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ABSTRACT 

THE RELATIONSHIP OF AGE, TENURE, AND JOB SATISFACTION 

IN PATROL OFFICERS 

D. B. Esplin 

Masters of Science 

Youngstown State University, 1987 

This is a study of the relationship between age, tenure and job 

satisfaction in patrol officers. Subjects were 173 officers from 23 

police agencies in northeastern Ohio. Job satisfaction was measured 

using the Job Descriptive Index (smith, Kendall, & Hulin, 19751, a 

survey instrument which assesses satisfaction with five essential 

facets of work (i.e., quality of work, pay, promotions, supervision, 

and people on the job). A positive linear relationship was hypothesized 
- 

between age and job satisfaction, and between tenure and job satis- 

faction. Findings of the study supported one research hypothesis but 

not the other. A significant positive correlation was found between 

tenure and job satisfaction. Positive associations were also found 

between job satisfaction and income, and between job satisfaction and 

department size. Negative associations were found between rank and 

satisfaction with people on the job, and between rank and satisfaction 

with supervision. of the job facets measured by the Job Descriptive 

Index, patrol officers were least satisfied with pay and promotions, 
- 

and most satisfied with supervision. When scores of the sample were 





compared to those of other police groups, several differences and 

similarities emerged. Possible reasons for observed results are also 

discussed. 
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CHAPTER I 

INTRODUCTION 

Job  s a t i s f a c t i o n  has  been a  t o p i c  of deba te  and s tudy  s i n c e  t h e  

i n d u s t r i a l  r evo lu t ion .  Kar l  Marx (1844) was among t h o s e  who poin ted  o u t  

t h e  dys func t iona l  consequences of  bor ing  and u n f u l f i l l i n g  work, A t  

l e a s t  32 s t u d i e s  on t h e  s u b j e c t  had been conducted by t h e  mid-1930s 

(Hoppock, 1935).  I n  1976, Locke found more than  3,300 r e f e r e n c e s  on job 

s a t i s f a c t i o n .  A t  p r e s e n t ,  t h e r e  a r e  probably w e l l  ove r  4,000 such 

s tud i e s . '  Reasons f o r  t h e  popu la r i t y  of  t h i s  s u b j e c t  a r e  n o t  hard t o  

expla in .  Job s a t i s f a c t i o n  d i r e c t l y  o r  i n d i r e c t l y  a f f e c t s  t h e  well- being 

of  i n d i v i d u a l  workers,  t h e  o r g a n i z a t i o n s  t h a t  employ t h e  workers,  and 

s o c i e t y  i n  genera l .  

Adult  Americans t y p i c a l l y  spend about  h a l f  o f  t h e i r  waking hours 

- 
a t  work. To most people  work is one of t h e  key elements  of t h e i r  

l i v e s .  I nd iv idua l  q u a l i t y  o f  l i f e ,  i nc lud ing  phys i ca l  and psychologica l  

h e a l t h ,  a l s o  appears  t o  be d rama t i ca l l y  in f luenced  by t h e  n a t u r e  of  

one ' s  employment (Hopkins, 1983) .  I n  a d d i t i o n ,  work p l a c e s  t h e  - -  

i n d i v i d u a l  i n t o  an o r g a n i z a t i o n a l  s e t t i n g  where t h e  e f f o r t s  of  two or 

more people  a r e  jo ined  t o  ach ieve  a  common purpose. Although p r i o r  

s t u d i e s  have produced i n c o n s i s t e n t  r e s u l t s  on  t h e  r e l a t i o n s h i p  between 

job s a t i s f a c t i o n  and p r o d u c t i v i t y  p e r  se (Cherr ington,  Re i t z ,  & S c o t t ,  

1971) ,  t h e r e  is s t r o n g  evidence t o  sugges t  t h a t  job s a t i s f a c t i o n  

i n f l u e n c e s  such f a c t o r s  a s  absenteeism and turnover  ( P o r t e r  & S t e e r s ,  

1973) ,  a s  w e l l  a s  o t h e r  t ypes  o f  job behavior  t h a t  can a f f e c t  t h e  





q u a l i t y  and q u a n t i t y  o f  work o r  s e r v i c e s  produced (Locke, 1976) .  

Employee s a t i s f a c t i o n  w i t h  work may t a k e  o n  added s i g n i f i c a n c e  i n  t h e  

p u b l i c  s e c t o r  where a g e n c i e s  u s u a l l y  do n o t  compete f o r  c l i e n t e l e .  

Noting t h a t  a  s o c i e t y  composed o f  a  s i g n i f i c a n t  number o f  d i s -  

s a t i s f i e d  workers  is  n o t  l i k e l y  t o  be economica l ly  o r  s o c i a l l y  h e a l t h y ,  

some s c h o l a r s  have sugges ted  t h a t  job  s a t i s f a c t i o n  is a r e f l e c t i o n  o f  

o v e r a l l  s o c i a l  h e a l t h  (e.g., Kahn, 1972; Seashore  & Taber ,  1975) .  Thus, 

from t h e  p e r s p e c t i v e  o f  q u a l i t y  o f  l i f e  f o r  i n d i v i d u a l  workers ,  t h e  

s u c c e s s  o f  o r g a n i z a t i o n s ,  and t h e  h e a l t h  o f  s o c i e t y  a s  a  whole, job 

s a t i s f a c t i o n  is an  i m p o r t a n t  i s s u e .  

Purpose  

Locke (1976) p o i n t s  o u t  t h a t  a  job i s  n o t  a  s i n g l e  e n t i t y ,  

r a t h e r  it is a  complex i n t e r a c t i o n  o f  t a s k s ,  r o l e s ,  r e s p o n s i b i l i t i e s ,  

i n t e r a c t i o n s ,  i n c e n t i v e s ,  and rewards .  Equa l ly  complex is t h e  m u l t i-  

f a c e t e d  concep t  o f  job  s a t i s f a c t i o n .  Tn i t s  most b a s i c  form, j o b  

s a t i s f a c t i o n  is  t h e  a t t i t u d i n a l  r e a c t i o n  o f  t h e  p e r s o n  t o  h i s  o r  h e r  j o b -  

and j o b  environment.  Worker r e a c t i o n s  a r e  t h e  p r o d u c t  o f  i n t e r a c t i o n  

between numerous s o c i e t a l ,  o r g a n i z a t i o n a l ,  and i n d i v i d u a l  v a r i a b l e s .  

While most o f  t h e  j o b  s a t i s f a c t i o n  r e s e a r c h  h a s  focused  on  t h e  c q n t e n t  

and c o n t e x t  o f  t h e  job  i t s e l f ,  it is clear t h a t  i n d i v i d u a l  and s o c i e t a l  

f a c t o r s  a l s o  p l a y  a  p a r t .  I n  a d d i t i o n  t o  work s k i l l s ,  e a c h  i n d i v i d u a l  

b r i n g s  a  whole se t  o f  a t t i t u d e s ,  p e r s o n a l i t y  d i s p o s i t i o n s ,  f e e l i n g s ,  and 

emot ions  t o  t h e  job  w i t h  him o r  h e r  ( P o r t e r ,  Lawler,  & Hackman, 1975) .  

A s  a r e s u l t ,  t h e  s a t i s f a c t i o n  o f  two workers  occupying v i r t u a l l y  t h e  

same job  i n  t h e  same c o n t e x t  may v a r y  s i g n i f i c a n t l y .  Tndeed, "no one  

l o o k s  th rough  a  p e r f e c t l y  c l e a r  g l a s s ;  t h e  g l a s s  i s  d i s t o r t e d  by t h e  





combination of l i f e  exper iences  unique t o  t h a t  i nd iv idua l"  (Hopkins, 

1983, p. 7 4 ) .  Moreover, c o g n i t i v e  changes p e r t a i n i n g  t o  work a r e  known 

t o  occur  w i th in  t h e  same i n d i v i d u a l  a c r o s s  t i m e  ( P o r t e r ,  e t  d l . ,  1975).  

Th i s  s tudy  looked a t  t h e  a s s o c i a t i o n  between two such i n d i v i d u a l  

v a r i a b l e s  (v i z . ,  age & t e n u r e )  and job s a t i s f a c t i o n  among p o l i c e  

o f f i c e r s .  The purpose of  t h e  s tudy  was t o  empi r i ca l l y  examine t h e  

c o r r e l a t i o n  between age,  t enu re ,  and se l f- perce ived  job s a t i . s f a c t i o n  

among p a t r o l  o f f i c e r s  i n  s e l e c t e d  Ohio p o l i c e  agenc ies .  A r e l a t e d  

o b j e c t i v e  was t o  provide meaningful feedback t o  p a r t i c i p a t i n g  p o l i c e  

o rgan iza t ions .  During t h e  s tudy  job s a t i s f a c t i o n  was gene ra l l y  t r e a t e d  

a s  a  dependent v a r i a b l e ,  while  age and t e n u r e  were t r e a t e d  a s  

independent v a r i a b l e s .  

General Pe r spec t ive  of P o l i c e  

A s  a  foundat ion t o  d i s c u s s i n g  t h e  need f o r  s tudy ,  such a s  t h i s ,  

i t  is  worthwhile t o  b r i e f l y  develop a  g e n e r a l  pe r spec t ive  of  

contemporary p o l i c i n g  i n  a r e a s  germane t o  t h e  research .  P o l i c e  organ- - 

i z a t i o n s ,  personnel ,  and f u n c t i o n s  i n  t h e  United S t a t e s  r e f l e c t  

d i v e r s i t y  and c o n t r a s t .  A t  t h e  f e d e r a l  l e v e l  t h e r e  a r e  a t  l e a s t  112 

agenc i e s  with vary ing  enforcement,  a d m i n i s t r a t i v e ,  and investiga$j.ve 

r e s p o n s i b i l i t i e s  (Skoler ,  1980). Moreover, a l l  50 s t a t e s  main ta in  

a  highway p a t r o l ,  s t a t e  p o l i c e ,  o r  p u b l i c  s a f e t y  department with 

func t ions  ranging from f u l l  law enforcement d u t i e s  t o  t r a f f i c  c o n t r o l  

only.  I n  most s t a t e s ,  va r ious  o t h e r  po l i ce- re l a t ed  o r g a n i z a t i o n s  a l s o  

e x i s t .  However, t h e  g r e a t e s t  d i v e r s i t y  i n  ope ra t i on ,  a u t h o r i t y ,  gene ra l  - 

func t ion ,  and s i z e  among p o l i c e  agenc i e s  occu r s  a t  t h e  l o c a l  l e v e l  of  

government where t h e  primary r e s p o n s i b i l i t y  f o r  p rovid ing  p o l i c e  





s e r v i c e s  rests. H i s t o r i c a l l y ,  Americans have always been committed t o  

o rgan iz ing  p o l i c e  s e r v i c e s  a t  t h e  l o c a l  l e v e l .  Local c o n t r o l  is  seen  a s  

a sa feguard  a g a i n s t  abuse and a means o f  i n s u r i n g  t h a t  p o l i c e  a r e  

accountable  and respons ive  t o  t h e  communities they  serve .  A s  a r e s u l t ,  

v i r t u a l l y  every g e n e r a l  u n i t  of  government main ta ins  i ts  own independent 

p o l i c e  f o r c e  (Skoler ,  1980) .  Curren t  e s t i m a t e s  of  t h e  t o t a l  number of  

s e p a r a t e  and independent p o l i c e  o r g a n i z a t i o n s  i n  t h i s  count ry  range from 

about 17,000 t o  19,600 ( F i f e ,  1985; Pearson, 1983).  Approximately 95% 

a r e  a t  t h e  county and municipal  l e v e l s  (Skoler ,  1980).  I n  t e r m s  of 

s i z e ,  t h e s e  o r g a n i z a t i o n s  cover  a wide range. The n a t i o n ' s  l a r g e s t  

p o l i c e  department,  New York C i t y ,  employs more t han  33,000 f u l l - t i m e  

personnel  (Uniform Crime Reports  [UCR], 1985).  A t  t h e  o t h e r  end of  t h e  

spectrum a r e  more t han  10,000 departments  wi th  fewer t han  n ine  fu l l- t ime  

employees (Pearson, 1983) . 
Dive r s i t y  a l s o  seems t o  c h a r a c t e r i z e  t h e  approximately 650,000 

personnel  i n  t h e  United S t a t e s  who a r e  employed fu l l- t ime  i n  p o l i c e  
- 

work. I n  a 1969 survey conducted by t h e  I n t e r n a t i o n a l  Assoc ia t ion  of 

Ch ie f s  of P o l i c e  (IACP), about  h a l f  of  t h e  o f f i c e r s  r e p o r t e d  t h a t  t hey  

had f i n a l l y  s e t t l e d  on p o l i c e  work a f t e r  t r y i n g  s e v e r a l  jobs ( c i t e d  i n  

- - 
Radelet ,  1986).  I n  a d d i t i o n ,  a series of  new laws (e.g., t h e  Equal 

3 
Employment Opportuni ty  A c t  of  1972) and j u d i c i a l  d e c i s i o n s  (e.g., 

4 
Griggs v. Duke Power Company, 1971) ,  have brought about  dramat ic  

changes i n  p o l i c e  s e l e c t i o n  and promotion p roces se s  du r ing  t h e  p a s t  20 

yea r s ,  r e s u l t i n g  i n  a much more p l u r a l i s t i c  work fo rce .  The percentage 

of c i v i l i a n s  employed i n  p o l i c i n g  inc reased  from 10.7% i n  1965 t o  24% i n  

1984. Although s t i l l  under- represented,  more women and m i n o r i t i e s  a r e  

employed i n  p o l i c i n g  than  eve r  before .  I n  1967, women comprised 0.1% 





of  sworn o f f i c e r s  and were n o t  a l lowed  t o  become p a t r o l  o f f i c e r s  i n  most 

depar tments .  I n  1984, however, women were e l i g i b l e  t o  s e r v e  as p a t r o l  

o f f i c e r s  i n  most p o l i c e  a g e n c i e s ,  and made up approx imate ly  s i x  p e r c e n t  

o f  t o t a l  sworn o f f i c e r s .  The number o f  m i n o r i t y  p e r s o n n e l  employed i n  

p o l i c i n g  h a s  a l s o  i n c r e a s e d .  Bare ly  f o u r  p e r c e n t  o f  t h i s  n a t i o n ' s  

p o l i c e  p e r s o n n e l  w e r e  from a r a c i a l  m i n o r i t y  g roup  i n  1967. Conversely ,  

a  1981 s t u d y  o f  t h e  n a t i o n ' s  f i f t y  l a r g e s t  c i t ies  i n d i c a t e d  t h a t  w e l l  

o v e r  20% o f  p o l i c e  o f f i c e r s  were e i t h e r  b l a c k  o r  h i s p a n i c .  IRade le t ,  

1986; S t a u f e n b e r g e r ,  1980; Task Force  Report:  The P o l i c e ,  1967; UCR, 

1985) .  Y e t  a n o t h e r  area where p o l i c e  employees d i f f e r  markedly is  i n  

educa t ion .  During t h e  p a s t  20 y e a r s  t h e r e  h a s  been a  c o n s i d e r a b l e  rise 

i n  t h e  e d u c a t i o n  l e v e l  o f  American p o l i c e  o f f i c e r s .  A 1977 s t u d y  

conducted by t h e  P o l i c e  Execu t ive  Research Forum r e p o r t e d  t h a t  42% of  

t h e  o f f i c e r s  su rveyed  had a n  a s s o c i a t e  d e g r e e  o r  h i g h e r  ( c i t e d  i n  

R o b i n e t t e ,  1981) .  However, c o c r t  l i t i g a t i o n  h a s  e s s e n t i a l l y  blocked 

h i g h e r  e d u c a t i o n  from becoming a c o n d i t i o n  o f  i n i t i a l  employment f o r  

p o l i c e  o f f i c e r s  (see C a r t e r  v. G a l l a g h e r ,  1971; Holliman v. P r i c e ,  1973,-  

& Morrow v. D i l l a r d ,  1978) .  Thus, w h i l e  many o f f i c e r s  have chosen t o  

pursue ,  o r  have a l r e a d y  a t t a i n e d  a c o l l e g e  d e g r e e ,  o t h e r s  have no t .  

