instructions are not carried out one should promptly explain to the 

supervisor. 7.7 
8. If instructions conflict the employee is justified in ignoring them and 

continuing as he has always done. 2.5 
9. Instructions are often unimportant and should not be taken too 

seriously. 1.3 
10. Instructions don't mean a thing for the supervisors do not know the job. 0.3 

I I 
L. I t will benefit an employee to assume responsibilities whenever possible. 8.4 
2. I t is always a pleasure to assume responsibilities here. 8.9 
3. In the best interest of the organization an employee should always 

assume any responsibility that is necessary. 8.8 
4. The supervisors rather than the employee get paid for taking on 

responsibilities. 3.2 
5. I t is to the employee's best interest always to assume responsibilities 

when necessary. 7.7 
6. The officials do not expect employees to assume responsibilities so they 

shouldn't assume any unnecessary risks. 2.6 
7. I t makes little difference to the supervisor whether or not an employee 

takes over additional responsibilities. 2.7 
8. An employee will gain nothing by assuming unnecessary responsibility. 1.3 
9. I t is always best to let others assume responsibilities for nothing is 

gained by taking unnecessary risks. 1.3 
10. I t would be to the employee's advantage, not only to make decisions, 

but to assume responsibility for his decisions in the absence of a 
superior. 8-3 

I I I 
1. Employees here are always anxious to make constructive suggestions 

about their work. 8.4 
2. I t is generally to the employee's advantage to offer suggestions for 

improvement of the organization and its work. 8.3 
3. There are times when constructive suggestions are appreciated. 7.9 
4. Constructive suggestions would not be appreciated here. 2.1 
5. I t is not worth while to offer suggestions on how to improve the work 1.3 

IV 
1. Our supervisors are capable men. 8.7 
2. If the supervisors were more capable they wouldn't be criticized so 

much. 2.1 

3. Our officers are the very best men for the job. 8.6 
4. The officers have earned their positions by being good administrators. 8.5 
5. Most of the officers are good men but there are a few who aren't. 6.9 
6. Officers are just like anyone else; some are good and some are bad. 6.5 
7. There are a few good fellows among the officers. 4.7 
8. The officers would be better liked if they didn't act like they were so 

much better than anyone else. 1-0 
9. The officers are a hunch of politicians. 1-0 
10. The officers would be better liked if they weren't a bunch of capitalists. 0.7 

V 
1. I t will help the organization if the employees try to keep acquainted 

with the plans of the management. 8.0 
2. I t makes very little difference whether the employee shows interest in 

the plans of the management. 2.3 
3. I t ia to the employee's interest to keep acquainted with the plans of 

the management. 7.1 
4. I can't be bothered with so-called plana of the management. 0.8 

VI 
1. The work we are doing is really a great service to mankind 8.8 
2. Our work is really a racket. 0.6 
3. Out work is not so important but somebody has to do it . 2.7 
4. The public should be encouraged to support the work we are doing. 7.4 
5. The work we are doing is one of those necessary evils. 1.8 
6. I t is only fair to advise the public that there are better ways of investing 

their money than here. 0.8 
7. The work we are doing is not very essential. 1.6 

V I I 
1. I t is a pleasure to do favors for fellow workers here. 8.7 
2. An employee should, if necessary, go out of his way to help fellow 

employees. 7.6 
3. Employees should do favors for each other. 7.3 
4. I t is aU right to do favors for fellow employees if they have done one 

for you. 4.9 
5. I t is best to let fellow employees know that they cannot expect favors 

from you. 1.9 
6. I f you start doing favorB for fellow workers you will soon be imposed 

upon. 1-3 
7. I t ia all right to do a favor for a fellow employee now and then. 4.3 
8. Nothing is gained by doing a fellow employee a favor. 0.6 

V I I I 
1. I t is a pleasure to be courteous to the kind of employees we have here. 9.0 
2. I t is wise to treat fellow employees courteously. 8.0 
3. There is no need to be particularly courteous to fellow employees. 2.3 
4. I t doesn't do any harm to speak to fellow employees but i t isn't 

necessary. 2.6 
5. Fellow employees here deserve to be snubbed. 0.3 
6. I t is wise to treat fellow employees courteously when the officers are 

around, but otherwise i t isn't necessary. 0.4 
7. I t is best to avoid speaking to fellow employees as much as possible. 1.2 
8. I t helps bring fellow workers around to snub them now and then. 0.6 
9. In the long run it is best to ignore fellow workers as much as possible. 0.4 
10. I t is generally a good practice to be courteous to fellow workers. 7.3 
11. I t is against the best interests of the organization to be rude to fellow 

employees. 8.0 
12. I t is very rude to ever snub a fellow worker. 7.8 



I X 
1. Employees must always be courteous when dealing with the public for 

the organisation's reputation and good name largely depend on these 
contacts. 9.0 

2. Employees should be courteous to the public whenever possible. 8.1 
3. Some of the folks who come into this office are pests and you can't waste 

too much time on them. 2.5 
4. I t really saves time and trouble to explain things fully to everyone who 

has dealings with the organization. 7.8 
5. We are all proud of our organization and its work and are anxious to 

have the public think well of us. 9.1 
6. In dealing with the public you just have to make it snappy or you will 

never get your work done. 4.1 
7. There is no "quitting time" on an employee's duties to make the public 

understand and like the organization and its work. 8.8 
X 

1. I like the work here because it is so interesting. 8.9 
2. There is absolutely nothing interesting about the work here. 0.6 
3. The work is so monotonous I'm glad to forget about it after quitting 

time. 0.7 
4. This work is so trying I am really glad when it is time to quit. 1.2 
5. I wish something could be done to make this work a little'more in

teresting. 1.3 
6. I really bate this job but what can one do about i t . 0.5 
7. I wouldn't change jobs with anyone. 9.1 
8. I would Like my job better if there were any future in i t . 4.4 
9. An employee here cannot be blamed for looking for a better job else

where. 3.0 
10. There is no reason to object to a job in this organization. 7.6 
11. The future possibilities of this job are unlimtted. 9.0 
12. This is a good chance for a career. 8.7 

X I 
1. Political pull rather than training makes for advancement here. 1.5 
2. The management makes it worthwhile for an employee to improve his 

training. 8.0 
3. The management offers the employee unlimited opportunity for 

training to improve his work and service. 8.9 
4. There is little use in bothering with outside training for the manage

ment has most of us pegged where i t wants us. 1.1 
X I I 

1. This organization offers ideal opportunities for a career. 8.9 
2. As a career this job has absolutely nothing to offer. 1.3 
3. The career boys here are the ones with a drag. 1.0 
4. If one were interested in a career he would not stay here too long. 2.4 
5. There is no use in my thinking of a career; things are set against me. 0.1 
6. This work has many features which makes it worthwhile as a career. 7.7 

X I I I 
1. Employees here are well paid in proportion to their ability. 8.3 
2. The best way to get a raise is to tend to business. 7.8 
3. You never get a raise here until you ask for i t . 3.3 
4. Some employees here are paid according to their ability but others are 

not. 3.3 
5. The employees would be better satisfied if they were paid on the basis 

of ability. 3.3 
6. If an employee feels he isn't getting what he is worth it would be to his 

advantage to discuss the matter with the management. 8-6 

7. The most able employees are not always the best paid. 4.2 
8. Working overtime without pay is all right once in a while, but that 

happens too often here. 3.4 
9. We are always glad to work overtime for extra effort is always recog

nised in some way here. 8.4 
XIV 

1. Our working conditions here are ideal. 9.4 
2. Working conditions here aren't so bad. 6.6 
3. There are many things that can be done to improve our working condi

tions. 4.8 
4. How can the management expect us *© get anything done under the 

present working conditions? 2.5 
5. Working conditions here couldn't be much worse. 0.6 
6. Working conditions here are about the same as anywhere else. 4.5 

XV 
1. The employees here appreciate the credit that is gladly given by the 

management for good work. 8.9 
2. Sometimes credit is given for good work here and sometimes not. 4.3 
3. You may as well take advantage of the other fellows good ideas to get 

credit for yourself, that's what everyone else does. 1.0 
4. You don't get any extra consideration here anyway, so you may as well 

take credit for all you can whether you deserve it or not. 0.9 
5. The management is fairly good about recognition of work well done. 7.1 

XVI 
1. The best qualified people always get the promotions here. 7.7 
2. More employees would stick with the organization if the chances for 

promotion were better. 4.4 
3. The chances for promotion are ideal here. 9.1 
4. Employees are always given plenty of opportunity for promotion. 8.5 
5. The best qualified people do not always get the promotion. 4.1 
6. I t doesn't pay to work hard for promotion here for there aren't any 

opportunities anyway. 2.3 
7. So many young fellows get the promotions when they should go to those 

who have been here longest. 4.1. 
8. I t doesn't do a young fellow any good to work hard for the older men 

get the promotions anyway. 1.7 
9. There are a few opportunities for promotion, but generally they aren't 

so good. 3,2 
10. I t seems to make little difference whether an employee works hard to 

earn a promotion. 1.9 
11. Promotions are a matter of luck and political pull. 0\9 
12. Anyone is foolish to refuse a promotion even if he knows he isn't fitted 

for the job. 2.7 
13. I f a fellow isn't fitted for the job he should refuse a promotion. 6.1 

X V I I 
1. An employee should always try to keep outside influence from affecting 

bis work. s.3 
2. An employee has outside problems, too, and the management should 

expect them to influence his work occasionally. 3.9 
3. The_ management has been very considerate on occasions when I was 

haTing problems and worries outside the line of duty. 8.5 
4. The management doesn't care what happens to the employees outside 

their line of duty. 1.6 
5. There is nothing the matter with the job here, I am just worried by 
some conditions outside the line of work. 5,3 

6. I haven't been able to do my best because so many other matters were 
troubling me. 3 9 
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WORK SATISFACTION AND PERSONAL HAPPINESS 
( N o l l and Bradburn 1968) 

V a r i a b l e T h i s s h o r t work s a t i s f a c t i o n s c a l e was used as an independent v a r i a b l e 
i n a s t u d y o f sources o f p e r s o n a l h a p p i n e s s . 

D e s c r i p t i o n There are t h r e e open-ended q u e s t i o n s which make up the s c a l e . Re
sponses i n d i c a t i n g t h a t t h e r e s p o n d e n t was " v e r y s a t i s f i e d " i n h i s 
r e p l y t o a p a r t i c u l a r q u e s t i o n s c o r e d as 1; o t h e r w i s e responses 
s c o r e d as 0. Scale scores r u n t h e r e f o r e f r o m 0 (no " v e r y s a t i s f i e d " 
r e p l i e s ) t o 3 ( t h r e e " v e r y s a t i s f i e d " r e p l i e s ) . 

Sample The q u e s t i o n s were asked i n two waves o f a c r o s s - s e c t i o n p a n e l sample 
i n the mid-1960's. The number o f employed pe o p l e i n these samples 
was 2428 f o r t h e f i r s t i n t e r v i e w and 1925 f o r the second i n t e r v i e w . 
Most o f t h e r e s u l t s t h a t f o l l o w , however, are based on samples o f 
s i z e 1451 and 1062 f o r the two waves. 

R e l i a b i l i t y The f o l l o w i n g c o r r e l a t i o n s (gamma) were o b t a i n e d between t h e i t e m s . 
F i r s t f i g u r e s are f o r the f i r s t i n t e r v i e w ; those i n p a r e n t h e s e s f o r 
the second i n t e r v i e w . 

S a t i s f a c t i o n w i t h 

E a r n i n g s 
E a r n i n g s X 
K i n d o f work .41 (.58) 
Work as a whole .70 (.72) 

K i n d o f Work 

.85 (.84) 

V a l i d i t y 

L o c a t i o n 

Adminis t r a t i o n 

R e s u l t s and 
Comments 

No d a t a b e a r i n g d i r e c t l y on v a l i d i t y are r e p o r t e d . 

N o l l , D. and B r a d b u r n , N. "Work and Happiness." Paper p r e s e n t e d a t 
the 1968 meetings o f t h e American S o c i o l o g i c a l A s s o c i a t i o n i n Boston. 
These d a t a w i l l a l s o be r e p o r t e d i n Norman B r a d b u r n , The S t r u c t u r e 
o f P y s c h o l o g i c a l W e l l - B e i n g , Chicago: A l d i n e Press ( i n p r e s s ) . 

The i t e m s s h o u l d t a k e l e s s t h a n t h r e e m i n u t e s t o complete i n an i n t e r 
v i e w s i t u a t i o n , perhaps a l i t t l e l o n g e r i n a q u e s t i o n n a i r e . 

As h y p o t h e s i z e d , work s a t i s f a c t i o n and happiness were s i g n i f i c a n t l y 
c o r r e l a t e d — g a m m a = .43 i n t h e f i r s t i n t e r v i e w and .41 i n t h e 
second i n t e r v i e w f o r men, and a t .28 i n the f i r s t i n t e r v i e w and 
.44 i n the second i n t e r v i e w f o r women. There were no s y s t e m a t i c 
d i f f e r e n c e s i n t h e s i z e o f these c o r r e l a t i o n s f o r groups v a r y i n g i n 
o c c u p a t i o n a l p r e s t i g e . 

Work s a t i s f a c t i o n was r e l a t e d t o b o t h g e n e r a l f e e l i n g s o f h i g h " p o s i 
t i v e a f f e c t " and low " n e g a t i v e a f f e c t , " b u t r e l a t i o n s were h i g h e r w i t h 
p o s i t i v e a f f e c t t h a n w i t h n e g a t i v e a f f e c t . No d i f f e r e n c e s were f o u n d , 
however, between changes i n work s a t i s f a c t i o n and the two f a c e t s o f 
a f f e c t . Adequacy i n d o i n g one's j o b was r e l a t e d t o low f e e l i n g s o f 
n e g a t i v e a f f e c t , b u t n o t t o p o s i t i v e a f f e c t . 
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G r e a t e s t f e e l i n g s o f unhappiness and n e g a t i v e a f f e c t and l o w e s t 
f e e l i n g s o f p o s i t i v e a f f e c t were r e p o r t e d by people who were un 
employed. A j o b advancement i n d e x ( r e p r o d u c e d below) was found 
t o be r e l a t e d t o p o s i t i v e a f f e c t b u t n o t n e g a t i v e a f f e c t . 

Reference Bradburn, N. and C a p l o v i t z , 0. Reports on Happiness. Chicago: 
A l d i n e P r e s s , 1965. 

ITEMS 

Work s a t i s f a c t i o n i n d e x : 
1) How s a t i s f i e d a r e you w i t h y o u r e a r n i n g s ? 
2) How s a t i s f i e d a r e you w i t h the k i n d o f work t h a t you do? 
3) T a k i n g a l l t h i n g s t o g e t h e r , how do you f e e l about your work 

( b u s i n e s s ) as a whole? 

P e r s o n a l h a p p i n e s s : 
1) T a k i n g a l l t h i n g s t o g e t h e r , how would you say t h i n g s are 

these days--would you say you're v e r y happy, p r e t t y happy, 
o r n o t too happy? 

2) P o s i t i v e a f f e c t \ T , ., , . _ „ , _ . /mcc\ 
\. I n d i c e s d e s c r i b e d i n Bradburn and C a p l o v i t z \l9bDj 

3) N e g a t i v e a f f e c t 

Job advancement i n d e x (Score one f o r each a s t e r i s k ; s c o res run from 
0 T o ~ 5 ) 

1) I s t h i s t he b e s t j o b you have ever held? Yes* No 
2) D i d you r e c e i v e a r a i s e i n the l a s t year? Yes* No 
3) D i d you r e c e i v e a p r o m o t i o n i n the l a s t year? Yes* No 
4) Do you t h i n k y o u r chances f o r advancement 

are good, f a i r , or poor? Good** F a i r * Poor 

file:///l9bDj


6. JOB SATISFACTION FOR PARTICULAR OCCUPATIONS 

These s c a l e s were developed f o r p a r t i c u l a r o c c u p a t i o n a l groups and, o f 
c o u r s e , can be used on o t h e r g r o u p s , b u t u s u a l l y o n l y a f t e r c a r e f u l r e w o r d i n g 
and/or r e a n a l y s i s . They would p r o b a b l y be most u s e f u l t o anyone l o o k i n g f o r 
a s c a l e t h a t can be a p p l i e d d i r e c t l y t o the same ( o r h i g h l y s i m i l a r ) type o f 
o c c u p a t i o n s . Two o f the s c a l e s were developed f o r managers, two f o r s c i e n t i s t s 
and t h e f i n a l one f o r mechanics. The f i v e s c a l e s i n o r d e r o f p r e s e n t a t i o n a r e : 

1. Need F u l f i l l m e n t Q u e s t i o n n a i r e f o r Management ( P o r t e r 1962) 
2. M a n a g e r i a l Job A t t i t u d e s ( H a r r i s o n 1960) 
3. Job A t t i t u d e s and Job S a t i s f a c t i o n o f S c i e n t i s t s ( H i n r i c h s 1962) 
4. A t t i t u d e s o f S c i e n t i s t s i n O r g a n i z a t i o n s ( P e l z and Andrews 1966) 
5. Job S a t i s f a c t o r y I n v e n t o r y (Twery, e t a l . 1958) 
P o r t e r ' s Need F u l f i l l m e n t Q u e s t i o n n a i r e i s one o f the few j o b a t t i t u d e 

i n s t r u m e n t s based on an e l e g a n t p s y c h o l o g i c a l t h e o r y - - t h e Maslow h i e r a r c h y o f 
needs. The Maslow paradigm p o s t u l a t e s t h a t s e c u r i t y needs are the most b a s i c 
human wants and t h a t u n t i l these a r e s a t i s f i e d , t h e r e i s l i t t l e d e s i r e f o r s a t i s 
f a c t i o n f o r l e s s b a s i c needs ( i n o r d e r : s o c i a l , esteem, autonomy and s e l f -
a c t u a l i z a t i o n ) . That i s , one does n o t s t r i v e f o r s e l f - a c t u a l i z a t i o n needs u n t i l 
the p r e v i o u s f o u r needs have been e s s e n t i a l l y g u a r a n t e e d . Since r e s u l t s t o date 
are n o t p e r f e c t l y c o n s i s t e n t w i t h t he t h e o r y , the i n s t r u m e n t ought t o be t r i e d 
o u t on r a n k and f i l e p e r s o n n e l t o see i f the t h e o r y h o l d s a d e q u a t e l y f o r those 
f o r whom s e c u r i t y and s o c i a l needs s h o u l d be paramount. (For some r e s e a r c h which 
i s t h r o w s doubt on t h i s p o i n t , a t t e n t i o n i s drawn t o a r e f e r e n c e d monograph by 
B e e r s . ) The i t e m f o r m a t i s s t r i c t l y on a f r a m e - o f - r e f e r e n c e b a s i s , a too-se ldom-
used v a r i a t i o n i n the manner o f a s k i n g j o b a t t i t u d e q u e s t i o n s . A l m o s t no 
p s y c h o m e t r i c d a t a a r e p r e s e n t e d on t h e i n s t r u m e n t ; however, i t was P o r t e r ' s 
i n t e n t i o n t o i n v e s t i g a t e a t h e o r y o f j o b s a t i s f a c t i o n r a t h e r t h a n t o c r e a t e an 
i n s t r u m e n t f o r i t s measurement. The rea d e r i s r e f e r r e d t o p r e v i o u s a t t e m p t s t o 
measure j o b s a t i s f a c t i o n as a f u n c t i o n o f need s a t i s f a c t i o n , i n c l u d i n g S c h a f f e r ' s 
i n v e n t o r y , w h i c h i s p r e s e n t e d i n Chapter 7. 

H a r r i s o n ' s f a c t o r s from h i s m u l t i d i m e n s i o n a l a n a l y s i s o f m a n a g e r i a l j o b 



a t t i t u d e s were those t h a t s u r v i v e d an e m p i r i c a l c u t from 78 items and c o n t a I n 
a number o f v a l u a b l e items w h i c h load on r e l a t i v e l y pure f a c t o r s o f m a n a g e r i a l 
a t t i t u d e s . N o r m a t i v e , r e l i a b i l i t y and v a l i d i t y d ata a r e l a c k i n g , w h i c h l i m i t s t he 
a p p l i c a b i l i t y o f t h i s i n s t r u m e n t . 

H i n r i c h ' s q u e s t i o n n a i r e a l s o covers a broad range o f o c c u p a t i o n a l t o p i c s and 
i n c l u d e s i t e m s d e a l i n g n o t onLy w i t h work c o n t e n t b u t w i t h a t t i t u d e s toward 
s o c i e t y , f e e l i n g s about the ty p e o f o r g a n i z a t i o n i n w h i c h one i s employed, and 
a t t i t u d e s toward one's p r o f e s s i o n a l o b l i g a t i o n s . I t was developed f o r use w i t h 
c h e m i s t s , and w h i l e t h e r e a re sh o r t c o m i n g s w i t h t he o r i g i n a l sample, i t i s b e t t e r 
than most i n d u s t r i a l a t t i t u d e s t u d i e s i n t h i s r e s p e c t . On the whole, t h e ques
t i o n n a i r e probes i n t o enough i n t e r e s t i n g areas t o w a r r a n t r e v i e w by those i n t e n d i n g 
f u t u r e s t u d i e s w i t h w o r k e r s i n t h i s p r o f e s s i o n . 

The same e v a l u a t i o n can be made o f the e i g h t i n d i c e s c o n s t r u c t e d by Pelz 
and Andrews i n t h e i r i n v e s t i g a t i o n i n t o the o r i e n t a t i o n s o f s c i e n t i s t s . One 
g r e a t advantage o f these i n d i c e s i s t h a t they have been c o r r e l a t e d w i t h v a r i o u s 
measures o f j o b performance. F u r t h e r m o r e , o r g a n i z a t i o n s t r u c t u r a l v a r i a b l e s are 
taken i n t o a c c o u n t , as are d i f f e r e n c e s between i n t r i n s i c and e x t r i n s i c j o b f a c t o r s . 
For n o r m a t i v e d a t a on j o b a t t i t u d e s o f r e p r e s e n t s t i v e samp l e s o f s c i e n t i s t s , 
however, the r e a d e r i s b e t t e r a d v i s e d t o r e f e r t o the K i l p a t r i c k , e t a l . s t u d y , 
r e v i e w e d i n Robinson's c h a p t e r . 

The Job S a t i s f a c t i o n I n v e n t o r y , as d e v i s e d by Twery, e t a l p h a s an i n t e r e s t i n g 
m e t h o d o l o g i c a l background. I t was used on a b l u e - c o l l a r sample and the hypo
t h e t i c a l f a c t o r s t r u c t u r e on w h i c h i t was c o n s t r u c t e d h e l d up e x t r e m e l y w e l l 
e m p i r i c a l l y . Some o f these f a c t o r s a r e q u i t e s p e c i f i c t o A i r Force mechanics, 
however, and a r i c h e r source o f f a c t o r s can be found i n the Dunn e t t e , e t a l . 
s t u d y (Chapter 5) and the G u r i n , e t a l . code c a t e g o r i e s r e v i e w e d i n Robinson's 
c h a p t e r . 

Four o t h e r s c a l e s f o r s p e c i a l groups have come t o our a t t e n t i o n w h i c h do n o t 
seem t o be w o r t h more d e t a i l e d r e v i e w than g i v e n here below. There a re u n d o u b t e d l y 
dozens o f such s c a l e s a v a i l a b l e t h a t we have n o t r u n a c r o s s . As a r e p r e s e n t a 
t i v e o f f e r i n g , t h e n , we w i l l r e f e r e n c e the f o u r a v a i l a b l e t o us. 

1. M i l i t a r y Base M o r a l e c o n s i s t s o f 21 r a t h e r g e n e r a l items d e a l i n g w i t h 
f o u r areas ( t h e A i r F o r c e , the A i r S i t e , p e r s o n a l commitment and 
s a t i s f a c t i o n w i t h t he j o b ) . I n t e r n a l c o n s i s t e n c y o f the s c a l e s does n o t 
appear t o be p a r t i c u l a r l y h i g h a l t h o u g h c o r r e l a t i o n o f a combined s c o r e 
w i t h o u t s i d e r a t i n g s was .52. The s c a l e s a re p u b l i s h e d i n M i l l e r , D. 
and M e d a l i a , N. " E f f i c i e n c y , l e a d e r s h i p and mo r a l e i n s m a l l m i l i t a r y 
o r g a n i z a t i o n s " The S o c i o l o g i c a l Review, 1953, _3> 93-107. 
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2. Job A c t i t u d e I n v e n t o r y i s a s e t o f 40 L i k e r t items w h i c h were asked 
of a random sample o f the members o f the N a t i o n a l A s s o c i a t i o n o f 
L i f e U n d e r w r i t e r s f o u r times i n t h e l a s t seven y e a r s . Response r a t e s 
have o n l y been about 30 p ercent,.however. Scores are a v a i l a b l e f o r s i x 
areas: o v e r a l l j o b s a t i s f a c t i o n , i n c o m e - s e c u r i t y , home o f f i c e 
s u p p o r t , j o b p r e s t i g e , j o b demands, m a n a g e r i a l s u p p o r t . I n t e r e s t i n g 
l o n g i t u d i n a l d a t a ( b u t no r e l i a b i l i t y and v a l i d i t y i n f o r m a t i o n ) 

i s c o n t a i n e d i n 1964 Survey o f Agency O p i n i o n , F i l e 1440 o f L i f e 
I n s u r a n c e Agency o f Management A s s o c i a t i o n . 

3. Job S a t i s f a c t i o n f o r Salesmen i s a s h o r t f i v e i t e m s c a l e which c l a i m s 
a r e p r o d u c i b i l i t y c o e f f i c i e n t o f .95. Three items d e a l w i t h s u p e r v i s o r 
r e l a t i o n s , one w i t h the p r o b a b i l i t y t h a t the salesmen would work f o r 
the company i f he had i t to do a l l over a g a i n , and one w i t h chances 
f o r advancement. Cause and e f f e c t r e l a dions seem obscure i n the data 
p r e s e n t a t i o n . The items are p r e s e n t e d i n Pearson, J . , e t a l . "Sales 
Success and Job S a t i s f a c t i o n " , American S o c i o l o g i c a l Review 1957, 22, 
424-7. 

4. The F a c u l t y M o r a l e Scale covers 34 aspects o f academic l i f e t h a t may 
be sources o f s a t i s f a c t i o n o r d i s s a t i s f a c t i o n . The i n s t r u m e n t l a c k s 
f a c e v a l i d i t y and even the s c a l e p u b l i s h e r s c a u t i o n t h a t the i n s t r u 
ment has y e t t o advance beyond t h e e x p e r i m e n t a 1 s t a g e . F u r t h e r 
i n f o r m a t i o n i s a v a i l a b l e from P s y c h o m e t r i c A f f i l i a t e s , Box 1625, 
Chicago 90, I l l i n o i s . 
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NEED FULFILLMENT QUESTIONNAIRE FOR MANAGEMENT ( P o r t e r 1962) 

V a r i a b l e The s c a l e p u r p o r t s t o measure t h e m a g n i t u d e , i m p o r t a n c e and 
degree o f need s a t i s f a c t i o n o f managers i n r e l a t i o n t o Maslow's (1954) 
h i e r a r c h y o f needs. 

D e s c r i p t i o n F i v e need c a t e g o r i e s , chosen t o r e p r e s e n t a h i e r a r c h y o f p r e 
p o t e n c y o f needs, were s t u d l e d - - s e c u r i t y , s o c i a l , esteem, autonomy, 
and s e l f a c t u a l i z a t i o n . Each o f t h e t h i r t e e n i t e m s on t h e s c a l e 
a t t e m p t e d t o measure n o t o n l y t h e e x i s t i n g degree o f need f u l f i l l m e n t 
b u t a l s o t h e d i s c r e p e n c y between a c h i e v e d and e x p e c t e d l e v e l s i n 
a d d i t i o n t o t h e r e l a t i v e i m p o r t a n c e o f t h e c a t e g o r y . Each s c a l e I t e m , 
t h e r e f o r e , r e q u i r e d t h r e e s e p a r a t e responses on 7 p o i n t s u b s c a l e s . 
The d a t a d e r i v e d f r o m these responses are o f two t y p e s . The f i r s t i s 
a d e f i c i e n c y measure o b t a i n e d by s u b t r a c t i n g t h e response t o "How 
much o f the c h a r a c t e r i s t i c i s now connected w i t h y o u r p o s i t i o n " 
f r o m t h e response t o "How much o f t h e same c h a r a c t e r i s t i c s h o u I d t h e r e 
be". R e f e r r i n g t o t h e sample i t e m below (see " I n s t r u m e n t " ) , t h e 
d e f i c i e n c y s c o r e r e p r e s e n t s t h e d i f f e r e n c e between r a t i r l g s on s u b s c a l e s 
a and b. The second t y p e o f d a t a i s s i m p l y a r a n k i n g o f needs based 
on t h e response t o t h e "How i m p o r t a n t I s t h i s ? " s u b s c a l e . Refer t o 
t h e R e s u l t s & Comments s e c t i o n o f t h i s r e p o r t f o r an e v a l u a t i o n o f 
t h i s method o f s c a l i n g . 

T h i s s c a l e r e q u i r e s t h a t t h e r e s p o n d e n t s d i s p l a y a g r e a t e r 
t h a n average l e v e l o f v e r b a l f a c i l i t y . I t i s u n l i k e l y -that i t c o u l d 
be s u c c e s s f u l l y used i f r e s p o n d e n t s showed a v e r y w i d e range o f edu
c a t i o n a l a t t a i n m e n t . 

Sample The q u e s t i o n n a i r e was s e n t by m a i l t o a p p r o x i m a t e l y 6000 managers 
and e x e c u t i v e s , h a l f o f whom were members o f t h e American Management 
A s s o c i a t i o n . About 1/3 were r e t u r n e d i n u s a b l e c o n d i t i o n . L e v e l s 
o f management were r e p r e s e n t e d as f o l l o w s : 

P r e s i d e n t and c h a i r m e n o f Boards 6% 
V i c e P r e s i d e n t o r e q u i v a l e n t 32% 
Upper m i d d l e , d i v i s i o n managers 35% 
Lower m i d d l e , d e p a r t m e n t managers 22% 
Lower, f i r s t and second l e v e l 5% 

F o r t y - t w o p e r c e n t o f the sample f e l l i n the modal age range o f 
35-44 y e a r s and a p p r o x i m a t e l y 75% o f each o f t h e above groups h e l d 
c o l l e g e d e g r e e s . The d i s t r i b u t i o n o f respondents by company was: 
66% f r o m m a n u f a c t u r i n g , 1% f r o m t r a n s p o r t a t i o n and p u b l i c u t i l i t i e s , 
7% f r o m f i n a n c e and i n s u r a n c e , 5% f r o m w h o l e s a l e and r e t a i l t r a d e s , 
and 15% f r o m o t h e r t y p e s . The a u t h o r s t r e s s e s t h a t a n a t i o n w i d e 
sample was o b t a i n e d and t h a t , " e x c e p t by chance, any p a r t i c u l a r company 
would n o t be r e p r e s e n t e d more t h a n a few t i m e s i n t h e t o t a l sample." 
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R e l i a b i l i t y / No r e l i a b i l i t y e s t i m a t e i s p r e s e n t e d by the a u t h o r . 
Homogeneity 
V a l i d i t y The n a t u r e o f t h e s t u d y i n which t h i s q u e s t i o n n a i r e was used 

was more h e u r i s t i c than v a l i d i t y - o r i e n t e d . The a u t h o r , t h e r e f o r e , 
chooses t o r e l y on t h e f a c e v a l i d i t y o f the i n s t r u m e n t . 

L o c a t i o n P o r t e r , Lyman W., "Job A t t i t u d e s i n Management: P a r t s I , I I , I I I , I V , " 
J . A p p l . P s y c h o l . , 1962 (46) 375-384; 1963 ( 4 7 ) 141-148, 267-275, 
386-397. 

See a l s o : 

P o r t e r , Lyman W., "Job A t t i t u d e s i n Management: P e r c e i v e d S a t i s f a c t i o n 
and Importance o f Needs," B e r k e l e y : I n s t i t u t e of I n d u s t r i a l 
R e l a t i o n s , U n i v e r s i t y o f C a l i f o r n i a , R e p r i n t No. 229, 1964. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n l e s s t h a n h hour. S c o r i n g may be ac
c o m p l i s h e d i n a number o f ways. Each o f the f i v e s u b c a t e g o r y scores 
s h o u l d remain d i s t i n c t f o r most a n a l y s e s . 

R e s u l t s & Since t h e r e s p o n d e n t i s n o t asked about s a t i s f a c t i o n , per se. t h e 
Comments a u t h o r contends t h a t t h e method o f s c a l i n g used i n t h i s q u e s t i o n n a i r e 

reduces t h e p r o b a b i l i t y t h a t any s i m p l e response s e t determines t h e 
e x p r e s s i o n o f s a t i s f a c t i o n . An a p r i o r i assumption was made t h a t the 
l e s s t h e d i f f e r e n c e between "How much x i s t h e r e , " and "How much x 
t h e r e s h o u l d be," the g r e a t e r t h e s a t i s f a c t i o n w i t h t h e c h a r a c t e r i s t i c 
i n q u e s t i o n . T h i s method t a k e s i n t o c o n s i d e r a t i o n t h e i d e a o f "ex
p e c t a t i o n " w h i c h may r e a s o n a b l y be supposed t o v a r y among management 
l e v e l s . The q u e s t i o n r e a l l y asked o f t h e respondents i s , "How s a t i s 
f i e d a re you i n terms o f what you expected f r o m t h i s p a r t i c u l a r 
management p o s i t i o n ? " 

W h i l e such f i n d i n g s s h o u l d most l i k e l y n o t be c o n s i d e r e d as 
e v i d e n c e f o r the v a l i d i t y o f a q u e s t i o n n a i r e i t s h o u l d be n o t e d t h a t 
t h e r e s u l t s p r e s e n t e d by t h e a u t h o r do square w e l l w i t h t h e o r e t i c a l 
e x p e c t a t i o n s . For example, P r e s i d e n t s r a n k autonomy q u i t e low when 
c o n s i d e r i n g d e f i c i e n c y o f need s a t i s f a c t i o n . V i r t u a l l y a l l o t h e r 
l e v e l s o f management i n d i c a t e t h a t t h e i r second g r e a t e s t d e f i c i e n c y 
i s i n t h e area o f autonomy. The r a n k i n g o f d e f i c i e n c i e s i n need 
s a t i s f a c t i o n c a t e g o r i e s shows t h e expected v e r t i c a l t r e n d f r o m lower 
t o upper management--for example: 

S e l f Management L e v e l Need Category 
S e c u r i t y S o c i a l Esteem Autonomy A c t u a l i z a t i o n 

Lower 4 5 3 2 1 
V P 3 5 4 2 1 
P r e s i d e n t 4 2 3 5 1 
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P o r t e r ' s i n t e n t i o n was n o t so much t o c o n s t r u c t a v a l i d r e l i a b l e 
s c a l e as i t was t o c o l l e c t d a t a t o t e s t hypotheses about need h i e r a r c h i e s . 
However, t h r o u g h c a r e f u l use, t e s t - r e t e s t s t u d i e s , e t c . t h i s i n s t r u m e n t 
may be a b l e t o p r o v i d e v a l u a b l e i n f o r m a t i o n f o r management w i t h i n a s i n g l e 
company. 

For p r e v i o u s s t u d i e s measuring j o b s a t i s f a c t i o n f r o m a "need s a t i s 
f a c t i o n " p e r s p e c t i v e , see Gordon (1953) and S c h a f f e r ( 1 9 6 3 ) . Beers (1965) 
has most r e c e n t l y c a s t doubt on the e m p i r i c a l adequacy o f t h e Maslow 
need paradigm. 

References Beers, M., L e a d e r s h i p . Employee Needs and M o t i v a t i o n , Columbus, Ohio: 
Bureau o f Business Research, Ohio S t a t e U n i v e r s i t y , 1965. 

Gordon, 0. J . , "Human needs and i n d u s t r i a l m o r a l e " P e r s o n n e l Psychology 
1953, 8, 1-18. 

Maslow, A. H., M o t i v a t i o n and' P e r s o n a l i t y . New York:" H a r p e r , 1954. 

P o r t e r , W., "A s t u d y o f p e r c e i v e d need s a t i s f a c t i o n i n b o t t o m and m i d d l e 
management j o b s " , J. A p p l . P s y c h o l . . 1961 ( 4 5 ) 1-10. 

S c h a f f e r , R. H. "Job s a t l s f a'ctioh'as r e l a t e d t o need s a t i s f a c t i o n i n w o r k " 
P s y c h o l o g i c a l Monographs 1953,'67; (whole No. '364). 



Following w i l l be l i s t e d s e v e r a l c h a r a c t e r i s t i c s or q u a l i t i e s 
connected w i t h your management p o s i t i o n . For each such c h a r a c t e r i s t i c , 
you w i l l be asked to give three r a t i n g s : 

a. How much of the c h a r a c t e r i s t i c i s there now connected 
w i t h your management p o s i t i o n ? 

b. How much of the c h a r a c t e r i s t i c do you t h i n k should be 
connected w i t h your management pos i t i o n ? 

c. How important i s t h i s p o s i t i o n c h a r a c t e r i s t i c to you? 

For each of the 13 items, the respondents were i n s t r u c t e d to 
answer the above three questions by c i r c l i n g a number on a r a t i n g scale 
extending from 1 to 7, where "low numbers represent low or minimum 
amounts, and high numbers represent high or maximum amounts." A 
t y p i c a l item appeared as follows on the questionnaire: 

The opportunity f o r independent thought and a c t i o n i n 
my management p o s i t i o n : 

(a) How much i s there now? 
(min) 1 2 3 4 5 6 7 (max) 

(b) How much should there be? 
(min) 1 2 3 4 5 6 7 (max) 

(c) How important i s t h i s to me? 
(min) 1 2 3 4 5 6 7 (max) 

Categories of Needs and S p e c i f i c Items 

L i s t e d below are the categories of needs studied i n the inves
t i g a t i o n , along w i t h the s p e c i f i c items used to e l i c i t i n f o r m a t i o n on 
each category. The items were randomly presented i n the questionnaire, 
but are here l i s t e d s y s t e m a t i c a l l y according to t h e i r respective need 
categories. The r a t i o n a l e behind the c a t e g o r i z a t i o n system has been 
presented i n the previous a r t i c l e ( P o r t e r , 1961b) and w i l l not be 
repeated here. I t can be pointed out, though, that the syst-^m i s 
designed to be i n general agreement w i t h Maslow's h i e r a r c h i c a l c l a s s i 
f i c a t i o n scheme based on the supposed "prepotency" (or p r i o r i t y ) of 
various types of needs (Maslow, 1954). The categories, arranged from 
lowest-order (most prepotent) to high-st-order ( l e a s t p r e p o t e n t ) , and 
t h e i r s p e c i f i c items f o l l o w : 

I . S ecurity needs 
1. The f e e l i n g of s e c u r i t y i n my management p o s i t i o n 

I I . S o c i a l needs 
1. The o p p o r t u n i t y , i n my management p o s i t i o n , to give help to 

other people 
2. The o p p o r t u n i t y to develop close f r i e n d s h i p s i n my management 

p o s i t i o n 
I I I . Esteem needs 

1. The f e e l i n g of self-esteem a person gets from being i n my 
management p o s i t i o n 

2. The p r e s t i g e of my management p o s i t i o n i n s i d e the company 
( t h a t i s , the regard received from others i n the company) 

3. The p r e s t i g e of my management p o s i t i o n outside the company 
( t h a t i a , the regard received from others not i n the company) 

IV. Autonomy needs 
1. The a u t h o r i t y connected w i t h my management p o s i t i o n 
2. The o p p o r t u n i t y f o r independent thought and a c t i o n i n my 

management p o s i t i o n 
3. The o p p o r t u n i t y , i n my management p o s i t i o n , f o r p a r t i c i p a t i o n 

i n the s e t t i n g of goals 
4. The o p p o r t u n i t y , i n ray management p o s i t i o n , f o r p a r t i c i p a t i o n 

i n the determination of methods and procedures 
V. S e l f - a c t u a l i z a t i o n needs 

1. The o p p o r t u n i t y f o r personal growth and development i n my 
management p o s i t i o n 

2. The f e e l i n g of s e l f - f u l f i l l m e n t a person gets from being i n 
ray management p o s i t i o n ( t h a t i s , the f e e l i n g of being able 
to use one's own unique c a p a b i l i t i e s , r e a l i z i n g one's 
p o t e n t i a l i t i e s ) 

3. The f e e l i n g of worthwhile accomplishment i n my management 
p o s i t i o n 
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MANAGERIAL JOB ATTITUDES ( H a r r i s o n 1960) 

V a r i a b l e There are a c t u a l l y e i g h t a t t i t u d e domains ( d e s c r i b e d below) w h i c h 
were uncovered from a m u l t i d i m e n s i o n a l a n a l y s i s o f a l a r g e b a t t e r y 
o f 78 i t e m s . 

D e s c r i p t i o n E i g h t e m p i r i c a l c l u s t e r s emerged from L i k e r t responses t o the i n i t i a l 
i t e m s . I n a l l , the e i g h t c l u s t e r s comprised a t o t a l o f 28 i t e m s , as 
f o l l o w s : 

1) O p p o r t u n i t y t o advance and a c c o m p l i s h (6 i t e m s ) 
2) Working c o n d i t i o n s (2 i t e m s ) 
3) Non-economic s t a b i l i t y and s e c u r i t y (4 i t e m s ) 
4 ) P e r s o n a l r e l a t i o n s w i t h one's s u p e r v i s o r (4 I t e m s ) , 
5) Compensation (4 i t e m s ) 
6) Communications from t h e top (3 i t e m s ) 
7) Working r e l a t i o n s (2 i t e m s ) 
8) O p e r a t i n g s t a n d a r d s (3 i t e m s ) 

Sample I n a l l , 186 f i r s t - l e v e l and s e c o n d - l e v e l s u p e r v i s o r s i n one s e c t i o n o f 
a P r o c t o r and Gamble m a n u f a c t u r i n g p l a n t . No f u r t h e r i n f o r m a t i o n i s 
r e p o r t e d . 

R e l i a b i l i t y / No e s t i m a t e i s r e p o r t e d o u t s i d e o f the f a c t o r a n a l y t i c i n f o r m a t i o n 
Homogeneity i t s e l f . 

V a l i d i t y 'Domain v a l i d i t i e s ' ( s i c ) -ranged from .83 t o .96. The more s t a n d a r d 
type o f v a l i d i t y c o e f f i c i e n t s a re n o t r e p o r t e d . 

L o c a t i o n H a r r i s o n , R., "Sources o f v a r i a t i o n i n manager's fob a t t i t u d e s " , 
P e r s o n n e l Psychology 1960, 13, 425-34. 

A d m i n i s t r a t i o n Regular L i k e r t f o r m a t w i t h r e spondents r a t i n g each i t e m on a f i v e - p o i n t 
s c a l e o f f a v o r a b l e n e s s . 

Comments The areas covered i n c l u d e b o t h i n t r i n s i c and e x t r i n s i c f a c t o r s . 



Items in the Eight Major Clusters 

Cluster 1, Opportunity to Advance and Accomplish 

How do you feel about your chances of having a job in the Company which 
will give you a real feeling of satisfaction and accomplishment? 

How do you feel about the opportunities a man on your.level in line work 
has in the Company to rise to a position which fully utilizes his abilities? 

How do you feel about the progress you've made in the Company up to now? 
How do you feel about the amount of freedom you have to run your own 

job in the way that seems best to you? 
What do you think of the attitude of higher management toward the im

portance of your job? 
How do you feel about the confidence a management person can have that 

his ability and effort will be adequately rewarded by the Company? 

Cluster S. Working Conditions 

How are the working conditions for hourly people in the plant? 
How are your working conditions generally? 

Cluster S. Non-Economic Stability and Security 

How do you feel about the support you get from higher management in 
your efforts to enforce rules and maintain discipline? 

What do you think of the consideration given your views when changes are 
contemplated which will affect your department or your operation? 

In general, how do you feel about the changes in management practices 
that have been taking place at this plant in the last five years? 

How do you feel about the amount of job rotation which has been taking 
place in management recently? 

Cluster 4- Personal Relations With Own Immediate Supervisor 

How is your supervisor at getting people to work well together? 
Kate the job your superior does in letting you know how you stand with 

him. 
How is your superior at letting you know how you are doing on different -

parts of your job? 
How is your superior at giving recognition for good work? 

Cluster 5. Compensation: Pay and Benefits 

How do you feel about your earnings, compared to those of nonmanagemect 
people in the plant? 

How do you feel about your earnings, when you take into account the diffi
culty and responsibility of your job? 

How do Company retirement benefits for management compare with what 
other companies have to offer? 

Over-all, how do Company benefits for management (Disability Benefit 
Plan, Hospital Plan, Group Life Insurance, Profit Sharing, etc.) compare 
with what other companies offer? 

Cluster 6. Communications from Top Management 

How j*ood a job does top management do in telling people at your level 
ft-hat they ought to know about the Company? 
How good a job does top management do in telling people at your level 

vrhat they ought to know about what's going on in the"plant? 
Rate the job top management does in telling people at your level what they 

ought to know about how salary increases are decided upon. 

Cluster 7. Working Relations with Other In-Plani Groups 

How do you feel about the way different departments cooperate in this 
plant? 
What do you think of how clearly your responsibilities to other depart

ments are denned? 

Cluster 8. In-Plani Standards of Operation 

In general, how is the quality of new hourly employees who have been hired 
in the plant recently? 
What do you think of the quality standards in use in the plant? 
What do you think of the quality of the ideas and suggestions which the 

hourly people have? 
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JOB ATTITUDES AND JOB SATISFACTION OF SCIENTISTS ( H i n r l c h s 1962) 

V a r i a b l e T h i s s c a l e p u r p o r t s t o measure s e v e r a l a t t i t u d i n a l f a c t o r s r e l a t e d 
t o a s c i e n t i s t ' s j o b and h i s j o b s a t i s f a c t i o n . 

D e s c r i p t i o n Seventy-nine L i k e r t type i t e m s are grouped under two major 
c a t e g o r i e s : "The W o r l d o f Work i n G e n e r a l " and "The I n d i v i d u a l as 
a S c i e n t i s t . " The former c a t e g o r y i n c l u d e s i t e m s d e a l i n g " w i t h t h e 
b r o a d a r e a o f a t t i t u d e s toward s o c i e t y as a whole, p l u s more r e s t r i c t e d 
a t t i t u d e s r e l a t e d t o t h e economic sphere o f s o c i e t y ( b u s i n e s s , g o v e r n 
ment, the academic w o r l d ) . " The l a t t e r c a t e g o r y m e n t i o n e d above d e a l s 
w i t h p r o f e s s i o n a l a t t i t u d e s . 

W i t h i n each o f t h e major c a t e g o r i e s t h e r e are t h r e e d i f f e r e n t 
f i e l d s o f emphasis, v i z . , f a c t o r s a f f e c t i n g p r o d u c t i v i t y , s a t i s f a c t i o n , 
and norms o r s t a n d a r d s o f b e h a v i o r . (See R e s u l t s and Comments 
s e c t i o n f o r i t e m numbers f o r these c a t e g o r i e s . ) 

T h i s s c a l e was o r i g i n a l l y d e s i g n e d t o s t u d y the a t t i t u d e s and 
o p i n i o n s o f Ph.D. l e v e l c h e m i s t s . 

Sample Somewhat l e s s t h a n one t h i r d o f t h e n a t i o n ' s Ph.D. g r a d u a t e s i n 
c h e m i s t r y (N = 385) f o r t h e year F e b r u a r y , 1960 t o F e b r u a r y , 1961, 
s e l e c t e d f r o m about h a l f the' s c h o o l s w h i c h g r a n t t h e Ph.D. i n c h e m i s t r y 
were i n c l u d e d i n t h e "New G r a d u a t e s " sample. 

Three i n d u s t r i a l o r g a n i z a t i o n s ( p e t r o l e u m r e s e a r c h , pharma-
c e n t i c a l r e s e a r c h l a b , and a g e n e r a l c h e m i c a l company) p r o v i d e d 286 
Ph.D.'s f o r t h e " i n d u s t r i a l " sample. Years o f f u l l t i m e e x p e r i e n c e i n 
c h e m i s t r y f o r t h i s sample ranged f r o m l e s s t h a n 1 t o more t h a n 25 
y e a r s i n a d i s t r i b u t i o n w h i c h was v e r y n e a r l y r e c t a n g u l a r . 

R e l i a b i l i t y No e s t i m a t e o f r e l i a b i l i t y i s r e p o r t e d by t h e a u t h o r . 

V a l i d i t y The a u t h o r r e p o r t s a s i g n i f i c a n t n e g a t i v e r e l a t i o n o f u n s p e c i f i e d 
magnitude between e v a l u a t e d i n d u s t r i a l p erformance and a t t i t u d e s 
v a l u i n g freedom and s u p p o r t i n r e s e a r c h . A p o s i t i v e r e l a t i o n i s shown 
between the c h o i c e o f i n d u s t r i a l o v e r academic employment and m a t e r i a l i s t i c , 
e x p e d i e n t a t t i t u d e s as w e l l as t h e b e l i e f t h a t s c i e n c e and i n d u s t r i a l 
v a l u e s are n o t i n c o m p a t i b l e . Such e v i d e n c e bears o n l y i n d i r e c t l y on v a l i d i t y 

L o c a t i o n H i n r i c h s , John R., "The Impact o f I n d u s t r i a l O r g a n i z a t i o n on t h e A t t i t u d e s 
o f Research Ch e m i s t s , " Ph.D. t h e s i s , C o r n e l l U n i v e r s i t y , 1962; 
U n i v e r s i t y M i c r o f i l m s , Ann A r b o r , M i c h i g a n , Pub.No. #62-5828. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n about 1/2 h o u r . S c o r i n g i s a c c o m p l i s h e d 
by summing the responses t o t h e whole q u e s t i o n n a i r e o r those com
ponents w h i c h are o f i n t e r e s t . 



The questionnaire items may be c l a s s i f i e d by content i n the 
fo l l o w i n g categories: 

CLASSIFICATION OF QUESTIONNAIRE ITEMS BY CONTENT 
(Data are item numbers) 

Scope Evaluative C l a s s i f i c a t i o n 
C l a s s i f i c a t i o n Actual 

Conditions 
Ide a l 

Conditions Comparative 

The World of Work 
I n General 

a. P r o d u c t i v i t y 14, 17, 18, 
31, 44, 45, 
60, 64 

6, 11, 20, 
58, 64, 67, 

5, 26, 62 
66 

b. S a t i s f a c t i o n 3, 7, 19, 
28, 30, 35, 
38, 41, 48, 
50, 52, 53 

i 
4, 43, 49 ;10 i 

I J 
! 

c. Norms 9, 36, 42,! 16, 23, 51, 
46, 47, 56,! 68, 2-4 
2-9 | 

The I n d i v i d u a l j J 

a. P r o d u c t i v i t y 21, 37, 39,1 2, 8, 22, \ 
70, 2-2, j 29, 34, 54,I 
2-5, 2-6, 1 55 | 
2-8 : ! 

1 
•' 

b. S a t i s f a c t i o n 1, 13, 15,5 27, 40, 61, 
24, 25, 33,! 2-3 
57, 2-7 i 

c. Norms 69, 2-1 12, 32, 59, 
63 

A f a c t o r i a l analysis of the questionnaire items y i e l d s the 
f o l l o w i n g main components: 

A t t i t u d e s valuing freedom and support i n research; 
a b e l i e f that industry raises b a r r i e r s to worth
while s c i e n t i f i c a c t i v i t y . 
M a t e r i a l i s t i c , expedient a t t i t u d e s r e f l e c t i n g 
acceptance of business values, possibly at the 
expense of science values. 
A t t i t u d e s i n d i c a t i n g acceptance of i n d u s t r i a l 
research wi t h the b e l i e f that science and indus
t r i a l values are not incompatible. Applied r e 
search i s valued. (Hinrichs, 1962, p. 72) 

Items Comprising Component I : 

2 3 17 18 35 
38 41 42 44 45 
46 48 52(-) 53 58 
64 

Items Comprising Component I I : 

2(-> 4 6 15 17 
19 20 27 30 33(-) 
38 39 40 44 51(-) 
55(-) 57(-) 58(-) 

2-1 2-7 2-9 

Items Comprising Component I I I : 

6 8 18 27 38 
33 41(-) 49 50 51 
52 55 60 65 68 

2-4 2-7(-) 2-9 

Component I -

Component I I -

Component I I I -

The (-) s i g n f o l l o w i n g some 'item numbers i n d i c a t e s a n e g a t i v e 
l o a d i n g on the f a c t o r and the s c o r i n g o f the it e m should be reversed 
i f i t i s i n c l u d e d i n the f a c t o r s c o r e . 

I—• 

Ln 



156 

R e s u l t s 6* The f o l l o w i n g t a b l e shows the i n t e r r e l a t i o n s h i p s among v a r i a b l e s . 
Comments On l y s i g n i f i c a n t c o r r e l a t i o n s a r e shown. 

INTERRELATIONSHIPS AMONG THE VARIABLES I N THE STUDY 

V a r i a b l e 
VARIABLE 1 2 3 4 5 6 7 8 

1. Component I 
(Agree) 

-

2*. Component I I 
( A g r e e ) 

X 

3. Component I I I 
( A g ree) 

X X -

4. Choice o f i n 
d u s t r y over 
academic em
ployment 

Neg. Pbs. Pos. 

5. No. o f y e a r s 
e x p e r i e n c e i n 
c h e m i s t r y 

Pos. Pos. X 

6. General j o b 
s a t i s f a c t i o n 
i n i n d u s t r y 

Neg. Neg. Pos. X 

7. S a t i s f a c t i o n 
w i t h s a l a r y 
i n i n d u s t r y 

Neg. X X -

8. E v a l u a t e d 
per formance 

Neg. X Pos. Pos. Pos. 

T h i s s t u d y c o u l d have been g r e a t l y improved t h r o u g h the use 
a f o l l o w up o f the new g r a d u a t e s , a r e l i a b i l i t y s t u d y and i t e m a n a l y s i s 
based on d i s c r i m i n a t i n g between groups, e.g., i n d u s t r i a l vs.academic 
o r h i g h p r o d u c t i v e v s . l o w p r o d u c t i v e . 

The a u t h o r ' s c o n c l u s i o n s may serve t o s t i m u l a t e f u r t h e r r e s e a r c h 
on the r e l a t i o n s h i p o f j o b a t t i t u d e s and s a t i s f a c t i o n as w e l l as the 
r e l a t i o n between s a t i s f a c t i o n and p r o d u c t i o n f o r p r o f e s s i o n a l p e r s o n n e l . 

A l t h o u g h f a c t o r s (components) I and I I I may seem t o be u s e f u l 
f o r s e l e c t i o n purposes, t h i s i n s t r u m e n t i s s t i l l i n the e x p e r i m e n t a l 
phase and any such use s h o u l d be approached w i t h g r e a t c a u t i o n . I f 
use i s i n t e n d e d f o r groups o t h e r than c h e m i s t s , some i t e m s w i l l have 
t o be m o d i f i e d and new norms, e t c . , d e r i v e d . 



A number of statements dealing with various aspects of science and the chemistry, 
profession are listed below. In the columns on the right side of the page, please Indicate 
whether you agree or disagree with each statement. Circle only one of the five alternative! 
for each Item! 

1. Strongly Agree. 2. Agree. 3. Keutral. 4. Disagree, or 5. Strongly Disagree. 

Flease be sure to. answer a l l items. 

Vow such do you agree or disagree with each of these statements? SA A N D SI 

1. Scientists are usually not very well known ia their eotmuniUs*. 1 2 3 * 5 

2. A chemist nust hive freedon to formulate una develop his o:a» rese-rch 
ideta; to produce significant research results. 

3. Too BKny Industrial Joes require a urn to novo te a different location 
every so often. 

4* I f * nan's salary la high enough, he "feels" recognised. 

5* Scientific research by government agencies la lass efficient than 
research by private lndmtry. 

6. A scientist le hound to have a sou*what United perspective rsUess ho 
works on field problems end application* at least once In a while. 

7. In central, there 1s not epou^h differential between the earnings of 
scientists and those of people in the highly skilled trades, 

8. The research man who has a practical outlook on problems gets the 
beet results. 

9. Too many universities today are mass-producing degrees without 
enough concern for the quality of their graduates. 

10. There i s as much satisfaction in teaching science as In doing 
research, 

11. I t ' s a good idea for a ehendst to specialise in one particular area. 
12. A scientist owes i t to his profession to have a private study at hone 

for after hours-work, 

13. Scientists are net any nore dedicated to their work than most 
professional people. 

14. Fcor utilisation of available talent has caused the present so-called 
"shortage of scientists and engineers.* 

15. V>DTien think i t i s mere glaoourous for a husbind to bo an industrial 
executive than a research chexist. 

16. There is so much narginal stuff coming out in the technical journals 
now that a limitation on publications should be set. 

17. Many good scientific ideas have "died on the vine* because they have 
not received adequate support from people in authority. 

18. The only thing holding back a surge of ereitive research l a 
insufficient financial backing. 

19. Everyone wants a chance to gain a certain amount of power over 
other people. 

20. Supervisors of Industrial research don't necessarily have to be 
top-eot-jh technical men. 

21. The quality of a chemist's work l s not dependent on the calibre of 
his associates. 

22. For a scientist, the only kind of pressure for results which l s 
effective i s self-iiqpossd pressure. 

23* Strict professional standards aie more necessary in medicine than 
in che.nleal research. 

24. A good research man doesn't really have to worry about oecuritj of 
ecploynent; he can easily get another Job i f need be. 

25. A good researcher quickly withers away in routine work. 
26. There l s more "red tape" in the government than ln big Industry. 

27. Sei-v.tific research i s more oeaningful i f the researcher has a chance 
to see how well his findings work ln an applied situation. 

28. Cutting ahead in any technical Job depends primarily on a man's 
technical competent*. 

29. A research chemist should be free from administrative details. 
30. in a university setting there i s a considerable amount of pressure 

to conform to established methods of solving problems, 

31. Chemists who were In the upper half of their collage graduating class 
do significantly better work on the Job ln applied research and 
development than do those ln the lover half. 

}2. A nan's connltnent to his profession should never cons before his 
r e s p o n s i b i l i t y to h i s f a m i l y . 

33. To any chemist "worth his sa l t , " the most important thing in a Job 
is the opportunity to do sound scientific work. 



34. A good research chemist approaches problems with a theoretical 
outlook. 

35. Kost recognition for Industrial research goes to management or the 
company rather than to the individuals who did the work* 

36. I t ' s pretty appropriate to describe our society aa the "era of 
crass commercialism," 

37. Many sc i e n t i s t s do their best work under pressure for r e s u l t s . 

38. In any organization, the people In power get there by manipulating 
other people, 

39. Kany chemists waste time trying to Investigate every possible angle 
before making a decision, 

40. Adequate financial rewards are of major importance in getting 
s c i e n t i s t s to do the best possible Job, 

41. Getting ahead l n Industry i s based more on p o l i t i c s than I t i s on 
knowledge, 

42. There are too many low-grade "hacks" doing chemical research today. 

43. I t ' s important to work for an organization which i s concerned about 
your personal welfare, 

44. A l e t of times I n industry a good research chemist i s s t i l l e d by 
being put under a supervisor who l s not technically qualified, 

4$, Social conforoity and s c i e n t i f i c c r e a t i v i t y are incompatible, 

46. Kost companies look on s c i e n t i f i c research solely as a means of 
protecting profits by keeping ahead of competition, 

47. A l o t of industrial research i s taken t© the p i l o t plant stag* 
without enough basic laboratory work. 

48. In industry, s c i e n t i s t s ' talents are channeled too closely to 
what i s proven and profitable. 

49. I t ' s important to belong to an organization that I s well thought of 
in the comnunlty. 

50. Kost chemists are interested lw pursuing knowledge for I t s own sake. 

51. S c i e n t i s t s who l e t an organization force them to do a slip-shod 
research Job are r e a l l y dishonest to the profession, 

52. In general, chemists going into industry don't have any trouble 
caking their s c i e n t i f i c goals Jibe with the company's objectives. 

53. Co=p*Jiy security regulations keep a l o t of good indus t r i a l research 
results out of the l i t e r a t u r e . 

54. Chemists do th e i r best work when they vork alone. 

,S5. A chemist must have fi-edoin in applying his own ideas to solve 
technical problem i f he i s to produce significant research r e s u l t s . 

56. A l o t of times the controls b u i l t into research experiments ar» 
really "frosting on the cake." 

57. Most s c i e n t i s t s sre more interested in t h a l r profession than In an 
opportunity to ciove up i n the organization for which they work, 

53. To encourage effective research, industrial laboratories should 
try to create an atmosphere similar to a university setting, 

59. I t ' s a sign of a pretty limited perspective IX a s c i e n t i s t gets so 
lirciersed in h i s data that he doesn't give a daiai for anything e l s e , 

60. A9 a rule, research ehenists l n Industry are able to work on projects 
which rake f u l l use of t h e i r Individual training and s k i l l s . 

6 1 . Most sc i e n t i s t s Kould rather be recognized for an outstanding 
achievement by an honorary award than by a money award, 

6 2 . A research team of 5 chemists i s more productive than 5 chemists 
working, alone* 

6 3 . A s c i e n t i s t should not be held personally responsible for the 
v a l i d i t y of his research findings. 

64* I t ' s a waste of talent to use chemists who were in the upper half of 
the i r college graduating c l a s s l n administrative Jobs. 

6 5 , Host significant basic chemical research l s done i n u n i v e r s i t i e s . 

66, Industrial management has been defined as "a process of caking 
decisions based on a limited amount of inforration.* This definition 
could be applied to chemical research Just as well. 

67, Good organization and administration are essential to effective 
s c i e n t i f i c research. 

63, High professional standards of chemical research must be maintained 
at a l l costs, 

69, I f a research chemist i s inquisitive and curious i n purposeless 
ways he's probably wasting t i n * . 

70, Host t r u l y productive research people t r y to "get away from i t " when 
they are on vacation so that tney can r e a l l y dig i n when they get back. 

2-1, A l o t of research people elaborate and add more d e t a i l to a Job than 
i a needed, 

2-2. A research chemist can do a good Job even i f he doesn't have many 
supporting personnel. 

2-3. I t doeun't matter too much what kind of work a s c i e n t i s t does as long 
as i t gives hln a general sense of satisfaction and accomplishment. 



2-4. A s c i e n t i s t going into industry owes his f i r s t loyalty to his 
companyB 

2-5* Sometimes researchers hide t h e i r laziness under the guise of freedom 
to pursue individual research goals, 

2-6. A research chemist can produce good results even I f h i s superiors 
don't f u l l y understand what he l s trying to accomplish. 

*2-7. A chemist can put up with monotonous work i f the pay i s OK. 

2-8. Technical knowledge i s much more important to a chemist than his 
a b i l i t y to deal with other people, 

2-9. The primary goal of s c i e n t i f i c research I s to r a i s e the standard 
c-t l i v i n g i n t h i s country. 
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I f you are presently employed f u l l time, please answer the following s i x questions. 

2-l 0 l How s a t i s f i e d are you with the 
latitude you have to attack 
problems i n your own way? 

v e r y s a t i s f i e d 
F a i r l y s a t i s f i e d 

i So-so 
Rather dissatisfied 
Very d i s s a t i s f i e d 

2-12, How well do you f e s l your 
salary reflects your professional 
education and experience? 

Very well 
F a i r l y v e i l 

m So-so 
Rather poorly 
Very poorly 

2-1 J». How s a t i s f i e d are you with the 
Information you get about the 
us* made of your work? 

Very s a t i s f i e d 
F a i r l y satisfied 
So-so 

m Rather dissatisfied 
Very d i s s a t i s f i e d 

2-11. How s a t i s f i e d are you with 
the opportunities you have 
to do creative work? 

Very s a t i s f i e d 
F a i r l y s a t i s f i e d 

i 3c—so 
Rather d i s s a t i s f i e d 
Very d i s s a t i s f i e d 

2-13. How s a t i s f i e d are you with 
the consideration given to 
your ideas? 

Very s a t i s f i e d 
F a i r l y s a t i s f i e d 
So-so 

, Rather d i s s a t i s f i e d 
Very d i s s a t i s f i e d 

2-14. I s there any part of your work that 
could be handled by a person having 
l e s s experience qr training? 

A great deal 
Quito a b i t 
SODS 
L i t t l e 
Vary l i t t l e 

Fleaae rank the following ten Job factors i n the order i n which they are Ijnportant 
to. you In a Job. The most ijnportant item should be ranked as "1" down to the l e a s t 
ijm?ortant with a rank of "10", 

Tour Ranking, Job Factor 

Chance to use your training and s k i l l s 
Encouragement of i n i t i a t i v e 
Chance for professional recognition 
Take home pay 
"Interest potential" of the work 
Congeniality of associates 
Opportunity to do creative work 
Social value of work ( i . e . to human society) 
Opportunity to move up ln the organisation 
Chance to contribute to fundamental s c i e n t i f i c knowledge 

Assume that these five magazines arrived i n the mail on the earns day. Number them 
i n the order in which you would f i r s t glance through, them (not necessarily a detailed 
reading). 

U. S. News and World Report 
Chemical and Engineering News , 

i S c i e n t i f i c A f r i c a n 
' Journal of the American Chemical Society 

Atlantic Konthly 
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ATTITUDES OF SCIENTISTS IN ORGANIZATIONS ( P e l z and Andrews 1966) 

V a r i a b l e 

D e s c r i p t i o n 

I n a l l , e i g h t i n d i c e s o f the work, o r i e n t a t i o n o f s c i e n t i s t s were 
c o n s t r u c t e d . A m a j o r j o b s a t i s f a c t i o n theme i s c o n t a i n e d i n the 
i n d i c e s as i s a p r o f e s s i o n a l v s . s t a t u s o r i e n t a t i o n . 

These i n d i c e s were b u i l t from a g e n e r a l p o o l o f i t e m s p l a n n e d so t h a t 
most o f the g e n e r a l r e l a t i o n s w i t h i n t h e p o o l c o u l d be summarized as 
e a s i l y as p o s s i b l e . The i n d i c e s are formed from the i t e m s as 
numbered below: 

a) S t i m u l a t i o n f r o m own ideas (13E, 13J, 62L) 
b) D e s i r e f o r s e l f - a c t u a l i z a t i o n (62A, 62B, 62J, 62L) 
c ) P r o f e s s i o n a l o r i e n t a t i o n (62A, B, I , J, L, M) 
d) Science o r i e n t a t i o n (62A, L, M) 
e) P r o v i s i o n f o r s e l f - a c t u a l i z a t i o n (63A, B, J, L ) 
f ) D e s i r e f o r advancement i n s t a t u s (62C, D, H) 
g) S t a t u s o r i e n t a t i o n (19B, 19C, 62C, 62D, 62H) 
h ) P r o v i s i o n f o r s t a t u s (63C, D, H) 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Loca t i o n 

The d a t a came from 1311 s c i e n t i s t s and e n g i n e e r s l o c a t e d i n e l e v e n 
d i f - f e r e n t l a b o r a t o r i e s . T h i s t o t a l i s comprised o f 641 p r o f e s s i o n a l s 
i n f i v e i n d u s t r i a l l o c a t i o n s , 144 u n i v e r s i t y p r o f e s s o r s , and 526 
s c i e n t i s t s and e n g i n e e r s f r o m f i v e government l a b o r a t o r i e s . T h i s 
sample was n o t i n t e n d e d t o be r e p r e s e n t a t i v e , as the a u t h o r s t o o k 
t h e i r measurements i n any o r g a n i z a t i o n w h i c h w o u l d c o o p e r a t e . Both 
r e s e a r c h and development l a b o r a t o r i e s and Ph.D. and non-Ph.D. l e v e l 
employees were i n c l u d e d . 

The median t e s t - r e t e s t r e l i a b i l i t y f o r i n d i v i d u a l items was .62. 
I n t e n s i v e i n t e r - i t e m a n a l y s i s was p e r f o r m e d b e f o r e the i n d i c e s were 
c o n s t r u c t e d . Average i n t e r - i t e m c o r r e l a t i o n was t h e n e i g h b o r h o o d o f 
.40, a r e s p e c t a b l e l e v e l . The i t e m c o r r e l a t i o n ' s seemed t o h o l d up 
a c r oss d i f f e r e n c e s i n o c c u p a t i o n . 

No v a l i d i t y d a t a per se i s g i v e n , a l t h o u g h t h e t e x t i s concerned w i t h 
a l l s o r t s o f r e l a t i o n s w h i c h bear on v a l i d i t y . These are too 
complex t o o a t t e m p t t o summarize h e r e . 

P e l z , D. and Andrews, F-, 
W i l e y , 1966. 

S c i e n t i s t s i n O r g a n i z a t i o n s New York: 

A d m i n i s t r a t i o n 

R e s u l t s and 
comments 

S e l f - a d m i n i s t e r e d as p a r t o f q u e s t i o n n a i r e s r a n g i n g f r o m one t o t h r e e 
hours t o c omplete. 

D i f f e r e n c e s between ( b ) and ( e ) and between ( f ) and ( h ) were used as 
I n d i c e s o f j o b s a t i s f a c t i o n ; these were found t o be m o d e r a t e l y r e l a t e d 
t o a c t u a l p r o v i s i o n ( i n d i c e s e and h ) , b u t h i g h l y r e l a t e d t o 
p erformance. Both i n t r i n s i c and e x t r i n s i c f a c t o r s were found t o be 
i m p o r t a n t i n j o b s a t i s f a c t i o n . 
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I n s t r u m e n t Q u e s t i o n 13. L i s t e d below a r e s e v e r a l sources from w h i c h p r o j e c t s 
can o r i g i n a t e . . . Regard l e s s o f t h e a c t u a l o r i g i n s o f your p r o j e c t s , what 
sources ( i n g e n e r a l ) o f f e r you the most s t i m u l u s t o p e r f o r m w e l l ? 

(Ten sources were l i s t e d , and f o r each the respondent r a t e d 
"amount o f s t i m u l u s " on a f i v e - p o i n t s c a l e from "none" t o 
" v e r y s t r o n g . " Some o f the sources were:) 

E. My own p r e v i o u s work or p l a n s 
J. My own c u r i o s i t y 

Q u e s t i o n 19. S c i e n t i s t s and e n g i n e e r s may d i f f e r w i d e l y I n t h e i r 
c h a r a c t e r i s t i c approach t o t h e i r work -- b o t h the k i n d s o f problems t h a t 
a t t r a c t them, and the way they go, about the t a s k . How c l o s e l y does 
each s t a t e m e n t d e s c r i b e the approach you t y p i c a l l y p r e f e r t o use? 

( N i n e t e e n s t a t e m e n t s f o l l o w e d . Respondent r a t e d "how c l o s e l y 
s t a t e m e n t d e s c r i b e s me" on a s e v e n - p o i n t s c a l e from " n o t a t a l l " 
t o " c o m p l e t e l y . " S e l e c t e d i t e m s were:) 

B. I m a i n l y p r e f e r problems t h a t w i l l h e l p t o b u i l d my p r o f e s s i o n a l 
r e p u t a t i o n . 

C. I m a i n l y p r e f e r problems t h a t w i l l l ead t o advancement i n o r g a n i 
z a t i o n a l s t a t u s . 

Q u e s t i o n 62. L i s t e d below a r e d i f f e r e n t k i n d s o f o p p o r t u n i t i e s 
w h i c h a j o b m i g h t a f f o r d . I f you were t o seek a j o b , how much import a n c e 
would you p r e s o n a l l y a t t a c h t o each o f these ( d i s r e g a r d i n g whether 
o r n o t your p r e s e n t j o b p r o v i d e s them)? 

( T h i r t e e n f a c t o r s were l i s t e d , w h i c h respondent r a t e d on "Importance 
I would a t t a c h " u s i n g a f i v e - p o i n t s c a l e from " s l i g h t o r none" t o 
"u t m o s t . " For example:) 

A. To make f u l l use o f my p r e s e n t knowledge and s k i l l s 
B. To grow and l e a r n new knowledge and s k i l l s 
C. To earn a good s a l a r y 
D. To advance i n a d m i n i s t r a t i v e a u t h o r i t y and s t a t u s 
H. To a s s o c i a t e w i t h t op e x e c u t i v e s i n t h e o r g a n i z a t i o n 
I . To b u i l d my p r o f e s s i o n a l r e p u t a t i o n 
J. To work on d i f f i c u l t and c h a l l e n g i n g problems 
L. To have freedom t o c a r r y o u t my own ideas 
M. To c o n t r i b u t e t o broad t e c h n i c a l knowledge i n my f i e l d 

Q u e stion 63. Now t o what e x t e n t does y o u r p r e s e n t j o b a c t u a l l y 
p r o v i d e an o p p o r t u n i t y f o r each o f these f a c t o r s ? 

(The same f a c t o r s i s i n Q u e s t i o n 62 were r a t e d on a f i v e - p o i n t 
s c a l e from " s l i g h t o r none" ^'"complete! 
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JOB SATISFACTION INVENTORY (Twery e t a l . 1958) 

V a r i a b l e T h i s i n s t r u m e n t i s d e v i s e d t o measure seven dimensions o f j o b s a t i s 
f a c t i o n . One i s a g e n e r a l f a c t o r and t h e remainder d e a l s p e c i f i c a l l y 
w i t h s u p e r v i s i o n , c o - w o r k e r s , j o b d u t i e s e t c . 

D e s c r i p t i o n The seven dimensions o f j o b s a t i s f a c t i o n were h y p o t h e s i z e d b e f o r e h a n d 
and these a p r i o r i g r o u p i n g s were t h e n checked e m p i r i c a l l y . Three i t e 
were chosen t o r e p r e s e n t each d i m e n s i o n . Of the seven h y p o t h e s i z e d 
d i m e n s i o n s , f i v e came o u t as expected w i t h two s u p e r v i s o r y f a c t o r s 
c o m b i n i n g t o make a s i x t h d i m e n s i o n . 

Sample The sample c o n s i s t e d o f 467 a i r c r a f t and engi n e mechanics a t the 
journeyman l e v e l o f p r o f i c i e n c y from two SAC base and one T r a i n i n g 
Command base. 

R e l i a b i l i t y / No t e s t - r e t e s t r e l i a b i l i t y d a t a a r e r e p o r t e d . Scale homogeneity was 
Homogeneity d e t e r m i n e d by f a c t o r a n a l y t i c p r o c e d u r e s . 

V a l i d i t y No v a l i d i t y d a t a a t e r e p o r t e d . 

L o c a t i o n Twery, R., Schmid, J. and W r i g l e y , C. "Some f a c t o r s i n j o b s a t i s f a c 
t i o n " E d u c a t i o n a l and P s y c h o l o g i c a l Measurement, 1958, 1 8 , 1 8 9 - 2 0 2 . 

A d m i n i s t r a t i o n The 21 s t a t e m e n t s were r a t e d on a f i v e p o i n t s c a l e , b u t t h e r e i s no 
m e n t i o n o f the' e x a c t t y p e o f f o r m a t t h a t was used. 

R e s u l t s and M e t h o d o l o g i c a l l y t h i s i s an i n t e r e s t i n g s t u d y , as t h e r e a r e few 
comments i n s t a n c e s i n the l i t e r a t u r e where h y p o t h e t i c a l anil e m p i r i c a l f a c t o r s 

match up so c l o s e l y . Some o f t h e f a c t o r s a r e so j o b - s p e c i f i c , however 
t h a t t h e a p p l i c a b i l i t y t o o t h e r types o f wo r k e r s i s l i m i t e d . 

The r e l a t i o n between the items and t h e h y p o t h e t i c a l and e m p i r i c a l d i m e n s i o n s i s 
g i v e n i n t h e f o l l o w i n g t a b l e 

H y p o t h e s i z e d d i m e n s i o n o f 
j o b s a t i s f a c t i o n 

Items d e f i n i n g 
h y p o t h e t i c a l d i m e n s i o n 

Items d e f i n i n g 
e m p i r i c a l d i m e n s i o n 

G e n e r a l A t t i t u d e t o t h e Job 11+, 18+ 1 1 , 18, 13, 20 

S u p e r v i s o r as a T e c h n i c i a n 8 - , 1 5 - 1 
1 , 8 , 15 , 12 , 19 

S u p e r v i s o r i n a S o c i a l Role 5 - , 1 2 - , 19+J 

Co-workers 7 + , 14+ , 21+ 7 , 1 4 , 21 

H i g h e r E c h e l o n 2 - , 9 - , 16- 2 , 9 , 16 

Job D u t i e s 6 - , 13+, 2 0 - 6 , 20 

L i v i n g C o n d i t i o n s 3 - , 10+, 17 - 3 , 10 , 17 
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JOB SATISFACTION INVENTORY 

1. My s u p e r v i s o r c a n ' t even do t h e j o b d u t i e s h i s men do. 

2. My squadron c o u l d do a much b e t t e r j o b i f t h e r e were l e s s i n t e r f e r e n c e from 
above. 

3. I w i s h v e r y much t h a t I c o u l d g e t away from t h i s base. 

4. I n a l l ways my p r e s e n t j o b i s the b e s t j o b I ever had, 

5. My s u p e r v i s o r s h o u l d mix w i t h h i s men a l o t more. 

6. I am k e p t t o o l o n g on t h e same j o b . 

7. Compared w i t h o t h e r men t h a t I have worked w i t h , I t h i n k t h a t my p r e s e n t 
coworkers are e x c e l l e n t . 

8. My s u p e r v i s o r s h o u l d have a l o t more t e c h n i c a l knowledge about h i s j o b . 

9. A i r Force r e d tape makes i t i m p o s s i b l e f o r me t o do a good j o b . 

10. T h i s i s a good p l a c e t o be a t . 

11 . I am e n t i r e l y s a t i s f i e d w i t h my j o b . 

12. My s u p e r v i s o r doesn't u n d e r s t a n d h i s men a t a l l . 

13. I p r e f e r my p r e s e n t j o b d u t i e s t o a l l o t h e r types o f m i l i t a r y assignment. 

14. I l i k e v e r y much the men I work w i t h . 

15. My s u p e r v i s o r c o u l d use a l o t more t r a i n i n g as a t e c h n i c i a n . 

16. A i r Force r u l e s and r e g u l a t i o n s p r e v e n t me from doing my b e s t . 

17. I d o n ' t l i k e t h e l i v i n g c o n d i t i o n s h e r e . 

18. I am e n t h u s i a s t i c about my j o b . 

19. My s u p e r v i s o r g e t s e x c e l l e n t c o o p e r a t i o n from h i s men. 

20. My j o b d u t i e s a r e b o r i n g and monotonous. 

2 1 . When I need h e l p I can always c o u n t on my f e l l o w w o r k e r s . 
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7. SATISFACTION WITH SPECIFIC JOB FEATURES 

Some o f the g e n e r a l s e a l e s r e v i e w e d i n p r e v i o u s c h a p t e r s have subscales 
w h i c h d e a l w i t h p a r t i c u l a r j o b f e a t u r e s , b u t the e i g h t i n s t r u m e n t s reviewed 
here a r e i n t e n t i o n a l l y l i m i t e d t o c e r t a i n a s p e c t s o f the j o b . The i n s t r u m e n t s 
are as f o l l o w s : 

1. S u p e r v i s o r y Behavior D e s c r i p t i o n ( F l e i s h m a n 1957) 
2. A t t i t u d e toward the S u p e r v i s o r (Nagle 1953) 
3. S a t i s f a c t i o n w i t h S u p e r v i s i o n ( D r a p e r 1955) 
4. A t t i t u d e s toward the S u p e r v i s o r (Schmid, e t a l . 1957) 
5. Employee O p i n i o n Survey (Bolda 1958) 
6. N e e d - S a t i s f a c t i o n i n Work ( S c h a f f e r 1953) 
7. About Your Company ( K i n g 1960) 
8. Group M o r a l e Scale (Goldman 1958) 
Four o f the e i g h t s c a l e s d e a l w i t h s u p e r v i s i o n . Of these f o u r , Fleishman's 

S u p e r v i s o r y B e h a v i o r D e s c r i p t i o n has t h e most i m p r e s s i v e p s y c h o m e t r i c r e c o r d 
r e g a r d i n g norms, r e l i a b i l i t y and i n t e r n a l s t r u c t u r e . A few r e s e r v a t i o n s s h o u l d 
be n o t e d : the evidence f o r v a l i d i t y f o r t h i s s c a l e c o u l d be more c o m p e l l i n g , 
a l t h o u g h r e l a t i o n s w i t h c e r t a i n i m p o r t a n t c r i t e r i a have appeared c o n s i s t e n t l y . 
I n a d d i t i o n , t he L i k e r t f o r m a t i s s u b j e c t t o the u s u a l response s e t l i a b i l i t y . 
The i n s t r u m e n t does appear do have been used i n a v a r i e t y o f s e t t i n g s , however, 
and has the v a l u a b l e supplementary f e a t u r e o f an analogous form ( t h e L e a d e r s h i p 
O p i n i o n Q u e s t i o n n a i r e reviewed under " L e a d e r s h i p S t y l e s " , Chapter 11) a v a i l a b l e 
f o r s u p e r v i s o r s ' s e l f - p e r c e p t i o n s . 

Nagle's A t t i t u d e s toward the S u p e r v i s o r seems the most s a t i s f a c t o r y o f the 
r e m a i n i n g t h r e e s c a l e s d e a l i n g w i t h s u p e r v i s i o n , m a i n l y because some a t t e m p t has 
been made toward v a l i d a t i o n . L i k e the o t h e r two s c a l e s --Draper's A t t i t u d e toward 
S u p e r v i s i o n and Schmid, e t a l . 's A t t i t u d e toward the S u p e r v i s o r — i t was b u i l t 
f o l l o w i n g p r o p e r i t e m a n a l y t i c p r o c e d u r e s . The Nagle and Draper s c a l e s seem t o 
c o v e r the c o n t e n t area b e t t e r than the Schmid, e t a l . s c a l e . 

Most o f the m e t h o d o l o g i c a l e f f o r t s b e h i n d S c h a f f e r ' s N e e d - S a t i s f a c t i o n i n 
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Work s c a l e a r e i m p r e s s i v e , as a r e h i s g e n e r a l r e s e a r c h f i n d i n g s . U n l i k e o t h e r 
i n s t r u m e n t s i n t h i s e e c t i o a , t h i s one d e a l s s t r i c t l y w i t h i n t e r a a l p s y c h o l o g i c a l 
c o n s t r u c t s ( a f f e c t i o n , dependence, e t c . ) - U n f o r t u n a t e l y , norms are a v a i l a b l e 
o n l y f o r the t w e l v e need areas i n d i v i d u a l l y s i n c e t h e a u t h o r d i d not r e p o r t 
on t h e a n a l y s i s o f the i n t e r - i t e m s t r u c t u r e o f h i s n e e d - s a t i s f a c t i o n i t e m s . 
The sample on which the i n s t r u m e n t i s d e v i s e d i s s m a l l and a t y p i c a l , w hich 
may f u r t h e r l i m i t g e n e r a l i z a t i o n s about i t s p o t e n t i a l . 

The Employee O p i n i o n Survey i s a c o m p e t e n t l y c o n s t r u c t e d s c a l e w h i c h c o v e r s 
t h r e e a s p e c t s o f j o b s a t i s f a c t i o n : two e x t r i n s i c ( w o r k i n g c o n d i t i o n s and f i n a n c i a l 
b e n e f i t s ) and one p r i m a r i l y i n t r i n s i c ( j o b a c t i v i t i e s ) . K i n g f i n d s t h r e e 
d imensions u n d e r l y i n g the s i n g l e s e t o f a t t i t u d e s About Your Company, a 
d i s c o v e r y w h i c h suggests t h a t a l l s o r t s o f Pandora's boxes may a w a i t o c c u p a t i o n a l 
a t t i t u d e r e s e a r c h i n t h i s component ( o r perhaps i n o t h e r s i n g l e components) o f 
j o b s a t i s f a c t i o n . The i n s t r u m e n t has a g e n e r a l f a c t o r w h i c h i n c l u d e s a l l i t e m s 
i n i t s major d i m e n s i o n , however, and the s c a l e appears t o be o f r e a s o n a b l e 
q u a l i t y . The same o v e r a l l i m p r e s s i o n i s gained f r o m Goldman's Group M o r a l e 
Seale w h i c h a p p a r e n t l y was c o n s t r u c t e d by c a r e f u l i t e m a n a l y t i c p r o c e d u r e s . We 
do not f i n d t he a u t h o r ' s v a l i d a t i o n a l e v idence c o m p e l l i n g b u t we f e e l t h a t o t h e r 
s t a t i s t i c a l and n o r m a t i v e d a t a appear more t h a n adequate. The major problem 
w i t h t h e s c a l e i n our o p i n i o n i s t h a t i t has y e t t o be a p p l i e d t o many work groups 
o f s u f f i c i e n t s i z e . 
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SUPERVISORY BEHAVIOR DESCRIPTION (Fleis h m a n 1957) 

Th i s i n s t r u m e n t e l i c i t s i n f o r m a t i o n from s u b o r d i n a t e s about 
s u p e r v i s o r 1 s b e h a v i o r on two f a c t o r s ( c o n s i d e r a t i o n and i n i t i a t i n g 
s t r u c t u r e ) . 

C o n s i d e r a t i o n , i n d i c a t i n g how c o n s i d e r a t e t he s u p e r v i s o r i s o f 
employee f e e l i n g s , and i n i t i a t i n g s t r u c t u r e , i n d i c a t i n g t h e e x t e n t 
t o w h i c h the s u p e r v i s o r f a c i l i t a t e s group i n t e r a c t i o n toward g o a l s 
a t t a i n m e n t , emerged from f a c t o r a n a l y t i c s t u d i e s as the major f a c t o r s 
p r e d i c t i n g l e a d e r s h i p p e r f o r m a n c e . The i n s t r u m e n t c o n s i s t s o f 28 
items measuring c o n s i d e r a t i o n and 20 r e f l e c t i n g i n i t i a t i n g s t r u c t u r e . 
Items a r e u s u a l l y r a t e d on a f i v e - p o i n t s c a l e : a l w a y s , o f t e n , 
o c c a s i o n a l l y , seldom and never. Since these are as s i g n e d w e i g h t s o f 
0 ( n e v e r ) t o 4 ( a l w a y s ) , o r the r e v e r s e , h i g h e s t p o s s i b l e scores are 
112 f o r c o n s i d e r a t i o n and..80 f o r i n i t i a t i o n . 

A number o f s u r v e y s i t e s were u t i l i z e d , a l t h o u g h most r e s e a r c h was 
done i n one machine m a n u f a c t u r i n g c o n c e r n . Data a r e a v a i l a b l e on 
the r a t i n g s o f o f f i c e r s by ROTC s t u d e n t s and on r a t i n g s o f c i v i l 
s e r v i c e s u p e r v i s o r s by t h e i r employees. Average scores f o r foremen 
appear t o r u n about 75 on c o n s i d e r a t i o n , and about 40 on i n i t i a t i n g 
s t r u c t u r e , w i t h s t a n d a r d d e v i a t i o n s o f about 14 and 8 r e s p e c t i v e l y . 
For v a r i a t i o n s i n norms and more complete sample d e s c r i p t i o n s , c o n s u l t 
the o r i g i n a l s o u r c e . 

T e s t - r e t e s t r e l i a b i l i t i e s over 11 months o f .58 and .87 f o r c o n s i d e r a 
t i o n and .46 and .75 f o r i n i t i a t i n g s t r u c t u r e were r e p o r t e d . S p l i t -
h a l f r e l i a b i l i t i e s f o r v a r i o u s samples v a r i e d between .68 and .98. 
The dimensions were found t o be independent i n two samples b u t i n one 
i n d u s t r i a l sample a c o r r e l a t i o n o f -.33 was found between the 
dimen s i o n s . 

High scores on c o n s i d e r a t i o n appear t o be r e l a t e d t o low absentee 
r a t e s o f s u b o r d i n a t e s and low a c c i d e n t r a t e s , b ut a l s o t o low 
p r o f i c i e n c y r a t i n g s . High scores on i n i t i a t i n g s t r u c t u r e appear to 
have the o p p o s i t e e f f e c t s h i g h p r o f i c i e n c y r a t i n g s were accompanied 
by h i g h absenteeism, t u r n o v e r and l a b o r g r i e v a n c e . 

F l e i s h m a n , E., "A l e a d e r b e h a v i o r d e s c r i p t i o n f o r i n d u s t r y " i n S t o g d i l l 
and Coons (eds. ) , Leader B e h a v i o r : I t s D e s c r i p t i o n and Measurement 
Columbus, Ohio: Ohio S t a t e U n i v e r s i t y Bureau o f Business Research 1957 

S e l f - a d m i n i s t e r e d ( u s u a l l y i n a group s e t t i n g ) i n 10 t o 15 mi n u t e s . 

The main dimensions a re a l s o used i n the L e a d e r s h i p O p i n i o n 
Q u e s t i o n n a i r e ( r e v i e w e d under " L e a d e r s h i p S t y l e s " i n t h i s v o l u m e ) . 
The L e a d e r s h i p form i s f i l l e d o u t by s u p e r v i s o r s r e l e v a n t t o t h e i r own 
b e h a v i o r w h i l e t h e p r e s e n t i n s t r u m e n t i s f i l l e d o ut by s u b o r d i n a t e s . 
The two forms may be used s i m u l t a n e o u s l y t o measure agreement between 
the p e r c e p t i o n s o f s u p e r v i s o r s and s u b o r d i n a t e s on l e a d e r s h i p b e h a v i o r . 



Consideration; 

1. He refuses to give in when people disagree with him. 
2. He does personal favors for the foremen under him. 
3. He expresses appreciation when one of us does a good job. 
4. He is easy to understand. 
5. He demands more than we can do. 
6. He helps his foremen with their personal problems. 
7. He criticizes his foremen in front of others. 
S. He stands up for his foremen even though it makes him un

popular. 
9. He insists that everything be done his way. 

10. He sees that a foreman is rewarded for a job well done. 
11. He rejects suggestions for changes. 
12. He changes the duties of people under him without first talking it 

over with them. 
13. He treats people under him without considering their feelings. 
14. He tries to keep the foremen under him in good standing with 

those in higher authority. 
15. He resists changes in ways of doing things. 
16. He "rides" the foreman who makes a mistake. 
17. He refuses to explain his actions. 
18. He acts without consulting his foreman first. 
19. He stresses the importance of high morale among those under him. 
20. He backs up his foremen in their actions. 
21. He is slow to accept new ideas. 
22. He treats all his foremen as his equal. 
23. He criticizes a specific act rather than a particular individual. 
24. He Is willing to make changes. 
25. He makes those under him feel at ease when talking with him. 
26. He is friendly and can be easily approached. 
27. He puts suggestions that are made by foremen under him into 

operation. 
28. lie gets the approval of his foremen on important matters before 

going ahead. 

0 0 

Initiating Structure. 

1. He encourages overtime work. 
2. He tries out his new ideas. 
3. He rules with an iron hand. 
4. He criticizes poor work. 
5. He talks about how much should be done. 
6. He encourages slow-working foremen to greater effort 
7. He waits for his foremen to push new ideas before he does. 
8. He assigns people under him to particular tasks. 
9. He asks for sacrifices from his foremen for the good of the entire 

department. 
10. He insists that his foremen follow standard ways of doing things 

in every detail. 
11. He sees to it that people under him are working up to their limits. 
12. He offers new approaches to problems. 
13. He insists that he be informed on decisions made by foremen 

under him. 
14. He lets others do their work the way they think best 
15. He stresses being ahead of competing work groups. 
16. He "needles" foremen under him for greater effort. 
17. He decides in detail what shall be done and how it shall be done. 
18. He emphasizes meeting of deadlines. 
19. He asks foremen who have slow groups to get more out of their 

groups. 
20. He emphasizes the quantity of work. 
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ATTITUDE TOWARD THE SUPERVISOR (Nagle 1953) 

V a r i a b l e T h i s q u e s t i o n n a i r e covers w o r k e r ' s p e r c e p t i o n s o f the s u p e r v i s o r ' s 
s t y l e o f b e h a v i o r as w e l l as t h e wo r k e r ' s p e r s o n a l r e l a t i o n s w i t h t h e 
s u p e r v i s o r . 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Loca t i o n 

There a re 22 items i n the s c a l e , t o which t h e r e are two ( y e s - n o ) , 
t h r e e ( u s u a l l y , o c c a s i o n a l l y , n e v e r ) or f o u r a l t e r n a t i v e s . The 22 
items were reduced from an o r i g i n a l p o o l o f 56 items a c c o r d i n g t o 
i t e m a n a l y t i c p r o c e d u r e s . 

A t o t a l o f 208 ( o u t o f 223) o f f i c e s t a f f employees i n 14 departments 
o f a L o u i s v i l l e , Kentucky p l a n t o f a l a r g e m a n u f a c t u r i n g concern com
p r i s e d t h e sample. 

No t e s t - r e t e s t data are r e p o r t e d , 
ca I c u l a t e d . 

S p l i t - h a l f r e l i a b i l i t y o f .87 was 

Scale scores c o r r e l a t e d -.90 w i t h an ind e x o f s u p e r v i s o r s e n s i t i v i t y , 
-.71 w i t h a company s e n s i t i v i t y s c a l e and .67 w i t h a c o o p e r a t i o n 
s c a l e . The f i r s t c o r r e l a t i o n seems high i n the l i g h t of the scale's r e l i a b i l i t y 

N agle, B., " P r o d u c t i v i t y , employee a t t i t u d e , and s u p e r v i s o r 
s e n s i t i v i t y . " M.A. T h e s i s , Purdue U n i v e r s i t y , 1953. P e r m i s s i o n t o 
use the s c a l e must be o b t a i n e d f r o m Purdue U n i v e r s i t y , L a f a y e t t e , 
I n d l a n a . 

A d m i n i s t r a t i o n 

R e s u l t s and 
Comments 

The s c a l e i s s e l f - a d m i n i s t e r e d i n about 10 m i n u t e s , 
s t a r r e d below are scored 1 w i t h the o t h e r scored 0. 
a h i g h e s t p o s i t i v e v a l u e o f 22 t o a low o f 0. 

I t e m a l t e r n a t i v e s 
Scores range from 

A t t i t u d e scores were lower f o r s u p e r v i s o r s o f l a r g e departments 
( r = - . 4 0 ) . F u r t h e r e x p e r i e n c e w i t h the s c a l e can be found i n Guion 
and Robins, "A note on the Nagle a t t i t u d e s c a l e " , J o u r n a l o f A p p l i e d 
Psychology, 1964, 48, 29-30. 
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Answer each func t ion Ity r ln -ck i i i^ I hrs a l innui l ivc wl i i r l i bf.'-L ro[>rcso]ils 
your feclit);; :il»mit your i inniri l i . ' i le *ni|H"n isor. 

1 Doos your immediate supurvisor give you on opportunity to p iovc you. o l j i l i ly? 
*ci. _ _ _ _ _ Frequently 

b. Yes, but not as often as he could 

t. Rorely 

2 In your opinion, d o c i your immediate supervisor spend sufficient time 
planning tlie work of your deportment? 
• a . Y e i 

b. No 

3 D o c j your immediate supervisor criticize you in I ron! ot other*? 
a. Cr i l ic i ie* in front of others 

• b. Saves criticism for private occasions 

4 Does your immediate supervisor 'follow through' on Ms promises? 
a. No 

*b. Yes 

5 Do you fe*J thai you have proper opportunity to present a problem, com
plaint, or suggestion? 
• a . Y e i 

b. No 

6 Does your Immediate supervisor avoid you when he knows yov want f© see 
him about a problem? 

d. Usually avoids me 

b. Occasionally avoids me 
*e. Never ovoid J me 

7 Does your Immediate supervisor take an Interest In you as a person a i well as 
in how well you do your" job? 

a. Yes 
*b. _ _ N o 

8 In your opinion, doei your Immediate supervisor spend sufficient lime. directing 
the work of your department? 
•a. Yes 

b. No 

9 Are you criticized by your immediate supervisor for happenings over which 
you have no control? 

a. Often 

b. Occasionally 
*c. Never 

10 Does your Immediate supervisor explain to you Ihe 'why' of an error to 
prevent recurrence of the error? 
*o. Usually 

b. Occasionally 
c. Never 

11 When o change Ii ordered in your work procedure, ore you usually given 
sufficient explanation of why the change Is necessary? 
»a. Yei 

b. No 

12 Does your Immediate supervisor give you 'straight answers' when you ask him 
something? 
*o. Usually 
b. Occasionally 

c. Never 

13 On the fob does your Immediate supervisor lake a reasonably democratic 
attitude toward you? 
*a. Yes 

b. No 

14 Does your Immediate supervisor delay In taking care of your compTaints? 

a. Usually delays 

b. Occasionally delays 

*e. Never delays 

15 Do you feel that your Immediate supervisor 1* Interested in getting your Ideal 
and suggestions? 
a. No 

*b. Yei 

16 Does your Immediate supervisor give you recognition for work well done? 
*o. Usually 

b. Occasionally 
e. Never 

17 Do you know how you stand with your Immediate supervisor? 
a. No 

*b. Yes 

IC If something happens which puts your Immediate supervisor 'onfthe spot,' 
what Is he most likely to do? 
*o. Almost always takes the responsibility himself 

*b. Usually takes the responsibility himself 
C. Usually puts the responsibility on the employee 
d. Almost always puts the responsibility on the employee 

19 Is your Immediate supervisor courteous and friendly to you? 
* a , Always 

b. Usually 
«. Seldom 

20 Da you feel promotions in your department are usually based more on 
ability than on 'personality'? 
• a . Ye , 

b. No 

21 How well does .your Immediate supervisor keep you informed about what is 
going on around the plant? 
*a. He usually keeps me well informed 
b. He rarely keeps me well informed 

22 Do you feet at ease around your immediate supervisor? 
• a . Yes 
b. No 

' Sinned (•([•enioi a n itorrd 1; nemlarrirf r e io tmm aro i rarrd 0. 
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SATISFACTION WITH SUPERVISION (Draper 1955) 

V a r i a b l e The s c a l e a t t e m p t s t o measure w o r k e r ' s s a t i s f a c t i o n w i t h immediate 
s u p e r v i s o r s , p r i m a r i l y i n terms o f p e r s o n a l r a t h e r than f o r m a l work 
r e l a t i o n s h i p s . 

D e s c r i p t i o n The s c a l e was developed i n c o n j u n c t i o n w i t h a s u r v e y o f p l a n t non-
m a n a g e r i a l employees o f a m i d w e s t e r n farm t r a c t o r m a n u f a c t u r e r . The 
o r i g i n a l s c a l e c o n t a i n e d 15 i t e m s though the f o r m p r e s e n t e d here has 
o n l y f o u r t e e n . One i t e m has been dropped s i n c e i t s d i s c r i m i n a t i n g 
power was r e l a t i v e l y low and i t s c o n t e n t seemed t o be o u t o f l i n e w i t h 
the o t h e r s c a l e i t e m s . 

Sample 

R e l i a b i l i t y 

V a l i d i t y 

W h i l e t h e v e r b a l l e v e l o f the i t e m s i s not low t h e y seem f a i r l y 
s t r a i g h t f o r w a r d and d i r e c t . The items were s e l e c t e d from a 
Q u e s t i o n n a i r e p r e v i o u s l y used a t the same company, and through consul' 
t a t i o n w i t h management p e r s o n n e l . 

The a u t h o r does not c l e a r l y d e s c r i b e h i s sample. A p p a r e n t l y , i t 
i n c l u d e s 1345 non-management employees from v a r i o u s d e p a r t m e n t s . 

A s p l i t h a l f c o e f f i c i e n t o f .91 ( c o r r e c t e d ) i s r e p o r t e d f o r a random 
sample o f 250 employees. 

Item a n a l y s i s o f a random sample o f 500 q u e s t i o n n a i r e s i n d i c a t e d 
t h a t a l l the items can d i s c r i m i n a t e a t the .01 l e v e l o r b e t t e r ( s i c ) . 
F u r t h e r comment r e l a t e d t o v a l i d i t y w i l l be found i n the R e s u l t s 
and Comments s e c t i o n . 

L o c a t i o n Draper, R i c h a r d D., "Higher l e v e l s o f management and employee a t t i t u d e 
toward the foreman," Ph.D. d i s s e r t a t i o n , Purdue U n i v e r s i t y , 1955. 
Ann A r b o r : U n i v e r s i t y M i c r o f i l m s , I n c . , Pub. No. 11, 622. 

A d m i n i s t r a t i o n The s c a l e may be completed i n l e s s than 15 m i n u t e s . S c o r i n g may 
be accomplished by summing t h e number o f answer c a t e g o r i e s marked w i t h 
(*) which are chosen. 

R e s u l t s and The s t u d y f o r w h i c h t h i s s c a l e was developed r e v e a l e d t h a t h i g h e r 
Comments l e v e l s o f management i n f l u e n c e employee a t t i t u d e s t h r o u g h t h e foremen 

and t h a t a t t i t u d e s toward the foremen w i l l v a r y d e p e n d i n g on the 
foreman's s u p e r v i s o r . No r e l a t i o n was found between pay method and 
a t t i t u d e and o n l y a s l i g h t r e l a t i o n between work p a c i n g ( i . e . , 
"...The amount o f freedom w h i c h an employee has t o work a t h i s own 
r a t e o f speed.") and a t t i t u d e toward the foreman. 

A l t h o u g h the sample i s l a r g e r t h a n most encountered i n t h i s s o r t o f 
work i t r e p r e s e n t s w o r k e r s i n one company who were members o f one 
u n i o n . L o c a l norms sh o u l d be e s t a b l i s h e d f o r t h e p r o p e r use o f t h i s 
s c a l e . 
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1. Does y o u r immediate s u p e r v i s o r take an i n t e r e s t i n you as a pe r s o n as 
w e l l as i n how w e l l you do your job? No. Yes ( * ) . 

2. Does your immediate s u p e r v i s o r g i v e you " s t r a i g h t answers" when you ask 
him something? U s u a l l y ( * ) . O c c a s i o n a l l y . Never. 

3. G e n e r a l l y s p e a k i n g , does your immediate s u p e r v i s o r c r i t i c i z e you i n f r o n t 
o f o t h e r s ? Yes. No ( * ) . 

4. Does your immediate s u p e r v i s o r u s u a l l y f o l l o w t h r o u g h on h i s promises? 
No. Yes ( * ) . 

5. Do you f e e l t h a t you have p r o p e r o p p o r t u n i t y t o p r e s e n t a p r o b l e m , com
p l a i n t , o r s u g g e s t i o n t o your immediate s u p e r v i s o r ? Yes ( * ) . No. 

6. Are you c r i t i c i z e d by your immediate s u p e r v i s o r f o r happenings o v e r which 
you have no c o n t r o l ? O f t e n . O c c a s i o n a l l y . Never ( * ) . 

7. I s your immediate s u p e r v i s o r u s u a l l y prompt i n t a k i n g c a r e o f your com
p l a i n t s ? Yes ( * ) . No. 

8. Do you f e e l t h a t y o u r immediate s u p e r v i s o r i s i n t e r e s t e d i n g e t t i n g y o u r 
ideas and s u g g e s t i o n s ? No. Yes ( * ) . 

9. Does y o u r immediate s u p e r v i s o r u s u a l l y g i v e you r e c o g n i t i o n f o r work w e l l 
done? Yes ( * ) . No. 

10. I s your immediate s u p e r v i s o r u s u a l l y c o u r t e o u s t o you? Yes ( * ) . No. 

11. I s your immediate s u p e r v i s o r concerned about y o u r s a f e t y on the job? 
Yes ( * ) . No. 

12. When you are g i v e n a new j o b , do you f e e l you are r e a s o n a b l y w e l l t r a i n e d 
f o r t h a t job? Yes ( * ) . No. 

13. Does your immediate s u p e r v i s o r t r y t o see t h a t you have the t h i n g s you 
need t o do your job? Yes ( * ) . No. 

14. G e n e r a l l y s p e a k i n g , i s your immediate s u p e r v i s o r a good s u p e r v i s o r ? 
Yes ( * ) . No. 
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ATTITUDES TOWARD THE SUPERVISOR (Schmid, e t a l . 1957) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

R e s u l t s and 
Comments 

T h i s i s a s h o r t s c a l e c o v e r i n g w o r k e r s ' p e r c e p t i o n s o f t h e i r s u p e r v i s o r s ' 
s t y l e o f b e h a v i o r . 

There are 14 items i n the s c a l e , w i t h f i v e a l t e r n a t i v e L i k e r t - t y p e 
responses t o each f o r m a t . The items emerged from f a c t o r a n a l y s i s o f 
60 items d e a l i n g w i t h v a r i o u s aspects o f j o b s a t i s f a c t i o n . 

A t o t a l o f 238 s u p p l y , c l e r i c a l and p e r s o n n e l s p e c i a l i s t s a t one A i r 
Force Base were g i v e n the 6 0 - i t e m q u e s t i o n n a i r e . 

No t e s t - r e t e s t data a re r e p o r t e d . A Kuder-Richardson i n t e r n a l 
c o n s i s t e n c y c o e f f i c i e n t o f .90 was r e p o r t e d f o r 17 items from which 
the f i n a l s e t o f 14 i s g i v e n below. F a c t o r l o a d i n g s o f .31 t o .57 
f o r the items were r e p o r t e d as a d d i t i o n a l evidence o f homogeneity. 

No v a l i d i t y d a t a a re r e p o r t e d . 

Schmid, J . , Morsh, J., and D e t t e r , H. A n a l y s i s o f Job S a t i s f a c t i o n 
Research Report AFPTRC-TN-57-30, March 1957, ASTIA Document #098935. 

The o t h e r two f a c t o r s t o emerge were "Sense o f p e r s o n a l achievement" 
and " S t r e s s " . Readers may w i s h t o examine t h e i t e m s c o m p r i s i n g these 
s c a l e s i n the o r i g i n a l r e f e r e n c e . 



ATTITUDE TOWARD THE SUPERVISOR 
(AS) SCALE 

Answer each i t e m by e n t e r i n g t he a p p r o p r i a t e l e t t e r i n the space p r o v i d e d 
a c c o r d i n g t o the f o l l o w i n g s c a l e : 

A. S t r o n g l y agree 
B. Agree 
C. Undecided 
D. Di s a g r e e 
E. S t r o n g l y D i s a g r e e 

i s admired and r e s p e c t e d by a l l o f h i s men. 
p r a i s e s h i s men f o r a j o b w e l l done, 
i g n o r e s o p i n i o n s o f those who d i s a g r e e w i t h 

c o n f i d e n t l y h a ndles emergency s i t u a t i o n s , 
takes a l l t h e c r e d i t when o t h e r s do good work, 
i g n o r e s t he f e e l i n g s o f h i s men. 
always backs up h i s men. 
t r e a t s h i s men u n u s u a l l y w e l l . 
c o n s i d e r s t h e s a f e t y o f h i s men above a l l e l s e 
g i v e s i n s t r u c t i o n s t h a t a r e h a r d t o u n d e r s t a n d 
has t h e wrong o p i n i o n o f some o f h i s men. 
has genuine i n t e r e s t i n h i s work, 
works h a r d and welcomes a d d i t i o n a l r e s p o n s i b i l 

i s n o t always f a i r i n j u d g i n g our work. 

60 My s u p e r v i s o r 
6 My s u p e r v i s o r 

*27 My s u p e r v i s o r 
him. 

30 My s u p e r v i s o r 
#9 My s u p e r v i s o r 
*3 My s u p e r v i s o r 
12 My s u p e r v i s o r 
24 My s u p e r v i s o r 
15 My s u p e r v i s o r 

*45 My s u p e r v i s o r 
*33 My s u p e r v i s o r 
39 My s u p e r v i s o r 
57 My s u p e r v i s o r 

i t i e s . 
* 51 My s u p e r v i s o r 

* I t e m s marked w i t h an a s t e r i s k i n d i c a t e n e g a t i v e a t t i t u d e s . 
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EMPLOYEE OPINION SURVEY (Bolda 1958) 

V a r i a b l e Three s u b s c a l e s c o n t a i n e d i n a q u e s t i o n n a i r e p u r p o r t t o measure 
employee's a t t i t u d e s toward w o r k i n g c o n d i t i o n s , j o b a c t i v i t y and f i 
n a n c i a l b e n e f i t s . 

D e s c r i p t i o n The Working C o n d i t i o n s and Job A c t i v i t i e s s c a l e s each have t e n 
and the F i n a n c i a l B e n e f i t s s c a l e n i n e i t e m s scored on the b a s i s of a 
yes-no dichotomy. Items f o r t he t h r e e subscales were s e l e c t e d from a 
l a r g e p o o l on the b a s i s o f t e t r a c h o r i c c o r r e l a t i o n between i t e m score 
and s u b s c a l e t o t a l s c o r e as w e l l as i t e m p o p u l a r i t y ( d i f f i c u l t y ) i n 
dexes . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

I t e m c o n t e n t i s s i m p l e and d i r e c t , i n d i c a t i n g t h a t the scales 
may have a wide range o f a p p l i c a b i l i t y w i t h r e g a r d t o o c c u p a t i o n a l 
g r o u p i n g s . 

Seven hundred and one p r o d u c t i o n and maintenance employees, o f 
the Post D i v i s i o n , General Foods C o r p o r a t i o n , b o t h men and women, 
p a r t i c i p a t e d i n t h e s t u d y . A l l s u b j e c t s had been employed f o r one o r 
more months, 350 s u b j e c t s formed the p r i m a r y i t e m a n a l y s i s group and 
a s i m i l a r number formed a h o l d - o u t group. 

S p l i t h a l f r e l i a b i l i t i e s ( c o r r e c t e d ) , computed from h o l d - o u t 
group d a t a , were r e p o r t e d as f o l l o w s : Working C o n d i t i o n s , .82; Job 
A c t i v i t y , .86; F i n a n c i a l B e n e f i t s , .65. 

Con c u r r e n t v a l i d i t y i s shown by the c o r r e l a t i o n s between mean 
d e p a r t m e n t a l a t t i t u d e scores and p a i r comparison r a t i n g s o f d e p a r t 
m e n t a l e f f e c t i v e n e s s by upper management. The r e l i a b i l i t i e s o f the 
r a t i n g s a r e r e p o r t e d as .79 f o r p r o d u c t i o n departments and .87 f o r 
maintenance d e p a r t m e n t s . Foremen and f o r e l a d i e s f o r each o f the pro
d u c t i o n and maintenance departments were r a t e d by t h e i r bosses u s i n g 
the c h e c k l i s t o f S u p e r v i s o r y Performance ( H a r d i n g , 1953). The t o t a l 
c h e c k l i s t score i s r e p r e s e n t e d as an i n d e x of S u p e r v i s o r Q u a l i t y and 
c o r r e l a t i o n s w i t h mean d e p a r t m e n t a l a t t i t u d e s a r e shown i n Re s u l t s & 
Comments below. 

L o c a t i o n 

A d m i n i s t r a t i o n 

I t e m s e l e c t i o n p r o c e d u r e s a p p a r e n t l y d i d n o t i n c l u d e c r o s s 
v a l i d a t i o n a g a i n s t e i t h e r i n t e r n a l o r e x t e r n a l c r i t e r i a . 

B o l d a , R. A. "A s tudy o f employee a t t i t u d e s and s u p e r v i s o r 
s e n s i t i v i t y t o a t t i t u d e s as r e l a t e d t o s u p e r v i s o r y and d e p a r t m e n t a l 
e f f e c t i v e n e s s . " Ph.D. t h e s i s , Purdue U n i v e r s i t y , 1958. Ann A r b o r , 
M i c h i g a n : U n i v e r s i t y M i c r o f i l m s , I n c . , L. C. Card No. MIC 58-7961. 

S e l f a d m i n i s t e r e d i n l e s s than f i v e m i n utes f o r a l l t h r e e 
s c a l e s . The as t e r i s k s below i n d i c a t e apparent s c o r i n g d i r e c t i o n and 
were n o t i n c l u d e d on the o r i g i n a l q u e s t i o n n a i r e . S c o r i n g may be ac
complished i n l e s s t h a n one min u t e p e r person. 
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R e s u l t s & Whi l e t o t a l s c o r e o r su b s c a l e t o t a l s m i g h t be u s e f u l f o r some 
Comments p u r p o s e s , t h e v a l u e o f t h i s i n s t r u m e n t w i l l p r o b a b l y l i e i n p r o v i d i n g 

a key f o r i n t e r n a l improvement. For such a pu r p o s e , i t e m responses 
and p r o f i l e s w i l l be o f g r e a t e s t use t o management. 

C o r r e l a t i o n s between Employee A t t i t u d e Means 
and S u p e r v i s o r y and D e p a r t m e n t a l C r i t e r i a 

A t t i t u d e toward: 

Group 

P r o d u c t i o n men 

P r o d u c t i o n women 

Maintenance men 

Working 
C o n d i t i o n 

.31 

.48* 

.49 

.84* 

Job 
A c t i v i t y 

.49 

F i n a n c i a l 
B e n e f i t s 

.46 

.57 

NOTES: The upper c o e f f i c i e n t r e p r e s e n t s the c o r r e l a t i o n between a t 
t i t u d e means and s u p e r v i s o r q u a l i t y w h i l e the l o w e r c o e f f i c i e n t 
i s t he c o r r e l a t i o n w i t h d e p a r t m e n t a l e f f e c t i v e n e s s . 

* I n d i c a t e s p ^ , 0 1 by one t a i l e d t e s t ; a l l o t h e r p<^.05. 

References H a r d i n g , F r a n c i s D. "Development and a n a l y s i s o f a foremen check 
l i s t . " U n p u b l i s h e d d o c t o r a l d i s s e r t a t i o n , Purdue U n i v e r s i t y , L a f a y e t t e 
I n d i a n a , 1953. 



WORKING CONDITIONS SCALE 

1. Considering the type of work you do, would you say the working 
c o n d i t i o n s are as good as they could be? 

Yes (*) No ( ) 
2. Would you say t h a t working c o n d i t i o n s are above average as com

pared w i t h other plants? 
Yes (*) No ( ) 

3. Does poor l i g h t i n g i n your department keep you from doing a 
good job? 

No (*) Yes ( ) 
4. I s your department kept as clean as i t could be? 

No ( ) Yes (*) 
5. Does the temperature i n your department ever get too high or 

too low? 
Yes ( ) No (*) 

6. Considering your work, are your working c o n d i t i o n s comfortable 
and h e a l t h f u l ? 

No ( ) Yes (*) 
7. I s i t ever so noisy i n your department t h a t you cannot do your 

work? 
No (*) Yes ( ) 

8. I s enough a t t e n t i o n paid to the s a f e t y and comfort of employees 
i n the plant? 

Yes (*) No ( ) 
9. Do most of the people i n your department t h i n k the working con

d i t i o n s are O.K.? 
No ( ) Yes (*) 

10. Are you o f t e n i n danger of p h y s i c a l i n j u r y becuase of poor work
i n g c o n d i t i o n s i n your department? 

Yes ( ) No (*) 

JOB ACTIVITY SCALE 

1. Do they expect too much work from you on your job? 
Yes ( ) No (*) 

2. I s your present job the kind of work you would l i k e to keep do
in g f o r a l i v i n g ? 

Yes (*) No ( ) 
3. Have you ever f e l t t h a t you are not l e a r n i n g anything on your 

job? 
Yes ( ) No (*) 

4. Do you sometimes f e e l t h a t your j o b counts f o r very l i t t l e i n 
the plant? 

No (*) Yes ( ) 
5. Does your job allow you to use your a b i l i t i e s as much as you 

would l i k e ? 
No ( ) Yes (*) 

6. I f you were going to work f o r another company, would you l i k e 
to do the same ki n d of work which you are now doing? 

No ( ) Yes (*) 
7. Do you u s u a l l y f e e l t h a t you are doing something worthwhile on 

your job? 
No ( ) Yes (*) 

8. Would you take a d i f f e r e n t job at the same r a t e of pay i n your 
department i f i t were o f f e r e d to you? 

No (*) Yes ( ) 
9. I s your job o f t e n d u l l and monotonous? 

Yes ( ) No (*) 
10. Would you say t h a t you worked at an i n t e r e s t i n g kind of job? 

No ( ) Yes (*) 
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FINANCIAL BENEFITS SCALE 

1. I f you t r y t o c o l l e c t on your h o s p i t a l i z a t i o n i n s u r a n c e would you 
p r o b a b l y r u n i n t o a l o t o f r e d tape? 

No (*) Yes ( ) 

2. Do you t h i n k t h a t a b e t t e r j o b c o u l d be done i n h a n d l i n g pay mat
t e r s here? 

Yes ( ) No (*) 

3. Do you t h i n k t h a t a b e t t e r j o b c o u l d be done i n h a n d l i n g b e n e f i t 
m a t t e r s ? 

No (*) Yes ( ) 

4. Do you t h i n k t h a t the l i f e i n s u r a n c e w h i c h you c a r r y t h r o u g h the 
company amounts t o enough t o p r o v i d e f o r your f a m i l y ? 

No ( ) Yes (*) 

5- Have you ever f e l t t h a t you are u n d e r p a i d f o r the work t h a t you 
do? 

Yes ( ) No (*) 

6. Should employees be g e t t i n g b e t t e r h e a l t h and a c c i d e n t i n s u r a n c e 
f o r t he amount o f money they c o n t r i b u t e i n the employee p l a n here? 

No (*) Yes ( ) 

7. As compared w i t h o t h e r companies, do you t h i n k t h e h o s p i t a l i z a t i o n 
i n s u r a n c e p l a n o f f e r e d h e r e i s a good one? 

No ( ) Yes (*) 

8. Do you f e e l s a t i s f i e d w i t h the l i f e i n s u r a n c e p l a n which employees 
o f t h i s company p a r t i c i p a t e i n ? 

Yes (*) No ( ) 

9. Do employees i n o t h e r companies have more i n s u r a n c e p r o t e c t i o n 
than you have i n the company's pl a n ? 

No (*) Yes ( ) 
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NEED - SATISFACTION IN WORK ( S c h a f f e r 1953) 

V a r i a b l e T h i s i n s t r u m e n t i s based on the t h e o r y t h a t the mechanisms which 
o p e r a t e t o make people s a t i s f i e d o r d i s s a t i s f i e d i n g e n e r a l a l s o make 
them s a t i s f i e d o r d i s s a t i s f i e d a t work. 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

Over 125 items ( n o t reproduced h e r e ) were d e v i s e d t o measure the 
s t r e n g t h o f 12 human needs. The 24 items reproduced here c o n s i s t e d o f 
two items t o measure the degree t o which each o f the 12 needs were 
s a t i s f i e d i n the person's j o b . These items were r a t e d on a f i v e - p o i n t 
L i k e r t s c a l e from " c o m p l e t e l y " s a t i s f i e d to " n o t a t a l l " s a t i s f i e d . 

The a u t h o r used an " o p p o r t u n i t y " sample o f 72 persons ( o u t of 113) who 
m a i l e d back t h e i r r e p l i e s . These were m a i n l y p r o f e s s i o n a l s and 
managers (37) and c l e r i c a l and s a l e s workers ( 2 0 ) ; respondents were 
u s u a l l y under 40 and a p p a r e n t l y from the New Yor k C i t y a r ea. 

No t e s t - r e t e s t data are r e p o r t e d . The c o r r e l a t i o n s between the two 
items f o r each o f the 12 need areas are as f o l l o w s : 

A) R e c o g n i t i o n and a p p r o b a t i o n .66 
B) A f f e c t i o n and i n t e r p e r s o n a l r e l a t i o n s h i p .20 
C) Mastery and achievement .29 
D) Dominance .61 
E) S o c i a l w e l f a r e .49 
F) S e l f - e x p r e s s i o n .06 
G) Soc ioeconomic s ta t u s .63 
H) M o r a l v a l u e scheme .48 
I ) Dependence .71 
J ) C r e a t i v i t y and c h a l l e n g e .72 
K) Economic s e c u r i t y .78 
L) Independence .53 

V a l i d i t y 

L o c a t i o n 

A d m i n i s t r a t i o n 

The b e s t p r e d i c t i o n o f j o b s a t i s f a c t i o n was o b t a i n e d on the need seen 
as most i m p o r t a n t t o the i n d i v i d u a l ( r = . 5 4 ) . The second most i m p o r t a n t 
need c o r r e l a t e d .47; the t h i r d , .36; the f o u r t h , .18; e t c . There were 
some r e v e r s a l s i n t h i s t r e n d f o r l e s s i m p o r t a n t needs. 

S c h a f f e r , R., "Job s a t i s f a c t i o n as r e l a t e d t o need s a t i s f a c t i o n i n 
work" P s y c h o l o g i c a l Monographs, 1953, §]_, Whole Number 364. 

S e l f - a d m i n i s t e r e d i n about 15 m i n u t e s . The l e t t e r p r e c e d i n g the i t e m s 
below i d e n t i f y t he need area as s p e c i f i e d under R e l i a b i l i t y / H o m o g e n e i t y 
above. 

R e s u l t s and 
Comments 

The c o r r e l a t i o n between " c r e a t i v i t y and c h a l l e n g e " need s a t i s f a c t i o n 
w i t h j o b s a t i s f a c t i o n was .51 and f o r " s o c i a l w e l f a r e " .47, which a r e 
p r a c t i c a l l y as h i g h as the c o r r e l a t i o n between the respondents' most 
i m p o r t a n t need and s a t i s f a c t i o n . 
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Resulcs and Comments ( c o n t i n u e d ) 

The m u l t i p l e c o r r e l a t i o n was .54 f o r the f i r s t need, .58 f o r the f i r s t 
two needs, b u t then decreased w i t h the a d d i t i o n o f more needs e.g., 
.57 f o r t h r e e , .45 f o r t e n . 

Correlational data on the n e e d - s t r e n g t h items i n d i c a t e d two c l u s t e r s : 
p a s s i v e or h o s t i l i t y - r e s t r a i n i n g ( a f f e c t i v e , s o c i a l w e l f a r e , mora 1 
v a l u e and dependence) and a g g r e s s i v e o r a s s e r t i v e ( r e c o g n i t i o n , 
dominance, s t a t u s and independence). No such d a t a are a v a i l a b l e f o r 
the n e e d - s a t i s f a c t i o n i t e m s p r e s e n t e d h e r e . 

I t e m h o m o g e n e i t i e s f o r areas B, C and F a r e , o f c o u r s e , q u i t e low. 



181 

DIRECTIONS. I n t h i s s e c t i o n you a r e asked t o r a t e y o u r s a t i s f a c t i o n s w i t h spe-
c i f i c a s p e c t s o f y o u r work. DO NOT c o n s i d e r your a t t i t u d e toward your j o b as a 
whole (you have a l r e a d y done t h a t i n a n o t h e r p a r t o f the q u e s t i o n n a i r e ) . As you 
read each s t a t e m e n t , t h i n k about how w e l l you are s a t i s f i e d w i t h the s p e c i f i c 
i t e m . L e t your f e e l i n g s be y o u r g u i d e i n r a t i n g these i t e m s . 

Use t h i s s c a l e : 

5) c o m p l e t e l y s a t i s f i e d 
4) v e r y w e l l s a t i s f i e d 
3) w e l l s a t i s f i e d 
2) s l i g h t l y s a t i s f i e d 
1) n o t a t a l l s a t i s f i e d 

You can use any o f the numbers as o f t e n as you l i k e . Rate every i t e m . 
A) 1. On my j o b when I do a p i e c e o f work I know t h a t I ' l l g et enough p r a i s e 

f o r i t . 
B) 2. Where I work I g e t a l l t he o p p o r t u n i t y I want f o r making f r i e n d s and e n j o y i n g 

the company o f my f e l l o w - w o r k e r s . 
C) 3. When I ' v e f i n i s h e d a day's work I can r e a l l y be s a t i s f i e d w i t h the know

ledge t h a t I ' v e used a l l my s k i l l s and a b i l i t i e s . 
D) 4. I n the course o f my work I have a l l t he o p p o r t u n i t y I m i g h t want t o d i r e c t 

o t h e r s . 
E) 5. My work r e s u l t s i n b e n e f i t s t o many p e o p l e . 
F) 6. My work o f f e r s me a r e a l o p p o r t u n i t y f o r s e l f - e x p r e s s i o n . 
G) 7. The income I r e c e i v e f r o m my j o b enables me t o l i v e i n a manner which I con

s i d e r adequate. 
H) 8. I do n o t have t o do a n y t h i n g on my j o b which i s n o t i n accordance w i t h my 

i d e a s o f r i g h t and wrong. 
I ) 9. I n my work I g e t a l l t he h e l p and s u p e r v i s i o n I need. 

J) 10. There i s ample o p p o r t u n i t y i n my work t o use my i n g e n u i t y and i n v e n t i v e n e s s . 
K) 1 1 . I f e e l t h a t my j o b i s a secure one. 
L ) 12. I have as much freedom as I want on my j o b . 
A) 13. I n my work I always g e t the c r e d i t I deserve f o r any work I do. 
C) 14. I have t o c o n c e n t r a t e and p u t f o r t h some e f f o r t t o do my work, b u t i t i s n o t 

too h a r d f o r me. 
J) 15. I o f t e n have t o t h i n k up some new ways o f d o i n g t h i n g s and s o l v i n g problems 

i n the course o f my work. 
B) 16. My j o b g i v e s me p l e n t y o f o p p o r t u n i t y t o e n j o y time w i t h my f a m i l y and 

f r i e n d s . 
L ) 17. On my j o b I am f r e e f r o m too much s u p e r v i s i o n . 
D) 18. I have as much r e s p o n s i b i l i t y as I want w i t h r e s p e c t to s u p e r v i s i n g the work 

o f o t h e r s . 
E) 19. My work i s as w o r t h w h i l e as most o t h e r s I would want to be i n w i t h r e s p e c t 

t o h e l p i n g o t h e r p e o p l e . 
H) 20. I n my j o b I am c o m p l e t e l y f r e e o f any w o r r y about v i o l a t i n g my r e l i g i o u s o r 

e t h i c a l v a l u e s . 
F) 2 1 . On my j o b I can always a c t j u s t the way I p i c t u r e m y s e l f - - I don't have to 

a c t l i k e somebody e l s e . 
I ) 22. I g e t a l l t he h e l p and a d v i c e t h a t I need f r o m my s u p e r v i s o r s . 
K) 23. My j o b i s q u i t e permanent. I t w i l l be t h e r e as l o n g as I m i g h t want i t . I f 

n o t , I a t l e a s t know t h a t I ' l l always have some s o r t o f adequate income. 
G) 24. My p r e s e n t j o b enables me t o have a good s o c i a l s t a n d i n g . 
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ABOUT YOUR COMPANY ( K i n g 1960) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

T h i s i n s t r u m e n t p u r p o r t s t o measure v a r i o u s employee p e r c e p t i o n s o f 
the o r g a n i z a t i o n . 

There are 20 Yes-No items i n the s c a l e . F a c t o r a n a l y s i s o f th e i t e m 
genera ted t h r e e f a c t o r s , one genera 1 and two s p e c i f i c : r e s p e c t f o r 
p e r s o n a l r i g h t s , and o p p o r t u n i t y f o r s e I f - i m p r o v e m e n t . 

