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ABSTRACT

The purpese of this study was to investigate the idea
that the personal characteristics of ché worker and hisg ganeral
attitude toward his environment influence his attitude about his
job., 10} public schoel teachers wwré asdministered-five questionnaires
to measure: overall job satisfaction with a job; degree of intrinsic
job gatisfaction, gencral satisfaction, neuroticism, and 18 personality
variablea, Results suggested that job satisfaction had a positive
relation to gmna£31 satisfaction and a negative relation to maladjust-
ment. Overall job satisfaction and intrinsic job satisfaction were
not related to each other and each related to a different set of

personality dimensions.
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1 - INTRODUCTION AND PURPOSE

The area of worker=attitude and worker-motivation hag provided
anomalies for industrial psychologists as well as for exccutives of
business and induatry. The extent of interest in this area is reflected
in the lelgwing two quotes, In his review of publications in ipdus-
trial psychology inv1936, Katzell (1%57) states that,h;%is topic grows
to the point wvhere it is nrobably the most active one {n curreat indus-
trial psychology" (p.240), In Haire's (1959) overview of industyisl
psychology, the author remarks that "In many ways the history of the
attempt to deal with motivation in industrial goetal psychology covers
a large part of the whole field," (p.186), The predominance of this
topic area is also seen {n the number of references cited in a review
of the literature on ﬁhe topic of job attitudes by Herzbery, Mauener,
Peterson, and Capwell (1957). | |

Most of the studies, however, have concentrated om examining
the relationship between job aatiafactinﬂ and productivity. These
studies reported conflicting results with only a few supporting the
long expected relationship between.the two varfables, Az will be re-
vealed from the detailed review of th@ literature, the research in this
f1ield has been confined to studying relations between only some of the
sets of variables and the range of situations covered in most studies

has been severaly limited.



——

Host r@ﬁ@arehais investigating the area of job satisfaction
appear to have neglected consideration of the personal ity of the
individual worker and his sttitude toward facets of his environment
othér than his job, The purpose of this study will be to investigate
the idea that the persounsl characteristics of the worker influence his
attitudes about his job, Assuming that job attitudes-form 8 central
role of total aéjustmént, it is expected that the 1hdividﬁal's‘attituda
toward work will be reflected in the degree of his total personal ad~
justment., It is assumed {n this study that job satisfaction is only
one aspect of the individual’s "general” satisfaction, It is expected
thet the attitude of the individual toward generasl aépacts of his en-

vironment will be reflected in his attitude toward his job,




11 -~ BISTORICAL REVIEW

The research of Ta&lor (1912) can be taken as a beginning for
the development of interest in job satisfaction, Taylor developed a
technique of management which he idén&ifiad 2% thek”ta&k gystem” and
which was,later‘d@signatéd by his assoclates as "Scientific Management",
This technique emphasizéd two major primcipless first, th&‘nead to
dtaGGervby'exPariment the best methods of performing on the job and
their classification; aund sﬁcandly,;the responsibility of management
to discover these methods and making them available to the workers,
Thus, gains in productivity are dependent on the management rather than
on the ampunt of effort exerted by the workers. Taylor did not, howaver,
measure the morale or satisfaction of the workers he studied,

The first attempt at a measurement of employeas® attitudes
was undertaken by lioppock (1935) and recorded in his book: Job Satia-
faction. Hoppock followed a detailed interview format teo obtain the
basic infoymation and details regarding the jobs of the workers he
studied, After this inittal interview, the workers were given an atti-
tude scale to estimate their own satisfaction and a “check list” of
opinions on job satisfaéuiona. In addition to this, the worker was
asked to keep a form on which he can record his daily feelings about his
Jjob forba period of two weaks,

Boppock reported dyé such study in which he camgarad satisfied



and diaaatisfiad.ﬁaaeh@rs. This cogparison was based on the results
from a 258-1ten questiomnaire ilnvolving enonymous self-estimates of job
satisfaction which wore obtained from 300 teschers. One aspect of
Hoppock's study raveékm& that the “eatisfied” teachers showed “fewer
indications of emotionsal maladjustment." (p.26)

S$ince 1930, some 2,000 studies have been published which deal
in one way or another with the problem of fob satisfgﬁtimn and its re-
lation to productivity, using as a measurs of satisfaction the worker's
attituds. Hoat of these studies heve been concerned with factors such
as working conditions, the nature of supervision and salary, which were
considered to be most egsential for satisfaction with a job. Th@se
studies dealt with job satisfaction as a cosusal agent whieh directly
influences performance. The general hypothesis gulding these research
efforts was that increased job saciafaﬁtian would spmehow produce in-
creased efficliency, and efficlency would be directly manifest in the
productivity of the worker. The uvsupl research design in such studies
has been to vollect measures of satisfoction dnd of productivity for a
sample of workers and to cortalata the two sets of wessures,

An extensive review of studies using this approach was offered
by Lrayfield and Croeckett (1955) in which the authors vreported finding
Ywintmal or no relatiqnsﬁips" between employee attitudes toward their
job and performance. The reviewers concluded that satisfsction with
one's position in a complex system such as work need not fmply a stroog
twotivation toward outstanding performance within that system, and that
productivity was only p&ripﬁgrally rala&ad'ﬁ@ many of the gosls of

induetrial workers.
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Herzbery, Mausner, Peterson, and Capwell {(1957) are critical of
the earlier survey of the literature on the grounds that the suthors were
biased in their choice of studies since they selected & limited number
to include in their report. Herzberg, et.al., reviewed the literature
up to that date and reported some positive relations between job attitudes
and job performance., Of the twenty-six studies cited, the reviewers
found that fourteen had reported signtficaﬁt pasitiv%nrelations between
job attitudes and productivity, whereas nine studies found the two vari-
ables not related, and three studies report a negative relationship.

Vroom (1964}, in turn, was critical of the Herzberg, et.al,
(1957) review because the authors did not take into account individual
differences whea they used the term "social aspects of the job" to refer
to all "on the job" contscts made by the worker with other workers.
According to Vroom, one person may derive satisfaction from one type of
contaet whereas another may derive satisfaction from a very different
kind of comtact. Vroom was, however, esgentially in agreement with
other lavestigators of job attitudes with regard to the magnitude of
their relation to performance. ﬁe reported that the correlations be=~
tween the varisbles of job attitude and performance, were Iin the expected
direction but not significsnt. Because of this lack of significant
association between fhg two variables, Vroom preferred to regavd them
as “conceptually and ampi?ically separable outcomes of the person—
work role relaticaship.” (p.187)

A more recent survey of the issues and problems that have emerged

from studies of job satiafaciion wa s offaraé by Fournet, Distefaso, and




Pryer (1900) in which they discussed methodological approaches, factors
associated with job satisfaction, and theoretical issues and problems.
The authors suggested that it has been difficult to understand how job
satisfaction is related %o performance bécauaa the varisbles involved
are “intercorrelated to such ap extent that it is extremely difficult

to tsolste them for scientific investigation,” (p.180) Thay concluded
that wuch of the data reported in the literature today are contradictory
due to an &na&aqdata comprahension dﬁ the influence QfLQ wide range of
confounded vartaﬁlas and because investigators work frow different theo-
retical positions and use varying methods and different populations of
subjects.