The r o l e  of p o l i c e  i n  o u r  s o c i e t y  is a v e r y  complex i s s u e - a s  

w e l l .  E f f o r t s  t o  c o n s t r u c t  a workable  d e f i n i t i o n  o f  t h i s  r o l e  seem t o  

s u b s t a n t i a t e  t h e  i n t r i c a c i e s  o f  p o l i c e  work ( G o l d s t e i n ,  1978) .  While 

acknowledging t h e  r i s k  o f  o v e r s i m p l i f y i n g  t h e  many t a s k s  performed 

by p o l i c e ,  P u r s l e y  (1984) summarizes t h e  f i v e  pr imary f u n c t i o n s  o f  

p o l i c e  as fo l lows :  ( a )  t o  p r e v e n t  c r i m i n a l  b e h a v i o r ,  ( b )  t o  reduce  

c r ime ,  (c)  t o  apprehend o f f e n d e r s ,  ( d )  t o  p r o t e c t  l i f e  and p r o p e r t y  

( i n c l u d i n g  p r o v i s i o n s  o f  s e r v i c e ) ,  and ( e l  t o  r e g u l a t e  noncr imina l  





conduct. The popular  image of  p o l i c e  work is  p r i m a r i l y  t h a t  of  crime 

f i g h t e r ;  r e a l i t y  sugges t s  a much more d i v e r s i f i e d  r o l e .  Various 

s t u d i e s  have shown t h a t  p o l i c e  spend from 50% t o  90% o f  t h e i r  t i m e  on 

a c t i v i t i e s  no t  r e l a t e d  t o  crime (Greacen, 1980) .  I n  f a c t ,  o t h e r  t han  

f i r e ,  ambulance, and u t i l i t y  s e r v i c e s ,  p o l i c e  a r e  t h e  on ly  agency 

a v a i l a b l e  seven days a week, 24 hours  a day t o  respond t o  a c i t i z e n ' s  

c a l l  f o r  he lp .  Thus, i n  a d d i t i o n  t o  t h e  func t ions  a s s o c i a t e d  wi th  crime 

and law enforcement,  s t a t e  and l o c a l  p o l i c e  seem t o  f i l l  t h e  gaps i n  

s e r v i c e s  and a s s i s t a n c e  l e f t  by o t h e r  governmental agencies .  
5 

I n  t e r m s  o f  func t ion ,  s i z e ,  composition and o r g a n i z a t i o n a l  

c h a r a c t e r i s t i c s ,  p o l i c e  w i t h i n  t h e  s t a t e  of  Ohio a r e  gene ra l l y  r e f l e c -  

t i v e  o f  t h e  n a t i o n  a s  a whole. The l a r g e s t  department i n  t h e  s t a t e  

employs over  2,000 f u l l - t i m e  personnel .  Conversely,  some of  t h e  

s m a l l e s t  agenc ies  employ a s i n g l e  fu l l- t ime  o f f i c e r  or a r e  manned on a 

par t- t ime b a s i s  only.  A s  is  t h e  c a s e  n a t i o n a l l y ,  most p o l i c e  agenc ies  

i n  Ohio a r e  smal l .  Departments w i th  50 or fewer employees c o n s t i t u t e  
- 

88% of t h e  t o t a l  number of p o l i c e  o r g a n i z a t i o n s  i n  t h e  s t a t e ,  y e t  employ 

only  about  37% of t h e  work f o r c e ,  while  t h e  s t a t e ' s  e i g h t  l a r g e s t  

agenc i e s  (less than  2% of t h e  t o t a l )  account f o r  more than  40% of  a l l  
- - 

p o l i c e  employees. 

Need For Study 

This  s tudy  examined t h e  c o r r e l a t i o n  between age,  t enu re ,  and job 

s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  The s i g n i f i c a n c e  o f  such r e sea rch  

can be  e s t a b l i s h e d  from two p o i n t s  of focus.  F i r s t ,  is a humanist ic  

concern f o r  t h e  h e a l t h  and g e n e r a l  happiness  of  people who choose 

a c a r e e r  i n  p o l i c e  work. Second, is t h e  i n f luence  t h a t  p a t r o l  





o f f i c e r  j o b  s a t i s f a c t i o n  may have on  t h e  q u a l i t y  and q u a n t i t y  o f  p o l i c e  

s e r v i c e  p rov ided  t o  t h e  p u b l i c .  

Much of  t h e  r e c e n t  s c h o l a r l y  a t t e n t i o n  t o  t h e  s t u d y  o f  job  

s a t i s f a c t i o n  h a s  been mot iva ted  by concern f o r  i n d i v i d u a l  workers  ( s e e  

Hopkins, 1983; Kahn, 1972; Seashore  6 Taber ,  1975) .  I n s t e a d  o f  

examining job  s a t i s f a c t i o n  i n  r e l a t i o n  t o  p r o d u c t i v i t y ,  t h i s  more 

humanis t i c  approach s e e k s  t o  improve happ iness  and q u a l i t y  o f  l i f e  f o r  

i n d i v i d u a l  workers.  S i n c e  work is  a k e y - e l e m e n t  i n  most p e o p l e ' s  l i v e s ,  

it is  l o g i c a l  t o  e x p e c t  t h a t  job  s a t i s f a c t i o n  w i l l  i n f l u e n c e  s a t i s -  

f a c t i o n  w i t h  l i f e .  Indeed,  a s  Hoppock's (1935) classic work p o i n t s  o u t ,  

" t h e r e  may be  no such  t h i n g  as j o b  s a t i s f a c t i o n  independent  o f  o t h e r  

s a t i s f a c t i o n s  i n  l i f e " .  I n  summarizing t h e  f i n d i n g  o f  f o u r  p r i o r  

s t u d i e s ,  Locke (1976) a l s o  r e p o r t s  s i g n i f i c a n t  c o r r e l a t i o n s  between 

a t t i t u d e s  o f  work and a t t i t u d e s  o f  l i f e  i n  g e n e r a l .  Numerous 

r e s e a r c h e r s  have a l s o  p o i n t e d  t o  t h e  n e g a t i v e  p s y c h o l o g i c a l  consequences 

o f  work t h a t  is  n o t  s a t i s f y i n g  (e.g., Hopkins, 1983; House, McMichael, 
- 

Wells, Kaplan & Landerman, 1979; Kahn, 1974; Locke, 1976) .  Prominent 

among p s y c h o l o g i c a l  e f f e c t s  are low p e r c e p t i o n s  o f  s e l f- e s t e e m  and low 

s e l f- c o n f i d e n c e .  The r e l a t i o n s h i p  between o c c u p a t i o n  and t h e  s e l f  is 
- - 

w e l l  s t a t e d  by Levinson: 

A t  b e s t ,  o c c u p a t i o n  p e r m i t s  f u l f i l l m e n t  o f  b a s i c  v a l u e s  

and l i f e  g o a l s .  A t  w o r s t ,  work l i f e  o v e r  t h e  y e a r s  

is  o p p r e s s i v e  and c o r r u p t i n g ,  and c o n t r i b u t e s  t o  a growing 

a l i e n a t i o n  from s e l f ,  work and s o c i e t y .  I n  s t u d y i n g  

l i f e ,  w e  need t o  unders tand  t h e  meaning o f  work and t h e  

m u l t i p l e  ways it may s e r v e  t o  f u l f i l l ,  t o  b a r e l y  s u s t a i n  o r  

t o  d e s t r o y  t h e  s e l f .  (p.  45) 





Other r e sea rch  sugges t s  a  c a u s a l  r e l a t i o n s h i p  between phys i ca l  

h e a l t h  and job s a t i s f a c t i o n .  Many medical a u t h o r i t i e s  b e l i e v e  t h a t  

stress is one of  t h e  l ead ing  causes  of  va r ious  p h y s i c a l  d i s o r d e r s  

inc lud ing:  coronary h e a r t  d i s e a s e ,  u l c e r s ,  high blood p re s su re ,  head- 

aches ,  g a s t r i c  d i s o r d e r s ,  rheumatic  o r  a l l e r g i c  r e a c t i o n s ,  kidney 

d i s e a s e ,  and d i a b e t e s  ( S t r a t t o n ,  1978; Weiman, 1977) .  Perhaps t h e  most 

convincing evidence of  job s a t i s f a c t i o n ' s  r e l a t i o n s h i p  t o  h e a l t h  is  a  

l o n g i t u d i n a l  s tudy  of  longevi ty .  Over a  pe r iod  o f  yea r s ,  t h e  s i n g l e  

b e s t  o v e r a l l  p r e d i c t o r  of  l ongev i ty  was work s a t i s f a c t i o n  (def ined  a s  a  

f e e l i n g  of  gene ra l  u se fu lnes s  and a b i l i t y  t o  f u l f i l l  a  meaningful s o c i a l  

r o l e ) .  The second b e s t  p r e d i c t o r  was t h e  s u b j e c t ' s  o v e r a l l  happiness .  

S u r p r i s i n g l y ,  bo th  f a c t o r s  p r e d i c t e d  longevi ty  b e t t e r  t han  tobacco use 

o r  p h y s i c a l  func t ion ing  (Palmore, 1969) .  

Seve ra l  a u t h o r i t i e s  have poin ted  t o  p o l i c e  work a s  a  high stress 

occupat ion (e.g., Kroes, Margolis,  & Hur re l l ,  1974; Reiser, 1976; 

S t r a t t o n ,  1978, 1984).  Bui lding on t h e  work of  o t h e r s ,  S t r a t t o n  (1984) 

breaks  t h e  occupat iona l  s t r e s s o r s  o f  p o l i c e  work down i n t o  fou r  

ca t ego r i e s :  ( a )  stressars e x t e r n a l  t o  t h e  law enforcement organi-  

z a t i o n ,  (b )  s t r e s s o r s  i n t e r n a l  t o  t h e  o r g a n i z a t i o n ,  (c) s t r e s s o r s  i n  

p o l i c e  work i t se l f ,  and (d )  t h e  s t r e s s o r s  conf ront ing  t h e  i n d i v i d u a l  

p o l i c e  o f f i c e r .  Noteworthy is t h e  number of  s t r e s s o r s  d i s cus sed  by 

S t r a t t o n  t h a t  have a l s o  been i d e n t i f i e d  a s  v a r i a b l e s  i n  t h e  job 

s a t i s f a c t i o n  equa t ion  (e.g., supe rv i s ion ,  c a r e e r  development, pay, 

o f f e n s i v e  o r g a n i z a t i o n a l  p o l i c i e s ,  and poor reward/reinforcement 

sys tems) .  Humanistic concern f o r  t h e  h e a l t h ,  q u a l i t y  of  l i f e ,  and 

happiness  of  workers is c l e a r l y  a  worthwhile mot iva t ion  f o r  s tudy.  





Curren t  knowledge of  t h e  r e l a t i o n s h i p  between employee job 

s a t i s f a c t i o n  and o r g a n i z a t i o n a l  p r o d u c t i v i t y  can be summarized a s  

f 01 lows : 

J u s t  a s  reviews of  t h e  l i t e r a t u r e  have shown c o n s i s t e n t l y  

t h a t  job s a t i s f a c t i o n  i s  r e l a t e d  t o  absences and turnover ,  

they have been equa l ly  c o n s i s t e n t  i n  showing n e g l i g i b l e  

r e l a t i o n s h i p s  between s a t i s f a c t i o n  and l e v e l s  of  performance 

o r  p roduc t iv i t y . . . .  Both l o g i c  and r e sea rch  sugges t  t h a t  it 

is b e s t  t o  view p r o d u c t i v i t y  and s a t i s f a c t i o n  a s  s e p a r a t e  

outcomes of  t h e  employee-job i n t e r a c t i o n ,  and t o  expec t  c a u s a l  

r e l a t i o n s h i p s  between them only  i n  s p e c i a l  c i rcumstances.  
6 

(Locke, 1976, p. 1332-1333) 

The l i t e r a t u r e  t o  which Locke r e f e r s  is  predominantly based on r e sea rch  

conducted i n  t h e  p r i v a t e  s e c t o r .  To t h e  e x t e n t  t h a t  a  commonality of 

o r g a n i z a t i o n a l  phenomena e x i s t s  between p r i v a t e  companies and p u b l i c  

p o l i c e  agenc ies ,  one would expec t  t h e  r e l a t i o n s h i p  between p o l i c e  

o rgan iza t ion  p r o d u c t i v i t y  and p a t r o l  o f f i c e r  job s a t i s f a c t i o n  t o  be 

e s s e n t i a l l y  a s  descr ibed  by Locke. C l e a r l y ,  lower o r g a n i z a t i o n a l  

performance due t o  h igh  absenteeism and turnover  is undes i r ab l e  i n  a l l  

t ypes  of  o rgan iza t ions .  Moreover, where job s a t i s f a c t i o n  is  low,- i t  

seems l i k e l y  t h a t  t h e  most competent personnel  would be t h e  f i r s t  t o  

l eave  t h e  o rgan iza t ion .  When it comes t o  d e f i n i n g  and measuring 

p r o d u c t i v i t y ,  however, one must acknowledge s i g n i f i c a n t  d i f f e r e n c e s  

between p r i v a t e  o r g a n i z a t i o n s  and p u b l i c  p o l i c e  agencies .  S t u d i e s  of 

p r o d u c t i v i t y  i n  p r i v a t e  i ndus t ry  lend  themselves t o  q u a n t i f i c a t i o n  

( i .e . ,  number of  i t e m s  produced per u n i t  of t i m e ) .  Po l i ce ,  on t h e  





o t h e r  hand, perform an  e x t r a o r d i n a r i l y  wide range  of func t ions  t h a t  

a lmost  defy q u a n t i t a t i v e  measurement (Purs ley ,  1984).  T r a d i t i o n a l l y  

p o l i c e  have r e l i e d  on f i g u r e s ,  such a s  t h e  number o f  c a s e s  c l e a r e d ,  and 

o f f i c i a l  crime s t a t i s t i c s  a s  i n d i c a t o r s  of  p roduc t iv i t y .  Such f i g u r e s  

a r e  o f t e n  u n r e l i a b l e  and do no t  r e f l e c t  t h e  many non-crime r e l a t e d  

func t ions  o f  p o l i c e  (Purs ley ,  1984) .  Given t h e  complex r o l e  and 

numerous func t ions  of  p o l i c e  i n  a  f r e e  s o c i e t y  such a s  o u r s ,  it may w e l l  

be t h a t  q u a l i t a t i v e  f a c t o r s  a r e  a s  a p p r o p r i a t e  i n  gauging p o l i c e  

p r o d u c t i v i t y  a s  q u a n t i t a t i v e  f a c t o r s .  A s  Golds te in  (1977) p o i n t s  ou t :  

P o l i c e  agenc ies  f r equen t ly  become s o  preoccupied wi th  t h e i r  

i n t e r n a l  o p e r a t i o n s  t h a t  they  tend  t o  l o s e  s i g h t  of  t h e  f a c t  

t h a t  t h e  u l t i m a t e  measure of  t h e i r  achievement is t h e  q u a l i t y  

of t h e i r  end product... .  I t  i s  of  dubious m e r i t  i f  t h e  

o f f i c e r ,  on showing up, s a t i s f i e s  n e i t h e r  t h e  c i t i z e n  who 

summoned a i d  nor  t h e  community's s t anda rd  of  q u a l i t y  s e r v i c e .  