A t o t a l o f 735 respondents from t e n p l a n t s t o o k p a r t i n the s t u d y . 

No t e s t - r e t e s t r e s u l t s were r e p o r t e d . 
I n t e r n a l s t r u c t u r e was determined by combining items on f a c t o r s w h i c h 
had l o a d i n g s o v e r .3 on t h a t f a c t o r . A s p l i t - h a l f r e l i a b i l i t y o f 
.92 was secur e d . 

V a l i d i t y 

L o c a t i o n 

Adminis t r a t i o n 

No data on v a l i d i t y were r e p o r t e d . 

K i n g , D. C., "A m u l t i p l a n t f a c t o r a n a l y s i s o f employees' a t t i t u d e s 
toward t h e i r company," J. A p p l i e d Psych. 1960, 40, 241-3. 

S e l f - a d m i n i s t e r e d i n l e s s than 15 m i n u t e s . 

A l l items loaded over .6 on the g e n e r a l f a c t o r and sho u l d be used t o 
compute the o v e r a l l s c o r e o f s a t i s f a c t i o n w i t h company. "Respect 
f o r P e r s o n a l R i g h t s " c o n s i s t s o f items 4,6,7,9,11 and 15, w h i l e 
" O p p o r t u n i t y f o r S e l f - i m p r o v e m e n t " uses items 7,9,11,13,14,16,17,18 
and 19. 
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1. Would you say tha t the company i s u s u a l l y h a r d b o i l e d and tough 
w i t h i t s employees? 

2. Do you l i k e t o have your f r i e n d s know where you work? 

3. C o n s i d e r i n g e v e r y t h i n g about the company, are you f a i r l y w e l l 
s a t i s f i e d w i t h i t ? 

4. Does the company sometimes i n t e r f e r e w i t h your p e r s o n a l r i g h t s ? 

5. Do you t h i n k y o u r company has more d i s s a t i s f i e d employees t h a n 
mos t companies? 

6. Do the top peo p l e r e s p e c t your r i g h t s as a person? 

7. I f you were i n r e a l t r o u b l e would you p r o b a b l y g e t a square d e a l 
from the people a t the top? 

8. I s t h e r e any o t h e r company around here where you would r a t h e r 
work? 

9. Do you f e e l t h a t the top men i n the company are t r y i n g t o do 
the r i g h t t h i n g ? 

10. I f you were s t a r t i n g over a g a i n , would you p r o b a b l y go t o work here? 

11. Do you have c o n f i d e n c e i n the bu s i n e s s judgment o f top management? 

12. I s t h e r e a f r i e n d l y f e e l i n g i n your company between the employees 
and management? 

13. Do you t h i n k the company i s r e a l l y t r y i n g t o improve r e l a t i o n s w i t h 
i t s employees? 

14. Does management u s u a l l y keep you i n f o r m e d about t h e t h i n g s you 
want t o know? 

15. Does the company ever take advantage o f the employees? 

16. I s your company a good one f o r a person t r y i n g t o g e t ahead? 

17. Does your company o f f e r enough chance f o r s e l f - i m p r o v e m e n t and 
l e a r n i n g ? 

18. Do employees u s u a l l y have t o f i g h t f o r what they g e t i n your company? 

19. Do the people a t the top pay enough a t t e n t i o n t o a m b i t i o n and e f f o r t ? 

20. Would you say t h a t y o u r company i s a b e t t e r p l a c e to work than most 
around here? 
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GROUP MORALE STUDY (Goldman 1958) 

V a r i a b l e T h i s s c a l e examines work group morale from f o u r a n g l e s : i n d i v i d u a l 
m o t i v e s , homogeneity o f a t t i t u d e , i n t e r p e r s o n a l r e l a t i o n s and 
l e a d e r s h i p . 

D e s c r i p t i o n The s c a l e c o n s i s t s o f 20 p o s i t i v e and n e g a t i v e s t a t e m e n t s r a t e d on 
s t a n d a r d L i k e r t f i v e - p o i n t a g r e e - d i s a g r e e s c a l e s . These items were 
c u l l e d from a l a r g e r u n i v e r s e o f 156 items by i t e m ana l y t i c 
p r o c e d u r e s . 

Sample The s c a l e was o r i g i n a l l y developed from judgments o f 124 s t u d e n t s 
and 184 s t u d e n t nurses. Subsequent data were o b t a i n e d f r o m f i v e 
G r eat Books groups (N=46) t h r e e campus groups (N=103), t h r e e 
c l a s s r o o m groups (N=57) and t h r e e l a b o r u n i o n groups (N=65). 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

No t e s t - r e t e s t d a t a a r e r e p o r t e d . 
s u b j e c t s i s r e p o r t e d as .88. 

S p l i t h a l f r e l i a b i l i t y f o r 209 

The a u t h o r ' s v a l i d a t i o n a l evidence . d i f f i c u l t t o a s c e r t a i n . 
A n a l y s i s o f v a r i a n c e methods were used t o d i s c o v e r s i g n i f i c a n t 
between-group v a r i a n c e , b u t t h i s would n o t seem t o bear on v a l i d i t y , 
s i n c e o t h e r group cohesiveness measures or c o r r e l a t e s were n o t 
employed. 

Loca t i o n Goldman, B., A. Study o f Group Morale P s y c h o m e t r i c A f f i l i a t e s , 221 
N o r t h L a s a l l e S t . , Chicago, I l l i n o i s , 1958. 

A d m i n i s t r a t i o n The 20 items take 10-15 minutes t o complete. The itern d i v i s i o n i n t o 
s u b s c a l e s i s as f o l l o w s : 

I n d i v i d u a l m o t i v e s : 1,8,13,18 
Homogeneity o f a t t i t u d e : 2,7,11,15,16 
I n t e r p e r s o n a l r e l a t i o n s : 3,6,9,12,14,19,20 
L e a d e r s h i p : 4,5,10,17 

R e s u l t s and F a i r l y complete n o r m a t i v e d a t a are g i v e n f o r the s c a l e . Mean scores 
Comments appear t o r u n i n the h i g h 50's ( o u t o f a p o s s i b l e 80) f o r groups 

h i g h i n cohesiveness and under 50 f o r l e s s c o h e s i v e g r o u p s . 

The f a c t t h a t a l l s u b s c a l e s i n t e r c o r r e l a t e s i g n i f i c a n t l y i n d i c a t e s 
t h a t the c o m p u t a t i o n o f o v e r a l l s c o res i s a r e a s o n a b l e p r o c e d u r e . 



Sample i terns 

1. I f e e l t h a t what I am d o i n g here g i v e s me a chance t o make f r i e n d s 

2. I b e l i e v e t h a t a l l my a s s o c i a t e s i n t h i s group h o l d b e l i e f s t h a t 
are u n r e a s o n a b l e . 

3. Most o f my a s s o c i a t e s here would h e l p me i f I needed h e l p . 

4. The l e a d e r o f t h i s group i s o u t f o r h i s own advancement; he doesn 1 

care about me. 
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8. FACTORS FROM SOME MULTIDIMENSIONAL ANALYSES OF JOB SATISFACTION 

Edward Peay 
M a r i l y n Wernander 

U n i v e r s i t y o f M i c h i g a n 

Much o f the r e c e n t work i n the area o f j o b s a t i s f a c t i o n has stemmed from 
the t h e o r i e s o f Herzberg as f i r s t proposed i n H e r z b e r g , Mausner and Snyderman 
( 1 9 5 9 ) . These a u t h o r s a t t e m p t e d t o examine j o b s a t i s f a c t i o n and d i s s a t i s f a c t i o n , 
u s i n g an i n t e r v i e w t e c h n i q u e as the source o f b o t h t h e i r data and t h e i r a n a l y t i c 
t o o l s . The s u b j e c t s , drawn a t random from n i n e m a j or companies i n the 
P i t t s b u r g h a r e a , f e l l i n t o one o f two o c c u p a t i o n a l c a t e g o r i e s , e n g i n e e r s and 
a c c o u n t a n t s . The a u t h o r s planned t o o b t a i n about 200 i n t e r v i e w s w i t h a maximum 
o f a b o u t f i f t y per company. D u r i n g the i n t e r v i e w , the s u b j e c t was asked to 
d e s c r i b e a time when he f e l t " e x c e p t i o n a l l y good" and a n o t h e r time when he 
f e l t " e x c e p t i o n a l l y bad" about h i s j o b . The s u b j e c t was then asked t o d e s c r i b e 
s e v e r a l aspects o f these s i t u a t i o n s such as what elements o f t h e s i t u a t i o n 
p r o d u c e d the good o r bad f e e l i n g s , and how the s i t u a t i o n a f f e c t e d the s u b j e c t ' s 
a t t i t u d e toward h i s j o b . 

The c o d i n g c a t e g o r i e s and s p e c i f i c f a c t o r s used t o a n a l y z e the i n t e r v i e w 
were d e r i v e d from the i n t e r v i e w d a t a i t s e l f . These data were d i v i d e d i n t o t h r e e 
c a t e g o r i e s : f i r s t - l e v e l f a c t o r s , s e c o n d - l e v e l f a c t o r s , and e f f e c t s . Only the 
f i r s t - l e v e l f a c t o r s , w hich are the o b j e c t i v e elements o f the j o b s i t u a t i o n s 
w h i c h the s u b j e c t r e p o r t s as c a u s i n g good or bad f e e l i n g s , are r e l e v a n t f o r t h i s 
r e p o r t . The s p e c i f i c f i r s t - l e v e l f a c t o r s used to a n a l y z e the i n t e r v i e w were: 
R e c o g n i t i o n , Achievement, P o s s i b i l i t y o f g r o w t h , Advancement, S a l a r y , I n t e r 
p e r s o n a l r e l a t i o n s , S u p e r v i s i o n - t e c h n i c a l , R e s p o n s i b i l i t y , Company p o l i c y and 
a d m i n i s t r a t i o n , Working c o n d i t i o n s , Work i t s e l f , F a c t o r s i n p e r s o n a l l i f e , 
S t a t u s , and Job s e c u r i t y . I n a d d i t i o n to t h e above spec i f i c f a c t o r s , the 
sequences from the i n t e r v i e w s were d i v i d e d i n t o f o u r groups o b t a i n e d by v a r y i n g 
t h e d i r e c t i o n and d u r a t i o n o f f e e l i n g (good or bad, s h o r t o r l o n g ) . Table 1 
summarizes the r e s u l t s o f the i n t e r v i e w c o d i n g . From t h i s a n a l y s i s , the a u t h o r s 
found t h a t when the s u b j e c t s r e p o r t e d f e e l i n g " e x c e p t i o n a l l y good" about t h e i r 
j o b s , they most o f t e n mentioned i n d e s c r i p t i o n i n t r i n s i c f a c t o r s concerned 
w i t h t h e j o b i t s e l f : the " m o t i v a t o r s " . F u r t h e r , when the s u b j e c t s d e s c r i b e d 
s i t u a t i o n s t h a t made them f e e l " e x c e p t i o n a l l y bad" about t h e i r j o b s , they most 
o f t e n mentioned e x t r i n s i c f a c t o r s concerned w i t h the work e n v i r o n m e n t : the 
" h y g i e n e s " . " M o t i v a t o r s " and " h y g i e n e s " , t h e n , would comprise the b a s i c two 
d i m e n s i o n s u n d e r l y i n g j o b s a t i s f a c t i o n and d i s s a t i s f a c t i o n . 

H e r z b e r g , e t a l . ' s p r o v o c a t i v e work has p r o v i d e d the s t i m u l a t i o n f o r many 
subsequent s t u d i e s a t t e m p t i n g t o assess the v a l i d i t y o f the t w o - d i m e n s i o n a l 
t h e o r y o f j o b s a t i s f a c t i o n and d i s s a t i s f a c t i o n . Numerous s t u d i e s have t e s t e d 
v a r i o u s i m p l i c a t i o n s o f the t h e o r y i t s e l f i n m u l t i p l e s e t t i n g s , w h i l e many 
o t h e r s have a p p l i e d the i n t e r v i e w t e c h n i q u e t o r e l a t e d problems. 

I n the f i r s t c a t e g o r y i s a s t u d y by F r i e d l a n d e r (1965) i n w hich the 
H e r z b e r g d i s t i n c t i o n between g r o w t h ( i n t r i n s i c ) and environment ( e x t r i n s i c ) 
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asp e c t s o f the j o b s i t u a t i o n was t e s t e d a c r oss o c c u p a t i o n a l l e v e l s w i t h samples 
of w h i t e c o l l a r ( e n g i n e e r s and s c i e n t i s t s ) and b l u e c o l l a r ( s u p p o r t w o r k e r s ) 
employees i n the same government r e s e a r c h i n s t a l l a t i o n . F o u r t e e n c h a r a c t e r i s t i c s 
o f t he j o b s i t u a t i o n t a k e n from H e r z b e r g , e t a l . were r a t e d on t h e i r i m p o r t a n c e 
i n p r o d u c i n g j o b s a t i s f a c t i o n and d i s s a t i s f a c t i o n . I t was found t h a t w h i l e 
i n t r i n s i c f a c t o r s were i m p o r t a n t elements i n s a t i s f a c t i o n and d i s s a t i s f a c t i o n 
f o r w h i t e - c o l l a r w o r k e r s , e x t r i n s i c f a c t o r s were the most i m p o r t a n t d e t e r m i n a n t s 
o f b l u e c o l l a r w o r k e r s ' s a t i s f a c t i o n and d i s s a t i s f a c t i o n . 

F r i e d l a n d e r (1964) a l s o d i r e c t l y t e s t e d the n o n - b i p o l a r i t y o f j o b s a t i s f a c 
t i o n and d i s s a t i s f a c t i o n h y p o t h e s i z e d by Her z b e r g , u s i n g a sample o f 80 w o r k e r s 
i n a v a r i e t y o f o c c u p a t i o n s who were e n r o l l e d i n a p s y c h o l o g y c o u r s e . I n t h i s 
s t u d y , two q u e s t i o n n a i r e s were a d m i n i s t e r e d one week a p a r t : one a s k i n g t h e 
re s p o n d e n t t o r a t e each o f 18 aspects o f the j o b s i t u a t i o n on i t s i m p o r t a n c e 
as a source o f s a t i s f a c t i o n , and the o t h e r a s k i n g him t o r a t e the same 18 
v a r i a b l e s as sources o f d i s s a t i s f a c t i o n . The r e s u l t s c o n f i r m e d Herzberg's 
i m p l i c a t i o n t h a t the v a r i a b l e s a re not b i p o l a r , b u t found t h a t i n t r i n s i c 
f a c t o r s a r e much more i m p o r t a n t t h a n e x t r i n s i c ones f o r b o t h s a t i s f a c t i o n and 
d i s s a t i s f a c t i o n . 

U s ing the same i n t e r v i e w t e c h n i q u e , Schwartz, e t a l . (1963) t e s t e d t he 
t h e o r y w i t h e x c l u s i v e l y s u p e r v i s o r y p e r s o n n e l . The a u t h o r s used a v a r i a t i o n o f 
the c r i t i c a l i n c i d e n t s t e c h n i q u e developed by Herzberg on a sample o f 111 s c a l e 
s u p e r v i s o r s f r o m the u t i l i t y i n d u s t r y . W r i t t e n p r o t o c o l s r e f e r r i n g t o p e r i o d s 
o f h i g h and low j o b s a t i s f a c t i o n were a n a l y z e d and scored f o r Herzberg's 
16 f i r s t - l e v e l f a c t o r s o f j o b a t t i t u d e . The r e s u l t s were s i m i l a r t o those 
found by Herzberg and were ta k e n as c o n f i r m i n g h i s f i n d i n g s . J o b - r e l a t e d 
f a c t o r s were found t o be r e l a t e d t o h i g h s a t i s f a c t i o n s i t u a t i o n s , and c o n t e x t -
r e l a t e d f a c t o r s t o low s a t i s f a c t i o n . 

When Wernimont (1966) t e s t e d the two f a c t o r t h e o r y u s i n g a d i f f e r e n t 
i n s t r u m e n t , however, the r e s u l t s were l e s s e n c o u r a g i n g . I n t h i s s t u d y , a 
f o r c e d c h o i c e q u e s t i o n n a i r e o f 50 n e g a t i v e l y - w o r d e d and 50 p o s i t i v e l y - w o r d e d 
i t e m s d e r i v e d f r o m Herzberg's i n t r i n s i c and e x t r i n s i c f a c t o r s was a d m i n i s t e r e d 
t o a sample o f 50 a c c o u n t a n t s and 82 e n g i n e e r s f r o m a v a r i e t y o f m i d w e s t e r n 
companies. The s u b j e c t s d e s c r i b e d a s a t i s f y i n g e x p e r i e n c e and t h e n checked 
on each i t e m one s t a t e m e n t t h a t had c o n t r i b u t e d on t h e i r s a t i s f a c t i o n ; they 
t h e n f o l l o w e d the same proced u r e s f o r a d i s s a t i s f y i n g s i t u a t i o n and the n e g a t i v e l y 
worded i t e m s . They a l s o s e l e c t e d the t e n each o f the p o s i t i v e and n e g a t i v e 
s t a t e m e n t s t h a t b e s t d e s c r i b e d , r e s p e c t i v e l y , t he s a t i s f y i n g and d i s s a t i s f y i n g 
e x p e r i e n c e . I t was found t h a t t he d a t a d i d n o t s u p p o r t the Herzberg t h e o r y , 
f o r t he s u b j e c t s endorsed about the same p r o p o r t i o n o f i n t r i n s i c and e x t r i n s i c 
f a c t o r s i n b o t h s a t i s f y i n g and d i s s a t i s f y i n g s i t u a t i o n s . I n t r i n s i c f a c t o r s were 
checked more o f t e n i n b o t h s a t i s f y i n g and d i s s a t i s f y i n g s i t u a t i o n s . 

Myers (1964) used the i n t e r v i e w t e c h n i q u e i n a l a r g e and e x h a u s t i v e s t u d y 
o f a s i n g l e e l e c t r o n i c s f i r m , u s i n g b o t h w h i t e and b l u e c o l l a r w o r k e r s . 
P r o t o c o l s f r o m each s u b j e c t , i n v o l v i n g p e r i o d s o f h i g h and low j o b s a t i s f a c t i o n , 
were scored f o r the Herzberg's 14 " f i r s t l e v e l " and 12 "second l e v e l " f a c t o r s . 
E x t e n s i v e a n a l y s e s were made by j o b c a t e g o r y , b u t , i n g e n e r a l , Herzberg's 
c o n t e n t i o n o f the n o n - b i p o l a r i t y o f " s a t i s f i e r s " and " d i s s a t i s f i e r s " was 
s u p p o r t e d . 
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TABLE 1 
Percentage of Each First-Level Factor Appearing in High and Low Job-Attitude Sequences 

Duration of Feelings 

High Low 

Long * Short Total Long * Short Tolal 

1. Achievement 38 54 41 t 6 10 7 
2. Recognition 27 64 33 t 11 38 18 

3. Work itself 31 3 26 t 18 4 14 
4. Responsibility 28 0 23 t 6 4 6 
5. Advancement 23 3 20 t 14 6 11 

6. Salary 15 13 15 21 8 17 

7. Possibility of growth 7 0 6 11 3 8 
8. Interpersonal relations—subordinate 6 3 6 1 8 3 
9. Status 5 3 4 6 1 4 

10. Interpersonal relations—superior 4 5 4 18 10 15 t 
11. Interpersonal relations—peers 4 0 3 7 10 8 t 
12. Supervision-technical 3 0 3 23 13 20 t 
13. Company policy and administration 3 0 3 37 18 31 t 
14. Working conditions 1 0 1 12 8 11 t 
15. Personal lifa 1 0 1 8 7 6 t 
16. Job security 1 0 1 2 0 1 

* The Long column Includes Ihe frequency of lasting attitudes resulting from both long-ronge and short-range sequences, 
t Differencei of totals between high and low statistically significant at .01 level of confidence. 
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T u r n i n g now t o s t u d i e s i n r e l a t e d a s p e c t s o f j o b s a t i s f a c t i o n w hich 
u t i l i z e Herzberg's i n t e r v i e w t e c h n i q u e o r foLLow i m p l i c a t i o n s o f h i s t h e o r y , we 
f i n d an e f f o r t by F r i e n d l a n d e r and Walton (1964) i n w h i c h the Herzberg i n t e r v i e w 
t e c h n i q u e was used t o a n a l y z e one's reasons f o r l e a v i n g or r e m a i n i n g w i t h an 
o r g a n i z a t i o n . The a u t h o r s employed a sample o f 82 " p r o d u c t i v e " s c i e n t i s t s and 
e n g i n e e r s a t a l a r g e government r e s e a r c h f a c i l i t y . The open-end responses were 
coded as work p r o c e s s - and work c o n t e n t - r e l a t e d by two independent j u d g e s . The 
r e s u l t s c o n f i r m e d Herzberg's t h e o r y i n t h a t work-process reasons were found 
t o be s i g n i f i c a n t l y r e l a t e d t o " s t a y i n g " and w o r k - c o n t e n t reasons t o " l e a v i n g " 
the o r g a n i z a t i o n . 

Saleh (1964) extended the a p p l i c a t i o n o f the t h e o r y t o l a t e r stages o f 
th e w o r k e r ' s c a r e e r i n h i s s t u d y o f 85 male m a n a g e r i a l " p r e - r e t i r e e s " (age 60-65) 
i n 12 C l e v e l a n d companies w i t h compulsory r e t i r e m e n t a t 65. Saleh assessed j o b 
s a t i s f a c t i o n and d i s s a t i s f a c t i o n w i t h Herzberg's s e m i - s t r u c t u r e d i n t e r v i e w 
t e c h n i q u e , adding a s c a l e o f f o r c e d c h o i c e items i n w h i c h each o f t e n " h y g i e n e " 
s t a t e m e n t s and s i x " m o t i v a t o r " s t a t e m e n t s were p a i r e d w i t h a l l o t h e r s . Two 
hypotheses d e r i v e d f r o m Herzberg's t h e o r y were s u p p o r t e d by the r e s u l t s : when 
l o o k i n g back over t h e i r m i d d l e y e a r s , the " p r e - r e t i r e e s " saw m o t i v a t i o n 
f a c t o r s as h a v i n g produced s a t i s f a c t i o n , and h y g i e n e f a c t o r s as h a v i n g produced 
d i s s a t i s f a c t i o n ; i n p r e - r e t i r e m e n t y e a r s , by c o n t r a s t , t h e s u b j e c t s saw h y g i e n e 
r a t h e r than m o t i v a t i o n f a c t o r s as p r o d u c i n g s a t i s f a c t i o n . 

A t h i r d rough c a t e g o r y o f s t u d i e s i n s p i r e d by H e r z b e r g , e t a l . ' s two-
f a c t o r t h e o r y o f j o b s a t i s f a c t i o n i s comprised o f those s t u d i e s employing 
f a c t o r o r c l u s t e r a n a l y s i s i n an a t t e m p t e i t h e r t o t e s t o r t o extend the t h e o r y . 
A f a c t o r a n a l y t i c approach t o t e s t i n g the t h e o r y was adopted by Ewen (1964) who 
used two samples o f f u l l - t i m e l i f e - i n s u r a n c e agents ( t h e second sample o n l y 
f o r c r o s s v a l i d a t i o n ) . The s t u d y employed a 58 i t e m f o u r - c h o i c e a t t i t u d e 
q u e s t i o n n a i r e and s u b j e c t e d i n t e r - i t e m c o r r e l a t i o n s t o f a c t o r a n a l y s i s ' f r o m 
w h i c h s i x f a c t o r s were o b t a i n e d : 1) Manager i n t e r e s t i n a g e n t s ; 2) Company 
t r a i n i n g p o l i c i e s ; 3) S a l a r y ; 4 ) Work i t s e l f ; 5) P r e s t i g e o r r e c o g n i t i o n ; 
6) G e n e r a l morale and s a t i s f a c t i o n . The a u t h o r examined the o r i g i n a l d a t a t o 
d e t e r m i n e whether the s i x f a c t o r s , w h i c h corresponded r o u g h l y w i t h Herzberg's 
" i n t r i n s i c " and " e x t r i n s i c " f a c t o r s , were sources o f j o b s a t i s f a c t i o n i n l i n e 
w i t h the h y p o t h e s i z e d p a t t e r n . Herzberg's t h e o r y was n o t s u p p o r t e d by the 
r e s u l t s . 

A f a c t o r a n a l y t i c s t u d y by F r i e d l a n d e r (1963) was i n d i r e c t l y based on the 
t w o - f a c t o r t h e o r y . Two hundred w o r k e r s f r o m each o f t h r e e employment l e v e l s , 
e n g i n e e r i n g , s u p e r v i s o r y , and s a l a r i e d , responded to a q u e s t i o n n a i r e o f 39 
i t e m s o f w h i c h 17 d e a l i n g w i t h the employee's sources o f s a t i s f a c t i o n were 
f a c t o r a n a l y z e d . Three f a c t o r s emerged, w h i c h were l a b e l e d 1) S o c i a l and 
t e c h n i c a l e n v i r o n m e n t , 2) I n t r i n s i c s e I f - a c t u a l i z i n g work a s p e c t s , and 
3) R e c o g n i t i o n t h r o u g h advancement. 

I n a s t u d y by K i n g ( 1 9 6 0 ) , d a t a on a t t i t u d e s toward the company were 
g a t h e r e d from r e p l i e s t o a q u e s t i o n n a i r e g i v e n t o 735 employees o f t e n i n d u s t r i a l 
companies i n I n d iana . The ques t i o n n a i r e c o n s i s t e d o f 20 d i c h o tortious l y scored 
items d e r i v e d from v a r i o u s i t e m analyses f o r i n t e r n a l c o n s i s t e n c y and v a l i d i t y 
o v e r e i g h t p l a n t s . I n t e r - i t e m t e t r a c h o r i c c o r r e l a t i o n s were f a c t o r a n a l y z e d , 
and t h r e e f a c t o r s o b t a i n e d : 1) General f a c t o r o f o v e r a l l b i a s toward company; 
2) Respect f o r p e r s o n a l r i g h t s j a n d 3) O p p o r t u n i t y f o r s e I f - i m p r o v e m e n t . 
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H a r r i s o n (1960) focused on Che j o b a t t i t u d e s o f h i g h e r - l e v e l employees, 
us i n g a sample o f 186 s u p e r v i s o r s a t a s i n g l e p l a n t o f a l a r g e m a n u f a c t u r i n g 
company. A q u e s t i o n n a i r e was developed by s e l e c t i o n , on the b a s i s o f t h e i r 
r e levanee t o managers, o f 78 i t e m s from a p r e v i o u s l y deve loped ques t i o n n a i r e . 
The f i v e - p o i n t response s c a l e o f 11 f a v o r a b i l i t y " was d i c h o t o m i z e d on responses, 
and i n t e r - i t e m c o r r e l a t i o n s were o b t a i n e d . F a c t o r a n a l y s i s y i e l d e d e i g h t 
f a c t o r s : 1) Advancement o p p o r t u n i t y ; 2) Working c o n d i t i o n s ; 3) Non-economic 
s e c u r i t y ; 4 ) P e r s o n a l r e l a t i o n s w i t h s u p e r v i s o r ; 5) Pay and b e n e f i t s ; 
6) Communications from t op management; 7) Working r e l a t i o n s w i t h o t h e r i m p o r t a n t 
g r o u p s ; 8) I n - p l a n t s t a n d a r d s o f o p e r a t i o n . 

Somewhat d i f f e r e n t f a c t o r s were found by Twery, e t a l . (1958) i n a st u d y 
o f m i l i t a r y p e r s o n n e l . I n t h i s s t u d y , t he sample c o n s i s t e d o f 467 a i r c r a f t 
a n a l y s i s mechanics from t h r e e a i r f o r c e bases. A i n s t r u m e n t comprised o f 21 job 
s a t i s f a c t i o n items w i t h responses on a f i v e p o i n t s c a l e was a d m i n i s t e r e d and 
i n t e r - i t e m c o r r e l a t i o n s o b t a i n e d . Three a n a l y s e s were p e r f o r m e d : fac t o r 
a n a l y s i s w i t h c o m m o n a l i t i e s , f a c t o r a n a l y s i s w i t h u n i t i e s , and an i t e m c l u s t e r i n g 
t e c h n i q u e . A l l t h r e e ana l y s e s produced the same f i v e f a c t o r s or c l u s t e r s : 
1) G e n e r a l a t t i t u d e toward the j o b ; 2) S a t i s f a c t i o n w i t h s u p e r v i s o r ; 3) S a t i s f a c 
t i o n w i t h h i g h e r e c h e l o n ; 4) S a t i s f a c t i o n w i t h l i v i n g c o n d i t i o n s ; 5) S a t i s f a c t i o n 
w i t h c o - w o r k e r s . 

Employees o f an i n s u r a n c e company were s t u d i e d by Roach ( 1 9 5 8 ) . The 
r e s u 1 t i n g factors were more p a r t i c u l a r l y o r i e n t e d toward the s p e c i f i c j o b 
s e t t i n g t h a n was the case i n o t h e r s t u d i e s . A 6 2 - i t e m , f i v e - c h o i c e "employee 
o p i n i o n s u r v e y " was used on a sample o f 2070 employees (75 p e r c e n t f e m a l e ) of 
a l a r g e i n s u r a n c e company. The i t e m s were s o r t e d a_ p r i o r i by judges i n t o t e n 
t e n t a t i v e c a t e g o r i e s , and scores f o r c a t e g o r i e s (summed i t e m s c o r e s ) were 
c o r r e l a t e d . These and i t e m - c a t e g o r y c o r r e l a t i o n s were s u b j e c t e d t o a f a c t o r 
a n a l y s i s from w h i c h 12 f a c t o r s emerged: 1) O v e r a l l e v a l u a t i o n o f company; 
2) G e n e r a l a t t i t u d e toward s u p e r v i s o r ; 3) P r i d e i n company; 4) I n t r i n s i c j o b 
s a t i s f a c t i o n ; 5) E n f o r c i n g o f j o b s t a n d a r d s ; 6) S u p e r v i s o r y c o n s i d e r a t i o n ; 
7) Work load and p r e s s u r e ; 8) Treatment o f the i n d i v i d u a l ; 9) Development and 
p r o g r e s s ; 10) Adminis t r a t i o n o f s a l a r i e s ; 11) Communications; 12) Co-workers. 

S i m i l a r l y , a st u d y by C l a r k e and Grant (1960) i n d i c a t e t h a t the purpose of 
the r e s e a r c h , i n t h i s case t h e p r e p a r a t i o n o f an a t t i t u d e q u e s t i o n n a i r e f o r the 
use o f a s i n g l e company, can a f f e c t the k i n d s o f f a c t o r s uncovered. I n t h i s 
s t u d y , f a c t o r a n a l y s i s was used i n b o t h the c o n s t r u c t i o n and ana l y s i s o f 
r e s u l t s o f an a t t i t u d e q u e s t i o n n a i r e a d m i n i s t e r e d t o two samples, each o f 550 
management p e r s o n n e l o f a l a r g e p u b l i c u t i l i t y . A p r e l i m i n a r y q u e s t i o n n a i r e 
o f 93 items was f a c t o r a n a l y z e d on a t r i a l sample o f 640, and t h e f i n a 1 
q u e s t i o n n a i r e was cons t r u e t e d on the ba s i s o f load i n g s on 12 f a c t o r s o f t h i s 
f i r s t a n a l y s i s . (The number o f items on the f i n a l q u e s t i o n n a i r e i s n o t r e p o r t e d . ) 
The f i n a l q u e s t i o n n a i r e r e s u l t s were f a c t o r a n a l y z e d and 15 f a c t o r s were o b t a i n e d , 
most o f them o f s p e c i a l i z e d r e l e v a n c e t o t h e company i n v o l v e d . 

A d i f f e r e n t method was used by H a r r i s o n (1961) i n s t u d y i n g h o u r l y employees, 
b u t t h e r e s u l t s were comparable t o those o b t a i n e d i n s e v e r a l f a c t o r ana l y t i c 
s t u d i e s . Two samples o f 350 and 650 h o u r l y p a i d men from two s i m i l a r medium-
s i z e d m a n u f a c t u r i n g p l a n t s were each g i v e n a s e p a r a t e q u e s t i o n n a i r e o f 80 
i t e m s chosen f o r " g e n e r a l i n t e r e s t " from a common p o o l o f 100 i t e m s . S i x t y - e i g h t 
i t e m s were common t o bo t h q u e s t i o n n a i r e s . I t e m responses were i n terms o f f i v e 
d e g r e e s o f s a t i s f a c t i o n , b u t were d i c h o t o m i z e d f o r a n a l y s i s . I n t e r - i t e m 
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c o r r e l a t i o n s f o r each sample were s u b j e c t e d t o a " c l u s t e r a n a l y s i s " by Tryon's 
method, y i e l d i n g 12 c l u s t e r s f o r one sample and n i n e f o r the o t h e r . The 
i m p o r t a n t c l u s t e r s common t o b o t h samples i n c l u d e d : 1) C o n s i d e r a t i o n o f foreman; 
2) Foreman's t e c h n i c a l competence; 3) Working c o n d i t i o n s ; 4 ) Advancement 
o p p o r t u n i t i e s ; 5) Employee b e n e f i t s ; 6) E a r n i n g s ; 7) F r i e n d l i n e s s and f a i r n e s s 
o f management. 

Gordon (1966) t o o k a s l i g h t l y d i f f e r e n t approach i n c o n s i d e r i n g employee 
morale from the s t a n d p o i n t o f i n d i v i d u a l needs. I n t h i s s t u d y , a sample o f 
s e v e r a l hundred c i v i l i a n w o r kers a t an A i r Force base was a d m i n i s t e r e d a 
t e s t c o n s i s t i n g o f items c o n s t r u c t e d on the b a s i s o f e i g h t t e n t a t i v e need 
c a t e g o r i e s . Four f a c t o r s were o b t a i n e d from a f a c t o r a n a l y s i s , o f w h i c h t h r e e 
were i n t e r p r e t a b l e : 1) G e n e r al s a t i s f a c t i o n ; 2) R e c o g n i t i o n o f s t a t u s ; and 
3) S e l f - r e s p e c t . 

F i n a l l y , A s t i n (1958) c o n s i d e r e d the f a c t o r s a f f e c t i n g p r o s p e c t i v e employees 
i n h i s s t u d y o f c o l l e g e s t u d e n t s . He examined the k i n d s o f a n t i c i p a t e d j o b 
rewards i m p o r t a n t t o c o l l e g e freshmen, u s i n g a sample o f 200 freshmen from v a r i o u s 
c o l l e g e s , who were a d m i n i s t e r e d a q u e s t i o n n a i r e 21 items s e l e c t e d a c c o r d i n g t o 
c a t e g o r i e s o f a n t i c i p a t e d j o b rewards. Responses were i n terms o f a s e v e n - p o i n t 
" d e s i r a b i l i t y " s c o r e . I n t e r - i t e m c o r r e l a t i o n s were s u b j e c t e d t o a c l u s t e r 
a n a l y s i s , w i t h f o u r c l u s t e r s emerging: 1) Manageria1 aggress ive--independence 
and dominance; 2) S t a t u s need--monetary and p r e s t i g e awards; 3) O r g a n i z a t i o n 
need--need f o r s t r u c t u r e ; 4) Phys i c a l a c t i v i t i e s , l a r g e c i t y e nvironment--no 
i n t e r p r e t a t i o n . The r e l a t i o n s h i p o f the c l u s t e r s t o the " m a j o r s " o f 
r e spondents was s u b j e c t e d t o s t a t i s t i c a l a n a l y s i s . 

W h i l e the Herzberg t w o - f a c t o r t h e o r y was the c e n t e r o f a t t e n t i o n i n the area 
o f j o b s a t i s f a c t i o n , the c o n t r o v e r s y s u r r o u n d i n g i t as w e l l as the c o n f u s i o n 
c r e a t e d by the w i de v a r i e t y o f complementary and c o n t r a d i c t o r y f i n d i n g s l e d t o 
an a t t e m p t a t c l a s s i f i c a t i o n by D u n n e t t e , e t a l . ( 1 9 6 6 ) . I n t h e i r e x t e n s i v e 
s t u d y , the a u t h o r s reviewed and compared a wide range o f s t u d i e s , and employed 
new methods i n an e f f o r t t o a v o i d some o f the p o s s i b l y c o n f o u n d i n g e f f e c t s o f 
p r e v i o u s approaches. The a u t h o r s c r i t i c i z e d the p r o p o n e n t s o f the two f a c t o r 
t h e o r y f o r b e i n g s h a c k l e d t o the c r i t i c a l i n c i d e n t s methodology, and f o r 
assuming c a u s a t i v e l i n k a g e s between v a r i a b l e s f r o m mere d e s c r i p t i o n w h i l e 
f a i l i n g to e x p l i c a t e the n a t u r e o f the r e l a t i o n s h i p between c e r t a i n j o b 
f e a t u r e s and j o b s a t i s f a c t i o n - d i s s a t i s f a c t i o n . I n b r i e f summary o f D u n n e t t e , 
e t a l . ' s c a r e f u l and thorough r e s e a r c h m e t h o d o l o g y - - d e s c r i b e d e a r l i e r i n t h i s 
volume (see Chapter 5, "General Job S a t i s f a c t i o n " ) - - t h e a u t h o r s developed two 
s e t s o f s t a n d a r d i z e d s t a t e m e n t s t o be used as Q s o r t decks by respondents f o r 
d e s c r i b i n g p r e v i o u s l y s a t i s f y i n g and d i s s a t i s f y i n g j o b e v e n t s . A l l s t a t e m e n t s 
were r i g o r o u s l y p r e - t e s t e d t o make sure t h a t they were equated on s o c i a l 
d e s i r a b i l i t y and t h a t they tapped the f o l l o w i n g 12 Herzberg d i m e n s i o n s : 
( I n t r i n s i c ) Achievement, R e s p o n s i b i l i t y , Work i t s e l f , R e c o g n i t i o n and 
Advancement; ( E x t r i n s i c ) Co-workers, S u p e r v i s i o n - t e c h n i c a 1, Supervision-human 
r e l a t i o n s , S a l a r y , S e c u r i t y , Company p o l i c i e s and p r a c t i c e s , and Working c o n d i t i o n s . 
Q-type f a c t o r ana l y s e s c a r r i e d o u t on two ( f o r s a t i s f y i n g and d i s s a t i s f y i n g 
s i t u a t i o n s ) p e r s o n - p e r s o n c o r r e l a t i o n m a t r i c e s f o r each o f s i x o c c u p a t i o n a l 
groups r e v e a l e d t h a t the j o b dimensions Achievement, R e s p o n s i b i l i t y and Recogni
t i o n were c i t e d by many respondents as b e i n g more i m p o r t a n t f o r b o t h s a t i s f a c t i o n 
and d i s s a t i s f a c t i o n than c e r t a i n o t h e r j o b dimensions such as Working c o n d i t i o n s , 
Company p o l i c i e s and p r a c t i c e s , and S e c u r i t y . 
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Having reviewed the wide range o f s t u d i e s o f j o b s a t i s f a c t i o n stemming 
from Herzberg's s e m i n a l t h e o r i e s , we f i n d i t h e l p f u l t o compare the v a r i o u s 
f a c t o r s and dimensions found i n these s t u d i e s w i t h those aspects o f j o b 
s a t i s f a c t i o n found t o be i m p o r t a n t by D u n n e t t e , e t a l . For t h i s purpose, we 
p r e s e n t a c h a r t i n d i c a t i n g , f o r each f a c t o r ( o r c l u s t e r ) a n a l y t i c s t u d y 
d i s c u s s e d , the emergent f a c t o r s w hich c o r r e s p o n d t o those o f Dunnette, as w e l l 
as any o t h e r s . 

A u t h o r s ' Note: 

I n the time p e r i o d between the w r i t i n g o f t h i s c h a p t e r and the p u b l i c a t i o n 
o f t h e volume, t h e amount o f r e s e a r c h c e n t e r i n g around the Herzberg hypotheses 
has expanded even more r a p i d l y than i n the time p e r i o d p r e c e d i n g t h i s a r t i c l e . We 
r e g r e t t h a t we are u n a b l e t o update t h i s l i t e r a t u r e r e v i e w . However, we w o u l d 
r e f e r the i n t e r e s t e d r e a d e r t o a more t h o r o u g h r e v i e w o f the arguments f o r and 
a g a i n s t the Herzberg hypotheses which appear i n two a r t i c l e s i n the W i n t e r , 1967 
i s s u e o f Personnel Psychology, one by House and Wignor and the o t h e r by W h i t s e t t 
and Wins low. 
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9. CONCEPTS RELATED TO JOB SATISFACTION 

The s c a l e s i n t h i s c a t e g o r y tap aspects o f j o b s a t i s f a c t i o n f r o m a 
p a r t i c u l a r t h e o r e t i c a l o r s u b s t a n t i v e o r i e n t a t i o n . For the c o l l e c t i o n o f measures 
i n t h i s c h a p t e r , the l a b e l s t o be covered i n c l u d e a l i e n a t i o n , t e n s i o n , m o t i v a 
t i o n , i d e n t i f i c a t i o n w i t h the o r g a n i z a t i o n , c l o s e n e s s o f s u p e r v i s i o n and t h e 
meaning o f work. The s c a l e s and t h e i r o r d e r o f p r e s e n t a t i o n a re as f o l l o w s : 

1. I n d i c e s o f A l i e n a t i o n ( A i t k i n and Rage 1966) 
2. A l i e n a t i o n from Work ( P e a r l i n 1962) 
3. J o b - r e l a t e d T e n s i o n (Kahn, e t al_. 1964) 
4. Job M o t i v a t i o n I n d e x (Patchen 1965) 
5. I d e n t i f i c a t i o n w i t h t h e Work O r g a n i z a t i o n (Patchen 1965) 
6. D e f i n i n g Dimensions o f Occ u p a t i o n ( P e a r l i n and Kohn 1966) 
7. Meaning o f Work Scales (Guion 1965) 
8. Meaning o f Work (Tausky 1968) 
The s o c i o l o g i c a l concept o f a l i e n a t i o n was adapted t o the work s i t u a t i o n 

by A i t k i n and Hage i n t h e i r s t u d y o f the e f f e c t s o f a c e n t r a l i z e d and f o r m a l i z e d 
o r g a n i z a t i o n on i t s employees. Since the sample c o n s i s t e d o f s o c i a l w o r k e r s , 
the i t e m s need t o be m o d i f i e d f o r use on more g e n e r a l p o p u l a t i o n s . A l t h o u g h 
the s i x i n d i c e s o f a l i e n a t i o n appear t o c o v e r t h e t o p i c f r o m a number o f 
d i f f e r e n t a n g l e s , the items a r e f a i r l y t r a n s p a r e n t and are s u b j e c t t o response 
s e t . The Items were f a c t o r a n a l y z e d t o ensure homogeneity o f i t e m c o n t e n t , as 
were i t e m s measuring the s e p a r a t e concepts o f f o r m a l i z a t i o n and c e n t r a l i z a t i o n ; 
some r e s e a r c h e r s may f i n d these l a t t e r two i n d i c e s u s e f u l as w e l l . 

P e a r l i n 1 s a l i e n a t i o n items seem t o r e p r e s e n t a p u r e r measure o f the s o c i o 
l o g i c a l concept than the A i t k i n and Hage i n d e x , i n which a j o b s a t i s f a c t i o n theme 
i s d o m i n a n t . The f o u r i t e m s a r e , and have been, e a s i l y adapted t o work 
e n v i r o n m e n t s o t h e r t h a n the one on which the s c a l e was developed (a ment a l 
h o s p i t a l ) . Since t h e main purpose o f P e a r l i n ' s s t u d y was t o f i n d w h i c h c o n d i 
t i o n s f o s t e r a l i e n a t i o n , t he a u t h o r p r e s e n t s l i t t l e d i r e c t e v i d e n c e b e a r i n g on 
the v a l i d i t y o f the s c a l e . I n t e r n a l homogeneity seemed s a t i s f a c t o r y . An 
a d d i t i o n a l s c a l e o f " o b e i s a n c e , " a v a r i a b l e w h i c h was found t o have a s u p p r e s s i v e 
e f f e c t on a l i e n a t i o n , i s i n c l u d e d f o r the r e a d e r ' s i n t e r e s t . 



A number o f u s e f u l i n d i c e s ( c o n s t r u e t e d t h i s t i m e , however, w i t h i n a r o l e 
t h e o r e t i c framework) ere c o n t a i n e d i n Kahn, e t a l . ' s s t u d y o f o r g a n i z a t i o n a l 
s t r e s s . One o f these measures, a Job T e n s i o n I n d e x , i s r e v i e w e d i n d e t a i l h ere 
because i t was a p p l i e d t o a n a t i o n a l p r o b a b i l i t y sample o f the work f o r c e . The 
items cover a v a r i e t y o f j o b problem areas and i n t e r c o r r e l a t e a t an a c c e p t a b l e 
l e v e l , a l t h o u g h they are s u b j e c t t o response s e t . The i n d e x as a whole was 
a s s o c i a t e d w i t h a h o s t o f i n t e r e s t i n g r o l e - r e l a t e d v a r i a b l e s such as a m b i g u i t y 
and c o n f l i c t . An o u t l i n e o f o t h e r i n t e r e s t i n g measures used i n Kahn, e t a l . ' s 
s t u d y i s appended t o t h i s s e c t i o n . 

Patchen has r e c e n t l y proposed a s e r i e s of f i v e measures o f employee morale 
and m o t i v a t i o n o f w h i c h two a r e r e v i e w e d h e r e a Job M o t i v a t i o n I n d e x and an 
I d e n t i f i c a t i o n w i t h the Work O r g a n i z a t i o n I n d e x . The a u t h o r i s t o be commended 
f o r h i s o v e r r i d i n g c o n c e r n w i t h v a l i d a t i n g h i s items a g a i n s t a v a r i e t y o f 
c r i t e r i o n v a r i a b l e s . His measures do n o t always s t a n d up i m p r e s s i v e l y on t h e 
m a t t e r s o f v a l i d i t i o n and r e l i a b i l i t y , b u t the items appear w e l l - w r i t t e n and 
make one wonder how o t h e r i n s t r u m e n t s would f a r e when p u t t o the s t r i n g e n t 
t e s t s w h i c h Patchen a t t e m p t s . I n s e v e r a l s t u d i e s , o n l y between two and f o u r 
items c o u l d be found on w h i c h t o b u i l d t h e Job M o t i v a t i o n I n d e x , and a l t h o u g h 
e i g h t items are proposed f o r the I d e n t i f i c a t i o n s c a l e , o n l y t h r e e o r f o u r appear 
a d e q u a t e l y j u s t i f i e d on the b a s i s o f Patchen's d a t a . 

Somewhat r e l a t e d t o i d e n t i f i c a t i o n w i t h the o r g a n i z a t i o n measures are those 
i n s t r u m e n t s w h i c h a t t e m p t t o assess whether the p r o f e s s i o n a l employee's main 
o r i e n t a t i o n i s toward the o r g a n i z a t i o n i n w h i c h he i s employed o r whether h i s 
g e n e r a l frame o f r e f e r e n c e i s h i s membership i n h i s p r o f e s s i o n . These measures 
are c o n s i d e r e d i n Chapter 10, d e a l i n g w i t h " O c c u p a t i o n a l V a l u e s " . 

S e l f - r e l i a n c e and c l o s e n e s s o f s u p e r v i s i o n have been found t o r e l a t e t o 
j o b s a t i s f a c t i o n , w i t h o p p o s i t e e f f e c t s -- employees i n h i g h l y s e l f - r e l i a n t j o b s 
were moire s a t i s f i e d , w h i l e those c l o s e l y s u p e r v i s e d were l e s s s a t i s f i e d . P e a r l i n 
and Kohn's measures o f these two v a r i a b l e s are q u i t e s h o r t b u t the r e s u l t s 
o b t a i n e d w i t h them are h i g h l y p r o v o c a t i v e . Both appear t o have s a t i s f a c t o r y 
i n t e r n a l homogeneity as i n d i c a t e d by Guttman c o e f f i c i e n t s . 

The f i n a l i n s t r u m e n t s covered i n t h i s s e c t i o n are concerned w i t h the "meaning 
o f work." Guion uses semantic d i f f e r e n t i a l r a t i n g s . Semantic d i f f e r e n t i a l 
r a t i n g s have been used e m p i r i c a l l y t o s u r v e y and c h a r t the d i m e n s i o n a l s t r u c t u r e 
o f a number o f p s y c h o l o g i c a l domains; Guion's work appears t o be the l a t e s t 
c o n c e n t r a t e d s t u d y o f t h i s n a t u r e i n the area o f work. Researchers who f e e l 
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c o m f o r t a b l e w i t h the semantic d i f f e r e n t i a l methodology may want t o examine the 
s c a l e s used and t h e f a c t o r s e x t r a c t e d f r o m G u ion 1s a n a l y s i s . The r e a d e r i s a l s o 
r e f e r r e d t o two a d d i t i o n a l c u r r e n t i n v e s t i g a t i o n s i n t o t h e meaning o f work l i s t e d 
a t t h e end o f t h i s s c a l e r e v i e w . 

Tausky's s c a l e makes use o f Guttman s c a l e a n a l y s i s t o generate f o u r t y p e s 
of o r i e n t a t i o n s toward work among b l u e c o l l a r w o r k e r s . While Tausky's s c o r i n g 
p r o c e d u r e i s n o t e n t i r e l y c l e a r and d a t a on s c a l e v a l i d i t y are l a c k i n g , h i s 
f i n d i n g s a re based on a n a t i o n a l c r o s s - s e c t i o n . Tausky f i n d s evidence o f f a i r l y 
w e l l - r o o t e d o r i e n t a t i o n s toward work i n t h i s group. 

There are two o t h e r e m p i r i c a l measures t h a t s h o u l d be mentioned i n the 
p r e s e n t c o n t e x t : the f i r s t i s Dubin's (1956) f o r t y - i t e m measure of C e n t r a l 
L i f e I n t e r e s t s . Dubin's a t t e m p t t o assess work a t t i t u d e s w i t h i n the framework 
o f s i m i l a r a t t i t u d e s toward o t h e r a c t i v i t i e s i n a person's l i f e i s a p r a i s e 
w o r t h y e f f o r t , b u t the u n d e r l y i n g assumptions and r e s u l t i n g c o n c l u s i o n s o f t h e 
measure have been d u l y c r i t i c i z e d by W i l e n s k y (1964) and Kornhauser ( 1 9 6 5 ) . The 
c r i t i c i s m i s n o t e n t i r e l y c o n s i s t e n t , however, f o r W i l e n s k y e s s e n t i a l l y agrees 
w i t h Dubin's c o n t e n t i o n t h a t work i s n o t a c e n t r a l l i f e i n t e r e s t of w o r k e r s , 
w h i l e Kornhauser m a i n t a i n s j u s t the o p p o s i t e . Dubin has r e c e n t l y c l a i m e d p a r a l l e l 
r e s u l t s f o r a German i n d u s t r i a l sample. 

Balma, e_t a l . (1957) developed an e r r o r c h o i c e measure (see the U n i o n -
Management s e c t i o n under Chapter 12, "Other Work A t t i t u d e s " ) o f Management 
I d e n t i f i c a t i o n w h ich demonstrated adequate r e l i a b i l i t y and v a l i d i t y p r o p e r t i e s . 
Because o f e t h i c a l c o n s i d e r a t i o n s , however, t h e y d i d n o t p u b l i s h the i n s t r u m e n t . 
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INDICES OF ALIENATION ( A i t k i n and Hage 1966) 

V a r i a b l e T h i s s t u d y a t t e m p t s t o examine the r e l a t i o n s h i p between two types o f 
a l i e n a t i o n - - a l i e n a t i o n from work, and a l i e n a t i o n from e x p r e s s i v e 
r e l a t i o n s - - and two s t r u c t u r a l p r o p e r t i e s o f o r g a n i z a t i o n s --
c e n t r a l i z a t i o n and f o r m a l i z a t i o n . I n a l l , t h e r e a r e i n d i c e s f o r s i x 
aspec t s : 

1. Work a l i e n a t i o n 
2. A l i e n a t i o n from express i v e r e l a t i o n s 
3. H i e r a r c h y o f a u t h o r i t y 
4. P a r t i c i p a t i o n i n d e c i s i o n - m a k i n g 
5. Job c o d i f i c a t i o n 
6. Rule o b s e r v a t i o n 

D e s c r i p t i o n " A l i e n a t i o n from work" r e f l e c t s a f e e l i n g o f d i s a p p o i n t m e n t w i t h 
c a r e e r and p r o f e s s i o n a l development, as w e l l as d i s a p p o i n t m e n t over 
the i n a b i l i t y t o f u l f i l l p r o f e s s i o n a l norms. T h i s i n d e x was composed 
o f s i x q u e s t i o n s . " A l i e n a t i o n from e x p r e s s i v e r e l a t i o n s " r e f l e c t s 
d i s s a t i s f a c t i o n i n s o c i a l r e l a t i o n w i t h s u p e r v i s o r s and f e l l o w 
w o r k e r s . T h i s i n d e x was composed o f two q u e s t i o n s , S c o r i n g i n f o r m a 
t i o n on these a l i e n a t i o n i n d i c e s was n o t g i v e n . 

The a u t h o r s d e f i n e " h i e r a r c h y o f a u t h o r i t y " as the e x t e n t o f r e l i a n c e 
upon s u p e r v i s o r s i n making d e c i s i o n s about i n d i v i d u a l l y a s s i g n e d 
t a s k s , and " p a r t i c i p a t i o n i n d e c i s i o n - m a k i n g " as the degree t o w h i c h 
s t a f f members p a r t i c i p a t e i n s e t t i n g the g o a l s and p o l i c i e s o f the 
e n t i r e o r g a n i z a t i o n . The h i e r a r c h y i n d e x i s composed o f f i v e 
s t a t e m e n t s , t o w h i c h the responses c o u l d v a r y from 1 ( d e f i n i t e l y 
f a l s e ) t o 4 ( d e f i n i t e l y t r u e ) . I n d i v i d u a l s c o res were computed from 
the average o f t h e r e p l i e s o f each r e s p o n d e n t ; they were then combined 
i n t o an o r g a n i z a t i o n a l score d e t e r m i n e d by c o m puting the average o f 
a l l s o c i a l p o s i t i o n means i n the agency. O r g a n i z a t i o n a 1 s cores 
v a r i e d from 1.50 t o 2.10. The p a r t i c i p a t i o n i n d e x i s based on f o u r 
q u e s t i o n s , t o w h i c h the responses c o u l d v a r y from 1 t o 5, o r "never", 
"seldom", "sometimes", " o f t e n " o r "always". T h i s i n d e x was scored 
as above; the a g e n c i e s ' s c o r e s ranged from 1.68 t o 3.69. 

The i n d e x o f j o b c o d i f i c a t i o n r e f l e c t s the degree t o w h i c h members 
must c o n s u l t r u l e s i n f u l f i l l i n g p r o f e s s i o n a l r e s p o n s i b i l i t i e s . I t 
i s based on f i v e q u e s t i o n s , s c o r e d , l i k e the h i e r a r c h y i n d e x , from 
1 ( l o w ) t o 4 ( h i g h ) . Agenc i e s 1 scores were between 2.22 and 2.70. 
The i n d e x o f r u l e o b s e r v a t i o n r e f l e c t s the degree t o w h i c h employee 
are observed f o r r u l e v i o l a t i o n s . Composed o f two s t a t e m e n t s , i t 
was scored as above, w i t h the a c t u a l s c ores r a n g i n g from 1.11 t o 
1.90. 

M u l t i v a r i a t e a n a l y s i s was i n t r o d u c e d t o d e t e r m i n e t h e r e l a t i v e 
i m p o r t a n c e o f the r e l a t i o n s h i p s between measures o f c e n t r a l i z a t i o n 
and f o r m a l i z a t i o n and a l i e n a t i o n . 
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Sample The sample p o p u l a t i o n was drawn from 16 s o c i a l w e l f a r e agencies 
l o c a t e d i n a l a r g e midwest m e t r o p o l i s i n 1964. Ten agencies were 
p r i v a t e ; s i x were e i t h e r p u b l i c o r branches of p u b l i c a g e n c i e s ; t h e 
agencies v a r i e d i n s i z e from 12 employees t o s e v e r a l hundred. 

Data were c o l l e c t e d on 314 s u p e r v i s o r y and n o n - s u p e r v i s o r y p e r s o n n e l 
e x c l u d i n g n o n - s u p e r v i s o r y a d m i n i s t r a t i v e and maintenance p e r s o n n e l . 
Sampling i n c l u d e d p r o f e s s i o n a l s , such as p s y c h i a t r i s t s , s o c i a l w o r k e r s , 
and r e h a b i l i t a t i o n c o u n s e l o r s . I n f o r m a t i o n o b t a i n e d from respondents 
was p o o l e d t o r e f l e c t p r o p e r t i e s o f the 16 o r g a n i z a t i o n s which were 
the u n i t s o f a n a l y s i s i n the s t u d y . 

R e l i a b i l i t y / 
Homogeneity 

T e s t - r e t e s t r e l i a b i l i t y was n o t e s t i m a t e d . The items i n the 
a l i e n a t i o n i n d i c e s were s e l e c t e d on the b a s i s o f a p r i n c i p a l 
components s o l u t i o n f a c t o r a n a l y s i s o f 13 items c o n c e r n i n g the 
degree o f s a t i s f a c t i o n w i t h v a r i o u s aspects o f the r e s p o n d e n t s ' 
work s i t u a t i o n . The o r i g i n a l b a t t e r y o f 13 items was t a k e n from 
Gross, e t a l . ( 1 9 5 8 ) . C o r r e l a t i o n between the two i n d i c e s was .75. 

V a l i d i t y I n a t t e m p t i n g t o d e t e r m i n e the n e t e f f e c t o f independent v a r i a b l e s , 
the a u t h o r s employed p a r t i a l and m u l t i p l e r e g r e s s i o n a n a l y s i s . 

Loca t i o n A i k e n , M. and Hage, J . , " O r g a n i z a t i o n a l a l i e n a t i o n : a c o m p a r a t i v e 
a n a l y s i s " , Am. Soc. Rev., 1966, 3 1 , pp. 497-507. 

Adminis t r a t i o n The i n d i c e s were formed from an i n t e r v i e w s c h e d u l e . 

R e s u l t s and The a u t h o r s found t h a t l a c k o f p a r t i c i p a t i o n i n agency d e c i s i o n -
Comments making was s t r o n g l y r e l a t e d t o a l i e n a t i o n from work ( r = . 5 9 ) . Since 

the agenc i e s p e r f o r m e d n o n - u n i f o r m t a s k s , they tended toward 
d e c e n t r a l i z a t i o n as measured by the index o f h i e r a r c h y o f a u t h o r i t y 
Even so, c o r r e l a t i o n w i t h the a l i e n a t i o n i n d i c e s was .49 (work) and 
.45 ( e x p r e s s i v e r e l a t i o n s ) . When the e f f e c t o f the o t h e r v a r i a b l e s 
was removed, the degree o f p a r t i c i p a t i o n i n d e c i s i o n - m a k i n g was 
r e v e a l e d t o have a s t r o n g and independent e f f e c t on a l i e n a t i o n from 
work. 

The agencies were found t o have r e l a t i v e l y l i t t l e f o r m a l i z a t i o n , 
as measured by the i n d i c e s . But the a u t h o r found a d i r e c t r e l a t i o n s h i p 
between the degree o f j o b c o d i f i c a t i o n and a l i e n a t i o n from w o r k 
( r = . 5 1 ) , and a f a i r l y s t r o n g r e l a t i o n s h i p between t h e i n d e x of r u l e 
o b s e r v a t i o n and b o t h a l i e n a t i o n i n d i c e s : r=.55 ( w o r k ) , r=.65 
( e x p r e s s i v e r e l a t i o n s ) . The a u t h o r s add t h a t i n a f o r t h c o m i n g paper 
they examine the above r e l a t i o n s h i p s w h i l e c o n t r o l l i n g f o r 
e n v i r o n m e n t a l f a c t o r s such as age, s i z e , and major f u n c t i o n of the 
o r g a n i z a t i o n . 

The u t i l i t y o f most o f these i n d i c e s may be l i m i t e d by t h e i r c o n t e n t 
t o p r o f e s s i o n a l or s e m i - p r o f e s s i o n a l a g e n c i e s . 

Items f o r the c e n t r a l i s m and f o r m a l i s m i n d i c e s were d e t e r m i n e d from 
f a c t o r a n a l y s i s o f " h i r a r c h y o f a u t h o r i t y " i t e m s and r o l e s " items 
( H a l l , 1961, 1963). 
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A l i e n a t i o n f r o m Work: 

1. How s a t i s f i e d are you t h a t you have been g i v e n enough a u t h o r i t y by y o u r 
boar d o f d i r e c t o r s t o do your j o b w e l l ? 

2. How s a t i s f i e d a r e you w i t h y o u r p r e s e n t j o b when you compare i t t o s i m i l a r 
p o s i t i o n s i n the s t a t e ? 

3. How s a t i s f i e d a r e you w i t h the p r o g r e s s you are making towards t h e g o a l s 
w h i c h you s e t f o r y o u r s e l f i n your p r e s e n t p o s i t i o n ? 

4. On the whole, how s a t i s f i e d a r e you t h a t ( y o u r s u p e r i o r ) accepts you as a 
p r o f e s s i o n a l e x p e r t t o the degree t o which you are e n t i t l e d by reason o f 
p o s i t i o n , t r a i n i n g and ex p e r i e n c e ? 

5. On the whole, how s a t i s f i e d a r e you w i t h y o u r p r e s e n t j o b when you c o n s i d e r 
t h e e x p e c t a t i o n s you had when you took t h i s job? 

6. How s a t i s f i e d a r e you w i t h y o u r p r e s e n t j o b i n l i g h t o f c a r e e r e x p e c t a t i o n s ? 

A l i e n a t i o n from E x p r e s s i v e R e l a t i o n s : 

1. How s a t i s f i e d a r e you w i t h y o u r s u p e r v i s o r ? 
2. How s a t i s f i e d a r e you w i t h your f e l l o w workers? 

Index o f H i e r a r c h y o f A u t h o r i t y : 

1. There can be l i t t l e a c t i o n t a k e n here u n t i l a s u p e r v i s o r approves a d e c i s i o n . 
2. A person who wants t o make h i s own d e c i s i o n s would be q u i c k l y d i s c o u r a g e d 

h e r e . 
3. Even s m a l l m a t t e r s have t o be r e f e r r e d t o someone h i g h e r up f o r a f i n a l 

answer. 
4. I have t o ask my boss b e f o r e I do almo s t a n y t h i n g . 
5. . Any d e c i s i o n I make has t o have my boss' a p p r o v a l . 

I n d e x o f P a r t i c i p a t i o n i n D e c i s i o n - m a k i n g : 

1. How f r e q u e n t l y do you u s u a l l y p a r t i c i p a t e i n the d e c i s i o n to h i r e new s t a f f ? 
2. How f r e q u e n t l y do you u s u a l l y p a r t i c i p a t e i n d e c i s i o n s on the p r o m o t i o n of 

any o f the p r o f e s s i o n a l s t a f f ? 
3. How f r e q u e n t l y do you p a r t i c i p a t e i n d e c i s i o n s on the a d o p t i o n o f new p o l i c i e s ? 
4. How f r e q u e n t l y do you p a r t i c i p a t e i n the d e c i s i o n s on the a d o p t i o n o f new 

programs? 

In d e x o f Job C o d i f i c a t i o n : 

1. I f e e l t h a t I am my own boss i n most m a t t e r s . 
2. A pe r s o n can make h i s own d e c i s i o n s w i t h o u t c h e c k i n g w i t h anybody e l s e . 
3. How t h i n g s a r e done here i s l e f t up t o the person d o i n g the work. 
4. People h e r e a re a l l o w e d t o do almo s t as they p l e a s e . 
5. Most people here make t h e i r own r u l e s on the j o b . 

I n d e x o f Rule O b s e r v a t i o n : 

1. T h e e m p l o y e e s are c o n s t a n t l y b e i n g checked on f o r r u l e v i o l a t i o n s . 
2. People h e r e f e e l as though they are c o n s t a n t l y b e i n g watched, t o see t h a t 

t h e y obey a l l the r u l e s . 
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ALIENATION FROM WORK ( P e a r l i n 1962) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

T h i s s c a l e a t t e m p t s t o measure work a l i e n a t i o n from the v i e w 
p o i n t o f s u b j e c t i v e l y e x p e r i e n c e d powerlessness w i t h i n t he work 
o r g a n i z a t i o n . 

There a re f o u r i t e m s i n the s c a l e , w i t h one p o i n t s c o r e d f o r any o f 
the a l i e n a t e d responses. The purpose o f the s t u d y was t o f i n d 
c o n d i t i o n s f o s t e r i n g a l i e n a t i o n r a t h e r t h a n i t s consequences or the 
v a l i d i t y o f the s c a l e . 

A n o t h e r aspect o f the measure i s " o b e i s a n c e " , w h i c h m i t i g a t e s 
a l i e n a t i o n . T h i s f o u r - i t e m s c a l e i s p r e s e n t e d as w e l l . 

N u r s i n g p e r s o n n e l (1338 o f 1315 c o n t a c t e d ) a t a l a r g e f e d e r a l m e n t a l 
h o s p i t a l s were a d m i n i s t e r e d the s c a l e . N u r s i n g a s s i s t a n t s comprised 
70 p e r c e n t o f the sample, charge p e r s o n n e l 16 p e r c e n t and r e g i s t e r e d 
nurses 14 p e r c e n t . 

No t e s t - r e t e s t d a t a a re r e p o r t e d . 

A r e p r o d u c i b i l i t y c o e f f i c i e n t o f .91 was o b t a i n e d f o r t h e f o u r items 

No d i r e c t evidence b e a r i n g on v a l i d i t y was o b t a i n e d a l t h o u g h a 
number o f t h e o r e t i c a l l y i n t e r e s t i n g f i n d i n g s a r e p r e s e n t e d under 
" R e s u l t s and Comments" below. 

L o c a t i o n P e a r l i n , L., " A l i e n a t i o n from work: a s t u d y o f n u r s i n g p e r s o n n e l " 
American S o c i o l o g i c a l Review 1962, 27_, 314-326. 

R e s u l t s and I n t e n s e a l i e n a t i o n was most l i k e l y t o o c c u r ( a ) where a u t h o r i t y 
Comments f i g u r e s and t h e i r s u b j e c t s s t a n d i n r e l a t i o n s o f g r e a t p o s i t i o n a l 

d i s p a r i t y , ( b ) where a u t h o r i t y i s communicated i n such a way as t o 
p r e v e n t o r d i s c o u r a g e exchange and where t h e s u p e r o r d i n a t e e x e r c i s e s 
h i s a u t h o r i t y i n r e l a t i v e a b s e n t i a . F i n d i n g s ( a ) and ( b ) d i d n o t 
h o l d f o r people w i t h an " o b e i s a n t " r e g a r d f o r s t a t u s . A l i e n a t i o n was 
found among l i m i t e d and h i g h a c h i e v e r s who were n o t s a t i s f i e d w i t h 
e x t r i n s i c a spects o f t h e j o b and among those who have few f r i e n d s 
a t work or who work a l o n e . 



205 

A l i e n a t i o n Scale ( A l i e n a t e d response u n d e r l i n e d ) 

1. How o f t e n do you do t h i n g s i n your work t h a t you w o u l d n ' t do i f i t were 
up t o you? 

Never Once i n a w h i l e F a i r l y o f t e n Very o f t e n 

2. Around here i t ' s n o t i m p o r t a n t how much you know, i t ' s who you know t h a t 
r e a l l y c o u n t s . 

Agree Disagree 

3. How much say o r i n f l u e n c e do people l i k e you have on the way the h o s p i t a l 
i s run? 

A l o t Some Very l i t t l e None 

4. How o f t e n do you t e l l ( y o u r s u p e r i o r ) y o u r own ideas about t h i n g s you m i g h t 
do i n your work? 

Never Once i n a w h i l e F a i r l y o f t e n Very o f t e n 

Obeisance Scale ( O b e i s a n t response u n d e r l i n e d ) 

1. Do you ever f e e l l i k e d i s a g r e e i n g w i t h what ( y o u r s u p e r i o r ) wants you to do 
o r how he ( o r she) wants you t o do i t ? 

O f t e n sometimes r a r e l y o r never? 

2. I f i g u r e my s u p e r v i s o r knows b e t t e r what's good f o r my ward or e l s e she (or 
he) w o u l d n ' t be a s u p e r v i s o r . 

Agree or d i s a g r e e ? 

3. The b e s t way t o g e t a l o n g on t h i s j o b i s t o mind your own bu s i n e s s and j u s t 
do as you're t o l d . 

Agree or d i s a g r e e ? 

4. I l i k e t he idea o f nurses and n u r s i n g a s s i s t a n t s s t a n d i n g up when the d o c t o r 
comes i n t o the n u r s i n g s t a t i o n . 

Agree_or d i s a g r e e ? 
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JOB-RELATED TENSION (Kahn, e t a l . 1964) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

T h i s i n d e x a t t e m p t s t o measure the amount o f t e n s i o n e x p e r i e n c e d i n 
c o n n e c t i o n w i t h work, s p e c i f i c a l l y as a response t o the j o b . 

The i n d e x c o n s i s t e d o f 15 s t a t e m e n t s d e s c r i b i n g what the a u t h o r s 
judged t o be symptoms o f c o n f l i c t or a m b i g u i t y . Respondents were 
asked t o e s t i m a t e how o f t e n they were b o t h e r e d by each type o f 
symptom on a f i v e - p o i n t L i k e r t s c a l e . 

Data on t h i s index were c o l l e c t e d from a n a t i o n a l sample o f 725 
employed a d u l t s . I n a d d i t i o n an i n t e n s i v e s u r v e y o f 53 s u p e r v i s o r y 
employees were asked 11 o f t h e same items p l u s t h r e e new ones; t h i s 
i n t e n s i v e s u r v e y a l s o u t i l i z e d a number o f the i n t e r e s t i n g e m p i r i c a l 
measures r e g a r d i n g c o n f l i c t and a m b i g u i t y on the j o b ( d e s c r i b e d 
b e l o w ) . 

No t e s t - r e t e s t r e l i a b i l i t y f i g u r e s a r e g i v e n b u t an i n t e r c o r r e l a t i o n 
a n a l y s i s o f the items was p e r f o r m e d . For t h e n a t i o n a l sample, o n l y 
two i n t e r - i t e m c o r r e l a t i o n s were n e g a t i v e and l e s s than t e n were 
p o s i t i v e b u t not s i g n i f i c a n t a t the .05 l e v e l . On the w h o l e , t h e 
average i n t e r - i t e m c o r r e l a t i o n appears t o be i n the m i d d l e .20's. 
The i n t e r c o r r e l a t i o n m a t r i x f i g u r e s f o r the i n t e n s i v e sample were 
q u i t e c l o s e t o those found i n the n a t i o n a l sample. 

The s u r v e y u t i l i z e d an open-ended q u e s t i o n t o e l i c i t i n f o r m a t i o n 
about the number, c o n t e n t and i n t e n s i t y o f j o b - r e l a t e d w o r r i e s . 
These were found t o be c l o s e d r e l a t e d t o t h e t e n s i o n i n d e x . Some 
i n d i r e c t r e l a t i o n s between t e n s i o n and s a t i s f a c t i o n were f o u n d . 

Loca t i o n 

A d m i n i s t r a t i o n 

R e s u l t s and 
Comments 

Kahn, R., e t a l . O r g a n i z a t i o n a l S t r e s s New Yo r k : W i l e y , 1964. 

Respondents choose one o f f i v e f i x e d a l t e r n a t i v e s : never, r a r e l y , 
sometimes, r a t h e r o f t e n , and n e a r l y a l l the t i m e . E s t i m a t e d 
a d m i n i s t r a t i o n t i m e i s l e s s than 15 m i n u t e s . T o t a l score i s t h e 
average response f o r each i t e m t o which the re s p o n d e n t r e p l i e s . 
For the n a t i o n a l sample t h i s s c o r e l i e s between " r a r e l y " and 
"sometimes" -- i n q u a n t i t a t i v e terms 1.7. 

I n the n a t i o n a l p o p u l a t i o n , t e n s i o n scores were found t o be h i g h e r 
f o r t he b e t t e r - e d u c a t e d and t h e s e l f - e m p l o y e d and to reach a peak 
f o r those between 25 and 35. 

I n a d d i t i o n to t h e t e n s i o n i n d e x , s e v e r a l measures o f c o n f l i c t and 
a m b i g u i t y w i t h i n o r g a n i z a t i o n s were c o n s t r u c t e d w i t h i n a r o l e t h e o r y 
framework. S a t i s f a c t i o n was found t o be r e l a t e d t o b o t h c o n f l i c t 
and a m b i g u i t y . 

A Role C o n f l i c t I n d e x was c o n s t r u e te d by showing each " r o l e s e n d e r " 
a l i s t o f j o b a c t i v i t i e s drawn up by each s u p e r v i s o r y r e s p o n d e n t and 
then a s k i n g the former 1) i f he would l i k e t h e s u p e r v i s o r t o do t h e 
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a c t i v i t y i n the same or d i f f e r e n t way or 2) i f he would l i k e him 
t o spend t h e same amount or more ( o r l e s s ) time on the a c t i v i t y . 
Each r o l e sender was asked how he would l i k e the respondent t o be 
d i f f e r e n t . He was a l s o asked t o c o n t r a s t , t he respondent w i t h an 
i d e a l s u p e r v i s o r on a 2 2 - a d j e c t i v e c h e c k l i s t . 

A m b i g u i t y I n d i c e s d e a l t w i t h how c l e a r l y the respondent f e l t t he 
r o l e sender e v i n c e d h i s e x p e c t a t i o n s and e v a l u a t i o n s o f the resp o n d e n t 
and w i t h how c l e a r l y t h e res p o n d e n t u n d e r s t o o d the l i m i t s of h i s own 
a u t h o r i t y . 

N ormative E x p e c t a t i o n s a t t e m p t e d t o assess e x p e c t a t i o n s o f b e h a v i o r 
a p p l i c a b l e t o persons i n a l l s u p e r v i s o r y p o s i t i o n s , r e g a r d l e s s o f 
a c t u a l b e h a v i o r . A f a c t o r a n a l y s e s o f the items i n t h i s i n d e x r e v e a l e d 
seven f a c t o r s , o f w h i c h the f i r s t f i v e were l a b e l l e d : Rules o r i e n t a 
t i o n , N u r t u r a n c e o f s u b o r d i n a t e s , Closeness o f s u p e r v i s i o n , 
U n i v e r s a l i s m - p a r t i c u l a r i s m , Promotion-achievement o r i e n t a t i o n . 
Those i n t e r e s t e d i n the measurement o f r o l e - r e l a t e d aspects s h o u l d 
a l s o c o n s u l t Gross, e t a l . ' s (1958) p i o n e e r i n g v e n t u r e s i n t h i s 
a spect o f work b e h a v i o r . 

I n a d d i t i o n t o the r o l e - r e l a t e d measures, Kahn, et a l . c o n s t r u c t e d a 
Job S a t i s f a c t i o n Index and a Con f i d e n c e i n O r g a n i z a t i o n Index which 
c o u l d be u s e f u l t o o t h e r r e s e a r c h e r s . Data on these i n s t r u m e n t s were 
o n l y c o l l e c t e d f o r t h e i n t e n s i v e sample, b u t they were f a c t o r analyzed 
a l o n g w i t h a most comprehensive b a t t e r y o f p e r s o n a l i t y s c a l e s . 

Reference Gross, N., Mason, W. and McEachern, A. E x p l o r a t i o n s i n Role A n a l y s i s 
New York: W i l e y , 1958. 



208 

I n t e r v i e w e r i n t r o d u c e d i t e m s by a s k i n g r e s p o n d e n t s : 

A l l o f us o c c a s i o n a l l y f e e l b o t h e r e d by c e r t a i n k i n d s o f t h i n g s i n our work, 
I'm g o i n g t o read a l i s t o f t h i n g s t h a t sometimes b o t h e r p e o p l e , and I would l i k e you 
to t e l l me how f r e q u e n t l y you f e e l b o t h e r e d by each o f them. 

I n t h e n a t i o n a l s u r v e y respondents were then p r e s e n t e d t h e f o l l o w i n g i t e m s : 

A. F e e l i n g t h a t you have t o o l i t t l e a u t h o r i t y t o c a r r y o u t the r e s p o n s i b i l i t i e s 
a s s i g n e d t o you 

B. Being u n c l e a r on j u s t what the scope and r e s p o n s i b i l i t i e s o f your j o b are 
C. Not knowing what o p p o r t u n i t i e s f o r advancement or p r o m o t i o n e x i s t f o r you 
D. F e e l i n g t h a t you have t o o heavy a work l o a d , one t h a t you c a n ' t p o s s i b l y 

f i n i s h d u r i n g an o r d i n a r y workday 
E. T h i n k i n g t h a t y o u ' l l n o t be a b l e t o s a t i s f y the c o n f l i c t i n g demands o f v a r i o u s 

peop l e over you 
F. F e e l i n g t h a t you're not f u l l y q u a l i f i e d t o ha n d l e y o u r j o b 
G- Not knowing what your s u p e r v i s o r t h i n k s o f you, how he e v a l u a t e s your p e r 

formance 
H. The f a c t t h a t you c a n ' t g e t i n f o r m a t i o n needed t o c a r r y o u t your j o b . 
I . H a v i n g t o d e c i d e t h i n g s t h a t a f f e c t the l i v e s o f i n d i v i d u a l s , people t h a t 

you know 
J. F e e l i n g t h a t you may n o t be l i k e d and accepted by the people you work w i t h 
K. F e e l i n g u n a b l e t o i n f l u e n c e y o u r immediate s u p e r v i s o r ' s d e c i s i o n s and a c t i o n s 

t h a t a f f e c t you 
L. Not knowing j u s t what the people you work w i t h expect o f you 
M. T h i n k i n g t h a t the amount o f work you have t o do may i n t e r f e r e w i t h how w e l l 

i t g e t s done 
N. F e e l i n g t h a t you have to do t h i n g s on t h e j o b t h a t are a g a i n s t y o u r b e t t e r 

judgment 
0. F e e l i n g t h a t your j o b tends t o i n t e r f e r e w i t h your f a m i l y l i f e 

I n t h e i n t e n s i v e s t u d y items L-0 were o m i t t e d f r o m the t o t a l T e n s i o n i n d e x and the 
f o l l o w i n g i t e m s were used i n s t e a d : 

P. F e e l i n g t h a t your p r o g r e s s on the j o b i s n o t what i t s h o u l d be o r c o u l d be 
Q. T h i n k i n g t h a t someone e l s e may g e t the j o b above you, the one you are 

d i r e c t l y i n l i n e f o r 
R. F e e l i n g t h a t you have too much r e s p o n s i b i l i t y and a u t h o r i t y d e l e g a t e d t o 

you by your s u p e r i o r s 
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JOB MOTIVATION INDEX (P a t c h e n 1965) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

T h i s i n s t r u m e n t i s an a t t e m p t t o measure the l e v e l o f aroused 
m o t i v a t i o n on the j o b , from the s t a n d p o i n t o f d e v o t i o n o f energy 
t o j o b t a s k s . 

The j o b m o t i v a t i o n i n d i c e s c o n s i s t o f four f i v e - p o i n t L i k e r t s c a l e s . 
From among 22 i t e m s t r i e d as i n d i c a t o r s o f g e n e r a l j o b m o t i v a t i o n , 
two q u e s t i o n s ( Q l and 2) were s e l e c t e d from one s t u d y as showing 
evidence o f v a l i d i t y ; these were combined i n t o Index A. From another 
s t u d y , two new items (Q3 and 4 ) showed evidence o f v a l i d i t y and were 
added t o the s h o r t e r i n d e x t o f o r m the f o u r i t e m Index B. Index C 
i s composed o f Q 1, 2 and 3 ( w h i c h a re r e l e v a n t f o r i n t e r - g r o u p 
c o m p a r i s o n s ) , used i n a t h i r d s t u d y . 

The sample p o p u l a t i o n was 834 n o n - s u p e r v i s o r y p e r s o n n e l f r o m d i s p e r s e d 
p l a n t s o f t h e Tennessee V a l l e y A u t h o r i t y and 233 from a p r i v a t e 
e l e c t r o n i c s f i r m . The two e n g i n e e r i n g d i v i s i o n s o f TVA employ m o s t l y 
c i v i l , m e c h a n i c a l and e l e c t r i c a l e n g i n e e r s ; the t h r e e steam p l a n t s 
employ m o n i t o r t e c h n i c a n s , s k i l i e d c r a f t s m e n and l a b o r a t o r y t e c h n i c i a n s 
A t the e l e c t r o n i c s f i r m , e l e c t r i c a l e n g i n e e r s , c r a f t s m e n , semi
s k i l l e d p r o d u c t i o n w o r k e r s , salesmen and e l e c t r i c a l w o r k e r s were 
i n t e r v i e w e d . 

T e s t - r e t e s t data was secured f r o m a sub-sample o f 49 employees o f the 
e l e c t r o n i c s f i r m . R e l i a b i l i t y f o r Index A was .80 a t the i n d i v i d u a l 
l e v e l . Scale homogeneity was sought t h r o u g h i n t e r - i t e m c o r r e l a t i o n s , 
w h ich were p o s i t i v e b ut low. 

M o t i v a t i o n s c ores c o r r e l a t e d m o d e r a t e l y (median r=.35) w i t h s u p e r v i s o r s 
r a t i n g s o f "concern f o r d o i n g a good j o b " i n one p l a n t , b u t o n l y 
s l i g h t l y (median r = . 1 5 ) i n a n o t h e r . The r e l a t i o n s between m o t i v a t i o n 
and absence r a t e s were more s u b s t a n t i a l ( r a n g i n g from .20 t o .53). 
R e l a t i o n s between m o t i v a t i o n and work e f f i c i e n c y were ag a i n mixed, 
a l t h o u g h one c o r r e l a t i o n o f .54 was o b t a i n e d between m o t i v a t i o n and 
p r o d u c t i o n volume. 

D i f f e r e n c e s i n m o t i v a t i o n expected on the b a s i s o f o c c u p a t i o n a l 
s t a t u s were c o n f i r m e d . A c o r r e l a t i o n o f .50 was found between m o t i v a 
t i o n and j o b s a t i s f a c t i o n over 90 work groups. 

Patchen, M-, Some Q u e s t i o n n a i r e Measures o f Employee M o t i v a t i o n and 
Mor a l e Monograph No. 4 1 , Ann A r b o r , M i c h i g a n : I n s t i t u t e f o r S o c i a l 
Research, 1965. 

Admin i s t r a t i o n Less than 10 m i n u t e s . S c o r i n g r e q u i r e s s i m p l e summation. 

R e s u l t s and 
Comments 

Group m o t i v a t i o n scores f o l l o w e d a number o f t h e o r e t i c a l p r e d i c t i o n s 
on a s p e c t s o f t h e work s i t u a t i o n , such as p e r c e i v e d achievement 
o p p o r t u n i t i e s , c o n t r o l work methods and i d e n t i f i c a t i o n w i t h one own 
o c c u p a t i o n . The a u t h o r concedes t h a t t h i s index may n o t be t o o 
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R e s u I t s and Comments ( c o n t i n u e d ) 

u s e f u l i n d e t e c t i n g f i n e d i f f e r e n c e s w i t h i n u n i t s where j o b m o t i v a t i o n 
i s r e l a t i v e l y homogeneous. He a I s o noted s p e c i a I c ircums tances when 
i t w ould be most u s e f u l t o use I n d e x A, I n d e x B or Index C, Index 
B ( a l l f o u r i t e m s ) i s recommended f o r i n t e n s i v e s t u d y o f a s i n g l e 
work group. Of the f i v e i n d i c e s t h a t the a u t h o r c o n s t r u c t e d (see 
th e f o l l o w i n g s c a l e w r i t e - u p ) , t h i s one posed g r e a t e s t d i f f i c u l t y 
i n terms o f f i n d i n g i t e m s t h a t d e m o n s t r a t e d c o n s i s t e n t r e l i a b i l i t y 
and v a l i d i t y . 
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1. On most days on yo u r j o b , how o f t e n does time seem t o drag f o r you? 

( 1 ) About h a l f the day o r more 
( 2 ) About o n e - t h i r d o f the day 
( 3 ) About o n e - q u a r t e r o f t h e day 
( 4 ) About o n e - e i g h t h o f the day 
( 5 ) Time never seems t o drag 

2. Some people are c o m p l e t e l y i n v o l v e d i n t h e i r j o b - - t h e y are absorbed i n i t 
n i g h t and day. For o t h e r p e o p l e , t h e i r j o b i s s i m p l y one o f s e v e r a l i n t e r e s t s . 
How i n v o l v e d do you f e e l i n y o u r job? 

( 1 ) Very l i t t l e i n v o l v e d ; my o t h e r i n t e r e s t s are more a b s o r b i n g 
( 2 ) S l i g h t l y i n v o l v e d 
( 3 ) M o d e r a t e l y i n v o l v e d ; my j o b and my o t h e r i n t e r e s t s a re e q u a l l y 

a b s o r b i n g t o me 
( 4 ) S t r o n g l y i n v o l v e d 
( 5 ) Very s t r o n g l y i n v o l v e d ; my work i s the most a b s o r b i n g i n t e r e s t 

i n my l i f e . 

3. How o f t e n do you do some e x t r a work f o r your j o b which i s n ' t r e a l l y r e q u i r e d 
o f you? 

( 5 ) Almost every day 
( 4 ) S e v e r a l times a week 
( 3 ) About once a week 
( 2 ) Once e v e r y few weeks 
( 1 ) About once a month or l e s s 

4. Would you say you work h a r d e r , l e s s h a r d , or about the same as o t h e r people 
d o i n g y o u r t y p e o f work a t (name o f o r g a n i z a t i o n ) ? 

( 5 ) Much h a r d e r t h a n most o t h e r s 
( 4 ) _ A l i t t l e h a r d e r than most o t h e r s 
( 3 ) About the same as most o t h e r s 
( 2 ) A l i t t l e l e s s h a r d than most o t h e r s 
( I ) Much l e s s hard than most o t h e r s . 
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IDENTIFICATION WITH THE WORK ORGANIZATION (Patchen 1965) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

T h i s i n s t r u m e n t a t t e m p t s t o measure employee o r g a n i z a t i o n a l i d e n t i 
f i c a t i o n , t h a t i s , the sense o f s o l i d a r i t y w i t h o t h e r memebers o f the 
o r g a n i z a t i o n , e s p e c i a l l y w i t h the top l e a d e r s . 

The i n s t r u m e n t c o n s i s t s o f e i g h t m o d i f i e d L i k e r t - t y p e i t e m s . Scores 
a s s i g n e d t o each response a re i n d i c a t e d by numbers i n p a r e n t h e s e s 
b e f o r e the items as g i v e n below. From the e i g h t i t e m s , t h r e e 
i n d i c e s were computed: Index B, based on the sum o f scores on Q 1, 
2, and 3, used b o t h a t TVA and a t the e l e c t r o n i c s company; I n d e x C, 
composed o f Q l , 2, and 3, and a l s o Q5, w h i c h was used o n l y a t the 
e l e c t r o n i c s company; and In d e x D, a seven i t e m i n d e x i n c l u d i n g a l l 
i t e m s used a t TVA w h i c h showed evidence o f v a l i d i t y ( f i v e o t h e r 
q u e s t i o n s were d i s c a r d e d ) . 

The sample p o p u l a t i o n was the same as t h a t d e s c r i b e d f o r t he p r e v i o u s 
m o t i v a t i o n measure. 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

R e l i a b i l i t y sample was the same as t h a t d e s c r i b e d f o r the m o t i v a t i o n 
i n d e x , and a l s o i n c l u d e d one e n g i n e e r i n g d i v i s i o n a t TVA. T e s t - r e t e s t 
r e l i a b i l i t y c o e f f i c i e n t s f o r the d i f f e r e n t i n d i c e s were as f o l l o w s : 
I ndex B, .69 f o r i n d i v i d u a l s and .75 f o r work u n i t s ; Index C, .75 f o r 
i n d i v i d u a l s and .79 f o r groups; Index D, .71 f o r i n d i v i d u a l s and .98 
f o r a s m a l l number o f work g r o u p s . The i n t e r - i t e m c o r r e l a t i o n 
m a t r i x showed items 2, 3, and 4 m o d e r a t e l y c o r r e l a t e d b u t items 
6,7,8 w i t h a l m o s t no i n t e r - c o r r e l a t i o n among themselves o r w i t h items 
2, 3, and 4. 

F o l l o w i n g the same pro c e d u r e o f s u p e r v i s o r y r a n k i n g d e s c r i b e d f o r the 
m o t i v a t i o n i n d e x , j udges ranked i n d i v i d u a l employees they knew 
p e r s o n a l l y on t h e i r "sense o f b e l o n g i n g " t o the o r g a n i z a t i o n . Ranking 
scores were then c o r r e l a t e d (median r = . 2 4 ) w i t h index s c o r e s . 

The i t e m s were a l s o r e l a t e d t o a p r o b a b l e b e h a v i o r a l i n d i c a t o r o f 
i d e n t i f i c a t i o n -- the use o f a TVA s t i c k e r on one's c a r . Over f i v e 
t i m e s as many " h i g h " i d e n t i f i e r s than "low" i d e n t i f i e r s had a 
s t i c k e r . 

L o c a t i o n 

To e v a l u a t e the c o n s t r u c t v a l i d i t y o f the I n d e x , scores were c o r 
r e l a t e d w i t h t u r n o v e r d a t a , w i t h employees' e x p e c t a t i o n o f r e m a i n i n g 
w i t h t he o r g a n i z a t i o n , l e n g t h o f s e r v i c e , a t t e n d a n c e , and w i t h t h e 
TVA c o o p e r a t i v e program. S i g n i f i c a n t r e l a t i o n s were found w i t h 
l e n g t h o f s e r v i c e and e x p e c t a t i o n o f r e m a i n i n g w i t h the o r g a n i z a t i o n , 

Patchen, M., Some Q u e s t i o n n a i r e Measures o f Employee M o t i v a t i o n and 
M o r a l e : A Report on T h e i r R e l i a b i l i t y and V a l i d i t y , monograph # 4 1 , 
Ann A r b o r , M i c h i g a n , I n s t i t u t e f o r S o c i a l Research, 1965. 

A d m i n i s t r a t i o n E s t i m a t e d a d m i n i s t r a t i o n t i m e : under t e n m i n u t e s . S c o r i n g i s 
accomplished by s i m p l e summation. 
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R e s u l t s and While the f i r s t f i v e items showed adequate i n t e r c o r r e l a t l o n s , 
Comments q u e s t i o n s 6, 7, and 8 used a t TVA showed no c o r r e l a t i o n s w i t h o t h e r 

items and t h e r e i s some q u e s t i o n as t o what they may be measuring. 
For the e l e c t r o n i c s f i r m d a t a , q u e s t i o n 4 showed n e g a t i v e and 
p o s i t i v e r e l a t i o n s w i t h o t h e r i t e m s , an i n d i c a t i o n t h a t i t was 
p r o p e r l y d i s c a r d e d from the t o t a l index f o r t h i s group. 

I n a d d i t i o n t o the two measures d e s c r i b e d h e r e , Patchen p r e s e n t s data 
on t h r e e o t h e r i n d i c e s too s p e c i a l i z e d t o cover h e r e . The t h r e e 
i n d i c e s a r e : 

1) I n t e r e s t i n Work I n n o v a t i o n (6 i t e m s ) 
2) W i l l i n g n e s s t o Disagree w i t h S u p e r v i s o r s (4 i t e m s ) 
3) Acceptance o f Job Changes In d e x (5 i t e m s ) 

S u b s t a n t i a l i t e m r e l i a b i l i t y and v a l i d i t y i n f o r m a t i o n i s g i v e n f o r 
these i n d i c e s as i t was f o r the two i n d i c e s r e v i e w e d here. 
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I d e n t i f i c a t i o n w i c h t h e work o r g a n i z a t i o n i n d i c e s 

1. I f you c o u l d b e g i n w o r k i n g over a g a i n , b u t i n the same o c c u p a t i o n as you' r e 
i n now, how l i k e l y would you be t o choose (TVA) as a p l a c e t o work? 

( 1 ) D e f i n i t e l y would choose a n o t h e r p l a c e over (TVA) 
( 2 ) P r o b a b l y would choose a n o t h e r p l a c e o v e r (TVA) 
( 3 ) Wouldn't c a r e much whether i t was (TVA) o r some o t h e r p l a c e 
( 4 ) Probably would choose (TVA) over a n o t h e r p l a c e 
( 5 ) D e f i n i t e l y would choose (TVA) over a n o t h e r p l a c e f o r my 

o c c u p a t i o n . 

2a. F o l l o w i n g are two somewhat d i f f e r e n t s t a t e m e n t s about the r e l a t i o n s between 
management and employees a t TVA: 

a. The r e l a t i o n s be tween management and employees a t (company name) a r e 
much d i f f e r e n t t h a n i n most o t h e r companies, because i n (company name) 
bo t h are w o r k i n g t o g e t h e r toward the same g o a l s . 

b. Re l a t i o n s between management and emp loyees a t (company name) are n o t 
r e a l l y v e r y d i f f e r e n t than i n o t h e r companies; management i s l o o k i n g 
o u t f o r the o r g a n i z a t i o n ' s i n t e r e s t s , and employees have t o l o o k o u t 
f o r t h e i r own i n t e r e s t s . 

Which o f the two s t a t e m e n t s above comes c l o s e r t o your own o p i n i o n ? 

( 5 ) Agree c o m p l e t e l y w i t h A 
( 4 ) Agree more w i t h A t h a n w i t h B 
( 3 ) Agree more w i t h B t h a n w i t h A 
( 1 ) Agree c o m p l e t e l y w i t h B 

The f o l l o w i n g almost i d e n t i c a l q u e s t i o n was used a t the e l e c t r o n i c s company: 

2b. F o H o w i n g are two somewha t d i f f e r e n t s t a tements abou t the r e l a t i o n s 
between management and employees a t (name o f company): 

a. The r e l a t i o n s between management and employees a t (company name) are 
much d i f f e r e n t t h a n i n most o t h e r companies, because we (company name) 
b o t h are w o r k i n g t o g e t h e r toward the same g o a l s . 

b. R e l a t i o n s between management and employees at (company) are n o t r e a l l y 
much d i f f e r e n t than i n o t h e r companies; management i s l o o k i n g o u t 
f o r the o r g a n i z a t i o n ' s i n t e r e s t s , and employees have t o l o o k o u t f o r 
t h e i r own i n t e r e s t s . 

Responses scored as i n 2a, above. 

3a. How do you f e e l when you hear ( o r read a b o u t ) some one c r i t i c i z i n g t h e TVA 
method o f p u b l i c power o r comparing i t u n f a v o r a b l y t o p r i v a t e power? 

( 2 ) 
I m o s t l y agree w i t h the c r i t i c i s m 
I t doesn't b o t h e r me 
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( 4 ) I t g e t s me a l i t t l e mad 
( 5 ) I t g e t s me q u i t e mad 

I never hear o r read such c r i t i c i s m 

3b. The f o l l o w i n g s i m i l a r q u e s t i o n was used a t the e l e c t r o n i c s company: 

How do you f e e l when you hear ( o r read a b o u t ) some one c r i t i c i z i n g 
(company name) or (company name) p r o d u c t s , o r comparing (company names) 
u n f a v o r a b l y t o o t h e r companies? 

( 2 ) I t doesn't r e a l l y b o t h e r me; I d o n ' t c a r e much what o t h e r 
people t h i n k o f (company name) 

( 4 ) I t b o t h e r s me a l i t t l e 
( 5 ) I t b o t h e r s me q u i t e a b i t ; I'm anxious t o have people t h i n k 

w e l l o f (company name) 
I never hear o r r e a d such c r i t i c i s m 

4. I f someone asked you t o d e s c r i b e y o u r s e l f , and you c o u l d t e l l o n l y one 
t h i n g about y o u r s e l f , w h i c h o f the f o l l o w i n g answers would you be most 
l i k e l y t o g i v e ? (Put a number 1 n e x t t o t h a t i t e m . ) 

I came from (my home s t a t e ) 
I work f o r (TVA) 
I am a (my o c c u p a t i o n o r type o f w o r k ) 
I am (my church membership o r p r e f e r e n c e ) 
I am a g r a d u a t e o f (my s c h o o l ) 

I f you c o u l d g i v e two answers, w h i c h o f the i t e m s above would you choose 
second? ( P u t a number 2 n e x t t o t h a t i t e m . ) I f you would g i v e t h r e e 
answers, w h i c h one o f the i t e m s would you choose t h i r d ? (Put a number 3 
n e x t t o t h a t i t e m . ) (Scored 1 t h r o u g h 4, w i t h those c h o o s i n g (TVA) as 
f i r s t c h o i c e g e t t i n g a 4 and those not c h o o s i n g i t a t a l l g e t t i n g a 1.) 

5. I f you have or were t o have a son, how would you f e e l i f someone suggested 
t h a t he work f o r the same company t h a t you work f o r ? ( I f you are a woman, 
answer f o r a d a u g h t e r . ) 

( 5 ) Would c o m p l e t e l y approve 
( 4 ) Would g e n e r a l l y approve, b u t w i t h some r e s e r v a t i o n s 
( 3 ) Would n e i t h e r approve nor d i s a p p r o v e 
( 2 ) Would d i s a p p r o v e a l i t t l e 
( 1 ) Would s t r o n g l y d i s a p p r o v e 

6. I n g e n e r a l , how o f t e n do you t e l l someone i n you r immediate f a m i l y ( w i f e , 
c h i l d , p a r e n t , b r o t h e r , s i s t e r ) about some p r o j e c t t h a t TVA has done o r 
i s doing? 

( 5 ) Once a week or more 
( 4 ) S e v e r a l times a month 
( 3 ) About once a month 
( 2 ) Once every few months 
( 1 ) About once a yea r 

Don't have any immediate f a m i l y t o t a l k t o 
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7. I n g e n e r a l , how o f t e n do you t e l l someone o u t s i d e y o u r immediate f a m i l y 
( f r i e n d s , n e i g h b o r , s t o r e c l e r k , e t c . ) about some p r o j e c t t h a t TVA has 
done o r i s doing? 

Responses same as i n Q6. 

8. D u r i n g the p a s t two y e a r s , how many times has your p a r t o f TVA had a 
d i n n e r a p i c n i c o r o t h e r s o c i a l event o u t s i d e o f o f f i c e hours? 

( 5 ) F i v e o r more times 
( 4 ) Four times 
( 3 ) Three times 
( 1 ) Once 
( 0 ) Never t h a t I know o f 

I f any s o c i a l e v ents h e l d : 

How many o f these s o c i a l e v ents d i d you a t t e n d ? 

( 5 ) F i v e o r more 
( 4 ) Four 
( 3 ) Three 
( 2 ) Two 
( 1 ) Once 
( 0 ) None 

(Score on i t e m 8 was p r o p o r t i o n o f events a t t e n d e d , r e c o r d e d on a f i v e 
p o i n t s c a l e . ) 

i 
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DEFINING DIMENSIONS OF OCCUPATION ( P e a r l i n and Kohn 1966) 

V a r i a b l e T h i s s t u d y produced two i n s t r u m e n t s t o assess dimensions o f occupa
t i o n w h i c h h e l p t o d e f i n e the j o b : ( 1 ) a s c a l e o f closeness o f 
s u p e r v i s i o n ( 2 ) an i n d e x o f j o b - r e q u i r e d s e l f - r e l i a n c e . The s c a l e 
p u r p o r t s t o measure the degree o f o c c u p a t i o n a l s u p e r v i s i o n t o w h i c h 
a man i s s u b j e c t as a l i m i t a t i o n on the amount o f s e l f - d i r e c t i o n a 
j o b p e r m i t s , w h i l e the index i s supposed to measure the degree t o 
wh i c h a j o b r e q u i r e s s e l f - r e l i a n c e . 

D e s c r i p t i o n The s c a l e c o n s i s t s o f t h r e e q u e s t i o n s w h i c h , the a u t h o r s r e p o r t , 
t o g e t h e r from a " r e a s o n a b l y s a t i s f a c t o r y Guttman s c a l e . " The i t e m s 
are l i s t e d below i n ascending o r d e r o f " e a s i n e s s " . Responses t o items 
are n o t r e p o r t e d i n the o r i g i n a l s o u r c e . 

The i n d e x c o n s i s t s o f f o u r items o ut o f an u n s p e c i f i e d " l i s t o f 
q u a l i t i e s " w h i c h respondents s e l e c t e d as b e i n g i m p o r t a n t t o d o i n g 
w e l l a t t h e i r work. The ind e x was formed by the assignment o f a 
w e i g h t o f " f o u r " i f an i t e m was ranked f i r s t i n i m p o r t a n c e , " t h r e e " 
f o r second r a n k , "two" f o r t h i r d , and "one" i f i t was c o n s i d e r e d 
i m p o r t a n t even though unranked. Scores were summed f o r each 
re s p o n d e n t , w i t h a h i g h score i n d i c a t i n g t h a t work r e q u i r e s s e l f -
r e l i a n c e . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

The sample p o p u l a t i o n c o n s i s t e d o f 341 f a t h e r s drawn from a p p r o x i m a t e l y 
e q u a l number o f middle-and w o r k i n g - c l a s s p a r e n t s o f f i f t h - g r a d e 
c h i l d r e n i n T u r i n , I t a l y , d e s c r i b e d as a " p r i n c i p a l i n d u s t r i a l c e n t e r 
w i t h a l i v e l y p o l i t i c a l c l i m a t e " . 

The a u t h o r r e p o r t the s c a l e ' s r e p r o d u c i b i l i t y t o be .95, i t s 
s c a l a b i l i t y .83. On the u n i d i m e n s i o n a l i t y o f the i n d e x , the a u t h o r s 
s t a t e t h a t " . . . t h e f o u r i t e m s , t a k e n t h r e e a t a time and d i c h o t o m i z e d 
i n t h e b a s i s o f whether o r n o t t h e a t t r i b u t e i s c o n s i d e r e d i m p o r t a n t , 
form q u i t e s a t i s f a c t o r y Guttman s c a l e s . But the c u t t i n g p o i n t s are 
such t h a t we can n o t use a l l f o u r i t e m s i n one s c a l e , and t h e 
r e q u i r e m e n t t h a t we score each i t e m d i c h o t o m o u s l y ( f o r independence) 
un d u l y r e s t r i c t s the power o f the i n d e x . " 

Though no d i r e c t t e s t s o f v a l i d a t i o n were perf o r m e d , the main r e s u l t s 
o f t he s t u d y were i n l i n e w i t h t h e o r e t i c a l e x p e c t a t i o n s . Parents i n 
s e l f - r e l i a n t o c c u p a t i o n s and p a r e n t s w i t h o u t c l o s e s u p e r v i s i o n were 
more l i k e l y t o s t r e s s s e l f - c o n t r o l v a l u e s i n c h i l d - r e a r i n g , w h i l e 
more dependent and c l o s e l y s u p e r v i s e d employees s t r e s s e d obedience. 
These r e s u l t s h e l d up when c o n t r o l l e d f o r e d u c a t i o n b u t not f o r 
o c c u p a t i o n (see comments b e l o w ) . 

Loca t i o n P e a r l i n , L. I . , and Kohn, M. L., " S o c i a l C l a s s , O c c u p a t i o n and 
P a r e n t a l V a l u e s : A C r o s s - N a t i o n a l Study", Am. S o c i o i . Rev., 1966, 
4, pp. 466-479. 

A d m i n i s t r a t i o n The s c a l e and ind e x formed p a r t o f an i n t e r v i e w schedule and should 
take l e s s than t e n minutes t o complete. 
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R e s u l t s and The a u t h o r s r e p o r t t h a t by u s i n g Rosenberg's (1962) t e c h n i q u e 
Comments o f t e s t - f a c t o r s t a n d a r d i z a t i o n , t h e y found t h a t the d i f f e r e n t i a l 

o c c u p a t i o n a l e x p e r i e n c e s o f middle-and w o r k i n g - c l a s s men l a r g e l y 
a ccount f o r the d i f f e r e n c e i n the extreme v a l u a t i o n o f o b e d i e n c e , b u t 
t h a t the w o r k i n g - c l a s s o v e r a l l s t i l l i s more l i k e l y t o v a l u e 
obedience -- an e f f e c t w h i c h must be a t t r i b u t e d t o o t h e r a s p e c t s o f 
c l a s s t h a n o c c u p a t i o n a l d i f f e r e n c e s . The a u t h o r s f u r t h e r r e p o r t t h a t 
among men o f s i m i l a r o c c u p a t i o n a 1 c i r e u r n s t a n c e s , e d u c a t i o n i s o n l y 
w eakly and i n c o n s i s t e n t l y r e l a t e d t o p a r e n t a l r u l e s , and t h a t occupa
t i o n r a t h e r than e d u c a t i o n accounts 'for v i r t u a l l y a l l the v a r i a t i o n 
i n a f a t h e r s ' v a l u e s . 

References Kohn, M., " S o c i a l c l a s s and p a r e n t a l v a l u e s " , American J o u r n a l o f 
S o c i o l o g y , 1959, 64, 337-351. 

Rosenberg, M., "Test f a c t o r s t a n d a r d i z a t i o n as a method o f 
i n t e r p r e t a t i o n " , S o c i a l F o r c e s , 1962, 4 1 , 53-61. 

Closeness o f S u p e r v i s i o n Scale 

1) How much c o n t r o l does y o u r d i r e c t s u p e r v i s o r e x e r c i s e over your work? 

2) Do you f e e l t h a t you are a b l e t o make d e c i s i o n s about the t h i n g s t h a t have t r u e 
i m p o r t a n c e t o y o u r work? 

3) Do you have much i n f l u e n c e on the way t h i n g s go a t your work? 

Index o f Job-Required S e l f - R e l i a n c e 

Rank the f o l l o w i n g as t o t h e i r i m p o r t a n c e t o d o i n g w e l l a t y o u r work (many i t e m s l i s t e d , 
t he f o u r - r e l i a n t ones are shown below) 

1) t o u n d e r s t a n d one's s e l f 

2) t o be i n t e l l i g e n t 

3) t o have t r u s t i n one's s e l f 

4 ) t o have a sense o f r e s p o n s i b i l i t y 
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MEANING OF WORK SCALES (Guion 1965) 

V a r i a b l e 

D e s c r i p t i o n 

Research i n t o t he "meaning o f wor k " was u n d e r t a k e n by use o f t h e 
semantic d i f f e r e n t i a l and o f subsequent dimensions a p p e a r i n g f r o m 
f a c t o r a n a l y s e s o f these d a t a . 

F o l l o w i n g s t a n d a r d semantic d i f f e r e n t i a l t r a d i t i o n , t he auth o r had s i x 
work concepts r a t e d on 64 semantic d i f f e r e n t i a l s c a l e s . The concepts 
used f o r a sample o f employed persons and f o r a s t u d e n t samp l e were 
as f o l l o w s : 

Employed 

The I d e a l Job 
My Job 
The Things I Do a t Work 
The People I Work W i t h 
Me -- a t Work 
My Spare Time 

Student 

The I d e a l Job 
My V o c a t i o n a l F u t u r e 
Vice P r e s i d e n t 
C l e r k 
Doctor 
Mechanic 

F a c t o r a n a l y s i s o f each group o f sc a l e s suggested f i v e dimensions 
common t o a l l , w i t h c e r t a i n e x c e p t i o n s . 

Sample The f o l l o w i n g samples a re mentioned: 1) 63 employees a t v a r i o u s 
l e v e l s w i t h i n a s i n g l e company; 2) an unknown number o f s t u d e n t s i n 
an i n d u s t r i a l p s ychology c l a s s ; 3) an unknown number o f people from 
an e x t e n s i o n c l a s s , and two people (one h i g h l y m o t i v a t e d , one n o t ) 
t h a t each o f them knew. 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Loca t i o n 

T e s t - r e t e s t r e l i a b i l i t y i s not g i v e n , 
by f a c t o r a n a l y s i s . 

Scale homogeneity was det e r m i n e d 

The s t i m u l a t i o n f a c t o r (perhaps " e v a l u a t i v e " i n s t a n d a r d semantic 
d i f f e r e n t i a 1 t e r m i n o l o g y ) f o r two c o n t e n t concepts c o r r e l a t e d .76 
and .78 w i t h the B r a y f i e l d - R o t h e Scale (see Chapter 5 ) . C o r r e l a t i o n 
f o r o t h e r concepts were i n the low .36's. 

Guion, R., "Measurement o f the meaning o f work." Paper p r e s e n t e d 
a t the American P s y c h o l o g i c a l A s s o c i a t i o n September 4, 1965. The 
a u t h o r i s c o n t i n u i n g t o c o n d u c t r e s e a r c h i n t h i s area a t B o w l i n g 
Green S t a t e U n i v e r s i t y i n Ohio. 

A d m i n i s t r a t i o n Standard semantic d i f f e r e n t i a l i n s t r u c t i o n s . See Osgood, e t a l . 1957. 

R e s u l t s and Scales l o a d i n g on: 
Comments C l u s t e r 1 ( e v a l u a t i o n ) : s t i m u l a t i n g - d e a d e n i n g , i n t e r e s t i n g - b o r i n g , 

exc i t i n g - d u l l , prom i s i n g - d i s a p p o i n t i n g , c h a l l e n g i n g - m o n o t o n o u s 
g r a t i f y i n g - f r u s t r a t i n g . 
C l u s t e r 2 (autonomy): g o v e r n e d - u n r e s t r i e t e d , g u i d e d - f r e e , dependent-
independent 
C l u s t e r 3 ( s t r u c t u r e ) : c e r t a i n - d o u b t f u l , p r e c i s e - v a g u e , m a t e r i a 1-
a b s t r a c t , d e t a i l e d - g e n e r a l 
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R e s u l t s and Comments ( c o n t i n u e d ) 

C l u s t e r 4 ( s o c i a l a s p e c t s ) : v e r b a l - s i l e n t , v e r b a l - n o n v e r b a l , c o m p a r i -
a b l e - s e c l u d e d , o u t w a r d - i n w a r d 
C l u s t e r 5 ( s t a t u s ) : c l e a n - d i r t y , o f f i c e w o r k - f a c t o r y work, i n s i d e -
o u t s i d e 

The a u t h o r m a i n t a i n s t h a t h i s r e s u l t s p a r t i a l l y s u p p o r t Herzberg's 
t h e o r y . S a t i s f i e d w o rkers were h i g h e r on each o f f i v e f a c t o r 
scores than l e s s s a t i s f i e d w o r k e r s , a l t h o u g h the d i f f e r e n c e s were 
v e r y s m a l l f o r e x t r i n s i c f a c t o r s ( p a y , company p o l i c i e s ) . Some o f 
the f a c t o r s have n o t been encountered b e f o r e ( e . g . , s t r u c t u r e ) and 
may be u s e f u l t o add to the l i s t o f j o b f a c t o r s t o be c o n s i d e r e d . 
O v e r a l l , however, the f i v e f a c t o r s seem r a t h e r p a l e compared t o those 
found by Du n n e t t e , e t a l . and found i n the answers t o open-ended 
q u e s t i o n s (see Chapter 3 ) . The a u t h o r m i g h t have added 
s c a l e s d e a l i n g w i t h more s p e c i f i c a s p e c t s o f work (such as pay or work 
p r e s s u r e ) , even though 64 s c a l e s were a l r e a d y employed. Some o f 
these 64 s c a l e s seem t a n g e n t i a l t o the work s i t u a t i o n ( e . g . , 
n o n p o l i t i c a l - p o l i t i c a l , o u t s p o k e n - r e s e r v e d ) . 

There i s o t h e r r e s e a r c h c u r r e n t l y underway i n t o t he meaning o f work 
t h a t deserves a t t e n t i o n as w e l l . Paul Kimmel and Lauren Wispe (1966) 
a t the O f f i c e o f Manpower and T r a i n i n g are a p p r o a c h i n g the problem 
u s i n g a v a r i e t y o f l e s s s t r u c t u r e d ana l y t i c t e c h n i q u e s . Robert 
Smith (1965) o f the Survey Research Center i s s t u d y i n g the meaning 
of work t o c h i l d r e n u s i n g a "Man from Mars" t e c h n i q u e , whereby the 
c h i l d i s asked t o d e s c r i b e what work i s t o a m y t h i c a l M a r t i a n who 
knows n o t h i n g about work. Both s t u d i e s have much more t o add about 
the r e l a t i o n o f i n t r i n s i c and e x t r i n s i c f a c t o r s i n the d e f i n i t i o n o f 
work. 

References Smith , R. A t t i t u d e s o f Teenagers Toward Work and Play Ann A r b o r , 
M i c h i g a n : I n s t i t u t e f o r S o c i a l Research, 1965. 

Kimmel, P. and Wispe, L. "A p r o p o s a l f o r a p i l o t s t u d y o f the 
meaning o f wo r k " mimeo. O f f i c e o f Manpower and T r a i n i n g , U. S. 
Department o f Labor, Washington, D.C, 1966. 

Osgood, C , e t a l . The Measurement o f Meaning Urbana, U n i v e r s i t y 
o f I l l i n o i s P r e s s , 1957. 

Sample I t e m THE IDEAL JOB 

d i s a p p o i n t i n g 
outspoken 
i r r e g u l a r 

c h a l l e n g i n g 
p r i v a t e 

o f f i c e work 
easy 

: p r o m i s i n g 
: r e s e r v e d 
: s y s t e m a t i c 
:monotonous 
: p u b l i c 

: f a c t o r y work 
: d i f f i c u l t 
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MEANING OF WORK (Tausky 1968) 

V a r i a b l e : T h i s s c a l e taps f o u r p o s s i b l e o r i e n t a t i o n s toward work: i n s t r u m e n t a l , 
q u a s i - e x p r e s s i v e , and two l e v e l s o f e x p r e s s i v e o r i e n t a t i o n . 

D e s c r i p t i o n : There are s i x i t e m s i n the s c a l e which d e a l w i t h c o n t e x t such as 
w h e t h e r the r e s p o n d e n t would work i f he had t o and what types o f j o b 
s i t u a t i o n s he would p r e f e r . The f o l l o w i n g t a b l e shows the d i s t r i b u t i o n 
o f s c a l e types i n a n a t i o n a l c r o s s - s e c t i o n o f men i n b l u e - c o l l a r j o b s : 

H i g h s c h o o l H i g h s c h o o l 
n o t completed completed 

I n s t r u m e n t a l 1 U 14% 7% 
Q u a s i - e x p r e s s i v e 2 2 % 15% 2 7% 
E x p r e s s i v e A 52% 57% 50% 
E x p r e s s i v e B 15% 14% 16% 

100% 100% 100% 

Sample: A t o t a l o f 267 males i n b l u e - c o l l a r o c c u p a t i o n s f r o m a n a t i o n a l 
sample, completed the q u e s t i o n s . The sample was i n t e r v i e w e d by Na
t i o n a l O p i n i o n Research Center e a r l y i n 1967. The o c c u p a t i o n a l d i v i 
s i o n o f t h i s sample was as f o l l o w s : C r a f t s m e n , Foremen 42%; O p e r a t i v e s 
437„; and Laborers 157,. 

R e l i a b i l i t y : A Guttman c o e f f i c i e n t o f r e p r o d u c i b i l i t y o f .91 was r e p o r t e d f o r the 
s i x - i t e m s c a l e . 

V a l i d i t y : No d a t a b e a r i n g on v a l i d i t y are r e p o r t e d . 

L o c a t i o n : Tausky, C. "Meanings o f Work among B l u e - C o l l a r Men." Paper pr e s e n t e d 
a t the meetings o f the American S o c i o l o g i c a l A s s o c i a t i o n , August, 1968. 
The paper was w r i t t e n a t the U n i v e r s i t y o f Massachusetts. 

A d m i n i s t r a t i o n : The f o l l o w i n g s c o r i n g p a t t e r n o f responses i n t o types was employed. 
I t e m 1 2 3 4 5 6 

I n s t r u m e n t a l 
- - -

Quasi-express i v e + + - -
E x p r e s s i v e A + + + -+ + + + 
E x p r e s s i v e B + + + + 

+ + + 

The a u t h o r does n o t d e s c r i b e how o t h e r response p a t t e r n s were coded, 
a l t h o u g h t h e r e must have been many such " e r r o r response" p a t t e r n s . 

R e s u l t s and E d u c a t i o n ( n o t e d above) was the most i m p o r t a n t d i s c r i m i n a t o r o f work 
Comments: meanings. Job " d e s i r a b i l i t y " and j o b l e a r n i n g time d i d n o t d i f f e r e n t i a t e 

between res p o n d e n t s ' o u t l o o k s on the meaning o f work. 

The a u t h o r noted t h e f o l l o w i n g i n t e r e s t i n g d i f f e r e n c e between the b l u e -
c o l l a r workers and a group o f managers on an i t e m n o t used i n the s c a l e . 
W h i l e 74% o f the w o r k e r s s a i d they would n o t s a c r i f i c e nervous s t r a i n 
f o r more pay and p r e s t i g e , o n l y 26% o f the managers gave t h i s response. 



MEANING OF WORK INSTRUMENT 

1 . I f you were o u t o f work, w h i c h would you r a t h e r do? 

- Go on w e l f a r e ( 9 % ) * 
+ Take a j o b as a c a r 

as w e l f a r e ( 9 1 7 , ) 

washer t h a t p a i d the same 

2 . I f by some chance you had enough money t o l i v e c o m f o r t a b l y w i t h o u t 
w o r k i n g , do you t h i n k t h a t you would work anyway, o r would you n o t 
work? 

- Would n o t work ( 1 8 % ) 
+ Would work anyway ( 8 2 7 o ) 

3. Which k i n d o f work would you r a t h e r have? 

- Average pay f r o m work t h a t i s l o o k e d down on by 
the people you know ( 3 3 7 „ ) 

+ Low pay f r o m work t h a t i s r e s p e c t e d by the peo p l e 
you know ( 6 7 7 . ) 

4 . I s the most i m p o r t a n t t h i n g about g e t t i n g a p r o m o t i o n . . . 

- G e t t i n g more pay? ( 6 7 % ) 
+ G e t t i n g more r e s p e c t f r o m f r i e n d s and n e i g h b o r s ( 3 3 % ) 

5. Which j o b would you choose i f you c o u l d be s u r e o f k e e p i n g e i t h e r 
job? 

B e t t e r t h a n average pay as a t r u c k d r i v e r ( 7 3 7 o ) 

+ Less t h a n average pay as a bank c l e r k ( 2 7 7 » ) 

6 . I f you c o u l d be s u r e t h a t y o u r income would go up s t e a d i l y w i t h o u t 
g e t t i n g a p r o m o t i o n , would you c a r e about b e i n g promoted? 

- No ( 7 4 % ) 

+ Yes ( 2 6 % ) 

* Percentages g i v i n g response i n p a r e n t h e s e s . 

4- Response i n d i c a t i n g h i g h e r l e v e l response t o t h e meaning o f work 
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10. OCCUPATIONAL VALUES 

For the most p a r t , t he l i t e r a t u r e on o c c u p a t i o n a l v a l u e s o v e r l a p s t o p i c s 
t r e a t e d i n p r e v i o u s s e c t i o n s o f t h i s volume. The i n t r i n s i c v s . e x t r i n s i c and 
p e o p l e - o r i e n t e d v s . i d e a - o r i e n t e d d i s t i n c t i o n s d i s c u s s e d i n Robinson's c h a p t e r 
are o f prime concern f o r the f i r s t f i v e o f t h e seven s c a l e s reviewed i n t h i s 
s e c t i o n . The seven s c a l e s reviewed i n t h i s c h a p t e r a r e : 

1. O c c u p a t i o n a l Value Scales ( K i l p a t r i c k , e t a l . 1964) 
2. O c c u p a t i o n a l Values (Rosenberg 1957) 
3. F a i t h - i n - P e o p l e Scale (Rosenberg 1957) 
4. Scale o f In n e r - a n d Q t h e r - D i r e c t e d n e s s (Bowers 1966) 
5. I n n e r - O t h e r S o c i a l P r e f e r e n c e Scale ( K a s s a r j i a n 1962) 
6. C a r e e r - O r i e n t e d O c c u p a t i o n a l Values ( M a r v i c k 1954) 
7. Career O r i e n t a t i o n i n the F e d e r a l S e r v i c e ( S l e s i n g e r 1961) 
Perhaps the most i n c L u s i v e s e t o f v a l u e s t a t e m e n t s about work i s c o n t a i n e d 

i n K i l p a t r i c k , e t a l . These i t e m s , i n common w i t h o t h e r e m p i r i c a l measures 
r e v i e w e d i n the work, s u f f e r from the l a c k o f r e s e a r c h i n t o r e l i a b i l i t y , i n t e r n a l 
s t r u c t u r e and v a l i d i t y . Being i n r a t i n g s c a l e f o r m a t , they a r e a l s o s u b j e c t to 
res p o n s e s e t l i m i t a t i o n s . However, few e m p i r i c a l measures have a t t h e i r d i s p o s a l 
the r i c h fund o f n o r m a t i v e data which i s a v a i l a b l e f o r t h i s i n s t r u m e n t . The 
i t e m s seem w e l l - w r i t t e n and cover a wide range o f v a l u e s , a l t h o u g h , as noted i n 
Robinson's c h a p t e r , they may c o n t a i n too many items concerned w i t h achievement 
and t o o few concerned w i t h c u r i o s i t y or a f f i l i a t i o n needs. 

K i l p a t r i c k , e t a l . ' s work b e n e f i t t e d a g r e a t d e a l from the pi o n e e r e f f o r t s 
o f Rosenberg i n t h i s a r e a. A l t h o u g h Rosenberg focused h i s s t u d i e s s o l e l y on 
the w o r k v a l u e s o f c o l l e g e s t u d e n t s , the v a l u e c l u s t e r s he o b t a i n e d s t i l l 
exposed the im p o r t a n c e o f the b a s i c d i s t i n c t i o n between i n t r i n s i c and e x t r i n s i c 
f a c t o r s . ( I n Robinson's c h a p t e r i t was found t h a t l e v e l o f e d u c a t i o n was t h e 
l e a d i n g p r e d i c t o r o f t h i s d i s t i n c t i o n ) . Rosenberg's o r i g i n a l i n s t r u m e n t 
c o n s i s t e d o f o n l y t e n s t a t e m e n t s , o f w h i c h s i x were used t o d e f i n e the t h r e e 
m a j o r v a l u e o r i e n t a t i o n s : p e o p l e , s e l f - e x p r e s s i o n and e x t r i n s i c rewards. As 
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a s h o r t f o r m , the i t e m s may s t i l l be u s e f u l . They were employed r e c e n t l y i n 
a l a r g e NORC stu d y o f the p r o f e s s i o n a l l a b o r f o r c e and a g a i n g e n e r a t e d some 
i n t e r e s t i n g d i f f e r e n c e s among respondents i n v a r i o u s o c c u p a t i o n a l groups (see 
Marsh and S t a f f o r d 1966, a l s o r e v i e w e d i n Robinson's c h a p t e r ) . I n the o r i g i n a l 
s t u d y , Rosenberg found those people i n commerce and law t o be e x t r i n s i c a l i y -
o r i e n t e d , those i n a r t and s c i e n c e more s e l f - e x p r e s s i v e , and those i n s o c i a l 
w ork and t e a c h i n g more p e o p l e - o r i e n t e d . 

C l o s e l y r e l a t e d t o the p e o p l e - o r i e n t e d items i n Rosenberg's v a l u e b a t t e r y 
were scores on h i s F a i t h - i n - P e o p l e s c a l e , (sometimes c a l l e d M i s a n t h r o p y , from 
the a t t i t u d e found a t t h e o p p o s i t e end o f the s c a l e . ) These f i v e items have 
proved t o be u s e f u l i n d i c e s i n a number o f s t u d i e s . I n h i s o r i g i n a l s t u d i e s , 
Rosenberg found the expected r e l a t i o n s between h i g h f a i t h - i n - p e o p l e and 
c a r e e r c h o i c e s such as s o c i a l work, p e r s o n n e l work and t e a c h i n g . 

Riesman's d i s t i n c t i o n between i n n e r - d i r e c t e d and o t h e r - d i r e c t e d s o c i a l 
c h a r a c t e r c o u l d be viewed as an aspect o f the s e l f - e x p r e s s i v e v s . p e o p l e -
o r i e n t e d c o n t r a s t w h i c h Rosenberg uncovered. Indeed, the c o n t r a s t i s d i r e c t l y 
e v i d e n t i n a number o f item s c o n s t r u c t e d t o o p e r a t i o n a l i z e Riesman's observa
t i o n s . There e x i s t two q u i t e competent e m p i r i c a l sources o f such i t e m s , w h i c h 
a t t e s t t o the i n s p i r a t i o n a l impact o f h i s i d e a s . The most r e c e n t s c a l e , 
d e v i s e d by Bowers, may be somewhat the b e t t e r o f the two, b u t t h e r e i s l i t t l e 
t o c r i t i c i z e i n K a s s a r j i a n ' s e a r l i e r v e r s i o n . 

Bowers' Scale o f I n n e r - a n d Q t h e r - D i r e c t e d n e s s i s a 17-item f o r c e d - c h o i c e 
measure i n w h i c h the i t e m p a i r s have been equated on s o c i a l d e s i r a b i l i t y . T h i s 
l a t t e r r e f i n e m e n t c o n s t i t u t e s perhaps i t s m a j or advantage over K a s s a r j i a n ' s 
i n s t r u m e n t . Bowers' l a r g e sample seems r e s t r i c t e d because i t i n c l u d e d o n l y 
middle-management p e r s o n n e l , b u t t h i s i s a c t u a l l y the group t o w h i c h Riesman's 
o b s e r v a t i o n s p e r t a i n e d i n the f i r s t p l a c e . W h i l e t e s t - r e t e s t r e l i a b i l i t y i s 
n o t r e p o r t e d and the s p l i t - h a l f c o r r e l a t i o n i s n o t p a r t i c u l a r l y h i g h , an 
i m p r e s s i v e amount o f v a l i d i t y i n f o r m a t i o n i s d e s c r i b e d . 

S o l i d t e s t - r e t e s t and i n t e r n a l c o n s i s t e n c y data are a v a i l a b l e f o r 
K a s s a r j i a n ' s I n n e r - O t h e r S o c i a l P r e f e r e n c e S c a l e . Most o f t h e v a l i d i t y checks 
on h i s s c a l e h e l d up as w e l l . K a s s a r j i a n a l s o uses a f o r c e d - c h o i c e f o r m a t , 
a l t h o u g h scores range from 0 t o 144 on h i s 3 6 - i t e m i n s t r u m e n t , g i v i n g a l a r g e r 
range than Bower's i n s t r u m e n t . A major advantage o f t h i s i n s t r u m e n t i s t h a t 
n o r m a t i v e d a t a i s a v a i l a b l e f o r 25- o f the i t e m s f o r a c r o s s - s e c t i o n sample o f 
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Los Angeles a d u l t s . Small-town background, f o r e i g n b i r t h , more e d u c a t i o n , 
h i g h e r o c c u p a t i o n a l s t a t u s and advancing age were a l l found t o r e l a t e t o i n n e r -
d i r e c t e d n e s s i n t h i s sample. 

