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~c wh ich each facet ~~s associated wi th job perform~ •r aspects of
organizat ion membership.

Severa) facets were generafly assoc iated w t h  performance alone and about
‘Me same nisiber were associated with both membership and performance . On’y cciii-
Pensat ion (pay ) w as assoc iated w i th  membership alone .

C)e~r evidenc e of a cPiang lnq relat ionship bet ween job performance satisfac-
~ on and overall satisfaction was found . For officers w ith )ess than seven year
~‘ ‘,t’r~~tce there was no relat ion sh i~.’ between the two var iables , but for officers
w i t h  ~~‘re than seven years of servi e. the ret itlons hip was moderate to strong.
Evidence of a sir ’ila r but oppos i te eff&t between satisfaction with both member-
ship and performance outcomes and overall satis faction was elsa found . A post-
~ I,c , consistent relations hip ezisted between the two var iables prior to the
Seven year po int ; beyond seven years the consistency dec reased considerabl y. No
s .;’~ o r t  w4s found for t~’e hypotheses that the correlat ion between performance
Sat ls act lor  and overa M sat isf act ion ~s s ignif icant l y stronger for of f icers
— ‘. ‘ “.; at highe r ei~e lor~ than for those at l ower echelons .

t w as ~‘x ) uded t h~t~ u S t r . .~ a ‘~ ‘~i .et ~~~t i~~an~~1re di d not uncover suppor
‘ r ~~~ hypothesis that membership satisfaction exists , but evidence for the
prestqice o ’ job performance s a t i s f a t ion and satisfact ion associated with both
v~-terY ’ip aM ;er ’Orr’.,if’ e wa s found . he r,~lat 1on s of these two variables wi th

~ve ra fl job sat ~ sfac t ion Is d ’~~f t ’r er ~ ‘c r  two categories of o”i cers--less than
ceve r  and ~re~~t er  !P~ar. seven yea rs  c’~ serv ice .
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Preface

This thesis fu l f i l ls  part of the requirement for a master of science

in Sy stems Mana9ement from the Air  Forc e Institute of Technology , Wright-

Patterson A F B. Ohio. The resear ch was undertaken to determine if satis-

faction with work envirom~ nt characteristics (facets) associated wi th

performance alone (job performance sas~~fact 1on ) and satisfaction with

facets associated with other aspects of being a member of the organization

(organizat ion membership satisfaction ) do exist. A secondary objective

was to e~;lore the relationsh i; of these two sat1sfaction~, wi th overall

iob satisfact ion at different career points and at different organize-

‘ional lev e l s .

apprecia te the wtse counsel and guidan ce of Dr. (It Col) Edward J.

~4nne , t hesis adv isor , the suggestions of r)r. (It Col) Saul Young , thesis

reader , and ‘Me eurr’ r t  tv;~inq and editing by Ms. Elaine M. Tabbert.

~~ j r  e~ ’ c~r~ c were essential to the successful completion of this

‘~~
()vC a~ ’ — , wi ’~ . Martha, deserves heartf~~t thanks and c redit for

‘ er  s j ~~pc r t  thro~ ihr’~t .

Wes ley B. Dixon 

~~~~

~~

-

ii 

~~~~



_ _ _ _  
_ _ _ _

Table of Contents

Preface ii

List of Figures V

L ist of Tables vi

Abstract vii

I. Introduct ion I

P’~tiyatio n Mo dels
Organ ization Structure 2
Organiza tic~n C l , n~ te 3
Dynamics 0f Pers onality ~nd ~lot ~per i~~nii~ 3
Needed: ~ H ol is tic View of Peop le in the Work Envirorwnent  4 

6
6

Hypotheses to be Tested 6

~r~a rnza t i~ n ~~‘ the ~~~~ 8

Mec’t~ers” i ; i”  1 P,.r~~o r — ’ ,i ‘~~ e “ut ~~~~~~ 9

i ll B~~.ivici r is ~‘truc tur ed T~~~ird :.chievlnq
~r~aniza ti on a1 Goals 9

A s s o c ia t i ng  ilo r~ ~ut or’r’c w i t h  Meritership and Performance  12

~ Model of HL.rian ‘~ature Consist .’ !” w i t h  Meiitershir
~r~1 Performance 14

Mc.r~~rcr~i p~Performance Perspectives and the ~~spit
Model of Work Mot ivat ion

The M~rt~erchi~- Performance Satis faction Ratio: Does it
ar’~e ‘ ve r Tl~w ’ 19

26

III. Methodology 28

Instriji*nt 28
Sample 34
Anal ysis Variables 4)
Hypotheses 45

SO

ill

- 
- - ‘.~~~~~~~~.-~~~~~“~~~~~-- . - ~~~~~~ ~~~~~~

.‘, —~~ ~~~~~~~~~~~~~~~~~~~ 
- .~~ 

-
~~~

—
~~~~~



Page

IV.  Resu lts and f l iscuss ion . 50

HypothesIs 1  51
Hypothesis Z 60
Hypothesis 3 64
Hypothesis 4 and 5 66
Hypothesis 6 70
Suninary 73

V. Si.siinary, Conc lusions , and Recomendation s 75

RecolTinendations 78

~ibII oq raphy 81

V it a 84

A~pendi~ •~ : Meetership-Perforinance Questionnai re 85

Apppn di~ B: Auth or izat ion to Reproduce the Minnesota
S it i c f a c t i c n  uest lonnalre 108

App endix C: Aut h or iz at lcr to nc l ude the Minnesota
Sat isfact ion Questionnaire in this Thesis 110

App endii ~: Sample )er~~rarh ic 3ata 112

Appendi x [: Statist ica l Tests of Corre lation Coefficients . . . 122

iv

0

-— ~~~~~~~~~~~~ .



_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  - - 

~~~~~~~~~~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~ ~
-1

L is t  of Flgures

1 . Individual -Orga nization Interactions 10

2. The Dasp it Model of Work Mot i va t ion  20

3 . Vari ant 1 of the Daspit Model 21

3 . Comparison of Career and Age Grouping s 23

‘~~. Categorization of the Sample by Moppoc k Score 48

6. Proposed Change to the Daspi t Model 79

1. 

V

-I
II. ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~-- - - — . .~~~- .-- ,— ‘ — ~~ - — -~~~~~~--- . --~-— -~~~~



List of Tables

I Response from ... Squadron Level Pilot Captain 37

Res ponse ‘rom a Squadron Level son-Rated Captain 38

III Response from an Air Staff Major 39

Response from a PhD Captain 40

V Corre lation of Membership and Performance AssocIations 52

VI Distribution of Facet Associations 54

VII Facets Associated wi th t~~th  Me~tersh~p and Performance 55

Distribution of Facet Counts by Membership-Performance
As sociation Catego ry 58

I’ D1str ib.4 t lon of Ave rage S ores by Membership -
Performance Ass ociation Category 59

Regress ion Resu lts: •~or~o~ Score wIth L’~ MSQ Face ts 61

Regression ~‘sultS : Hoppoc h, Score wi th Average
Performance~wer~~rs’i ~ Scores 62

Regressi on ~t~su~ ts: f’bppoc k Score wit h 20 MSQ Facet
Sat isfactions and Average Performance-Membership Scores 63

1-tests of the Ra~ t~ PP~PSAVG : PMSAVG between
Hoppock Score ~rr upc

‘l i Co rrelations nf Mentershi;~-Performance Average
Scores w i t h  ‘i~~~~~~~~~ s c o re  by Year Groups 67

XV Regression Results : Hoppock Score with Membership-
Performance Average Sc ores by Year Group 68

SVI Correlation Between Mentership-Performa r.~e Average
Scores and f4oppoc~ Scores for Lower and H$qher
Echelon Groups 71

X V II Regression Resul ts for 1~~er and Higher Echelon Groups 72

vi



Abstrac t

The pr$~ia~-y obje ctive of tb* c4efctwa s to determine if satis-

fact ion wi th  work envirorinent facets (outcomes) associated wi th perfor-

mance alone (job performance sati sfaction ) and sat isfact ion wi th outcomes

associated with other aspects of being a member of the organization

(organization membership satisfaction ) do exist. A secondary objective

was to explore the relationship of these two satisfactions with overall

job satisfa ction at different career points and at different organization

levels. Officer students In two A ir Force schools (N • 267 )  recorded

satisfaction with •‘() work env i ron ment facets and the degree to which each

facet was assxia ted with job performance and other aspects of organiza-

tio n ‘~e~’ters”ip.

Severa l facets were generall y associated wit h performance alone and

~i~’o~ t t he same nirber were .issociated with both membership and performance.

nl y c ompensation (;av) was associated with membership alone .

Clear evidence 0 q a changing relat ionship between job performance

sat isfa lon and overall satisfaction was found. For officers with less

than seven years of servic e there was no relat ionship between the two

var iables , but for officers with ~‘ore than seven years of serv i ce , the

relat l’xis hip was no~1f~rate to strong . Evidence of a similar but opposite

~ f f e \ t between satis fact ion with both membership and performance out-

comes and overa l l satisfaction was also found . ~A posi t ive , consistent

relations hip existed between the two variables prior to the seven year

point; beyond seven years the consistency dec reaSed considerabl y. No

v i i
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support was found for the hypotheses that the correlation between per-

formance satisfaction and overall satisfact ion is significantly stronger

for officers working at hi gher echelons than for those at lower echelons .

It was conc l uded that us i ng a 20 facet questionnaire did not uncover

Suppor t for the hypothesis that membership satisfaction exists , but ev i-

dence for the presence of job performanc~ satisfaction and satisfaction

associated with both m embershi p and performance was found . The relation-

shi p of these two variab les ~~th ov e rall job satisfa ction is different

for two categor ies of offi ce rs--less than s’~ven and greater than seven

years of service .

I
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AN EXAl4IN AT I0’~ ~F TWO CONSTRUCTS :

0RGANI!~ TlLTh MEMBERSH IP SAT I SFACTION AND

JOB PERFORMANCE SATIS FACT ION

I . Introdu ction

Research f o cu s ing  on the  behavio r  ot  people in organizations usually

approaches t~ e su~~ect fror a cpe~. ific pe rs pect~ ve - -mo t iv a t ion  model , job

design , orqani: ation struct urt . organization climate , etc. • w i th eac h

approach pro’Jding valuable in s i ght. ;~ knowledge of the work environment

grows, i~ is r. ( o(~ni:ed ~ore clearl . tha t organ izational behavior Is can—

:‘Ie~- -not cas h , ;~redicte~ Nv si r ipli st i c rules for action or philo sop hies

abou t h~.t~ n nat ~~rr . ~~~ 4”~1low 1nq four basic start lnq pci nt s c x h ~~ it the

~1ive rc i~ j of perspe ctives prevalen t in current theoretical and emp irical

5 a ~~’ ’~S of orqani :ationa l be h avior .

wotiv at ior “odols

~‘enrp ’i al ~~1rls o~ ~iot~ vat ion are based on fundam ental beliefs

ab c ~~ wh y peO~i i e behave as they do. This cc’r,t~ r, has witnessed a parade

of assorted mot iva tion ~~1~’lc used In e~r lai n in q ani predicting the

hem’avio r o’ people a; re flec ted in this sample:

Allerfer need oriented

Arqyr ic need/growth oriented

Br~~n rationa l/ec onomic

H ill phenomenological (unpredictable)

Maslow need hierarchy

‘Y) I i  

- - -  ~~~~~-- ---
~~

-“ —
~~~~~

-
~~~~~~

- . -
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T.

McGre gor Theory X ,, Theory Y

Porte r-Lawler Expect ancy Theory

Creationists spiritual . soc~al , physica l

Skinner behavior reinforcement

Vroom Expectancy Theory

~r9aniza tion Structure

t~’c .~f’cct s ~f orqan1:~ t ion structure on people has pro-

vided some unde rstandin g of beh~vlor . .~ variety of structures exist:

large , small; tall , flat; many barriers , few barriers . etc. (Schein ,

14 7’ , Schne Ider . Ma, l~~’4 :.’ ) .  Two e~ p ll 1t defini t ions of organizations

have ~‘cen developed:

~rgani :ations ar~ characteri:ed as low or high on these

scales:

csl gning specialt ies and fractiorilnq work

esi qninq production rates and controlling the speed
of w:~r~

fvi nq orders

Iva l uati n ; performance

Rewarmiinq and punishing

~er~etua ting ~ier~ber~ b ip (Argyrls. 197 3 )

~‘rganl zation s are :

Composed of individu als

£o~al -orien ted

Functiona ll y differentiated

Cons’iously and rationally coordinated

More or less continuou s

(Porter , Lawler , Hackman , 1975)

2



Jr~an izat lon C Ilmate

Perceived organization climate is a concept separate from both

lndivl du~l behavior and organization structure . Differen t climate

types encourage different behavior patterns : group participation ,

individua l act lv tty , conformance to group standards, conformance to

management standa rds , creative thinking and acting , low-r isk activity ,

h ’;h-r )sk act1 y it ~ , etc. (Schne i der. May 1974:8).

‘yn ami .s of Personalit y and Job Experience

‘~ fourth approach cons iders the l ongitudina l interactions of the

;‘erson and ~h 1 s  ~~~~ enytronrient. People are changed by work experiences .

N, the ~cr~p e i i t y  of the tasks,  the authori ty ,  and autonomy for

~~~i~~” the , are responsiHe . In short, there e~ 1st; a dynamic relation-

snip Netweer person a lit , and specif ic work environments (Brousseau. 1977:1).

Tne gro~~ of theorists question s the fundamental images of hijnan

nature tha t are e~r lIc1 t l y and i m p l ic itl y employed in nearl y all recent

i r c ~~s t r i a l  ps~ -~ o~oqy wr iting s. P. th i s account , most researc hers employ

a basL c n ~ ep t c f  ‘Sian th at stress es the importance of sel f and demeans

t he ro le of othpr~~. ‘i qn1~ v and lr.c~1v 1dua l worth becnne distant and

somewhat irre levant to t he st udy of work environinents (B lack ler and Brown.

Needed: A Ho l is t ic  View of People in the Work Envlrorr*nt

A study 0’ any asp ect of organizational behavior would profit from

the Inclusion of the researcher ’s internal model of man--a paradigm that

enables the reader to more clea rly understand the context of the ana lysis.

A Second cornerstone of such a study would be a hol i st i c or systems



perspect ive concerning people in the to ta l i t y  of the work environment .

Bo~gidar1es of the work situation become less c ear--or . stated another

way , the Indist inctness of boundaries becomes more significant to the

systems oriented anal yst. In order to perceive the work environment from

the systems pe rspective , this study uses the Das~,it model of work motiva-

tion (Daspit , l’~7~~9fl.

Besides a~~ icinq Industr ial psycho logists of not understanding the

imp licat ion s of the pa radigm s of —.ar they use . ~lack1er , et al , also

~onter that recent t heorists eithe r forget or do not comprehend the

‘undanental reasons f~-r whi c h people forri and join organizat ons (Sh ac kl er

ar.d Pr~~~ n , l9~’ ; ior 1, 19 ’ ’ ) .  :t is conc eiv a b lc  that , af ter  perform ing

at a leve l ne~ess ar, t .’ obtai n per~ anent rnpntershlp in an organization .

a worker may d~’~ ide tha t he ~s content to ~~Intai n that mi nim~~ leve l of

b15  h ,pothe tica~ si t uat ion could occur at any or~aniza-

tio nal leve1 , w~~tb i r any ;rc feccional or social group, or even In a

~~~~~ C’ther ; c;’~ e in those groups r~a, ;‘,‘rforr~ at levels far above

t nt ’ m1nl ~tr nec e s c a r , . presjnahly to .‘~ perience the rewards associated

~~! ~ ‘ ~~~~~ ;~~rf ’~r’mence.

~an1e~ ‘a t :  dl;cu ;ccc s ister rewards--benefits avai lab le to all

‘~~ it’ers ~~
‘ c, s~~’s,ste~---separate from rewards for spe cific performance

(Steers an~-t P~~r p r , 1Q ’~ .~~ 1). Ralph Katz calls for a study of the

environ~i’nts in which lobs are enthedded In order to more clea rly under-

stand the behavior o~ people in organi zations (R . Katz . 1978:218).

This study follows Ra l ph Katz ’s si~ gestion by attempting to aggre-

gate experiences comnon in work environments Into two distinc t classes :

ex periences (outc omes ) ass oc iated w ith the perfori,~ance of assigned

4
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dut ies , and outcomes as sxi at ed w i th all other aspects of being a member

of the organization. The satisfactions expressed with membership out-

comes and performance outcomes are examined with respect to various

dee~~Jrap?iic var iabl es and overall job satisfact ion .

.~ef lii i t ions

Outc cjiws:

‘~atural conseq uences of a~tivit y . Outc.)mes may be posi-
tive or negativ e w i th  respect to the indiv idual ’ s
;ier~eiypd well be i ng .

Perfor—~an~

~o a1 o r i e nt e d  ~j~~ t i j 1t ~~ . Performance directed toward

~a lnt~iininq organi za t ion  rnembershl; r~’sults in or is
as c i~ ‘ated ~~‘ t h  membership outcomes. Pe rformance
direc t ed toward acldcv~ng organTzational goals or spe-
c ’f ’c rewards recul!~ In .~r Ic associated w i t h perfor-
~ar .,’ O ut .  Crw s

~ rq, ini:at i on Meet,crship Satis ’a~ tb

he nlle( ’~Ion of attitud e t that ind i~ idu ls maintain
tow aro ‘-i’i—t.. rc b lp  out .~~,’c- ‘the onrion experiences ,
bene f i t s , and res ’ri~~t Ions res ulting frcw” si mp ly being
a ~~t’c r 0’ the OrYiani~’atbo n .

~~ ~
‘erf irmmr e Sati s fac t ion :

The coll o tbon “ att itud es that workers ma intai n toward
; r f or~~ n~ I’ c t ~~~’rc ,

.T)ti .)ec  tiv *~c

The ove ra l l  ob jec t iv e  was to invest igate whether the constructs

organizat inn me,i~)ership satisfaction and job performance satis fac ti on do

exic t. The secondary objective was to examine the relatio nships between

these tw~ measures of satisfact ion with the work environment and various

demographic and organirationa l variables.

C)
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The Minnesota Sat is fac t ion Quest ionnaire, augmented wi th questions

pertain ing to the association of outcomes wi th mei,t,ershlp and performance,,

was ac~nIn1stered to 267 Air Force officers in training situations . The

instrtj nent and the sample population are discussed in Chapter II! .

H~p o theses to be Tested

1 .  C)rt~an iza t ion •rter’~h 1p sat isfact ion and jot performance satis-

fact ion are cepara.e and d Is t in ~uishab le phenorena that characterize work

environments.

. Organization ~1w~qnt~ershi~ satisf action and job performance satis-

fact ion are tw~-’ pri-~ar,- dc t s’r—i nan ts of overall job satisfaction .

3 . There edsts come rat io or average men~ershi p satis faction to

average ;‘er’or”.art.e c a t ic ’a~ tion for wh i c h  overall job satisfaction is

~a~ i-~ :ed .

~he rema ining four bv ;othese c are formulated on the theoretical

grounds ~ Prouccea ,. et ai , that the job const itute s a major dynamic

in ’luence the per sonality of the worker (Brousseau. l977:~ ?). This

tb eor� is addressed is’. more d et a i l  in Chapter II.

4 . ~iar inq ear 1 ,- stage s . onianization membership satisfaction is

x’ rr stron gl, associated wi th overall job satisfaction than is job

performance satis faction.

5. ~t 4ring hater career stages. job performance satisfac tion is more

ctrong l , associated with overall job satisfaction than Is organization

membership satisfaction.

~~~. During the competitive career (while workers perceive a reason-

abl’ opportun i ty for promotion), workers at higher echelons value per-

formance outcomes more highly than workers at lower echelon s do.

6

-- . .-

~

.- ~~~~~~ - .~~~~~~~~~~~~~~~~~~~ - - -- --



________ - -  _________ - -

Qr ,t zatbon o~ the Studs

Chapter 11 rev i ews the variety of parad i gms used by theorists to

bu il d their schools of thought An understanding of these models is

si gnificant because of the concl usions one must logicall y come to in

accept i ng the paradiy’t of one theorist or ar~ ther . Chapter II also

discusse s the dynamics of the re lat ionship between the work enviro nment

and the wo r ke r - - t h •  types o~ behavior that e ist  In the work environment

and possible resu lts  of thcse behaviors . The :‘~s~ 1t mode l Is explained

and then -‘odi’ied to Illustrat e t’~e co r~ e ptua l  relationsh i ps between

membershi’ o~,tconiec 1 sat is fact ion , performanc e outcomes/sat isfaction ,

ari d overall job s a t i s f a c t io n .

hapte r ~~! di5cuSse~ the procedures used to test the research

The ‘:,ues t ion na~ire and sa m ple population are also a d ’ -essed

in t~~ic Sect ion . Tnt ’  r~~ ai n 1ng chapters conta In the anal ysis of resul ts

and si.rr~ ry, conc lusions , an~~ rec orinendatio~,s In tha t order .

7 
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II. MEMBERSHIP AND PERFORMANC E OUTCOMES

Experiences in the work environment are usually associated with acti-

vity. Some activities or behaviors are required in order to perform spe-

cific duties , son~ are required by simply being a member of the organi-

ra t ion , and some are not required at a l l  but are allowed/to lerated by the

organizat ion so long as they do not Inter ferew it h organization objectives .

ThI s chapter first addresses different ways of assoc iating work environ-

-~‘rt activities with performance of duties and organization membership.

The significan c e of one ’s view of h irian nature and Implicati ons for the

work envirorvnent in terms of mertersh’p and performance are discussed

ne’t. t ~s possit~le that emphasis on individual rewards In the work-

.hace has obscured the influence of membership outcomes on overall job

satis fact ion. Da sp it~ s proposed model of work motivation is used to pro-

~ide a systems perspective of individuals In work enviro nments and the

relationships bet~~en organization membership satisfaction , job perfor-

~ance sa t i s fac t ion , and overall job satisfaction . The chapter conc l udes

by pr esentin g results fro~i studies of different career groups and exami n-

ing how membership and performance satisfactions might be expec ted to

change wi th years service and organizationa l level .

~4ot ~ll Behavior is Structured Toward Ach evin~- Or2~~~za t1on Goals

~ien an indiv idua l ,iolns an organization , two phenomena charac-

ter ize the relationship; exchange and conflict. Organizations seek cer-

tair  lnputç from employees while employees expec t to meet certain personal

goals as a result of these Inputs (Steers and Porter , 1975:256). One

R
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way of viewing this interaction and exchange process has been developed

by Porter , La wler , and Kackman (FIgure 1).

Or~~nizat1on Individua l

)emands c or,nunicated needs & goals
expectation s

Resources organi zationa l s k i l l s  & energies
resources

Figure 1

Indi vi dual -Organization Interactions

The rr,.ri cated expectat ion s of organ izations place require-
ments on the sk i l ls  and energ ies of Individuals while the
needs and goals of ind ividua ls ca l l on certain organizationa l
resources for their fu l f i l lment .

( Porter . L aw ler , Hackma n, 1975: 108-109 )

Conflict accompanIes this nicPiange . Argyrls argues that as people

mature on selected personality d imensions , their behaviors confl ict more

and more with th e behav iors required by formal organizations (Argyris ,

1973:142). Conflict and compromise are both a part of every work environ-

nent.

Daniel Katz i dentifies three types of behavior required for organi-

zational success: (1) entering and remaining in an organization , (2)

meeting responsibil ities (carrying out role assignments) dependably;

and (3) act ing in an innovative and spontaneous manner in ac h ieving

9



organizationa l objectives . Subcategories of the third behavior pattern

I nclude cooperation , protection , constructive thinking , self tra i ning ,

and generating favorable attitudes (Steers and Porter , 1975 :259-261).

Other types of behaviors migh t Inc l ude that which has a negative

effec t on the achievements of organ izational goals , and behavior which

h as no effec t at all on goals. Much behav ior of these types occurs

with in the sphere of activity that Fred Katz has termed autonomy by

default. “ . . . in  a sphere where no clear rules exist , autonomy exists

Dy default ’~ (F . ~at:, 206). Katz argues that autonomy be default Is a

n~r-~j 1 phenome non of the work environment and should be considered so

by theorists and researc hers .

~ jt OnO r~”v by default can encompass a large portion of behavior

exhibited at work and may influence one ’s overall job satisfaction .

Directed autonor’y (not autonomy by default) occurs with respect to per-

forma nce of dut’.’c c.~c~’ as when an e-~ loyee is told to simpl y get the

job done wit hout being given close guide lines to follow . Autonomy by

default usual l y occurs in areas of behavi or not direc ted toward the

performance of organizat ional goals as in Roy s doctanentation of

“Ba nana ti ri”:

8anana ti-i-’ followed peac h time bj approxima tely an hour .
Sanry again provided the refresPinents . namely one banana .

V 
There was , however , no four-way sharing of Samy s banana .
Ike woul d gulp it down by himself after surreptitiously
extracting it from Saniny ’s lunch box, kept on a shelf
behind Satimy ’s work stat io n . Each morning , after mak ing
the snatch , Ike would call out. “Banana time?” and p roceed
to down his pr i ze, ~~i1e Saniny made futile protests anddenunciations . George would join In with mild reinonstrances ,
someti mes scol di ng San~ny for making so much fuss. The
banana was one which Sanr~y brought for his own constjnption
a t  l unch time , h~ never did get to eat his banana, but kept
bringing one for his lunch . At first this daily theft

10
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startled and amazed me. Then I grew to look forward to the
daily seizure and the verbal interaction that followed .

(Roy, 1 960 )

Many other worker ini t iated ac t i v i t i e s , both structured and unstruc-

tured , stem from autonomy by default. Sports (from spontaneous noon

raquetbal l to organized bowling leagues ) genera l frivolity (practical

jokes , coin fl ips , “banana time ” , et al), club activities for stamp

collec tors , private ;~il ot s , bridge players , skie rs , an d personal i n ter-

.i~ t’on s of both ;~refessiona l and private nature mi ght all be Identified

as ~i t i vit i es ~err,itted by the orqanizat~on .

Var io~s 5.’h~ivIc r’, are tolera ted or encouraged in the work environ-

ment--no t a l l  of th.’- are associated with i’rf ~~rwinq assigne d duties .