(p. 16)  

- 
Thus, p r o d u c t i v i t y  i n  p o l i c e  o r g a n i z a t i o n s  may w e l l  be a f f e c t e d  by 

p a t r o l  o f f i c e r  job s a t i s f a c t i o n  t o  t h e  degree t h a t  a  reasonably 

s a t i s f i e d  o f f i c e r  w i l l  provide b e t t e r  q u a l i t y  s e r v i c e  t o  t h e  c i t i z e n s  

of  t h e  community t han  a  d i s s a t i s f i e d  o f f i c e r  w i l l .  - - 

Economic cons ide ra t i ons  f u r t h e r  j u s t i f y  t h e  concern 

p o l i c e  o r g a n i z a t i o n s  should have f o r  employee job s a t i s f a c t i o n .  

Nat iona l ly ,  t h e  c o s t  of  p o l i c e  s e r v i c e s  increased  from $6.5 b i l l i o n  i n  

1972 t o  more than  $14 b i l l i o r ~  i n  1980 ( S t a f f ,  1982).  Personnel  c o s t s  

account  f o r  between 60% and 90% o f  t h e  budget i n  most p o l i c e  agenc ies  

(Swank 6 Conser, 1983) .  Noting t h e  r e l a t i o n s h i p  of  pe r sona l  h e a l t h  t o  

job s a t i s f a c t i o n ,  a s  d i s cus sed  e a r l i e r ,  a long  wi th  r i s i n g  c o s t s  f o r  





medical coverage, d i s a b i l i t y  compensation, and o t h e r  f r i n g e  b e n e f i t s  

t h a t  a r e  pa id  l a r g e l y  by t h e  employer, it seems t o  make e x c e l l e n t  

"bus iness  sense"  t o  be concerned about job s a t i s f a c t i o n .  

A s  noted p rev ious ly ,  job s a t i s f a c t i o n  is a  complex s i t u -  

a t i o n a l  phenomenon t h a t  is  s u b j e c t  t o  change over  t i m e .  Only through 

cont inued r e sea rch  can t h e  n a t u r e  and l e s s o n s  o f  job s a t i s f a o t i o n  be 

understood and appl ied .  Hopefully,  t h i s  s tudy  has  advanced our  

knowledge and understanding of job s a t i s f a c t i o n  t o  t h e  mutual b e n e f i t  of 

i n d i v i d u a l  p o l i c e  o f f i c e r s ,  p o l i c e  o r g a n i z a t i o n s ,  and t h e  p u b l i c  i n  

genera l .  

Conceptual D e f i n i t i o n s  

"Unders tandabi l i ty  imp l i e s  some consensus on d e f i n i t i o n "  

(Smith, Kendall ,  & Hulin,  1975, p. 6 )  To enhance u n d e r s t a n d a b i l i t y  and 

al low sys t ema t i c  e v a l u a t i o n  t h e  conceptua l  d e f i n i t i o n s  i n h e r e n t  t o  t h e  

s tudy  a r e  enumerated below. 

1. Age: A s  used he re ,  age r e f e r s  t o  t h e  number of  yea r s  - 
t h a t  a person has  l i v e d  a s  measured from b i r t h  t o  l a s t  b i r t hday .  

2. Job S a t i s f a c t i o n :  Given t h e  complexity of t h e  t o p i c  it 

is n o t  s u r p r i s i n g  - t h a t  d e f i n i t i o n s  vary markedly. I n  f a c t ,  many 

r e s e a r c h e r s  avoid  d e f i n i n g  job s a t i s f a c t i o n  beyond t h a t  r equ i r ed  f o r  

measurement (Hopkins, 1983) .  Most d e f i n i t i o n s  of  job s a t i s f a c t i o n  r e l y  

on t h e  n e e d- s a t i s f a c t i o n  model which views job s a t i s f a c t i o n  a s  re- 

s u l t i n g  from i n t e r a c t i o n  between i n d i v i d u a l  needs and a s p e c t s  of  t h e  

job. Hopkins (1983) ,  f o r  example, d e f i n e s  job s a t i s f a c t i o n  a s ,  "a 

s t a t e  of  mind t h a t  r e s u l t s  from an  i n d i v i d u a l ' s  needs o r  va lues  being 

m e t  by t h e  job and i t s  environment'' (p. 32) .  Locke (1976) sugges t s  





t h a t  t h e  concept  of  job s a t i s f a c t i o n  can only  be  grasped a s  a  r e s u l t  of 

i n t r o s p e c t i o n  and d e f i n e s  it a s ,  "a p l ea su rab l e  o r  p o s i t i v e  emotional  

s t a t e  r e s u l t i n g  from t h e  a p p r a i s a l  of  o n e ' s  job o r  job exper iences"  

(p. 1300) .  The prev ious  d e f i n i t i o n s ,  a s  w e l l  a s  o t h e r s ,  seem t o  view 

job s a t i s f a c t i o n  only  from a p o s i t i v e  o r  s a t i s f i e d  pe r spec t ive  (e.g., 

needs o r  va lues  being m e t ;  a  p l e a s u r a b l e  o r  p o s i t i v e  emotional  s t a t e ) .  

Conversely,  t h e  l i t e r a t u r e  o f t e n  r e f e r s  t o  job s a t i s f a c t i o n  i n  terms of 

degree.  For t h e  purposes  o f  t h i s  s t udy ,  job s a t i s f a c t i o n  is  de f ined  a s  

t h e  s t a t e  of  mind t h a t  r e s u l t s  from a p p r a i s a l  of  o n e ' s  job and job 

environment. This  s l i g h t  mod i f i ca t i on  of  t h e  d e f i n i t i o n  provided by 

Hopkins (1983) a l lows  t h e  t e r m  t o  be  more u n i v e r s a l ,  and p l a c e s  it more 

i n  l i n e  w i th  gene ra l  usage. 

3. P a t r o l  Of f i ce r :  Defined a s  a  uniformed p o l i c e  o f f i c e r  whose 

p r i n c i p a l  a c t i v i t i e s  i nc lude  responding t o  c a l l ,  d e t e r r i n g  crime, 

pre l iminary  i n v e s t i g a t i o n ,  g iv ing  a i d ,  p rovid ing  informat ion ,  en fo rc ing  

laws, and many o t h e r  d u t i e s  no t  ass igned  t o  more s p e c i a l i z e d  elements  of  

- 

t h e  p o l i c e  o rgan iza tg ion  (Eastman, 1971). Pub l i c  pe rcep t ions  of  p o l i c e  

i n  gene ra l  a r e  heav i ly  in f luenced  by t h e  a c t i o n s  of  p a t r o l  personnel .  

This  i s  s o  because t h e  p a t r o l  f o r c e  is usua l ly  t h e  l a r g e s t  and most 

v i s i b l e  element of  t h e  p o l i c e  o rgan iza t ion .  In  f a c t ,  most peopl* a r e  

exposed only  t o  p a t r o l  o f f i c e r s  (Swank & Conser, 1983) .  

4. Tenure: Length of  s e r v i c e  and l e n g t h  of  employment a r e  

ph ra se s  o f t e n  used t o  d e s c r i b e  t h i s  t e r m .  A s  used he re ,  t e n u r e  r e f e r s  

t o  t h e  number of  yea r s  t h a t  a  person has  performed p o l i c e  work a s  h i s  

o r  h e r  fu l l- t ime  occupat ion.  





Research Hypothesis 

This study measured what are believed t o  be the most important 

components of job sat isfact ion (viz. ,  the quality of work, pay, 

opportunities for promotion, supervision, and people on the job). A 

significant positive l inear  correlation was hypothesized between age and 

job sat isfact ion,  and between tenure and job satisfaction. More 

specifically,  job sat isfact ion was expected t o  be lowest among off icers  

who were young and new on the job, improve through the middle years, and 

be highest among the older and more senior off icers .  

Theoretical Considerations 

Although attempts have been made, no generally accepted theory 

of job sat isfact ion has yet been developed (Porter e t  a l . ,  1975). 

Thus,  most researchers have re l ied  on one or  more of the individual 

motivation theories as  a causal explanation for job sat isfact ion.  A t  - 

present there i s  a  clear lack of consensus as  l o  which of these 

theories offer  the most complete explanation of job satisfaction. 

This study was largely descriptive and correlational in  nature. - - 
No attempt was made t o  prove o r  disprove a  specific theory of job sa t i s-  

faction, therefore, further discussion of job sat isfact ion theories 

w i l l  be reserved for the l i t e ra tu re  review. 

Overview of Thesis 

The thesis  topic has been introduced in  t h i s  chapter. 

Additionally, hypotheses were broadly s tated and key terms were 

conceptually defined. Remaining chapters provide a  more detailed 





review of  p r i o r  r e s e a r c h  and r e p o r t  f i n d i n g s  p e r t a i n i n g  t o  t h e  

r e l a t i o n s h i p  between age,  t enu re ,  and job s a t i s f a c t i o n  among p a t r o l  

o f f i c e r s .  Chapter Two is a  s e l e c t i v e  review of t h e  l i t e r a t u r e .  The 

methodology of  t h e  s tudy  i s  p re sen t ed  i n  Chapter Three where t e s t a b l e  

hypotheses  a r e  s t a t e d ,  s u b j e c t s  a r e  descr ibed ,  and measures employed t o  

c o l l e c t  and ana lyze  d a t a  a r e  d i scussed .  Chapter Four c o n t a i n s  t h e  

f i n d i n g s  o f  t h e  s tudy .  while  Chapter Five i d e n t i f i e s  and a t t empt s  t o  

i n t e r p r e t  s i g n i f i c a n t  imp l i ca t i ons  of  t h e  s tudy  i n  t h e  con tex t  of  

p rev ious  r e sea rch .  A l t e r n a t i v e  exp lana t ions  o f  observed r e l a t i o n s h i p s  

and l i m i t a t i o n s  of  t h e  s tudy  a r e  a l s o  d i scussed .  





Footnotes  

l ~ o c k e  c i t e d  t h e  e x i s t e n c e  of  3,350 r e f e r e n c e s  on job s a t i s f a c t i o n  i n  
1976. Based upon a l i t e r a t u r e  s e a r c h ,  he f u r t h e r  sugges t s  t h a t  
approximately 111 new a r t i c l e s  a r e  w r i t t e n  pe r  year .  

2 ~ o n t e n t  f a c t o r s  r e f e r  t o  dimensions o f  t h e  job t h a t  a r e  i n t r i n s i c ,  t h e  
i n d i v i d u a l ' s  s a t i s f a c t i o n  wi th  t h e  a c t u a l  job performed (e.g., recog-  
n i t i o n ,  v a r i e t y ,  and involvement) .  Context f a c t o r s  a r e  t hose  
dimensions of  t h e  job t h a t  are e x t r i n s i c  o r  environmental  (e.g., pay, 
s e c u r i t y ,  and s u p e r v i s i o n ) .  

3 ~ h e  Equal Employment Opportunity Act of  1972 extended t h e  j u r i s d i c t i o n  
of  t h e  Equal Employment Opportunity Commission t o  i nc lude  p u b l i c  
employers wi th  15  o r  more employees. 

4 ~ n  Griggs,  t h e  U. S. Supreme Court he ld  t h a t  t e s t s  given a s  a  b a s i s  
f o r  o b t a i n i n g  employment m c s t  be job r e l a t e d .  

5 ~ o r  an e x p l i c a t i o n  of  t h e  r o l e  and f u n c t i o n s  o f  p o l i c e ,  see Golds ta in  
(1977).  

' ~ a w l e r  & P o r t e r  (1967) sugges t  t h a t  t h e r e  is a  p o s i t i v e  r e l a t i o n s h i p  
between job s a t i s f a c t i o n  and p roduc t iv i t y .  However, t h e  r e l a t i o n s h i p  is  
complex and dependent upon those  a s p e c t s  of  t h e  job t h a t  a r e  s a t i s f y i n g  
being i n t i m a t e l y  r e l a t e d  t o  p r o d u c t i v i t y .  

' ~ ~ ~ o t h e s e s  a r e  r e s t a t e d  i n  t e s t a b l e  form i n  Chapter Three. 





CHAPTER I1 

REVIEW OF THE LITERATURE 

A s  p r e v i o u s l y  no ted ,  a voluminous amount o f  m a t e r i a l  h a s  been 

p u b l i s h e d  o n  j o b  s a t i s f a c t i o n .  The t e x t  o f  t h i s  c h a p t e r  r e p r e s e n t s  a n  

e f f o r t  t o :  (a )  p l a c e  t h e  s t u d y  o f  work and job  s a t i s f a c t i o n  i n t o  

h i s t o r i c a l  p e r s p e c t i v e ,  ( b )  summarize t h e  r e s u l t s  o f  s e l e c t e d  s t u d i e s  

t h o u g h t  t o  be r e p r e s e n t a t i v e  o f  t h e  g e n e r a l  f i n d i n g s  i n  j o b  s a t i s f a c t i o n  

r e s e a r c h  and,  (c)  d e s c r i b e  i n  d e t a i l  t h e  r e s u l t s  o f  s t u d i e s  which have 

focused  o n  t h e  r e l a t i o n s h i p  between age ,  t e n u r e ,  and job s a t i s f a c t i o n .  