Reviewing ﬁh& evidence concerning the relationstip between per~
formance on the job and the wvorker's satisfaction, Katzell {1957) coa~
cluded that the matter c¢an be summed up in a pra%abilistie statewents
The odds sre about even that a positive relationship exists, about one
to two that no relatiouship exists and about one to nine that the re~
lationship is negative., Vroom (1964) suggested that the matter is still
unclear especislly when it is noted that even where positive relationships
have been reported, they have been of a very low order of magbitu&m.
Clearly, the relationship between these two variables is no simple pro=
blem siace there &ré many factors affecting Che magnitude and direction
of thie relatiénship. |

In the "Ihe Motivation to Werk," Herzberg, Mausner, and Snyder-

man (1959) offered a two factor theory of job satisfaction which seems
to be belpful in considaring.pasaibla sources of confusion in this area,

This theory is discussed In detail here because of its value in drawing




attention to the need for more detailed examination of both the factors
affecting job satisfaction and the possibly complex nuature of attitudes
toward the job. It has glao become c¢lear from the studies and discussion
atimulated by Herzberg's work, that a moreAeamplete understanding of how
job attitudes are related to personality variables was necessary before
sophisticated questions concerning job performance effects can be asked,
Herzberg, et.al, (1959), were interested in finding the conditions
which have an influence on job attikuﬁéa of accauntgnéé and engineers,
The unique method of this study involved asking & group of accountants
and engineers to think of a time when ﬁhey felt “exceptionally good™ or
"exceptionally bad" about their jobs, either their present job or any
other job that they had fn the past. Personnel administrators inter-~
viewed each of the subjects, explalning the purpose of the project and
the nature of the information required. Each respondent was required
to provide at least oune sequence of events for satisfied and digsatis~
fied periods of job morale., The workers were also asked to clarify the
nature of the svents and their personal reactions to these events. The
subjects reportad the following factors as sources of dissatisfaction:
salary, working conditions, supervision, interpersonal relatiouns with
supervigors, peers, and subordinates, company policy and aduwinistration,
factors in persanal'lige, stétus, and job security. The followleag six
factors were reported t°¢£@ sources of satiasfaction with tha jahz‘
achievement, recognition, vesponsibility, growth in skill, advancement,
interesting work, snd other matters associsted with the self-actualization

of the indiwvidual on the job.



These results led to the controversial “Motivatioa-liygiene"
theory which states that some factors ("motivators") lead ta positive
job satisfaétiou, while the other factors ("hyglenes") determine job
dissatisfaction., Herzberg refers to the satisfying aspects of the job
as "motivators' because they characterize the individual's active
"responsibility for psychelogical growth." He refers to the factors
associated with low job satisfacﬁiem as "hygiene" factors because they
relate to the enviromment of the working situation and.;erve to prevent
dissatisfaction rather than gause satisfaction with a job. In other
words, these hygiena factors which were traditionally perceived by mana=
gers as motivators, were now revealed by Hevaberg to be dissatisfiers only.

Prom the analvsis of their findings Herzberg and his associates
reached some definite conclusions. They reported that satisfaction is
not the counterpart of job dissatisfaction. The opposite of job satis~
faction 1s no job satisfaction, énd the opposite of job dissatisfaction
is ng job dissatisfaction, An important generalization from the study
clains that job satisfaction was determined by the £e&1iugs an individual

has for the gmh;eﬁc of the {job and job dissatisfaction is determined by

the feelings an individual has toward the enviromment inm which his fob

is nerformed,

There have been a pumber of replications and extensions of the

two-factor theory since the publication of the Motivation to Woxk, im

1959, These studies have essentially validated the study for a number
of occupations and organizationa.
Saleh (1962 and 19645 rap0rcad studies on the source of job

satiafaction and its effects on attitudes tovard retirement, e ypo=-




thesized that "iatrinsically” oriented preretirees would have a bettex
sttitude to their approaching retirement than those who were Yextrin-
sically” arieﬁtad. "Intrinsic” motivatjon is that which stems from the
content of the job, while “axtfinsie“ motivation is mainly derived from
“hypiene” factors or the enviromsent In which the job is performed.
Saleh usad two measures: one for essessing the general attitude toward
retiremant and the other for assessing the pretaiiru&fa wotivation
direction. The measure of attitude toward retirement was established
by the use of a seven-point scale to the question, "1f I were to rate my
general feeling about my coming retirement, I would say that I am "
For a measure of the degree of iatrinsic job satisfaction, Saleh devised
s job attitude scale whichlwas presented in & paired comparison format.
The findinps of this study showed that preretirees who stressed
{ntrinsic factors as the source of job satisfaction had a more faverable
stritude toward retirement than those who streessed the extrimsiec factors.
Saleh reports that 897 of the positive attitude sequences involved wmo-
tivator items, {n contrast to nnl} 33% for the negative attitude events.
Hygiene factors, on the other haéd, were six times as frequent in caus~
ing negative job attitudes as they,ware in bringing about positive feel-
ings. This study allowed generalization of the Motivation-liygiene theory
to job satisfaction aman%_thasa who are about to retire from formal work,
In a study employing the ssme techniques reported by Harzbery,
et.al., (1959), Schwartz, Jenusaitis, snd Stark (1963) used supervisors
from separate environments as subjects. Two additional independent vari-
ables were introducsed. - ?hepfirat vatiabla'cansisted of the 15 scoring

categories of the Rdwards Personal Preference Schedule. The second
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varfable was composed of gix non-test items describing the background

and status of the subject (age, job classification, education, depart-
ment, union membership, experience)., The results of this investigaction
showed that five of the ét;ginal six motivators occurred more frequently
in the high job attitude sequences than in léw attitude geguences’
achisvenent, recogailtion, responsibility, advancement and pogsibdilicy

of greowth, bine of the ten original hygiene faéca:s were also téportéd
to be significantly wmore fregquent in the low job attitude sequences. Unly
the "motivator” factor of the work itself and the "hygiene” factor of
interpersonal relationships with subordinates were found to bave switched
roles for this sample of 111 male supervisors. These results stroagly
supported the conclusions of Heraberg's study, fdentifying job related
factors with negative experiences. The investigators found no variation
with respect to the subject's age, job clasgsification, education, and
personality,

Hyers (1964), in a study of engineers, msnufacturing super=—
visors, hourly techniciens, and fewmale assemblers, also found that the
factors that motivated amﬂléyeus were diffevent from the factors that dis-
satisfied ewplovees. This study is fmportant for its evidence on the wide
range of populations for which the theory holds and for its finding of
differences in the degree-of fmportance of motivators and hygiene factors
betueen job levels. The sclentists and engineers showed the most common
motivator to be achlevewent, and the two most frequent hyglene factors
to be company policy and administration and supervisiou which were com~
sistent with lergberg's prediction. The wmanufscturing supervisors showed

that recognition and achievement were the iwportant motivators, whercas
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The theory has been criticized on three bases: the limitation of the

theory to the method used in the original design, tha inspplicability

of the theory to all occupations, and the questfon of unidimensionality
of the two-factors.

Vroom and Maler (1961) emphasized the risk of accepting the in-
dividusl's descriptions of the real resson for job satisfaction since

there is a tendency for the individual to attribute the causes of satis~

faction to his own echievements and accmmplishmau:s on ché job and to
attribute dissatisfaction, not to personal inadequascles or deficilencies,
but te factors in the work eaviromment,

Zwen (1964) pointed out oth@f deficiencies in the methodology
- of the Herzberg study and was critical of the narrow ramge of jobs in-
vestigated, and the absence of any measure of overall job satisfaction,
That is to say, the generalizing of the results of fhe original study
beyond the situation in which 1t was obtained was not warranted,

Other investigators have proposed alternatives to Herzbarg's
interpretation of his controversial study. They argued that the rela-
' ﬁi;; frequency with which job~content or job-context features would be
wentioned as sources of disaatiaf&ction may be dependent on the nature
of the content and context of the work roles of the respondeats. Vroom
(1964) used the results of a study by Walker and Cuest (1932) on assembly
workers im an sutomobile plant to support this possibility, In the
Walker and Guest study, the repetitive nature of the work (job content)
wag the moscyfrequeﬁt factor.disliked about the job., On ﬁha other hand,
pay and security (job ¢0ntenf) ware the factorsg liked,

In the same vein, Priedlander (1965) compared the value needs of
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white~collar and blue-collar occupations, lia findings indicated that
the task-centered opportunities for self-actualization were of prime fm-
portance to white-collar workers only, while the soclal enviromnent was
of paramount value to the blue-collar workers. Following interviews with
a selected cross seetion of the working population, Centers and Richards
(1966} reported the extent to which extrimsic or intrinsic job components
were related to occu@atianmi levels: at higher achupaﬁional levels, in=-
trinsic job components were more valued, at lower oeéupational levels,
extrinsic job components were more valued, All these studies suggest
that gaﬁaralizations about job motivations on the basis of a sample that
iz too selective can be risky.