Conflict . ,~~~ ‘~i r - ~i and inn ovati on can ~~~~ both while performi ng duties

.3nd at Other ‘ i-i ’~~ . A r . , ra rtic~ lar l y a~tonon v by defaul t , enab les

~~~ degrees of dive rgence in work s i tuat iona l behavior--leading to a

varie t y c~ outcomes wit h whi ch people i’lght be satisf ied. A general

ls .yel of sa t ’c fa ct io n -~a, be derived from outcome s associated with per-

forma ’-~ .-‘ m l  a ~fi~~~erent level of satisfact ion may be derived from out-

comes m s c o iated w i t h rwwr twrs h i; - . Mentership outcomes include the

resul ts o~ doing those thing s re~~s ire d of all members , experiencing the

restrictio ns and benefits ccrr~n to all members and experiencing the

results o~ organi zati~ r. autonomy by default w it h  respec t to non-perfor-

~ince activities .

Associa t1no~ ior~ ~utç~~~~ w i tPi Membership and Perfomance

Some typ es of outcome s are readi l y assoc iat ed wi th either perfor-

mance or membership while others could be associated with both , depending

on Individua l perspective .

11

-V -
— - . - -V .-- —

~~~~~~~~~~~~~
-- -  - --

~~~~~~~~~~~ 
-- - - - . - ——



- V.— -- - — - ~~~~~~-
V --,-- V - - - — - --- V--V -~~~~~~~~

Within the Air Force, examples of membership outcomes are: medical

care , base exchange and ccnnlssary privileges , athletic facilities ,

availability of military hops , requirements to wear uniforms and maintain

weight and appearance standards , 20 yea r retirement , up or out promotion

pol icies , standa rd pay increases at specified years of service , opportu-

nitie s for schooling , etc . Some outcomes are viewed negatively and some

posi tive l y . In fait, the same outcome may be viewed negatively by some

workers and positivel y by others (medical care , for ins tance).

Performance ~‘.~tcomes - ’ . include effectiveness ratings , feedback

f r ~~r one ’ s supervisor and associated concern Ing performance , Intrin sic

outco mes from the work it se l f . etc .

Workers may perceive some outcomes as assoc ia ted  wi th  both perfor-

-~an~e and membership. Social interaction jr a broad sense can occur

d~rinq the LoJrse o~ a plannin g rneetinq (performance) and during the

lunch break be tween ses sio ns ( membership).

Job ~xt 1vat ion research has focused primaril y on the specific

characteristics of  the a s s i gned dut ies , wh ile organization climate Stu-

~ies tend to capture subjectiv e responses of people to their work

env i rorinents . The conclusions ~f researchers , notably Ralph Katz. that

one “u~~t consider both the job and the enviroment. in which it is embedded

(P . Kat:. 197R :2lP .) is an important entering arqtanent for the attempt of

this research to categorize the association of work outcome s with member-

ship and performance. Daniel Katz points out the need to separate out-

comes associated with performance from those associated with membership:

12
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Managemen t will often overlook the distinction between indi-
vidual and system rewards and will operate as if rewards
administered across the board were the same in their affects
as individua l rewards .

(Steers and Port.er , 1975 :26?)

A Model of Htjnan Nature Cons~ stent wi th Menters~~p and Performance

~~tIsfactIo~i

The effec ts of c,~ s tem rewards and constra i nts probably will not be

Perceived as i mportant if one ’s view of h lnan nature Is oriented strongly

toward behavior reinfo rcement theory ; performance is the key . However ,

as the concept of h~~~ n nature broadens , other aspects of the work enviror.-

,ent ~~~~ be considered . A rgyris argues that organization theory requires

an expl~ c m t  behavioral model becaust’, w i thøut  one , major diffic~ lt ies

arise in predicting the consequences of organizat ional events and pro-

cesses . ~~rthennore , “rnan~ organizationa l variables are designed on an

e~p l 1ci t or implicit mode l of man” (Argyris. 1973:156).

:~ifferences be tween the models of htanan nature exist and should be

re c’.~ri zed because they res~1t in dive rgent behaviora l implications :

~e shoi,l 1 rot discount the differences . Both the expec tancy
arid par tic ip ative ~:~pro ache s re ’er to internal cognitive
variables as the causes of behavior while Skinner does not.
This distinction is important. It suggests that while our
d iff erent approaches ma y generate similar prediction s, their
e~plana t ion s of the causes of behavior are diametrically
opposed. Understanding requires more than pred ictiot. . Thus ,
while our s imi la r i t i es  are easil y incorporated into operating
technolog ies , there Is st i l l  much heated debate as to the
underly ing causes o’ the predi ction . Since this controversy
bears dire ’ tl y on much of our philosophiz ing about ‘nan , It  w i ll
undoubtedly influenc e how technolog ies of behavior are imple-
men ted .

(Mitchell. 1976 :lfl)

13
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Blackler and Brown provide a brief overview of three concepts

(“ paradigms ) of hLandn nature coninonly found at the root of organiza-

tion psychology theories:

A ctive image :

Man is considered as separate from society and the
world , is considered free, and , it is thought , can
use his world for his own benefit by exercising his
will. The writ ing s of P4eitzsche reflect such a view .

Pas s~ v,’ Image:

~m .mtur e and society are considered paramount with
the 1nd 1v idL ~al s-~bord1nate to them . One illus-
tration of t h is view Is to he found in the work
of  Spinoza.

i~ agt ’ of ‘ m n s ri i p :

The s , l # and actiall ty are jointly emphasized , with
tb~ need f~ r 1r~d iv jdua1 a uthenticity and the i rvçor-
ta nce of the ~or~t ,~*t  c’f existence being given equal
~‘~‘ph~m s1s I’ a visi on of their cirm .iltanelty and no~m-
separation . Alan Watts I s  one ex pl i cit advocate of
this v i e w  i~ are a ni.riber (including probabl y Mas l ow
ar ~o~~’rc) o’ modern hun ani st ic rsvcho 1 ogists .

(Blac ~ 1er arid Brown , 1978:337)

‘~e ~‘OY ~o-~i’reh. nSI~~c and int u1 t iv e l~ appealin g paradi gm found in

the literature o -or~;an i :ati ona l behavi or is that of Porter , Lawler ,

~r’d “a ‘mm s rrari:e’1 P~.~rp :

Peopl .~ are ~roa- ‘ ve

:ndiv id~als decrE,rctrate a grea t deal of initiative -

“oro~i tive behavior~ . . . in see ki ng means to satisfy
thei r persona l needs and pursue goals and aspirat ions.

(Porter , Lawler , Hack,nan , 1975:38)

14 
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People are Social

Mentership In organizations is a central and highly
important part of the lives of most people
~ ut  more than this , some Involvement with other
peop le in groups or organizations seems to be neces-
sary for most people to maintain their i dentity as
people and their psychological well being.

(Porter . Lawler . Hackman , 1975:39)

Peop le “ave Many :)i f ferent ~~~~~~~~~~~

‘~t’ed~ a re  c l us te rs  of goals or outcomes a person

(Po rter , Lawler , dackr ~ n . 1975 :41)

e Pe r~. -~ e a nd  [val ja tt

Pec~;’1e sele~ ti~~’l , n o t ike different aspec ts of their
, 1 r ~ rr~cnts . The~ appraise what is ~~~ (selectively

rot ~~;ed~ m e  ev~i~uate the e~~rrience in terms of pr e—
~e’~t needs and values . “Sinc e peoples ’ needs and
p a c t  e.pi’ni~~r cc o f t e ”  di ~~er r a r iedl - , • it should riot

iç  in~ t o  learn the the~r ;er~ eptio ns of the
er.~~ r~ rr~ert -10 l ikew ise ~Porter , L a w l e r . Hackman ,
‘~r~ :4:~3Q). The set of ~e iie ~ c a person ma intains
i ç  e~ p ecta rr ins , beliefs about what leads to what in
the e r v ir .~ r~ w n t .  Expectancies assist peo rle in mapp ing
the ;-at”S to ‘.~1 i I il li n q needs, ach1cv1 n~ qoa~~ and
a~’ ii1rl p1 t f a l 1 c

(~ c’rtrr , Lawier , eackma n . 1975:52)

rP V~~~~ l.
S “a ve  L i ite ~ “sponse - m pa bili t ies

•~t lea st three categories of abill ti ec ’l initation s are
—emc ~ rahle: mental c i r a hili tie s . manua l and phys i ca l
response - m p i b i l  itf es . and interpersona l s kills . In
a -- e r e r m i  sense, ~esponse ap ahillt y = apit itud e x

learn In i.

(Porter , Lawler , Hickma n, 1975:61-64)

hr’ co rp l ex it 0’ the Porter , Lawler . Hacinan paradigm separates it

frri’i -x~s t others in literature, yet two character is t ics comonly accepted

1” Westc r’~ cu l tures r ”ic ~P’t he added ; the inherent dignity of h imian beings

and the need to be sociall y responsible. Both concepts are rooted in

15
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Judeo -Chr ist lan (C~ld and ‘sew Testament) teachings . ‘I gnity originates

%‘i mankind ’s creatio n in the image of God (Genesis 1:27). Social

resp ons ib ilit goes beyond bei ng social creatures ; people are designed

to express a selfless attitude toward oth ers (Deuteronomy 6:5 , Matthew

~:k-4’). nteq ratin g these two concepts into the Porter-lawl er-

‘~ic kmmn par anpr pro~ii de ’. the perspective on human nature used in this

S tj i,

~a-’1n ir~; o r ga n i z a t i on beh avior from the framework of the Porter -

• a~~ler- .’a~ ~mmn ;-ar m ;~
‘ ~a~ l li tates a broader l oc’i it the work environ—

-ie’- t t~~•ir is scrietl’—.s t -m h’n . n -livi d ua ) s— , and the individual per-

fov —1 ’~-; jr t’ , ‘ o~ a s t ” ~ ‘ -c ~ s o~ att en t ion , has come naturally from

C~ rrent ‘ ? ‘ ‘ l~~ ’ rcec  in ~c,’”’ l og 1ca1 theor ,. !.ord hallenges tr~is

or~ ertat ,on i, iv i’ -~ i?- ’luen ed t~-e d iscl r line r~~re than it should:

l~ e ic~~~ir~in. e 0 ’ ~~~ ~n d1vi1.4auic t 1c pe rspectiv e appears
to t n  due ‘re to the pc ,~~ c’loqical r o o t s  0’ t~~e researchers
and the :‘r e va lli ~~ e c o r ~~— ic and p o litical ideoloq~ tha n to
a rcac -Tne ~1 dc ~si on t - mc ~-~1 or evid ence. ~ t be r  I deolog ies
(e .~~. . c c’-. Ii ’ 4 st , o;-erative ) and researc h rooted in other
1~ s c i r l~~rnc (e . -:.. cocio1 o ’~v) could lead to qu ite different
( • -

~~~~~
.. co il e ; t i , y~ c ) persrc tives regardinu; ~c’t sa t i s fa c-

(!.~~r
4
, 1 977 :1fl ’ 

~
)

~~ i ;~ ~.at: con c lu d e s t ha t one ~ uct  study the interaction of the

envIronr~’nt l e d  mnd i~~’d~ a 1s 1— orde r to ~x~re c lear l y understand the

m~ c b a r i c S h, w h ic h  people -le r ive s a t is fac t ion  from work environ ment

(~~ 
eat: , l9’~).

e~r a r c  ire high ly cor~c lex  crea tu res who ex perience a wide range

of outcomes w ith in the work envir o rmient. The totality of that experience

“uct be exarrined i n  order to unders tand the way people form opinions

If
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about work . Those who beg in w ith sIn~ l ms tIc paradi gms of hjnan nature

~an be satisfied with s1n~ le models and e~; 3nations of behavior . The

Porter-Law ler-Fiackiiian paradigm requires a systems perspective of the

individual  in a work cnv ironvnent.

Me ership-Perform.ance Perspective s and the Daspit Model of Work M o t i v a t i o n

The ~asp~~t “u.~nl of we r~ n o t iv a t io n  (Figure ‘) uses the basic s truc—

t u rn  o~ th e Porter-i iwler t’xpe c  tanc y mode 1 and adds three in~or tant fea—

t u r n s :  ;c bo ’o ’~~i1 state s (h ackma n and Ol dham , 1Q76); clusters of

ou t . c’-’~’c .ini ~~et  s.ttis ~ ,i tio n c (eat : and V ar~ aanen , 1977) ;  and the

leter— nants .ini resu~~t5 ~ °vr r iul ~nt satisfact ion . ~aspi t perceived

oicri ri ~oh cat i c’a t io .- to be detnrn~ireci twO types of facet satis-

fact ion s , tP oco re la tel t o  per~ c’r~-anç c and those related to other aspects

c ’ t e m r ~~ a ~t’-er o’ t~ (’ c- ’~~ar~ :at1 rn (not per ’or~inc e )  (PaspIt , 1978:80).

i’ v~ ew o’ t h e relat’o nships between those satisfactions mc

cP~o~~ in rlqure ~~~. ‘pite tha t tbi ~ fi ;jre ~jopc not ~nc i ude feedbacks

n~ r t ’-’ e v a len ce . e. ;wctmr~ dete r~r1n~nts of hehavior as i n  F i g u r e  2 .

~~e t - O 4 t ~~S - mcsc i - m at ø .~ wf t..— - d e r c h i p  and outcomes associated wi th per-

for— anon ~~re clus tered an-I evalua ted In the came manner , leading to

~~~~~~ - n r ’ ,h j p  and r r’ o rr’an.- e  sat isfactions which in turll infl uence overall

loh c a t l s ’m t ior . . nter action feature r~utccrw c and organization pol i cy

outc cr~ c can he associated wit h both performance and mentership . whereas

job property ojtc ’~es can be associated onl y w ith perforii~ance. In this

variant of tP’ o model all three facet satisfaction clus ters can contri-

t u t e  to perfci~—”anee satisfact ion , while only inte raction feature and

organi zat iona l policy facet satI sfact ions can contribu te to memthership

17
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A1e Groups

Sc ientists
and Prima ry (harac teristics

Eng ineers

.I~-34 tr ial period . low intr in si c moti-
vat ion , high need for sel f- fu lf i l lment

35-4 9 need for s tab i l i t y  and making a secure
place in the fIeld of work , ach ieve -
~ient w i thin a chosen area

C,0. need for secur i t y ,  hi gh in t rins ic
motivation and job involvemen t , lower
concern for self -fulf illment and
a u tonomy

(Hall and Mansfield . 1975:208)

~pt r  I nfl C
~~ro ups

Managers Pri’~ar , Influenc e

m a r  1 qetti n~ establ ished w i th  and accepted
by the organi zation

ye a ’- c  -4 achlevee,ent, riaking a mark

y ea rs “
a nd beyond qro~ p at t i tudes  toward the organizati on

~uch aflan. 53’ -542)

Figure 4

Ccwivaricon of Ca reer and Age Group ings
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satisfaction . The meutership decision (stay or leave) is influenced by

membership satisfaction , performance satisfaction , and perceptions of

- alternatives available. Depending on one ’s t ime perspective , st rong

hope or expectation for improved work enviro rinent condition s (promotion ,

transfer , etc.) can overcome low short term satisfaction influences

on the membership decision . Following Daniel Katz ’s reasoning that

Sycte~i benefits are related to senior i ty (Steers and Porter , 1975:266),

expected increased i n  perquisites would influence membership satisfac-

tions more than performance satisfaction . However , expected promotions

or inc reased respons ibil i ty perceived as result ing from performance will

tend to increase performanc e satisfaction .

The ~entershi p- ’P~rforma nce S~ t 1sfact 1on Pa t i o :  Does It Chan9~ Over T ime?

If the -u t iv at ion c of people change with time , then the values placed

on membership and performance outcomes may al so change . This section

presents the recul ts of two studies of career groups and the argirient

tha t as Air Force officers progress in the com pet itive phase of their

careers , they will tend to value performance outcomes more than member-

ch i ;- nutccnc c

People are changed by their work experience, or so it is c~ ivnonly

thought. Ar g y r i c suggested that work experiences either promote or

re tard growth along certain personality characteristic scales (Argyris,

1973:144). In separate studies, Brousseau and Hall and Mansfield

agreed that “the s~~stantive conçlexlty of the work has a si gnificant

impact on the worker ’s psycholog ical functioning ” (Brousseau, 1977 :22) .
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Fi gure 4 s~ iinarizes the finding s of two studies concerning career

groups . Buchanan examined the effects of socia l ization on managers

while Hall and Mansfiel d studied career groups in scientific and engi-

neering professions .

Career stages within the Air Force officer corps may not be so

d i st inc t as thos e in Figure 5. Pressure toward career broadening for

promotion potent ial discourages permanently focus i ng on one specialty

lur i ng t~i ’ f i rst seve n to ten years . After seven years most captains

become aware of the need to prepare themselves for promotion competi-

t’on through selec ted education and job experiences .

The study t’v Ralp h ~at z , mentioned earlier i n  this chapter pro-

vides ins i ght into the work envirorinent from the standpoint of longevity .

Katz, study ing the re lm t ion shi r of job satisfaction and five task dimen-

sions (skil l variet y. task Identity . tasi sign ificance , autonomy, and

feedback fry- the job), found the strength of thos e relationships

depends on both job longevity ~~~ er~~ri - A salient finding was

the overall satisfaction of workers wi th considerable job lange-

.it. and nr- ianizationa l ~ongcvity i~ not related to the task charac-

teristic s of their present jobs ” (P. Katz , 1978:213-214). Respondents

w i t h  f our to s- i -1 months job longevity demonstrate d the strongest rela-

tionships between job satisfaction and various job dimensions (P. Katz .

197 -~:2l8). Someth i nq causes people to change the way they react to

their jobs over time . Katz conc l udes:

The thrust of these findings supports the notion that one must
also consider the social enviroment in which jobs are embedded
to determine how Indiv idual s describe and feel about their work .
P4jch of an emp loyee ’s sat isfaction may derive from his or her
definition of and Interaction with the job setting and not simply
the fulfillment of psychol ogical needs.

(P. Katz, 1978:218)
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Changes ‘~n motivation have been observed with respect to career

groups (scientists and eng i neers), experience (managers), and l ongevity

(governmen t workers). Of the many agents that mi ght cause such changes ,

social interaction in the work environment is clearly important, as

0at z implies (
~~. katz . 19’ — : .’18).

The social environment and job setting are significantl y influenced

~ y the group or groups wi th which an Ind ividua l interacts . In The Stu~y

of Groups. Klein emphasizes the influence of group norms on individual

standa rds . As an indiv idua l belongs to more -and more groups , the most

power’ul norms are those that are coninon to the most or all groups .

- ‘ ne ~Or!- or less c oninon denominators will have the greatest effect on

ni r- an in this way the indiv idual will find him self subject to culture-

wi de ~~re c 5 -.arCs . In Ou r C L 1  t~ re. the most striking of these conrion

denom~ra tors is su c~ ess ” (Klei n . 1956 :79). Success by the group stan-

i-ird , i s  th e  goa l . As a worker absorbs Information about the group .

e~ f~ rt c are channel ed In the direction of the group standard. Two fac-

tors d~~te rHne the degree of irfl~ nnc e the group holds over an m dlvi-

— iua~ : the I’- for,natton available to the Individual independently of

the group and the rs,’cholo qlcal pressure of the group (Klein , 1956:86).

wi th regard to a sample population as drawn for this study (Squadron

Officers School and Ai r ~n—riand and Staff College students) one migh t

expect to observe officers with fewer years service exhibiti n g more

value for membership related outcomes and less for performance outcomes

wh il e respondents In the more competitive portion of their careers

(grea ter than six years) would va l ue performance outccrieS more. The

finding s of Buchanan and Hall and Mansfie ld are consistent with this
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expectation. Group pressure toward success may be p ’rtlcularly powerful

within the officer corps , confusing somewhat the resul ts observed for

younger groups .

Organizationally one migh t expec t to see officers who are most

interested in promotio n poten tial gravitating toward higher levels (above

wing l evel), and those who value promotion less (and therefore perfor-

mance outcomes less) to seek lower organizational levels.

The effects associated with different career stages may appear as

changes in the values placed on membership and performance satisfact ions .

Thi s Study used a membership satisfaction average to performance satis-

faction aver-age rat io to examine the relationships between membership,

satisfaction , performance sat isfaction , and overall job satisfaction

with the work situat ion f~~r different career and organizat iona l groupings

of respondents.

As a group from higher organization levelc is consIdered , one shoul d

expec t a stronger association ot performance satis faction with overall

job satisfact ion and a woa~er association between meiitershlp satisfact ion

and overall job satisfaction .

From the initial few months of active duty until somewhere between

the fourth to the seventh year . officers may value membership outcomes

more than performance outcomes . More specifica lly , membership satisfac-

tion should be a stronger predictor of overall job satisfaction than

performance satisfact ion is. Because a number of phenomena interact with

an officer when to enco~.rage the quest for promotion , performance satis-

fac tion should rapidly take over as the predominant predictor of overall

job satisfaction.
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Suninar~

Activities I n  the work environment genera te ou tcomes--experiences

that are perceived as adding to or detracting from one ’s sat is .rtion

with the wor k situation. Act ivities and associated outcomes are not

liri ted to those efforts expended toward achiev i ng organizationa l goals.

On the con trary , a si gnificant amount of time and effort nay be expended

in activities which the organ ization allows but does not benefi t from

direct T~ . Tht~ Porter-Lawle r-~1ackma n paradigm of h~snan na ture encourages

a systems view of people In work situat ion s . People a re comple x ; they

operate in enviror~ ents w$iiLh provide many experiences not directly

related to job performance as il l ustra ted with Roy ’s example of “Banana

time .” Thn i niivi du a l ~in associate outcomes and their related satis-

factions w ith sp*~~ fic ~erfor—~ancp of duti es or with simply bei ng a mem-

ber ~~f the or gan i zat io n . Manage rs need to be awa re of the work environ-

rrt-’nt o~ tccries t~ i t nr~- loyees va l je and whether those outcome s are esso-

ctat ed w i t ~’ rer ’orr~ance (rewar~s/penaltIec for good or bad performance)

or wft ~ si mp ly ~- ein r a ~~r~ er of the organization . Because the motiva-

t~~ons of worker s nan~e w it h ti-i’ and longevity , the Air Force officers

~n’~t i tu t~ ni the car~p1e populatI on for this study mig ht be expected

to re -tort stronger relationsh ips between per formance satisfaction and

overall job sat isfa ct ion as both years of service and organizat ion

l~ v~ l incre se . 
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U I .  Methodology

~~ general approach to examining the issue of membership satisfac-

tion , job performance satisfact ion , and their relationships with overall

job satisfaction was to gather data concerning the work environment from

~ samplr 0’ workt’rs . ~esponses to twenty work environmen t characteris-

t~cs , years of se r v iit ~ in the Air Force and level of assignment were

analy:ed. This chapter discus ses the dat~i collection in ~rument , the

s~~p~e population . thi ’ for ’ of the data coll ected , definitions of varia-

bles ~st~d in ana l ,-sis , and the anal y tical techni que s used to test the

;~ot -’wse s .

Instrumen t

~he M4I~~er shi ~~-Per~orr’ance Questionna~ r1 (~~N , Appendi~ A ) was

develope d and ~c sd ~or data co llect ion in support of this study . Respon-

drflLS , w~’o as n o t.~ 1 earlier were students at two Air Force schools , were

asked ‘c’ answer questions as th e y rertained to the ~ob they held l ongest

at th ei r d .~tv sta ’ io n ir rp~ 1 t ~~l ,  r’~ r t o attending sc hool (MPQ p2).

S e c t i o n  I . Section data was analyzed ~n a separate research pro-

~ect. T~~e streniths of 12 work characteristics were measured :

A h i l i t - , ~ti1i:atio n

Ach ie vemen t

:~ct1v it y

Authority

Creativity
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Independence

Moral Values

Recognition

Social  Service

Var iety

Measurements of the strengths of the other ei ght characteristics were not

attemp ted because the researchers believed that respondents would have

to formu late answers based on a sense of satisfaction with those outcomes .

~~~r exampl e , a ~uvstion concerning the amount of pay would likel y gener-

ate a satisfaction related response . The question s were designed from

the r—at ~f ~~~~~- t~ o~ 1 of the Job -i agnost i c Survey (Hackman and Oldham ,

1Q~ 4 ) ,  ~s i n~ a flv .~ p oint scale as in this example:

Th what ex ten t does your work situation make use of —your ab i l ities and
~~‘ I l l s  ~ 

B • • • ‘ C I) E

Ver , little. I se~- I sometimes have t~-e Very much . Mos t
icx— have the chance chance to make use of the time I
to do th in i c that of my abilities and have the Opportu-
are s~ i ted to ‘—~~ sh ill s . nity to do things
ab i l it ’es and cu l ls , th a t are well

suited to my V
abi l i t ies and
sk i l l s .

~ectio n !I. The long -Fomni Minn esota Satisfaction Questionnaire

(x ~~~~), used by permis sion of Vocational Psychology Research , University

of xlinnesota, (Weiss . et al . 1967). constItuted Section II of the MPQ .

Letters author i:inq use of the P’ISQ in data collection and as part of this

thesis are inc luded at Appendices B and C. The MSQ. a copyrighted and
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well va lidated instrument , measures satisfactions with these twenty

work environmen t outcomes (parentheses indicate the variable name used

in anal y si s):

1 .  ~~~~~~~~~~~~~ 
...!‘.‘ l.. r’ The chance to do things for other people

(SOCSERV).

.~~. ~~r , - , t i - .- :~~~;. The chance to try my own methods of do i ng
the job (C~~ A TIVE ).

~, ~~~~~~~~~~~~~~~~~~~ ~e1ng able to do things that don ’t go
aqain’~.t my conscience (MORALVAL).

4 .. - ,- . The chance to work lo ne on the job

~ : ~~~~~ ~~~ ~~~~ -

S. ‘ .. The ~b~ n~ s’ to do different th in gs from time to
tl’ ~e (VA ~ I [TY).

•
~
, chance to tefl other people what to do

(A ~ - T . 4 ~~~: T )

The cha nc e to do something that
i h , ’~, c e r ’m ,’ ab j li t i es (ABILUT IL).

: u :  ~~~~~~~~~~ he chan te to be “somebody ” in the coninu-
r i ’ , (s ~’ ~~~~~

-) . ~ .- • r- -~ .- , - :~~~
-
~ ~

- ‘ -~~~~~~! ~~~~~ • The policies and prac-
tl (es of v-r A ’r ~~rce toward its members (AIPOL !CY).

- - e -  ç~ ~~~-- ‘ yrj~ r’ ~~~~ he way n’~ boss handles
nr~~ra tes  (~~~P~~P ,

~l. hc’ way my .~ob prn yid e~ for steady emplo~~ent
(
~~ ~~~~

1 ; - C r ;  - . ~~ ~
. W’ ,- p- ~, and the amount of work I do (PAY).

13 . w ~- x  
~~~~~ ~~ c . The womb ing conditions (~~RKCOND ).

14 . ‘ - ~-~~nr , The chances for advancement on this Job
~4 ’v .~ C F )

~~ ~~~~~~~~~~~~~~~~~~~~~~~ .~:;iCa . The competence of my supervis or
~n -~ahi n q decisions (SUPTECH).

- 
~~~~~~~~~~~~~~~~~~~~ The way my co-workers get along wit h each other

(C OWO RkF ~ S ) .
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lT . : ~~~ r ; , The freedom to use my own judgment
(RISPON)

~.- ~~~~~~~~~~~~ The praise I get for doing a good job
(R [C.3G).

19 . ~~~~~~~~~~~~~ The feeling of accomplis Pinent I get from
the job (ACHIEVE).

0. -~ ~~~~~~~~~~ Being able to keep busy all the time (ACTIVITY).

(W e i s . et al , l967 : l -~ )

~ e ~c~eStiO’1 c are asked ‘or e a c h  MSQ character istic, and each of

those -;.~esti on s is separ ated ~r~~-- the others by nineteen other questions.

-or e*ample . :je stion s 1 ) , 39, ~~~ Q , and 99 address ability utilization .