An H i s t o r i c a l  Perswec t ive  

Throughout h i s t o r y  work h a s  been viewed from a v a r i e t y  o f  

d i f  f e r e r l t  p e r s p e c t i v e s .  Some e a r l y  c i v i . l i z a t i o n s  (e.g. ,  Greeks and 

Hebrews) r e g a r d e d  work as a  c u r s e  because  it took  t i m e  away from 

t h i n k i n g  and o t h e r  a e s t h e t i c  e x p e r i e n c e s .  Conversely ,  work was 

emphasized by t h e  g u i l d  sys tem and r e l i g i o n  i n  Europe d u r i n g  t h e  middle  

ages .  Under t h e s e  c o n d i t i o n s  t h e  p r a c t i c e  o f  work t ended  t o  u n i t e  t h e  
- - 

worker,  t h e  fami ly ,  and t h e  r e l i g i o n  (Beach, 1975; Heisler & Houck, 

1977) .  With t h e  i n d u s t r i a l  r e v o l u t i o n ,  however, came major  changes  t o  

t h e  a c t i v i t y  known as work. It  no l o n g e r  tended t o  i n v o l v e  fami ly  

m e m b e r s ,  became i n c r e a s i n g l y  segmented,  and l o s t  much o f  i ts  i n t r i n s i c  

v a l u e  (Heisler & Houck, 1977) .  During t h i s  time p e r i o d  men such  a s  Adam 

Smith,  Emile Durkheim, and K a r l  Marx began t o  e x p r e s s  concern  a b o u t  t h e  

debas ing  e f f e c t s  o f  i n d u s t r i a l i z a t i o n  upon t h e  worker. Tn t h e  words o f  





Marx, " d i v i s i o n  o f  l a b o r  p e r f e c t s  t h e  worker,  b u t  d e g r a d e s  t h e  man" 

( c i t e d  i n  Heisler & Houck, 1977, p. 5 2 ) .  D e s p i t e  such  warnings ,  t h e  

pr imary f o c u s  o f  r e s e a r c h e r s  d u r i n g  t h i s  e r a  c o n t i n u e d  t o  be  o n  

p r o d u c t i v i t y .  Foremost i n  t h i s  r e g a r d  was F r e d r i c k  W. Tay lor , '  who i s  

c o n s i d e r e d  t o  b e  t h e  f a t h e r  o f  t h e  f i r s t  s c h o o l  or o r g a n i z a t i o n a l  t h e o r y  

developed i n  t h i s  c o u n t r y  ( v i z . ,  t h e  c l a s s i c a l  s c h o o l  a l s o  known a s  

s c i e n t i f i c  management). The t h r u s t  o f  h i s  t h i n k i n g  w a s  t o  i n c r e a s e  

p r o d u c t i v i t y  by examining and improving t e c h n i c a l  f e a t u r e s  o f  t h e  work. 

Tay lor  (1.912) espoused f i n d i n g  t h e  one  b e s t  and s i m p l e s t  way t o  perform 

each t a s k  and he  b e l i e v e d  t h a t  workers  responded p r i m a r i l y  t o  economic 

i n c e n t i v e s  (i.e., r a t i o n a l  man). H e  i m p l i c i t l y  assumed t h a t  t h e  most 

s a t i s f i e d  and p r o d u c t i v e  workers  would be t h o s e  who r e c e i v e d  t h e  h i g h e s t  

e a r n i n g s  w i t h  t h e  l e a s t  amount o f  f a t i g u e  (Locke, 1976) .  

I n v e s t i g a t i o n  o f  f a t i g u e  r e d u c t i o n  and o t h e r  env i ronmenta l  

f a c t o r s ,  which had been a pr imary concern  o f  Tay lor  and  o t h e r s  (e.g., 

G i l b r e t h ) ,  c o n t i n u e d  w e l l  i n t o  t h e  1930s  and beyond (Locke, 1976; 

Swanson & T e r r i t o ,  1983) .  However, t h e  n e x t  major development o f  

h i s t o r i c a l  s i g n i f i c a n c e  i n  t h e  s t u d y  o f  job s a t i s f a c t i o n  was t h e  

Hawthorne s t u d i e s  (see R o e t h l i s b e r g e r ,  1941) conducted d u r i n g  t h e  1920s 
- - 

and 1930s. These s t u d i e s  prompted t h e  human r e l a t i o n s  s c h o o l  o f  

management t h o u g h t ,  which shaped t h e  t r e n d  f o r  r e s e a r c h  and t h i n k i n g  i n  

job s a t i s f a c t i o n  and o t h e r  management r e l a t e d  i s s u e s  w e l l  i n t o  t h e  

1960s. Born a t  l e a s t  i n  p a r t  o u t  o f  a d v e r s e  r e a c t i o n  t o  a u t h o r i t a r i a n  

and t a s k  o r i e n t e d  p r a c t i c e s  o f  t h e  c l a s s i c a l  s c h o o l ,  t h e  human r e l a t i o n s  - 

s c h o o l  s t r e s s e d  t h e  r o l e  o f  s o c i a l  phenomena i n  d e t e r m i n i n g  employee 

s a t i s f a c t i o n  and p r o d u c t i v i t y  (i .e. ,  s o c i a l  man). The r o l e  o f  economic 

i n c e n t i v e s  w e r e  a l s o  downgraded by human r e l a t i o n s  t h e o r i s t s  who 





a s s e r t e d  t h a t  s a t i s f a c t i o n  and mot iva t ion  were more a  func t ion  of  s o c i a l  

r e l a t i o n s h i p s  than  money. Y e t  ano ther  assumption o f  t h e  human r e l a t i o n s  

school  was t h a t  h ighe r  job s a t i s f a c t i o n  would l ead  t o  h ighe r  produc- 

t i v i t y  (Gruneberg, 1979) .  

Both s c i e n t i f i c  management and t h e  human r e l a t i o n s  school  d e a l t  

with t h e  concept of  job s a t i s f a c t i o n  a s  p a r t  of  a  l a r g e r  and more 

encompassing management philosophy. The f i r s t  in- depth s tudy  o f  job 

s a t i s f a c t i o n  p e r  se, was publ i shed  by Hoppock i n  1935. This  c l a s s i c  

work was n o t  o r i e n t e d  toward any p a r t i c u l a r  management t heo ry ,  r a t h e r ,  

it suggested t h a t  job s a t i s f a c t i o n  was t h e  r e s u l t  o f  a  m u l t i p l i c i t y  of  

f a c t o r s .  Some f a c t o r s  had been s t u d i e d  p rev ious ly  (e.g., f a t i g u e ,  

monotony, working cond i t i ons ,  s u p e r v i s i o n ) ,  while  o t h e r s  would on ly  be 

d i scovered  l a t e r  (e.g., achievement).  Hoppock's s tudy  a l s o  marked t h e  

beginning of what ha s  been termed t h e  t r a d i t i o n a l  approach t o  t h e  s tudy 

of  job s a t i s f a c t i o n .  With t h i s  approach it i s  assumed t h a t  i f  t h e  

presence  of a v a r i a b l e  l e a d s  t o  s a t i s f a c t i o n ,  t hen  i t s  absence would 

- 

l e a d  t o  d i s s a t i s f a c t i o n ,  and v i c e  ve r sa  (Gruneberg, 1979) .  Although t h e  

Hawthorne s t u d i e s  shaped t h e  t r e n d  f o r  r e sea rch  dur ing  t h e  1940s and 

1950s, Lock (1976) sugges t s  t h a t  it was an outgrowth of Hoppock's work, 

and t h e  l e a d e r s h i p - s t u d i e s  of  World War II t h a t  l a r g e l y  s u s t a i n e d - t h e  

human r e l a t i o n s  movement. 

The next  major s h i f t  i n  job s a t i s f a c t i o n  r e sea rch  and th ink ing  

began i n  1959 when Herzberg, Mausner, and Snyderman cha l lenged  t h e  human 

r e l a t i o n s  view by proposing t h e  motivation-hygiene theory .  This  

s i g n a l e d  t h e  beginning of  a  new t r e n d  i n  job s a t i s f a c t i a n  r e sea rch  and 

o r g a n i z a t i o n a l  theory  by re focused  a t t e n t i o n  on t h e  work i t s e l f .  This  

approach, which has  t h e  i n t e r e s t  of  most contemporary r e s e a r c h e r s ,  
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a s s e r t s  t h a t  job s a t i s f a c t i o n  can only  occur  when t h e  worker is  allowed 

t o  grow and mature mental ly .  Much o f  t h e  r e c e n t  s t udy  i n  t h i s  regard  

has  examined t h e  e f f e c t s  of work des ign  (see Hackman & Oldham, 1980).  

Although enhancing p r o d u c t i v i t y  remains t h e  primary goa l  of  m o s t  

s t u d i e s ,  a  growing number of  r e s e a r c h e r s  appear t o  be motivated by 

humanist ic  concerns f o r  t h e  h e a l t h ,  wel fa re ,  and happiness  of workers. 

In  conclusj.on, t h r e e  d i f f e r e n t  s choo l s  o r  h i s t o r i c a l  t r e n d s  can 

2 
be i d e n t i f i e d  p e r t a i n i n g  t o  t h e  s tudy  of  job s a t i s f a c t i o n .  Each t r e n d ,  

except  t h e  f i r s t  one,  grew l a r g e l y  o u t  of  adverse  r e a c t i o n  t o  t h e  

prev ious  one, and coincided wi th  a  more u n i v e r s a l  t r e n d  i n  organiza-  

t i o n a l  theory.  While t h e  work i t s e l f  o r  growth schoo l  is  most i n  vogue 

a t  p r e s e n t ,  a  philosophy of s y n t h e s i s  is  apparen t  among most i n v e s t i -  

g a t o r s .  A s  Gruneberg (1979) no ted ,  t h e r e  a r e  few p r e s e n t  day 

r e s e a r c h e r s  who would be w i l l i n g  t o  adhere t o t a l l y  t o  any one o f  t h e  

s choo l s  t h a t  have been proposed. I t  i s  gene ra l l y  acknowledged t h a t  job 

s a t i s f a c t i a n  can be a f f e c t e d  by t h e  p h y s i c a l  des ign  of- t h e  job, s o c i a l  
- 

r e l a t i o n s h i p s ,  pay, supe rv i s ion ,  and numerous o t h e r  v a r i a b l e s .  

Theor ies  of  Job  S a t i s f a c t i o n  

- - 
A s  t h e  focus  of  job s a t i s f a c t i o n  r e sea rch  has  changed ove r  t h e  

yea r s ,  d i f f e r e n t  t h e o r i e s  have been o f f e r e d  t o  e x p l a i n  t h e  phenomenon. 

In  l i n e  wi th  more gene ra l  t h e o r i e s  of  i n d i v i d u a l  mot iva t ion ,  t h e o r i e s  of  

job s a t i s f a c t i o n  can be p laced  i n  one of  two ca t ego r i e s :  ( a )  conten t  

t h e o r i e s  o r  (b)  p roces s  t h e o r i e s  (Campbell, Dunnette, Lawler, & Weick, 

1970) .  Content o r  app l i ed  t h e o r i e s  o f  job s a t i s f a c t i o n  (e.g., Maslow's 

h i e r a r chy  of  needs,  Argyr i s '  immaturity-maturity theory ,  & Herzberg 's  

motivation-hygiene c y c l e )  a t tempt  t o  s p e c i f y  "what" p a r t i c u l a r  needs,  





va lues ,  o r  expec t a t i ons  must be a t t a i n e d  f o r  an i n d i v i d u a l  t o  be 

s a t i s f i e d  wi th  h i s  o r  he r  job (Gruneberg, 1979; Locke, 1976) .  Process  

o r  c a u s a l  t h e o r i e s  of  job s a t i s f a c t i o n  (e.g., F e s t i n g e r ' s  theory  of 

cogn i t i ve  dissonance and Vroom's expectancy theo ry )  a t tempt  t o  s p e c i f y  

t h e  t ypes  o r  c l a s s e s  of  v a r i a b l e s  (needs,  va lues ,  expec t anc i e s ,  

pe rcep t ions ,  e t c . )  t h a t  a r e  cons idered  t o  be c a u s a l l y  r e l e v a n t ,  a s  w e l l  

a s  "how" t h e s e  v a r i a b l e s  i n t e r a c t  t o  determine o v e r a l l  job s a t i s f a c t i o n  

(Locke, 1976) . 
Maslow's h i e r a r chy  of  needs and i t s  development by Herzberg i n t o  

t h e  motivation-hygiene theory  r e p r e s e n t  what a r e  perhaps t h e  most 

popular  con ten t  theory  account  of  job s a t i s f a c t i o n .  Maslow (1943, 1970) 

p o s t u l a t e d  t h e  e x i s t e n c e  of  f i v e  broad c l a s s e s  of  i n d i v i d u a l  needs t h a t  

a r e  a r ranged  i n  an ascending h i e r a r chy  o f  prepotency o r  importance. 

According t o  Maslow, t h e  less p repo ten t  needs a r e  n e i t h e r  d e s i r e d  o r  

sought u n t i l  t h e  more p repo ten t  needs a r e  s a t i s f i e d  o r  f i l l e d .  Thus, 

t h e  most important  need w i l l  t end  t o  monopolize t h e  consciousness  and . 

c a p a c i t i e s  of  t h e  organism u n t i l  s a t i s f i e d .  The  lowest  and most b a s i c  

needs accord ing  t o  Maslow a r e  phys io log i ca l .  These i nc lude  food, 

warmth, e l i m i n a t i o n ,  water ,  s l e e p ,  and o t h e r  bodi ly  n e c e s s i t i e s .  The 
- - 

second, s a f e t y  needs,  a r e  concerned wi th  a c t u a l  p h y s i c a l  s a f e t y  a s  w e l l  

a s  f e e l i n g  s a f e  from phys i ca l  and emotional  i n j u r y .  Thi rd  i n  t h e  

h i e r a r chy  a r e  t h e  needs f o r  belonging and love.  These i nc lude  needs t o  

f e e l  p a r t  o f  a group and t o  belong t o  and wi th  o t h e r  people.  According 

t o  Maslow, t h i s  is t h e  f i r s t  l e v e l  of  s o c i a l  needs. The f o u r t h  l e v e l  

i nc ludes  needs f o r  se l f- es teem o r  ego and i s  d iv ided  i n t o  two subse t s :  

( a )  needs f o r  f e e l i n g s  of pe r sona l  worth, competence, and adequacy, and 

(b)  needs f o r  r e s p e c t ,  admira t ion ,  r ecogn i t i on ,  and s t a t u s  i n  t h e  eyes  





of  o t h e r s .  The f i f t h  and h i g h e s t  l e v e l  of  needs a r e  t h o s e  of 

s e l f - a c t u a l i z a t i o n  o r  s e l f - r e a l i z a t i o n .  Th i s  can be g e n e r a l l y  descr ibed  

a s  a  process  whereby one r e a l i z e s  t h e  t r u e  s e l f ,  and works toward 

exp re s s ion  of t h e  s e l f .  