Critics of the two-factor theory have questioned the presence
of a vnidimensional attribute underlying both the wotivators and the
hygienes and suggest that Herzberg's two~factor theory may be an over-
simplified representation of job satisfaction., Ewen (1964) and Durke
(1966) questioned lierzberg’s assumption that if supexrvision is a dissatis-
fier, it cannot be a source of recognition, which is a satisfier. Simi-
larly, selary is a dissatisfier, but it mey at the same time, represent
achievement and recognition, which again araAﬁgtisfie:a.

Similarly, Malinowsky and Barry (1963) investigated the appli-
cability of Herzberg'e assumption of twe independent sets of variables
(motivator and hyglene) with a sample of 117 blue-collar workers.

Through factor analysis of a work attitude survey, it was found that
the job attitude of blue-collar workers could be separated into twe in-
dependent sets of variables comparable to lierzberg's., However, both

these sets of variables were found to be positively related to job satis~-
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faction, Thus, these two sets of work attitudes variables were wvot
totally inﬂapun&ent of each other, at least when they are obtained
from blue-collar workers. |

Friedlander (1964) had eighty subjaéts from a variety of
occupations who were attending evenlng euuxse# in psychology rate the
importance of various factors accordinyg to their perceived impeortance
in producing satisfaction and dissatisfaction, Results revealed that
intrinsic job characteristics were impartént to both satisfaction and
dissatisfaction, while extrinsie aspects were relatively unimportant
ang patisfiers or diasatisflers,

Ic ﬁny be that much of the unexplained discrepancy among the
job satisfaction studies can be accounted for by attending to individual
differences among workers, by considering the {ndividual wbrkers' per-
sonalities and their overall “general%'satisfaction.

Among early Qtudiﬁs partiéularly relevant to this approach isa

that of Kornhauser and Sharp (1952) who exaumined both job satisfaction

and neuroticism and found them not to be related. The investigators
&id fiund, however, that tpa more haurotie and unstable workers were more
readily disturbed by certain "undesirable" supervisory practices, HMcMurry
{1932) reported findings for two samples of women employees. He used a
personality invantor§ meafuring neuroticiam, and correlated it with ex-
pressed job satisfaction. In his first sample he obtained a significantly
negative correlation between neuroticisz and satisfaction, but in the
second the correlation was not.signifiaant.

Friend and Haggard (iSkl) analyzed a group of counsellees accord=

ing to a high or low job adjustment on the basis of a job satigfaction
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questionnaire, The investigators used detailed life histories in their
search for differencas between the two groups in family history and in
pexéonality:trends. Subjaeis with low adjustment came from "disorganized
family groups' while those with high adjustment came Ffrom closely knit
homes. lHerzberg et.al. (1957), and Vroom (1964) consider this study to

be an fmportant pioneering aad exploratory work in thg field of job sgtiu-
faction, presenting the first indication that persongfity and environ-
ment of the individual worker may be te;ated to job attitudes,

This problem hss also been tackled by investigating the effects
of monotonous work on aatiafuctioﬁ; Walker and Guest (1952) hypothesized ‘
that repetitive work would, in general, be boring, monotonous, and un-
pleasant to all workers, and that rapetitivaﬁegu in a job would, there~
fore, produce generally unfavourable attitudes toward that job, They
discovered, however, that a minority.of the &utdmobila aggembly line
workera who were studied wore not avar#e to the repetitive nature of
their work, The authors sugpested that an investigation of the indivi-
dual personalities of these wstats would clarify this difference in
attitude. |

Also investigating susceptibility te industrial monotony, P.C.
Smith (1955) used the'rasponses of a group of seventy-two female sewing
machine 0perator$; to qﬁesiiona concerning feelings of morotony and bore=-
dom on the job. The results of this study revealed the worker suscep=~
tible to monotony to be restless in his daily habits and leisure activi-
ties and to be "less satisfied with'périanal; bome, and plant situations
in aspects not directly concerned with uniformity or repetitiveness"

(p.329). Accordingly, the author concluded that feelings of monotony
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were a functiom not only of the task performed, but of more general
factors in the individual worker,.

Weitz (1952) proposed that job dissatisfactilon was but one aspect
of general dissatisfaction in all areas of the worker's life. 1t was
the author's contention that those with high general dissatisfaction
scoies would more likely be &ia&atisfiéd wiéh their job. That is to say,
a worker's sources of job dissatisfaction were an 1nte§fal part of how
generslly dissatisfied 8 worker is in everyday life.’ Weitz produced an
faventory of items, some directed specifically to the general life situ-
ation of the respondent, which he gave to a sample of factory workers.
lie reported the correlation between general life dissatisfaction and
job dissatisfaction teo be positive and significant,

Herzberg et.al. (1957) concluded, after reviewing eight studies
relating personality variables to jodb attitudes, that job dissatisfaction
was usually found in association with some form-of maiadjusnmenc. The
authors portrayed the satisfied worker as “a more flexible, better ad-
justed persou, who has come from a superior family environment, oxr who
yga the capacity te overcome the effacta of an inferior environment,"

{p 20)

Herzberg et.al. (1959) were aﬁate of personality differences and
at&amptad’ta account fér these differences when they formulated the two-
fsctor theory by distinguishing between "Motivation seekers” and "Hygiene
seekers,"” The motivation seekars asre those who ave motivated by the
nature of the task and have high tolerance for poor envtrﬁnm&ntak factors.
These peOplé are motivated bj achievement, responsibility, growth, ad~

vancement, work itself, and earned tecOgniéion.
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"Uyg lene seekers,” on the other hand, are motivated primarily
by the nature of their enviromment and tend to avoid intrinsic motiva-
tional opportunities. They are, instead, motivatad in the direction of
ﬁemporéry satisfaction and satisfying their avoidance needs. Hygiene
seekers show little interest im quality of work and sre preoccupied with
maintenance factors relating to the job such a&s pay, benefits, supervision,
working conditions, administrstion, and fellow employees. On the basie
of these assumptions Herzberg (1966) suggested that the neurotic is an in~-
dividusel with a life time psttern of hygiene seeking. Gis defenses agaiust
anxiety represent the origin of his bygiene seeking.

Herzberg and Hawlin (1961) extended the implications of the mot i~
vation~bygilene theory to include the fields of mental health and wmental
illness, The writers postulate two mental attitudes that are necessary
for mental health: an avoldance adjustment that is‘relatéd'un the en-
vironnent, and a personal adjustment which depends on the suecéasfnl

striving for psychological graﬁch and self-actualization. Thus, the

factors that are responsible for»mgntal health are those that enhance
persoaal growth and self-sctualizatfon: “achievement, responsibility,
meaningful work and advancement."

Aceording to this view, the factors which determine mental healch
are not the opposite of those which determine mental {llness. The factors
which determine wental illness are those "hygiena factors" which descri&«
the environment of the man and which have little effect on mental health,
The factors which determine mental health are those which relate to this
personal growth and aglf-actualization., Thus, total adjustment depends
on the satisfaction of two separate type of needs; personal growth ex—

periances and successful avoidance of discomfort from poor hygiene.
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This concept of mentsl health also accounts for the differences
in abilities of the individuals to achieve goals. More generally, the
individugl's achievement will depend on a realistic attitude. That is
to say, an individual who has vague aspirations and unrealistic goals is
esgentially o hygieéne seeker who seeks satisfaction in unrealistic
surroundings rather than in the job itself.

Hamlin and Hemo (1962) tested this Motivation-Hiyglene concept of
mental health in a study of schizophrenic patients, The aim of this study
was to test whether schizophrenics who had improved in their health accord=
’ing to psychiatric assessment would show a different motivational pattern
than a group of schizophrenic patients who had not improved.