The cr’ o~ trece in d I -~1 - ~~a~ scores was .4ced in a n a l y s i s  (AB I LUT IL • Q19

• • ~~~ - -~ • 79 • ~~~~~ Tb. t1ev. lo~inent of other composite variables

Ic ad .lresced later in th is  ~bapter .

Sect~ or-~~~ I. Res~ond~nts assoc iati on o ” work enviro nment outcomes

wit± performance o~ dut ’ ’”. a nd  ~tb e r  as pe ct s o’ being a member of the

or~ani :it 1on ( - r ’ in l :a t’- r  ~~v~bercbi;~ was recorded by Section II!. For

l~ 0~ t ’~° .‘~~
- OutcomeS conc~ dered .- the VP . a series of three questions

w~~r~’ .asl ‘-‘1 , 0”s-’ to deterini”. i f  P ,. o~~ ~rw
- was present , one to measure

t”e ass iat ion w~ tb :- er ’or~- a r re  a l o ne , and one to measure the associa-

ti on w ’ t b  “w~~berçh’. . r~~ c ia - p ie , inte ract ion w ith  co-workers was

addressed ir t h i s manner :



Does your work environment prov i de you opport unities to intera ct with
your co-workers ’

a. Yes
b. Pio

If “‘xo , pleas e ski; to question i~ 7.

~ppcr tun ities to l nt e r a . t  w i t h  o-worker~ occur when I am performing my
tiut 1~ s

B C (

Stron ;l y isagree P~either Aqree Agree Strong ly
2 saqree ~,or ~1saqree Agree

;port.4 n~ tles t~ i’~te rai ’ t i~1tb co-workers occur sln~ ly from being a mem-
ber c ’ t’~.’ orqanl :at ’ n .

B C ‘ D [

St rorc ~l.- i c a ~~re, ‘~ei !her Ag ree Agree Strongl y
:- 1.agre.’ ‘~~r : - i s agree Agree

‘re a S c ~r i ; ’t ’ or ~s”d in the develo~ nent of Section III was that four

o’ the wo re  pnv~~r-p rriert ch ar a ct e r i stii c (organizat ion policy , job secu-

r 1t~~, ~ -r-~-er s . i t i- r . an~ ph y s ical wrr bin g conditi ons ) w i l l always exist

t~- some drw~ree . F~~r t~’oc.’ fou r face ts , onl y the latter two questions

wer e  ;-resert .’d

TP’. oppnrt .~n 4 t , - to se;araH,’ a sso ciate a work env i ronment outcome

wi’ ’ e~tPier , both , or neither pprfcr”~a nce or r~ ’-t ershi; al lowe d signifi-

can t  freedç,r’ ,‘ rec ;o rse . However , one recognized limi tation of the MPQ .

in terms o’ free lc ’- o f response , was the use of the ‘O MSQ scales . Other

resear c hers have recc~nmended using more facets (Tuttle . 1975) while scine

well  know n instr um ents (the Job Diagnost ic Survey for instance) use

lp~s (Hackma n. Oldhar , 1974).  luttle ’S list is prese nted in Appendix F .

The W 5 T . with its associated 20 sca les was chosen because:
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(1) It is a w e l l  v a l i d a t e d  and wide ly used Instrument . The

researchers associated wi th formulat ing the MPQ opted to build the

instrument on the foundation of a validated questionnaire .

( . )  The MPQ was developed to collect data for two research

projects, the other being an attemp t to replicate previous analysis

c onducted on data collect ed with the ~~Q. Consistency of data co l lec t ion

in St r~r~ent s was I mportant to the results of that study (Talbot, 1979).

Sec t ion i~~. The “ci; ;-r h measure of job s a t is f a c t i o n  is used to

obta in .i -iloha l or overa fl -~easurc of job sat isf act ion . Equa l weighting

of the ‘our ~ues t lcv ~c is used to obtain a siri ~ le sum representing overall

s a t i s~ a t i o n . n~ v a l i d 1 t~ of the ‘~oppocb measure used in this manner,

was tested by ~‘c ’ii cho1s , Stah l . and Man l ’v  who concluded :

:.ltho~~h developed over 4 years ago , Hoppock ’ s iob satis-
faction measure appears to have si gn i ficant ut ili ty In
contemporary organi zationa~ research . The measure performs
w e l l  when exa~’ined in ter— s of its  d ist r ibut ion , construct.
convergent, and conc urr,~nt va l idities and reliability .
~~~~~~~~~~ the measure ;‘er ’or~~s cons i ste ntl y when applied
to  a v a r i e t y  o~ sample populations inc luding many different
i- ~t’ c a t e ~ or 1es , or~jan1 :at1onil 1eve1~ , and demographic group-
i n - c . The a~ !borc ~onc~~ c~er t lv SuQgeSt Its use as a ccinpro—
~‘ic ~’ hetw ~er the l ength y , sop h i st icated job satisfaction
inc rr,..rts and the inv a lidat ed satisfaction questions often
f~~~nd in survey :aec t io nn al re s .

(w ç Pi ic hols , Stahl . and Manley , 1977)

~ltPi ough t he responses t o  two ~f the four Hoppock questions are

normail, reversed , the MP presented responses to all four questions in

the sane order . There $ 5 no evidence to suggest that this failure to

reverse two questi ons should have had a significant impact on results

(Mc N i chols . June 1979).
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Section Y.  sine demographic questions addressed age , sex , mar it al

status , rank , tota l  years in the Air Force , job leve l , aeronau ti cal

ra t ing , educat ion leve l, and reporting o f f i c i a l .  This data is s umarized

in Appendix B.

Ins tr~rient V a11 d 1t.1. Section III of the MPQ has not been validated .

The questions ask subjects to consider two features of the work environ-

ment (membership and performance) and the work characteristics associated

wit h them . People o~ -,-- not be accustcvned to making these hinds of associa-

t i ons or considering their work environments at this level of aggregation.

A draft vers on of trt ’ instrument was dis trib uted to 24 Air Force officers .

~- c~’~’ responded without registe ring confusion or uncert ainty , but others

did not underst and some ~f the questions. Following in-depth interviews

o’ four sibjc ts of this trial test , their r-ecolTvlendations for Improving

cla ri t ,- were ~ncorporated 1nt~ t he  fin al version of the MPQ . An analysis

a’ respondents ir~erta 1nt ,’ and the relative dependence of responses is

presented In Chapter ~~
‘, - The MP apparentl y did separatel y measure the

associat Ion o’ facets wi th  m~~ibe rsh1~ - and performance.

n retrospect , the ~in i1 version of the MPQ may have been too long .

Th~ M~~’~ asked resp”-n di n tc to c~ ns 1 der srrw work outcome s nine separate

times: one In Section 1, five in Section I .  and three in Section III.

One respondent cciulnented on a returned questionnaire: “This Is a per-

fec t example of inter na l validity being carried to a ridiculou s extreme .TM

The length and repetitiveness probably worked against the return rate .
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The instrument was distributed randomly to 575 students In two Air

Force Professional Military Education courses , Squadron Officers School

(SOS ) and A ir Ccitinand and Staff College (ACSC) .  SOS is a nine week

course stressi ng coninunicative s ki l ls and group participation in problem ¶

solving for first lieutenants and captains . ACSC enrollment lasts for

ten months and Is designed for majors and major se lectees .

Two ch a r a cter i sti ~.s of the AC~ L student population may ha ve caused

some bias for any attempt to general ize to a larger population . The

f i rst  is that Students are chosen to attend AC SC by virtue of their

corpetltive milita ry re ords . They are on the whole very successful

or have been perceived by the Air Forc e ’ s schoo l selection board as

having above average potentia l for increased responsibi lity . This aura

of success ~“~ay influence the reported leve ls  of s a t i s f a c t io n  w it h  the

overall wor4~ e”virorine nt as well as spec ific facets. Another potential

~las comes from the length of time students had been away from their

for’r~r jobs’--A C SC graduation was scheduled wit hin two weeks of the date

the Mr) was a~~’infctered . so most respondents had been away from their

prey lo is  work Pnvi rOTlT )Qnts in ex cess of ten months . This time lag may

hay” caused inaccuracI es In identif ying a facet as associated with per-

fo rmance or mert*rship and/o r other inaccuracies in responses .

Two factors mi tigated against a higher return rate (46.4~.): (1)

The l eng th of the questio nna i re may have discouraged some students

from completir,q it. The course In both schools is r i ç r u s  and free

‘line is dear. (2) ACSC students were preparing to nurø their families

to new permanent duty stations and had little time for non-essential acti-

vit ies . In addition , the AC SC students had just completed a lengthy end

~f course survey .
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Demographic data si.nnaries are presented in App endix D. Although

respondents came from un its through the Air Force the homogeneity of

the sample stands out. About 75 percent have accomplished some g raduate

leve l education , 4’ percent have master ’s degrees. Ei ghty-three percent

are married , 66 percent are captains , 68 percent came from wing or

squadron lt~v,~l jobs , and 94 percent are male. One factor that may be

si gn i ’icant in the interpretation of results is the career stages of the

respondents. Nearl y all students are in the competitive stages of their

ca reers- -no t having deci ded to leave th~ AIr Force and not having been

passed over for or successfu ll y made promotion to major . Homogeneity

could be a sourc e of bias in the sample (for generalization purposes)

fri that perceptions of the work enviro nment may not vary enough to be

representative of eith er the Air Forc e officer population in general

of to broader defin itions of work groups.

Four cases (Tables I- IV) were selec ted from the data base to pro-

vide an overview of the types of data collec ted by the MP$~. “Presence”

‘s th e rec;~~nse to questions 1- 12 i ndIcating the degree that a facet Is

perceived to be present in the work enviro nment (from 1-very little to

~~-y e r ,~ iU b) .  “Facet Satis faction ” is the sir of the five MS~ questions

rel ated to the facet and can range from 5-not satisfied to 25-extreme ly

satisfi ed . “Associatio n ” is the response to the question of facet

association wi th melTtership arid performance . A 4 or S indicates a posi-

tive associat ion , a 3 Indicates uncertainty about the association , and

a 1 or 2 reflects that the respondent does not associate the charac-

teristic with mertershipfperfor~nance . An X indicates tha t the facet was

not percieved to be present in that respondent ’s work envirorunent.
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Table I
Response from a Squadron Leve l Pilot (Captain)

Rank : Ca p tain Education Level: BS Hoppoc k Score : 18

Aqe: 25-26 Aero Rating: Pilot (primary fl ying )

Un it Level : Squadron Years in Al: 5

Presence • A ssocia tjon
- - 

(1-5) S tis tion Performanc e M~ tership Face t

2 13 C 4 SOCIAL SERVICE

3 15 4 3 C REATIV ITY

3 C x X MORAL VALUE S

4 4 3 INDEPENDENC E

4 14 X X VARIETY

1 11 x X AUTHORITY

3 IC 4 3 ABILITY UTILIZATION

8 4 1 C 4 SOCiAL STA I1JS

9 -- 10 4 4 Al POLICIES
1 — 13 3 4 SIJPERVISION-H.R.

IT -- 15 3 4 SECUR I TY

lC -- 11 C 4 CON PENSAT ION

13 -- 15 4 4 WORKING CONDITION S

3 15 3 3 ADVANCEMENT

15 - -  13 4 4 SUPERVISION-TECH

16 -- 4 4 CO-WORKERS

17 -- 13 4 C RESPONSIBILITY

H C 12 X x RECOGNITION

19 C 13 X ACHIEVEMENT

20 2 10 ACT IV ITY

• Cas h 
~wans not measured by the MPQ .

~ means outcome was reported not present n work environment .
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Table II

Response from a Squadron Level Nonrated Captain

Rank: Capta in Education Level : BS Hoppock Score: 20

Age: .
‘ 7- .~ Aero Rating : Non-rated

Unit Level: Squadron Years In Al: 5

‘Presence ‘As sociation
(1-5) Sati sfa ct ion Perforr~ nce Men~ersh~p Facet

5 20 4 4 SOCIAL SERVICE

C 4 20 4 CREATIVITY

3 2 19 4 3 MORAL VALUES

4 3 It 4 3 INDE PENDENC E

5 5 CC 4 4 VARI ETY

4 ,~I 4 4 A~ THOR ITY

7 4 16 4 4 ABIL ITY ~‘TILIZ AT ION
8 5 14 4 3 SOCIAL STATU S

- - 13 4 4 Al POlICIES

10 -- H 4 4 SUPERVISION-H .R .

11 - - 19 4 SECURITY

-- 1 7 4 4

13 - - 16 3 4 WORKING CONDITIONS

14 3 20 3 ADVANC EMENT

15 -- 18 X SUPERVISiON-TECH

H - -  19 4 4 CO-WORKERS

17 -. CI 4 3 RESPONSIBILITY

18 3 20 4 3 RECOGNITION
19 3 18 4 4 ACH IEVEMENT

4 21 S ACTIVITY

• Cash means not measured by MPQ.

~~X means outcome was reported not present in work envIronment.
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Table III

Response from an Air Staff Major

Rank : Major Education Level: MS/MA Hoppock Score: 18

Aqe: 35-3~’ Aero Ra ting : Non-rated

Unit Level: Ai r Staff Years in Al: 1 1 - 1 3

Presence ~~Assoc iati on
(1-5) Satisfaction Performance Membership Facet

4 4 SOCIAL SERVICE

2 3 14 4 3 CREATIVITY

3 1’~ 3 4 MORAL VALUES
4 4 18 4 C INDEPENDENCE

4 20 4 4 VAR IETY

3 A 4 2 AUTHORI TY

7 4 14 4 ABILITY UTILIZATION

3 10 4 4 SOCIAL STATUS
- - 10 4 .3 Al POLICIES

10 -- 1: 4 4 SUPERVISION-H .P.

11 —- 20 4 C SECURI TY

1.’ -- 5 C 4 C~~PENSAT TON
13 - - 4 4 WOR kING CONDITIONS

14 .‘ P x ADVANC EMENT
-- 4 4 SUPERV ISION-H. P .

16 - - CC 4 4 CO-WORKERS

1’ - - 11 RESPONSIBILITY

H 3 16 4 2 RECOGNITION

19 3 15 4 3 ACHIEVEMEN T

20 4 20 4 3 ACTIVI TY

• Cash means not —‘.‘~s~red by MPQ .

‘‘ means outcome was reported not present In work environment .
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Ta b le IV
Response from a PhD Captain

Rank: Captain Education Level: PhD Hoppock Score : 21

Age : 31-32 Aero Rating: Non-rated

Unit Level: Other Years in Al: 6

Presence ‘ Assoc iat ion
(1-5j Satisfaction Performa nce Membershlp Face t

1 5 21 5 2 SOC IAl. SERVICE

2 4 15 4 2 CREATIVITY

3 1 1 ? x MORAL VALUES

3 4 H 4 C INDEPENDENCE

5 3 14 X VARIETY

6 1 12 4 2 AUTHORITY

7 4 13 4 2 ABILITY UTILIZATION

5 20 4 2 SOCIAL STATUS

-- 10 4 4 AU POLICIES

10 -- 9 X SUPERV IS ON-H .R .

II - - 1; 3 4 SECURITY

- - S 2 4 COMPENSATION

13 -- 10 4 3 WORKING CONDITIONS

14 5 13 4 3 A DVANC EMENT

H - - 12 2 4 SUPERVISION-TECH

16 - - 20 3 4 CO-WORKERS

17 - - 19 5 2 RESPONSIBILITY
18 3 16 4 2 RECOGNITION

19 S 19 5 2 ACHIEVEMENT

20 5 18 X ACTIVITY

• ash means not measured by MPQ.

~~X -ieanc outcome was reported not p resent In work envirorunent.
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L!L~X Y~rIaPi~
At the firs t conceptu alization of the membershi p/performance con-

structs , the researcher tended to consider them “either-or ” phenomena .

reasoning that a worker would associate a characteristic or a work

environment either with the performance of duties or with other as pec ts

of membership ~n an orqanhzat1on . In order to avoid forcing this per-

spective or respondents , Section III of the MPQ was built with the

potential for great freedom of r.~spon se. Th i s f reedom led to a wide

range of variables and c crib i nation~ of v ariables to be used in anal ysis.

Three c ati ’”iries of assoc iations ~~re Important to this study . The

ateqories were ciefined ~~, comparing the paired association questions

~r,~s~’rted ‘or each facet:

• Performance Cmn 1~ Assc’Jat ions. Responses which
positivel y assoc iated an outcome onl y with
per fo rma “ce.

Examp le:

Opportunities to Interact w ith co-workers occ jr when I am performing my
duties.

~r 1)

A B C • • • 0 • • • • • E

Stro r~~Ty :~isaq rec ‘wither Agree Agree Strongly
Cisagree Nor Disagree Agree

Opportunities to Interact wi th co-workers occur simply from bei ng a meni-
her of the organ ization .

(:.~rc~’ A , P - r C)

A B • • • • C • • • 0 • • • • E

Strong l y Disagree Neither Agree Agree Strongly
Nor Cisagree Agree
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ij
2. MembershIp Only Assoc iations . Responses whIch

positivel y associa ted an outcome wi th membership.

Example :

Opportunities to be recogni zed occur when I am performing my duties .

~~~~~~~~~~~~ A . 8 :

A B C • • • • • 0 C

Strongly :isagre e Neither Agree Agree Strongly
Cisagree Nor Disagree Agree

Opportunities to be recognl:ed occur simply from being a member of the
organization .

- ~~‘c~ - fl ~r

a C . • • • . D ~ ~ C

Strong l y :isaqre e Neither Agree Agree Strong ly
Ci sagre e Nor :)lsagree Agree

3 . Membership and Performance Ass ociations . The
outcome was associated positivel y with both mem-
bership and performance .

Example:

2rport~ nf ties ‘~o be active much of the time occur when am performing
—y 1~ ti es.

~ ct - : ~r F )

• • • . • C ‘ ~ D (

Strong 1~ Cisagree Neither Agree Agree Strongly
‘isa qrec Nor Disagree Agree

Opportunit ies to be active muc h of the t ime occur simply from be i ng a
member of the orga nization .

(~~~~‘~~~e 1’ -~~~

A • • • • B . • • C . • • C) • • • • • C

Strongly Disagree Neither Agree Agree Strongly
Disagree Nor 2- I sagree Agree
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Two other categories of responses were examined but were not considered

significant to the overall anal ysis effort:

4. Neutr al. Both performance and membersh ip associa-
tions were reported as C-- ”nei ther agree nor
disagree ’ .

S . Low . Both performance and membership assoc iat ions
were reported as A or B-- ’disagree °or ”strongly
disagree tha t the outcome was associated with
r e . ~~e rsh I :~ 

/ pt ’ r 1or~~ n e -

~i t h f n  th ese t~~ ~ategor fe s ~i ntriber of var iables were constructed

to ~iss ist a n al -,’sis : (P1 th uou ;h P.C are the va ri able names for the

quest ions associated wi t~- r~ rformance ; Ml th rough M20 are the var iab le

names for quest ions ass~~iated with membersh i p. In all cases where the

notat1c ~v- ‘i ” i~ 4c vd . 1 va r ies  ~ ro” 1 to 20).

1 . Performa nce 2r~~v ;~sso~~~~ t ions:

P V A I C i :  ( Pi’r ’c- r— i r - ~~’ M a . —  c~~rt  i)  = 1 if  N 4 or S
anl “i 1 . C. or ~~.

pMC 7~~ T: (~~erfc ’ r-~~n~~ Max -Co 4r ’) •
PMC C1 Cti T is t h~ fl~f’~pr o ’ facets the ind ivj d ,~al
as Sc’ i-i t v d w i t h  pt’r ’c’r~-ar r onl y.

(Perfo r.r~in~ c “.a~ -Score I - facet satisfaction
score f r cr the ~Sc I~ P’~J~~ -. i • 1. 10,- e’ample ,
If PMA l~ 1 • 1 for case 151 , PMAXS 1 for case 151

~ould be the value of the variable SOCSERV. the
satisfaction one derives from being able to
serve others in the work environment.

PMSC~~E: (Performance Mar-Score ) 7 PMAXSI
~~SCORE represents the st.ri of MSQ facet satis-
factions for the outcomes wtiicP’ an individua l
assoc iated with performance alone.

PMSAVG: (Performance Max-Score Average ) PMSCORE : PMCOUNT
PMSAV& represents the individua l ‘s ave rage sat i s-

* faction with performance related outcomes .
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MembersPi ft Onl y Associations:

MCi: (Membership Max-Count I )  • 1 i f  Mi • 4 or 5
and Pt • 1 , 2, or 3

~~MC O J~%T : (Membership Max-Count) • MCI
MEMCOUNT Is the number of facets the individua l
associated with membership only.

M Si : (Meet~ersh1p Ma .-Sc ore I) • facet satisfaction
score from M’~~ if MCI • 1 . b r  example, If
MCi 1 fo r case 152 , MS1 for case 152 would
b.’ t~~e~ y a l us  of the variable SOCS[RV . as in
~~~A * ’ ~, above .

~~~~~~ “ - :~~~Mc~’~tie rsh p Môx— ~~c o r s .)  • USi
Uf ~

,DY 2~ is the sir of P150 facet sa t is fac t ions
‘or the outcomes which an in d ividual associates
wit h meribershi ç alone .

U ’ ( ,’Y,- (
~~crt~,’r’,b j p  ~ a * - ~~~or~ Average ) • MCMSCOR [

~~~~~~~~~~~~~~~~~~~~ ~‘I~’SAVG is the ind ividua l’ s average
sa ’ I s’a’ ‘. H n r  w t h  ~c~it~~rs h Ip related outcomes.

~~ . r051~~~~ asso ~ tat ions with both ~ei~er shi p and

(‘—~- -. i~~j-,~
. “~~ horsbi~ - and Performance Count i )

1 ~‘ N • 4 or ~- and ~i • 4 or S

~~‘P ~~~ ‘~~: (~‘c*~, 1ti v p 
U. bprsh~ and Performance Count)

• P~!PI . ~~~~~~~ is the nisnber of facets
‘be in dividual as socia ted positivel y with both
~i~ tersh ‘p lrd ~~~~~~~~~~

~Po S i t l ~~(’ 
U(-l~-,Prc b i p  ~~~ Performance Score I)

‘acet ca t i s~act 1or sc~ r( from MSQ If P$Pi • 1

~~~~~~~~~~~~~ (ro’,it 4~~’ “e-itwrship and r-erformance Score)
p PMPSi . PMPSCORE is the sijii of P150 facet

sa t i c f a’-tlon s for thc Outco mes tha t an m dlvi-
d~al associat ed with both “e~’ihershIp and
performance .

P”b~ A~C,: ( Pos it iv e  Membersh Ip and Performance Score
Averag e) • PMPSCOR E : PWPCOUNT. PMPSAVG is
the ind ividua l’ s average satis faction with
ou tcomes assoc iated positivel y with both
inentershfp and performance .
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4. Neutra l associations with both membership and
performance.

Ni: (Neutra l I) • 1 if P1 • 3 and Mi • 3

No other neutral associati ons variables were formed.

~
- . Negati,e associations wi th both membership and

performance.

• I if  P1 • 1 or C and Mi • 1 or C.

“ci other varlah )rs were ‘o rned .

p -
~ t ~‘ sec

“1 r ”i:a~~i~~’- i~ -~~ers~~1; satisfacti on and job per—

‘~~r— .ifl e c a t i s f ,i t’o ,’ are S e r i r a t e  and distingu ishable

;o,’r.~—,” ,i t ‘-at •:bari terl:e ~~ir~ enyirorynents

ro-- ~‘~e ~t cer ~a ~ns o se v era l  ~ ~~ r i s  
~~
‘, a”~ rt searchers , the work

s u a ~ i ~r , ~r 1 , 1r1 ‘j :’ ” i’ic ac :~ ci ’ rf uired duties and the environ—

~~‘r ’~ I n  ~~~i. ~
- 

~“e , a r , 
~~~~~~ 

y- o~ d be examined as an open system

(~ a 1~~” ‘at: . ~~~~~~~- . ~~~i • ‘ er in~ Bri wr . 1~~~-~ - . The Porter-Lawler-Ha ckman

~‘ ~~r i r  r~ r~~- ¶ e ~j in Cha rter I I leads to the premise

~~a! ;~~op
’ie In- and r~~ - i in w it h or~ an 1zation s for something n~re than

rew ar ~ s ~~
‘ t P ’pl r ‘— rw1 i a~~p lutloc . Hl attecnpts to establish the frame—

w~ r~ o’ i w’r c’rcP’1p~ perfor’.an~e viewpo int that includes the duties ,

erv i r~ ri—er ’ , anI t i—x ’  pe rsp ective present in the- work environment.

Th~ anal y s i s of Hi involved testi ng two secondary hypotheses :

~1a 0es ponce~ . to ind ividua l nientersPiip and performance

associati ons question s are not hi ghl y correlated .
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Responses that dencnstrate strong positive correlations mi gh t

indicate that the respondent was recording his or her sastisfaction

level with tha t ~~~~ rather than the association with membershi p or

performance. Pearson produc t-moment correlations were con~ uted for each

pair of association ~ estions . these are zero-order correlations because

no controls f~~r ~~~ Influence of other variables are made (Nie , e t al .

“lb ~. erta in work rriironment charac teristics are

asso~iated ~.ith performance alone , others with

~~‘tershI p alone , and s t i l l  others w i t h  both me ii-

he rchi p and perfornmNf .

‘ ,‘ “ ,- h ~.ç~~~s’ .~ ~iv 1si o r . of assoc iations was-

i~erc ’ l; Both Neutra l Association

~rea t ivit, - A i r  o r e  ~c ic1al ‘..‘rv i ce ‘icine
-, Moral ~‘ii ues

Va r ie t y
Abil i t .  m~r~ Soc i al Statu s

I I :a or Cor.~ It  ~~r,c Superv ision —
•~r’.ar. ~, ‘lat’onc

~~p.’ rv4 s ç~r -  ‘T,~,1 ~r t
•
*‘ . “ r’~ il Co-wor kers

~ecp ori c ‘ l i t  • Act v ‘i t t

~i c ’ ~ise was i~ ,a- i red to deter~- ine  into whic h of the five categories

!P~ acc~ c i a t 1on -
~~~ ‘~a h  ‘ar c’t fell in order to provide ins ight Into the

d ic tr ib ~ t’or of ~r..-tie rship_pe rformance assoc iations for the sample- -the

de te r~r1r- a t 4 on if cps-’ if i facets were assoc iated with membership, per for-

—.~inc e, or h’~th , as e~pc’ t~d.
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~i2 Orga nization rne~vtership satisfaction and job

perfo rmance satisfaction are two primary deter-

minants of overall job satisfaction .