As we mentioned above, we c o n s i d e r these two i n s t r u m e n t s t o be e x t r e m e l y 
w e l l c o n s t r u c t e d b u t we f e e l they have some o t h e r q u a l i t i e s which we s h o u l d 
b r i n g t o the r e a d e r ' s a t t e n t i o n . F i r s t o f a l l , t h e r e seems too l i t t l e e vidence 
t h a t t h e two o r i e n t a t i o n s o f f e r much i n the way o f d e s c r i b i n g p e r s o n a l syndromes 
or t y p e s . On b o t h i n s t r u m e n t s , i n n e r - o t h e r - d i r e c t e d n e s s i s n o r m a l l y d i s t r i b u t e d , 
w i t h few people a t the " i n n e r " o r " o t h e r " extreme. I t wouId appear t h a t f o r 
the a t t i t u d e s and b e h a v i o r s sampled, most pe o p l e r e l y on c r i t e r i a o t h e r than 
those hypothes i z e d as the under l y i n g dimens i o n , or tha t they are e mploying a 
mixed s t r a t e g y ( i . e . , a p p l y i n g an " i n n e r " o r i e n t a t i o n t o some i t e m s , an " o t h e r " 
o r i e n t a t i o n t o o t h e r i t e m s , and c o m p l e t e l y independent o r i e n t a t i o n s t o the r e s t ) . 
Thus, P e t e r s o n (1964) uncovered e i g h t dimensions by s u b j e c t i n g a . L i k e r t i z e d form 
o f K a s s a r j i a n (and o t h e r ) items .to a f a c t o r a n a l y s i s . T h i s f i n d i n g s h o u l d 
s e r v e as a w a r n i n g t o those who search f o r s i n g l e " b a s i c " i d e o l o g i c a l dimensions 
on w h i c h most o f people's a t t i t u d e s and b e h a v i o r s can be e a s i l y c l a s s i f i e d and 
p r e d i c t e d . I f such s i n g l e dimensions do e x i s t , e m p i r i c a l r e s e a r c h i n t o 
a t t i t u d e s and v a l u e s has s u r e l y been u n s u c c e s s f u l i n l o c a t i n g them. I t i s 
more l i k e l y , as the d i v e r s i t y o f r e s e a r c h f i n d i n g s does i m p l y , t h a t people 
a p p l y some basic i d e o l o g i c a l dimensions on c e r t a i n types o f o c c a s i o n s . The 
p r o b l e m then becomes one o f i s o l a t i n g the m a j or dimensions and a s c e r t a i n i n g 
t h e f r e q u e n c y w i t h w h i c h people use the dimensions on these c e r t a i n o c c a s i o n s . 
The i n n e r - o t h e r d i s t i n c t i o n may be q u i t e u s e f u l w i t h i n t h i s c o n t e x t , b u t 
c o m p l e x i t y o f r e s e a r c h f i n d i n g s to d a t e s u r e l y i n d i c a t e s t h a t the d i s t i n c t i o n 
does n o t exhaust the number o f p o s s i b l y s a l i e n t i d e o l o g i c a l d i m e n s i o n s . 

Readers i n t e r e s t e d i n the l a r g e body o f p r e v i o u s e m p i r i c a l r e s e a r c h i n t o 
Riesman's scheme sh o u l d be sure t o examine L i p s e t and Lowenthal's C u l t u r e and 
S o c i a l C h a r a c t e r (1961) and the r e f e r e n c e s c o n t a i n e d i n the s h o r t l i t e r a t u r e 
r e v i e w i n Center's (1962) a r t i c l e . One o f t h e t e s t s Centers proposed f o r the 
Riesman scheme was t o see whether people i n v a r i o u s o c c u p a t i o n s who on an 
a_ p r i o r i b a s i s would be p r e d i c t e d t o s t r e s s i n n e r - d i r e c t e d or o t h e r - d i r e c t e d 
v a l u e s would i n f a c t do so. While K a s s a r j i a n had found c o l l e g e s t u d e n t s i n 
s o c i a l s c i e n c e s and e d u c a t i o n t o be more o t h e r - d i r e c t e d and those i n a r t s 
and s c i e n c e s more i n n e r - d i r e c t e d , C enters was n o t as s u c c e s s f u l i n f i n d i n g 
e x p e c t e d o c c u p a t i o n a l d i f f e r e n c e s i n the p u b l i c . M i l l e r and Swanson ( 1 9 5 8 ) , on 
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t h e o t h e r hand, were more f o r t u n a t e i n f i n d i n g v a l u e d i f f e r e n c e s ( i n c h i l d -
r e a r i n g p r a c t i c e s , however) u s i n g an â  p r i o r i scheme s i m i l a r b u t not i d e n t i c a l 
t o t h a t o f Riesman. These l a t t e r a u t h o r s drew a d i s t i n c t i o n between 
" e n t r e p r e n e u r i a l " and " b u r e a u c r a t i c " f a m i l y s t r u c t u r e and employed a dichotomous 
c l a s s i f i c a t i o n . They c l a s s i f i e d a f a m i l y as h a v i n g an e n t r e p r e n e u r i a l s t r u c t u r e 
i f t he husband met any o f the f o l l o w i n g f i r s t t h r e e c h a r a c t e r i s t i c s o r i f 
e i t h e r t he bushand o r the w i f e met e i t h e r o f the l a s t two: i f he 

( a ) was s e l f - e m p l o y e d 
( b ) g a i n e d a t l e a s t h a l f o f h i s income i n the form o f f e e s , p r o f i t s 

or commissions 
( c ) worked i n a s m a l l - s c a l e o r g a n i z a t i o n , i . e . , one h a v i n g o n l y two 

l e v e l s o f s u p e r v i s i o n 
o r i f he or she 

(d ) was b o r n on a farm 
or ( e ) was born o u t s i d e t he U n i t e d S t a t e s 
They c l a s s i f i e d a l l o t h e r respondents as b u r e a u c r a t i c . M i l l e r and Swanson 
found t h a t about h a l f t h e i r sample q u a l i f i e d as e n t r e p r e n e u r i a l ; by f a r the 
l a r g e s t p r o p o r t i o n o f the e n t r e p r e n e u r i a l group --about a t h i r d - - q u a l i f i e d 
s o l e l y on the b a s i s o f farm b i r t h o f e i t h e r t he husband or w i f e . Some r e c e n t 
r e s e a r c h has r a i s e d the i s s u e o f whether age f a c t o r s ( o l d e r p e o p l e b e i n g more 
e n t r e p r e n e u r i a l ) p l a y e d a c o n t a m i n a t i n g r o l e i n M i l l e r and Swanson's a n a l y s e s . 

The f i n a l two v a l u e measures we s h a l l c o n s i d e r a r e a t l e a s t c o n c e p t u a l l y 
independent from those d i s c u s s e d t h u s f a r . They d e a l w i t h whether the person's 
main work o r i e n t a t i o n i s t o h i s c a r e e r w i t h i n the p r e s e n t o r g a n i z a t i o n or t o 
c a r e e r o p p o r t u n i t i e s w i t h i n h i s p r o f e s s i o n . T h i s " l o c a l v s . c o s m o p o l i t a n " 
d i s t i n c t i o n has been used e x t e n s i v e l y i n the s o c i o l o g i c a l l i t e r a t u r e (see 
Kornhauser 1962 f o r one r e v i e w ) . Some a u t h o r s have t r e a t e d t he d i s t i n c t i o n as 
a dichotomy w i t h a person b e i n g c l a s s e d as e i t h e r i n s t i t u t i o n - o r i e n t e d o r 
p r o f e s s i o n - o r i e n t e d . Other i n v e s t i g a t o r s , n o t i n g t he c o n s i d e r a b l e number o f 
res p o n d e n t s n o t f a l l i n g c l e a r l y i n t o e i t h e r extreme, have t r e a t e d t he d i s t i n c t i o n 
as a continuum, l e a v i n g room f o r a t h i r d or h y b r i d c a t e g o r y . F i n a l l y , some 
r e s e a r c h i n d i c a t e s t h a t h i g h l y m o t i v a t e d s c i e n t i s t s a r e s t r o n g i n b o t h p r o f e s s i o n a l 
and i n s t i t u t i o n a l o r i e n t a t i o n . 

M a r v i c k ' s Career O r i e n t e d O c c u p a t i o n a l Values s c a l e c o n s i s t s o f 16 i t e m s , 
h a l f o f w h i c h i n v o l v e a t a s k o r i e n t a t i o n and h a l f a p e r s o n a l b e n e f i t o r i e n t a t i o n . 
On t h e b a s i s o f a s i n g l e d i r e c t q u e s t i o n s , M a r v i c k c l a s s i f i e d h i s sample i n t o 
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" i n s t i t u t i o n a l i s e s " , " s p e c i a l i s t s " or " h y b r i d s " . On the whole, " s p e c i a l i s t s " 
tended to p l a c e most emphasis on t a s k - o r i e n t e d f a c t o r s , and i n s t i t u t i o n a l i s t s 
most emphasis on b e n e f i t - o r i e n t e d f a c t o r s , much as h y p o t h e s i z e d . However, 
many o f the d i f f e r e n c e s were n o t l a r g e o r s i g n i f i c a n t , and f o r some items the 
h y b r i d s d i d n o t f a l l i n the m i d d l e as one would e x p e c t . Standard r e l i a b i l i t y 
and homogeneity data i s l a c k i n g i n t h i s s t u d y and the v a l i d i t y d a t a , r e p r e s e n t e d 
by t h e r e s u l t s above, i s not c o m p e l l i n g . 

Many o f the same sho r t c o m i n g s are s t i l l p r e s e n t i n S l e s i n g e r ' s e x t e n s i o n 
o f M a r v i c k ' s work. S l e s i n g e r adds a new d i m e n s i o n ( r u l e - o r i e n t e d v s . program-
o r i e n t e d ) t o M a r v i c k ' s scheme by i n s e r t i n g a s i n g l e supplementary i t e m t o the 
16 proposed by M a r v i c k . S l e s i n g e r concludes t h a t the f o u r t y p e s , i s o l a t e d by 
the two di m e n s i o n s , l e a d to b a s i c , i f n o t always s t a t i s t i c a l l y s i g n i f i c a n t , 
d i s t i n c t i o n s between m a n a g e r i a l o r i e n t a t i o n s . 

T h i s t o p i c has been i n v e s t i g a t e d most r e c e n t l y by Pelz and Andrews. The 
r e a d e r i s r e f e r r e d to the r e l e v a n t items i n t h e i r s c a l e s p r e s e n t e d i n Chapter 6. 
Pelz and Andrews i s o l a t e d a s i n g l e component o f " s c i e n c e o r i e n t a t i o n " i n 
e x p l a i n i n g h i g h produc t i v i t y -- the component o f freedom to f o l l o w one's own 
i d e a s . The r e s e a r c h e r ' s i n t e r e s t i n "broad mapping o f new a r e a s " was found 
t o be o f a d d i t i o n a l b e n e f i t t o h i g h e r p r o d u c t i v i t y . 
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OCCUPATIONAL VALUE SCALES ( K i l p a t r i c k , e t a l . 1964) 

V a r i a b l e T h i s i n s t r u m e n t a t t e m p t s t o assess the p a t t e r n ( o r r e l a t i v e 
i m p o r t a n c e ) o f o c c u p a t i o n a l v a l u e s among v a r i o u s o c c u p a t i o n a l 
groups. The domain o f v a l u e s covered i n c l u d e s b o t h i n t r i n s i c , 
e x t r i n s i c and g e n e r a l work f a c t o r s . 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogenei t y 

The o c c u p a t i o n a l v a l u e s c a l e c o n s i s t s o f 30 s t a t e m e n t s , each p l a c e d 
by a respondent on a n o n - v e r b a l t e n - p o i n t a g r e e - d i s a g r e e s c a l e . The 
st a t e m e n t s are concerned w i t h f i n a n c i a l r e w a r d , o c c u p a t i o n a l movement, 
s t a t u s and r e c o g n i t i o n , p e r s o n a l r e l a t i o n s on the j o b , o c c u p a t i o n a l 
c o m p e t i t i v e n e s s , s e l f - d e v e l o p m e n t , o p p o r t u n i t y v s . s e c u r i t y , sense o f 
d u t y , among many o t h e r s . Respondents were a l s o asked two f r e e -
response q u e s t i o n s designed to e l i c i t d e s c r i p t i o n s o f a t t r i b u t e s o f 
an i d e a l o c c u p a t i o n and o f a l e a s t s a t i s f y i n g ( "worst") o c c u p a t i o n . 

The sample c o n s i s t e d o f 5,078 r e s p o n d e n t s : 1,502 f e d e r a l employees, 
a n a t i o n a l sample o f the g e n e r a l employed p u b l i c o f 1,142 r e s p o n d e n t s , 
a sample o f h i g h s c h o o l , c o l l e g e , and g r a d u a t e s t u d e n t s o f 1,146 
r e s p o n d e n t s , 283 h i g h s c h o o l t e a c h e r s and v o c a t i o n a l c o u n s e l o r s , 470 
c o l l e g e t e a c h e r s , and 503 respondents drawn from b u s i n e s s . Respon
dents f o r each sample were chosen by c a r e f u l p r o b a b i l i t y s a mpling 
p r o c e d u r e s . 

No q u a n t i t a t i v e data on t e s t - r e t e s t r e l i a b i l i t y o r i n t e r n a 1 homo
g e n e i t y were r e p o r t e d . However, comparisons o f r e s u l t s from t he 
f r e e - r e s p o n s e q u e s t i o n s and i t e m sea l i n g were q u i t e c o n s i s t e n t . 
(One e x c e p t i o n i s s t a t u s r a t i n g s s i n c e i n g e n e r a l people do not 
a d m i t r e a d i l y t o s t a t u s s t r i v i n g per se i n response t o open-ended 
q u e s t i o n s . ) 

V a l i d i t y 

L o c a t i o n 

A d m i n i s t r a t i o n 

No a t t e m p t s a t v a l i d a t i o n per se were pe r f o r m e d . Value d i f f e r e n c e s 
were i n l i n e w i t h p r e v i o u s r e s u l t s . 

K i l p a t r i c k , F r a n k l i n P., Cummings, M i l t o n C , J r . , J e n n i n g s , M. 
Kent, The Image o f the F e d e r a l S e r v i c e , Washington, D. C: The 
Br o o k i n g s I n s t i t u t i o n , 1964, pp. 58-85. 

, Source Book, Washington, D. C , The 
Br o o k i n g s I n s t i t u t i o n , 1964, pp. 133-174. 

The item s formed p a r t o f a long i n t e r v i e w schedule i n t h i s s t u d y . 
I f t h e s c a l e s a r e s e l f - a d m i n i s t e r e d , e s t i m a t e d time o f a d m i n i s t r a 
t i o n i s about 30 m i n u t e s ; a d m i n i s t r a t i o n by the c a r d - s o r t method i s 
much s h o r t e r . 

R e s u l t s and 
Comments 

I t was found t h a t the h i g h e r t he e d u c a t i o n , income and o c c u p a t i o n 
l e v e l s i n the employee samples, and the h i g h e r the academic grades 
among s t u d e n t s , the h i g h e r was the p e r s o n a l i n v o l v e m e n t w i t h w o r k , 
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R e s u l t s and Comments ( c o n t i n u e d ) 

the more complex was the v a l u e s t r u c t u r e , and the g r e a t e r was the 
emphasis on a b s t r a c t , l o n g - t e r m , e g o - r e w a r d i n g and i n t r i n s i c v a l u e s . 
C o n v e r s e l y , the l o w e r the a t t a i n m e n t l e v e l , the more s i m p l e was the 
s t r u c t u r e o f o c c u p a t i o n a l concerns and t h e g r e a t e r was the emphasis 
on the p h y s i c a l , m a t e r i a l , immediate and e x t r i n s i c v a l u e s . Women 
d i f f e r e d s i g n i f i c a n t l y from men over the d i f f e r e n t p o p u l a t i o n s 
by c o n s i s t e n t l y s t r e s s i n g s o c i a l l y r e l a t e d v a l u e s as opposed t o 
" b r e a d w i n n e r " and c a r e e r - r e l a t e d v a l u e s . F e d e r a l employees showed 
a marked co n c e r n w i t h s u p e r v i s i o n and w i t h p a s s i v e p e r s o n a l 
r e l a t i o n s h i p s . 

The au t h o r s remarked tha t the type o f sea l i n g p r o c e d u r e employed i s 
t o o rough t o p e r m i t f i n e comparisons between the average amount o f 
agreement o r d i s agreement w i t h one s t a t e m e n t and the average amount 
w i t h a n o t h e r . 
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Average * 
Scale R a t i n g 

1. A person has a r i g h t t o e x p e c t h i s work t o be f u n 6.2 
5. To be r e a l l y s u c c e s s f u l i n l i f e ' , you have t o c a r e about 

making money ' , , 5.8 
6. Work i s most s a t i s f y i n g when t h e r e are h a r d problems t o s o l v e 6.5 
7. A f t e r you are making enough money t o g e t a l o n g , t h e n making 

more money i n an o c c u p a t i o n i s n ' t v e r y i m p o r t a n t 4.9 
8. To me, i t ' s i m p o r t a n t i n an o c c u p a t i o n t o have the chance to 

g e t t o the top 7.8 
9. I t ' s i m p o r t a n t t o do a b e t t e r j o b t h a n the n e x t p e r s o n 6.9 

11. Success i n an o c c u p a t i o n i s m a i n l y a m a t t e r o f hard work 7-3 
12. Success i n an o c c u p a t i o n i s m a i n l y a m a t t e r o f l u c k 3.6 
16. Even i f you d i s l i k e your work, you s h o u l d do y o u r b e s t 8.3 
17. I f a person doesn't want t o work h a r d , i t ' s h i s own business 5.4 
18. Work i s a good b u i l d e r o f c h a r a c t e r 8.2 
19. I t i s s a t i s f y i n g t o d i r e c t the work o f o t h e r s 6.6 
20. Work i s a way o f b e i n g o f s e r v i c e t o God 7.7 
2 1 . To me, a v e r y i m p o r t a n t p a r t o f work i s the o p p o r t u n i t y t o 

make f r i e n d s 7.4 
22. The main s a t i s f a c t i o n a person can g e t o u t o f work i s h e l p i n g 

o t h e r people 6.9 
24. I would l i k e my f a m i l y t o be a b l e t o have most o f the t h i n g s 

my f r i e n d s and n e i g h b o r s have 7.4 
25. I t i s more i m p o r t a n t f o r a j o b t o o f f e r o p p o r t u n i t y than 

s e c u r i t y 5.9 
26. To me, work i s n o t h i n g more than a way o f making a l i v i n g 4.2 
29. To me, i t ' s i m p o r t a n t i n an o c c u p a t i o n f o r a person t o be 

a b l e t o c a r r y o u t h i s own ideas w i t h o u t i n t e r f e r e n c e 6.7 
30. I t would be h a r d t o l i v e w i t h the f e e l i n g t h a t o t h e r s are 

p a s s i n g you up i n y o u r o c c u p a t i o n 6-1 
3 1 . Work h e l p s you f o r g e t about y o u r p e r s o n a l problems 7.2 
32. To me, i t ' s i m p o r t a n t i n an o c c u p a t i o n t h a t a person be a b l e 

t o see the r e s u l t s o f h i s own work 8.4 
33. G e t t i n g r e c o g n i t i o n f o r my own work i s i m p o r t a n t t o me 7.6 
35. Success i n any o c c u p a t i o n i s m a i n l y a m a t t e r o f knowing the 

r i g h t people 5.0 
36. To me, i t ' s i m p o r t a n t t o have the k i n d o f work t h a t g i v e s 

me a chance t o de v e l o p my own s p e c i a l a b i l i t i e s 8.1 
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48. Sometimes i t may be r i g h t f o r a p e r s o n t o l o s e f r i e n d s i n 
o r d e r t o g e t ahead i n h i s work 4.1 

50. To me, a l m o s t the o n l y t h i n g t h a t m a t t e r s about a j o b i s 
t h e chance t o do work t h a t i s w o r t h w h i l e t o s o c i e t y 5.6 

52. A p e r s o n s h o u l d c o n s t a n t l y t r y t o succeed a t work, even 
i f i t i n t e r f e r e s w i t h o t h e r t h i n g s i n l i f e 6.0 

53. I l i k e t h e k i n d o f work you can f o r g e t about a f t e r the 
w o r k day i s over 6.7 

54. To me, g a i n i n g the i n c r e a s e d r e s p e c t o f f a m i l y and f r i e n d s 
i s one o f the most i m p o r t a n t rewards o f g e t t i n g ahead i n 
an o c c u p a t i o n 7.6 

Scores may v a r y between 1 ( s t r o n g l y d i s a g r e e ) to 10 ( s t r o n g l y a g r e e ) . 
Average scores are f o r a n a t i o n a l c r o s s - s e c t i o n sample. For a c l a s s i f i c a t i o n 
o f t h e s e s t a t e m e n t s and the r e l a t i o n o f scores t o r e s p o n d e n t s ' e d u c a t i o n a l 
l e v e l see Appendix D t o Robinson's c h a p t e r . 
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OCCUPATIONAL VALUES (Rosenberg 1957) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogenei t y 

T h i s i n s t r u m e n t a t t e m p t s t o c a t e g o r i z e people i n t o o c c u p a t i o n a l 
v a l u e complexes, d e s c r i b e d as " s e I f - e x p r e s s i o n - o r i e n t e d " , "people-
o r i e n t e d " , and " e x t r i n s i c - r e w a r d - o r i e n t e d " . 

The t o t a l i n s t r u m e n t c o n s i s t s of a l i s t o f t e n o c c u p a t i o n a l v a l u e s 
w i t h accompanying d i r e c t i o n s f o r a r e s p o n d e n t t o " c o n s i d e r t o what 
e x t e n t a j o b or c a r e e r would have t o s a t i s f y each o f these r e q u i r e 
ments b e f o r e ( h e ) c o u l d c o n s i d e r i t IDEAL". Values may be ranked 
h i g h , medium or low i n i m p o r t a n c e , w i t h t h e top two v a l u e s ranked 
as most i m p o r t a n t . I n t e r c o r r e l a t i o n o f the t e n responses showed 
the t h r e e c l u s t e r s o f o r i e n t a t i o n s n oted above. The s e l f - e x p r e s s i v e 
c l u s t e r c o n s i s t e d o f items 1 and 3, the p e o p l e - o r i e n t e d i t e m s 5 and 
10 and the e x t r i n s i c - r e w a r d i t e m s 2 and 4. Scores on each o r i e n t a 
t i o n thus ranged fro m 0 ( i f the p e r s o n r a t e d b o t h items "low") t o 
7 ( i f the person r a t e d b o t h items " h i g h " and then p i c k e d them as 
most i m p o r t a n t and n e x t most i m p o r t a n t ) . 

The sample used was a n a t i o n w i d e sample o f 4,585 c o l l e g e s t u d e n t s 
i n 1952. The i n s t r u m e n t was f i r s t a d m i n i s t e r e d t o a sample o f 2,758 
C o r n e l l s t u d e n t s i n 1950, and t o 1,571 C o r n e l l s t u d e n t s i n 1952. 

E s t i m a t e s o f t e s t - r e t e s t r e l i a b i l i t y a r e not r e p o r t e d . The c l u s t e r s 
were o b t a i n e d by n o t i n g the h i g h e s t i n t e r c o r r e l a t i o n s among the 
m a t r i x o f a l l t e n i t e m s . A c l e a r o r d e r i n g o f " s e l f - e x p r e s s i v e " , 
" p e o p l e - o r i e n t e d " and " e x t r i n s i c - r e w a r d " v a l u e s were f o u n d , w i t h 
those a t the e x p r e s s i v e and e x t r i n s i c extremes p l a c i n g the l e a s t 
v a l u e on each o t h e r ' s v a l u e s . 

V a l i d i t y No d i r e c t t e s t o f v a l i d i t y was p e r f o r m e d . However, the v a l u e 
c h o i c e s were i n l i n e w i t h o c c u p a t i o n a l c h o i c e s . Each respondent's 
o c c u p a t i o n a l c h o i c e was ranked by a w e i g h t e d average a c c o r d i n g to 
emphasis p l a c e d on the t h r e e v a l u e complexes. H i g h e s t scores i n the 
" s e l f - e x p r e s s i o n " complex were s t u d e n t s o p t i n g f o r a r c h i t e c t u r e , 
a r t , and j o u r n a l i s m , drama (average 5 . 6 ) . The p e o p l e - o r i e n t e d 
complex was s t r e s s e d by s t u d e n t s p l a n n i n g t o e n t e r s o c i a l work, 
m e d i c i n e , t e a c h i n g , s o c i a l s c i e n c e , and p e r s o n n e l work (average 
4 . 2 ) . Students p l a n n i n g t o e n t e r r e a l e s t a t e or f i n a n c e , s a l e s -
p r o m o t i o n , h o t e l management, law, a d v e r t i s i n g and b u s i n e s s , p l a c e d 
g r e a t e s t s t r e s s on the " e x t r i n s i c - r e w a r d " complex (average 3 . 4 ) . 

L o c a t i o n Rosenberg, M., Occupations and V a l u e s , Glencoe, I l l i n o i s : 
P r e s s , 1957, pp. 10-24. 

The Free 

Adminis t r a t i o n E s t i m a t e d a d m i n i s t r a t i o n time i s about ten m i n u t e s . S c o r i n g by the 
weigh ted averages r e q u i r e s summat i o n o f response weigh t s ; f i r s t 
c h o i c e = 4 , second=3, h i g h = 2 , medium=l, low=0. 
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R e s u l t s and I t was found t h a t s t u d e n t s ' o c c u p a t i o n a l c h o i c e s g e n e r a l l y 
Comments corresponded w i t h t h e i r o c c u p a t i o n a l v a l u e s . Among 944 C o r n e l l 

s t u d e n t s who answered q u e s t i o n n a i r e s b o t h i n 1950 and i n 1952, 
t h e r e was a g e n e r a l t r e n d toward i n c r e a s e d c o n s i s t e n c y between 
o c c u p a t i o n a l c h o i c e and v a l u e s , w i t h s l i g h t l y more respondents 
c h a n g i n g o c c u p a t i o n s t o f i t v a l u e s than the obver s e . 

I t would seem t h a t " s t a t u s and p r e s t i g e " c o u l d have been added 
t o the e x t r i n s i c c l u s t e r . 
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O c c u p a t i o n a l Values 

" C o n s i d e r t o what e x t e n t a j o b o r c a r e e r would have t o s a t i s f y each o f these 
r e q u i r e m e n t s b e f o r e you c o u l d cons i d e r i t IDEAL" 

( I n d i c a t e H=high, M=medium, L=low) 

The i d e a l j o b f o r me would have t o ... 

1. P r o v i d e an o p p o r t u n i t y t o use my s p e c i a l a b i l i t i e s or a p t i t u d e s 

2. P r o v i d e me w i t h a chance t o earn a good d e a l o f money 

3. P e r m i t me t o be c r e a t i v e and o r i g i n a l 

4. Give me s o c i a l s t a t u s and p r e s t i g e 

5. Give me an o p p o r t u n i t y t o work w i t h people r a t h e r t h a n t h i n g s 

6. Enable me t o l o o k f o r w a r d t o a s t a b l e , secure f u t u r e 

7. Leave me r e l a t i v e l y f r e e o f s u p e r v i s i o n by o t h e r s 

8. Give me a chance to e x e r c i s e l e a d e r s h i p 

9. P r o v i d e me w i t h a d v e n t u r e 

10. Give me an o p p o r t u n i t y t o be h e l p f u l to o t h e r s 

Now go back and l o o k a t the r e q u i r e m e n t s you r a t e d h i g h . Rank them i n t h e 
o r d e r o f import a n c e t o you by w r i t i n g n e x t t o each i t : 

1. f o r the most i m p o r t a n t 

2. f o r the n e x t i n importance 

and so on f o r a l l the H's on your l i s t . Do not r a n k the M's and L's. 
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FAITH-IN-PEOPLE SCALE (Rosenberg 1957) 

V a r i a b l e T h i s s c a l e a t t e m p t s to assess one's degree o f c o n f i d e n c e i n the 
t r u s t w o r t h y n e s s , h o n e s t y , goodness, g e n e r o s i t y , and b r o t h e r l i n e s s 
o f the mass o f men. 

D e s c r i p t i o n The i n s t r u m e n t c o n s i s t s o f a Guttman-type s c a l e o f two f o r c e d - c h o i c e 
and t h r e e a g r e e - d i s a g r e e - ? s t a t e m e n t s , w h i c h was formed from n i n e 
r e l a t e d i t e m s c u l l e d by judges from an o r i g i n a 1 group o f 36 i t e r n s . 
P o s i t i v e responses are those i n d i c a t i n g absence o f f a i t h i n p e o p l e . 
Range o f scores i s 1 t o 6. 

The a u t h o r i n t e n d e d the dimension covered by t h i s s c a l e t o be 
r e l e v a n t t o o c c u p a t i o n a l c h o i c e , under the assumption t h a t i n t e r 
p e r s o n a l a t t i t u d e s c o u l d i n f l u e n c e the i n d i v i d u a l ' s p e r c e p t i o n o f 
h i s c a r e e r . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

F i v e s o c i o l o g i s t s a t C o r n e l l s o r t e d o u t the f a i t h - i n - p e o p l e i t e m s . 

The sample used was a n a t i o n w i d e sample o f 4,585 c o l l e g e s t u d e n t s i n 
1952. The i n s t r u m e n t was f i r s t a d m i n i s t e r e d t o a sample o f 2,758 
C o r n e l l s t u d e n t s i n 1950, and t o 1,571 C o r n e l l s t u d e n t s i n 1952. 

The a u t h o r p r e s e n t s no t e s t - r e t e s t r e l i a b i l i t y d a t a . 

The c o e f f i c i e n t o f r e p r o d u c i b i l i t y f o r t h e f i v e - i t e m s c a l e was 
.92. The a u t h o r notes t h a t w h i l e the f i f t h i t e m d i d n o t meet the 
Guttman 80-20 p o s i t i v e - n e g a t i v e m a r g i n a l s t a n d a r d , i t was i n c l u d e d 
because the o t h e r f o u r items produced a Rep o f over .90. 

Evidence o f v a l i d i t y may be found i n the f a c t t h a t t h e group o f 
r e spondents whose o c c u p a t i o n a l c h o i c e s were s o c i a l work, p e r s o n n e l 
work, and t e a c h i n g had the l a r g e s t p r o p o r t i o n o f h i g h scores on the 
s c a l e , w h i l e the group c h o o s i n g s a l e s - p r o m o t i o n , b u s i n e s s - f i n a n c e , 
and a d v e r t i s i n g had the g r e a t e s t p r o p o r t i o n o f low s c o r e s . T h i s 
r e l a t i o n s h i p remained even when sex d i f f e r e n c e was c o n t r o l l e d . 
C o n s i s t e n t w i t h these f i n d i n g s , s t u d e n t s w i t h a h i g h f a i t h - i n - p e o p l e 
were more l i k e l y t o s e l e c t p e o p l e - o r i e n t e d o c c u p a t i o n a l v a l u e s w h i l e 
those w i t h low f a i t h - i n - p e o p l e were more l i k e l y t o choose e x t r i n s i c 
v a l u e s . (The v a l u e s t a t e m e n t s are p r e s e n t e d i n the p r e v i o u s s c a l e 
w r i t e - u p . ) 

L o c a t i o n Rosenberg, M. , Occupations and V a l u e s , Glencoe, I l l i n o i s : 
P ress, 1957, pp. 25-35. 

The Free 

A d m i n i s t r a t i o n E s t i m a t e d a d m i n i s t r a t i o n time i s about f i v e m i n u t e s . S c o r i n g 
r e q u i r e s s i m p l e summation o f i t e m codes. 

R e s u l t s and 
Comments 

I n c o r r e l a t i n g s c o res on the s c a l e w i t h s i n g l e - q u e s t i o n i n d i c e s , i t 
was found t h a t h i g h s c o r e r s were l e s s w i l l i n g t o use u n s c r u p u l o u s 
means to g e t ahead, l e s s l i k e l y t o b e l i e v e i n t h e s u p e r i o r e f f i c i e n c y 
o f " c o n t a c t s " o v e r a b i l i t y , and l e s s l i k e l y t o b e l i e v e i t v e r y 
i m p o r t a n t t o g e t ahead i n l i f e . 
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F a i t h i n PeopLe Scale 

1. Some people say t h a t most pe o p l e can be t r u s t e d . Others say you c a n ' t be 
too c a r e f u l i n your d e a l i n g s w i t h p e o p l e . How do you f e e l about i t ? 

Most people can be t r u s t e d . 

You c a n ' t be too c a r e f u l . 

2. Would you say t h a t most people a re more i n c l i n e d t o h e l p o t h e r s , or more 
i n c l i n e d t o l o o k o u t f o r themselves? 

To h e l p o t h e r s . 

To l o o k o u t f o r themselves. 

3. I f you do n ' t watch y o u r s e l f , people w i l l take advantage o f you. 

Agree Disagree ? 

4. No one i s g o i n g t o care much what happens t o you, when you g e t r i g h t down 
t o i t . 

Agree Disagree ? 

5- Human n a t u r e i s f u n d a m e n t a l l y c o o p e r a t i v e . 

Agree Disagree ? 
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SCALE OF INNER-AND OTHER-DIRECTEDNESS (Bowers 1966) 

V a r i a b l e 

D e s c r i p t i o n 

T h i s s c a l e a t t e m p t s t o measure i n n e r - a n d o t h e r - d i r e c t e d n e s s among 
m i d d l e management e x e c u t i v e s , f o l l o w i n g David Riesman's d e f i n i t i o n s 
o f i n n e r - a n d o t h e r - d i r e c t e d n e s s . 

The i n s t r u m e n t c o n s i s t s o f seventeen f o r c e d - c h o i c e i t e m p a i r s , o r 
t h i r t y - f o u r s t a t e m e n t s . Respondents were i n s t r u c t e d t o choose the 
s t a t e m e n t o f a p a i r w h i c h they p e r s o n a l l y agreed w i t h more, o r 
d i s l i k e d l e s s . 

Source o f items i s g i v e n as The Lon e i y Crowd by H. W. G r o s s ( s i c ) . 
Items were screened by two panels o f e x p e r t s ( o t h e r w i s e u n d e s c r i b e d ) 
as b e i n g r e p r e s e n t a t i v e o f the two o r i e n t a t i o n s . The i t e m p a i r s 
themselves were c o n s t r u c t e d on the b a s i s o f s o c i a l d e s i r a b i l i t y 
s c o r es and semantic r e l a t i o n s h i p s . I n p r e t e s t s , s u b j e c t s answered the 
items on the b a s i s o f s o c i a l d e s i r a b i l i t y ; and i t e m p a i r s were 
equated a g a i n as they were t e s t e d t o see i f t h a t f a c t o r had, i n f a c t , 
been c o n t r o l l e d . 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

The sample p o p u l a t i o n was a group o f 3,970 m i d d l e management personneL 
1,119 f r o m i n d u s t r y , 1,903 from the government, and 948 from the 
m i l i t a r y , a l t o g e t h e r r e p r e s e n t i n g t w e l v e o r g a n i z a t i o n s . The sample 
p o p u l a t i o n s were f u r t h e r d i v i d e d i n t o s u p e r v i s o r y and n o n - s u p e r v i s o r y 
samples. 

The s p l i t - h a l f r e l i a b i l i t y was r e p o r t e d t o be .72. The I n t e r n a l 
c o n s i s t e n c y o f i t e m p a i r i n g s was t e s t e d by Chi-s q u a r e t e s t s . 

Evidence f o r p r e d i c t i v e v a l i d a t i o n was adduced by s u c c e s s f u l t e s t s 
o f hypotheses r e g a r d i n g r e l a t i o n o f ID-OD scores t o s o c i a l i z a t i o n 
p r a c t i c e s i n c h i l d h o o d : t r a i n i n g i n s e l f - r e l i a n c e , work, t h o u g h t 
and a m b i t i o n , and degree o f p a r e n t a l s t r i c t n e s s . There were f u r t h e r 
s u c c e s s f u l t e s t s o f hypotheses r e g a r d i n g r e l a t i o n o f ID-OD scores t o 
such c a r e e r f a c t o r s as types o f work s a t i s f a c t i o n , types o f commitment 
to t h e o r g a n i z a t i o n , and ways o f c o p i n g w i t h change i n the work 
s i t u a t i o n . 

L o c a t i o n I n f o r m a t i o n on the use o f t h i s s c a l e may be o b t a i n e d from: Raymond 
V. Bowers, Department o f S o c i o l o g y , The U n i v e r s i t y o f A r i z o n a , 
Tuscon, A r i z o n a . 

A d m i n i s t r a t i o n 

R e s u l t s and 
Comments 

E s t i m a t e d a d m i n i s t r a t i o n time i s about 15 m i n u t e s . S c o r i n g r e q u i r e s 
s i m p l e summation o f i t e m s c o r e s . Thus, scores range from 0 
(co m p l e t e i n n e r - d i r e c t e d n e s s ) t o 17 ( c o m p l e t e o t h e r - d i r e c t e d n e s s ) . 

I t was found t h a t government e x e c u t i v e s , w i t h a mean sco r e o f 8.5, 
were more o t h e r - d i r e c t e d than m i l i t a r y e x e c u t i v e s ( 7 . 4 ) o r i n d u s t r y 
e x e c u t i v e s ( 6 . 8 ) . C o n t r a r y t o Riesman's t h e s i s , o l d e r employees were 
found t o be more o t h e r - d i r e c t e d ; t h i s was t h o u g h t t o be due t o t h e i r 
l o n g e r e x p e r i e n c e i n a b u r e a u c r a c y . T h i s i n s t r u m e n t seems t o be we 11 
v a l i d a t e d , and t o be e s p e c i a l l y u s e f u l because o f the opaqueness o f 
the i t e m s . 
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Which o f these s t a t e m e n t s do you agree w i t h more? C i r c L e i t s L e t t e r , e i t h e r 
A or B. I f you agree w i t h b o t h , choose the one you l i k e b e t t e r . I f you 
d i s a g r e e w i t h b o t h , choose the one you d i s l i k e l e s s ( t h e one you agree w i t h 
more) . Your c h o i c e s h o u l d be a d e s c r i p t i o n o f y o u r own p e r s o n a l l i k e s and 
f e e l i n g s . You cannot be g i v e n a score u n l e s s you make a c h o i c e f o r each p a i r 
so p l e a s e do n o t s k i p any. 

(Sample I t e m s ) 

4. A. Wasting time s h o u l d n ' t p a r t i c u l a r l y b o t h e r a person. 
B. Anyone who doesn't t a k e work s e r i o u s l y s h o u l d be d i s l i k e d . 

5. A. Being "people-minded" i s p r e f e r a b l e t o b e i n g "job-minded". 
B. A person should l i k e t o f i n d o u t what g r e a t men have t h o u g h t about 

v a r i o u s problems i n w h i c h he i s i n t e r e s t e d . 

14. A. What m a t t e r s i s what people can a c c o m p l i s h . 
B. I t s a l l r i g h t t o be an i n d i v i d u a l b u t a person s h o u l d n ' t want t o be 

v e r y d i f f e r e n t from those around him. 
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INNER-OTHER SOCIAL PREFERENCE SCALE ( K a s s a r j i a n 1962) 

V a r i a b l e T h i s i s a s c a l e t o measure Riesman's concepts o f the i n n e r - d i r e c t e d 
and o t h e r - d i r e c t e d s o c i a l c h a r a c t e r s t r u c t u r e . 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

The s c a l e c o n s i s t s o f 36 f o r c e d - c h o i c e i t e m s , each o f which has an 
i n n e r - d i r e c t e d and an o t h e r - d i r e c t e d a l t e r n a t i v e . The items cover a 
wide v a r i e t y o f h y p o t h e t i c a l a c t i v i t i e s and s o c i a l b e h a v i o r p r e f e r e n c e . 
I n a d d i t i o n t o the f o r c e d - c h o i c e , the resp o n d e n t i n d i c a t e s how s t r o n g l y 
he agrees w i t h each a l t e r n a t i v e . I f a person cannot make a c h o i c e , 
he i s g i v e n a score o f 2. I f he agrees w i t h the o t h e r - d i r e c t e d c h o i c e 
he g e t s a score o f 1, and 0 i f he agrees s t r o n g l y . S i m i l a r l y , 3 o r 4 
are awarded f o r i n n e r - d i r e c t e d c h o i c e s . The t o t a l l y o t h e r - d i r e c t e d 
p erson would s c o r e 0, the c o m p l e t e l y i n n e r - d i r e c t e d 144. 

K a s s a r j i a n ' s sample c o n s i s t e d o f 150 c o l l e g e s t u d e n t s i n an i n t r o d u c t o r y 
p s y c h o l o g y c o u r s e and 96 g r a d u a t e s t u d e n t s who f i l l e d o u t m a i l 
q u e s t i o n n a i r e s (response r a t e was 50 p e r c e n t ) . I n a subsequent a r t i c l e , 
Centers (1962) used a subset o f 25 items on a p r o b a b i l i t y sample o f 
1,077 a d u l t s i n Los Angeles. 

A t e s t - r e t e s t r e l i a b i l i t y o f .85 was o b t a i n e d from 52 o f the under
g r a d u a t e sample. I t e m t e s t - r e t e s t v a l u e s v a r i e d from .32 t o .94 
and 24 o f t h e 36 c o e f f i c i e n t s were over .70 ( t h i s may r e f e r t o i t e m -
t e s t c o r r e l a t i o n s ) . A l l i t e m s , except two, were found t o be i n t e r n a l l y 
c o n s i s t e n t a t the .05 l e v e l . 

V a l i d i t y A c o r r e l a t i o n o f .69 was o b t a i n e d between s c a l e scores and a s c a l e o f 
a c t u a l p a r t i c i p a t i o n i n v a r i o u s types o f b e h a v i o r i n d i c a t i n g i n n e r - o r 
o t h e r - d i r e c t e d v a l u e s . I n the g r a d u a t e s t u d e n t sample t h e r e was a 
s i g n i f l e a n t d i f f e r e n c e between scores o f those s t u d e n t s i n t h e s o c i a l 
s eiences and e d u c a t i o n (mean=79) and those i n n a t u r a 1 s c i e n c e and 
p h i l o s o p h y (mean=94). K a s s a r j i a n found no d i f f e r e n c e between i n n e r -
and o t h e r - d i r e c t e d people on c o n f o r m i t y i n an Asch e x p e r i m e n t ; 
however, he notes t h a t a n o t h e r s u r v e y showed t h a t o t h e r - d i r e c t e d 
people were more i n f l u e n c e d by t h e o p i n i o n s o f i m p o r t a n t f i g u r e s . 
No r e l a t i o n was found between s c a l e scores and o t h e r p e r s o n a l i t y 
v a r i a b l e s w hich c o u l d r e f l e c t t he same t r a i t , v i z . , the F-scale 
and S I s c a l e o f the MMPI. 

Loca t i o n 

Adminis t r a t i o n 

K a s s a r j i a n , W. "A s t u d y o f Riesman's t h e o r y o f s o c i a l c h a r a c t e r " , 
S o c i o m e t r y 1962, 25, 213-230. 

S e l f - a d m i n i s t e r e d o r as p a r t o f an i n t e r v i e w . Should take about h a l f 
an h o ur. 

R e s u l t s and 
Comments 

Graduate s t u d e n t s were more i n n e r - d i r e c t e d t h a n those i n the under
g r a d u a t e sample (mean score 87 v s . 7 2 ) . Those from s m a l l towns were 
s l i g h t l y more i n n e r - d i r e c t e d . 
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R e s u l t s and Comments ( c o n t i n u e d ) 

Small-town background, f o r e i g n b i r t h , more e d u c a t i o n , h i g h e r - s t a t u s 
o c c u p a t i o n and advancing age were a l l found to r e l a t e s i g n i f i c a n t l y 
t o i n n e r - d i r e c t e d n e s s when Centers (1962) a p p l i e d 25 items i n the 
s c a l e t o h i s c r o s s - s e c t i o n sample. Men and Republicans were a l s o more 
i n n e r - d i r e c t e d . However, those i n o c c u p a t i o n s r e q u i r i n g more s e l f -
r e l i a n c e and those f e e l i n g more s e l f - c o m p e t e n t were no more i n n e r -
d i r e c t e d than the u n d e r g r a d u a t e sample; t h i s c o u l d be due t o age 
d i f f e r e n c e s a l t h o u g h i t would be i n l i n e w i t h Riesman's p r e d i c t i o n s . 

K a s s a r j i a n i n t e r p r e t s h i s data as s u p p o r t i n g Riesman's c o n t e n t i o n s b u t 
Centers i n t e r p r e t s h i s d a t a as n o t s u p p o r t i n g them. 

Reference C e n t e r s , R. , "An e x a m i n a t i o n o f the Riesman s o c i a l c h a r a c t e r 
t y p o l o g y : a m e t r o p o l i t a n s u r v e y " , Sociometry 1962, 25_, pp. 231-240 
T h i s a r t i c l e g i v e s r e f e r e n c e s t o a number o f e a r l i e r measures o f 
i n n e r - a n d o t h e r - d i r e c t e d n e s s . 



1-0 SOCIAL 

* First and fourth columns are scored as inner-directed; second and third columns are 
scored as other-directed. 

Direction: A number of controversial statements or questions with two alternative 
answers are given below. Answer every item as it applies to you Indicate your preference 
by writing appropriate figures in the boxes to the right oi each question. Some of the 
alternatives may appear equally attractive or unattractive to you. Nevertheless, please 
make a real attempt to choose the alternative that is relatively more acceptable to you. 

If you definitely agree with alternative (a) and disagree with a b 
(b), write 2 in the first box and leave the second blank: (2) ( ) 

If you definitely agree with (b>- and disagree with (a), write a b 
2 in the second box leaving the first blink: ( ) (2) 

a b 
If you have a slight preference for (a) over (b), write: (1) ( ) 

a b 
If you have a slight preference for (b) over (a) , write: ( ) (1) 
Do not write any combination of numbers except one of the four given. Never write 

more than one figure in for any one question. There are no right or wrong answers to 
this questionnaire. Do not spend too much time on any one item. And please do not 
leave out any of the questions unless you find it really impossible to make a decision. 

1. With regard to partying, I feel 
a. the more the merrier (25 or more people present); a b 

b. it is nicest to be in a small group of intimate friends (6 or ( ) ( ) 
8 people at most). 

2. If I had more time 
a. I would spend more evenings at home doing the things a b 

I'd like to do; ( ) ( ) 
b. I would more often go out with my friends. 

3. If I were trained as an electrical engineer and liked my work 
very much and would be offered a promotion into an adminis
trative position, I would 
a. accept it because it means an advancement in pay which a b 

I need quite, badly; ( ) ( ) 
b. turn it down because it would no longer give me an op

portunity to do the work I like and am trained for even 
though I desperately need more money. 

4.1 believe that 
a. it is difficult to draw a line between work and play and there- a b 

fore one should not even try it; ( ) ( ) 
b. one is better1 off keeping work and social activities separated. 

5.1 would rather join 
a. a political or social club or organization; a b 
b. an organization dedicated to literary, scientific or other aca- ( ) ( ) 

demic subject matter. 

SCALE * ro 

6. I would be more eager to accept a person as a group leader who 
a. is outstanding in those activities which are important to the a b 

group! ( ) ( ) 
' b. is about average in the performance of the group activities 

but has an especially pleasing personality. 

7.1 like to read books about 
a. people like you and me; a b 
b. great people or adventurers. { ) ( ) 

8. For physical exercise or as a sport I would prefer 
a. softball, basketball, volleyball, or similar team sport: a b 
b. skiing, hiking, horse backriding, bicycling, or iimil»r individuaJ ( ) ( ) 

sport. 

9. With regard to a job, I would enjoy more 
a. one in which'one can show his <kill or knowledge; a b 
b. one in which one gets. in. contact with many different people. ( ) ( ) 

10.1 believe 
a. being able to make friends is a great accomplishment in and a b 

of itself; ( j ( j 
b. one should be concerned .more about one's achievements 

rather than with making friends. 

11. It is more desirable 
a. to be popular and well-liked by everybody; a b 
b. to become famous in the field of one's choice or for a ( ) ( ) 

particular deed. 

12. With regard to clothing 
a. I would feel conspicuous if I were not dressed the way most a b 

of my friends are dressed; ( ) ( ) 
b. I like to wear clothes which stress my individuality and 

which not everybody else is wearing. 

13. On the subject of social living 
a. a person should set up his own standards and then live a b 

up to them; ( ) ( ) 
b. one should be careful to live up to the prevailing standards 

of the culture. 

14.1 would consider it more embarrassing 
a. to be caught loafing on a job for which I get paid; a b 
b. losing my temper when a number of people are around of ( ) ( ) 

whom I think a lot. 

IS. I respect the person most who 
a. is considerate of others and concerned that they think well of a b 

bim; ( ) ( ) 
b. lives up to his ideals and principles. 



a 
( ) 

b 
( ) 

16. A child who has had intellectual difficulties in some grade 
in school 
a. should repeat the grade to be able to get more out of the a b 

next higher grade; ( ) ( ) 
b. should be kept with his age group though he has some 

intellectual difficulties. 

17. In my free time 
a. I'd like to read an interesting book at home; a b 
b. I'd rather be with a group of my friends. ( ) ( ) 

13.1 have 
a. a great many friends who are, however, not very intimate 

friends; 
b. few but rather intimate friends. 

19. When doing something, I am most concerned with 
a. "what's in it for me" and how long it will last; a 
b. what impression others get of me for doing it. ( ) 

20. As leisure-time activity I would rather choose 
a. woodcarving, painting, stamp collecting, photography, or a 

similar activity; ( ) 
b. bridge or other card game, or discussion groups. 

21.1 consider a person most successful when 
a. be can live up to his own standards and ideals; a 
b. he can get along with even the most difficult people. ( ) 

22. One of the main things a child should be taught is 
a. cooperation; 
b. self-discipline. 

23. As far as I am concerned 
a. I am only happy when I have people around me; a 
b. I am perfectly happy when I am left alone. ( ' ) 

24. On a free evening 
a. I like to go and see a nice movie; a b 
b. I would try to have a television party at my (or a friend's) ( ) ( ) 

bouse. 

b 
( ) 

b 
( ) 

b 

C ) 

a b 
( ) ( ) 

b 

( ) 

25. The persons whom I admire most'are those who 
a. are very outstanding in their achievements; 
b. have a very pleasant personality. 

26.1 consider myself to be 
a. quite idealistic and to some extent a "dreamer"; 
b. quite realistic and living for the present only. 

27. I a bringing up children, the parents should 
a. look more at what is done by other families with children; 
b. stick to their own ideas on how they want their children 

brought up regardless of what others do. 

a 
C ) 

a 
( ) 

b 
C ) 

b 
( ) 

a 
( ) 

b 
( ) 

26. To me it is very important " 
•a. what one is and does regardless of what others think; a b 
b. what my friends think ot me. ( ) { ) 

29.1 prefer listening to a person who 
a. knows his subject matter real well but is not very skilled a b 

in presenting it interestingly; ( ) ( ) 
b. knows his subject matter not as well but bis an interesting 

way of discussing it. 

30. As far as I am concerned 
a. I see real advantages to keeping a diary and would like to a b 

keep one myself; < ) ( ) 
b. I'd rather discuss my experiences with friends than keep a 

diary. 

31. Schools should 
a. teach children to take their place in society; a b 
b. be concerned more with teaching subject matter. ( ) ( ) 

32. It is desirable 
a. that one shares the opinions others bald on a particular a b 

matter; ( ) ( j 
b. that one strongly holds onto his opinions even though they 

may be radically different from those of others. 

33. For me it is more important to 
a. keep my dignity (not make a fool of myself) even though I a b 

may not always be considered a good sport; ( ) ( ) 
b. be a good sport even though I would lose my dignity (make 

a fool of myself) by doing it. 

34. When in a strange city or foreign country I should have no 
great difficulty because 
a. I am interested in new things and can live under almost any a b 

conditions; ( ) ( ) 
b. people are the same everywhere and I can get along with 

them. 

35. 1 believe in coffee breaks and social activities for employees 
because 
a. it gives people a chance to get to know each other and a b 

enjoy work more; ( ) ( ) 
b. people work more efficiently when they do not work for 

too long a stretch at a time and can look forward to 
special events. 

3tV The greatest influence upon children should be 
a. from their own age group and from educational sources a b 

out-side the dmity since they can be more objective in ( ) ( ) 
evaluating the child's needs; 

b. itorn the immediate family who should know the child best. i> 
to 
ro 
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CAREER-ORIENTED OCCUPATIONAL VALUES ( M a r v i c k 1954) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

T h i s i n s t r u m e n t a t t e m p t s t o d i s t i n g u i s h c a r e e r types among h i g h e r -
l e v e l b u r e a u c r a t s i n a f e d e r a l agency by a n a l y s i s o f d i f f e r i n g group 
a t t i t u d e s toward s p e c i f i c j o b c o n d i t i o n s . 

The i n s t r u m e n t c o n s i s t s o f a l i s t o f 16 " F a c t o r s i m p o r t a n t i n a Job", 
h a l f o f w h i c h i n v o l v e a t a s k o r i e n t a t i o n , and h a l f a p e r s o n a l b e n e f i t 
o r i e n t a t i o n . A respondent was asked two t h r e e - p o i n t L i k e r t t y p e 
q u e s t i o n s on each i t e m : how i m p o r t a n t was the f a c t o r t o him, and 
whether h i s p r e s e n t j o b p r o v i d e d t h i s f a c t o r . 

I n t h i s s t u d y , t he a u t h o r a t t e m p t e d t o e s t a b l i s h whether c a r e e r p e r 
s p e c t i v e s were h a v i n g d i f f e r e n t i a l e f f e c t s on the i n t e r e s t s o f 
agency p e r s o n n e l , and f u r t h e r t o e s t a b l i s h what the s t a b l e c o n t e n t o f 
these i n t e r e s t s was. P a i r e d responses t o the two q u e s t i o n s on each 
f a c t o r were coded i n r a t i o f o r m , and p l a c e d i n t h r e e r a t i n g c a t e g o r i e s 
d e p r i v a t i o n ( 2 : 3 , 1:2, o r 1: 3 ) , detachment ( 2 : 2 , 3:3, 3:1, 2:1, 3 : 2 ) , 
and g r a t i f i c a t i o n ( 1 : 1 ) . 

The p o p u l a t i o n sample was a group o f 204 t o p - l e v e 1 p r o f e s s i o n a 1 and 
a d m i n i s t r a t i v e p e r s o n n e l o f a f e d e r a l agency c a r r y i n g on a r e s e a r c h -
c o - o r d i n a t i n g and r e s e a r c h - s u b s i d i z i n g program f o r the n a t i o n a l 
defense e s t a b l i s h m e n t . Respondents were d i v i d e d i n t o t h r e e c a t e g o r i e s 
by s e l f - r a t i n g : " i n s t i t u t i o n a l i s t s " - - c i v i l o r m i l i t a r y s e r v i c e 
c a r e e r p e r s o n s ; " s p e c i a l i s t s " - - s c i e n t i s t s , l a w y e r s , e n g i n e e r s , 
a c c o u n t a n t s ; o r " h y b r i d s " - - b o t h government s c i e n c e and s p e c i a l t y -
group pers o n s . 

No e s t i m a t e s o f r e l i a b i l i t y were r e p o r t e d . 

Magnitudes o f d i f f e r e n c e s i n emphasis were n o t o f t e n v e r y s i g n i f i c a n t 
s t a t i s t i c a l l y , b u t , as the a u t h o r remarks, a marked p o l a r i z a t i o n 
cannot be expected i n the presence o f agency p r e s s u r e s c r e a t i n g a 
common v a l u e h i e r a r c h y . He r e l i e s on the d i r e c t i o n o f f r e q u e n c y t o 
c o n f i r m h i s h y p o t h e s e s . The a u t h o r p r e d i c t e d one o f a p a i r o f r a n k 
o r d e r s o f c a r e e r groups i n each o f the t h r e e c a t e g o r i e s o f demand-
e x p e c t a t i o n r a t i o s w i t h r e s p e c t t o each o f 16 j o b c o n s i d e r a t i o n s . 
Of these 48 r a n k o r d e r p r e d i c t i o n p a i r s , 4 1 proved c o r r e c t . 

M a r v i c k , D., "Career p e r s p e c t i v e s i n a b u r e a u c r a t i c s e t t i n g " , 
Ann A r b o r , M i c h i g a n : U n i v e r s i t y o f M i c h i g a n P r e s s , 1954 ( M i c h i g a n 
Governmental S t u d i e s , No. 2 7 ) . 

Adminis t r a t i o n Es t i m a t e d a d m i n i s t r a t i o n time i s about 16 m i n u t e s . 

R e s u l t s and I t was found t h a t t h e r e were d i s t i n c t i v e p a t t e r n s o f demands and 
Comments e x p e c t a t i o n s f o r each c a r e e r group, p a t t e r n s w h i c h showed g r e a t 

s t a b i l i t y o v e r a range o f e i g h t s k i l l c o n s i d e r a t i o n s and two s e t s o f 
f o u r p l a c e c o n s i d e r a t i o n s . S p e c i a l i s t s were found t o be p r e o c c u p i e d 
w i t h p l a c e c o n s i d e r a t i o n s (and tended t o see themselves a r e r e l a t i v e l y 
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ResulCs and Comments ( c o n t i n u e d ) 

g r a t i f i e d or d e p r i v e d by comparison w i t h t h e i r c o - w o r k e r s ) . H y b r i d s 
were n o t p r e o c c u p i e d w i t h e i t h e r s e t o f c o n s i d e r a t i o n s , b u t r a t h e r 
w i t h the p e r s o n a l development o f t h e i r c a r e e r s : they were concerned 
c r i t i c a l l y o n l y w i t h m a t t e r s o f s a l a r y , i n f l u e n c e , and advancement. 

These items were n o t p u r p o s e l y c o n s t r u c t e d t o measure the v a r i a b l e s 
i n q u e s t i o n . Rather they r e p r e s e n t r e s u l t s o b t a i n e d f r o m a secondary 
a n a l y s i s o f d a t a a v a i l a b l e f r o m a p r e v i o u s s t u d y . These items t h e r e 
f o r e s h o u l d be c o n s i d e r e d as s u g g e s t i v e o f a s c a l e area t h a t needs 
f u r t h e r r e f i n e m e n t and e l a b o r a t i o n . 
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F A C T O R S I M P O R T A N T I N A J O D 

How important is this Docs your job in O N R 
to you in most jobs? actually provide this? 

Very Fair ly Not 
Quite 

I n 
Not 

impor impor impor a bit some at all 
tant tant tant 

a bit 
ways 

at all 

• • • • • D 
2. Influence (Being able to make important decisions—exercising authority 

3. Getting ahead in the organization (Having a chance to get a better job in 
Q • ' • • • • 

3. Getting ahead in the organization (Having a chance to get a better job in 

• • • • • • 
4. Getting ahead professionally (Furthering professional career—being with 

people who can help one get ahead) • O • n • • 
5. F u l l ure of abilities (Having enough freedom, responsibility, and authority 

to do a job the way it should be done) • • • • • • 
6. Salary (Earning enough money for a good living) a • • • • • 
7. Prestige in organization (Having an important job in the organization— 

one with status and prestige) • • • • • • 
8. Originality (Working with new ideas—being original—using initiative). . • • • • • • 
9. Availability of support (Working with people who will stand behind a man 

—who can help out in a tough spot when needed) • • D • a • 
10. Importance of task (Having a job that means something—that is neces-

a • • • • • 
11. Competence (Knowing the job—being fully competent to do the work). • • • • • • 
12. Prestige in community ( H a v i n g a job seen by people outside the organiza

tion as being an important and meaningful job) • • • • • • 
13. Respect for co-workers (Working with people who arc competent and re

spected by others for their abilities) • • D • • • 
14. Work enjoyment (Enjoying the work itself) • • • • • 
15, Security (Being reasonably sure that the job is fairly permanent) • • • • • • 
16. Good personal relations (Being with people who arc congenial—easy to 

• • • • • • 
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CAREER ORIENTATION IN THE FEDERAL SERVICE ( S l e s i n g e r 1961) 

V a r i a b l e T h i s i n s t r u m e n t a t t e m p t s t o c l a s s i f y j u n i o r f e d e r a l b u r e a c r a t s a l o n g 
two dimensions d e f i n i n g p e r s o n n e l a d a p t a t i o n s i n f e d e r a l b u reaucracy. 
The f i r s t d i m ension i s " c a r e e r p e r s p e c t i v e " , o r c a r e e r - o r i e n t e d v s . 
p r o f e s s i o n - o r i e n t e d , and the second i s " o r i e n t a t i o n t o b u r e a u c r a t i c 
s t r u c t u r e s " , o r r u l e - o r i e n t e d v s . p r o g r a m - o r i e n t e d . The f o u r 
" a d a p t a t i o n s " l o c a t e d a l o n g the two dimensions are a d m i n i s t r a t o r s 
( c a r e e r - and p r o g r a m - o r i e n t e d ) , managers ( c a r e e r - a n d r u l e - o r i e n t e d ) , 
e x p e r t s ( p r o f e s s i o n - and p r o g r a m - o r i e n t e d ) , and t e c h n i c i a n s 
( p r o f e s s i o n - and r u l e - o r i e n t e d ) . 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

F o l l o w i n g M a r v i c k ( i m m e d i a t e l y p r e c e e d i n g ) , c a r e e r p e r s p e c t i v e was 
determined by a s e l f - a s s i g n m e n t q u e s t i o n ; b u r e a u c r a t i c s t r u e t u r e 
o r i e n t a t i o n was a s c e r t a i n e d from responses t o a q u e s t i o n on w h e t h e r , 
or t o what degree, the respondent found i t more c o n v e n i e n t sometimes 
to o v e r l o o k or break r u l e s . Respondents were a l s o g i v e n a l i s t o f 
17 j o b v a l u e s , 16 o f which were the same as those used i n the M a r v i c k 
s t u d y , and asked t o i n d i c a t e the import a n c e t o them o f each i t e m . 
Item scores were based i n the p r o p o r t i o n c h e c k i n g t h e "ve r y i m p o r t a n t " 
c a t e g o r y f o r each j o b v a l u e . Each " a d a p t a t i o n " type was then 
c h a r a c t e r i z e d a c c o r d i n g t o the degree and d i r e c t i o n t h a t i t s scores 
d i f f e r e d from the mean score f o r the remainder o f the sample. 

The sample p o p u l a t i o n c o n s i s t e d o f 368 p r e s e n t and former j u n i o r 
management a s s i s t a n t s , the m a j o r i t y o f whom were drawn from 12 
p a r t i c i p a n t i n g f e d e r a l a g e n c i e s , and the r e s t o f whom were drawn from 
12 n o n - p a r t i c i p a t i n g a g e n c i e s , s t a t e and l o c a l government, and 
non-government o c c u p a t i o n s . Two t h i r d s o f the sample were from middle-
c l a s s background. 

No t e s t - r e t e s t r e l i a b i l i t y i s r e p o r t e d . 

V a l i d i t y An i n t e r n a l v a l i d i t y check on the assignments i n the b u r e a u c r a t i c 
s t r u c t u r e o r i e n t a t i o n dimension was p r o v i d e d by a t h r e e - p o i n t 
" i n i t a t i v e " s c a l e scored by coders o f q u e s t i o n s c o n c e r n i n g the i n t r a -
agency f u n c t i o n o f the j o b . Those c l a s s i f i e d as p r o g r a m - o r i e n t e d 
by the p r i o r q u e s t i o n s c o n s i s t e n t l y scored h i g h e r on the i n i t i a l 
s c a l e than d i d the " r u l e - o r i e n t e d " . C o r r e l a t i o n o f " a d a p t a t i o n " 
types w i t h c h o i c e s o f j o b v a l u e s was a n o t h e r form o f i n t e r n a l v a l i d i t y 
check. I t was found t h a t the p a t t e r n o f emphasis on j o b v a l u e s 
s u p p o r t e d the c h a r a c t e r i z a t i o n o f each t y p e . The a u t h o r f e l t t h a t 
t h e r e were s u f f i c i e n t d i f f e r e n c e s t o j u s t i f y the c o n c l u s i o n t h a t 
v a l i d types had been i d e n t i f i e d , though d i f f e r e n c e s were o n l y 
o c c a s i o n a l l y s t r o n g l y s i g n i f i c a n t . A b e h a v i o r a l v a l i d i t y check was 
p r o v i d e d by an i t e m on j o b m o b i l i t y : i t was found t h a t a d m i n i s t r a t o r s 
and managers ( b o t h c a r e e r - o r i e n t e d by d e f i n i t i o n ) were l e s s l i k e l y 
t o l e a v e government s e r v i c e . 

L o c a t i o n S l e s i n g e r , Jonathan A., "Personnel a d a p t a t i o n s i n the f e d e r a l 
j u n i o r management a s s i s t a n t program", Ann A r b o r , M i c h i g a n : U n i v e r s i t y 
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L o c a t i o n ( c o n t i n u e d ) 

of M i c h i g a n , I n s t i t u t e o f P u b l i c Adminis t r a t i o n , 1961 
( M i c h i g a n Governmental S t u d i e s , No. 41) 

A d m i n i s t r a t i o n E s t i m a t e d a d m i n i s t r a t i o n time f o r the L7-item j o b v a l u e l i s t i s 
about 17 m i n u t e s . S c o r i n g r e q u i r e s s i m p l e summation o f response 
codes . 

R e s u l t s and The modal " a d a p t a t i o n " t y p e , as p r e d i c t e d , was found t o be t h a t o f 
Comments manager, w i t h 141 r e s p o n d e n t s . The o t h e r " a d a p t a t i o n " types were 

d i s t r i b u t e d as f o l l o w s : t h e r e were 91 t o 94 a d m i n i s t r a t o r s , 43 
t e c h n i c i a n s , and 32 e x p e r t s i n the sample. 

I n g e n e r a l , a d m i n i s t r a t o r s and managers b o t h d i s p l a y e d t h e i r p r e d i c t e d 
o r g a n i z a t i o n a l form o f r e f e r e n c e i n c h o i c e o f i m p o r t a n t j o b v a l u e s , 
b u t d i f f e r e d i n g r e a t e r emphasis on the import a n c e o f i n f l u e n c e and 
use o f a b i l i t i e s f o r a d m i n i s t r a t o r s , and the importance o f s e c u r i t y 
managers. E x p e r t s and managers were b o t h concerned w i t h the s k i l l -
bound v a l u e s , b u t r e v e a l e d t h e i r r e s p e c t i v e program-and r u l e - o r i e n t a 
t i o n by the e x p e r t s 1 grea t e r emphas i s on the impor tance o f a m e a n i n g f u l 
t a s k , and on the t e c h n i c i a n s ' i n t e r e s t i n upward m o b i l i t y and 
competence. 

I n s t r u m e n t I t e m added t o M a r v i c k ' s l i s t o f 16 F a c t o r s I m p o r t a n t i n a Job (above) 
N a t u r e o f O r g a n i z a t i o n ( w o r k i n g i n an agency w i t h p a r t i c u l a r g o a l s --
a s p e c i a l k i n d o f m i s s i o n o r p u r p o s e ) . 
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11. LEADERSHIP STYLES 

We have a l r e a d y examined measures w h i c h Cap employees' p e r c e p t i o n s o f 
s u p e r v i s o r s i n Chapter 7, and now we l o o k a t the o t h e r s i d e o f the c o i n - - t h e 
r e a c t i o n s o f s u p e r v i s o r y p e r s o n n e l t o those under Cheir charge as w e l l as to che 
v a r i o u s o t h e r r o l e r e q u i r e m e n t s o f t h e i r p o s i t i o n . The f i r s t seven i n s t r u m e n t s 
i n t h i s s e c t i o n may be used as measures o f the adequacy o f p r e s e n t s u p e r v i s o r s 
o r p e r h a p s f o r s e l e c t i n g s u p e r v i s o r y p e r s o n n e l . The f i r s t f o u r i n s t r u m e n t s i n 
v a r i o u s ways p l a c e heavy emphasis on the human r e l a t i o n s a s p e c t o f s u p e r v i s i n g ; 
the measures are l i s t e d i n judged o r d e r o f m e r i t . The f u l l l i s t o f n i n e scales 
d e s c r i b e d i n t h i s c h a p t e r i s as f o l l o w s : 

1. L e a d e r s h i p O p i n i o n Q u e s t i o n n a i r e ( S t o g d i l l and Coons 1957) 
2. The SRA S u p e r v i s o r y T n d p v ( f i r h r a i r r * 1956) 
3. L e a d e r s h i p P r a c t i c e s I n v e n t o r y ( N e l s o n 1955) 
4. How Supervise? ( F i l e and Remmers 1948) 
5. A Proverbs T e s t f o r S u p e r v i s o r S e l e c t i o n (Reveal I 9 6 0 ) 
6. A M a n a g e r i a l Key f o r the CPI ( G o o d s t e i n and Schrader 1963) 
7. M a n a g e r i a l Scale f o r E n t e r p r i s e Improvement. 

A l s o 
8. O r g a n i z a t i o n a l C o n t r o l Graph (Tannenbaum 1966) 
9. P r o f i l e o f O r g a n i z a t i o n a l C h a r a c t e r i s t i c s ( L i k e r t 1967) 
The L e a d e r s h i p O p i n i o n Q u e s t i o n n a i r e has perhaps the most to recommend i t , 

a l t h o u g h i t i s not s p e c i f i c a l l y designed as a s e l e c t i o n d e v i c e . The s c a l e seems 
t o meet most o f our e v a l u a t i v e c r i t e r i a , a l t h o u g h as noted i n our s c a l e w r i t e - u p , 
i t w o u l d b e n e f i t from more complete v a l i d a t i o n a l d a t a . The s c a l e does appear t o 
be f r e e o f an i n t e l l i g e n c e b i a s which ofCen plagues l e a d e r s h i p s c a l e s . O v e r a l l , 
the v a l i d a t i o n a l and n o r m a t i v e data a r e s u p e r i o r to those found on o t h e r 
i n s t r u m e n t s i n t h i s s e c t i o n . 

Readers p r e f e r r i n g a s c a l e f r e e o f b i a s f r o m response seC may be more 
i n t e r e s t e d i n the SRA S u p e r v i s o r y Index. T h i s i s a s h o r t 24 i t e m f o r c e d - c h o i c e 
s c a l e , f o r w h i c h the r e l i a b i l i t y and v a l i d i t y d ata seem adequate a l t h o u g h n o t 
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u n u s u a l l y good. Human r e l a t i o n s c o n t e n t c o n s t i t u t e s o n l y a q u a r t e r o f the t o t a l 
s c o r e , w i t h a t t i t u d e s towards top management, s u p e r v i s o r y r e s p o n s i b i l i t i e s and 
s u b o r d i n a t e s b e i n g t h e o t h e r ' aspects tapped. 

The L e a d e r s h i p P r a c t i c e s I n v e n t o r y a l s o i s p u r p o r t e d l y f r e e o f i n t e l l i g e n c e 
and e d u c a t i o n a l b i a s e s . The items seem w e l l w r i t t e n and a r e p r e s e n t e d i n a 
f o r c e d - c h o i c e f o r m a t w h i c h , a l t h o u g h somewhat t r a n s p a r e n t , s h o u l d overcome major 
response s e t problems. However, r e l i a b i l i t y and v a l i d i t y i n f o r m a t i o n from the 
m a t e r i a l we have i s s k e t c h y , a l t h o u g h t h a t w h i c h i s g i v e n i s i m p r e s s i v e . L i t t l e 
n o r m a t i v e data are r e p o r t e d s i n c e the m a j or f u n c t i o n o f the I n v e n t o r y thus f a r 
has been i t s use i n c o n j u n c t i o n w i t h a management development program. The 
I n v e n t o r y i s p r o b a b l y w e l l w o r t h e x a m i n a t i o n f o r n o t o n l y i s the t h e o r y o f f o u r 
s t a g e s o f l e a d e r s h i p b e h i n d the measure c o n s i s t e n t w i t h most o t h e r competent 
r e s e a r c h i n t h i s f i e l d , b u t a l s o r e s e a r c h w i t h the I n v e n t o r y has uncovered some 
i n t e r e s t i n g e m p i r i c a 1 r e l a t i o n s between the f o u r s t a g e s . 

The items i n How Supervise? are s i m i l a r i l y plagued by i t e m t r a n s p a r e n c y ; 
t h e r e i s a l s o s u b s t a n t i a l r e s e a r c h evidence t h a t the i n s t r u m e n t may be c o n t a m i n a t e d 
w i t h an i n t e l l i g e n c e o r e d u c a t i o n a l b i a s . R e l i a b i l i t y , v a l i d i t y and n o r m a t i v e 
i n f o r m a t i o n tend to be somewhat vague, a l t h o u g h i t e m c o n t e n t and r e s p o n d e n t 
sample seem a d e q u a t e l y c o v e r e d . How Supervise? does deserve c o n s i d e r a t i o n from 
t h o s e r e a d e r s i n t e r e s t e d i n t h i s a r e a , a l t h o u g h we suspect t h a t the i n s t r u m e n t s 
r e v i e w e d f i r s t a r e more a p p r o p r i a t e f o r most purposes. 

For those r e a d e r s l o o k i n g f o r i n d i r e c t measures o f s u p e r v i s o r y a t t i t u d e 
w i t h no human r e l a t i o n s o v e r t o n e s the Proverbs T e s t or a s p e c i a l M a n a g e r i a l Key 
f o r the C a l i f o r n i a P s y c h o l o g i c a I I n v e n t o r y may be o f i n t e r e s t . However, the 
P r o v e r b s T e s t may be l i t t l e more t h a n a s u b t l e IQ t e s t . S u p e r v i s o r s a r e m a i n l y 
d i s t i n g u i s h e d f r o m n o n - s u p e r v i s o r s by the f a c t t h a t t h e f o r m e r are f a r l e s s 
w i l l i n g t o agree w i t h s i m p l e p r o v e r b s , much as the a c q u i e s c e n t response s e t 
has been found t o be l e s s p r e v a l e n t i n the b e t t e r - e d u c a t e d segments o f s o c i e t y . 
A l t h o u g h M a n a g e r i a l CPI Key s u f f e r s from the l a c k o f c r o s s - v a l i d a t i o n , the i n s t r u 
ment on w h i c h i t i s based was c a r e f u l l y c o n s t r u c t e d and may h o l d promise f o r 
areas o u t s i d e o f p e r s o n a l i t y assessment. A l o n g t h i s same l i n e , Beers (1965) 
r e p o r t s t h a t t h r e e s u b - s c a l e s o f the G h i s e l l i S e l f - D e s c r i p t i o n I n v e n t o r y 
( i n i t i a t i v e , s e l f - a s s u r a n c e and a s p i r a t i o n l e v e I ) have a l l been found t o c o r r e l a t e 
w i t h measures o f m a n a g e r i a l success. 

We f i n d the M a n a g e r i a l Scale f o r E n t e r p r i s e Improvement repugnant on b o t h 
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p s y c h o m e t r i c and conceptual grounds. I t i s based on the assumption t h a t b e t t e r 
managers w i l l be l e s s c r i t i c a l o f the o r g a n i z a t i o n . 

There are t h r e e o t h e r l e a d e r s h i p i n s t r u m e n t s which came t o our a t t e n t i o n 
t o o l a t e f o r a more complete r e v i e w -- the L e a d e r s h i p E v a l u a t i o n and Development 
Scale (LEADS), a Forced-Choice Human R e l a t i o n s S c a l e , and the L e a d e r s h i p Q-Sort 
T e s t . I n one s m a l l s t u d y , Mowry's LEADS (Los Angeles: P s y c h o l o g i c a l S e r v i c e s 
I n c . , 1964) was found a b e t t e r p r e d i c t o r o f s a l a r y and performance r a t i n g s than 
the L e a d e r s h i p O p i n i o n Q u e s t i o n n a i r e . I t i s w e l l t o keep i n mind, however, t h a t 
the d i f f e r e n c e s i n p r e d i c t i v e a b i l i t y were n o t g r e a t and t h a t the s t u d y was 
c o n d u c t e d by the t e s t p u b l i s h e r s . The a b i l i t y - t e s t n a t u r e o f LEADS ( e i g h t 
human r e l a t i o n s problems, f o l l o w e d by s e v e r a l m u l t i p l e - c h o i c e q u e s t i o n s ) made 
i t c o r r e l a t e much more h i g h l y w i t h i n t e l l i g e n c e t h a n d i d the LOQ. From o t h e r 
comments i n the s t u d y , however, i t does appear t o be w e l l - c o n s t r u c t e d . 

We were u n s u c c e s s f u l i n l o c a t i n g the s c a l e items f o r the Forced-Choice 
Human R e l a t i o n s Scale. The i n s t r u m e n t c o n t a i n s t w e n t y - f o u r t e t r a d s w h i c h d e a l 
w i t h f o u r a r e a s : t o p management, s u p e r v i s o r 1 s r o l e r e q u i r e m e n t s , employees and 
human r e l a t i o n s p r a c t i c e s . Psychometric d a t a on the s c a l e are p r o m i s i n g -- a 
s p l i t - h a l f r e l i a b i l i t y c o e f f i c i e n t o f .91 and c o r r e l a t i o n s o f .33 t o .61 w i t h 
v a r i o u s i n t e r n a l and e x t e r n a l c r i t e r i a . The one r e f e r e n c e we p r e s e n t l y can 
g i v e t o the s c a l e i s Schwartz and G e r o s k i ' s a r t i c l e i n the J o u r n a l o f A p p l i e d 
P s y c h o l o g y , 1960, 44, 233-236. 

The manual f o r Cassel's L e a d e r s h i p Q-Sort Test (Chicago, 111.: Psychometric 
A f f i l i a t e s ) c o n t a i n s an i m p r e s s i v e amount o f s t a t i s t i c a l data w h i c h serves t o 
o b s c u r e r a t h e r than t o i l l u m i n a t e the p r o p e r t i e s o f the t e s t . Scores are g i v e n 
f o r s i x s u b s c a l e s o f the t e s t , b u t t h e r e i s no i n f o r m a t i o n on how t o i n t e r p r e t 
them, much l e s s on what the t o t a l score r e f l e c t s . The r e s e a r c h on the i n s t r u m e n t 
was c a r r i e d o u t on f a i r l y r e s t r i c t e d samples ( A i r Force o f f i c e r s , p r i s o n e r s , and 
r e s e a r c h p s y c h o l o g i s t s ) . The s i x t y items do seem t o cover a r e a s o n a b l e v a r i e t y 
o f l e a d e r s h i p b e h a v i o r , b u t no r e s e a r c h i s r e p o r t e d on the i n t e r n a l s t r u c t u r e 
o f t h e i t e m s . However, some r e a d e r s may f i n d more m e r i t i n t h i s t e s t . 

W i t h i n the c o n t e x t o f l e a d e r s h i p s t y l e s , i t may be r e l e v a n t t o m e n t i o n 
Chapman and Campbell's S u p e r i o r - S u b o r d i n a t e Scale ( J o u r n a l o f S o c i a l Psychology 
1957, 46, 277-286) which i s designed t o measure whether a person i d e n t i f i e s 
w i t h a s u p e r i o r o r h i s s u b o r d i n a t e i n c o n f l i c t s i t u a t i o n s between the two. The 
s c a l e c o n s i s t s o f 20 L i k e r t - t y p e and 17 f o r c e d c h o i c e i t e m s . I t appears t o be 
w e l l c o n s t r u c t e d and has been used w i t h some success i n e x p e r i m e n t a l c o n t e x t s . 



Appended t o t h i s s e c t i o n are two r e s e a r c h d e v i c e s w h i c h h o l d h i g h promise o f 
measuring l e a d e r s h i p v a r i a b l e s a t the o r g a n i z a t i o n a l l e v e l . The f i r s t o f these 
i s Tannenbaum's C o n t r o l Graph, w h i c h i s based on s i m p l e L i k e r t s c a l e r a t i n g s o f 
how much i n f l u e n c e p e o p l e a t v a r i o u s l e v e l s i n the o r g a n i z a t i o n have i n d e t e r m i n 
i n g the p o l i c i e s and a c t i o n s o f the t o t a l o r g a n i z a t i o n . The second i n s t r u m e n t , 
the P r o f i l e o f O r g a n i z a t i o n a l C h a r a c t e r i s t i c s , a s c a l e r e c e n t l y developed by 
Rensis L i k e r t , can be used as an i n d i c a t o r o f where t h e o r g a n i z a t i o n 
s t ands i n r e l a t i o n t o what L i k e r t f e e l s are the i d e a l p a t t e r n s o f management. 
A l t h o u g h L i k e r t and o t h e r s have produced abundant evidence t h a t c o n s i d e r a t e , 
p a r t i c i p a t i v e , and non-res t r i e t i v e s u p e r v i s i o n leads t o more p r o d u c t i v e and 
e f f e c t i v e work groups, more evidence i s needed t h a t s u p e r v i s o r y s t y l e s d i r e c t l y 
i n f l u e n c e the w o r k e r ' s m o t i v a t i o n a l l e v e l . For some v e r y s k e p t i c a l remarks on 
t h i s l a t t e r h y p o t h e s i s , we recommend Beer's L e a d e r s h i p , Employee Needs and 
M o t i v a t i o n (Columbus, Ohio: Bureau o f Business Research, Ohio S t a t e U n i v e r s i t y , 
1965). 

M i l l e r ' s Handbook o f Research Design and S o c i a l Measurement (New York: David 
McKay 1965) l i s t s f i v e f u r t h e r i n s t r u m e n t s t h a t can be o f use i n o r g a n i z a t i o n a l 
r e s e a r c h : 

1. S t o g d i l l and S h a r t l e ' s Work P a t t e r n s P r o f i l e , i n w h i c h s u p e r v i s o r y 
p e r s o n n e l e s t i m a t e the p e r c e n t a g e o f t h e i r work time devoted t o 

14 types o f tasks ( i n s p e c t i o n , r e s e a r c h , p l a n n i n g , p r e p a r i n g p r o c e d u r e s , 
c o o r d i n a t i o n , e v a l u a t i o n , i n t e r p r e t a t i o n , s u p e r v i s i o n , p e r s o n n e l 
f u n c t i o n s , c o n s u l t a t i o n , p u b l i c r e l a t i o n s , n e g o t i a t i n g s c h e d u l i n g and 
t e c h n i c a l o p e r a t i o n s ) . 

2. H e m p h i l l ' s E x e c u t i v e P o s i t i o n D e s c r i p t i o n , w h i c h d e a l s w i t h an e x e c u t i v e ' s 
awareness o f a c t i v i t i e s , r e s p o n s i b i l i t i e s , demands, r e s t r i c t i o n s and 
c h a r a c t e r i s t i c s o f h i s p o s i t i o n . 

3. S t o g d i l l and S h a r t l e ' s R e s p o n s i b i l i t y , A u t h o r i t y and D e l e g a t i o n Scales 
which are designed t o r e f l e c t a d m i n i s t r a t i v e p e r s o n n e l ' s p e r c e p t i o n s 
o f these f u n c t i o n s . 

4. Tannenbaum, Weschler and M a s s a r i k ' s M u 1 1 i r e l a t i o n a 1 S o c i o m e t r i c Survey, 
i n w h i c h i n t e r p e r s o n a l v a r i a b l e s r e g a r d i n g f i v e a s p e c t s o f work 
a c t i v i t i e s a re tapped: the p r e s c r i b e d , the p e r c e i v e d , t h e a c t u a l , 

the d e s i r e d and the r e j e c t e d . 
5. Weiss and Jacobson's A n a l y s i s o f S t r u c t u r e o f Complex O r g a n i z a t i o n s , 

a n o t h e r s o c i o m e t r i c d e v i c e , w h i c h enables the r e s e a r c h e r t o d e p i c t t h e 
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o r g a n i z a t i o n c o o r d i n a t i o n as e s t a b l i s h e d t h r o u g h the a c t i v i t i e s o f 
l i a s o n persons and the e x i s t e n c e o f i n t e r - g r o u p c o n t a c t s . 

A f a r l a r g e r compendium o f o r g a n i z a t i o n a l l y - r e l e v a n t measures i s c u r r e n t l y 
b e i n g p u t t o g e t h e r by Bernard I n d i k a t Rutgers U n i v e r s i t y and we r e f e r i n t e r e s t e d 
r e a d e i s t o t h i s work as w e l l . 

F i n a l l y a r e c e n t and v e r y p r o m i s i n g a t t e m p t t o f o r m u l a t e a m u l t i - f a c t o r 
i n s t r u m e n t t o measure l e a d e r s h i p i s g i v e n by Bowers and Seashore i n the Sep
tember, 1966 i s s u e o f the A d m i n i s t r a t i v e Science Q u a r t e r l y (pp. 238-263). From 
a r e v i e w o f the m a j or l i t e r a t u r e on l e a d e r s h i p (much o f t h i s l i t e r a t u r e i s covered 
i n t h e pages w h i c h f o l l o w i n the p r e s e n t c h a p t e r ) , Bowers and Seashore p o s t u l a t e 
t h a t " f o u r dimensions emerge, w h i c h appear t o comprise t h e b a s i c s t r u c t u r e o f what 
one may c a l l ' l e a d e r s h i p 1 : 

1) Support. Behavior t h a t enhances someone e l s e ' s f e e l i n g o f p e r s o n a l w o r t h 
and i m p o r t a n c e . 

2) I n t e r a c t i o n f a c i l i t a t i o n . B e h a v i o r t h a t encourages members o f the group 
t o d e v e l o p c l o s e , m u t u a l l y s a t i s f y i n g r e l a t i o n s h i p s . 

3) Goal emphasis. B e h a v i o r t h a t s t i m u l a t e s an enthusiasm f o r m e e t i n g t h e 
group's g o a l o r a c h i e v i n g e x c e l l e n t performance. 

4) Work f a c i l i t a t i o n . B e h a v i o r t h a t h e l p s a c h i e v e g o a l a t t a i n m e n t by such 
a c t i v i t i e s as s c h e d u l i n g , c o o r d i n a t i n g , p l a n n i n g , and p r o v i d i n g resources 
such as t o o l s , m a t e r i a l s , and t e c h n i c a l knowledge." 

A t the p r e s e n t t i m e , i n s t r u m e n t s t o measure these c h a r a c t e r i s t i c s are b e i n g 
r e f i n e d so t h a t we are unable t o r e v i e w them i n t h i s volume. Bowers and Seashore 
do, however, p r e s e n t e m p i r i c a l d a t a on the u s e f u l n e s s o f these f o u r v a r i a b l e s i n 
a c c o u n t i n g f o r d i f f e r e n c e s i n o r g a n i z a t i o n a l performance as p a r t o f a s t u d y o f 
40 a g e n c i e s o f a l i f e i n s u r a n c e company. 
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LEADERSHIP OPINION QUESTIONNAIRE ( S t o g d i l l and Coons, 1957) 

V a r i a b l e T h i s q u e s t i o n n a i r e y i e l d s s c ores on two a p p a r e n t l y o r t h o g o n a l d i 
mensions l a b e l e d c o n s i d e r a t i o n and s t r u c t u r e . 

A h i g h s c o r e on the s t r u c t u r e d i m e n s i o n seems t o be c h a r a c t e r i s t i c 
o f i n d i v i d u a l s who p r e f e r t o d i r e c t and o r g a n i z e group a c t i v i t i e s , t o 
s c h e d u l e work and c o n t r o l the communication o f i n f o r m a t i o n . I t i s p r o b 
a b l y u n f a i r t o c h a r a c t e r i z e h i g h s c o r e r s on t h i s d i m e n s i o n as a u t o c r a t i c 
and a u t h o r i t a r i a n though one c o u l d e a s i l y e x p e c t them t o l e a n t h i s way. 

C o n s i d e r a t i o n i s a d i m e n s i o n which i s supposedly c h a r a c t e r i z e d by 
n e u t r a l r e s p e c t , t r u s t and concern f o r o t h e r s , and empathy. 

D e s c r i p t i o n The f o r t y i t e m q u e s t i o n n a i r e c o n t a i n s 20 items on each o f the d i 
mensions o f c o n s i d e r a t i o n and s t r u e t u r e . The iterns are s c a l e d i n L i k e r t 
f a s h i o n and s c o r e d on a f i v e p o i n t b a s i s f r o m zero t o f o u r . The p o s s i b l e 
range o f scores i s f r o m 0 t o 80 w i t h t h e u s u a l range b e i n g f r o m 30 to 70. 

Sample A c o n s i d e r a b l e number o f p o p u l a t i o n s have been t e s t e d w i t h t h i s 
i n s t r u m e n t and the p a r t i c u l a r p o p u l a t i o n w i l l be i d e n t i f i e d w i t h the 
r e l e v a n t s t a t i s t i c below. 

R e l i a b i l i t y T e s t - r e t e s t r e l i a b i l i t i e s a re r e p o r t e d as f o l l o w s : 
S t r u c t u r e : r = .74 (3 1 f i r s t l i n e employees) 

r = .67 (24 A i r Force NCO's) 
C o n s i d e r a t i o n : r = .80 (31 f i r s t l i n e employees) 

r = .77 (24 A i r Force NCO's) 

I n t e r n a l c o n s i s t e n c y measures range f r o m .79 t o .82 f o r S t r u c t u r e 
and .62 t o .89 f o r C o n s i d e r a t i o n . 

V a l i d i t y From d a t a r e p o r t e d by the a u t h o r s i t would appear t h a t L0Q scores 
are n o t dependent on i n t e l l i g e n c e as are some o t h e r measures. The c o r 
r e l a t i o n s o f i n t e l l i g e n c e w i t h LOQ are e i t h e r low o r n e g a t i v e . P e r s o n a l 
i t y d i m e n s i o n s , however, may be r e f l e c t e d by LOQ scores s i n c e C o n s i d e r a 
t i o n c o r r e l a t e s low t o m o d e r a t e l y w i t h empathy, benevolence and agree-
a b l e n e s s . S t r u c t u r e c o r r e l a t e s i n the same range w i t h a m b i t i o n , m e t i c u -
l o u s n e s s , and the F s c a l e . 

Most o f the v a l i d i t y s t u d i e s r e p o r t e d by the authors are o f the 
p r e s e n t employee type and seem more l i k e a s e r i e s o f j o b a n a l y s e s 
than v a l i d i t y s t u d i e s . I n a d m i n i s t e r i n g the LOQ t o samples o f 
p h a r m a c e u t i c a l company foremen, p e t r o c h e m i c a l company s u p e r v i s o r s , 
d e p a r t m e n t managers and p l a n t s u p e r i n t e n d e n t s i n a shoe m a n u f a c t u r i n g 
company, h o s p i t a l s u p e r v i s o r s , and bank managers, the c o r r e l a t i o n s 
between performance and t e s t f a c t o r s v a r y f r o m + .61 t h r o u g h zero t o 
- .79. The LOQ has shown t h a t i t can d i s c r i m i n a t e , on the b a s i s o f 
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a t t i t u d e s , between v a r i o u s l e v e l s and types o f s u p e r v i s o r y performance 
depending on the o r g a n i z a t i o n a l v a r i a b l e s which are o p e r a t i n g . The 
a u t h o r urges t h a t v a l i d i t y s t u d i e s be c a r r i e d o u t t o d e t e r m i n e the ap
p r o p r i a t e p a t t e r n o f c o n s i d e r a t i o n and s t r u c t u r e f o r a p a r t i c u l a r o r 
g a n i z a t i o n -
Science Research A s s o c i a t e s , I n c . The L e a d e r s h i p O p i n i o n Q u e s t i o n n a i r e , 
Chicago: SRA, 1960. 

S t o d g i l l , R. M. and Coons, A. E., eds. Leader B e h a v i o r : I t s D e s c r i p 
t i o n and Measurement, Columbus: Ohio S t a t e U n i v e r s i t y Bureau o f B u s i 
ness Research, 1957. 

S e l f a d m i n i s t e r e d - - r e q u i r i n g about 1/4 h o ur. S c o r i n g i s accom
p l i s h e d t h r o u g h the use o f a s e l f s c o r i n g f o r m a t s i m i l a r to t h a t em
p l o y e d by the S u p e r v i s o r y I n d e x i n l e s s than 3 m i n u t e s per person. 

The LOQ may prove t o be a u s e f u l i n s t r u m e n t f o r h i g h l i g h t i n g suc
c e s s f u l management p a t t e r n s w i t h i n an o r g a n i z a t i o n f o r the purposes o f 
i m p r o v i n g i n t e r n a l o p e r a t i o n s . Since t h e r e i s a l a r g e body o f e v i d e n c e 
which s t r o n g l y suggests t h a t v a r i o u s l e v e l s o f management as w e l l as 
d i f f e r e n t o r g a n i z a t i o n s may r e q u i r e d i f f e r e n t c o m b i n a t i o n s o f c o n s i d e r a 
t i o n and s t r u c t u r e , i t i s n o t s a f e t o assume, a_ p r i o r i , t h a t " h i g h " 
scores are good and low ones bad. I n d i v i d u a l s t u d i e s are necessary t o 
determine the p a t t e r n s a s s o c i a t e d w i t h the most d e s i r a b l e outcome. 

Once t h e n a t u r e o f an o p t i m a l p a t t e r n has been d e t e r m i n e d , t t v 
LOQ may be used f o r c o u n s e l i n g , e v a l u a t i o n o f t r a i n i n g programs ar.j 
p o s s i b l y f o r s e l e c t i o n . 

C a u t i o n s h o u l d be e x e r c i s e d when u s i n g t h i s t e s t f o r s e l e c t i o n 
purposes. A person's scores may r e f l e c t the f o r m o f s u p e r v i s i o n r e 
q u i r e d f o r h i s p r e s e n t j o b and g i v e no i n d i c a t i o n o f h i s a b i l i t y t o 
change h i s methods o f s u p e r v i s i o n . I n f a c t , i t may w e l l be t h e man who 
i s capable o f a p p l y i n g d i f f e r e n t amounts o f c o n s i d e r a t i o n 'and s t r u c t u r e 
t o d i f f e r e n t p e o p l e a t d i f f e r e n t t i m e s , who makes the b e s t manager. 

NORM TABLE ( a b s t r a c t e d ) 

Group 
GenSupvPers. 

N=780 
I s t L n A d m C l e r k s 

N=100 
Foremen 

N=200 
E x e c u t i v e s 

N=185 
E n g . S u p e r v i s o r s 

N= 64 
E d u c . S u p e r v i s o r s 

Median 
S t r u c t u r e 
Score 

48 

54 

50 

46 

49 

42 

S e m i - I n t e r q u a r t i l e 
Range f o r 
S t r u c t u r e 

10 

8 

9 

11 

10 

11 

Median S e m i - I n t e r q u a r t i l e 
C o n s i d e r a t i o n Range f o r 

Score C o n s i d e r a t i o n 
54 

58 

53 

55 

52 

62 

10 

11 

11 

9 
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. "The measurement o f l e a d e r s h i p a t t i t u d e s i n i n d u s t r y 
J. A p p l . P s y c h o l . , ( 3 6 ) , 1953, pp. 153-8. 

S t r o u d , P. V. " E v a l u a t i n g a human r e l a t i o n s t r a i n i n g program." Per
s o n n e l , ( 3 6 ) , 1959, pp. 52-60. 
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I n s t r u m e n t The i n s t r u c t i o n s and a sample o f items f r o m the LOQ are i n c l u d e d below: 

INSTRUCTIONS: 

For each i t e m , choose the a l t e r n a t i v e w hich most n e a r l y expresses your 
o p i n i o n on how f r e q u e n t l y you s h o u l d do what i s d e s c r i b e d by t h a t i t e m . 
Always i n d i c a t e what you, as a s u p e r v i s o r , o r manager, s i n c e r e l y b e l i e v e 
t o be the d e s i r a b l e way t o a c t . Please remember--there a re no r i g h t o r 
wrong answers t o these q u e s t i o n s . D i f f e r e n t s u p e r v i s o r s have d i f f e r e n t 
e x p e r i e n c e s and we are i n t e r e s t e d o n l y i n your o p i n i o n s . 

SAMPLE ITEMS: 

S t r u c t u r e - -

A s s i g n persons under you t o p a r t i c u l a r t a s k s . ( 4 ) always (3) 
o f t e n (2) o c c a s i o n a l l y ( 1 ) seldom (0) never 

S t r e s s i m p o r t a n c e o f b e i n g ahead o f o t h e r u n i t s . ( 4 ) a g r e a t 
d e a l (3) f a i r l y much ( 2 ) t o some degree ( 1 ) c o m p a r a t i v e l y 
l i t t l e ( 0 ) n o t a t a l l 

L e t the persons under you do t h e i r work the way they t h i n k is 
b e s t . (0) always ( 1 ) o f t e n ( 2 ) o c c a s i o n a l l y ( 3 ) seldom 
( 4 ) never 

C o n s i d e r a t i o n - -

Back up what persons under you do. ( 4 ) always ( 3 ) o f t e n (2) 
o c c a s i o n a l l y ( 1 ) seldom ( 0 ) never 

Speak i n a manner n o t t o be q u e s t i o n e d . (0) always (1) o f t e n 
( 2 ) o c c a s i o n a l l y ( 3 ) seldom ( 4 ) never 

Put s u g g e s t i o n s made by persons i n the u n i t i n t o o p e r a t i o n . (4) 
o f t e n ( 3 ) f a i r l y o f t e n ( 2 ) o c c a s i o n a l l y ( 1 ) once i n a w h i l e 
( 0 ) v e r y seldom 

The numbers i n pa r e n t h e s e s i n d i c a t e the s c o r i n g w e i g h t s f o r the response 
c a t e g o r i e s and are n o t , o f c o u r s e , i n c l u d e d on the a c t u a l q u e s t i o n n a i r e 
f o r m . 



f 
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THE SRA SUPERVISORY INDEX (S c h w a r t z , 1956) 

V a r i a b l e T h i s s c a l e y i e l d s a t o t a l s c o r e and sub-scores i n f o u r areas: 
1) f e e l i n g toward top management, pay, company p o l i c y , e t c . 
2) a t t i t u d e s toward t he d u t i e s and r e s p o n s i b i l i t i e s o f a 

s u p e r v i s o r 
3) a t t i t u d e s toward the s u p e r v i s o r ' s s u b o r d i n a t e s 
4) human r e l a t i o n s , s u p e r v i s o r y t e c h n i q u e 

Area s c o r e c o r r e l a t i o n s w i t h t o t a l s c o r e range f r o m .71 t o .83 
and the average s c a l e i n t e r c o r r e l a t i o n i s .4 1 , i n d i c a t i n g t h a t t he 
s c a l e s a r e n o t independent. The h i g h i n t e r n a l homogeneity c o e f f i c i e n t 
( s p l i t - h a l f r e l i a b i l i t y ) i s f u r t h e r i n d i c a t i o n o f t h i s . 

D e s c r i p t i o n The i n s t r u m e n t i s a 24 i t e m f o r c e d - c h o i c e s c a l e on which t h e 
i n d i v i d u a l i s asked t o choose from each t e t r a d the i t e m w i t h which 
he most agrees and the one w i t h w h i c h he l e a s t agrees. Items were 
c o l l e c t e d on the b a s i s o f r e a d a b i l i t y , b r o a d range and p e r t i n e n c e 
to t he aspects o f i n d u s t r i a l l i f e . " I n s p e c t i o n a l f a c t o r a n a l y s i s " 
was used t o group the p o o l o f i t e m s i n t o the f o u r c a t e g o r i e s mentioned 
above and t e t r a d s were formed on the b a s i s o f i t e m p r e f e r e n c e and 
d i s c r i m i n a t i o n i n d i c e s . 

A p o s i t i v e s c o r e i s a t t a i n e d on each t e t r a d by s e l e c t i n g as 
"most agree" the i t e m a t t r i b u t e d t o "good" s u p e r v i s o r s and/or as 
" l e a s t agree" the i t e m a t t r i b u t e d t o " p o o r " s u p e r v i s o r s . S e l e c t i n g a 
d i s c r i m i n a t i n g i t e m i n the wrong d i r e c t i o n y i e l d s a n e g a t i v e s c o r e . 
The i t e m s c o r e range i s thus f r o m minus 2 t o p l u s 2. T o t a l scores 
have a p o s s i b l e range o f from minus 48 t o p l u s 48 and an a c t u a l range 
o f f r o m p l u s 2 t o p l u s 38 i s r e p o r t e d . 

Sample The o r i g i n a l i t e m p o o l was c o l l e c t e d f r o m a sample o f w h i t e 
male s u p e r v i s o r s i n a s t e e l p l a n t i n the P h i l a d e l p h i a area. The 
m a j o r i t y o f s u p e r v i s o r s were f r o m p r o d u c t i o n departments and f e l l i n 
the 35 t o 45 year age b r a c k e t . The average t e n u r e was 8 1/2 year s 
and a l a r g e p r o p o r t i o n were f r o n t l i n e managers. A second group o f 
73 s u p e r v i s o r s was chosen from a n o t h e r p l a n t p r o d u c i n g machine p a r t s . 
T h i s " v a l i d a t i o n " sample was s i m i l a r i n c o m p o s i t i o n t o the f i r s t group. 

R e l i a b i l i t y The odd-even s p l i t h a l f c o e f f i c i e n t i s r e p o r t e d as .91 ( c o r r e c t e d . ) 

V a l i d i t y A Pearson c o e f f i c i e n t o f .33 i s r e p o r t e d between T o t a l Score 
and r a t i n g s o f a d m i n i s t r a t i v e and p r o d u c t i o n s k i l l s f o r t he 73 su p e r 
v i s o r s . 

L o c a t i o n Science Research A s s o c i a t e s , I n c . S u p e r v i s o r y I n d e x , Chicago: 
SRA, 1960. 

Schwartz, S. L. "The development o f a f o r c e d c h o i c e s c a l e f o r 
t h e e v a l u a t i o n o f s u p e r v i s o r y a t t i t u d e and b e h a v i o r i n i n d u s t r y , " 
Ph.D. t h e s i s , Temple U n i v e r s i t y , 1956. U n i v e r s i t y M i c r o f i l m s , I n c . , 
Ann A r b o r , M i c h i g a n , Pub. No. 24,853. 
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A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d . No t i m e l i m i t i s a d v i s e d s i n c e most people 
w i l l f i n i s h i n about 20 m i n u t e s . S c o r i n g i s accomplished t h r o u g h t h e 
use o f a " s e l f - s c o r i n g " answer s h e e t , A carbon paper i n s e r t i s sand
wiched between the combined answer and score s h e e t s y i e l d i n g a p a t t e r n 
o f marks on t h e completed t e s t s c o r e s h e e t . The p a t t e r n may be i n t e r 
p r e t e d t h r o u g h the d e t a i l e d i n s t r u c t i o n s p r i n t e d on the sc o r e sheet. 
Area and t o t a l scores may be o b t a i n e d f o r an i n d i v i d u a l i n l e s s than 
f i v e m i n u t e s . 

R e s u l t s and The p u b l i s h e r p r e s e n t s p e r c e n t i l e norms f o r p r o d u c t i o n s u p e r v i s o r s 
Comments and f o r m i d d l e managers. The median raw score f o r p r o d u c t i o n super

v i s o r s i s about 22 and f o r m i d d l e managers 19. The s e m i - i n t e r q u a r t i l e 
range f o r b o t h groups i s about 9 p o i n t s . 

References Schwartz, S. L. and G e r o s k i , N. "A f o r c e d c h o i c e measure o f human 
r e l a t i o n s a t t i t u d e s and t e c h n i q u e s . " J. A p p l . P s y c h o l . , ( 4 4 ) , pp. 233-6, 
1960. 

I n f o r m a t i o n and i n q u i r i e s r e g a r d i n g the use o f t h i s i n s t r u m e n t 
i n r e s e a r c h and v a l i d a t i o n s t u d i e s s h o u l d be addressed t o : 

I n d u s t r i a l D i v i s i o n 
Science Research Assoc., I n c . 
259 East E r i e S t r e e t 
Chicago 1 1 , I l l i n o i s 
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I n s t r u m e n t INSTRUCTIONS: 

I n t h i s s e c t i o n are a number o f s t a t e m e n t s about p l a n t s , s u p e r v i s o r s , 
and w o r k e r s . These s t a t e m e n t s a re grouped i n s e t s o f f o u r . Read 
each s e t o f f o u r t o f i n d t he one s t a t e m e n t t h a t you AGREE WITH MOST. 
Then f i l l i n the c i r c l e b e s i d e t h e s t a t e m e n t you s e l e c t i n the column 
headed MOST. 

Then r e v i e w the o t h e r t h r e e s t a t e m e n t s i n the s e t t o f i n d the one 
t h a t you AGREE WITH LEAST; f i l l i n the c i r c l e b e s i d e t h a t s t a t e m e n t 
i n t he column headed LEAST. 

Here i s a sample s e t : 
MOST LEAST 

When a worker s t a r t s t o g r i p e , h i s s u p e r v i s o r 
s h o u l d n ' t l i s t e n t o him 0 0 

Management t r i e s t o h e l p s u p e r v i s o r s s o l v e whatever 
problems may a r i s e 0 0 

A s u p e r v i s o r s h o u l d s e t an example f o r h i s men t o 
f o l l o w , 0 0 

Many employees a re v e r y l a z y 0 0 
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LEADERSHIP PRACTICES INVENTORY (Nelson 1955) 

V a r i a b l e The I n v e n t o r y p u r p o r t s t o p l a c e an i n d i v i d u a l i n t o one o f f o u r 
management o r i e n t a t i o n c a t e g o r i e s : b u r e a u c r a t i c - r e g u l a t i v e , a u t o c r a t i c -
d i r e c t i v e , i d i o c r a t i c - m a n i p u l a t i v e , and d e m o c r a t i c - i n t e g r a t i v e . These 
s t y l e s a r e h y p o t h e s i z e d as l y i n g on a d e v e l o p m e n t a l continuum, w i t h 
the d e m o c r a t i c v i e w b e i n g most d e s i r e d . 

D e s c r i p t i o n There are f i f t y f o r c e d c h o i c e p a i r s o f i t e m s . I t e m p a i r s 
c o n t r a s t the management s t y l e s i n v a r i o u s p o s s i b l e c o m b i n a t i o n s o f 
b u r e a u c r a t i c - a u t o c r a t i c and i d i o c r a t i c - d e m o c r a t i c a I t e r n a t i v e s . 
The items themselves r e f e r t o h y p o t h e t i c a l c o n t e n t - f r e e d e c i s i o n s 
w hich s u p e r v i s o r s a re l i k e l y t o f a c e i n the areas o f f o r m a l a u t h o r i t y , 
t e c h n o l o g y , i n d i v i d u a 1 p e r s o n a l i t i e s , group membership and the 
l e a d e r ' s own p e r s o n a l q u a l i t i e s . A Human R e l a t i o n s Index, which sums 
up the t o t a l p e r c e n t a g e o f i d i o c r a t i c and d e m o c r a t i c c h o i c e s , 
d e f i n e s the fu n d a m e n t a l continuum. Thus, the sc o r e runs from 0 when 
the i n d i v i d u a l chooses the b u r e a u c r a t i c - a u t o c r a t i c a l t e r n a t i v e f o r 
each o f t h e f i f t y i t e m s , t o 100 when the i n d i v i d u a l always chooses 
the i d i o c r a t i c or d e m o c r a t i c response. 

Sample 

R e l i a b i l i t y / 
Homogeneity 

R e p o r t e d l y , the i n v e n t o r y has been a d m i n i s t e r e d t o many manage
ment groups, b u t these groups a r e not d e s c r i b e d i n any m a t e r i a l s we 
have. On the Human R e l a t i o n s I n d e x , e n g i n e e r i n g s t u d e n t s are s a i d 
to have scored 66, a d m i n i s t r a t i o n s t u d e n t s 72 and gr a d u a t e s t u d e n t s 
i n the s o c i a l s c i e n c e s 82, a l t h o u g h f u r t h e r i d e n t i f i c a t i o n i n f o r m a 
t i o n i s n o t g i v e n . 

T e s t - r e t e s t r e l i a b i l i t y on the Human R e l a t i o n s Index i s over 
.80 and over .60 f o r c a t e g o r i z i n g i n d i v i d u a l s i n t o one o f the f o u r 
l e a d e r s h i p o r i e n t a t i o n s . S p l i t - h a l f r e l i a b i l i t i e s are r e p o r t e d t o 
be a t the same l e v e l . 

V a l i d i t y C l i n i c a l p s y c h o l o g i s t s u s i n g p r o j e c t i v e m a t e r i a l s were a b l e to 
p r e d i c t w i t h s i g n i f i c a n t a c c u r a c y a person's l e a d e r s h i p a t t i t u d e s on 
the s c a l e . L e a d e r s h i p a t t i t u d e s have a l s o been found to c o r r e l a t e 
w i t h management r a t i n g s . 

I t was found t h a t s u p e r v i s o r s who scored h i g h e r on the Human 
R e l a t i o n s Index were i n charge o f groups w i t h l o w e r a c c i d e n t r e c o r d s 
and b e t t e r m o r a l e . 

L o c a t i o n N e lson, W., "L e a d e r s h i p p r a c t i c e s i n v e n t o r y " . Management 
Research A s s o c i a t e s , 185 N. Wabash, Chicago, I l l i n o i s . 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n about 20 m i n u t e s . An i n d i v i d u a l raw score 
s h o u l d be o b t a i n a b l e i n l e s s t h a n two m i n u t e s . 
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R e s u l t s and The f o u r l e a d e r s h i p s t y l e s n e a t l y meet one c r i t e r i o n o f the 
Comments " u n f o l d i n g " model --a b u r e a u c r a t i c person sees h i m s e l f l e a s t l i k e 

t he d e m o c r a t i c p e r s o n (and v i c e v e r s a ) , w h i l e t h e i d i o c r a t i c p e r s o n 
sees h i m s e l f c l o s e r t o a t e c h n o c r a t t h a n t o a b u r e a u c r a t . 

I t seems t o us t h a t a person c o u l d f a k e t h i s s c a l e i f he so 
d e s i r e d , the a u t h o r ' s comments on t h i s p o i n t n o t w i t h s t a n d i n g . 

Sample Q u e s t i o n s : 

You w i l l f i n d s e v e r a l d i f f e r e n t l e a d e r s h i p p r a c t i c e s f o r the same problem 
s i t u a t i o n , b u t each problem s h o u l d be judged i n d e p e n d e n t l y on i t s own m e r i t s . 
Sometimes you may n o t see much d i f f e r e n c e between the two suggested s o l u t i o n s o r may 
no t l i k e e i t h e r . ALWAYS MAKE BOTH IDEAL AND ACTUAL CHOICES EVEN I F YOU ARE FORCED 
TO GUESS. 

3. A new employee w i l l g e t a l o n g a l r i g h t i f he 

( a ) f o l l o w s t he s u p e r v i s o r ' s i n s t r u c t i o n s and develops the r i g h t work h a b i t s 

( b ) works w i t h the o t h e r men i n h i s department i n " t u r n i n g o u t the' day's p r o d u c t i o n 

32. The s u p e r v i s o r can g i v e o u t new o r d e r s and i n f o r m a t i o n most e f f e c t i v e l y by 

( a ) d i s c u s s i n g them w i t h the employees and g e t t i n g t h e i r q u e s t i o n s and comments 

( b ) e x p l a i n i n g the o r d e r s or i n f o r m a t i o n t o each employee concerned 

50. To u n d e r s t a n d how employees r e a l l y f e e l about t h i n g s , the s u p e r v i s o r s h o u l d 

( a ) n o t i c e t h e i r r e a c t i o n t o the work, t o him and t o h i s o r d e r s 

( b ) m a i n t a i n a f r a n k , i n f o r m a l , g i v e - a n d - t a k e r e l a t i o n s h i p w i t h them 
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HOW SUPERVISE? ( F i l e and Rammers 1948) 

V a r i a b l e 

D e s c r i p t i o n 

T h i s t e s t p u r p o r t s t o measure an i n d i v i d u a l ' s knowledge and i n 
s i g h t c o n c e r n i n g human r e l a t i o n s i n i n d u s t r y . I t e m c o n t e n t i n d i c a t e s 
t h a t t h i s i n s t r u m e n t i s b e s t used w i t h s u p e r v i s o r y p e r s o n n e l . 

Three forms (A, B, M) o f t h i s i n s t r u m e n t are a v a i l a b l e . Forms 
A and B each c o n t a i n a t o t a l o f 70 i t e m s i n t h r e e s e c t i o n s : Super
v i s o r y P r a c t i c e s , Company P o l i c i e s and S u p e r v i s o r y O p i n i o n s . These 
two forma are e q u i v a l e n t . Form M c o n t a i n s 100 items i n the same 
t h r e e c a t e g o r i e s . The i t e m s i n f o r m M are supposedly those f o r m 
A and B i t e m s w h i c h d i s c r i m i n a t e b e s t among upper l e v e l managers. 

Each i t e m i s answered by c i r c l i n g one o f t h r e e c h o i c e s - -
D d e s i r a b l e , ? u n c e r t a i n , tl u n d e s i r a b l e ; o r , A agree, ? u n c e r t a i n , 
DA d i s a g r e e . S c o r i n g i s based on t h e number o f " c o r r e c t " answers 
minus the number o f "wrong". Those marked " u n c e r t a i n " are n o t 
s c o r e d . The p o s s i b l e range o f scores i s t h e r e f o r e f r o m -70 t o +70 
on forms A and B and -100 t o +100 on f o r m M. When forms A and B 
are combined t h e a c t u a l range o f s c o r e s , across l o w e r , m i d d l e and 
tipper management g r o u p s , i s r e p o r t e d as +4 t o +138. The i t e m s were 
s e l e c t e d f r o m a p o o l o f 204 i t e m s a d m i n i s t e r e d t o t h e t e s t c o n s t r u c t i o n 
sample w h i c h i s r e p o r t e d t o have c o n s i s t e d o f a p p r o x i m a t e l y 750 
s u p e r v i s o r s . A t h e o r e t i c a l key was o b t a i n e d f r o m t h e answers o f 
e i g h t unnamed e x p e r t s and "37 members o f the s u p e r v i s o r y s t a f f o f 
t h e government's T r a i n i n g W i t h i n I n d u s t r y program." The f i n a l i t e m 
p o o l w a s - s e l e c t e d on t h e b a s i s o f an i t e m a n a l y s i s u s i n g t o t a l 
s c o r e as t h e i n t e r n a l c r i t e r i o n . 

Sample 

R e l i a b i l i t y 

V a l i d i t y 

The c o n s t r u c t i o n sample mentioned above i n c l u d e d s u p e r v i s o r s 
f r o m 10 i n d u s t r i e s o f v a r i o u s s i z e , major p r o d u c t , i n t e r n a l 
o r g a n i z a t i o n , and g e o g r a p h i c l o c a t i o n . Other l a r g e samples were 
used f o r v a r i o u s s t u d i e s and are d e s c r i b e d below where r e l e v a n t . 

The s p l i t h a l f c o e f f i c i e n t f o r f o r m M i s r e p o r t e d as .87 f o r a 
sample o f 594 o f f i c e and h i g h e r l e v e l s u p e r v i s o r s . 

A sample o f 828 u n i d e n t i f i e d p e o p l e are r e p o r t e d t o have y i e l d e d 
scores w i t h s i n g l e f o r m r e l i a b i l i t i e s o f .77 and a t o t a l s c o r e 
c o e f f i c i e n t o f .87. I t i s n o t c l e a r f r o m t h e a u t h o r s ' r e p o r t what 
t y p e o f c o e f f i c i e n t was used. 

For t h e purposes o f d a t a a n a l y s i s , m a n a g e r i a l p o p u l a t i o n s were 
d i v i d e d i n the f o l l o w i n g manner: 

L e v e l I - Top management i n c l u d i n g h i g h e r o f f i c e 
s u p e r v i s i o n , major department heads and 
t h e i r a d v i s o r s . 

L e v e l I I - General foremen, o f f i c e s u p e r v i s o r s and 
p r o d u c t i o n a rea s u p e r v i s o r s . 
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L e v e l I I I - Operating s u p e r v i s o r s , persons i n charge 
of blue c o l l a r workers, non o f f i c e p e r s o n n e l . 

How Supervise? i s apparently able to d i s t i n g u i s h between the 
three l e v e l s of management d e s c r i b e d above. Comparison of s c o r e s 
(form A and B combined) for 828 managers (approximately 1/4 a t each 
of l e v e l s I and I I I and 1/2 a t l e v e l I I ) r e v e a l s that l e v e l I 
s u p e r v i s o r s score higher and show l e s s v a r i a n c e than l e v e l I I and 
I I I . Second l e v e l s u p e r v i s o r s show the same r e l a t i o n to l e v e l I I I . 

589 s u p e r v i s o r s i n the rubber i n d u s t r y showed a gain i n mean 
score f o r a l l three managerial groups and a r e d u c t i o n i n standard 
d e v i a t i o n when p r e t r a i n i n g s c o r e s were compared w i t h p o s f r t r a i n i n g 
s c o r e s . The author does not, however, make c l e a r the nature of the 
t r a i n ing invo1ved. 

T h i s instrument appears to have f a c e v a l i d i t y which may make 
i t u s e f u l for c o u n s e l i n g purposes. No f a k a b i l i t y s t u d i e s are 
repor ted, however. 

L o c a t i o n F i l e , Q.W, and Remmers, H.H., How Supervise? New York: The Psy
c h o l o g i c a l Corporation, 1948. 

A d m i n i s t r a t i o n S e l f administered i n about 20 minutes. Raw s c o r e s may be 
obtained i n l e s s than 4 minutes for form M. 

R e s u l t s and 
Comments The v a l u e of t h i s Instrument i s m i t i g a t e d by the obvious t r a n s 

parency of item content and by the f a c t t h a t one may reasonably expect 
that b r i g h t e r i n d i v i d u a l s w i l l s c o r e b e t t e r than those l e s s b r i g h t 
r e g a r d l e s s of t h e i r true o p i n i o n s . I n a d d i t i o n , for a l l three forms 
an average of f o u r - f i f t h s of the items l n each s e c t i o n are keyed i n the 
same d i r e c t i o n , r a i s i n g the q u e s t i o n of response s e t . By c o n s i s t e n t l y 
answering i n one category for two of the s e c t i o n s and another category 
f o r the t h i r d s e c t i o n , a lower l e v e l manager could r e c e i v e a s c o r e p l a c i n g 
him a t the 70th p e r c e n t i l e . Such a response p a t t e r n should I d e a l l y y i e l d 
a raw s c o r e of zero, i . e . , number r i g h t •> number wrong. 

While e a r l y s t u d i e s of How S u p e r v i s e ? seemed o p t i m i s t i c i n t h e i r 
c o n c l u s i o n s , other s t u d i e s have c a s t some doubt on the u s e f u l n e s s of t h i s 
t e s t . Weitz and Nuckols (1953) were unable to r e p o r t s i g n i f i c a n t 
r e l a t i o n s h i p s between any o f a v a r i e t y of s c o r i n g methods and a com
b i n a t i o n of three o b j e c t i v e c r i t e r i a o f s u c c e s s f u l s u p e r v i s i o n . They 
d i d show, however, a r e l a t i o n between e d u c a t i o n a l l e v e l and How S u p e r v i s e ? 
s c o r e s . M i l l a r d (1952) tends to support the s u p p o s i t i o n t h a t How 
S u p e r v i s e ? i s r e a l l y an i n t e l l i g e n c e t e s t . Maloney's (1952) r e p o r t 
of reading ease s c o r e s of How S u p e r v i s e ? tends to confirm t h i s sus
p i c i o n . 

R e l i a b i l i t y , normative and v a l i d i t y d a t a as presented i n the 
l a t e s t (1948) r e v i s i o n of the t e s t manual must be c a r e f u l l y i n t e r p r e t e d 
by the p o t e n t i a l u s e r . L o c a l v a l i d i t y s t u d i e s should be c a r r i e d out i n 
any c a s e . Item a n a l y s i s u s i n g an e x t e r n a l c r i t e r i o n i s recommended. 
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Sample Questions: 

SUPERVISORY PRACTICES 

The f o l l o w i n g i s a l i s t of p r a c t i c e s followed by d i f f e r e n t 
s u p e r v i s o r s . Some of these w i l l seem d e s i r a b l e to you and some 
u n d e s i r a b l e . I f an Item does not apply to your department, p l e a s e 
answer as you would i f you were i n a p o s i t i o n where such a problem 
could a r i s e . 

D d e s i r a b l e ? u n c e r t a i n U u n d e s i r a b l e 

Draw a c i r c l e around the answer which b e s t e x p r e s s e s your o p i n i o n . 

1. Asking your workers f o r suggestions before s e t t i n g up an im
p o r t a n t p r o j e c t 

2. Admitting i t to your workers when you make a wrong d e c i s i o n . 
3. G i v i n g each worker a frank statement of whether or not he i s 

improving; i f so, how much 

,D ? U 
D ? U 

D ? U 

COMPANY POLICIES 

The f o l l o w i n g i s a l i s t of the methods used by d i f f e r e n t companies 
i n handling t h e i r r e l a t i o n s with employees. Some of these methods w i l l 
seem d e s i r a b l e to you and some u n d e s i r a b l e . P l e a s e answer each Item 
according to YOUR OPINION of i t s value i n producing good employer-
employee r e l a t i o n s . 

D d e s i r a b l e ? u n c e r t a i n U u n d e s i r a b l e 

Draw a c i r c l e around the answer which best e x p r e s s e s your opinion. 

21. R e q u i r i n g s u p e r v i s o r s to spend a p a r t of t h e i r time handling 
the complaints of workers under them D 

22. Asking the advice of labor l e a d e r s on c e r t a i n worker problems....D 
23. Keeping employees well-informed on the b u s i n e s s outlook and the 

company's pl a n s f o r a d j u s t i n g to i t D 

SUPERVISOR OPINIONS 

The f o l l o w i n g opinions are h e l d by v a r i o u s s u p e r v i s o r s i n p o s i t i o n s 
s i m i l a r to your own. You w i l l probably agree with some of the s t a t e 
ments and d i s a g r e e w i t h o t h e r s . P l e a s e i n d i c a t e how you f e e l about 
each item by marking the statements as f o l l o w s : 

A agree ? u n c e r t a i n DA d i s a g r e e 

Draw a c i r c l e around the answer which b e s t r e p r e s e n t s your o p i n i o n . 

53. What the worker t h i n k s i s unimportant so long as he i s doing 
h i s job w e l l 

54. S o - c a l l e d "mental f a t i g u e " i s a c t u a l l y nothing but l a z i n e s s . 
55. Most employees do b e t t e r work i f they get a good bawling out 

every so often... 

A ? DA 
A ? DA 

,A ? DA 
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A PROVERBS TEST FOR SUPERVISOR SELECTION ( R e v e a l , 1960) 

V a r i a b l e T h i s i s an e m p i r i c a l l y d e r i v e d t e s t which uses responses t o f o l k 
l o r e p r o v e r b s t o d i s t i n g u i s h between s u p e r v i s o r s and n o n - s u p e r v i s o r s . 

D e s c r i p t i o n T h i s t e s t i s an e m p i r i c a l l y d e r i v e d s e l e c t i o n o f 75 p r o v e r b s w i t h 
which agreement i s s c a l e d i n 4 p o i n t L i k e r t f a s h i o n . The s u b j e c t i s 
asked t o i n d i c a t e t o what e x t e n t a good s u p e r v i s o r would agree w i t h a 
g i v e n p r o v e r b . The o r i g i n a l p o o l o f 404 p r o v e r b s was trimmed to 75 
t h r o u g h i t e m a n a l y s i s and c r o s s v a l i d a t i o n p r o c e d u r e s over s e v e r a l popu
l a t i o n s and s e p a r a t e a d m i n i s t r a t i o n s . S e v e r a l s c o r i n g keys were d e v e l 
oped and t e s t e d on h o l d - o u t p o p u l a t i o n s . For the " r i g h t v e r sus wrong" 
key d i s c u s s e d i n t h i s r e v i e w the p o s s i b l e range o f scores i s f r o m +59 to 
-60 w i t h a range r e p o r t e d by the a u t h o r o f from +43 t o -36. T h i s key 
takes " i n t o account the d i r e c t i o n , p o s i t i v e o r n e g a t i v e , t h a t answers 
had i n r e l a t i o n t o the s u p e r v i s o r y and n o n - s u p e r v i s o r y groups. T h i s key 
o f 75 items had w e i g h t s o f p l u s one (+1) and minus one (-1). The i n 
d i v i d u a l scores e q u a l l e d the a l g e b r a i c sum o f the w e i g h t s from responses 

I I 

Sample Two hundred f i f t e e n male s u p e r v i s o r s and 157 n o n - s u p e r v i s o r s com
p r i s e d the e x p e r i m e n t a l and c r o s s v a l i d a t i o n groups. The s u p e r v i s o r s 
were a l l f i r s t l i n e men i n m a n u f a c t u r i n g f i r m s and were s o l i c i t e d 
t h r o u g h membership i n N, M. A., The n o n - s u p e r v i s o r y p e r s o n n e l came from 
the same f i r m s and same departments as the s u p e r v i s o r s . 

The major d i f f e r e n c e s between the two groups were average t i m e i n 
t h e i r p a r t i c u l a r b u s i n e s s (S = 14.02 y e a r s , non-S = 9.4 y e a r s ) and years 
o f s c h o o l i n g (S = 12.62 y e a r s , non-S = 12.03). The average age o f super
v i s o r s was 39,8 (SD = 7.6) and t h a t o f n o n - s u p e r v i s o r s 38,8 (SD = 7.04). 
Both groups had n e a r l y t h r e e dependents, almost a l l were m a r r i e d and 
owned a u t o m o b i l e s . The managers had spent an average o f 7.23 y e a r s 
(SD = 5.5) as s u p e r v i s o r s and s u p e r v i s e d an average o f 16.62 persons 
(SD = 9.03). 

R e l i a b i l i t y The r e l i a b i l i t y o f the s c a l e u s i n g the key p r e s e n t e d below i s 
e s t i m a t e d , by the a u t h o r , as .80,-with a s t a n d a r d e r r o r o f 6.25. This 
r e l i a b i l i t y e s t i m a t e i s d e r i v e d f r o m a n a l y s i s o f v a r i a n c e o f the scores 
of 57 n o n - s u p e r v i s o r s and a random sample o f 43 s u p e r v i s o r s . 

V a l i d i t y A b i s e r i a l c o r r e l a t i o n o f .57 i s r e p o r t e d by the autho r when s c a l e 
scores a r e compared w i t h t he c r i t e r i o n o f s u p e r v i s o r versus non-super
v i s o r c l a s s i f i c a t i o n i n the h o l d - o u t group. For t h i s same group the 
mean sc o r e o f s u p e r v i s o r s i s 9.44 (SD = 9.47) and t h a t o f n o n - s u p e r v i s o r s 
i s 1,02 (SD = 8.26), Second o r d e r p a r t i a l i n g o u t o f the e f f e c t s o f educa 
t i o n and year s i n the b u s i n e s s has m i n i m a l e f f e c t on the v a l i d i t y co
e f f i c i e n t . 