The investigators asked the subjects to respond to a forced«choice
activity guestiopnaire in which various occupations and activities were
matched and a choice between one or the other had to be made. Subjects
were also asked to axplaintthe reasons for th@ir choice and thaese reasons
were classified as motivators or hﬂgianes. The improved schisophrenics
vere reported to have obtained higher "Motivator" scores than the unim=-
proved. This suggested that tgg\ﬁugraved patients tended to seek satis-
faction in aeif~actuaiizati¢nz achievement, respousibility and goal~-
directed efforﬁs., This supported the genaral proposition that positive
mental health depends to a large degree on developing an orientation to-
ward self-actualization, towever, this question remainst did the patients
jfmprove because they always had thié outlook ox has ﬁh&iﬁ outlook changad
as a result of their impx?vad health?

More reeently, Vroom (1960) pointed ocut "that there has, however,

been a tendency for investigators in social paychelogy to concentrate on
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one or the other of these sets of variables in the explanation of social
phenomena,” (p.332). To remedy this deficiency, Vroom studied the effects
of &mployeé participation in making decislons which he considered as the
independent variable, end job satisfaction which was the dependent vari-
able, For personality factors Vroom messured "need for independsnce" and
vyuthoritarianism,” The "amount of psyclological participatien” was

found to be correlated significantly with the workers' job performance,
The size of the morr@lationé varied ig direct ptnportign with the workers'
need for independence and suthoritarianism. This suggests that authori-
tarianism and need for independence interagt with participation in deter~
wmining wotivation for effective performance,

The literature dealing with the satisfacticn-personality relation~
ship ptesaAC8 less disagreement than that noted earlier for the satis-
faction~productivity problen, ﬁﬂwaver.:tha evidence is by no means con~
clusive, HNew measures of jeh attitudes that distinguish between person~
ality types should provide more insight into the nature of interaction
between personality-variable and job satisfactien, It may be that the
recent two~factor theory éav?iépéd by Herzberg can be used to account,
at least in part, for the individual differences smong uorka?a in the

domain of “personality."




I11. STATEMENT OF THE PROBLEM

The present study was undertaken to examine some implications of
che>g@naral proposition that job attitudes are a yért of the whole struc-
ture of attitudes of the 1hdividual and so should relgté m@aningfully_ta
personality variables and to attitudes of aatisfantiggAwtth‘other life
circumstances, external to the job, The difficulty tnvestigators have
experienced in demonstrating relations between job performance and job
aaﬁisf&ctiqm may result partly from the lack of sgecif&city'of these job
satisfaction measures, These weasures may be greatly ivufluenced by per~
sonality and general life sati{sfaction of workers rather than epecifically
by the job experiences,

Herzberg proposed that a dimension éf job satisfaction relates
to a pérticular sub~get of the attitudes of»sn individual which are re-
levant to motivation to work, A job satisfaction measure like that of
the Job Attitude Scale, devised to tap this special dim@nsiﬂn of job
satisfaction, should be positively related to personal adjustment, but
negatively related to neuroticiem,

In the pr@seﬁt study the rélntian batween Intrinsic job satis~
faction and personal ad ju;mxant wags compared with the relation of over-
all job satisfaction and personal adjustment., The overall job satis-~
faction measure should relate positively to general satisfaction., The
overall job satisfaction hewé?er, is not expected to show as high a re~
lationship with either personal adjustment or neuroticism as these

variables will with the Job Attitude Scala.

20
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To examine this difference in the characteristics of a general
satigfaction measure and a specific job gatisfaction measure, gcales
measuring hoth were administered to a sauple of public achool teachers,
who are assumed to be from a relatively homogencous work setting. These.
scores were then rvelated to measures designed to refleét parsounality
variables concerned with adjustment, For this purpose a scale deviged
by Weitz (1958) to measure general satisfaction was used, The neuroticisn
scale of the Eysenck Personality inventory was employed as au index of
personal differences in adjustment of a fundamental sort. The California
Psychological Inventory was seleétad for use as & measure with several
dimensions related to personal adiustment,

The data collected to test these ideas were examined in the light
of the following specific hypotheses:

1) "“Overall” job satisfaction, as weasured by the Job Description
Index, will relate negatively to neuroticism, as measured by the Eysenck
Personal ity Inventory, and positively both to general satisfaction, as
measured by Weitz's General Satisfaction index, and to those personality
qualities considexed to raflack good personal adjustment, as measurod
by the California Paychologilcal lnventoty.

2) "Intrinsic" job satisfaction, as measured by the Job Attitude
Seale, will relate negatively to neuroticism, and positively both to
general satisfaction, and to those personality qualities considered to
reflect good personal adjustment,

3) The unique importance of motivational factors as weasured
by the “intrinsic" job satisfaction scale, as distinguished fyom the con~

ventional "everall" satisfaction measure, should be reflected in:



(a)

(b)

(c;)

The absence of a relationship between thege two
measures of job satisfaction,

The presence of a higher negative relation between

"intrinsic" job satisfaction and neuroticism, than

between "overall®” job satisfaction scores and
neuroticiem, and

The presence of a higher positive relation between
"intrinsic" job satisfaction and the personality

variables indexing good personal adjustment, than

between "overall" job satisfaction scores and those

same personality variables.
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IV, METHOD

1. JSubjects

The subjects were 101 public school teachers, 68 males and 33
females who attended summer school at Waterloo University College. The
subjects ranged in age from 20 to 64, Their mean age was 29,8, The
distribution of the subjects' profassional lavél wa & és follows:

dat&gory-‘ i: 20
Gategory II: 32
Category iIIx 44
Category iIV:s 5

These categories rgflact the level of competence of these teachers
according to the classification of the boards of education as determined
by experience and education. Thus, those in the lower categories are
less experienced and have few or no Courses toward their B,A. degree,
whereas those in the highmr'categorias have more experience teaching and

are close to completing their B\g. degree.

2. Apparatus

Five questionnaires “were used in this study: two measures of job
satisfaction, one measure of neuroticism, one personality inventory, and
&8 measure of “general™ satisfaction.

a) The neasurement of Job §atigfaet§g§t

The two attitude questionnaires used to provide measurements of
the subjects' degree of job satisfaction included the Job Description

23
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Index (J.D.I.) and the Job Attitude Scale (J.A.S.).

i) The Job Description Index (J.D.I.)
The Job Deseription Index is a job satisfaction measure developed
for use In the Cornell Studies of Job Satisfactien. (Hulin, Smith,’ﬁeﬁw
&ail, and Locke, 1963). The J.D.I. offers measures of satisfaction with
five areas of jobs: the type of work, the pay, the opportunities for

promotion, the supervision, and the people on the job, For each area

A

there s a list of adjectives or descriptive phrase@lwich a blank space
beside it. The respondent is asked to write "y" for "yes" beside each
word or phrase that describes the aspect of his job in question, or “no"
for "no" beside the adjective or phrase if it does not describe 1t, He
is asked to write "?" if he is undecided,

The advantage of this instrument is that it requires the respond-
ents to describe thelr work, rather than ask them how satisfied they were.
It is believed that in “describing” his job, the subject shows his satis-
faction (or dissatisfaction) with it. ﬁna&her advantage of this instrument
is that it wmeasures the respondenté' attitude toward different aspects of
his job rather than "global" or dganaral" satisfaction,

The developers of the J.D.1, chose 30 to 40 items for each scale
from other job satisfaction 1nvanto?ias and available lists of adjectives
or phrases which eould.ap?ly to various aspects of a job, These ftems
were then subjeéted to several series of analyses, item intercorrelations,
and item validation before the final format was reached, A total of 952
people in Aevau different organizations were used in the development of

tbﬂ J‘U‘Ib
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$plit-half estimates of internal consistency yielded average
reliabilities of +0.79 and +0.74Aus£ng 168 Cornell students as subjects
(Smith, 1963), The split~half internal consistencies for the final re-
vised J.D.I, scale, using a sample of 80 employees from two electronie
plants was over 0.80. The validity of the scale was evaluated through
the convergent and discriminant valid;ty correlation of four methods of
rating satisfactions with the five job areas, The cogralations‘report&d
by the investigators (Locke, Smith, Hulinm, and Kendall, 1963) were all
significant and vanged from 0,30 to U.59.

it) The Job Attitude Scale (J.A.6.)