Although Maslow d i d  n o t  develop a  s p e c i f i c  theory  of  job 

s a t i s f a c t i o n  o r  work mot iva t ion  a s  such,  t h e  imp l i ca t i ons  of  h i s  theory  

i n  t h i s  regard  a r e  obvious.  The opt imal  job environment f o r  a  g iven  

i n d i v i d u a l  would be one t h a t  most c l o s e l y  meets h i s  o r  h e r  needs a t  t h a t  

t i m e  (Locke, 1976).  While Maslow's theory  does appear  t o  make a  g r e a t  

d e a l  o f  i n t u i t i v e  sense ,  major crit icisms inc lude  no evidence t h a t  a  

h i e r a r chy  o f  needs a c t u a l l y  e x i s t s ,  and t h a t  i n d i v i d u a l  needs,  even a t  

t h e  lower l e v e l s ,  a r e  n o t  s a t i s f i e d  by a  s i n g l e  a c t  (Locke, 1976).  

Despi te  such criticisms, t h e r e  is evidence t h a t  t h e  theory  can account  

f o r  a t  l e a s t  some f i n d i n g s  a s s o c i a t e d  wi th  job s a t i s f a c t i o n  (Gruneberg, 

1979) .  

Related t o  Maslow's h i e r a r chy  of  needs is  Herzberg 's  mot iva t ion  
- 

hygiene theory .  Herzberg (1967) d i s t i n g u i s h e d  two types  o f  v a r i a b l e s  

t h a t  a f f e c t  job s a t i s f a c t i o n .  The job con ten t  c h a r a c t e r i s t i c s  which 

produce s a t i s f a c t i o n  a r e  cons idered  mot iva tors  because t hey  s a t i s f y  t h e  

i n d i v i d u a l ' s  ego and growth needs. The job environment c h a r a c t e r i s t i c s  

a r e  cons idered  t o  be hygien ic  because t hey  a r e  work suppor t ing  o r  

p r even ta t i ve .  By s e p a r a t i n g  t h e  f a c t o r s  involved,  Herzberg argued t h a t  

job s a t i s f a c t i o n  and job d i s s a t i s f a c t i o n  a r e  s e p a r a t e  and d i s t i n c t .  

Fac to r s  such a s  pay, s e c u r i t y ,  supe rv i s ion ,  company p o l i c y ,  and working 

- 
c o n d i t i o n s  a r e  cons idered  hygien ic  and may c r e a t e  d i s s a t i s f a c t i o n  bu t  

have l i t t l e  t o  do w i t h  s a t i s f a c t i o n .  Conversely,  f a c t o r s  such a s  





achievement,  r e c o g n i t i o n ,  r e s p o n s i b i l i t y ,  and growth a r e  cons idered  t o  

be t h e  t r u e  mo t iva to r s  and de te rminants  o f  t h e  degree  o f  job 

s a t i s f a c t i o n .  

Arguments f o r  and a g a i n s t  t h e  motivation-hygiene theory  a r e  

numerous. Seve ra l  r e s e a r c h e r s  have cha l lenged  it on t h e  grounds t h a t  it 

is  method bound. When us ing  t h e  c r i t i c a l  i n c i d e n t  t echnique ,  a s  

Herzberg d i d ,  confirmatory r e s e a r c h  has  tended t o  suppor t  t h e  theory .  

When o t h e r  methods were employed, however, t h e r e  w e r e  c o n s i s t e n t  

f a i l u r e s  t o  confirm t h e  t heo ry  (Ewen, Smith, Hulin,  & Locke, 1966; 

Vroom, 1964) .  Herzberg has  a l s o  been c r i t i c i z e d  f o r  minimizing o r  

denying t h e  e x i s t e n c e  o f  i n d i v i d u a l  d i f f e r e n c e s  among employees a s  t o  

r epo r t ed  sou rces  of  s a t i s f a c t i o n  and d i s s a t i s f a c t i o n  (Locke, (1976) .  

Conversely,  s e v e r a l  s t u d i e s  (e.g., Hulin & Blood, 1968) have suggested 

t h a t  i n d i v i d u a l  and c u l t u r a l  f a c t o r s  i n f l u e n c e  what a  person seeks  from 

work. Tn f a c t ,  f o r  some i n d i v i d u a l s  and groups, money may be t h e  most - 

important  a s p e c t  of  t h e  job (Gruneberg, 1979) .  Whatever t h e  d e f e c t s  of 

t h e  motivation-hygiene t heo ry ,  most s c h o l a r s  recognize  Herzberg 's  work - 

a s  a  major c o n t r i b u t i o n  t o  t h e  underst-anding of job s a t i s f a c t i o n .  This  

c o n t r i b u t i o n  s t e m s  p r imar i l y  from t h e  i n t e r e s t  h e  i n s p i r e d  i n  t h e  s tudy  

of work i t s e l f  and t h e  importance of  psychologica l  growth, a s  precon- - - 
d i t i o n s  o f  job s a t i s f a c t i o n .  

I n  c o n t r a s t  t o  t h e  con ten t  t h e o r i e s ,  t h a t  add re s s  "what" causes  

job s a t i s f a c t i o n  and d i s s a t i s f a c t i o n ,  a r e  a  number o f  p roces s  t h e o r i e s  

which a t tempt  t o  s p e c i f y  c a u s a l l y  r e l e v a n t  v a r i a b l e s  and e x p l a i n  "how" 

t h e s e  v a r i a b l e s  i n t e r a c t  t o  determine job s a t i s f a c t i o n .  Although 

d i f f e r e n c e s  e x i s t  among many of  t h e  p roces s  t h e o r i e s ,  they can gene ra l l y  

be p laced  i n t o  one of  two c a t e g o r i e s .  F i r s t ,  a r e  t h e  t h e o r i e s  t h a t  view 





j o b  s a t i s f a c t i o n  a s  dependent  upon t h e  amount o f  d i s c r e p a n c y  between 

what t h e  worker e x p e c t s  and what t h e  worker a t t a i n s .  Second, a r e  t h e  

t h e o r i e s  t h a t  v iew j o b  s a t i s f a c t i o n  a s  r e s u l t i n g  from t h e  amount o f  

j -ndividual  need or v a l u e  a t t a i n m e n t  a l lowed by t h e  job  (Gruneberg,  1979; 

Locke, 1976) .  

Equ i ty  t h e o r y  and expectancy t h e o r y  a r e  p robab ly  t h e  b e s t  known 

examples o f  t h e  f i r s t  type .  The c e n t r a l  theme o f  e q u i t y  t h e o r y  i n  

r e l a t i o n  t o  j o b  s a t i s f a c t i o r l  is t h a t  each i n d i v i d u a l  h a s  a p e r c e p t i o n  

( p s y c h o l o g i c a l  c o n t r a c t )  o f  what i s  a f a i r  reward (outcome) f o r  a g iven  

amount o f  e f f o r t  or work ( i n p u t ) .  T h i s  p e r c e p t i o n  is  e s t a b l i s h e d  by 

comparing o n e ' s  i n p u t  t o  outcome r a t i o  w i t h  t h a t  o f  o t h e r  employees who 

a r e  c o n s i d e r e d  p e e r s .  When a n  a c c e p t a b l e  r a t i o  does  n o t  e x i s t ,  t h e  

pe rson  w i l l  a t t e m p t  t o  r e s t o r e  it by working more o r  less e f f i c i e n t l y ,  

or by t r y i n g  t o  o b t a i n  g r e a t e r  rewards .  Only when t h e  output/ income 

r a t i o  seems r e a s o n a b l e  i s  t h e r e  l i k e l y  t o  be job  s a t i s f a c t i o n  (Gannon, 

1977; Mortimer,  1979) .  S i m i l a r  i n  many r e s p e c t s  t o  e q u i t y  t h e o r y ,  is 

expectancy t h e o r y .  According t o  t h i s  expectancy t h e o r y ,  a n  i n d i v i d u a l  

w i l l  f e e l  s a t i s f a c t i o n  i f  t h e y  b e l i e v e  t h e i r  e f f o r t s  w i l l  r e s u l t  i n  

d e s i r e d  outcomes (Swank & Conser ,  1983) .  D e s i r e d  outcomes can be  

i n t r i n s i c  rewards ,  -such as i n t e r e s t i n g  work, and/or  e x t r i n s i c  rewakds,  

such a s  b e t t e r  working c o n d i t i o n s  (Gannon, 1977) .  

T h e o r i e s  based  on  t h e  p r i n c i p l e s  o f  e q u i t y  and expectancy a r e  

favored  by many r e s e a r c h e r s  (see Gannon, 1977; P o r t e r  e t  a l . ,  1975) .  
3 

Much o f  t h e  p o p u l a r i t y  can be a t t r i b u t e d  t o  t h e s e  t h e o r i e s '  be ing  more 
- 

q u a n t i f i a b l e ,  which enhances  t h e i r  u s e f u l n e s s  f o r  s c i e n t i f i c  i n q u i r y .  

T h i s  can  a l s o  be  a d i s a d v a n t a g e ,  however, i t  is  o f t e n  d i f f i c u l t  t o  

a c c u r a t e l y  t r a n s l a t e  complex human emotions  and a t t i t u d e s  i n t o  





numbers. Locke (1976) c r i t i c i z e d  some s t u d i e s  t h a t  have a t t e m p t e d  t o  

relate e x p e c t a n c i e s  t o  s a t i s f a c t i o n  on  t h e  b a s i s  t h a t  i n d i v i d u a l  v a l u e s  

o r  needs  (e.g., g o a l s ,  d e s i r e s ,  and a s p i r a t i o n s )  account  f o r  a g r e a t e r  

p o r t i o n  o f  s e l f - p e r c e i v e d  job  s a t i s f a c t i o n  t h a n  e x p e c t a n c i e s  do. H e  

f u r t h e r  s u g g e s t e d  t h a t  many expec tancy  based s t u d i e s  have f a i l e d  t o  

a d e q u a t e l y  c o n t r o l  f o r  t h e  e f f e c t s  o f  v a l u e s  o r  needs.  A s  is  t h e  c a s e  

w i t h  o t h e r  t h e o r i e s ,  t h o s e  based on  e q u i t y  and expectancy seem t o  

account  f o r  some a s p e c t s  o f  job  s a t i s f a c t i o n ,  b u t  n o t  o t h e r s  ( F o l g e r ,  

R o s e n f i e l d ,  & Hays, 1978; Gruneberg,  1979) .  

The second c a t e g o r y  o f  p r o c e s s  t h e o r i e s  v iews j o b  s a t i s f a c t i o n  

a s  a f u n c t i o n  o f  haw w e l l ,  or how p o o r l y  t h e  job  a l l o w s  a t t a i n m e n t  o f  

i n d i v i d u a l  needs  or v a l u e s  .4 C l e a r l y ,  i n d i v i d u a l s  d i f f e r  i n  what t h e y  

need or  v a l u e  i n  a job.  The i n t e n t  o f  need f u l f i l l m e n t  t h e o r i s t s  h a s  

been t o  examine t h e  ways such d i f f e r e n c e s  a f f e c t  job  s a t i s f a c t i o n .  

Vroom (1964) proposed t w o  forms o f  t h e  need f u l f i l l m e n t  t h e o r y .  

With t h e  s u b t r a c t i v e  model he  s u g g e s t e d  t h a t  job  s a t i s f a c t i o n  was 

- 

n e g a t i v e l y  r e l a t e d  t o  t h e  amount o f  d i f f e r e n c e  between what t h e  pe rson  

needs  or v a l u e s ,  and t h e  e x t e n t  t o  which t h e  job p r o v i d e s  t h e s e  needs.  

The g r e a t e r  t h e  congruence between need c o n t e n t  and need p rov ided ,  t h e  

g r e a t e r  t h e  s a t i s f a c t i o n ,  and v i c e  v e r s a .  A major problem w i t h  the 

model is  t h a t  a l l  needs  a r e  g i v e n  e q u a l  weight  o r  v a l u e ,  t h u s ,  t h e  

e f f e c t  o f  i n d i v i d u a l  need o r  v a l u e  importance is  i g n o r e d  (Locke, 1976) .  

Vroom (1964) f u r t h e r  a rgued  f o r  a second model o f  need f n l f i l l m e n t ,  

known a s  t h e  m u l t i p l i c a t i v e  model. Here, t h e  s e l f - p e r c e i v e d  amount o f  

- 
need o r  v a l u e  f u l f i l l m e r l t  o f f e r e d  by t h e  job  i s  m u l t i p l i e d  by t h e  

importance o f  t h a t  need t o  t h e  i n d i v i d u a l .  The p r o d u c t s  o f  e a c h  need 

are t h e n  added t o g e t h e r  t o  p r o v i d e  a n  o v e r a l l  measure of job  





s a t i s f a c t i o n .  T h i s  model a l s o  h a s  shor tcomings ,  b u t  would appear  t o  

prov ide  a more a c c u r a t e  measure o f  o v e r a l l  j o b  s a t i s f a c t i o n  t h a n  t h e  

s u b t r a c t i v e  model. A s  Locke (1976) p o i n t e d  o u t ,  t h e  m u l t i p l i c a t i v e  

model f a i l s  t o  d i s t i n g u i s h  between t h e  amount o f  t h e  need o r  v a l u e  

d e s i r e d  by t h e  p e r s o n  and how much t h e  pe rson  wants  t h a t  amount. For 

example, a  p o l i c e  o f f i c e r  may want a  $50,000 p e r  y e a r  s a l a r y ,  b u t  b e i n g  

r e a l i s t i c ,  n o t  want it v e r y  badly .  Conversely ,  t h e  o f f i c e r  may v e r y  

much want t o  be  a  d e t e c t i v e ,  b u t  f o r  a  r e l a t i v e l y  s h o r t  p e r i o d  o f  t i m e .  

O ther  problems w i t h  t h e  m u l t i p l i c a t i v e  model can  o c c u r  d u r i n g  

measurement. When s u b j e c t s  are asked  t o  rate t h e  amount o f  t h e  v a l u e  o r  

need p rov ided  t h e y  may i m p l i c i t l y  weigh it by importance;  s i m i l a r l y ,  

s u b j e c t s  asked  t o  r a t e  importance may i n c l u d e  a  r a t i n g  o f  amount 

p rov ided  ( I a c k e ,  1976) .  Some t h e o r i s t s  have a t t e m p t e d  t o  i n t e g r a t e  t h e  

s u b t r a c t i v e  and m u l t i p l i c a t i v e  models. Locke (1976) h a s  proposed t h e  

f a l l o w i n g :  S = ( V c  - P) X V i  where S s t a n d s  f o r  s a t i s f a c t i o n ,  V c  s t a n d s  

f o r  v a l u e  o r  need c o n t e n t ,  P s t a n d s  f o r  p e r c e i v e d  amount of v a l u e  o r  
- 

need p rov ided  by t h e  job,  and V i  s t a n d s  f o r  v a l u e  importance.  Some 

impl j . ca t ions  o f  t h i s  formula  p r e s e n t  problems a s  w e l l .  Most 

s i g n i f i c a n t ,  pe rhaps ,  is t h e  i d e a  t h a t  o n l y  s i n g l e  v a l u e s  a r e  a d d r e s s e d ,  

whereas most r e a c t i o n s  t o  work are b e l i e v e d  t o  be  t h e  r e s u l t  o f  m l t i p l e  

v a l u e  o r  need a p p r a i s a l s  (Locke, 1976) .  A s  is  t r u e  w i t h  o t h e r  t h e o r i e s  

o f  job  s a t i s f a c t i o n ,  t h o s e  d e a l i n g  w i t h  need o r  v a l u e  a t t a i n m e n t  appear  

t o  p r o v i d e  o n l y  a p a r t i a l  e x p l a n a t i o n .  