1.sing ‘iu ltip le stepwise regression s (Cohen , et al , 1977) with

Hoppock Job satis faction score s as the criterion variable , the predic-

tive power ~f P~ SAVG , MEMSA~G , and PMPSAVG were con~ared with the pre-

~t i t ive ;ci wt r of th e 20 “SC’ s it i sfact i on scores . The adjusted R ’

v a l ues o’ tht ’ two regression “~o<ieIs were e~p~ ted to be cor~iarable

A se~ond c ,~’-~ ar ison was sade ~~~~ bu ild i n g a stepw ise regression model

w i t h  a l l  3 v a r i a b i t s  ~r - -o- ’ p~’ t 1 t1on . ‘h.. three score averages were

e ipe te~ to ,. — t,.r t’~. ~~ ua t i  on early and ex rlain si gnificant portions

0 ’ t~~” ~ir ’an~ e in •‘ - ; p - ~

b~~r, e~ i s •~. ~~~~~~~ rati o of -v’’t*erchi; satisf action

¶ - ~ p.r ’ ’r’s,j r .’ sat l s ’a (ti ci n for which overall job

s a t 1s ’a c t i o r t s ad’~il:f. 1 .

depi c ts  ~ow the data base was divided into three groups

accord i r~ ~~~ 
- -
~,~~

-
~~i ’  ~~ satlc ’ic t lo n ~~or~~: l ow ( i~~.4’~, N .  35);

—w’ ~1 r ( .8~ . ‘~ 
= l~ 

- . i ’ .~ 
‘—i ~~~~ (I - .-~~~ • ‘~ • ~~ . ~he ratio of

~verage ~4 j ~~rç h j ;  ~ it1c ~ a - t r ~r anl ave rage performanc e satis faction

- o —ip ar~’d us ing Student ’s t statist i c wi th pooled

~a r ia f lc C :

• ~~~~~~~ 
- 

~~
- - n ;!

~ -.
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Tests were conducted on these hypotheses:

a. H :  b. H :  • ; c . H :  ;~o 1 m o 1 ~ o m h

H :  
~ 

Ha : ‘~l ‘h H :  ;. ~ h

where 1 • MI”S.AV 21 PMSAVG for low group

• MfMSAvG : PMSAVG for mediir’ group

• MEMSAVG : PMSAVG for hi gh group

ii , pot h, ’ses A i nd ~ were cons 1 dered together:

i$ During earl y ~ireer stages , organization member-

sh ip s i t i s ’ic t ion is —ion~ strongly associated wi th

e’- a l l job satls ’act lon than is job performance

sa t  1~ fa~ t I ~n -

ar :f~; l i te r  career s tag e s ,  job perfo,~~ nce sa t i s -

‘a tio r , i s  ocre c ’osel y assoc iated with overall

Job sat i sfacti o n than is orqan i:at-i on membership

sati s ’ar tion

1a1 1 and ‘~arYie1 d ’ s work wit h career stages and Buc hanan ’s results

‘rcr 1 ,~~ it t ct.lI e s (Figu re C) point to init ial break-in periods or

earl y caree r stages during which people need to feel accepted by the

orga nization, followed by a period in which workers (scientists and

engineers ’ beg in seeking achievement within a selected area of endeavor

(specialty ) (Hall and Mansfield , l~~5:2O8). Air Force officers might

be con side red to be seekini achievement once they have conritted them-
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selves to the organization and begin structuring a career that holds a

potentia l for pronition . The exact point in t i me at which that occurs

may not e*ist--some second lieutenants are career oriented and have

long range plans whi le some captains with ten or more years of service

have not yet decided to stay with or leave the Air Force for other

career ‘te lds .

ii- , ;oth. ’st”. 4 and ~ were tes ted by dividing the cases into groups

a .co rd in~ to nisiter of ,earc in the Air Force . For each group , zero

‘ri~r correlat ion ~~e ft I~~ient c were computed for the relationship

between overall Job satisfaction ani three variables: PMSAVG , M [MSAVG,
L 

and P~~SAVG . An increas ing relati ons h Ip over time was postulated between

the sat 1s ’a~ tto n one associates with performance alone (PMPSAVG ) and

overall job sat isfac tion . ‘i~ ll ar 1 ,’ a dec reas ing relationship over time

between sa t ls ’a~~t 1~~r w Ith “~e’tershi p related outcome s (MLMSAVG and

P~PSAVG) and o ’te ra li Job satisfaction was ex pected.

M.•l~ ip1e Step w Ise regression was also used to e~ar’iine the relation-

Y’ip of ~~~~~~ 
w~Y S A V G and PMPSAVG with Hoppoc k scores as the three

p r e d i c t o r  va r i ab l e s were allowe d to cori~ete for entry Into the model.

~ H,r1r~; the c or—pe t itive career (while workers

p e r c e i v e  a reasonable opportunity for promo-

tion) workers at hi gher echelons value perfor-

mance ci~ t ones more high l y than do workers at

lower echel ons.

- 
‘n op ts of professional growth include the benefit to promotion

potential ~ experien ce at higher headquarter. H6 is based on the

4$
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though t that those who desire promotio n sufficientl y will gravitate to

hi ghe r echelons (MAJCOM and above). The data was divided as follows :

Gro~p O~~~nizat ions

Wing , Squadron

2 Air Staff , DOD,
JCS/Na tlona l A gencies

The groups we re compared by using zero-order correlations between overall

job satisfaction and job perfo rmance s a t i s f a c t i o n  ( PMSAVG) , membership

satisfaction (M[MSAVG), and satisfaction associated with both performance

and mentershi~ (P!4PSAVG). be relative importance of these three predic-

tor variables were then ex~ iiined by formulating linear regression models

for •‘a~ h qrcr jp of respondents , using Hoppoc k as the criterion var iable.

SLrrlary

The Mc”tiershi p-Performance Questonnaire , b uilt on a foundation of

the Minnesota ~it is fact io n Cuest ionn aire , added questions to measure the

strengths of certai n facets In the wor k environment and to identify the

,isc~~~ia t i o r o’ a fa~.’t w Ith organ ization rnentershi p and job performance .

h~ sar-i ;’le (‘, - .17) was drawn fr~ i’i the popula tion of SOS and ACSC stu-

dents in W a-c 197~ . ~ue to the sel e ction process, par ticularl y for ACSC ,

rec~its of t ” - i s study may reflect a populat ion bias toward success

orientat iv ~ to a degree not necessa rily found In the Air Force officer

corps as a whole . Responses to Hoppoc k , PISQ , end membership/performance

questions were considered interval date. Six hypotheses were presented

to be tested using data col l ected by the MPQ .
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IV .  Results and Discuss ion

This chapter presents the results of analysis for each of the six

research hypotheses , inc luding secondary hypotheses postulated and

tested in the course of examining the main hypotheses . A validity check

Ofl Section three of the questionnaire was conducted as part of the test

of Ml in order to determ i ne If respondents ’ answers to membership associa-

tion questions were highl y correlated with their answers to performance

association ~ueStions . The relative independence of these answers was

established and two pred y’~lna nt classes of associations emerged , Out-

comes associated with performance alone and outcome s associated with

k’th -v~-tersbi p and performance. Onl y one outcome was consistentl y

associated w i t h mt~ rtie r chi p alone-- pay . The relationsh ip between overall

job satisfaction and satis fa ct ion wit h the two classes of outcomes was

found to change at about the seven year point. Prior to seven years of

servic e , satisfaction w ith outcome s associated with both membership and

performance was s ig nifi ca nt as a pre dictor of overall job satisfact ion

wh i l e satis fact ion with performance outcomes alone was not. Beyond

seven i~ars a near reversal of those phenomena was found; while satis-

faction w i t h mpitership-performance outcomes became less consistent in

pr edictive power (si gnificant for some year groups but not for others),

performance satisfaction became a significant and moderately powerful

pred ictor for all year groups .

so

•
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HI Organization membership satisfaction and job

performance satisfaction are separate and

disti nguishable phenomena tha t characterize

work env i ronments.

Two secondary hypotheses were established to assist in testing Hl.

Resul ts of data anal ysis pertinent to these secondary hypotheses Is

followed by a discussion of Implications for Hi .

ul a Responses to individua l membership and perfor-

mance association questions are not hi ghly

c r r e i a  t ed .

Pearson product-moment correlat ions between both association ques-

t i ons for each ~~ et are pr. serted in Table V. Interpretation of the

corre Liti or coe ffic ients fol l owed this so~iewhat arbitrary al gorithm :

:~~~~~~~~~~~
oe
~~~~

1
~~ t Interp !~~tatiOn

r . ‘ Infer Weak Dependence

r . 4 Infer Moderate Dependence

.4 r nfer Strong Dependence

~ (~~r r P1a t lOf l  betwe en ic scrci at ion quest ions was not signifi cantly

l’fferer- t ‘ro—~ zero at the .05 leve l for nine of the facets, so no

lepe-c’lerce was demonstrated . ‘.nother seven facets fell in the category

r f  heini ; wea~ l - , dependent and for onl y four facets could the associa-

tion s be ident i f i ed  as either “-~oderately or strongl y dependent. The

associatI ons o’ individua l work environment characteristics with perfor-

~anc e and ’or e~~bers~- ip are not high l y correlated except for A ir Force
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Table V
Correlation of Membership and Performance AssoclatIons*

Face t C i r rela ti on S~q~~~icance n

Social Service .178 .003 237
Creativity .131 .026 223

Mora l Values .321* .001 97

Independence .053 .222 210

Var iety  .113 .051 210
Author i ty .089 .086 236

- 
. Abil ity Utilization .137 .019 231

Social Status .146 .018 203

A ir 1o re Pol i - .y
and Proc edures .5~ .001 258

Superv I sor-

~4 .rian Relations .133 .019 245

Sec ur i ty .001 .494 263

Compensat ion - .18.0 .002 263

~or kinq Conditions .51~~~~’ .001 262

Advancement - .029 .339 206

Supervis ion-
ec n n ical - ~~~~~~~~ .166 217

Co-workers ~~~~ .001 252

~e spcr ns ihil ity .071 .142 229

Recognition .019 .392 230

Achievement .OO~ .48.4 222
Act~ vity .176 .004 221

• Pairw j
~ e deletion of nii~ s ion data.

Moderate depend ence.

~~Stronq dependence.
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Pol icy and Practices and Working Condit ions . The pervasive nature of

these two characteristics may be the reason for the strong dependence--

the respc-ndents generall y associated them with both membership and per-

formance equally.

Hlb Certain work environment characteristics are

associ ated with membership alone , others with per-

formance alone , and still others with both member-

s Pit ; and perfori’iance.

‘~ie reported ass oci at ions are presented In Table VI . Three pheno-

~ ‘na di sp lay e d in th is table w i ll be addressed; the low ni.rther of facets

(one) associat ed with memb ership onli . the h i gh number of facets (nine)

ascoc~ atei po sit i~ eli with bot h ~wn1wrship a nd perfo rma nce , and the

~.~c : :nc .ec  w i  h assoc1~ited facets negative )~ with both performance and

Ex c e p t  ‘or co—~perc at io n 
e pa)- ) there was no clear association of

~.t-e tç with ~.~~j~ers b j p  al -~ne (Air Force p ol ic- ,- - and work i ng conditions

were a~ so e*pe~ ted). Th,’ c~~rrent nationa l economic climate coupled with

.i ; i . - increase ‘c i li n g th at prevents salaries ~ror- bee p ing pace with

— .i, be a pri~,ar, ~auco o’ this rerorted association . This

re~~.’t ‘r- d~c .itec th a t  ~~~ p op u lat ion ‘1~ec not clearl y associate work

envlronr’c’nt o~ tco~-es , other than ;-a.- , with c i ’~~l y being a member of

the orga ni zation . Of the nine facets e~rected to be associated posi-

tive l~ wi th both —~e-c’tershlp and performance, four appeared in tha t

ca teqori . Socia l service, variety, supervision-hi.snan relations, and

co-workers (expected) were joined by abil ity utilizat ion , moral values ,

A i r Force pol i cy. workinq conditions , and supervision-technical (not
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t’~~p e c  t~~1) - 
,) th .,ri t ,- was ~tt e-~or~ :t’d about equa l lv  as ~ perfori~ance

~ -u t cO -’)’ (1 - v ’~~’. ;‘ond ’nt~~ ) and a - ‘ ,w”ter’.P- ~— perfo rri a nc e ou tcome ( 1 l(

r..’spondent~ ) -

F ye o~ the el :‘:t facets e . p e - . t ed  t~’ be perfot,nance outcomes were

S~~~~~ d e ’ f l t  ‘~~ , ,.,.~~ t ‘ v i  t , , lndep,’nd e” C (. • v. ’:(~~1’flt - ~~S )Of l 51h1l  ity ,

.t’~~’~ i. ’ - ie ~~’’v ’nt (. 1 ~~~~~~~ ted) 4 o i n~.1 ‘.oc i~il ~- t a t u ’., ‘.e ir ity , rei o gnf—

lo ‘:, _ ~“. — 1 .~ - I ~ i t ,  ( .i 1 jne • ted tu - -
~ 1 e t e  the 1 i s c f won . ~nyl rim —

--
~~ ‘- t  c~- i ’ -~ . ter~ s .ics :‘r , - oa r ,~ . ~-~oc 1ated w i t ’ - e rf c’ r— a’~ r alone

t ~~~~~~~~~~~~~ ~-‘-r t ” e c .’.t1’ .’~~- :ti
-
~r ~~~~~~~ ascr ’ated ~ th indiv~ dua l

fa~. e ’ ., i ip:’s’ .i’~~ ‘ “‘  t h e  two t~~; ’ - -~~~- ’  as— ,oc Li t I ce s  n’ w o r k  c’:~tcomes

ir . .~‘-SOC ’.it1 ‘ ‘. 0 .‘ •t~~’- ’~’5 w It” ; - e r ’- - v—- -~~r. e alorc- and a s s o c i a t i c m n ’ . of

‘ .t m~
’i’s w’’’- ~~ .-V - ’  - - -.‘j ~~- ’ - ’i;’ ard per ” c’ v— v-~~~. ‘ C  l -~tter c l a c - , was

‘‘-sp..’ t ed . ,v ~~~er  . ~~~~~~~~~~~ 1’ a l ’  — .- r~~ ç~ ~ f ~P-p ,~~sp- - ndent ’, r- l~~ht

‘.
~~~~,, .,‘ r , ’. ’ i S t’ -  “ ;- ‘  I - ’ O C ~~iY ‘p- - ~~‘t ’ : ’  ~~‘c ’— ma --

~~i th an with —w ”ter—

~ 

~~~~~ ~~~~ .:: I 1 sp~ a , - t ” p’ rec ,, ! t ’ . 0’ t’ - at anal- ,’.ic ,

~~‘ ç — ~
- ’

~~ ‘ - ‘ . . ~~~,,1’~~~ ’.~1’’ . ..4 ’ ...’ C ’ r ’ ’ . ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~

~~, r ‘. -: ~~~~~~ ~ s . )  ‘ -h- - ’ ’- ’t C ’  ~-r e , e r . - 
~~~~Ci ’ ’ ,
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” r4 ~ ~~

•
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-
~~~~

‘ c- ol • — “  0’ •~~~~ 
•
~~ : Is  t i’1 l ev e d  tc - ,-e-~~1 5 t i ’ r  ur.ce rta~ flt~ -

- ‘ f . C~~~~~ •~ ‘ ‘  C r  ~~~~~ r- ”r -
~~i~~~ ~r p’p -~ t” at  ¶ b~ f ac i ’ t  w a s associated

~~‘ t ’  ‘r ’ ’’~ i’ o Ir .-- i —~~- e r ’ h i ;- ‘hi’ ~~~~ ir t ’ -ls catp i”-r , was not used

~~~- ‘ •, r - ~-~~ l’~ ’~~,’ 5 i c .

““ ~“- ;a t 1~ i’ co ’ ,~~r rec ’r~jc t’— e n riber o’ respondents ~ io reported

‘-
~~~ :- res ~’~~- e .~~

‘ the ‘a : e t  ~ ~ -~~‘a’~rped or ;t ’--n n il - , disagreed w it h a

t~~ i icsOC i~i e I  t he  ‘ace t wit h c’~ the r ~e ’-mtm e rch ip or ~wrfor’~ia nce

~ ‘ a’- -l ~ .~~ - bel ie v e- I th at these flqure s represent responses

‘rn - ~-icr who p1551 t 1 ,- c b- ’m:,1 I have answered tha t the won envirorrnent

pro v ided n- -’ ir~port..r i t i e c  to e6pP rIen p that rmutconie .
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J’t 5 t r ~but l v o~ the nj~ber ~~ facets in each of the three

as soc 1~it i ~~~ L ,~t,’r~cr4es is presented in ~ab1e VIII • and the di s—

c~ ,i,~-r a~~’ s~~- ’ rt- ’, by accocta t lon cat em :c r ~- is found in Table IX .
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H.’ ~r;Jn1Z4 t ion menbersh i; satisf action and job

perforn~nce sat is faC tion are two prima ry deter-

minants of overall job satisfac tion .

and ‘ dis pl a y the results of two ‘~u l t l p l e st.epwise regres-

s ion  -‘:O~~t ’ l S  bj l l t  to c o-iare the ;‘red i~.tive powen of perfo rmance and

-~‘.dt’r~hi ; sat is ~~~C tion~ ~~i t ’~ the p retti ct ive power of the .~u M~~ face t

scores . ~he starda ,-di :t .j beta we igh t of a ;-rt’dlctor variable was con-

-.idered to be stat i st ’ , ifl , ~i ’’e r v n t  from zero (and therefore si gnifi-

- . in ~ tht ’ ”~~~
’.r 1) a t  the - ‘

~~ S -
~~‘ ‘ i an. e lev~ 1 -

A r,’ ; re c s i c - r  ~odc~ was ,il t  wi th the Mt,’ faCe t sat isfact ion

s . ‘‘-.‘s a ’- -i ti- n three —s--—te rs h  I 
~
‘ ‘ ; ,r ’l r - V - V -.in, e avera ge scores a ll  in

o r ’ ; ’ e t l t l- ’  w~~t~~ “iC ’ other . ~he results are contained In Table 6 11 .

~~~CC o~ tt’ ’ sCttlS ’a: tIon s assoc at.’-.t w i t h  n~~ te r ci ’i b on performance were

a ”  - the “2~~C i ‘ S b n eCI ICt IV e power , ,il th~
j
~h ~dPSAV G came c l ose

— ‘ t ’-  a - - 
~ s’ -;~-1 ’~ .~ ~~~~~~~~ ~~~~ -

I S .,55 ¶ -~r ‘~~ ‘ . A-r i 1 sI S ~es .~1 ‘ ‘-

- .it ’ s ’a tio ns ~. ‘ h  o~,t -~-~‘c asso cia ted w i l l-  performance only and

w i t h  o i l  -u’ -~ -~c s - -’
, - 1ated w~ t ’- h-m t b ”e lerchip and perfor-

are al l e to ‘‘ ; l a i r  -4 ;‘er< en t c f the -va r iance in overall job

sa 4 cfact ion ‘“r t he  ~-‘iil e ;‘o:’,4lat ion . The predictive power of these

two variab les is a~- .~t --“c h a lf that c ’ the MS (~ facets of ab ility

,!i h i :almon . ach1e ve~~nt , superv~;ion-hi.v’ia n relations and social status .

(‘~~~.i’r alone , ab ilit y ,t-i l’:a t ion predicts .5~’- of the var iance in over-

al 1 job ;at ’c ’a t m o n .) Al though satisfaction with performance outcomes

and satisfact ion with ~tcomes associated with both performance and

60
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Table XI

‘~
,‘~ r~’ss ion Resu ’I ts : Hoppocb . Score w1 th Avera ge

Perform.~nce/Men~erSh1P Scores

l’~~ : 1 TO I~ VAR ARL I CAND I DATI s

PMSAVG
PMPSAVG
MEMSAVG

~-nsul ts

A~1 ~~ ‘. t ~t ~“ - 43 . t -  7 S~ in i f i t  an e : 0

Var ian ce
t ’ tn ’ - *; l.i i ’~’~ 

- ~- i~~fl1 fii.in((’

. 4 7  0

~~~~~‘- A , • - 
C ’  ‘ t, .057

• - I  ir, -V I.i r I Beta ~~~~~~~~~
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lable XI I

~t’t J i ’ t ’S ’Ci0 fl Results: Roppoc k Score with ?0 MSQ Facets

J Ct CI ;~v,’r,~~t’ Perforn~nce/Me~nbershi p Scores

-V 
I~esu lt ~

Adj~~t .-i ~~~~~~~~~~~~ : 74 .80 Significan ce: .000

Si qe 1 l~~ .i n I , .C T I  ,Int C-

;- ,
~ed , , I ~~~ ,~ int’ l ~‘ S i q n i f i  lance

48:1. :. C ,. . & . 0

-~ • : I ,  :133

- 
;-‘ n~-~ - _ l  “ 

-

S0(S’.V .d l l 14

• ;-~ .;‘ - 
- :. ,- 

, , ‘ ‘4 — . 1~-’ -

• ‘iX ’- I s I - ; v  I • - 1 ‘-4, - ‘- 1 (‘YC I -

• S l , i r t i r t l :t’d Bela ~~~~~~~
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~1

membership migh t be cons i dered global measures of satisfaction In those

two categories , they are not powerful in predicting overall job satis-

faction . These resul ts do not constitute evidenc e to support hypothesis

two.

t43 There e fsts some ratio of mentership sat i s fac-

tion to performance satisfaction for ~ iich

overall job sat isfact ion Is maximized .

h~ t-tests o~ the ratio V [~!SAVc ~C P”ISAVG were Inconclusive due to

th e how nur~ er ~f fac.’!c ac~nniated w ith meritership alone . Us i ng the

sa—w three -l roCapS 0’ asec (Hoppock score: low • 9-14 , med i um • 15-23 .

• 24- ’~-), I-tests were conduc ted on the ratio PMPSAVG : PI4SAVG .

~‘e stat i st ic ~or une~;uaI populat ion variances was used (~~ .05) :

I • 
-

-

ç , .  S:’- ’

) ‘ ( S : ’ .- ’ ) J
d”; reos of free iO’ - - -  - -. . — — . -V

) :~~(. — ifl [ ( C
: ,. ,):(.~ ; 1)]

(?I ’ie , et al . 1975:272

are ;-resented in Thhh e ~ilI

:“icc.j ssic ’ ri ~f p-i) An al6 -s fs Re sults

The t- tes ts provide no support for H3. In each test, results failed

to rejec t the nu ll hypothesis - The ratio of satisfaction scores appar-

entl y does not differ between groups . One parenthetical conrient is

offered--averaged scores contain less variab ili ty than raw scores. The

ratio; formed from those averages r~a v  not vary enough to be s1gn1f1cant~y

diff erent exce ; t for very diverse populations .
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Table XIII
T -tns ts of the Rati o PMPSAVG/PMSAVG Between

Hoppock Score Groups

Mear- 0. t t l o  Sta ndard
Groups 

- _____ Peviation n

Low ,. • .8.~

• .33.3 188m

• . t-’-44 . 295 3-8

“ -test ~ies ul t s:

t - S i~~ni f i (  afl (’ e Concl us ion

‘ -

“1 -
~~~~ fail to

- - 
- . - 

reject null
a ‘ 1 ‘in

fail to
- 

, reject null
a

3, ‘~~: ‘~l • 
h 

1 fail to
reject nu l l

-I ‘ ‘-V 1
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P44 During early career stages , organization member-

ship satisfaction is more strongly associated

with overall job satisfaction than is job perfor-

nanct ’ satisfaction .

H5 Uunl n q later career stages , job performance satis-

facti on Is more closely associated with overall

job sat is fact ion than is organization membership

satis fac ti~ n.

Table ‘I~ presents the Pearson product-moment correlations corn-

.‘ CSt ed for the anal ,si s of ~14 and H~~ , The last co ’I &rin , the 17-19 year

qrC ,~;, containe d eigh t capt ains and nine ‘~a ’ors . ..onsideration was

~~~~~~~ Ic the : ‘o ss i b l l it y  that the c a p t a i n s  Hql t be formerl y enl isted

personne l who e’pe ct to retire be~ ore be i ng cons i dered for promotion to

“ia l or . he subs~ ri ;-ted cohr n con tain s the results of anal ysis us in g

onl~ ‘-ia:nrs i n that year grcup .

~~su1tc f ~iul tIv irIite data a n a l y s i s  in the forr o~ riul t ip - ic

s t . ’:~~’c~’ re~- r ecs I - -n ’  # - c.uat ions is presented in Table XV . Again , an

adiustcwnt was ~~~ I -  the 17-fl years of service group - .

2 j ç cuscio n~~~f 144 and ~~ Ana l ysis ~-e sul t S

A 1tb0 Ut$~ no trend was de tected in M [P’SAVG relati onsh i ps with

o-,r..rai h iob sati sfact ion , trends are clearl y eviden t in the zero order

correlations o f Hoppock scores with P~~AVG and PMPSAVG (Table X IV ).

i nt i l the end of si~ years of service , the correlatio n of PMSAVG with

~‘o~ ctock is not statisticall y different from zero at the .05 sIgnifi-

ca nce level. After seven years have been completed , this variab le

-V 66 
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does correlate with Hoppo~ k and the correlation strengths are generally

h i gher than or ccinparable to those of PMPSAVG with Hoppock.

The regression anal ~sis (Table XV ) amplifies the findings of the

corr elat ion fi gures . PMSAVG is not a si gnificant predictor in any

model until the subjects reach the seven year point; then it Is signifi-

ant in all models.

Sat isfact ion with facets assoc iite ’ w i th both -‘iembership and perfor-

~~~~ (~ ‘~r~ A’.-
~ ) I s  c~n~ istent 1v correlated with Hoppoc~ in Ta b le ~IV.

‘.e trend was ck ’-tected in e i t h e r  si gni fi cance levels or correlation

s - en~ thc, S i gn i’ican ~.e le vel s in the regression models (Table XV ) d id

h4 ‘ , 1 3 — li - . and 17-1 -1  vt -ar ~roC~ps indicate that PMPSAVG is not

5 1  ~n ~ I to Iti  dl’ Is ’ prt ’~ 1 ct iv ’ . rower

~, wr i t tec - • ~i4 1 c nc S 4ppc)r I C~~~~ ‘ I he res ~4 l ts because t”,[MSA VG

jid not ~.i c : i i ,  a si~~ri ’ ica rt re1ations C- ip~~ i th overall job sat isfaction .

However , “-~‘Y”, (satis ’aLtio n w i t h ‘acets assoc ia ted w ith both member-

sh ip - ,i”-~ ; • - ‘ - f ’ r - — i ’ - ~
- C ’) ,1c~’~-’-~ctra tec a stron-~er ri ’la t io n sh ip w ith overall

4 c~’ sat is fa ct~ on d- ,r i n ~ earl i er ,ears tha n P”-I”~.IVG does (satisfaction with

fa ~‘ts issoc al ’ - 1 wi t~— :-. r’or”~ance alo ne ) -

,, c fn - - t”e c ,V-w- — - -‘- n~ ept —~~~ membership s a t 1c f a c t i o ~ as P44, also

- . ,~flr,ct b~ ac c .’ ;- t ’ - d .  Exa ’- ’ i r lng  the data  ‘Cr P’~’Y-VG and PUSAYG rather

~~an 
f
~ r [~~~

,. an~ ru ’~:, -.~~, reveals Support ‘or the postulate that the

sIr.”-~tb 0’ t~’” rel at io r~sh ic between sat is ’act ion w i t h  facets not asso—

c l i ted w i t h  per~ o~ -’~a nce alone ( P’ r ’~A~~ ) r” ot ’ah lv wanes as years of ser-

~‘ce in the A i r  r 0rr~~ increase , ~or year groups with less than seven

/earS o~~ servi ce , pur cA — ,’-, is consistentl y a moderate predicto r of job

EQ

___________________ 
.
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sa ti s fa ct ici n , A~~tei - S~ v ,- ’ , -ars ~ f se rv i ce , ~‘P’~’J,,:4 is not so con —

sis tent as .1 r, . ,fiC tO r . a’~1 the -~‘ r , e nt  o?  var 1ance ‘-~~~~ l am ed :~~ C P!’-’,SI’ I ’
-V
;
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~v- 1 n ; t he - ~~
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~~ r t i t i ‘~ e c art’-er w P -  11 ~‘ ~er~ t- rs
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C - -- Vu’ - - Ni ‘ ;- , ‘ t ~ r-—~ ‘- •-  — — ‘- i - ’ , or dt’r I ~~ ,-  r~, a - 
‘ -  I ~ cii ‘i-r et’ I I a Ii’ t- C’ twt-e r .