The Job Attitude Scale (J.A.S,) developed by Saleh (1963}, con-
sists of 16 statements repraesenting six "job related" factors, and ten
Ycontext related” factors, The "job related” factors werey achievement,
recegnition, advancement, growﬁh in skill, responsibility, and interest-
ing work, The following tem factors were "conmtext related”" factors:
salary, interpersonal relations with_superviaors, interpersonal relations
with suﬁordiuatas, interpersonal relations with peers, technical super-
vieion, campany policy and administration, working conditions, factors
in pereonal life, status, and jqb'security.

Each statement is'paire& with the other fifteen inm & forced
ehoice format., The statéments are distributed evenly and each statement
hag the same chance to appear as the first or the second item in the

" gcale. The "social desirability” or appeal of the statements was checked
against Uhrbrook's extensive list of standardized statements, (Saleh, 1962)
A split-half reliasbility coafficient of 0.94 was found by Saleh (1963)

using 18 university frestmen as subjects.’
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The scale is scored by a key which vields the number of "job
related" statements checked by the subject. In other words, the result~
ing figure is the "degree" to which the subject is "intrinsically"
oriented, (i.e. the number of times a motivator factor was chosen over
a paired hygiene factor.) The directions instructed the subject to:

Indicate in each of the following iftems which
of the two factors will be more satisfying to
you as you perform your job. Make ounly ONE
choice for every peir of statements, DO NOT
SKIP ANY PAIRS. If you find it hard to choose

between two statewents, just make the best
chofce wou can.

b) The measurement of Heuroticism

The Eyeenck Personality Inventory (E.P,I,) was employed to
measure neuroticism (). The E.P,TI. was derived from the Haudsley Per~
gonelity Inventory, which Eysenck developed 4in 1839, and is usually re-
ferred to as “the American Edition of the Maudsley Personality Inventory.”
it containsg 57 irtems of which 24 are keyed to measure neuroﬁicinm,‘2& to
megsire extraversion, and alie scale which is borrowed from the MMPT to
detect subjects who are inclined ﬁo "fake good".

Split-half and Kuder-aiehafdson estimates of item intercorrélatiana
for each scale are between 0,75 and 0.%0 in various'samples (Eysenck, 1964,
"Neurotlciem” has a congistently higher reliability than "Extraversion."
Test-retest reliabilitles renge from 0.70 to 0,90 which are among the
highest te be found among personality {nveantories,

Although validity tnformation on the E,P,I. is not- yet available, it
is pointed out by the au:harsniﬁysanck.and EQﬁenck, 1964) that “individusls

who Impress others as being stable or unstable in their everyday bebavior, ans-



wer the L,P,I, in a corresponding manner," (p.13)

c) TIhe measurement of "General’ satisfaction:

Weitz (1952) proposed that the sac{afacc;on of a vorker be inter-
preted in the light of some general satisfaction index, 7o wessure this
general satisfaction, Weltz developed a questionnaire which contains a
number of items that require the subject to check if he was satisfied
with the $1tua§ioﬂ described by that particular item or not. Some of the
itemsg were directed specifically to the subjact'# 305 or work and the
other items to matters velating to the general life situation of the
respondent, An examination of the split-half raliabi}ity of this question~
naire, yielded a correlation of 0,75 (Weitz, 1952}, -

d) Ihe Personalfity Inventory:

The California Psychological Inventery (C.P.YX.) is & 480 item
true~false personality lnventory yielding scores on 18 factors of "normal®
funectioning. The scales are groupaed into four broad categories:

Class 1. Heasures of poise, ascendency aund gelf-assurance

1. bo bDominance

2, Cs Capacity for 5c§tua
3. 8y Sociability

4. " Sp Socinl Prasence

5. Sa ° Self-Acceptance

b, Wb Eensé of Hell-being

Class 1I. HMeasures of socialization, maturity, and responsibility
7. Re Responsibility
8, 8o Socialization

9. Sc Self-control
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10, To Tolerance
i1, Gi Good impression
12, Cm Communality

Class I1I. DMeasures of achievement potential and intellectual efficiency

13. Ac Achievement vie conformance
14, Ai Achievement vie conformance

15, 1Ie Intellectual efficiency
Class IV, Measures of intellectual anﬁ interest nx\mi'a;;~

16, Py Paychological-mindedness

17, Fx Flexibility

18, -F& Feminity
The inventory was developed primarily for use with "normal" (of non=
peychiatrically disturbed) subjects, and for use in settings other than
psychiatric clinics. The scales were designed to measure personality
characteristics which have a wide applicability to general human behavior.
- T&ét*retest reliabilities based on 200 male prisoners retested
after one to three weeks ranged from 0.49 to 0,87 with a median of 0,80,
Fof high school subjects retésted after one year, the ﬂadiag test~retast
correlation was 0.65 for males and (,68 for females, The validity co-
efficients 6£ the subscales, based largely on diﬁfeiances between extreme
groups and on erosujvalidaaional studies, ranged from 0,21 novﬂgéo. The

manual also reports intercorrelations of C.P.I. scores with those of

several other widely used tests of personality (Gough, 1937).

3;‘ Procedure
The five questionnaires were administered over a period of two

days to a group of 101 public school teachers attending psychology classes
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during the summer session at Waterloo ﬁnim;aity College. The California

Psychological Inventory and the Job Attitude Scale were administered on |

the first day and the Ceneral Satisfaction Index, the Job Description In-

dex, and the Eysenck Personality Inventory were aduinistered on the second
day. Anonynity was guarantead and the subjects were assured that the data
vas to be kept confidential and that the research focus was on group

results,
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Vv, RESULTS

The findings of this study are presented in three sectiouns.
Average scores and intercorrelations of the measures of job satisfaction,
nﬁurotipism, and general satisfaction are considered first., Secondly,
sverage scores obtained on the pétéanaliﬁyzvariahlaﬁlgf the Caiifornia
Peychological lnventory and the correlation of these variables with the
two job satisfaction measures, neurcticismm, and general s&tiaﬁaetian are
reported, Thirdly, the differences between the two job satisfaction
wmesgures, in terms of their ralationsbipa'ﬁinh the other variables are
examnined,

(1) Intercorrelations of the Job Descyiption Index, the Job Attitude
tcale, Neuroticism, and the General Satisfactios index,

A couparison was made of male and famaie scores on the Job
Description Iﬁ&;;, the Job Atti;uﬁa Scale, Neuroticism, and the Ceneral
Satisfaction Index, As shown ianaﬁle 1, the mean scores of men and
women on the life smtisféctiun scale snd the two job satisfaction scales
were very similar.  In the cése of neuroticism, however, women obtained
significently higher scares than wen at the 6,05 level of confidence as
shiown by the £~test. Use of the F-ratio revealed no differences between
the variances of male and female scores on these Mmaasuras.

The intercorrelations of the Job Description Index, the Job

Attitude Secale, Neuroticism, and the General Satisfaction Index, were

computed separately for males and femazles. The correlations for the male

30
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sample are shown in Table II, In that table it can be saen that there
was a significantly negative cbrralationnbaﬁween Neuroticisw and the
three other measures: the Job Descriptiom Index, the Job Attitude Scale,
and the General Satisfaction Index, while significant positive correlation
was found between the General Satisfaction Index and the Job Deseription
Index, The correlations between the two job satisfaction measures, and
between the Ceneral Satisfaction Index and the qu Attitude Scale were
not significantly different from zero, h

In the case of the female sample, as shown in Table III, none of
the intercorrelations wéza significant, liowever, the pattern is clearly
congruent with that of the male sample.,

The differences between the intercorrelations of the two samples
were examined with the results shown in Appendix A, The Z~score revealed
only one significant difference at the 0.05 level of confidence between
the intercorrelatiouns of the ﬁwo samples: that between neuroticism and
the Job Attitude Scale was ﬂignifieantly higher for the sample of males
than it was for the females, The other differences were not significant,

-
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Comparisons werae made for both the means and standard deviations
of male and female scores on the California Peychological Inventory,
The results of the analyses are shown in Table IV, The F test provided
no basis for rejecting the hypothesis that there was howmogeneity of
variance on all 18 C.P,I. dimensions for men and women, The analysis of
the difference between the means by means of t tascsw¥avealad. at the
«05 level of confidence, that the men scored significantly higher on the
dimensions of dominance, social presence, and self aceeptance, whereas
the women scored significantly higher on the femininity scale.