I n  summary, t h e  l i t e r a t u r e  s u g g e s t s  t h a t  t h e r e  are e s s e n t i a l l y  

- 
two c a t e g o r i e s  o f  job  s a t i s f a c t i o n  t h e o r y .  F i r s t ,  a r e  t h e  c o n t e n t  

t h e o r i e s  which a t t e m p t  t o  account  f o r  "what" needs ,  v a l u e s ,  o r  

e x p e c t a t i o n s  must be a t t a i n e d  i f  t h e  worker is t o  f i n d  s a t i s f a c t i o n  w i t h  





t h e  job. Second, a r e  t h e  process  t h e o r i e s  t h a t  t r y  t o  s p e c i f y  t h e  

c l a s s e s  o f  v a r i a b l e s  t h a t  a r e  r e l e v a n t  and e x p l a i n  "how" t h e s e  v a r i a b l e s  

i n t e r a c t  t o  determine job s a t i s f a c t i o n .  Add i t i ona l ly ,  coritent t h e o r i e s  

seem t o  more o r  less sugges t  a d e t e r m i n i s t i c  view of  people ,  whi le  

process  t h e o r i e s  emphasize t h e  c o g n i t i v e  dimension wherein humans a r e  

assumed t o  have t h e  a b i l i t y  t o  make conscious d e c i s i o n s  about work a f t e r  

weighing t h e  importance and p r o b a b i l i t y  o f  ob t a in ing  f u t u r e  outcomes. 

Content t h e o r i e s  a r e  more a p p l i c a b l e ,  bu t  less measurable. Process  

t h e o r i e s ,  on t h e  o t h e r  hand, l end  themselves  t o  q u a n t i f i c a t i o n ,  bu t  a r e  

more d i f f i c u l t  t o  apply (Swank & Conser, 1983) .  F i n a l l y ,  bo th  t ypes  af 

t h e o r i e s  have been c r i t i c i z e d  because they tend  t o  be s t a t i c ,  looking  a t  

job s a t i s f a c t i o n  a t  on ly  one p o i n t  i n  t i m e  (Gruneberg, 1979) .  Indeed, 

many t h e o r i s t s  view job s a t i s f a c t i o n  a s  a  cons t an t  adap ta t i on  t o  

changing s i t u a t i o n s  and changing va lues ,  needs o r  expec t a t i ons  

(Gruneberg, 1979) .  

Despi te  t h e  i n t u i t i v e  appea l  o f  some t h e o r i e s  and empi r i ca l  
- 

suppor t  f o r  o t h e r s ,  t h e r e  is  p r e s e n t l y  no u n i v e r s a l l y  accepted  o v e r a l l  

theory  o f  job s a t i s f a c t i o n  t h a t  can account  f o r  a l l  o f  t h e  phenomena a l l  

of  t h e  t ime. I n  some s i t u a t i o n s ,  expec t a t i ons  appear t o  provide  t h e  
- - 

most f r u i t f u l  approach, i n  o t h e r  s i t u a t i o n s  va lues ,  needs,  c u l t u r a l  

f a c t o r s ,  o r  o t h e r  v a r i a b l e s  may sugges t  a  more complete explana t ion .  

Causal  Fac to r s  i n  Job S a t i s f a c t i o n  

What do workers want o u t  o f  t h e i r  jobs? Major f i n d i n g s  o f  p r i o r  
- 

s t u d i e s  t h a t  have at tempted t o  answer t h i s  complex ques t i on  w i l l  be 

summarized i n  t h i s  s e c t i o n .  Relevant f a c t o r s  a r e  grouped and d i scus sed  





under  t h e  head ings  o f  job  c o n t e n t  ( i .e . ,  i n t r i n s i c  f a c e t s  o f  t h e  job  

i t s e l f ) ,  j o b  c o n t e x t  (i .e. ,  e x t r i n s i c  o r  env i ronmenta l  a s p e c t s ) ,  and 

i n d i v i d u a l  c o n s i d e r a t i o n s .  

A s  n o t e d  p r e v i o u s l y ,  t h e  c u r r e n t  t r e n d  i n  job s a t i s f a c t i o n  

r e s e a r c h  f o c u s e s  a t t e n t i o n  p r i m a r i l y  on  t h e  work i t s e l f  w i t h  t h e  ob jec-  

t i v e  o f  a l l o w i n g  t h e  employee g r e a t e r  o p p o r t u n i t i e s  f o r  menta l  growth 

and development. I n  many r e s p e c t s ,  t h i s  t r e n d  r e p r e s e n t s  t h e  c o n t e n t  o r  

i n t r i n s i c  f a c t o r s  o f  work which a r e  roughly  synonymous w i t h  what 

Herzberg (1967) termed "motivators ."  J o b  c o n t e n t  v a r i a b l e s  t h a t  have 

been examined and found t o  b e  r e l a t e d  t o  job  s a t i s f a c t i o n  i n c l u d e :  

f e e l i n g s  o f  s u c c e s s ,  o p p o r t u n i t y  t o  u s e  v a l u e d  s k i l l s  and a b i l i t i e s ,  

r e c o g n i t i o n ,  involvement ,  v a r i e t y ,  d i f f i c u l t y ,  amount o f  work, 

r e s p o n s i b i l i t y ,  autonomy, job  enr ichment ,  and complexi ty  (Gruneberg,  

1979; Locke, 1976; Quinn & Cobb, 1974) .  While e a c h  o f  t h e s e  f a c t o r s  is  

un ique ,  t h e y  d o  s h a r e  a common e lement ,  namely, t h e  u s e  o f  menta l  o r  

c o g n i t i v e  s k i l l s .  L o g i c a l l y ,  s t u d i e s  i n  t h i s  a r e a  have focused  o n  t h e  
- 

d e g r e e  t o  which employees p e r c e i v e  t h e i r  jobs  t o  be p s y c h o l o g i c a l l y  

c h a l l e n g i n g  and reward ing ,  as w e l l  as t h e  ways t h e s e  p e r c e p t i o n s  a r e  

m a n i f e s t  i n  t e r m s  o f  behav ior .  
- - 

Hoppock (1935) w a s  one  o f  t h e  f i r s t  t o  e m p i r i c a l l y  document a 

r e l a t i o n s h i p  between a  job  c o n t e n t  v a r i a b l e  ( v i z . ,  i n d i v i d u a l  f e e l i n g s  

o f  s u c c e s s )  and s a t i s f a c t i o n .  S i m i l a r  f i n d i n g s  were r e p o r t e d  w i t h  

5 
g r e a t e r  f requency  d u r i n g  t h e  1950s and 1960s (see Herzberg,  1967; 

Vroom, 1964; Walker & Guest ,  1952) .  During t h e  p a s t  20  y e a r s  s c o r e s  o f  
- 

s t u d i e s  have been conducted which c l e a r l y  e s t a b l i s h  job  c o n t e n t  f a c t o r s  

as i m p o r t a n t  d e t e r m i n a n t s  o f  s a t i s f a c t i o n  (e.g., Beach, 1975; G a r d e l l ,  

1977; Hackman & Oldham, 1980; Locke, 1976; P o r t e r  e t  a l . ,  1975) .  I n  





f a c t ,  i n  s o c i e t i e s  such a s  o u r s  where phys io log i ca l  and s a f e t y  needs a r e  

l a r g e l y  m e t  f o r  most segments o f  t h e  popula t ion ,  many e x p e r t s  b e l i e v e  

t h a t  con ten t  f a c t o r s  a r e  t h e  major determinant  of  job s a t i s f a c t i o r i  

(Gruneberg, 1979).  

Although much of  t h e  r e c e n t  s tudy  i n  work mot iva t ion  and 

s a t i s f a c t i o n  has  concent ra ted  on i n t r i n s i c  o r  con ten t  f a c t o r s ,  few 

i n v e s t i g a t o r s  would deny t h e  importance of con tex t  o r  e x t r i n s i c  f a c t o r s  

a s  w e l l .  Even Herzberg (1967) acknowledged t h e  importance of  such 

f a c t o r s ,  a s  they may c r e a t e  " d i s s a t i s f a c t i o n "  and prevent  workers from 

concen t r a t i ng  on a s p e c t s  of  t h e  job which a r e  p o t e n t i a l l y  f u l f i l l i n g .  

Content f a c t o r s  which appear  t o  be r e l a t e d  t o  employee f e e l i n g s  about 

work inc lude :  pay, f r i n g e  b e n e f i t s ,  s e c u r i t y ,  promotion, co-workers, 

supe rv i s ion ,  r o l e  c o n f l i c t  and ambiguity,  o r g a n i z a t i o n a l  s t r u c t u r e  and 

c l ima te ,  p a r t i c i p a t i o n ,  and working condi t ions .  Of t h e s e  t e n  v a r i a b l e s ,  

four  (v i z . ,  pay, promotion, supe rv i s ion ,  and co-workers) have been 

sub jec t ed  t o  t h e  most r e sea rch  and have q u i t e  c o n s i s t e n t l y  emerged a s  
- 

being t h e  most important  t o  American workers (Quinn & Cobb, 1974; Smith 

e t  a l . ,  1975; & Vroom, 1964).  

I t  should come a s  no s u r p r i s e  t h a t  c o n f l i c t i n g  evidence e x i s t s  

about  t h e  importance of  pay a s  a  de te rminant  o f  job s a t i s f a c t i o n = -  Based 

on an  ex t ens ive  review of  t h e  l i t e r a t u r e ,  Lawler (1971) r e p o r t e d  pay t o  

be t h e  job a s p e c t  t h a t  most employees expressed  d i s s a t i s f a c t i o n  wi th ,  

y e t ,  on t h e  average it was ranked t h i r d  i n  importance among job f a c e t s .  

Much of  t h e  d i f f i c u l t y  i n  acccu ra t e ly  a s s e s s i n g  t h e  s i g n i f i c a n c e  of  pay 

can be a t t r i b u t e d  t o  t h e  numerous and complex ways t h a t  it can mot iva te  - 

and s a t i s f y  d i f f e r e n t  i nd iv idua l s .  Some t h e o r i s t s  even sugges t  t h a t  it 

is f u t i l e  t o  s ea rch  f o r  a  u n i v e r s a l  de te rminant  of  pay s a t i s f a c t i o n  





(Gruneberg, 1979).  Nonetheless,  it is g e n e r a l l y  app rec i a t ed  t h a t  pay i s  

much more than  simply a means of  s a t i s f y i n g  p h y s i c a l  needs. I t  a l s o  

s e r v e s  a s  a symbol of achievement, a s  a source  of  r ecogn i t i on ,  a s  a 

s t a t u s  symbol, a s  a means o f  s e c u r i t y ,  and a s  a v e h i c l e  f o r  ob t a in ing  

o t h e r  t h i n g s  o f  va lue  such a s  l e i s u r e  t i m e  (Locke, 1976) .  Tn f a c t ,  

s i n c e  it has  no i n t r i n s i c  meaning o f  i t s  own, pay can symbolize whatever 

t h e  person wants it t o  symbolize. (Hersey & Blanchard, 1982).  Employee 

s a t i s f a c t i o n  wi th  pay a l s o  appears  t o  be a f f e c t e d  by t h e  con ten t  of t h e  

job, a s  w e l l  a s  i n d i v i d u a l  f a c t o r s .  I n  gene ra l ,  pay is  l i k e l y  t o  have 

g r e a t e r  importance f o r  employees who cannot  o b t a i n  o t h e r  forms o f  

s a t i s f a c t i o n  from t h e  job (Gruneberg, 1979) . McClelland (1967) 

summarized t h e  importance o f  pay a s  mot iva tor  and source  of  job 

s a t i s f a c t i o n  by s t a t i n g  t h a t  it is on ly  one f a c t o r  among many. H e  a l s o  

warned t h a t  money i s  a t r eache rous  t o o l  because it is "decept ive ly  

conc re t e ,  o f t e n  tempting managers, and workers a s  w e l l ,  t o  overlook 

o t h e r  v a r i a b l e s  t h a t  a r e  p o t e n t i a l l y  more important"  (p. 120) .  

- 

Unlike pay, which can be adminis te red  on a group o r  i nd iv idua l  

b a s i s ,  promotions must u s u a l l y  be d e a l t  w i th  on an  i n d i v i d u a l  b a s i s  

only.  Locke (1976) sugges t s  t h a t  t h e  r o o t s  o f  o n e ' s  d e s i r e  f o r  

promotion include:.  psychologica l  growth, j u s t i c e  ( i f  one f e e l s  he o r  

she  has  earned  t h e  promotion) ,  h igher  ea rn ings ,  and s o c i a l  s t a t u s .  For 

upwardly mobile people ,  promotion does appear  t o  be a n  important  

de te rminant  o f  job s a t i s f a c t i o n .  P o r t e r  e t  aL. (1975) suggested t h a t  

promotions and pay were t h e  two most valued e x t r i n s i c  rewards an 

o r g a n i z a t i o n  can g ive .  S i m i l a r l y ,  Hersey and Blanchard (1982) r epo r t ed  - 

an i n c r e a s i n g  d e s i r e  among employees f o r  promotional o p p o r t u n i t i e s ,  and, 





Hopkins (1983) found promotions  t o  be  a n  i m p o r t a n t  i s s u e  among s ta te  

employees. Thus, t h e  l i t e r a t u r e  c l e a r l y  s u p p o r t s  t h e  c o n c l u s i o n  t h a t  

p romot iona l  o p p o r t u n i t i e s  a r e  r e l a t e d  t o  j o b  s a t i s f a c t i o n  f o r  most 

people .  
6 

I n t e r e s t  i n  t h e  e f f e c t s  o f  s u p e r v i s i o n  and co-workers on job 

s a t i s f a c t i o n  can  be t r a c e d  t o  t h e  Hawthorne exper iments  (see 

R o e t h l i s b e r g e r ,  1941) .  I n  s t u d i e s  where employees were asked  t o  rank  

a s p e c t s  o f  j o b  s a t i s f a c t i o n  by s i g n i f i c a n c e ,  b o t h  s u p e r v i s i o n  and co- 

workers  have g e n e r a l l y  been p l a c e d  i n  t h e  middle  (i .e. ,  n o t  a s  i m p o r t a n t  

as wages and i n t e r e s t i n g  work, b u t  more i m p o r t a n t  t h a n  such  f a c t o r s  as 

working c o n d i t i o n s  and communication) (Bopp, 1974) .  ' P e r t a i n i n g  t o  

s u p e r v i s i o n ,  S t o g d i l l  (1974) conc luded ,  based  on rev iew o f  30 s t u d i e s ,  

t h a t  f o l l o w e r s  g e n e r a l l y  f e e l  more s a t i s f a c t i o n  under  a  c o n s i d e r a t e  o r  

p e o p l e- o r i e n t e d  l e a d e r .  T t  h a s  a l s o  been e s t a b l i s h e d ,  however, t h a t  

d i f f e r e n t  i n d i v i d u a l s  and g roups  seem t o  p r e f e r  o r  e x p e c t  d i f f e r e n t  

b e h a v i o r  o r  s t y l e s  from t h e i r  s u p e r v i s o r .  S e v e r a l  s t u d i e s  have shown 

t a s k- o r i e n t e d  l e a d e r s h i p  t o  be  r e s e n t e d  by u n s k i l l e d  and s e m i- s k i l l e d  - 

workers ,  b u t  p o s i t i v e l y  r e l a t e d  t o  s a t i s f a c t i o n  and performance among 

h i g h e r  l e v e l  employees9 (Gruneberg , 1979; House, 1971) . Such f i n d i n g s  

imply t h a t  i n  some s i t u a t i o n s  t h e  p l e a s a n t n e s s  o f  t h e  supervisor-may be 

o f  secondary importance t o  accompl i sh ing  a s s i g n e d  t a s k s .  