I ’ - .- w - I , ; ’ t ’’. o~ a sc-’~ i~~t i ‘ -

( _ 
- 

A - !-V
~~ • ‘~~

‘ • ?-
~~

- n~~-’ - - ‘ ,i!’l - I C r  • c t 1 - s ‘ri 1 i C -  I (~ tWo ~i I’ Sc ’ (  I a —

Ii - ‘- C 1 ts ‘- ‘‘‘- -c-’.. - - : ‘
—- i- - - - ‘- I .‘ ~ n- i t ’ -  :rn i 

-
— 

~~~~~ ~‘ ‘- t 1 - ni ,.r d Out c rie s

t s  - -V
’, i I i -  I - 

~
‘ I -  o- ’, “ -~~ - - -

~ .~~~~~‘- - 1 ; a’- I : •- ‘-‘ -V 
~~~~~~ ~

‘ •‘ ‘
~
‘
~

-- I rn-’ ; or- it-nt s 

1 ,  ““,e -V , ~~~~~~ 
—~ — —I~~- ’ - - ’- 1 ;-’ al- or, - .

(3) Oe~ - c - c  - —
~
.‘--

~~ l . - t ’ n ~ ce ,(’r •t -ars -
~~~ 5 , . r C i ~~C . crf ’~~cer~ did

I ‘ -
~~

-
~ 
or a s ~~“ 

- ‘ ic - I  c - c - r e  ~~ 
1:” 1 4 - twe t ’c -  ‘-~~l i s  ‘a,~~t i  ‘n, w ’ ¶~

~~1” .’ .155 “- iv.- ,t ~~~ ‘ , 1r I ~vera1l ~c’,~- -- 1 t i~~’a - V 1 1 c r . A ’ I r - ’- seve r

.1’ i v ’’, - ‘ -V , , ’ ’- .- l- , :- ‘‘‘- ‘  ~t -1 ” - ‘ ‘-~l t ’ S ’ 1 I’ nr and c- -, ’ralI jot- c at is ’ac—

- o-- C~~I’ “ I’ 5 • 
~

‘ - V ’ - V
~~ : -i ~

(:) 1 t l c ’iCI c’n N 4 t~ ~~.I, r-.—rs assoc i ated w i t h  1- - c ~t h  me-titer-

• 
-

- m ” ;-er ’c “ il” .-‘ N-i S ‘ ‘‘ ~~“ -
_ “CS S IC” 11 -, correlated with overa ll job

S,i IS iC I i~ ’- ‘Or r e s; - ’- lc ” ’S w i t h  l e s s  te ar- cl -yen years of servIce

‘~~~~~ t he  re~ j i” ’i’r ~~
‘ the sarille perul tl o r .

e rd 
~~~~~~ 

n 4 t c o ~~ s a~ d outcorl~s ascor lated with both

i ” ’ — 4- -- 1 l -’ -V s ’- ’ ; were “'~nd to he statistic a ll y si gnifi cant

-‘ --‘ ,,‘,‘ ll job c -i, t is cactiori for  the ent~~r~-V’- can~ile . However ,

_ _ _ _ _ _  — - -V -V -V -~~~~~~~~~~~~~~ - - - - -~~~~~
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~fld i ’v idLid l fa~~’t sat is fact ion sco’- ,-s , particularl y satisfaction with

i ii ty ~t ii i:at mar , ~t’re morra powerful in predlctinq overa ll joo

cat sfac t ,~r

C’ ,4~- p4l~~ na’ - ~~‘un J for the hypothes is  t hat di fft’rent rat ios of

‘~‘r~’t- r’, ’ m; I~’ ;-,’r ~ or~~t’~ t- sat i -- ‘ac t i ons -;i- ris- ra l l v  acc~~’~~any hlq her or

I ~~ ‘r 1’- . e I c o ‘ ,.‘r ~l 1  j o t ’  sa~ is fac  t ion . A l though ~~rkers it hi ~her

O ~-V
~~ -i ç~~1 • ~~ ti ~ r lr.~- Is ti - per I t ’d  S r c ’ C r -~~ r - ,- rrr l  a t  ion- between perforim~ nct-

saI’ s ’,t 1 1 ’ ”  in- I  c. ’’r a l l 4 c’t- Sat~ -.fac I o n  t ’ - ,i” wcr ,i’rs at lower level s ,

~~ 
i t, 

I r ~e ‘ ~‘ Y r  ‘ , -  
• a t i  - ‘“ s’ 

~
- H’ I’w,’t-?’ s it I c ~a( t ion  assoc I ate c~

- I c -  bat ’ ’  ‘ “ ‘‘1 ~‘ i’S~ I P -1’ 1 pCt~~ !“O I ’I . ‘ ‘  a tId I ’ ,’ -V ,v’r~ 11 ,~~~ sat is ‘m c t ion

—
‘
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V .  I-j’r~tr ,- . Oentlu -,Ions , and Rpconrmendations

Research in to the t- ~is ten -. r and ; nfl  ~~~ es organi zat ton m ember—

s’-_ tp  satisf act ion a ’~~t Jot~ ;-V er f c r-1-an, ,’ sa tisfa c t i on was based on a corn—

p l , - t , rati~er Ina’- ’ s I - - ’ p l i s t i c  , model ‘f h~ai~n na turt- --the nature of

,-~- ,‘; - I” U s~ ‘- t~~.,t r~~ards 
4 r n ’ ,-,‘r t - - r”;an,. , ,ilor,- “;a , ons t itute onl y

a ‘,- a” 1 0 ’ Y e  ‘ -  • ,- r j~’’- ~~~~ ~r ‘ Jr It- rn: n, t i’ ii- vi- 1 c- ‘ overal l lot’

‘.~t I t  sfa c I - , “- - ~~‘- e wor& 511 ,al t i n  t s ,t ml ti ,art ate C r ’y  I rorr~ nt In whIch

:4- ‘p 1- ’ w ~~“ - - ~~~~~ I ,- ~ --
~~~~~ u res et I -

‘ I • -m ”t-,I I nt~-r - a ; Ii ~r’5 be tween va ni c’~s

~‘ Y e w o r ’  e’- ’  r - n— - e r l  • I ’ :t ’  N ’- r i . ’ r ’, • and Other forces ~ iIc h

• ,‘_,~~r • ‘, ,- ~~~-‘ r ,‘r -- I ,‘ a I ? - - a. ‘~c n~ ’r,m 1 1 ,- , , - 1 of s - it  i ~ ‘ - lion wi I), the

h~ - r ,-— , , l I s  0 ’ ‘-- ~~~ I r C i i r ,-s ( ’ i rc ” ~ - - ~ P , ~~~t:  ,jr ,,~ - -‘~~~
-V ,-r’. suggest that

-
~~ s it  i ~ acI 1 -‘r a.- d 

— 
- I  ~,-s I ~r- 5 t-~ 1~~ ~‘~~ ‘ 5 1  ,~~i~~

(-V- -~ in tnt-  c ot-.tei t r~ the

I ,‘~ r ’o,’rt ‘ n n~ Ic ’- ‘o~-s ,irt’ ‘ - ,.nd , fli,’ m rf 1~ en~e of t P-i~’ SO C ia ’l

, Cv C o ’ C _~~r
t 

~~~~~~ ~~~~~ “, ‘,~~~~~, c” i n ~~ i~~’ 1 - I ~~)IS witbl r , tb ncC ~rc- cj ;- s i~~ per-

.I s 1 . - V .’ ~~~~~~ ‘ v - c - ; ~ h~~1ç r r o e ~- ’ rn~c t’~
- a.’~e a. c - i organ” :atlo n level m lclht

I’” c •~ ’e~ lc’l I “ i ’~~~~~
-
~~~~

’ s l ’- ’ i r i t l v’ c wIY t- r’sc-c t to tb~ ce envirorinental

,-a rl ,-i~ T es  tha co r r I lalt- ~~: t ~ ,er~~fl ~o~— sat , s ’ac t I-~r .

- C ~~‘ - of a ,,tO r~Or~”, I-,- (je-’a..1t Wa ”- rO~’ClcCd I- . r r~d Latz—-

,~r- ruer;  • C -,, ‘
~~ 

(,- r Ia In - ,
~Ic~;r’ r14’ ”. “ ‘ heha- - iuc ’ t- s are a llowed cc l ong as

t~’e~ I c -’ • inte rf ere nlt ~ the achl ,verie r.t of organi:at ic- r objectives

- ‘at : , 
~~~~~~ 

:- ,1,~ no”- -, 
~ ‘~~

- defaul t and other won envIronment charac-

t t ” r ictlcc — -i, be C ICSC1 ~ -i cc i c $ , it c -~~w~ tb overall job satis faction yet
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not be associa. tt’d with perfore~nce of dut ies . Part of this research

inv o lved record ing the ,isso ,jiation of speciflc work env i rorinent

~nar- a~ tenls t Ics w ith perfori’iant i’ of dut Ies and with other aspects of

a -
~~‘c-~~ C’r of the or~an 1zat ton .

data C ,Cll (’ ( lion v ehtcl e , the ~t~i’ers!i i p—Performance ~ues tionna Ire .

wa- . 1~-s ¶ ;“-‘d Ic ’ c c - M t - c t da ta y i ,~ sel’-report ~r~~’ students In  two Air

c’rc q-. profess t ,-‘ni l s~ P-’ oc’ l c , S - ;  .~dren Ot ficers School and the Ai r Con,nand

t?’ .I -Ia~~ ~olle- ;i’ (‘
~ 

• .n 7). h ’ questionna ire recorded individuals ’

~a .tI s’acti ~~ w i l l -  twe nt , f a . - e l s  ~f the won e’-~1rorvnent us i ng the Minnesota

S-a t t s f a c t~~-n ut-S t lo fl na l r ,- , overall job sat isf actior us i ng th~ tioppOc~

-- Vu - m 5 . r,’. i ” ~I tt’ t’ tt ’ !’ei’ t ,  W~”1(~” r”t,O’Onclt’rts a.s’,o- Iati-d cact i ‘acet with

e o’ , Y p S or ot” ,m’,pc cY, o~ N.’’r; a meeter of tht’ orqan iza—

I ‘on .

•n .’ C - m t . - ; -  r I t - ’ , o’ a.’- s - -~ 1a! ’ — r s  emerged , perform ance ,mss cctated out-

y—u’c and o.’- ‘--u’ s ,mSs - , :,tp ,I wIth ~~m t 4 -  -~--~er~hip and performance.

‘-I , c- 4 s ’ - V 5 ,l t C .’1’1 ( ;,i.) was a-sc -n - ia.t e--.t ~nir ’.a.ni ly w I l l -  other aspects ~~~~

1- ’- ‘

“ i’ ~ ,oi-I” ,’c Ic 1”II —ie---’t’erc l - 4~~- caIt s~a( tion arci performance catis-

‘- 1- ‘O’  “~~iS I  s i ’, r~~ 5 ,~ p”rtpd , “c~~evi- ”. t’-’e data suqoect ti-me edstence

0 ’ ~m c - ’ ’ i l - I  e’v’’~’r’C-’” oco r le c-i ’-. t- ’s p - e rt p nc e  sat i sfactio n wi th work

O . -~~ ’4 -’5 ~~~~~ -1” -is c - ’ - i a t eci wit ” per ’c’’—~a n r  alone separate (rrrl the

saY Ya -ti ’r t h i t  I’-c, .-‘*.—erleClc e with (‘C ,t cOric S asso iated w ith both

“e”*erS ” $ ’ -j’~~~~ ’r ’’r~~~r’-r ,

5r re - l at~~’rs’- 1~,c b~’~~ ’e” each of these two outcome categories

and overal l ‘ri b s - i t 4 sfacti’n (Hoppoc h score) was investi gated using

a.r,i l ,~‘ i c  1r,-~irc “'‘ r ’e l  !“ ,‘ lonq~v Itv in the AIr Forc e and organization

7f

-V 
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~“ ‘icers with less than seven years of service reported a si g-

Ci t ’ C c a f l t  ;-~‘ s l t iy e  relationshi p between overall job satisfaction and the

t ” ’ - , - : t -  i c - v e l  c” catis ’~ ct ’o n t h ~~t experIenced from outcome s associated

• I ’ - V  1- ’ I ”  -V -
~ M-’t-C - r s r -1 p and per f o rmance , ~ ii le the ave rage sa t i s fac t i on  with

,,‘r’er—~~,~~.- outcome s demonstra ted no sl q c ’i ’icant correlation with the

- -
- - ‘ score ‘ ‘ i - ,e r ç  w i t h  5 ,-yen years or more service recorded a

s I r  -v  ;-V - c ’ s i  ‘,i - ~,- ri ’ tic ’ns” ip t e t w een job pt-rfoninance s a t i s f a c t io n  and

-
‘ 

p- .- - , - ~~~I C ’  r ,-Iatio n shm; na. - ~on sil t ent ly ‘~lqn i~ 1ca nt across

-
~ ; s t . t  t~ ’,- r,- i,m t mr r shi; between “-t~-t -ers ’ip ~perforimance sat is—

‘a l I o n ar- -t c ’v s ’r a.ll :‘Ct-- ç~ t is f ,m c l i on was not .  Thu’ it appears tha t , for

I ’- .- ;‘c’pu la t~ c’n ~ - ‘;-l. -d , c ’I- :—er ’or’-,mro e satlsfa lion Is not generall y

r . ’ I t t . ’ t I - ove rall c a t i ’• f m - , t i c”  ‘or thos.- w ith lt ’cs than seven years of

5, - r i, 
~

- 
~‘ ~~ 

ç~ ~ ‘- 1~~ i,  ,irI t I , rCi a I r - -I Ic ’ ~ v t -r ,1 11 sat i s~a t Ion at and beyond

I ”-.- se~’~r ,.- ,mr p oor ’ nc e,;- l,m r l t I o r  offered (or th i s  phenomenon is

!h~ nu ’ç ’ . ’r r O~ I” .’ l i - I . ’ ,ea.r ; - r o — r Y c ~c-i po int for ia ’ors—— at seven

,--..irs ~~~~ l-e,-n nd c’~’icerc —.a, ~‘r’ ; repa rm n~ ‘ r t” e rromotlon board

rd-,- ’e~ I- , ss ’e . ’ ir ;  .t s t , i ~~r t l r, ’; d ’ f t ’ ( t IV p n eSS repo r ts .

w~~- 
-‘r - ~ a v i i :a t i o n  ‘ i ’ - ,- , - i  ‘~r” u ’-~ we re establi shed: squadron and wing

I c - id , M , j - - r  A~~r c’ -T-~ir- I, A i ~~ ~~af’ 
,1 c l r I Chiefs o’ Staff . Department

-- ‘ ~~fence , ~nd r t” ,-r n at i o n a l a~e ” cie c , Thes qrcn,7’Cs did not appear
- -

t~ di ffer Ir 1 h 1  to-1 f~P’mpc e1 th~ r betweer overall satisfaction

ar -~~ 4~ b: .’ r’~~~~mr- e s - i 1 i c f i c t i~~r or in the rel ationship between overall 
-V

c a t is ’act i- ° r a r t  sat isfact ion wi th outcomes assocIated with both me-nm-

t’w’rY’ i’  and porfc ’r ’nanre -

_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _  —
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1 -i p li cat i otis for the Da spi t n~de1 of work motivation are shown In

Fi gure ti . Orqani:a.tion membershi p satisfact ion , an I ndependent entity

in Figure 3 , has been replaced w ith membership-performance satisfaction

to reflec t t’it- assoc iations reported by MSQ respondents . The dotted

line s represent re la t ionsh ips  that vary with (at least) tenure .

Man agers interested I n  o vera l l  jc’t’ satisfaction mi ght gain ins ig h t

t n t - ’ ,-ff ,’ct c c- f s p t - c t f i . work e’~s ror~ ents thro u(~h understanding w hich

- ‘~.t~~c’ .”  n c - r i  ~-rs asSoL  la te  wit ” pt- r’or”sa.nce onl , , w hich outcomes they

asc o., ate wit ’- - I - c - t i - -~‘--t -e r shi; - and ; - , -‘ c- r—ian~~’ , and the relationships

I’ t’Iwr-e~’ I’:.- twc ,- ,- s ; - i ’ - t t i ,e s a t l c ’a .c I I c ’ n  levels and overall job sa t i s—

‘a, t i c - n  -

-~~ - ,r-r--e” t - r~

,, r “ ,-r in v’ cli i-i t - 0’ - •- - c -~ ’ - ept -—v ---—~ nrc hi;’ — ;-er ~ c’r~’sa. N

ca lls ’, Ii -,-” 1 -~~- t  -~ - t ii’~~ i 
( r~y— l o -  reas ’n— ~ the len ’~I’ , of the ques—

• I - “ ‘ - -~~
‘ “ - - I ’ , .‘l I~~~l “ a.i i niq c.’ t i — n  and redu~ I n g  section : : to the short

-reco t,m I~a t i c  ‘a I - or- ‘)ups t I c - n r a ri ’ (20 - ;ues t i otis) - Consi —

I,-r ,m l i ~~r c’~ ,l~ I — s ’ ; - ”- to ,,l~ li:i ”~ other v al idated -iuestionnaires -V

r 4 e” to — i- a.”. ,rs- ascoc ii t ~ on’, o~ 
.y’rp and I’ ‘ (e r r- n t  facets of the

a— ”- s’” . 1’ - ‘r- .-’ t - II I’, C - ’  .‘ iva.t~lr tb 3t .‘- it ’ ’~ a,’ ~nstri~nent with a

- 

~
- ;  r - l - - ’ : -~~~

() 
~ry O n t ” ~r, o~ facets ( ,.ttle used i ”- ;  uttl e, 1975:

13- 54) 1 ;‘- t :- rc ’ v i - I.- -a c a tegory Of (,j e t c  r lene r all -~ associated w i th

—o- t c- rs ’--I p alone . The r - , f c t e n r e  of a sroup o’ fa, eIc associa ted with

—~ -tercbmp alone shoul d con tin u e to be explored.

‘- .‘ satv~ 1e c l - n c r - f l  f~~r add it ional  researc h sbøuld be drawn from one

- -‘r - la n lzat i - -n or u ni t  with respondents ranginr~ frcir ne~~omers to near-

retirc’~~, in a ll possibl e grades . A sariçle from Such a population would

—
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provide the heterogeneity not found In SOS or ACSC . al though generali-

zations from the p opulation mi ght be difficult to make .

Managers -l ight bene fit dire ctly from research conducted within

their organization to det - inn w$ii h aspects of the work env i ronment

workers assoc iate only with performanc e and which aspec ts are considered

I c ’  be associated with --irhe rship or some combination of both membershi p

and performance . Th is 1.- p-n of research night e f f ec t ive l y counter the

; ‘r c-hle-n c it e d  by :-arIel tlat ::

~‘a ’-a- le ’- v ’r l  wi l l often overlook the di stinction between m di-
v f1.al a-nj Syste’ r~~ards and w i l l  operate as i f  rewards
a)nl’listered across t”e board were the same in their effec t
as Individ u a l awa rds.

(Steers and Porter , 1Q75 :267)
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VI ta
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C ti IONNA )~E

EXPI.CT ED C~’M r L.~ ~~I C N  ~~ ‘ft 20 ~~~~~~~~

o t t ~ c

The ?~ir  ~~~~~~ ~~~~~~~~~~~~ ~ ~~~~~~~~~~ . - 
~~~~~~~~~~~~~~~~~ a ~e’ t i • t ~~~ .~

- ?. •~.~:i ) O~ ~.he
iii at I. — - r I . -  f l -. -  1 ‘ t • C Ian 1 ‘‘1, r ~t1

act ~~~ . .. • -~~~~a f . ~~
-
~~ i- . 1’ r~. t.- c 11 . -

afl m! y ;t a r~ ~. f ~~~
-
~~- ~~~~~~~~~~~ - f ‘ <~t~ ~~~~~~~ ‘ :.. ~~ t h  ~~~~~~~~ y . .r ~*. . t~~ i.

t.provi r ’.; t .~ J~’-s t ~~ ~~~ ~~~~~~~~ ~~ . ~ I ~~~~~~~ t a .

YOU h~t%c ~~~~~~~~ •~ ~~ .- ii a s - ~~; 1t~ - f  ~ r t~ t y  it a .
ana~~t’ r a ~~~~ .~~~f - - w I I / c .... .~n i  e ~ ~ z ) ix
In_ it liuti Cif .. ~~~ ~~~~~~~~~~~ ~~~ c~ c~ • ‘. ~~~~~~ .

-,. I ..~~~ ! t - ~ ~ t . n ~ x 1 I
to an 1’i ; .r  C i .. t * . fi-  .. i. a x  ~

- . •-~~~~~~. ~ — i ~~r .~~ I t f  x x  ~. tc~ i.1!

In •~~ -~ .1 i.- :  • s t !~( •;~~‘.. .

~~~li t ~~~ a~~’~~~-~ •~~ ~~~~~~~~ .t t c ~~. I!.: ~ .1r.. yr~ir a •~~~~ r on the ~~~~~~~~
answr r a t1~~

I.• • . ~1” -~-~ - ~~~~~ a

P4’ curt • -‘ f lax  • - .‘. a -
~~: ~~~ ~~~~ ~~~~~ ~~~~~~ ~ ~~~~ t ~~~ ~ .~~

- a t —-

•F ib~~ :..‘. t  • . . — . .-~~~a .  a’.. t . i v  ~3Cit. (fl I-~~~•

P. ;u,c t a t  y ’~ r .~~~~~ ir  r~sr~~a hcavy an~ t h~~t y~ x b ackc ~ t ’ e ent xt e

!~~~
. •.• ~~~~ ‘~~~~~~~~~ ‘“..:n anawo r .‘ ‘t i  t o t~ .e ~~1:.c~ .i-i x~~t~~ry  ~ 1C0 ~~~~~~~k~’J ~~~~ .~~~ .

kC~~~
’ s!’, ‘~ ! y~ t’~~r~~~ r T r - ~~~ ar ~~~ ’ ’ T  i r t i  t r t ’ .’ va luatton ~

. ~ x ’  t l c  cc r ’ . —
tr a .~~1 t ,- :::o ~~~~~~~~~~~~ 

1 Y - a i a~ ~ ‘~~ y • , ‘q •

F r t v 4 r ~y ~ t . - -.~~ t

In acc ~’t y~~~r 
~~ ~~~~~~~~~~~~ ~ 

. •‘ _ “- . .r 
~~~~~ ~v a y  ~ ‘- - 

~r t !~i.

~ ~o— .~ 
• 

~~~~~ .11 ~~I

a . A ’ ~~c x ; , .  V Y .S.c .. •~~~~. S~ c rc t a r y  ~-f the ~ x r rcrc ~~: £r~~ ( - t $
and 1ut~~i’a . :~~- : r  ~a

b. Pr x~ - i ;- a ; -.
~~~~ 

‘
~~
‘ a ;zv.-~. x c  ~~~~~~~~ n i  int~~~~ t ’  ~q

and t? v ; i r ~~~ ; ~~~~ t~~. ir ~~i t i ~~~ t~ c t i t  and ftx t~~ri ~~~: Force po~~ c~ r .
and

C. ~o u t i f l e  U~~~~. ~~‘~~‘ at~rv~~v ~~~~~~ ~~j 3~ be ~~~~~~~~~~~~ t r’  c a ~~Ist i c a 1  t n f ~~r-
~ mt ton  for  x i e  I - ,- A~ r ?~~~:.‘ :: ;i~ ~- f  ~~‘ i~~1c”., r.eea r ch 4rc .

d . Part lripa t x c n  In t~~.a aur:i y Is voluntary .

C. No adv~’tpi ’ f t ~~n nt a r’ . ~~~~~ be t a k r r  a~ a~ ns t any 1 ndiv~ dua 1 v~o
•1.cts no t to pa x c t i a f  xn t~~ s survey .

~ Px!!9~1
SectIon 11 The M -~~ar t a  ! .t t af ar ~t~~cn C -i ~~~~~~~~~~~~~ ~o~’yrI ?- t 2q 67 . is used
by pere isaaon of the V c c a t l o r x a l  y~~ r .xZ ~~~~~~~~~~ v~t~~~t~ C

sai 7~ -9S
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YPits a - t I ’ :  of t - ~ -~ i: ,n t  t -r-  a I l .  i~~ !~~~ I - ~~~ 1 t c  r c . i r u r . -  t h e  deqx~- to ~.-~~t c h
ce r t a i n !~~~~ 

• . -
~~ 

- .. 
~~~~ ~~~~~~~~~~ ~~~ !~~ .‘- lettei

Qfl ~~~nJ 4 t . . ... i t  —~ .~ ¶ I i . i : • ‘~~ 
• 

~ ~~~~ !.~~ ‘~~t~ ’ . 5  ~~x I  sex,t
kfl w . :- ‘ . .- - . - . . —  ~ que~. ton A it —

~ r t a i:~ ct
you ?, ‘l’i -: .‘ - .t .~t - - :  ..t , - l i t  l~ ’~ lr.— t i.-t t n y  i- n ix - x~.i a t t ~~r . f x r ~; th~~t
school.

it A C— ’ ‘. t a  I ! 
~
q ‘- ! . ~~ t~~~~ - • r- t ~~t ~~ ~~~~ th. fol lc,a~ og txart —

p i e  ~ ‘. t&’ :i h i .  r..t: :.

Yx .  To w P - ~I r~~~~ - - . t  ~~~- : x  ‘— T I  .:tu at i .n ~ n v . ’e you the opportunity to
ser y t ~, t y  a .