The Correlation coefficients found between the Job Description
Index, the Job Attitude Scale, Neuroticism, the General Satisfaction Index
and the 18 persouality dimensions on the California Paychological Inven-
tory are reported in Tables V and VI for the males and females respectively.

Ihe males scores showed & positive significant relationship be-
. tween the Job Description Index and four dimensions on the California
Psychological Inventbry: socialization, self-control, tolerance, and
good impression. The Job Attitude Scale yielded positive correlations
with six of the California Psychological Inventory variables: dominance,
sociability, soci&lrp?esence, sense of well being, tolerance, achievement
via conformance, andyintéllectual efficiency. The only personality
dimansion which related to both job satisfaction scales was tolerance,

For the same group of subjects, neuroticism was found to correlate
significantly and nagativel& with eleven of the California Psychological
Inventory dimensions., The General Satisfactian Index correlated signifi-

cantly and positively with the following three variables: sense of well



TABLE IV

Means and Standard Deviations on the Califormia Psychological Inven—
tory Variables for the Male and Female Samples

i S eens as Standara Deviatlons —
Variable (C.P.I.)  Males (ﬁuﬁg) | Females (ﬁ¥33)““
pominance (Do) 28,5 5.5 26.2 4,9 2,00« 1,25
Capacity for Statés ; : o )
" (cs)  }20.3 3,1 1 19.6 . 3,4 1,01 1.23
Sociability (Sy) 056 4.2 | 26,0 3.3 | 191 1.66
Social presence (Sp) |37.8 6.0 | 341 5.6 | 3.02% 1.13
Self acceptance (Sa) 22.6 4,0 20,8 3.1 2,29% 1.63
sense of well being
(Wb)  §37.7 4,0 37.5 4,1 .26 1,08
Responsibility (Re) |30.8 4.0 ] 315 4.0 B BRI R
Socialization (So) 37,7 4.4 38.6 3.8 -.98 1,35
Self comtrol (S¢) 12006 7.4 | 31,5 7.4 | -1.20 1.00
Tolerance (To) Jawa w2 | a3 01 1,30
Good impression (Gi) |17.1 5.1 18,5 5.8 | ~1.24 1;3ﬂ
Communality (Cwm) 126i1 2,0 26,2 1.6 20 1,62
Achieveweunt via | i
- Conformance (Ac) |28,6 4,1 8.3 3.5 W43 1.39
Achievement via N
. independence (A1) | 21.0 3.8 22,3 3.9 ~1,52 1.03
Iatellectual i |
efficiency (le) |39.6 4.5 39,1 3.7 .53 1.53
Paychol, Mindedness 11.8 2.8 11.9 3.0 ‘4.16 1.16
Flexibility (¥x) @) 10.2 4,1 10.9 3.7 -82  1.17
Feminipity (Fe) 17,6 3.4 | 267 3.4 1-10,20% 1,01

*p 0,05
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TABLE V

Correlations between the California Psychological laventory
(C.,P.T.) and the Job Description (J.D.1.) Index, Job

Attitude Seale, {J.A.S.) Neuroticiem, and the Ceneral

catisfaction Index (G.8.1.), for the Male Sample (N=68)

| Qariaﬁla’ié;?;iﬁi 1 J;ﬁ.i. v  J;A.S. j-'-ﬂéuroticism ! G.ﬁ.l.
Dominance (Do) .08 ' $25% | -.28 -, Gh
Capacity for statue (Cs) § —»01 . 022 - - I3% 14
Sociability (8y) | 6 | 30w -, 33% B
Social presence (Sp) 10 { W32% L -.33% | U9
celf acceptance (8a) w13 -, 02 -,13 -;05
sense of well being (Wi) .16 , JI1% | - 34% ;35*
Responsibility (Re) i .03 | .15 | .12 | ;Gﬂ
ﬁccial&zatiwn (80) L W 29% - =05 “o14 W21

| gelf control (Se) 24F ,! ~,12 = 33% 30
Tolerance (To) S 1L L3982 | =53% ‘ «21
Cood fmpression (O1) L L20% : ".22 | - h2% L 25%
communality (Cm) | R T L07 | .10 ~.12
Achievement via ; | :

conformance {Ac) .26 Y Ly - 38 e li
Achievement via .
independence (A1) 7 .22 ; - 20 » .10
Intellectual efficiency {- . i
(le) 14 L% - a1% W18
Psychological mindednessy ‘ :
®y) 47 20 -, 28% .05
Flexibility (Fx) P | 2 ) - JOh
Femininity (Fe) ‘ .15: , *.ﬂi. | .07 25%

®p U, U5
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TABLE V1

Intercorrelations between the California Psychological
Inventory variebles and the Job Description Index, Job
Attitude Scale, Neuroticism, and the General Batisfaction
Index for the Female: Sample (N=33)

1
i

Variable (C.P.I.) '};.n.z.-  JeAlS. ﬁwmucim_'p.s.z.
Dom inance ‘ P.10 W11 1 =30 | 029
Capacity for status «19 P o.~.15 | -, 26 | W14
s;eezabuiny | 1.19 07 -.28 | .z
Social presence ‘ ' 408 | .13 i': -,19 ] »09
$elf acceptance | .05 ; .13 | -.19 » .18
Sense of well being ‘.29 ' 16 s34 | «13
Responsibllity {23 | -o02 | w-as | .08
Socializgation | ,a3% - OF =, 65% ‘ 25
Self conmtrol. .34 - -.03 BT | L1
Tolerance | Joasx | 10 e .06
Good impression fa2r | eom | -3k | o
Communal ity ' : ..‘22 o .00 i =03 - 14
Achievement via eonformanca? 28 | 06 -51% | ,08
Achievement via indap@ndamcqi.lv ‘ 19 - -y 24 =11
Intellectual efficiency :3‘,37* : «19 ] -y 24 | .02
Psychological mindedness f..03 | 10 -, 25 -, 04
Flexibility } .03 A1 | =21 -20
Femininity . -.“;18 ' .00 1 28 | =»16
il

*p< 0,05
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being, self-control, and good impression,

For the group of female subjects, the Job Deacriptioﬁ Index
correlated significantly with only three of the 18 varilables of the
California Psychological Inventory: socialization, tolerance, and
intellectual efficiency. Thate wae no significant correlation between
the Job Attitude Scale and any of the pergonality variables,

Heuroticiem correlated negatively and signif@gautly with five of
the variables of the Caliioruia Psychological Inventory: seclalization,
self-control, tolerance, good imprassion, and achievement via conformance.
The General Satisfaction Index was found to correlate significantly with
only one variable of the California Psychological Inventory: good
impression,

The difference betwsen the intercorrelations of the two job
satisfaction measures with the 18 variables of the California Paycho=
logical Inventory for the male and female sample were examined, with
the results ghown in Appendices b and C respectively, There was no
significant differenae between the two sets of correlations of the two

samples.

(3)

Diffgtggces betwean Egg Job Deser
in t of he elations

The correlations between the two job satisfaction Hneasuras, as

reported in the first sectiom, were found not to be significantly différent
from zero for both the males and females. These two correlatjons were
reported in Tables II and III. There was no significant difference be-

tween the correlations derived from the two samples,
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In the case of the male sampla,véwo significant differences were
found between the two job saaisfactionvmaasures in terms of their re~
lationship to the other variables, The correlation of socialization with
the Job Description Index was siénifieamtly higher, at the 0.05 level of
confidence, than that with the Job Attitude Scale. Intellectugl efficiency,
on the other hand, correlated significantly higher with the Job Attitude
Scale, at the 0.05 level of confidence, that with the Job Description
Index. -

In.tha case of the female sample, there was also two such signi-
ficant differences. Neuroticiem correlsted negatively with the Job
Description Index, but positively with the Job Attitude Scale, The dif-
ference ba:waen those two correlations was significant, Socislization
also corvelated gsignificantly higher with the Job Artitude Scale than
with the Job Description Index, Doth of these differences were signifi=-

cant at the 0,05 level of confidence.