L o c a t i o n Reveal, Robert, J r . "The Development and V a l i d a t i o n o f a Proverbs 
T e s t f o r the S e l e c t i o n o f S u p e r v i s o r s . " Ph.D. d i s s e r t a t i o n , U n i v e r s i t y 
o f Southern C a l i f o r n i a , 1960. Ann A r b o r , M i c h i g a n : U n i v e r s i t y M i c r o 
f i l m s , I n c . , pub. no. MIC 60-2352, 
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Adminis t r a t i o n S e l f a d m i n i s t e r e d i n about one hour. S c o r i n g may b e s t be accom
p l i s h e d t h r o u g h t h e use o f s t e n c i l s . I n t h e example below, an i t e m 
s c o r e o f p l u s 1 (+1) i s g i v e n when the s u b j e c t marks the answer shown 
i n t h e +1 column. An i t e m s c o r e o f -1 i s g i v e n when a s u b j e c t marks 
the answer shown i n the -1 column. The symbol (--) i n d i c a t e s t h a t the 
i t e m i s n o t t o be scored f o r the column i n q u e s t i o n . Some i t e m s may 
be s c o r e d e i t h e r + 1 o r -1 depending on the answer g i v e n w h i l e o t h e r 
items may o n l y be scored i n one d i r e c t i o n . C a r e f u l e x a m i n a t i o n o f an 
answer s h e e t must be made t o i n s u r e t h a t o n l y one response i s i n d i c a t e d 
f o r each p r o v e r b . 

R e s u l t s and T h i s s c a l e - - e x c e p t f o r one major f a u l t - - i s u n u s u a l l y w e l l designed, 
Comments The use o f a c r o s s v a l i d a t i o n paradigm c o n s i d e r a b l y i n c r e a s e s the con

f i d e n c e one may have i n the v a l i d i t y o f the s c a l e . The items are n o t 
t r a n s p a r e n t and the s e t which i s e s t a b l i s h e d (see D i r e c t i o n s ) may s e r v e 
t o reduce p e r s o n a l a n x i e t y i n the s u b j e c t . 

Two c a u t i o n s s h o u l d be n o t e d . F i r s t , the v a l i d i t y d e monstrated 
here i s o f t h e c o n c u r r e n t type and a p p l i e s o n l y t o m a n u f a c t u r i n g p e r 
s o n n e l a l r e a d y on the j o b . L o c a l norms f o r d i f f e r e n t i n d u s t r i e s 
s h o u l d be e s t a b l i s h e d and p r e d i c t i v e s t u d i e s c a r r i e d o u t b e f o r e the 
i n s t r u m e n t i s used f o r s e l e c t i o n purposes. 

Second, t h e q u e s t i o n o f response s e t i s something w i t h which a 
p o t e n t i a l u s e r must d e a l . By c o n s i s t e n t l y a n s w e r i n g o n l y i n the 
" N e a r l y Always D i s a g r e e " c a t e g o r y a c a n d i d a t e c o u l d a c h i e v e a s c o r e 
or 27 p o i n t s p l a c i n g him w e l l w i t h i n the s u p e r v i s o r c a t e g o r y . 

d a t a . 
f o l l o w i n g d e c i l e norms have been c a l c u l a t e d f r o m the 

S u p e r v i s o r 1s 
Raw Score 
N = 115 D e c i l e 

N o n - s u p e r v i s o r ' s 
Raw Score 
N = 57 

29 and up 9 2 0 and up 
28-23 8 19-14 
22-20 7 13-8 
19-14 6 7-5 
13-11 5 4-2 
10-8 4 l - ( - l ) 
7-5 3 - 2 - ( - 4 ) 
4-2 2 -5-(-10) 
1 o r l e s s 1 -11 o r l e s s 
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I n s t r u m e n t DIRECTIONS: Proverbs and common sense s a y i n g s have been used by people 
f o r many yea r s i n t h e i r day-to-day d e a l i n g s w i t h o t h e r peo
p l e . These e x p r e s s i o n s g i v e an i n d i c a t i o n o f people's f e e l 
i n g s and a t t i t u d e s toward o t h e r people and toward l i f e i n 
g e n e r a l . 

Below and on the f o l l o w i n g pages i s a l i s t o f common e x p r e s s i o n s . A f t e r 
each s t a t e m e n t are boxes p e r m i t t i n g a person t o check the e x t e n t to which 
they m i g h t AGREE o r DISAGREE w i t h what i s b e i n g s a i d . 

I n t h i s s u r v e y , p l e a s e do n o t g i v e y o u r own o p i n i o n about each p r o v e r b , 
even though you m i g h t p e r s o n a l l y f e e l t h e same as the answer you g i v e . 

I n s t e a d , g i v e y o u r o p i n i o n o f how a per s o n SHOULD FEEL t o be a GOOD 
SUPERVISOR. F i r s t , t h i n k o f the type o f person who makes a GOOD SUPER
VISOR i n your l i n e o f work. Second, check each p r o v e r b t h e way t h i s 
GOOD SUPERVISOR s h o u l d f e e l , i f he were answering t h i s s u r v e y h o n e s t l y 
and t r u t h f u l l y . 

EXAMPLE: Check how you t h i n k a good s u p e r v i s o r s h o u l d f e e l about each 
p r o v e r b . 

He s h o u l d He sho u l d He s h o u l d He sho u l d 
n e a r l y always u s u a l l y u s u a l l y n e a r l y alwa 
d i s a g r e e d i s a g r e e agree agree 

Handsome i s , as 
handsome does u u u u 

L e t s l e e p i n g dogs l i e / / / / / / / / 

NOTE: I n the s c o r i n g key below the l e t t e r s AA s t a n d f o r " N e a r l y Always 
Agree;" A stands f o r " U s u a l l y Agree;" D stands f o r " U s u a l l y D i s 
agree;" and AD stands f o r " N e a r l y Always D i s a g r e e . " 

Score + 1 Score -1 
f o r each o f f o r each o f 
these answers these answers 

1. Reason r u l e s a l l t h i n g s . . , -- A 
2. A per s o n may be educated beyond h i s 

i n t e l l i g e n c e . . . AA 
3. Too much and too L i t t l e e d u c a t i o n 

h i n d e r s the mind,., AD AA 
4. I t i s b e t t e r t o know something about 

e v e r y t h i n g t h a n a l l about one t h i n g . . . D 
5. He who knows most, b e l i e v e s l e a s t . . . AD AA 
6. I t i s j u s t as w e l l t o be i g n o r a n t o f 

many t h i n g s . . . AD AA 
7. Money t a l k s . . . D 
8. The s t r o n g e r more o f t e n w i n s . . . -- AA 



9. He who demands does n o t command. . . A AD 
10. An i n c r e a s e o f power b r i n g s an 

i n c r e a s e o f w e a l t h -- AA 
11. When the end i s l a w f u l , the means 

ar e l a w f u l AD AA 
12. P e t t y laws bre e d g r e a t c r i m e s . . . . -- A 
13. The reasons o f the s t r o n g e s t are 

o f t e n the b e s t D AA 
14. A good h o r s e s h o u l d seldom be 

s p u r r e d -- AA 
15. Law i s the t y r a n t o f man AD AA 
16. The r e s u l t j u s t i f i e s the deed, . . . AD AA 
17. The arguments o f the s t r o n g e s t 

c a r r y the most w e i g h t D AA 
18. Power passes to t h e b e s t f r o m 

the i n f e r i o r D 
19. When the c a t ' s away the mice 

w i l l p l a y AD AA 
20. A b i r d i s known by h i s f e a t h e r s . . . -- AA 
2 1 . You cannot change human n a t u r e . . . D AA 
22. Once a gentleman, always a 

gentleman AD AA 
23. L i k e f a t h e r , l i k e son A 
24. Far f r o m eye, f a r f r o m h e a r t . . . . D 
25. A man's c h a r a c t e r i s r e v e a l e d by 

h i s speech D 
26. N e c e s s i t y w i l l t e a c h a s t u p i d 

man t o be wise A 
27. Dogs b a r k as they are r e a r e d . . . . A D 

28. An o l d dog cannot change h i s 
way o f b a r k i n g A 

29. An o c c a s i o n l o s t cannot be 
redeemed AA 

30. People s t r i v e t o g i v e to him 
who a l r e a d y has AD AA 

3 1 . Easy come, easy go A 
32. What w i l l be, w i l l be AD AA 
33. No p l e a s u r e w i t h o u t p a i n AD AA 
34. To be poor and c o n t e n t i s t o be 

r i c h and r i c h enough AA 
35. L i f e i s a b a t t l e D AA 
36. Every day s h o u l d be passed as i f 

i t were t o be our l a s t AD 
37. No day passes w i t h o u t some g r i e f . . . D 
38. F a t e w i l l f i n d a way AD AA 
39. There i s no f l y i n g f r o m f a t e AD AA 
40. N o t h i n g under the sun i s 

a c c i d e n t a l A AD 
4 1 . Those who cannot do, always 

want t o do D 
42. Every man has h i s p r i c e AD AA 
43. T r u s t p e o p l e , b u t n o t too much. . . . D AA 
44. Men's faces are n o t t o be 

t r u s t e d AD AA 
45. I f you want something done w e l l , 

do i t y o u r s e l f AD AA 
46. A c l e a n g l o v e o f t e n h i d e s a 

d i r t y hand AD AA 



AD 

D 

D 

47. Make yourself into a Lamb 
and the wolves w i l l eat you.- AD 

A3. Many people k i s s the hand they 
wish cut off D 

49. He that p r a i s e s p u b l i c l y w i l l 
slander p r i v a t e l y 

53. Avoid a questioner, for he 

i s a l s o a t a t t l e r 

51. A good f r i e n d never offends 

52. Take things as them come 

53. No one w i l l get a bargain he 
does not ask for 

54. Imagination i s a poor s u b s t i t u t e 
for experience 

55. You cannot reach a high p o s i t i o n 
without boldness 

56. Men of ac t i o n are dreamers 

57. He who l i v e s by hope w i l l 
die of hunger 

58. I f speech i s s i l v e r , s i l e n c e 
i s golden. 

59. "Quick" and "good" do not 
go w e l l together 

60. There i s nothing better than 
being on the safe side D 

61. Oebate destroya the speed 
of getting things done AD 

62. The future belongs to him 
who knows how to wait AD 

AD 

AD 

AA 

AA 

AA 

AA 

AA 

AA 

AA 

AA 

DA 

AA 

AA 

AA 

AA 

AA 

63. Slow and steady wins the 
race AD AA 

64. The race i a not to the 

s w i f t AD AA 

65. He who h e s i t a t e s i a Lost AD AA 

66. He who envies others enda 
up poor A 

67. Each man i s sorry for 
himself D 

68. Who i s not good to himself 
w i l l be good to nobody D 

69. Youraelf should be the f i r s t 
object.of c h a r i t y AD AA 

70. I n doing what we should we 
deserve no p r a i s e — AA 

71. The reward of a thing 
r i g h t l y done i s to have 
done i t AD AA 

72. We always take care of 
number one AD AA 

73. Everyone finds f a u l t with 
h i s own trade AD AA 

74.. Discontent i s the f i r s t 
step i n progress AA AD 

NOTE: The a c t u a l s c a l e did not present the itema l n the above 
order. 

to 
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A MANAGERIAL KEY FOR THE CPI ( G o o d s t e i n and Schrader 1963) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

T h i s e m p i r i c a l l y d e r i v e d key y i e l d s s c ores which appear t o show 
moderate t o low c o r r e l a t i o n w i t h m a n a g e r i a l success and w h i c h 
d i s t i n g u i s h between managers and men-in-genera1. 

Two hundred and s i x t r u e - f a l s e items were s e l e c t e d from the 
C a l i f o r n i a P s y c h o l o g i c a I I n v e n t o r y • The i t e m s comprised 72 p e r c e n t 
o f the T o l e r a n c e (To) s u b s c a l e , 62 p e r c e n t o f Achievement v i a 
independence ( A i ) , 52 p e r c e n t o f Dominance (Do) and 69 p e r c e n t o f 
F e m i n i n i t y r e v e r s e d (-Fe). C a p a c i t y f o r s t a t u s ( C s ) , S e l f 
Acceptance ( S a ) , and Achievement v i a conformance (AC) a l s o had h i g h 
l o a d i n g s . The 1957 v e r s i o n o f the I n v e n t o r y was used. 

A t o t a l o f 603 male c i v i l i a n s i n management p o s i t i o n s and 1748 
"men-in-genera1" comprised the e x p e r i m e n t a l sample. 

No r e l i a b i l i t y d a t a i s r e p o r t e d f o r the key. However, t h e CPI 
s c a l e s f r o m w h i c h i t i s drawn are r e p o r t e d t o show t e s t - r e t e s t 
r e l i a b i l i t i e s o f .60 t o .71 o v e r a one year p e r i o d on a sample o f 
h i g h s c h o o l s t u d e n t s . 

Items w h i c h d i s c r i m i n a t e d between managers and men-in-genera1 
a t .01 l e v e l u s i n g Chi-square were chosen f o r the key. The s e l e c t e d 
p o o l o f i t e m s was not c r o s s - v a l i d a t e d . 

G o o d s t e i n , L. W. and Schrader, W. J. "An e m p i r i c a l l y d e r i v e d key 
f o r the C a l i f o r n i a P s y c h o l o g i c a l I n v e n t o r y . " J. A p p l . P s y c h o l . , 1963 
47, pp. 42-45. 

Gough, H. G. The C a l i f o r n i a P s y c h o l o g i c a l I n v e n t o r y , Palo 
A l t o , C a l i f o r n i a : C o n s u l t i n g P s y c h o l o g i s t p r e s s , 1964. 

CPI i t e m numbers and key are a v a i l a b l e as Document #7195 from 
American Documentation I n s t . , A u x i l i a r y P u b l i c a t i o n s P r o j e c t , 
Photo D u p l i c a t i o n S e r v i c e , L i b r a r y o f Congress, Washington 25, D.C. 
$1.25. 

Adminis t r a t i o n S e l f a d m i n i s t e r e d . T e s t i n g time s h o u l d f a l l between one and one 
and h a l f h o u r s . Hand s c o r i n g m i g h t be s u i t a b l e . 

R e s u l t s and G o o d s t e i n and Schrader r e p o r t t h a t t h e i r key, i n a d d i t i o n t o 
Comments d i s t i n g u i s h i n g between managers and men-in-genera1, a l s o d i f f e r e n t i a t e s 

among t o p , m i d d l e , and f i r s t - l i n e s u p e r v i s o r s a t the .01 l e v e l . 
Success r a t i n g s f o r the e n t i r e m a n a g e r i a l group are r e p o r t e d t o 
c o r r e l a t e +.23 w i t h key s c o r e s , and w i t h i n top management r = . 2 5 , 
m i d d l e management r=.27. Of c o u r s e , any use o f t h i s key would r e q u i r e 
the e s t a b l i s h m e n t o f l o c a l norms. 
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Item Numbers and Direct ion of I t en Scoring for the 206 CPI Items In the 

Managerial Key 

Items Scored Items Scored 
•True* • F i l s e B 

4 224 7 43 94 155 194 257 318 383 435 

42 239 9 47 98 157 199 261 323 384 438 

50 259 11 48 109 158 204 265 325 385 439 

53 320 12 56 110 164 206 266 327 388 441 

66 326 13 63 111 166 209 270 337 390 444 

78 359 14 64 115 169 217 271 338 397 452 

95 376 15 67 117 170 219 273 341 398 457 

96 403 16 68 119 173 220 274 347 401 461 

107 410 20 69 121 174 223 2S1 350 404 462 

108 412 23 70 122 176 225 282 353 405 

135 413 24 71 124 177 226 284 358 409 

138 432 26 73 128 178 227 285 360 416 

140 448 27 75 136 181 232 2S6 363 417 

146 451 31 76 137 182 2)3 291 364 419 

162 453 32 79 139 183 236 294 365 421 

180 464 33 85 141 184 137 299 370 422 

202 475 37 90 142 186 243 300 378 423 

207 38 91 145 188 244 308 379 424 

213 40 92 149 190 252 314 381 429 

221 41 93 151 192 253 315 382 434 



MANAGERIAL SCALE FOR ENTERPRISE IMPROVEMENT 

The s t a t e d purpose of t h i s instrument I s to measure management morale 
and provide an a n a l y s i s of the human r e l a t i o n s p r a c t i c e s of a f i r m . The 
instrument i s NOT administered as a morale s c a l e and the assumption i s 
made t h a t more s a t i s f i e d managers w i l l be l e s s c r i t i c a l of the f i r m . 

The instrument contains 34 L i k e r t s c a l e d ( f i v e p o i n t ) items f o r which 
an i n t e r n a l homogeneity c o e f f i c i e n t of .89 ( c o r r e c t e d ) i s reported f o r an 
u n i d e n t i f i e d sample of 213 c a s e s . 

No norms or v a l i d i t y data are mentioned by the p u b l i s h e r . The s c a l e 
may be ordered from Psychometric A f f i l i a t e s , Box 1625, Chicago, I l l i n o i s . 

The manual for t h i s t e s t i s d e f i c i e n t w i t h regard to American Psy
c h o l o g i c a l A s s o c i a t i o n "Standards." No r e f e r e n c e s are given i n the one 
page manual through which the p o t e n t i a l user may e v a l u a t e previous uses of 
the s c a l e . I n any case l o c a l norms should be e s t a b l i s h e d i f t h i s s c a l e 
i s c onsidered f o r u s e . 
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T h i s i s a s t r a i g h t f o r w a r d L i k e r t s c a l e on w h i c h people a t v a r i o u s l e v e l s o f an 
o r g a n i z a t i o n r a t e the amount o f i n f l u e n c e t h a t t h e y and people i n o t h e r l e v e l s o f the 
o r g a n i z a t i o n have i n the r u n n i n g o f the o r g a n i z a t i o n . Tannenbaum has c o l l e c t e d such 
d a t a f r o m a wide v a r i e t y o f v o l u n t a r y and f o r m a l o r g a n i z a t i o n s , w h i c h have been found 
t o v a r y b o t h i n t h e p a t t e r n and i n g e n e r a l e l e v a t i o n o f r a t i n g s g i v e n t o the v a r i o u s 
o r g a n i z a t i o n a l l e v e l s . 

R a t i n g s may be secured f o r b o t h i d e a l and a c t u a l i n f l u e n c e s i t u a t i o n s . One i n t e r 
e s t i n g f i n d i n g has been t h a t o l i g a r c h i c c o n t r o l s t r u c t u r e s a c t u a l l y come t o the f o r e 
even i n o r g a n i z a t i o n s where d e m o c r a t i c i d e a l s are h e l d , such as v o l u n t a r y a s s o c i a t i o n s 
l i k e the League o f Women V o t e r s o r Yugoslav work groups. 

For f u r t h e r n o r m a t i v e and r e s e a r c h data on t h i s i n s t r u m e n t see A r n o l d Tannenbaum's 
S o c i a l Psychology o f the Work O r g a n i z a t i o n (Belmont, C a l i f o r n i a : Wadsworth 1966) and 
th e r e f e r e n c e s c o n t a i n e d t h e r e i n . The f o l l o w i n g shows how the q u e s t i o n was asked i n 
the League o f Women V o t e r s s t u d y : 

" I n g e n e r a l , how much i n f l u e n c e do you t h i n k the f o l l o w i n g groups o r persons 
a c t u a l l y have i n d e t e r m i n i n g the p o l i c i e s and a c t i o n s o f your l o c a l League" 

No A l i t t l e Some A g r e a t d e a l A v e r y g r e a t 
I n f l u e n c e I n f l u e n c e I n f l u e n c e o f i n f l u e n c e d e a l o f i n f l u e n c e 

Your l o c a l p r e s i d e n t / / / / / / i i i • l 

Your l o c a l board as 
a group ( e x c l u d i n g / / / / r j i i 
the p r e s i d e n t ) 

Your l o c a l member
s h i p as a whole / / / / / i i i i i 
( e x c l u d i n g the b o a r d ) 

I n t h i s s t u d y , the board had an average j u s t over "a g r e a t d e a l " , the p r e s i d e n t a 
l i t t l e s h o r t o f "a g r e a t d e a l " and membership c l o s e t o "some", i n terms o f a c t u a l 
i n f l u e n c e . 

Patchen (1962) has proposed t h a t o r g a n i z a t i o n a l i n f l u e n c e can a l t e r n a t i v e l y be 
•measured by ex a m i n i n g i n f l u e n c e a c r o s s a number o f s p e c i f i c d e c i s i o n s i t u a t i o n s and 
the n summing these i n t o a s i m p l e i n d e x . A comparison o f the two methods across t h r e e 
c r i t e r i a shows l i t t l e d i f f e r e n c e between the two approaches, a l t h o u g h the s p e c i f i c 
d e c i s i o n q u e s t i o n s had h i g h e r r a t e s o f agreement w i t h i n o r g a n i z a t i o n a l l e v e l s ; 
t h a t i s , more managers agreed w i t h each o t h e r on these q u e s t i o n s , as d i d more r a n k and 
f i l e . P a tchen n o t e s , however, t h a t t h e r e i s l i t t l e agreement across l e v e l s f o r both 
methods. That i s , managers and r a n k and f i l e do not agree on the amount o f i n f l u e n c e 
t h a t each o t h e r have -- w h i c h leaves t h i s area w i t h an i n t e r e s t i n g m e t h o d o l o g i c a l gap. 

Reference : 

Patc h e n , M. " A l t e r n a t i v e q u e s t i o n n a i r e approaches t o the measurement o f i n f l u e n c e 
i n o r g a n i z a t i o n s " , American J o u r n a l o f S o c i o l o g y 1962, 69_, 41-52. 



PROFILE OF ORGANIZATIONAL CHARACTERISTICS ( L i k e r t 1967) 

T h i s i n s t r u m e n t a t t e m p t s t o r e f l e c t e m p i r i c a l l y the c o n c e p t s c o n t a i n e d i n L i k e r t ' s 
w r i t i n g s on new p a t t e r n s o f management. I n h i s l a t e s t work, New P a t t e r n s o f Management 
(New Y o r k : M c G r a w - h i l l , i n p r e s s ) , L i k e r t uses the i n s t r u m e n t i n a v a r i e t y o f p r i m a r i l y 
b u s i n e s s o r g a n i z a t i o n s t o i l l u s t r a t e d i f f e r e n c e s i n the p e r c e p t i o n s o f the o r g a n i z a 
t i o n a l s t r u c t u r e as a f u n c t i o n o f the i n t r o d u c t i o n o f new management t e c h n i q u e s . The 
data L i k e r t p r e s e n t s are q u i t e i m p r e s s i v e i n t h e i r s u p p o r t f o r the i d e a l d e c e n t r a l i z e d 
system, w h i c h s t r e s s e s maximal communication and i n t e r a c t i o n between p a r t i c i p a n t s a t 
a l l l e v e l s o f the o r g a n i z a t i o n . T h i s " i d e a l " end o f the c o n t i n u u m i s f a i r l y e v i d e n t 
i n each o f the 51 i t e m s , w h i c h , t h e r e f o r e , m i g h t be t r a n s p a r e n t f o r a manager w i t h 
human r e l a t i o n s t r a i n i n g o r exposure t o L i k e r t ' s p h i l o s o p h y . The i t e m w o r d i n g would 
d e f i n i t e l y have t o be f a r m e r i z e d f o r use on r a n k - a n d - f i l e samples--but t h e r e has been 
l i t t l e d a t a c o l l e c t e d on n o n - s u p e r v i s o r y p e r s o n n e l anyway. One may wonder w h e t h e r 
the r a n k and f i l e share t h e i r s u p e r v i s o r s ' g e n e r a l e n t h u s i a s m f o r the l e s s - c e n t r a l i z e d 
and d e m o c r a t i c systems o f management, e s p e c i a l l y s i n c e , as we have seen i n Robinson's 
c h a p t e r , l o w e r - s t a t u s w o r k e r s e x p e c t few o f these i n t r i n s i c s a t i s f a c t i o n from t h e i r 
j o b s . L i k e r t f e e l s t h a t such p r a c t i c e s can be a p p r e c i a t e d by r a n k and f i l e w o r k e r s 
as much as by s u p e r v i s o r y p e r s o n n e l , a l t h o u g h i t may take the f o r m e r l o n g e r to a d j u s t 
to the p r a c t i c e s . 

Such n o r m a t i v e data f o r the i n s t r u m e n t as e x i s t w i l l appear i n L i k e r t ' s f o r t h 
coming volume. A l t h o u g h f u l l p s y c h o m e t r i c d a t a on the i n s t r u m e n t are as y e t i n c o m p l e t e , 
L i k e r t r e p o r t s s p l i t - h a l f r e l i a b i l i t i e s o v e r .90 f o r the e n t i r e s c a l e . The s c a l e 
e x h i b i t s h i g h i t e m homogeneity i n t h a t s i n g l e management systems tend t o f a l l i n the 
same segment o f the s c a l e on a l m o s t a l l i t e m s . T h i s e f f e c t h o l d s t r u e even though 
e i g h t d i f f e r e n t aspects o f system are tapped. The d i f f e r e n t s y s t e m " a s p e c t s " a r e as f o l l o w s 

1. L e a d e r s h i p processes used (5 i t e m s ) 
2. C h a r a c t e r o f m o t i v a t i o n a l f o r c e s (7 i t e m s ) 
3. C h a r a c t e r o f communication processes (14 i t e m s ) 
4. C h a r a c t e r o f i n t e r a c t i o n - i n f l u e n c e process (6 i t e m s ) 
5. C h a r a c t e r o f d e c i s i o n - m a k i n g process (8 i t e m s ) 
6. C h a r a c t e r o f g o a l - s e t t i n g or o r d e r i n g (3 i t e m s ) 
7. C h a r a c t e r o f c o n t r o l processes (5 i t e m s ) 
8. Performance g o a l s and t r a i n i n g (3 i t e m s ) 

I n s t r u c t i o n s f o r use o f the i n s t r u m e n t f o r the w o r k e r ' s p r e s e n t e n v i r o n m e n t are as 
f o l l o w s : 

o 
On t h e l i n e s below each o r g a n i z a t i o n a l v a r i a b l e ( i t e m ) , p l e a s e p l a c e an n a t 
the p o i n t w h i c h , i n y o u r e x p e r i e n c e , d e s c r i b e s your o r g a n i z a t i o n a t the 
p r e s e n t time (n=now). T r e a t each i t e m as a c o n t i n u o u s v a r i a b l e from the 
extreme a t one end t o t h a t a t the o t h e r . 

The i t e m s are l i s t e d ona 20 p o i n t s c a l e , s p l i t i n t o f o u r r e g i o n s as i n the sample items 
be low. 
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l a . E x t e n t t o w h i c h s u p e r i o r s have c o n f i d e n c e and t r u s t i n s u b o r d i n a t e s 

Have no c o n f i 
dence & t r u s t i n 
subord i n a t e s 

Have condescend
i n g c o n f i d e n c e & 
t r u s t , such as 
master has i n 
s e r v a n t 

S u b s t a n t i a l b u t 
no t complete 
c o n f i d e n c e & 
t r u s t . S t i l l 
w ishes t o keep 
c o n t r o l o f 
d e c i s i o n s 

Complete c o n f i 
dence & t r u s t 
i n a l l m a t t e r s 

2b. Manner i n w h i c h m o t i v e s are used 

Fear, t h r e a t s , 
p u n i s hment, & 
occas i o n a 1 
r e w a r d s 

Rewards & some 
a c t u a l o r po
t e n t i a l p u n i s h 
ment 

Rewards, occa-
s i o n a 1 punish
ment, & some 
in v o l v e m e n t 

Economic rewards 
based on compen
s a t i o n system de
veloped through 
p a r t i c i p a t i o n . 
Group p a r t i c i p a 
t i o n & invo l v e m e n t 
i n s e t t i n g g o a l s , 
i m p r o v i n g methods, 
a p p r a i s i n g p r o 
gress toward g o a l s , 
e t c . 

6c. Are t h e r e f o r c e s t o a c c e p t , r e s i s t , o r r e j e c t goals? 

Goals a re o v e r t l y 
a c c e p t e d b u t are 
c o v e r t l y r e s i s t e d 
s t r o n g l y 

Goals a re o v e r t l y 
accepted b u t o f t e n 
c o v e r t l y r e s i s t e d 
t o a t l e a s t a 
moderate degree 

Goals are o v e r t l y 
accepted b u t a t 
times w i t h some 
c o v e r t r e s i s t a n c e 

Goals a re f u l l y 
accepted b o t h 
o v e r t l y and 
c o v e r t l y 

I n a d d i t i o n , i f one i s i n t e r e s t e d i n a n a l y s i s o f o r g a n i z a t i o n a l change, he mi g h t 
ask the r e s p o n d e n t t o r a t e t he o r g a n i z a t i o n as i t was months ago by p l a c i n g a ."p" on 
each o f t h e 51 s c a l e s . A l t e r n a t e i n s t r u c t i o n s are a l s o a v a i l a b l e f o r " t h e k i n d of 
management you are t r y i n g t o c r e a t e by the management you a p r o v i d i n g " and f o r " w h e r e 
you would l i k e to have your o r g a n i z a t i o n f a l l w i t h r e g a r d t o t h a t i t e m . 

Because the items a re l e n g t h y and because t h e whole p r o f i l e should n o t be used 
w i t h o u t p r i o r e x p e r i e n c e w i t h L i k e r t ' s aim, we w i l l m erely l i s t t he items w i t h o u t the 
d e s c r i p t i v e phrases used w i t h the s c a l e s . F u l l e r data on t h e i n s t r u m e n t w i l l be g i v e n 
i n t h e f o r t h c o m i n g volume. 



• 
1. Leadership Process Used 

a) Extent to which superiors have confidence *rid t r u s t l a subordinates 

b) extent to which subordinate*. In t u r n , have confidence and t r u s t 1B superiors 

c) Extent to which superiors display supportive behavior toward other* 

d) Extent to which superiors behave so chat subordinates f e e l free to discuaa 
important things about t h e i r jobs w i t h t h e i r Immediate superior 

c) Extent to which Immediate superior In solving job problems generally 
cries to sec subordinates' ideas & opinions & make constructive use of them. 

1. Character of M o t i v a t i o n a l Forces 

a) Underlying motives tapped 

b) Manner In which motives ara* used 

<•) kinds of a t t i t u d e s developed toward organisation and I t s goals 

J) Extent to which motivational forces c o n f l i c t w i t h or reinforce one another 

«) Amount of r e s p o n s i b i l i t y f e l t by each member of organisation f o r achieving 
(inanimation's goals 

f ) Attitudes toward other members of the organization 

g) S a t i s f a c t i o n derived 

3. Character of Communication Process 
a) Amount of I n t e r a c t i o n and comaunication aimed at achieving organisation'• 

objectives 

b) Direction of information flow 

c) Downward communication 

(1) Where i n i t i a t e d 
(2) .-Ixtent to which superiors w i l l i n g l y share information with subordinates 
(J) Cxteat to which communications are accepted by subordinates 

d) Upward communication 

(1) Adequacy of upward communication v i a l i n e organization 
(2) Subordinates' f e e l i n g of r e s p o n s i b i l i t y f o r i n i t i a t i n g accurate upward 

communication 
(3) Forces leading to accurate or d i s t o r t e d upward information 
(4) Accuracy of upward communication v i a l i n e 
(5) Need f o r supplementary upward communication system 

e) Sideward communication, I t s adequacy and accuracy 

f ) Psychological closeness of superiors to subordinates ( I . e . , f r i e n d l i n e s s 
between superiors aad subordinates) 

(1) How w e l l does superior know and understand problems faced by 
subordinates? 

(2) How accurate are the perceptions by superiors and subordinates of 
each other 

Character of I n t e r a c t i o n - i n f l u e n c e Process 

a) Amount sod character of i n t e r a c t i o n 

b) Amount of cooperative teamwork present 

c) Extent to which subordinates can Influence the goals, methods, and a c t i v i t y 
of t h e i r u n i t s and departments 

(1) As seen by superiors 
(2) As seen by subordinates 

d) Amount of actual Influence which superiors can exercise over the goals, 
a c t i v i t y , and methods of t h e i r u n i t s aad departments 

e) Extent to which an e f f e c t i v e s t r u c t u r e exists enabling one p a r t of organisa
t i o n to exert Influence upon other parts 

Character of Decision-waking Process 

a) At what l e v e l i a organization are decisions formally made? 



b) How adequate and accurate i s the i n f o r m a t i o n a v a i l a b l e f o r decision-making 
a t the place where the deci s i o n s are made? 

c) To what extent are decision-makers aware of problems, p a r t i c u l a r l y those a t 
lower l e v e l s i n the organization? 

d) Extent to which t e c h n i c a l and p r o f e s s i o n a l knowledge i s used i n d e c i s i o n 
making 

e) Are decisions made a t the best l e v e l i n the o r g a n i z a t i o n as f a r as 

(1) A v a i l a b i l i t y o f the most-adequate and accurate i n f o r m a t i o n bearing on 
the d e c i s i o n . 

(2) The m o t i v a t i o n a l consequences ( i . e . , does the decision-making process 
help to create the necessary m o t i v a t i o n s i n those persons who have to 
ca r r y out the decision?) 

f ) To what extent are subordinates involved i n decisions r e l a t e d t o t h e i r work? 

g) I s decision-making based on man-to-man or group p a t t e r n o f operation? 
Doeb i t encourage or discourage teamwork? 

Character of G o a l - s e t t i n g or Ordering 

a) Manner i n which u s u a l l y done 

b) To what exte n t do the d i f f e r e n t h i e r a r c h i c a l l e v e l s tend to s t r i v e f o r 
hi g h performance goals? 

c) Are there forces to accept, r e s i s t , or r e j e c t goals? 

7. Character o f C o n t r o l Processes 

a) At what h i e r a r c h i c a l l e v e l s i n organizat on does major or primary concern 
e x i s t w i t h regard t o the performance of the c o n t r o l function? 

b) How accurate are the measurements and i n f o r m a t i o n used to guide and perform 
the c o n t r o l f u n c t i o n , and to what extent do forces e x i s t i n the o r g a n i z a t i o n 
to d i s t o r t and f a l s i f y t h i s information? 

c) Extent to which the review and c o n t r o l f u n c t i o n s are concentrated 

d) Extent to which there i s an i n f o r m a l o r g a n i z a t i o n present and supporting 
or opposing goals o f formal o r g a n i z a t i o n 

e) Extend to which c o n t r o l data (e.g., accounting, p r o d u c t i v i t y , c o s t , e t c . ) 
are used f o r self-guidance or group problem-solving by managers and non-
supervisory employees; or used by superiors i n a p u n i t i v e , p o l i c i n g manner. 

8. Performance Goals and T r a i n i n g 

a) Level o f performance goals which superiors seek to have o r g a n i z a t i o n 
achieve 

b) Extent to which you have been given the kind of management t r a i n i n g you 
de s i r e 

c) Adequacy-of t r a i n i n g resources provided t o assise you i n t r a i n i n g your 
subordinates 

to 
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The reader may fin d the following shortened adaptation of the 
L i k e r t P r o f i l e into 19 items a more v i a b l e instrument. 

System 1 System 2 
Exploitive Benevolent 

Authoritative Authoritative 

System 3 
Consultative 

System 4 
Participative 

Group 

ff; (^^How^nwch^onndanc* 
, -il -V .Cit Showi? Ifi tubordlnsti*? 

How Ira* do thov feel 
ito talk Io superiors about |ob? 

Are subordinates' Ideas 
•ought and used, It worthy? 

Is pra dominant UM made ol 
1 Iter, 2 threats, 3 punishment, 

* ra wards, 5 involvement? 

Where It responsibility fell 
for achieving, organization's goals? 

How much communication 
Is aimed at achieving 

organ nation's objectives? 

What Is the direction 
of Information How? 

Substantial Complet None 

fTultylfrea Not at all Ratner tree 

Seldom Usually 

*5.;4Sbateq;pin 
"flroupliatfo'oels 1.2.3. occasionally * 

I 1 1 1 

4. some 3 and 5 

Al all levels 
• V 

1 
Mostly at top Fairly general 

A greal ideal Quite a bil very little 

Down.^uo^ 
and ildeways 

I ^ 

Down and up 

I 1 1 

Downward 

With an openjmlntf With suspicion With caution 

I 1 1 

Accurate Olten wrong Limited accuracy 

I 1 
Very well ;:••'<&. Oulte wen Know little 

Throughoui^but * 
wall I mag rated ̂ i J j 

Broad policy at lop 
more delegation Mostly at top 

I 1 1 
To a great extant 

thro^flhout"' 
To s certain extent 

throughout Top management 

I 1 1 

i l _'|j.EuMŶ vohjea 

I 

Generally consulted 

I I 1 I 

Not at all 

Substantial Nothing, 
otten weakens 11 Some contribution 

How is downward 
communication accepted? 

How eccurata Is 
upward communication? 

How well do suparlori know 
problems dead by subordinates? 

At what level are 
decisions lormally made? 

What Is Ihe origin ot 
technical and professional 

fcnowledfe used In decision making? 

. Are subordinates involved In 
.decisions related to their work? 

fi^What does daclslon-rnaklng process 
" contribute to motivation? 

How are organizational 
goals established? 

i 
Orders Issued | 

i i i i 1 
i After discussion, 

by orders 

i l l i 

g f f i j f f i u f f i c t B M E 
i ^ x c ^ f - f f S p s H 

How much covert resistance 
to goats Is present? 

1 1 1 1 i 
Strong resistance J 

1 

1 1 I 1 
Some resistance 

el timet 

How concentrated are 
ravlew and control functions? ^ Highly at top 

i i i i i :. aB3&&& • 
Wodo/ato delegation 

to lower levels 
t 

- Quiia,wlde1f\ShoreoV 

la Ihera an inlormaj organization 
resisting the formal ona? 

1 1 1 1 
Yes 

t i l l 

1 1 1 1 
Sometimes 

1 1 1 1 

1 --**S 
~ No -same, goaTsS" 

aa'lorrna|<jSfer; 
i i i ^ r u " 

What are cost, 
productivity, and other 
control data uaad lot? 

t i l l 
Policing, 

punlthment ( 

1 1 1 1 
Reward, 

some suit-Guidance 

1 1 l - l , 
Sell-guldaQte^. 

, probl sm.to I virwjfo 

F o r t u n e . May 1967 
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12. OTHER WORK-RELEVANT ATTITUDES 

The a t t i t u d e s c a l e s t h a t remain have been d i v i d e d i n t o t h r e e c a t e g o r i e s 
s t r i c t l y on the b a s i s o f whether we enco u n t e r e d o t h e r s c a l e s d e a l i n g w i t h the 
s u b j e c t s i n q u e s t i o n . Thus, we have grouped f i v e s c a l e s d e a l i n g w i t h l a b o r -
management o r i e n t a t i o n s , and two d e a l i n g w i t h f e d e r a l employment, b u t we r e v i e w 
o n l y one s c a l e d e a l i n g w i t h a t t i t u d e s toward a u t o m a t i o n , one w i t h a t t i t u d e s 
toward the employment o f o l d e r p e r s o n s , and one w i t h work o p i n i o n s o f the m e n t a l l y 
i l l . There d o u b t l e s s e x i s t many o t h e r s c a l e s d e a l i n g w i t h such t o p i c s as 
employment o f the handicapped, but we viewed these i n s t r u m e n t s as t a n g e n t i a l t o 
the p r i m a r y purpose o f t h i s volume and d i d n o t s y s t e m a t i c a l l y search f o r them. 
We i n c l u d e d the s c a l e s r e v i e w e d i n t h i s s e c t i o n m a i n l y because we f e l t i t would 
be was t e f u 1 no t a t l e a s t t o ment i o n par t i a 1 l y r e l e v a n t i n s t r u m e n t s we encountered 
i n o u r search o f the l i t e r a t u r e . The f o l l o w i n g ten i n s t r u m e n t s are reviewed 
i n t h i s c h a p t e r : 

1. Union and Management A t t i t u d e s toward Each Other ( S t a g n e r , e t a l . 1958) 
2. IRC Union A t t i t u d e Scale ( U p h o f f and Dunnette 1956) 
3. Index o f Pro-Labor O r i e n t a t i o n (Kornhauser 1965) 
4. F r o - l a b o r A t t i t u d e E r r o r - c h o i c e T e s t s (Hammond 1948) 
5. A t t i t u d e s toward Labor and Management (Weschler 1950) 
6. A t t i t u d e toward Working f o r the Government ( A a l t o 1956) 
7. A t t i t u d e s toward Working f o r the Government ( K i l p a t r i c k , e t a l . 1964) 
8. A t t i t u d e toward A u t o m a t i o n (Rosenberg 1962) 
9. A t t i t u d e toward Employment o f Older Persons ( K i r c h n e r 1954) 

10. O p i n i o n s about Work o f the M e n t a l l y 111 ( S t r e u n i n g and E f r o n 1965) 
Union-management a t t i t u d e s a r e , o f co u r s e , h i g h l y i m p o r t a n t i n the w o r k i n g 

w o r l d , where o p t i m a l p r o d u c t i o n may depend upon adequate communication between 
management and l a b o r unions, as f o r m a l r e p r e s e n t a t i v e o f worker i n t e r e s t s and 
d i s s a t i s f a c t i o n s . S tagner, e t a l . ' s Union-Management A t t i t u d e Scales a r e 
r e l e v a n t o n l y f o r the management-level p e r s o n n e l . The s c a l e s c o n s i s t o f nine 
s t a t e m e n t s about u n i o n l e a d e r s ' view o f the o r g a n i z a t i o n and 11 sta t e m e n t s 
d e a l i n g w i t h management's view o f the u n i o n . As noted i n the s c a l e w r i t e - u p , 
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the i t e m s seem t r a n s p a r e n t and s t e r e o t y p e d b u t perhaps adequate f o r most measure
ment p u r p o s e s . I n t e r n a l homogeneity seems s u f f i c i e n t , a l t h o u g h not h i g h c o n s i d e r i n g 
the t r a n s p a r e n c y o f the i t e m s . 

The IRC Union A t t i t u d e S c a l e , on the o t h e r hand, taps u n i o n members 1 a t t i t u d e s 
toward t h e u n i o n . Sampling o f i t e m c o n t e n t , c o n s t r u c t i o n p r o c e d u r e s , s a m p l i n g o f 
r e s p o n d e n t s , r e l i a b i l i t i e s , and v a l i d a t i o n p r o c e d u r e s a l l r e f l e c t a h i g h l e v e l 
o f m e t h o d o l o g i c a l s o p h i s t i c a t i o n . The o n l y drawbacks t o the s c a l e are i t s 
l e n g t h , i t s a p p l i c a b i l i t y f o r the most p a r t t o o n l y u n i o n members, and i t s l a c k 
o f c r o s s - v a l i d a t i o n . 

Kornhauser's Index o f P r o - l a b o r O r i e n t a t i o n taps the a t t i t u d e s o f the r a n k 
and f i l e towards u n i o n s , management, government h e l p and w o r k i n g - c l a s s v i e w s . 
The i t e m s were d e v i s e d f o r an i n t e r v i e w s i t u a t i o n and depend on a number o f open-
ended q u e s t i o n s , w h i c h m i g h t i n h i b i t the responses o f w o r k i n g - c l a s s people i f 
g i v e n i n s e l f - a d m i n i s t e r e d form ( i . e . , i f r e s p o n d e n t s would have t o w r i t e i n 
t h e i r r e s p o n s e s ) . The i n t e r n a 1 s t r u e t u r e o f t h e q u e s t i o n s was n o t e m p i r i c a 1 l y 
v e r i f i e d and v a l i d i t y d a t a are l a c k i n g , m a i n l y because the a u t h o r was 
p r i m a r i l y i n t e r e s t e d i n f i n d i n g d i f f e r e n c e s among v a r i o u s types o f w o r k e r s . I n 
t h i s sense, the Index may i a y a modest c l a i m f o r v a l i d i t y — over t h r e e t i m e s as 
many b l u e - c o l l a r w o rkers as w h i t e - c o l l a r r a t e " h i g h " on p r o - l a b o r o r i e n t a t i o n . 

Two union-management " e r r o r - c h o i c e " s c a l e s , by Hammond,and Weschler, are 
r e v i e w e d . The items are o b v i o u s l y o u t - o f - d a t e as i n t e r e s t i n t h i s t e c h n i q u e 
has d i e d o u t s i n c e i t s the l a s t a p p l i c a t i o n about 15 y e a r s ago. We have 
heard rumors t h a t those t a k i n g the t e s t were c o n s i d e r a b l y d i s t u r b e d upon h e a r i n g 
t h a t the " i n f o r m a t i o n " t e s t t h a t they were t a k i n g was r i g g e d t o expose t h e i r 
b i a s e s . 

The two sea i e s c o n c e r n i n g government employment have o f f s e t t i n g advantages 
and d i s a d v a n t a g e s . A a l t o ' s i n s t r u m e n t i s s t r o n g on the p s y c h o m e t r i c d e s i d e r a t a 
of norms, r e l i a b i l i t y and v a l i d i t y ; b u t the sample seems t o o w e l l educated t o 
be r e p r e s e n t a t i v e and the items may be too s i m p l e and too g e n e r a l . I n f a c t , 
A a l t o ' s s c a l e i s so g e n e r a l t h a t i t c o r r e l a t e s q u i t e h i g h l y w i t h a g e n e r a l j o b 
s a t i s f a c t i o n s c a l e . K i l p a t r i c k , e t a l . ' s sample, on the o t h e r hand, i s one o f the 
b e s t on w h i c h o c c u p a t i o n a l data have ever been c o l l e c t e d (see Robinson's 
c h a p t e r ) and t h e i r i n s t r u m e n t employs w e l l - w r i t t e n i t e m s w h i c h d e a l w i t h 
s p e c i f i c f a c e t s o f government and p r i v a t e employment. However, these a u t h o r s 
p e r f o r m e d v e r y few a n a l y s e s o f the s t r u c t u r e o f t h e i r items and l i m i t e d them
s e l v e s t o s i m p l e a n a l y s e s o f s i n g l e i t e m s . There i s , however, a wea 1th o f 
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n o r m a t i v e data on t h i s r e c e n t and most r e p r e s e n t a t i v e sample. I n a d d i t i o n , 
K i l p a t r i c k , e t a l . supplemented t h e i r i n t e r v i e w s w i t h a number o f i n t e r e s t i n g 
open-ended q u e s t i o n s about f e d e r a l vs. p r i v a t e employment. 

W i t h the growing and somewhat polemic debate about the e f f e c t s o f i n c r e a s 
i n g a u t o m a t i o n i n our s o c i e t y , Rosenberg's measure o f A t t i t u d e s toward Automation 
may f a c e a go o d l y number o f c o m p e t i t o r s i n the near f u t u r e . Rosenberg commend-
a b l y t r i e d t o examine these a t t i t u d e s from a number o f angles ( e . g . , s e c u r i t y , 
w ages); however, some of the sub - s c a l e c o r r e l a t i o n s were h i g h enough t o suggest 
t h a t the items should have been formed i n t o a s m a l l e r number o f i n d i c e s than the 
ten s u ggested. While data on t e s t - r e t e s t r e l i a b i l i t y and v a l i d i t y a r e l a c k i n g , 

/ 

the s c a l e i s w o r t h e x a m i n a t i o n because i t e m coverage o f the t o p i c appears q u i t e 
comprehens i v e . 

A n other t o p i c o f grow i n g s o c i e t a l c o n c e r n i s employment o f the i n c r e a s i n g 
r a n k s o f our e l d e r l y p o p u l a t i o n . K i r c h n e r ' s measure o f A t t i t u d e s toward 
Employment o f Older Persons covers the t o p i c a d e q u a t e l y . Indeed, the methodology 
i n v o l v e d i n the c o n s t r u c t i o n o f t h i s i n s t r u m e n t i s q u i t e commendable. I t s only 
drawbacks a re i t e m t r a n s p a r e n c y , l a c k o f s u b s t a n t i a l v a l i d i t y , and the response 
s e t problems i n h e r e n t i n s t r a i g h t f o r w a r d L i k e r t s c a l e s . 

S t r e u n i n g and E f r o n ' s measure o f fo r m e r m e n t a l p a t i e n t s ' O p i n i o n s About 
Work a l s o has a s o l i d m e t h o d o l o g i c a l background. The work p e r s p e c t i v e s o f the 
m e n t a l l y i l l may o f f e r b a s i c i n s i g h t s i n t o t he w o r l d of work t h a t o t h e r workers 
t a k e f o r g r a n t e d . The dimensions which emerged from the a u t h o r ' s f a c t o r 
a n a l y s i s , however, appear to o f f e r more i n f o r m a t i o n about t h e p e r s p e c t i v e s o f 
m e n t a l p a t i e n t s than about the s t r u c t u r e o f work a t t i t u d e s . The f i n d i n g t h a t 
m e n t a l p a t i e n t s who were c u r r e n t l y employed were j u s t as a l i e n a t e d ( t h e major 
f a c t o r i n the i t e m p o o l ) as those who were n o t employed i s w o r t h n o t i n g . 
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UNION AND MANAGEMENT ATTITUDES TOWARD EACH OTHER ( S t a n g e r , e t a l . 1958) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogene i t y 

Management's a t t i t u d e toward l a b o r o r g a n i z a t i o n w i t h i n a company 
and u n i o n o f f i c i a l s a t t i t u d e toward upper management. 

The Management A t t i t u d e toward Unions s c a l e c o n s i s t s o f 11 L i k e r t 
g r a d e d - c h o i c e t y p e i t e m s , and the Union A t t i t u d e toward Management 
s c a l e has n i n e i t e m s . A low score on e i t h e r s c a l e i s i n d i c a t i v e o f 
app r o v a 1 . The a n a l y s i s o f items was c a r r i e d o u t on data g a t h e r e d 
f r o m top l e v e l o f f i c i a l s i n each company and u n i o n and the s c a l e s are 
no t recommended, t h e r e f o r e , f o r use on ra n k and f i l e p e r s o n n e l . 
Both c o r r e l a t i o n a 1 and Guttman scalogram a n a l y s i s t e c h n i q u e s were used 
i n d e v e l o p i n g these s c a l e s . 

4 1 e s t a b l i s h m e n t s i n t h r e e s o u t h e r n I l l i n o i s communities p r o v i d e d 
management and u n i o n p e o p l e f o r i n t e r v i e w s . 76 e x e c u t i v e s and 81 
u n i o n o f f i c i a l s comprised the p o p u l a t i o n o f res p o n d e n t s . I n a l l 41 
companies, a s i n g l e u n i o n b a r g a i n e d f o r the m a j o r i t y o f the work f o r c e . 
The range o f h o u r l y p a i d employees was from 73 t o 2,100 and the 
companies r e p r e s e n t e d m a n u f a c t u r i n g , u t i l i t y , and s e r v i c e i n t e r e s t s . 

R e l i a b i l i t y d ata i s n o t r e p o r t e d b u t the c o e f f i c i e n t o f r e p r o d u c i b i l i t y 
i s r e p o r t e d as .92 f o r the Management s c a l e and .90 f o r the Union 
s c a l e . 

V a l i d i t y 

L o c a t i o n 

Adminis t r a t i o n 

R e s u l t s and 
Comments 

Other 
References 

Only f a c e v a l i d i t y i s assumed. 

Stagner, R., Chalmers, W. E., and Derber, M. L., "Guttman-type s c a l e s 
f o r u n i o n and management a t t i t u d e s toward each o t h e r " , J. App1. Psychol 
1958, 42, PP- 293-300. 

S e l f - a d m i n i s t e r e d , S c o r i n g i s accomplished i n s t a n d a r d L i k e r t f a s h i o n , 
a low score i n d i c a t i n g a p o s i t i v e a t t i t u d e . 

C o n s i d e r i n g the n a t u r e o f the v a l i d i t y c l a i m s f o r t h i s i n s t r u m e n t , the 
r e l a t i v e t r a n s p a r e n c y o f i t e m c o n t e n t , and the f a c t t h a t the i t e m 
a n a l y s i s was c a r r i e d o u t w i t h r e s p e c t t o a s i n g l e u n i o n , one sho u l d 
be q u i t e c a r e f u l i n assuming any degree o f v a l i d i t y g e n e r a l i z a t i o n o r 
v a l i d i t y e x t e n s i o n . 

I n add i t i o n t o p r o v i d i n g a measure o f t h e g e n e r a l c l i m a t e o f u n i o n -
management r e l a t i o n s , s p e c i f i c i t e m c o n t e n t and responses may p r o v i d e 
d a t a f o r improvement programs. 

I n s t i t u t e o f Labor and I n d u s t r i a l R e l a t i o n s , U n i v e r s i t y o f I l l i n o i s , 
Labor-Management R e l a t i o n s i n I l l i n i C i t y , Champaign, I l l i n o i s , 1954. 

Derber, M. I . , Chalmers, W. E. and Sta g n e r , R. The L o c a l Union-
Management R e l a t i o n s h i p , Urbana, I l l i n o i s : I n s t i t u t e o f Labor and 
I n d u s t r i a l R e l a t i o n s , U n i v e r s i t y o f I l l i n o i s , 1960. 



The numbers in parentheses following the items indicate the cutting 
point between answers considered favorable or unfavorable. 

Scale for Management Attitude Toward Union 

A3. A.re the union o f f i c e r s e f f e c t i v e leaders .of the i r organization? 

(1) very much so 
(2) pretty good 
(3) mediocre 
(4) — - v e r y poor (2.5) 

35. I s the union generally reasonable or not i n i t s claims? 

(1) very reasonable 
(2) — r e a s o n a b l e most of the time 
(3) frequently unreasonable 4$ 
(4) extremely unreasonable (2.5) 

36. Does the union i n t e r f e r e s e r i o u s l y with how the company i s managed, 
or does the management have a reasonably free hand in running the 
plant? 

(1) union i s no problem 44 
(2) - - - i t i n t e r f e r e s a l i t t l e but not se r i o u s l y 
(3) i t i n t e r f e r e s quite often 
(4) — - i t s e r i o u s l y i n t e r f e r e s with management (2.0) 

40. Are the union o f f i c e r s interested i n the welfare of the rank-
and-fi l e workers? 

37 
(1) — - v e r y much so 
(2) — - p r e t t y much 
(3) — s l i g h t l y 
(4) very l i t t l e (2.0) 

38. Does the union cooperate with management on production matters 
or nc t? 

41 
(1) they are extremely cooperative 
(2) — - t h e y w i l l go along but not p o s i t i v e l y support 
(3) tney do not i n t e r f e r e s e r i o u s l y but sometimes axe ob

s t r u c t i o n i s t 
(4) — t h e y r e s t r i c t production improvements quite often (2.5) 

I n general, how do you personally f e e l about your company's 
r e l a t i o n s with the union? 

(1) — - v e r y s a t i s f i e d 
(2) ---moderately s a t i s f i e d 
(3) ---moderately d i s s a t i s f i e d 
(4) very d i s s a t i s f i e d (2.0) 

Has the union tended to weaken employee d i s c i p l i n e , or has i t 
cooperated with management on d i s c i p l i n a r y matters? 

(1) cooperative and he l p f u l 
(2) sometimes helps but not always 
(3) sometimes i n t e r f e r e s with d i s c i p l i n e 
(4) has created some serious d i s c i p l i n a r y problems (2.5) 

Does the union have too much power i n your establishment? 

(1) not too much 
(2) — - t o o much i n a few respects 
(3) too much i n many respects 
(4) f a r too much (1.5) 

Does the union have the support of the workers? 

(1) most of the workers are strongly behind i t 
(2) only a few r e a l l y a c t i v e people but most workers go along 
(3) not too much f e e l i n g e i t h e r way 
(4) - — a l o t of the workers are h o s t i l e (1.0) 

How do you f e e l about using the union as the main channel of 
communication to the workers on company p o l i c i e s ? 

(1) — - s t r o n g l y favor 
(2) moderately favor 
(3) moderately oppose 
(4) strongly oppose (combined with 41) 

Are the l o c a l union o f f i c e r s s k i l l f u l bargainers? 

(1) very much so 
(2) — p r e t t y good 
(3) mediocre 
(4) ---very poor (favorable i f 37 + 41 = 3 or l e s s ) 

ro oo 
L/i 



• 
Scale for Union Attitude Toward Management 

43. Are the top management o f f i c i a l s e f f e c t i v e executives of the 
establishment? 

(1) very much so 
(2) pretty good 
(3) mediocre 
(4) — v e r y poor (2.0) 

44. What i s the top management attit u d e toward the union? 

(1) strongly favorable 
(2) — m o d e r a t e l y favorable 
(3) moderately unfavorable 
(4) strongly unfavorable (2.0) 

47. Does the company t r y to l i v e up to i t s agreements? 

(1) always 
(2) usually 
(3) frequently does not 
(4) — r a r e l y (2.0) 

46. Does the company abuse i t s power i n t h i s establishment? 

(1) r a r e l y 
(2) — - o c c a s i o n a l l y 
(3) ---frequently 
(4) — - v e r y often (1.5) 

34. I n general, how do you personally f e e l about your union's r e l a t i o n s 
with the company? 

(1) — - v e r y s a t i s f i e d 
(2) —-moderately s a t i s f i e d 
(3) moderately d i s s a t i s f i e d 
(4) ---very d i s s a t i s f i e d (2.0) 

to 
00 
ON 

36. Has the management shown any understanding of your problems as 
a union o f f i c e r ? 

(1) very understanding 
(2) understands the union s i t u a t i o n pretty w e l l 
(3) understanding of union problems i s limited 
(4) l i t t l e or no understanding of union problems (2.0) 

37. Has the management t r i e d to undermine the union p o s i t i o n through 
d i r e c t dealings with the workers, or has i t been c a r e f u l to safe
guard the union p o s i t i o n i n such contacts? 

(1) — - i s always c a r e f u l not to hurt union 
(2) - — i s u s ually c a r e f u l not to hurt union 
(3) o c c a s i o n a l l y t r i e s to weaken union 
(4) frequently t r i e s to weaken union (2.0) 

35. I s the top management generally reasonable or not when i t comes 
to d iscussing union claims? 

(1) very reasonable 
(2) reasonable most of the time 
(3) frequently unreasonable 
(4) extremely unreasonable (1.5) 

40. Are the top management o f f i c i a l s interested i n the welfare of 
the workers? 

(1) very much so 
(2) — - p r e t t y much 
(3) — s l i g h t l y 
(4) — very l i t t l e (1.5) 
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IRC UNION ATTITUDE SCALE (Uphoff and Dunnette L956) 

V a r i a b Le T h i s s c a l e measures a t t i t u d e s o f u n i o n members toward unions and union 
a d m i n i s t r a t i o n i n seven areas. 

D e s c r i p t i o n There are a t o t a l o f 77 f i v e - p o i n t L i k e r t items i n t h e s c a l e . An 
o r i g i n a l group o f 121 items were b o t h i t e m analyzed and grouped i n t o 
seven areas on the b a s i s o f e x p e r t judgments. W i t h i n the f i r s t s i x 
a r e a s , items w h i c h met c e r t a i n i t e m a n a l y t i c c r i t e r i a were incLuded. 
The seven areas and the q u e s t i o n s below t o which t h e y r e f e r a r e : 

1) Unionism i n g e n e r a l ( i t e m 1-20) 
2) L o c a l u n i o n i n g e n e r a l ( i t e m s 21-27) 
3) L o c a l u n i o n p o l i c i e s and p r a c t i c e s ( i t e m s 28-36) 
4) L o c a l u n i o n o f f i c e r s ( i t e m s 37-48) 
5) L o c a l u n i o n a d m i n i s t r a t i o n ( i t e m s 49-56) 
6) N a t i o n a l u n i o n ( i t e m s 57-64) 
7) General ( i t e m s 65-77) 

Sample 

R e l i a b i l i t y / 
Homogeneity 

A t o t a l o f 821 u n i o n members from n i n e unions responded t o the o r i g i n a l 
i t e m p o o l . I n the f i n a l sample 1,251 u n i o n members from 13 u n i o n 
groups were chosen t o r e p r e s e n t c l o s e t o 14,000 such members. 

No t e s t - r e t e s t data are r e p o r t e d . S p l i t - h a l f r e l i a b i l i t i e s are .96 
f o r the f i r s t s i x s c a l e s combined and range from .71 t o .90 f o r each 
o f the s i x s u b - s c a l e s . 

V a l i d i t y 

L o c a t i o n 

A d m i n i s t r a t i o n 

The s c a l e s and subscales were found t o d i s c r i m i n a t e : ( a ) u n i o n 
members from non-members ( b ) p e o p l e g i v i n g d i f f e r e n t reasons f o r 
j o i n i n g the u n i o n ( c ) persons a t t e n d i n g more or fewer u n i o n meetings 
( d ) p r e s e n t u n i o n o f f i c e r s vs.- p a s t o f f i c e r s vs. n o n o f f i c e r s . 

U p h o f f , W. and Dunnette, M. U n d e r s t a n d i n g the Union Member M i n n e a p o l i s : 
U n i v e r s i t y o f Minnesota Press, 1956. 

Items are i n r e g u l a r L i k e r t f o r m a t . Some o f the i t e m s are p o s i t i v e , 
some n e g a t i v e . Items to be scored n e g a t i v e l y are i n d i c a t e d w i t h a 
c r o s s ( + ) be low. 

R e s u l t s and 
Comments 

The subscales show a commendable range o f i t e m c o n t e n t . I n a l l , the 
s c a l e r e f l e c t s a p r o p e r a p p r e c i a t i o n o f how a t t i t u d e i n s t r u m e n t s 
s h o u l d be c o n s t r u c t e d . Norms f o r each i t e m are p r e s e n t e d . 



• 
WC (Industrial Iivlulioiir 
ATTITUDE QCESTIOSX 

1 i; were nor for unions, we'd have Utile protection against favoritism on the 
job. 

S:rc.-.g!y agree Agree Undecided Disagree Strongly Disagree 

72 I !h:nk the best man should be kept on the job regardless of seniority. 
70 Unions impose ioo many restrictions on employers. 

4 Charges of "racketeer ing" in 'unions are greatly exaggerated. 
5 c - p i o y e e s o i o firm have belter wages and working conditions when all of 

:hem belona to unions. 

<j Unions should novo something to say about whom the employer hires. 
7 A nonunion shop usually pays lower wages than o union shop. 

+B Union rules oflcn inlcrfcre wilh the efficient running of Ihe employer's 
business. 

9 Every worker should be expected to ioin the union where ho works. 
+ 10 V/e n;ed more laws to limit the power of labor unions, 
f l l Labor unions hold back progress. 
+ 12 The high woge demands of unions reduce chances for employment. 

13 The growth of unions has mode our democracy slrongor. 
14 The selfishness of employers can be fought only by strong unions. 

+ 15 Workers should not have Io join a union in order to hold a job. 
+ 16 Labor unions should be regulaled to a greater extent by Ihe federal govern

ment. 
+17 Every labor union should be required to take out a license from Ihe U.S. 

government. 
1G In a faclory where there is a union, workers who are not members should be 

required to pay Ihe regular union fees if they are gelling union roles of pay. 
+19 Most unions gain Iheir membership by forcing workers to join by threats of 

violence. 

20 If Ihe majority of workers in a planl vote Io have a union, Ihe others should 
be- required Io join. 

21 There isn't a belter union than Ihe one I belong Io. 
22 In case of a strike, I'm sure we'd stick together. 
23 Every union member should altend at least two out of three of his local 

union meetings. 
24 My union makes new members feel that il is wor lh while for them to belong. 
25 My union is quick to defend any member who doesn't get a fair deal from 

his bass. 
f 2 6 The inilic.'ion fees for my local are too high. 
+27 My union is nol spending enough lime telling members about w h a l it is 

doing. 
• |2C My union Is of no help when it comes to job transfer. 

29 My union sees Io il that overtime is given out fairly. 
3 0 My union looks after labor's interests in the cily council a n d the stale legis

lature. 
31 Our union dues a r c loo low. 

f 3 2 There is not much "rhyme or reason" to the w a y our union votes Io con
tribute to the various appeals for money thai come Io it. 

+33 V/e give our delegates too much money to spend when they go to conven
tions. 

34 A.Ay union doesn't show favoritism between members when it comes to settling 
grievances. 

3 5 Near ly everyone in our union knows w h a l to do when he has a grievance 
complaint. 

3 6 Fines should be levied for no! attending union meetings. 
3 7 The local officers of my union are doing a good job. 
3 8 O u r officers are up-to-date on bargaining on fringe issues such as pensions, 

henllh nlt ini etc 

Center) USIOS 
•I I HE' 

39 I feel free Io discuss my personal problems wilh my union committeeman (or 

steward). 
4 0 I like the way my business agent handles our union affairs. 
41 My steward (or business agent) is firm in dealing with management. 
4 2 My union officers sec to il that al l reported grievances are promptly scltled. 
43 O u r officers usually welcome suggcslions from members. 
4 4 Officers of my union are chosen because they are real leaders. 
4 5 O u r union officers know how to got the members lo (!o things for the union. 

+46 I Ihinl; the president of my union is 'oo easy going when il corn i ; to keeping 
order at meetings. 

4 7 O u r union officers keep us Informed about w!;af they arc doing. 
4 8 O u r union officers ge! word lo u; promptly when scni- lhing important com-;; 

up. 
4 9 O u r union meetings are run in a n efficient mar.nc-r. 
5 0 O u r union meetings are over at a reasonable lima. 
51 There 11 enough discussion on motions Io show what the membership r e d l y 

thinks. 
+52 O u r union meetings are dull a n d uninteresting. 

53 W e hove a wel l -planned "order of business" ol our meeting;. 
+54 O u r union president lets a few w!io like to to Ik toko tcu much lirv.e ci 

meetings. 
55 A member who attends our union meetings gets Ihe feeling (hat he Is f r te lo 

speak on a n y issue. 
56 W e have enough chance to give our Ideas bafore Ihe bargaining committee 

begins negotiations with the employer. 
+57 The officers of my national union a r e paid too much. 
+58 So much of our union policy is set by our national union that Ihere is not 

much poinl in going to our local union meetings. 
+59 ll is practically impossible to elect different cfTcers in our national union. 
•(•60 O u r national union exercises too much contrcl over the avo i r s of our local . 
+61 O u r nalional union takes its share of our dves but gives us very lilrlo help. 
+62 O u r national union interferes too much in our local affairs. 
•1/63 W e don't get enough help for our union educational program from iht 

national union. 
64 O u r national union provides Ihe necessary f a d s a n d helps at negotlati; n 

time. 
6 5 The paid ofTicers of my local ore worlh the money v/e pay them. 
6 6 I regard my union dues as a good investment. 
6 7 My union got a "good d e a l " for me whsn tlie las! contract v.-as signed. 

-f-63 My union does not keep careful enough records of al l money taken in and 
spent. 

+69 My union spends too much time a n d money on political action. 
+70 My union officers spend loo much time on Ihings lhal are of no concern to my 

union. 
71 If you read it in the union paper, you know you are getting Ihe facts. 

+72 O u r union paper gives us only one side of an issue. 
t 7 3 My union does not leach us enough tabor history. 
+74 I feel that too many things are a lready decided before Ihe union meetings 

are held. 

7 5 Stewards a n d committeemen in my union are Ihe choice of the rank-and-fi le 

members. 

+76 If you don't agree with the officers of our union, you might as wel l s lay 

home. 

+77 Labor unions should be required by law to make annual public reports of 

the money they collect and spend. 
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INDEX OF PRO-LABOR ORIENTATION (Kornhauser 1965) 

V a r i a b l e 

D e s c r i p t i o n 

The t o t a l l a b o r - o r i e n t a t i o n i n d e x combines s u b - i n d i c e s o f w o r k i n g -
c l a s s v i e w s , a t t i t u d e toward government h e l p , a t t i t u d e toward bus iness 
and i t s c o n t r o l , and a t t i t u d e s toward l a b o r u n i o n s . Scores s e r v e as 
a rough measure o f " l i b e r a l " socio-economic a t t i t u d e s i n the sense o f 
the "New D e a l " and " F a i r D e a l " , w h i c h a r e g e n e r a l l y i n accord w i t h 
the p o s i t i o n o f the major l a b o r unions o f the c o u n t r y . 

The i n d e x i s composed o f the t o t a l o f scores on the f o u r s u b i n d i c e s , 
reduced t o n i n e i n t e r v a l s t o form the f i n a l s c o r e . The s u b - i n d i c e s 
are f o l l o w s : 

1. I d e n t i f i c a t i o n w i t h w o r k i n g - c l a s s views (two open-ended 
ques t i o n s ) 

2. A t t i t u d e s toward government h e l p ( t h r e e a g r e e - d i s a g r e e 
items and one open-ended ques t i o n ) 

3. A t t i t u d e s toward b u s i n e s s and i n d u s t r y ( t h r e e a g r e e - d i s a g r e e 
items and one open-ended q u e s t i o n s ) 

4. A t t i t u d e s toward l a b o r u n i o n s ( t h r e e a g r e e - d i s a g r e e i t e m s and 
two open-ended q u e s t i o n s ) 

Scores may v a r y from 0-8 on ind e x ( 1 ) , 0-10 on index ( 2 ) , 0-10 on 
inde x ( 3 ) and 0-10 on ind e x ( 4 ) . T o t a l scores then v a r y between 0 
and 38, a l t h o u g h , as noted above, they were reduced t o n i n e 
i n t e r v a l s i n t h i s s t u d y . 

Sample 

R e l i a b i l i t y 
Homogeneity 

The sample p o p u l a t i o n o f 407 D e t r o i t f a c t o r y w o rkers was drawn from 
13 l a r g e and medium-sized a u t o m o t i v e m a n u f a c t u r i n g p l a n t s . Only h o u r l y 
p a i d workers a c t u a l l y engaged i n f a c t o r y j o b were i n c l u d e d . Respon
dent s were w h i t e n a t i v e - b o r n men on p a y r o l l a t l e a s t t h r e e y e a r s , 
aged e i t h e r 20 t o 29 o r 40 t o 49; a l l b u t 20 p e r c e n t were members o f 
the UAW-CIO. Supplementary samples were drawn the f o l l o w i n g 
p o p u l a t i o n s : manual w o r k e r s f r o m s i x D e t r o i t m a n u f a c t u r i n g companies,, 
f a c t o r y workers from e i g h t p l a n t s i n s m a l l towns o u t s i d e M e t r o p o l i t a n 
D e t r o i t , o f f i c e w o r k e r s ( w i t h s a l a r i e s comparable t o manual w o r k e r s 1 ) 
from s i x D e t r o i t a u t o m o t i v e companies and from t h r e e m a n u f a c t u r i n g 
companies. I n t e r v i e w s were t a k e n d u r i n g 1953-54. 

No measures o f r e l i a b i l i t y , i n c l u d i n g "coder r e l i a b i l i t y " , were 
r e p o r t e d . 

V a l i d i t y No q u a n t i t a t i v e measures were employed a l t h o u g h r e l a t i o n s w i t h 
background v a r i a b l e s were as expected (see R e s u l t s ) . 

Loca t i o n 

R e s u l t s and 
Comments 

Kornhauser, A. M e n t a l H e a l t h o f the I n d u s t r i a l Worker New York: 
John W i l e y and Sons, I n c . , 1965, pp. 213-230. 

High g e n e r a l l a b o r o r i e n t a t i o n was found t o be r e l a t e d t o low c h i l d 
hood f a m i l y income, t o low j o b s k i l l and p r e s e n t income l e v e l s 
(even w i t h e d u c a t i o n c o n t r o l l e d ) and t o j o b d i s s a t i s f a c t i o n a t low j o b 
l e v e l s . Size and s i g n i f i c a n c e o f c o r r e l a t i o n s were not r e p o r t e d . 
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R e s u l t s and Comments ( c o n t i n u e d ) 

The f o l l o w i n g r e s u l t s were found w i t h the s u b - i n d i c e s : 

1. Those respondents c l a s s i f i e d as " w o r k i n g - c l a s s o r i e n t e d " v a r i e d 
from 81 p e r c e n t o f D e t r o i t f a c t o r y w o r k e r s and about 75 p e r c e n t 
o t h e r f a c t o r y w o r k e r s , t o 27 p e r c e n t o f w h i t e - c o l l a r w o r k e r s . 
Only s l i g h t r e l a t i o n was observed w i t h j o b s a t i s f a c t i o n and 
c l a s s o r i e n t a t i o n . 

2. Those re s p o n d e n t s w i t h lower s k i l l s and income were more f a v o r a b l e 
t o government h e l p . No r e l a t i o n was observed w i t h j o b s a t i s f a c t i o n . 

3. A c l e a r c o n t r a s t was found between manual and w h i t e - c o l l a r 
a t t i t u d e s toward b u s i n e s s . Those i n lower s k i l l and income 
groups were e s p e c i a l l y c r i t i c a l o f b u s i n e s s . U n f a v o r a b l e 
a t t i t u d e s toward business was a l s o r e l a t e d t o j o b d i s s a t i s f a c t i o n . 

4. F a c t o r y w o r k e r s a re c l e a r l y more p r o - u n i o n w i t h l i t t l e d i f f e r e n c e 
noted by s k i l l l e v e l . No r e l a t i o n was found between p r o - u n i o n 
a t t i t u d e s and j o b s a t i s f a c t i o n o r w i t h a t t i t u d e s toward b u s i n e s s . 
T h i s i n s t r u m e n t , i t should be n o t e d , d e a l s w i t h u n ions i n g e n e r a l 
and not w i t h one's p a r t i c u l a r u n i o n . 

The major d e f i c i e n c y i n a l l these measures i s t h a t no i n t e r - i t e m data 
i s g i v e n so t h a t one can assess whether the i n s t r u m e n t s do i n f a c t 
f o r m a u n i d i m e n s i o n a 1 s c a l e ( s ) as the a u t h o r assumes i n h i s a n a l y s i s . 

C r i t e r i a f o r Coding r e p l i e s t o the open-ended q u e s t i o n s are as f o l l o w s : 

M i d d l e - c l a s s Views 

( T h i n g s a re p r e t t y s a t i s f a c t o r y 
(as they a r e ; no change needed 

(Cut g o v e r n m e n t a l spending; h o l d 
(down w e l f a r e measures; reduce 
( " i n t e r f e r e n c e s " w i t h b u s i n e s s . 

( 
^Opposite emphasis 

( 

( S o l u t i o n s t h r o u g h p e r s o n a l 
( i n i t i a t i v e , e t c . 
( 

W o r k i n g - c l a s s Views 

Favor g r e a t e r e q u a l i t y o f income ) v g 

and g a i n s f o r common people ) 

Favor government w e l f a r e and ) 
s o c i a l - s e c u r i t y measures and ) v s . 
g r e a t e r c o n t r o l o f bu s i n e s s ) 

Causes o f people's g e t t i n g ahead ) 
or n o t ; emphasis on s o c i a l c o n d i - ) v s 

t i o n s , i n s t i t u t i o n s , e t c . ; r a t h e r ) 
t h a n p e r s o n a l r e s p o n s i b i l i t y ) 

S o l u t i o n s t o problems t h r o u g h ) 
s o c i a l , p o l i t i c a l , o r g a n i z a t i o n a l ) v s . 
means ) 
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The ques t i o n s making up the f o u r s u b i n d i c e s are as f o l l o w s : 

1. I n d e x o f P r o - l a b o r O r i e n t a t i o n r e : "Working C l a s s " 
( R a t i n g o f i d e n t i f i c a t i o n w i t h w o r k i n g c l a s s v e rsus m i d d l e - c l a s s v i e w s ; each 
q u e s t i o n scores from 0 t o 4 p o i n t s ) 

H i a. I n g e n e r a l , how do you f e e l about t h e way t h i n g s are g o i n g i n t h i s c o u n t r y : 
do you want t h i n g s t o go a l o n g p r e t t y much i n the way they are or are t h e r e 
some i m p o r t a n t changes you'd l i k e t o see made? (What changes do you mean?) 

b. ( I f no change wanted) I s n ' t t h e r e a n y t h i n g a t a l l about the way t h i n g s a r e 
g o i n g t h a t you would l i k e t o see changed? 

c. What o t h e r changes would you l i k e t o see? 
d. ( I f no one t r a c k or s i n g l e t o p i c ) W e l l now, I have y o u r f e e l i n g s about t h a t , 

what o t h e r k i n d s o f changes would you l i k e t o see? 
H2 a. I n g e n e r a l , what people or group a re l i k e l y to f e e l t h e same way as you 

do about how t h i n g s s h o u l d be i n t h i s c o u n t r y ? 
(Get c l e a r i n d i c a t i o n o f pe o p l e he has i n mind, e.g., " j u s t what people 
do you mean?" e t c . ) 

b. ( I f answer r e f e r s t o s p e c i f i c t o p i c ) Now t h i n k i n g about how a l o t o f o t h e r s 
t h i n g s - - t h i n g s i n genera 1--shouId be i n t h i s c o u n t r y , what people o r group 
f e e l the same way you do? 

c. What o t h e r people o r groups f e e l t h e same way you do? 
d. What people or groups a re l i k e l y t o f e e l d i f f e r e n t t h a n you do about how 

t h i n g s s h o u l d be i n t h i s c o u n t r y ? ( A g a i n , g e t c l e a r i n d i c a t i o n o f people 
he has i n mind.) 

e. ( I f answer r e f e r s t o s p e c i f i c t o p i c ) Now t h i n k i n g a b o u t how a l o t o f 
o t h e r t h i n g s — t h i n g s i n g e n e r a l — s h o u l d be i n t h i s c o u n t r y — w h a t persons 
or groups a re l i k e l y t o f e e l d i f f e r e n t than you? 

H3 a. Do you t h i n k the o r d i n a r y w o r k i n g man can do a n y t h i n g t o make t h i n g s more 
the way he wants them? 

b. ( I f yes or d o u b t f u l ) What can he do? 
( I f no) Why i s t h a t ? 

H4 a. What t h i n g s do you t h i n k keep people from g e t t i n g ahead i n the w o r l d ? 
b. Who or what i s t o blame f o r t h i s ? 
c. What t h i n g s do you t h i n k h e l p p e o p l e t o g e t ahead? 

H5 a. How do you f e e l about what the government should do t o see t h a t people have 
b e t t e r h o u s i n g and m e d i c a l c a r e and t h a t o l d p e o p l e , unemployed, and o t h e r s 
l i k e t h a t a r e ta k e n c a r e of? 

b. Should the government do more than i t ' s d o i n g i n h e l p i n g p eople, or is 
i t a l r e a d y d o i n g too much? 

c. Why do you f e e l t h a t the government ( s h o u l d do more) ( i s d o i n g t o o much?) 

H8 a. I ' d l i k e t o ask you what you t h i n k about government c o n t r o l over business 
and i n d u s t r y . Would you say the government has too much t o say about how 
bu s i n e s s and i n d u s t r y are r u n , j u s t about the r i g h t amount to say 

, or t h a t t he government ought t o have more t o say about how business 
and i n d u s t r y a r e r u n ? 
Comments: 

b. Would you t e l l me why you t h i n k ( t h e government has t o o much to say about how 
bu s i n e s s and i n d u s t r y a r e ru n ? ) ( t h e government has j u s t about the r i g h t 
amount t o say?) ( t h e government ought t o have more t o say about how business 
and i n d u s t r y a r e r u n ? ) 
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2. I n d e x o f P r o - l a b o r O r i e n t a t i o n r e Government: Help 
(The f i r s t t h r e e q u e s t i o n s s c o r e 0 t o 2 p o i n t s , the f i n a l one 0 t o 4 ) 

D22 The government s h o u l d do more about p r o v i d i n g l o w - c o s t h o u s i n g t h a n i t has done 
i n t h e p a s t (Agree -- D i s a g r e e ) 

D23 The government s h o u l d p r o v i d e d o c t o r and h o s p i t a l c a r e f o r everyone who needs i t 
(Agree -- D i s a g r e e ) 

D24 Unemployment compensation payments s h o u l d be l a r g e r t h a n they are now 
(Agree -- D i s a g r e e ) 

H5 a. How do you f e e l about what the government s h o u l d do t o see t h a t p e o p l e have 
b e t t e r h o u s i n g and m e d i c a l care and t h a t o l d p e o p l e , unemployed, and o t h e r s 
l i k e t h a t a re t a k e n c a r e of? 

b. Should the government do more t h a n i t ' s now d o i n g i n h e l p i n g p e o p l e , o r i s i t 
a l r e a d y d o i n g t o o much? 

c. Why do you f e e l t h a t the government ( s h o u l d do more) ( i s d o i n g too much)? 

3. In d e x o f P r o - l a b o r O r i e n t a t i o n r e Business and I n d u s t r y 
(The f i r s t 3 q u e s t i o n s score 0 t o 2 p o i n t s , the f i n a l one 0 t o 4 ) 

D l l I n g e n e r a l , the p r o f i t s o f b u s i n e s s and i n d u s t r y are h i g h e r t h a n they s h o u l d be. 
(Agree -- D i s a g r e e ) 

D16 Working people s h o u l d have more t o say about how t h i n g s are r u n i n f a c t o r i e s t h a n 
t h e y have now (Agree -- D i s a g r e e ) 

D17 Wealthy businessmen have too much i n f l u e n c e i n r u n n i n g t h i n g s i n t h i s c o u n t r y 
(Agree -- D i s a g r e e ) 

A8 a. I ' d l i k e t o ask you what you t h i n k about government c o n t r o l over b u s i n e s s and 
i n d u s t r y . Would you say the government has too much t o say about how b u s i n e s s 
and i n d u s t r y are r u n , j u s t about the r i g h t amount t o say , o r t h a t 
the government ought t o have more t o say about how b u s i n e s s and i n d u s t r y are 
r u n ? 
Comments: 

b. Would you t e l l me why you t h i n k ( t h e government has too much t o say about how 
b u s i n e s s and i n d u s t r y are r u n ? ) ( t h e government has j u s t about the r i g h t amount 
t o say?) ( t h e government ought t o have more t o say about how b u s i n e s s and 
i n d u s t r y are r u n ? ) 

4. I n d e x o f P r o - l a b o r O r i e n t a t i o n r e Unions 
(The f i r s t t h r e e q u e s t i o n s score 0 t o 2 p o i n t s , H6 and H7 t o g e t h e r s c o r e 0 t o 4 p o i n t s 

D18 Labor unions have too much i n f l u e n c e i n r u n n i n g t h i n g s i n t h i s c o u n t r y 
(Agree -- D i s a g r e e ) 

D21 Labor unions s h o u l d s t a y o u t o f s t a t e and n a t i o n a l p o l i t i c a l a c t i v i t y a l t o g e t h e r 
(Agree -- D i s a g r e e ) 

D25 Who would you say i s more i n t e r e s t e d i n the w e l f a r e o f t h e w o r k i n g man--the heads 
o f y o u r company or the u n i o n l e a d e r s ? (Heads o f company -- Union l e a d e r s ) 

H6 Now I ' d l i k e your o p i n i o n about l a b o r u n i o n s : T a k i n g t h e u n i o n s as a w h o l e , how 
do you f e e l about them and the t h i n g s they do? 

H7 a. I n d i s p u t e s between companies and l a b o r u n i o n s , do you u s u a l l y s i d e w i t h the 
company or the union? 

b. Why do f e e l t h i s way? 
c. Why do you t h i n k companies and unions o f t e n d i s a g r e e and have t r o u b l e g e t t i n g 

a l o n g w i t h each o t h e r ? 
d. Some peop l e say n e i t h e r the u n i o n nor management car e s much about the common 

w o r k e r -- he g e t s squeezed i n between. What do you t h i n k about t h i s s t a t e m e n t ? 
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PRO-LABOR ATTITUDE ERROR-CHOICE TESTS (Hammond 1948) 

V a r i a b l e The i n s t r u m e n t s a t t e m p t t o measure the e x t e n t o f p r o - l a b o r a t t i t u d e by 
d i r e c t i o n and amount o f s y s t e m a t i c e r r o r i n " n o n - f a c t u a l " i n f o r m a t i o n 
t e s t s . 

D e s c r i p t i o n The t e s t s each c o n s i s t o f 20 " f a c t u a l " and 20 " n o n - f a c t u a l " f o r c e d 
c h o i c e i t e m s . Among the l a t t e r , one s e r i e s o f e i g h t q u e s t i o n s o f f e r s 
a l t e r n a t e answers e q u i d i s t a n t f r o m the t r u t h i n o p p o s i t e d i r e c t i o n s , 
w h i l e the second s e r i e s o f 12 q u e s t i o n s o f f e r s a l t e r n a t e answers f o r 
which the f a c t s a r e i n d e t e r m i n a b l e . I n t h i s s t u d y , t he 20 " f a c t u a l " 
or s t r a i g h t i n f o r m a t i o n items were used t o d i s g u i s e t he t e s t and were 
i n t e r s p e r s e d among the 20 n o n - f a c t u a l i t e m s . A p r i o r i d e t e r m i n e d 
p o s i t i v e ( o r p r o - ) s y s t e m a t i c e r r o r s were g i v e n a sc o r e v a l u e o f 1 on 
each i t e m ; n e g a t i v e e r r o r s , no v a l u e . S e l e c t i o n o f items was based 
p r i m a r i l y on " t h e w r i t e r ' s hunch". 

To check f o r a t t i t u d e t e s t " s e t " , the i n s t r u m e n t was a l s o a d m i n i s t e r e d 
t o a d i f f e r e n t sample w i t h an n o n - f a c t u a l items s e p a r a t e d f r o m the 
f a c t u a l items and p r e s e n t e d as an a t t i t u d e t e s t ( c a l l e d ATT-INFO) 
A c o n t r o l group from the same sample was g i v e n the o r i g i n a l t e s t 
( c a l l e d INFO). 

Sample The e x p e r i m e n t a l v a l i d a t i o n groups c o n s i s t e d o f the f o l l o w i n g : 
( 1 ) p r o - l a b o r b i a s group, c o n s i s t i n g o f 18 a d u l t s employed by a major 
l a b o r o r g a n i z a t i o n i n c l e r i c a l and s e m i - p r o f e s s i o n a l p o s i t i o n s , and 
( 2 ) a n t i - l a b o r b i a s group, c o n s i s t i n g o f two businessmen's luncheon 
c l u b s , one made up o f 23 middle-aged businessmen making over $10,000 
a y e a r , and one composed o f 19 younger businessmen. 

A t h i r d e x p e r i m e n t a l p o p u l a t i o n was a group o f 144 s t u d e n t s i n an 
ele m e n t a r y psychology c l a s s . 

The s p l i t - h a l f r e l i a b i l i t y c o e f f i c i e n t c o r r e c t e d by the Spearman-Brown 
f o r m u l a was .78 on the l a b o r q u e s t i o n n a i r e . The r e l i a b i l i t y sample 
c o n s i s t e d o f t e n cases from the u n i o n group, 40 from the two business 
groups, and a random sample o f t e n o f the c o l l e g e s t u d e n t s , 

R e l i a b i l i t y / 
Homogeneity 

The r e l i a b i l i t y c o e f f i c i e n t s on the ATT-INFO t e s t f o r the sample o f 
s t u d e n t s were .33 on the l a b o r f o r m as c o r r e c t e d by the Spearman-Brown 
f o r m u l a . 

V a l i d i t y I n t h i s "known group" v a l i d i t y t e s t , t he mean e r r o r s i n the p r o -
l a b o r and a n t i . - l a b o r groups were found s i g n i f i c a n t l y d i f f e r e n t ( a t the 
.05 l e v e l ) i n the d i r e c t i o n p r e d i c t e d . 

Response d i f f e r e n c e s between the group g i v e n the ATT-INFO t e s t and the 
group g i v e n the s t a n d a r d INFO t e s t were n o t s i g n i f i c a n t , l e a v i n g the 
p o s s i b i l i t y o f a t t i t u d e t e s t s e t b i a s on the responses t o the r e g u l a r 
l a b o r t e s t , a c c o r d i n g t o the a u t h o r . 

L o c a t i o n Hammond, Kenneth R., "Measuring a t t i t u d e s by e r r o r - c h o i c e : an i n d i r e c t 
method", J o u r n a l o f Abnormal and S o c i a l Psychology, 1948, 43_, 38-47. 
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A d m i n i s t r a t i o n E s t i m a t e d a d m i n i s t r a t i o n t i m e f o r each o f the t e s t s i s about 30 
m i n u t e s . S c o r i n g r e q u i r e s s i m p l e summation o f response codes. 

R e s u l t s and Though the ite m s appeared t o d i s c r i m i n a t e f a i r l y w e l l between the 
Comments known g r o u p s , the ambiguous r e s u l t s o f the a t t i t u d e t e s t " s e t " 

check show these e x p e r i m e n t a l i n s t r u m e n t s t o be u n p e r f e c t e d . 
Commenting on the low r e l i a b i l i t y c o e f f i c i e n t s on the ATT-INFO forms, 
the a u t h o r suggested t h a t the a f f e c t produced by the s u b j e c t s ' 
a t t e m p t i n g c o n t r o l reduced the r e l i a b i l i t y . Since an e r r o r - c h o i c e 
f o r m w h i c h d i d e l i c i t a s h i f t I n response ( " A t t i t u d e s toward R u s s i a " ) 
produced as w e l l a h i g h e r r e l i a b i l i t y c o e f f i c i e n t , the a u t h o r remarks 
t h a t g r e a t e r d i s g u i s e and g r e a t e r d e p a r t u r e from o r t h o d o x methods " i s 
the road t o more m e a n i n g f u l h i g h r e l i a b i l i t y c o e f f i c i e n t s . " 

The a u t h o r o f f e r s the f o l l o w i n g s u g g e s t i o n s f o r improvement. 

I f the i t e m s were p r e s e l e c t e d by c o n t e n t o r s y m b o l i c a n a l y s i s , 
the e r r o r s m i g h t p r o v i d e a c l u e as t o the p r e v a i l i n g s e t o f 
" f a c t u a l " j u s t i f i c a t i o n s w h i c h a sample i s us i n g . 

The more d i s g u i s e d the t e s t , o f c o u r s e , the b e t t e r . 

T e s t c o n s t r u c t e d w i t h f o u r e r r o r - c h o i c e s t o p r o v i d e f o r 
" i n t e n s i t y " o f e r r o r m i g h t prove u s e f u l f o r s c a l i n g i t e m s . 

F a c t u a l items can p r o v i d e e v i d e n c e o f amount o f i n f o r m a t i o n 
possessed by the s u b j e c t , so t h a t the amount o f e r r o r - c h o i c e 
s h o u l d be m e a n i n g f u l . 

The " i n f o r m a t i o n t e s t " f o r m o f these i n s t r u m e n t s seems t o l i m i t t h e i r 
use t o a w e l l - i n f o r m e d p o p u l a t i o n . 

Sample " N o n f a c t u a l " Q u e s t i o n s from " I n f o r m a t i o n " T e s t 

( 6 ) F i n a n c i a l r e p o r t s show t h a t o u t o f e v e r y d o l l a r 

( 1 ) 16c ( 2 ) 3c i s p r o f i t . 

( 1 7 ) Man-days l o s t because o f s t r i k e s from January t o June, 1946, were 

( 1 ) 34.5 m i l l i o n ( 2 ) 98.6 m i l l i o n 

( 2 0 ) Most u n i o n s have i n i t i a t i o n fees 

( 1 ) o v e r ( 2 ) under $35. 
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V a r i a b l e T h i s t e s t a t t e m p t s to measure a t t i t u d e s toward Labor and management; 
more s p e c i f i c a l l y , i t a t t e m p t s t o d i s c o v e r b i a s i n e i t h e r the pro-
l a b o r or pro-management d i r e c t i o n t h r o u g h d i s g u i s e d " i n f o r m a t i o n " 
items about l a b o r o r management. 

D e s c r i p t i o n The i n s t r u m e n t developed i n t o two forms. Form A c o n s i s t e d o f 40 
f o r c e d c h o i c e i t e m s , o f which 24 were s t r a i g h t i n f o r m a t i o n ( o r 
f a c t u a l ) and 16 " n o n f a c t u a l " . Form B has 45 i t e m s , o f wh i c h 34 are 
f a c t u a l and 11 n o n f a c t u a l . . A l t e r n a t e responses are e i t h e r b o t h 
i n c o r r e c t , o r c o n t r o v e r s i a l . Since the n o n f a c t u a l items o f f e r 
a l t e r n a t e answers e q u i d i s t a n t f r o m the t r u t h i n a l t e r n a t i v e d i r e c t i o n s , 
s e l e c t i o n o f one a l t e r n a t i v e o r the o t h e r i s assumed t o i n d i c a t e b i a s 
i n e i t h e r a pro-management or a p r o - l a b o r d i r e c t i o n . 

I n Form A, p r o - l a b o r answers were scored as 1 p o i n t each f o r a p o s s i b l e 
t o t a l o f 16, i n Form B, n o n f a c t u a l items r e c e i v e d v a r y i n g amounts o f 
p o i n t s , depending on t h e i r f o r m e r u s e f u l n e s s i n d i f f e r e n t i a t i n g 
between p r o - l a b o r and pro-management groups. Maximum p o s s i b l e p r o -
l a b o r score was 25. 

Sample The sample p o p u l a t i o n f o r Form A c o n s i s t e d o f 155 s t u d e n t s i n economic 
o f b u s i n e s s a d m i n i s t r a t i o n c l a s s e s a t UCLA, and 3 1 u n i o n o r management 
p e r s o n n e l e n r o l l e d i n l a b o r r e l a t i o n s e x t e n s i o n courses a t t h e 
U n i v e r s i t y ' s I n s t i t u t e of I n d u s t r i a l R e l a t i o n s . 

The sample p o p u l a t i o n f o r Form B c o n s i s t e d o f 128 upper d i v i s i o n 
c o l l e g e s t u d e n t s a t the same u n i v e r s i t y , m a j o r i n g i n Business 
A d m i n i s t r a t i o n or Economics. A s p e c i a l v a l i d a t i o n sample i n c l u d e d 
67 management p e o p l e , 57 u n i o n o f f i c e r s and members, and 62 l a b o r 
m e d i a t o r s (used as c o n t r o l ) . 

R e l i a b i l i t y / I n the f i r s t t e s t o f r e l i a b i l i t y , 90 advanced Business A d m i n i s t r a t i o n 
Homogeneity s t u d e n t s were g i v e n Form A, and t h r e e weeks l a t e r , Form B; t h e 

c o r r e l a t i o n c o e f f i c i e n t between the two scores was .48. The t e s t -
r e t e s t r e l i a b i l i t y c o e f f i c i e n t on a sample o f 64 advanced Business 
A d m i n i s t r a t i o n s t u d e n t s w i t h an i n t e r - t e s t i n t e r v a l o f two weeks was 
.62. 

I n a t h i r d t e s t o f r e l i a b i l i t y , the a u t h o r r e p o r t e d a t e t r a c h o r i c 
c o r r e l a t i o n c o e f f i c i e n t o f .90 on i n d i v i d u a l s s c o r i n g above and below 
the mean on two a d m i n i s t r a t i o n s o f Form B. 

V a l i d i t y As a v a l i d a t i n g c r i t e r i o n , r e s p o n d e n t s were asked t o s t a t e (anonymously) 
whether they f e l t i n sympathy w i t h l a b o r or management. I t was found 
t h a t t he p r o - l a b o r groups a t t a i n e d a s i g n i f i c a n t l y h i g h e r ( a t the .01 
l e v e l ) p r o - l a b o r a t t i t u d e s c o r e t h a n t he pro-management group. Eleven 
o f t h e 16 items were found t o d i f f e r e n t i a t e between the two groups. 
These items were w e i g h t e d by r e f e r e n c e t o t h e i r c r i t i c a l r a t i o s and 
the w e i g h t s were u t i l i z e d as the b a s i s f o r r e s c o r i n g the t e s t . The 
t e t r a c h o r i c c o r r e l a t i o n between p r o - l a b o r a t t i t u d e scores and pro-
l a b o r d e c l a r a t i o n o f sympathy was .64 f o r sample A and .63 f o r Sample B. 
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V a l i d i t y I n f u r t h e r e x a m i n a t i o n s o f v a l i d i t y , i t was found t h a t t h e i n v e n t o r y 
( c o n t i n u e d ) d i d n o t d i s c r i m i n a t e s i g n i f i c a n t l y between those people h a v i n g a c t i v e 

membership i n a u n i o n o r a management o r g a n i z a t i o n , p r o b a b l y because 
most o f the s u b j e c t s were s t i l l i n c o l l e g e . However, the mean sc o r e 
o f the subgroups o f a c t i v e unionand management p e r s o n n e l were 
s i g n i f i c a n t l y d i f f e r e n t i n the expected d i r e c t i o n . P a r e n t a l u n i o n 
membership a l s o produced s i g n i f i c a n t l y h i g h e r means among the s u b j e c t s 
( a l l a t the .01 l e v e l and b e l o w ) . F i n a l l y , f o r the v a l i d a t i o n sample 
u s i n g Form B, i t was found t h a t w h i l e the u n i o n o f f i c e r s and members 
o b t a i n e d s i g n i f i c a n t l y h i g h e r scores ( a t the .01 l e v e l ) t h a n the 
management p e o p l e , t h e i n t e n d e d c o n t r o l group o f m e d i a t o r s a t t a i n e d a 
mean score n o t s i g n i f i c a n t l y d i f f e r e n t f r o m t h a t o f the u n i o n group. 

L o c a t i o n 

Adminis t r a t i o n 

Weschler, I . R., "An i n v e s t i g a t i o n o f a t t i t u d e s toward l a b o r and 
management by means o f the e r r o r - c h o i c e method: I and I I " , J. Soc. 
P s y c h o l . , 1950, 32, pp. 51-62 and 63-69. 

E s t i m a t e d a d m i n i s t r a t i o n t i m e i s 30 m i n u t e s f o r Form A and 34 m i n u t e s 
f o r Form B. 

R e s u l t s and These items a re o b v i o u s l y dated and would have t o be r e v i s e d . A l t h o u g h 
Comments the t e t r a c h o r i c c o r r e l a t i o n s observed between scores and d e c l a r e d 

sympathy i s n o t l a r g e enough t o a l l o w f o r i n d i v i d u a l p r e d i c t i o n , t he 
a u t h o r s t a t e s t h a t t he t e s t c o u l d i d e n t i f y t he i n d i v i d u a l s on e i t h e r 
extreme o f the range. 

N o t i n g f u r t h e r c o r r e l a t i o n s o f i n t e r e s t : an r_ o f .45 was observed 
between the i n d i v i d u a l s who scored s i g n i f i c a n t l y above the mean i n 
i n f o r m a t i o n ( f a c t u a l i t e m s ) and had h i g h p r o - l a b o r a t t i t u d e s c o r e s ; 
sex, age and income were r e l a t e d a t a low s i g n i f i c a n c e l e v e l t o mean 
score d i f f e r e n c e s . The a u t h o r remarks t h a t i n u s i n g the e r r o r - c h o i c e 
method p r e t e s t i n g i s e s s e n t i a l so t h a t i t e m a n a l y s i s can be made and 
q u e s t i o n s w e i g h t e d i n terms o f t h e i r d i s c r i m i n a t i n g a b i l i t y . 

I t m i g h t be expected t h a t more t h a n 11 i t e m s i n a 16 i t e m s c a l e would 
d i f f e r e n t i a t e between c r i t e r i o n g r o u p s . 
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Sample Q u e s t i o n s from the "Labor R e l a t i o n s I n f o r m a t i o n I n v e n t o r y " 

1. F a c t u a l I n f o r m a t i o n Questions 

I n 1948, the m a j o r i t y o f s t r i k e s were caused by issues o v e r 
( a ) c o l l e c t i v e b a r g a i n i n g terms o f e x i s t i n g agreements 
( b ) u n i o n r e c o g n i t i o n 
I n d u s t r y - w i d e b a r g a i n i n g i s conducted i n the 
( a ) A n t h r a c i t e i n d u s t r y 
( b ) A u t o m o b i l e i n d u s t r y 
D u r i n g 1948, the number o f unemployed i n the U n i t e d S t a t e s averaged 
( a ) 1 m i l l i o n 
( b ) 2 m i l l i o n 

2. Sample N o n - f a c t u a l " E r r o r - c h o i c e " i t e m s 

D u r i n g A p r i l o f 1948, the c o a l and meat s t r i k e s i n c r e a s e d the number o f 
workdays l o s t t h r o u g h v o l u n t a r y stoppage t o 
( a ) 10 m i l l i o n workdays 
( b ) 6 m i l l i o n workdays 
C o r r e c t answer: 8 m i l l i o n workdays. 
D u r i n g the s t r i k e wave o f A p r i l , 1948, the p e r c e n t o f e s t i m a t e d w o r k i n g time 
l o s t was 
( a ) 1-1 p e r c e n t 
( b ) 2.2 p e r c e n t 
C o r r e c t answer: 1.6 p e r c e n t . 
The 1948 i n c r e a s e s i n the p r i c e o f s t e e l were: 
( a ) p r o p o r t i o n a l t o the union's wage g a i n s 
( b ) c o m p a r a t i v e l y g r e a t e r t h a n the u n i o n ' s wage g a i n s . 
C o r r e c t answer: not a c c e s s i b l e 
A f t e r one y e a r o f o p e r a t i o n , the T a f t - H a r t l e y A c t has r e s u l t e d i n a t r e n d 
( a ) toward s u c c e s s f u l management defenses o f i t s r i g h t s and p r e r o g a t i v e s 
( b ) toward weakening the s e c u r i t y o f even the l a r g e s t u n i o n s 
C o r r e c t answer: c o n t r o v e r s i a l 
D u r i n g the summer o f 1948, the average weekly e a r n i n g s o f workers i n t h e 
B i t u m i n o u s Coal I n d u s t r y amounted t o a p p r o x i m a t e l y : 
( a ) $62 
( b ) $78 
C o r r e c t answer: $70 
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ATTITUDE TOWARD WORKING FOR THE GOVERNMENT ( A a l t o 1956) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

T h i s s c a l e a t t e m p t s t o measure g e n e r a l a t t i t u d e s toward t h e 
f e d e r a l government as an employer and t h e d e s i r a b i l i t y o f f e d e r a l 
employment. 

The i n s t r u m e n t i s a 70 - i t e m 5 p o i n t L i k e r t s c a l e . The o r i g i n a l 
p o o l o f over 100 it e m s was co m p i l e d f r o m s t a t e m e n t s i n p o l i t i c a l s c i e n c e 
j o u r n a l s , m o d i f i e d i t e m s f r o m o t h e r s u r v e y s , o c c u p a t i o n a l i n f o r m a t i o n 
m a t e r i a l and o t h e r p o p u l a r s o u r c e s . F l e s c h (1948) c o u n t s o f r e a d i n g 
ease i n d i c a t e t h a t t h e i t e m s f a l l i n t h e " s t a n d a r d " range (65-73) and 
are w e l l w i t h i n t h e comprehension o f a h i g h s c h o o l g r a d u a t e . 

The o r i g i n a l i t e m p o o l was p r e t e s t e d on a sample o f c o l l e g e 
s t u d e n t s and t h e n l a t e r I t e m a n a l y z e d u s i n g c r i t e r i o n groups i n g o v e r n 
ment and i n d u s t r y . The p o s s i b l e range o f scores i s f r o m 70 t o 350 w i t h 
210 as t h e n e u t r a l o r undecided p o i n t . A h i g h s c o r e i n d i c a t e s a 
f a v o r a b l e a t t i t u d e toward government employment. Both p o s i t i v e and 
r e v e r s e d i t e m s are used t o reduce t h e e f f e c t s o f response s e t . 

Four hundred n i n e t y t h r e e government workers and 299 p r i v a t e 
b u s i n e s s employees r e t u r n e d u s a b l e q u e s t i o n n a i r e s . Among the g o v e r n 
ment agencies w h i c h c o n t r i b u t e d q u e s t i o n n a i r e s were t h e V e r t e r a n s Ad
m i n i s t r a t i o n , Bureau o f I n t e r n a l Revenue, Department o f A g r i c u l t u r e 
and Department o f J u s t i c e . I n the government sample 437» h e l d b a c h e l o r ' s 
d e g r e e s , 23% master's and 13% d o c t o r a l degrees. Only 4% had n o t 
g r a d u a t e d f r o m h i g h s c h o o l . The sample i s 8 2 % male and- 4%, unknown, 
t h e remainder are f e m a l e . 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

The p r i v a t e sample i s s i m i l a r i n many r e s p e c t s t o t h e government 
sample though n o t as r e p r e s e n t a t i v e . I t i s a l a r g e group o f i n d u s t r i a l 
and p r i v a t e b u s i n e s s employees from f i r m s i n M i n n e s o t a and o t h e r p a r t s 
o f t h e U n i t e d S t a t e s . Less t h a n 17» o f t h i s sample are n o n - h i g h s c h o o l 
g r a d u a t e s , w i t h 6 1 % c o l l e g e g r a d u a t e s and 28% w i t h advanced degrees. 
N i n e t y e i g h t p e r c e n t o f t h e s u b j e c t s I n t h i s sample a r e c l a s s e d as 
m a n a g e r i a l , Semi p r o f e s s i o n a l , o r p r o f e s s i o n a l w i t h p r o f e s s i o n a l s 
a c c o u n t i n g f o r 80%. 7% o f t h i s sample are female and 3% are unknown. 

The p r i v a t e sample i s younger t h a n t h e government sample. The 
m a j o r i t y o f t h e p r i v a t e sample i s i n t h e 26-39 y e a r o l d range and t h e 
m a j o r i t y o f t h e government sample i s between 40-65. 

A c o r r e c t e d odd-even s p l i t - h a l f i n t e r n a l homogeneity c o e f f i c i e n t 
o f .94 i s r e p o r t e d f o r t h e government sample and .96 f o r the p r i v a t e 
sample. 

The s c a l e i t e m s were s e l e c t e d f r o m t h e g e n e r a l p o o l on t h e b a s i s 
o f i t e m a n a l y s i s and c r o s s v a l i d a t i o n u s i n g b o t h i n t e r n a l and "ex
t e r n a l " c r i t e r i a . To be s e l e c t e d an i t e m had t o show a t t h e .01 
c o n f i d e n c e l e v e l t h a t i t d i s c r i m i n a t e d between h i g h and low s c o r e r s 
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i n b o t h v a l i d a t i o n and c r o s s v a l i d a t i o n samples as w e l l as d i s c r i m i n a t i n g 
between s a t i s f i e d government and s a t i s f i e d p r i v a t e employees. 

L o c a t i o n A a l t o , Barbara P h i l l i p s , "A Scale Measuring A t t i t u d e s Toward Working 
f o r the Government," Ph.D. D i s s e r t a t i o n , U n i v e r s i t y o f M i n n e s o t a , 
1955, Ann A r b o r , M i c h i g a n : U n i v e r s i t y M i c r o f i l m s , I n c . , 
Pub.No. 14,514. MIC 56,244. 

SEE ALSO: 

A a l t o , Barbara, "A S c a l e Measuring A t t i t u d e s Toward Working f o r the 
Government," J . A p p l . P s y c h o l . , 1956 ( 4 0 ) 398-402. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d i n l e s s t h a n one h our. S c o r i n g i s accomplished 
by summing i t e m response c a t e g o r y w e i g h t s . 

R e s u l t s & As may be r e a s o n a b l y assumed from t h e c o n t e n t o f the i t e m s t h i s 
Comments s c a l e a l s o f u n c t i o n s as an i n d e x o f j o b s a t i s f a c t i o n f o r government 

employees. The Hoppock Job S a t i s f a c t i o n B l a n k c o r r e l a t e s +.45 w i t h 
t h e responses o f government employees. Since t h e r e i s no c o r r e l a t i o n 
between s c a l e scores and t h e Hoppock b l a n k f o r p r i v a t e employees 
t h e r e i s some e v i d e n c e o f d i s c r i m i n a t i v e v a l i d i t y f o r the s c a l e . 

T h i s s c a l e c o u l d be u s e f u l f o r c o u n s e l i n g purposes i n h i g h 
s c h o o l o r c o l l e g e a f t e r p r e d i c t i v e v a l i d i t y s t u d i e s have been c a r r i e d 
o u t . I t i s u n l i k e l y t h a t the i n s t r u m e n t c o u l d be used f o r s e l e c t i o n 
purposes because o f t h e t r a n s p a r e n c y o f the i t e m s . 

The u n c o r r e c t e d s p l i t h a l f c o e f f i c i e n t s r e p o r t e d f o r t h i s s c a l e 
a r e .89 and .92 i n d i c a t i n g t h a t t h e s c a l e c o u l d e a s i l y be s h o r t e n e d 
o r broken i n t o p a r a l l e l f o r m s . Of c o u r s e , t e s t - r e t e s t r e l i a b i l i t y -
s t u d i e s s h o u l d be c a r r i e d o u t t o v e r i f y t h e s t a b i l i t y o f responses. 

The f o l l o w i n g norms are p r e s e n t e d by t h e a u t h o r f o r t h e 6cores 
o f p r o f e s s i o n a l and m a n a g e r i a l government employees and a l l p r i v a t e 
employees. 

P r o f e s s i o n a l and A l l 
M a n a g e r i a l Government P r i v a t e 

D e c i l e Employees Employees 

9 290 251 
8 281 241 
7 275 231 
6 270 220 
5 266 212 
4 260 206 
3 254 196 
2 245 187 
1 -234 174 

References F l e s c h , R. . "A New R e a d a b i l i t y Y a r d s t i c k , " J . A p p l , P s y c h o l . , 1948 
(32) 221-233. 



ATTITUDES TOWARD EMPLOYMENT I N GOVERNMENT SERVICE 

Read each s t a t e m e n t and g i v e t h e answer t h a t w i l l show how you 
f e e l about i t . Mark ON THE ANSWER SHEET (X) whether you s t r o n g l y 
agree ( S A ) , agree ( A ) , a r e u n d e c i d e d ( U ) , d i s a g r e e ( D ) , o r s t r o n g l y 
d i s a g r e e (SD). Check t o be sure t h a t you answer each q u e s t i o n i n 
t h e c o r r e c t p l a c e on the answer s h e e t . ANSWER ALL ITEMS. 

Example: 
SA A U D SD 

Government w o r k e r s have good h o u r s . ( ) (X) ( ) ( ) ( ) 

Read t h i s n o t e c a r e f u l l y . 

The words "government s e r v i c e , " "government w o r k e r s , " and "government 
employees," r e f e r t o j o b s and workers i n t h e c a r e e r s e r v i c e o f t h e 
f e d e r a l government. They do n o t i n c l u d e those who are e l e c t e d by the 
p e o p l e , those who are a p p o i n t e d by the p a r t y i n power, o r t h o s e who 
are s e r v i n g i n t h e Armed F o r c e s . 

I t e m No. Statement 

1 I would recommend government s e r v i c e as a c a r e e r t o my 
f r i e n d s . 

*2 I n a government j o b i t i s h a r d t o make use o f one's own 
Id e a s . 

3 The number o f government w o r k e r s s h o u l d be i n c r e a s e d . 

4 I f I had a son, I would be w i l l i n g f o r him t o become a 
government w o r k e r . 

5 Government work i s a "good d e a l . " 

6 Government w o r k e r s are chosen w i t h more c a r e t h a n w o r k e r s 
i n p r i v a t e i n d u s t r y . 

7 On t h e w h o l e , government w o r k e r s t r y t o do t h e i r b e s t . 

8 The government i s one o f the b e s t employers t o work f o r . 

* 9 As a w h o l e , government w o r k e r s a r e second r a t e . 

*10 Taxes a r e h i g h because we have so many government employees. 

*11 Government w o r k e r s g e t by w i t h v e r y l i t t l e work. 

*12 Government j o b s a r e o f t e n g i v e n t o f r i e n d s o f t h e p o l i t i c a l 
p a r t y i n power. 

o o 
13 I n t h e government s e r v i c e , the w o r k e r who does work on h i s 

own i s rewarded. 

*14 I n . a government j o b t h e r e i 3 t o o much " r e d t a p e " i n t h e work 
you have to do. 

15 There a r e more i n t e r e s t i n g j o b s i n the government s e r v i c e 
t h a n i n p r i v a t e i n d u s t r y . 

*16 Government j o b s a r e d u l l . 

17 A young p e r s o n w i t h a government j o b can l o o k f o r w a r d t o a 
b r i g h t f u t u r e . 

18 G i v e n a c h o i c e between the w o r k i n g c o n d i t i o n s o f government 
and p r i v a t e employment, I would choose the government j o b . 

19 There a r e good chances f o r advancement i n government work. 

20 " C l o c k - w a t c h i n g " o c c u r s more i n p r i v a t e b u s i n e s s than among 
government w o r k e r s . 

21 I n g e n e r a l , the pay i s good i n government s e r v i c e . 

*22 I n government s e r v i c e t h e r e i s no way t o g e t r i d o f w o r k e r s 
who a r e d o i n g a poor j o b . 

*23 There i s more time wasted i n government work t h a n i n p r i v a t e 
work. 

*24 A l o t o f t h e work t h a t government employees do i s a waste 
o f t i m e . 

25 Government employees have h i g h s t a n d a r d s o f h o n e s t y . 

*26 I n a government j o b a person never has t o t h i n k f o r h i m s e l f . 

*27 I t i s who you know t h a t c o u n t s i n g e t t i n g a government j o b . 

*28 Government employees sponge o f f t h e t a x p a y e r s . 

*29 Government work s h o u l d be looked upon as a l a s t r e s o r t . 

30 The pe o p l e o f t h i s c o u n t r y s h o u l d be proud o f t h e i r government 
w o r k e r s . 

* 3 l I n the government s e r v i c e a person has t o have " p u l l " t o 
ge t ahead. 

32 W i t h a c h o i c e between t h e s a l a r i e s o f p r i v a t e and government 
employment, I would choose a government j o b . 



33 Government w o r k e r s keep t r y i n g t o do a b e t t e r j o b . 

*34 The work one does i n a government j o b i s a f f e c t e d t o o much 
by p o l i t i c s . 

*35 Government w o r k e r s do n o t do an honest day's work. 

*36 There a r e t o o many bosses on a government j o b . 

37 I t i s an honor t o work f o r the government. 

*38 The work o f the government c o u l d be done w i t h haLf as much 
money i f i t were r u n as w e l l as a p r i v a t e b u s i n e s s . 

*39 I f you d o n ' t l i k e t h e w o r k i n g c o n d i t i o n s i n a government 
Job, t h e r e i s n o t h i n g you can do about i t . 

*40 Government w o r k e r s a r e p a i d t o o much money f o r the work they 
do. 

* 4 l The b e s t w o r k e r s l e a v e government work f o r o t h e r j o b s . 

42 You a r e d o i n g i m p o r t a n t work when you work f o r t h e government. 

43 The most a b l e w o r k e r s g e t promoted i n government s e r v i c e . 

44 On t h e who l e , government employees a r e as a b l e as t h o s e 
w o r k i n g f o r p r i v a t e companies. 

*45 Government j o b s a r e so s e c u r e t h a t t h e r e i s l i t t l e d e s i r e 
t o do good work. 

46 You need more s c h o o l i n g f o r t h e same j o b i n government 
s e r v i c e t h a n i n p r i v a t e i n d u s t r y . 

*47 A government w o r k e r does no more work t h a n i s n e c e s s a r y . 

48 The good p o i n t s about t h e j o b s i n government s e r v i c e a r e 
g r e a t e r t h a n the bad p o i n t s . 

*49 Working f o r t h e government makes a p e r s o n l a z y . 

*50 Government employees o f t e n g e t mixed up w i t h c r o o k s and r a c k e t e e r s . 

* 5 1 Government w o r k e r s do noc c a r e how much o f t h e t a x p a y e r s 1 

money t h e y waste. 

52 Government s e r v i c e i s o n l y a p l a c e t o g e t e x p e r i e n c e f o r a 
b e t t e r j o b . 

*53 The e x p e r i e n c e you g e t i n w o r k i n g f o r a p r i v a t e employer i s 
w o r t h more t h a n e x p e r i e n c e i n a government j o b . 

54 Most government w o r k e r s a r e d e e p l y i n t e r e s t e d i n t h e i r j o b s , 

55 W i t h a c h o i c e between t h e s e c u r i t y o f government and p r i v a t e 
employment, I would choose a government j o b . 

*56 Most c o l l e g e s t u d e n t s would n o t want t o work f o r the government. 

*57 There a r e t o o many r u l e s t o f o l l o w i n d o i n g government j o b s , 

*58 A government j o b would be a l l r i g h t i f you c o u l d n ' t g e t 
a n o t h e r j o b . 

59 Government w o r k e r s a r e d o i n g as much t h a t i s i m p o r t a n t i n 
s c i e n c e as any o t h e r g r o u p . 

*60 There i s t o o much l o a f i n g on the j o b i n government work. 

61 Given my c h o i c e o f w o r k i n g f o r t h e government o r f o r a 
p r i v a t e employer w i t h e q u a l s t a r t i n g s a l a r i e s , I would choose 
government employment. 

62 Good c o l l e g e s t u d e n t s s h o u l d be urg e d t o e n t e r government 
s e r v i c e . 

63 Most government w o r k e r s a r e happy w i t h t h e i r j o b s . 

*64 I n government j o b s i t i s h a r d t o mix w i t h o t h e r w o r k e r s a t 
d i f f e r e n t j o b l e v e l s . 

65 The q u a l i t y o f y o u r work c o u n t s more toward advancement i n 
government s e r v i c e t h a n i n p r i v a t e i n d u s t r y . 

66 I t would be f u n t o work f o r the government. 

67 Government employees a r e n o t e d f o r t h e i r c o u r t e o u s s e r v i c e . 

*68 Government j o b s a r e m o s t l y " s o f t " j o b s . 

69 I n government work you have t o do a day's work f o r a day's 
pay. 

70 Most government employees a r e h a r d w o r k e r s . 

* i n d i c a t e s i t e m s whose s c o r i n g must be r e v e r s e d . 
LO O 
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ATTITUDES TOWARD WORKING FOR GOVERNMENT ( K i l p a t r i c k , e t a l . 1964) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Loca t i o n 

R e s u l t s and 
Comments 

T h i s i n s t r u m e n t a t t e m p t s t o measure whether one's a t t i t u d e toward 
w o r k i n g f o r the f e d e r a l government i s more f a v o r a b l e t h a n one's 
a t t i t u d e toward w o r k i n g f o r a l a r g e p r i v a t e b u s i n e s s . 

F i v e d i f f e r e n t a s p e c t s o f employment were c o v e r e d : o p p o r t u n i t y f o r 
b e i n g r e a l l y s u c c e s s f u l , chance o f g e t t i n g ahead, chance o f w o r k i n g 
up i n a t o p - l e v e l j o b , s e c u r i t y , and r o u t i n e and monotony. 

The f i v e p a i r s o f items were r a t e d by the resp o n d e n t on a t e n - p o i n t 
a g r e e - d i s a g r e e s c a l e . The items were d i s t r i b u t e d among 45 o t h e r s 
d e a l i n g w i t h o c c u p a t i o n a l v a l u e s (see Chapter 10.) 

The sample c o n s i s t e d p r i m a r i l y o f a n a t i o n a l p r o b a b i l i t y sample o f 
1142 employed respondents from the g e n e r a l p u b l i c and 948 g e n e r a l 
f e d e r a l employees. S p e c i a l supplementary samples o f s c i e n t i s t s , 
e x e c u t i v e s , s t u d e n t s and t e a c h e r s were a l s o t a k e n . Response r a t e s 
averaged between 85 and 95 p e r c e n t f o r the v a r i o u s samples. (See 
Robinson's c h a p t e r f o r more d e t a i l . ) 

No t e s t - r e t e s t data were c o l l e c t e d and no i n t e r - i t e m c o r r e l a t i o n s 
a re p r e s e n t e d . 

No f o r m a l t e s t s o f v a l i d i t y were r e p o r t e d a l t h o u g h r e l a t i o n s h i p s w i t h 
background c h a r a c t e r i s t i c s and o t h e r a t t i t u d e s may be s a i d t o bear 
some i n d i r e c t e v idence on v a l i d i t y . 

K i l p a t r i c k , F-, Cummings, M. and J e n n i n g s , M. Source_ Book o f Study 
o f O c c u p a t i o n a l Values and the Image o f F e d e r a l S e r v i c e Washington, 
D.C: The B r o o k i n g s I n s t i t u t i o n , 1964. 

Respondents were a l s o asked a number o f open-ended q u e s t i o n s and 
o t h e r r a t i n g s about f e d e r a l v s . p r i v a t e employment; these were found 
t o r e f l e c t t he same d i f f e r e n c e s found i n t he i t e m s , namely, t h a t 
government employment i s seen as o f f e r i n g s e c u r i t y and p r i v a t e b u s i n e s s 
o p p o r t u n i t y . Government employees were r a t e d about as h i g h on 
hon e s t y and p u b l i c i n t e r e s t as t o p - l e v e l businessmen, b u t images a r e 
le s s f a v o r a b l e f o r c i v i l s e r v a n t s among the b e t t e r - e d u c a t e d . 

I t i s t r u l y u n f o r t u n a t e t h a t i n t e r - i t e m a n a l y s e s and anal y s e s o f r e l a 
t i o n s w i t h o t h e r q u e s t i o n s have y e t t o be conducted f o r these d a t a , 
c o n s i d e r i n g the h i g h c a l i b e r o f s a m p l i n g and m e t h o d o l o g i c a l p r o c e d u r e s . 
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A t t i t u d e s toward w o r k i n g f o r the Government 

For a young man o f a b i l i t y , h i s b e s t chance 
o f b e i n g s u c c e s s f u l i n l i f e l i e s i n w o r k i n g 
f o r the f e d e r a l government 

For a young man o f a b i l i t y , h i s b e s t chance 
o f b e i n g r e a s o n a b l y s u c c e s s f u l i n l i f e l i e s 
i n w o r k i n g f o r a l a r g e p r i v a t e b u s i n e s s 
c o r p o r a t i o n 

A person who works f o r the f e d e r a l government 
g e n e r a l l y has a good chance t o g e t ahead 

A p e r s o n who works f o r a l a r g e p r i v a t e b u s i n e s s 
g e n e r a l l y has a good chance t o g e t ahead 

Average R a t i n g s 
P u b l i c 

Employed Sample 

4.4 

A young man o f a b i l i t y who s t a r t s t o work i n 
th e f e d e r a l c i v i l s e r v i c e has a good chance 
o f e n d i n g up i n one o f the top l e v e l j o b s 

A young man o f a b i l i t y who s t a r t s t o work i n a 
l a r g e p r i v a t e business c o r p o r a t i o n has a good 
chance o f e n d i n g up i n one o f the top l e v e l j o b s 

Employment w i t h the f e d e r a l government o f f e r s a 
h i g h degree o f s e c u r i t y 

Employment w i t h a l a r g e p r i v a t e business o f f e r s 
a h i g h degree o f s e c u r i t y 

Most j o b s i n the f e d e r a l government are 
r o u t i n e and monotonous 

5.4 

6.5 

6.7 

6.4 

7.0 

7.4 

6.1 

4.9 

F e d e r a l 
Employed Sample 

4.4 

5.0 

6.4 

6.1 

7.0 

7.1 

. 1 

4.8 

4.2 

Most j o b s i n p r i v a t e b u s i n e s s are 
r o u t i n e and monotonous 4.7 4.0 
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ATTITUDE TOWARD AUTOMATION (Rosenberg 1962) 

V a r i a b l e T h i s s c a l e p u r p o r t s t o measure a t t i t u d e t oward a u t o m a t i o n as 
shown by responses t o t e n ( 1 0 ) s u b s c a l e s . The s u b s c a l e s are l a b e l e d 
Working C o n d i t i o n s , Employment, Wages, T r a i n i n g , Job S a t i s f a c t i o n , 
C o l l e c t i v e B a r g a i n i n g , A g i n g Problems, S a f e t y , C o n t r o l , and Home and 
F a m i l y L i f e . 

D e s c r i p t i o n The s c a l e c o n s i s t s o f f i f t y L i k e r t s c a l e d i t e m s . Of t h e f i f t y 
i t e m s t h i r t y - t h r e e a re p o s i t i v e l y s t a t e d and i n t e r m i x e d w i t h 17 
n e g a t i v e l y s t a t e d i t e m s . The i t e m s 1 r e l e v a n c e t o a u t o m a t i o n i s s u e s 
and s c o r i n g d i r e c t i o n were d e t e r m i n e d by j u d g e s . The j u d g i n g s t a f f 
c o n s i s t e d o f two p s y c h o l o g i s t s , one e c o n o m i s t , one human r e l a t i o n s 
s p e c i a l i s t , and one i n d u s t r i a l and l a b o r r e l a t i o n s s p e c i a l i s t . The 
range o f p o s s i b l e scores i s f r o m 50 t o 250 w i t h a s c o r e o f 150 r e 
p r e s e n t i n g the n e u t r a l p o i n t . A h i g h s c o r e was c o n s i d e r e d t o be an 
i n d i c a t i o n o f a p o s i t i v e a t t i t u d e toward t h e e f f e c t s o f a u t o m a t i o n . 
Means and s t a n d a r d d e v i a t i o n s f o r t h e s u b s c a l e s c o r e are p r e s e n t e d 
i n t h e R e s u l t s and Comments s e c t i o n . 

Sample One hundred and e i g h t r e s p o n d e n t s were s e c u r e d t h r o u g h m a i l 
a d m i n i s t r a t i o n o f 240 q u e s t i o n n a i r e s . A l l r e s p o n d e n t s were male 
u n i o n members, n e a r l y a l l h e l d e i t h e r an e l e c t e d o r a p p o i n t e d 
p o s i t i o n w i t h t h e u n i o n . The m a j o r i t y had s p e n t betweeen 10 and 20 
y e a r s w i t h t h e company f o r w h i c h t h e y worked and were i n t h e 25 t o 
45 y e a r o l d age range. About o n e - t h i r d o f t h e sample had fewer t h a n 
10 y e a r B membership i n t h e u n i o n and t h e v a s t m a j o r i t y made a s a l a r y 
o f f r o m $5000 t o $7000. A l m o s t a l l were m a r r i e d and more t h a n h a l f 
s u p p o r t e d f o u r o r more p e r s o n s . F o u r - f i f t h s had a t l e a s t a h i g h s c h o o l 
e d u c a t i o n . 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

L o c a t i o n 

The a u t h o r does n o t f u r t h e r i d e n t i f y t h e sample e x c e p t t o say 
t h a t , "The p a r t i c i p a n t s w e r e . . . u n i o n members f r o m one o f t h e major 
i n d u s t r i e s f a c e d w i t h problems o f a u t o m a t i o n i n t h e New York M e t r o 
p o l i t a n a r e a . " 

The a u t h o r g i v e s no e s t i m a t e o f t e s t - r e t e s t r e l i a b i l i t y f o r the 
s c a l e . However, the average i n t e r - s u b - s c a l e c o r r e l a t i o n i s .26 and may 
g i v e a v e r y c o n s e r v a t i v e i d e a o f r e l i a b i l i t y based on p a r a l l e l forms o f 
a t e s t . 

No c l a i m o f o t h e r t h a n f a c e v a l i d i t y can be made f o r t h i s s c a l e . 

Rosenberg, J e r r y M., " P e r c e p t i o n o f A u t o m a t i o n I s s u e s , Worker Back
gr o u n d , and I n t e r p e r s o n a l B e h a v i o r , " Ph.D. d i s s e r t a t i o n , New 
York U n i v e r s i t y , 1962. Ann A r b o r : U n i v e r s i t y M i c r o f i l m s , I n c . , 
Pub.No. 63-6675. 