A II C 0 
V x x y  i i t t . i’ . ~~~. ~Iodrra tr i. - . ~~~

. I contlnuc sly
wv:1 ~ i ,:.i! Iii ~~

. ( . :  b i ‘..~~t ~. i - - —  have x - Ii~ix c i - ~ Ic

doos n’t  a :  .- ii- v x  h - •. r~ .— help/serv c t  tie: x~to hcl j i ! . I D .  fill y I .  ~~~~ -

1. Tu aiha . . .  - -!  
~‘ 

-: : ~~ - x .  r . i t u a t  ~ - ‘ :  ;-: vi~~e yru t hp .-
~~

-;., rtu r iity In
p er vi’

A C 
Very litt t . 

~~~
- M~~Ie ra t r ,- . ~ , I cont inu cuuly

work a l t - i ’ u i -n  ~~ ‘:~~ ~~~~~~~ ~ c - : - have r~~* 1’Cs  u
dci. rnI a V - ’ii vide. eer-~’ -~~~ ~~~~~~~~~ h.~p/ac rve ot-icra .
to hel p ‘t -i-:u lilly to he1 ;

2. To wti~~t ~~~~~~~ - .‘: — -- r . . - i .  r - - -- ‘- n t  a 1 - ~~ v~ u t’  l-e crea tive?
Th.it • i a  r y i .: t - 

- .. :- . — a 1e I I c r ~- a 1  ~ t ~ in I hI’ ‘ ‘1 .’

A C D 

Very 1~~~~ t . : P n~ii - r* te y .  ~~~~ I have a leos t  con-
have 1 t !’~~c - ac~~ec~ c f  r , ~~- ‘ :~~~ p iet o  f ieedn ~ IC-

-
. d icid. hew th i ngs

t r y  c i t  frecilcits In fi.- ‘e ar. done or to t ry
~da aa . how t h .. n ç a  ar I - ’ re . out new ideas.

3. flow oft i - n -‘ ‘ a  . . ?  i. T I  -v tT-’nr .rr.t rr’, :ir• you to do th i n os  that go
•qa in.t y ; r  c v n s c i n -

A P C D I

Ply j oti neve r  OC4’aI ional I y.  : Very o f ten . I aN
t.quire ~ —-- t o  •c~~~~e i r r a  r a t  do often reg uL red to
do tht~~ ;i f r e  thin gs t ’ ’ t  ~~‘ do thlriqs I fee l
are uwnra l , aqat rxa t  ry cnr . - are ~o ra l1y wrong .
v r onq . Scis ~ ce.
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________ - - - - - - 
~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ——— .

~~~~~~ 
- _ —

~~~~~~~~
—- — — . — _

4. Now fluch Indeien~ie: , i i tht - T I. it. your work environment ? That ~~ to
wt~at t~~Icnt i.un y - . i d’  ~ 1 w~- r •. n - , you: own?

A N C 0 N
Very l i t t l e .  ru I work w i t h  I’~i• :a  In ny work s i t ua—
~y work .-~~v t T  - n —  and 1 : 1  .~~~~.. ~ i- ~ t ion z 51,051
~~~~ thi- : t of ct P i ~t a t  ut always vo: k i r.,tt~ —
a)~~~st not ini I equally in rv work pendert iy of
can do t: . t~~ *” ‘ : 1  •flVIZc’.ri flt . others.
of ot Puix s.

S. Now rur Va: . ‘~~~~~
- t~ ‘‘ .n t e  in y c - i r  w - r 1  a t t u i t  i c . ?  That ir.~ t o  what

•Itrnt a:’ 
~ 

i . i1 . i  I i r .  d~~t f e x t n t  thu -. -’ . at ~ c .1e~ ~s Ing .~ var iety
of you: s k t l’ .-a :.i t.i~~ -~~t t ’

A I’ C 0 

Very l i t tle . Mode rate var i ety. Very ituch . I an
do the - a - .- : -  able to do Nany
tine t 1 1  f -~ .,f  d i f f - rc n t  t xn ’ ; c ,
and ove r .~~;.i’.n . uc x n j  a n u — t e r  o’

d I ff e r t - nt akI ls
and talent s .

Now n.~ au! :~~~y I v - -J ‘- iv.- in y ’u r w - y k  , ,.v I IC’ r rw - : t ’ • “ what extent
do othi’, w~ i-&c?- a i n k  Ii ’ you f t

A P C 0 

Ve ry l i ttl e . ~ ‘n- I cc ata le to I ,flu- Very .‘uch . ??y
s i t u a t t i r  .‘~- ,s ~ ence POife f ‘‘ i- work t I ti ja tlo n
all ow r4 to : r f -; a c t iv it i e s  c- f  e lh c rr .  gives sit
•flCc t i  3 :t ... t i - i ccicplet.’ aUt t - ? I Iy
of others , over the activi -

tic , of Nany
othe : s.

7. To what el e:, ti.I- c y c u r  work Si t -ua xc ’r. sake uac of your abiliti ,s and
s k i l l s ?

A P C D 
Very l i t t l e . sia l~ I aerefxret hcsve t ’ .. Very cuch . Molt of
dois have ~~~~ c -”  -e chance I. zak , -jut ’ the time I have the
to do I I  :a i ci! r.y at u l . t c e c  and opportunity to do
are sux t e l  to r. s k i l l s . thing s that. are
abilu t ica aid ~t i l i a . well suited to xi ,~

abiliti e , and s k i l l s .

_ _ _ _ _ _ _ _  _ _ _ _ _ _ _ _  
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S. Plow much scc ia l  s t a t - ia res u lt ’  f r~~ ‘c: wci y k  s i tuat ion? That is 1 how
much opportunIty do : 1 l-~~vt t~ be ii-~~ .x t i r . t  in the eyes of others?

A P . . . ’ ’ .  C 0 N

Very ‘i ttl e .  My Moderate sc-c Ial pta -  Very much . High
work pi tuat  i n  V ’ - - lu’ •oc*al statu s is
vides a lmnat ‘ Inherent in my
op~ ortuu !y I n  t e  work si tuat ion .

orta nt It .  I

•yr$ of c ’ the t~~ .

How much c i i  c x  un t t  , f t  .~J~’an t- — .-, t is th. xe  in your work ct v l ronr-w~ it ?

A N C 0 E

Very l ittI. . c - -~~- )‘~~~ ra t e .  My chair.’ Very much. M’
tunity f :  a - ! .  a ~~ fox aitv .i: - ~-— -,- .t ~s environment pro-
mint i f i  fly w 1 about avers  -~~~

- . vides a great
S i t U m t  inn it -e r i - I  deal of ofiportu—
exi s t. o tty for up.card

mobility.

10. lxi your ‘it i t  i a t  10~c , .-‘ v .1? c x t r r  I in r . ’n.i~~i - ?  a ~~: c c — ~~ c f  1, t~ let you
know how ~~~

- : : y.- -.i a t e

A P ‘ 0

Ve ry l i t t l e .  I’.- ;“e Moderately. f’. c r ~’ Very iru~ h. Mana-
al~~~st neter Ie • ci’ t ire,  p c - - ;  .- r a y  ger s  or c o—worke r s
know how well am give iw’ ~ . .-“-~~ a - - :  provide me w ith
doiiiq. other I I- ..-:. ‘~~‘y almo st cons t an t

may n o t,  feedback about how
well I am doir .~~.

11 . To what e a t . - n~ ‘~~ y — t  ~‘ r  ~ III11t - n  .~ ivc  yr-u a fc~e 1 ing  of accomplish—
men t—-t ~~a ! y - -~ r-e ; - .r t r t  ~~- -c r t h t ~~~ w ” x t w ’ i le~

A p C 0 .  . . . . F

I almost rr ’..-r Ply work S it u . !  :r” I almost always
re ceive a f • 1:- i provii!. i- me rc  ‘r~~.a c’ associa te f ee l -
of a chl rv. ’ .”t fe.lin’ia c-f ac h ieve - trig. of achieve —
trom my w t a  merit . cent w i t h  my work
situa tion , situation .

13. To wha t e x t e i  ~ne~~ .- c :r work environment pro.tide th. opportunity to
keep busy most r f  th~ time ?

A C V

Very l i t t le .  A Mo derat a . My art i- Very much . I
large part c - f  ‘‘c v ity and arnrkload could keep busy
t ime I have nei l t - 

~r .7  are abou t ave r aut . all the time .
to do.
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~~~~~~~~~- - -  -~~~~~~

Tb. pu~~ i ’ . -  f I ’  iS ~,. - t ion is ~~~~~~~ r !. ,
~~ ~. -u f . .’1 at~ .ut your ~ob , w hat

th in q s y i u  a le aa~ I s t u e - t  ~ t t : . - . 1  -. a~ thu:.;’ y . .txt’ not ~~.lt l I f t ed  w i th .
kj~sw r i c i .  - , . a , ’t, - r. .:~ it  .- a I:: S I - , ? ‘..- a h. I.! I t n ’. a t . a ’. your
dut y S t a t  u - :  I : 10 a ’ - - t, ~~~~~~ ~~~~~~~~~~~~~~ !~~~~~~;n I ~‘l about the
aspect c-f , :1 )i . t . - t : . - 5t a ’.-’ a’rt • -a: j  n.~rk y u :  ,.nrwer &i’o e(
b.gtnn ii - -—

~ - :  3. Ac

(a) if you arr • Ia! : : f : .  I ( .f  t I a t  aspect is r.uch roorer than you
w~ uld II .. It c I c i

(b) i f  yr .: are ~~~ ~~~t , n ’~~~~ ~~~~ t - !  (if I h~ t aspc~ t is not quite
what you ~

- - & -

(c) i f  y. u arc ~~a ! I t  f I c - I (I f ¶ 1 . 1 1  alt - cc t is what you ~‘c-u1aI l ike  at
to he);

(dl i f you are v .:- ~ ‘- a ’ .~~ f : ..  I (~~ f tha t ‘.‘~~..- - t  is eva’:: better than
you e*pc-t r~~~.’ ‘ e

(.) i f  y~- c  a :.- a • ~~~~ ~
- - at : . -: ( f I t  a? aspe ct ii r u — h  tctt cs t

you t c 1-e ! :t ..ni I - , .

t~~ not turn 1-a k to ; i r v t n - : i  St . : . . -— -
~~~~~

On my Job , t h is  is t w  I fee l ati. - 

13. mc chanc e n I- ,- (-f aerv u - - c t - o thers A N C 0 N

14. The chance to try rut some c f xi-. own ideas A B C 0 N

15. licinq able I c  .~ .h jr’h wi!hc -ut ‘i- c l i n g  it  i s
mor a l l y  ~ r - ~ • A B C V N

l~~. The chance tea work ly r-yr rI’ A N C V N

17 . The va r i e t y  in i-, wnr~ A P C 0 N

1$. The cha n c e t i have - t h’- r w~-r b e r l  lr,c k to me fcr
dir rcti - i  A P C 0 N

1~~. The chance to 1- ’ the kind —f ~~-~ r k I tin best A P C V N

70. Thc pocia l ;‘.~~a i ’ tr i - in the rir ’rc:r. . t v  th ,’it gee, w i t h
the job A B C  0 £

21. The i~
a I ; c x c a  and - r l ct i ce a  -- f  the Pa ir Force toward

its members A B C V N

22. Th. way my s uj e rv u t - r  and I understand cat- h other . .  - A B C V N

2). Ply job Secu r i ty A H C V N
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Ask yours elf: How s . it i a f t e J  ar I w i th thi s aspect of my job?

(a) means I .i rc~~t c~~ ’ t f  i t  (thu aspect .f t’~y job is much poorer than
I would lu .- it to . . )

ib ) meal s I a’ - ‘ c )  ‘.I l -: ~~1 Iv a a ’ u ’ - : . t ~his aspect of my job i s  not
quite bh.1 b .u ‘ It to I - -

(c) means I art r.. t  : -  I ~~~ I ( t t . ~~s as( . - - t  of my ;- t is what I would like
it to l~~)

(d) means I ~~~~ ‘,‘,.~~~‘. 
- a ’ c - f : .  I (th~~s .a:~~..t of ny ~ob Ii even better

th a - . I ca ,. ~,..: .~~ -

(e) r~- .a r. :- I -i - i - a ’ . - ) ‘.‘ ‘ - i ! : - ’  ~~i ( ‘ u r  a p.’- t of ry ~~I’ is much bet-
ter that L. . I u t  ..c) .

On Piy job, thi s is I’ u I f ’ . l  about

24. The amount f ;-ay f - i  t he wo: k I do A P C 0 N

25. The w_ .r k 1:.; - . I t t  i c.a ‘ c .at it. - :, I iq • uxc ~~, vent ilati on ,
e t c . )  t-:. i~~ ;:. ‘ -I A P C 0 N

2~~. The cii~~ - x t u : :’ :e ’a I - :  a,Iva ’ r .r- t C : t i . c a  ~r’t- ~ P C V N

37 . lI.e t e - .nuca l i’, w - h.cw ’ of my supe rvisor A N C 0 N

2$. The spi r it  i -f -t-~ -~ - ra t  c - - .art~-n i  my c c - w - ~ x k e r s  A P C V N

7~~• The c-h.~n~ e to tao res ; - c  n - i I - e f -r l a i r - c -  a ry work .   A B C t) N

30. Th. way : curt r .—’ t u . . - i wh.-:. s ip-a d  ~-~ l- A P C I) F.

31. Being &I le t a  see the resu l t , cf th. - work I do A P ‘ V E

32 . Th. cha nc e t .  hr a:ttv e rc.-h cf Ihe t i me  A N C V N

)3, The c h a r . - . -  to be c- f  se rv ure to p c-; Ii- A H C 0 F

34. The chance I- -  do new *r- I o ri g in a l t h c - - -; t. on ry cawia .   A P C V N

35. Being at- li - I- - t h i n : ,  t h a t  c - t - ~~c ’ t -‘ -  against my
r e l ig u- - u l  i-i- I :efs A B C 0 N

fl The chan ce t — - w ’rb p lc-ne on t i- a- jot- A P C V N

37. Tht’ chance to do d i ffe ren t tht r .-;i f t c i  tirte to time . . . A P C V F

35 . The chance to te l l otter i.i-ika-rc her-v tr do things . . . . A P C 0 N

)~~• The ch a n c e  to  ~: w-.y k ti -- a t is well  suited to my
abil ities A B C D N

40. Th. chance to be s camebody in the ceeriunity A B C 0 N

41. Air For -” pe licte ;  and the way in which they are
adri ln i s t er eci A B C 0 1
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Ask yourself: Ho.a ti .-i t “f  t ed  an with this aepe -.t of y 3ob7

(a) means I ar-a : - ‘ t a u ’ f i , - !  (1 : 1 5  a?.;~~~- t  ry job ii much poorer t h a n
I would 1 c i . ! ‘ -~a 1. - c

(b) mea ns I a”— ‘ l  a i : c t I .  - ,a ’ : ’ t . ’ • ( t h i s  aspect c- f ny ~ol is not
qu ite’ a.hat ~ - -u~ . :‘t  : -

(c) means : .c’~ ,- .at c ’.’ c a - - I ( t h i s  r-~~~—e ,-t  c - f  r y )ob is wt icut I would l ike
it to le?

(4) na-arcs I .ar ~~~u•~ ! ( ‘ h is  as I~ec t  of r-y j ,~ ~s r~~a-~~
than I t ’X~ ‘-  - - : 

(e ) 
~~~~ 

.
~~~

. ~ I -n ‘ a ’ t ~. 
- 1 , t ~ . 15 .i 01 Of P) ) i t  is t .uth I —

tow th.v- : t . . :

On my h -I. . th u s  • I: ~~‘ f ’ e l  cut- nt .

4 2 . The w ay ny 1 :. .. I ~ .’ :1.- n I l ! c : . a ~~,- A II C I) 1.

43. The way rty - - 1- ; -x  ‘.- 1 J cs  : a s ’ - : : , -  futux A 14 C t) N

44. The c h c u ’ : ,- c to c--cu...’ -as n-uc ’-~ r~~o ,y  .--a ny f r c ’ : I ’ c A B C (1 N

45. Thc ;-I-.vr.ccat x : - - ..: d l: ;c. -
~ ’ .’:e :~~~~~:~~ A 14 C I )  E

The chan c es c-f . e t t c ,  , a h e a - t  on t ! i s ‘ c-b A B C V N

47 . Tice c oca . •- r. •’ of c--, c~~; . - r v i -  - ct - ‘-a ” •- ‘ ‘- - ‘ c-n r .  A P C 1) F

45 .  The i - a c - -e Ic- drv.c)-. , clc -~ c f~ , I - ’ - w i l t  r- ’,’
A P C 0 N

4~~, The c h a r , . ’ to  r ak e  ,!•- . t s i c - n n  en ry ~~‘o A P C 0 F

SO. The way I get  f u l  c ; a - -’ct !c r II..- ~ c.:~~~ : d -  A 1’ C ~ N

51. P- el i - ag - at  .- t c -  t .~a ’ r  r c l e  in a )c-~ airli .‘ P -.- A B C V N

52 Be in-; .aI :. to -I - i. - - ‘1 h . c r ,.~ -:o- t-a c-f i- t : . -  A P C I) £

5) .  The chan ~ .- t -~ hcl 1 ; r  I.’ A B C 0 N

54 .  The ch.an~~.~ ¶ try c -n~’ t - i o g  c’ u f f e r e n t  A B C 0 N

55. Be ing .a!-~ .- — I- ~ t ’ - u n ; c u  t ’~.t~ don ’t go aga in s t  my
A P C 1) N

54. The ch ance t ’  be al -- t i- on ti- , job A P C V N

57. The rou tine u n my ~c t ’n A P C V N

SR . The chance In su ; -e rv i se  Other  p eop l e  A B C 0 1

S~~. the chance to make use of my best a b u l i t : e s  A B C V N

40. Th. chance to rub clbo-v s with important peop le . .   A B C 0 N
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Aak your sel f: Hc-w a a t : a f c a - t  am I w~~ttc this as(’ect of my job?

(a) moans I ca rt nc- I ~- .tt i s !  u ’-d (this a: .;-c ’ c-t  of my job is much t.e~ci:ct r than
1 would li ke it t-

(b) e.’ana I ~~~~ - - -
~~~~~~~~~~~~

- : • ~~ - •  ‘rtu,’d (th is ~~~~ a, cf L~ job i s not
quite w:. , t 1 - . ..~~~ - ,‘ a , .  -

(cl means I aau :- ,a. :-~~~ - - 4. (~~t .u~ a’ -o t of : - -
~ , t  is wha t 1 would like

it to be),

(4) s’w’arc ’s I an , i s ’ - i - I  I! cs -a - ! ry )ict i  is  i-V i t a  better
t h a n  i .

~~~, • 
. : •. . 1

(e) na-ann cV’~~~- ’ ’ , ‘~ 
.
~~~~

5 ,  ¶ ( t h t a ,a:. , .-o ’ o f c-’, l i t -  15 tuch bet-
tor that ; I L,~~ c l  c t ~~~~~- ~c:. - -. I .-

On my j . ) . tI c ci - . t: -w I t a i l  ol -ca -

41. TIter way r’~~ 1 y.-’. ’. a r - ’ unt ’ - -r’ ~-- - ’, . i c  ~1 A: r in:,  -
po luc u Pa 14 C I) N

42 .  The way r’ I ‘ t a  t a  ‘ ‘a •. u; ‘- - :1  ,‘ : . c n . ’a ’, ’- ’ . ( a ~~i t i c  t 
~ A P C 1) N

6) .  The way -y ) :  I ; :  ‘c d c ~ I -t r - t i  ‘
~~

-y i — ;  l - ’ y - - n t  A 14 C I) N

44 . H~ — c-’1’ - - - ‘;-a n -a ~- c I tc t t , ,a t lot  c’c - ’—~ a: ,-aI e - : ~- it.
other c.:c a .r u :4t , - a  A It C V N

45. The p1carc ~a : . t : . ’ s u  ‘ t c  w~- ? i . i !  ~ ~~~~~~~~~~~  A B C I) N

44.  Thi’ way F 1- ~
-’
~ 

-
~ u c - :~~ are q -.va’ n e d t  c- I. t h~~r. j et - A P C ra N

47. The way ny 1-c -sit ,!c . : , a t r s  w ’ :~~ t o  - 1 , - i - s  P P C 11 N

4$ . The f r - i c : - I ’.i c . ’ c  of  r , co-v ’~r” - c r ”  A P C 1)

4~~. The cha’-i - c-’ ‘ 1-ac :.‘s
~~~~

r e - c c t - l e  f :  i-a~ i.’rrk rf et her. .   A P C V F

70. The i a - c .  - ‘ ;, :  I i ‘~ i n”’ !. ~ hr a, • I -I”- A N C V N

71. Being able to  rio ‘- -  —a ’ ’’ unn a. ’r ’ t— a. ’: u :r  B C 0 N

72 . Bein’~ able tc -  s t . t a-y 1 cs y  A B C V

73. The -‘hcu’- re  I c -  I” ‘ h c ’ . - ; s  In: -t’~-r ;.e -i;-’le A P C V F

74. The chance t i  -dev.’c)~~;’ new and c ’~~.r ways t i do the cc-1  A P C V £

75. The chat - ice  to rio ; - - i  • h- ’t  dc-n ’ ’ h-t ort cr 1. - i ;a”e.l,le   A P C V N

74. The cha’-ce t - ’- w o r k  unai epe- ! - - I  - - t i - e r A ~ C V N

77, Th. chance to -Ic- r -~~ ’ t h c n~ d c f l . - t a - t - ’ a - v e r y  day A P C I) N

75. The c ha- - .’ a, -- t e l l  ;-c.- ; -1e what 1- b--i A P C V F

7~ The (“ar c’.- t o  1— .‘-r ’ . - t i - t r -~ t i - a ?  p- -’u bie~~ n i- a-  of ~ya b i l i t i es  A P C V N
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Ask yours elf : Ik’s’ C . - a t l s f  - te l -ar- I wit), t h is  aspect  of my )ob?

(a) means I ,~~~ . , - . ‘ a’ - . . .! (•  i - c ni .ac~- .-ct  of sty job is nu,’). puorer than
I would l~~’a~t’ :‘.

(La ) mean- - I . ‘— - ‘ ,~~~~ : - ‘‘I ’ -; - ,‘ :• ‘~~~~
- ‘. ( t I c t .  aspect. of ry )ct- is not.

quit . ~~~~ a, - . - . ‘ . .1

(c’ ) mean’; I car-’ a - i ’ - - : - - I (‘I’ : a a t ;  c o t  c - f  r ’ jr-i ‘ag  shat I would l ike
it to i’d

(d)  ~~‘sri s I .-ar -. - : - - - -a ’ - - ‘- ‘. ; n ? . : ’ . a ’ .; i-ct of ray jot is -v. ’r. 1-ct t a- i
tha n I - - i t  -

(.1 means 1 .a— .‘ a’ r’ -”c - ’ l v c , r : ’ f c ’ - 1 (‘h: - a ‘ ;.- ‘i of c,-,’ job is m uch L.~~t
tCi t t c a t .  I Ic - • i :1 :c . . -

On my j~ - 1 . . t’ is I~~ h~ -w I

$0. Tiac c-t..an - -’,’ I; I.- tr-( ’ t t . a n t  itt h. a- ’y’ i t .  c - f  c- ’.h.’t’ . . . . A B C V N

Si. ‘The way A c :  1 : -
~~‘ ; - ‘ l c c c .  a re  1u t  : r . t - : - t . a , n i -  e , • . . A P C V

52 .  ‘lie way n--. 1- c-s t a .  ‘t c a r .  , t  c~,,t - -.t~~-a
’ c ’c i r.) 1,-ain t~ . Pa 14 C I’ F.

53 .  How s tead y n- , I is A P C Ii N

$4.  Pty p c a y a - ! t i - ” ac- .- n t . t o f w - - r k l :ti- A N  C O N

IS . 1?..- ~~~~~~~~~~~ — : ‘ :‘t - ~ o ;tions c-I t . c  i c - I -  A P C ( N

$4 . The c - i-a r .ce~ I- r ,ad -.’ , a , ’ - ’r, th~~’t I - t i  A It C I’ N

S’? The way c- , tn -a r, ; : - ‘ .- c - ¶ r s  hel’ c-n Ica: I ;- -e -t .’-- a A N C V F

IS. The wa? ray re-w t -’ .- t n  are a- .ar.j  Ic’ make !:i.- t , t r  w i t h •   A P C V I.

li, The f ra - ,- rI, -rt t o  u’S-.’ “s’ . a~ n ‘t - c - I r-.-n ’ A P C V F,

~C. The way t ’”, usual,y ¶e~.1 ‘- .- wit--n I cI~ r ,’ ’ - 1- we l l  .   A 14 C V F

fl l’he chan- ’e a --  - 1 - - ‘ay be-st a t  a l l  ttme s . ,  . , .. , ,  A N C I) N

~~7 , The c han c e  1-n Ito “On t tac crc - ” ill It ’,.- a i r - .-  . . . ,. . . ,  A P C V N

~ ) The chance Ii ’- t a -  of a ,c- r~ ‘ct- .a~~~ c c ’ r v i c e  t o  ot I-.- r ;w’rap le  A B C V N

B4 . Th~ chance t c  t r y  my ~~ c-t “.-t i -r-ds  ~ f doing the ) cab . . ,  A P C V F

~S. The chance t - ’- I—’ • - . e j ob w :’ - .- - c t  feeling I .ac-
cheating ~ c - 2 ’c- r.’ A P C V N

~4. Than chance ti- wc’rs away ft others A P C V N

The chance ti- d-’ -ta n’1’ d cffercnt lt ,jnc s on the job . • . . A P C V N

~$. The cha nc e  to t’ll oth e r s wt ,iI to tier A P C 0 1

~~~~~~ The chance to c-- ik. - u~~c c-f ‘- ,‘ at - i l it i es  and s k i ll s . . . . A B C 0 N
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Ask you: s e l l:  lIe d r..at c 5 1  ti- - I -at- I w i t h  1 h s  a~~~-c -~ t of my job?

(a)  me arts an- ‘ a a ‘ ‘ c i  ‘ (1 c ‘ a - ;  • - ‘t  of c’1 job i t r-cc -.1a poc m i i  than
I wr ,-r~ld l .~ -

‘b) ~~‘an ?. I alt ’ ’ .- ‘ i n ’ t I v ~~~- , c r - ’ I ‘a’.;t. ,’a: j - ’ t ~! r - j - t  t a t
qui l t’ w 1 - .: ‘ , : - .~~- :

( c )  mi _ al a I art ‘a ’ . c. I. - I ( c ’  - of r-~ )r .t- is ~~‘ a t  1 w o u l d  li’;e
it to 1- - ’)

(ti ) ri’a: ls in -  v i - t . ’ -‘ .-a ’ . — ’c . - t ‘ t ~ ‘, ,-;‘t 01 r .,’ )ot - ;. a - a c - ; ,
t tr ,’i: I ‘~~ - c t ’ 1. ;t u : ‘ - (

(t’) ~~‘ara ’ 1 .~~ z.’ I ~‘ ‘a’ ’ • I (t ’. i’ . a n - ; ’  c t  Of c- i ‘ ,. I. i a- i-- u - t c I • —

t i :  ti -.a~ 
1 1 , . . j

~~ i my j e t - , I - i~~ ‘. . : • - .- I , :  .; , -

100 . ‘II;a- i , t . i : , c”  t ca 1 .-i a- a- ‘ dr- ’ i ! c t I . -  ; . ‘. . ‘- c t - c ”..’ c~;- t’r’u ra i ? y  - . A B C 1 I

101. ‘P- i’ w ,’a’ , ‘. cc. ’f ’ ;ae .- ’ :.- ’ . ’ r  i ’ . i - c ’.~ ‘ i ’ . Pa p ç :

102 . TI-~ ’ ; ’ t  - .n a 1 1 a I c-i-t a I - 1 i t  — - •- :. a a - - ‘. a
I c  - a t e s  A P C I’ N

103 , The wa ;’ I- . : . ‘  • .;1a.-a ’. c - n - s .a; ci’,’ c t .  d :1 ‘ ‘  A H C Ic F

104.  ltc ~~ r j  ; c a , (‘C , . c C’ l a , t t c  1i.,, ‘ ‘ ‘ ‘i t ’ i ’  P 14 C I) N

1O~~. ‘Pr.- w e t .  i’ c~ c . ~‘. I :  • n - s  A I - C P N

10*. . )fy -~ ia n -  a I- i , ’tI- - .t -- A It C V I

107 . the w i . i- ’~ I - - - ” . c  I t a c t - t i - .  , c :  I I c ” a ’l ’-s A It C V I.