VI. DISCUSSION

Ceneral § _and Personal Adjustment

1) Overall job sstisfaction,

atisfaction

The first major question raised in this study aakad‘whether per=
sons who are, io general, satiefied with their jobs are better adjusted
and more satisfied with life than those who are fésa satisfied with their
jobs., The results obtained with the male teaehérs indicated that the answer
Lo tﬁe question may be in the affirnative., Data from the female sample,
however, provided no support for the hypothegis in question,

The percentage of significant correlations found for the two
samples supports the above conclusion. For the male group, six of the
twenty scales used in the study correlated with overall job satisfaction
in the expected direction. For the group of fémaleﬁ, however, only three
of the twenty correlations carried out were found to be significant and
in the expected direction. This suggests that job satisfaction in the
case of males cannot be considered independent of persenal adjustment
and satisfaction with other life gltuations.

The discrepancy between the male and feansle results may be a re-
flection of the difference in lmportance of the work role to the self-
concept b&twaen’ﬁaﬁiand women. In support of this argusent is the obser~
vation that the men and vomen differed significantly on five of the twenty
variables., Specifically, the men scored significnﬁtly higher on the
scales of dominance, social pregence, and ael£~uccéptanca, whereas the
woRen were signiiieauniy highar on neuroticism and femininity. All of

these differences, except for neurot icism, are consistent with the social
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roles of males and females in western society. It is not knoun, however,
why the women scored sigmificantly higher on the neuroticism scale,

The relation of overall job satisfaction to neuroticism, and to
the other scales of personal adjﬁscwant§ suggests that job satisfaction
may be a function of 2 general ized tendency not to bacome anxious in
response to external pressures or situational etates., The relation of
overall job satisfsction to general satisfaction suggests that the more
job-satisfied subject wbuiﬁ continue to be talativ;iy satisfied regard-
legs of how the situation itself might change, vwhereas the dissatisfied
worker would tend to remain "unsatisfied" although his work situation
was radically changed, Furthermore, the positive relation of overall
job satisfaction to socialiZation in both samples, suggeats that the
more satisfied teacher 1svmoré socialized and self-confident in personagl

interaction,

2

Iptrinsic Job Satisfaction, Ceneral Satisfactiom, amnc

The second hypothesis stated that inttrinsic job satisfaction
would relate pdsitively to gemeral satisfaction and to personal adjust~
ment. Again, there was e difference between the male and female groups.
Eight of the twenty correlations between intrinsic job satisfaction and
personal adjustient measures were found to be significant for the group
of males, whereas none of these correlations were found to be significant
in the case of the ﬁmmaies;' The relations in question then, exist only
for the male semple., This finding is consistent with the previous expla-
natfon that men and ﬁam&é.differ in thair attitudinal and motivational

gtructure,
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specifically, for the male sample, the measure of j{ntrinsic job
gsatisfaction was foum to correlate signif fcantly and negatively with
peuroticisen, and positively with dominance, sociability, social presgence,
sense of well being, tolerance, achievement vis conformance, and intel~
jectual efficiency. These f indings support Hierzberg's contentien that
the intrinsically motivated worker 1s less neurotic, and possesses qua~
1ities consistent with personal ad justment. These results also sugpest
that the intrinsically oriented male teacher is more socislized snd self~-
confident in personal intersction, and possesses greater potestial for
effackive personal functioning than the extrinsically oriented workev .

No significent relation was found Batw&en jutrinsic job satis~
faetion and general sat {sfaction for either of the two samples. This re-
sult is not consistent with the hypothesls in question, The fmplication

here is that the intrinsically oriented teacher may not necessarily be

satisfied with other 1ife circumstances external to the job.

The third major quﬁstioﬁ raised in this study asks whether the
\two job setisfaction measuves celate to each other and whether their re-

lations to the measures of personal adjustment are similar in pattern.

1t was specifically hypothesised that there would not &a a re-
jationship between the two measures of job satisfaction. It was also
hypothesized that the measure of intrinsic job satisfaction would show 2
higher corralation with variables indexing p&:senal adjustment thap would
the meansure of overall job satisfaction.

%o relstion was found between the two job satisfaction mea gUTe s

for either of the two sasoples. This suggests that the two job satisfaction
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measures are tapping different aspects of job satisfaction. In support
of this conclusion is the observation that socialization, a measure of
social maturity, correlated significantly with overall job satisfaction
in both samples, and did not show any signifiéant relation to the measure
of intrinsic job satisfaction., The difference batwaéa the correlations
of the two job satisfaction measures with socialization was found to be
significant in the éase of both samples.

it is also of interest to note here that iﬁtriﬁwﬁc job satis~
faction correlated significantly with two measures of'achievémaﬂt potan~-
tial and intellectual efficiency for the male sample. This evidence
suggests that the Job Attitude Scale may be tapping achievement potential
and intellectual efficiency, both qualities which are likely to be |
associated with the "intrinsically" oriented, according to lerzberg's
distinction between those who are motivated by the content of the work
itself, and those who are motivated by the environmental aspects of the
job.

There was no evidence to support the hypothesis that the Job
Attitude Scale would yield higher correlations with the personality
variables measuring good personal adjustment than would the measure of
overall job satisfaction., Both the Job Attitude Scale and the Job
Description Index related to diff@rént sets of variables, and only two
significant diffaraucas‘wm§e found between the way the two job satig-

faction measures related to the other variables,

4) Conclusions
It was hypothesized in this study that job satisfaction is re~

lated to genersl mental health and teo certain personality dimensions,
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This position was supported by the relationship found in the present study
between indicators of positive mental health, general sstisfaction, and
personality dimensions, and the two measures of job satisfactionm,

It can be concluded from the present study that some underlylng
factors of personal characteristics are, at least in part, determinante
of feelings snd attitudes tovard and about the job, It is a2lso possible
to conclude that "dob satisfaction” represents a aampling}pf the general
domain of "attitudes." One should not then continue to .talk about the re-
lationship of job satisfaction to personslity, but rather about job
patisfaction as one gspect of personality.

There was little evidence supporting Herzberg's prediction re-~
garding the fntrinsically oriented worker having better personal adjust-

. ment., 1t is clear that both “yncrinsic” and "overall” job satisfaction
relate equally to personal adjustment. However, the measure of intrinsic
job satisfaction does appear to tap achievemant potential and effective
intellectual functioning.

Puture research on the subject of job sat isfaction should include
meagures of thé worke?'& personalit?lsince there is evidence of relations
existing between the worker's pexsonal characteristics and his attitude
toward the enviromment in which he works. A cross-validation of the find-
ings of this research, using a different type of work group and different

measures, would test their generality.



VII. SUMMARY

A review of the literature of the area of job satisfaction re=
vealed that most studies concentrated on the relationship between job
satisfaction and productivity. This study was undertaken to probe a
most neglected aspactz' the relation between yarsanaiity characteristics
and job attitude. By measuring both job attitudes and personaslity vari-~
ables of a sample of public school teachers, the study attempted to ans=
wer two main quesgtions:

1) Are there persomality characteristics which will differen~
tiate teachers who are satisfied with thefr jobs from those who are dig~
satisfied? And are tﬁarm pergonality characteristics which are specifi-
cally related to the two types of‘metivatﬁom distinguished by Herzberg's
two-factor theory?

2) Are job attitudes a reflection of the total adjustment of the
individual and does job satisfaction refleet the individual's satisfaction
withyother aspects of his environment?