A d m i n i s t r a t i o n S e l f a d m i n i s t e r e d I n l e s s t h a n one h o u r . S c o r i n g i s a c c o m p l i s h e d 
by summing t h e response c a t e g o r y w e i g h t s . 
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R e s u l t s St Although the author s e t out to c o n s t r u c t ten 5-item subscales 
Comments which were to comprise the automation q u e s t i o n n a i r e i t would seem that 

he d id not succeed. The s u b s c a l e i n t e r c o r r e l a t l o n s are s u f f i c i e n t l y 
high i n most c a s e s (807* are s i g n i f i c a n t a t p^.05) to assume a reasonable 
degree of u n i d i m e n s i o n a l i t y . 

For each s u b s c a l e the p o s s i b l e range of 6cores I s from 5 to 25. 
p r e s e n t s the f o l l o w i n g data f o r the s u b s c a l e s : 

Subscale Mean SD 

S a f e t y 16.19 3.86 
T r a i n i n g 15.92 3.61 
Home L i f e 14.34 4.39 
Working Conditions 14.22 3.64 
Wages 13.86 3.41 
Aging Problems 13.52 2.84 
C o l l e c t i v e B a r g a i n i n g 12.00 3.03 
Employment 11.80 3.91 
C o n t r o l 10.87 3.22 
Job S a t i s f a c t i o n 9.94 4.32 

T h i s s c a l e may prove u s e f u l i n a s s e s s i n g workers' a t t i t u d e s toward 
automation i s s u e s i n g e n e r a l . However, one may reasonably expect t h a t 
opinion l e v e l s w i l l v a r y w i t h i n d u s t r i e s , unions, type of employment 
and sex of employee. The est a b l i s h m e n t of l o c a l norms i s s t r o n g l y r e c 
ommended. An estimate of r e l i a b i l i t y i s a l s o a desideratum f or proper 
use of t h i s instrument. 



A l l icems u t i l i z e d a f i v e p o i n t answer category system. The 
order and response weights were as f o l l o w s : (1) Disagree a great d e a l , 
(2) Disagree s l i g h t l y , (3) Neither disagree nor agree, (4) Agree 
s l i g h t l y , (5) Agree a g r e a t d e a l . Icems marked'with an a s t e r i s k (*) 
should be scored i n reverse, i . e . , 5 = Disagree a g r e a t d e a l , 4 = 
Disagree, e t c . 

* t . Automated pla n t s w i l l be n o i s i e r Chan the more t r a d i t i o n a l 
assembly Lines. 

2. Automated f a c t o r i e s w i l l be cleaner than non-automated p l a n t s . 
3. increased s h i f t work d u r i n g the n i g h t hours w i l l be acceptable 

by the m a j o r i t y of workers. 
4. Bad odors i n the a i r w i t h i n the f a c t o r y w i l l be g r e a t l y r e 

duced because of automation. 
5. Automation w i l l lead to improved l i g h t i n g i n the f a c t o r y . 
6. Automation w i l l lead t o an expanded economy w i t h new j o b s . 

*7. Those displaced by automation w i l l have considerable d i f f i c u l t y 
i n f i n d i n g new j o b s . 

*8. Unemployed workers d i s p l a c e d by automation w i l l be forced to 
f i n d new o p p o r t u n i t i e s i n other areas of the country. 

9. Automation w i l l r a i s e our standard of l i v i n g . 
*10. Automation displacement w i l l e v e n t u a l l y throw the country i n t o 

another depression. 
11. Wages under automation, w i l l increase at an even f a s t e r r a t e 

than before automation. 
12. Workers i n automated p l a n t s w i l l earn a g r e a t e r s a l a r y than those 

doing the same type of work in. non-automated p l a n t s . 
*13. Under automation, wages w i l l buy less because of i n c r e a s i n g 

i n f l a t i o n . 
*14. I n an era of automation, wages w i l l become i n c r e a s i n g l y more 

important t o worker happiness than before automation. 
*15. Part of f u t u r e wages may be used f o r r e t r a i n i n g programs and 

t h e r e f o r e p r o p o r t i o n a t e l y reduce take home pay. 
*16. T r a i n i n g may be the answer to the automation problem, but no 

one r e a l l y knows what to t r a i n f o r . 
17. On-the-job t r a i n i n g w i l l increase because of the needs created 

by automation. 
*18. Less than h a l f the i n d u s t r i e s t h a t are c o n s i d e r i n g automated 

I n s t a l l a t i o n s w i l l i n v e s t t h e i r money f o r r e t r a i n i n g . 
19. Automation w i l l produce more s e m i - s k i l l e d and fewer n o n - s k i l l e d 

workers. 
20. The idea of r e t r a i n i n g w i l l be g l a d l y accepted by workers, es

p e c i a l l y i f the company pays f o r i t . 
21. Automation w i l l Increase group morale of workers on the j o b . 
22. Automation w i l L improve i n d i v i d u a l job s a t i s f a c t i o n on the j o b . 
23. Operating an automated piece of equipment'should, i n general, be 

more i n t e r e s t i n g than o p e r a t i n g o l d e r machines t h a t once per
formed the same f u n c t i o n . 

24. Automation w i l l r e q u i r e more imagination to operate the machines. ^ 
o 

25. Automation w i l l give the worker a greater f e e l i n g of doing some- ^ 
t h i n g w o r t h w h i l e . 

*26. Automation w i l l be a major f a c t o r i n many f u t u r e s t r i k e s . 
27. Automation w i l l lead to a workweek of between 32-36 hours w i t h i n 

f i v e years. 
28. The worker w i l l be guaranteed a " f a i r d e a l " d u r i n g c o l l e c t i v e 

b a r g a i n i n g over automation. 
29. Negot i a t i o n s over automation w i l l improve worker pension plans. 

*30. A s h o r t e r workweek w i l l encourage workers to f i n d a second job 
f o r a d d i t i o n a l incomes. 

31. Automation w i l l encourage o l d e r workers to r e t i r e at an e a r l i e r 
cge provided they re c e i v e a f a i r pension, 

*32. Workers over f i f t y years of age w i l l s u f f e r most under automation. 
*33. The worker from 20-35 years o f age w i l l almost always be chosen 

f o r r e t r a i n i n g before someone over 40 years of age. 
+34. S e n i o r i t y r i g h t s w i l l be weakened as a r e s u l t of automation. 
*35. Older workers o p e r a t i n g automated equipment w i l l f i n d the work 

p h y s i c a l l y e a s i e r . 
36. Operating automated equipment i s u s u a l l y less t i r i n g than o p e r a t i n g 

o l d e r equipment. 
*37. Under automation, there may be a need f o r increased concen

t r a t i o n on d i a l s which w i l l make the jobs more t i r i n g . 
38. Automated f a c t o r i e s w i l l have fewer minor accidents than i n o l d e r 

p l a n t s . 
39. Automated f a c t o r i e s w i l l have fewer major accidents than i n o l d e r 

p l a n t s . 
40. So c a l l e d " f r e a k accidents," i . e . , g e t t i n g your t i e caught i n the 

machine, w i l l be g r e a t l y reduced i n an automated p l a n t . 
41. Workers w i l l be able t o t a l k more dur i n g working hours i n an 

automated p l a n t . 
*42. Automation w i l l r e q u i r e increased supervisory c o n t r o l over the 

employees. 
43. Automation w i l l make i t e a s i e r f o r the employee to advance w i t h i n 

the company. 
44. Automation w i l l improve the r e l a t i o n s h i p of mutual understanding 

between the employee and the employer. 

*45. Under automation, workers w i l l have less to do w i t h making 
decisions i n the way a job should be c a r r i e d out. 

46. Increased l e i s u r e time, created by automation, w i l l Lead to a 
c l o s e r , u n i t e d f a m i l y home l i f e . 

47. Automation w i l l h e l p reduce the r a t e of j u v e n i l e delinquency. 
48. Automation w i l l encourage new i n t e r e s t i n r e l i g i o u s a c t i v i t y . 
49. Automation w i l l lead and encourage communities t o o f f e r more 

a d u l t education courses f o r workers, 
50. Automation, by r e q u i r i n g new s k i l l s w i l l keep c h i l d r e n o f f the 

s t r e e t s by i n c r e a s i n g i n t e r e s t i n t h e i r school work. 
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ATTITUDES TOWARD EMPLOYMENT OF OLDER PERSONS (Kir c h n e r . 1954) 

V a r i a b l e T h i s s c a l e a t t e m p t s t o measure t h e degree o f s t e r e o t y p i n g i n 
b e l i e f s about the c a p a c i t y and f u n c t i o n i n g o f o l d e r w o rkers ( o v e r 5 0 ) , 

D e s c r i p t i o n T h i s s c a l e i s comprised o f 24 L i k e r t s c a l e d items chosen f o r 
t h e i r a b i l i t y t o d i f f e r e n t i a t e between upper and lo w e r p o r t i o n s o f 
s e v e r a l sample p o p u l a t i o n s . Items were chosen w h i c h r e p r e s e n t e d 
f a c t u a l and a n e c d o t a l m a t e r i a l about o l d e r w o r k e r s , s t e r e o t y p e d 
o p i n i o n s , and so on. I n g e n e r a l , t h e o r i g i n a l p o o l o f items con
s i s t e d o f a group o f " g e n e r a l items r e l a t i n g to o p i n i o n per se and 
a group o f I n f o r m a t i o n a l items concerned w i t h the a c t i o n o f gov e r n 
ment, l a b o r , and management." 

The p o s s i b l e range o f scores i s f r o m 0 t o 96 w i t h 48 as t h e 
n e u t r a l o r undecided p o i n t . A h i g h s c o r e i s i n d i c a t i v e o f a p o s i t i v e 
a t t i t u d e toward o l d e r employees. 

Sample A t o t a l sample o f 1,460 persons p r o v i d e d d a t a f o r t h e f i n a l 
f o r m o f the s c a l e . T h i s i n c l u d e d a subgroup of 590 i n d i v i d u a l i n t e r 
v i e w s w i t h a g e n e r a l sample o f t h e M i n n e s o t a p o p u l a t i o n , a n a t i o n w i d e 
subgroup o f p e r s o n n e l p e o p l e , and a group o f 200 p s y c h o l o g i s t s members 
o f t h e Minnesota P s y c h o l o g i c a l A s s o c i a t i o n , among o t h e r s . The sample 
i n c l u d e d 416 women. The age range of t h e s u b j e c t s was f r o m 20 years 
t o over 60 w i t h one subgroup (N = 13) h a v i n g a mean age o f 69.85 y e a r s . 

R e l i a b i l i t y T e s t - r e t e s t r e l i a b i l i t y c o e f f i c i e n t s ranged f r o m -49 t o .86 w i t h 
an o v e r a l l c o e f f i c i e n t o f .67 (N = 36 members o f a s u p e r v i s o r y t r a i n i n g 
c l a s s ) over a two month p e r i o d . S p l i t h a l f ( f i r s t v e r s u s l a s t h a l f ) 
c o e f f i c i e n t s ranged f r o m .60 t o .92 f o r v a r i o u s subgroups. The 
s t a n d a r d e r r o r o f t h e t r u e s c o r e s f o r each sample were, however, 
r e a s o n a b l y s m a l l and u n i f o r m i n d i c a t i n g t h a t the s c a l e had adequate 
r e l i a b i l i t y f o r most purposes. 

V a l i d i t y Some ev i d e n c e f o r t h e v a l i d i t y o f t h e s c a l e i s demonstrated by 
the r e l a t i o n between age and a t t i t u d e s c a l e s c o r e . The a u t h o r 
e s t i m a t e s t h i s c o e f f i c i e n t as +.55 b u t i t does n o t h o l d f o r a l l sub
groups w i t h i n t he t o t a l sample. Groups o f r e t i r e d u n i o n members and 
r a n k and f i l e employees i n o r g a n i z a t i o n s e mploying o l d e r w o rkers 
showed more f a v o r a b l e a t t i t u d e s t h a n d i d a g e n e r a l sample o f th e s t a t e 
p o p u l a t i o n , p e r s o n n e l w o r k e r s , and s u p e r v i s o r s . The d a t a was b i a s e d 
t h r o u g h t h e i n c l u s i o n o f persons w i t h advanced p s y c h o l o g i c a l t r a i n i n g 
who, i n g e n e r a l , r e f u s e d t o commit themselves t o a p o s i t i o n on many 
q u e s t i o n n a i r e i t e m s . 

L o c a t i o n K i r c h n e r , Wayne K., " A t t i t u d e s Toward t h e Employment o f Ol d e r Persons," 
Ph.D. D i s s e r t a t i o n , U n i v e r s i t y o f Minne s o t a , 1954. Ann A r b o r , 
M i c h i g a n : U n i v e r s i t y M i c r o f i l m s , I n c . , p u b l i c a t i o n number 10,031, 
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K i r c h n e r , Wayne K., e t a l , " A t t i t u d e Toward the Employment of Older 
People," J.Appl.Psychol., 1952 (36) 154-156. 

A d m i n i s t r a t i o n T h i s s c a l e may be e i t h e r s e l f a dministered or administered 
through the use of I n d i v i d u a l i n t e r v i e w s . The author used i n h i s 
study m a i l , group, and i n t e r v i e w types of a d m i n i s t r a t i o n . 

Scoring i s e a s i l y accomplished through summing the Item response 
weights. The s c a l e probably r e q u i r e s l e s e than h a l f an hour of a 
respondent's time. 

R e s u l t s and T h i s s c a l e r e p r e s e n t s a somewhat unique example of adequate psy-
Comments chometric procedure w i t h regard to i t s c o n s t r u c t i o n . As w i l l be noted 

by c u r s o r y p e r u s a l of the other s c a l e s i n t h i s volume the mention of 
t e s t - r e t e s t r e l i a b i l i t y e s t i m a t e s and standard e r r o r scores i s q u i t e 
r a r e . I t does, however, share w i t h most other a t t i t u d e s c a l e s a l a c k 
of c l e a r evidence f o r something beyond face v a l i d i t y . 

The author recommends th a t the s c a l e be used as a d i a g n o s t i c 
instrument to determine the need for education on the p a r t of groups 
d i r e c t l y concerned w i t h the employment of o l d e r persons. The r e l a t i v e 
transparency of the items may m i t i g a t e the v a l u e of the s c a l e I n t h i s 
r egard. The h e t e r o g e n e i t y of the sample p o p u l a t i o n i n d i c a t e s t h a t the 
s c a l e i s a p p l i c a b l e a c r o s s a wide v a r i e t y of o c c u p a t i o n a l c a t e g o r i e s - -
w i t h the. p o s s i b l e exception of p s y c h o l o g i s t s . 



DIRECTIONS 

On t h i s page and the f o l l o w i n g pages you w i l l f i n d a number o f s t a t e m e n t s , 

1. Read each s t a t e m e n t c a r e f u l l y . 
2. Choose the word t h a t b e s t t e l l s how you f e e l about each 

s tatement. 
3. Put an "X" i n the space f o l l o w i n g the word. 

4. Do t h i s f o r a l l s t a t e m e n t s . 

Here i s an example: 

There has been too much snow i n Minnesota t h i s w i n t e r . 
S t r o n g l y agree Agree x Undecided Disagree S t r o n g l y d i s a g r e e 

I f you s t r o n g l y agree w i t h t h i s s t a t e m e n t , you would p l a c e an 
"X" i n the space f o l l o w i n g the words " S t r o n g l y agree." I f you agree 
w i t h the statement you would p l a c e an "X" i n the space f o l l o w i n g the 
word "Agree," as has been done i n the sample. 

There are no " r i g h t " o r "wrong" answers. J u s t t e l l how you f e e l 
about each s t a t e m e n t . 

Your answers are s e c r e t . 

I m p o r t a n t : I n these s t a t e m e n t s when we say " O l d e r " we mean Over 50. 

1. I t h i n k o l d e r employees have fewer a c c i d e n t s on the j o b . 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

2. Most companies are u n f a i r t o o l d e r employees. 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

3. Older employees are h a r d e r t o t r a i n f o r j o b s . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

4. Older employees are absent more o f t e n t h a n younger employees (under 
age 30) 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

5. Younger people (under age 30) a c t too smart nowadays. 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

6. Yourger employees (under 30) u s u a l l y have more s e r i o u s a c c i d e n t s t h a n 
o l d e r employees. 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

7. I n a case where two people can do a j o b about the same, I ' d p i c k 
the o l d e r person f o r t h e j o b . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

8. I t h i n k t h a t S o c i a l S e c u r i t y payments are t o o s m a l l . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

9. O c c u p a t i o n a l diseases are more l i k e l y to occur among younger employees 
( t h o s e under age 30.) 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

10. The o l d e r employees u s u a l l y t u r n out wsrk o f h i g h e r q u a l i t y . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

11. I t h i n k o l d e r employees a r e more grouchy on the j o b . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

12. I b e l i e v e t h a t o l d e r people c o o p e r a t e more on the j o b . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree. S t r o n g l y agree 

13. Older people seem t o be h a p p i e r on the j o b . 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

14. I f e e l t h a t o l d e r people are more dependable. 
S t r o n g l y d i s a g r e e D i s a g r e e Undecided^ Agree S t r o n g l y agree 

15. Most o l d e r people cannot keep up w i t h the speed needed i n modern 
i n d u s t r y . 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

16. S u p e r v i s o r s f i n d i t h a r d t o g e t o l d e r people t o adopt new methods on 
the j o b . 
S t r o n g l y agree Agree Undecided Disagree S t r o n g l y d i s a g r e e 

17. Older people s h o u l d g e t h i g h e r wages f o r t h e i r j o b s . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

18. Y o u ' l l f i n d t h a t t h e employees who are most l o y a l t o the company are 
t h e o l d e r employees. 
S t r o n g l y agree Agree Undecided D i s a g r e e S t r o n g l y d i s a g r e e 

19. Older people a r e t o o s e t i n t h e i r ways--they don't want t o change. 
S t r o n g l y agree Agree .Undecided Disagree S t r o n g l y d i s a g r e e 

20. I t h i n k o l d e r employees have as much a b i l i t y t o l e a r n new methods as 
o t h e r employees. 
S t r o n g l y d i s a g r e e D i s a g r e e Undecided Agree S t r o n g l y agree 

21. I t h i n k companies s h o u l d t r a i n middle-aged employees ( t h o s e aged 
35-50) t o handle many d i f f e r e n t j o b s . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

22. I t h i n k t h a t o l d e r employees make b e t t e r employees. 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

23. I t h i n k t h a t most younger people are too r a d i c a l i n t h e i r i d e a s . 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree 

24. Pay s h o u l d be based on l e n g t h o f s e r v i c e r a t h e r than on what a person 
does (how l o n g a person h a s worked i n a company sh o u l d c o u n t more Chan 
t h e amount o f work he t u r n s o u t ) . ^ 
S t r o n g l y d i s a g r e e Disagree Undecided Agree S t r o n g l y agree ° 
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OPINIONS ABOUT WORK OF THE MENTALLY I L L ( S t r e u n i n g and E f r o n 1965) 

V a r i a b l e 

D e s c r i p t i o n 

Sample 

R e l i a b i l i t y / 
Homogeneity 

T h i s i n s t r u m e n t a t tempts t o d e f i n e t he d i m e n s i o n a l s t r u c t u r e o f 
work a t t i t u d e s o f former m e n t a l p a t i e n t s . 

The domain o f a t t i t u d e s was c o n c e p t u a l i z e d as i n c l u d i n g m o t i v a t i o n and 
the v a l u e o f work, the o p i n i o n c l i m a t e o f the s o c i a l c o n t e x t , 
e v a l u a t i o n o f s e l f and r e l a t i o n s h i p s w i t h o t h e r s ( e s p e c i a l l y co
wo r k e r s and a u t h o r i t y f i g u r e s ) . Based on t h i s c o n c e p t u a l i z a t i o n , a 
103 i t e m q u e s t i o n n a i r e o f 73 L i k e r t - t y p e and 30 t r u e - f a l s e i t e m s 
was d e v i s e d , a d m i n i s t e r e d and f a c t o r a n a l y z e d . 

The r e spondents were 337 male v e t e r a n s who had spent some time i n 
a m e n t a l h o p i t a l , 70 p e r c e n t b e i n g c l a s s i f i e d as s c h i z o p h r e n i c s . 
Average age was 39 and number o f average y e a r s i n s c h o o l was 11. 

No t e s t - r e t e s t d a t a were r e p o r t e d . 

A t o t a l o f seven f a c t o r s emerged from a f a c t o r a n a l y s i s : A l i e n a t i o n , 
S t r e s s f u l e x i s t e n c e , A u t h o r i t a r i a n work i d e o l o g y , D e v a l u a t i o n o f 
work, V o c a t i o n a l f u t i l i t y , I n t e r p e r s o n a l inadequacy and A n t i c i p a 
t i o n o f r e j e c t i o n . 

V a l i d i t y I n a m u l t i p l e r e g r e s s i o n p r e d i c t i o n o f p a t i e n t s who were w o r k i n g 
compared to those n o t w o r k i n g , t h e f i v e f a c t o r s c o r r e l a t e d .30, 
s i g n i f i c a n t a t the .01 l e v e l . Most o f the v a r i a n c e was e x p l a i n e d 
by the S t r e s s f u l e x i s t e n c e and D e v a l u a t i o n o f work f a c t o r s . 

L o c a t i o n S t r u e n i n g , E. and E f r o n , H. "The d i m e n s i o n a l s t r u c t u r e o f o p i n i o n s 
about work and the s o c i a l c o n t e x t " , J o u r n a l o f C o u n s e l i n g Psychology, 
12, 1965, #3. 

A d m i n i s t r a t i o n S e l f - a d m i n i s t e r e d i n about 45 t o 65 m i n u t e s . F a c t o r s c o r i n g c o n s i s t e d 
o f t a k i n g those ite m s l o a d i n g over .30 on the f a c t o r and s c o r i n g 
them one t o s i x ( f r o m " s t r o n g l y d i s a g r e e " t o " s t r o n g l y a g r e e " ) . I n 
o r d e r t o p r e v e n t c o n f o u n d i n g f a c t o r s c o r e s , an i t e m was scored on 
o n l y one f a c t o r ; t h i s i s denoted by an "a" f o l l o w i n g t he items 
p r e s e n t e d below. 

R e s u l t s and D e s p i t e the o r t h o g o n a l i t y o f t h e f a c t o r a n a l y t i c r e s u l t s , f a c t o r 
Comments scores f o r A l i e n a t i o n , S t r e s s f u l e x i s t e n c e , and A n t i c i p a t i o n o f 

r e j e c t i o n i n t e r - c o r r e l a t e d so h i g h l y ( w e l l over .5) as t o i n d i c a t e a 
s i n g l e f a c t o r . The a u t h o r a l s o p o i n t s o u t t h e r e l e v a n c e of h i s 
f i n d i n g s t o the p r o p o s i t i o n t h a t work i s e s s e n t i a l t o t h e r e c o v e r y o f 
m e n t a l p a t i e n t s : he found t h a t those who were w o r k i n g were j u s t as 
a l i e n a t e d as those who d i d not have a j o b . 
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1'iictorinl Structittc- of Opinions About Worlc 
and tlic Social Context 

L o a d i n g I t e m 

F a c t o r 
6B 

64 

64 

64 

63 

60 

59 

57 

56 

55 

55 

54 

53 

1—Al iena t ion f r o m a R e j e c t i n g E n v i r o n m e n t 
69. I n spi te o f w h a t some people say, t h e l o t 

of the average man 1B g e t t i n g worse . • 
52. Bosses usua l ly b lame t h e i r mis t akes on 

the w o r k e r s u n d e r them.* 
65. These days a person doesn ' t r e a l l y k n o w 

w h o he can coun t on.n 
57. Uosbt's se ldom have r e a l respect f o r the 

w o r k e r s u n d e r them.u 
44. Mos t bosses w h o g ive o rde r s d o n ' t k n o w 

any m o r e t h a n 1 do.a 
37. T o o m a n y people In o u r socie ty arc j u s t 

ou t f o r themselves and d o n ' t r e a l l y care 
f o r anyone else.* 

39. T h e people w h o w o r k h & r d u s u a l l y a ren ' t 
r e w a r d e d f o r It .n 

31. Mos t bosses f i n d I t easier to c o m p l a i n 
abou t w o r k e r s t h a n t o praise them.n 

8. I t Is h a r d to f i g u r e ou t w h o y o u can 
r e a l l y t r u s t these days.* 

15. T h e r e Is n o t m u c h chance t h a t people 
w i l l r e a l l y do a n y t h i n g t o m a k e th i s 
c o u n t r y n b e t t e r place l i v e ln.m 

50. D i s c h a r g e d m e n t a l pa t i en t s a lways seem 
to e n d up w i t h the w o r s t Jobs.a 

71. M o s t people d o n ' t real ize h o w m u c h t h e i r 
l ives are c o n t r o l l e d by p lo t s ha t ched In 
secret by others .* 

46. W h e n a boss f i n d s o u t t h a t someone 
w o r k i n g f o r h i m was once I n a m e n t a l 
h o s p i t a l , he Is l i k e l y t o f i n d some excuse 
to f i r e h i m even t h o u g h his w o r k Is 
good-* 

53 42. M o s t people a r en ' t r e a l l y In t e re s t ed In 
the w o r k they do.* 

52 60. D o c t o r s and o t h e r people w h o w o r k In 
m e n t a l hospi ta ls l u s t d o n ' t u n d e r s t a n d 
how h a r d I t Is f o r a d i s cha rged m e n t a l 
p a t i e n t to l ook f o r and f i n d a Job.* 

52 34. People d o n ' t t e e m to u n d e r s t a n d m y way 
of d o i n g th ings .* 

51 22. V e r y f e w e m p l o y e r s w i l l h i r e y o u I f you 
t e l l t h e m y o u w e r e once a p a t i e n t I n a 
m e n t a l hospital .a 

49 23. N o w a d a y s a person has to l i v e p r e t t y 
m u c h f o r today and le t t o m o r r o w t ake 
care o f I t se l f .a 

46 25. Mos t people do as w e l l ns t h e y do be
cause t h e y a re a f r a i d o f l o s i n g t h e i r 
Jobs. 

45 SB. A l t h o u g h mos t w o m e n may deny I t , a 
w i f e ' s f e e l i n g about he r husband depends 
u p o n the a m o u n t o f m o n e y he earns.a 

44 67. I t ' s n o t t r u e t h a t the h a r d e r y o u w o r k 
the m o r e y o u get .a 

41 28. One o f the w o n * pa r t s o f w o r k Is the 
k i d d i n g or need l i ng y o u hove to take 
f r o m o t h e r worke r s . * 

41 24. I l i k e a Job w h e r e m y boss Is h a r d l y 
eve r a r o u n d .n 

39 3B. I o f t e n f i n d I t h a r d t o t e l l I f m y w o r k 
pleases the boss.a 

39 7. D u r i n g these t imes a m a n o f t e n can ' t 
f i n d a Job even I f he r e a l l y w a n t s t o 
w o r k . * 

38 5. I 've o f t e n f e l t t h a t m y f e l l o w w o r k e r s 
d i d n ' t u n d e r s t a n d me .a 

38 124. I n the past, I had a boss w h o made Life 
m i se rab l e f o r me . 

37 47. E m p l o y e r s s h o u l d be r e q u i r e d by l aw 
to h i r e a c e r t a i n n u m b e r o f people w h o 
have been pa t i en t s I n a m e n t a l h o s p i t a l . 
I f t hey can do the Job. 

37 33. I f e e l l i k e g i v i n g u p q u i c k l y w h e n t h i n g s fo w r o n g , 
have m e t v e r y f e w people at w o r k t h a t 

I w o u l d l i k e to have as close f r i e n d s . * 
36 70. M e n t a l hosp i ta l s shou ld do m u c h m o r e 

t o he lp pa t i en t s get Jobs t o go to w h e n 
t h e y leave the hospi ta l .* 

35 64. I t w o u l d be f o o l i s h to g ive up a pens ion 
t o t ake a Job t h a t d i d n ' t pay m u c h m o r e 
t h a n t h e pens ion . 

F n c l « r 1 - S l r c n s f u l K x U l c n c c 

64 113. L i r e la a b t r a l n f o r me m u c h of the 
t ime.* 

64 IH. 1 fei-1 t l i . i t I nin n o t m y o ld nc l f . i i 
60 3 6 . l l IN h a r d For mo l o keep m y m i n d on 

w h a t I run d o i n g . * 
GO 118. I f i n d l l h a r d t o keep my m i n d o n a 

task o r Job.* 
-59 40. I u s u a l l y w a k e u p f e e l i n g w e l l rested a n d 

f u l l of energy .* 
57 116. The re novo been t imes w h e n I goL so 

upset I Just c o u l d n ' t do m y j o b . * 
55 123. My s leep Is f i t f u l and d i s tu rbed .* 

-54 127. I be l i eve I am no m o r e ne rvous t h a n 
most o thers .* 

50 112. I t hna a l w a y s been h a r d f o r me t o relax 
when I was w o r k i n g .a 

46 6. I c c t u p s e t even w h e n I make a smal l 
mis take .* 

48 36. I seem to lack the d r i v e necessary to Jet as m u c h done as o t h e r people.• 
t w i l l b e h a r d e r f o r me to earn o l i v i n g 

In the f u t u r e . * 
-46 106. I do n o t t i r e q u i c k l y . * 

46 U l . I a m c n s l l y embarrassed.* 
-46 126. I a m h a p p y mos t o f the t ime .* 

49 54. Even w h e n I a m w i t h o thers 1 f e e l 
lonely.a 

42 128. I f r e q u e n t l y no t ice m y hand shakes when 
I t r y t o do someth ing .* 

-42 14. I f e e l t h a t I can g e l a g o o d Job w h e n 
I w a n t I t .n 

42 115. The re was a t i m e w h e n go ing t o w o r k 
made m e sn ne rvous t h a t I had t o qui t .* 

42 114. I have a lways been the k i n d o f person 
w h o w o r r i e d too m u c h . * 

41 103. My p o o r h e a l t h has k e p t me f r o m ho ld 
ing d o w n a s teady job .* 

41 33. I f e e l l i k e g i v i n g up q u i c k l y w h e n things 
go w r o n g . * 

41 9. 1 get n e r v o u s w h e n I k n o w my bats Is 
w a t c h i n g m y w o r k . * 

40 3. A f u l l day ' s w o r k o f t e n leaves m e t i r e d 
and w o r n ou t .* 

38 20. W h i l e w o r k i n g I o f t e n w o r r y I f I am 
d o i n g t h i n g s r i g h t . * 

34 1)0. W h i l e w o r k i n g I o f t e n w o r r i e d that I 
w o u l d be f i r e d . * 

33 22. V e r y f e w e m p l o y e r s w i l l h i r e you If y o u 
t e l l t h e m y o u w e r e once a p a t i e n t I n a 
men ta l h o s p i t a l . 

32 108. I have h a d some t r o u b l e g e t t i n g a long 
w i t h m y f e l l o w w o r k e r s . 

31 5. I 've o f t e n f e l t t h a t m y f e l l o w worke r s 
d i d n ' t u n d e r s t a n d me. 

Factor 3 — A u t h o r i t a r i a n W o r k Ideology 

82 73. Obedience and respect f o r a u t h o r i t y 
should be the v e r y f i r s t r e q u i r e m e n t s 
of a g o o d c i t i zen .* 

68 63. The m o s t I m p o r t a n t t h i n g to look f o r 
In a j o b Is secur i ty .* 

56 72. Some l e i su re t i m e Is necessary, but It 
Is good h a r d w o r k t h a t makes l i f e In
t e r e s t i n g a n d w o r t h w h i l e . * 

53 1. T h e best w a y to get a long I n t h e w o r l d 
Is t o w o r k h a r d and t r y t o f o r g e t y o u r 
p rob lems .* 

47 53. I t ls b e t t e r to do a lmos t any k i n d o f 
w o r k r a t h e r t h a n do no th ing .* 

47 59. W o r k i n g keeps m y m i n d o f f t roubles.* 
45 61 . T h e bes t w a y t o g e l a long i n t h e w o r l d 

Is to m a k e c a r e f u l p lans l o r the f u t u r e . * 
39 16. I u s u a l l y f e e l l i k e d o i n g w h a t I am t o l d 

to do.* 
39 56. People w i l l be hones t w i t h you as l o n g 

as y o u ore hones t w i t h them.M 
38 2. One o f the nice th ings about w o r k is 

t h a t I t g ives y o u a chance l o get to
gether w i t h o t h e r people.* 

36 51. C o n s i d e r i n g e v e r y t h i n g t h a t Is g o i n g on 
these days , t h i n g s l o o k b r i g h t for tbe 
y o u n g e r genern t ion .n 

38 55. Mos t o f t h e m e n l e a v i n g men ta l hospi ta ls 
arc capable o f h o l d i n g d o w n a Job \t t h e y 
are g i v e n a f a i r chance.a 

•37 45. I t is h a r d to respect y o u r s e l f U you 
can ' t d o a good day ' s w o r k . 

37 4. A d i scha rged m e n t a l p a t i e n t has a be t t e r 
chance of k e e p i n g w e l l I f he has a steady 
j o b . 

36 47. E m p l o y e r s shou ld be r e q u i r e d b y l aw to 
h i r e a c e r t a i n n u i n h e r o f people w h o 
have been pa t i en t s I n a men ta l hospi ta l . 
I f they can do the Job.n 

34 12. M y f r i e n d s t h i n k of m c as a h a r d w o r k 
er.* 

29 27. 1 have f o u n d t h a t o t h e r people l i k e t o 
w o r k w i t h me.a 
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F a c t o r 4—Devaluation of W o r k 

50 32. It's h a r d Tor an able-bodied man t o r e a l l y 
r e s p e c t h i m s e l f I f he doesn't work.a 

48 29. R a t h e r t h a n r u s h . I t Is a good Idea f o r 
someone l e a v i n g n m e n i a l h o s p i t a l to 
t a k e a r e s l b e f o r e s t a r t i n g a Jub.a 

39 84. I t w o u l d be f o o l i s h to give up a pension 
to l a k e a Job ( h a t d l d n t pay m u c h more 
t h e n t h e pension.n 

nil 4H Many d i s c h a r g e d m e n i a l p a t i e n t s s h o u l d 
n e v e r t r y to g e t a Job because It upsets 
t h e m und w i l l m a ke t h e m sick again.n 

37 45. I t Is h a r d t o respect y o u r s e l f I f y ou can't 
do a good day's work.n 

3d 11. M e n t a l h o s p i t a l s t r y l o get t o o m u c h 
w o r k out of patlents.a 

35 4. A d i s c h a r g e d m e n t a l p a t i e n t has n h o t t e r 
chance of keeping 1 w e l l t f he has n steady 
job.a 

35 26. T h e r e Is no reason t o k n o c k y o u r s e l f o u t 
to do h e l l e r w o r k t h a n Uie n e x t fellow.a 

31 60. H's best to t e l l y o u r bc«s e x a c t l y w h n t 
he wants t o hcar.n 

F a c t o r 5 — V o c a t i o n a l F u t i l i t y 

M y poor h e a l t h has k e p t me f r o m hold-
I n n clown a steady j o b . 
I nave had t r o u b l e g e t t i n g a Job. 
I t w i l l be h a r d e r f o r me t o e a r n a l i v i n g 
I n t h e f u t u r e . 
Most of t h e m e n l e a v i n g m e n t a l h o s p i t a l s 
a r e capable of h o l d i n g d o w n a Job I f t h e y 
are g i v e n a f a i r chance. 
T h e r e are s t i l l p e ople a r o u n d these days 
t h a t y ou k n o w y o u can depend on. 
D u r i n g these t i m e s a m a n o f t e n can't 
f i n d a Job even I f he r e a l l y w a n t s t o 
wo r k . 

F a c t o r 6 — I n t e r p e r s o n a l I n a d e q u a c y 

62 9. I get n e r v o u s w h e n I k n o w m y boss l s 
w a t c h i n g my w o r k . 

57 20- W h i l e w o r k i n g I o f t e n w o r r y I f I a m 
d o i n g t h i n g s r i g h t . 

54 30. I o f t e n f i n d I t h a r d t o t e l l I f my w o r k 
pleases t h e boss. 

45 6. 1 get upset even w h e n I make a s m a l l 
m i s t a k e . 

45 33. I f e e l l i k e g i v i n g u p q u i c k l y w h e n t h i n g s 
go w r o n g . 

40 28. One o f t h e w o r s t p a r t s of w o r k l s t h e 
k i d d i n g o r n e e d l i n g y o u have t o t a k e 
f r o m o t h e r w o r k e r s . 

39 24. I l i k e a Job w h e r e my boss ls h a r d l y 
ever around. 

35 21. I t Is b e t t e r t o w o r k alone t h a n t o be 
b o t h e r e d by h a v i n g o t h e r s around. 

35 5. I've o f t e n f e l t t h a t m y f e l l o w w o r k e r s 
d i d n ' t u n d e r s t a n d me. 

F a c t o r 7 — A n t i c i p a t i o n uf R e j e c t i o n 

I have o f t e n h a d t r o u b l e g e t t i n g a l o n g 
w i t h my boss o r supervisor.a 
I have h a d some t r o u b l e g e t t i n g a l o n g 
w i t h my f e l l o w workers.n 
I have been passed up f o r p r o m o t i o n 
because the boss didn't l i k e me.n 
T r o u b l e s at w o r k have a t t i m e s d r i v e n 
me t o drink.a 
I have n e v e r been w e l l l i k e d by any of 
m y bosses.* 
I n t h e past, I h a d a boss who made l i f e 
m i s e r a b l e f o r me.a 
Bosses u s u a l l y f i n d f a u l t o n l y w h e n t h e r e 
ls a good reason.n 
I f r e q u e n t l y n o t i c e my h a n d shakes w h e n 
I t r y t o do s o m e t h i n g . 
Bosses seldom have r e a l r e s p e c t f o r t h e 
w o r k e r s und'-.r them. 
T h e r e are s t i l l people a r o u n d these days 
t h a t y ou know y o u can d e p e n d on.o 
People don't seem t o u n d e r s t a n d m y w a y 
of d o i n g t h i n g s . 

50 103. 

4B 101. 
37 120. 
35 55. 

.11 30. 

30 7. 

54 122. 

46 108. 

46 119. 

43 117. 

41 121. 

38 124. 

-35 62. 

33 128. 

31 57. 

30 30. 

29 34. 

a l t e m i n c l u d e d I n s c o r i n g ot t h i s f a c t o r . 
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13. VOCATIONAL INTEREST MEASURES 

The area o f v o c a t i o n a l i n t e r e s t has one o f the o l d e s t and most s u c c e s s f u l 
h i s t o r i e s o f a t t i t u d e measurement. Buros' S i x t h M e n t a l Measurement Yearbook 
(Gryphon Press, H i g h l a n d Park, N. J.: 1965) re v i e w s 13 o c c u p a t i o n a l i n t e r e s t 
i n s t r u m e n t s and i d e n t i f i e s over 30 o t h e r s , some o f w h i c h have been rev i e w e d i n 
e a r l i e r e d i t i o n s o f the B u r o s 1 Yearbook. I n s t e a d o f g e t t i n g i n v o l v e d i n t h i s 
complex area o u r s e l v e s , we have a t t e m p t e d t o t r a n s l a t e the r e v i e w s i n B u r o s 1 

Yearbook i n t o our own r a t i n g scheme, as summarized i n the t a b l e on page 315. 

We have ta k e n the l i b e r t y o f d i s a g r e e i n g w i t h t he r e v i e w e r ' s r a t i n g s o f 
some c h a r a c t e r i s t i c s , so t h a t t he t a b l e does n o t r e p r e s e n t a t r u e " c o n t e n t 
a n a l y s i s " . N e v e r t h e l e s s , the r e a d e r w i l l p r o b a b l y f i n d t he o v e r a l l r a t i n g s a 
f a i r l y a c c u r a t e r e f l e c t i o n o f the Buros' Yearbook r e v i e w e r s ' o v e r a l l i m p r e s s i o n . 
C o n c e r n i n g the r a t i n g o f p a r t i c u l a r s c a l e f e a t u r e s , the q u e s t i o n may a r i s e o f 
w h e t h e r a "0" o r a "-" i s l e s s p r e f e r a b l e . A s c a l e f o r which no i n f o r m a t i o n on 
sample c h a r a c t e r i s t i c s or n o r m a t i v e d a t a i s a v a i l a b l e i s p r o b a b l y t o be d i s t r u s t e d 
more t h a n one w h i c h c o n t a i n s n o r m a t i v e data on an a d m i t t e d l y poor sample. 

I t can be seen from the t a b l e t h a t the two o l d e s t and most p o p u l a r i n s t r u 
m e n t s — t h e S t r o n g and the K u d e r - - c l e a r l y are c o n s i d e r e d t o be a t the head o f 
t h e i r f i e l d . The S t r o n g i s r a t e d h i g h e r than the Kuder, and the Kuder O c c u p a t i o n a l 
somewhat h i g h e r t h a n the Kuder V o c a t i o n a l . Only t h r e e o t h e r i n s t r u m e n t s 
r e c e i v e d f a v o r a b l e r a t i n g s : the Gordon O c c u p a t i o n a l Check L i s t , t he I n v e n t o r y o f 
V o c a t i o n a l I n t e r e s t s , and P i c t u r e I n t e r e s t I n v e n t o r y . 

The S t r o n g V o c a t i o n a l I n t e r e s t B l a n k (SVIB) has the most i m p r e s s i v e r e s e a r c h 
r e c o r d o f any p s y c h o l o g i c a l measure o u t s i d e o f i n t e l l i g e n c e t e s t s and the 
l e a d i n g p e r s o n a l i t y i n v e n t o r i e s . The SVIB has s h o r t c o m i n g s , as any of i t s 
r e v i e w s i n B u r o s 1 Yearbooks w i l l i n d i c a t e , a l t h o u g h the s c a l e a u t h o r s seem g e n e r a l l y 
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aware o f them and are c o n t i n u a l l y a t t e m p t i n g improvements. For example, many 
of t h e norms are based on groups sampled t e n , t w e n t y and t h i r t y y e a r s ago and so 
need t o be updated. The i n s t r u m e n t a l s o i s s u b j e c t t o response s e t - - i n s p i t e o f 
the a u t h o r ' s c o n t e n t i o n t h a t d i f f e r i n g i t e m f o r m a t s a re used. A g a i n , o n l y about 
20 p e r c e n t o f t h e 399 items a re n o t o f the s t a n d a r d t h r e e - a l t e r n a t i v e L i k e r t 
f o r m a t and thus p o s s i b l y the items are l i a b l e t o acquiescence o r s o c i a l des i r -
a b i l i t y response b i a s e s as w e l l . I n a t t e m p t s t o c o n t r o l t h i s l a s t a s p e c t , the 
Kuder i s p r e f e r a b l e t o the S t r o n g , a l t h o u g h the a u t h o r s o f the S t r o n g do n o t f e e l 
t h a t response s e t i s an i m p o r t a n t problem f o r t h e i r i n s t r u m e n t . 

I t i s i n t e r e s t i n g t o n o t e t h a t t he f i r s t 100 items i n the SVIB are h a i l e d 
as " t h e most p o w e r f u l s e c t i o n o f the t e s t i n terms o f s e p a r a t i n g o c c u p a t i o n s f r o m 
each o t h e r " ( p . 4 o f the 1966 Ma n u a l ) . I n t h i s s e c t i o n , t he respondent i s 
d i r e c t e d t o i n d i c a t e whether he l i k e s , d i s l i k e s or i s i n d i f f e r e n t to each o f 100 
o c c u p a t i o n s . O u t s i d e o f perhaps s i x l o w e r - s t a t u s o c c u p a t i o n s ( p r i n t e r , a u t o 
mechanic, f a r m e r , t o o l m a k e r , b a n k t e l l e r and bank c a s h i e r ) , t he o c c u p a t i o n s 
l i s t e d a l l f a l l above or c l o s e to t h e top f i f t h o f the o c c u p a t i o n a l s t a t u s 
h i e r a r c h y . C o n t r a r y t o what may be i m p l i e d i n the Manual, t h e r e f o r e , i t i s c l e a r 
from t h i s r e s t r i c t e d range o f o c c u p a t i o n s t h a t t he s c a l e scores m i g h t n o t be 
m e a n i n g f u l f o r those i n d i v i d u a l s n ot headed towards o r a l r e a d y g r a d u a t e d from 
c o l l e g e , a background r e q u i s i t e f o r such h i g h s t a t u s o c c u p a t i o n s . 

The r e m a i n i n g 299 SVIB i t e m s , w h i c h comprise the a t t i t u d i n a l and p e r s o n a l i t y 
s i d e o f the i n s t r u m e n t , may be c o n s i d e r e d as excess baggage f o r g e n e r a l purposes. 
These items d e a l w i t h f a v o r i t e s c h o o l s u b j e c t s (36 i t e m s ) , f a v o r i t e amusements 
and h o b b i e s (48 i t e m s ) , g e n e r a l o c c u p a t i o n a l a c t i v i t i e s l i k e " w r i t i n g r e p o r t s " 
(48 i t e m s ) , employable k i n d s o f people (47 i t e m s ) , f o r c e d - c h o i c e p r e f e r e n c e o f 
work a c t i v i t i e s (40 i t e m s ) , m o d i f i e d f o r c e d - c h o i c e p a i r i n g s o f a c t i v i t i e s 
(40 i t e m s ) , and, f i n a l l y , s t a t e m e n t s o f p e r s o n a l c h a r a c t e r i s t i c s (39 i t e m s ) . 
C o n s i d e r i n g the v a s t amount o f n o r m a t i v e data c o l l e c t e d on a p p a r e n t l y competent 
samples f o r these l a t t e r s c a l e s , some o f the s c a l e s c o u l d be q u i t e v a l u a b l e measures 
i n t h e i r own r i g h t . The n o r m a t i v e d a t a , however, i s a v a i l a b l e o n l y from the 
p u b l i s h e r . The e n t i r e S t r o n g takes o n l y about 35 m i n u t e s t o complete and the 
l a t e s t v e r s i o n g i v e s c o m p a r a t i v e i n f o r m a t i o n f o r 52 o c c u p a t i o n s . 

I n a d d i t i o n t o i t s advantages i n the m a t t e r o f response s e t , the Kuder 
O c c u p a t i o n a l (Form D) has more u p - t o - d a t e n o r m a t i v e d a t a and a somewhat w i d e r 
v a r i e t y o f 51 o c c u p a t i o n s . The Kuder DP, a more r e c e n t v e r s i o n , has norms f o r a 
more r e s t r i c t e d sample o f 23 o c c u p a t i o n s . The o r i g i n a l Kuder V o c a t i o n a l d i d n o t 
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Fea Cure o f the Scale C O 1—1 w a: o o M > P h r H O M t H rH O 

Items : Sampling o f c o n t e n t ++ ++ + - H - + 0 _ 0 _ _ _ 0 _ 

I t e m w o r d i n g & s i m p l i c i t y ++ ++" -hf ++ + P + + P + + 0 -
I t e m a n a l y s i s + -H- 0 0 0 + + + 0 0 

Freedom from 
Response Set: Acquiescence 0 +++ ++ - + + - 0 + 0 0 0 0 

S o c i a l d e s i r a b i l i t y 0 + ++ 0 0 + 0 0 0 0 ' 

S t a t i s t i c a l : Sample ++ + + + _ + 0 0 
Norms p r e s e n t e d +-H- ++ ++ 0 — — + 0 0 — 0 0 

Procedures : R e l i a b i l i t y : t e s t - r e t e s t ++ + + + _ + 0 + + 0 0 0 
Homogeneity + 0 0 0 0 0 + 0 + 0 - - 0 
D i s c r i m i n a t i o n o f known groups ++ ++ ++ 0 - + 0 - + + - - -
Cross V a l i d a t i o n -H- ++ + 0 0 + 0 0 0 0 0 0 0 
Other procedures ++ + + 0 + + 0 - 0 — -

Scale i t s e l f : O v e r a l l R a t i n g f + + -H- ++ + + 0 0 0 - - -- --

The above are scored a c c o r d i n g t o the f o l l o w i n g scheme: 

+++ E x c e l l e n t and exemplary P= P i c t o r i a l 
++ Competent 
+ Adequate 

Inadequate 
Incompetent 

0 No i n f o r m a t i o n or n o t enough ( o r t o o c o n f l i c t i n g ) t o make a f i n a l judgment 
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g i v e t h e i n d i v i d u a l ' s r a t i n g on o c c u p a t i o n a l s c a l e s b u t on g e n e r a l i n t e r e s t 
c a t e g o r i e s ( c o m p u t a t i o n a l , mechanical, e t c . ) . T h i s l a s t r a t i n g p l a n was p r o b a b l y 
n o t a v e r y u s e f u l schema w i t h w h i c h t o work. For example, a h i g h " c o m p u t a t i o n a l " 
s c o r e c o u l d i n d i c a t e a p o t e n t i a l i n t e r e s t i n b e i n g an a c c o u n t a n t o r a m a t h e m a t i c i a n ; 
y e t i t appears from the SVIB Manual t h a t m a t h e m a t i c i a n s have more i n common w i t h 
s c i e n t i s t s and a r t i s t s , w h i l e a c c o u n t a n t s seem t o share the o u t l o o k o f businessmen. 
One f u r t h e r advantage i n the Kuder D forms i s the f a c t t h a t c e r t a i n " r e d u n d a n t " 
i t e m s have been o m i t t e d . By redundant i t e m s we r e f e r t o the c h o i c e between "Be 
a d e n t i s t " , "Be a c h e m i s t " and "Be an a c c o u n t a n t " , w h i c h , as one Kuder r e v i e w e r 
has p o i n t e d o u t , i s what the p e r s o n i s t a k i n g the t e s t t o f i n d o u t i n the f i r s t 
p l a c e . The Kuder D, moreover, r e l i e s on 100 items as compared t o 168 f o r the 
Kuder V o c a t i o n a 1 . 

W h i l e the f o r c e d - c h o i c e c h a r a c t e r o f a l l Kuder i n s t r u m e n t s reduces t h e 
e f f e c t s o f response s e t , the i p s a t i v e s c o r i n g method i n t r o d u c e s c e r t a i n problems 
i n i n t e r p r e t i n g s c a l e s c o r e s ; f o r i n s t a n c e , i f one scores h i g h i n one a r e a , he 
must s c o r e low i n o t h e r s . These problems are d i s c u s s e d i n g r e a t d e t a i l i n the 
Kuder r e v i e w a r t i c l e a p p e a r i n g i n the l a t e s t e d i t i o n o f B uros 1 Yearbook ( 1 9 6 6 ) . 

The m a j o r drawback i n the b o t h t h e Kuder and the S t r o n g i s t h e i r i n a p p l i c 
a b i l i t y f o r those h e a d i n g i n t o b l u e - c o l l a r work. The Minnesota V o c a t i o n a l I n t e r e s t 
I n v e n t o r y (1965) v e r y n i c e l y f i l l s i n t h i s gap. Because i t a r r i v e d on the market 
j u s t r e c e n t l y , the M V I I was n o t r e v i e w e d i n Buros' Yearbook. The i n s t r u m e n t i s 
the r e s u l t o f 20 y e a r s o f c a r e f u l r e s e a r c h , however, and u n d o u b t e d l y b e l o n g s i n 
the same league w i t h the S t r o n g and the Kuder. The M V I I , l i k e the Kuder, r e q u i r e s 
the r e s p o n d e n t t o p i c k the i t e m he most l i k e s and the one he most d i s l i k e s f r o m 
a group o f t h r e e ; the i n s t r u m e n t c o n t a i n s 158 such t r i a d s i n a l l . The r e s p o n d e n t 
r e c e i v e s scores b o t h on 21 o c c u p a t i o n a l s c a l e s - - s u c h as b a k e r , plumber--and on 
n i n e area s c o r e s - - s u c t v as m e c h a n i c a l and e l e c t r o n i c s . U n l i k e the 'S.trong and the 
Kuder, the M V I I r e p o r t s no s p e c i a l norms f o r women. 

The Gordon O c c u p a t i o n a l Check L i s t i s a n o t h e r i n s t r u m e n t d e v i s e d f o r use w i t h 
p e o p l e who are n o t l i k e l y t o have the b e n e f i t o f c o l l e g e e d u c a t i o n . The i t e m s 
c o n s i s t o f 240 s h o r t s i m p l e d e s c r i p t i v e phrases o f the j o b r e q u i r e m e n t s f o r 
what appears to be a f a i r l y r e p r e s e n t a t i v e sample o f o c c u p a t i o n s as found i n the 
D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s . The i t e m f o r m a t , w h i c h c o n s i s t s o f t h e 
r e s p o n d e n t u n d e r l i n i n g those j o b d e s c r i p t i o n s w h i c h he l i k e s and c i r c l i n g those 
w h i c h he d i s l i k e s , i s o f c o u r s e s u b j e c t t o the u s u a l response s e t l i a b i l i t i e s . 

The i n s t r u m e n t seems p a r t i c u l a r l y f a u l t y because scores a p p a r e n t l y are g i v e n 
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on f i v e s c a l e s based a p r i o r i on Roe's c a t e g o r i e s o f b u s i n e s s , o u t d o o r , a r t s , 
t e c h n o l o g y and s e r v i c e (see c h a p t e r 1 6 ) , w i t h e m p i r i c a l i t e m a n a l y s e s used o n l y 
as an a f t e r t h o u g h t . For example, s c a l e norms show t h a t women sco r e h i g h e r i n the 
area o f " b u s i n e s s " . Most o f the business i t e m s , however, r e f e r t o the c l e r i c a l 
a s p e c t r a t h e r than the p e r s u a s i v e or m a n a g e r i a l a s p e c t o f b u s i n e s s ; i t seems 
u n l i k e l y t h a t these t h r e e aspects of bu s i n e s s a re seen the same way by re s p o n d e n t s . 
M o r e o v e r , the c o r r e l a t i o n c l u s t e r i n g between b u s i n e s s - a r t s s e r v i c e and o u t d o o r -
t e c h n i c a l a r e so h i g h as t o i n d i c a t e t h a t two areas u n d e r l i e the i n s t r u m e n t , 
no t f i v e . One i m p o r t a n t f e a t u r e o f t h e i n s t r u m e n t i s t h a t the manual does 
encourage the c o u n s e l o r t o l o o k over the whole p a t t e r n o f responses; and s i n c e 
the a verage respondent u n d e r l i n e s o n l y about 15 items ( o f 240), t h i s s c a n n i n g o f 
res p o n s e s would not seem t o c o n s t i t u t e an o v e r l y d i f f i c u l t j o b . I t s h o u l d a l s o 
a l l e v i a t e most response s e t o b j e c t i o n s . A n o t h e r good f e a t u r e o f the Check L i s t 
i s t h a t the s ampling o f items seems t o be the most systema t i c and r e p r e s e n t a t i v e 
i n t h e i n t e r e s t : measurement f i e I d . 

T h e r e are a few o t h e r i n t e r e s t s c a l e s t h a t have s p e c i a l c h a r a c t e r i s t i c s i n 
w h i c h t h e r e s e a r c h e r may be i n t e r e s t e d ; we w i l l comment on these b r i e f l y . The 
P i c t u r e I n t e r e s t I n v e n t o r y , as the name i m p l i e s , may be used on respondents w i t h 
r e a d i n g problems. The I n v e n t o r y o f V o c a t i o n a l I n t e r e s t s appears t o have the best 
s a f e g u a r d a g a i n s t s o c i a l d e s i r a b i l i t y b i a s . The O c c u p a t i o n a l I n t e r e s t I n v e n t o r y , 
when combined w i t h the V o c a t i o n a l I n t e r e s t A n a l y s i s , becomes an i n t e r e s t i n g 
t w o - s t a g e p r o c e d u r e , i n w h i c h the O c c u p a t i o n a l form can r e v e a l i n w h i c h one of 
s i x domains ( P e r s o n a l - s o c i a l , N a t u r a l , M e c h a n i c a l , Business, A r t s , Sciences) the 
r e s p o n d e n t has most i n t e r e s t . The V o c a t i o n a l f o r m , i n t u r n , w i l l show i n w h i c h 
a s p e c t o f the p r e f e r r e d domain the respondent w i l l most l i k e l y be i n t e r e s t e d . 
T h i s i s a f o r c e d - c h o i c e i n s t r u m e n t and appears t o be the most competent o f the few 
wh i c h a p p l y t o b o t h w h i t e - c o l l a r and b l u e - c o l l a r work. I t i s n o t r e v i e w e d i n the 
l a t e s t Buros' Yearbook, b u t e a r l i e r a p p r a i s a l was f a v o r a b l e . I t i s a v a i l a b l e from 
C a l i f o r n i a T e s t Bureau i n Los Angeles. 

The S t r o n g , Kuder (Form D) and the M i n n e s o t a V o c a t i o n a l a r e l i k e l y t o remain 
the b a s i c i n s t r u m e n t s o f v o c a t i o n a l i n t e r e s t measurement. I n Chapter 18 o f t h i s 
v o l ume, we d e a l w i t h the problem o f o c c u p a t i o n a l s i m i l a r i t y , and w i l l a n a l y z e the 
n o r m a t i v e d a t a a v a i l a b l e f r o m these v o c a t i o n a l i n t e r e s t i n v e n t o r i e s t o h e l p 
s u g g e s t some w o r t h w h i l e a p p r o x i m a t e s o l u t i o n s t o t h i s problem. The r e a d e r may be 
i n t e r e s t e d t o f i n d t h a t a number o f p a r a l l e l s e x i s t among the t h r e e b a s i c i n t e r e s t 
measures. The most i m p o r t a n t o f these p a r a l l e l s i s a common d i s t i n c t i o n drawn 
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between the i n d i v i d u a l ' s d e s i r e Co work w i t h p e o p l e , w i t h i d e a s , o r w i t h t h i n g s . 
For p r e v i o u s more t h e o r e t i c a l a t t e m p t s t o i s o l a t e the m a j o r f a c t o r s emerging 
from o c c u p a t i o n a l i n t e r e s t r e s e a r c h , see Roe's The Psychology o f Oc c u p a t i o n s 
(New Y o r k : W i l e y , 1956) Super's The Psychology o f Careers (New York: H a r p e r , 
1957) and Super and C r i t e s ' A p p r a i s i n g V o c a t i o n a l F i t n e s s (New York: Harper 
and Row, 1962). 

There a re f o u r o t h e r i n s t r u m e n t s n o t r e v i e w e d i n Buros' Yearbook w h i c h may 
be u s e f u l enough i n a guidance or s e l e c t i o n c o n t e x t to w a r r a n t s e p a r a t e d e t a i l e d 
r e v i e w . The f i r s t two i n s t r u m e n t s f a l l i n t o t he " e x p e r i m e n t a l b u t p r o m i s i n g " 
c a t e g o r y , and the l a t t e r two q u a l i f y as " p o s s i b l y o f i n t e r e s t " . None i s re a d y 
t o be used u n l e s s the r e s e a r c h e r i s p r e p a r e d t o c a r r y o u t d e t a i l e d checks i n 
th e a n a l y s i s o f h i s d a t a . The f o u r s c a l e s r e v i e w e d a r e : 

1. S e l e c t i v e Word Memory T e s t ( E d e l and T i f f i n 1965) 
2. Job A n a l y s i s and I n t e r e s t Measure ( W a l t h e r 1961) 
3. Sales A t t i t u d e Check L i s t ( T a y l o r 1960) 
4. Work A t t i t u d e Key f o r the MMPI ( T y d l a s k a and Mengel 1953) 
The S e l e c t i v e Word Memory T e s t i s c e r t a i n l y the most i n t r i g u i n g o f the f o u r 

i n s t r u m e n t s . The Tes.t seems f a k e - p r o o f and takes o n l y 15 mi n u t e s t o c o m p l e t e . 
Respondents are asked t o read over a group o f sentences and then t o choose from a 
l i s t o f 180 words the 60 w h i c h were used i n the sentences. The t h e o r y b e h i n d the 
t e s t i s t h a t people s e n s i t i v e t o c e r t a i n k i n d s o f words ( i n t h i s case those 
w i t h " success" o v e r t o n e s ) a r e a l s o those most l i k e l y t o be f i t t e d t o r e l a t e d 
t y p e s o f work. As the r e a d e r w i l l f i n d i n the s c a l e w r i t e - u p , t he ev i d e n c e 
c o l l e c t e d so f a r i s i m p r e s s i v e . 

A somewhat s i m i l a r t e c h n i q u e i s employed i n the Job A n a l y s i s and I n t e r e s t 
Measure, an e m p i r i c a l l y d e r i v e d f o r c e d - c h o i c e i n s t r u m e n t d e s i g n e d t o match the 
re s p o n d e n t w i t h t he j o b f o r w h i c h he i s b e s t s u i t e d . L i k e t he p r e v i o u s i n s t r u 
ment, the measure i s b e s t used w i t h h i g h e r - l e v e l and s u p e r v i s o r y p e r s o n n e l . 
M o s t - - b u t not a l l - - o f i t s p s y c h o m e t r i c c h a r a c t e r i s t i c s a r e q u i t e i m p r e s s i v e . 

The Sales A t t i t u d e Check L i s t , as the name imp l i e s , i s c o n f i n e d t o a t temp t i n g 
t he p r e d i c t i o n o f those who w i l l most l i k e l y be s u c c e s s f u l i n the s a l e s f i e l d . 
The main advantages o f t he i n s trument are the f o r c e d - c h o i c e forma t and l a c k o f 
com p l e t e t r a n s p a r e n c y , b u t the Check L i s t e x h i b i t s a number of' p s y c h o m e t r i c a l l y 
u n d e s i r a b l e f e a t u r e s such as a l a c k o f r e s e a r c h i n t o i n t e r n a 1 c o n s i s t e n c y and 
i n s i g n i f i c a n t v a l i d i t y c o r r e l a t i o n s . 

The Work A t t i t u d e s Key f o r the MMPI a l s o s u f f e r s from many p s y c h o m e t r i c 
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l i a b i l i t i e s as we p o i n t o u t i n the " R e s u l t s and Comments" s e c t i o n o f our 
r e v i e w o f t h i s Key. I t i s u n f o r t u n a t e t h a t more s a t i s f a c t o r y d a t a i s n o t 
a v a i l a b l e f o r such a p p l i c a t i o n o f t h i s w i d e l y used and competent i n s t r u m e n t . 
S t i l l , t h e d i s c r i m i n a t i n g items i s o l a t e d by t h e a u t h o r s may be of i n t e r e s t t o 
employers concerned w i t h s p o t t i n g p o t e n t i a l l y u n s a t i s f a c t o r y employees. 

Four o t h e r " p r o m i s i n g " measures n o t r e v i e w e d elsewhere i n t h i s volume, 
s h o u l d be b r o u g h t t o the r e a d e r ' s a t t e n t i o n : the SCORES b a t t e r y , Job Dimensions, 
The B i o g r a p h i c a l I n d e x , and the V o c a t i o n a l Development I n v e n t o r y . The SCORES 
b a t t e r y c o n s i s t s o f 19 a p t i t u d e and t h r e e i n t e r e s t t e s t s which p r o v i d e s i x 
c o m p o s i t e scores f o r S u p e r v i s i o n , C r e a t i v i t y , O r g a n i z a t i o n , Research, E n g i n e e r i n g 
and Salesmanship. The b a t t e r y , developed f o r the s e l e c t i o n and placement o f 
h i g h e r l e v e l p e r s o n n e l , appears t o have a competent r e s e a r c h r e c o r d . I t i s 
not a v a i l a b l e f o r g e n e r a l use, however. For f u r t h e r i n f o r m a t i o n on the SCORES 
b a t t e r y , the r e a d e r s h o u l d c o n t a c t American I n s t i t u t e s f o r Research, P i t t s b u r g h , 
P e n n s y l v a n i a . 

A v a s t amount o f h i g h - l e v e l r e s e a r c h has gone i n t o McCormick, e t a l . ' s 
Job Dimensions p r o j e c t a t the O c c u p a t i o n a l Research Center a t Purdue U n i v e r s i t y , 
West L a f a y e t t e , I n d i a n a . A major aim o f the p r o j e c t - - a s i n the Job A n a l y s i s and 
I n t e r e s t Measure--is t o l o c a t e t h e main dimensions on which i t i s p o s s i b l e t o 
match a w o r k e r ' s p e r s o n a l t r a i t s w i t h h i s j o b r e q u i r e m e n t s and v i c e v e r s a . So 
f a r , f a c t o r a n a l y s i s has r e v e a l e d s i x r e p l i c a t e d d i m e n s i o n s : O v e r a l l , M e d i a t i o n , 
P h y s i c a 1 O u t p u t , Communications, S i t u a t i o n a 1 , and E n v i r o n m e n t a I . F a c t o r scores 
c o n s i s t e n t w i t h U. S. Employment S e r v i c e Job T r a i t Requirements have been found 
and some i m p r e s s i v e v a l i d i t y c o e f f i c i e n t s r e p o r t e d . 

B i o g r a p h i c a l i n f o r m a t i o n i s u n d o u b t e d l y a major untapped source o f s i g n i f i c a n t 
d ata a b o u t p o t e n t i o n a l j o b performance, b u t no b i o g r a p h i c a l r e s e a r c h , t o our 
knowledge^ has sys tema t i c a l l y or compe t e n t l y s urveyed and mined the u n i v e r s e o f 
i n f o r m a t i o n o f t h i s t y p e . The B i o g r a p h i c a l Index i s no e x c e p t i o n . W h i l e t he 
manual f o r the Index summarizes some i n t e r e s t i n g r e s u l t s w i t h b i o g r a p h i c a l d a t a , 
l i t t l e o f the r e s e a r c h r e v i e w e d r e f e r s t o the p r e s e n t i n s t r u m e n t i t s e l f . Data on 
the i n s t r u m e n t t o da t e appear too l i m i t e d and u n r e p r e s e n t a t i v e to w a r r a n t g e n e r a l 
use o f t h e Index s i n c e the i t e m i n c l u s i o n i s based s o l e l y on e m p i r i c a l c o r r e l a t i o n . 
Scores a r e a v a i l a b l e f o r f i v e sub-areas: D r i v e t o e x c e l , F i n a n c i a l s t a t u s , Human 
r e l a t i o n s o r i e n t a t i o n , Persona 1 a d j u s t m e n t and S t a b i l i t y . Readers i n t e r e s t e d 
i n p o s s i b l e u s e f u l b i o g r a p h i c a l i n d i c e s o f these f a c t o r s should w r i t e t o 
P s y c h o m e t r i c A f f l i a t e s , Chicago, I l l i n o i s . 
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The V o c a t i o n a l Development: I n v e n t o r y was r e c e n t l y d e v i s e d as a s t a n d a r d i z e d 
i n d e x o f v o c a t i o n a l m a t u r i t y f o r h i g h - s c h o o l c o u n s e l i n g work. I t i s comprised 
o f b o t h an a p t i t u d e t e s t and an a t t i t u d e t e s t , s i n c e an i n d i v i d u a l may a t t h e 
same time be mature i n one area b u t n o t t h e o t h e r . The a p t i t u d e s e c t i o n c o n s i s t s 
o f t h i r t y m u l t i p l e - c h o i c e i t e m s i n each o f f i v e a r e a s : Problems, P l a n n i n g , 
O c c u p a t i o n a l i n f o r m a t i o n , S e l f - k n o w l e d g e , and Goal s e l e c t i o n . The a t t i t u d e 
s e c t i o n c o n s i s t s o f one hundred t r u e - f a l s e and L i k e r t - t y p e items d e a l i n g w i t h the 
person's b a s i s f o r h i s o c c u p a t i o n a l c h o i c e , h i s r e l i a n c e on o t h e r s f o r d e c i s i o n 
making, h i s i n v o l v e m e n t i n the c h o i c e p r o c e s s , h i s p l a n f u l daydreaming and f a n t a s y , 
and h i s mean-ends congruence. Research on the i n s t r u m e n t , as d e s c r i b e d by 
B r a y f i e l d and C r i t e s i n Borow's Man i n a World a t Work ( B o s t o n : Houghton 
M i f f l i n , 1964), seems c a r e f u l l y and c o m p e t e n t l y e x e c u t e d . For f u r t h e r i n f o r m a t i o n 
on the I n v e n t o r y , see H a l l ' s a r t i c l e "The V o c a t i o n a l Development I n v e n t o r y : a 
m.easure o f v o c a t i o n a l m a t u r i t y i n a d o l e s c e n c e " in P e r s o n n e l and Guidance J o u r n a l , 
1963, ( 4 1 ) ; 77lr'775. 

H o l l a n d p r e s e n t s a v a l u a b l e s u r v e y and a n a l y s i s o f c o n t i n u i n g r e s e a r c h 
e f f o r t s i n t o the d e t e r m i n a n t s o f o c c u p a t i o n a l c h o i c e i n h i s a r t i c l e "Major 
programs, o'f Research on v o c a t i o n a l b e h a v i o r " , w h i c h a l s o appears i n Borow's 
Man i n a World a t Work. The r e a d e r may f i n d t h i s r e v i e w o f r e s e a r c h u l t i m a t e l y 
o f more b e n e f i t than the i n s t r u m e n t s o u t l i n e d i n t h i s s e c t i o n . 



SELECTIVE WORD MEMORY TEST ( E d e l and T i f f i n 1965) 

321 

V a r i a b l e The Instrument I s purported "to a s s e s s 'need f o r s u c c e s s ' by 
measuring p e r c e p t u a l d i s t o r t i o n to loaded s t i m u l i i n an i n d i r e c t 
manner." 

D e s c r i p t i o n The SWMT i s a sho r t p e n c i l and paper t e s t which r e q u i r e s the 
examinee to read a score of sentences concerned with success and 
f a i l u r e i n a bu s i n e s s world cont e x t . A f t e r r e a d i n g the sentences 
the examinee i s r e q u i r e d , from memory, to choose from a l i s t of about 
180 words the 60 which were used i n the sentences. T h i s subgroup i s 
d i v i d e d i n t o words which e m p i r i c a l l y c o r r e l a t e e i t h e r p o s i t i v e l y or 
n e g a t i v e l y with managerial s u c c e s s and a score i s determined on the 
b a s i s of the number of p o s i t i v e l y c o r r e l a t e d wordB chosen minus the 
number of n e g a t i v e l y c o r r e l a t e d words chosen d i v i d e d by the t o t a l 
number of words un d e r l i n e d . 

R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

Sample V a l i d a t i o n sample: 232 managers who were a l l f i r s t l i n e s u p e r v i s o r s 
I n a nationwide department s t o r e c h a i n . One hundred eighteen were 
assigned to a primary group and 114 to a hold out group for the 
purpose of c r o s s v a l i d a t i o n . 

R e l i a b i l i t y sample: 75 s e n i o r s and graduate students i n I n d u s t r i a l 
management from two midwestern u n i v e r s i t i e s . 

F a k a b i l i t y sample: 49 s e n i o r s and graduate students i n psychology 
from an unnamed u n i v e r s i t y . 

T e s t - r e t e s t r e l i a b i l i t i e s over a s i x week per i o d are reported 
as .83 and .81 (p *^.001) on the student sample c i t e d above. S p l i t 
h a l f c o e f f i c i e n t s of .88 and .91 ( u s i n g Kuder-Richardeon formula #20) 
are reported for the managerial sample. 

A Pearson c o e f f i c i e n t of .43 ( p ^ . 0 0 1 ) i s reported between 
SWMT sco r e s and p a i r e d comparison r a t i n g s of managers i n the hold 
out group of 114 people. I t must be noted t h a t t h i s i s "concurrent 
v a l i d i t y " and t h a t the s c o r i n g was done on the b a s i s of an item 
a n a l y s i s of the p r o f i l e s of the primary group of 118 managers from 
the same company. L o c a l norms and v a l i d i t y s t u d i e s of both the con
c u r r e n t and p r e d i c t i v e type f o r i n d i v i d u a l f i r m s should be an e s 
s e n t i a l prologue to the use of t h i s instrument. 

Other v a l i d i t y s t u d i e s u s i n g the SWMT re p o r t a p h i c o e f f i c i e n t 
of .61 for a c r o s s v a l i d a t e d study using 287 managers, a phi c o e f 
f i c i e n t of .41 for a c r o s s v a l i d a t e d study of 57 managers from 3 
companies, 0 = .78 f o r 18 managers of a la r g e c h a i n of department 
s t o r e s , and = .74 fo r 16 a i r l i n e s u p e r v i s o r s . 

L o c a t i o n Information on the use of t h i s t e s t may be obtained from: 

Eugene C. E d e l , P s y c h o l o g i c a l Research Branch, Personnel Management 
Research D i v i s i o n , N a t i o n a l S e c u r i t y Agency, F o r t George G. 
Meade, Maryland. 

and 
Joseph T i f f i n , Department of Psychology, Purdue U n i v e r s i t y , L a f a y e t t e , 

I n d i a n a . 
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A d m i n i s t r a t i o n S e l f administered i n about one quarter hour. Scoring may be accomplish 
through use of a s t e n c i l i n l e s s than two minutes per person. 

R e s u l t s and 
Comments That the SWMT i s v i r t u a l l y unfakable seems evi d e n t from a 

cu r s o r y examination of the format. A f a k a b i l i t y study conducted by 
the authors y i e l d s r e s u l t s which confirm t h i s . Spearman rank-order 
c o r r e l a t i o n c o e f f i c i e n t s r e l a t i n g " t r u e " and "faked" s c o r e s are 
reported as .86 and . 8 5 — i n the same range as those found i n the 
r e l i a b i l i t y s t u d i e s . 

The SWMT i s a w e l l c o n s t r u c t e d , w e l l t e s t e d instrument and 
should prove u s e f u l i n f u t u r e r e s e a r c h . I t is^however, s t i l l an 
experimental instrument ( a s are most instruments i n t h i s a r e a ) and 
the a u t h o r s ' caveat b e a r s r e p e a t i n g h e r e . 

"Although the r e s u l t s r e p o r t e d above are h i g h l y 
f a v o r a b l e , the SWMT i s not y e t ready f o r u n q u a l i f i e d use 
i n an i n d u s t r i a l s e t t i n g . The v a l i d a t i o n study reported 
provides an esti m a t e of the concurrent v a l i d i t y of the 
SWMT. However,..., there i s a great need for a long-
range study which would a s s e s s t h i s instrument's p r e d i c t i v e 
v a l i d i t y over a longer time - i n t e r v a l . A l s o , the f a k a 
b i l i t y study, w h i l e encouraging, was conducted on r e l a t i v e l y 
s mall samples and u t i l i z e d the c o l l e g e student p o p u l a t i o n . 
The f a k a b i l i t y of t h i s t e s t should be a s s e s s e d on l a r g e r 
samples, from a c t u a l a p p l i c a n t p o p u l a t i o n s , under r e a l i s t i c 
employment c o n d i t i o n s . " 

References E d e l , E.C. and T i f f i n , J . , "A 'm o t i v a t i o n a l ' measure of managerial 
s u c c e s s " ) Midwestern P s y c h o l o g i c a l A s s o c i a t i o n Convention, 
Chicago, I l l i n o i s , A p r i l , 1965. 

E d e l , E.C. and T i f f i n , J . , "The r e l i a b i l i t y and f a k a b i l i t y of a 
mo t i v a t i o n a l measure of managerial s u c c e s s American P s y c h o l o g i c a l 
A s s o c i a t i o n Convention, Chicago, I l l i n o i s , September, 1965. 
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Instrument Examples of t e x t m a t e r i a l i n the SWMT: 

''Our most embarrassing problem i s with those weak men who have 
e s t a b l i s h e d a permanent r e l a t i o n s h i p w i t h the company, but who can 
never be promoted. 

He surrounded himself w i t h b r i l l i a n t , dominant, a g g r e s s i v e 
young men who produced or were s a c r i f i c e d . " 

Examples from word l i s t : 

c oncerning 
enemy (+) 
promising (-) 
u n f i t (+) 
i n e f f i c i e n t 
a g g r e s s i v e (-) 

The symbols i n p a r e n t h e s i s i n d i c a t e the e m p i r i c a l l y determined 
d i r e c t i o n of c o r r e l a t i o n w i t h r a t i n g s . 
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JOB ANALYSIS AND INTEREST MEASURE (Walther 1961) 

V a r i a b l e The JAIM i s a s e l f d e s c r i p t i o n inventory c o n t a i n i n g items r e l a t i n g 
to i n t e r e s t s , a t t i t u d e s p r e f e r e n c e s and b e l i e f s i n a wide range of 
t o p i c s . The Inventory provides scores on 37 s u b s c a l e s r e l a t i n g to 
work content, work o r i e n t a t i o n , o r g a n i z a t i o n a l behavior, e t c . 

D e s c r i p t i o n The l a t e s t v e r s i o n of the JAIM (form 663) c o n t a i n s 125 items 
having from 2 to 5 response o p t i o n s . The response c a t e g o r i e s are s c a l e d 
on the b a s i s of e m p i r i c a l l y d e r i v e d weights. The scores are reported 
as standard s c o r e s w i t h a mean of 200 and standard d e v i a t i o n of 40. 

The inventory attempts to measure the f i t between the i n d i v i d u a l 
and the j o b . Recognizing t h a t p e r s o n a l i t y c h a r a c t e r i s t i c s (used i n 
the broadest sense) may account, i n l a r g e p a r t , f o r success or f a i l u r e 
on a job t h i s inventory attempts to measure those c h a r a c t e r i s t i c s 
which r e l a t e to s u c c e s s i n a job and provide a matching d e s c r i p t i o n of 
the i n d i v i d u a l . T h i s approach i s based on the f o l l o w i n g assumptions* 

1. Jobs e s t a b l i s h b e h a v i o r a l requirements, and provide 
o p p o r t u n i t i e s f o r p e r s o n a l s a t i s f a c t i o n and f e e l i n g s of 
v a l u e . 

2. I n d i v i d u a l s b r i n g to the job a b e h a v i o r a l s t y l e , pre
f e r e n c e s , and c r i t e r i a f o r the judgment of s u c c e s s ; 
and t h a t 

3. The degree of match between job and the i n d i v i d u a l , i n 
these dimensions, c r u c i a l l y I n f l u e n c e s how w e l l the 
I n d i v i d u a l w i l l perform i n the job. (Walther, 1964, p. 2) 

The author f u r t h e r s t a t e s : 

I f the b e h a v i o r a l requirements of the job are w i t h i n the capa
b i l i t i e s of the i n d i v i d u a l and are a l s o i n tune w i t h h i s b e h a v i o r a l 
s t y l e , he w i l l i n a l l p r o b a b i l i t y do good work. I f he has the 
r e q u i r e d c a p a b i l i t i e s but the job i s not p a r t i c u l a r l y i n l i n e 
w i t h h i s b e h a v i o r a l s t y l e , he w i l l do good work only i f he i s 
adequately motivated by c o n s i d e r a t i o n s e x t r i n s i c to the job and 
i f he i s not i n competition with i n d i v i d u a l s whose b e h a v i o r a l 
s t y l e i s c o n s i s t e n t w i t h the requirements of the job. I f h i s be
h a v i o r a l s t y l e i s a n t a g o n i s t i c to the b e h a v i o r a l requirements 
of the job, he i s l i k e l y to f a i l no matter how hard he t r i e s . 

A reasonably w e l l adapted I n d i v i d u a l knows what he l i k e s and d i s 
l i k e s and what works or does not work f o r him. Therefore, h i s 
b e h a v i o r a l s t y l e can be measured by a s e l f - d e s c r i p t i v e q u e s t i o n n a i r e 
administered under non-threatening c i r c u m s t a n c e s . 

Sample The normative group f o r JAIM r e p o r t s r e p r e s e n t s 4,361 a p p l i c a n t s 
who took the U.S. S t a t e Department's F o r e i g n S e r v i c e O f f i c e r examination 
i n 1963i The sample i s 83% male w i t h a modal age of 21-22 y e a r s and 
947. i n the age range of from 21 to 30 y e a r s . Only 12% had 3 or fewer 
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R e l i a b i l i t y / 
Homogeneity 

V a l i d i t y 

years of c o l l e g e , the r e s t were e i t h e r c o l l e g e s e n i o r s or degree 
h o l d e r s . T h i r t y percent of the sample came from the Middle A t l a n t i c 
s t a t e s , 197, from E a s t North C e n t r a l s t a t e s , and 157* from the P a c i f i c 
s t a t e s . The sample was h e a v i l y loaded (42%) with persons whose under
graduate major was H i s t o r y , Geography, P o l i t i c a l S c i e n c e , or Law. 

An estimate of the r e l i a b i l i t y of the f i n a l form (663) i s d i f 
f i c u l t to e s t a b l i s h from the data presented by the author. S e v e r a l 
t e s t - r e t e s t s t u d i e s on p r e l i m i n a r y forms have y i e l d e d average t e s t -
r e t e s t r e l i a b i l i t i e s of .85 (two days) and .72 (8 months). The i n 
t e r n a l homogeneity of the t e s t i s estimated a t about .61. 

An extended account of the v a l i d a t i o n s t u d i e s using the JAIM Is 
beyond the scope of t h i s r e p o r t . The i n t e r e s t e d reader i s r e f e r r e d to 
the JAIM manual. 

I n b r i e f there seems to be s u f f i c i e n t evidence to suggest that 
the JAIM might be a u s e f u l instrument i n p r e d i c t i n g performance, 
turnover, and promotion. S e v e r a l c r o s s - v a l i d a t e d p r e d i c t i v e s t u d i e s 
are reported and a lar g e number of concurrent v a l i d i t y s t u d i e s are 
a l s o mentioned i n the manual. 

L o c a t i o n Walther, Regis, Job A n a l y s i s and I n t e r e s t Measurement (manual), 
D i s t r i b u t e d f o r r e s e a r c h purposes by E d u c a t i o n a l T e s t i n g 
S e r v i c e , P r i n c e t o n , New J e r s e y . 

A d m i n i s t r a t i o n "The JAIM may be administered e i t h e r i n d i v i d u a l l y or to lar g e groups 
Answers are recorded on a s p e c i a l l y prepared answer sheet f o r machine 
s c o r i n g . A s o f t p e n c i l must be used and e r r o r s must be completely 
er a s e d . I t i s d e s i r a b l e , but not e s s e n t i a l , that the JAIM be given under 
t e s t c o n d i t i o n s . U s e f u l r e s u l t s have been obtained by m a i l i n g i t to 
the home of the s u b j e c t w i t h no l i m i t a t i o n s on the circumstances under 
which he completes i t . 

" I t has been found t h a t i t r e q u i r e s about 50 minutes f o r the 
average person working I n a white c o l l a r job to complete the JAIM and 
almost a l l w i l l f i n i s h i t w i t h i n 60 minutes. There i s no time l i m i t , 
but s u b j e c t s should be encouraged to work as r a p i d l y as p o s s i b l e . 

" S i n c e i t i s important that a response be recorded f o r every item, 
e f f o r t should be made to e l i m i n a t e non-responses. I t i s a l s o important 
to emphasize s t r o n g l y that no marks are to be made on the booklet i t 
s e l f , and that the c h o i c e s are to be recorded on the answer sheet only. 

"At the present time s c o r i n g keys f o r the JAIM are not a v a i l a b l e . 
Arrangements f o r s c o r i n g must be made through the O f f i c e of S p e c i a l 
T e s t s , E d u c a t i o n a l T e s t i n g S e r v i c e , Princeton, New J e r s e y , or through 
the author." (JAIM manual, see above "Loca t i o n " ) 
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R e s u l t s and 
Comments While the JAIM i s s t i l l an experimental instrument i t appears 

t h a t i t may have s i g n i f i c a n t p o t e n t i a l for i n d u s t r i a l use. The inven
tory seems able to d i s t i n g u i s h between o c c u p a t i o n a l groups as w e l l as 
between performance l e v e l s w i t h i n groups. I t may prove u s e f u l I n 
making s e l e c t i o n and placement d e c i s i o n s once l o c a l norms have been 
e s t a b l i s h e d . And, i t may be used f o r c o u n s e l i n g high school students 
i f i t i s shown to have reasonable s t a b i l i t y over time. L i k e any other 
instrument mentioned i n t h i s volume the JAIM should not be used as the 
s o l e or primary determinant when making d e c i s i o n s about i n d i v i d u a l s . 
F u r t h e r r e l i a b i l i t y , v a l i d i t y and f a k a b i l i t y s t u d i e s must be done be
f o r e widespread usage can be recommended. 

The JAIM 1s weaknesses l i e I n I t s low face v a l i d i t y f o r the layman, 
and the f a c t t h a t 37 s c a l e s are d e r i v e d from a t o t a l of 125 items. The 
f a c e v a l i d i t y q u estion i s not s e r i o u s s i n c e many of the items do seem 
somewhat job r e l a t e d and there are only a few " p e r s o n a l " questions 
d e a l i n g w i t h moral v a l u e s . I t i s d i f f i c u l t to imagine that a t e s t e e 
would be offended by this t est,which i s sometimes the case with person
a l i t y instruments. 

The l a r g e number of s u b s c a l e s d e r i v e d from r e l a t i v e l y few items 
means t h a t there are e i t h e r very s h o r t s u b s c a l e s or c o n s i d e r a b l e overlap 
of items from s c a l e to s c a l e . F a c t o r a n a l y t i c s t u d i e s have shown that 
the apparent v a r i a b l e s measured by JAIM are r e l a t i o n to a u t h o r i t y , 
i n t e r p e r s o n a l r e l a t i o n s h i p s , l e a d e r s h i p d e c i s i o n s t y l e s , l e a d e r s h i p 
m o t i v a t i o n a l s t y l e s , and r e a c t i o n to a g g r e s s i o n . F u r t h e r work i s r e 
q u i r e d , however, before these f a c t o r s should be considered to be e x h a u s t i v e . 

The JATM t s d i s t r i b u t e d only f o r r e s e a r c h purposes a t t h i s time. 

References Walther, R.H., " S e l f - d e s c r i p t i o n as a P r e d i c t o r of Success or F a i l u r e 
i n F o r e i g n S e r v i c e C l e r i c a l Jobs," J.Appl.Psychol.. 1961 (45) 
16-21. 

, " S e l f - d e s c r i p t i o n as a P r e d i c t o r of Rate of Promotion of 
J u n i o r F o r e i g n S e r v i c e O f f i c e r s , " J.Appl.Psychol.. 1962 (46) 
314-316. 
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Instrument S e v e r a l sample items from JAIM are presented below: 

21. How lucky do you f e e l you have been7 
a. Almost always lucky 
b. U s u a l l y lucky 
c. Neither lucky nor unlucky 
d. Somewhat unlucky 
e. Very unlucky 

38. I n your work you l i k e to 
a. Be guided by p r o f e s s i o n a l standards and p r a c t i c e s 
b. Be able to use i n i t i a t i v e and r e s o u r c e f u l n e s s 
c. Have d e f i n i t e procedures and w r i t t e n I n s t r u c t i o n s which you 

can f o l l o w 
d. Be t o l d what you are expected to do and how to do i t 

89. I t i s most important to 
a. Have f a i t h i n something 
b. Be i n t e l l i g e n t and r e s o u r c e f u l 
c. Be kind and c o n s i d e r a t e 

74. People are most l i k e l y to be i n f l u e n c e d by 
a. Requests from people they l i k e 
b. Orders from someone I n a u t h o r i t y 
c. Opinions of q u a l i f i e d experts 
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SALES ATTITUDE CHECK LIST ( T a y l o r I960) 

V a r i a b l e T h i s t e s t c l a i m s to measure b a s i c b e h a v i o r a l p r e d e l i c t i o n s which are 
a s s o c i a t e d with s u c c ess i n a wide range of s a l e s occupations. 

D e s c r i p t i o n The instrument c o n t a i n s 31 forced c h o i c e t e t r a d s on which the 
i n d i v i d u a l i s asked to I n d i c a t e for each t e t r a d , the item most d e s c r i p t i v e 
and the item l e a s t d e s c r i p t i v e of h i m s e l f . The forced choice format i s the 
u s u a l arrangement of two d e s i r a b l e and two u n d e s i r a b l e t r a i t s matched for 
s o c i a l acceptance. 

A score i s based on the number of apparent s u c c e s s r e l e v a n t items 
s e l e c t e d p l u s the number of apparent non-success r e l e v a n t items not 
chosen. The p o s s i b l e t e t r a d item score ranges, t h e r e f o r e , from 0 to 2. 
S i n c e only 27 of the 31 t e t r a d s are a c t u a l l y scored the maximum p o s s i b l e 
score u s i n g the a p r i o r i key i s 54. The reported range of s c o r e s i s 
from 14 to 43. 

Sample The o r i g i n i a l pool of items was c o l l e c t e d from p a r t i c i p a n t s i n a 
management t r a i n i n g course a t Western Reserve U n i v e r s i t y . S e v e r a l v a l i d i t y 
s t u d i e s have been c a r r i e d out and the r e l e v a n t samples are d e s c r i b e d below. 

R e l i a b i l i t y "... the authors have not attempted to determine the r e l i a b i l i t y 
l i m i t s of the instrument." 

V a l i d i t y I n a study of 197 new c a r salesmen a c o r r e l a t i o n between average 
monthly earnings and SACL i s reported as .31. The salesmen rep r e s e n t e d 
a l l c o s t l e v e l s of c a r s and were from d i f f e r e n t geographical l o c a t i o n s . 
Average monthly earnings were t h e r e f o r e c o r r e c t e d f o r l o c a l e . 

A study of 23 o f f i c e equipment salesmen d i d not r e s u l t i n a s i g n i f i 
cant c o r r e l a t i o n between SACL and average monthly s a l e s or number of 
orders w r i t t e n . 

L o c a t i o n 

I n a study of R a i l r o a d T r a f f i c salesmen only one c o r r e l a t i o n i n f i v e 
i s s i g n i f i c a n t l y d i f f e r e n t from zero when SACL s c o r e s and r a t i n g s of 
o v e r a l l performance a r e compared. 

I t would appear t h a t a t t h i s time t h i s instrument may b e s t c l a i m to 
have face v a l i d i t y on the b a s i s of i t s c o n s t r u c t i o n method. 

S c i e n c e Research A s s o c i a t e s , I n c . , S a l e s A t t i t u d e Check L i s t , 
Chicago: SRA, 1960. 

A d m i n i s t r a t i o n S e l f administered. No time l i m i t I s advised s i n c e most people w i l l 
f i n i s h i n 15 minutes. S c o r i n g i s accomplished through the use of a " s e l f 
s c o r i n g " answer sheet s i m i l a r to the SRA Supervisory Index. I n d i v i d u a l 
raw and p e r c e n t i l e s c o r e s may be obtained i n a few minutes. 

T a y l o r , E. K. Manual f o r S a l e s A t t i t u d e Check L i s t . Chicago: SRA, I960, 
p.8. 
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R e s u l t s & 
Comments The v a l i d i t y s t u d i e s reported here were of the concurrent type ( p r e s e n t 

employee) and i t may be that p r e d i c t i v e s t u d i e s c a r r i e d out on l e s s homo
geneous populations w i l l y i e l d b e t t e r r e s u l t s . I t I s not recommended 
tha t t h i s instrument be used for s e l e c t i o n purposes u n t i l l o c a l v a l i d i t y 
s t u d i e s have been completed. The assumption that a high score on the 
a p r i o r i key i s b e t t e r than a low one r e s t s on shaky ground i n view of 
the l a c k of s i g n i f i c a n t c o r r e l a t i o n s so f a r reported. 

As may be seen from the a b s t r a c t e d t a b l e below, the approximate median 
scores vary w i d e l y a c r o s s groups. T h i s f u r t h e r emphasizes the need for 
item a n a l y s i s and l o c a l v a l i d i t y s t u d i e s . 

Persons i n t e r e s t e d i n conducting v a l i d i t y s t u d i e s with t h i s instrument 
are encouraged to c o n t a c t the a u t h o r s . I n q u i r i e s may be addressed to: 

I n d u s t r i a l D i v i s i o n 
S c i e n c e Research A s s o c i a t i o n I n c . , 
259 E a s t E r i e S t r e e t 
Chicago 11, 111. 

or 

Personnel Research & Development Corp., 
11800 Shaker Boulevard 
Cl e v e l a n d 20, Ohio 

NORM TABLE ( a b s t r a c t e d ) 

Group 

Automobile 
salesmen 
N = 197 

Approximate 
median raw 

s c o r e 

26 

Approximate 
s e m i - i n t e r q u a r t i l e 

range 

U t i l i t y 
salesmen 
N = 54 

29 

O f f i c e equip
ment salesmen 

N = 141 
30 

A p p l i c a n t s f o r 
s a l e s and s a l e s 
managerial 
p o s i t i o n s 

N = 180 
31 

F r e i g h t t r a f f i c 
salesmen 
N = 95 

32 

R e f e r e n c e s T a y l o r , E. K., e t a l , "A Short Forced-Choice E v a l u a t i o n Form f o r Salesmen," 
Personnel P s y c h o l . , (6) 1953, pp. 393-401. 

T a y l o r , E . K., and H i l t o n , A., " S a l e s Personnel D e s c r i p t i o n Form: Summary 
of V a l i d i t i e s , " Personnel P s y c h o l . , (13) 1960, pp. 174-179. 
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- 2 

I n s t rumen t INSTRUCTIONS: 

T h i s form contains s e t s of phrases which are commonly used to d e s c r i b e 
a t t i t u d e s and behaviors of salesmen. Think of your own performance as a 
salesman when you read them over and f i n d the one phrase of each s e t of 
four which d e s c r i b e s you b e s t . Then put an "X" i n the box w i t h an "M" i n 
I t to i n d i c a t e that t h i s phrase i s MOST DESCRIPTIVE o f you. Then look for 
the phrase i n the s e t which l e a s t a p p l i e B to you and put an "X" i n the box 
w i t h an "L" i n i t to i n d i c a t e that the phrase i s LEAST DESCRIPTIVE. I n 
each s e t you should mark one phrase as "M" and one phrase as " L , " 

SAMPLE ITEMS: M L 

1. I am emotionally d i s t u r b e d a t home. • • 
I get r e p o r t s out on time, a l l the time. • • 
I have good a b i l i t y i n h a n d l i ng people. • • 
I have constant complaints. • • 

2. I enjoy l i f e i n g e n e r a l . • • 
I must be lead through new r o u t i n e s . • • 
I show s i n c e r e i n t e r e s t i n w e l f a r e of customers. • • 
I w i l l l i e to my customers. • • 
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WORK ATTITUDE KEY FOR THE MMPI (Tydlaska and Mengel 1953) 

V a r i a b l e T h i s key i s composed of a s e l e c t sample of MMPI items found to 
d i s c r i m i n a t e ". . . between i n d i v i d u a l s whose p e r s o n a l i t y o r g a n i z a t i o n 
expresses d e s i r a b l e a t t i t u d e s toward work and good motivation toward 
i t and i n d i v i d u a l s whose work a t t i t u d e i s n o t o r i o u s l y poor." 

D e s c r i p t i o n F i f t y - e i g h t items from the MMPI,were p r e s e l e c t e d by judges on the 
b a s i s of t h e i r f e e l i n g that a d e v i a n t response to a given item would 
give the judge an I n s i g h t i n t o the g e n e r a l m o t i v a t i o n a l pattern and 
work a t t i t u d e of an a p p l i c a n t f o r employment. The judges were three 
persons teaching I n d u s t r i a l psychology and four personnel or employ
ment managers w i t h an average of 15 y e a r s experience. Of the 58 items, 
37 were shown to d i s c r i m i n a t e between the good and poor workers i n the 
sample and were r e t a i n e d for the s c a l e . Many of the items r e t a i n e d 
seem to be concerned w i t h b o d i l y f u n c t i o n s suggesting t h a t hypo
c h o n d r i a s i s might be a f a c t o r i n poor work a t t i t u d e s . 

Sample The"good worker"sample c o n s i s t e d of 50 chemical company employees 
w i t h two or more ye a r s of s a t i s f a c t o r y s e r v i c e . The author does not 
mention the sex of the s u b j e c t s . 

The"poor work a t t i t u d e " s u b j e c t s were 60 white male a i r f o r c e 
personnel of whom 43 were AWOL c a s e s , e i g h t m a l i n g e r e r s , seven d i s 
c i p l i n a r y problems, and two mi s c e l l a n e o u s cases. 

The samples were matched on age, education, g e n e r a l occupational 
l e v e l , m a r i t a l s t a t u s and I.Q. "The t y p i c a l s u b j e c t was about 27 
yea r s o l d , average I.Q., completed the eleventh grade and was more 
l i k e l y to be married than s i n g l e . " 

R e l i a b i l i t y / 
Homogeneity 
V a l i d i t y 

The author r e p o r t s no esti m a t e of r e l i a b i l i t y or homogeneity. 

The 37 items s e l e c t e d f o r the f i n a l s c a l e are reported to d i s 
t i n g u i s h between "good" and "poor" employees at a t l e a s t the .01 
l e v e l u s i n g ^ L 2 . The derived key was then folded back and the two 
groups were r e s c o r e d for the purposes of e s t a b l i s h i n g a c u t t i n g 
s c o r e . 

L o c a t i o n Tydlaska, Mary and Robert Mengel, "A S c a l e for Measuring Work Atti t u d e 
for the MMPI," J.Appl.Psychol., 1953 (37) pp. 474-477. 

A d m i n i s t r a t i o n The s c a l e can be s e l f a dministered s e p a r a t e l y or scored as part 
of the whole MMPI. The 37 item s c a l e should not take the average person 
more than 20 minutes to complete. S c o r i n g i s accomplished by adding 
the number of devi a n t responses. 
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R e s u l t s and 
Comments Notwithstanding the authors' e f f o r t s to i d e n t i f y t h e i r key as 

an " e x p e r i m e n t a l " instrument, t h i s s c a l e h a r d l y f o l l o w s recommended 
procedures. 

Many knowledgeable p s y c h o l o g i s t s have remarked that s c o r e s on a 
s c a l e should t e l l us a t l e a s t as much as we a l r e a d y know. I n the case 
of t h i s work a t t i t u d e key the items were p r e s e l e c t e d on the b a s i s of 
t h e i r probable d i a g n o s t i c a b i l i t y . T h i s study merely confirmed that 
about 2/3 of the items were able to d i s c r i m i n a t e between p o p u l a t i o n s . 
T h i s , of course, i s d e s i r a b l e but o f f e r s l i t t l e I n the way of new 
i n s i g h t s . 

The samples chosen by the authors leave a great d e a l to be 
d e s i r e d . The v a l u e i n being a b l e to d i f f e r e n t i a t e poor a i r f o r c e 
personnel from good c i v i l i a n workers I s not immediately apparent. 
How much v a r i a n c e i n the s u b j e c t s ' s c o r e s i s due to the r a d i c a l l y d i f 
f e r e n t environments i n which they work? I t i s a l s o not c l e a r whether 
or not the two populations were matched f o r sex. The "good" and "poor" 
nature of the samples r a i s e s some i n t e r e s t i n g q u e s t i o n s . For example, 
would i t be l e g i t i m a t e to equate AWOL o f f e n s e s (2/3 of the m i l i t a r y 
sample) w i t h i n c i d e n t a l absence i n the i n d u s t r i a l sample? To say the 
l e a s t , the authors were not c l e a r I n t h e i r statement of the v a l i d i t y 
and c o m p a r a b i l i t y of t h e i r c r i t e r i a measures. 

The technique of item a n a l y z i n g a t e s t and then r e s c o r i n g i t 
u s i n g only those items which were found to d i s c r i m i n a t e between the 
c r i t e r i o n groups i s not o n l y l o g i c a l l y i n v a l i d but m i s l e a d i n g . When 
a s c o r i n g key or the s e l e c t i o n of Items i s based on a t r y o u t sample, 
a v a l i d i t y c o e f f i c i e n t must be based on one or more separate c r o s s 
v a l i d a t i o n samples--not on the t r y o u t group or a l a r g e r group of 
which the t r y o u t sample l s a p a r t . 

S i n c e more than 78% of the items on the s c a l e are scored i n the 
" t r u e " d i r e c t i o n the questions of response s e t and f a k a b i l i t y a r e 
r a i s e d . The authors i n v e s t i g a t e d n e i t h e r of these q u e s t i o n s . 

The l a c k of an e s t i m a t e of the r e l i a b i l i t y f o r t h i s s c a l e i n 
a d d i t i o n to the many other I n s u f f i c i e n c i e s mentioned above s e r v e to 
preclude i t s use i n any but the most e x p e r i m e n t a l l y o r i e n t e d a p p l i c a t i o n s . 
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Instrument MMPI booklet number of Items 
f o r which the deviant response 
i s "TRUE" 

13, 16, 32, 35, 40, 41, 59, 84, 
109, 112, 170, 244, 250, 259, 
272, 301, 312, 331, 335, 343, 
389, 395, 404, 406, 435, 487, 
507, 526, 549 

MMPI booklet number of items 
for which the deviant response 
i s "FALSE" 

3, 9, 88, 164, 207, 257, 318, 
407 

A three-page t a b l e l i s t i n g the 37 items, MMPI booklet number, 
proportions of good and poor workers/question, e t c . , may,be ordered 
as Document 4080 from C h i e f , Photoduplication S e r v i c e 

ADI Aux P u b l i s h i n g P r o j e c t 
L i b r a r y of Congress 
Washington 25, D.C. $1.25 
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14. OCCUPATIONAL STATUS MEASURES 

For a lo n g t i m e , o c c u p a t i o n a l s t a t u s has been the backbone o f e m p i r i c a l 
s o c i o l o g y . F a c t o r a n a l y t i c i n v e s t i g a t i o n s i n t o the v a r i o u s s c a l e s t h a t have been 
p r o p o s e d have i n v a r i a b l y found such s c a l e s t o be measuring e s s e n t i a l l y the same 
u n d e r l y i n g dimension ( S t e f f l r e 1959, Haer 1957, Kahl and Davis 1955). S t a t u s 
g r a d a t i o n s have h e l d up so w e l l t h a t some r e c e n t a u t h o r s have suggested t h a t 
r a t i o - s c a l i n g procedures may be as a p p l i c a b l e as the u s u a l approach u s i n g 
o r d i n a l or i n t e r v a l s c a l e i n d i c e s (Hamblin and Smith 1967). We s t i l l f i n d the s i x 
i n t e r v a l - s c a l e and t h r e e o r d i n a l - s c a l e measures reviewed below t o be more t h a n 
s u f f i c i e n t f o r most purposes. As each measure has advantages and d i s a d v a n t a g e s 
p e c u l i a r t o the r e s e a r c h problem a t hand, i t may be w o r t h w h i l e f i r s t t o d i s c u s s 
these q u a l i t i e s c o m p a r a t i v e l y . The n i n e s c a l e s c o n s i d e r e d i n t h i s s e c t i o n a r e : 

1. Socio-Economic S t a t u s Scale (Duncan 1961) 
2. Socio-Economic S t a t u s Scores (Bureau o f Census 1963) 
3. O c c u p a t i o n a l R a t i n g s ( N o r t h and H a t t 1947, 1965) 
4. Index o f S t a t u s C h a r a c t e r i s t i c s (Warner, e t a l . 1949) 
5. Index o f S o c i a l P o s i t i o n ( H o l l i n g s h e a d and R e d l i c h 1958) 
6. Index o f Class P o s i t i o n ( E l l i s , e t a l . 1963) 
7- Class I d e n t i f i c a t i o n ( C e n t e r s and o t h e r s 1949-1966) 
8. Facets f o r Job E v a l u a t i o n (Guttman 1965) 
9. Occu p a t i o n Scale (Warner, e t a l . 1949: p a r t o f the In d e x o f ( 4 ) above) 
We f i n d the s t a n d a r d Duncan Socio-Economic S t a t u s Seale t o be s u p e r i o r f o r 

most s u r v e y and l a r g e sample s i t u a t i o n s . The s c a l e was d e v i s e d from 1950 Census 
a g g r e g a t e data on the average income and e d u c a t i o n l e v e l o f persons i n each 
Census o c c u p a t i o n a l c a t e g o r y . Weights f o r these two v a r i a b l e s were based on 
r e g r e s s i o n e q u a t i o n s r e l a t i n g N o r t h - H a t t r a t i n g s (see below) w i t h 1950 Census 
income and e d u c a t i o n f i g u r e f o r 45 o f the 90 N o r t h - H a t t o c c u p a t i o n s . Because the 
sea l e was comp i l e d s o l e l y f r o m these two o b j e c t i v e charac t e r i s t i c s , c e r t a i n anomalies 
appear. For example, s i n c e clergymen t y p i c a l l y earn s m a l l s a l a r i e s , t h e i r 
Duncan score i s c o n s i d e r a b l y below t h a t found by the more s u b j e c t i v e p r o c e d u r e s . 
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I n t h e b l u e - c o l l a r w o r l d , l a r g e d i f f e r e n c e s a r e found among s e m i - s k i l l e d w o r k e r s 
i n v a r i o u s i n d u s t r i e s . A l t h o u g h t h i s " s i t u s " f a c t o r has been found t o r e f l e c t 
i m p o r t a n t d i f f e r e n c e s between w o r k e r s (see Chapter 1 6 ) , much o f the d i f f e r e n c e 
m i g h t be c o n s i d e r e d as s p u r i o u s r e g i o n a l v a r i a t i o n . For example, f a c t o r y w o r k e r s 
i n such S o u t h e r n i n d u s t r i e s as the tobacco and t e x t i l e i n d u s t r i e s have lower 
l e v e l s o f e d u c a t i o n and income t h a n w o r k e r s i n such N o t h e r n i n d u s t r i e s as the 
p r i n t i n g and p h o t o g r a p h i c i n d u s t r i e s . On the o t h e r hand, the r e s e a r c h e r may 
want t o r e t a i n these d i s t i n c t i o n s i n h i s a n a l y s i s . A n o t h e r anomaly appears 
i n c e r t a i n o c c u p a t i o n s where a p p r e n t i c e s have h i g h e r s t a t u s r a t i n g s than those 
r e g u l a r l y employed i n the same o c c u p a t i o n s . For these r e a s o n s , Duncan does n o t 
recommend t h a t the s c a l e be used f o r comparisons w i t h i n c e r t a i n r e g i o n s o f the 
c o u n t r y o r w i t h i n c e r t a i n segments o f the s t a t u s h i e r a r c h y , l i k e s k i l l e d w o r k e r s . 
Not o n l y are scores a v a i l a b l e f o r o v e r a l l r a t i n g s ( r u n n i n g from 0 f o r a l a b o r e r i n 
the tobacco i n d u s t r y t o 96 f o r a d e n t i s t ) , b u t d e c i l e s c o r e are a l s o a v a i l a b l e w h i c h 
t e 1 1 i n what t e n t h o f the p o p u l a t i o n the person's o c c u p a t i o n a l group f e l 1 i n 
1950. 

The Bureau o f the Census i t s e l f has d e v i s e d Socio-Economic S t a t u s Scores 
f o r o c c u p a t i o n s based on 1960 Census income and e d u c a t i o n a l m a t e r i a l w i t h o u t 
r e s o r t t o w e i g h t i n g s based on o c c u p a t i o n a l p r e s t i g e r a t i n g s . . The r e a d e r w i l l 
n o t i c e t h a t these Census Bureau scores w o u l d seem t o c o r r e l a t e h i g h l y w i t h t h e 
Duncan s c o r e s , d e s p i t e a p p a r e n t d i f f e r e n c e s i n t h e i r d e r i v a t i o n . For the Census 
s c o r e s , p e r c e n t i l e r a t i n g s f o r income and e d u c a t i o n a l r a n k i n g i n the p o p u l a t i o n 
were averaged t o d e t e r m i n e the s c o r e f o r each o c c u p a t i o n group. The c o m p u t a t i o n 
o f an i n d i v i d u a l ' s t o t a l score depends on h i s average p e r c e n t i l e r a t i n g f o r 
income, o c c u p a t i o n and e d u c a t i o n . Thus, w h i l e t e n p e r c e n t o f the p o p u l a t i o n 
f a l l s i n each t e n t h score range f o r each o f t h e t h r e e charac t e r i s t i c s , the o v e r a l l 
d i s t r i b u t i o n o f s t a t u s scores i s more normal ( i . e . , b e l l - s h a p e d ) t h a n u n i f o r m . 
Hence, t h r e e and a h a l f p e r c e n t o f t h e p o p u l a t i o n scores between 90 and 99 
( h i g h s t a t u s ) , b u t over 15 p e r c e n t o f the p o p u l a t i o n s c o r e s between 50 and 59. 
Because o f g r a d u a l changes i n income and e d u c a t i o n d i s t r i b u t i o n s i n t h e U n i t e d 
S t a t e s , i t seems t o us t h a t the suggested t o t a l socio-economic s t a t u s r a t i n g s 
w i l l become l e s s and l e s s u s e f u l t h a n the r a t i n g s w h i c h are g i v e n t o o c c u p a t i o n s . 
Even more i m p o r t a n t i n t h i s Census Bureau work may be the p r o c e d u r e s f o r i d e n t i f y i n g 
s t a t u s i n c o n s i s t e n c y (see Chapter 1 5 ) , and the d a t a w h i c h Nam and P o w e l l (1965) 
p r e s e n t showing the u s u a l l y unwanted e f f e c t s o f r a c e , r u r a l - u r b a n l o c a t i o n , and 
s t a g e i n the l i f e c y c l e , on socio-economic s t a t u s s c o r e s . 
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I n c o n t r a s t t o the Census s c o r e s , the N o r t h - H a t t O c c u p a t i o n a l R a t i n g s r e l y 
s o l e l y on s u b j e c t i v e o c c u p a t i o n a l r a t i n g s o f r e p r e s e n t a t i v e samples o f respondents 
t o measure o c c u p a t i o n a l s t a t u s . The respondents are asked t o r a t e t h e i r "own 
p e r s o n a l o p i n i o n o f the g e n e r a l s t a n d i n g t h a t a j o b has" on a f i v e c a t e g o r y s c a l e : 
e x c e l l e n t , good, average, somewhat below average, and poor. Scores can range from 
100 ( a l l " e x c e l l e n t " r a t i n g s ) t o 20 ( a l l " poor" r a t i n g s ) , a l t h o u g h the o b t a i n e d 
r a t i n g s range from 33 (shoe s h i n e r ) t o 96 (Supreme C o u r t J u s t i c e ) . The O c c u p a t i o n a l 
R a t i n g s are somewhat l i m i t e d by the f a c t t h a t scores are a v a i l a b l e on o n l y 90 
o c c u p a t i o n s as compared t o the over 500 o c c u p a t i o n scores a v a i l a b l e i n the Duncan 
SES S c a l e . I n a d d i t i o n , the average r a t i n g o f 70 i n d i c a t e s a b i a s toward o v e r -
s a m p l i n g h i g h s t a t u s o c c u p a t i o n s . I n f u r t h e r q u a l i f i c a t i o n , i t s h o u l d be noted 
t h a t t h e respondent's own s o c i a l s t a t u s and f a m i l i a r i t y w i t h v a r i o u s o c c u p a t i o n s 
have been found t o a f f e c t s c o r e s . Lowered r e l i a b i l i t y has a l s o been found f o r 
o c c u p a t i o n s i n the m i d d l e o f the s t a t u s s c a l e . A l t h o u g h Guttman s c a l e a n a l y s i s o f 
H a t t ' s (1950) d a t a f a i l e d t o g e n e r a t e the h y p o t h e s i z e d s i n g l e o v e r a l l p r e s t i g e 
d i m e n s i o n , H a t t d i d f i n d i n t e r n a l l y homogeneous s c a l e s w i t h i n t h e f o l l o w i n g 
e i g h t o c c u p a t i o n a l " s i t u s " g r o u p s : P o l i t i c a l , P r o f e s s i o n a l , B u s i n e s s , R e c r e a t i o n , 
A g r i c u l t u r e , Manual, M i l i t a r y and S e r v i c e . Thus, w i t h i n p o l i t i c a l o c c u p a t i o n s , 
f o r example, H a t t r e p o r t e d t h a t people i n n a t i o n a l p o s i t i o n s r a t e d h i g h e r t h a n 
these i n l o c a l p o s i t i o n s , w h i l e w i t h i n the r e c r e a t i o n and a e s t h e t i c s area 
p e o p l e i n the " h i g h " a r t s r a t e d h i g h e r than j o u r n a l i s t s , who i n t u r n r a t e d h i g h e r 
t h a n r e c r e a t i o n w o r k e r s . 

O v e r a l l o c c u p a t i o n a l r a t i n g s have been found t o be h i g h l y s t a b l e over t i m e 
( r = . 9 9 f r o m 1947 t o 1963) and across s o c i a l systems (see Hodge, Treiman and 
R o s s i 1965 and Hodge, S i e g e l and Rossi 1965). Compared t o the Duncan s c o r e s , 
however, the r e s t r i c t e d range o f o c c u p a t i o n s s e v e r e l y l i m i t s g e n e r a l s u r v e y 
a n a l y s i s usage a t p r e s e n t . However, Robert Hodge ( p e r s o n a l communication) a t 
NORC i s c u r r e n t l y a n a l y z i n g p r e s t i g e r a t i n g s c o l l e c t e d on over 400 o c c u p a t i o n a l 
t i t l e s , a l t h o u g h f i n a l r e s u l t s a r e n o t expected b e f o r e 1969. S t i l l , one may 
p r e f e r t o s u b s t i t u t e some o f c u r r e n t N o r t h - H a t t r a t i n g s which are d i s c r e p a n t from 
Duncan c o r r e s p o n d i n g r a t i n g s . For example, the Duncan s c a l e seems t o u n d e r r a t e 
c l e r g y m e n , f a r m e r s , and c e r t a i n b l u e c o l l a r w o r k e r s ( e . g . , m a c h i n i s t , c a r p e n t e r ) 
w h i l e o v e r r a t i n g e n t e r t a i n e r s , newspaper p e r s o n n e l and s a n i t a t i o n w o r k e r s . 
No s a t i s f a c t o r y answers t o the problem o f r a t i n g farmers--who earn much o f t h e i r 
income i n kind--seem t o have been proposed i n any o f the systems reviewed i n t h i s 
c h a p t e r ; s p e c i a l n o t i c e s h o u l d be g i v e n t o income, farm s i z e , farm c o n d i t i o n , e t c . , 
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b e f o r e assignment o f s t a t u s scores t o f a r m e r s . 
Warner, e t a l . ' s Index o f S t a t u s C h a r a c t e r i s t i c s and H o l l i n g s h e a d and R e d l i c h s 1 

I n d e x o f S o c i a l P o s i t i o n u n d o u b t e d l y w o u l d i n t e r c o r r e l a t e h i g h l y , a l t h o u g h we know 
o f no e m p i r i c a l comparison between the two. Warner, e t a l . ' s ISC i s based on 
w e i g h t e d s e v e n - p o i n t s c a l e s f o r the f o l l o w i n g c h a r a c t e r i s t i c s ( w i t h w e i g h t s i n 
p a r e n t h e s e s ) : o c c u p a t i o n ( 4 ) , source o f income ( 3 ) , t y p e o f house ( 3 ) and 
d w e l l i n g area ( 2 ) . H o l l i n g s h e a d and R e d l i c h ' s ISP uses e d u c a t i o n (a s e v e n - p o i n t 
s c a l e , w e i g h t e d 5) and two o f the same v a r i a b l e s used by Warner, e t a 1 . - - r e s i d e n -
t i a l area (a s i x - p o i n t s c a l e w e i g h t e d 6) and o c c u p a t i o n (a s e v e n - p o i n t s c a l e 
w e i g h t e d 9 ) . Scores on ISC v a r y from 12 t o 84 and on ISP f r o m 20 t o 134, 
a l t h o u g h b o t h s e t s o f a u t h o r s u l t i m a t e l y reduce t h e i r schemes t o f i v e c l a s s e s . 
Due t o the f a c t t h a t b o t h i n d i c e s r e l y on f a m i l i a r i t y w i t h the person's r e s i d e n t i a l 
a r e a , t h e i r a p p l i c a b i l i t y may be l i m i t e d to surveys o f s i n g l e communities. One 
i m p o r t a n t f e a t u r e o f t h e Warner I n d e x i s i t s s e v e n - p o i n t o c c u p a t i o n s c a l e , p r o b a b l y 
the mos t s o p h i s t i c a ted s h o r t c l a s s i f i c a t i o n a v a i l a b l e . 

A l s o h i g h l y c o r r e l a t e d ( r = . 8 6 ) w i t h H o l l i n g s h e a d and R e d l i c h ' s measure i s the 
I n d e x o f Class P o s i t i o n suggested by E l l i s , e t a l . The i n d e x i s based on two 
f a c t o r s : the person's o c c u p a t i o n ( r a t e d on the s e v e n - p o i n t H o l l i n g s h e a d and 
R e d l i c h s c a l e ) and h i s response t o a t w o - p a r t q u e s t i o n r e g a r d i n g h i s s u b j e c t i v e l y 
p e r c e i v e d s o c i a l c l a s s (see the r e f e r e n c e t o Centers b e l o w ) . Scores v a r y f r o m 
2 t o 12. E l l i s , e t a l . p r e s e n t a number o f e m p i r i c a l r e l a t i o n s i n w h i c h t h e i r 
measure u s u a l l y emerges as a s l i g h t l y b e t t e r p r e d i c t o r t h a n H o l l i n g s h e a d and 
R e d l i c h ' s i n d e x . As a c a u t i o n a r y n o t e , i t s h o u l d be mentioned t h a t the sample 
on w h i c h t h e i r s t u d y was based was a s m a l l and a t y p i c a l one and t h a t the l.ndex 
has y e t t o be extended t o more r e p r e s e n t a t i v e samples. I n c o n t r a s t t o the i n d i c e s 
r e v i e w e d i n the p r e v i o u s p a r a g r a p h , the ICP i s a p p l i c a b l e t o m u l t i - c o m m u n i t y r e s e a r c h . 
We would suggest t h a t the s e v e n - p o i n t Warner, e t a l . o c c u p a t i o n a l s c a l e be 
s u b s t i t u t e d f o r t h a t o f H o l l i n g s h e a d and R e d l i c h i f one d e c i d e s t o use t h e 
I n d e x o f Class P o s i t i o n . 

As the range o f p o s s i b l e score v a l u e s decreases ( t h e E l l i s , e t a l . , Index has 
o n l y 11 p o s s i b l e v a l u e s ) , we appear c l o s e t o c r o s s i n g the a r b i t r a r y and nebulous 
boundary between i n t e r v a l and o r d i n a l s c a l e s . I n d e e d , one o f t h e f i r s t s t e p s t h a t 
Warner, e t a l . and H o l l i n g s h e a d and R e d l i c h t o o k w i t h t h e i r s c a l e scores was t o 
reduce them t o f i v e o r d e r e d c a t e g o r i e s . 

* 
Hence, as Landecker (1960) p o i n t s o u t , these are h a r d l y t o be t h o u g h t o f as 

f i v e d i s t i n c t s o c i a l c l a s s e s , as c l a s s i f i c a t i o n s a c r oss a d j a c e n t c l a s s e s a r e s u b j e c t 
t o a g r e a t d e a l o f u n r e l a i b i l i t y . Landecker f i n d s i t more a p p r o p r i a t e t o t a l k o f 
" c l a s s " d i s t i n c t i o n s o n l y a t the t o p o f t h e o c c u p a t i o n a l s t a t u s s t r u c t u r e . 



There e x i s t t h r e e f u r t h e r s t a t u s s c a l e s w h i c h seem t o us t o be more a p p r o 
p r i a t e l y c a l l e d o r d i n a l s c a l e s . One i s the Warner, e t a l . s e v e n - p o i n t o r d i n a l 
s c a l e , w h i c h i s d e s c r i b e d as p a r t o f t h e i r Index o f S t a t u s C h a r a c t e r i s t i c s . The 
o t h e r two s t a t u s s c a l e s are n o t based on o c c u p a t i o n per se but on s u b j e c t i v e 
e v a l u a t i o n s o f one's c l a s s p o s i t i o n (Center's q u e s t i o n ) o r on c h a r a c t e r i s t i e s of 
one's p r e s e n t o c c u p a t i o n a l r e s p o n s i b i l i t i e s ( G u t t m a n ) . 

C e n t e r ' s i n c l u s i o n o f the term " w o r k i n g c l a s s " r e p r e s e n t e d a major advance 
i n m e a s u r i n g c l a s s i d e n t i f i c a t i o n . Up t o t h i s t i m e ( 1 9 4 5 ) , o n l y t h r e e c l a s s 
a l t e r n a t i v e s ( u p p e r , m i d d l e and l o w e r ) had been p r e s e n t e d t o r e s p o n d e n t s , and the 
" m i d d l e " response was chosen by a l m o s t 90 p e r c e n t o f those i n t e r v i e w e d . A more 
e q u i t a b l e d i s t r i b u t i o n between w o r k i n g and m i d d l e c l a s s r e s u l t e d f r o m Center's 
i n n o v a t i o n . There i s some q u e s t i o n as t o the r e p r e s e n t a t i v e n e s s o f Center's 
o r i g i n a l sample; n o t i c e a b l e d i f f e r e n c e s are a p p a r e n t between h i s d i s t r i b u t i o n and 
t h a t o b t a i n e d f r o m more r e c e n t Survey Research Center s t u d i e s w h i c h use more 
r e f i n e d s a m p l i n g methods. Changing s i n g l e words o r phrases i n c l a s s i d e n t i f i c a t i o n 
q u e s t i o n s appears t o a f f e c t r e s u l t i n g responses s e r i o u s l y ( H a m i l t o n 1966). 
Landecker (1963) m a i n t a i n s t h a t the Center's q u e s t i o n taps o n l y one o f s i x p o s s i b l e 
a s p e c t s o f " c l a s s c o n s c i o u s n e s s " . He proposes a t y p o l o g y t h a t c o u l d be used t o 
g e n e r a t e more complex and more adequate i n d i c e s o f c l a s s i d e n t i f i c a t i o n . 

Guttman's Facets f o r Job E v a l u a t i o n were d e v i s e d f o r the purpose o f s e t t i n g 
up i n I s r a e l e q u i t a b l e c i v i l s e r v i c e s a l a r i e s t h a t were n o t b a s i c a l l y dependent 
on f a c t o r s c o n c e i v e d o f as e x t r a n e o u s , such as p e r c e i v e d importance o f t h e occupa
t i o n , s c a r c i t y o f people i n the o c c u p a t i o n , the number o f people one s u p e r v i s e d , 
and l e v e 1 o f e d u c a t i o n . I n t h i s i n s t r u m e n t , e i t h e r the respondent or an o u t s i d e 
j u d g e r a t e s the r e s p o n d e n t ' s o c c u p a t i o n a l d u t i e s on f o u r t h r e e - a l t e r n a t i v e 
i t e m s and one f o u r - a l t e r n a t i v e i t e m . The c u t t i n g p o i n t f o r each i t e m a l t e r n a t i v e 
d e f i n e s a t o t a l o f 12 steps a l o n g a Guttman m u l t i - c a t e g o r y s c a l e . The i t e m s 
a r e s h o r t and appear t o r e p r e s e n t b a s i c and r e l i a b l y r a t e d j o b f e a t u r e s w h i c h do 
n o t depend on a person's l i n e o f work, as the a u t h o r i n t e n d e d . U n f o r t u n a t e l y , 
we do n o t have any q u a n t i t a t i v e d a t a on the c o n s t r u c t i o n o f the i n d e x . 

T h ere have been c o u n t l e s s o t h e r i n d i c e s and schemes designed t o r e f l e c t 
o c c u p a t i o n a l c l a s s b u t , t o our knowledge, the i n s t r u m e n t s reviewed h e r e r e p r e s e n t 
those most w i d e l y used and w i d e l y a p p l i c a b l e . We have chosen n o t t o p r e s e n t one 
p a r t i c u l a r genre o f i n d i c e s - - t h o s e based on h o u s e h o l d c h a r a c t e r i s t i c s and 
p o s s e s s i o n s . W h i l e t h e r e i s l i t t l e , i f a n y t h i n g , o b j e c t i o n a b l e i n a t t e m p t i n g 
t o i n d e x s t a t u s by n o t i n g t h e c h a r a c t e r i s t i c s o f the respondent's d w e l l i n g u n i t , 
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l i v i n g s t a n d a r d s and p o s s e s s i o n s change so r a d i c a l l y over time t h a t Chapin's 
r e v i s e d 1952 s c a l e seems r a t h e r o u t d a t e d t o d a y , as does Sewell's Farm S t a t u s 
Scale ( b o t h measures a r e d e s c r i b e d i n M i l l e r , 1 9 6 4 ) . 

The same obsolescence f a c t o r may a l s o be i n h e r e n t i n a 55 i n t e r v a l s c a l e 
d e v i s e d f o r West Germany by Scheuch and Ruschemeyer (1960) w h i c h depends on 
r a t i n g o f p e r s o n a l p o s s e s s i o n s . T h i s s c a l e l a u d a b l y c o n s i d e r s many o t h e r 
d i v e r s e s t a t u s c h a r a c t e r i s t i c s ; such as t h e a t r e a t t e n d a n c e and type o f books 
read. The s c o r i n g scheme i s weigh t e d as f o l l o w s : 

I Income o f main p r o v i d e r 
Per c a p i t a income o f household 
R a t i o room-per-person 
I n d e x o f p o s s e s s i o n o f v a l u e d goods 

I I O c c u p a t i o n o f main p r o v i d e r 
I I I L e v e l o f e d u c a t i o n 

Reading l e v e l 
C o n c e r t a t tendance 
T h e a t r e a t t e n d a n c e 

9 p o i n t s maximum 
6 
3 
3 

12 
9 
6 
3 
3 

54 p o i n t s maximum 
The f o l l o w i n g d i s t r i b u t i o n o f s t a t u s was found f o r a sample o f 420 r e 

spondents i n West Germany. 

11.9% 
41.0% 

22,4% 
15.9% 
4.3% 

Lower l o w e r s t r a t u m 
Upper l o w e r s t r a t u m 

B 
Lower m i d d l e s t r a t u m 
M i d d l e m i d d l e s t r a t u m 
Upper m i d d l e s t r a t u m 

0-13 p o i n t s 
14-20 

21-26 
2 7-34 
35-40 

3 . 1 % 
0.0% 
1.4% 

(n = 420) 

Lower upper s t r a t u m 41-48 
Upper upper s t r a t u m 49-54 
No c l a s s i f i c a t i o n p o s s i b l e 
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SOCIO-ECONOMIC STATUS SCALE (Duncan 1961) 

On the f o l l o w i n g pages we p r e s e n t t he a b r i d g e d Census o c c u p a t i o n a l code 
( U n i t e d S t a t e s Bureau o f Census 1960) t o g e t h e r w i t h the c o r r e s p o n d i n g occupa
t i o n a l t i t l e s . P r e c e d i n g these two l i s t i n g s i s a new, s i m p l i f i e d , t h r e e - d i g i t 
i d e n t i f i c a t i o n number w h i c h has been r e c e n t l y i n s t i t u t e d f o r Survey Research 
Center s t u d i e s . O c c u p a t i o n s a r e grouped under the f a m i l i a r e i g h t - c a t e g o r y Census 
Bureau system d e v i s e d by A l b a Edwards over 30 y e a r s ago. 