10$ . Th~ wa y — -j co- h : ‘ ‘- :~~ - : a - t  a l - ’ - . - : w c I h  a - ac t; ‘“ ‘i     A P C I F

10g . ‘ P a -  r e’ , - t - s c t - c l i y I t-- 1 ; - t  A ~ C V N

110 . T’ . , - ; t a i sc 1 .;, I -‘.-~~~~~
- a ;.- c l  ‘ - 1 A P C V N

lii. The f’- e l i r t g t c l  - ‘ c - ’ e ’; ; c ’ — ’ - - ’  1 ;i’t f’ - ‘ 1’    • A P C V £

112. P4’ia-l .a” e ~~“ 
a- i ’” ’

~
’ t -.aay -‘ i t - a- I t t — a- A P C V N
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The ;-u r;- ~ si’ - I t ’. t i c  s i t  . n - I ‘‘ - q cc ’ ’- ’. i.~ 
-. - - c l : ’ -  c.s a 1. - a ’ : n - i •  ‘-  -• -  -

C~~IIC I ’ - ’ -  : a - a . ’ -  C I 3 1 .  b - :’ - c n . . i : ,i ’ c i ‘- ‘ .0 ’  c c -  I ,  .a : a -  — , t . - c-~~ . - ;t. t ; .  -

Ta- s~ D it i . . I , ‘- - ) — , I. • 1 • I. - -  l t’ I ;  - I a w I a’ s ’ - S  c f  y - cr w - t • ~ t i  ton —
men t. The ‘ow - I ‘a’.;’.. - I i ’ ~ - :  • c - t a  I: - 1.1 .- I  at ,

(a) Youi- ;- - n t  n - - . a- c I  ‘ ,,‘ ( i - c — ‘ - , t— ; e~ I ‘ ‘ - a -  ,t-o is ~t ’- f cl.,’.. as Sc?
di:, - 1 — a : ‘ in- ;  Ia’’ ct-

(14) C’t~~~- a ‘c~ a’ a ; - - ;t’ I ‘ - i n - - - n - :-.- t - I ‘- , - :ani a ’ I (‘I;

kn.ws-: i- .a. ’ ;i-~~’l  - :c ,aS ’,! - t . - ’ tt s to • ‘ .- ; -- -~~ c t :  , .  .~ ‘ . :  ‘ - t t r- ’ ’ ’ - c F
duty r, .a ’ : d c - t -. c’— ,—- -.’.!~~a ’ . 1 -  t n , ’ ’ - .a’a’.- , - c o n  t I  c t - c  ~~~~~~ I. - ‘c i . :  • n ’

~~‘7a t .1.’ - a I ; . i c t a~~~. at - t t~~~ :a: i ’ - : c  ‘ i l .’, l i C , ~ .,‘t 55 •‘‘ . , .c ’ .i!, , -‘

w i l l  1-a ’ .a’- ’ - t  t o t. ‘c I  ¶ ‘ . , ,
~~~- ‘ - t c  ‘ ; - ‘ ‘ - sO ,. ’ a n ’  ccl - ,;’, Il - a fl a t - cc -

to I . ~- 1 : -, - ‘ c’ . , a- w ’ ( c ’  ‘ I a ; ‘ ‘ a’ i ’~~ - i ’’ ,a I ‘- - I ‘ - r .ay : • ..;~~~n -I
t~~~t P ”  1 1 ’  ~~~~~~~~~~~ ‘ itc ’ ,r, n - - a - - ’ : :

I . V..~—.’ a y -  .o ‘ a- ’  \ , ‘ a t ~ ¶ t , ’c’ . • . - - U - - ; -  : I -Jc’. : a LoS Ii - • 
~a-1 *~~‘ s-i a h

- . ~~r~~ s ’

i r a - s

If h0 • 1- i t  asa- s ’  ;- ~~ ;;; i c t  t. 4 ,

2. C’ ; - r 1 - -- ‘  c I • a ‘ ‘a- :  aC t w: ‘ ‘- c ‘a — - ’ Sn ,‘ • S - - c c,3- w ’-- rI I a~ ; a - :  Ic : a- ~I t  Fy
duties -

A P C V

Vt~~a - r a - a -  I.”tt ’ . r  A ::ri- A n - r c a ’
Disa gree No: . ca- ;aa -e

3. (~~~;-‘ :1  ; - ; ‘ ; i ’  0 t ’ r : - a - w t t ’a ec - ’ a , --~~~4 a - ( a -  c-- ’cur S i - i Ii- F r  -~~ “a’— -~ a
of t I e t a -

A ~I • , .. , .  • • . . , .® • . • . , .  N

* .t r i— r ly ~~; s a - : t r a -  ‘.r c t ’ . - :  A ; ‘ r a -  5” : ro  Strongly
D L a a - ; t a - e Nor t i r a ç t r r  Agree

Nxaa~,le 2. A r c s e ; e ‘ a” ’ a ’ - ;.-
~~~ “-~-‘- 0e~ w ”~~ i -s  r- ’ • -c ‘ c T ”  I •o : ‘ !“‘ ,a

to Ia-  ;“a! t - ; ’  ci ,. t I  ,‘,~~ a ’- c  I ,c t ft - a - -
q c c e t - . y ,!, c c - d i s .- s  I • • .- I w , t h  c - I ” : ctr.ia’a- r.t.e S

bight a ? - s w ’ a - a  • ‘~~. c --a— .’ lc .a-~~ ’ 
‘- - ‘ • ‘  c 5

1 , Or’.’. ‘
~ 

.a w’-r~ a - c .  a ;‘:c- ’.’ c I” ~‘ — i ;  c ;  ;-  a t amr ,(t i a - u  to i n t e r a c t  with
Cc-’ we, ~ a - ’

Yes

If ‘No . p lease u~~ t~~ I t- -  çuc’st lc- n 4 .
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2. ~~ p c a t t u c c t  t e a  to t n t e ’ : a~~t w i - t h  - w - - m 1- ’ - n a  c c - c u r  witon I am pe’rfcinaing my
dut tell ,

A - . ‘ ‘ ‘ ‘Ø ’ c . I) - N

$hrcan.41 y I’tsa-;:ra- I : ~‘- t i ”  ?.;:ee St:onq ly
D*sagrcc-r Not I c:- .. : - -  A g ret ~

3. C~ j - - i  .,‘ - c t  t a - ’  t o  .‘ • •‘t-a ‘ - w ’ e l ’ . :~~- ot - s t r j - l y I i ,  — 1 . - i t - . ; a

of t I a ”  :-; .a ’,i 

C 

~ ttc - :;-tI . I’ .t,.;: ’- a- h,:!.”r a - : : , ,’ ,‘-t :c.’
N~ir 1 c 1 a 9 : ’  .- Ag ree

113 . 15.) c’ I, ’- I? .c?i ’.’, ta’ ,- I. - t.e .1- , -t ’~.t ; ‘ -  Ic-  t.’.cc : t I c  -
~~c - .c  wa - i ’ t c I v i l -  : ‘ . . - t - . t ’

a .  Yr~14. t’.

If ~~- - • , i - l a - a t - -” ‘-i ip t~ q.;e:O ; -  I l’

114. ( I i
~ -~’ a t ’ . . n - ; !  i a - a .  tO  t . ’~~ o” ’ n  a- ; Ir c.’c’.’ t sO.,-’ 1 ‘t a’ ;s ’ :(  - t :- i ’ . -~ a - c  rt, ,•, i a - s .

A It C V 

Sttc .r.c~ l ’,’ . ~~~~~~~~~~ ?~~‘‘ I ’ .’’ “ • ‘ “ ‘  ~~-;:.‘ a- ~ t t c e - t i y
Disa-j rc a- Itor I . a- .a ;:  .-

u S . C’ , .- : ’ u r a t ’ .c - c ~- r -  I d I ;  “- -n ;‘ r-t - , e (‘f r _ F  r_ t ~~; ’ ’~ f t c - a s  P ’ i - t a - . ;  a r t - n - I - e r i f
ttw or ‘ ; -a’ , .~~‘- .

A P V II

I t s - a  ;r ” a - ‘ i .- i -ah . ’z ? ‘ , : . a -  ? ‘-- ;rec St : - i u i y
Nor i . r a a : t . ’ a- Agr ee

114.  N’ a - c  - - r  j i  C’ : ’,;: ‘-“ .- ‘  c,IIet y - - c .  . ‘u i ’ .c t ii t : y  ~ut ~,‘me c I  y r - i c r
~~~‘fl t . t ” .su ’

a.  Y es
b . No

If •No , ; l r a s ”  a c ; ;  t - - ; c i ’-c ’ i c - n I.I~~~.

II ’? . f\ t - -- ’i a ! ’ r a c a’ I. ’ t i  ‘.y i- u ’ 5-’ n-.r c t r-~’ - w ”  i ‘a - i a  - icr w t ’- e r .  I perfor mtr - t  my
d’jt a’

A ’ ’ ’ ’ . ’  P ‘ • • ‘ ‘ ‘  C V ‘ ‘ ‘ ‘ 1

Visa -a ’.’.’ ~,a-r ’’- .-r ) . ‘ ; :— a ’  Atj r~’ti Strc .riqiy
Disaq : r ”  t-~ -~ : : ‘c -a ; : a -  A gree

III. O~~;-’ t !c; -’a’ i - r u  ‘~~ r’. -.u ’ ~~e’e e f  ‘ ‘ s ’ ~ w.- i - I a - as  occur r r r ~ I’~ f rom t -eI n q a
4’r a ’ th a - a-a c i ’ : ; F a t ; ’ - ” .

A P C V I

Strong ly r t s 5 ~r ro.  N e t t r , :  ‘.- : m ” ~~ Agree Strongly
Nor D i aatt a - ” Aqre .
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11g . ~~~~~S ‘.O,c t s , t~~ r r , a c t  ~~~~~ : ‘-  ; - c , : . -  you t o  .11’ t ? . l r . qa aL - a t 90 agai nst your
COfl sC iC ” . i - C

a. Y r s
14. Ne’

If •N.cc,’, Ir .a ’ c - sb.i~ ‘a- .;cjrr. ’, i - i t t  I ll .

170. ~O’ ;,, ; . ‘c - .1 - ‘ i- I,  ‘ a ¶ ‘c . - . t ~~~ ,a- ; ‘ : 1 s t  ?I ’~’ - - I S C L C ! ’ . - i’ ‘ - i t t  whefl I ar

pe’z Ic r —  c : - ;  — 1. 1 . - a ,

A Ii C’ 1) N

Sir a-” . ‘Y I’i -’ i a ;tc -~ ~.t I! ’ - ’: ,- ,‘ ‘,- , ? s . ; t c~~’ ~trc’nql y
I s t - r  L ’ i n ~

. - ’ . - Ag ree

171 . la c’ -; c c i :  Cr’s’ - ‘ • 1 ‘ ‘ ( 1 : — , ‘ ., ‘ - c- .ait. a ’ a- ‘,- ‘ t , a t e t  i’ i -a c . :  a in -I’ I y I n - c”

b-a- itt ; ci a- .-’- ; - -: 1 1, .- : . .a’ ., ;a’,

A . . . . . .  N . . . , , .  C’ V . . . , . ,
1 t i - c  i a - i’ ~ , , 1 ’ ’ .’’. l, ,; ta- r  I.’ ;’a-a- ~.t Y .

t a i s ag a’-.’ h r-t l t t a - ; r r i -- A g re e

172 . 1” -”’ ‘, ‘ . c :  s - n ’  e I ’.’ c n - . r a o I l . :  y - ’~ c-~ ;.’r’ - . ’ ; ’ a’ a- w - a ~ c ’ - .Ia- ;’ .— ’ .tc’’ . n I ’ ,
of a-I lo- : -

a ,  Yea
14. No

If “No ’, l a - .’i a’a- si..; I ~~~~~~~~ ii’ - , 12

17) . ci-; - t  ‘u—c ’ ca- c ‘ ~~~~~! ‘  c t .  Ia - ; - - ‘ a ’- ’ ’  I’.- , 1 • a ,.i-~~ - - ,a) f w - i - - I am ~‘-rf r-?-s i r- i

~y i1, c . , -~~. ,

A P C V ‘ ‘ ‘ ‘ ‘ ‘ F

SIn ‘ ; ‘ ‘  I;’c .a ;re t’  ‘ a 1’ ’ .-t- A ..-.. i - t r e e  1 - t r e r u l y

I- ’, i ’ c a ; ’ - ’  *9100

‘~‘“‘ a c r  ‘ - ‘ ‘ I c ’~ t, ’; h’Tpcfi ! .‘ ‘-~~r t i ~i , T  , ‘ a  - :a’; WI’t ~t - l ~~~ON 7-H r
ANa--t-~a - a-I I I 1,

12 4 .  (‘i1’’,’~ ‘‘ ‘a ’,a-’’c • -“ ~~‘ r ’ i- - - -  - - - • I - -~ ~~~~~~~~ C ‘-;T sr”~ ’1 ’,’ Ira --n - being a
~~ ‘*Z’c t c- f  ‘ -‘ - a ;-a .;- a ’ -

A ‘ ‘ ‘ ‘ ‘ - P  C P . ’ ’ ’ ’ -  F

~t r a ’ r n - l y  r i . ..:r a’a- ‘;.- ‘l t ’ -a - • i- - ’aoa- A r- rca - Strongly
D iuaq: c’. Nor i i s a ; tr r  Agree
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-~ -- --‘-- ‘ ~~‘ - - ‘ - ‘- - - -~~~~~~~

125. t~~’cc’~~ ya - u: sno:’• c ’aav i : - -t - n--~’I’ 
. 1  Iii y r- -u - i t  ,cnI t it’ s to do marc y d if f e te nt

thi n g s ?

a. Yea
14. No

If •No . $ l.-ar. c’ 5.1;. I~~’ .; r at i o n . 128 .

176. • ‘ ; -
~

- ¶ u- . i ¶ c a - a  ~, - rt.a ‘. ‘
~ 

.i ‘. ft - t i  : ‘, ¶ ‘. ; ‘ ‘c c-cc ;,r wh i ’ Ii I art -‘ ft y r  c r.q I~j’

dii i i t ’s.

A P ‘ ‘ ‘ k  N

I i r a q r a - e  •. a - c ? ~~,: ‘- i.-’ ) ca ’ s -  S t i r  n - d y
Disa .; ia ’ ’- N i t  L i  ‘- c - n. -

127. C~ ’;’ : 1  - i ’ c , - — • I i’.y I.I’ - r  ‘ ‘ I I : .’ -;’ - ~‘ t - c ’ l >’ f:r - r ’ I ’  c t - - c  a r’s- n-,t - a
Of the ‘— a ~c a ’  .: a t- i ,

A ’ ’ . . . ’  P . ’ . ’ - . C P . . . . . .

Sa ra--c - . I , - ‘ .. , : i  . ‘- - - I.!,- r A - c  A - ir e  f~a : c - r i ’ l y
P i a .s ,

~ - -— N- - & : — .~ : - Ag r . .‘

8 2 5 .  Po-e- a • I a- ‘i -, ’, ‘- ‘- a’ ‘a’, ~ a-~ ’ -
~ 

- _. ‘ ‘ , : ‘ to. i t  c a - a  a- l a v a -  c ¶ ‘- a ’ :  a 1 (‘i ’ø.

to  you Ion .1. : ‘ ‘

a. Yea
14. No

If •No , , 1. a c e  • ; to rat 1 -  a.  1 7 1

129 . C’t - a co c ’ : - e I - ‘ -, a’ .- a-’ ‘ a - :  a I - - - ‘ - i-.- I -’ -, ; Z~~ - I a rc , - - ,cr S ’ , rF t  1 aN
‘ :“ t n . ; ”  - I ,’

A ’ ’ . . ’ ’  1 . - ’ ’ ’ ’ ’  C’ ‘ ‘ ‘ ‘ ‘ ‘ 1 - a  N
St r  -c ‘ . 1’ ’. s c i -~~~es’ ~ .‘i’’ . A ’ ’ r c  A - t r e e

her ; c - c a ,-nr ’- Agree

1)0. 
~“•i i-’ t ’ urai’ a - i  ‘ - - “ i’.’a- - ‘ ‘ a - :  a I - ‘ -  ‘s’ I a r u n ’ - a t .  Tn occ’ur simply Ira -na
l.a-In; * a - - a -’- ’ .-~ ‘~~~i’ c’t - ‘ a ’  i l c i’ i - - a -.

A ’ ’ . ’ . .  1% C’ ‘ ‘ ‘ ‘ - ‘ P ’ . - . . ’  I
I t  aa-~~r ee Na - i t  ‘a’r ~~~ -~~~ci’ A~ n oa- Strongly

D is a g i r e  Nor : ‘caa:r ’- .- Ag ree
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’--

131 , L~~aes your  s ‘0, • j -  a ’ . - c fc-T you i -

~ -c a U:, It Ia-a to us. your abi l i t i rs
arid a k i i li ,’

a. Yes
14. No

I f  bo , i-1t ”a ’- a - S i  ,~ I . .;- .a. ’. I iOn 1 t4,

132 . C’- - ; - : I u !. ; ’  ,i ‘ t , - cas e ,~ ci . , t t t . -s c i t  s k i l ls  c ’-’cu: wtte r I at’ i a - a - f ar_ In g
Cy .Iut c r - c .

A P C ’ ’ ’ ’ ’ ’  0 N

St r et’ :1 Vi ‘- 1 : 1 c c  ?. c’ 1 ¶ 1 “r ~ t- n ’ ~ ’ Aqrea’ St.-ong ly
V i s a - ;:.’ . N c r  i - i  tag,.’.’ Agree ’

1 33 ‘-i ;  - - :  u t - - - O a, ’’- — - 1 t’ ,.- ’ ,an. ,! ~k a c - C - o d d  ~ I r_~ - l y  Ia -c-a -- ba-i nq a
Ca-?i~~’: 01 - - - : . ‘ ; : il t i - I : ,

A P C ’ . ’ ’ ’ ’  p 

St & c ’ c  -; y t ’ :sci -J : . a’ ~aa- ¶ 1 a- a ‘ c ’ - . Ac -t : a- a-’ I’ a • t- .i; l y
i ’ i s a g r c c  Non : ,r- .’.- - :i a’ Agr e,

P 1XA~’?’ 1’’. - - ‘ I ‘i (‘~i ‘ - ‘ ‘-‘‘ ‘ ‘- - 2- ’- ’ -~~~ I~~ a — -I,  
~
‘ , CT -,_ c’ g, a ;T: - . ~.

- ‘- ‘:-; I- t ’’i
I - ? : .

334 .  Da-e a y - ’u r  s- a t  ‘ ‘ ‘ . a ’ — . .’ ’  - II.’: ,- .c 11.’ cl — c i a - a-a - t o  be important tar t I e
eyes c.I ‘ - .

a . Ta- a
b , ho

I f  ‘Nra ’, ;- l a - c a a i  ~~~t ;  o ; c ; a - ’ c- T ; . i r ,  :a7 .

1)5 .  ‘i’ a
~r c s-,.an.r • 1,

~ . ‘- ;  a ’ ’- ’ c ” t ’ - ’ r •~‘ ‘r~ of c-t l .a-a~~ - . r c - a c r e  wh ” - n I MS

foaia c ncr - ry 1 - r I c r a .

A P ‘ ‘ ‘ ‘ ‘ ‘ C  V ‘ ‘ ‘ ‘ ‘ ‘ N

‘ t c . - i - ; : a - . -  ‘.a - i t ’ er A - t i r e  Ag r ee St rong ly
D isa g r ee  Nor i I a . ;nre Agree

13 6. ‘I’ .’ “-‘- a r e  ‘o ~
- -r :~~~a. ‘‘ ‘a ’’  r”, “~e .- ‘,a - ’- a t  c ’’ . a-c oa-c,Jre f~~o~m sinarpl y

b e ing  * ~~~~ a - a  ‘~f ‘ lr i t  -ca ”.: F a t  r-

A P C ’ ’ ’ ’ ’ ’  P . ’ ’ ’ ’ ’  1

Stra -r —cl y Itsa’;t- ee ‘ t ’ 1 t — a -r !~~ y ra -  Aqre . Strongly
Nor V I a ~i- ,a a.’ Agree
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~ - .~
—-  -~~~~-‘~~~~ ‘- -~~~~~ “-~~~~~~~~~ ‘ - ‘-~~~~- -~~~~~~~~~

137. Organ tr at i - a - a - a l  1 a’-i .’’t •rc .I n c -c a -’,turra a :..5 aa~ ~- I ird to me’ when I em
p.r(o:.c:. -; ‘ j  .Lt.er .

A ’ . . ’ ’ ’  ft C 0 £

S ir e :  t)y Visa - -pet’ ‘•“ “ ‘ - - - ~~ is ;a”a- A -ire. Stro,i.jly
Nor ‘ i D . a.; ; s - i’ Agree

135. O r g a a a t x a a  .-s 1 - 1  , t ’ ; , - ’ a a t  I ‘ - ‘. , X ’ s  arc ax-i 1 i-.I to “rn’ s irl- il’  from
being a a- .-- ’ : .: ¶ Ic.-  - ‘  ::,a ’c c  aca t • a- -

A S C V I-

~t t  y.-t - r - :l  y ~ 1 ri .:: a a- ‘ a’ a ’ ..’r )-. t i . -  ~ ;r c-c St rong l y
i-Saga”.- Agr ee

1)9 , Doc~ ‘ a c - - a :  — c ’ ’, a- n - ’.- ’ , c ’  ‘ . ‘ ii.’.c ‘j C.~. ’~ ; a - : ’ at - i - t i ’~,. to prn’ r r - :r.illy
- t ‘- .- .t-~ ‘a .,;. t .‘ .a . ’: 2

a. Ti-s
b. Pro

If No” , ;‘ia- .a a-’ .ik i ;’  ¶ .  qU e a ’~i - e ’: 4,’I .

140. (~ -;‘-.-ar I ut- t a - s  a- : - - c a l  l ’~ c t - c ’ a- : ci - - w d t  I-i tay art : ;  i vi a a- or rica - schi- a-
am pcn f - .’r” :- .; r’a’ t , t - i -  

A . . . . . .  P . . . . . .  C . .
~~~~~~~~

. . .  V ‘ . . - . .  N

Strongly t’ ia . a .:r’-e Na - i t ’- ,-: A - c ’ : a - a -  Agree Strcar .gly
Di sagree “ox l c i i , ,a .:ca ’  Agree

141. C”-~’c~*a r’ ‘ ‘a t t i c a  t i — I a - a ’ , - - a l l y  t’- .r :.a .-’ si~~
c. n’-y iupervisnr occur sr r ;-2 -,- from

14.1 n.j a -s’r, • a - I  ‘ a’ - : c - c t- .. rat a’”a
A ’ - ’ . . .  P . . ’ ’ ’ . C - . - - . .  D .  ‘ ‘ ‘ ‘ F

Strongl y t i - a . i - ; r r e  Nei, ’.’r ~,- ;a.- a- Agree Strongly
V i sa -i ra - c Nor ~‘ a s a c i r r e  Ag ree

142. Ply future - - -- I sc i - c a i l y  i - s  A150c’ t .at l’ l s - c ’l’ ry i ce rf c -rrcir -. c”e cal dut i e s.

A P C ‘ ‘ ‘ ‘ ‘ ‘0 . .- . . .  1

Str c ngl y V i ~~ ci~~ i a - e  N e ; t ’ t c r  ? . ; a a - a -  Agr ee Stron gl y
D isa gree Nca t’ Viea qr .a’ Ag ree

143,  Ply future -ct- se - u r l . y i s  as s o c i a t e d  w ill-a s ir p ly being a membe r of the
organ s at ten.

A ’ ’ ’ ’ ’ ’  S ‘ ‘ ‘ ‘ - ‘ C ’ ’ ’ - ’ ’  D I
Strongly t’is.qrc. P1.it’ai r A-i re. Agree Strongly
Disagree Nor PIsaqn ce Agr.e
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144. Ny pay is ass - . ;.-i ’ aa - -.l a.t t i r y  peif .  Zt-’ - t t t ’C (’  of d u t i es .

A ’ ’ ’ - ’ ’  P ‘ ‘ ‘ ‘ - ‘ C  V . . - ’ . .  N

Strongly Disag ree l .a- I t t .,- :  is.’,~ ee Ag ree Strongly
Disagr ee  Nor I i t . a - 1 i s ’

145 .  Ply pay I. .a”,i ’ ~’t. a t ,’ -.l w i t h  a t t - - x l’j l a - - c a -.; a i~w’a-J -a-~ a-I the  organisa t i - c - n .
A P ‘ ‘ - ‘ ‘ ‘ C ’ - . - ’ ’  V N

*t roraql , :‘ :- ca - ; re r  ‘.a - t a ”n ?s’;r i - ’ - Ag ree Strongi)’
Dis ag r ee  Nd t ’ iaa.;:a’ e Agree

146 ,  1 a’s a ul -  - _ 
‘ ~

— ‘ ‘ .‘ - -c ’s c - - ,il -a - ,t t . c i ’ ,~~ ‘- ‘  ‘ ..- 
~
‘-t-’ : p i t  : : ‘ a !  ton (hi ci’, r.q

light I ta.~ , ‘a. ’ t- . ¶ t 1 -a I con . a - ’ ’  a- . I s. - .  a - 1 am i’ : I - I n .j ‘.y

A B - ’ ’ ’ ’ ’  C V - . ‘ . ~~~~~~~~
. F

St ro na .j ly Tn i a ,a .::ce l .a- i t ’ .’: Aq:’-.’ Pc -~ i~ -ca - Strong l y
t)Iaa.; : s - .’ Nor I csaqree Agree

147 . 2 cia’ •,,~ • ‘- I I - - ; -  -,‘ n. i- .a rr ia-c ’ t • t a - a s o~ t ’ .a- wa-,’t- a -a ‘ c a t  c a t  I’:.- cat
11ç ,t i : .q , ‘.‘“t .  t t ’,~~~~: : - ,, •- a c , l  a t — - I - ,- I t’ - ’ - . “ c - c ~~~~ r ; - - ~~ ‘1 t’ a- - n  .ar.• —
sat le-ri .