A s  w i t h  s u p e r v i s i o n ,  t h e  importance o f  f r i e n d l y  co-workers and 

harmonious s o c i a l  r e l a t i o n s h i p s  on t h e  j o b  have been w e l l  e s t a b l i s h e d  a s  

s a l i e n t  f a c t o r s  i n  job  s a t i s f a c t i o n .  According t o  Maslow, s o c i a l  

i n t e r a c t i o n  o r  "be lang ingness"  is  one  o f  t h e  b a s i c  human needs.  

Gruneberg (1979) asserts t h a t  s o c i a l  i n t e r a c t i o n  is o n e  of t he  key 

mechanisms th rough  which p e o p l e  r e c e i v e  many o f  l i f e ' s  p l e a s u r e s ,  and 





t h a t  t h e  work s i t u a t i o n  is  a s i g n i f i c a n t  p a r t  o f  o n e ' s  s o c i a l  

i n t e r a c t i o n .  Such an  o b s e r v a t i o n  seems a c c u r a t e  g i v e n  t h e  importance o f  

work i n  most p e o p l e ' s  l i v e s ,  and because  peop le  spend a s i g n i f i c a n t  

amount o f  t i m e  a t  work. Gruneberg (1979) a l s o  s u g g e s t s  i n d i v i d u a l s  f i n d  

work groups  s a t i s f y i n g  f o r  t h e  f o l l o w i n g  reasons :  f r i e n d s h i p ,  

c o o p e r a t i n g  w i t h  o t h e r s  t o  a c h i e v e  a  common g o a l ,  f e e l i n g  v a l u e d  by 

o t h e r s ,  and t h e  p r o t e c t i o n  a f f o r d e d  a g a i n s t  o u t s i d e  t h r e a t s .  Aside  from 

t h e  Hawthorne exper iments ,  s e v e r a l  s t u d i e s  have demons t ra ted  t h e  

importance o f  s o c i a l  r e l a t i o n s h i p s  t o  job  s a t i s f a c t i o n .  A c l a s s i c  s t u d y  

is Van Z e l s t ' s  (1952) work, which showed q u i t e  c l e a r l y  t h a t  when 

employees a r e  a l lowed t o  i n c r e a s e  s o c i a l  s a t i s f a c t i o n  d e r i v e d  from work 

t h e r e  is a cor responding  i n c r e a s e  i n  job  s a t i s f a c t i o n .  A s  w i t h  o t h e r  

job  f a c e t s ,  t h e  importance o f  co-workers and s o c i a l  r e l a t i o n s h i p s  appear  

t o  be  s i t u a t i o n a l .  Some s t u d i e s  s u g g e s t  t h a t  c l o s e  s o c i a l  r e l a t i o n s h i p s  

a r e  more i m p o r t a n t  i n  less s k i l l e d  work g roups  (Gruneberg,  1979) .  

I n  summarizing t h e  importance o f  job  c o n t e x t  c h a r a c t e r i s t i c s  i n  
- 

r e l a t i o n  t o  e a c h  o t h e r ,  and i n  r e l a t i o n  t o  job  c o n t e n t  c h a r a c t e r i s t i c s ,  

t h e  l i t e r a t u r e  s u g g e s t s  a  complex s i t u a t i o n a l  a s s o c i a t i o n .  T t  would be 

a g r o s s  e r r o r  t o  u n d e r s t a t e  t h e  importance o f  i n t r i n s i c  f a c t o r s  a s  

d e t e r m i n a n t s  o f  job  s a t i s f a c t i o n .  I t  would b e  e q u a l l y  unwise t o - -  

u n d e r e s t i m a t e  t h e  i ~ n p o r t a n c e  o f  e x t r i n s i c  c o n s i d e r a t i o n s ,  as t h e r e  is  

s t r o n g  e v i d e n c e  s u g g e s t i n g  economic b e n e f i t s  and o t h e r  e x t r i n s i c  rewards  

remain h i g h l y  importar i t  t o  b o t h  w h i t e  and b l u e  c o l l a r  workers  a l i k e  

(Mortimer, 1979) .  

I n d i v i d u a l  d i f f e r e n c e s  w e r e  f r e q u e n t l y  b rought  up i n  t h e  

p r e c e d i n g  d i s c u s s i o n  o f  i n t r i n s i c  and e x t r i n s i c  a s p e c t s  o f  work. Such 

d i f f e r e n c e s  a r e  o f t e n  t h e  o n l y  f a c t o r  t h a t  seems t o  account  f o r  t h e  





c o n t r a d i c t o r y  and i n c o n s i s t e n t  e v i d e n c e  sometimes r e p o r t e d .  I t  is  n o t  

s u r p r i s i n g  t h a t  j o b  s a t i s f a c t i o n  is  a f f e c t e d  by p e r s o n a l  f a c t o r s  s i n c e  

e a c h  i n d i v i d u a l  i s  unique.  Hopkins (1983) c i t e d  t h r e e  s a l i e n t  a s p e c t s  

o f  t h e  p e r s o n  t h a t  a f f e c t  work: ( a )  p s y c h o l o g i c a l  o r i e n t a t i o n  (i .e. ,  

v iews o f  l i f e ,  e tc . ) ,  (b)  job  o r i e r l t a t i o n s  (i.e., view o f  t h e  job  and 

i ts  environment)  , and ( c )  p e r s o n a l  a t t r i b u t e s  (e.g., a g e ,  s e x ,  and 

race). P r i o r  s t u d i e s  o f  i n d i v i d u a l  f a c t o r s  r e l a t e d  t o  j o b  s a t i s f a c t i o n  

seem t o  have focused  most on  p e r s o n a l  a t t r i b u t e s .  Tn f a c t ,  Locke (1976) 

asserts t h a t  some o f  t h e  most unresearched  a r e a s  o f  j o b  a t t i t u d e s  

p e r t a i n  t o  t h e  ways i n d i v i d u a l s  view themse lves ,  and t h e  ways t h e s e  

views a f f e c t  what is expec ted  and what is  s a t i s f y i n g  from t h e  job.  

P e r s o n a l i t y ,  c u l t u r a l  background, e d u c a t i o n ,  age ,  s e x ,  and t e n u r e ,  are 

t h e  i n d i v i d u a l  f a c t o r s  t h a t  have been examined most f r e q u e r l t l y  i n  

r e l a t i o n  t o  j o b  s a t i s f a c t i o n .  The r e s u l t s  o f  s t u d i e s  i n  t h e s e  a r e a s  are 

e n l i g h t e n i n g .  Slocum and Topichak (1972) found t h a t  Mexican workers  

were more s a t i s f i e d  t h a n  American workers  w i t h  similar jobs .  Of r e l a t e d  

irlterest is  H u l i n ' s  (1966) s t u d y  which showed t h a t  employed workers  i n  - 

economica l ly  d e p r e s s e d  communities were more s a t i s f i e d  t h a n  employed 

workers  i n  more p r o s p e r o u s  communities. Of r e l a t e d  i n t e r e s t ,  Quinn, 

S t a i n e s ,  and McCullouch (1974) a l s o  r e p o r t e d  p a r t i c u l a r l y  low j o b  - - 

s a t i s f a c t i o n  among employees who a t t e n d e d  c o l l e g e  b u t  d i d  n o t  g r a d u a t e  

( c i t e d  i n  Mortimer, 1979) .  I n  a d d i t i o n ,  Gruneberg (1979) p o i n t e d  o u t  

t h a t  n o t  everyone wants  a j o b  which is  p s y c h o l o g i c a l l y  f u l f i l l i n g ;  some 

p r e f e r  j o b s  w i t h  t h e  h i g h e s t  f i n a n c i a l  r e t u r n s .  Indeed,  what one  

i n d i v i d u a l  o r  g roup  may want i n  terms o f  work is o f t e n  d i f f e r e n t  from 

t h a t  o f  a n o t h e r .  





The r e c o g n i t i o n  o f  such  d i f f e r e n c e s  h a s  caused some 

i n v e s t i g a t o r s  t o  view job  s a t i s f a c t i o n ,  a t  least i n  p a r t ,  as a f u n c t i o n  

o f  t h e  p r o p e r  " f i t "  between t h e  employee and t h e  work (Locke, 1976; 

Mortimer, 1979) .  The " f i t n  ph i losophy  p l a c e s  emphasis  on  t h e  

c o m p a t i b i l i t y  o f  i n t e r n a l  i n d i v i d u a l  a t t r i b u t e s  and e x t e r n a l  work 

f e a t u r e s .  The d i f f e r e n c e  between workers  i n  what t h e y  s e e k  from t h e  j o b  

i s  s e e n  a s  t h e  o v e r r i d i n g  f a c t o r  i n f l u e n c i n g  s a t i s f a c t i o n  (Locke, 

1976) .  While n o t i n g  some methodolog ica l  weaknesses,  French (1974) 

r e p o r t e d  a f a i r l y  s t r o n g  r e l a t i o n s h i p  between t h e  " f i t "  h y p o t h e s i s  and 

v a r i o u s  symptoms o f  p s y c h o l o g i c a l  stress. 

D e s p i t e  f i n d i n g s  such  as t h o s e  n o t e d  p r e v i o u s l y ,  t h e  c o l l e c t i v e  

r e s u l t s  o f  p r i o r  r e s e a r c h  p e r t a i n i n g  t o  i n d i v i d u a l  f a c t o r s  shows less 

c o n s i s t e n c y  and are g e n e r a l l y  c o n s i d e r e d  less meaningful  t h a n  f i n d i n g s  

i n  o t h e r  a r e a s  o f  job  s a t i s f a c t i o n  (Gruneberg,  1979) .  Moreover, t h e r e  

i s  some s u p p o r t  f o r  t h e  p o s i t i o n  t h a t  i n d i v i d u a l  and s o c i a l  

c h a r a c t e r i s t i c s  a r e  n o t  a s  i m p o r t a n t  i n  e x p l a i n i n g  j o b  s a t i s f a c t i o n ,  a s  

o t h e r  a s p e c t s  o f  t h e  work environment  (see Mortimer, 1979; Newman, 
- 

1975) .  

The more e x t e n s i v e  t h e  rev iew o f  c a u s a l  f a c t o r s ,  t h e  more 

a p p a r e n t  it becomes t h a t  j o b  s a t i s f a c t i o n  is t h e  r e s u l t  o f  a  complex mix 

o f  many i n t e r d e p e n d e n t  and changing v a r i a b l e s  o f  t h e  job  and t h e  

person.  T h i s  view i s  s u p p o r t e d  by numerous s t u d i e s  t h a t  have examined 

t h e  combinat ions  o f  job  f a c t o r s  which a r e  most i m p o r t a n t  t o  American 

workers.  For example, i n  a  s t u d y  conducted by Quinn and Cobb ( 1 9 7 4 ) ,  

f a c t o r  a n a l y s i s  was used t o  assess t h e  importance o f  25 j o b  f a c e t s .  

F i v e  dimensions  o f  work were i n t e r p r e t e d  a s  b e i n g  s i g n i f i c a n t  ( v i z . ,  

comfor t ,  c h a l l e n g e ,  f i n a n c i a l  r ewards ,  r e l a t i o n s  w i t h  co-workers,  and 





r e s o u r c e s ) .  Smith e t  a 1  (1975) a l s o  conducted a  comprehensive 

i n v e s t i g a t i o n  of  c a u s a l  f a c t o r s  i n  job s a t i s f a c t i o n .  lo The v a r i a b l e s  

which emerged most c o n s i s t e n t l y  i n  t h i s  s tudy  w e r e :  a  gene ra l  f a c t o r ,  

pay and m a t e r i a l  rewards,  supe rv i s ion ,  promotion, and o t h e r  workers on 

t h e  job. Y e t  ano the r  example, is  a r e c e n t  f i v e - s t a t e  s tudy of  pub l i c  

employees. Here, t h e  v a r i a b l e s  r e p o r t e d  t o  be most p r e d i c t i v e  of  job 

s a t i s f a c t i o n  were job q u a l i t y  ( c o n t e n t ) ,  promotion, and supe rv i s ion  

(Hopkins, 1983) .  I t  seems obvious t h a t  none of  t h e  c a u s a l  f a c t o r s  i n  

job s a t i s f a c t i o n  (v i z .  , c o n t e n t ,  c o n t e x t ,  o r  i n d i v i d u a l )  can be 

considered i n  i s o l a t i o n .  Most workers simply do n o t  conform t o  a b s t r a c t  

c l a s s i f i c a t i o n  schemes t h a t  have sometimes been o f f e r e d  t o  e x p l a i n  t h e i r  

d e s i r e s  (e.g. ,  economic man vs .  s e l f - a c t u a l i z i n g  man). 

Trends i n  t h e  D i s t r i b u t i o n  o f  Job S a t i s f a c t i o n  

The d i s t r i b u t i o n  of  job s a t i s f a c t i o n  among workers is  important  

a s  an  i n d i c a t o r  of  s o c i a l  h e a l t h  (Hopkins, 1983; Seashore & Taber, 1975; 

Kahn, 1972) .  B r i e f l y  d i scussed  he re ,  a r e  t r e n d s  and changes i n  t h e  

d i s t r i b u t i o n  o f  job s a t i s f a c t i o n  among American workers. 