F o l l o w i n g t h i s i d e n t i f i c a t i o n i n f o r m a t i o n a r e f o u r socio-economic s t a t u s 
r a t i n g s : t he o r i g i n a l Duncan s c o r e s , t he Duncan d e c i l e s c o r e , the Census Bureau 
SES s c o r e , a f o u r - c a t e g o r y c l a s s score d e v i s e d by t h e Survey Research C e n t e r . 
We w i l l b r i e f l y comment on the Duncan scores i n t h i s s e c t i o n ; i n the s e c t i o n 
f o l l o w i n g t he l i s t i n g s we p r e s e n t some b r i e f i n f o r m a t i o n on t h e Census Bureau 
s c o r e s . 

The f i n a l t h r e e columns r e p o r t f u r t h e r Census Bureau p o p u l a t i o n i n f o r m a t i o n 
t h a t may be o f i n t e r e s t and use t o r e s e a r c h e r s : t h e pe r c e n t a g e o f the t o t a l 
w o r k i n g p o p u l a t i o n c o d able i n t o each o c c u p a t i o n i n the 1960 census, the p e r c e n t a g e 
of women employed i n each o c c u p a t i o n , and t h e t o t a l p e r c e n t a g e i n c r e a s e or decrease 
i n membership o f each o c c u p a t i o n a l g r o u p i n g between 1950 and 1960. These f i g u r e s 
are d e r i v e d f r o m pages 425-430 o f Wattenberg and Scammon ( 1 9 6 5 ) . 

I n our i n t r o d u c t o r y remarks we b r i e f l y d e s c r i b e d how the Duncan sc o r e was 
d e r i v e d . Reader's I n t e r e s t e d i n more d e t a i 1 s h o u l d c o n s u l t t he o r i g i n a l source 
( R e i s s , e t a l . 1961). Duncan scores a r e n o t a v a i l a b l e f o r members the armed 
f o r c e s l i v e - i n l a u n d r e s s e s and those n o t employed. 

We c a u t i o n r e a d e r s a g a i n s t u s i n g the Census code w h i c h f o l l o w s f o r o c c u p a t i o n a l 
c o d i n g p urposes. One can n o t m a ster o c c u p a t i o n c o d i n g o v e r n i g h t as t h e r e are 
many s u b t l e t i e s i n t h i s a r t , e s p e c i a l l y f o r b l u e - c o l l a r o c c u p a t i o n s ; c e r t a i n l y , one 
sh o u l d r e s e r v e adequate time f o r t r a i n i n g and c r o s s - c h e c k i n g . Anyone p l a n n i n g any 
s o r t o f d e t a i l e d o c c u p a t i o n c o d i n g s h o u l d heed a number o f sound recommendations 
made by McTavish ( 1 9 6 4 ) . The i n t r o d u c t i o n t o the Census Bureau"s p u b l i c a t i o n 
(1960) i s a l s o s t r o n g l y recommended f o r a number o f o c c u p a t i o n a l d i s t i n c t i o n s t h a t 
we have o m i t t e d f r o m t he f o l l o w i n g a b r i d g e d code. The Survey Research Center 
i s p l a n n i n g t o p r i n t a s h o r t e n e d s e t o f o c c u p a t i o n a l c o d i n g i n s t r u c t i o n s f o r t he 
Census o c c u p a t i o n a l i n d e x i n the near f u t u r e ; i t i s our understanding,, however, 
t h a t t h e Census p u b l i c a t i o n i s c u r r e n t l y o u t - o f - p r i n t . 

I n a d d i t i o n t o t h e b a s i c t w o - d i g i t code, we have l i s t e d t he Duncan D e c i l e 
Score. T h i s s c o r e p u t s t he o r i g i n a l s c o r e i n p e r s p e c t i v e r e g a r d i n g the r e s t o f 
the p o p u l a t i o n . Hence, the t o p t e n t h o f the p o p u l a t i o n ( t h a t i s , d e c i l e 9) 
range i n o c c u p a t i o n a l scores f r o m 66 t o 96, w h i l e the ne x t t e n t h ranges o n l y f r o m 
55 to 65. Those i n the 70 - 7 9 t h p e r c e n t i l e have an even s m a l l e r r a n g e , 40 t o 49. 

The m o d i f i e d w h i t e - c o l l a r , b l u e - c o l l a r code was developed a t the Survey 
Research Center by R i c h a r d Rice i n o r d e r t o c o r r e c t i n t u i t i v e n o t i o n s t h a t t h e r e 
are some m i s c l a s s i f i c a t i o n s i n the broad Census Bureau c a t e g o r i e s ( f o r i n s t a n c e , 
"newsboy"does q u a l i f y as a w h i t e - c o l l a r j o b ) and i n o r d e r more a d e q u a t e l y t o 
r e f l e c t r e a l s t a t u s d i f f e r e n c e s i n the w h i t e - c o l l a r v s . b l u e - c o l l a r d i s t i n c t i o n . 
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The f o l l o w i n g c a t e g o r i e s a re used; 

1 . High s t a t u s w h i t e - c o l l a r 
2. Low s t a t u s w h i t e - c o l l a r 
3. High s t a t u s b l u e - c o l l a r 
4. Low s t a t u s b l u e - c o l l a r 
5. Farm o c c u p a t i o n s 

The d e v i s i o n between h i g h and low s t a t u s was d e t e r m i n e d by f i n d i n g the median 
s c o r e s e p a r a t e l y w i t h i n the w h i t e - c o l l a r domain and w i t h i n the b l u e - c o l l a r domain. 
Those o c c u p a t i o n s f a l l i n g above t h e i r r e s p e c t i v e medians were coded " h i g h " and 
those f a l l i n g below were coded " l o w " . 
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I . PROFESSIONAL, TECHNICAL, AND KINDRED WORKERS 

Duncan Duncan Census Rice I960 
Census Socio- Popula Socio- Modified •ere en t Percent Percent 
Book ISR Economic tio n EconomIc White-Blue Popu l e - Women In c r e a s e 
Code Code Occupation Index Dec i l e Index C o l l a r t i o n 1950-60 
000 001 Accountants & aud i t o r s 7B 9 92 I .74 17 24 
010 002 Actors & a c t r e s s e s 60 8 84 I .02 38 -26 
012 003 Airplane p i l o t s & 

91 navigators 79 9 96 I .04 01 91 
OD 004 A r c h i t e c t s 90 9 98 1 .05 03 28 
014 005 A r t i s t s & a r t teachers 67 9 88 1 .16 35 30 
015 006 A t h l e t e s 52 8 60 1 .01 08 -63 
020 007 Authors 76 9 93 1 .04 25 77 
021 008 Chemists 79 9 94 1 .13 09 l l 
022 009 C h i r o p r a c t o r s 75 9 89 1 .02 10 10 
023 010 Clergymen 52 8 67 1 .31 02 20 
030-060 012 College p r e a l d e n t s , p r o f s , 

22 42 i n s t r u c t o r s ( n.e.c.) 84 9 96 1 .25 22 42 
07,0 013 Dancers & dancing teachers 45 7 61 1 .03 81 26 
071 014 D e n t i s t s 96 9 99 I .13 02 10 

133 072 015 Designers 73 9 91 I .11 13 
10 

133 
073 016 D i e t i c i a n s & n u t r i t i o n i s t s 39 6 64 1 .04 93 17 
074 017 Draftsmen 67 9 87 1 .34 06 61 
075 018 E d i t o r s & re p o r t e r s 82 9 95 I .16 37 41 

i m lEngineers. t e c h n i c a l ! ( l . 3 5 | 
41 

i m 
080 020 A e r o n a u t i c a l 87 9 97 1 .08 02 194 
081 021 Chemical 90 9 98 1 .06 01 25 
082 022 C i v i l 84 9 96 1 .24 01 25 
083 023 E l e c t r i c a l 84 9 97 1 .29 01 72 
084 024 I n d u s t r i a l 86 9 95 1 .15 02 140 
085 025 Mechanical 82 9 96 1 .25 * 39 
090 026 M e t a l l u r g i c a l , meta'ts. 82 9 97 1 .03 01 49 
091 027 Mining 85 9 97 1 .02 * -15 
092-093 028 Not elsewhere c l a s s i f i e d 

( I n c . kind not reported) 
87 9 96 1 . 14 01 106 

101 029 E n t e r t a i n e r s (n.e.c.) 31 5 48 2 .01 23 -26 
102 030 Farm & home management 

adv i s o r s 83 9 94 .02 47 9 
103 031 F o r e s t e r s & conserva

t i o n i s t s 48 7 78 1 • 05 02 24-
104 032 Fu n e r a l d i r e c t o r s & 

embalmera 59 8 83 1 •06 06 -7 
105 033 Lawyers & Judges 93 9 9B 1 •33 04 17 
111 034 L l b r a r i a n a 60 8 64 1 . 13 86 5 I 120 035 Musicians & music teachers 52 8 72 1 • 31 56 n 130-145 036 N a t u r a l s c i e n t i s t s (n.e.c) 80 9 95 1 . 10 11 27 
150 037 Nurses, p r o f e s s i o n a l 46 7 71 1 • 92 98 46 
151 038 Nurses, student p r o f e s s i o n s 51 8 50 1 • 09 99 -25 
152 039 Optometrists 79 9 96 1 • 02 04 9 
153 040 Osteopatha 96 9 99 1 •01 12 -24 
154 041 Personnel & l a b o r - r e l a t i o n s 

workers 84 9 96 1 . 15 31 87 
160 042 Pharmacists 82 9 95 1 • 14 08 4 
161 043 Photographers 50 8 73 1 .08 12 -4 
162 044 P h y s i c i a n s and surgeons 92 9 99 1 .36 07 19 
163 O i l P u b l i c r e l a t i o n s men & 

p u b l i c i t y w r i t e r s 82* 9 95 1 • 05 23 64 
164 045 Radio operators 69 9 90 1 • 05 10 71 
165 046 Recreation & group workers 67 9 84 1 .06 43 127 
170 047 R e l i g i o u s workers 56 8 63 1 • 09 62 35 
171 048 S o c i a l & w e l f a r e workers, 64 8 85 1 • 15 72 27 
172-175 049 S o c i a l s c i e n t i s t s 81 9 96 1 • 09 25 59 
180 050 Sports i n s t r u c t o r s & 

o f f i c i a l s 64 8 87 1 • 12 32 70 
181 051 Surveyors 48 7 71 1 • 07 04 74 
182-184 052 Teachers (n.e.c.) 72 9 89 1 2.60 72 50 
185 053 T e c h n i c i a n s , tned, & dent. 48 7 73 1 • 22 63 80 
190-191 054 T e c h n i c i a n s , t e s t i n g 62 8 80 1 •44 10 295 
192 055 T e c h n i c i a n s , ( n . e . c . ) 62 8 85 1 • 10 24 256 
193 056 T h e r a p i s t s & h e a l e r s (n.e.c i 58 8 81 1 -06 54 49 
194 057 V e t e r i n a r i a n s 78 9 95 I •02 02 10 
195 058 P r o f e s s i o n a l , t e c h n i c a l , & 

kindred workers (n.e.c.) 65 8 86 1 -49 20 251 

TOTAL 11.36 38 47 

* Less than .01 
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Duncan Duncan Census Rice I960 Cenius Data 
Census Socio Popula SocIn- Hod 1 fled Percent Percent Pe rcent 
Book ISR economic tion Economic White-Blue Populi- Women Increase 
Code Cede Occupation Index Decile Index Collar t Ion 1950-60 
250 061 Buyers & dept. head*, store 72 9 92 I • 37 23 66 
251 062 Buyers & shippers, Earn 

prod. 33 6 51 2 .03 02 -39 
252 063 Conductors, railroad 58 8 73 I .07 * - S I 
253 066 Credit men 76 9 92 1 .07 25 63 
256 065 Floormen & floor mgrs., 

• Core 50 a 79 1 .02 48 01 
260 066 Inspectors, public admin. 63 8 1 QD rori nn ( I n c l . not rep.) 
260(906+J 067 Federal public admin. & 

postal service 72 9 89 1 • 06 06 66 
260(926) 068 State public •dnin. 54 8 81 1 .02 04 61 
260(936) 069 Local public •drain. 56 8 82 1 .03 05 09 
262 070 Mgrs. & super's, buildings 32 6 41 2 .08 36 -20 
265 071 Officers, p i l o t s , pursers, 

b engineers, ship (other 
than navy or coastguard) 54 8 79 1 .06 * -11 

270 072 l o f f l c l a l s and administrators 66 0 1 LIE \M 
270(906 (. 073 Federal pub. admin. & 

J) postal service ( i n c l . not J) 
reported) 84 9 94 1 .11 12 35 

270(926) 076 State pub. admin. 66 9 90 1 .06 13 58 
270(936) 075 Uicsl pub. admin. 56 8 79 1 • 15 27 16 
275 076 O f f i c i a l s - lodge, society. 

union, etc. 50 8 82 1 .05 10 24 
280 077 Postmasters 60 8 82 1 06 61 -05 
285 078 Purchasing agents f, buyers 77 9 92 1 •16 10 63 

(n.e.c.) 

TOTAL 1.40 

I I I B: KAKACERS, OFFICIALS, & PROPRIETORS (N.E.C.) SALARIED ONLY 

R-SALARIE1 - 290 I f NA industry - see "All Ol icr Industrj " below. 
For Agriculture, Forestry f l a h e r l e i , & Mining -
See " A l l Other Industries ' I clow. 

R(C) oso Construction 60 8 86 1 .23 03 66 
R( 206-459 
B,H) 081 Manufacturing 79 9 95 1 1.01 07 56 
R(507-526 
L) 081 Transportation 71 9 87 1 »18 06 22 
R(536-579 083 Comounlcstlons, u t i l i t i e s 

& sanitary services 76 9 93 1 .16 11 31 
R(606-629 086 Wholesale trade 70 9 90 1 11 07 27 

Retail trode ( i f NA kind 
see "Other Retail Trade") 56 ft 1 tm uD 

R(637 (. 086 Food & dairy products 
tm uD 

F) stores & milk retg. 50 7 78 1 .16 09 10 
R(639 & G 0B 7 Ccn. Mchdsc. - 5 & 10 store 68 9 90 1 .14 25 67 
R(646 + 088 Apporel & access, stores !. 69 9 89 I .08 33 19 
667) shoe stores 
R(648 + 089 Furniture, home furn, & 
649) equipment stores 69 9 89 1 .05 11 13 
R(656) 090 Motor vehicles & access., 

r e t a i l 66 8 8B 1 .13 04 52 
R(657) 091 Cssollne service stations 31 6 63 2 .07 01 23 
R(658) 079 Drugstores 59 a 
R(D) 092 Eating and drink places 39 7 70 1 • 12 39 05 
R(666 + 093 Hardware, farm Implements, 
676) & building material, 

r e t a i l 66 8 87 I • OS 06 26 
R(67B-696 096 Other r e t a i l trade ( i n c l . 

not rep.) 59 B B6 1 . 12 18 -01 
R(706 f. 095 Banking & other finsnce 85 9 96 1 • 32 13 71 
7,16) 17 R(726 & 096 Insurance 4 other r e s l 86 9 96 t 27 17 IO'O 
736) cstste 
R(806 f. 097 Business service* eo 9 96 1 .10 21 151 
807) 
R(B08) 098 Auto repair b garages 67 7 76 1 .03 06 -11 
R(B09) 099 Misc. repair services 53 B 81 1 .01 07 67 
R(826-839 100 Personal services 50 8 78 1 .12 35 18 
R(999 & 101 A l l other lnd. ( i n c l . not 
017-156, rep.) I n c l . Agric. (for 
866-898, farm mgr. sec code 222) 
A.H.E) Forestry, Fisheries, & A.H.E) 

Mining 62 8 89 1 J6 31 66 

TOTAL (SALARIED] 9 '..02 13 63 

*Leis than .01 



346 

I I C: MANAGERS, OFF I C I A L S , & PROPRIETORS (N.E.C.) SELF-EMPLOYED ONLY 

Census 
Book 
Code 

ISR 
Code Occupation 

Duncan 
S o c l o -
Economlc 
Index 

Duncan 
Popula
t i o n 
D e c i l e 

Census 
S o c i o -
Economic 
Index 

R i c e 
Modified 
White-Blue 
C o l l a r 

P e r c e n t 
Popula
t i o n 

1960 Census Data 
Pe r c e n t 
Women 

Pe r c e n t 
I n c r e a s t 
L950-60 

R-SELF-EMPL«YED=29I 

R(C)SE 
R(206-459, 
B,K)SE 
R(507-526,L) 
SE 

R(536-579)SE 

R(606-629)SE 

R(637+F)SE 

R(639+G)SE 
R(646+647)SE 
R(648+649)SE 

R(656) SE 
R(657)SE 
R(D)SE 
R<666+676)SE 

R(678-696+ 
658)SE 
R(706&716)SE 
R(726&736)SE 
R(806+807)SE 
R(808)SE 
R(809) 

R(826-839(l 
SB 
R(999&017 
-156,646-
898,A,H,E 
SE 

103 
104 

L05 

106 

107 

109 

110 
111 
112 

113 
114 
115 
LL6 

117 

118 
119 
120 
121 
122 

123 
124 

( I f NA Ind. see " A l l Other Idd 
below) F or A g r i c u l t u r e , F o j e 
F i s h e r i e s , & Mining, see "A 
Other I n d . " below. 

C o n s t r u c t i o n 
M anufacturing 

T r a n s p o r t a t i o n 

Communications & u t i l i t i e s , 
& s a n i t a r y s e r v i c e s 

Wholesale trade 

u s . " 
• t r y , 

R e t a i l t r a d e ( I f NA kind see] 
"Other r e t a i l t r a d e " 

Food & d a i r y products stores] 
& m i l d r e t ' g . 

Gen. Mchdae.-56.10 s t o r e 
A p p a r e l & a c c e s s , s t o r e s 
F u r n . , home f u r n . , & equip

ment s t o r e s 
Motor^ v e h i c l e s & ace. 
G a s o l i n e a e r v . s t a t i o n s 
E a t i n g & d r i n k p l a c e s 
Hardware, farm Impl., & 

b u i l d i n g mat. , r e t a i l 
Other r e t a i l trade ( I n c . 

not r e p . ) 
Banking & other f i n a n c e 
I n s u r a n c e & ot h e r r e a l estatje 
B u s i n e s s s e r v i c e s 
Auto r e p a i r s e r v . & ga r . 
Miac. r e p a i r s e r v i c e s 

P e r s o n a l s e r v i c e s 
A l l o t h e r i n d . ( i n c l . not 
re p . ) I n c l . A g r i c . ( f o r farm 
e r see Code N), F o r e s t r y , 
F l s h e r i e a , & Mining 

51 
61 

43 

44 

59 

<0 
33 
47 
65 

59 
70 
33 
37 

61 

49 
85 
76 
67 
36 
34 

41 

49 

79 
88 

73 

72 

85 

54 
72 
88 

86 
89 
63 
71 

90 

75 
97 
95 
91 
68 
60 

68 

76 

• 36 

• 27 

• 06 

.01 

• •21 
1.57 

-34 
•07 
.09 

• 08 
-.09 
• 24 
• 33 

• 10 

.23 

.03 
• 08 
.06 
.06 
• 03 

.20 

.15 

01 
07 

06 

08 

05 

rm 
19 
23 
34 

09 
03 
03 
31 

05 

21 
05 
16 
16 
03 
05 

33 

22 

TOTAL (SELF-EMPLOYED) 

TOTAL (SALARIED) 

TOTAL ( I I A ) 

TOTAL MANAGERS, OFFICIALS 
PROPRIETORS (NON-FARM) 

3.09 

4.02 

1.40 

15 

13 

8.51 14 



I l l : CLERICAL AND KINDRED WORKERS 
347 

Duncan Duncan Census Rice 1960 Census Datt 
Cenaua Socio- Popula Socio- Hod I f «d Percent Percent Percent 
Book ISR Economic t i o n Economic White -Blue Popula- Women Increase 
Code Code Occupation Index D e c i l e Index C o l l s t Ion 1950-60 

301 125 Agents (n.e.c.) 68 9 90 .25 17 29 
302 126 Attendente & a s s l s . , L l b r a r ; 44 7 50 .05 77 L57 
303 127 A t t ' s . , P h y s i c i a n s &? den

t i s t s o f f i c e 38 6 56 . 11 97 73 
304 128 Baggagemen, tr a n s p o r t s t i o n 25 5 54 .01 03 -30 
305 129 Bank t e l l e r s 52 8 75 .20 69 102 
310 130 Bookkeepers 51 8 73 1.45 84 27 
312 131 Cas h i e r s 44 7 69 • 76 79 106 
313 132 C o l l e c t o r s , b i l l & a c c t . 39 7 66 .05 22 32 
314 133 Dispatchers & a t a r t e r s , 

v e h i c l e 40 7 73 .09 12 86 
315 134 Express messenger & ra i l w a y 

m a l l c l e r k * 67 9 85 .01 04 -64 
320 085 F i l e c l e r k s 44 7 73 .22 86 27 
321 173 Irisur . a d j u s t e r s , examiners 

& i n v e s t i g a t o r s 62 8 89 .09 12 75 
323 135 H a l l c a r r i e r s 53 8 80 .31 02 ZO 
324 136 Messenger & o f f i c e boys 28 5 43 .10 18 07 
325 137 O f f i c e machine operators 45 7 69 .49 74 118 
333 102 P a y r o l l & timekeepers 44 7 73 .17 59 68 
340 108 P o s t a l c l e r k s 44 7 •73 .34 19 17 
341 153 R e c e p t i o n i s t s 44 7 73 • 22 98 129 
Z 507 S e c r e t a r i e s 61 8 62 2.31 97 80 
343 138 Shipping & r c c . c l e r k s 22 5 58 •46 08 -01 
345 139 Stenographers 61 8 82 .43 96 -36 
350 501 Stock c l e r k c £• storekeepers 44 7 73 • 54 15 45 
351 140 Telegraph messengers 22 5 33 • 01 05 -42 
352 141 Telegraph operators 47 7 75 .03 23 -41 
353 142 Telephone operators 45 7 72 •58 96 01 
354 143 T i c k e t , s t a t i o n & exp. agt. 60 8 82 -11 22 08 
360 506 T y p i s t s 61 8 B I •84 93 48 
Y 144 C l e r i c a l & kind, workers 

(n.e.c.) 64 7 73 1 4.68 59 28 

TOTAL 14.91 77 35 

IV: SALES WORKERS 

Duncan Duncan Census Rice 1960 Census Dsta 
Census Socio- Popula Soelo- Mod i f ed Percent Percent Percent 
Book ISR Economic tio n Bconomic White Blue Popula Women 1ncresse 
Code Code Occupation Index D e c i l e Index Col l a t i o n 1950-60 
380 145 Ad. agents & salesmen 66 9 90 . 05 14 03 
381 146 Auctioncera 40 7 67 . 01 03 -24 
382 147 Demonsttstors 35 6 62 . 04 93 83 
383 148 Hucksters & peddlers 08 1 08 . 09 57 140 
385 149 I n s . agenta & brokers & 

underwriters 66 9 89 . 57 10 34 
390 150 Newsboys 27 5 20 . 31 04 96 
393 151 Real e s t a t e agents & broker; 62 8 86 . 30 26 37 
S Salesmen & s a l e s c l e r k s 
S=394 ( n . c . c . l ( I f Ind. NA see 

"Other Ind." 47 7 |6.03| 
S(206-459 
B,M) 154 Manufacturing 65 8 88 . 74 11 42 
S(606-629 155 Wholesale trade 61 8 85 - 78 04 12 
S(637-696 
D,F,C) 156 R e t a i l trade 39 6 61 4.22 54 07 
S(999 & 157 
a l l not a ove) Other ind. ( i n c l . not rep ) 50 8 77 - 2" 26 37 
395 152 Stock & bond salesmen 73 9 94 . 04 06 157 

TOTAL 7.44 36 19 



348 
V: CRAFTSMEN, FOREMEN, & KINDRED WORKERS 

Duncan Duncan Census R i c e 196(] O nmin tl a(-a 
Census Socio- Popula S o c i o - Modified Percent Percent Percent 
Book IS R Economic t i o n Economic White-Blue Popula Women I n c r e a s e 
Code Code Occupation Index D e c i l e Index C o l l a r t i o n 1950-60 
401 158 Bakers 22 5 50 4 .17 16 -10 
402 159 B l a c k s m i t h s 16 3 31 4 .03 01 -53 
403 160 Boilermaker 33 6 59 4 .04 * -31 
404 161 Bookbinders 39 6 69 3 .04 57 -13 
405 162 Brlckmasons , s tonetnasons , 

& t i l e - s e t t e r s 27 5 50 4 .32 + 18 
410 163 Cabinetmakers 23 5 48 4 .11 01 -10 
Q 164 C a r p e n t e r s 19 4 35 4 1.43 03 -07 
413 165 Cement & c o n c r e t e f i n i s h e r s 19 4 34 4 .07 * 45 
414 166 Compositors & t y p e s e t t e r s 52 8 79 3 .28 09 02 
415 167 Cranemen, derrlckmen G> 

hoiatmen 21 4 52 4 .20 01 23 
420 168 Decorators & window d r e s a e r i 40 7 67 3 .08 46 17 
421 169 ' E l e c t r i c i a n s 44 7 74 3 .55 01 09 
423 170 E l e c t r o t y p e r e & s t e r e o t y p e r i 55 8 81 3 .01 01 -24 
424 171 E n g r a v e r s , exc. photoen-

g r a v e r s 47 7 75 3 .02 18 16 
425 172 E x c a v a t i n g , grading, & road 

machinery o p e r a t o r s 24 5 57 4 .35 * 103 
430 Foremen ( n . e . c . ) ( I f i n d . 

NA see "Other I n d . " ) 49 7 3 | l . 8 6 | ( 0 7 1 
430(C) 174 C o n s t r u c t i o n 40 7 65- 3 .16 * 69 ' 

Manufacturing ( I f mfg. but 
NA kind see "Other non-dur. t •• l 
goods" below) 53 8 p 7 ) 08 

430(237-
249) 176 Metal i n d u s t r i e s 54 8 76 3 •20 02 56 
430(256-
259.M) 177 Machinery, i n c l . e l e c . 60 8 82 3 • 21 05 66 
430(267-
276) 178 T r a n s p o r t a t i o n equip. 66 9 84 3 •13 01 63 
430(286-
296,206-

Other d u r a b l e good's 236) 179 Other d u r a b l e good's 41 7 71 3 . 16 06 34 
430(346- T e x t i l e s , t e x t i l e products 
367,B) 180 & a p p a r e l 39 7 66 3 • 12 32 09 
430(3B6- 181 Other non-dur. goods 
459,306- ( i n c l . not spec, mfg.) 53 8 79 3 .36 08 46 

4 3 0 ( L ) 182 R a i l r o a d s & r a i l w a y exp. I 
s e r v i c e s 36 6 61 3 .06 * •!33 

430(536- 184 Telecommunications & u t i l 
579) i t i e s & s a n i t a r y s e r v i c e s 56 8 79 3 •09 02 43 
430(999+ 185 Other i n d . ( i n c l . not r e p ) 44 7 73 3 -34 09 •36 
017-156, 
606-936, 
A,D,E,F, 
G,H,J) 
431 186 Forgemen & hammermen 23 5 51 4 :02 04 -10 
432 187 F u r r i e r s 39 6 66 3 .01 15 -71 
434 188 G l a c i e r s 26 5 57 4 .02 02 49 
435 189 Heat t r e a t e r a , a n n e a l e r a > 6 

temperers 22 5 58 4 .03 02 12 
444 190 I n s p e c t o r s , s c a l e r s , f. 

(traders, log & lumber 23 5 48 4 .03 04 06 
450 I n s p e c t o r s ( n . e . c . ) ( I f NA 

ind . see "Other I n d . " below ) 41 7 3 J - 1-6 | L 0 6 J 
450(C) 192 C o n s t r u c t i o n 46 7 76 3 .02 01 86 
4 5 0 ( L ) 193 R a i l r o a d s 6. r a i l w a y exp. 

s e r v . 41 7 65 3 .05 * -19 
450(507- 194 T r a n s p o r t . , exc. r r comm 
579) & other pub. u t i l i t i e s 45 7 74 3 .02 02 16 
450(999 I 195 Other non-mfg. i n d . 
a l l not bove, ( i n c l . not r e p . ) 38 6 71 3 .06 15 05 
except J K, 
906-936) 
451 196 J e w e l e r s , watchmakers, 

goldsmiths, & s i l v e r s m i t h s 36 6 63 3 06 06 -21 
452 197 J o b - s e t t e r s , meta1 28 5 64 4 06 01 62 
453 198 Linemen & servicemen, t e l e 

graph, telephone, & power 49 7 76 3 43 02 28 

* L e s s than .01 



349 
V : Craftsmen, Foremen, & Kindred Workers ( c o n t i n u e d ) 

Duncan Duncan Cenius R i c e 1960_Census_D a t a 
Census S o c l o - Popula S o c l o - Modified Percent P e r c e n t P e r c e n t 
Hook ISR Economlc t i o n Econom i c W hite-Blue Popula Women I n c r e a s e 
Code Code Occupation Index Dec 1l e Index C o l l a r t i o n 1950-60 

450 199 Locomotive e n g i n e e r s 58 8 68 3 .09 * -21 
460 200 Locomotive firemen 45 7 76 3 .06 * -30 
461 201 Loom f i x e r s 10 1 32 4 .04 01 -21 
465 202 M a c h i n i s t s 33 6 68 4 .80 01 -04 

iMechanlcB & repairmen! 25 5 4 |3.57| [ g ] 
470 203 A i r c o n d l t i o n i n g , h e a t i n g & 

[ g ] 
r e f r i g e r a t i o n 27 5 61 4 .10 * 45 

471 204 A i r p l a n e 48 7 79 3 .18 02 60 
472 205 Automobile 19 4 52 4 1.09 03 03 
.473 206 O f f i c e machine 36 6 66 3 .05 01 -06 
474 207 Radio & t e l e v i s i o n 36 6 62 3 .16 02 35 
475 208 R a i l r o a d & c a r shop 23 5 52 4 .06 * -16 
480 209 Hot elsewhere c l a s s i f i e d 

( i n c l . HA type) 27 •5 61 4 1.92 oz 49 
490 210 M i l l e r s , g r a i n , f l o u r , 

f e e d , e t c . 19 4 39 4 .01 01 -05 
491 211 M i l l w r i g h t s 31 6 62 4 .11 * 13 
492 212 H o l d e r s , m e t a l 12 1 41 4 .08 03 -18 
493 213 Motion p i c t u r e p r o j e c 

t i o n I s to 43 7 73 3 .03 02 -32 
494 214 O p t i c i a n s & l e n a g r i n d e r s 

& p o l i s h e r s 39 6 72 3 .03 15 06 
495 215 P a i n t e r s , c o n s t . & maint. 16 3 37 4 .64 02 -04 
501 216 Paperhangera 10 1 22 4 .02 14 -51 
502 217 P a t t e r n & model makers, 

exc. paper 44 7 74 3 .06 02 08 
503 218 Photocngravers & l l t h o g ' s 64 8 84 3 -04 05 -12 
504 219 Piano & organ t u n e r s & 

r e p a i r s 38 6 54 3 -01 03 -23 
505 220 P l a s t e r e r s 25 5 46 4 -08 -18 
510 221 Plumbers & p i p e f i t t e r s 34 6 64 4 -51 * 11 
512 222 Pressmen & p l a t e p r i n t e r s , 

p r i n t i n g 49 7 77 3 • 12 04 50 
513 223 R o l l e r s & r o l l hands, m e t a l 22 5 54 4 -05 03 01 
514 224 Roofers & s l a t e r s 15 3 34 4 • 09 * 13 
515 225 Shoemakers & r e p a i r e r s , 

exc. f a c t o r y . 12 1 22 4 .06 04 -38 
520 226 S t a t i o n a r y e n g i n e e r s 47 7 72 3. .43 01 26 
521 227 S t o n e - c u t t e r s 6. c a r v e r s 25 5 44 4 .01 02 -28 
523 228 S t r u c t u r a l metal workers 34 6 66 4 .07 22 -51 
525 230 T i n s m i t h s , coopersmiths, & 

s h e e t m e t a l workers 33 6 68 4 .23 01 12 
530 231 Tool & d i e makers t> s e t t e r s 50 8 77 3 .29 01 19 
535 232 U p h o l s t e r e r s 22 5 53 4 . 10 10 -03 
545 233 Craftsmen & kin d , workers, 

n.e.c. 32 6 62 4 - 17 02 52 
555 428 Members of the armed f o r c e s 

E n l i s t e d men 
555 429 O f f i c e r s 
555 244 N.A. whether e n l i s t e d or 

o f f i c e r " 
TOTAL 14.30 03 13 1 
* L e s s than .01 

1 



350 
V I : OPERATIVES & KINHRED WORKERS 

Duncan Duncan Cenaus Rice I960 Census Data 
Census Socio- Popula Socio- Modified Percent Percent Percen t 
Book ISR Economic t i o n Economic White-Blue Popula- Women I n c r e a s e 
Code Code Occupation Index D e c i l e Index C o l l a r t l o n 1950-60 

Ap p r e n t i c e s ( I f trade NA) 
f o T I oec t r s d e ) 35 6 3 f o T I |-27 | 

601 236 Auto mechanics 25 5 46 4 * 01 -51 
602 237 B r i c k l a y e r s & masons 32 6 57 4 •01 -51 
603 238 Carpentera 31 5 50 4 •01 01 -44 
604 239 E l e c t r i e l e n s 37 6 61 3 • 0L 01 03 
605 240 M a c h i n i s t s fit toolmakers 41 7 59 3 -02 01 -01 
610 241 Mechanics, exc. auto 34 6 60 4 •01 02 -43 
612 242 Plumbers 6. p i p e f i t t e r s 33 6 60 4 .01 01 -33 
613 243 B u i l d i n g trades ( n . e . c . ) 29 5 49 4 * 02 -38 
614 245 Metalworklng trades (n.e.c.) 33 6 55 4 .01 02 -16 
615 246 P r i n t i n g trades 40 7 57 3 .02 02 -25 
620 247 Other s p e c i f i e d t r a d e s 31 5 51 4 .01 08 -33 
621 248 Trade not s p e c i f i e d 39 6 55 3 .02 06 -32 
630 249 Asbestos & i n s u l a t i o n workei s 32 6 63 4 -03 04 30 
631 451 Assemblers 17 A 61 4 L.06 45 73 
632 250 Attendants, auto s e r v . & 

park i n g 19 4 44 4 • 03 04 30 
634 251 B l a s t e r s & powdermen 11 1 33 4 .01 01 -37 
635 252 Boatmen, canalmen, & lock 

keepers 24 5 50 4 .01 01 -14 
640 253 Brakemen, r a i l r o a d 42 7 71 3 .10 * -19 
641 254 BuB-drivera 24 5 65 4 • 29 10 17 
642 256 Chairmen, rodmen, axemen, 

survey 25 5 47 4 .02 04 43 
643 500 Checkers, examiners, & 

i n s p e c t o r s , manual 17 4 61 4 .80 46 47 
645 257 Conductors, bus d s t r e e t rw 30 5 61 4 .01 02 -62 
650 258 Dellverymen ft routemen 32 6 59 4 • 68 03 76 
651 259 Dressmakers & s e a m s t r e s s e s , 

exc. fac t o r y 23 5 35 4 • 19 97 -16 
652 260 Dyers 12 1 36 4 -03 04 -24 
653 261 F i l e r s , g r i n d e r s & p o l i s h e r s 

metal 22 5 57 4 -25 06 02 
654 262 F r u i t , nut & veget. g r a d e r s . 

• 04 71 -18 & packers, exc. f a c t o r y 10 1 19 4 • 04 71 -18 
670 263 Furnacemen, smeltermen, 

-01 pourers 18 3 45 4 • 09 02 -01 
671 299 Graders, s o r t e r s , manuf. 17 4 14 4 • 06 68 -08 
672 264 Heaters, metal 29 5 56 4 -01 02 -17 
673 300 K n i t t e r s , loopers, toppers, 

-43 t e x t i l e 21 4 47 4 • 07 68 -43 
674 265 Laundry & dry c l e a n i n g oper 15 3 37 4 .64 72 -09 
675 266 M e a t c u t t e r s , exc. s l a u g h t e r 

.29 03 05 6> packing house 29 5 60 4 .29 03 05 
6B0 267 M i l l i n e r s 46 7 73 3 .01 91 -67 
685 268 Mine operators & l a b o r e r s 

( n . e . c . ) ( I f NA which 
below) 10 1 4 [3D LU 

* 
ED 

685(136) 269 Coal mining 02 0 18 4 .22 
LU 
* -63 

685(146) 270 Crude p e t r o l & nat gas 38 6 70 3 . 16 * -06 
685(156+ 271 Mining & q u a r r y i n g , «KC 

• 14 01 -24 126) f u e l 12 I 36 4 • 14 01 -24 
, 272 Motormen, mine, t a c t o r y , 

01 -40 logging camp, e t c . 03 0 28 4 • 02 01 -40 
691 273 Motormen, s t r e e t , subway, 

-40 e t c . 34 6 64 4 .01 01 -40 
692 274 O i l e r s & g r e a s e r s , exc auto 15 3 44 4 -09 01 -09 
693 235 Packers'& wrappers n.e.c. 18 4 38 4 .76 61 43 

21 
49 

694 275 P a i n t e r s , exc. c o n s t . & mai t . 18 4 47 4 .23 10 
43 
21 
49 695 276 Photographic process worker 42 7 65 3 .07 44 

43 
21 
49 

701 277 Power-station o p e r a t o r s 50 8 78 3 .04 05 25 
703 278 S a i l o r s 6. deck hands 16 3 40 4 .06 01 -22 
704 255 Sawyers 05 0 10 4 -15 03 -04 
705 279 Sewers & s t i t c h e r s , manuf. 17 4 39 4 .96 94 24 
710 280 S p i n n e r s , t e x t i l e 05 0 20 4 .08 79 -39 
712 281 S t a t i o n a r y firemen 17 3 40 4 .14 01 -28 
713 282 Switchmen, r a i l r o a d 44 7 72 3 •uv * -04 

* Less than .01 



VI: Operatives & Kindred Workers (eonl imiwl) 35L 
Oimcan Duncan CenNiifi Rice 1960 Census Data 

Census Socio- Popu1 a - Soclo- Modified Percent Percent Percent 
Hook ISR Economic t Ion Econumlc White-Blue Popula Women Increase 
Code Code Occupation Index Dec 1le Index C o l l a r tion 1950-60 
714 283 T a x i d r i v e r s & chauffers 10 I 37 4 . 26 03 -20 
T 284 Truck 4 t r a c t o r d r i v e r s 15 3 40 a 2.58 01 19 
720 285 Weavers, t e x t i l e 06 0 27 4 . 10 42 -36 
721 286 Welders & flame c u t t e r s 24 5 62 4 .60 05 40 

W Operatives & Kindred Worker i 
N.E.C. \l. 741 fori 

W-775 Non-Manutacturing 1.07 L7 02 
W(C) 363 Construction (For other nor 

mfg. ind. see a f t e r mfg. 
ind. aee a f t e r mfg. lndustr 
Ie s b«»low") 18 4 38 4 . 16 01 43 
Manufacturing ( I f NA what 
kind of mfg. see under GD "Manufacturing") 18 3 4 6.671 GD rpr] Durable Roods 17 3 4 3.171 rm JrtT 
Lumber & wood oroducts. rm 
exc. f u r n i t u r e 

W(206) 
W(207) 290 Sawmills, planing m i l l s , 

& mlllwork 07 1 12 4 .16 04 -2ft 
W(208> 291 Misc. wood products 09 1 25 4 .06 21 -01 
W<209) 292 F u r n i t u r e & f i x t u r e s 09 1 27 4 .17 15 -04 
W{216- 293 Stone, c l a y & glass prod 
236) ( I f NA which below) 17 3 4 .26 16 05 
W(216) 294 Glass & gl a s s products 23 5 50 4 .08 16 -02 
W(217) 295 Cement, concrete, & gypsum 

prod. & p l a s t e r 10 1 29 4 .05 01 24 
W(218) 296 S t r u c t u r a l c l a y products 10 I 31 4 .03 12 -02 
W(219) 297 Pottery & r e l a t e d producte 21 4 49 4 .03 40 -34 
W(236) 298 Misc. nonmetalllc mineral 

& atone products 15 3 41 4 .06 16 57 
iMetal I n d u s t r i e s 1 16 3 4 • 3 LHJ m W(237) 301 B l a s t furnaces, s t e e l works 

LHJ m 
& r o l l i n g m i l l s 17 3 49 4 • 16 02 -17 

W(238) 302 Other primsry iron & s t e e l 
i n d u s t r i e s 12 1 39 4 • 10 04 -01 

W<239) 303 Primary nooferrous ind. 15 3 47 4 - 13 11 29 
W(246) 304 C u t l e r y , hand to o l s , & other 

hardware 16 3 48 4 • 05 38 14 
W(247) 305 F a b r i c a t e d s t r u c t u r a l met. 

products 16 3 48 4 . 10 07 14 
W(248) 306 Mlsc. Fsb. metal prods. 15 3 48 4 • 29 21 47 
W(249) 307 Not SDBC. metal I n d u s t r i e s 14 2 47 A * 23 -58 
W(256 + 308 Machinery, exc. e l e c . ( I f f - v - f 1 1 J 1 
257, M) NA which below) 22 5 4 l-*3 1 l23l 
W(256) 309 A g r i c u l t u r a l machinery 21 4 59 4 • 04 05 -34 
U(257) 310 O f f i c e & store maehLnea & 

devices 31 5 67 4 • 04 34 -oa 
W(M) 311 Misc. machinery 22 5 57 4 -36 11 40 
H(259) 312 E l e c . mach.. & eauip- & SUM 26 5 62 4 -48 49 44 
W(267-276 313 Trans, equip. ( I f NA which 

P 4 5 ] LTD [ 0 4 ] 
W(267-276 

below) 23 5 4 P 4 5 ] LTD [ 0 4 ] 
W(267) 314 Motor veh. & equip. 21 4 61 U • 27 i i -L9 
W(268) 315 A i r c r a f t & parts 34 6 71 4 . 12 14 154 
W(269) 316 Ship & boat bldg. 6. r e p a i r 

ing 16 3 41 4 .03 05 34 
U(276) 317 Rai l r o a d & misc. trans. 

equipment 23 5 56 A • 03 08 04 
W(2B6-289 318 P r o f e s s i o n a l & photographic 

equip. & watches ( I f NA m Hal which below) 29 5 4 m Hal 
W(2B6) 319 Prof, equip. & supplies 23 5 57 A •07 39 49 
U(287) 320 Photo equip. & supplies 40 7 73 3 •02 23 20 
W(289) 321 Watches, c l o c k , & clock

work operated devices 28 5 62 4 -01 58 -41 
WC296) 322 H i s c . mfd. ind. 16 3 62 4 •22 48 -Ol 

* Less than .01 



V I : Operatives t> Kindred Workers (n.e.c.) (cont Inm-il) 

Census 
Book ISR 
Code Code 

W(306) 324 
W(307> 325 
H(308) 326 

W(3i)9) 327 
WCH6) 328 
W(317) 329 

W(318) 330 
W(319) 331 

W<326) 332 
W(329) 333 
W(346-356 334 

W(346) 335 
W(347) 336 

W(34») 337 
W(349) 338 
W(336) 339 
W(367&B) 340 

W(B> 341 
W(367) 342 
M(386-389 343 

W(3B6) 344 

W(387) 345 

W(389) 346 
W(396+398h 34 7 

[) 348 

349 
350 
351 

352 
W(416+419|) 353 

354 
355 
356 

438)) 357 

358 

359 
360 
361 

W(5O7-5I60 
W(536-579T) 

-809b 

364 

365 
366 

367 
368 
369 

370 

362 

371 

Pcciipnt I Oil 
Non-tinyuhlr [•nodal 
KooiJ b ktmlretl proilncLti (.it 
NA whlcli nee Not Spec. Foml 
Ind. he low) 
Ment products 
Dairy products 
Canning & preserving fruits,I 

veg., & sea foods 
Grain m i l l products 
Bakery products 
Confectionary & related 

products 
Beverage industries 
Misc. food prep. & kindred 

products 
Not spec, food Ind. 
Tobacco mfg 
iTextlle m i l l prod. ( I f NA 

vhlch below) 
Kn i t t i n g m i l l * 
Dyeing & f i n i s h i n g t e x t i l e s 

exc. knit goods 
Carpets, rugs, floor cov. 
Yarn, thread, & fab. m i l l s 
HlSc. tex. m i l l prod. 
Apparel & other fabricated 

t e x t i l e prod. ( I f NA which[ 
below) 

Apparel & access. 
Misc. fab, tex. prod-
Paper & a l l i e d products 
( I f HA which below) 
Pulp, paper, & paperbd. 

m i l l s 
Paperboard containers, 

boxes 
Misc. paper & pulp prod. 
Printing, publishing, & 

a l l i e d Industries 
Chemical & a l l i e d prod. 

( I f NA which below) 
Synthetic fibres 
Drugs & medicines 
Paints, varnishes, & r e l a t e ^ 

prod. 
K l s c . chem. & a l l i e d prod r: : ;—: : r - r Ipetroleum & coal prod. 

( I f NA which below) 
Petroleum r e f i n i n g 
Hlac. pet. & coal prod. 
Rubber prod, &mlsc. plas-

t l c products 
Leather b leather prod. 

( I f NA which below) 
Leather: canned, curried 
4 finished 

Footwear exc. rubber 
Leather prod, exc. footwear ueBtner proa, exc. rooweai 
Hoc spec, mfg- ind. ( I n c l . 
MFC, but NA kind) 

Other non-manufacturing 
Construetion-aee before mfg 
Industries ( I f NA what kind 
see Not. Spec. Ind. be low) 
Railroads & railway express 

s e r v i c e s 
Transportation, exc. r a i l 
Commonications & u t i l i t i e s 
& sanit a r y services 

Wholesale & r e t a i l trade 
Business & repair s e r v i c e s 
Personal aervices 

Public administration 

Not spec, non-mfg, ind. 
( i n c l . non-mfg. but NA kind 
A l l other Industries 

iu*itn Duncan Census Klce 1960 Census Data 
viv Hopii l a - S«clo- Modified Percent Percent Percent 
iMiom It L ion Ecnnomic White-Blue •opu 1 a - Women Increase 
ilex l).-c 1 1 c I ml ex Co l l a r t Ion 1950-60 

3748] E n f02l 

16 3 4 m t u n 
16 3 43 4 .21 27 44 
22 5 53 4 .09 07 -02 

09 1 26 4 - 14 62 41 
14 3 36 4 • 05 07 03 
15 3 38 4 -07 36 36 

12 1 34 4 .C4 50 -06 
19 4 48 4 .07 13 -07 

U 4 32 4 .05 22 07 
L9 4 46 4 • 01 49 -06 
02 0 13 4 .06 62 -25 

06 0 4 cm rssi 
21 4 47 4 -10 78 142 

08 1 38 4 • 04 18 -04 
14 3 44 4 02 43 -39 
02 0 14 4 .39 45 -33 
10 I 33 4 .03 38 -23 

21 5 4 \~m H 3 l IM 
22 5 39 4 .61 75 03 
17 3 36 4 , -06, 61 14 
19 4 4 cm m 
19 4 51 4 • 17 09 u 
17 3 37 4 •11 33 19 
19 4 52 4 07 41 -03 

31 5 60 4 . 15 38 36 

20 4 4 QD 
09 1 51 4 34 -13 
26 5 57 4 .03 37 36 

15 3 51 4 -03 0B 07 
23 5 55 4 _12_ 

51 S 3 VM ra p a l 
56 8 79 3 -07 01 02 
14 2 44 4 _2fi_ -ill 

21 5 4 25 28 20 

16 3 4 GUI a tun 
10 1 37 4 • 03 14 -39 
09 I 31 4 • 23 51 -12 
14 2 36 4 .05 53 -20 

16 3 44 4 • 02 41 -46 

nn HE 

15 3 42 4 • 09 01 -40 
23 5 53 4 • 06 07 17 

21 4 52 4 • 08 03 -05 

17 3 38 4 •34 28 -02 
19 4 45 4 • l l 12 45 
11 1 29 4 • 02 50 -24 

17 3 50 4 • 07 10 -10 

IB 3 * ) } .14 30 .12 
20 4 * J 

i 

19.91 28 09 

* Less than .01 



V l i : SltRVK'l' WORKKRS, KXCIiVT PRIVATE HOU Sill (OLD 353 
Duncan Dune.in Census Rice 19611 Census Data 

Cenius Soc lo- Popu 1.1- SocIn- Modified Percent Percent Percent 
Book ISR EconomIc tlo n Econom i c White-Blue Popula Women Increase 
Code Code Occupation Index De c i l e Index C o l l a r tion 1950-60 
810 380 Attendants, i n s t i t u t i o n s , 

hosp. 13 1 38 4 .63 73 92 
812 381 Attendants, prof. & per. 

serv. n.e.c. 26 5 46 4 • 12 70 73 
813 362 A t t ' s . r e c . 6. amusement 19 4 26 4 • 10 13 -02 
814 383 Barbers 17 3 37 4 • 28 03 01 
815 384 Bartenders 19 4 46 4 • 29 11 -12 
820 386 Bookblacka 08 I 02 4 • 02 04 -31 
821 385 Boarding & lodg. housekeepe s 30 5 35 4 • 05 88 02 
823 287 Chambermaids & maids, exc. 

pr i v a t e household 11 L 18 4 •28 98 40 
824 387 Charwomen 6i c l e a n e r s 10 1 15 4 • 30 67 54 
825 388 Cooks, exc. p r i v . h.h. 15 3 31 4 •93 64 28 
830 389 Counter & fountain workers 17 3 41 4 •26 71 79 
831 390 E l e v a t o r operators 10 1 28 4 • 12 32 -19 
832 939 Housekeepers & stewards, exi 

p r i v a t e households 31 6 61 4 • 24 80 38 
834 394 J a n i t o r s & sextons 09 1 18 4 •96 13 31 
835 502 Kitchen workers n.e.c. exc. 

pri v a t e households 11 1 18 4 •52 58 54 
840 396 Hldwives 37 6 51 3 * 78 -45 
841 400 Porters 04 0 16 4 .24 02 -U 
842 401 P r a c t i c a l nurses 22 5 32 4 • 34 96 50 
843 288 H a l r d r e s s c r s , cosmetologist] 17 3 37 4 .47 89 45 
850 391 Firemen, f i r e p r o t e c t i o n 37 6 73 3 • 22 25 
851 392 Guards, watchmen, doorkeepei s 18 4 38 4 -40 03 03 
852 395 H s r s h a l l s & constables 21 5 44 4 •01 04 -09 
853 397 Policemen & d e t e c t i v e s ( I f 

NA which below) 39 7 3 ra r o i l D U 
85 3 ( A I I 399 P r i v a t e 36 6 67 3 • 03 08 - I J 
o t h e r s ) 
853(906- 398 Government 40 7 74 3 • 37 02 36 
936,J) 
854 402 S h e r i f f s & b a i l i f f s 34 6 66 4 • 04 05 30 
860 405 Watchmen ( c r o s s i n g ) & brldg e 

tenders 17 3 39 4 • 04 45 195 
874 403 Ushers, r c c r e e t l o n & amuse

ment 25 5 34 4 •02 31 -37 
875 404 Wslters & w a i t r e s s e s 16 3 39 4 1.39 87 25 
890 406 S e r v i c e workers except 

p r i v a t e household (n.e.c. ) 11 1 18 4 •30 43 -02 

TOTAL 8.94 53 28 

* Less than .01 

V I I I : PRIVATE HOUSEHOLD WORKERS 

Duncan Duncan Census Rice 1960 Census Data 
Census Socio- Popula- Socio- Modified Percent Percent Percent 
Book ISR Economic tlo n Economic White-Blue Popula Women I n c r e a i e 
Cade Code Occupation Index Oecile Index C o l l a r t i o n 1950-60 
801 175 Baby s l t t e r a , p r i v . house

holds 07 1 07 4 • 54 97 367 
802 372 Housekeepers, p r i v . h.h. 

CU] ( I f NA which below) 19 4 4 CU] 
302(L,O) 374 L i v i n g out 21 4 32 4 • 15 98 03 
B 0 2 ( L I ) 373 L i v i n g i n 10 1 25 4 •09 99 05 
803 375 Laundress, p r i v . h.h. ( I f r — -1 

E E ] INA which below) 12 1 4 DEI [ID E E ] 
803(LO) 376 L i v i n g out 12 1 09 4 •06 98 
8 0 3 ( L I ) 505 L i v i n g in — — 09 4 100 -65 
P 377 P r i v . h.h. workers n.e.c. 07 1 4 |l.99 | [UJ \sn ( I f NA which below) 

[UJ 
P(LO) 379 L i v i n g out 06 0 07 4 1.83 96 14 
P<LI) 378 L i v i n g In 12 1 26 4 •16 94 -36 

TOTAL 2.83 9b 22 

* Less than .01 



354 
IX: FARMERS AND FARM MANAGERS (NOT LABORERS 6. FOREMEN) 

Duncan Duncan Census Rice I960 Census Data 
Census Socio- Popula Soclo- Modified Percent Percent Percent 
Book ISR Economic tio n Economlc White-Blue Popula- Women I n c r e a s e 
Code Code Occupation Index Dcci le Index C o l l a r t Ion 1950-60 

N ( s e l f 
owner) 019 Formers (farm ownera) 14 2 8 ) 

N(ten, / 
share) 059 Farmers (tenants & sha r e  ) 3.88 05 -42 

croppers ) 14 8 \ 
3.88 

N(NA type 191 Farmers (NA which type) 14 2 8 / 
-30 222 060 Farm managers 36 6 8 04 03 -30 

TOTAL 3.92 05 -42 

X: FARM LABORERS AND FOREMEN 

Duncan Duncan Census Rice I960 Census Data 
Census Socio- Popula Soclo- Modified Percent Percent Percent 
Book ISR Economic tio n Economlc White-Blue Popula- Women In c r e a s e 
Code Code Occupation Index D e c i l e Index C o l l a r t l o n 1950-60 
901 407 Farm Foremen 20 4 8 .04 02 38 
U 408 Farm l a b o r e r s , wage workers 06 0 a 1.93 12 -2L 
V 409 Farm l a b . , unpaid family 

workers 17 3 8 .44 44 -69 
905 410 Farm s e r v i c e l a b . , self-emp 22 5 a .01 02 -43 

TOTAL 2.42 17 -38 



355 
X I : 1-AliOKKRS, E X C E P T FARH AND MINE 

D u n c a n Duncan C e n s u s R i c e 1960 C e n s u s D a t a 
C e n s u s S o c i o - P o p u l a  S o c i o - M o d i f i e d P e r c e n t P e r c e n t P e r c e n t 
Book I S R E c o n o m i c t i o n E c o n o m i c W h i t e - B l u e Popu l a - Women I n c r e a s e 
Code Code O c c u p a t i o n I n d e x D e c i l e I n d e x C o l l a r t l o n 1950-60 

960 323 C a r p e n t e r s h e l p e r s , e x c . 
l o g g i n g 6 m i n i n g 07 0 16 4 -07 01 -30 

962 6 1 1 F i s h e r m e n & o y s t c rmen 10 1 11 6 -06 01 -47 
96.' 412 Git r a g e l a b o r e r s , c a r w a s h e r : 

& g r e n s e r s 08 1 24 4 •14 03 32 
964 4 1 3 G a r d e n e r s , e x c . f a r m and 

g r o u n d s k e e p e r s 11 1 19 4 •33 02 38 
965 4 1 4 L o n g s h o r e m e n & s c o v e d o r e e 11 1 25 4 •09 01 -16 
97 0 4 1 5 Lumbermen, r a f t s m e n , «ooi 

c h o p p e r s 04 0 04 4 -21 01 - I B 
971 4 1 6 T e a m s t e r s 08 1 13 4 •03 -03 
972 4 1 7 T r u c k d r i v e r s ' h e l p e r 09 1 28 6 •05 01 -32 
973 503 Warehousemen n . e . c . 08 I 28 6 -19 01 60 

L a b o r e r s , n . e . c . 
\M Non-ma mi f a c t u r i n s 07 1 4 T 2 - 7 9 | \M [ ID 

X ( C ) 4 9 1 C o n s t r u c t i o n ( f o r o t h e r 
\M 

non-mfg, i n d . s e c a f t e r 
mfg. I n d u s t r i e s b e l o w ) 07 I 16 4 1.16 01 08 

X ( 9 8 5 ) M a n u f a c t u r i n g (I£ NA w h a t 
k i n d s e e n o t s p e c . i n d . . i n d . 

08 r •~ u n d e r m a n u f a c t u r i n g b e l o w ) 08 I 4 [ 1 . 4 9 I 07 1 | -17 
D u r a b l e goods1 | .96 {0,4 [ 1-15) 
Lumber & wood p r o d . e x c . i u i n. 

X ( 2 0 6 ) L o g f l i n K 
X ( 2 0 7 > 4 1 9 S a w m i l l s , n l a n i n g m i l l s . 

t, m i l l w o r k 0 3 0 04 4 -15 02 -36 
X ( 2 0 8 ) 4 2 0 M i s c . wood p r o d u c t s 02 0 09 4 .02 0 9 -27 
X ( 2 0 9 ) 421 F u r n i t u r e & F i x t u r e s 05 0 19 4 .03 08 -08 
X ( 2 1 6 - 2 3 6 4 2 2 S t o n e , c l a y 6. g l o s s p r o d . 

L°D ( I f NA w h i c h b e l o w ) 07 I 4 ISD [ 0 3 ] L°D 
X ( 2 1 6 ) 4 2 3 C l a s s & g l a s s p r o d u c t s 14 2 31 4 • 0 2 07 -02 
X ( 2 1 7 ) 4 2 6 Cement, c o n c r e t e , gypsum, 

p l a s t e r p r o d u c t B 05 0 22 6 .04 01 18 
X ( 2 1 8 ) 4 2 5 S t r u c t u r a l c l a y p r o d u c t s 05 0 19 6 .04 0 3 -06 
X { 2 1 9 ) 4 2 6 P o t t e r y & r e l a t e d p r o d . 07 1 30 4 .01 16 -31 
X ( 2 3 6 ) 4 2 7 M i s c . n o n m e t a 1 1 1 c m i n e r a l | 

A s t o n e n r n d u c t s 05 0 23 4 -02 02 14 
| M c t a l I n d u s t r i e s 1 07 1 6 1-391 LaaJ LnJ 

X ( 2 3 7 ) 4 3 0 B l a s t t u r n a c e s , s t e e l 
w o r k s , r o l l i n g m i l l s 09 1 35 4 -19 01 -15 

X < 2 3 8 ) 4 3 1 O t h e r p r i m a r y I r o n & s t e e l 
i n d . 04 0 18 4 • 07 01 -19 

X { 2 3 9 ) 4 3 2 P r i m a r y n o n f e r r o u s i n d . 06 0 34 4 .04 02 -04 
X ( 2 4 6 ) 4 3 3 C u t l e r y , hBnd t o o l s & o t h e r 

h a r d w a r e 07 1 27 4 -01 18 -48 
X ( 2 4 7 ) 6 3 4 F a b r i c a t e d s t r u c t u r a l m e t a l 

p r o d u c t s 07 1 27 4 • 03 03 15 
X ( 2 4 8 > 4 3 5 M i s c . f a b . m e t . p r o d . 10 1 27 4 • 06 11 16 
X ( 2 4 9 ) 4 3 6 Not s p e c , m e t a l i n d . 09 I 28 4 * . l l _ -57 
X ( 2 5 6 + 2 5 7 4 3 7 M a c h i n e r y , e x c . c l e c . ( I f , i 

f 0 4 l M) NA w h i c h b e l o w ) 11 1 4 roTi f 0 4 l EiE 
X ( 2 5 6 ) 4 3 8 A g r i c . mach., t r a c t o r s 14 2 38 4 • 01 03 -47 
X ( 2 5 7 ) 4 3 9 O f f i c e *. s t o r e m o c h i n e e & 

dev i c e s 17 3 4 5 4 * 08 05 
X ( H ) 6 6 0 M i s c e l l a n e o u s m a c h i n e r y 10 1 32 4 .06 03 -07 
X ( 2 5 9 ) 441 E l e c t r i c a l m a c h i n e r y , e q u i p 

ment (ind s u n p l OS 14 2 45 U •05 18 -02 
X ( 2 6 7 - 2 7 6 . 4 4 2 T r a n s p o r t a t i o n e q u i p m e n t 

B E ( I f NA w h i c h b e l o w ) 11 1 6 ETol PoTI B E 
X ( 2 6 7 ) 6 4 3 M o t o r v e h i c l e s & motor 

B E 
v c h l c l c equ i p m c n t 13 1 42 6 .06 03 -!7 

X ( 2 6 8 ) 466 A i r c r a f t and p o r t s 15 3 51 4 .01 06 65 
X ( 2 6 9 ) 6 6 5 S h i p & b o a t b l d g r p r . 02 0 19 4 .02 02 -09 
X ( 2 7 6 ) 6 6 6 R a i l r o n d & m i n e . t r a n s p o r t a 

L i o n e q u i p m e n t OS 1 31 4 _ni 04 -03 L i o n e q u i p m e n t 

* L e s s t h a n .01 



356 X I ! L a b o r e r s ( c o n t I n u r d ) 

C r n i i i s 
Hook 
Code 

ISR 
Code O c c u p a t i o n 

Dune j i t 
5 n i : ln-
EccMiomJi 
Index 

Dune nu 
Pnpu l a -
t l t m 
Dec! U-

Ccnntis 
S>iclo-
Kriinomlc 
Index 

Kii-c 
Hod 11 le d 
U b i t e - B l i 
Co 11n r 

P e r c e n t 
Populo
t i o n 

1960 Census Data 
P e r c e n t 
Uonen 

P e r c e n t 
I n c r e a s e 
1950-60 

X(2 8 6 - 2 8 9 V 

X ( 2 B 6 ) 
X(2fl7> 
X ( 2 8 9 ) 

X ( 2 9 6 ) 

X ( L ) 

X ( 5 0 7 - 5 2 6 

X ( 5 3 6 - 5 7 9 

X { 6 0 6 - 6 9 6 
X(B06-809 
X(K,826-83 

X(906-936 
J ) 
X(999-non 
manuf.) 
X(9 9 9 + 0 t 7 
018,706-
499.736.A 

447 

648 
649 
506 

650 

X ( 3 0 6 ) 
X ( 3 0 7 ) 
X ( 3 0 8 ) 

452 
453 
454 

X ( 3 0 9 ) 
XC316) 
X ( 3 1 7 ) 
X(318> 
X ( 3 1 9 ) 
X ( 3 2 6 ) 
X ( 3 2 9 ) 
X ( 3 4 6 - 3 5 6 ) 

455 
456 
457 
458 
459 
460 
461 
662 

X ( 3 4 6 ) 
X ( 3 4 7 ) 

463 
464 

X ( 3 4 8 ) 
X ( 3 4 9 ) 
X ( 3 5 6 ) 
X(367&B) 

465 
466 
467 
468 

X ( B ) 
X { 3 6 7 ) 
X ( 3 8 6 - 3 8 9 ) 

469 
470 
471 

X ( 3 8 6 ) 
X ( 3 8 7 ) 
X ( 3 8 9 ) 
X( 3964398 

472 
473 
474 
475 

X ( 4 0 6 - 6 0 9 476 

X ( 4 0 6 ) 
X ( 4 0 7 ) 
X ( 4 0 8 ) 

477 
478 
479 

X ( 4 0 9 ) 480 

X(416 f. 
4 1 9 ) 
X ( 4 1 6 ) 
X ( 4 1 9 ) 

481 

482 
483 

X(426&429 
X ( 4 3 6 - 4 3 8 

484 
485 

X ( 4 3 6 ) 486 

X ( 4 3 7 ) 
X ( 4 3 8 ) 

487 
488 

X ( 4 5 9 ) 4B9 

492 

493 

496 

495 
496 

|9)497 

498 

490 

4 99 

Pro t erts iona I & p h o t o n i i p l i l c 
equipment & w n l c h c i ( I C NA 
wlijch be low j 
P i o f c s s . e q u i p . 6 supp. 
Photo, e q u i p . & aupp. 
Watches, c l o c k , & c l o c k -

work o p e r a t e d d e v i c e s 
M i s c . Mfg. i n d u s t r i e s 
Non-durable goods | 
Food 6 k i n d , prod. ( I f NA 
which a c e Not. Spec. Food 
I n d . below) 
Heat p r o d u c t s 
D a i r y p r o d u c t s 
C a n n i n g & p r e s e r v . f r u i t * 

v e g e t a b l e s & s e a foods 
C r a l n - m l l l produces 
Bakery p r o d u c t s 
C o n f e c c , & r e l a t e d prod. 
Beverage I n d u s t r i e s 
K l s c . food prep. & k i n d . p r o f . 
Not s p e c , food i n d . 
Tobacco M a n u f a c t u r e r s 
T e x t i l e m i l l p r o d u c t s ( I f 
NA.which below) 
K n i t t i n g m i l l s 
D y e i n g £> f i n i s h i n g t e x t i l e s 

e x c e p t k n i t goods 
C a r p e t s , r u g a , f l o o r c o v e r l n 
Y a r n , t h r e a d , & f a b r i c m i l l s 
H l s c . t e x t i l e - m i l l p r o d u c t s 
A p p a r e l & o t h e r Fab. t e x t i l e 

p r o d u c t s 
A p p a r e l & a c c e s s o r i e s 
M i s c . fab, t e x t i l e p r o d u c t s 
Papers C a l l i e d prod. ( I f HA 

which below) 
P u l p , paper, & paperbd. m i l 
Paperbd. c o n t a i n e r s & boxes 
H l s c . paper & p u l p p r o d u c t s 
P r i n t i n g , p u b l i s h i n g , a l l l e < | 

l n d u i t r y 
C h e m i c a l s & a l l i e d p r o d u c t s 
( I f NA whic h below) 
S y n t h e t i c f l b e n 
Drugs & M e d l c i n e i 
P a i n t s , v a r n i s h e s and 

r e l a t e d p r o d u c t s 
H l s c . c h e m i c a l s & a l l i e d 

p roduces 
Petroleum & Co a l p r o d u c t s 
( I f MA whic h below) 
P e t r o l e i a s r e f i n i n g 
H l s c . petroleum i n d c o a l 

p r o d u c t s 
Rubber p r o d u c t s 
L e a t h e r & l e a t h e r p r o d u c t s 
( I f NA whic h below) 
L e a t h e r ; tanned, c u r r i e d 

& f l n l i h e d 
Footwear, e x c e p t rubber 
L e a t h e r p r o d u c t s , e x c e p t 

footwear 
Not S p e c i f i e d m a n u f a c t u r i n g 
i n d u s t r i e s ( I n c l . Hanuf. 
but HA k i n d ) 
R a i l r o a d s & r a i l w a y e x p r e s s 

s e r v i c e 
T r a n s p o r t a t i o n , e x c ept r s l l 

r o a d s 
T e l e c o m m u n i c a t i o n s and u t l l 

t i e s & s a n i t a r y s e r v i c e 
W h o l e s a l e & r e t a i l t r a d e 
B u s i n e s s & r e p a i r s e r v i c e s 
P e r s o n a l s e r v i c e s 

P u b l i c a d m i n i s t r a t i o n 

Non-manufacturing ( I n c l . non 
manuf. NA k i n d ) 
AM o t h e r I n d u s t r i e * 
( I n c l . not r e p o r t e d . ) 

09 
08 
13 

06 
06 
10 
10 
16 
05 
14 
00 

03 
04 

09 
14 
01 
06 

09 
11 
06 

07 
06 
10 
08 

23 

08 
04 
22 

OB 

08 

22 
26 

03 
12 

06 
02 

10 

12 

OS 

03 

09 

06 
12 
26 
09 

07 

07 

37 
61 

29 
28 

32 
34 

15 
23 
30 
33 
34 
17 
40 
10 

21 

Z7 
31 
30 

50 

30 
68 

62 

18 

59 

26 
61 

26 

20 

28 

IB 
28 
09 
01 

07 

• 02 

EH] 

c m 
. 05 
• 03 

• 04 
• 03 
• 01 
. 01 
. 03 
• 03 
* 

• 06 

• 05 

Fori 

06 
.04 
.01 
.01 

•02 

PoTl 

:°3j 
.02 

.03 

.02 

.21 

.14 

.19 
58 
04 
12 

J_L9J 
18 
18 

32 
18 

W 

r b i i 
10 
03 

17 
02 
12 
17 
03 
05 
20 
31 

16 

r4oi 

02 
12 
17 

13 

C e l l 
06 
08 
05 

03 

, 01 
01 

JH 
13 

11 

02 

01 

01 
05 
04 
07 

03 

09 

17 
17 

-62 
-22. 

r i a l 

ma 
-18 
-23 

02 
-07 
78 

-17 
-19 
-41 
-20 
02 

-36 

t u n 
. -13 
-01 
-39 

09 

-22 
03 

-34 

-10 

• d 
-40 

-03 
-14 

-77 

-52 

06 

-06 
38 
54 

-03 

-22 

5.47 04 -07 

* L e s s than .01 
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SOCIO-ECONOMIC STATUS SCORES (Bureau o f Census 1963) 

As noted i n the i n t r o d u c t i o n t o t h i s s e c t i o n , t he Census Bureau scores are 
based on 1960 p e r c e n t i l e d a t a on income and e d u c a t i o n f o r the g e n e r a l p o p u l a t i o n 
O c c u p a t i o n a l scores based on the average income and e d u c a t i o n p e r c e n t i l e s have 
been l i s t e d i n the i m m e d i a t e l y p r e c e e d i n g t a b l e s . The f o l l o w i n g average scores 
f o r t h e g e n e r a l Census Bureau c a t e g o r i e s are g i v e n : 

Scores f o r C a t e g o r i e s o f M a j o r O c c u p a t i o n Groups 

Score Category Score Ca t e g o r y 

90 P r o f e s s i o n a l , t e c h n i c a l , and k i n d r e d 45 O p e r a t i v e s and k i n d r e d workers 
w o r k e r s 34 S e r v i c e w o r k e r s , i n c l u d i n g 

81 Managers, o f f i c i a l s , and p r o p r i e t o r s , p r i v a t e household 
e x c e p t farm 20 L a b o r e r s , e x c e p t farm and mine 

71 C l e r i c a l , s a l e s , and k i n d r e d w o r k e r s 
58 C r a f t s m e n , foremen, and k i n d r e d w o r k e r s 

The p e r c e n t i l e norms on wh i c h these scores are based are i n t e r p r e t e d as 
f o l l o w s : Only two p e r c e n t o f the p o p u l a t i o n has had more than f o u r y e a r s o f 
c o l l e g e t r a i n i n g and o n l y s i x p e r c e n t o f the p o p u l a t i o n r e p o r t e d a f a m i l y income 
over $10,000 i n 1960. Thus, a person h a v i n g b o t h c h a r a c t e r i s t i c s would score 
98 on e d u c a t i o n and 94 on income. H i s average score o f 96 would be added i n 
w i t h t h o s e o f o t h e r people i n h i s o c c u p a t i o n t o dete r m i n e the o v e r a l l s t a t u s 
s c o r e f o r t h a t o c c u p a t i o n . The complete norms f o r e d u c a t i o n and income are as 
f o l l o w s : 

Scores f o r C a t e g o r i e s o f Years o f School Completed 

Score Category Score Ca t e g o r y Score Category 

98 C o l l e g e : 5 o r more 67 High s c h o o l : 4 23 Elementary: 8 
93 4 49 3 13 7 
89 3 42 2 08 5 and 6 
86 2 34 1 04 3 and 4 
83 1 02 1 and 2 

01 None 
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Scores f o r C a t e g o r i e s o f F a m i l y Income ( o r Income o f Persons Not i n F a m i l i e s ) 

Score Category Score Category Score Category 

100 $25,000 or more 74 $7,000 to 7,499 21 $3,000 t o $3,499 
98 $15,000 t o $24,999 69 $6,500 to $6,999 17 $2,500 t o $2,999 
94 $10,000 t o $14,999 63 $6,000 to $6,499 12 $2,000 t o $2,499 
89 $9,500 t o $9,999 57 $5,500 t o $5,999 08 $1,500 t o $1,999 
87 $9,000 t o $9,499 49 $5,000 t o $5,499 05 $1,000 t o $1,499 
84 $8,500 t o $8,999 41 $4,500 to $4,999 03 $500 t o $999 
81 $8,000 t o $8,499 34 $4,000 to $4,499 01 Loss, none, o r 
78 $7,500 t o $7,999 27 $3,500 t o $3,999 le s s t h a n $500 

I n a d d i t i o n t o the p r e c e d i n g i n f o r m a t i o n , the b a s i c d e s c r i p t i v e document 
from t h e Census Bureau (1963) c o n t a i n s v a r i a t i o n s I n s t a t u s by r e g i o n . For 
i n s t a n c e , S o u t h e r n e r s s c o r e much lower t h a n people fro m o t h e r r e g i o n s , as one 
m i g h t e x p e c t . S i m i l a r v a r i a t i o n s by r a c e , r e s i d e n c e and stage i n the l i f e c y c l e 
are p r e s e n t e d by Nam and Powers ( 1 9 6 5 ) , who p o i n t o u t the i m p o r t a n c e o f t a k i n g 
these f a c t o r s i n t o account i n a s s i g n i n g a p e r s o n a s i n g l e s t a t u s s c o r e . 

A n o t h e r i m p o r t a n t f e a t u r e o f t h i s r e s e a r c h i s t h a t scores o f s t a t u s 
i n c o n s i s t e n c y have been c a l c u l a t e d as w e l l . I n the n a t i o n a l p o p u l a t i o n , however, 
l e s s t h a n 30 p e r c e n t o f j o b - h o l d e r s have scores on a l l t h r e e v a r i a b l e s t h a t a re 
s t a t u s c o n s i s t e n t ( r o u g h l y a 20-poinfc d i f f e r e n c e a c r oss the t h r e e i n d i c e s ) . As 
Hodge (1962) p o i n t e d o u t , i t i s p r o b a b l e t h a t members o f c e r t a i n o c c u p a t i o n s , 
such as c l e r g y m e n , are more l i k e l y t o be s t a t u s i n c o n s i s t e n t t h a n o t h e r s . 
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OCCUPATIONAL RATINGS ( N o r t h and H a t t 1947, 1965) 

R a t i n g s were o b t a i n e d by NORC from n e a r l y 3,000 n a t i o n w i d e r e s p o n d e n t s i n 
1947 and a g a i n o b t a i n e d i n 1963, t h i s time drawn from a sample l e s s than a 
q u a r t e r t he o r i g i n a l s i z e . Complete breakdown o f percentages w i t h each o f the 
f i v e response a l t e r n a t i v e s ( p l u s " d o n ' t know") f o r each o c c u p a t i o n i n b o t h samples 
i s g i v e n i n Hodge, e t a l . ( 1 9 6 5 ) . As noted i n the i n t r o d u c t i o n t o the c h a p t e r , 
s c o r e s on the f o l l o w i n g o c c u p a t i o n s can v a r y from 20 ( p o o r ) t o 100 ( e x c e l l e n t ) . 

I n a d d i t i o n t o the s e t s o f r a t i n g s we have c o n t r a s t e d what appears t o be 
the c o r r e s p o n d i n g Duncan s c a l e v a l u e . M a j o r d i s c r e p a n c i e s were l i s t e d i n the 
i n t r o d u c t i o n t o t h i s s e c t i o n a l t h o u g h the r e a d e r may want t o check them f o r 
h i m s e l f . 

G u s f i e l d and Schwartz (1963) have c r i t i c i z e d t he NORC s c a l e as b e i n g 
e v a l u a t i v e o r a f f e c t i v e r a t h e r t h a n d e s c r i p t i v e o r a n a l y t i c . A l t h o u g h t h i s i s 
p r o b a b l y the case, i t i s h a r d t o imagine any s e t o f judges who wou l d n o t r e l y 
on "good-bad" judgments i n a s s e s s i n g o c c u p a t i o n a l p r e s t i g e . 
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OCCUPATIONAL RATINGS 

Paul K. H a t t and C. C. N o r t h 

O c c u p a t i o n 1947 1963 4f 
Duncan-;.-

U. S. Supreme C o u r t J u s t i c e 96 94 93 
P h y s i c i a n 93 93 92 
S t a t e Governor 93 91 6 6 ( ? ) 
C a b i n e t member i n the f e d e r a l government 92 90 84 
D i p l o m a t i n the U. S. F o r e i g n S e r v i c e 92 89 84 
Mayor o f a l a r g e c i t y 90 87 5 4 ( ? ) 
C o l l e g e p r o f e s s o r 89 90 84 
S c i e n t i s t 89 92 81 
U n i t e d S t a t e s R e p r e s e n t a t i v e i n Congress 89 90 84 
Banker 88 85 85 
Government s c i e n t i s t 88 91 80 
County judge 87 88 93 
Head o f a dep a r t m e n t i n a s t a t e government 87 86 66 
M i n i s t e r 87 87 52 
A r c h i t e c t 86 88 90 
Chemis t 86 89 79 
D e n t i s t 86 88 96 
Lawyer 86 89 93 
Member o f the board o f . d i r e c t o r s o f a l a r g e c o r p o r a t i o n 86 87 6 2 ( ? ) 
N u c l e a r p h y s i c i s t 86 92 80 
P r i e s t 86 86 52 
P s y c h o l o g i s t 85 87 81 
C i v i l E ngineer 84 86 84 
A i r l i n e p i l o t 83 86 79 
A r t i s t who p a i n t s p i c t u r e s t h a t are e x h i b i t e d i n g a l l e r i e s 83 78 67 
Owner o f f a c t o r y t h a t employs about 100 peo p l e 82 80 79 
S o c i o l o g i s t 82 83 81 
A c c o u n t a n t f o r a l a r g e b u s i n e s s 81 81 78 
B i o l o g i s t 81 85 80 
M u s i c i a n i n a symphony o r c h e s t r a 81 78 52 
A u t h o r o f n o v e l s 80 78 76 
C a p t a i n i n the r e g u l a r army 80 82 54 
B u i l d i n g c o n t r a c t o r 79 80 51 
Economis t 79 78 80 
I n s t r u c t o r i n the p u b l i c s c h o o l s 79 82 72 
P u b l i c s c h o o l t e a c h e r 78 8 1 72 
County a g r i c u l t u r a l agent 77 76 83 
R a i l r o a d e n g i n e e r 77 76 58 
Farm owner and o p e r a t o r 76 74 36 
O f f i c i a l o f an i n t e r n a t i o n a l l a b o r u n i o n 75 77 58 
Radio announcer 75 70 65 
Newspaper c o l u m n i s t 74 73 82 
Owner-operator o f a p r i n t i n g shop 74 75 4 9 ( ? ) 
E l e c t r i c i a n 73 76 44 
T r a i n e d m a c h i n i s t 73 75 33 

For many o f these o c c u p a t i o n s t h e r e i s no p r e c i s e Duncan e q u i v a l e n t . The most 
o b v i o u s cases o f l a c k o f e q u i v a l e n c e a re l i s t e d w i t h a q u e s t i o n mark ( ? ) . 
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O c c u p a t i o n a l R a t i n g s ( c o n t i n u e d ) 

O c c u p a t i o n 1947 1963 Duncan 

W e l f a r e w o r k e r f o r a c i t y government 73 74 64 
U n d e r t a k e r 72 74 59 
R e p o r t e r on a d a i l y newspaper 71 71 82 
Manager o f a s m a l l s t o r e i n a c i t y 69 67 62 
Bookkeeper 68 70 51 
I n s u r a n c e agent 68 69 66 
Tenant farmer--one who owns l i v e s t o c k and mac h i n e r y and 

manages the farm 68 69 20 
T r a v e l i n g salesman f o r a w h o l e s a l e concern 68 66 61 
P l a y g r o u n d d i r e c t o r 67 63 67 
Policeman 67 72 AO 
R a i l r o a d c o n d u c t o r 67 66 58 
M a i l c a r r i e r 66 66 53 
C a r p e n t e r 65 68 19 
A u t o m o b i l e r e p a i r m a n 63 64 19 
Plumber 63 65 34 
Garage mechanic 62 62 19 
L o c a l o f f i c i a l o f a l a b o r u n i o n 62 67 58 
O w n e r - o p e r a t o r o f a l u n c h s t a n d 62 63 37 
C o r p o r a l i n the r e g u l a r army 60 62 ( 
Machine o p e r a t o r i n a f a c t o r y 60 63 16 
Barber 59 63 17 
C l e r k i n a s t o r e 58 56 39 
Fisherman who owns h i s own b o a t 58 58 10 
S t r e e t c a r motorman 58 56 34 
M i l k r outeman 54 56 32 
R e s t a u r a n t cook 54 55 15 
Truck d r i v e r 54 59 15 
L u m b e r j a c k 53 55 04 
F i l l i n g s t a t i o n a t t e n d a n t 52 51 19 
S i n g e r i n a n i g h t c l u b 52 54 52 
Farmhand 50 48 06 
Coal m i n e r 49 50 02 
T a x i d r i v e r 49 49 10 
R a i l r o a d s e c t i o n hand 48 50 03 
R e s t a u r a n t w a i t e r 48 49 16 
Dock w o r k e r 47 50 11 
N i g h t watchman 47 50 18 
C l o t h e s p r e s s e r i n a l a u n d r y 46 45 15 
Soda f o u n t a i n c l e r k 45 44 17 
B a r t e n d e r 44 48 19 
J a n i t o r 44 48 09 
Share c r o p p e r - - o n e who owns no l i v e s t o c k or equipment and 

does n o t manage farm 40 42 14 
Garbage c o l l e c t o r 35 39 06 
S t r e e t sweeper 34 36 06 
Shoe s h i n e r 33 34 08 

AVERAGE 69.8 71.0 
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INDEX OF STATUS CHARACTERISTICS (Warner, e t a l . 1949) 

T h i s index i s composed o f f o u r s t a t u s c h a r a c t e r i s t i c s : o c c u p a t i o n , source o f 
income, type o f house and type o f r e s i d e n t i a l a r e a. The o b j e c t i v e i n d e x w h i c h i s 
based on w e i g h t i n g s o f these c h a r a c t e r i s t i c s was found t o c o r r e l a t e .97 w i t h a 
more cumbersome E v a l u a t e d P a r t i c i p a t i o n method. T h i s l a t t e r measure r e q u i r e d 
t h a t s i x s e t s o f r a t i n g s be c o l l e c t e d f r o m s o c i a l l y aware persons from e v e r y 
s t r a t u m o f s o c i e t y and then be checked and e v a l u a t e d i n terms o f t h e i r c o n s i s t e n c y . 
Of the f o u r s ta tus measures, the s e v e n - p o i n t o c c u p a t i o n s c a l e a lone c o r r e l a t e d 
.91 w i t h E v a l u a t e d P a r t i c i p a t i o n ; t he o t h e r t h r e e measures a l l c o r r e l a t e d between 
.82 and .85. As mentioned p r e v i o u s l y , Warner, e t a l . ' s s o p h i s t i c a t e d o c c u p a t i o n 
s c a l e may be adequate enough t o be used a l o n e . 

For the t o t a l Index proposed by Warner, e t a l . , however, o c c u p a t i o n i s n o t 
w e i g h t e d much more h e a v i l y than the o t h e r s t a t u s c h a r a c t e r i s t i c s . The suggested 
w e i g h t s a r e 4 f o r o c c u p a t i o n , 3 f o r source o f income, 3 f o r house type and 2 
f o r d w e l l i n g area. The r a t i n g schemes f o r each c h a r a c t e r i s t i c are g i v e n on the 
f o l l o w i n g pages. Warner, e t a l . used t h e f o l l o w i n g b o u n d a r i e s f o r c l a s s i f y i n g 
r e s p o n d e n t s i n t o one o f the f i v e c l a s s e s w i t h the pe r c e n t a g e o f respondents 
f a l l i n g i n each c a t e g o r y l i s t e d i n p a r e n t h e s e s : 

Upper c l a s s (37.) 12-22 
Upper-middle c l a s s (11%) 23-37 
Lower-middle c l a s s (31%) 38-51 
Upper-lower c l a s s ( 4 1 % ) 52-66 
Lower-lower c l a s s (14%) 67-84 

An example o f how t h i s scheme works i s shown by the f o l l o w i n g , a h i g h - s c h o o l 
s t u d e n t f r o m Warner, e t a l . ' s t e x t : 

E v e l y n ' s f a t h e r i s a " c l e r k o u t a t the m i l l " w h ich g i v e s him a r a t i n g 
o f 3 f o r o c c u p a t i o n . Since a c l e r k r e c e i v e s a s a l a r y , her f a t h e r ' s 
r a t i n g f o r source o f income i s 4. She l i v e s " w i t h her p a r e n t s i n an 
average house", g i v i n g a r a t i n g o f 3 f o r house t y p e . For d w e l l i n g 
a r e a , E v e l y n r e c e i v e s a 3; she l i v e s " i n a f a i r l y n i c e s t r e e t i n 
t h e Southeast r e g i o n " . 

Occupation r a t i n g 3 (X4) = 12 
Source o f Income 4 <X3) = 12 
House type 3 (X3) = 9 
D w e l l i n g area 3 (X2) = 6 

42 (Lower-middle c l a s s ) 

As a p r e c a u t i o n a r y n o t e , i t s h o u l d be mentioned t h a t t h e w e i g h t s g i v e n t o 
the s t a t u s c h a r a c t e r i s t i c s were d e t e r m i n e d from a s i n g l e r e g r e s s i o n e q u a t i o n 
i n s t e a d o f b e i n g c a l c u l a t e d on the h a l f o f the sample and th e n c r o s s - v a l i d a t e d w i t h 
the o t h e r h a l f . D e s p i t e t he competent r e s e a r c h t h a t went i n t o t h e i r work, 
Warner, e t a l . have been r i g h t l y c r i t i c i z e d f o r g e n e r a l i z i n g t h e i r r e s u l t s f r o m 
s m a l l communities. Some o f the r a t i n g s c a l e s making up t h e ISC m i g h t be much more 
d i f f i c u l t t o a p p l y t o r e s i d e n t s o f m e t r o p o l i t a n a r e a s . The Index does have the 
advantage o f n o t b e i n g dependent on s h i f t i n g e d u c a t i o n a l and income s t a n d a r d s . 

R e f e r e n c e s : Warner, W., Meeker, M. and E e l s , K., S o c i a l Class i n America Chicago: 
Science Research A s s o c i a t e s 1949. 
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Source o f income was c l a s s i f i e d as f o l l o w s and w e i g h t e d 3: 

1- - I n h e r i t e d w e a l t h . F a m i l i e s were so c l a s s i f i e d who l i v e d on money made 
by a p r e v i o u s g e n e r a t i o n . T h i s i n c l u d e s money d e r i v e d f r o m savings and i n v e s t 
ments o r business e n t e r p r i s e s i n h e r i t e d f r o m an e a r l i e r g e n e r a t i o n . I n h e r i t e d 
w e a l t h i s f r e q u e n t l y r e f e r r e d t o as " o l d money" i n c o n t r a s t t o "new money". 
T h i s s o u r c e o f income has the h i g h e s t p r e s t i g e s i n c e i t i m p l i e s t h a t t h e r e has 
been money i n the f a m i l y f o r s e v e r a l g e n e r a t i o n s . 

2- -Earned w e a l t h . F a m i l i e s or i n d i v i d u a l s were so c l a s s i f i e d i f they l i v e d 
on s a v i n g s or i n v e s t m e n t s earned by the p r e s e n t g e n e r a t i o n . T h i s c a t e g o r y imp1ies 
c o n s i d e r a b l e w e a l t h , f o r the i n d i v i d u a l l i v e s on i n t e r e s t from c a p i t a l and has 
amassed s u f f i c i e n t money so t h a t he does not need t o work. T h i s source o f income 
a p p l i e s most f r e q u e n t l y t o men who have made a l a r g e amount o f money and a r e 
a b l e t o r e t i r e and l i v e c o m f o r t a b l y on t h e i r e a r n i n g s . They d i f f e r from i n d i v i d u a l s 
who a r e r e t i r e d because o f o l d age and l i v e on p e n s i o n s , e t c . I n the p r e s e n t 
case, i t i s n o t t h a t they a re too o l d t o work, b u t t h a t t h e y no l o n g e r need t o 
work. One gains p r e s t i g e i n American s o c i e t y by b e i n g a s u c c e s s f u l b u s i n e s s man 
and making a l a r g e f o r t u n e . T h e r e f o r e , these i n d i v i d u a l s are g i v e n a h i g h e r r a t i n g 
t h a n t h o s e who work f o r a l i v i n g . 

3- - P r o f i t s and f e e s . T h i s i n c l u d e s money which i s p a i d t o p r o f e s s i o n a l men 
f o r s e r v i c e s and a d v i c e . I t a l s o i n c l u d e s money made by owners o f b u s i n e s s e s f o r 
s a l e o f goods and r o y a l t i e s p a i d t o w r i t e r s , mus i c i a n s , e t c . 

4- - S a l a r y . T h i s i s a r e g u l a r income p a i d f o r s e r v i c e s on a m o n t h l y , o r y e a r l y , 
b a s i s . T h i s c a t e g o r y a l s o i n c l u d e s the commission type o f s a l a r y p a i d t o salesmen. 

5- -Wages. T h i s i s d i s t i n g u i s h e d f r o m s a l a r y s i n c e the amount i s d e t e r m i n e d 
by an h o u r l y r a t e . I t i s u s u a l l y p a i d on a d a i l y or w e e k l y b a s i s . 

6- - P r i v a t e R e l i e f . T h i s i n c l u d e s money p a i d by f r i e n d s or r e l a t i v e s f o r the 
sake o f f r i e n d s h i p o r because o f f a m i l y t i e s . I t a l s o i n c l u d e s money g i v e n by 
c h u r c h e s , a s s o c i a t i o n s , e t c . , when the agency does n o t r e v e a l the names o f those 
g e t t i n g h e l p . People r e c e i v i n g t h i s f o r m o f income u s u a l l y have no money them
s e l v e s and o n l y t h r o u g h t h i s h e l p a re saved the shame o f a s k i n g f o r p u b l i c r e l i e f . 

7- - P u b l i c r e l i e f and n o n - r e s p e c t a b l e income. T h i s i n c l u d e s money r e c e i v e d 
f r o m a government agency o r from some s e m i - p u b l i c c h a r i t y o r g a n i z a t i o n w h i c h 
does n o t mind r e v e a l i n g the names o f those g e t t i n g h e l p . A n o n - r e s p e c t a b l e income 
i n c l u d e s money made from i l l e g a l o c c u p a t i o n as g a m b l i n g , p r o s t i t u t i o n , and 
b o o t l e g g i n g ( d u r i n g p r o h i b i t i o n ) . 

People l i v i n g on l i f e i n s u r a n c e p o l i c i e s , s o c i a l s e c u r i t y b e n e f i t s , o r o l d 
age p e n s i o n s were a s s i g n e d the source o f income on w h i c h they were dependent 
w h i l e they were w o r k i n g . 

I n g e n e r a l , i f a person r e c e i v e d income from more t h a n one source, t h e c h i e f 
s o u r c e o f income was used. However, t h e r e were some cases i n which i t was known 
t h a t an i n d i v i d u a l ' s income was d e r i v e d e q u a l l y from two sources. I n such cases 
i t was p o s s i b l e t o s p l i t the d i f f e r e n c e between the v a l u e assigned f o r two sources. 
T h i s was done c h i e f l y f o r members o f the upper c l a s s who were w o r k i n g b u t were 
known t o have i n h e r i t e d c o n s i d e r a b l e w e a l t h . I t was a l s o a p p l i e d t o b u s i n e s s men 
who had a s a l a r y ( 4 ) and a l s o had i n v e s t e d c o n s i d e r a b l e money and d e r i v e d p a r t of 
t h e i r income from i n t e r e s t on earned w e a l t h ( 2 ) . 
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Type o f h o u s i n g ( w e i g h t e d 3) i s g i v e n on a s e v e n - p o i n t s c a l e as f o l l o w s : 

1 - - E x c e l l e n t houses. T h i s i n c l u d e s o n l y houses w h i c h are v e r y l a r g e s i n g l e -
f a m i l y d w e l l i n g s i n good r e p a i r and surrounded by l a r g e lawns and y a r d s w h i c h are 
landscaped and w e l l c a red f o r . These houses have an element o f o s t e n t a t i o n w i t h 
r e s p e c t t o s i z e , a r c h i t e c t u r a l s t y l e , and g e n e r a l c o n d i t i o n o f y a r d s and lawns, 

2?-Very good houses. Roughly, t h i s i n c l u d e s a l l houses w h i c h do n o t q u i t e 
measure up t o the f i r s t c a t e g o r y . The p r i m a r y d i f f e r e n c e i s one o f s i z e . They are 
s l i g h t l y s m a l l e r , b u t s t i l l l a r g e r than u t i l i t y demands f o r the average f a m i l y . 

3- -Good houses. I n many cases they are o n l y s l i g h t l y l a r g e r t h a n u t i l i t y 
demands. They are more c o n v e n t i o n a l and l e s s o s t e n t a t i o u s than the two h i g h e r 
c a t e g o r i e s . 

4- -Average houses. One-and-a-half t o t w o - s t o r y wood-frame and b r i c k s i n g l e -
f a m i l y d w e l l i n g s . C o n v e n t i o n a l s t y l e , w i t h lawns w e l l c ared f o r b u t n o t landscaped. 

5- - F a i r houses. I n g e n e r a l , t h i s i n c l u d e s houses whose c o n d i t i o n i s n o t 
q u i t e as good as those houses g i v e n a 4 r a t i n g . I t a l s o i n c l u d e s s m a l l e r houses 
i n e x c e l l e n t c o n d i t i o n . 

6- -Poor houses. I n t h i s , and the c a t e g o r y below, s i z e i s l e s s i m p o r t a n t 
than c o n d i t i o n i n d e t e r m i n i n g e v a l u a t i o n . Houses i n t h i s c a t e g o r y are b a d l y r u n 
down b u t have n o t d e t e r i o r a t e d s u f f i c i e n t l y t h a t they cannot be r e p a i r e d . They 
s u f f e r f r o m l a c k o f c a r e b u t do n o t have the p r o f u s i o n o f d e b r i s w h i c h s u r r o u n d s 
houses i n the l o w e s t c a t e g o r y . 

7- -Very poor houses. A l l houses which have d e t e r i o r a t e d so f a r t h a t they 
cannot be r e p a i r e d . They a r e c o n s i d e r e d u n h e a l t h y and unsafe t o l i v e i n . A l l 
b u i l d i n g s n o t o r i g i n a l l y i n t e n d e d f o r d w e l l i n g s , shacks, and over-crowded 
b u i l d i n g s . The h a l l s and y a r d s are l i t t e r e d w i t h j u n k , and many have an 
e x t r e m e l y bad odor. 

Using t h i s c l a s s i f i c a t i o n , houses i n t e n d e d f o r one f a m i l y b u t c o n v e r t e d i n t o 
m u l t i p l e - f a m i l y d w e l l i n g s were handled as they had been i n the f i r s t case; each 
d w e l l i n g u n i t was g i v e n a r a t i n g one p o i n t lower than the r a t i n g a r r i v e d a t one 
the b a s i s o f the t o t a l s t r u c t u r e . Apartments i n r e g u l a r apartment b u i l d i n g s were 
n o t l i m i t e d t o one r a t i n g b u t ranged from good h o u s i n g t o bad h o u s i n g . I t s h o u l d 
be emphasized t h a t i n r a n k i n g apartments the t o t a 1 s i z e o f the s t r u e t u r e i s l e s s 
i m p o r t a n t t h a n the c o n d i t i o n and the way t h e b u i l d i n g i s k e p t up, f o r the s i n g l e 
f a c t t h a t an apartment b u i l d i n g i s l a r g e does n o t make i t a d e s i r a b l e p l a c e t o 
l i v e ; a s m a l l apartment b u i l d i n g may be c o n s i d e r e d a v e r y good p l a c e t o l i v e . The 
b e s t way t o r a n k apartments seemed t o be on the b a s i s o f the s i z e o f l i v i n g u n i t 
per i n d i v i d u a l f a m i l y and the b u i l d i n g ' s e x t e r i o r c o n d i t i o n . 

As i s t o be e x p e c t e d , the areas a t the two extremes o f t h e s c a l e a r e most 
c l e a r l y d e f i n e d and e a s i e s t t o r a n k . Most o f t h e areas d e f i n e d f a l l i n a 
g e n e r a l c a t e g o r y o f average o r s l i g h t l y below. A d e s c r i p t i o n o f the l e v e l s and 
each c a t e g o r y i s g i v e n below and w e i g h t o f 2 was g i v e n : 

1--Very h i g h . I n J o n e s v i l l e , as i n most towns and s m a l l c i t i e s , t h i s 
i n c l u d e s b u t one a r e a . R e s i d e n t s , aware t h a t t h i s area has a h i g h s t a t u s r e p u t a t i o n , 
remark t h a t "no one can l i v e h ere u n l e s s h i s f a m i l y has l i v e d i n t h e community f o r 
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a t l e a s t t h r e e g e n e r a t i o n s . " The b e s t houses i n town a re l o c a t e d i n such an area. 
The s t r e e t are wide and c l e a n and have many t r e e s . 

2- - H i g h . D w e l l i n g areas f e l t t o be s u p e r i o r and w e l l above average b u t a 
l i t t l e below the t o p . There are fewer mansions and p r e t e n t i o u s houses i n such 
d i s t r i c t s t h a n i n the f i r s t . However, the c h i e f d i f f e r e n c e i s one o f r e p u t a t i o n . 

3- -Above average. A l i t t l e above average i n s o c i a l r e p u t a t i o n and t o the 
eye o f the s c i e n t i f i c o b s e r v e r . T h i s i s an area o f n i c e b ut n o t p r e t e n t i o u s 
houses. The s t r e e t s are k e p t c l e a n and the houses are w e l l c a red f o r . I t i s 
known as a " n i c e p l a c e t o l i v e " b u t " s o c i e t y d o e s n ' t l i v e h e r e . " 

4- -Average. These are areas o f workingmen's homes which a re s m a l l and 
u n p r e t e n t i o u s b u t neat i n appearance. I n these areas l i v e " t h e r e s p e c t a b l e people 
i n town who d o n ' t amount t o much b u t never g i v e anybody any t r o u b l e , " 

5- -Below average. A l l the areas i n t h i s group are u n d e s i r a b l e because they 
are c l o s e t o f a c t o r i e s , or because they i n c l u d e the business s e c t i o n o f town, o r 
are c l o s e t o the r a i l r o a d . There a re more run-down houses here because t h e r e are 
pe o p l e l i v i n g i n these areas who "don't know how t o take care o f t h i n g s . " They 
are more congested and heterogeneous than t h o s e above. I t i s s a i d t h a t " a l l 
k i n d s o f people l i v e h e r e , and you do n ' t know who your n e i g h b o r s w i l l be." 

6- -Low. These areas a re run-down and semi-slums. The houses are s e t c l o s e 
t o g e t h e r . The s t r e e t s and yar d s a re o f t e n f i l l e d w i t h d e b r i s , and i n some o f the 
s m a l l e r towns, l i k e J o n e s v i l l e , some o f the s t r e e t s a r e not paved. 

7- -Very low. Slum d i s t r i c t s , the areas w i t h the p o o r e s t r e p u t a t i o n i n town, 
not o n l y because o f u n p l e a s a n t and u n h e a l t h y g e o g r a p h i c a l p o s i t i o n s — f o r example, 
b e i n g near a garbage dump o r a swamp--but a l s o because o f the s o c i a l stigma 
a t t a c h e d t o those who l i v e t h e r e . The houses a r e l i t t l e b e t t e r t h a n shacks. 
The p e o p l e a re r e f e r r e d t o by such terms as " s q u a t t e r s a l o n g t h e c a n a l , " and are 
s a i d t o be l a z y , s h i f t l e s s , i g n o r a n t , and i m m o r a l . T h i s g e n e r a l r e p u t a t i o n i s 
a s s i g n e d t o most people l i v i n g i n such s e c t i o n s r e g a r d l e s s o f t h e i r a b i l i t i e s or 
ac c o m p l i s h m e n t s . 



Revised Scale f o r R a t i n g O c c u p a t i o n (Weight 9 ) 

Rntiiic Professional* Proprietor* Buiincu Men Clcrki end Kindred Manual Protective und Firmer* 
Occupation" MonoBer. Worker.. Etc. Worker. Service Wo.ken 

Lnwycrs, doctors, 
dcitlitlf, cup inc cn, 
indues, hi'n 11-school 
superintendents, 
vclcrmnrinni, 
minister* (grndu-
ntcd from divinity 
school), chemist*, 
etc. with post
ern do ntc 1 mining, 
architect* 

Businesses valued 
ot $75,000 and 
over 

RcRionnt nnd 
divisional man
agers of targe fi
nancial and Indus
trial enterprises 

Certified Publlo 
Accountants 

Gentleman farmers 

I fiRh- school teach
er*, trained nurses, 
chiropodists, chiro
practors, under
takers, ministers 
(some training), 
newspaper editors, 
librarians (gradu
ate) 

Businesses: valued 
at 320,000 to 
975,000 

AsMitnnt manager* 
and office and de
partment managers 
of large businesses, 
au is tan Is to execu
tives, eto. 

Accountants, sales
men of real estate, 
of Insurance, post-
muters 

Large farm owners, 
farm owners 

Social workers. Businesses valued 
grade-school at 35.000 to 
teachers, op tome- $20,000 
trist*, librarians 

8 (sot crndunta), 
undertaker's osslst-
nnt», miniitcr* 
(no training) 

All minor officials Auto salesmen. Contractors 
of businesses hank clerks and 

cashiers, poslnl 
clerks, secretaries 
to executives, su
pervisor* of rail
road, telephone, 
etc., justices of'tha 
pence 

Businesses voided 
at $2,000 to 
$5,000 

Stenographers, 
bookkeepers, rural 
mail elcrks. rnil-
road ticket ogenti, 
•ales people in dry 
goods store, eto. 

Factory foremen, 
electricians [ own 
plumbers \ busl-
carpenters I nets 
watchmakers 

Dry cleaners, 
butchers, sheriffs, 
railroad engineers 
and conductors 

Businesses valued 
*t $500 to 92.000 

Dime store clerks, 
hard wars salesmen, 
beauty operators, 
telephone operator* 

Carpenters, plumb
ers, electricians 
(apprentice), 
timekeepers, line
men, telcphono or 
telegraph, radio re
pairmen, medium-
skill workers 

Barber*, firemen, 
butcher1* 
tiers, practical 
nurses, policemen, 
seamstresses, cooks 
in restaurant, bar
tenders 

Tenant farmer* 

Businesses valued 
at las than $500 

Moulders, semi
skilled workers, 
assistant* to car
penter, eto. 

BnccaRo men, 
night policemen 
nnd watchmen, taxi 
and truck drivers, 
gns station attend
ants, waitresses in 
restaurant 

Small tenant 
farmer* 

7 
Heavy labor, ml - Janitor*, scrub- Migrant farm Jrront work, odd- women, newsboys laborer* 
ob men, minora 
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INDEX OF SOCIAL POSITION ( H o l l i n g s h e a d and R e d l i c h 1958) 

W e i g h t i n g s on the t h r e e c h a r a c t e r i s t i c s c o m p r i s i n g t h i s s c a l e — r e s i d e n c e , 
o c c u p a t i o n and e d u c a t i o n — w e r e d e t e r m i n e d by c o r r e l a t i n g the t h r e e s c a l e v a l u e s 
w i t h c l a s s p o s i t i o n as judged by two s o c i o l o g i s t s f a m i l i a r w i t h the community. 
There was 96 p e r c e n t agreement between j u d g e s , u s i n g f i v e c a t e g o r i e s . As was 
the case f o r Warner, e t a l . ' s ISC, o c c u p a t i o n c o r r e l a t e d h i g h e s t ( r = . 8 8 ) w i t h 
j udged c l a s s p o s i t i o n . Weights o f 9 f o r o c c u p a t i o n , 6 f o r r e s i d e n c e and 5 f o r 
e d u c a t i o n were f i n a l l y chosen on the b a s i s o f m u l t i p l e r e g r e s s i o n a n a l y s i s i n which 
the t o t a l c o r r e l a t i o n between t h e i n d e x and e s t i m a t e d c l a s s was .94. A g a i n , as i n 
Warner, e t a l . ' s s t u d j ^ p r o p e r c r o s s - v a l i d a t i o n was n o t used i n the d e t e r m i n a t i o n 
o f w e i g h t s . 

Boundary scores across t h e f i v e c l a s s e s employed by the a u t h o r s were as 
f o l l o w s : 

C l a s s I H i g h e s t ( 3 % ) 20-31 
I I High ( 1 0 % ) 32-55 

I I I M i d d l e ( 1 9 % ) 56-86 
IV Low ( 4 8 % ) 87-115 
V Lowest ( 2 0 % ) 116-134 

I t w i l l be noted t h a t d i s t r i b u t i o n by c l a s s i s e s s e n t i a l l y s i m i l a r t o t h a t 
found i n Warner, e t a l . ' s s t u d y . 

To g i v e an example o f Index s c o r i n g : the score o f a f a m i l y whose head works 
a t a c l e r i c a l j o b , i s a h i g h s c h o o l g r a d u a t e , and l i v e s i n a m i d d l e - r a n k 
r e s i d e n t i a l area would be: 

Residence 3 (X6) = 18 
O c c u p a t i o n 4 (X9) = 36 
E d u c a t i o n 4 (X5) = 20 

74 ( C l a s s I I I ) 

R e f e r e n c e 

H o l l i n g s h e a d , A. and R e d l i c h , F. S o c i a l Class and M e n t a l I l l n e s s New York: 
W i l e y , 1958. 
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1. The R e s i d e n t i a l S c a l e . The r e s i d e n t i a l s c a l e was based upon e c o l o g i c a l 
r e s e a r c h c a r r i e d on by M a u r i c e R. Davie and h i s a s s o c i a t e s i n the New Haven 
community over a 25-year span. I n the e a r l y 1930s, Davie mapped t h e c i t y o f New 
Haven e c o l o g i c a l l y , and ranked r e s i d e n t i a l areas on a s i x - p o s i t i o n s c a l e t h a t 
ranged from the f i n e s t homes t o the p o o r e s t tenements. Jerome K. Myers b r o u g h t 
Davie's d a t a up t o d a t a as o f 1950, w i t h i n the c i t y o f New Haven, and mapped the 
suburban towns i n the same way t h a t Davie had mapped New Haven i n e a r l i e r y e a r s . 
T h i s work p r o v i d e d a u n i f o r m s c a l e f o r the e v a l u a t i o n o f addresses. Weight=6 

2. The O c c u p a t i o n a l S c a l e . The o c c u p a t i o n a l s c a l e i s a m o d i f i c a t i o n o f the 
A l b a Edwards system o f c l a s s i f y i n g o c c u p a t i o n s i n t o socioeconomic groups used 
by the U n i t e d S t a t e s Bureau o f the Census. The e s s e n t i a l d i f f e r e n c e s between 
t h e Edwards system and the one used i s t h a t Edwards'does n o t d i f f e r e n t i a t e among 
k i n d s o f p r o f e s s i o n a l s o r the s i z e and economic s t r e n g t h s o f b u s i n e s s e s . The 
s c a l e used i n the In d e x o f S o c i a l P o s i t i o n r a n k s p r o f e s s i o n s i n t o d i f f e r e n t groups 
and b u s i n e s s by t h e i r s i z e and v a l u e . W i t h o u t f u r t h e r d i s c u s s i o n o f s i m i l a r i t i e s 
and d i f f e r e n c e s between the Edwards system and o u r s , we w i l l proceed t o c h a r a c t e r i z e 
each o f the seven p o s i t i o n s on the s c a l e we used: ( 1 ) e x e c u t i v e s and p r o p r i e t o r s 
of l a r g e c o n c e r n s , and major p r o f e s s i o n a l s , ( 2 ) managers and p r o p r i e t o r s o f 
medium-sized b u s i n e s s e s and l e s s e r p r o f e s s i o n a l s , ( 3 ) a d m i n i s t r a t i v e p e r s o n n e l o f 
l a r g e c o n c e r n s , owners o f s m a l l independent b u s i n e s s e s , and s e m i p r o f e s s i o n a l s , 
(4 ) owners o f l i t t l e b u s i n e s s e s , c l e r i c a l and s a l e s w o r k e r s , and t e c h n i c i a n s , 
(5 ) s k i l l e d w o r k e r s , ( 6 ) s e m i s k i l l e d w o r k e r s , and ( 7 ) u n s k i l l e d w o r k e r s . 
Weight = 9. 

3. The E d u c a t i o n a l S c a l e . The e d u c a t i o n a l s c a l e i s premised upon the 
assumption t h a t men and women who possess s i m i l a r e d u c a t i o n s w i l l tend t o have 
s i m i l a r t a s t e s and s i m i l a r a t t i t u d e s , and they w i l l a l s o tend t o e x h i b i t s i m i l a r 
b e h a v i o r p a t t e r n s . 

The e d u c a t i o n a l s c a l e was d i v i d e d i n t o seven p o s i t i o n s : 

( 1 ) Graduate p r o f e s s i o n a l t r a i n i n g . (Persons who completed a r e c o g n i z e d 
p r o f e s s i o n a l course w h i c h l e d t o the r e c e i p t o f a g r a d u a t e degree were g i v e n 
scores o f 1.) 

( 2 ) S tandard c o l l e g e o r u n i v e r s i t y g r a d u a t i o n . ( A l l i n d i v i d u a l s who had 
completed a f o u r - y e a r c o l l e g e o r u n i v e r s i t y c o u r s e l e a d i n g t o a r e c o g n i z e d 
c o l l e g e degree were assi g n e d the same s c o r e s . No d i f f e r e n t i a t i o n was made between 
s t a t e u n i v e r s i t i e s or p r i v a t e c o l l e g e s . ) 

( 3 ) P a r t i a l c o l l e g e t r a i n i n g . ( I n d i v i d u a l s who had completed a t l e a s t one 
year b u t n o t a f u l l c o l l e g e c o u r s e were assi g n e d t h i s p o s i t i o n . ) 

( 4 ) High s c h o o l g r a d u a t i o n . ( A l l secondary s c h o o l g r a d u a t e s whether from 
a p r i v a t e p r e p a r a t o r y s c h o o l , p u b l i c h i g h s c h o o l , t r a d e s c h o o l , o r p a r o c h i a l h i g h 
s c h o o l were g i v e n t h i s s c o r e . ) 

( 5 ) P a r t i a l h i g h s c h o o l . ( I n d i v i d u a l s who had completed t h e t e n t h or 
e l e v e n t h g r a d e s , b u t had not completed h i g h s c h o o l were g i v e n t h i s s c o r e . ) 

( 6 ) J u n i o r h i g h s c h o o l . ( I n d i v i d u a l s w h o had completed the sevent h grade 
t h r o u g h the n i n t h grade were g i v e n t h i s p o s i t i o n . ) 

( 7 ) Less t h a n seven ye a r s o f s c h o o l . ( I n d i v i d u a l s who had n o t completed the 
seventh grade were g i v e n the same scores i r r e s p e c t i v e o f the amount o f e d u c a t i o n 
they had r e c e i v e d . ) Weight = 5. 



369 

INDEX OF CLASS POSITION ( E l l i s , e t a l . 1963) 

T h i s i n d e x grew out o f a need f o r a measure o f s o c i a l c l a s s i n a c o l l e g e 
s t u d e n t s e t t i n g where n e i t h e r the H o l l i n g s h e a d and R e d l i c h nor Warner, e t a l . 
schemes were a p p l i c a b l e because r e s i d e n t i a l i n f o r m a t i o n was n o t r e a d i l y a v a i l a b l e . 
The proposed i n d e x uses two p i e c e s o f i n f o r m a t i o n : o c c u p a t i o n and s u b j e c t i v e 
c l a s s i d e n t i f i c a t i o n . O c c u p a t i o n i s coded on the H o l l i n g s h e a d and R e d l i c h s c a l e , 
and t h e c l a s s i d e n t i f i c a t i o n q u e s t i o n i s based on K a h l and Davis's (1955) 
m o d i f i c a t i o n o f the Center's q u e s t i o n . 

The arguments advanced f o r c o n s i d e r a t i o n o f t h i s index a re based on i n t e r 
v i e w s w i t h 200 S t a n f o r d freshmen. The Index o f Class P o s i t i o n was found t o be a 
b e t t e r p r e d i c t o r o f upper c l a s s respondents than H o l l i n g s h e a d and R e d l i c h ' s 
s c a l e a l o n e , a l t h o u g h the d i f f e r e n c e s do n o t appear d r a m a t i c enough t o w a r r a n t 
u n q u a l i f i e d recommendation. The c o m b i n a t i o n o f s u b j e c t i v e and o b j e c t i v e measures, 
however, seems a good d i r e c t i o n f o r r e s e a r c h , a l t h o u g h Haer (1955) found o b j e c t i v e 
and s u b j e c t i v e i n d i c e s t o d i f f e r depending on the s i z e and h e t e r o g e n e i t y o f the 
c i t y . I n the p r e s e n t s t u d y , the two i n d i c e s c o r r e l a t e d .70. 

Boundary scores across s i x c l a s s e s were as f o l l o w s : 

I Upper 2 
I I Upper-middle 3-4 

I I I M i d d l e 5-7 
IV Lower-middle 8-9 
V Upper-lower 10 

V I Lower-lower 11-12 
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1. An American s o c i a l s c i e n t i s t has made a s t u d y o f t h e U n i t e d S t a t e s w h i c h 
i n d i c a t e d t h a t i n t h i s c o u n t r y t h e r e a re f o u r major s o c i a l c l a s s e s : the M i d d l e , 
the Lower, the Working and the Upper s o c i a l c l a s s e s . I n w h i c h o f these s o c i a l 
c l a s s e s would you say your f a m i l y belongs? 
( I f M i d d l e ) Would you say your f a m i l y belonged t o the u p p e r - m i d d l e , m i d d l e - m i d d l e 
or l o w e r - m i d d l e s o c i a l c l a s s ? 

1. Upper 
2. Upper-middle 
3. M i d d l e - m i d d l e 
4. Lower-middle 
5. Working 

2. O c c u p a t i o n ( a f t e r H o l l i n g s h e a d and R e d l i c h ) : 

1. E x e c u t i v e s and p r o p r i e t o r s o f l a r g e c o n c e r n s ; major 
p r o f e s s i o n a l s 

2. Managers and p r o p r i e t o r s o f l a r g e c o n c e r n s : l e s s e r 
p r o f e s s i o n a l s 

3. A d m i n i s t r a t i v e p e r s o n n e l o f l a r g e c o n c e r n s : owners 
o f s m a l l , independent b u s i n e s s e s ; s e m i p r o f e s s i o n a l s 

4. Owners o f l i t t l e b u s i n e s s e s ; c l e r i c a l and s a l e s w o r k e r s ; 
t e c h n i c i a n s 

5. S k i l l e d w o r k e r s 
6. S e m i - s k i l l e d w o r k e r s 
7. U n s k i l l e d w o r k e r s . 



CLASS IDENTIFICATION (Cent e r s and o t h e r s 1949-1966) 

I n 1945, Centers (1949) asked a n a t i o n a l sample o f 1100 w h i t e male a d u l t s 
the f o l l o w i n g q u e s t i o n , w h i c h was asked a g a i n i n the 1952 Survey Research Cente 
e l e c t i o n s t u d y : 

I f you were asked t o use one o f the f o u r names f o r your s o c i a l c l a s s 
w h i c h would you say belonged i n : the m i d d l e c l a s s , lower c l a s s , w o r k i n g 
c l a s s or upper c l a s s ? 

The f o l l o w i n g d i s t r i b u t i o n s were o b t a i n e d : 

Centers SRC (1952) 

Upper c l a s s 3% 2% 
M i d d l e c l a s s 43 35 
W o r k i n g c l a s s 51 59 
Lower c l a s s 1 2 
Don't b e l i e v e i n c l a s s e s 1 1 
D o n t ' t know 1 1 

I t i s g e n e r a l l y conceded t h a t the Survey Research Center r e s u l t s a re more r e p r e 
s e n t a t i v e o f the p o p u l a t i o n as a whole. The SRC sample a l s o i n c l u d e s b o t h men 
and women. 

As p a r t o f i t s c o n t i n u i n g s t u d i e s o f e l e c t o r a l b e h a v i o r , the Survey 
Research Center has asked a c l a s s i d e n t i f i c a t i o n q u e s t i o n o f samples o f between 
1250 and 2000 respondents r e g u l a r l y f o r the p a s t 15 y e a r s . Since s l i g h t l y 
d i f f e r e n t w o r d i n g has been employed s i n c e 1952, c o m p a r a b i l i t y t o the responses 
t o C e n t e r ' s q u e s t i o n i s l i m i t e d . However, t h e major w o r d i n g d i f f e r e n c e i s the 
o m i s s i o n o f the choices o f "upper" and " l o w e r " c l a s s , w h i c h d i d not seem t o be 
v e r y p o p u l a r . I n 1956 a t h r e e - p a r t q u e s t i o n was i n s t i t u t e d , i n w h i c h the 
r e s p o n d e n t s f i r s t i n d i c a t e d whether they t h o u g h t o f themselves as b e l o n g i n g t o 
a c e r t a i n c l a s s o r n o t ( a b o u t t w o - t h i r d s d o ) . A l l r e s p o n d e n t s , whether or n o t 
t h e y had answered the f i r s t p a r t a f f i r m a t i v e l y , were asked t o w h i c h c l a s s t h e y 
b e l o n g e d . The q u e s t i o n and i t s d i s t r i b u t i o n f o r n a t i o n a l samples i n 1956, 1958 
and 1966 are as f o l l o w s : 

There's q u i t e a b i t o f t a l k these days about d i f f e r e n t s o c i a l c l a s s e s . 
Most people say they b e l o n g e i t h e r t o t h e m i d d l e c l a s s o r t o the 
w o r k i n g c l a s s . Do you ever t h i n k o f y o u r s e l f as b e i n g i n one o f 
t h e s e c l a s s e s ? 

1956 1958 

Yes 63% 65% 
No 36 34 
O t h e r . 1 1 

Which c l a s s ? Would you say t h a t you a r e about an average (Class 
S e l e c t e d ) p e r s o n o r t h a t you are i n the upper p a r t o f the (Class 
S e l e c t e d ) ? ( A l l r e s p o n d e n t s , whether answering YES or NO t o the above) 
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1956 1958 1966 

(Average w o r k i n g c l a s s 5 1 % 5 1 % 46% 
(Working c l a s s , NA average 
( or upper p a r t 2 1 2 
(Upper p a r t o f w o r k i n g c l a s s 8 7 10 

(Average m i d d l e c l a s s 29 29 30 
( M i d d l e c l a s s , NA average o r upper 1 1 2 
(Upper m i d d l e c l a s s 7 9 8 

( R e j e c t s idea o f c l a s s 1 1 1 
(Don't know, o t h e r 1 1 1 

The f i n a l p a r t o f t h i s l a t t e r s e r i e s o f q u e s t i o n s was dropped i n the 1960 
and 1964 e l e c t i o n s w i t h the f o l l o w i n g r e s u l t s : 

There's q u i t e a b i t o f t a l k these days about d i f f e r e n t s o c i a l c l a s s e s . 
Most people say they b e l o n g e i t h e r t o the m i d d l e c l a s s o r t o the 
w o r k i n g c l a s s . Do you ever t h i n k o f y o u r s e l f as b e i n g i n one o f these 
c l a s s e s ? 

1960 1964 

Yes 72% 6 1 % 
No 25 37 
O t h er 3 2 

Which one? ( A l l r e s p o n d e n t s ) 

1960 1964 

M i d d l e 32% 4 0 % 
W o r k i n g 64 56 
Does n o t a c c e p t idea 2 2 
DK, o t h e r 2 2 

The same q u e s t i o n was asked i n 1962 w i t h one i m p o r t a n t e x c e p t i o n : t h a t 
those a n s w e r i n g "no" t o the f i r s t p a r t o f t h e q u e s t i o n were n o t asked the second. 
Hence, the 1962 f i g u r e s a r e n o t comparable t o those o b t a i n e d e a r l i e r o r l a t e r . 

Summarizing across the y e a r s produces t h e f o l l o w i n g d i s t r i b u t i o n : 

1952 1956 1958 1960 1964 1966 

M i d d l e c l a s s 35% 37% 39% 32% 40% 40% 
W o rking c l a s s 59 61 59 64 56 58 
Upper o r lower 4 - - - - -
Does n o t a c c e p t i d e a 1 1 1 2 2 1 
DK; o t h e r 1 1 1 2 2 1 

O u t s i d e o f 1960, the r e s u l t s show o n l y a s l i g h t i n c r e a s e i n m i d d l e - c l a s s 
i d e n t i f i c a t i o n o f the p o p u l a t i o n over the y e a r s , i n s p i t e o f the r a p i d r i s e i n 
number o f people i n h i g h e r - s t a t u s o c c u p a t i o n s . Most i n t e r e s t i n g are the d i f f e r e n -
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t i a l r e s u l t s by o c c u p a t i o n a l l e v e l . As e x p e c t e d , those respondents i n h i g h e r l e v e l 
and w h i t e - c o l l a r o c c u p a t i o n s i d e n t i f y more w i t h the m i d d l e c l a s s e s , and those 
r e s p o n d e n t s i n b l u e - c o l l a r ' o c c u p a t i o n s i d e n t i f y more w i t h t he w o r k i n g c l a s s e s . 
The r e l a t i o n i s not p e r f e c t , however; H a m i l t o n (1966) has noted t h a t r o u g h l y 
h a l f o f the c l e r i c a l and s a l e s group i d e n t i f y themselves as w o r k i n g c l a s s . 
Tucker ( 1 9 6 6 ) , on the o t h e r hand, found the f o l l o w i n g d i s t r i b u t i o n by occupa
t i o n i n a 1963 n a t i o n a l sample: 

I f you were asked t o d e s c r i b e y o u r s o c i a l c l a s s , t o which c l a s s would 
you say you b e l o n g e d — w o r k i n g , l o w e r , l o w e r - m i d d l e , m i d d l e , u p p e r - m i d d l e 
o r upper 

C l e r i c a l & Sales Craftsmen & Op e r a t i v e s 

Lower and w o r k i n g 
Lower-middle 
M i d d l e 
U pper-middle and upper 

18% 
11 
52 
19 

(N=62) 

42 % 
10 
38 
10 

(N=190) 

W h i l e t h e r e a re some s e r i o u s problems i n comparing Tucker's s i x - a l t e r n a t i v e 
q u e s t i o n w i t h the s i m p l e r Survey Research Center q u e s t i o n , i t i s obvious t h a t 
r e s p o n d e n t s f i n d the " w o r k i n g " response l e s s a p p e a l i n g i n a c o n t e x t o f f e r i n g more 
a l t e r n a t i v e s . As the above t a b l e shows, a g r e a t e r number o f a l t e r n a t i v e s a l s o 
leads t o g r e a t e r d i s c r i m i n a t i o n by o c c u p a t i o n , i n l i n e w i t h t h e o r e t i c a l e x p e c t a t i o n s , 
Only f u t u r e i n v e s t i g a t i o n s u s i n g a number o f approaches (see Landecker 1963) 
w i l l d e t e r m i n e w h i c h type o f q u e s t i o n i s the more a c c u r a t e i n d i c a t o r o f c l a s s 
i d e n t i f i c a t i o n . H a m i l t o n (1966) r e p o r t s an i n t e r e s t i n g f i n d i n g i n f a v o r of t h e 
SRC q u e s t i o n : 91 p e r c e n t o f the w o r k i n g - c l a s s i d e n t i f i e r s as opposed t o o n l y 30 
p e r c e n t o f m i d d l e - c l a s s i d e n t i f i e r s r e p o r t t h e i r f a m i l y background as w o r k i n g - c l a s s . 
The c o n t i g u i t y o f the two q u e s t i o n s i n the i n t e r v i e w schedule may be 
s p u r i o u s l y boos t i n g t h i s r e l a t i o n , however. F u t u r e r e s e a r c h on c l a s s i d e n t i f i c a t i o n 
s h o u l d be d i r e c t e d b o t h a t a m u l t i p l e - i n d i c a t o r approach and a t a s p e c i a l examina
t i o n o f people who h o l d s t r o n g , weak and i n c o n s i s t e n t a t t i t u d e s on c l a s s 
i d e n t i f i c a t i o n q u e s t i o n s . 

F o r some c o m p a r a t i v e d a t a on c l a s s i d e n t i f i c a t i o n across n i n e c o u n t r i e s , the 
r e a d e r i s r e f e r r e d t o Buchanan and C a n t r i l (1953) 

I t w i l l be remembered from Robinson s c h a p t e r t h a t t h i s group showed 
i n c o n s i s t e n t work a t t i t u d e s v i s - a - v i s o t h e r w h i t e - c o l l a r j o b s . 
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FACETS FOR JOB EVALUATION (Guttman 1965) 

As mentioned i n the i n t r o d u c t i o n , t h i s i n s t r u m e n t i s n o t i n t e n d e d t o be a 
measure o f s t r a t i f i c a t i o n , a l t h o u g h i t e f f e c t i v e l y p e r f o r m s t h i s f u n c t i o n . Each 
o f t h e f i v e i t e m s i s i n t e n d e d t o r a n k one's j o b " w i t h r e s p e c t t o l e v e l o f 
advancement o f work s p e c i f i e d by the j o b and w i t h o u t r e f e r e n c e t o l i n e o f work". 
Each i t e m d e a l s w i t h r e s t r i c t i o n s on the j o b . 

Guttman suggests t h a t t h e r e t w e l v e o r d e r e d l e v e l s d e f i n e d by the f i v e 
i t e m s . These a r e : 

( l o w ) 1. a l b l C l d l e. 

2. a l b l c l e. 