Five ijnventories were administered to 68 male and 33 female
publie school teachers attanding summer session courses at Waﬁ@rioo
University College, fha;é five inventories méspurad~bhe follewing vari-
ables: overall satisfaction with the job, intrinsic job satisfaction,
general satisfaction, 18 personality varisbles, and neurotician,

The intercorrelatjons between these five meassures were considered

separately for the males and females, The overall rasults of the study
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suggest that maladjustment has & negative relation to job satigfaction.
For the wmale sample, significantly negative correlations were found be-
tween overall job satisfaction and neuroticism, Significantly positive
correlations were found between overall job satisfaction and the follow=
ing variables: general satisfaction, socialization, self=control, toler~-
ance, and good impressiomn, Xntrinaievjob satisfaction correlated positively
and signif icantly with: dominance, sociability, social presence, sense
of well being, tolerance, achievement via conformance, and intalleétua!
efficiency.

For the female sample, neither of the job satisfaction measures

correlated significantly with neuroticism, The measure of overall job

gatisfsction did, however, correlate positively and significantly with

three péraonalimy diman&ibns: socislization, tolerance, and intellectual
effiei@mcﬁg Ho significant correlations were found between the measure
of intrinsic job satisfaction and aumy of the personality dimensions, The
only significant difference between the correlations of the male and fe-
male samples was that of the Job Attitude Scale and neuroticism which vas
pogitive but not significant for the females, nagative and significant
for the males. A comparison of the two job gatisfaction measures in terms
of their relationship to all the varisbles under study, revealed two
significant éiff@rendes for each of the two samples. Thagg two differ~
ences were not sigaifiéamf; however, in terms of the predictions made by
the third hypothesis of this study.

The implications and significance of the results‘were discussad,
it is clear that overall job.satisfaction and intrinsic jéb satisfaction

are positively related to‘bcth personal and social adjustment. However,
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it appears that the measures tap separate areas of personality dimensions
with the measure of intrinsic job satisfaction tapping achievement poten~
tial and effective intellectual functioning, and the measure of overall

job satisfaction tapping general satisfaction and social ad justment.,
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APPENDIX A

Differences between Male and Female Intercorrelations of Job
bDescript ion Index, the Job Attitude Scale, Neuroticiam,
and the CGeneral Satisfaction Index

| Correlation Coefficienﬁg;_ 5
Vartables | T— — —— Z
SMale (N-68) | Female (1=33)
JD,I. & J.A.S, [ .09 | ,00 I .40
J.D.I. & Neuroticise | =.30 -.25 -.30
JD.I. & C.S.1. 1 .28 L33 | .23
J.A.5. & H. i -37 | 24 I 2.76%
JA.S. & G.S.I. I o | .o [ .62
. & G.8,I | -5 ] - | -
*p LU, U5



APPENDIX B

Differences between the male and female samples on the
intercorrelation between the Job Description Index and the
18 variables on the California Psychological Inventory

e
| Correlation Coefficients | ‘
Variables ) T A
' , Ma}e_(ﬂaé&)‘ Fgmalg_(NwBBJ
3.0.1, & Do 1 o8 | -a0 | -3
J.D.I, & Cs - -.01 as | .90
J.D.1. & Sy | I | .19 +20
J.D.1. & Sp | RS X .08 /10
1.0,I. & Sa BT | .05 .36
J.D.X. & Wb .16 .29 | .62
J.D.1. & Re ,03 23 .90
J.D.I. & So BRT ] A3 LT3
J.D.I. & Sc ,26 ETOR Y
J.b.1. 8 To 31 ! a5 | .23
J.D.I. & 61 | .26 21 | .o
J.D.L. & Ca -4 22 | 1.60
J.D.I, & Ac .24 28 | .23
J.D.I. & AL .07 i as | .54
J.D.I, & Ie 14 | 37 .67
J.D.1, & Py | 17 | 03 .63
J.D.I. & Fx .13 | 03 | a5
1.D.I. & Fe a3 | -as | -

*None of the Z values were found to be significant at the 0,05
level of confidence.




APPENDIX C

Differences between the Male and FTemale Samples on the
Intercorrelations between the Job Attitude Scale and the
18 Variables of the Californmia Psychological Inventory

‘ C;f¥alu££oﬁ coeffgci§nts
Variables Pt - n——— AL
| Hale (68)| Temale (N-33)
LS. &De | .25 L1 |7 e
J.A8. & Cs | .22 | -15 1.6
JAS. & Sy | 30 w07 ] 1.0
J.AS, & Sp | .32 .13 .93
JAS. & Sa -2 a3 | .n
Johe8. & Wb 31 .16 75
J.A.8. & Re o as -, 02 T8
J.A8, & Bo —.05 | - 07 =16
JALS, & Se -12 | N -.40
J.A.5, & To 39 .10 1.42
JA.S. & Gi 22 -0 | 1.0
JAS. scm | .07 | 00 f 0 .32
3.A5. & Ac L W26 - 06 1.39
Joas. e Al | w22 | .19 .12
Jas s te | e | 19 1.40
J.A.5. & Py 20 a0 | .4
J.as 6T | .a Ja1 45
J.A.8. & Fe .0l w0 | -

aNone of the Z values were found to be significant at
the G.05 level of counfidence,
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APPENDIX D
Comparison of the Job Description Index and the Job
Attitude Scale with sll the Variables under study
(Male Sample, N=68)
{Correlation Coefficients
Variables Aa— ; e—— - t
s, | 3oL
Hewroticism $.37 .30 250936
GCeneral satisfaction o135 .48 -, 82
Dominance (Do) 025 « 08 {1.0
Capacity for status (Cs) |.22 [ =01 }1.41
Sociability (5y) {.30 .16 .98
Social presence (Sp) .32 :10 1.43
ﬁelf'acc@ptan@@ (8a) -, 02 .13 -, 96
Senae of well being (Wb) 4 .31 .16 .80
Responsibil ity (Re) .15 .03 .69
Socialization (So0) -, 05 29 fmz,12%
Self control (Sc) .12 .24 .78
Tolerance (To) +39 ] +31 +54
Cood Tftpression (61) { .22 426 .29
Communality (Cm) ' .07 ~s14 j 1,23
Achievenent via
Conformance (A¢) § 24 .24 k)
Achievement via :
11341&1)&!1&3“(;& (Ai) o22 . 3 007 09{)
Intellectual efficiency | .46 14 } 2,11%
(le) 1} ' ‘ i
Peychological mindedness | .20 S ¢ W17 3
(Py) . !
Flexibility (Fx) 21 13 .50

*p <& 0, 05



APPERDLIE E

Comparison of correlations of the Job Description
Index end the Job Attitude Scale with all Variables
under study (Female Sample, N=33)

forrelat lon Coefficients
Variables A s § g
JA.8. | J.DuL

Neuroticism | 246 f<‘ -e25 - 2,00%
General Satisfaction 1,01 : o33 ]~1.30
Dominance (Do) |1 § =10 1 .83
Capacity for status (Cs) - 15 | 19 | ﬂ41.33
soclability (Sy) - 07 | 19 St
Social presence (Sp) 1 .13 | .08 N 020
Self acceptance (5a) - o13 -, 05 1 .
Sense of well being (Whb) W16 , W29 ] ~.57
Responsibility (Re) F~.62 +23 ~1,00
Socialisation (50) {-.07 3 | ~2.15
Self control (8¢) {-.03 : W34 ‘~1.5
Tolerance (To) | .10 v 35 ~1,05
Cood impression {(Gi) - =01 ﬁ 27 1-1.10
Communal ity (Gm) B LY 1 .22 o} -.87
Achievement via . 1 .

conformance (Ac) j <06 1 .28 § ~1.38
Achievement via ‘ '

independence (Ai) L ' .19 ' «19 B BN 1) |
Intellectual efficieney (Ie) [ .19 | .37 | =76
Paychological mindmdneséi(Py) { .10 L03 «26
Flexibility (Fx) .11 = 030 |
Femininity (Pe) } L00 : -, 18 70

%54 0,05
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