A P ‘ ‘ ‘ ‘ - ‘ C ’ ’ ’ - ’ ’  V N

l’ is - a - ;r a - r- N c t ’ ’ ce r A—ir a-,’ Aq a- a-- Strongl y
Di.ag:er Not lT a & c a u ; : a - r  Agr e e

145.  ttc-a--~ your w’ -a ’ar a’- c v c : . -’c—rn r’.! ; t cc . - : . Ic- -,’i’u c . ; ; - t ’ t t c : n t t  1,5 for ad’arancerie t?

a.  Yes
b. No

If No ” . p lease a~ i; - ~;a -~r i - c-’a- I’- I

149. C’~- ; -~ ’t ’ - a t ; . a- ‘ - :  .,rl ’.a -i:, -- r — .. ’-, t  a n .-’ c i s c , - ,  i - a t e d  w it ’-, my p..raor’manace of my
du I ia - i ,

A P ‘ ‘‘ ‘- ‘ C ’ . ’ - . ’  D . ‘ ‘ ‘. .  I

Strnn-1y t ’ics a - rea. ‘k’t’’-.er i~-n: ca- Agre, Strongly
Die-a-cr ”- Nor ~~: ‘ca

-ira-c’ Agree

ISO. Cç;~~r t - ; r r i - ! i a -  ‘ ‘ : .‘ !.‘ci”. -”a -— -”r.’ .arr as~ o c i a ta -d  w i t h  being a membe r of
the c- a t.~a;’- i :,a ’, ic -at .

A B ’ ’ ’ ’ . ’  C 0 ’ . . ~~~~. .  I
Strongly Iai sagrea - Na - i’ ‘ i-a- A gree Agre . Strongl y
Dlsagre’c Nor D isagree Agree
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151. Does yts un i~~ t i- i r v i n  - a, a- .‘n-at I- t , . v lda - ’  you ~— ; ;‘ur’uni ties to s.. your super—
ytsun r v l ’a ’e  ; : : l . —. a r .’

a . Ti ’ s
b. No

If •No” , I-h i--as. ’ ~kt ; -  t a -  qurs’. i c - t i  l’- i .

157. c~ ~- ,-t -~~~
,
~’.i - t  cr- a ‘o ‘a - ’ .- my ‘ a -ci~ “ r v i -  solvc’ -; iarc. i-l cms oa,cur when I am

pcrfc ’ t a—c: ’ .; c’, ‘ c ’ t a- i ,

A ‘ ‘ ‘ ‘ ‘ ‘ P  C ’ . ’ ’ ’ .  V . . . . . .  N
D i- s a ; r ee  l~,- i t ’ - .’r A-;:”- Agree ’ Strong ly

Disag ree Not l i l a - i - :  r ’  Agree

15). Op;-c’r’~ .. ‘. i- • ca -a - a,’,’ — a’ ~~ l ” ~~ ’ — ‘ : •c ) 1v i - r r c ra I 1”it a ec-’ur s im p ly Inc- a-’
being a i’- . - — ’ •‘: I ‘‘a- : ;.a:: n :a’

A ’ ’ ’ ’ ’ -  P . ’ ’ . . .  C 0 - . - . . .  N

5ttor. ;~~ rita, . .-.- h-’it ’-a-r i s t :i-e Agree Strong i ,’
Nor - i- r a ~:t,’ - AqrcC

Pt I At - ” 1’- - - 7 i a 1 ~~~~~ - ~c t ’  C - , . p , -
~~ ~~~ C: }‘ ,- ,

~ ,‘‘ ~~~)~~~~1LI~ hI,’ M l  )i ON ~1I!
I -

154 .  Dos’ s y -  i_ a ~~‘- 1& “ v i :  - ‘- a’a ’nr t  i r - ’ ’ a ’ : sla- ‘,‘i ’ an a-;’; .‘r ,u ’ a i t t r ’s to Interact wi th
your C-  ~ t ’ ’ ? ’  -

a. Tie
b. I---

I f  ~~~
“.i • , i’~~

a-
~~~ c’ 

5~~ d t a - -1 u c 5 ti~~t-- lc’ .

155. 0’I ~~ .r~~ ‘. i ? c I a - r a - ’, w i t h  - -  -~~~~- n~~a-r’ cc-cur when I am perf~~1rira r-,-
that i - c a .

A P ‘ ‘ ‘‘ ‘ ‘ C - . . ’ . .  0 - . - ‘ . . E

1 i-saqn. e Ncit ’-’rr ?~
- ::.- e Agree Strongl y

Disagre, Nor ri a saqrce Agree

156. Opp’orturii’ i - a- s t - i a ’ r a - ’ t  ~~: ,h co”wa ” r kers c c ~’ur si~~~ly from being a mr’aabor
of th. Or-J.a’ a

A ’ ’ ’ ’ ’ -  B ’ ’ ’ ’ ’ ’  C ‘ - ‘ ‘ ‘ 0 - . . - . . !

St a c - ’- i y l i i l*- i tcc  N e : l ?’ c a - r  A- ir a -a - Agree Strongly
Disagree Nor I’Iuagre. Agree
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-- _ -‘ —“ - - ‘ -

th.7. D i e s  yu’.ar w,’ih . i-a,vt: ‘c- - c t  - ‘!a’r yt’J fl’i rt o n it l c’ s to iaakv and be
reaponaci ;* ‘ I i -  - .: - c.n .ts- - c ~~~t -  a . a ’

a. Yes
b. No

IS Nca . Ic l c a s e  e~ i~ te .;ui ’ciI c -a , -
- 

-

155 , 0VP° ~~~~~~~~~~~ S a- - “ ‘ a a  a’ ci ’  I ‘-  : ear i s ’ t t -  ‘c i t 1. Ii-: a-’,’ -a.’ai  4cc talons occur w I ,  at
I ** ‘‘i  I. a ‘ - - ~~

‘ .‘‘ ‘-

A ’ . . . . .  P . . . . . .  C . . . . . .  I) N
lisa - ;:” ?~a-’ r t l  - t ? ‘ a - . ’  Aq ico Strongly

Di sagree N ’ : l i - a - .~~- ;r ” .- Agree

1S9. O-,- ; ’ .:’ -.c ’ . t  c e - c  I a ’ - c i t , ’  c i a  I I ’ - a ’- ’ , :a. :l Ia-  ‘ ‘ • a-’,- - ~ n ‘Ii’ - cJIc ’ns occur
a I 

~ (‘ I’,’ I :‘ I ‘‘ c ’ - .- - ‘ a  c’- I ‘, ‘- ‘- . r -c --a r. I I- ’! - a . -

A p C . . . . . -  . . . . . .
St t ~-a- - ’~ I ‘,‘ I’ n . ’ . : t - . -~ ‘ ;i- :t’ - - i t - .  • A.: t a - a -  Stron g ly
Di~ agiee Nor r’.— ci.:n c c  Agree

360.  Doe r ‘,‘ - J a  w:- :t a- a ‘.‘i , , ’,aa ii’, ‘. a ’ -.’ i c ’.- y . r. c (- ‘1 .-c-rt ua- lt ta-s to ~,c- ya -ci ’- ; c r t ; ’ - d ’

a. Ti’s
b. No

If •1i , ski1. (a-  ;.;ea ’ Iota 16) ,

1~~1. ~
‘
~~;‘~ -~~~ -a- t !  ia— i I ”  I -c’ ni-’ :’c- - :a’c . ; i -  I c . ~ -.c n a- ’ ”a- , .i’- j-arfor-’r t rcq my du t ies .

S ‘ ‘ - ‘ ‘ ‘ B  C V N
Sta ”-a ,a ; l v  ~‘ c c a q n a - e N a - t t ’ a-r A- - a - a ’  Agree St rongly
Dies-p a-c Nor - i r - a l t a - -  Ag”ce

162. (‘ j- - a - ’a;a’: ’ c”c - I-”- a.- “ -  ;. i r r -,I occur a r r ;- l y  Ita-” being a member of the
orga n 1 .a a’ a—

A ‘ ‘ ‘ ‘ ‘ ‘ B ’ . ’ ’ . ’  C ’ . ’ . - -  V - ‘ ‘ ‘ - F
Str ongl y r ie .a- i r ea -  N e i t h er  is - i a n —  Agrse Strongly

Nor D i s c i - c a c e  Agree
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163. Doe’ s y~iur wO, ’k c’r:v i t~ - :c ’c’ ac t ~ tov i4e y r - u  a feeling of accomplishment?

a. Y es
b. No

If •No”. I-iecin - i- sk ip to l-Ja’cttor: 16 6 .

164. OV;-o :’ t i - ”  it i - a -  a’ ‘.0 rca- .- c vi .a (a-cling c-f ciia - i -’-a--.~ I it - l .a-ce nt c -ca - un  wI a--at art-’
perI~ - r a -  i - a - ;  r y - ‘ -c t tea .

A . . . . . .  B C ’ ’ . ’ ’ -  V N
Stzo ’--t y : i s c i - : : ” s ’ Na - it  t c , - ~~ ~~~~~~~ Agree Strongly

Nor 1-Isas u t i’ Agree

16!’. Øp~- o r I c c .c t a .-’a t ?a’ci- c ’a’a’ ci I c - ’ I l c - s i  c - I  c’ ‘ i a - ; l i a t , ”s. ’at oc’c .cr £ t a -~ I-,’ (ac-a--
being  a r’-— .i- : - ‘I ‘, t - ’ , - a i; .a?- t:,a ’, i. a-..

A B ‘ ‘ ‘ ‘ ‘ ‘C . ’ - . ’ ’  V ‘ ‘ ‘ ‘ ‘ ‘F

:‘is .acarec h.- t t ’.i’r A- - : . . —  A.i,ee .c t a - - n c ; l y
Non D i r - as ; :’ ”  Ag r ee

166. Doer - -a - a a.’- n .  a - ’ ’.-~~r •~“ .‘a t  r ‘.‘ ; - ‘-a’ yc-u c ;; ~ i t u ’ c t : i a  t’ - Ic aet uvt . tr -j c -l-
of the tc a -~c ”

a. Ye .
b. No

If No’, you l-s.

~~

,-.- c—’a”1-I,- t a - l  1 1 c c  i a -c t  i-on , ~~~~~~~~ t’ceq’ i a’ Sec t i o n  IV.

167. C’a~~..; t i - - a -  It ca -a t ii’ ci.- t  lvi- a- c i - -”?’, c- f  ¶ t , . ~ t i me  occur a.’hc’ n I am ~-crfo rmina-
my dut-a -”~~,

A B ’ ’ ’ . - ’  C . . . . . . D . . . . - .  N
l’ c r . , - ; r a - c  Na ’i ’ .t ,en 1~- a i r ”  A ga na -  St ron g ly

Dae a gr i ’ a -  Nor I - i r a - n a ”  Agree

165, O - ; - . - - a ’ ’ a a - ,t ’ c .  ‘. t ”  I- .” .-a - --’ n ’.-’ a- - a-,-’ ., - I t ’.a- time c a - c u r  simply t a - c -a - being a
a- .‘t ‘ a- - t -; a ”  c i t  i a”-

A B C V . . - ’ ’ -  N
Strongay ri ca -a r .’ .’ ‘cc l t h .- -r A , t n a -  Agree Strongly
Disagree Nor ri caura- c Agree
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S).C’1’IOY~ :‘.
a-

169. Nti i, I c r,, f the ‘ - c n i ;  c - l . s : a.’ a- P:-~~’ a—.uc ’Ic of t Ire t i re  you fee l  eat 1sf i-ed
with y iun I C :  ~

a. Wi~vrr .
b . 1.c 1 ,,15’a-
C’, Ocs . a - c : ,, ’a~~t ,

d . About t a 1~~
~~~. A good ~~~~ a -f
f ,  Most o ’ t ” -’ 1 ca ” - ,
g. A ll t t ~. t - - -  -

170 , (t ’c -~ - ’-.’ tI. c a- . .’ I a .‘ i , j  1 ~ ,a. -; a . ’ .  c i ’ . ,  -‘ - -a ,  a a.~ t a-h bei,t tel la - ~~~~ wel l
you ) t ’.r ‘

~ 
— r

a. I ha t .’  i’,.
b. I d ic i r i’ ,

c’. i r i c a -  - t I c i i -

d . I am I - c 1 1 . - : . a a  to c I ,

•, I lIi e
f .  I a f l .’ a 1 - - , -~: a  ‘- c c  ,1l-c ,c l i - I ,

g. I h”-.- ’ it.

I’P l , W’ s i s  ‘c ta - i - a -  a .’ e s,.- I .a’-’i t- .-’- t t a - h ’  i- -a.’ yc -u  fi’el a’. cc l  cl .’t : zta g
your )i- -t i ”a

a. I would -~ - i i a  • c a- - ‘  I ,~ t c-c n ”e  i- I 1 ‘c- u ’, a .
b, I b-a -- -J 1- I • a . r  cil ‘- -, ‘‘ ‘ a ’ ~~

- t ~ :—h - cn ~ c - I  I ~‘oa1d e c i r a s  as -a - - u c l a  Al
I am c . a r r t . ; ’.s ’~c. I wøuld h ;~~. ‘, - ‘, ‘ a ’ , ; a -  I -  ‘ a - : a- ,- ‘ -~~ c i t  C’. ‘~‘,‘ : ‘ -‘ i ’ t j~ -a ’ i - c r . .

d. I w - u I I c a r ’  ‘ a - a — ’ ,, — ‘.-~~~~n c - ’ -- ‘-‘  -ot- I t’ .ar. - t i -  i - t a ’ ,
•. I v-’ at - a .- ‘a - - : ‘i-- i ‘ ‘a t  ; - -  “- - .‘ I , i - n ’. I a . - ’ c ,  :-I do ‘- c -  ii could get

a bet ’.. r  a ’ ’ , .
1. I car .’ -

‘ t ’a i - -  ‘ ‘ a’ .‘ ‘c-rt’ -n I -  a’ a.’ ; - ‘“ 1 a. .il I
g. 1 w - ri - _ h a t a - ’ i a - a ’ , .’ a- ,

37~~. W h i , ’I: c- .n — -I ¶ ‘
~~i’ I- h I  -

~~c a - ‘~ ‘c , -~~r, how you t ’ i’a k y~u eor’%Iaare w i t h  otha r
people 7

a. No o,-ae ii’, — 1 i i a - a  - a’ a ‘--I- rc.’- r e Y ,,-. ’- 1 1; ‘c i  c ~c a ’  F-i a- ce ,
b. I d i s h ’.’ — -  

~~- -~ nuc h “‘  a- - ’ ‘ ‘ - a ”  -‘ ‘ ‘  - Ii- . . i n h c . a -  t l a - - i r s ,
c. I d i r h i ., - ’  Lt  — ‘ a - ’  ‘ a - c i a - ”- ’ -  ;“ ;- - ‘ 4 c ’ . i - .’- • a - , - : r ’ a .
d. I lik e ray  a ”  I -  a ’. . ~ a” - - I i  a c  Fa - c ; a- i - l a -  1ik~ l a - i - r e .
•. I l ik e  — y ‘ “- a -  ~ acirr ‘- ‘ i .- c i a -  I i . .’  ‘‘wir~~,
f ,  I il k. r’,’ ~~- t’ a - c  - t s ’ ’ t -  a ‘‘ -a ’- — a-- a -  : I” i:.i’ 1,’ a c r c .
g. No one l i kee  t’-.’ i - r  i - - c -  l ” ’,arr tI- -a — h i - ’ . -  m3ne .
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5?C’TION V

173 .  Age :

a. 21—22 c. ‘a- - c i  e. 29-30 q. 33-34 1. 37—38
b, 2 3 — 2 4  d. 2~ - 8  f. 33-32 h . ,S—3 6 

~~
. 39-40

174.  Sex :

a. PI.ale
D. I’ve—air’

175 , Mani ’ .,aI I a - , a t u s i

•. Par nia’ cI C . t i - t i -  ,c’i’-l c ’a, .t a- t r.’r’- ar i- c I
ii, hi ta 1 a—.’n a .’:: i i- I d _  1 -  ;a h~ ‘- -a :  a t  i-I

S. N c , t , a. , a . c , - i ’  I

176. Bank :

a. Oa c , 0~ d. 05
b. 02 4 . 04 c’. 06

a7’7 . ‘i- t a l  ~“-aa ir ‘ ‘ ‘ - A i r Fc,rce:

a. 2 c , 4 r . 6 g. 8-I C 1. 14- 16
b. 3 4 ,  5 1. 7 h , i l — l - ~ ,. 3 7 — 1 9

17$ . awe I s I ‘ - I yr-u - -- h I  - “ •‘ ‘, . - ‘
. - ‘ ‘ ‘ ; a ir r ’ o - ’ ’’ ’- aa It no t • a ~‘l - .~ I . I f

you l s - -  I a-- a - ‘- - a ’- “ a- - I a - i - -  ,- ‘ - . : ~~~~~~ r i - l a t e  t ’ , , ,r  ‘~ n - a - l i o n
t o  t i ’ - ; . - a -- t  I . a’ ‘a-

fl n c ’--t’ , a-. - - - a - , ’  ‘, a- ‘ ‘ ;‘c:— at -

a. S .:s IT -  — f .  Othe r 1 - :  tat
It . W t  - -i g. I ~-~~-aa r i-a- .“ -

- - a - a ’  at  ing ;- ‘ a-’,
c. Pu- ’ ~ It. N’ I’
4. Air - ‘ a t ’  i, CarI.- ’~
C, .,3(’I’ ’- - c ’ ’ c al 7- i- i ’ ’

17’. Ac - - ’a ,- ’a- ,’ :c,a l  Bci li- i~~r

a. Pu - 1 :  ;
~
a c— a r .  1 1 ,- t a - ’ ;

It , Pili’  a ~-a’ c — ‘ a - — Il,
c . Pa,’’.’u;a — r: ; a , a ” a a ’ . ! i - - : a ’ t
4, iaa’.’r  , ‘ - a : ; a ; ” c i a - .  a ’ -  ‘ - -

C -  No n - r .a a - c d

ISO . What r e  ya ’atj r h i - i - i - .- at Ii’t’a- 1 of e ‘,- r c ci t ion nrr-w~

a. Co l c ~~” n - c r ” - ’ (“~~ . ~t-S . or a’- :;vala-nt)
b . C,rci.I’ i - - - a’ “ ‘. 1 - - I Ca- t’o n--a I ., ‘. a-

C. Pia a ’i’r’ ’ e In- ’ : ” o
4. Don -m a te  Ia’~~rrc ’ ~~~~ WI” , LB . tdD, etc.)

ISI. Is th  perscn whe t p r-i’par .’ c yc ra - OZ’ P mil itary or civilian?

a. M ilitary
b . Civ ilian
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Auth orl:,ttlon to Reproduc e the Minnesota

Sat is fact ion Questionnaire
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Ap pendix C

Authorization to Indude the Minnesota Satisfaction

Questionna i re In the Thesis
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Appendix )

Sample Deei~qraphic Data

Aeronaut ical R at inq

Mi hta ry ~ani

Orqanization it ’Va- l

Ed ucation Level

T~ t~ l Yea rs I n u-a ’.- ~i r lorc e

‘!arital ‘a ’ti -lt,4c

~‘.‘;-7rt 1n- ; a fe

112
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SAI4PL( rilMoGRApilic DATA

A eronautha~ ~r i t i n h

Percent of
re-c~u~’ri~~ To tal Population

Pih- t  ( : ‘ v ’ l ’ — t a r ,  1 a 1 n s 1) ,
~~~

‘ 1 .7

P i l o t  (p r i . - ’- ~, r p  no n — ’ J , ’ ’ r ; )  P 5 _ (

~~i yl n t i - r  (; r1”.ii ’~ f l y~nq ) ‘P.

a- c;~~ 
t i - r  r ~~i r nua - . 1 y 1 t i - ;  1 ~ ~~, 7

‘si-ar” — r i-it ’ i-~ 150 56. 9

~,o ~t ’s ; - -,’n- ,’ 5 1 .

100.0
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SAMPL E DEMOG RAPHIC DATA

M I itar1 Rank

Percent of
T ot a l Pop,ula tion

‘w’ ond I it’utenant 0 0

a- 2.6

ri; talr lit — 65,9

Major 79

I 1I’ ut+”.’,iflt ~o 1one1 1 .4

0 0

‘~c ~ecponce 4 1

‘a - ta lc  . t ,’7 100 .0

I-
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SAMPL E DEMOGRAPHIC DATA

Level of Job F4t’ld ItT rat- d ’ta te ’ l y Prior to Attendin1Sch~~ 1

Percent of
leve l Fr.-qucnc~~- Total Pqpulat ion

Squadron 1 14 4 2 . 7

Wlnq (‘7 25.1
~~~~~~~ 

OM 13.9

A i r  Sta ’ 7 1.6

c ~~~ t i ona 1 Ai-)t’n it ’ ’, 3 1 .1

,‘the’ r Jo’nt - , . 7

“- -; ir ,ite ‘, a ’r at ln i - ; ,‘,~~ af l ç ‘a 11 4 .1

3 1 , 1

19 7,2

~ ,“,;- ‘r’’,~’ 4 1 .5

26~ 100,0
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SA1’~’LE DEMOGRAPHIC DATA

Education Level

Percent of
F req,uen c,y Total P,~pu1ation

i- -a l l e ge [)eqree t ,  24 ,3

Graduate Study 64 24.0
But no Degree

Master ’ c Degree 47,2

:k-
~i-. tora te t k’sIrkM’ 7 ‘ €

Mo Response 5 1.9

To t4 i l c  : t—~~ 100 .0

116
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SAMPLE DEMOGRAPHIC DATA

Tot al Years in the Air lonc e

Percent of
Gro up rt-~ 14t-n1 y T ota l Po,pulat ion

2 .7

3 3 1 ,1

4 10,5

12 . 4

I’ ~-;

isO 11. 1

~-1O 12, 7

1 1 - 1 3  t-1 2 1.8

a ,  £
- , ‘a

•,t’~ ~ ,-c ; a ’ r c,a’ 4 1 ,5

2€’ 100.3
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SAMPL E DEMOGRA PHIC DATA

a,

Percent of
Groups Freque- nc, Tot  a 1 Pop ol a ti on

m l - - ) -  0 0

0 0

5,6

2 7~~~ ~“ 1 22 .8

4-’ 17 ,6

U — 1”  35 13 . 1

33-1 4 29 10,9

P1.0

4.9

39-40 It- t- .O

‘te ~ec; ’conce 3 1 .1

~o ta ls  .‘~‘7 100 ,0
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SAMPt E DEMOG RAPHIC DATA

Marital Status

Percent of
Fre~uenç~ Tot~~ Polulat Ion

Married 22 1 82.8

Mey er been rma rr ied 32 12.0

3i y orced . not remarried 9 3 4

L e q a l l ’ a  se parate d 1 .4

W idow/widowe r 0 0

No Response 4 1 .5

267 100.0
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SAMPL E DEMOGRAPHIC DATA

Sex

Percent of
Fre lue,nc)a Tota Popu1~fl~n

Ma le 2 50 93 . F

lemale 13 4.9

No Respo nse 4 l , f’

Totalc 2 € 7  100.0
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SAMPL E DEMOGRAPHIC DATA

R,e,p,p
,,,
r
,,

t,i fl~ , Of~
’ i c ia l

Percen t of
Fre.luencj Tota l P,p,p,~j~ t Ion

M i l it a r y  247 92.5

C i v i l ia n 13 49

No Response 7 2 ,6

Totals OH 100.0
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Appendix E

Stat istica l Tests of Correlation Coefficients

The di f ference between Pearson product -moment correlation coeffi-

c ients  for separ a te populations can be tested by us ing the Fisher

transformation to -
- whose standard error is related only to N. W ith

uncorre lated r ’ s , the standard ‘rro r of a difference be tween Fisher ’ s

:‘~ is comp uted:

I I
i a- -i s : - ’

“he i- o rroI~~t ion c c w f f X i  ientc are transforme d to z coe f f i c i en ts

using t t-t ’ ~un i- t iO n :

r ~ ( a ” - l )/ ( e 2 ,l)

no t—’- a l l - ,c b- , ;~c i ng  a t a b l ’ - r’a-~ r i n  terra-s of z .

‘be y
~ t a - s t  a - c ‘s the n , or’~ uted :

- 7 ’
a ~

- 
dz

(Snedecor and Cochran , 1967:187-188)

WPien the d if f e rence between two correlat ion coeff ic ients Is being

tes ted (r a - i -  - r a - 1 ) ,  and the variab les themselves (x ;  and x~ ) are corre-

lated . Ho t t a l l i ng ’ s t-tes t Is used to take into account the correlation

between r. . and r , :
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( N— 3) ( 1 + r ~~)
t a ( r a -  ~-r ’, ,) --- - - - 

~~~

- -:“
~~~~~~

- - - ‘ —

dr 2 ( 1 _ r : r - . r~ 1+2r , ,r .~~r., )

w i t h  degree s ut freethw’ ‘a - 3

(i a - l f o r d  and Fruchter , 1973:167)
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Append i -i F

A ir  F o r - c  Occupat ional  A t t i t u c ’le Inventory

Facets upon W~11CP 1 s a t i s ~ ic t io n  is measured:

A c h ia ’vt ”a -en t 1~~. Required Social Contact

2. A t Iy I t~ ?O. ~‘a ’sponsibi l it y

3, A ir Fa-r ,, a’ ,
~nd Hnlt  ~ l 1~~ies . 1 . ;m-~sical Security

and Pra c t i c e s
Eio noc -a ic  Secur i ty

3 . ~ss iq ra - t ’ at ’rc t Lo~ i l i t ,
. 3 ,  ~,e rv i ce to Others

I t ~i-
- Soc ial ‘~tatu s

t- , i - - -
~ a-~~~~.a- a ”,

mL ‘J$~~i C1a’fli - v of Tra in ing
- ,‘ t a _ ’ t I ~ i t V

.~~~‘ , Superv is a- a - va - ~~a’ pa - ved-lluna r
R , I” ,- - a - r’t,insc

n- ,’,.’;-~ -n~~a’n  a’  27 . S i -4;- , ’ r v i sion Receiv ed-Techn ica l

10. Inte- ’.- c t  28. Perta- r”,3Ta -~~’ [va luat ion

1’ . inm ’ w , , ’l ;a o ’ Resul ’s 2° . Job hange

12 .  ~ t’nca-r,jl 
“,rc~~t b jra -~ 32 . Too ls , tqu ipn nt and Su ppl ies

~‘‘~ 1 a- ; - -~~~‘ 
‘-

31 .  - ‘ t i l i zat ion
I I 

~~
‘
~~‘ 2s-sa -l r

a - ” ‘ f l u e  of E x perience
14 . .ti ~ r il Soc ial - r - nt , ic t

13, V a r i e t y
1~~. ~~‘, and Bene ’ lt s

34. Work ~.c hedu le
16, :-a ,-a-~- c,~~a 1 Wo r~ ~nv a - r’ .~rwnt

1’- , Supervisory ‘)uties
1 7 .  rr-, rrt ion fl ppc” r tj n i t v

18. Re- ’ - ’qn ,t inn

T bp .ir t o n e  Occu pationa l A t t i t t ,d e  Inventory conta ins an inventory of

l4-~ statements concerning which measure worker satisfactIon with these

IS ‘ac~’-t s (Tut t l ’ . 1975).
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