3. a l b l C 2 d 2 e l 

4. 3 2 b l c 2 d 2 e, 

5 . a 2 b l c 2 d 2 e 1 

6. a 2 b 2 c 2 d 2 6 2 

7 . a 2 b2 c 2 d 2 e 2 

CO 

a 2 b 3 c 2 d2 e 2 

9. a 2 b 3 c 2 d 3 6 3 

10. 31 b 3 c 2 d 3 e 3 

1 1 . a 3 b 3 c2 d 3 e 3 

12. a 4 b 3 c 3 d 3 e 3 ( h i g h ) 

O u t s i d e o f a c o u p l e o f newspaper a r t i c l e s , t h e r e i s no f o r m a l c i t a t i o n t o 
g i v e f o r the p r e s e n t s e a l e . We were i n t r o d u c e d t o the s c a l e i n a seminar on 
f a c e t t h e o r y conducted by P r o f e s s o r Guttman, and we u n d e r s t a n d t h a t i t w i l l appear 
i n h i s f o r t h c o m i n g p u b l i c a t i o n on t h i s t o p i c . Readers i n t r i g u e d w i t h the scheme 
s h o u l d c o n t a c t P r o f e s s o r Guttman a t Hebrew U n i v e r s i t y i n Jerusalem, I s r a e l f o r 
more o f the complex background o f the i t e m s . I t e m E, by the way, i s c o n s i d e r e d 
o p t i o n a l . 
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A. S p e c i f i c i t y o f G u i d e l i n e s 

1 D e t a i l e d i n s t r u c t i o n s 
a 
2 General i n s t r u c t i o n s 

a 3 P o l i c y 
4 Creates p o l i c y 

B. S u b o r d i n a t i o n t o S u p e r v i s i o n 

b l Receives i n s t r u c t i o n s 
b 2 C o n s u l t s 
b 3 Independent ( s e l e c t s c o n s u l t a n t s ) 

C. Time o f S u p e r v i s i o n 

1 Constant and d i r e c t 
°2 A t c o m p l e t i o n o f each t a s k 
°3 A t f i x e d i n t e r v a l s 

D. Freedom t o Change M a t t e r s Received 

d l T r a n s m i t as i s 
d 2 M o d i f y 
d 3 Create 

( O p t i o n a l ) E. L e v e l o f R e c e i v e r 

Ira. w 

'1 Mixed 
'2 High 
'3 Very h i g h 
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L5. STATUS INCONSISTENCY: 
SOME CONCEPTUAL AND METHODOLOGICAL CONSIDERATIONS 

S t a n i s l a v V. K a s l 
I n s t i t u t e f o r S o c i a l Research 
The U n i v e r s i t y o f M i c h i g a n 

T h i s c h a p t e r has f i v e aims: 1) t o n o t e the s e v e r a l types o f s t a t u s i n c o n 
s i s t e n c y w hich can be d i s t i n g u i s h e d and to suggest d i f f e r i n g l a b e l s f o r these; 
2) t o o u t l i n e the t h e o r e t i c a l s i g n i f i c a n c e o f the s t a t u s i n c o n s i s t e n c y v a r i a b l e 
and t h e r e b y t o j u s t i f y our i n t e r e s t i n i t ; 3) t o i n d i c a t e t h e range o f e m p i r i c a l 
s t u d i e s which have i n v e s t i g a t e d the c o r r e l a t e s o f s t a t u s i n c o n s i s t e n c y ; 4 ) t o 
c o n s i d e r some conceptua1 problems which s u r r o u n d the n o t i o n o f s t a t u s i n c o n s i s t e n c y 
and w h i c h have tended t o d e t r a c t from the c l a r i t y and s i g n i f i c a n c e o f p a s t f i n d i n g s ; 
5) t o examine some m e t h o d o l o g i c a l issues i n data ana l y s i s ; s p e c i f i c a l l y , those 
a t t e n d a n t upon a t t e m p t s t o c o n s t r u c t an i n d e x o f s t a t u s i n c o n s i s t e n c y and t o 
e s t a b l i s h i t s c o r r e l a t e s . 

1) Types o f s t a t u s i n c o n s i s t e n c y 

I t i s r a t h e r c l e a r t h a t a t y p o l o g y o f s t a t u s i n c o n s i s t e n c y can be generated 
o u t o f an enumeration o f the i n d i v i d u a l s o r u n i t s on whom two o r more s t a t u s ranks 
a r e measured. Thus, s t a t u s i n c o n s i s t e n c y can be a p r o p e r t y o f : 

a) a s i n g l e i n d i v i d u a l , such as when we are comparing e d u c a t i o n o f the 
f a m i l y head w i t h h i s o c c u p a t i o n . 

b) a " n a t u r a l " p a i r o f i n d i v i d u a l s , such as comparing husband's e d u c a t i o n 
w i t h w i f e ' s e d u c a t i o n . (When such a p a i r o f i n d i v i d u a l s spans two g e n e r a t i o n s , 
as i n the case o f f a t h e r ' s o c c u p a t i o n and son's o c c u p a t i o n , the u s u a l term 
" m o b i l i t y " i s c e r t a i n l y a p p r o p r i a t e . Chapter 17 w i l l c o n s i d e r some t h e o r e t i c a l 
and r e s e a r c h issues d e a l i n g w i t h m o b i l i t y . ) 

c ) a group o f i n t e r a c t i n g i n d i v i d u a l s , such as A i r Force crews (Adams, 1953) 
o r t a s k - o r i e n t e d groups ( B u r n s t e i n and Z a j o n c , 1965; E x l i n e and Z i l l e r , 1959). A 
g r o u p may be c o n s i d e r e d h i g h on s t a t u s i n c o n s i s t e n c y i f : ( 1 ) i t has many 
i n d i v i d u a l s f o r each o f whom the i n v e s t m e n t s or c o n t r i b u t i o n s are o u t o f l i n e 
w i t h h i s rewards; ( 2 ) i f i t c o n s i s t s o f i n d i v i d u a l s homogeneous w i t h r e s p e c t t o 
i n v e s t m e n t s , b u t heterogeneous i n rewards; ( 3 ) i f i t c o n s i s t s o f i n d i v i d u a l s 
h e t e r o g e n e o u s w i t h r e s p e c t t o i n v e s t m e n t , b u t homogeneous i n rewards. 

d) a c o l l e c t i o n o f i n d i v i d u a l s , such as those b e l o n g i n g t o the same 
o c c u p a t i o n a l groups. Hodge (1962) has r e c e n t l y argued t h a t o c c u p a t i o n s are 
m e a n i n g f u l s o c i a l u n i t s and t h a t one shouId n o t n e g l e c t i n v e s t i g a t i o n s o f the s t a t u s 
i n c o n s i s t e n c y o f d i f f e r e n t o c c u p a t i o n a l g r o u p s . 
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G i v en t h e n t he f a c t t h a t t h e r e a r e a t Least f o u r d i s t i n g u i s h a b l e types o f 

s t a t u s i n c o n s i s t e n c y , and t h a t , moreover, a p l e t h o r a o f terms e x i s t s l a b e l l i n g 

the same phenomenon--s t a t u s i n c o n g r u e n c e , d i s c r e p a n c y , i m b a l a n c e , e q u i l i b r i u m , 

c r y s t a l l i z a t i o n and i n c o n s i s t e n c y — one i s tempted t o o f f e r t he s u g g e s t i o n t h a t 

d i f f e r e n t terms be used t o d e s i g n a t e the d i f f e r e n t t y p e s . Since the a u t h o r i s 

aware t h a t s t i p u l a t i o n s f o r new l i n g u i s t i c c o n v e n t i o n s a r e n o t o r i o u s i n t h e i r 

f a i l u r e t o a c h i e v e the d e s i r e d g o a l , he o f f e r s t he f o l l o w i n g l a b e l l i n g r u l e s f o r 

the more l i m i t e d purpose o f c l a r i t y and convenience i n the p r e s e n t r e p o r t : 

a) S t a t u s i n c o n g r u e n c e as p r o p e r t y o f a s i n g l e i n d i v i d u a l ; b) S t a t u s d i s c r e p a n c y 

as a p r o p e r t y o f a p a i r o f i n d i v i d u a l s ; c ) S t a t u s e q u i l i b r i u m as p r o p e r t y o f an 

i n t e r a c t i n g group; d) S t a t u s c r y s t a l l i z a t i o n as p r o p e r t y o f a c o l l e c t i v e , such 

as an o c c u p a t i o n a l group. That s t i l l l e aves s t a t u s i n c o n s i s t e n c y as a g e n e r a l 

term r e p r e s e n t i n g a l l o f the subtypes. 
2) T h e o r e t i c a l c o n s i d e r a t i o n s 
L e t us now t u r n t o a b r i e f c o n s i d e r a t i o n o f the t h e o r e t i c a l s i g n i f i c a n c e o f 

s t a t u s i n c o n s i s t e n c y . The l o n g s t a n d i n g i n t e r e s t o f s o c i a l s c i e n t i s t s i n s t a t u s 
v a r i a b l e s stems, i n l a r g e p a r t , from t he s y m b o l i c i n t e r a c t i o n i s t p o s i t i o n o f 
Cooley (1902) and Mead ( 1 9 3 4 ) , and from r o l e t h e o r y ( e . g . , B i d d l e and Thomas, 1966; 
Gross, e t a l . 1958; S a r b i n , 1954). T h i s broad t h e o r e t i c a l o r i e n t a t i o n a s s e r t s 
t h a t an i n d i v i d u a l ' s r a n k or p o s i t i o n on a s t a t u s d i m e n s i o n i s i m p o r t a n t because 
i t p a r t l y d e t e r m i n e s c e r t a i n expec t a t i o n s abou t h i s b e h a v i o r . Spec i f i c a l l y , an 
i n d i v i d u a l ' s r a n k a f f e c t s h i s expecta t i o n s about the b e h a v i o r o f o t h e r s toward 
him, h i s e x p e c t a t i o n s o f h i m s e l f and o t h e r s ' e x p e c t a t i o n s o f him. The t o t a l 
p a t t e r n o f these i n t e r a c t i n g expec ta t i o n s w i l l i n f l u e n c e the i-ndiv idua 1 1 s concept 
o f h i m s e l f and the concept o t h e r s have o f him, t h a t i s , h i s s e l f - i d e n t i t y and 
p u b l i c i d e n t i t y , r e s p e c t i v e l y (French & Kahn, 1962; M i l l e r , 1963). 

R e c e n t l y , i t has been argued t h a t the a v e r a g i n g o f the v a r i o u s s t a t u s 
i n d i c a t o r s i n o r d e r t o a r r i v e a t a s i n g l e index i s not always a s a t i s f a c t o r y 
p r o c e d u r e and t h a t one s h o u l d a l s o c o n s i d e r t he congruence o r the d i s c r e p a n c i e s 
among them ( B e n o i t - S m u l l y a n , 1 9 4 4 ; F e n c h e l , e t a l . 1951; L e n s k i , L954). I f an 
i n d i v i d u a l ' s r a n k on one s t a t u s d i m e n s i o n i s o u t o f l i n e w i t h h i s r a n k on a n o t h e r , 
t h e n , a c c o r d i n g t o r o l e t h e o r y , t h e r e i s the s t r o n g p o s s i b i l i t y o f c o n f l i c t i n g 
e x p e c t a t i o n s about the b e h a v i o r o f o t h e r s and u n c e r t a i n t y about a p p r o p r i a t e n e s s 
o f one's own b e h a v i o r . T h i s , i n t u r n , s h o u l d l e a d t o r o l e c o n f l i c t , u n s a t i s f a c t o r y 
s o c i a l r e l a t i o n s h i p s , s o c i a l a m b i g u i t y , u n s t a b l e or i n c o n s i s t e n t s e l f - i d e n t i t y , 
a more f a v o r a b l e o r i e n t a t i o n toward s o c i a l change and a t t e m p t s t o e s t a b l i s h a 
b e t t e r c o s t s - r e w a r d s b a l a n c e (Broom, 1959; Goffman, 1957; Homans, 1961; Jackson, 
1962; L e n s k i , 1954; Sampson, 1963). I n s h o r t , when t h e r e i s an i n c o n s i s t e n c y 
among the s e v e r a l s t a t u s i n d i c a t o r s w h i c h are used to c h a r a c t e r i z e an i n d i v i d u a l , he i s presumed t o be under s t r e s s w hich i s then p r e d i c t e d t o have adverse ^ ^ ^ H e f f e c t s on h i s p h y s i c a l and m e n t a l h e a l t h . B B B P I t i s p o s s i b l e t h a t f u t u r e developments and r e f i n e m e n t s o f s t a t u s i n c o n s i s t e n c y t h e o r y w i l l l ead t o t h r e e somewhat d i f f e r e n t p o s i t i o n s d e r i v i n g from: a) r o l e t h e o r y ( e . g . , Jackson, 1962; L e n s k i , 1954); b ) a T h i b a u t and K e l l e y (1959) k i n d o f a n a l y s i s o f i n t e r p e r s o n a l r e l a t i o n s h i p s w i t h emphasis on c o s t - r e w a r d m a t r i c e s ( e . g . , Homans, 1961; Hodge, 1962); and c ) a g e n e r a l c o g n i t i v e c o n s i s t e n c y o r i e n t a t i o n ( e . g . , Sampson, 1963). A t the moment i t would seem i m p o r t a n t t o remember two p o i n t s . One i s t h a t we can d i s t i n g u i s h a t l e a s t f o u r types o f s t a t u s i n c o n s i s t e n c y (as o u t l i n e d above), and the o t h e r i s t h a t t he e f f e c t s o f s t a t u s i n c o n s i s t e n c y need n o t be i n v e s t i g a t e d on t h e selfsame i n d i v i d u a l ( s ) on whom s t a t u s i n c o n s i s t e n c y 
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i s assessed. Thus, f o r example, one can s t u d y the e f f e c t s o f the husband's 
s t a t u s incongruence on h i s w i f e , or the e f f e c t s o f p a r e n t s ' s t a t u s d i s c r e p a n c y on 
the o f f s p r i n g . T h i s would seem t o i m p l y t h a t f u t u r e t h e o r y needs e x t e n s i o n , as 
w e l l as r e f i n e m e n t s . A t p r e s e n t i t i s s t r o n g e s t i n c h a r a c t e r i z i n g e f f e c t s of 
s t a t u s incongruence on the person's own h e a l t h and b e h a v i o r and a d d i t i o n a l 
t h e o r e t i c a l f o r m u l a t i o n s w i l l have t o be developed t o cover e f f e c t s o f o t h e r types 
o f s t a t u s i n c o n s i s t e n c y on o t h e r i n d i v i d u a l s . For example, a r e c e n t r e p o r t 
( K a s l and Cobb, 1967) o f f e r s a t h e o r e t i c a l e x p l a n a t i o n o f the e f f e c t s o f p a r e n t s ' 
s t a t u s d i s c r e p a n c y on p h y s i c a l and m e n t a l h e a l t h o f the a d u l t o f f s p r i n g . 

A l s o w o r t h n o t i n g i s the f a c t t h a t i n c u r r e n t work these d i s t i n c t i o n s are 
n o t c l e a r l y r e c o g n i z e d . As M i t c h e l l (1964) n o t e s , L e n s k i (1954) uses a l l the 
c h a r a c t e r i s t i c s o f husbands i n c l a s s i f y i n g t h e i r w i v e s , whereas Jackson (1962) 
uses o n l y the husbands' o c c u p a t i o n , t o g e t h e r w i t h w i v e s ' own e d u c a t i o n and 
r a c i a l - e t h n i c o r g i n , t o c l a s s i f y the w i v e s . S i m i l a r l y , a r e p o r t o f f e r i n g a 
s t a t u s i n c o n s i s t e n c y i n d e x based on n a t i o n a l norms (TJ. S. Bureau o f the Census, 
1963) uses t o t a l f a m i l y income t o c h a r a c t e r i z e the f a m i l y head, w h i l e i n 
a n o t h e r s t u d y i t i s s t a t e d the " s i n c e the o n l y income data a v a i l a b l e were on t o t a l 
f a m i l y income, t h i s d i m e n s i o n was o m i t t e d " ( J a c k s o n , 1962, p.471). 

3) Some e m p i r i c a l f i n d i n g s 

Keeping the above p o i n t s i n mind, l e t us now t u r n t o a b r i e f e x a m i n a t i o n of 
the m a j o r r e l e v a n t s t u d i e s . I n d i v i d u a l s whose s t a t u s i n d i c e s a r e i n c o n g r u e n t 
r e p o r t more p s y c h o p h y s i o l o g i c a l symptoms ( J a c k s o n , 1962; Jackson and B u r k e , 1965), 
have more rh e u m a t o i d a r t h r i t i s ( K i n g and Cobb, 1958), are more l i k e l y t o be 
l i b e r a l i n t h e i r p o l i t i c a l a t t i t u d e s ( L e n s k i , 1954) and t o be d i s s a t i s f i e d w i t h 
t h e power d i s t r i b u t i o n i n our s o c i e t y (Goffman, 1957), and tend t o show l e s s 
- s o c i a l p a r t i c i p a t i o n ( L e n s k i , 1956). Members o f i n t e r a c t i n g workgroups show 
g r e a t e r m u t u a l t r u s t , i n t i m a c y , c o n g e n i a l i t y and agreement when they are 
c h a r a c t e r i z e d by h i g h s t a t u s e q u i l i b r i u m (Adams, 1953; E x l i n e and Z i l l e r , 1959). 
N e g a t i v e e v i d e n c e , however, i s r e p o r t e d by Kornhauser (1965) who s t u d i e d men 
coming from a r a t h e r r e s t r i c t e d range o f o c c u p a t i o n s and found no r e l a t i o n s h i p 
between an i n d e x o f m e n t a l h e a l t h and s e v e r a l measures o f i n c o n g r u e n c e . 

N o t a b l e are a l s o a few s t u d i e s w hich pay a t t e n t i o n t o the d i r e c t i o n o f s t a t u s 
i n c o n g r u e n c e . Thus, some w r i t e r s have i n t e r p r e t e d h i g h e d u c a t i o n - l o w o c c u p a t i o n 
i n c o n g r u e n c e as a d i s c r e p a n c y between a s p i r a t i o n s and achievement and have 
r e l a t e d such i n c o n g r u e n c e t o j o b d i s s a t i s f a c t i o n (Mann, 1953) and t o h i g h e r 
r a t e s o f f i r s t a d m i s s i o n s t o h o s p i t a l f o r s c h i z o p h r e n i a among u r b a n Negroes 
( P a r k e r and K l e i n e r , 1966). I n one s t u d y (Jackson and Burke, 1965) t o d i r e c t i o n 
o f s t a t u s i n c o n g r u e n c e was i m p o r t a n t i n one o f the two a l t e r n a t i v e r e g r e s s i o n 
models w h i c h c o u l d be chosen. 

The e f f e c t s o f p a r e n t a l s t a t u s d i s c r e p a n c y on the o f f s p r i n g have a l s o been 
i n v e s t i g a t e d . Severa 1 s t u d i e s r e p o r t t h a t when mother's e d u c a t i o n ( o r o c c u p a t i o n a 1 
s t a t u s p r i o r t o m a r r i a g e ) exceeds f a t h e r ' s , the o f f s p r i n g ' s a t t a i n e d or a s p i r e d 
e d u c a t i o n w i l l be h i g h e r ( F l o u d , e t a l . 1954; K r auss, 1964; Morgan, e t a l . 1962). 
I n t h e s e s t u d i e s , however, the e f f e c t s o f v e r t i c a l s t a t u s do n o t seem t o have been 
f u l l y e l i m i n a t e d . A r e c e n t r e p o r t i n d i c a t e s t h a t p a r e n t a l s t a t u s incongruence and 
d i s c r e p a n c y can have s t r o n g e f f e c t s on the p h y s i c a l and m e n t a l h e a l t h o f the 
a d u l t o f f s p r i n g (Cobb and K a s l , 1966; K a s l and Cobb, 1966). 
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4) M e t h o d o l o g i c a l c o n s i d e r a t i o n s 

L e t us now t a r n t o the g e n e r a l problem: What c o n c e p t u a l d i s t i n c t i o n s and 
c l a r i f i c a t i o n s need t o be made i n o r d e r t o e v a l u a t e p a s t work on s t a t u s i n c o n s i s t e n c y 
and t o p l a n f u t u r e s t u d i e s ? I t would seem t h a t one needs to c o n s i d e r the f o l l o w i n g 
p o i n t s : 

1) What dimensions ( s t a t u s r a n k s ) s h o u l d be used? 
2) What p o p u l a t i o n and e n v i r o n m e n t a l c h a r a c t e r i s t i c s w i l l enhance o r 

a t t e n u a t e the p r e d i c t e d e f f e c t s o f s t a t u s i n c o n s i s t e n c y ? 
3) Should one e x p e c t d i f f e r e n t t y p e s o f s t a t u s i n c o n s i s t e n c y t o have 

d i f f e r e n t i a l e f f e c t s ? 

The problem o f c h o i c e o f s t a t u s ranks t o be used i n d e r i v i n g a measure o f 
s t a t u s i n c o n s i s t e n c y i s one w h i c h d i f f e r e n t a u t h o r s f a c e w i t h v a r y i n g degrees o f 
thoroughness. A r e c e n t r e p o r t f r o m the Census Bureau (U. S. Bureau o f the Census, 
1963; see a l s o Nam and Powers, 1965) o f f e r s t h i s r a t h e r skimpy j u s t i f i c a t i o n f o r 
i t s c h o i c e o f v a r i a b l e s : "The component items o f the measures ( o c c u p a t i o n , 
e d u c a t i o n and income) were s e l e c t e d because they r e p r e s e n t somewhat d i f f e r e n t 
a s p e c t s o f socioeconomic s t a t u s . . . A n e t h n i c c h a r a c t e r i s t i c ( e . g . , race or 
n a t i o n a l i t y ) was n o t i n c l u d e d because i t was f e l t t h a t such an i t e m can be more 
p r o p e r l y t r e a t e d as a c o r r e l a t e o f , r a t h e r than as a component o f , socioeconomic 
s t a t u s " ( p . 3 ) . Many o t h e r w r i t e r s ( e . g . , Landecker, 1963; L e n s k i , 1954 and 1956; 
Jackson, 1962) would presumably d i s a g r e e , s i n c e they d i d i n c l u d e r a c i a l - e t h n i c 
o r i g i n i n t h e i r measure o f s t a t u s i n c o n g r u e n c e . On the o t h e r hand, t h e r e are 
s o c i a l s c i e n t i s t s l i k e Goffman (1957) who c o n s i d e r the problem o f c h o i c e more 
t h o r o u g h l y and o f f e r an e x p l i c i t t h e o r e t i c a l r a t i o n a l e f o r t h e i r c h o i c e o f 
s t a t u s d i m e n s i o n s . That such a c h o i c e w i l l a f f e c t t h e c o m p a r a b i l i t y o f r e s u l t s 
s h o u l d n o t be doubted. L e n s k i (1956a) argues t h a t Kenkel's (1956) f a i l u r e t o 
r e p l i c a t e the o r i g i n a l ( L e n s k i , 1954) f i n d i n g s stems, i n p a r t , from the use o f 
d i f f e r e n t components i n Kenkel's s t a t u s incongruence i n d e x . L e n s k i ' s j u s t i f i c a 
t i o n f o r h i s own c h o i c e o f s t a t u s dimensions i s n o t h i n g more than the a s s e r t i o n 
t h a t " t h e y seemed t o be the f o u r b a s i c components o f s t a t u s i n contemporary 
American l i f e " (1956, p.368). Jackson and Burke (1965) o b t a i n e d somewhat 
d i f f e r e n t r e u s l t s , depending on whether or not t h e i r a n a l y t i c a l model assumed t h a t 
r a c i a l - e t h n i c s t a t u s p e r se has an a d d i t i v e e f f e c t . Demerath ( 1 9 6 2 ) , K e n k e l 
(1956) and M i t c h e l l (1964) have a l l suggested t h a t much o f the e f f e c t a t t r i b u t e d 
by L e n s k i (1959) t o incongruence may, i n f a c t , be due t o a d i f f e r e n c e between 
h i g h and low e t h n i c s t a t u s . 

What, t h e n , s h o u l d be our c h o i c e o f the s t a t u s dimensions t h a t w i l l make up 
the s t a t u s i n c o n s i s t e n c y index? What g u i d e l i n e s s h o u l d we use i n t h i s c h o ice? 
No f i r m answer t o these q u e s t i o n s seems p o s s i b l e inasmuch as: 1) d i f f e r e n t 
t h e o r e t i c a l o r i e n t a t i o n s suggest somewhat d i f f e r e n t d i m e n s i o n s , and 2) d i f f e r e n t 
p o p u l a t i o n and e n v i r o n m e n t a l c h a r a c t e r i s t i c s may make d i f f e r e n t dimensions more 
s u i t a b l e f o r a p a r t i c u l a r s t u d y . 

I r r e s p e c t i v e o f the t h e o r e t i c a l o r i e n t a t i o n used, the f o l l o w i n g would seem 
t o be b a s i c r e q u i r e m e n t s i n c h o o s i n g a p p r o p r i a t e s t a t u s dimensions ( t h e y are 
based on Goffman's (1957) a n a l y s i s o f the p r o b l e m ) . 

1) Adequate agreement i n the p o p u l a t i o n , o r r e l e v a n t subpopulat-ion, on 
th e o r d e r i n g o f the u n i t s o f the h e i r a r c h i c a l d i m e n s i o n . 
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2) Evidence chat the d i m e n s i o n i s an adequate i n d i c a t o r o f some o r i e n t a t i o n 

o r e x p e c t a t i o n on t h e p a r t o f the o f f i c e h o l d e r and/or the r o l e senders. 

3) Evidence t h a t the two o r i e n t a t i o n s or e x p e c t a t i o n s d e r i v i n g from the two 
s t a t u s dimensions b e i n g p a i r e d are t o some degree, and i n sone sense, c o n s i s t e n t 
or i n c o n s i s t e n t w i t h each o t h e r . 

4 ) Evidence t h a t the l i f e s i t u a t i o n s i n w h i c h the respondent t y p i c a l l y f i n d s 
h i m s e l f arouse a t the same time b o t h s e t s o f o r i e n t a t i o n s o r e x p e c t a t i o n s . 

The above f o u r c r i t e r i a , however, s h o u l d n o t be seen as more than approximate 
and i n c o m p l e t e g u i d e s . C o n s i d e r , f o r example, a comparison o f husband's educa
t i o n w i t h w i f e ' s e d u c a t i o n . I f the husband has a c o l l e g e degree and the w i f e o n l y 
a h i g h s c h o o l d egree, t h e n t h e i r m a r r i a g e m i g h t r e a s o n a b l y be c h a r a c t e r i z e d as 
s t a t u s d i s c r e p a n t , u s i n g r o l e t h e o r y ( e . g . , Jackson, 1962) and the above c r i t e r i a . 
On t h e o t h e r hand, a Homans-type a n a l y s i s o f t h e i r r e l a t i o n s h i p m i g h t r e v e a l t h a t 
no s t a t u s d i s c r e p a n c y e x i s t s because the husband's h i g h e r " i n v e s t m e n t " , h i g h e r 
e d u c a t i o n , i s accompanied by h i g h e r "rewards", h i g h e r power and r e s p e c t . Or 
c o n s i d e r the h y p o t h e t i c a l case o f a Negro d o c t o r , a c o m b i n a t i o n o f low r a c i a l -
e t h n i c s t a t u s and h i g h o c c u p a t i o n a l s t a t u s . i f such an i n d i v i d u a l l i v e s i n a 
s e g r e g a t e d n e i g h b o r h o o d , t r e a t s o n l y Negro p a t i e n t s , and b elongs t o a segregated 
m e d i c a l a s s o c i a t i o n , then h i s incongruence s h o u l d be near a minimum. R a c i a l -
e t h n i c s t a t u s , i n any case, i s d i f f i c u l t t o f i t i n t o Homans' t h e o r e t i c a l framework; 
t h a t i s , i t i s n o t q u i t e c l e a r why, i n a' work* s i t u a t i o n f o r example, b e i n g a 
Negro i s comparable t o o t h e r forms o f Low " i n v e s t m e n t " , such as poor e d u c a t i o n 
o r p o o r s k i l l s , and why i t s h o u l d lead t o d i f f e r e n t i a l e x p e c t a t i o n s about "com
mensurate rewardsV. A f i n a 1 comment on the i n a d v i s a b i l i t y o f u s i n g r o u t i n e l y 
r a c i a l - e t h n i c s t a t u s as one o f the components o f i n d i c e s o f s t a t u s i n c o n s i s t e n c y : 
i t i s such a p o w e r f u l , a l l - p e r v a s i v e c h a r a c t e r i s t i c o f an i n d i v i d u a l t h a t to 
t r e a t i t i n an u n d i f f e r e n t i a t e d way as one o f a number o f s t a t u s v a r i a b l e s may 
tend t o d i l u t e i t s e f f e c t s and obscure i t s t r u e r o l e (see a l s o Demerath (1962) 
and M i t c h e l l (1964) f o r an e x p r e s s i o n o f a s i m i l a r v i e w p o i n t ) . 

The n a t i o n a l data on c o r r e l a t e s o f s t a t u s i n c o n s i s t e n c y (U. S. Bureau o f 
t h e Census, 1963; Nam and Powers, 1965) r a i s e a d d i t i o n a l q u e s t i o n s . For one, 
t h e r e i s a s t r o n g a s s o c i a t i o n between types o f s t a t u s i n c o n s i s t e n c y arid the l i f e 
c y c l e : i n those f a m i l y heads under 35 the most common types o f i n c o n s i s t e n c y are 
t h o s e r e f l e c t i n g Low income and h i g h - e d u c a t i o n . W i t h i n c r e a s i n g age, up t o 64, the 
r e v e r s e types o f i n c o n s i s t e n c y become more common: low e d u c a t i o n and h i g h income. 
P a r t o f t h i s e f f e c t , presumably, i s due t o the h i s t o r i c a l t r e n d i n e d u c a t i o n a l 
a t t a i n m e n t . There a l s o appear t o be r e g i o n a l d i f f e r e n c e s : i n the West those types 
of i n c o n s i s t e n c y r e f l e c t i n g h i g h o c c u p a t i o n are e s p e c i a l l y i n f r e q u e n t , and those 
r e f l e c t i n g h i g h income are e s p e c i a l l y f r e q u e n t , w h i l e i n the South the p a t t e r n 
i s r e v e r s e d . However, the r a c i a l - u r b a n c o r r e l a t e s appear t o be l a r g e l y an 
a r t i f a c t : the excess o f s t a t u s c o n s i s t e n c y i n n o n - w h i t e f a m i l y heads i n r u r a l 
a r e a s seems t o be p r i m a r i l y due t o the f a c t t h a t a m a j o r i t y o f those respondents 
b e l o n g t o the l o w e s t c a t e g o r y o f o v e r a l l socioeconomic s t a t u s . And, o f course, 
b e i n g i n an extreme c a t e g o r y makes i t d i f f i c u l t t o be a l s o v e r y i n c o n s i s t e n t on 
the s e p a r a t e s t a t u s i n d i c a t o r s . 

Now i f these f i n d i n g s i n d i c a t e t h a t , f o r example, a c e r t a i n type o f i n c o n 
s i s t e n c y i s t y p i c a l f o r a c e r t a i n s t a g e o f l i f e c y c l e , then a r e we n o t f a c i n g 
somewhat o f a dilemma: c a l l i n g something i n c o n g r u o u s even though i t i s r e a l l y 
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something t y p i c a l , expected? But what about o c c u p a t i o n a l d i f f e r e n c e s ? I s i t n o t 
p o s s i b l e t h a t the e f f e c t s o f the l i f e c y c l e a re more p o w e r f u l i n some o c c u p a t i o n s , 
l i k e c o l l e g e p r o f e s s o r s or b u s i n e s s managers, t h a n i n o t h e r s , such as semi
s k i l l e d l a b o r e r s , where i n c r e a s e s i n income may h a r d l y keep up w i t h the pace s e t 
by i n f l a t i o n ? And what about r e g i o n a l d i f f e r e n c e s ? Should the Southern h i g h 
s c h o o l t e a c h e r be n e c e s s a r i l y c l a s s i f i e d as s t a t u s ineons i s t e n t because, i n p a r t , 
the r e s t o f the c o u n t r y pays i t s t e a c h e r s more? These c o n s i d e r a t i o n s suggest t h a t 
i n c o n s i s t e n c y s h o u l d be viewed as a d e p a r t u r e fro m the norms charac t e r i z i n g 
the r e s p o n d e n t ' s own r e f e r e n c e g r o u p , r a t h e r t h a n as a d e p a r t u r e f r o m n a t i o n a l 
norms. M i n i m a l l y , t h i s would demand c o n t r o l s f o r age, sex, r a c e , p o s s i b l y a l s o 
g e o g r a p h i c a 1 r e g i o n , u r b a n - r u r a l d i f f e r e n c e , and o c c a s s i o n a l l y , o c c u p a t i o n a l 
groups. Of c o u r s e , the c o n t r o l s have to be i n s t i t u t e d a t the p o i n t o f c o n s t r u c 
t i o n o f the i n c o n s i s t e n c y i n d e x , r a t h e r than o n l y d u r i n g a n a l y s i s o f i t s c o r r e l a t e s . 
That i s , i t would n o t be c a r r y i n g o u t the i n t e n t o f t h e above s u g g e s t i o n i f we 
were t o use a s i n g l e s e t o f c u t - o f f p o i n t s f o r computing c o n s i s tency f o r a l l 
s u b j e c t s , b u t t h e n t o s p l i t up the s u b j e c t s a c c o r d i n g t o age i n o r d e r t o see i f 
the c o r r e l a t e s o f i n c o n s i s t e n c y v a r y w i t h age. 

I n c o n c l u d i n g the d i s c u s s i o n o f c h o i c e o f s t a t u s d i m e n s i o n s , we need t o r a i s e 
one more ques t i o n : what r o l e shouId a f a c t o r a n a l y s i s o f the i n t e r c p r r e l a t i o n s 
o f an e x h a u s t i v e s e t o f s t a t u s dimensions p l a y i n our d e c i s i o n s ? The answer h e r e 
would seem to depend p a r t l y on how much we want t o be g u i d e d by the p a t t e r n o f 
o b t a i n e d i n t e r c o r r e l a t l o n s , r a t h e r than by t h e o r e t i c a l c o n s i d e r a t i o n s . S t a u t s 
i n c o n s i s t e n c y t h e o r y , o f c o u r s e , does n o t s t a t e how w e l l t h e v a r i o u s s t a t u s 
i n d i c a t o r s s h o u l d be c o r r e l a t e d ; however, i m p l i c i t l y i t seems t o suggest t h a t the 
two s t a t u s v a r i a b l e s b e i n g p a i r e d s h o u l d be m o d e r a t e l y c o r r e l a t e d . I f the 
c o r r e l a t i o n i s t o o h i g h , o n l y a v e r y s m a l l f r a c t i o n o f the cases can be c l a s s i f i e d 
as i n c o n s i s t e n t , w h i l e i f the c o r r e l a t i o n i s v e r y low, t h e n i t i s p r o b a b l e t h a t 
a p o s i t i o n on one d i m e n s i o n does n o t arouse e x p e c t a t i o n s about a commensurate 
p o s i t i o n on the o t h e r one. I t then f o l l o w s f r o m t h i s k i n d o f a v i e w p o i n t t h a t 
f a c t o r a n a l y s i s i s not h i g h l y u s e f u l here s i n c e i n u s i n g f a c t o r - b a s e d s t a t u s 
d imensions we would be p i c k i n g those dimensions which are m i n i m a l l y c o r r e l a t e d 
w i t h each o t h e r . The u s e f u l n e s s o f f a c t o r a n a l y s i s would a l s o depend on the c l a r i t y 
o f a p a r t i c u l a r s e t o f r e s u l t s . Thus, i n the s t u d y by K a h l and Davis ( 1 9 5 5 ) , 
o n l y two f a c t o r s were o b t a i n e d , one o f w h i c h was a m i x t u r e o f h o u s e - r e s i d e n t i a l 
area v a l u e s and o f p a r e n t a l s t a t u s . Moreover, income c o u l d n o t be c l e a r l y p l a c e d 
w i t h e i t h e r f a c t o r . A s t a t u s i ncongruence i n d e x d e r i v e d f r o m these two f a c t o r s 
would t h u s be an ambiguous m i x t u r e o f m o b i l i t y and cons i s t e n c y . 

The n e x t q u e s t i o n t o be c o n s i d e r e d i s : Should we e x p e c t d i f f e r e n t types o f 
s t a t u s i n c o n g r u e n c e t o have d i f f e r e n t i a l e f f e c t s ? The g e n e r a l p o s i t i o n w h i c h w i l l 
be o f f e r e d h e r e i s t h a t g i v e n t h e i m p e r f e c t a r t i c u l a t i o n o f the s t a t u s i n c o n 
s i s t e n c y t h e o r y and g i v e n the u n c e r t a i n t y s u r r o u n d i n g the c h o i c e o f s t a t u s 
v a r i a b l e s , our d a t a a n a l y s i s methods must be d e t a i l e d enough t o d e t e c t r e l a t i o n s h i p s 
o t h e r t h a n a g l o b a l i n c o n s i s t e n c y e f f e c t . T h i s would su g g e s t t h a t s t a t u s v a r i a b l e s 
need t o be c o n s i d e r e d i n p a i r s and the d i r e c t i o n o f i n c o n s i s t e n c y a l s o n o t e d . Some 
c r u c i a l v a r i a b l e s , as r a c i a l - e t h n i c o r i g i n , ought t o be t r e a t e d a l t e r n a t i v e l y 
b o t h as s t a t u s dimensions and as c o n t r o l v a r i a b l e s . 

T h i s p o s i t i o n o f openness t o new or d i v e r g e n t r e l a t i o n s h i p s i s an o b v i o u s , 
s e n s i b l e r e s e a r c h s t r a t e g y ( t h o u g h j u s t as o b v i o u s l y i g n o r e d i n a number o f p a s t 
s t u d i e s ) . However, i t can be a l s o j u s t i f i e d on t h e o r e t i c a l grounds. Broom ( 1 9 5 9 ) , 
i n an programmatic a r t i c l e , s t r o n g l y suggests t h a t v a r i a t i o n s i n p r o f i l e s o f 
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s ta t u s i n c cms i s t e n c y may have i m p o r t a n t imp l i e a t i o n s f o r r o l e c o n f l i c t , upward 
m o b i l i t y and m e n t a l h e a l t h . The work, o f Parker and K l e i n e r (1966) a l s o argues 
s t r o n g l y f o r a s y m m e t r i c a l e f f e c t s o f e d u c a t i o n - o c c u p a t i o n incongruence. I f 
e d u c a t i o n and o c c u p a t i o n i n d i c a t e l e v e l o f a s p i r a t i o n and achievement, r e s p e c t i v e l y , 
t h e n t he c o m b i n a t i o n o f h i g h e d u c a t i o n and low o c c u p a t i o n c r e a t e s b u t temporary 
d i s s o n a n c e w h i c h can be e a s i l y " r e s o l v e d " w i t h an a d d i t i o n a l p e r c e p t i o n , l i k e 
" I am a f a i l u r e " or "They d i s c r i m i n a t e a g a i n s t me." On the o t h e r hand, low 
e d u c a t i o n and h i g h o c c u p a t i o n may be a s s o c i a t e d w i t h h i g h s e l f - e v a l u a t i o n , as 
w e l l as some o f the adverse e f f e c t s p r e d i c a t e d from r o l e t h e o r y ( e . g . , Jackson, 
1 9 6 2 ) . Even Homans 1 (1961) t h e o r e t i c a l a n a l y s i s i n terms o f in v e s t m e n t s and 
commensurate rewards seems t o suggest asymmetry of i n c o n s i s t e n c y e f f e c t s . I f t he 
r e w a r d s are seen as too low, f o r a g i v e n l e v e l o f i n v e s t m e n t , the person may 
seek t o have h i s rewards r a i s e d and, i f u n s u c c e s s f u l , may lo w e r i n some way h i s 
i n v e s t m e n t s . B u t , i f the rewards are seen i n i t i a l l y as too h i g h , the person may 
r e a c t by s t r i v i n g t o i n c r e a s e h i s i n v e s t m e n t or p o s s i b l y by changing h i s n o t i o n 
a b o u t what i s commensurate. 

5) Methods o f s t a t i s t i c a l a n a l y s i s 

L e t us now t u r n t o some m e t h o d o l o g i c a l and s t a t i s t i c a l i s s u e s , most o f wh i c h 
r e v o l v e around the problem o f the r e l a t i o n s h i p o f v e r t i c a l s t a t u s t o s t a t u s 
i n c o n s i s t e n c y , and the a s s o c i a t i o n o f b o t h o f these t o s e l e c t e d dependent 
v a r i a b l e s . We may b e g i n by n o t i n g some necessary consequences o f the c o m p u t a t i o n a l 
p r o c e d u r e s which y i e I d the i n c o n s i s tency i n d i c e s . One consequence i s tha t i f 
o v e r a l l s t a t u s i s a s i m p l e average o f the v a r i o u s s t a t u s components, then 
i n d i v i d u a l s who are v e r y h i g h or v e r y low on o v e r a l l s t a t u s cannot be v e r y 
i n c o n g r u e n t . T h i s i s by v i r t u e o f the a r i t h m e t i c i n v o l v e d and should n ot be 
c l a i m e d e i t h e r as an i m p o r t a n t t h e o r e t i c a l p o i n t or as a m e a n i n g f u l e m p i r i c a l 
f i n d i n g , as some have done ( e . g . , Freedman, e t a l . 1956). Another consequence i s 
t h a t i f o c c u p a t i o n , e d u c a t i o n and income a r e used i n d e r i v i n g an in c o n g r u e n c e 
i n d e x , then p r e s e n t i n g the r e s u l t s f o r h i g h , medium and low o c c u p a t i o n a l l e v e l s , 
as Goffman (1957) does, may n o t be enough o f a c o n t r o l f o r o v e r a l l s t a t u s . That 
i s , s u b j e c t s who are h i g h on o c c u p a t i o n b u t are c l a s s i f i e d as i n c o n g r u e n t , because 
o f t h e i r r e l a t i v e l y low e d u c a t i o n and/or income, must n e c e s s a r i l y have an o v e r a l l 
s t a t u s r a n k w h i c h i s lower than the r a n k o f s u b j e c t s who are h i g h on o c c u p a t i o n 
and a r e c l a s s i f i e d as c o n g r u e n t . F i n a l l y , we may note t h a t i f a group o f s t a t u s 
congruous s u b j e c t s i s compared w i t h incongruous s u b j e c t s and they are found to 
be e q u a l on mean o v e r a l l s t a t u s , t he two groups must s t i l l be d i f f e r e n t w i t h 
r e s p e c t t o the d i s t r i b u t i o n o f o v e r a l l s t a t u s s c o r e s . S p e c i f i c a l l y , the congruous 
s u b j e c t s w i l l have more cases who are a t t h e extremes o f the d i s t r i b u t i o n , w h i l e 
th e i n c o n g r u o u s s u b j e c t s w i l l have more cases i n the m i d d l e o f the d i s t r i b u t i o n . 
T hus, i f the r e l a t i o n s h i p between o v e r a l l s t a t u s and some dependent v a r i a b l e s i s 
n o n - l i n e a r - - U - s h a p e d , i n v e r t e d U-shaped, p o s i t i v e l y a c c e l e r a t e d o r n e g a t i v e l y 
a c c e l e r a t e d - - t h e n the c o m p a r a b i l i t y o f the two groups on mean s t a t u s s t i l l does 
n o t r u l e o u t a l l e f f e c t s o f o v e r a l l s t a t u s . 

When the dependent v a r i a b l e i s n o t r e l a t e d t o the s e p a r a t e s t a t u s dimensions, 
t h e n the major i s s u e i s how t o c o n s t r u c t an ind e x o f s t a t u s incongruence. When 
two s ta t u s d imens i o n s , l i k e e d u c a t i o n and o c c u p a t i o n are b e i n g p a i r e d , t h r e e 
p o s s i b i l i t i e s e x i s t : 1) to form a two-by-two t a b l e by s p l i t t i n g each v a r i a b l e 
a t t h e median, w i t h t he h i g h - h i g h and low-low quadrants y i e l d i n g the congruous 
c a s e s ; 2) t o group the s u b j e c t s i n t o a number o f c a t e g o r i e s accord i n g t o educa-
t i o n a l l e v e l , and then f o r each e d u c a t i o n a l c a t e g o r y f i n d t he median l e v e l o f 
o c c u p a t i o n and s e l e c t some p r e d e t e r m i n e d p r o p o r t i o n o f s u b j e c t s around t h e median 
as t h e congruous cases; 3) t o o b t a i n the c o r r e l a t i o n between e d u c a t i o n and occupa
t i o n and then use t h e r e g r e s s i o n e q u a t i o n ( e . g . , G u i l f o r d , 1956, pp. 366-368) to 
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compute f o r each l e v e l o f e d u c a t i o n the o c c u p a t i o n a l l e v e l . The amount o f 
d i f f e r e n c e between p r e d i c t e d and a c t u a l o c c u p a t i o n a l l e v e l r e f l e c t s t he amount 
o f i n c o n g r u e n c e . I t s h o u l d be a p p a r e n t t h a t these t h r e e methods y i e l d p r o g r e s s i v e l y 
more r e f i n e d s c o r e s . I n the a n a l y s i s o f the data we want t o c a r r y o u t two 
o r t h o g o n a 1 comparisons: 1) congruous v s . incongruous and 2) educa t i o n > o c c u p a t i o n 
v s . e d u c a t i o n < o c c u p a t i o n . When the dependent v a r i a b l e i s measured on an i n t e r v a l 
s c a l e , t h e a p p r o p r i a t e a n a l y s i s o f v a r i a n c e p r o c e d u r e may be found i n Hays (1963) 
or Winer ( 1 9 6 2 ) . However, when we are d e a l i n g w i t h a dichotomous v a r i a b l e o r a 
nominal s c a l e , the procedures f o r p a r t i t i o n i n g c o n t i n g e n c y t a b l e s suggested by 
Bresnahan and Sh a p i r o (1966) or C a s t e l l a n (1965) may be used. 

When the dependent v a r i a b l e i s a s s o c i a t e d w i t h one or more o f the s t a t u s 
v a r i a b l e s , a number o f p o s s i b i l i t i e s e x i s t . I f the dependent v a r i a b l e i s measured 
on an i n t e r v a l s c a l e , one may s i m p l y d i c h o t o m i z e t h e two s t a t u s v a r i a b l e s a t the 
median and t r e a t the problem as a two way a n a l y s i s o f v a r i a n c e where t h e i n t e r 
a c t i o n t e r m r e f l e c t s the incongruence e f f e c t s . Winer, (1962) d i s c u s s e s the 
l e a s t - s q u a r e and unweighted-means s o l u t i o n s f o r t he case o f unequal c e l l 
f r e q u e n c i e s and the a p p r o p r i a t e n e s s o f each. I t must be n o t e d , i n a d d i t i o n , 
t h a t when the c e l l f r e q u e n c i e s a r e h i g h l y v a r i a b l e , t he r e s u l t a n t i n t e r a c t i o n term 
i s u n d e r e s t i m a t e d . When the number o f cases i s s u f f i c i e n t l y l a r g e , we may want 
t o s p l i t t he s t a t u s v a r i a b l e s i n t o more t h a n two c a t e g o r i e s . I n t h a t case the 
main e f f e c t s s h o u l d be a l s o t e s t e d f o r l i n e a r and n o n - l i n e a r components; 
s i m i l a r l y , t he i n t e r a c t i o n e f f e c t s h o u l d be br o k e n down i n t o l i n e a r and r e s i d u a l 
components s i n c e we are s p e c i f i c a l l y i n t e r e s t e d i n d e m o n s t r a t i n g t h a t as s t a t u s 
i n c o n g r u e n c e i n c r e a s e s , t he i n t e r a c t i o n e f f e c t i s s t r o n g e r . An a 1 t e r n a t i v e 
p r o c e d u r e would be t o use r e g r e s s i o n a n a l y s i s i n w h i c h the s t a t u s dimensions a re 
c o n v e r t e d t o dummy v a r i a b l e s ( S u i t s , 1957). I t i s t h i s p r o c e d u r e w h i c h Jackson 
and Burke (1965) chose t o r e a n a l y z e the o l d Jackson (1962) d a t a . 

I t s h o u l d be a l s o p o s s i b l e t o d e a l w i t h t he problem o f an a s s o c i a t i o n o f 
the dependent v a r i a b l e w i t h t he s t a t u s v a r i a b l e s by f i r s t c omputing c o r r e c t e d 
scores on the f o r m e r . Here, we shouId a v o i d an overa 11 s t a t u s s c o r e s i n c e as 
Demerath (1962) and M i t c h e l l (1964) have argued, t h i s tends t o d i l u t e t he 
e f f e c t s o f t h a t s t a t u s d i m e n s i o n which i s p a r t i c u l a r l y s t r o n g l y r e l a t e d t o the 
dependent v a r i a b l e . I n s t e a d , a m u l t i p l e r e g r e s s i o n p r o c e d u r e s h o u l d be used t o 
compute a p r e d i c t e d s c o r e on the dependent v a r i a b l e , and the d i f f e r e n c e between 
the p r e d i c t e d and o b t a i n e d s c o r e i s then our a d j u s t e d s c o r e . From here on the 
a n a l y s i s would proceed as o u t l i n e d above f o r dependent v a r i a b l e s u n c o r r e l a t e d 
w i t h v e r t i c a l s t a t u s . 

When the dependent v a r i a b l e w h i c h i s c o r r e l a t e d w i t h s t a t u s i s a dichotomous 
one or measured on a nominal s c a l e , we fa c e a somewhat d i f f e r e n t p r o b l em. I f 
our two s t a t u s v a r i a b l e s a r e d i c h o t o m i z e d a t t h e median, we can g e n e r a t e a 
2 x 2 x 2 f r e q u e n c y t a b l e ( t h e t h i r d d i m e n s i o n b e i n g presence v s . absence o f the 
dependent v a r i a b l e ) w hich can then be analy z e d f o r the 2 main e f f e c t s and an 
i n t e r a c t i o n e f f e c t by two comparable p r o c e d u r e s : p a r t i t i o n i n g o f Chi-s q u a r e 
(Yule and K e n d a l l , 1950; Winer, 1962) or the l i k e l i h o o d r a t i o t e s t ( M c G i l l , 1954; 
Mood, 1950). Both methods f u r n i s h a s t r a i g h t f o r w a r d analogy t o a n a l y s i s o f v a r i a n c e . 
However, the l i k e l i h o o d r a t i o t e s t i s t o be p r e f e r r e d when some o f the expected 
c e l l f r e q u e n c i e s a r e q u i t e s m a l l . Moreover, t h e l i k e l i h o o d r a t i o t e s t i s b o t h a 
t e s t o f s i g n i f i c a n c e , when the r a t i o i s c o v e r t e d i n t o a C h i - s q u a r e , as w e l l as 
a measure o f a s s o c i a t i o n , when i n f o r m a t i o n t h e o r y u n i t s are used t o i n d i c a t e 
r a t e o f t r a n s m i s s i o n o f i n f o r m a t i o n ( r e d u c t i o n i n u n c e r t a i n t y ) . And because o f 
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the s i m i l a r i t y o f these p r o c e d u r e s t o a n a l y s i s o f v a r i a n c e , i t a g a i n h o l d s t h a t 
when expec ted' c e l l f r e q u e n c i e s a r e h i g h l y u n e q u a l , the i n t e r a c t i o n term i s 
u n d e r e s t i m a t e d . 

When the s t a t u s v a i r a b l e s are each d i v i d e d i n t o s e v e r a l c a t e g o r i e s , then the 
p r o b l e m i s how to compute expected c e l l f r e q u e n c i e s w h i c h r e f l e c t o n l y the 
a d d i t i v e e f f e c t o f the two s t a t u s d i m e n s i o n s , and then how to t e s t f o r the 
s i g n i f i c a n c e o f the d e p a r t u r e from these e x p e c t e d f r e q u e n c i e s , where such a 
d e p a r t u r e r e f l e c t s e f f e c t s o f i n c o n g r u e n c e . L e n s k i (1964) and Demerath ( i n p r e s s ) 
o f f e r a model f o r g e n e r a t i n g expected c e l l v a l u e s , b u t b o t h agree t h a t the 
p r o b l e m o f s i g n i f i c a n c e t e s t i n g i s not y e t s o l v e d . I t would seem t h a t i n the 
two p r o c e d u r e s d i s c u s s e d above, p a r t i t i o n i n g o f Chi-square and t h e l i k e l i h o o d 
r a t i o t e s t , the i n t e r a c t i o n term o f f e r s an adequate a p p r o x i m a t i o n t o a t e s t o f 
s i g n i f i c a n c e o f d e p a r t u r e f r o m a d d i t i v i t y . S t r i c t l y s p e a k i n g , such an 
i n t e r a c t i o n s i m p l y r e f l e c t s the d i f f e r e n c e s between o b t a i n e d and expected c e l l 
f r e q u e n c i e s which are n o t due t o the main e f f e c t s . As such, the t e s t i s n o t 
sens i t i v e t o the o r d i n a l n a t u r e o f the two s t a t u s s c a l e s ; moreover, i t s i m p l y lumps 
a l l d e p a r t u r e s from main e f f e c t s i n t o a s i n g l e i n t e r a c t i o n term w i t h o u t b e i n g 
s e n s i t i v e t o degrees o f i n c o n g r u e n c e . However, i t s h o u l d be p o s s i b l e t o use the 
L e n s k i (1964) o r Demerath ( i n p r e s s ) model t o compute c e l l f r e q u e n c i e s expected 
from s i m p l e a d d i t i v e e f f e c t s , o r d e r these a l o n g t h e dimension o f degree o f s t a t u s 
i n c o n g r u e n c e , and compare these w i t h o b t a i n e d f r e q u e n c i e s by u s i n g a measure l i k e 
t he gamma (Goodman and K r u s k a l , 1954) which r e f l e c t s the degree to w h i c h t h e 
r e l a t i o n between two v a r i a b l e s i s a monotone one. 

C o n c l u s i o n s 

T h i s completes the d i s c u s s i o n o f the f i v e i s s u e s l i s t e d i n the i n t r o d u c t i o n 
as t h e substance o f t h i s r e p o r t . We may c o n c l u d e w i t h a b r i e f c o n s i d e r a t i o n o f 
f u t u r e r e s e a r c h . F i r s t o f a l l , i t would seem t h a t we need t o i n c l u d e i n our 
f u t u r e t h i n k i n g a h i s t o r i c a l - d e v e l o p m e n t a l o r i e n t a t i o n as w e l l . I s the meaning 
o f s t a t u s incongruence the same f o r the man who a t 40 goes to n i g h t s c h o o l to 
f u r t h e r h i s e d u c a t i o n as i t i s f o r the man whose e d u c a t i o n a l l e v e l i s the same 
b u t who completed h i s e d u c a t i o n i n h i s teens? Does i t make a d i f f e r e n c e i f a 
p e r s o n a c h i e v e s an " i n a p p r o p r i a t e l y " h i g h income l e v e l because he has two j o b s , 
because he i s s e l f - e m p l o y e d and works h a r d , or s i m p l y because h i s pay on h i s 
j o b i s u s u a l l y high? Has the p e r s o n e x p e r i e n c e d f l u c t u a t i o n s i n h i s p o s i t i o n on 
a p a r t i c u l a r s t a t u s d i m e n s i o n , and, t h e r e f o r e , i n h i s s t a t u s incongruence? 
S e c o n d l y , we need t o be more d i f f e r e n t i a t e d about the s e t t i n g s i n w h i c h the 
e f f e c t s o f s t a t u s i n c o n s i s t e n c y are b e i n g i n v e s t i g a t e d : a t w ork, a t the home w i t h i n 
the f a m i l y , i n l e i s u r e a c t i v i t i e s w i t h f r i e n d s , e t c . The measurement convenience 
o f g l o b a l demographic s t a t u s v a r i a b l e s s h o u l d n o t obscure the need f o r assessing 
more r e l e v a n t s t a t u s dimensions i n p a r t i c u l a r r e s e a r c h s e t t i n g s . F i n a l l y , i t would 
seem t h a t s i n c e p a s t work has l a r g e l y c o n c e n t r a t e d on r e l a t i n g the p a t t e r n of 
s t a t u s i n t e r r e l a t i o n s h i p s , s t a t u s i n c o n s i s t e n c y , 
d i r e c t l y t o s e l e c t e d dependent v a r i a b l e s , the n e x t s t e p i n t h i s area i s t o begin 
t o e x p l o r e some o f the i n t e r v e n i n g processes p o s t u l a t e d by the s t a t u s i n c o n s i s t e n c y 
t h e o r y . C h i e f among these i s the n o t i o n o f c o n f l i c t i n g e x p e c t a t i o n s . I t should 
be p o s s i b l e t o i n t e g r a t e s t a t u s i n c o n s i s t e n c y t h e o r y more f u l l y w i t h r o l e c o n f l i c t 
t h e o r y (as o u t l i n e d , f o r example, i n Kahn, e t a l . 1964) and t h e r e b y e n l a r g e and 
s t r e n g t h e n i t s c o n c e p t u a l base. Thus, we need t o know which t y p e o f r o l e 
c o n f l i c t l i s t e d by Kahn, e t a l . - - i n t r a - r o l e sender, i n t e r - s e n d e r , i n t e r - r o l e , 
p e r s o n v s . r o l e , and r o l e a m b i g u i t y - - i s a s s o c i a t e d w i t h what t y p e o f s t a t u s 
i n c o n s i s t e n c y , and what d i f f e r e n t i a l consequences t h e y may have. 
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SOME MEASURES OF STATUS INCONSISTENCY 

The p r e c e d i n g t e x t has o f f e r e d s e v e r a l s u g g e s t i o n s f o r c o n s t r u c t i n g an 

i n d e x o f s t a t u s i n c o n s i s t e n c y and i t i s o u r i n t e n t i o n here t o d e s c r i b e these 

p r o c e d u r e s i n g r e a t e r d e t a i l . We s h a l l f i r s t d i s c u s s t h r e e examples where 

t h e i n d e x i s based on the r e l a t i o n s h i p between a p a i r o f s t a t u s v a r i a b l e s and 

t h e n two examples where the i n d e x i s based on the i n t e r - r e l a t i o n s h i p s among 

t h r e e or more s t a t u s v a r i a b l e s . The r e a d e r i s reminded t h a t because o f the 

c o n c e p t u a l and m e t h o d o l o g i c a l c o m p l e x i t i e s o f s t a t u s i n c o n s i s t e n c y , as d i s c u s s e d 

i n the t e x t , the examples t o be d e s c r i b e d below are s i m p l i f i e d procedures w i t h 

t h e i r own i n h e r e n t l i m i t a t i o n s . 

L e t us suppose t h a t the two s t a t u s v a r i a b l e s b e i n g p a i r e d are e d u c a t i o n 

and o c c u p a t i o n . The f i r s t and c r u d e s t i n d e x o f s t a t u s i n c o n s i s t e n c y w h i c h can 

be c o n s t r u c t e d i s s i m p l y t o d i c h o t o m i z e the two s t a t u s v a r i a b l e s a t the median 

and t o c o n s t r u c t a 2 by 2 t a b l e . The h i g h - h i g h and low-low c e l l s are t h e n , o f 

c o u r s e , the s t a t u s c o n s i s t e n t cases. 

The second p o s s i b l e approach i s i l l u s t r a t e d by F i g u r e 1: the l e v e l of 

e d u c a t i o n i s b r o k e n down i n t o a number o f o r d e r e d c a t e g o r i e s and w i t h i n each 

e d u c a t i o n a l c a t e g o r y , the median o c c u p a t i o n a l l e v e l i s f o u n d , u s i n g a c o d i n g 

schema such as Duncan's (see Chapter 14) t o o r d e r the o c c u p a t i o n s . Then one 

s e l e c t s a p r e d e t e r m i n e d p r o p o r t i o n ( s a y 30 p e r c e n t , as i n F i g u r e 1) o f cases 

above and below the median f o r each e d u c a t i o n a l c a t e g o r y and d e s i g n a t e s these 

" s t a t u s c o n s i s t e n t " cases. For the c a t e g o r i e s a t the extremes o f e d u c a t i o n a l 

l e v e l , i t seems r e a s o n a b l e t o i n c l u d e a l l cases below the median a t t h e " l e s s 

t h a n grade s c h o o l end" and a l l cases above t h e median f o r t h e " p o s t g r a d u a t e 

t r a i n i n g " c a t e g o r y among the s t a t u s c o n s i s t e n t cases. A l l respondents i n the 



to 
E d u c a t i o n a l l e v e l 

L e s s than 
grade school 

Grade school 
graduate 

Some high 
school 

High school 
graduate Some c o l l e g e 

C o l l e g e 
graduate 

Postgraduate 
t r a i n i n g 

50% 

30% 

30% 

30% 

S t a t u s i n c o n s i s t e n t : 
Education > Occupation 

30% 

30% 

30% below 
median 

occupation 

30% above 
median 

occupation 

S t a t u s i n c o n s i s t e n t : 
Education < Occupation 

30% 

30% 

30% 

30% 

30% 

50% 

F i g u r e 1. An i l l u s t r a t i o n of a method f o r ob t a i n i n g 
a c l a s s i f i c a t i o n w i t h regard to s t a t u s c o n s i s t e n c y 
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l o w e r l e f t - h a n d area o f F i g u r e 1 ( e d u c a t i o n ̂ _ o c c u p a t i o n ) are t h e n the "over-

a c h i e v e r s , " w h i l e those i n the upper r i g h t - h a n d area ( e d u c a t i o n "7 o c c u p a t i o n ) 

a r e the " u n d e r a c h i e v e r s . " 

The t h i r d approach u t i l i z e s a l i n e a r r e g r e s s i o n e q u a t i o n and d e r i v e s a 

s t a t u s i n c o n s i s t e n c y score f o r each i n d i v i d u a l f r o m the d i f f e r e n c e between 

p r e d i c t e d and a c t u a l ( o b t a i n e d ) s c o r e . T h i s approach assumes i n t e r v a l acale 

measurement on X and Y, w i t h the i n c o n s i s t e n c y score = X - X^, where 

= r ^ j * ^ ^ (Y - Y) + X = p r e d i c t e d o c c u p a t i o n a l l e v e l , 

X = o b t a i n e d ( a c t u a l ) o c c u p a t i o n a l l e v e l , and 

Y = e d u c a t i o n a l l e v e l used t o p r e d i c t o c c u p a t i o n a l l e v e l . 

A p o s i t i v e i n c o n s i s t e n c y score would t h u s i n d i c a t e an i n d i v i d u a l 1 s o c c u p a t i o n a l 

l e v e l h i g h e r than i s p r e d i c t e d on the b a s i s o f h i s e d u c a t i o n . The " s t a t u s 

c o n s i s t e n t " cases w i l l be then some p r o p o r t i o n o f cases above and below the 

z e r o p o i n t o f the i n c o n s i s t e n c y s c a l e . 

The n e x t two p r o c e d u r e s are a p p l i c a b l e when more t h a n two s t a t u s v a r i a b l e s 

a r e i n v o l v e d . One procedure i s q u i t e g e n e r a l and i s due t o L e n s k i ( 1 9 5 4 ) , 

B a s i c a l l y , the scores on each s t a t u s d i m e n s i o n are c o n v e r t e d i n t o n o r m a l i z e d 

p e r c e n t i l e s c o r e s , and t h e n an i n d e x o f the d i s t a n c e between a l l p a i r s o f 

s c o r e s i s o b t a i n e d . Suppose t h a t we are d e a l i n g w i t h t h r e e s t a t u s dimensions: 

x = e d u c a t i o n , y = o c c u p a t i o n , and .z = income. Then the i n d e x i s g i v e n by the y 2 2 2 ( x - y ) + ( x - z ) + ( y - z ) , where x , y, and z are the a f o r e m e n t i o n e d 

n o r m a l i z e d p e r c e n t i l e s c o r e s . An a l t e r n a t i v e i s t o compute the mean s t a t u s 

score and o b t a i n t h e i n d e x by t a k i n g t h e square r o o t o f the sum o f t h e squared 

d e v i a t i o n s f r o m t h i s mean. T h i s i n d e x w i l l r e f l e c t the amount o f s t a t u s i n c o n 

s i s t e n c y ( r e a l l y , v a r i a b i l i t y i n s t a t u s s c o r e s ) and scores below an a r b i t r a r y 

c u t o f f p o i n t d e s i g n a t e d the " s t a t u s c o n s i s t e n t " cases. T h i s i n d e x w e i g h t s a l l 

s t a t u s scores e q u a l l y and d i s r e g a r d s the t y p e s o f i n c o n s i s t e n c y i n v o l v e d . See 
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t e x t f o r a d i s c u s s i o n o f the reasons why such a g l o b a l i n d e x may n o t be 

a p p r o p r i a t e . 

An a l t e r n a t i v e approach which does keep t r a c k o f the t y p e o f i n c o n s i s 

t e n c y i n v o l v e d has been suggested i n the U.S. Bureau o f Census (1963) document. 

A f t e r c o n v e r t i n g o c c u p a t i o n a l , e d u c a t i o n a l and income d a t a i n t o p e r c e n t i l e - l i k e 

s c o r e s , t h e y coded the s u b j e c t s i n t o 13 s t a t u s c o n s i s t e n c y t y p e s a c c o r d i n g t o 

the f o l l o w i n g r u l e s ( r e p r o d u c e d v e r b a t i m ) : 

a. I f the range between t h e h i g h e s t and l o w e s t scores was 20 o r l e s s , 
recode 1 was a s s i g n e d . 

b. I f the range between the h i g h e s t and l o w e s t scores exceeded 20, 
and the range between the medium and l o w e s t scores was 20 o r l e s s 
and l e s s t h a n the range between t h e h i g h e s t and medium s c o r e s - -
( 1 ) Recode 2 was assi g n e d i f t h e income score was h i g h e s t 
( 2 ) Recode 4 was assi g n e d i f the e d u c a t i o n score was h i g h e s t 
( 3 ) Recode 6 was assi g n e d i f the o c c u p a t i o n score was h i g h e s t 

c. I f the range between the h i g h e s t and l o w e s t scores exceeded 20 
and the range between the h i g h e s t and medium scores was 20 o r 
l e s s and e q u a l t o or l e s s t h a n the range between t h e medium and 
lo w e s t s c o r e s - -
( 1 ) Code 3 was assigned i f the income score was l o w e s t 
(2) Code 5 was assi g n e d i f the e d u c a t i o n score was l o w e s t 
(3) Code 7 was assi g n e d i f the o c c u p a t i o n score was l o w e s t 

d. I f the range between the h i g h e s t and medium scores and the medium 
and l o w e s t scores each exceeded 20--
(1) Code 8 was assi g n e d i f the o c c u p a t i o n score was h i g h e s t and 

income score l o w e s t 
( 2 ) Code 9 was assi g n e d i f the o c c u p a t i o n score was h i g h e s t and 

e d u c a t i o n score l o w e s t 
(3) Code 10 was assi g n e d i f the e d u c a t i o n score was h i g h e s t and 

o c c u p a t i o n score l o w e s t 
(4) Code 11 was assigned i f the e d u c a t i o n score was h i g h e s t and 

income s c o r e l o w e s t 
( 5 ) Code 12 was assi g n e d i f the income score was h i g h e s t and 

o c c u p a t i o n score l o w e s t 
(6) Code 13 was assi g n e d i f the income score was h i g h e s t and 

e d u c a t i o n s c o r e l o w e s t . 



The r e s u l t i n g s t a t u s c o n s i s t e n c y t y p e s may be d e s c r i b e d as f o l l o w s : 

S t a t u s 
C o n s i s t e n c y 

Type C h a r a c t e r i s t i c s 

1 A l l t h r e e components c o n s i s t e n t 

2 O c c u p a t i o n and e d u c a t i o n c o n s i s t e n t ; income h i g h 

3 O c c u p a t i o n and e d u c a t i o n c o n s i s t e n t ; income low 

4 O c c u p a t i o n and income c o n s i s t e n t ; e d u c a t i o n h i g h 

5 O c c u p a t i o n and income c o n s i s t e n t ; e d u c a t i o n low 

6 E d u c a t i o n and income c o n s i s t e n t ; o c c u p a t i o n h i g h 

7 E d u c a t i o n and income cons i s t e n t ; o c c u p a t i o n low 

8 A l l i n c o n s i s t e n t ; o c c u p a t i o n h i g h e s t , income l o w e s t 

9 A l l i n c o n s i s t e n t ; o c c u p a t i o n h i g h e s t , e d u c a t i o n l o w e s t 

10 A l l i n c o n s i s t e n t ; e d u c a t i o n h i g h e s t , o c c u p a t i o n lowest 

11 A l l i n c o n s i s t e n t ; e d u c a t i o n h i g h e s t , income l o w e s t 

12 A l l i n c o n s i s t e n t ; income h i g h e s t , o c c u p a t i o n l o w e s t 

13 A l l i n c o n s i s t e n t ; income h i g h e s t , e d u c a t i o n l o w e s t 

As d i s c u s s e d i n the t e x t , t he main advantages o f t h i s i n d e x i s t h a t i t keeps 

t r a c k o f the t y p e and d i r e c t i o n o f i n c o n s i s t e n c y , and t h a t because i t i s based 

on r e c e n t n a t i o n a l norms i t p e r m i t s a s t a n d a r d i z e d o p e r a t i o n a l i z a t i o n . The 

d i s a d v a n t a g e s a r e : a) the income d a t a are t o t a l f a m i l y income; b) the s c o r e 

on o c c u p a t i o n i s n o t a p r e s t i g e score b u t s i m p l y the score assigned t o the 

o c c u p a t i o n c a t e g o r y because o f the average income and e d u c a t i o n f o r a l l members 

o f t h a t c a t e g o r y ; c) i t may r e q u i r e a d j u s t m e n t s f o r age ( l i f e c y c l e ) , g e o g r a p h i 

c a l r e g i o n o r some o t h e r v a r i a b l e p e r t i n e n t t o a p a r t i c u l a r s t u d y s e t t i n g . 
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16. OCCUPATIONAL SITUS 

C o n t r a r y t o what m i g h t be i n f e r r e d from a survey o f the s o c i o l o g i c a l l i t e r a 
t u r e , t h e r e e x i s t o t h e r aspects o f a person's o c c u p a t i o n than s t a t u s w h i c h can 
be u s e f u l i n u n c o v e r i n g s i g n i f i c a n t v a r i a t i o n i n b e h a v i o r s and a t t i t u d e s . One o f 
the most i n t r i g u i n g i s " s i t u s " , t he h o r i z o n t a l c o u n t e r p a r t o f t h e v e r t i c a l d i mension 
o f s t a t u s . A s i t u s i s a c a t e g o r y o f i n d i v i d u a l s or p o s i t i o n s p l a c e d on a l e v e l 
w i t h o t h e r c a t e g o r i e s , a l l o f which a r e g i v e n the same e v a l u a t i o n . S i t u s 
d i f f e r e n t i a t i o n s are u s u a l l y made on a f u n c t i o n a l b a s i s , f o r example, on the b a s i s 
o f t h e p s y c h o l o g i c a l f u n c t i o n s o f d e a l i n g w i t h t h i n g s , d a t a or p e o p l e o r the 
s o c i o l o g i c a l f u n c t i o n o f the o c c u p a t i o n i n t h e s o c i a l system. The f o l l o w i n g f i v e 
s i t u s c a t e g o r y systems a re d i s c u s s e d : 

1 . S i t u s C a t e g o r i e s ( M o r r i s and Murphy 1959) 
2. O c c u p a t i o n a l Groups (Roe 1956) 
3. O c c u p a t i o n a l C l a s s i f i c a t i o n (Super 1957) 
4. Census Bureau I n d u s t r y Groupings (1960) 
5. Data, People, Things ( D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s - 1965) 
M o r r i s and Murphy, i n the f u l l e s t e x p o s i t i o n o f the development and u t i l i t y 

o f t h e s i t u s d i m e n s i o n , d i f f e r e n t i a t e o c c u p a t i o n s i n t o t e n s i t u s c a t e g o r i e s on the 
b a s i s o f s o c i e t a l f u n c t i o n . Because these a u t h o r s p r e s e n t n ot o n l y a c l e a r 
e x p o s i t i o n b u t a l s o a v a l u a b l e s i t u s t y p o l o g y , we recommend t h e i r a r t i c l e t o 
i n t e r e s t e d r e a d e r s . The a u t h o r s r e v i e w a number o f p r e v i o u s o c c u p a t i o n a l c a t e g o r y 
systems w h i c h have i n c o r p o r a t e d a s i t u s d i m e n s i o n . The Warner, e t a l . and N o r t h -
H a t t systems, rev i e w e d i n t h e p r e v i o u s s e c t i o n , use somewhat i n c o m p l e t e s i t u s 
codes, w h i l e the systems o f two p s y c h o l o g i s t s , Roe and Super, a r e more comprehensive 
and more i n l i n e w i t h t he s i t u s c a t e g o r i e s proposed i n t h i s r e v i e w . M o r r i s and 
Murphy n e x t d i s c u s s the wide a p p l i c a b i l i t y o f s i t u s a n a l y s i s . " S i t u s a m b i g u i t y " 
c o u l d be used as an i m p o r t a n t cue t o the dynamics o f changing o c c u p a t i o n s , r o l e 
c o n f l i c t w i t h i n an o c c u p a t i o n , and the problems o f m a r g i n a l i t y . a n d o c c u p a t i o n a l 
m o b i l i t y . D i f f e r e n t s i t u s c a t e g o r i e s c o u l d a l s o " f o r m c h a r a c t e r i s t i c s u b - c u l t u r e s " 
w h i c h w o u l d u n d e r l i e i m p o r t a n t sources o f common v a l u e s , norms, u n d e r s t a n d i n g s and 



a t t i t u d e s . The a u t h o r s ' s i t u s scheme,which i s o u t l i n e d and i l l u s t r a t e d i n Table 
1, i s based on s t u d e n t r a t i n g s . 

I n a subsequent a r t i c l e , Murphy and M o r r i s (1961) p r e s e n t i m p r e s s i v e e v i d e n c e 
t o s u b s t a n t i a t e t h e i r e a r l i e r c l a i m s . T h e i r sample was s m a l l and not c r o s s -
s e c t i o n a l ( 7 0 1 w h i t e males i n f o u r San F r a n c i s c o census t r a c t s ) , b u t the v a r i a b l e s 
were o f d e f i n i t e s o c i o l o g i c a l i m p o r t — p o l i t i c a l a f f i l i a t i o n and c l a s s i d e n t i f i c a t i o n . 
Sample s i z e s were s u f f i c i e n t f o r o n l y f o u r o f t h e t e n s i t u s c a t e g o r i e s , b u t t h e 
f o l l o w i n g d r a m a t i c d i f f e r e n c e s were o b t a i n e d : 

Finance B u i l d i n g & 
Commerce & Records M a n u f a c t u r i n g Maintenance 

R e p u b l i c a n 69% 60% 36% 26% 
Democrat 31 40 64 74 

M i d d l e Class I d e n t i f i c a t i o n 8 1 % 7 1 % 38% 24% 
W o r k i n g Class I d e n t i f i c a t i o n 19 29 62 76 

Most i m p o r t a n t , these d i f f e r e n c e s remained e s s e n t i a l l y u n a f f e c t e d when 
c o n t r o l l e d f o r two l e a d i n g s t a t u s i n d i c a t o r s , income and e d u c a t i o n - - e x c e p t a t the 
c o l l e g e l e v e l where s i t u s made o n l y s l i g h t o r moderate d i f f e r e n c e s , b u t s t i l l i n 
d i r e c t i o n i n d i c a t e d above. The a u t h o r s suggested o t h e r v a r i a b l e s t h a t s h o u l d v a r y 
by s i t u s as w e l l — such as m o b i l i t y and a l i e n a t i o n — a n d s p e c u l a t e d on t h e o r i g i n s 
o f the observed d i f f e r e n c e s ( h i s t o r i c a l , e n t r e p r e n e u r i a l - b u r e a u c r a t i c e t c . ) One 
p roblem w i t h the above f i g u r e s i s t h a t the observed d i f f e r e n c e s may be due t o a 
" c o l l a r " d i s t i n c t i o n , i . e . , the d i s t i n c t i o n between lower c l e r i c a l and s a l e s 
w o r k e r s i n commerce, f i n a n c e , and r e c o r d s v s . s k i l l e d and s e m i - s k i l l e d w o r k e r s 
i n b u s i n e s s , m a i n t a i n e n c e and c o n s t r u c t i o n . N e v e r t h e l e s s , the dimension deserves 
more a t t e n t i o n than i t has r e c e i v e d s i n c e t h i s a r t i c l e appeared and i t i s hoped 
t h a t exposure here w i l l r e s u r r e c t some i n t e r e s t i n what would appear t o be a 
i m p o r t a n t o c c u p a t i o n a l background v a r i a b l e . 

W h i l e M o r r i s and Murphy p o i n t o u t the m a j or d i s t i n c t i o n s made by Roe and 
Super, they do n o t p r e s e n t the two schemes i n d e t a i l . For the r e a d e r s ' i n t e r e s t , 
t h e t o t a l systems o f Roe and Super are o u t l i n e d i n T a b l e s 2 and 3. 

I n Roe's c h a r t , o c c u p a t i o n a l groups a r e o r d e r e d so t h a t c o n t i g u o u s ones a r e 
more c l o s e l y r e l a t e d t h a n n o n - c o n t i g u o u s ones ( w i t h t h e e x c e p t i o n o f the 
a r b i t r a r i l y p l a c e d " o u t d o o r " g r o u p ) . I n Roe's book, t h i s c h a r t i s used as a 
g e n e r a l i n t r o d u c t i o n t o a d e t a i l e d d e s c r i p t i o n o f the h y p o t h e s i z e d i n t e r e s t s , 
v a l u e s and d e v e l o p m e n t a l e x p e r i e n c e s o f p e o p l e who e n t e r these e i g h t areas o f 
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TABLE 1 

SITUS SCHEME OF MORRIS AND MURPHY 

(From "The Situs Dimension i n Occupational Structure 
American S o c i o l o g i c a l Review 1959 (24) 231-239) 

THEORETICAL SITUS LOCATION OF 3ELECTE0 OCCUPATIONS AND EMPIRICAL LOCATION MADE »T SAMPLE OF STUDENT RATER! 

SITUSES 

PRESTIGE 
RANK 

QUARTILES 

(SIWlM 
"•"•tO. 

STRATA 

U f * l 
Alltlwirp 

S*J»—• 

M M 

i 

CH* 

UWKfn>l>f . 

O n r 
• l a 

Lt t f* 
tttitty 

(*• . 
PR*fTllM**llca1 

C*M**lrr 

C M 

Fnikhot 

AMI** 
PIM 

Mall C i r i l o 

w * 1 

lo « 

Oil o » p « r 

Mkxr 

MIJlRf 
1 

MaliiltrUiK* 

W.i t i r -
- I K 
RaiLartitt 

G i r b a f i . 
C . l l . t lw 

AaVxIlllBf. 
E HCulrw 

C x n w i l i l 
Ai t i i l — 

• I * 

Mill 
R « t . 
M t . 

A i i l l n t l i i 
ft 

CWocf t r 

•r. 
*r»p**"T 
O n U l l ' i 

S!>ftr 

NI*M Club 

E d x . t l n 
* 

C l l t f * 

PVIloMptof 

Af> l»1 l« l 
Af tn t 

TMIW 

H.tltk 
I 

W . l l . n 

hrrJcli* 

Miqliltr 

W.Htr . 

W n t A i > w l 4 u l . M M l l ( « M t i l l k •taaW. a twr f tha H m l l M h • i l l n « . . . *•» r W v t t u l r f n t K M — t*» k -L i .* * » * * W l t — 
Mp*JI«L Pw M m IuHhKhI, I t* m h . I » n *nlU>l* • tM tl t Urf. M t w • ( M n p t l l m «t«HIW bf I h w a t l u l l r ••wnfwltt* •»*• — h i n l n . 

1. Legal a u t h o r i t y -- A l l occupations p r i m a r i l y concerned w i t h the f o r m u l a t i o n , 
a r b i t r a t i o n , i n t e r p r e t a t i o n , or enforcement of the law, i n c l u d i n g those p r i m a r i l y 
concerned w i t h the custody of law-breakers. 

2. Finance and Records -- A l l occupations p r i m a r i l y concerned w i t h the handling o f 
monetary a f f a i r s or the processing of records, accounts, or correspondence. 

3. Manufacturing -- A l l occupations p r i m a r i l y concerned w i t h the f a b r i c a t i o n o f 
a r t i c l e s or the processing of raw m a t e r i a l s on a p r o d u c t i o n - l i n e basis. 

4. Transportation -- A l l occupations p r i m a r i l y concerned w i t h the movement of persons 
or goods from one l o c a t i o n to another. 

5. E x t r a c t i o n -- A l l occupations p r i m a r i l y concerned w i t h the e x t r a c t i o n , procurement, 
or production of raw m a t e r i a l s . 

6. B u i l d i n g and Maintenance -- A l l occupations p r i m a r i l y concerned w i t h the 
c o n s t r u c t i o n of b u i l d i n g s or other non-massproduced u n i t s , or the i n s t a l l a t i o n , 
maintenance, or r e p a i r of equipment, property or f a c i l i t i e s . 

7. Commerce A l l occupations p r i m a r i l y concerned w i t h the buying, s e l l i n g , exchange, 
or marketing of goods or persons. 

8. Arts and Entertainment -- A l l occupations p r i m a r i l y concerned w i t h the c r e a t i o n 
of a r t forms or w i t h the p r o v i s i o n of entertainment, r e c r e a t i o n , i n f o r m a t i o n , 
or a e s t h e t i c s a t i s f a c t i o n f o r the p u b l i c . 

9. Education and Research -- A l l occupations p r i m a r i l y concerned wi t h formal i n s t r u 
c t i o n or t r a i n i n g or w i t h the a c q u i s i t i o n of knowledge as an end l n i t s e l f . 

10. Health and Welfare -- A l l occupations p r i m a r i l y concerned w i t h the d e t e c t i o n , 
prevention, or a l l e v i a t i o n of i l l n e s s , hazard, or d i s t r e s s . 
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TABLE 2 

ROE'S OCCUPATIONAL CLASSIFICATION SYSTEM 

(Source: Roe, A., The Psychology of Occupations 
New York: Wiley 1956 p. 151) 

V e r t i c a l dimension roughly r e p r e s e n t s s t a t u s ; h o r i z o n t a l dimension, s i t u s . 

Group 

Level 
I . Service I I . Business 

Contact I I I . Organiiation I V . Technology V. Outdoor V I I . Science V I I . General 
Cultural 

V I I I . Art* and 
Entertainment 

1 

Peruboal therapists 
Social work luper-

v i ion 
Counselor* 

Promoter* United Rla ln Presi
dent and Cabinet 
officers 

Industrial tycoon* 
International 

banker* 

Inventive geniuses 
Consulting or chief 

engineer* 
Sbi|ii' com

manders 

Consulting 
specialists 

Research scientists 
University, college 

faculties 
Medical specialist* 
Mute urn curator* 

Supreme Court 
Justice* 

University, college 
faculties 

Prophet* 
Scholar* 

Creative artists 
Performer*, great 
Teacher*, univer

sity equivalent 
Museum curator* 

Social worker* 
Occupational ther

apist* 
Probation, truant 

officer* (will) 
training) 

Promoter* 
1'ublic relation* 

COUD'rlor* 

Certified public 
accountants 

Dusiness and govern
ment executives 

Union officials 
Broker*, average 

Applied scientists 
rectory managers 
Khijis' officer a 
Engineers 

Applied M-ientisti 
Landowners nnd 

opera torn, large 
Landscape archi

tects 

Scientist*, scmi-
imlcpcndcnl 

Nurses 
Pharmacists 
Veterinarians 

Editor* 
Teacher*, high 

school and ele
mentary 

Athletes 
Art critics 
Designer* 
Music arranger* 

3 

Y M C A official* 
Delect ive*, police 

sergeants 
Wei to re worker* 
City inipcctors 

Salesmen: auto, 
bond, iniurancc, 
etc. 

Dealers, retail and 
wholesale 

Confidence men 

Account anti, aver
age 

Employment man
agers 

Owners, catering, 
dry-cleaning, etc. 

Aviator* 
Contractors 
Foremen ( D O T I ) 
Radio operator* 

County agent* 
Farm owner* 
Forest rangers 
Fish, came 

war ilea* 

Technician*, medi
cal. X-ray, 
museum 

Weather observer* 
Chiropractor* 

Justice* ot the 
Peace 

Radio announcer* 
Reporters 
Librarian* 

Ad writers 
Designers 
Interior decorator* 
Showmen 

4 

IWbcrs 
Chefs 
Practical nurses 
Police men 

Auctioneers 
Buyers (DOT I ) 
House canvaHcr* 
luter viewers, poll 

Cashiers 
Clerks, credit, ex

press, etc. 
'Foremen, ware

house 
Sale'sclcrk* 

Blacksmiths 
Klcctrkians 
Foremen (DOT I I ) 
Mechanic*, aver

age 

1-a b oratory 
tester*, dairy 
product*, etc. 

Miners 
Oil well drillers 

Technical assist
ant* 

Law clerk* Advertising art ills 
Decorators, 

window, etc. 
Photographer* 
Racing car drivers 

5 

TnTi driver* 
General home-

workers 
Wallers 
Cily firemen 

Peddler* Clerk*, file, dock, 
etc. 

Notarie* 
Runner* 
Typuts 

Bulldoier opera
tor* 

Delivcrymcn 
Smelter worker* 
Truck driven 

Gardener* 
Farm tenants 
Ten ms ten, cow-

puncher* 
Miner's helper* 

Veterinary hospital 
attendant* 

Illustrators, greet
ing cards 

Showrard writer* 
Stagehand* 

Chambermaid* 
Hospital at ten dan Is 
Elevator operator* 
Watchmen 

Menengcr boy* Helper* 
Laborer* 
Wrapper* 
Yardmen 

Dairy hand* 
Farm laborers 
Lumberjacks 

Nontechnical 
helper* 
in (cicDlific 
organization 
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T A B L E 3 

SUPER'S OCCUPATIONAL CLASSIFICATION SYSTEM 

(Source: Super, D., The Psychology of Careers 
New York: Harper 1957 p. 48) 

Dotted l i n e s and other symbols are r e f e r e n c e s for l o c a t i n g a " c i v i l 
engineer employed i n c o n s e r v a t i o n work f o r the National Park S e r v i c e " 
o r i n "a mining company" or "the telephone company". 

1 II III IV V VI VII VIII 
FIELD Outdoor- Social- Business- Administration- Math-physical Biological Humanistic Arts 

physical personal contact control sciences sciences 

A 

v\ 

Social 
scientist 

Corporation 
president Physicist Physiologist Archeologisl 

Creative 
artist 

Athletic 
coach 

Social 
worker 

Sales 
manager Banker 

B. 
Engineer Physician Editor 

Music 
arranger Physician Editor 

Music 
arranger 

Athlete 
Probation 

officer 
Auto 

salesman 
Private 

secretary Draftsman 
t 

Laboratory 
technician Librarian 

Interior 
decorator 

Bricklayer 

I 
Barber Auctioneer Cashier 

1 
l 

Electrician 
i 
1 

Embalmer Dressmaker 

Janitor Waiter Peddler Messenger 
Truck 
driver Gardener Coolc 

Deckhand Attendant Watchman 
I 

Helper 
i 

Farm hand Helper 

ir 
/ / / / T' 1 J 

•r" 

LEVEL 

I . Professional & 
Managerial, higher 

2. Professional & 
Managerial, regular 

3. Semi-professional 
Managerial, lower 

4. Skilled 

i. Semi-skilled 

6. UmkllUd 

ENTERPRISE 
A. Agri.-forest 
S. Mining 
C. Construction 
E>. Manufacture 

E. Trade 

F. Finance, ete. 

G. Transport 

H. Strvicet 

I. Government 

Fro. 1. A SCHEME FOR CLASSIFYING OCCUPATIONS BY L E V E L , FIELD, AND ENTERPRISE 



r 
402 

work. Super's " F i e l d " d i m e n s i o n r e p r e s e n t s a s l i g h t r e v i s i o n o f Roe's e i g h t 

g r o u p s , and h i s " E n t e r p r i s e " d i m e n s i o n o v e r l a p s t o a g r e a t e x t e n t w i t h the 

M o r r i s - M u r p h y s i t u s d i m e n s i o n and the Census Bureau I n d u s t r y Code. 

The Census Bureau I n d u s t r y Code and the p r o p o r t i o n o f the 1960 p o p u l a t i o n 
engaged i n each i n d u s t r y i s p r e s e n t e d as Table 4. C e r t a i n o c c u p a t i o n a l 
s o c i o l o g i s t s w o u l d argue t h a t the Census Code i s the most u s e f u l s i t u s code 
because o f the v a s t a c c u m u l a t i o n o f r e s e a r c h e x p e r i e n c e t h a t has gone i n t o i t s 
c o n s t r u c t i o n . M a n u f a c t u r i n g appears as the most p o p u l a t e d o f the t w e n t y - f i v e 
m a j o r i n d u s t r y codes, w i t h over a q u a r t e r o f U n i t e d S t a t e s w o r k i n g p o p u l a t i o n 
employed i n the f i e l d . T h i s segment o f the p o p u l a t i o n i s d i s t r i b u t e d r a t h e r 
e v e n l y among 14 t y p e s o f m a n u f a c t u r i n g concerns ( e . g . , f u r n i t u r e , f o o d ) . I f 
th e d i s t i n c t i o n s w i t h i n m a n u f a c t u r i n g are r e t a i n e d , the most p o p u l a t e d i n d u s t r y 
groups are t h e n o t h e r r e t a i l t r a d e ( n i n e p e r c e n t ) , a g r i c u l t u r e (seven p e r c e n t ) , 
c o n s t r u c t i o n ( s i x p e r c e n t ) and p u b l i c a d m i n i s t r a t i o n ( f i v e p e r c e n t ) . 

We have found t h a t one o f the most f r u i t f u l o f the f r e q u e n t l y - u s e d d i s t i n c 
t i o n s covered i n t h i s volume i s the d i s t i n c t i o n between w o r k i n g w i t h d a t a , w i t h 
p e o p l e and w i t h t h i n g s . A f o r m a l s y s t e m i z a t i o n o f t h i s d i s t i n c t i o n , w i t h 
s t r a t i f i e d f u n c t i o n s w i t h i n each o f the t h r e e types o f w ork, i s p r e s e n t e d as 
T a b l e 5. T h i s scheme was developed by F i n e and Heinz (1958) and has been e x t e n s i v e l y 
used most r e c e n t l y i n the D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s ( 1 9 6 5 ) . 

An i n t e r e s t i n g f e a t u r e o f Fine and Heinz's scheme i s t h a t the s t r a t i f i c a t i o n 
w i t h i n each t y p e o f work i s t r e a t e d as h a v i n g " t r u e " Guttman s c a l e p r o p e r t i e s ; t h a t 
i s , each more c o m p l i c a t e d f u n c t i o n i s assumed t o i n c l u d e a l l those t h a t precede 
i t . For example, computing d a t a assumes c o p y i n g d a t a as a s u b t a s k , w h i l e c o m p i l i n g 
d a t a r e q u i r e s b o t h computing and c o p y i n g , and so f o r t h up the l i n e t o s y n t h e s i z i n g 
d a t a . R a t i n g s on these f a c t o r s f o r each o c c u p a t i o n a r e g i v e n i n the D i c t i o n a r y o f 
O c c u p a t i o n a l T i t l e s , w h i c h we s h a l l d i s c u s s i n t h e n e x t c h a p t e r . 

I t w i l l be noted t h a t f o u r o f the f i v e s i t u s schemes take i n t o a c c o u n t 
s t a t u s d i f f e r e n c e s w i t h i n each s i t u s . T h i s i s a l s o t r u e o f the Warner, e t a l . 
and H a t t systems w h i c h we r e v i e w e d w i t h s t a t u s measures. 

The f i n d i n g o f Murphy and M o r r i s t h a t s i t u s d i f f e r e n c e s were m i n i m a l w i t h i n 
^^^Hjl the c o l l e g e - e d u c a t e d segment o f t h e p o p u l a t i o n may i n d i c a t e an i m p o r t a n t 
^^^^H g e n e r a l i z a t i o n about b e h a v i o r a l and a t t i t u d i n a l d i f f e r e n c e s between o c c u p a t i o n a l 

g r o u p s . Among the c o l l e g e e d u c a t e d , maximal d i f f e r e n c e s may be expected between 
p e o p l e - o r i e n t e d , o b j e c t - o r i e n t e d and i d e a - o r i e n t e d o c c u p a t i o n s as noted by 
Rosenberg (1957) as w e l l as by o t h e r r e s e a r c h r e v i e w e d i n the f o l l o w i n g c h a p t e r . 
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TABLE 4 

27. 1 

INDUSTRY GROUP OF EMPLOYED PERSONS, FOR THE UNITED STATES: 1960 

ISR 
Code I n d u s t r y group Percent d i s t r i b u t i o n 

0 A g r i c u l t u r e 
1 / F o r e s t r y and f i s h e r i e s 
I < M i n i n g 
1 ( C o n s t r u c t i o n 
2 M a n u f a c t u r i n g 

F u r n i t u r e , and lumber and wood p r o d u c t s 1.7 
Prima r y m e t a l i n d u s t r i e s 1.9 
F a b r i c a t e d m e t a l i n d u s t r i e s ( i n c l . n o t spec, m e t a l ) 2.0 
Mechinery, e x c e p t e l e c t r i c a l 2.4 
E l e c t r i c a l m a c h i n e r y , equipment, and s u p p l i e s 2.3 
Motor v e h i c l e s and motor v e h i c l e equipment 1.3 
T r a n s p o r t a t i o n equipment ex c e p t m o t o r v e h i c l e 1.5 
Other d u r a b l e goods 2.1 
Food and k i n d r e d p r o d u c t s 2 .8 
T e x t i l e m i l l p r o d u c t s 1.5 
A p p a r e l and o t h e r f a b r i c a t e d t e x t i l e p r o d u c t s 1.8 
P r i n t i n g , p u b l i s h i n g and a l l i e d p r o d u c t s 1.8 
Chemical and a l l i e d p r o d u c t s 1.3 
Other n o n d u r a b l e goods ( i n c 1 . n o t spec. mfg.) t 2.7 

3 / R a i l r o a d and r a i l w a y express s e r v i c e 
3 \ T r u c k i n g s e r v i c e and warehousing 
3 ( O t h e r t r a n s p o r t a t i o n 
3 /Communications 
3 \ U t i l i t i e s and s a n i t a r y s e r v i c e s 
4 Wholesale t r a d e 
5 ( Food and d i a r y p r o d u c t s s t o r e 
5 \ E a t i n g and d r i n k i n g p l a c e s 
5 ' o t h e r r e t a i l t r a d e 
6 Finance, i n s u r a n c e and r e a l e s t a t e 
6 Business s e r v i c e s 
7 ( Repair s e r v i c e s 
7 ^ P r i v a t e households 
7 ^ E n t e r t a i n m e n t and r e c r e a t i o n s e r v i c e s 
9 E d u c a t i o n a l s e r v i c e s : Government 
8 ( P r i v a t e 
8 ) W e l f a r e , r e l i g i o u s and n o n p r o f i t membership organs. 
8 \ H o s p i t a l s 
8 \ 0 t h e r p r o f e s s i o n a l and r e l a t e d s e r v i c e s 
9 P u b l i c a d m i n i s t r a t i o n 5.0 
- I n d u s t r y n o t r e p o r t e d 4.0 

EMPLOYED TOTAL *= 64,639,247 = 1007. 

file:///0ther
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TABLE 5 

STRUCTURE OF WORKER FUNCTION 
(From: D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s Washington, GPO, 1965 Volume I I ) 

THINGS DATA PEOPLE 

A Ob s e r v i n g A Observing A Observing 

B L e a r n i n g B L e a r n i n g B L e a r n i n g 

C H a n d l i n g K Comparing R Ta k i n g I n s t r u c t i o n s - H e l p i n g 

D F e e d i n g - O f f b e a r i n g L Copying S S e r v i n g 

E Te n d i n g M Compu t i n g T S p e a k i n g - S i g n a l l i n g 

F M a n i p u l a t i n g N C o m p i l i n g U Pe r s u a d i n g , V D i v e r t i n g 

G O p e r a t i n g - C o n t r o l l i n g 0 A n a l y z i n g W S u p e r v i s i n g , X I n s t r u c t i r . 

H D r i v i n g - O p e r a t i n g P C o o r d i n a t i n g Y N e g o t i a t i n g 

I P r e c i s i o n Working Q S y n t h e s i z i n g Z M e n t o r i n g 

J S e t t i n g Up 

Notes: 1. Each s u c c e s s i v e f u n c t i o n r e a d i n g down u s u a l l y o r t y p i c a l l y i n c l u d e s 
a l l those t h a t procede i t . 

2. F e e d i n g - O f f b e a r i n g and Ten d i n g , O p e r a t i n g - C o n t r o l l i n g and D r i v i n g -
O p e r a t i n g , and S e t t i n g Up are s p e c i a l cases i n v o l v i n g machines and 
equipment o f H a n d l i n g , M a n i p u l a t i n g , and P r e c i s i o n Working, r e s p e c t i v e l y , 
and hence a r e i n d e n t e d under them. 

3. The hyphenated f a c t o r s E e e d i n g - O f f b e a r i n g , O p e r a t i n g - C o n t r o l l i n g , 
D r i v i n g - O p e r a t i n g , T a k i n g I n s t r u c t i o n s - H e l p i n g , and Speaking-
S i g n a l l i n g a r e s i n g l e f u n c t i o n s . 

4. The f a c t o r s s e p a r a t e d by a comma are s e p a r a t e f u n c t i o n s on the same 
l e v e l s e p a r a t e l y d e f i n e d . They a r e on the same l e v e l because a l t h o u g h 
excluded f r o m the one above i t , u s u a l l y one o r t h e o t h e r and n o t bo t h 
are i n c l u d e d i n the one below. 

5. A more d e t a i l e d d e s c r i p t i o n o f each f u n c t i o n i s g i v e n i n Appendix B t o 
Chapter 18. 
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Perhaps the f a c t t h a t t h e r e a re so few p e o p l e - o r i e n t e d and i d e a - o r i e n t e d occupa
t i o n s i n the f o u r o c c u p a t i o n a l g r o u p i n g s (which were m a i n l y business o c c u p a t i o n s ) 
used by Murphy and M o r r i s accounts f o r the g r e a t e r homogeneity o f v i e w p o i n t s 
among t h e c o l l e g e - e d u c a t e d membership o f these i n d u s t r i e s . 

Once one moves o u t o f ran k s o f the c o l l e g e - e d u c a t e d , p r o f e s s i o n a l s , and 
managers, s i t u s can be expected t o p l a y a more i m p o r t a n t r o l e , f o r the reasons 
proposed by Murphy and M o r r i s . S t u d i e s o f o c c u p a t i o n a l m o b i l i t y (see Chapter 17) 
have uncovered a p a r a l l e l f i n d i n g t h a t w o r k i n g - c l a s s sons tend t o move up o r down 
i n t he same types o f i n d u s t r i e s t h a t employed t h e i r f a t h e r s . T hat i s , the 
u p w a r d l y m o b i l e son o f a a u t o m o b i l e a s s e m b l y - l i n e w o r k e r i s more l i k e l y t o remain 
i n a m a n u f a c t u r i n g i n d u s t r y as, f o r i n s t a n c e , an a u t o m o b i l e mechanic than t o move 
i n t o c o n s t r u c t i o n as, perhaps, a c a r p e n t e r . T h i s f i n d i n g may have i m p o r t a n t 
i m p l i e a t i o n s f o r s t u d i e s o f s u b j e c t i v e s t r a t i f i c a t i o n measures such as p r e s t i g e 
r a t i n g s as we 11 as f o r the a p p l i c a t i o n o f r e f e r e n c e group t h e o r y t o o c c u p a t i o n a 1 
a t t i t u d e s . 
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17. SOCIAL MOBILITY 

There e x i s t s a l a r g e s o c i o l o g i c a l l i t e r a t u r e d e a l i n g w i t h s o c i a l m o b i l i t y 
and i t s c o r r e l a t e s . Most s o c i a l m o b i l i t y s t u d i e s l a r g e l y c o n s i s t o f the 
com p a r i s o n o f a son's o c c u p a t i o n w i t h t h a t o f h i s f a t h e r a c c o r d i n g to some 
s t r a t i f i c a t i o n scheme, u s u a l l y some v a r i a n t o f the s i m p l e e i g h t Census Bureau 
o c c u p a t i o n a l c a t e g o r i e s d e v i s e d by Edwards. However, the term " s o c i a l m o b i l i t y " 
may a l s o r e f e r t o changes i n the same person's o c c u p a t i o n o v e r a c e r t a i n t i m e 
p e r i o d . As t h e r e a re a number o f m e t h o d o l o g i c a l problems i n the a n a l y s i s o f s o c i a l 
m o b i l i t y , b e f o r e u n d e r t a k i n g any extended a n a l y s e s i n t h i s a r e a , the r e a d e r s h o u l d 
c o n s u l t Duncan's (1966) d e f i n i t i v e r e v i e w , " M e t h o d o l o g i c a l I s s u e s i n the A n a l y s i s 
o f S o c i a l M o b i l i t y " ( i n Smelser, N. and L i p s e t , S., S o c i a l S t r u c t u r e and S o c i a l 
M o b i l i t y i n Economic Development, Chicago: A l d i n e Press, 1966). 

A summary o f t h e e x t e n t o f one major asp e c t o f s o c i a l m o b i l i t y , the 
congruence o f f a t h e r ' s and son's o c c u p a t i o n , i s g i v e n i n the f o l l o w i n g t a b l e . 

The f i g u r e s l i s t e d are the p r o p o r t i o n s o f those c u r r e n t l y employed i n an 
o c c u p a t i o n whose f a t h e r s were employed i n a p a r t i c u l a r o c c u p a t i o n . These data 
are based on a 1962 s p e c i a l s t u d y by the Census Bureau of n e a r l y 40,000 male 
employees. P e r m i s s i o n t o use these f i g u r e s was g i v e n by 0. Dudley Duncan, whose 
d e t a i l e d a n a l y s i s o f i n f o r m a t i o n o f t h i s s o r t w i l l appear i n Blau and Duncan's 
f o r t h c o m i n g The American O c c u p a t i o n a l S t r u c t u r e to be p u b l i s h e d by W i l e y . 

There a re a number o f i n t e r e s t i n g f i n d i n g s summarized i n the t a b l e . F i r s t 
o f a l l , an i n d i c a t i o n o f an u n d e r l y i n g ' s t a t u s f a c t o r i s p r o v i d e d by 
e v i d e n c e t h a t t o a c o n s i d e r a b l e e x t e n t one's p r e s e n t o c c u p a t i o n a l s t a t u s i s 
d e t e r m i n e d by the s t a t u s o f the o c c u p a t i o n o f one's f a t h e r . I n t h e n e x t 
c h a p t e r , " O c c u p a t i o n a l S i m i l a r i t y " , t h i s same r e l a t i o n s h i p i s r e v e a l e d i n a 
m u l t i d i m e n s i o n a l a n a l y s i s o f these d a t a . A t the same t i m e , i t i s c l e a r t h a t 
t h e s t a t u s f a c t o r does n o t c o m p l e t e l y d e t e r m i n e o c c u p a t i o n a l c h o i c e . 

F u r t h e r comparisons o f i n t e r e s t can be drawn from the t a b l e . For example, 
p e r s o n s i n s e l f - e m p l o y e d r a t h e r t h a n s a l a r i e d p r o f e s s i o n s were more l i k e l y t o 
have f a t h e r s who were s e l f - e m p l o y e d p r o f e s s i o n a l s o r managers; w h i l e those i n 
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o t h e r s a l e s r a t h e r than r e t a i l s a l e s were more l i k e l y t o have f a t h e r s i n w h i t e -
c o l l a r o c c u p a t i o n s . Those i n a b l u e - c o l l a r o c c u p a t i o n i n m a n u f a c t u r i n g were 
more l i k e l y t o have f a t h e r s i n the m a n u f a c t u r i n g area than a t a n o t h e r b l u e -
c o l l a r l e v e l , l i k e c r a f t s m a n o r o p e r a t i v e . The i n t e r e s t e d r e a d e r would be w e l l 
a d v i s e d t o r e a d B l a u and Duncan's account o f t h e v a r i a t i o n s summarized i n t h i s 
and o t h e r such t a b l e s . 

We p r e s e n t one pr o c e d u r e f o r measuring an i n d i v i d u a l ' s s o c i a l m o b i l i t y t h a t 
has been s e v e r a l times i n the l i t e r a t u r e : the method d e v i s e d by Tumin and 
Feldman. F o l l o w i n g a d e s c r i p t i o n o f the method, we i n c l u d e a number o f i t s 
advantages and d i s a d v a n t a g e s c i t e d by the a u t h o r s . The procedure seems a p p l i c 
a b l e t o any o c c u p a t i o n a l r a t i n g scheme, b u t i t s use r e q u i r e s knowledge o f r e s p o n 
dent's o c c u p a t i o n , h i s f a t h e r ' s o c c u p a t i o n and the o c c u p a t i o n o f a l l the 
r e s p o n d e n t ' s b r o t h e r s . 



Mobility from Father's Occupation to Occupation in 1962, for Males 25 to 64 Years Old: Distribution by Origins 

Derived £rom tables appearing in Blau and Duncan's The American Occupational Structure, Wiley ( i n press) 

Father's Respondent's Occupation in 1962 Father's 
Occupacion ( U (2) (3) (4) (5) (6) (7) (8) (9) (10) (LL) (12) (13) (14) (15) (L6) (17) (18) Total 

(1) Prof. SE 14.5 3.9 1.5 .8 3.8 l . i .3 .3 .6 .3 .3 .3 .4 .2 .6 .5 .6 .3 L.2 
(2) Prof. Sal. 7.0 9-5 4.9 2.1 5.8 3.4 3.3 1.6 .6 1.9 2.1 2.1 1.9 L.4 .4 .5 .3 2.0 3.0 
(3) MOP, Sal. 8.7 7.9 8.7 4.0 7.0 2.6 4.4 2.7 2.2 2.6 1-4 1.2 i.O 1.8 .7 .3 i 3.5 3.5 
(4) MOP, SE 18.5 9.6 16.5 16.3 13.2 15.2 7. L 3.5 5.7 5.2 3.7 3.4 3.7 L.6 2.0 1.5 L.6 5.4 7.L 
(5) Sales, 0th. 5.6 3.4 5.2 2.6 8.1 4.4 1.7 .8 .8 1.5 .5 1.0 . 6 .0 .4 .4 .3 L.6 L.9 
(6) Sales, Ret. .9 2.3 3.0 2.8 4.7 2.9 1.8 1.4 1.1 .8 1.5 1.1 1.4 .1 1.2 .7 .0 1.4 L.7 
(7) Cler. 4.9 7.3 4.4 2.3 5.9 2.6 4.5 2.9 L.2 3.1 1.2 L.9 3.2 1.5 1.3 .8 .0 3.7 3.L 
(8) Craft, Mfg. 3.8 8.3 6.1 5.1 4.3 6.3 5.7 12.0 5.1 5.1 6.2 4.7 4.8 4.5 3.2 .5 .4 5.2 5. 7 
(9) Craft, Con. 3.0 3.2 4.4 5.8 4.1 2.6 6.2 6.9 Vs.7 5.5 3.6 3.9 4.6 2.6 4.9 .8 L.8 4.9 4.8 

(10) Craft, Oth. 4.0 7.0 7.4 6.0 7.9 6.1 8.0 6.9 5.8 11.0 5.3 7.8 5.4 3.8 4.1 1.2 L.2 6.9 6.4 
( L l ) Oper., Mfg. 5.2 6.4 5.1 6.1 6.5 7.1 7.5 12.9 4.9 7.7 L3.7 6.9 7.1 14.5 6.3 1.2 2.8 8.2 7.6 
(12) Oper., Oth. 2.8 7.5 4.2 6.2 5.4 6.0 6.7 6.5 6.6 8.6 6.9 10.9 7.1 6.5 6.4 1.2 4.4 6.9 6.6 
(13) Service 2.3 3.7 4.0 3.7 4.8 5.3 6.3 4.8 4.7 3.9 5.1 4.6 8.2 5.4 3.3 .8 .6 3.3 4.3 
(14) Lab., Mfg. .0 1.0 1.2 .8 .4 .8 1.3 2.6 1.0 1.5 3.2 2.2 3.0 5.9 2.4 .6 .9 L.9 1.8 
(15) Lab., Oth. 1.0 2.0 1.9 2.1 3.3 4.7 6.0 4.5 4.8 4.8 5.3 5.9 6.2 6.7 9.6 .7 2.8 3.9 i.2 
(16) Farmers 11.2 10.8 13.3 24.3 10.1 17.6 18.3 20.1 30.4 24.4 26.6 29.4 22.8 29.5 32.6 82.0 59.7 28.8 25. S 
(L7) Farm Lab. .3 .5 .9 L.5 .5 2.1 1.5 2.3 3.1 2.4 3-4 3.7 3.6 3.9 5.6 2.9 L4.5 2.9 2.6 
(16) NA 6.3 5.7 7.3 7.5 4.4 9.2 8.5 7.4 7.7 9.7 9.9 9.0 15.0 10.2 14.9 3.5 7..8 8.7 8.5 (16) 

Total 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 100.0 LOO.O • 

N = 573 4065 3127 2786 1252 619 2449 2881 1959 2853 3974 3024 2184 851 1711 2069 678 2869 39969 

SE = Self-Employed Ret = R e t a i l 
Sal =• Salaried tifg = Manufacturing 
MOP = Manager, O f f i c i a l , Proprietor Con = Construction 
Oth = Other Lab = Laborer 

O 
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STEPS IN MEASURING OCCUPATIONAL MOBILITY (Tumid and Feldman 1957) 

1. D i v i d e the sample i n t o t he d i f f e r e n t f a t h e r s ' o c c u p a t i o n a l groups 

2. For each o f the f a t h e r ' s o c c u p a t i o n a l groups i n t u r n , compute: 

( a ) The mean o c c u p a t i o n a l score (jf) o f a l l t h e i r sons, i . e . , the mean 
o c c u p a t i o n a l score o f a l l r e s p o n d e n t s and b o r t h e r s whose f a t h e r s 
share a common o c c u p a t i o n 

( b ) The s t a n d a r d d e v i a t i o n ( o ) o f t h i s d i s t r i b u t i o n , i . e . , the o f the 
o c c u p a t i o n d i s t r i b u t i o n o f a l l r e s p o n d e n t s and b r o t h e r s whose f a t h e r s 
have the same o c c u p a t i o n 

3. For each re s p o n d e n t compute the d e v i a t i o n o f h i s o c c u p a t i o n a l score from the 
x o c c u p a t i o n a l s c o r e o f a l l r e s p o n d e n t s and b r o t h e r s whose f a t h e r s have t h e 
same o c c u p a t i o n , i . e . , the d e v i a t i o n o f the r e s p o n d e n t s ' o c c u p a t i o n a l s c o r e 
f r o m the mean computed i n 2( a ) above. 

4. D i v i d e the d e v i a t i o n computed i n 3 above by the 0 (computed i n 2 ( b ) above) 
o f t h a t d i s t r i b u t i o n . The r e s u l t i n g z score i s the GOMS. Ten i s added t o 
make a l l scores p o s i t i v e . 

5. The procedure may be s t a t e d as f o l l o w s : 

GOMS = X " * + 1 = z 
a 

Where x = mean o c c u p a t i o n a l s c o r e o f a l l r e s p o n d e n t s and b r o t h e r s o f 
o c c u p a t i o n a l l y - s i m i l a r f a t h e r s 

X = r e s p o n d e n t ' s i n d i v i d u a l o c c u p a t i o n a l s c o r e 
a= s t a n d a r d d e v i a t i o n o f the d i s t r i b u t i o n o f o c c u p a t i o n a l 

s c o res o f a l l r e s p o n d e n t s and t h e i r b r o t h e r s w i t h i n the same 
f a t h e r s ' o c c u p a t i o n a l group 

P o s s i b l e advantages o f the GOMS a r e : 

1. Changes i n o c c u p a t i o n a l p o s i t i o n t h a t are nominal and n o t c o n s e q u e n t i a l 
are l e s s l i k e l y t o i n t r o d u c e d i f f e r e n t i a l b i a s i n t o the measurements, s i n c e the 
GOMS measures m o b i l i t y i n terms o f the e x t e n t t o w h i c h the r e s p o n d e n t d e v i a t e s 
from t h e average achievement o f a l l o t h e r s whose f a t h e r s had the same occupa
t i o n a l r a n k . Thus, w h a t e v e r new meanings may be i n h e r e n t i n t h e o c c u p a t i o n a l 
s h i f t s i m u l t a n e o u s l y and w i t h o u t d i f f e r e n t i a l b i a s a p p l y t o a l l concerned. 

2. Both f a t h e r ' s and p e e r s ' s t a t u s e s are b u i l t i n t o t h e measures, s i n c e 
f a t h e r ' s o c c u p a t i o n i s used as the base l i n e , and the GOMS i s i t s e l f a f u n c t i o n 
o f t he o c c u p a t i o n a l d i s t r i b u t i o n o f a l l sons o f these f a t h e r s . Such a measure 
may c o r r e s p o n d more c l o s e l y than e s t i m a t e s based on d i v e r g e n c e f r o m f a t h e r w i t h 
the s u b j e c t i v e e s t i m a t e s o f m o b i l i t y made by the a c t o r s t h e m s e l v e s . T h i s i s n o t 
meant t o be take n as a demo n s t r a t e d advantage o f the GOMS. R a t h e r , i t i s a 
s p e c i f i c a t i o n o f the c o n d i t i o n s under w h i c h the GOMS would be more u s e f u l t h a n 
measures t h a t do n o t use the peer group as the r e f e r e n c e g r o u p . 

3. I n d i v i d u a l s can be ass i g n e d m o b i l i t y scores w i t h t h e GOMS s i n c e i n f a c t 
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the averages have t o be computed from such i n d i v i d u a l s c o r e s . Thus, respondents 
can be r e s o r t e d on th e b a s i s o f t h e i r m o b i l i t y e x p e r i e n c e , w h i c h can then be used 
as an independent o r i n t e r v e n i n g v a r i a b l e i n a r e s e a r c h d e s i g n . 

4. The f u l l w e i g h t o f the e x p e r i e n c e s o f the sons o f h i g h e s t - a n d l o w e s t -
r a t e d f a t h e r s e n t e r s i n t o the s c o r e s , s i n c e , f o r i n s t a n c e , the son o f a p r o 
f e s s i o n a l can be scored as upwardly m o b i l e i f he exceeds the average o f a l l o t h e r 
sons o f p r o f e s s i o n a l s , and the son o f an a g r i c u l t u r a l d a y - l a b o r e r can be s c o r e d 
as downwardly m o b i l e i f he scores lower than the average o f a l l o t h e r sons o f day-
l a b o r e r s . 

5. B i r t h o r d e r , b i r t h s p a c i n g and number o f s i b l i n g s are c o n t r o l l e d f o r by 
r a n d o m i z i n g t h e i r e f f e c t s t h r o u g h the t e c h n i q u e o f t a k i n g an average o f a l l t h e 
sons o f any f a m i l y ( i . e . , the respondent and a l l h i s b r o t h e r s ) who are i n the 
l a b o r f o r c e and u s i n g t h e i r average score as the one a s s i g n e d t o the respondent. 

We may now c i t e the p o s s i b l e d i s a d v a n t a g e s o f the GOMS: 

1. Since the GOMS i s c a l c u l a t e d i n s t a n d a r d s c o r e s , t h e r e i s no way o f 
mea s u r i n g the c o n c r e t e d i s t a n c e moved by any respondent, nor o f t r a c i n g the 
c o n c r e t e p l a c e s i n the d i v i s i o n o f l a b o r i n t o and o u t o f which he has moved i n 
h i s o c c u p a t i o n a l h i s t o r y . 

2. Because the GOMS i s s t a n d a r d s c o r e , persons w i t h i n more d i s p e r s e d 
d i s t r i b u t i o n s r e c e i v e lower m o b i l i t y scores even when n o r m a l i t y e x i s t s . And i f 
the d i s t r i b u t i o n s a re skewed r a t h e r than n o r m a l , a s e r i o u s b i a s may oc c u r . For 
example, a jump o f two occupa t i o n a l ca t e g o r i e s may be eq u a l t o o n l y one s tanda rd 
d e v i a t i o n i n t e r v a l ( s . d . i . ) i n some d i s t r i b u t i o n s b u t as much as t h r e e s . d . i . ' s 
i n o t h e r d i s t r i b u t i o n s . 

These handicaps may be so s u b s t a n t i a l under some c o n d i t i o n s t h a t the use o f 
the GOMS would be c o n t r a i n d i c a t e d . However, when the necessary c o n d i t i o n s can be 
met t h e GOMS suggests i t s e l f as a p o w e r f u l t o o l o f a n a l y s i s . The GOMS i s 
o f f e r e d n o t as a s u b s t i t u t e f o r o t h e r measures b u t as a c o r o l l a r y measure o f 
o t h e r a s p e c t s o f the l a r g e and complex s e t o f e x p e r i e n c e s c a l l e d s o c i a l m o b i l i t y . 
The e x t e n t t o w h i c h t h i s proves t o be a u s e f u l measure depends upon the e x t e n t 
t o w h i c h ( a ) the s p e c i f i e d c o n d i t i o n s are met, ( b ) the r e q u i s i t e data are a v a i l a b l e , 
and ( c ) the comparison w i t h peer groups i s i m p o r t a n t i n the t h e o r y w i t h w h i c h one 
i s w o r k i n g . 

A l l o f the above m a t e r i a l i s taken f r o m : Tumin, M. and Feldman, A., "Theory 
and measurement o f s o c i a l m o b i l i t y " American S o c i o l o g i c a l Review 1957 (22) 281-
288. 
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18. OCCUPATIONAL SIMILARITY 

A fundamental aim o f a t t i t u d e measures i s the m e a n i n g f u l l o c a t i o n o f those 
p o p u l a t i o n groups w h i c h are m a x i m a l l y d i f f e r e n t from o t h e r groups. I n t h i s 
sense, o c c u p a t i o n a l s i m i l a r i t y i s the major o c c u p a t i o n a l f e a t u r e t h a t t he 
v a r i o u s measures reviewed i n t h i s volume a t t e m p t t o assess. The proposed 
g r o u p i n g o f o c c u p a t i o n s by o c c u p a t i o n a l s t a t u s and s i t u s should r e v e a l i m p o r t a n t 
and i n t e r e s t i n g d i f f e r e n c e s i n a t t i t u d e and b e h a v i o r . These two p r o m i s i n g 
schemes, however, r e p r e s e n t i n c o m p l e t e e f f o r t s toward the g o a l o f a comprehensive 
taxonomy o f o c c u p a t i o n s which would encode t h e o c c u p a t i o n a l d i s t i n c t i o n s 
most l i k e l y t o r e f l e c t the l a r g e s t d i f f e r e n c e s i n work a t t i t u d e s or b e h a v i o r . 

We base our i n t e r e s t i n the o c c u p a t i o n a l s i m i l a r i t y problem on the 
as s u m p t i o n t h a t a person's o c c u p a t i o n conveys q u i t e a b i t o f i n f o r m a t i o n about the 
r e s p o n d e n t . W h i l e we cannot b e l i e v e t h a t a l l people a r e l i k e l y t o f i n d t h e i r way 
i n t o o c c u p a t i o n s i n which t h e i r p e r s o n a l r e q u i r e m e n t s a r e o p t i m a l l y matched w i t h 
the j o b r e q u i r e m e n t s , we would agree t h a t t h e r e e x i s t s t r o n g p r e s s u r e s on the 
i n d i v i d u a l in t h i s d i r e c t i o n . Even i n those l e s s s k i l l e d o c c u p a t i o n s w h i c h use 
o n l y a p o r t i o n o f a person's t a l e n t s and w h i c h may not r e f l e c t any s o r t o f 
p e r s o n a l c h o i c e a t a l l ( i . e . , t he per s o n may take the j o b because i t i s the on l y 
one he can g e t ) , t h e r e e x i s t s o c i a l p r e s s u r e s and norms which a r e i m p o r t a n t sources 
o f homogeneity i n the a t t i t u d e s and b e h a v i o r o f those who are employed i n such 
occupa t i o n s . 

I t appears t h a t socio-economic s t a t u s has p r o v i d e d the most i m p o r t a n t 
g u i d e l i n e s a l o n g the road toward an adequate taxonomy, as i s shown by t h e l a r g e 
s t a t u s d i f f e r e n c e s found i n a number o f a t t i t u d e s t r u e t u r e s reviewed i n Robinson's 
c h a p t e r . However, as Robinson n o t e d , the broad s t a t u s c a t e g o r i e s h i d e such 
i m p o r t a n t d i s t i n c t i o n s as i n s u r a n c e and r e a l - e s t a t e salesmen v s , s a l e s c l e r k s , and 
p r o t e c t i v e w o r k e r s v s . o t h e r s e r v i c e w o r k e r s . To be s u r e , the o m i t t e d d i s t i n c t i o n s 
a r e i n c l u d e d i n the a b r i d g e d Census Code o f over 500 c a t e g o r i e s , f o r w h i c h Duncan 
and Census socio-economic scores a r e a v a i l a b l e , b u t 500 i s s u r e l y a u n w i e l d y 
number o f c a t e g o r i e s f o r most a n a l y t i c purposes. A t the p r e s e n t stage o f occupa-



t i o n a l r e s e a r c h from r e p r e s e n t a t i v e samples, between e i g h t and 500 c a t e g o r i e s 
would be o p t i m a l . More s p e c i f i c a l l y , we recommend the use o f between 20 and 100 
c a t e g o r i e s , i n each o f w h i c h s u b s t a n t i a l p r o p o r t i o n s - - o v e r one p e r c e n t - - o f the 
w o r k i n g p o p u l a t i o n are f o u n d . 

We w i l l p r e s e n t i n t h i s c h a p t e r t h r e e bodies o f d a t a b e a r i n g on the t o p i c o f 
o c c u p a t i o n a l s i m i l a r i t y . We f i r s t c o ver c e r t a i n s o c i o l o g i c a l s t u d i e s o f occupa
t i o n a l s i m i l a r i t y w h i c h seem t o i n d i c a t e the predominance o f the s o c i a l s t a t u s 
f a c t o r i n s i m i l a r i t y . These s t u d i e s are based on the f o l l o w i n g k i n d s o f d a t a : 
o c c u p a t i o n s o f f r i e n d s , n e i g h b o r s , or f a t h e r s , as w e l l as o c c u p a t i o n a l d i f f e r e n c e s 
based on a t t i t u d e and l e i s u r e a c t i v i t y v a r i a b l e s . N e x t , we t u r n t o the s u b s t a n t i a l 
body o f p s y c h o l o g i c a l s t u d i e s d e a l i n g w i t h o c c u p a t i o n a l i n t e r e s t s . Since these 
s t u d i e s are u s u a l l y c o n f i n e d t o r e s t r i c t e d samples o f e i t h e r b l u e - c o l l a r o r 
w h i t e - c o l l a r w o r k e r s , n o r m a t i v e d a t a on the v o c a t i o n a l i n t e r e s t measures y i e l d 
i n t e r e s t i n g o c c u p a t i o n a l d i f f e r e n c e s on a t t i t u d i n a l v a r i a b l e s w h i c h are a t 
l e a s t p a r t i a l l y c o n t r o l l e d f o r s o c i a l s t a t u s d i f f e r e n c e s . I n a d d i t i o n , we s h a l l 
p o i n t o u t the major o c c u p a t i o n a l s i m i l a r i t i e s w h i c h appear p r e v a l e n t i n the 
D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s ' , p r o b a b l y the l a r g e s t r e s e a r c h e f f o r t d i r e c t e d 
toward a comprehensive taxonomy o f o c c u p a t i o n s . 

F i n a l l y , we s h a l l p r e s e n t a t e n t a t i v e t w o - d i g i t code w h i c h i n c o r p o r a t e s 
some o f the major d i f f e r e n c e s found i n the t h r e e p r e v i o u s c h a p t e r s as w e l l as 
those found i n e a r l i e r c h a p t e r s o f t h i s volume. For the i n t e r e s t e d r e a d e r , t h i s 
scheme can be c o n t r a s t e d w i t h t h e s t a n d a r d Survey Research Center code w h i c h has 
been used i n s t u d i e s o f P o l i t i c a l B e h a v i o r . 

We h a s t e n t o p o i n t o u t t h a t the c o n s i d e r a t i o n s r e v i e w e d i n t h i s c h a p t e r h a r d l y 
e x h a u s t a l l c o n s i d e r a t i o n s t h a t would be r e l e v a n t i n a c o n c e r t e d e n t e r p r i s e t o 
ccnseruct a taxonomy o f o c c u p a t i o n s . W i l e n s k y (1964) notes t h a t most o f the m y r i a d ' 
j o b d e s c r i p t i v e l a b e l s can be more f r u i t f u l l y grouped under t h r e e g e n e r a l 
h e a d i n g s . W h i l e none o f the t h r e e i s s p e c i f i c a l l y covered i n the f o l l o w i n g 
a n a l y s e s , i t s h o u l d be noted t h a t W i l e n s k y p r e s e n t s c o n s i d e r a b l e evidence (see 
Robinson's c h a p t e r ) t h a t the t h r e e headings do p o i n t t o major sources o f j o b 
s a t i s f a c t i o n or j o b d i s c o n t e n t . The headings a r e : 

1) Freedom: d i s c r e t i o n i n c h o i c e o f t o o l s , t e c h n i q u e s , p a c i n g and 
t i m i n g o f work 

2) A u t h o r i t y - r e s p o n s i b i l i t y and s k i l l 
3) O r g a n i z a t i o n a l c o n t e x t ( e . g . , d e m o c r a t i c v s . a u t h o r i t a r i a n , p r i v a t e 

v s . pub l i e ) 



The f i r s t c a t e g o r y p r i m a r i l y covers p h y s i c a l v a r i a b l e s such as s p a t i a l 
movement, r e p e t i t i v e n e s s o f m e n t a l a t t e n t i o n , b u t a l s o i n c l u d e s c l o s e n e s s o f 
s u p e r v i s i o n and o p p o r t u n i t y f o r s e l f - e x p r e s s i o n . The second i n c l u d e s r e s p o n s i b i l i i 
f o r men o r equipment, t o g e t h e r w i t h a b i l i t i e s and t r a i n i n g r e q u i r e d f o r the j o b . 
The f i n a l c a t e g o r y i n c l u d e s f a c t o r s on which l e a s t i n f o r m a t i o n i s u s u a l l y 
a v a i l a b l e : i n a d d i t i o n t o f a c t o r s l i s t e d under ( 3 ) above, i t covers s i z e o f the 
o r g a n i z a t i o n , o r g a n i z a t i o n a l d i v e r s i t y , h i e r a r c h i c a l s t r u c t u r e and o r g a n i z a t i o n a l 
i n t e g r a t i o n . 

R a t i n g s on most o f t h e v a r i a b l e s under t h e f i r s t and second headings a r e 
g i v e n i n the D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s f o r a l a r g e number o f o c c u p a t i o n s . 
A p p l i c a t i o n o f the m u l t i d i m e n s i o n a l a n a l y s i s procedures used i n f o l l o w i n g s e c t i o n s 
would seem a most p r o f i t a b l e f u r t h e r s t e p toward the g o a l o f a more adequate 
taxonomy. U n f o r t u n a t e l y , such a p r o j e c t c o u l d not be handled w i t h i n the scope of 
the p r e s e n t volume. For those i n t e r e s t e d , t h e complete l i s t o f over t h i r t y j o b 
v a r i a b l e s a v a i l a b l e f o r o v e r one hundred o c c u p a t i o n a l g r o u p i n g s i n the 
D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s —^ i s g i v e n i n Table 1. 

Even when these v a r i a b l e s are added t o o r subsumed under Wiiensky's h e a d i n g s , 
most s o c i a l s c i e n t i s t s would u n d o u b t e d l y c o n s i d e r the l i s t i n c o m p l e t e . Psycho1-
o g i s t s m i g h t want to i n c l u d e a spects o f p e r s o n a l i t y or c o g n i t i v e s t y l e s r e q u i r e d 
f o r t h e j o b . The s o c i a l p s y c h o l o g i s t m i g h t want an i n d i c a t i o n o f the j o b 
h o l d e r ' s r o l e r e q u i r e m e n t s and r o l e expec t a t i o n s , as w e l l as, perhaps, the types 
o f r e l a t i o n s one has w i t h those he d e a ls w i t h ( e x p l o i t a t i v e , c o e r c i v e , s o c i o -
e m o t i o n a l , e t c . ) The s o c i o l o g i s t m i g h t be i n t e r e s t e d i n the p e r c e n t a g e of" 
f e m a l e s i n the o c c u p a t i o n or whether the number o f people i n the o c c u p a t i o n are 
d e c l i n i n g or i n c r e a s i n g r e l a t i v e t o the r e s t o f o r c e r t a i n p o r t i o n s o f the work 
f o r c e . 

M o r eover, even when these and u n t o l d o t h e r v a r i a b l e s are added i n t o t h e 
m u l t i d i m e n s i o n a l a n a l y s i s , t h e r e w i l l be arguments on the a p p r o p r i a t e n e s s o f 
c e r t a i n g r o u p i n g s . Occupants o f c e r t a i n g r o u p i n g s w i l l s u r e l y o b j e c t t o t h e i r 
f e l l o w s , i n l i n e w i t h the abundant p s y c h o l o g i c a l and s o c i o l o g i c a l evidence to 
the e f f e c t t h a t p e o p l e make g r e a t e r d i s t i n c t i o n s between themselves and those they 
are c l o s e t o than t h e y do between themselves and those l e s s s i m i l a r (see Hovland 

— S h a r t l e (1964) l i s t s a number o f l i m i t a t i o n s o f f u n c t i o n a l c l a s s i f i c a t i o n 
systems l i k e the DOT. For example, e n t r a n c e r e q u i r e m e n t s v a r y w i t h g e n e r a l 
s o c i a l c o n d i t i o n s , s p e c i f i c l o c a l e s o r s p e c i f i c " i n house" r e q u i r e m e n t s . 



Table 1: V a r i a b l e s r a t e d i n the D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s , Volume I I 

1. GED. General E d u c a t i o n a l Development ( l e n g t h o f t i m e ) 

2. SVP. S p e c i f i c V o c a t i o n a l P r e p a r a t i o n ( l e n g t h o f t i m e ) 

3. A p t i t u d e s : G - - i n t e l l i g e n c e ; V - - v e r b a l ; N - - n u m e r i c a l ; S - - s p a t i a l ; P--form 
p e r c e p t i o n ; Q - - c l e r i c a l p e r c e p t i o n ; K--motor c o o r d i n a t i o n ; F - - f i n g e r d e x t e r i t y ; 
M--manual d e x t e r i t y ; E--eye-hand-foot c o o r d i n a t i o n ; and C - - c o l o r p e r c e p t i o n . 
E xcept f o r E and C, these c a t e g o r i e s correspond t o the a p t i t u d e s measured by 
the s u b t e s t s o f the G e n e r a l A p t i t u d e Test B a t t e r y . 

4. I n t e r e s t s ( o r p r e f e r e n c e s ) i n f i v e b i p o l a r p a i r s 
1. Things and o b j e c t s v s . people and communication o f i d e a s 
2. Business c o n t a c t v s . s c i e n t i f i c and t e c h n i c a l 
3. R o u t i n e , c o n c r e t e v s . a b s t r a c t and c r e a t i v e 
4. S o c i a l w e l f a r e v s . n o n - s o c i a l 
5. P r e s t i g e ( o r esteem) v s . t a n g i b l e , p r o d u c t i v e s a t i s f a c t i o n 

5. Temperaments: i n d i c a t i n g a d j u s t m e n t s t o : 
1. V a r i e t y and change 
2. R e p e t i t i v e , s h o r t c y c l e 
3. Work under s p e c i f i c i n s t r u c t i o n s 
4. D i r e c t i o n , c o n t r o l , p l a n n i n g 
5. D e a l i n g w i t h people 
6. I s o l a t i o n 
7. I n f l u e n c i n g p e o p l e 
8. P e r f o r m i n g under s t r e s s 
9. S e n i o r i t y or judgment c r i t e r i o n ; a r r i v i n g a t g e n e r a l i z a t i o n s 
0 Measurable or v e r i f i a b l e c r i t e r i a 
X F e e l i n g s , i d e a s , f a c t s 
Y Set l i m i t s , t o l e r a n c e or s t a n d a r d s 

6. P h y s i c a l demands 
1. L i f t i n g , c a r r y i n g , p u s h i n g and/or p u l l i n g 
2. C l i m b i n g and/or b a l a n c i n g 
3. S t o o p i n g , k n e e l i n g , c r o u c h i n g and/or c r a w l i n g 
4. Reading, h a n d l i n g , f i n g i r i n g and/or f e e l i n g 
5. T a l k i n g and/or h e a r i n g 
6. Seeing 

7. W orking c o n d i t i o n 
1. I n s i d e , o u t s i d e o r b o t h 
2. Extremes o f c o l d p l u s t e m p e r a t u r e changes 
3. Extremes o f h e a t p l u s t e m p e r a t u r e changes 
4. Wet and humid 
5. Noise and v i b r a t i o n 
6. Hazards 
7. Fumes, odors e t c . 
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and S h e r i f 1952, among o t h e r s ) . The problem i s t h a t e v e r y person i s u n i q u e , as 
i s the way he f u l f i l l s h i s o c c u p a t i o n a l d u t i e s , so t h a t any d e c i s i o n t o group 
one p e r s o n w i t h a n o t h e r i s somewhat a r b i t r a r y . Hence, r e s e a r c h i n t o o c c u p a t i o n a l 
s i m i l a r i t y i s bound t o take on the o v e r t o n e s o f a f u n d a m e n t a l l y t h a n k l e s s t a s k . 

However, we know from the abundant l i t e r a t u r e on s o c i a l s t a t u s t h a t l a r g e and 
r e l i a b l e d i f f e r e n c e s between o c c u p a t i o n s do e x i s t . We have a l s o seen much evidence 
i n t h i s volume t h a t s o c i a l s t a t u s does n o t d e s c r i b e a l l the a v a i l a b l e v a r i a n c e 
and t h a t s i t u s d i s t i n c t i o n s (such as d i f f e r e n t i n d u s t r i e s , or w o r k i n g w i t h d a t a , 
p e o p l e o r t h i n g s ) have l e d t o f u r t h e r i n t e r e s t i n g sources o f v a r i a n c e . The 
p r o b l e m becomes one o f f i n d i n g i n what c o n t e x t such d i s t i n c t i o n s do make a d i f f e r 
ence. Toward t h i s g o a l , t he a p p l i c a t i o n o f a r e l a t i v e l y r e c e n t t o o l i n the 
s o c i a l s c i e n c e s , S m a l l e s t Space A n a l y s i s (SSA), w i l l be employed. 

Perhaps a few d e s c r i p t i v e words on SSA would be a p p r o p r i a t e . The g e n e r a l 
p h i l o s o p h y u n d e r l y i n g SSA i s f a r s i m p l e r than t h a t o f i t s c l o s e s t c o u n t e r p a r t ' , 
f a c t o r a n a l y s i s . The i n p u t f o r SSA i s t r e a t e d as b e i n g i n d i c e s o f s i m i l a r i t y , 
w h i l e t h e i n p u t f o r f a c t o r a n a l y s i s i s t r e a t e d as b e i n g f u n d a m e n t a l l y dependent 
on some u n d e r l y i n g " f a c t o r s t r u c t u r e " . For i l l u s t r a t i o n , we w i l l l o o k a t a hypo
t h e t i c a l case o f t h r e e v a r i a b l e s A, B and C, f o r w h i c h the f o l l o w i n g c o r r e l a t i o n 
m a t r i x i s f o u n d : 

A B C 
A 
B .81 
C .81 .81 

A f a c t o r a n a l y s i s m i g h t d e s c r i b e the f a c t o r s t r u c t u r e as dependent on a s i n g l e 
f a c t o r , where A, B and C have the f o l l o w i n g c o r r e l a t i o n s w i t h t h a t f a c t o r : 

A .9 
B .9 
C .9 

On t h e o t h e r hand, i n two d i m e n s i o n s , SSA would g e n e r a t e an e q u i l a t e r a l 
t r i a n g l e as f o l l o w s : 

.81 .81 
/ .81 V 
B : Ĉ 

The r e a d e r s h o u l d not i n f e r from t h i s somewhat m i s r e p r e s e n t a t i v e example t h a t 
the two methods g e n e r a t e w i d e l y d i f f e r e n t r e s u l t s . S u r p r i s i n g l y , d e s p i t e t h e 
v a s t l y d i f f e r e n t assumptions u n d e r l y i n g the two methods, they o f t e n a r r i v e a t q u i t e 
c o n v e r g e n t m u l t i d i m e n s i o n a l s t r u c t u r e s . However, on balance thus f a r , SSA has o f t e n 
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uncovered more p l a u s i b l e and s i m p l i f i e d s t r u c t u r e s than has f a c t o r a n a l y s i s . 
U n f o r t u n a t e l y , we do n o t have i n hand a t t h i s t i m e any f o r m a l c i t a t i o n s t h a t 
can be g i v e n f o r t h i s c l a i m . I n f a c t , o u t s i d e o f the Laumann and Guttman a r t i c l e 
d i s c u s s e d below, t h e r e i s l i t t l e i n the way o f adequate d e s c r i p t i o n and 
i l l u s t r a t i o n o f the t e c h n i q u e i n the l i t e r a t u r e . One can o n l y say t h a t the 
s i m p l i f i e d a s s u m p t i o n s u n d e r l y i n g SSA many times seem more a p p r o p r i a t e t o the 
k i n d s o f a n a l y s i s problems t h a t one c u r r e n t l y e n c o u n t e r s i n the s o c i a l s c i e n c e s . 
C e r t a i n l y , SSA seems the most a p p r o p r i a t e t o o l f o r e x a m i n i n g the problem o f 
o c c u p a t i o n a l s i m i l a r i t y , the f i r s t s t e p towards an adequate taxonomy o f o c c u p a t i o n s . 

1. S o c i o l o g i c a l Evidence o f O c c u p a t i o n a l S i m i l a r i t y 
The s o c i o l o g i c a l e vidence we s h a l l r e v i e w g e n e r a l l y p o i n t s t o s o c i a l s t a t u s 

2/ 
as the m a j or f a c t o r d e t e r m i n i n g o c c u p a t i o n a l s i m i l a r i t y . — T h i s f i n d i n g h o l d s 
over a f a i r l y wide s e l e c t i o n o f v a r i a b l e s : the o c c u p a t i o n s o f f r i e n d s , n e i g h b o r s 
and f a t h e r s , as w e l l as work a t t i t u d e s , a t t i t u d e s about v a r i o u s a s p e c t s o f one's 
l i f e space, and p a r t i c i p a t i o n i n v a r i o u s l e i s u r e t i m e a c t i v i t i e s . The f i r s t 
p u b l i s h e d s t u d y on t h i s t o p i c was Laumann and Guttman's (1966) S m a l l e s t Space 
A n a l y s i s o f the o c c u p a t i o n a l s i m i l a r i t i e s o f r e s p o n d e n t s w i t h those o f t h e i r 
f a t h e r , f a t h e r - i n - l a w , t h r e e c l o s e s t f r i e n d s and two n e i g h b o r s . The sample 
c o n s i s t e d o f 422 w h i t e male r e s i d e n t s o f Cambridge and Belmont, M a s s a c h u s e t t s , 
who.were asked t o l i s t t h e i r o c c u p a t i o n s a l o n g w i t h the o c c u p a t i o n s o f the t h r e e 
c l o s e s t f r i e n d s they saw r e g u l a r l y , the o c c u p a t i o n s o f p e o p l e who l i v e d i n e i t h e r 
s i d e o f t h e i r homes and the o c c u p a t i o n s o f t h e i r f a t h e r s and f a t h e r s - i n - l a w . 
For each Duncan sc o r e of the r e s p o n d e n t s 1 o c c u p a t i o n , t h e p e r c e n t a g e o f occupa-
t i o n s f a l l i n g i n each Duncan sc o r e i n t e r v a l o f the seven o t h e r persons named by 
the r e s p o n d e n t was c a l c u l a t e d . When these i n d i c e s o f s i m i l a r i t y were f e d i n t o the 
S m a l i e s t Space A n a l y s i s program, the a u t h o r s i n t e r p r e t e d the r e s u l t s as i n d i c a t i n g 
t h a t t h r e e dimensions were needed f o r an a c c e p t a b l e f i t . The c o e f f i c i e n t o f 

3/ 
a l i e n a t i o n , — a measure o f g o o d n e s s - o f - f i t f o r t h e program, was .13 f o r t h r e e 

2/ 
— Moreover, we u n d e r s t a n d t h a t one s t u d y found t h a t s t a t u s emerged as the 

m a j o r f a c t o r when s t u d e n t s were asked t o judge the " s i m i l a r i t y " o f v a r i o u s occupa
t i o n s ; u n f o r t u n a t e l y we know o f no f o r m a l r e f e r e n c e t o t h i s s t u d y . 

3/ 2 k 
— The C o e f f i c i e n t o f A l i e n a t i o n i s d e f i n e d as ( l - ( l - 0 ) ) where 0 i s 

th e r a t i o o f the sum o f the squared d i f f e r e n c e s between t h e d i s t a n c e s as c a l c u l a t e d 
f r o m the c o o r d i n a t e system and the same d i s t a n c e s permuted t o m a i n t a i n t h e r a n k -
o r d e r o f the o r i g i n a l c o e f f i c i e n t s , d i v i d e d by t w i c e the sum o f the squared d i s t a n c e s 
For more d e t a i l s , see the o r i g i n a l a r t i c l e . 
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d i m e n s i o n s v s . .26 f o r two dimensions where .00 denotes a p e r f e c t f i t . The 
m ajor d i m e n s i o n was found t o c o r r e l a t e .82 w i t h the Duncan code, i n d i c a t i n g the 
i m p o r t a n c e o f the s t a t u s f a c t o r , b u t Laumann and Guttman f e l t t h a t f a r more t h a n 
j u s t a s t a t u s f a c t o r was i n d i c a t e d i n t h e i r f i n d i n g s . However, o u t s i d e o f a 
poss i b l e e n t r e p r e n e u r i a l - b u r e a u c r a t i c d i s t i n e t i o n f o r the t h i r d d i m e n s i o n , the 
a u t h o r s were unable t o p l a c e a c o n v e n i e n t l a b e l on these f i n a l two d i m e n s i o n s . 

Hauser (1965) p o i n t e d o u t a number o f problems w i t h the Laumann and Guttman 
a n a l y s i s , the most c r i t i c a l o f w h i c h was the a u t h o r s ' use o f t h e f u l l range o f 
Duncan scores r a t h e r than s c o r e i n t e r v a l s . By c o l l a p s i n g t o 10 o r 20 scores i n t e r 
v a l s , ( v s . the 55 i n t e r v a l s used i n the Laumann-Guttman a r t i c l e ) , Hauser was a b l e 
t o f i n d s i n g l e - d i m e n s i o n a l s t a t u s f a c t o r s f o r the Laumann-Guttman d a t a w h i c h 
never exceeded an a l i e n a t i o n c o e f f i c i e n t o f .15, no m a t t e r how the d a t a were 
grouped. A g a i n , the second and t h i r d dimensions were u n i n t e r p r e t a b l e , b u t t h i s 
t i m e they seemed so u n i m p o r t a n t as n o t t o m a t t e r . 

Hauser f u r t h e r a n a l y z e d the 1962 Census o c c u p a t i o n a l m o b i l i t y d a t a (see p r e 
v i o u s c h a p t e r on o c c u p a t i o n a l m o b i l i t y ) v i a S m a l l e s t Space A n a l y s i s . The c o e f 
f i c i e n t f o r the 16 non-farm o c c u p a t i o n s diagrammed i n F i g u r e 1. was..12. f o r one 
d i m e n s i o n , a g a i n c l e a r l y r e l a t e d t o s t a t u s . B l a u and Duncan (1967) p r e s e n t a 
s l i g h t l y more complete a n a l y s i s o f the m o b i l i t y d a t a and f i n d t h a t a h i n t o f a 
b u r e a u c r a t i c - e n t r e p r e n e u r i a l f a c t o r i s i n d i c a t e d i n some o f t h e i r a n a l y s e s . 
F i g u r e 1 a l s o r e v e a l s a t r a c e o f a s i tus f a c t o r among the 16 o c c u p a t i o n s , i n tha t 
c r a f t s m e n , o p e r a t i v e s and l a b o r e r s tend t o c l u s t e r t o g e t h e r w i t h i n m a n u f a c t u r i n g 
as much as they c l u s t e r by s e p a r a t e o c c u p a t i o n a l c a t e g o r i e s a c r o s s i n d u s t r i e s . 

The f i n a l body o f d a t a on o c c u p a t i o n a l s i m i l a r i t y comes from the s t u d y o f 
Americans.' Use o f Time by Converse and Robinson ( 1 9 6 7 ) . I n Robinson's c h a p t e r we 
saw how a S m a l l e s t Space A n a l y s i s o f work a t t i t u d e s and b e h a v i o r s a l s o g e n e r a t e d 
a m a j o r s t a t u s f a c t o r w i t h the c o e f f i c i e n t o f a l i e n a t i o n .41. A second f a c t o r , 
d i f f e r e n t i a t i n g e n t r e p r e n e u r i a l - p e o p l e - o r i e n t e d r e s p o n d e n t s such as s a l e s 
p e r s o n n e l and the s e l f - e m p l o y e d f r o m the d a t a - o r i e n t e d such as s c i e n t i s t s , book
keepers and e n g i n e e r s , lowered the c o e f f i c i e n t o f a l i e n a t i o n t o .25, and a t h i r d 
" m a s c u l i n e - f e m i n i n e " f a c t o r lowered i t t o .14. The f i r s t two dimensions are 
mapped i n F i g u r e 2 i n Chapter 3. 

A d d i t i o n a l d a t a from the Converse-Robinson s t u d y i s mapped i n F i g u r e 2 o f 
t h i s c h a p t e r . The i n p u t f o r t h i s a n a l y s i s i s average s c a l e scores f o r 28 occupa
t i o n a l c a t e g o r i e s on a number o f v a r i a b l e s d e s c r i b e d below. A n a t i o n a l u r b a n 
sample o f 500 men i n t e r v i e w e d i n l a t e 1965 and e a r l y 1966 s u p p l i e d the b a s i c 
sources o f the d a t a . The men i n d i c a t e d t h e i r y e a r l y p a r t i c i p a t i o n i n 18 types o f 
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l e i s u r e a c t i v i t i e s and the degree o f s a t i s f a c t i o n they r e c e i v e d from 18 p o s s i b l e 
sources o f s a t i s f a c t i o n ^ s u c h as t e l e v i s i o n , and c h i l d r e n . Because o f the sma11 
s i z e o f the sample, some o c c u p a t i o n s were n a t u r a l l y u n d e r r e p r e s e n t e d ; those 
o c c u p a t i o n s f o r w h i c h t h e r e were l e s s t h a n e i g h t r e s p o n d e n t s are i n d i c a t e d w i t h 
an "X" i n F i g u r e 2. 

W h i l e the m a j or ( h o r i z o n t a l ) d i m e n s i o n i n F i g u r e 2 has the f l a v o r o f a s t a t u s 
d i m e n s i o n , i t has a c o e f f i c i e n t o f a l i e n a t i o n o f .36. A more s a t i s f a c t o r y s t a t u s 
f a c t o r i s r e v e a l e d i n the r o t a t e d d i m e n s i o n ( d o t t e d l i n e ) w h i c h can be drawn 
from the two d i m e n s i o n a l s o l u t i o n w i t h a c o e f f i c i e n t o f a l i e n a t i o n o f .19 

(an a d d i t i o n a l t h i r d f a c t o r drops the c o e f f i c i e n t o n l y down t o .11.") The d i m e n s i o n 
p e r p e n d i c u l a r t o t h i s r o t a t e d f a c t o r does d i s c l o s e some d i s t i n c t i o n between such 
d a t a - o r i e n t e d o c c u p a t i o n s as s c i e n t i s t and p r o f e s s o r and such e n t r e p r e n e u r i a l -
p e o p l e - o r i e n t e d o c c u p a t i o n s as s a l e s - p e r s o n , clergyman and t e a c h e r , b u t the d i m e n s i o n 
r e v e a l s enough e x c e p t i o n s t o t h i s d i s t i n c t i o n t o recommend v i e w i n g w i t h extreme 
s k e p t i c i s m the a p p a r e n t correspondence t o the r e s u l t s o b t a i n e d from the w o r k - r e l a t e d 
q u e s t i o n s i n the Converse-Robinson s t u d y . 

We have now examined f i v e d i v e r s e sources o f s o c i o l o g i c a l v a r i a n c e f o r 
w h i c h socio-economic s t a t u s is" the l e a d i n g p r e d i c t o r : f a t h e r ' s o c c u p a t i o n , f r i e n d s ' 
o c c u p a t i o n s , n e i g h b o r s ' o c c u p a t i o n s , work a t t i t u d e s and b e h a v i o r j a n d l e i s u r e 
p a r t i c i p a t i o n and s a t i s f a c t i o n s . S i t u s d i f f e r e n c e s or d i f f e r e n c e s between w o r k i n g 
w i t h p e o p l e , d a t a , o r t h i n g s have r e v e a l e d themselves o n l y s p o r a d i c a l l y . I n the 
e x a m i n a t i o n o f d a t a on s i m i l a r i t y o f o c c u p a t i o n a l i n t e r e s t s w h i c h f o l l o w s , most 
o f the extreme d i f f e r e n c e s i n s t a t u s are p a r t i a l l e d o u t b e f o r e h a n d , a l l o w i n g us 
perhaps t o see more c l e a r l y these " h o r i z o n t a l " sources o f v a r i a n c e . 

2. Mappings o f O c c u p a t i o n a l S i m i l a r i t y U n d e r l y i n g the S t r o n g , Kuder, and 
M i n n e s o t a V o c a t i o n a l I n t e r e s t Measures 
There has been much debate about the r e l a t i v e m e r i t s and d e m e r i t s o f the 

v a r i o u s e m p i r i c a l i n v e n t o r i e s used t o measure o c c u p a t i o n a l i n t e r e s t s and 
p r e f e r e n c e s . N e v e r t h e l e s s , r e s e a r c h d i r e c t e d a t u n c o v e r i n g the b a s i c f a c t o r s 
w hich u n d e r l i e these i n s t r u m e n t s have suggested l i t t l e i n the way o f p a r s i m o n i o u s 
f a c t o r s on which these i n s t r u m e n t s can be or ought t o be compared. No such 
a n a l y s e s are r e p o r t e d i n the l a t e s t S t r o n g Manual ( 1 9 6 6 ) , and w h i l e a f a c t o r 
a n a l y s i s o f the i t e m s i n the Kuder DP Manual (1966) was p e r f o r m e d , over t e n 
m e a n i n g f u l f a c t o r s were e x t r a c t e d -- h a r d l y a p a r s i m o n i o u s s e t o f dimensions 
w i t h w h i c h t o work. P r e v i o u s l y , T e r w i l l i n g e r (1963) e x t r a c t e d e i g h t f a c t o r s f r o m 
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a n a l y s e s o f Kuder P r e f e r e n c e Record, v a l u e q u e s t i o n s and o c c u p a t i o n a l p r e f e r e n c e 
r a n k i n g s , w h i l e Schut2 and Baker (1962) had found seven o c c u p a t i o n a l f a c t o r s i n 
a f a c t o r a n a l y s i s o f the Kuder D ( o c c u p a t i o n a l ) . Both s t u d i e s , however, used 
c o l l e g e s t u d e n t s and n o t people employed i n r e l e v a n t o c c u p a t i o n s . 

I n an e a r l i e r r e s e a r c h e f f o r t , C o t t l e (1948) had i n v e s t i g a t e d the dimensions 
u n d e r l y i n g the Kuder P r e f e r e n c e Record, the S t r o n g V o c a t i o n a l I n t e r e s t B lank and 
B e l l I n t e r e s t I n v e n t o r y on a s i n g l e sample o f a d u l t males. However, i n t h i s s t u d y , 
the emphas i s was on the d imens ions common t o a l l t h r e e i n v e n t o r i e s and n o t on 
d i m e n s i o n s p e c u l i a r t o each i n d i v i d u a l l y . Subsequent to C o t t l e ' s i n v e s t i g a t i o n , 
f i v e o f h i s b a s i c o c c u p a t i o n a l i n t e r e s t f a c t o r s — w o r k w i t h t h i n g s and o b j e c t s vs. 
p e o p l e and i d e a s ; b u s i n e s s c o n t a c t v s . s c i e n t i f i c - t e c h n i c a l a c t i v i t i e s ; r o u t i n e , 
c o n c r e t e and o r g a n i z e d work vs. a b s t r a c t and c r e a t i v e work; s o c i a l s i t u a t i o n s 
v s . n o n - s o c i a l ; d e s i r e f o r p r e s t i g e o r esteem v s . t a n g i b l e o r p r o d u c t i v e 
r e w a r d s — w e r e used t o form the b a s i s o f i n t e r e s t r a t i n g s f o r o c c u p a t i o n a l 
c l a s s i f i c a t i o n i n Volume I I o f the l a t e s t D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s (1965). 

Super and C r i t e s ( 1 9 6 2 ) , a t t e m p t i n g t o s y n t h e s i z e r e s e a r c h i n t o b a s i c 
v o c a t i o n a l i n t e r e s t d i m e n s i o n s , proposed t h a t e i g h t headings be used: s c i e n t i f i c , 
s o c i a l w e l f a r e , l i t e r a r y , m a t e r i a l ( w o r k i n g w i t h t a n g i b l e s ) , s y s t e m a t i c , c o n t a c t 
( w i t h people f o r m a t e r i a l g a i n ) , a e s t h e t i c a p p r e c i a t i o n and a e s t h e t i c e x p r e s s i o n . 
Roe (1956) had suggested t h a t her e i g h t c a t e g o r y c l a s s i f i c a t i o n system c o u l d be 
used t o compare the f a c t o r s a p p a r e n t l y u n d e r l y i n g s i x v o c a t i o n a 1 i n t e r e s t s t e s t s , 
i n c l u d i n g the S t r o n g and the Kuder. For example, she matched her "business 
c o n t a c t " c a t e g o r y w i t h a "bus i n e s s c o n t a c t " f a c t o r on the S t r o n g and the 
" p e r s u a s i v e " c l u s t e r i n the Kuder, and made her " s c i e n c e " c a t e g o r y encompass the 
S t r o n g " t h i n g s v s . p e o p l e " d i s t i n c t i o n and the Kuder " s c i e n t i f i c " c l u s t e r . 
Some o f her comparisons, however, such as " s e r v i c e o c c u p a t i o n s " , a re q u i t e 
a r b i t r a r y w h i l e o t h e r s , such as " o u t d o o r " , appear i n few i n t e r e s t t e s t s . 

W h i l e a l l the above f a c t o r s and f a c t o r schemes p r o v i d e ample c l u e s r e g a r d i n g 
m a j o r expected d i f f e r e n c e s between o c c u p a t i o n s , a t l e a s t as the d i f f e r e n c e s are 
d e f i n e d by the i t e m c o n t e n t o f the most p o p u l a r o c c u p a t i o n a l i n t e r e s t i n v e n t o r i e s , 
t h e y do n o t d i s t i n g u i s h t he dimensions unique t o each i n s t rument. Aga i n , 
t h e f a c t o r s do n o t convey much i n f o r m a t i o n about the c o n t i g u i t y o f occupa
t i o n s , t h a t i s , they do not r e v e a l whether a p h y s i c i a n i s more s i m i l a r t o an 
a c c o u n t a n t , an a r t i s t , or m i n i s t e r , a c r o s s a r e p r e s e n t a t i v e sample o f 
c h a r a c t e r i s t i c s . Such i n f o r m a t i o n would be an a d d i t i o n t o i n f o r m a t i o n v i s i b l e i n 
c l i e n t s ' e m p i r i c a l scores t h a t would be e x t r e m e l y u s e f u l t o c o u n s e l o r s b o t h i n 



d e s c r i b i n g most l i k e L y a l t e r n a t i v e o c c u p a t i o n s and i n g a i n i n g u n d e r s t a n d i n g o f 
the n o r m a l d i f f e r e n c e s expected f r o m the c o n s t i t u t i o n o f the i n v e n t o r i e s . 
D e v i a t i o n s from normal p a t t e r n s may r e v e a l complex o c c u p a t i o n a l i n t e r e s t s t h a t no 
s i n g l e j o b c o u l d f u l f i l l . For example, i f d o c t o r s and d e n t i s t s tend t o have 
more i n common than e i t h e r p r o f e s s i o n does w i t h a c c o u n t a n t s , then a person who 
scores h i g h on the d e n t i s t and a c c o u n t a n t s c a l e s b u t low on the d o c t o r s c a l e 
may w e l l have i n t e r e s t s t h a t n e i t h e r o c c u p a t i o n c o u l d e a s i l y s a t i s f y . 

Those f a m i l i a r w i t h the e a r l i e r S t r o n g Manuals may remember the spheres o f 
o c c u p a t i o n a l d i s t a n c e s w h i c h conveyed so much i n t e r e s t i n g i n f o r m a t i o n about the 
c o n t i g u i t y o f o c c u p a t i o n s . Using a f o r e r u n n e r o f t h e c u r r e n t M V I I , Norman (1960) 
found f o u r dimensions w h i c h d e s c r i b e d 80 p e r c e n t o f the v a r i a n c e between 115 
o c c u p a t i o n a l and r e f e r e n c e g r o u p s . Mapping o f o c c u p a t i o n s on these f o u r d imens ions 
p r o v i d e d b a s i c i n s i g h t s i n t o the s t r u c t u r e o f o c c u p a t i o n s n o t o t h e r w i s e e a s i l y 
v i s i b l e . We w i l l s i m i l a r l y a t t e m p t t o p o r t r a y maps o f o c c u p a t i o n a l s i m i l a r i t y . 
However, i t i s our c o n t e n t i o n t h a t c o m p a r a t i v e l y simpLe mappings p o r t r a y a b l e i n 
two d i m e n s i o n s e x i s t w h i c h e x p l a i n the b u l k o f v a r i a n c e i n o c c u p a t i o n a l i n v e n t o r i e s , 
and t h a t these mappings r e f l e c t i m p o r t a n t f e a t u r e s and weaknesses o f the v a r i o u s 
i n s t r u m e n t s . 

The mappings are based on S m a l l e s t Space Analyses o f c o r r e l a t i o n s between 
members o f v a r i o u s o c c u p a t i o n s as g i v e n i n the manuals f o r t h e t h r e e o f the most 
u s e f u l v o c a t i o n a l i n t e r e s t i n v e n t o r i e s — the S t r o n g ( S V I B ) , the Kuder DP and 
M i n n e s o t a V o c a t i o n a l I n t e r e s t I n v e n t o r y ( M V I I ) . There are some c o n c e p t u a l 
problems i n u s i n g the c o r r e l a t i o n c o e f f i c i e n t s t h a t are based on m u l t i p l y - k e y e d 
i t e m s . D e s p i t e the f a c t t h a t t h i s p r o c e d u r e leads t o s p u r i o u s l y h i g h o r low 
c o r r e l a t i o n c o e f f i c i e n t s , the S m a l l e s t Space A n a l y s i s uses o n l y the o r d i n a l 
p r o p e r t i e s o f these c o e f f i c i e n t s . The c o r r e l a t i o n c o e f f i c i e n t s appears t o the 
a u t h o r t o be a r e a s o n a b l e d i s t a n c e measure f o r the purposes o f the S m a l l e s t Space 
A n a l y s i s , a l t h o u g h f u t u r e r e s e a r c h o f t h i s t y p e s h o u l d c o n c e n t r a t e on u s i n g 
c l e a n e r d i s t a n c e measures. I t has been the a u t h o r ' s e x p e r i e n c e , however, t h a t the 
use o f g r o s s s i m i l a r i t y measures l i k e the c o r r e l a t i o n c o e f f i c i e n t does n o t r a d i c a l l y 
a f f e c t the r e s u l t s emerging from S m a l l e s t Space A n a l y s e s . 

For the S t r o n g B l a n k , the mean scores f o r each o f the 37 male o c c u p a t i o n a l 
c r i t e r i o n groups as found on pages 38 and 39 o f the 1959 Manual were i n t e r 
c o r r e l a t e d and t h e r e s u l t i n g c o r r e l a t i o n m a t r i x was f e d i n t o t h e S m a l l e s t 
Space A n a l y s i s program. The s o l u t i o n f o r t h e two m a j or d i m e n s i o n s i s seen i n 
F i g u r e 3. The s p a c i n g i n F i g u r e 3 y i e l d s a c o e f f i c i e n t o f a l i e n a t i o n o f .17 w i t h the 
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o r i g i n a l i n t e r - o c c u p a t i o n d i s t a n c e s as d e f i n e d by the above c o r r e l a t i o n m a t r i x . 
A t h i r d d i m e n s i o n b r o u g h t t h i s f i g u r e down t o .10. The major ( h o r i z o n t a l ) 
d i m e n s i o n i n F i g u r e 3 c o n t r a s t s a business and s o c i a l o r i e n t a t i o n w i t h an a r t i s t i c 
and s c i e n t i f i c o u t l o o k - - m o r e s i m p l y , i t p r o v i d e s a doers v s . t h i n k e r s d i s t i n c t i o n ; 
the second ( v e r t i c a l ) d i m e n s i o n c o n t r a s t s t h e more o b j e c t - o r i e n t e d o c c u p a t i o n s such 
as c a r p e n t e r s and a v i a t o r s f r o m the p e o p l e - o r i e n t e d o c c u p a t i o n s such as m i n i s t e r s 
and s o c i a l w o r k e r s . These d i m e n s i o n s , however, are o b v i o u s l y i m p e r f e c t d e s c r i p 
t i o n s o f the r i c h n e s s o f c o n t i g u i t y i n f o r m a t i o n conveyed by the diagram i t s e l f . 

The t h i r d d i m e n s i o n d i s t i n g u i s h e d those w i t h c ommercial or b u s i n e s s v a l u e s , 
such as salesmen and a c c o u n t a n t s , f r o m those who v a l u e d s o c i a l or a b s t r a c t 
a c t i v i t y such as s o c i a l w o r k e r s and m a t h e m a t i c i a n s . The l i n e s s u r r o u n d i n g the 
c l u s t e r s o f o c c u p a t i o n s are an a t t e m p t t o group s i m i l a r o c c u p a t i o n s on t h e b a s i s 
o f these t h r e e dimensions and, o f c o u r s e , do r e f l e c t some a r b i t r a r y d e c i s i o n s . 
We s h a l l have more t o c o n c l u d e about the r e s u l t s o f t h i s c h a r t l a t e r . I t i s 
i n t e r e s t i n g t o note t h a t i f one extends a l i n e u n d e r n e a t h t h e p o i n t " s o c i a l 
s c i e n c e t e a c h e r " t o a p o i n t u n d e r n e a t h " m a t h e m a t i c i a n " , one f i n d s a l l b u t two 
o c c u p a t i o n s ( a r c h i t e c t and o f f i c e man) p e r f e c t l y d i f f e r e n t i a t e d w i t h r e s p e c t t o 
the m a s c u l i n i t y - f e m i n i t y s u b - s c a l e proposed by the manual. 

Recent v e r s i o n s o f the Kuder Form are now a v a i l a b l e w h i c h a l s o d i f f e r e n t i a t e 
on the b a s i s o f o c c u p a t i o n r a t h e r than o f the p r e v i o u s g e n e r a l c a t e g o r i e s such as 
c o m p u t a t i o n a l and a r t i s t i c . F i g u r e 4 g i v e s the S m a l l e s t Space p i c t u r e based on 
the i n t e r c o r r e l a t i o n m a t r i x f o r a heterogeneous sample o f 276 males g i v e n on 
pages 58 and 59 o f t h e l a t e s t Kuder DP Manual ( 1 9 6 6 ) . As y e t , i n f o r m a t i o n on 
the Kuder i s g i v e n on o n l y 23 o c c u p a t i o n s and f i v e o f these are s t u d e n t g r o u p s . 
Moreover, as seen i n F i g u r e 4, t h e r e are somewhat l a r g e gaps between c e r t a i n 
s t u d e n t groups and those i n p a r a l l e l a d u l t o c c u p a t i o n s - - f o r example, between 
pre-med s t u d e n t s and p h y s i c i a n s . The gaps i n d i c a t e t h a t the s t u d e n t s are as y e t 
i m p e r f e c t l y s o c i a l i z e d i n t o the o c c u p a t i o n a l g r o u p i n g s i n t o w h i c h t h e y w i l l 
p r o b a b l y be r e c r u i t e d . I t a l s o means t h a t more adequate norms may need t o be 
d e v i s e d t o b r i n g t h e Kuder o c c u p a t i o n a l norms up t o S t r o n g s t a n d a r d s . The two 
d i m e n s i o n a l s o l u t i o n has a c o e f f i c i e n t o f a l i e n a t i o n o f .20 w i t h the o r i g i n a l i n p u t 
m a t r i x ; the t h i r d d i m e n s i o n b r i n g s the f i g u r e down t o .09. The f i r s t ( h o r i z o n t a l ) 
d i m e n s i o n i n F i g u r e 4 i s s i m i l a r t o the second f a c t o r f o r t h e S t r o n g B l a n k , the 
p e o p l e - v s . o b j e c t - o r i e n t e d d i s t i n c t i o n , w h i l e the second d i m e n s i o n c o n t r a s t s 
s c i e n t i s t s — e s p e c i a l l y s t u d e n t s — w i t h p e o p l e d e a l i n g w i t h more t a n g i b l e p r o d u c t s , 
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such as b a n k e r s , a r c h i t e c t s and p r i n t e r s . The t h i r d d i m e n s i o n f u r t h e r c o n t r a s t s 
the o b j e c t - v s . p e o p l e - o r i e n t e d , by i n c l u d i n g c h e m i s t s among the o b j e c t -
o r i e n t e d . The group l i n e s a g a i n d e f i n e the major g r o u p i n g s suggested by the 
d i s t a n c e s found i n the t h r e e - d i m e n s i o n a l s o l u t i o n . 

B o t h the S t r o n g and Kuder i n s t r u m e n t s s u f f e r from a n o t i c e a b l e b i a s toward 
h i g h e r w h i t e - c o l l a r o c c u p a t i o n s . Since over h a l f o f t h e p r e s e n t U n i t e d S t a t e s 
p o p u l a t i o n i s employed i n b l u e - c o l l a r o c c u p a t i o n s - - a 1though the w h i t e - c o l l a r 
segment o f the o c c u p a t i o n a l spectrum i s r a p i d l y e x p a n d i n g — t h e S t r o n g and Kuder 
b i a s l e a v e s a l a r g e area uncovered. The M i n n e s o t a V o c a t i o n a l I n t e r e s t I n v e n t o r y 
(1965) f i l l s i n t h i s gap, a l t h o u g h i t d i f f e r e n t i a t e s o n l y w i t h i n the b l u e - c o l l a r 
dbmain and s t i l l does n o t t e l l t he person whether he ought t o be l o o k i n g a t w h i t e -
c o l l a r or b l u e - c o l l a r o c c u p a t i o n s . Perhaps a person's e d u c a t i o n a l background 
d e t e r m i n e s the w h i t e - b l u e - c o l l a r c h o i c e t o such a g r e a t e x t e n t t h a t t e s t i t e m s 
c o v e r i n g the dimens i o n are n o t needed. 

The mean scores f o r 21 groups g i v e n on page 18 o f the M V I I Manual (1965) 
were i n t e r - c o r r e l a t e d and the r e s u l t i n g S m a l l e s t Space A n a l y s i s i s p r e s e n t e d i n 
F i g u r e 5. There are no handy l a b e l s w h i c h can be a t t a c h e d t o the u n d e r l y i n g 
d i m e n s i o n s . The major ( h o r i z o n t a l ) d i m e n s i o n does p r o v i d e a rough "person v s . 
machine" d i v i s i o n w h i c h c o n t a i n s " c l e a n v s . d i r t y hands" and " o f f i c e v s . f a c t o r y " 
o v e r t o n e s as w e l l . The v e r t i c a l d i mension s e p a r a t e s o c c u p a t i o n s e n t a i l i n g complex 
manual work such as p r i n t e r and e l e c t r i c i a n , f r o m o t h e r o c c u p a t i o n s . T o g e t h e r 
the two dimensions y i e l d a c o e f f i c i e n t o f a l i e n a t i o n o f .10 w i t h the o r i g i n a l 
i n t e r - c o r r e l a t i o n m a t r i x d i s t a n c e s ; a t h i r d d imens i o n , s e p a r a t i n g p r i n t e r s , 
pressman and h o s p i t a l a t t e n d a n t s from p l a s t e r e r s , t r u c k d r i v e r s , e l e c t r i c i a n s 
and s h e e t m e t a l w o r k e r s , lowers the f i g u r e t o .04. 

By now i t can be seen t h a t F i g u r e 3, 4, and 5 may p o r t r a y i n s i m p l i f i e d 
f a s h i o n most o f the v a r i a n c e t h a t e x i s t s i n t h r e e o f the most competent v o c a t i o n a l 
i n t e r e s t i n v e n t o r i e s . A s t r o n g "work w i t h p e o p l e v s . work w i t h o b j e c t s " component 
i s f o u nd i n each i n v e n t o r y , as i s a s c i e n t i f i c v s . commercial s e p a r a t i o n — a 1though 
t h i s l a t t e r d i s t i n c t i o n i s n o t c l e a r c u t i n the M V I I . I t i s the i n t e r - o c c u p a t i o n 
p o s i t i o n s and c l u s t e r s t h a t a re most f a s c i n a t i n g , however, and i t m i g h t be w o r t h 
w h i l e t o comment on them. 

There would appear t o be about n i n e c l u s t e r s o f o c c u p a t i o n s i n the sample 
f o r t h e S t r o n g c r i t e r i o n g r o u p s : 

1. Commercial: a c c o u n t a n t s , b a n k e r s , salesmen, a d m i n i s t r a t o r s , e t c . 
2. Manual: p r o d u c t i o n managers, c a r p e n t e r s , a v i a t o r s , e t c . 
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3. A r t - s c i e n c e : a r t i s t s , d o c t o r s , e t c . , and perhaps p s y c h o l o g i s t s and 
m a t h e m a t i c i a n s 

4. Phys i c a l s c i e n c e : e n g i n e e r s , chemis t s and p h y s i c i s t s 
5. S o c i a l : (YMCA s e c r e t a r y , p h y s i c a l e d u c a t i o n i n s t r u c t o r s and s o c i a l 

s c i e n c e t e a c h e r s 
6. S o c i a l - a d m i n i s t r a t i v e : s o c i a l w o r k e r s , m i n i s t e r s , s c h o o l s u p e r i n t e n d e n t s 
7. A r t s : m u s i c i a n s , a u t h o r s 
8. ?: A d v e r t i s i n g men, lawyers 
9. M a t h - s c i e n c e t e a c h e r s 

I n the l a t e s t S t r o n g Manual, n o r m a t i v e i n f o r m a t i o n a c c o r d i n g t o o c c u p a t i o n 
i s b r o k e n down i n t o 11 c a t e g o r i e s , most o f which o v e r l a p w i t h the n i n e we have 
su g g e s t e d , as w e l l as w i t h the n i n e c a t e g o r i e s suggested i n the 1959 S t r o n g Manual-
There are some g r o u p i n g s i n the p r e s e n t Manual, however, w h i c h c o u l d be 
q u e s t i o n e d on t h e b a s i s o f mean score d i f f e r e n c e s g i v e n i n the Manual on pages 40 
and 4 1 . P h a r m a c i s t s and m o r t i c i a n s , f o r example, have h i g h scores on c e r t a i n 
h e a l t h s c i e n c e o c c u p a t i o n s , more s i m i l a r t o the scores o f v e t e r n a r i a n s o r o s t e o p a t h s 
t h a n o f the commercial businessmen w i t h whom they are grouped. A g a i n , m a t h - s c i e n c e 
t e a c h e r s have more i n common w i t h s c i e n t i s t s and m a t h e m a t i c i a n s t h a n t h e y do 
w i t h f a r m e r s , p r i n t e r s and o t h e r a s s o r t e d o c c u p a t i o n s w i t h w h i c h they are combined. 
A p p l i c a t i o n o f t h e S m a l l e s t Space A n a l y s i s program t o t h e l a t e s t n o r m a t i v e d a t a 
on t h e S t r o n g would c e r t a i n l y be d e s i r a b l e , a l t h o u g h i t would be s u r p r i s i n g t o 
see t h e s t r u c t u r e i n F i g u r e 3 change v e r y much, s i n c e t w o - t h i r d s o f the 52 
o c c u p a t i o n s now l i s t e d have remained unchanged from the 1959 Manual. Some o f the 
S t r o n g s c a l e s are s t i l l based on responses w e l l over t e n y e a r s o l d and need t o 
be updated on new g r o u p s , as the l a t e s t s c a l e Manual has a l r e a d y done f o r some 
o c c u p a t i o n s . 

Kuder m a t e r i a l s have r e c e n t l y s h i f t e d from p r e s e n t i n g g e n e r a l area s c o r e s , 
such as " c o m p u t a t i o n a l " and " a r t i s t i c " , t o o f f e r i n g a more d i r e c t o c c u p a t i o n a l 
c a t e g o r i z a t i o n , as i n the S t r o n g B l a n k . As i s o b v i o u s f r o m F i g u r e 4, the Kuder DP 
n o r m a t i v e data s h o u l d be b e t t e r equipped t o d i s t i n g u i s h the o c c u p a t i o n s t h a n i t 
i s . For example, scores o f bankers c o r r e l a t e more h i g h l y w i t h scores o f c a r p e n t e r s 
and p o l i c e m e n t h a n w i t h those o f o t h e r businessmen. Moreover, the t o t a l l i s t o f 
23 o c c u p a t i o n s i s c e r t a i n l y s c a n t compared t o t h e r i c h v a r i e t y o f S t r o n g o c c u p a t i o n a l 
s c a l e s . A g r e a t e r v a r i e t y e x i s t s i n t h e Kuder P n o r m a t i v e d a t a , w h i c h i s a p p a r e n t l y 
a v a i l a b l e f o r 51 o c c u p a t i o n s . 

N e v e r t h e l e s s , t h e r e are e s s e n t i a l p a r a l l e l s i n the o v e r a l l s t r u c t u r e o f the 
o c c u p a t i o n a l g r o u p i n g s o f F i g u r e s 3 and 4, the S t r o n g and the Kuder DP. There are 
r o u g h l y f i v e g r o u p i n g s f o r the Kuder DP: 
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1. S c i e n t i s t : c h e m i s t s , a r c h i t e c t s , s t u d e n t s c i e n c e m a j o r s , e t c . ; 
poss i b l y phys i c i a n s and c l i n i c a l p s y c h o l o g i s t s 

2. S o c i a l a d m i n i s t r a t i v e : m i n i s t e r s , s o c i a l w o r k e r s , l a w y e r s , s c h o o l 
s u p e r i n t e n d e n t s 

3. Manua1: f a r m e r s , p r i n t e r s , c a r p e n t e r s , policemen and bankers 
4. Commercial: b u s i n e s s s t u d e n t s , p e r s o n n e l managers, a c c o u n t a n t s 
5. E n g i n e e r i n g : e l e c t r i c a l e n g i n e e r s , h e a t i n g e n g i n e e r s , e n g i n e e r i n g 

s t u d e n t s 

Three o f these groups compare d i r e c t l y w i t h the S t r o n g groups: c o m m e r c i a l , 
manual and s o c i a l a d m i n i s t r a t i v e . The s c i e n c e g r o u p i n g f o r the S t r o n g combines 
t h e e n g i n e e r i n g c l u s t e r and p a r t o f t h e s c i e n t i s t c l u s t e r i n the Kuder; t h e 
o t h e r p a r t o f the Kuder s c i e n t i s t c l u s t e r forms the a r t - s c i e n c e g r o u p i n g f o r the 
S t r o n g . What about the s p a t i a l r e l a t i o n s h i p among these c l u s t e r s ? I n the case 
o f t h e seven d e f i n a b l e S t r o n g c l u s t e r s , F i g u r e 3 e s s e n t i a l l y reduces t o : 

Socia1-Adminis t r a t i v e 
S o c i a l A r t s 
Commercial . , A r t - S c i e n c e 

P h y s i c a l 
Manual Science 

For t h e s i x g r o u p i n g s o f the Kuder, r o t a t i n g F i g u r e 4 about 180° r e s u l t s i n the 
f o l l o w i n g pat t e r n : 

S o c i a 1 - A d m i n i s t r a t i v e 
Manual A r t - S c i e n c e 

E n g i n e e r s Science 
Business 

O u t s i d e o f the n e c e s s i t y o f i n t e r c h a n g i n g the business and manual c l u s t e r s and 
m o v i n g e n g i n e e r s somewhat t o the r i g h t , t h e r e i s a r e a s o n a b l e resemblance between 
t h e two diagrams. A p l o t o f the second and t h i r d dimensions o f the Kuder r e s u l t s 
i n : 

S ocia1-Adminis t r a t i v e 
Manual A r t Science 

Science 
Business En g i n e e r 

Here o n l y the b u s i n e s s and manual c l u s t e r s need be i n t e r - c h a n g e d t o make t h e Kuder 
and S t r o n g p l o t s l i n e up. 

O c c u p a t i o n a l s i m i l a r i t y d a t a can have a number o f i m p o r t a n t a p p l i c a t i o n s 
i n b o t h i n d u s t r i a l and s u r v e y r e s e a r c h . For i n s t a n c e , the a n a l y s t must always 
make d e c i s i o n s on what k i n d s o f employees t o i n c l u d e i n each group o r how t o 
s u b d i v i d e h i s sample so as to maximize d i f f e r e n c e s between groups. A t p r e s e n t , 
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he has Co work from such s k e t c h y g u i d e l i n e s as the Bureau o f the Census o c c u p a t i o n a l 
c a t e g o r i e s . The problem i s e s p e c i a l l y a c u t e f o r survey r e s e a r c h e r s , who o f t e n 
o v e r l o o k o r are unaware o f the f a c t t h a t t he e i g h t broad Census c a t e g o r i e s o f 
p r o f e s s i o n a l , s e r v i c e , s a l e s and so on, group m i n i s t e r s w i t h s t r i p - t e a s e r s , 
p o l i c e m e n w i t h g a r d e n e r s , and s a l e s c l e r k s w i t h r e a l e s t a t e a g e n t s . 

O c c u p a t i o n a l s i m i l a r i t y d a t a c o u l d a l s o be used t o h e l p s o l v e the r e s e a r c h 
problems r e s u l t i n g from the f a c t t h a t t h e r e a r e j o b a t t i t u d e s u n i q u e t o c e r t a i n 
types o f j o b s . W h i l e a l m o s t a l l r e s e a r c h has shown t h a t p e o p l e i n h i g h e r s t a t u s 
j o b s l i k e t h e i r work more, some p r o f e s s i o n a 1 - t e c h n i c a 1 o c c u p a t i o n a l groups ( 1 i k e 
t e c h n i c i a n s and male s c h o o l t e a c h e r s ) show l e v e I s o f d i s c o n t e n t e q u i v a l e n t t o 
those o f c e r t a i n groups o f f a c t o r y machine o p e r a t o r s . A f u r t h e r r e s e a r c h problem 
i s o b v i o u s f r o m F i g u r e 3, 4 and 5: numbers o f v a r i o u s o c c u p a t i o n a l groups 
d i f f e r w i d e l y i n the t h i n g s t h a t they expect f r o m t h e i r work, a f a c t w hich 
makes the search f o r s i n g l e d e t e r m i n a n t s o f j o b s a t i s f a c t i o n a c r oss a l l o c c u p a t i o n s 
qu i t e f r u i t l e s s . I t i s b e s t t o conduct such a se a r c h on s i n g l e homogeneous 
g r o u p i n g s a t a t i m e . But how can we d e t e r m i n e what are homogeneous o c c u p a t i o n s 
and what a re not? 

The "work w i t h o b j e c t s v s . work w i t h p e o p l e " d i m e n s i o n , w h i c h has cropped up 
so o f t e n i n t h i s volume, has been found t o show d r a m a t i c d i f f e r e n c e s i n c h i l d - r e a r i n g 
p r a c t i c e s ( P e a r l i n and Kohn 1966). Obedience was s t r e s s e d f a r more and s e l f -
c o n t r o l f a r l e s s by the "work w i t h t h i n g s " p a r e n t s , a f i n d i n g w h i c h h e l d t r u e 
f o r b o t h w h i t e - c o l l a r and b l u e - c o l l a r w o r k e r s . These d i f f e r e n c e s are u n d o u b t e d l y 
l i n k e d w i t h r o l e r e q u i r e m e n t s a t work and suggest t h a t t he o b j e c t s v s . people 
d i s t i n c t i o n may be a c r u c i a l one i n the w o r l d o f work. 

There remain a h o s t o f o c c u p a t i o n a l s t a t u s d i s t i n c t i o n s t h a t cannot be made 
w i t h t h e p r e s e n t n o r m a t i v e d a t a on i n t e r e s t i n v e n t o r i e s because the i n v e n t o r i e s 
o f f e r so l i t t l e i n the way o f c r o s s - c o l l a r comparison. I n r e l a t i o n t o our 
r e v i e w o f the s o c i o l o g i c a l s i m i l a r i t y a n a l y s e s i n the p r e v i o u s s e c t i o n , i t i s 
i n t e r e s t i n g t o n o t e t h a t t h e d i s t i n c t i o n s mapped i n F i g u r e s 3, 4 and 5 do tend 
t o show up ( b u t u s u a l l y a r e dwarfed by) d i f f e r e n c e s on the b a s i s o f o c c u p a t i o n a l 
s t a t u s . One f u r t h e r body o f d a t a t h a t m i g h t h e l p us d e c i d e whether c l a s s o r j o b 
c o n t e n t f a c t o r s d i s t i n g u i s h more o f the v a r i a n c e between o c c u p a t i o n s i s the 
e x t e n s i v e r a t i n g system p r o v i d e d i n Volume I I o f the l a t e s t D i c t i o n a r y o f Occupa
t i o n a l T i t l e s . I t would t a k e a major r e s e a r c h e f f o r t , however, t o c o d i f y a l l these 
data on a r e p r e s e n t a t i v e sample o f o c c u p a t i o n a l groups f o r purposes o f S m a l l e s t 
Space A n a l y s i s . We s h a l l l o o k a t some o f t h e m a j o r d i s t i n c t i o n s i n t h e f o l l o w i n g 
sec t i o n . 
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T h ree f i n a l words o f c a u t i o n about the s i m p l i c i t y o f F i g u r e s 3, 4 and 5: 
f i r s t , as suggested above, p u r e r measures o f s i m i l a r i t y need to be used i n f u t u r e 
e f f o r t s . Second, analyses o f the n o r m a t i v e d a t a f o r the 52 o c c u p a t i o n s i n the 
l a t e s t S t r o n g Manual and the 51 o c c u p a t i o n s f o r the o c c u p a t i o n a l Kuder D s t i l l need 
t o be p e r f o r m e d . F i n a l l y , the diagrams are designed as summary f i g u r e s l i k e a 
mean o r average, and as such they d i s g u i s e i m p o r t a n t sources o f v a r i a t i o n i n 
w h i c h t h e r e s e a r c h e r may be i n t e r e s t e d . The w o r l d i s p r e t t i e r i n two dimensions 
than i t i s r e a l . 

3. Some S i m i l a r i t y Assessments I m p l i c i t i n the D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s . 
The D i c t i o n a r y o f O c c u p a t i o n a l T i t l e s (DOT) i s c o n s i d e r e d t h e w o r l d ' s most 

w i d e l y used o c c u p a t i o n a l document. I t was f i r s t p u b l i s h e d i n 1939 by the U. S. 
Employment S e r v i c e and has been updated and expanded a number o f times s i n c e t h e n . 
The l a t e s t (1965) e d i t i o n comes i n two volumes, the f i r s t d e a l i n g w i t h occupa
t i o n a l d e f i n i t i o n s , the second w i t h s i m i l a r i t y g r o u p i n g s . W h i l e thousands o f 
o c c u p a t i o n s are d e f i n e d i n Volume I , these are reduced to somewhat over 100 
"Worker T r a i t Groups" w h i c h are i n t u r n p l a c e d i n t o one o r more o f 22 "Areas 
o f Work" i n Volume I I . C l e a r l y , these c a t e g o r i e s are o f prime i n t e r e s t i n o u r 
search f o r a comprehensive o c c u p a t i o n a l taxonomy. 

2/ 
Each o c c u p a t i o n i n the DOT i s g i v e n a s i x d i g i t i d e n t i f i c a t i o n number, — o f 

w h i c h t h e f i r s t t h r e e d i g i t s r e f e r to s t r a i g h t f o r w a r d o c c u p a t i o n a l c a t e g o r i e s , and 
the f o u r t h , f i f t h , and s i x t h d i g i t s r e f e r t o r a t i n g s o f l e v e l o f r e l a t i o n t o d a t a , 
to p e o p l e , and t o t h i n g s . Appendix A t o t h i s c h a p t e r d e f i n e s the f i r s t two occupa
t i o n a l code d i g i t s , o m i t t i n g the f u r t h e r d i f f e r e n t i a t i o n o f the t h i r d d i g i t . 
A p p e n d i x B p r e s e n t s the second t h r e e d i g i t s , o r d e s c r i p t i v e codes, w h i c h we 
examined b r i e f l y i n the c h a p t e r on " O c c u p a t i o n a l S i t u s " . The " r e l a t i o n t o d a t a " 
s c a l e ( f o u r t h d i g i t ) w i l l serve here t o e x p l a i n the r a t i n g scheme employed i n 
the d e s c r i p t i v e codes: a t the h i g h e s t l e v e l s (code 0 or 1 ) , the person i s i n v o l v e d 
i n s y n t h e s i z i n g d a t a , w h i l e a t the l o w e s t l e v e l (code 6) the p e r s o n i s m e r e l y 
c o m p a r i n g d a t a ; i n codes 7 and 8 are people who have n o t h i n g to do w i t h d a t a . 
W h i l e t h e d e s c r i p t i v e codes are based on j udgments and r a t i n g s r a t h e r than t e s t 
measures, they can p r o v i d e rough g u i d e l i n e s . 

— A major l i m i t a t i o n o f t h i s i d e n t i f i c a t i o n number i s t h a t i t i s not l i n k e d 
up i n any way w i t h the Census Bureau o c c u p a t i o n code. I t i s our u n d e r s t a n d i n g 
t h a t a g o v e r n m e n t a l committee has been e s t a b l i s h e d t o b r i n g about such a c o r r e s 
pondence between the DOT i d e n t i f i c a t i o n code and the Census code. 



As we do n o t have the r e s o u r c e s t o d e a l w i t h t he thousands o f o r i g i n a l 
o c c u p a t i o n s i n the DOT, we w i l l examine the 22 work areas and p r e s e n t the manner 
i n w h i c h the 114 wo r k e r t r a i t groups f i t under these h e a d i n g s . We u n d e r s t a n d t h a t 
b o t h c l a s s i f i c a t i o n schemes were d e v i s e d on the b a s i s o f somewhat a r b i t r a r y 
o p e r a t i o n s u s i n g a c o u n t e r - s o r t e r r a t h e r than more o b j e c t i v e computer p r o c e d u r e s , 
such as f a c t o r a n a l y s i s . T h i s may be a r e f l e c t i o n more o f the f a i l u r e o f psy-
c h o m e t r i c i a n s t o have p r o v i d e d w o r k a b l e m u l t i d i m e n s i o n a l procedures t h a n o f the 
sh o r t c o m i n g s o f proced u r e s used-by the DOT r e s e a r c h e r s . 

I n t h i s s h o r t s e c t i o n we w i l l d e a l w i t h two s u p e r f i c i a l s u m m a r i z a t i o n s o f 
the DOT g r o u p i n g s . The f i r s t s u m m a r i z a t i o n , g i v e n i n Table 2, i s a c h a r t showing 
how the 22 major work areas g e n e r a l l y f i t i n t o t he h i e r a r c h i e s o f d a t a , p e o p l e 
and t h i n g s . The placements r e p r e s e n t group averages, w h i c h c o n c e a l a c e r t a i n 
amount o f v a r i a t i o n w i t h i n t he work a r e a s . Where more t h a n one or two o f the 
wo r k e r t r a i t groups under a work area d e p a r t r a d i c a l l y f r o m the g e n e r a l p a t t e r n s 
f o r t h a t work a r e a , the work area i s c l a s s i f i e d i n two o r more c e l l s o f Ta b l e 2. 
Thus, some t r a i t groups under "Business R e l a t i o n s " i n v o l v e low l e v e l c o n t a c t 
w i t h p e o p l e , w h i l e o t h e r r e q u i r e medium t o h i g h c o n t a c t ; a s i m i l a r p a t t e r n 
e x i s t s f o r groups i n " C r a f t s " where some c r a f t s m e n ( e s p e c i a l l y foremen) have 
f a r more p e r s o n a l c o n t a c t t h a n o t h e r s . 

W h i l e t h e r e a r e some i n t e r e s t i n g and p l a u s i b l e g r o u p i n g s a p p e a r i n g i n Table 
2, the c h a r t m e r e l y serves t o show s i m i l a r i t y between o c c u p a t i o n s a t the g r o s s e s t 
l e v e l o f a l l the i n f o r m a t i o n i n t h e DOT. A more r e f i n e d method i n v o l v e s l o o k i n g 
a t t h e s i m i l a r i t y between the 22 work areas by c o u n t i n g t h e number o f two d i g i t 
o c c u p a t i o n a l t i t l e s t hey have i n common. Even t h i s method, however, r e p r e s e n t s 
a f a r i l y monumental t a s k , w i t h t he l a r g e number o f t r a i t groups f a l l i n g under 
each h e a d i n g . The q u i c k t a l l y t h a t we were a b l e t o c o n d u c t suggested t h a t t he 
22 w o r k areas can be f u r t h e r r e g r o u p e d under the f o l l o w i n g f i v e h e a d i n g s : 

MANUAL : E l e m e n t a l work, Machine.work, C r a f t s , F a r m i n g / f i s h i n g e t c . , 

ARTS 

COMMERCIAL: 

SCIENTIFIC: 

SERVICE 

T r a n s p o r t a t i o n 
Business r e l a t i o n s , C l e r i c a l , M e r c h a n d i s i n g , M a n a g e r i a l -
s u p e r v i s o r y 
P e r s o n a l s e r v i c e , L e g a l and law e n f o r c e m e n t , I n v e s t i g a t i n g / 
i n s p e c t i n g 
E n t e r t a i n m e n t , M u s i c , Photography and communications, W r i t i n g 
E n g i n e e r i n g , Mathematics and s c i e n c e , M e d i c i n e and H e a l t h , 
C o u n s e l i n g / g u i d a n c e , E d u c a t i o n and t r a i n i n g 
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TABLE 2: Groupings of 22 Major Occupational Headings Used i n DOT 

on the basic o f Data, People and Things Hierarchies 

DATA 

THINGS 

& -
r J => m CU •rH -
o W .m n cu X n 

Very High HiRh Medium Low 

High 
0,1,2 

Farming, f i s h i n g e t c . 
Medicine & h e a l t h 

Med ium 
3,4,5 

Low 
6,7,8 

Counseling & guidance Education & teaching 
Farming, f i s h i n g etc 
Legal & law enforce
ment 
Medicine & h e a l t h 

High 
0,1,2 

Ar t s C r a f t s Merchandising C r a f t s 

Medium 
3,4,5 

Mangerial & sup e r v i 
sory 

T r a n s p o r t a t i o n 

Low 
6,7,8 

Music 
Managerial & super
v i s o r y 
Counseling & guidance 
W r i t i n g 

Business r e l a t i o n s 
Managerial & super
v i s o r y 
T r a n s p o r t a t i o n 

Entertainment 
Merchandising 

High 
0,1,2 

Engineering 
Math & science 

Farming, f i s h i n g e t c . 
C r a f t s 
Medicine & h e a l t h 

Photography etc. 
I n v e s t i g a t i n g 
e t c . 

C r a f t s 

Med ium 
3,4,5 

C l e r i c a l Machine work 

Low 
6,7,8 

Engineering 
Math & science 

Business re l a t i o n s 
Medicine & h e a l t h 
Farming, f i s h i n g 
e tc . 
Legal & law enforce
ment 

C l e r i c a l 
I n v e s t i g a t i n g 
e t c . 

Elemental 
Personal service 
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A g a i n , t h e r e i s a c e r t a i n amount o f a r b i t r a r i n e s s i n v o l v e d i n squeezing the w o r k 
areas under these f i v e r u b r i c s ; the c l a s s i f i c a t i o n s are p r e s e n t e d i n d e c r e a s i n g 
s i m i l a r i t y t o the h e a d i n g employed. Thus, e l e m e n t a l work most c l e a r l y f a l l s 
under MANUAL, machine work l e s s c l e a r l y , w i t h f a r m i n g / f i s h i n g , and t r a n s p o r t a t i o n 
l e a s t c l e a r l y . T r a n s p o r t a t i o n has a number o f o c c u p a t i o n s i n common w i t h c l e r i c a l , 
m a n a g e r i a l / s u p e r v i s o r y , and i n v e s t i g a t i n g / i n s p e c t i n g . 

The r e a d e r may or may n o t f i n d these f i v e headings h e l p f u l i n d e c i p h e r i n g 
the e x t e n s i v e m a t e r i a l i n the DOT. I n o r d e r t o convey a g r e a t e r sense o f the w e a l t h 
of d a t a c o n t a i n e d i n the DOT, we have p r e s e n t e d the c o m plete l i s t o f 114 w o r k e r 
t r a i t groups i n Appendix C under t h e i r a p p r o p r i a t e " A r e a ( s ) o f Work". As noted 
e a r l i e r , some t r a i t groups f a l l under more t h a n one work a r e a . For each w o r k e r 
t r a i t g r o u p , the r e a d e r w i l l a l s o f i n d the a p p r o p r i a t e r a t i n g ( s ) f o r the d a t a -
p e o p l e - t h i n g s h i e r a r c h i e s , as w e l l as the o c c u p a t i o n a l codes. Where f i v e o r more 
o c c u p a t i o n a l t i t l e s under the t w o - d i g i t code are f o u n d , t h a t o c c u p a t i o n a l code 
i s l i s t e d under " M a j o r " , w i t h the r e m a i n i n g o c c u p a t i o n s l i s t e d under "Minor". 
Thus, f o r the f i r s t w o r k e r t r a i t group i n Appendix C - - s i g n a l i n g , e t c . - - t h e r e are 
o n l y t h r e e o c c u p a t i o n a l t i t l e s l i s t e d under p r o t e c t i v e s e r v i c e s ( o c c u p a t i o n a l 
code 3 7 ) , two under t r a n s p o r t a t i o n work (code 91) and one each under c o n s t r u c t i o n 
work (code 86) and l o g g i n g (code 9 4 ) . 

A l l i n a l l , the DOT r e s e a r c h o f f e r s f a r g r e a t e r d i s c r i m i n a t i o n a t the h i g h e r 
w h i t e - c o l l a r o c c u p a t i o n a l l e v e l s t h a n a t the b l u e - c o l l a r l e v e l . As noted e a r l i e r , 
t h i s unequal coverage a l s o o c curs i n the two most p o p u l a r v o c a t i o n a l i n t e r e s t t e s t s , 
the S t r o n g and the Kuder. What becomes most c r i t i c a l i n our s e a r c h f o r an 
o p t i m a l s e t o f occupa t i o n a l ca t e g o r i e s f o r s u r v e y r e s e a r c h a n a l y s i s i s some way 
of f i n d i n g more r e f i n e d methods o f c l a s s i f y i n g b l u e - c o l l a r w o r k e r s than d i v i d i n g 
them i n t o s k i l l e d , s e m i - s k i l l e d and u n s k i l l e d . 

4. A T e n t a t i v e Revised O c c u p a t i o n Code f o r Survey Research 
Compelled by no p a r t i c u l a r impetus o t h e r than some s h o r t c o m i n g s o f the 

Survey Research Center P o l i t i c a l B e h a v i or Code (Appendix D) we p e r c e i v e d i n 
our own a n a l y s i s o f work a t t i t u d e s , we have t a k e n t h i s o p p o r t u n i t y t o s u g g e s t the 
o c c u p a t i o n code p r e s e n t e d i n Appendix E. T h i s code was c o n s t r u c t e d by s u b j e c t i v e l y 
w e i g h t i n g , i n o r d e r : ( 1 ) s t a t u s and s i t u s d i f f e r e n c e s noted i n the p r e v i o u s 
c h a p t e r ( 2 ) the d i f f e r e n c e s found i n the p r e v i o u s t h r e e s e c t i o n s o f t h i s c h a p t e r , 
and ( 3 ) the d i f f e r e n c e s i n j o b s a t i s f a c t i o n found i n Robinson's c h a p t e r . The code 
was c o n s t r u c t e d so t h a t the 500+ c a t e g o r y system used by the Census Bureau c o u l d 



be c o l l a p s e d i n t o a two d i g i t code i n w h i c h s u b s t a n t i a l p o r t i o n s — g e n e r a l l y 
n o t l e s s t h a n one p e r c e n t — o f the w o r k i n g p o p u l a t i o n would be i n c l u d e d under each 
c a t e g o r y . 

S t a t u s d i f f e r e n c e s , e s p e c i a l l y as d e f i n e d by Duncan d e c i l e s c o r e s , were 
t r e a t e d as o f f e r i n g t he most c r u c i a l d i f f e r e n t i a t i o n s w i t h i n the w h i t e - c o l l a r 
domain. W i t h i n t he p r o f e s s i o n a l - t e c h n i c a l area o f t h i s domain, the w o r k i n g w i t h 
d a t a v s . w o r k i n g w i t h people d i s t i n c t i o n o f f e r e d the most v i a b l e source o f 
d i f f e r e n t i a t i o n , a l t h o u g h many o c c u p a t i o n s can o n l y a r b i t r a r i l y be p l a c e d i n 
one o r the o t h e r o f these two c a t e g o r i e s . I n c o n t r a s t to the s t a t u s d i f f e r e n c e s 
used i n t h e w h i t e - c o l l a r a r e a , s i t u s d i f f e r e n c e s were used as t h e major source 
o f v a r i a n c e w i t h i n b l u e - c o l l a r o c c u p a t i o n s . I t i s n o t l i k e l y t h a t s i t u s d i f f e r e n c e s 
w i l l always l e a d t o a t t i t u d i n a l o r b e h a v i o r a l d i f f e r e n c e s as l a r g e as those 
r e p o r t e d by Murphy and M o r r i s (see Ghapter 1 6 ) . However, o u t s i d e o f t h e s k i l l e d -
s e m i s k i l l e d - u n s k i l l e d d i s t i n c t i o n , t h e r e i s a l m o s t no o t h e r e m p i r i c a l d i s t i n c t i o n 
d e v e l o p e d f o r d i f f e r e n t i a t i n g w i t h i n the b l u e - c o l l a r domain. 

The s i t u s c a t e g o r i e s used i n the r e v i s e d code were s e l e c t e d m a i n l y on the 
b a s i s o f c o n v e n i e n t Census i n d u s t r i a l codes and n o t on the b a s i s o f such more 
e m p i r i c a l l y i m p o r t a n t c r i t e r i a as t h e presence or p o l i t i c a l a f f i l i a t i o n s o f a 
l a b o r u n i o n . N e v e r t h e l e s s , some o f these l a t t e r d i f f e r e n c e s a r e u n d o u b t e d l y 
p r e s e n t i n the Census c a t e g o r i e s we have c o l l a p s e d , as i n d i f f e r e n c e s among 
c o n s t r u c t i o n v s . m a n u f a c t u r i n g v s . w h o l e s a l e o r r e t a i l t r a d e . 

I t w i l l be noted t h a t l o w e r - s t a t u s w o r k e r s a re l a r g e l y s e p a r a t e d i n t o t he 
g e n e r a l code headings o f Appendix E a c c o r d i n g t o the w o r k i n g w i t h d a t a , p e o p l e o r 
t h i n g s d i s t i n e t i o n , Thus, w i t h some e x c e p t i o n s , lower-s t a t u s w o r k e r s d e a l i n g 
w i t h d a t a a re l i s t e d under " C l e r i c a l w o r k e r s " , those d e a l i n g w i t h people under 
" S e r v i c e w o r k e r s " and those d e a l i n g w i t h t h i n g s under " S k i l l e d , S e m i - s k i l l e d or 
U n s k i ^ l l e d ^ w o r k e r s " . 

By making s i t u s d i f f e r e n t i a t i o n s o n l y among b l u e - c o l l a r w o r k e r s , we do not 
mean t o i m p l y t h a t s i t u s d i f f e r e n c e s (as d e f i n e d by type o f i n d u s t r y ) a r e n o t 
i m p o r t a n t w i t h i n t he w h i t e - c o l l a r o r p r o f e s s i o n a l domain. K i l p a t r i c k , e t a l . 
(see Robinson's c h a p t e r ) among o t h e r i n v e s t i g a t o r s , have noted b a s i c d i f f e r e n c e s 
among w h i t e - c o l l a r and p r o f e s s i o n a l people w o r k i n g f o r the government, those, 
w o r k i n g f o r i n d u s t r y , and those w o r k i n g i n the academic w o r l d . U n f o r t u n a t e l y , 
d a t a a r e n o t y e t a v a i l a b l e f r o m w h i c h we can d e t e r m i n e whether such s i t u s d i f f e r e n c e s 
are more p e r v a s i v e than the b a s i c p r o f e s s i o n a l , m a n a g e r i a l , c l e r i c a l and s a l e s 
d i s t i n c t i o n s we have made h e r e . More i m p o r t a n t , we cannot y e t d e t e r m i n e what 



segments o f these b a s i c g r o u p i n g s a r e most a f f e c t e d by ty p e o f i n d u s t r y . 
The above f e a t u r e s cover the major c o n s i d e r a t i o n s t h a t went i n t o the 

c o n s t r u c t i o n o f the o c c u p a t i o n code i n Appendix E. There are a number o f o t h e r 
c o n s i d e r a t i o n s w h i c h are more a p p r o p r i a t e l y d i s c u s s e d w i t h i n t he c o n t e x t o f t h e 
ten headings used i n the code. These h e a d i n g s , l i k e t he c a t e g o r i e s w h i c h 
c omprise them, a re p l a c e d i n rough o r d e r by socio-economic s t a t u s ; we say " r o u g h " 
because, i n many i n s t a n c e s , such o r d e r i n g may be n e a r l y i m p o s s i b l e t o d e t e r m i n e 
w i t h any s a t i s f a c t o r y degree o f r e l i a b i l i t y . Where p o s s i b l e , we have i n c l u d e d 
the ISR c l a s s i f i c a t i o n numbers t o d e f i n e c l e a r l y t h e o c c u p a t i o n s covered (see 
Chapter 14 t o f i n d t he e x a c t o c c u p a t i o n s i n c l u d e d under each code i n Appendix E ) . 
U n f o r t u n a t e l y , we found i t i m p o s s i b l e t o match the more d e t a i l e d ISR b l u e — c o l l a r 
c l a s s i f i c a t i o n system o f s k i l l e d , s e m i - s k i l l e d , and u n s k i l l e d c a t e g o r i e s w i t h 
our b l u e - c o l l a r code, based as i t i s on Census I n d u s t r i e s . 

The f i r s t d e c i s i o n on the c o m p o s i t i o n o f the t e n headings was t o a t t e m p t t o 
d i v i d e the P r o f e s s i o n a l - T e c h n i c a l h e a d i n g i n t o d a t a - o r i e n t e d and p e o p l e - o r i e n t e d 
h e a d i n g s . A l t h o u g h some o f the code c a t e g o r i e s c o n t a i n f a i r l y low p r o p o r t i o n s 
o f t h e p o p u l a t i o n , t h e f a c t t h a t t he P r o f e s s i o n a l - T e c h n i c a l area was the l a r g e s t 
g r o w i n g p o r t i o n o f the w o r k i n g p o p u l a t i o n between 1950 and 1960 i n d i c a t e s t h a t 
some o f these r a t h e r s p a r s e l y p o p u l a t e d e n t r i e s may f i l l o u t i n the y e a r s ahead. 
The p e o p l e - v s . d a t a - o r i e n t a t i o n l e d t o some d i f f i c u l t c o d i n g d e c i s i o n s about 
doc t o r s , a r t i s t s and e n t e r t a i n e r s ; some r e a d e r s may w i s h t o arrange t h e 18 
code c a t e g o r i e s d i f f e r e n t l y . I t w i l l be noted t h a t the p e o p l e - o r i e n t e d p r o f e s s i o n s 
c o n t a i n a much h i g h e r p r o p o r t i o n o f women t h a n the d a t a - o r i e n t e d p r o f e s s i o n s , w i t h 
n o t a b l e e x c e p t i o n s such as l a w y e r s and c l e r g y m e n among the p e o p l e - o r i e n t e d and 
d i e t i c i a n s and m e d i c a l t e c h n i c i a n s ( i n the " o t h e r m e d i c a l " code) among the d a t a -
o r i e n t e d . 

W i t h i n the Managers, O f f i c i a l s and P r o p r i e t o r s h e a d i n g , t h e Census o c c u p a t i o n 
code c o u l d n o t be used t o s e p a r a t e the s e l f - e m p l o y e d p r e c i s e l y f r o m the s a l a r i e d - -
w h i c h i s perhaps the most i m p o r t a n t d i s t i n c t i o n t o be made under t h i s h e a d i n g . 
For t h e most p a r t , the Appendix E code a c h i e v e s the s e p a r a t i o n o f the s a l a r i e d 
from the s e l f - e m p l o y e d , a l t h o u g h some o f the l a t t e r may be s c a t t e r e d i n s a l a r i e d 
codes 23, 24, 25 and e s p e c i a l l y 26. The s e l f - e m p l o y e d code c a t e g o r i e s a r e 
desi g n e d t o d i s t i n g u i s h owners o f l a r g e r f i r m s such as m a n u f a c t u r i n g p l a n t s or 
de p a r t m e n t s t o r e s from owners o f s m a l l e r b u s i n e s s e s such as gas s t a t i o n s o r s m a l l 
r e p a i r shops. A more s a t i s f a c t o r y d i f f e r e n t a t i o n m i g h t be o b t a i n e d from o t h e r 
d a t a on the s e l f - e m p l o y e d on the volume o f b u s i n e s s , p r o f i t s , or number o f employees 
o f t he f i r m . 
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W i t h i n the h e a d i n g o f Sales Workers, i t i s most i m p o r t a n t to s e p a r a t e i n 
s u r a n c e or r e a l e s t a t e salesmen and s t o c k o r bond b r o k e r s f r o m r e t a i l s a l e s c l e r k s . 
I t would a l s o appear t h a t salesmen i n m a n u f a c t u r i n g and w h o l e s a l i n g are more 
l i k e l y t o have h i g h e r s t a t u s p o s i t i o n s (and t o be male) than r e t a i l s a l e s c l e r k s . 
On the o t h e r hand, i t i s c l e a r t h a t r e t a i l s a l e s c l e r k s are i n more p r e s t i g e o u s 
o c c u p a t i o n s than newsboys, home demons t r a t o r s , and so on. 

As the male-female d i s t i n c t i o n i s e x t r e m e l y i m p o r t a n t w i t h i n C l e r i c a l Workers, 
we have d i v i d e d the o c c u p a t i o n s under t h i s h e a d i n g i n t o t h r e e "male" and f i v e 
" f e m a l e " c a t e g o r i e s . I t i s f a i r l y o b vious t h a t business agents and i n s u r a n c e 
a d j u s t e r s , t o g e t h e r w i t h p o s t a l employees, s h o u l d be s e p a r a t e d from the o t h e r 
c l e r i c a l o c c u p a t i o n s . 

W i t h i n each o f the t h r e e b l u e - c o l l a r headings ( C r a f t s m e n , O p e r a t i v e s , and 
L a b o r e r s ) , we have s e p a r a t e d the f o l l o w i n g f i v e i n d u s t r y g r o u p i n g s : 

1) M a n u f a c t u r i n g , d u r a b l e goods 
2) M a n u f a c t u r i n g , non-durable goods 
3) T r a n s p o r t a t i o n , communication and u t i l i t i e s 
4 ) C o n s t r u c t i o n , m i n i n g and a g r i c u l t u r e ( e x c e p t l a b o r e r s ) 
5) Trade 
I n a d d i t i o n , w i t h i n each o f the major t h r e e b l u e - c o l l a r h e a d i n g s , we have 

d i s t i n g u i s h e d one s p e c i a l i n d u s t r i a l group w h i c h c o n t a i n s a l a r g e b l o c o f w o r k e r s : 
r e p a i r s e r v i c e s , e s p e c i a l l y a u t o m o t i v e r e p a i r , f o r Craftsmen ( S k i l l e d W o r k e r s ) ; 
p e r s o n a l s e r v i c e , e s p e c i a l l y l a u n d r y w o r k e r s , f o r O p e r a t i v e s ( S e m i - S k i l l e d ) ; and 
s e r v i c e s and p u b l i c a d m i n i s t r a t i o n f o r L a b o r e r s . The most i m p o r t a n t group t o be 
d i s t i n g u i s h e d w i t h i n t h e h e a d i n g o f S k i l l e d Workers i s foremen, a l o n g w i t h any 
s e l f - e m p l o y e d c r a f t s m e n who may be i d e n t i f i e d , f o r they are l i k e l y t o have h i g h e r 
s t a t u s p o s i t i o n s . A l o n g the same l i n e , a p p r e n t i c e s are s e p a r a t e d from o t h e r 
S e m i - S k i l l e d Workers. 

W h i l e we f e l t c o n s t r a i n e d by the l a c k o f g u i d e l i n e s f o r d i f f e r e n t i a t i n g 
b l u e - c o l l a r w o r k e r s , we found even l e s s i n f o r m a t i o n by w h i c h t o d i s t i n g u i s h 
S e r v i c e Workers. Two groups d e f i n i t e l y s t a n d o u t : p r o t e c t i v e (and armed) 
s e r v i c e w o r k e r s , and p r i v a t e household w o r k e r s . We have f u r t h e r d i f f e r e n t i a t e d 
" p e r s o n a l c a r e " s e r v i c e ( b a r b e r s , p r a c t i c a l nurses e t c . ) , r e s t u r a n t workers 
( c o o k s , b a r t e n d e r s e t c . ) and a t t e n d a n t s (watchmen, e l e v a t o r o p e r a t o r s e t c . ) . 
F i n a l l y , we s p l i t non-household c l e a n i n g p e r s o n n e l i n t o male o c c u p a t i o n s ( j a n i t o r s , 
p o r t e r s , b o o t b l a c k s ) and female o c c u p a t i o n s (charwomen, chamber m a i d s ) . 

The f i n a l g e n e r a l h e a d i n g , Farm Workers, i s s p l i t i n t o o n l y t h r e e c a t e g o r i e s : 
o w n e r - t e n a n t s , wage l a b o r e r s , and o t h e r . The owner-tenant c a t e g o r y c o u l d be 
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u s e f u l l y f u r t h e r d i f f e r e n t i a t e d w i t h a u x i l l i a r y i n f o r m a t i o n on t h e v a l u e o r 
s i z e o f the f a r m , l a s t y e a r ' s p r o f i t s , o r even the ty p e o f f a r m i n g done. 
D i s t i n g u i s h i n g f a r m owners from t e n a n t f a r m e r s would p r o b a b l y be u s e f u l f o r 
a n a l y t i c purposes. 

B r i e f l y t h e n , t h i s i s the r a t i o n a l e b e h i n d t h e Appendix E code: i t i s 
meant as a f i r s t a p p r o x i m a t i o n t o a more adequate d e s c r i p t i o n o f the U n i t e d S t a t e s 
w o r k i n g p o p u l a t i o n t h a n i s a v a i l a b l e from the broad Census c a t e g o r i e s , w h i c h 
c o n s t i t u t e t h e t e n headings o f the Appendix E code. S u r e l y , f a r more than the 
one week's l a b o r t h a t went i n t o t he c o n s t r u c t i o n o f t h e code would be r e q u i r e d 
b e f o r e a t r u l y s a t i s f a c t o r y c a t e g o r y system c o u l d be d e v i s e d , i t i s i n t h e 
s p i r i t o f o f f e r i n g some t e n t a t i v e d i s t i n c t i o n s t h a t would be u s e f u l i n the 
i m p l e m e n t a t i o n o f such an endeavor t h a t the Appendix E code i s proposed. 

I t i s w e l l t o remember t h a t t h e r e a re numerous background o c c u p a t i o n a l 
f a c t o r s t h a t t he r e s e a r c h a n a l y s t s h o u l d keep i n mind i n a d d i t i o n t o the o c c u p a t i o n 
i t s e l f . For example, age i s an i m p o r t a n t c o n s i d e r a t i o n : t h e b l u e c o l l a r w o r k e r 
who becomes a foreman a t age 35 s h o u l d d i f f e r f r o m the worker who becomes a 
foreman a t age 55; s i m i l a r l y , t he person who g r a d u a t e s f r o m c o l l e g e a t age 35 
s h o u l d d i f f e r from one who g r a d u a t e s a t age 22. Other b i o g r a p h i c a l f e a t u r e s may 
be i m p o r t a n t as w e l l , such as h i s t o r y o f s e l f - e m p l o y m e n t , or employment i n many 
j o b s o r i n few j o b s . 
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A P P E N D I X A 

D I C T I O N A R Y OF OCCUPATIONAL T I T L E S 
OCCUPATIONAL C A T E G O R I E S , D I V I S I O N S , AND GROUPS 

OCCUPATIONAL C A T E G O R I E S f F I R S T D I G I T ) 

Professional, technical, and managerial occupations 

2 Clerical and sales occupations 
3 Service occupations 
4 Farminp, fishery, forestry, and related occupations 
5 Processing occupations 
6 Machines trades occupations 
7 Bench work occupations 
8 Structural work occupations 
9 Miscellaneous occupations 

T W O - D I G I T OCCUPATIONAL D I V I S I O N S ( F I R S T AND SECOND D I G I T S ) 

PROFESSIONAL, TECHNICAL, A N D M A N A G E R I A L OCCUPATIONS 

Occupations in architecture and engineering 

Occupations in mathematics and physical sciences 
Occupations in life sciences 
Occupations in social sciences 
Occupation* in medicine and health 
Occupations in education 
Occupations in museum, library, and archival sciences 
Occupations in law and jurisprudence 
Occupations in religion and theology 
Occupations in writing 
Occupations in art 
Occupations in entertainment and recreation 
Occupations In administrative specialieations 
Managers and officiate, n.o.c. 
Miscellaneous professional, technical, and managerial occupations 

CLERICAL A N D S A L E S OCCUPATIONS 

Stenography, typing, filing, and related occupations 
Computing and account-recording occupations 
Material and production recording occupationH 
Information and message distribution occupations 
Miscellaneous clerical occupations 
Salesmen, services 

Salesmen and salespersons, commodities 

Merchandising occupations, except salesmen 

SERVICE OCCUPATIONS 

30 Domestic, service occupations 
31 Food und beverage preparation and service occupations 
32 Lodging and related service occupations 
33 liarbering, cosmetology, and related Hervice occupations 
34 Amusement and recreation service occupations 
35 Miscellaneous personal service occupations 
36 Apparel and furnishings service occupations 
37 Protective service occupations 
38 Building and related service occupations 

001 
oil 
02 
04 
05 
07 
09 
10 
11 
12 
13 
14 
15 
16 
18 
19 

20 
21 
22 
23 
24 
25 
28 
27 
28 
29 
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FARMING, FISHERY, FORESTRY, A N D RELATED OCCUPATIONS 

40 Plant fanning occupations 
41 Animal fanning occupations 
42 Miscellaneous farming and related occupations 
43 Fishery and related occupations 
44 Forestry occupations 
45 Hunting, trapping, and related occupations 
40 Agricultural service occupations 

PROCESSING OCCUPATIONS 

50 Occupations in processing of metal 
51 Ore refining and foundry occupations 
52 Occupations in processing of food, tobacco, und related products 
53 Occupations in processing of paper and related materials 
54 Occupations in processing of petroleum, coal, natural nnd manufactured gas, and related products 
55 Occupations in processing of chemicals, plastics, synthetics, rubber, paint, and related products 
56 Occupations in processing of wood and wood products 
57 Occupations in processing of stone, clay, gloss, and related products 
58 Occupations in processing of leather, textiles, and related products 
59 Processing occupations, n.e.c. 

MACHINE TRADES OCCUPATIONS 

60 Metal machining occupations 
61 Metnlworking occupations, n.e.c. 
62l 
_„ \ Mechanics and machinery repairmen 
63J 
64 Paperworking occupations 
65 Printing occupations 
66 Wood machining occupations 
67 Occupations in machining stone, clay, glass,, and related materials 
68 Textile occupations 
69 Machine trades occupations, n.e.c. 

BENCH WORK OCCUPATIONS 

70 Occupations In fabrication, assembly, and repair of metal products, n.e.c. 
71 Occupations in fabrication and repair of scientific and medical apparatus, photographic and optical goods, watches and clocks, 

and related products 
72 Occupations in assembly and repair of electrical equipment 
73 Occupations In fabrication and repair of products made from assorted materials 
74 Painting, decorating, and related occupations 
75 Occupations in fabrication and repair of plastics, synthetics, rubber, and related products 
76 Occupations In fabrication and repair of wood products 
77 Occupations in fabrication and repair of sand, stone, clay, and glass products 
78 Occupations in fabrication and repair of textile, leather, and related products 
79 Bench work occupations, n.e.c. 

STRUCTURAL WORK OCCUPATIONS 

80 Occupations in metal fabricating, n.e.c. 
81 Welders, flame cutters, and related occupations 
82 Electrical assembling, installing, and repairing occupations 
84 Painting, plastering, waterproofing, cementing, and relaWd occupations 
85 Excavating, grading, paving, and related occupations 
86 Construction occupations, n.e.c. 
89 Structural work occupations, n.e.c. 

MISCELLANEOUS OCCUPATIONS 

90 Motor freight occupations 
91 Transportation occupations, n.e.c. 
92 Packaging and materials handling occupations 
93 Occupations in extraction of minerals 
94 Occupations in logging 
95 Occupations in production and distribution of utilities 
!)6 AimiMcmont, recreation, mid motion picture occ.upntionH, n.e.c. 
97 Occupations in graphic art work 
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Explanation of Relationships Within Data, People, Things Hierarchies Used in DOT 

Much of the information in (his edition of l.hc Dictionary is based on iho promise that overy job requires a 
worker lo function in relation lo Data, People, and Things, in varying degrees. Those relationships are identified 
and explained below. They appear in t.ho form of three hierarchies arranged in each instance from Iho relatively 
simple to the complex in such a manner that each successive relationship includes those that arc simpler and 
excludes the more complex. The identifications attached to these relationships aro referred to as worker 
functions, and provide t-Undnrd terminology for uso in summarizing exactly what a worker doos on the job by 
means of one or more meaningful verbs. 

A job's relationship to Data, People, and Tilings can be expressed in terms of the highest appropriate function 
in each hierarchy to which the worker has an occupationaily significant relationship, and theso functions taken 
together indicate the total level of complexity at which ho must perform. The last threo digits of the occupational 
code numbers in the. Dictiomuy reflect significant relationships to Data, People, and Things, respectively. Theso 
last three digits express a job's relationship to Data, People, and Things by identifying tho highest appropriate, 
function in each hierarchy to which the job requires tho worker to have a significant relationship, as reflected 
by the following table: 

P E O P L E (5th digit) DATA (4th digit) 

Synthesizing 
Coordinating 
Analyzing 
Compiling 
Computing 
Copying 
Comparing 

No significant relationship 

THINGS (6th digit) 

Setting-Up 
Precision Working 
Operating-Controlling 
Driving-Operating 
Manipulating 
Tending 
Feeding-Offbearing 
Handling 
No significant relationship 

Mentoring 
Negotiating 
Instructing 
Supervising 
Diverting 
Persuading 
Speaking-Signaling 
Serving 
No significant relationship 

DATA: Information, knowledge, and conceptions, related to data, people, or things, obtained by observation, 
investigation, interpretation, visualization, mental creation; incapable of being touched; written data take the 
form of numbers, words, symbols; other data are ideas, concepts, oral verbalization. 
0 Synthesizing: Integrating analyses of data to discover facts and/or develop knowledge concepts or 

interpretations. 
1 Coordinating: Determining time, place, and sequence of operations or action to be taken on the basis of analysis 

of data; executing determinations and/or reporting on events. 
2 Analysing: Examining and evaluating data. Presenting alternative actions in relation to the evaluation is 

frequently involved. 
3 Compiling: Gathering, collating, or classifying information about data, people, or things. Reporting and/or 

carrying out a proscribed action in relation to the information is frequently involved. 
4 Computing: Performing arithmetic operations and reporting on and/or carrying out a prescribed action in re

lation to them. Does not include counting. 
5 Copying: Transcribing, entering, or posting data. 
6 Comparing: Judging the readily obsorvablc functional, structural, or compositional characteristics (whether 

similar to or divergent from obvious standards) of data, peoplo, or things. 

P E O P L E : Human beings; &lso animals dealt with on an individual basis as if they were human. 
0 Mentoring: Dealing with individuals in terms of their total personality in order to advise, counsel, and/or 

guide thorn with regard to problems that may bo resolved by legal, scientific, clinical, spiritual, and/or other 
professional principles. 
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1 Negotiating: Exchanging itlens, information, and opinions with others to formulate, policies ami prograrris 
and/or arrive jointly at decisions, conclusions, or solutions. 

2 Instructing: Teaching subject matter to others, or training others (including animals) through explanation, 
demonstration, and supervised practice; or making recommendations on the basis of technical disciplines. 

3 Supervising: Determining or interpreting work procedures for a group of workers, assigning specific duties to 
them, maintaining harmonious rclutions among them, and promoting efficiency. 

4 Diverting: Amusing others. 
5 Persuading: Influencing others in favor of a product, service, or point of view. 
6 Speaking-Signaling: Talking with and/or signaling people to convey or exchange information. Includes giving 

assignments and/or directions to helpers or assistants. 
7 Serving: Attending to the needs or requests of people or animals or the expressed or implicit wishes of people. 

Immediate response is involved. 

THINGS: Inanimate objects as distinguished from human beings; substances or materials; machines, tools, 
equipment; products. A thing is tangible and has shape, form, and other physical characteristics. 
0 Setting Up: Adjusting machines or equipment by replacing or altering tools, jigs, fixtures, and attachments 

to prepare them to perform their functions, change their performance, or restore their proper functioning if 
they break down. Workers who set up one or a number of machines for other workers or who set up and 
personally operate a variety of machines are included here. 

1 Precision Working: Using body members and/or tools or work aids to work, move, guide, or place objects 
or materials in situations where ultimate responsibility for the attainment of standards occurs and selection of 
appropriate tools, objects, or materials, and tho adjustment of the tool to the task require exercise of con
siderable judgment. 

2 Operating-Controlling: Starting, stopping, controlling, and adjusting the progress of machines or equipment 
designed to fabricate and/or process objects or materials. Operating machines involves setting up the machine 
and adjusting the machine or material as the work progresses. Controlling equipment involves observing 
gages, dials, etc., and turning valves and other devices to control such factors as temperature, pressure, flow 
of liquids, speed of pumps, and reactions of materials. Setup involves several variables and adjustment is 
more frequent than in tending. 

3 Driving-Operating: Starting, stopping, and controlling the fictions of machines or equipment for which a 
course must be steered, or which must be guided, in order to fabricate, process, and/or move things or people. 
Involves such activities as observing gages and dials; estimating distances and determining speed and direction 
of other objects; turning cranks and wheels; pushing clutches or brakes; and pushing or pulling gear lifts or 
levers. Includes such machines as cranes, conveyor systems, tractors, furnace charging machines, paving 
machines and hoisting machines. Excludes manually powered machines, such as hand trucks and dollies, 
and power assisted machines, such as electric wheelbarrows and hand trucks. 

4 Manipulating: Using body members, tools, or special devices to work, move, guide, or place objects or ma
terials. Involves some latitude foi judgment with regard to precision attained and selecting appropriate tool, 
object, or material, although this is readily manifest. 

5 Tending: Starting, stopping, and observing the functioning of machines and equipment. Involves adjusting 
materials or controls of the machine, such as changing guides, adjusting timers and temperature gages, turning 
valves to allow flow of materials, and nipping switches in response to lights. Little judgment is involved in 
making these adjustments. 

6 Feeding-OfTbearing: Inserting, throwing, dumping, or placing materials in or removing them from machines 
or equipment which are automatic or tended or operated by other workers. 

7 Handling: Using body members, handtools, and/or special devices to work, move, or carry objects or materials. 
Involves little or no latitude for judgment with regard to attainment of standards or in selecting appropriate 
tool, object, or material. 

NOTE: Included in the concept of I'V-ding-Ofrbearing, Tending, Operating-Controlling, and Sotting Up, is the 
situation in which the worker is actually part of tho setup of the machine, cither OH the holder and guidcr 
of the material or holder and guider of the tool. 
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The 144 worker t r a i t groups and the 22 major areas of work 
under which they f a l l in the DOT. Ratings on data, people, 
things hierarchies (see Appendix B) are given at l e f t and 
occupational categories covered (see Appendix C) are given 
at r i g h t . "Major Occupation" means that f i v e or more occu
pations of this type are grouped under the t i t l e in question. 

DATA 
PEOPLE 
THINGS 

868 

886 

OCCUPATIONS 

*MA 

887 

TITLE 

ELEMENTAL WORK (EW) 

Signaling e tc. 

Feeding-offbearing 

Handling 

*Also c l a s s i f i e d under Machine Work 

MACHINE WORK (MA) 

280,380 Set-up and/or all-round 
machine operating 

780 

782 

Set-up and adjustment 

Operating-controlling 

883 

885 

TR Driving-operating 

Tending 

Major 

50,52,53,55,57 
58,61,64,66,67 
68,69,92 

22,31,36,40,51 
52,54,55,56,57 
58,59,61,68,70 
71,72,73,74,75 
76,77,78,79,80 
84,85,86,91,92 
93,94,95,97 

55,60,61,68,69 

50,51,52,53,54 
55,57,58,60,61 
64,65,66,67,68 
69,78,81,91,95 
97 

40,85,86,90,91 
92,93,94 

36,50,51,52,53 
54,55,56,57,58 
59,60,61,64,65 
66,67,68,69,78 
92,95,97 

Minor 

37,86,91,94 

36,40,41,42,51,54 
56,59,60,65,71,78 
80,81,84,86,93,94 
95,97 

23,24,29,30,32,33 
34,35,37,38,41,42 
43,44,46,50,53,60 
62,63,64,65,66,67 
69,81,82,89,90,96 

00,01,02,50,51,54 
57,58,59,65,66,67 
80,81,92,93,95,97 

34,50,51,52,53,55 
61,62,63,64,65,66 
68,69,81,92 

19,20,21,36,37,42 
43,56,59,62,63,80 
84,85,86,89,92,93 
94,96 

35,38,42,43,51,55 
57,59,66,80,89,95 

19,20,21,23,35,40 
41,42,44,46,62,80 
81,82,84,85,86,89 
91,93,96 

C l a s s i f i e d elsewhere 

886 EW Feeding-offbearing 
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GRAFTS ( C R ) 447 
1 3 0 , 1 3 1 , 1 3 2 
1 3 J , 1 3 4 , 1 3 7 

138 

261 ,361 

281 ,381 

281 ,381 

781 

884 

MS 
TR 
F F 

MC 
TR 
F F 

S u p e r v i s o r y work ( F n r m l n g 
l o g g i n g , n m n i i t n c L n r t n g e t c . ) 

O t h e r s u p e r v i s o r y work 
( s i m i l a r to a b o v e ) 

C o s t u m i n g , t a i l o r i n g e t c . 

C o o k i n g e t c . 

C r a f t s m a n s h i p e t c . 

F F P r e c i s i o n w o r k i n g 

F F M a n i p u l a t i n g 

3 1 , 4 0 , 5 0 , 5 1 , 5 2 
5 4 , 5 5 , 5 7 , 5 8 , 6 0 
61 , 6 2 , 6 3 , 6 6 , 6 8 
6 9 , 7 0 , 7 1 , 7 2 , 7 3 
7 6 , 7 5 , 7 7 , 7 8 , 8 0 
8 2 , 8 6 , 9 1 , 9 2 , 9 5 

5 4 , 8 2 , 9 1 , 9 5 

31 

6 0 , 6 1 , 6 2 , 6 3 , 7 0 
7 1 , 7 2 , 7 3 , 7 5 , 7 6 
7 7 , 7 8 , 8 0 , 8 2 , 8 6 
9 6 , 9 7 

6 2 , 6 3 , 7 0 . 7 1 , 7 2 
7 3 , 7 8 , 8 0 , 8 2 , 8 4 
B 6 . 9 7 

3 6 , 4 0 , 4 3 , 5 1 , 5 2 
5 5 , 5 7 , 5 8 , 6 2 , 6 3 
7 0 , 7 1 , 7 2 , 7 3 , 7 4 
7 5 , 7 6 , 7 7 , 7 8 , 7 9 
8 0 , 8 1 , 8 2 , 8 5 , 8 6 
9 3 , 9 5 , 9 7 

1 9 , 3 2 , 3 6 , 3 8 , 4 1 . 4 2 
4 3 , 4 4 , 4 6 , 5 3 , 5 6 , 5 9 
6 4 , 6 5 , 6 7 , 7 6 , 8 1 , 8 4 
8 5 , 8 9 , 9 0 , 9 3 , 9 4 , 9 6 
97 

4 0 , 4 1 , 4 6 , 5 0 , 5 2 , 5 3 
5 5 , 5 7 , 5 8 , 6 2 , 6 5 , 6 6 
7 1 , 7 2 , 7 3 , 7 8 , 8 0 , 8 4 
8 5 , 8 6 , 8 9 , 9 0 , 9 2 , 9 3 
9 4 , 9 6 , 9 7 

7 8 , 9 6 

30 

2 9 , 3 3 , 3 4 , 3 5 , 3 6 , 3 7 
3 8 , 4 6 , 5 0 , 5 1 , 5 2 , 5 3 
5 5 , 5 6 , 5 7 , 5 8 , 6 4 , 6 5 
6 6 , 6 9 , 7 4 , 7 9 , 8 1 , 8 4 
8 5 , 8 9 , 9 1 , 9 3 , 9 5 

3 1 , 3 6 , 3 8 , 4 5 , 4 6 , 5 0 
5 2 , 5 7 , 5 8 , 6 5 , 6 B , 7 4 
7 5 , 7 6 , 7 7 , 8 1 , 8 5 , 9 3 
9 4 , 9 5 , 9 6 

2 0 , 2 2 , 2 4 , 2 9 , 3 1 , 3 7 
3 8 , 4 1 , 4 2 , 4 4 , 4 5 , 4 6 
5 0 , 5 6 , 5 9 , 6 0 , 6 1 , 6 7 
8 4 , 8 9 , 9 1 , 9 2 , 9 4 , 9 6 

FARMING. F I S H I N G . FORESTRY ( F F ) 

181 C r o p p i n g , a n i m a l f a r m i n g e t c . 

384 SC R e l a t e d t e c h n i c a l work 

C l a s s i f i e d e l s e w h e r e 

128,228 

1 3 0 , 1 3 1 , 1 3 2 
1 3 3 , 1 3 4 , 1 3 7 

138 

188 ,288 

781 

884 

E T 

TR 
MS 
CR 

TR 
MS 
CR 

EN 

CR 

CR 

V o c a t i o n a l e d u c a t i o n 

S u p e r v i s o r y work ( f a r m i n g , 
l ogg ing e t c . ) 

S u p e r v i s o r y work ( f a r m i n g e t c . ) 

S u r v e y i n g , p r o s p e c t i n g e t c . 

P r e c i s i o n w o r k i n g 

M a n i p u l a t i n g 

4 0 , 4 1 4 2 , 4 3 , 4 5 

0 2 , 0 4 , 1 9 , 4 2 , 4 4 , 4 6 

TRANSPORTATION ( T R ) 

3 6 3 , 3 6 4 , 4 6 3 T r a n s p o r t a t i o n s e r v i c e work 91 

C l a s s i f i e d e l s e w h e r e 

1 3 0 , 1 3 1 , 1 3 2 
1 3 3 , 1 3 4 , 1 3 7 

MS 
F F 
CR 

S u p e r v i s o r y work ( f a r m i n g , l o g g i n g 
e t c . ) 

138 MS 
F F 
CR 

S u p e r v i s o r y work ( f a r m i n g e t c . ) 

168 C L S c h e d u l i n g , d i s p a t c h i n g e t c . 

1 6 8 , 2 2 8 , 268 E T F l i g h t and r e l a t e d t r a i n i n g 

268 ,383 I I T r a n s p o r t i n g and t e s t d r i v i n g 

368 C L F a c i l i t i e s , s e r v i c e s e t c . 

383 ME D e l i v e r y and s e r v i c e work ( n e c ) 

868 EW S i g n a l i n g and r e l a t e d work 

883 MA D r i v i n g - o p e r a t i n g 
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BUSINESS RELATIONS (HR) 

118, IbS Atlm 111 I K t v . i 1 1 on 07,09,16,18 

118,168 Contract ncRotlation etc . 18,19 

228 Business training 

138 Supervisory work ( c l e r i c a l , 20,21,22,23,91 
sales e t c . ) 

168 Managerial work 16,18,19 

168,268 Consultative and business 16,18 
serv ices 

168,268 Interviewing, information- 16 
giving etc . 

188,288 Accounting, auditing etc. 16 

288 T i t l e and contract search etc. 

288,388 Corresponding etc . 

368 Information processing 24 

CLERICAL (CL) 

168 TR Scheduling, dispatching etc. 91,95 

268,368 Secretaria l etc . 

368 TR F a c i l i t i e s , services etc. 91 

368 Paying and receiving 
382,384,387 I I Inspecting and stock 22,71,72,73,78 
484,487 checking 80,91,94,95 

382,582 Typesetting, reproducing etc. 

388 Class i fy ing , f i l i n g etc. 20,22,91 

388 Stenographic etc . 

388,488 Computing and related 21,22 
recording 

484,485,487 I I Sorting, inspecting, measuring 22,52,55,57,68 
584,585,587 etc. 70,71,72,73,75 
683,684,685 76,78,80,91,92 
687 97 

588 Typing and related recording 20 

588,688 Routine checking and recording 20,22,23 

662 PC Switchboard service 

Clas s i f i ed e tsewhere 

368 BR Information processing 

288,388 BR Correspondence etc. 
WR 

138 HE Supervisory work ( c l e r i c a l , sa les) 
MS 
11K 

Hi nor 

04,05,10,15,19,37 

15,16 

16,23 

10,18,24,29,37,93 
95,96,97 

07,09,10,11,14,15 
29,31,35,37,40,41 
44,46,91,96 

09 

15,18,19,20,24 

18,19 

10,11,16,18,20 

20,24 

09,10,15,16,19,20 
21,22,23,34,35,91 
96 

16,18,19,20,22,23 
24,35,37,52,93,96 

20,96 

21,22,24,29,34,35 
37,30,93,95 

21,23 

07,16,19,24,29,36 
37,41,46,50,51,52 
53,54,55,57,58,59 
60,61,62,63,64,67 
68,69,70,75,76,77 
82,85,86,92,93,96 
97 

20,21,23,65 

10,13,15,16,18,19 
21,23,24,29,37,41 
57,95,97 

20 

15,16,18,20,24,29 
36,52,58,86,91,94 

00,01,10,16,20,21 
23,24,29,34,35,36 
37,40,41,43,44,51 
53,54,56,56,59,60 
61,62,63", 64, 65,66 
67,69,74,77,79,82 
85,86,92,94,96 

15,21,23 

07,16,19,21,24,37 
52,65,79,90,91,92 
95,96,97 

23 



44? 

DPT TITLE Major Minor 

MERCHANDISING (ME) 

068 WR Promotion and publ i c i ty 16 

158,168 Purchase and sales work 16 18,19,25,26,27,28 

29,46,96 

251 Sales and service work 27,63,71,82 

258,358,458 Demonstration and sales work 25,26,27,28,29 

383,483 . TR Delivery and service work (nec) 29 

858 Se l l ing and re lated work 29,34 14 

C l a s s i f i e d elsewhere 
118,168 LE Contract negotiating 

BR 

138 MS Supervisory work ( c l e r i c a l , sa les e t c . ) 
BR 
CL 

151 EN Sales engineering 

MANAGERIAL AND SUPERVISORY WORK (MS) 

138 PS Supervisory work (service e t c . ) 31 18,30,32,33,34,35 
36,38 

C l i s s i f l e d elsewhere 

118,168 BR Administration 

128 MH Supervising and ins truct ing (nursing) 
ET 

130,131,132 FF Supervisory work (farming 
TR logging e t c . ) 
CR 

138 ME Supervisory work ( c l e r i c a l e t c . ) 
CL 
BR 

138 FF Other supervisory work (farming e t c . ) 
TR 
CR 

168 BR Managerial work 



450 
DPT 

271,371 

468,478 

863,864,865 

867,873 
874,877 

868 

868,878 

868,878 

874,877 

C l a s s i f i e d elsewhere 

138 

868,878 

878 

MS 

LE 

MH 

108,118,168 

868,878 PS 

C l a s s i f i e d elsewhere 

118,168 

168,268 

187,284,287 

288 

ME 
BR 

I I 

I I 
L I 

TITLE Major 

PERSONAL SERVICE (PS) 

Beau t i c ian , barber 33 

Customer serv ice work (nec) 29 

Miscellaneous customer 34 

Service work 

Accomodating work 

Miscel laneous personal 30,31,33,34,35 
aerv ice work 

Usher, messenger e t c . 34,35 

Animal care 35 

Supervisory work ( s e r v i c e s ) 

Protecting-and re lated work 

C h i l d and adult care 

Legal and re lated work 11 16 

Protect ing and re lated work 37 24,40 

Contract negotiating e t c . 

I n v e s t i g a t i n g , protect ing e t c . 

Apprais ing , inves t igat ing e t c . 

Minor 

22,24,28,31,32,36 
65,91 

14,29,31,35,36,91 

31,34,35,45 

32,36,38,91 

23,24,29,32,91 

15 

BR T i t l e , contract search e t c . 

018,038,068 
088 
268 
288 

C l a s s i f i e d elsewhere 

WRITING (WR) 

Journalism and e d i t o r i a l work 13 
C r e a t i v e w r i t i n g 13 
News reporting e t c . 
T r a n s l a t i n g , ed i t ing e t c . 13 

068 
186,288 
288,388 

168,268 

ME Promotion and p u b l i c i t y 
EH Techn ica l wr i t ing e t c . 
CL Corresponding e t c . 
BR 

INVESTIGATING. INSPECTING AND TESTING ( I I ) 

LE I n v e s t i g a t i n g , protect ing e t c . 16,37 

181,281,381 MH Mater ia l s ana lys i s e t c . 01,02,07 
SC 

187,284,287 LE Apprasing, inves t igat ing 

283,383 TR Transporting and tes t d r i v i n g 

C l a s s i f i e d elsewhere 

16 

288 LE T i t l e and contract search e t c . 
BR 

382,384,387 CL Inspect ing and stock checking 
484,487 

484,485,487 CL Sor t ing , inspect ing , measuring 
584,585,587 and re la ted work 
683,684,685 
687 

05 

13 
10,15,16,19,96 

09,15,19,24,44 

04,19,46,52,97 

14,15,18,19,29,31 
44 ,77 ,82 ,86 ,91 ,95 

19,80,91 



DPT TITLE Major Minor 
. — L _ 4 5 1 

ART (AR) 

028 EN Instruct ive work 15 14 
ET (Fine arts e t c . ) 

031,051,061 Decorating arid art work 14 

062 PC Photographic work 14 

081 Art work 14 29,97 

281.381 A r t i s t i c restoration etc. 14 05,10,19,29,31,52 

ENTERTAINMENT (EN) 

028 Creative entertainment 15 

048 Dramatics 15 

048 MU Instrumental music 15 

048 MU Rhythmics 15 

148,268 PC Radio announcing etc. 13,15 

248,348 Physical amusement etc. 15 19,34 

268,368,468 Miscellaneous amusement 15 18,34 

848 Special i ty entertainment 15 29 

868 Modeling etc. 29,96 

C l a s s i f i e d elsewhere 

028 ET Instruct ive work (f ine a r t s ) 
MU 

MUSIC (MU) 

088 Musical work, creative 15 

C l a s s i f i e d elsewhere 

028 AR Instruct ive work (f ine a r t s ) 

048 EN Instrumental music 

048 EN Vocal music 

048 EN Rhythmics 

PHOTOGRAPHY AND COMMUNICATIONS (PC) 

282.382 Photographic machine work 14,97 19,96 

282,382 Radio, TV transmitting 19,95 

C l a s s i f i e d elsewhere 

068 ME Promotion and publ ic i ty 

183,288 EN Technical writ ing etc . 

288,388 CL Corresponding e tc . 
BR 



DPT TITLE Major Minor 

ENGINEERING (EN) 

081,088 Engineering research and design 00,01 02 

151 ME Sales engineering 00,01 

168 SG Technical coordination 00,01 02,04,07,16,18,19 

181,281 Drafting etc . 00,01 24 

181,281 Technical work etc. 00,01 19 

187 Engineering etc. 00,01 

188,288 Industr ia l engineering etc . 01 00,07,16,18,19,22 

188,288 FF Surveying, prospecting etc. 01,02 19,24,93 

188,288 WR Technical writ ing 

MATHEMATICS AND SCIENCE (SC) 

021 MH Health physics 07 

081 S c i e n t i f i c research 02,04,07 

088,081 Mathematics and physical science 02 01 

C l a s s i f i e d elsewhere 

088 CG Social sciences 

168 EN Technical coordination 

181,281,381 MH Materials analysis etc. 
I I 

188,288 BR Accounting, auditing 

384 FF Technical work 

MEDICINE AND HEALTH (MH) 

101 Surgery 07 

108 Medical services (veterinary) 07 

128,228 Therapeutic and related work 07 

368,378 Nursing and medical services 07 

878 Child and adult care 35 30,34 

C l a s s i f i e d elsewhere 

021 SC Health physics 

128 MS Supervisory and instruct ive (nursing) 
ET 

182,281,381 SC Materials analysis etc. 
I I 

228 ET Physical education 



453 
DPT TITLE Major Minor 

COUNSELING. GUIDANCE ETC (CG) 

088 SC Soc ia l sciences 05 04,16 

108,208 ET Guidance and counseling 19 04,09,12 

C l a s s i f i e d elsewhere 

168,268 BR Interviewing, information-
giving e tc . 

EDUCATION AND TRAINING (ET) 

128 MH Supervisory and i n s t r u c t i v e 07 
(Nursing e t c . ) 

128,228 I n d u s t r i a l training 09,16,23,37,44,62 

68,71,78,90,91,94 

128,228 FF Vocational education 09 42 

168,228,268 TR F l i g h t tra in ing e t c . 19 09 
228 Education (high school 09 

and above) 

228 Miscellaneous ins truc t ive 09,15,19,43 

228 MH Phys ica l education 15 09 

228 Training services 16 

228,328 Animal tra in ing 15 34 

C l a s s i f i e d elsewhere 

028 EN I n s t r u c t i v e work ( f ine ar t s e t c . ) 

108,208 CG Guidance and counseling 

228 BR Business tra in ing 



APPENDIX D 

STANDARD OCCUPATION CODE FOR POLITICAL BEHAVIOR PROGRAM 

Survey Research Center 
In ter -Un ivers i ty Consortium for P o l i t i c a l Research 

Below is the revised occupation code to be used for a l l p o l i t i c a l 
behavior s tudies . Insofar as poss ib le , studies now processed into the 
ICPR archive have been or w i l l be recorded to conform with these con
ventions. 

Occupation Code 

Code 

3 - d i g i t Codes from Department of Commerce Census 
of Occupations, 1960 E d i t i o n 

P r o f e s s i o n a l and T e c h n i c a l (000-195) 

01. Accountants and Auditors (000) 
02. Clergymen (023) 
03. Teachers - secondary and primary (182-184) 
04. Teachers - c o l l e g e , l i b r a r i a n s , p r i n c i p a l s 

(030-060, 111) 
05. D e n t i s t s (071) 
06. P h y s i c i a n s and Surgeons (162) 
07. Engineers (080-093) 
08. Lawyers and Judges (105) 
09. S o c i a l and Welfare Workers (165, 171) 
10. Other Medical and Paramedical - C h i r o p r a c t o r s , 

Optometrists, Osteopaths, Pharmacists, Vet
e r i n a r i a n s , Nurses, T h e r a p i s t s , and Healers 
(022, 152, 153, 160, 194, 150, 151, 193) 

11. S c i e n t i s t s , P h y s i c a l and S o c i a l - e.g., Chemists, 
P h y s i c a l and B i o l o g i c a l S c i e n t i s t s , S t a t i s t i c i a n s , 
e t c . (021, 130-145, 171-175) 

12. T e c h n i c i a n s - A i r p l a n e P i l o t s and Navigators, De
s i g n e r s , D i e t i c i a n s and N u t r i t i o n i s t s , Draftsmen, 
F o r e s t e r s and C o n s e r v a t i o n i s t s , Funeral D i r e c t o r s , 
Embalmers, Photographers, Radio Operators, Surveyor, 
T e c h n i c i a n s (medical, d e n t a l , t e s t i n g , n.e.e.) (012, 
072, 073, 074, 103, 104, 161, 164, 181, 185, 190-
192) 



Code 455 

13. P u b l i c Advisors - E d i t o r s and Reporters, Farm 
and Home Management Advisors, Personnel and 
Labor R e l a t i o n s Workers, Recreation and Group 
Workers, R e l i g i o u s Workers (075, 102, 153, 165, 
175) 

17. Other Semi-Professional or P r o f e s s i o n a l (with 
c o l l e g e degree) - e.g., A r c h i t e c t s 

18. Other Semi-Professional (no c o l l e g e degree) 
19. P r o f e s s i o n a l , NA what type 

Self-employed Businessmen. Managers and O f f i c i a l s (R. 250-289) 

21. Self-employed Businessman, Owner or Part-owner, 
"Large" Business (earned more than $10,000 i n 
1963) 

22. Self-employed Businessman, Owner or Part-owner, 
"Small" Business (earned l e s s than $10,000 i n 
1963) 

23. Self-employed B u s i n e s s , NA what s i z e 
28. Other Managers, O f f i c i a l s , and P r o p r i e t o r s 
29. Manager, O f f i c i a l or P r o p r i e t o r , NA what type 

C l e r i c a l and S a l e s (Y, Z, 301-360, S, 380-395) 

30. Bookkeeper (310) 
31. Stenographers, T y p i s t s , and S e c r e t a r i e s (345, 

360, Z.) 
32. Other C l e r i c a l (Y, 301-360) 
33. S a l e s , Higher-status t r a v e l i n g or 'outside' 

goods (381, 382) 
34. S a l e s , Higher-status t r a v e l i n g o r "outside" 

s e r v i c e s (380, 385, 393, 395) 
35. S a l e s . " I n s i d e " S a l e s . Salesman, C l e r k (S) 
36. S a l e s . Lower-status "outside s a l e s . Hucksters, 

Peddlers, Newsboys (383, 390) 
37. Other S a l e s 
38. C l e r i c a l , NA what type (Y, Z, 301-360) 
39. S a l e s , NA what type (S, 380-395) 

S k i l l e d Workers (Q, 401-554) 

41. Self-employed A r t i s a n s and Craftsmen 
42. Foremen (430) 
48. Other Craftsmen and Kindred Workers 
49. S k i l l e d Workers, NA what type 

S e m i - s k i l l e d . Operatives and Kindred Workers (T, W, 601-721) 

51. Operatives and Kindred Workers 



Code 

S e r v i c e Workers (555, 801-890, P) 

61. P r o t e c t i v e S e r v i c e Workers - Firemen, M a r s h a l l s 
and Constables, Policemen and B a i l i f f s (850-854) 

62. Other P r o t e c t i v e S e r v i c e (860) 
63. Members of Armed S e r v i c e - E n l i s t e d men, NA whether 

e n l i s t e d or o f f i c e r (555) 
64. Members of Armed S e r v i c e - O f f i c e r s (555) 
65. P r i v a t e Household Workers (P, 801-803) 
68. Other S e r v i c e Workers (810-842, 874-890) 
69. S e r v i c e Worker, NA what type 

U n s k i l l e d Laborers (U, V, X, 901, 905, 960-973) 

71. Farm Laborers (U, V, 901, 905) 
78. Other Laborers (X, 960-973) 
79. U n s k i l l e d , NA what type 

Farm Operators (N, 222) 

81. Farm Managers (222) 
82. Farm Owners and Tenants (N) 
89. Farmers, NA what type 

Unemployed and Students 

91. Unemployed with p r i v a t e income (Re n t i e r ) 
92. Student ( I F R i s a part-time day student, c l a s 

s i f y here r a t h e r than by occupation. I f R i s 
studying n i g h t s , c l a s s i f y by occupation) 

93. On S t r i k e (code occupation and unemployment times 
as f or general unemployed) 

94. Other gener a l unemployed 

R e t i r e d 

95. R e t i r e d 

Housewife 

96. Housewife ( I f R works part-time o u t s i d e home, R 
should be c l a s s i f i e d according to part-time oc
cupation) 

99. NA 

NOTE: Coding of part-time farmers. Depends on c l a s 
s i f i c a t i o n of head. (1) I f land was farmed part-time but 
only non-farm job was mentioned, non-farm job was coded. 
(2) Apparent workers who had picked up sm a l l farms while 
maintaining non-farm jobs were coded non-farm. (3) Farm 
heads who appeared to be p i c k i n g up non-farm work on s i d e 
were coded "farm". I n g e n e r a l , depended on coder estimate 
of primacy. Where a l l e l s e was equal (or unknown) coded by 
f i r s t mention. 
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APPENDIX E 

TENTATIVE REVISED OCCUPATION CODE 

(ISR I d e n t i f i c a t i o n Number Used: See Duncan Code Column 2) 

X 1960 
Profess ional - Technical (Data Oriented) - - 5.4% Population 

01 Physic ians , surgeons, dent i s t s , osteopaths (014,040,044) .50 

02 Engineers, programmers (020-028) 1.35 

03 Phys ica l and s o c i a l s c i e n t i s t s (008,036,049) .32 

04 Accountants and auditors (001) .74 

05 A r t i s t i c (004,005,007,015,043) .44 

06 Other medical (009,016,032,039,042,053,056,057) .58 

07 Draftsmen, surveyors (017,051) .41 

08 Technicians, except medical (054,055) .54 

09 Other, not c l a s s i f i e d above (033,031,045) .14 

10 Profess ional - technical ( n . e . c . ) (058) .49 

Profess ional - Technical (People Oriented) - - 6.0% 

11 Lawyers and judges (033) .33 

12 College teachers, l i b r a r i a n s , pr inc ip l e s (012,034) .41 

13 Public advisors (011,018,030,041,046,048) .64 

14 Teachers: secondary grades and n . e . c . (052) 1.04 

15 Teachers: primary grades (052) 1.56 

16 Clergymen and re l ig ious workers (010,047) .40 

17 Enterta iners (002,006,013,029,035,050) .60 

18 Nurses, profess ional and student (037,038) 1.01 

11.40 



458 
Managers, O f f i c i a l s , Proprietors 8.5% 

(Sa lar i ed ) 

21 F i n a n c i a l (095,096,097) .64 

22 Manufacturing (081) 1.01 

23 Public administration and transportation (063,066,067,068, .62 
069,071,072,073,074,075,077) 

24 R e t a i l trade, repair, housing and services (086) 1.20 
(except under 25) (070,079,086-094,098,099,100) 

25 A l l other industries (080,082,083,084,101) 1.24 

(NA Self-Employed or Sa lar ied) 

26 Buyers e tc . (061,062,064,065,076,078) .70 

(Self-Employed) 

27 Construction and manufacturing (103,104) .63 

28 Higher p r o f i t trade (107,111,112,113,116,118,119) .74 

29 Lower r e t a i l trade and other (105,106,109,110,114,115,117, 1.72 
121-124) 8.50 

Sales Workers - - 7.5% 

41 Insurance, r e a l estate etc.- (145,149,151,152) .96 

42 Manufacturing, wholesale trade e t c . (154,155,157) 1.81 

43 R e t a i l trade (156) 4.22 

44 Newsboys, demonstrators e tc . (146,147,148,150) .46 
7.45 

C l e r i c a l Workers - - 14.9% 

31 Agents e t c . (125,132,133,134,173,141,143,501) 1.17 

32 Postal c l erks and mail c a r r i e r s (108,135) .65 

33 Messengers e tc . (128,136,138,140) .58 

35 Secretar ies (507) 2.31 

36 Bookkeepers (130) 1.45 

37 Cashiers , bank t e l l e r s and payro l l (102,129,131) 1.13 

38 Telephone and o f f i c e machine operators (137,142) 1.07 

39 Other o f f i c e workers (126,127,085,153,139,506) 1.87 

30 C l e r i c a l ( n . e . c . ) 4.68 

14.91 



459 
Craftsmen, Foremen ( S k i l l e d Workers) - - 14.37. 

51 Foremen 1.86 

52 Transportation, communication and u t i l i t i e s 1.37 

53 Manufacturing (durable goods) 2.94 

54 Manufacturing (non-durable goods) 1.35 

55 Construction, raining, agr icul ture 3.30 

56 Trade .67 

57 Repair services 1.37 

58 A l l other 1.43 
14.30 

Operatives (Seml-Skl l led) - - 19.9% 

61 Apprentices .14 

62 Transportation, communication and u t i l i t i e s 2.06 

63 Manufacturing (durable goods) &.27 

64 Manufacturing (non-durable goods) 6.07 

65 Construction, mining, agr icul ture 1.31 

66 Trade 2.38 

67 Personal services .79 

68 A l l other .83 
19.91 

Service Workers - - 11.8% 

71 Protective and armed services (391,395,397,398,399,402) .67 

72 Personal care.(288,383,384,385,396,401) 1.42 

73 Restaurant workers (388,389,404) 2.58 

74 Attendants (380-382,390,392,403,405) 1.43 

75 Private household (175,372-379,505) 2.83 

76 Other cleaning work, male (386,394,400,502) 1.74 

77 Other cleaning work, female (287,387,393) .82 

78 Service workers ( n . e . c . ) (406) .30 
11.79 



460 

Laborers (Except Farm) - - 5.4% 

81 Construction (323,491) 1.22 

82 Manufacturing durable goods (419-450) .96 

83 Manufacturing, non-durable goods (452-489) .53 

84 Transportation, communication, u t i l i t i e s (493,494,495,414, .71 
416,417) 

85 Trade (503,495) .77 

86 Services and public administration (412,413,496,497,498) .75 

87 Laborers ( n . e . c . ) (411,415,499) .44 
5.44 

Farm Workers - - 6.3% 

91 Owners, tenants and managers (019,059,060,191) 3.92 

92 Unpaid family workers, foremen, self-employed (407,409,410) .49 

93 Laborers , wage workers 1.93 
6.34 