Based on a  review of  p r i o r  s t u d i e s ,  Hoppock concluded i n  1935 

t h a t  approximately one- th i rd  o f  t h e  workers were d i s s a t i s f i e d  wisp t h e i r  

jobs. But e f f o r t s  t o  p e r i o d i c a l l y  monitor t h e  d i s t r i b u t i o n  o f  job 

s a t i s f a c t i o n  f o r  evidence of  l o n g i t u d i n a l  change, d i d  no t  begin u n t i l  

1958. S ince  t hen ,  n a t i o n a l  worker surveys  and Gal lup p o l l s  have 

c o n s i s t e n t l y  r epo r t ed  p o s i t i v e  job s a t i s f a c t i o n  responses  of  between 80% 

and 90% (Beach, 1975).  For example, approximately 90% of  t h e  work f o r c e  

i n d i c a t e d  t h a t  they were a t  l e a s t  somewhat s a t i s f i e d  wi th  t h e i r  jobs i n  

1973 (Mortimer, 1979) .  S i m i l a r l y ,  Hopkins (1983) r e p o r t e d  85% t o  90% of 





s ta te  p u b l i c  employees t o  be  s a t i s f i e d  w i t h  t h e i r  jobs .  However, many 

of  t h e  d a t a  d i s c u s s e d  were c o l l e c t e d  u s i n g  d i r e c t  s i n g l e  i t e m  L i k e r t  

t y p e  q u e s t i o n s  (i .e. ,  " A l l  i n  all., how s a t i s f i e d  would you s a y  you are 

w i t h  your  job?") (Mor t in~er ,  1979, p. 9 ) .  T h i s  methodology h a s  been 

c r i t i c i z e d  by many i n v e s t i g a t o r s  a s  b e i n g  o f  q u e s t i o n a b l e  v a l i d i t y .  

Kahn (1972) a rgued  t h a t  t h e  c o n c e p t  o f  j o b  s a t i s f a c t i o n  s t r i k e s  t o o  

c l o s e l y  a t  o n e ' s  s e l f- e s t e e m  t o  be  answered d i r e c t l y .  S i m i l a r l y ,  Beach 

(1975) s u g g e s t e d  t h a t  workers  who r e p o r t e d  b e i n g  " s a t i s f i e d "  on  d i r e c t  

s i n g l e  i t e m  s u r v e y s ,  were r e a l l y  s a y i n g  t h a t  t h e y  were n o t  

" d i s s a t i s f i e d "  i n  Herzbergian t e r m s  ( i .e. ,  pay,  s e c u r i t y ,  work 

c o n d i t i o n s ,  etc. ,  a r e  s a t i s f a c t o r y ) .  

More s o p h i s t i c a t e d  m u l t i- i t e m  i n s t r u m e n t s  (e.g., U n i v e r s i t y  o f  

Michigan Survey o f  Working C o n d i t i o n s ;  Q u a l i t y  o f  Employment Survey)  

t h a t  have been used s i n c e  1969, seem t o  q u e s t i o n  t h e  c o n s i s t e n t  t r e n d  o f  

h i g h  j o b  s a t i s f a c t i o n  p r e v i o u s l y  r e p o r t e d .  For  example, when a c r o s s  

s e c t i o n  o f  w h i t e  c o l l a r  workers ( i n c l u d i n g  p r o f e s s i o n a l s )  were asked  
- 

"What t y p e  o f  work would you t r y  t o  g e t  i n t o  i f  you cou ld  start  a l l  o v e r  

aga in?"  o n l y  43% i n d i c a t e d  t h a t  t h e y  would v o l u n t a r i l y  choose t h e  same 

work (Beach, 1975, p. 5 6 ) .  Moreover, o n l y  24% o f  t h e  b l u e  c o l l a r  

- - 
workers  su rveyed  r e p o r t e d  t h a t  t h e y  would choose t h e  same k i n d  o f  work 

i f  g i v e n  a n o t h e r  chance. Even more a l a r m i n g  a r e  some i n d i c a t i o n s  t h a t  

job  s a t i s f a c t i o n  may be  d e c l i n i n g .  Comparison o f  t h e  1973 and 1977 

Q u a l i t y  o f  Employment Surveys  r e v e a l  s u b s t a n t i a l  d e c l i n e s  i n  o v e r a l l  

11 
s a t i s f a c t i o n .  S p e c i f i c a l l y ,  workers  r e p o r t  h i g h e r  d i s s a t i s f a c t i o n  

wi th:  ( a )  t h e  amount o f  c h a l l e n g e  and i n t e r e s t  encounte red  i n  t h e  job,  

(b) pay and f r i n g e  b e n e f i t s ,  ( c )  job  s e c u r i t y ,  (d l  chances  f o r  promotion 

and,  (e) comfor t  f a c t o r s  (Quinn & S t a i n e s ,  1979) .  While most pronounced 





among younger workers  aged 21 t o  44 and among c o l l e g e  g r a d u a t e s ,  h i g h e r  

d i s s a t i s f a c t i o n  was r e p o r t e d  among many o t h e r  segments o f  t h e  p o p u l a t i o n  

as w e l l .  

Mortimer (1979) examined f a c t o r s  which might  e x p l a i n  t h e  c a u s e s  

of t h i s  a p p a r e n t  d e c l i n e ,  and concluded t h a t  whi le  t h e r e  is  l i t t l e  

s u p p o r t  f o r  t h e  c o n t e n t i o n  t h a t  e x t e r n a l  f e a t u r e s  o f  work (i .e. ,  

economic rewards ,  h e a l t h  and s a f e t y ,  t i m e  demands, etc.) a c t u a l l y  

d e t e r i o r a t e d  between 1973 and 1977, t h e r e  is ev idence  o f  d e c l i n e  i n  t h e  

d e g r e e  o f  " f i t "  between employee needs ,  v a l u e s ,  and c a p a c i t i e s ,  and t h e  

work e x p e r i e n c e s  t h e y  encounte r .  However, a demographic f a c t o r  may 

p r o v i d e  a  p a r t i a l  e x p l a n a t i o n  f o r  t h e  d e c l i n e .  From s e v e r a l  s t u d i e s  

conducted d u r i n g  t h e  p a s t  50 y e a r s  (see Gruneberg, 1979; Hunt & S a u l ,  

1 9 7 5 ) ,  it h a s  been f a i r l y  w e l l  e s t a b l i s h e d  t h a t  younger workers  a r e  

g e n e r a l l y  less s a t i s f i e d  t h a n  o l d e r  workers.  A s  a  r e s u l t  o f  t h e  p o s t  

World War I1 "baby boom", a  h i g h e r  number o f  yocnger workers  (aged 21- 

44) now make up t h e  work f o r c e .  Thus, t h e  o v e r a l l  d i s t r i b u t i o n  o f  job 

s a t i s f a c t i o n  may be lower s imply because  a g r e a t e r  p o r t i o n  o f  t h e  l a b o r  - 

f o r c e  is young. T h i s  f a c t o r  s h o u l d  n o t  overshadow t h e  p o s s i b i l i t y  t h a t  

f e e l i n g s  o f  d i s s a t i s f a c t i o n  among workers  a r e  s t r o n g e r  t h a n  b e f o r e ,  

however. Beach (1975) s u g g e s t e d  t h a t  t o d a y ' s  young workers  are s g e k i n g  

much more from t h e i r  jobs  t h a n  p r e v i o u s  g e n e r a t i o n s  d i d .  S i m i l a r l y ,  

Yankelovich (1979) a t t r i b u t e s  h i g h e r  d i s s a t i s f a c t i o n  among younger 

employees t o  a n  i n c r e a s i n g  "psychology o f  e n t i t l e m e n t s "  whereby wants 

a r e  conver ted  i n t o  r i g h t s  ( c i t e d  i n  Mortimer, 1979) .  
1 2  

I n  view of t h e s e  f i n d i n g s ,  a t  least  f o u r  c o n c l u s i o n s  can  be  made 

p e r t a i n i n g  t o  t r e n d s  and changes  i n  t h e  d i s t r i b u t i o n  o f  j o b  s a t i s -  

f a c t i o n .  F i r s t ,  when c o n s i d e r e d  o b j e c t i v e l y ,  b o t h  e x t r i n s i c  and 





i n t r i n s i c  a s p e c t s  o f  work have shown a  t r e n d  of  slow and c o n s i s t e n t  and 

improvement du r ing  t h e  p a s t  50 years .  Second, due t o  such f a c t o r s  

a s  a  h igher  o v e r a l l  s t anda rd  of l i v i n g ,  t h e  e f f e c t s  of  mass media, and 

g r e a t e r  educa t iona l  o p p o r t u n i t i e s ,  t h e  s u b j e c t i v e  expec t a t i ons  of many 

workers may be r i s i n g  f a s t e r  t han  t h e  economic system and o t h e r  

dimensions o f  t h e  work environment can m e e t  them. Third,  h igher  l e v e l s  

of  job d i s s a t i s f a c t i o n  r e p o r t e d  among younger workers should moderate a s  

they grow o l d e r  (see Wright & Hamilton, 1978) .  Fourth,  t h e  newer mul t i-  

i t e m  ins t ruments  used t o  a s s e s s  job s a t i s f a c t i o n  appear t o  measure 

d i f f e r e n t  a s p e c t s  of  t h i s  complex phenomenon than  t h e  o l d e r  and more 

gene ra l  d i r e c t  response ins t ruments  d i d  (see Waxlous and Lawler, 1972).  

Age, Tenure, and Job S a t i s f a c t i o n  

I n  s p i t e  of  t h e  obvious r e l a t i o n s h i p  between age and t enu re ,  

t h e s e  v a r i a b l e s  a r e  conceptua l ly  d i f f e r e n t  and seem t o  a f f e c t  job 

s a t i s f a c t i o n  i n  d i f f e r e n t  ways (Gibson & Klein,  1970) .  A c l a s s i c  work - 

t h a t  examined t h e  a s s o c i a t i o n  between t h e s e  v a r i a b l e s  and job  

s a t i s f a c t i o n  was publ i shed  by Herzberg, Mausner, Pe te rson ,  and Capwell 
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i n  1957 ( c i t e d  i n  Hunt & Sau l ,  1975).  Herzberg e t  a l . ,  s u g g e s t e d  a  

cu rv i l i . nea r  o r  U-shaped r e l a t i o n s h i p  between age and job s a t i s f a c t i o n ,  

and between t e n u r e  and job s a t i s f a c t i o n .  Accordingly, s a t i s f a c t i o n  

would be h igh  when people  begin t h e i r  f i r s t  job, bu t  decl i .ne w i th  

i nc reas ing  age and t e n u r e  up t o  some p o i n t ,  and then  rise aga in  u n t i l  

r e t i r emen t .  E f f o r t s  t o  tes t  Herzberg 's  p o s i t i o n  has  prompted s e v e r a l  

s t u d i e s  du r ing  t h e  p a s t  25 years .  Findings p e r t a i n i n g  t o  t h e  

r e l a t i o n s h i p  of  age,  t enu re ,  and job s a t i s f a c t i o n  a r e  r epo r t ed  i n  

t h i s  s e c t i o n .  





Contrary t o  t h e  c u r v i l i n e a r  d e s c r i p t i o n  o f f e r e d  by Herzberg e t  

a l . ,  t h e  ma jo r i t y  of  more r e c e n t  s t u d i e s  sugges t  a  p o s i t i v e  l i n e a r  

r e l a t i o n s h i p  between age and job s a t i s f a c t i o n .  For example, t h e  r e s u l t s  

of a  th ree- year  nationwide survey of  fu l l- t ime  workers age 18  and o l d e r ,  

r evea l ed  a  moderate bu t  c o n s i s t e n t  p o s i t i v e  c o r r e l a t i o n  between age and 

14 job s a t i s f a c t i o n  f o r  bo th  males and females (Glenn, Taylor ,  & Weaver, 

1977) .  S i m i l a r l y ,  Hopkins (1983) r e p o r t e d  a  s i g n i f i c a n t  p o s i t i v e  

r e l a t i o n s h i p  among s t a t e  p u b l i c  employees. Findings of  t h e  above 

s t u d i e s  have been l a r g e l y  suppor ted  by o t h e r  r e s e a r c h  (see Gibson & 

Klein,  1970; Hunt & Sau l ,  1975) .  

Related t o  age, i s  t h e  i s s u e  of  t enu re  and job s a t i s f a c t i o n .  The 

consensus of  empi r i ca l  r e sea rch  i n  t h i s  a r e a  is less c l e a r .  While t h e  

major i ty  of  s t u d i e s  (e.g., Hunt & Sau l ,  1975) have r epo r t ed  a  p o s i t i v e  

c o r r e l a t i o n  between t e n u r e  and job s a t i s f a c t i o n ,  c o n f l i c t i n g  evidence 

e x i s t s  a s  w e l l .  For example, a  nega t ive  a s s o c i a t i o n  between 

s a t i s f a c t i o n  and t e n u r e  was r epo r t ed  among b lue  c o l l a r  manufacturing 
- 

workers up t o  12 y e a r s  of s e r v i c e  (Gibson & Klein ,  1970) .  Add i t i ona l ly ,  

job s a t i s f a c t i o n  was found t o  be more s t r o n g l y  a s s o c i a t e d  wi th  t e n u r e  

than age among female whi te  c o l l a r  workers,  whereas t h e  oppos i t e  he ld  

t r u e  f o r  male whi te  c o l l a r  workers (Hunt & Saul ,  1975) . - - 

Seve ra l  t h e o r i s t s  have a t tempted  t o  e x p l a i n  t h e  r e l a t i o n s h i p  

between age,  t e n u r e ,  and job s a t i s f a c t i o n .  Herzberg e t  a l . ,  (1957) 

supported t h e  c u r v i l i n e a r  hypothes i s  by sugges t ing  t h a t  job s a t i s f a c t i o n  

d e c l i n e s  i n i t i a l l y  when work expec t a t i ons  a r e  n o t  m e t ,  bu t  rises l a t e r  

- 
a s  more r e a l i s t i c  and a t t a i n a b l e  expec t a t i ons  a r e  e s t a b l i s h e d ,  and a s  

ma tu r i t y  and work exper ience  i n c r e a s e s  ( c i t e d  i n  Hurit & Sau l ,  1975) .  





More r e c e n t  accourlts of  t h e  age- job s a t i s f a c t i o n  r e l a t i o n s h i p  d i s c u s s  

t h r e e  p o s s i b l e  exp lana t ions  f o r  t h e  tendency of  o l d e r  workers t o  be more 

s a t i s f i e d .  The f i r s t  exp lana t ion  sugges t s  t h a t  t h e  younger gene ra t i on  

of workers subsc r ibes  t o  d i f f e r e n t  va lues  and a r e  demanding more from 

t h e i r  jobs t h a n  d i d  workers o f  p rev ious  genera t ions .  Key f e a t u r e s  here 

inc lnde  a gene ra l  d e c l i n e  i n  economic i n s e c u r i t y ,  more of  a w i l l i n g n e s s  

t o  ques t i on  a u t h o r i t y ,  and an e s c a l a t i n g  "psychology of e n t i t l e m e n t s , "  

whereby wants a r e  converted i n t o  r i g h t s  (Yankelovich, 1979) .  

Accordingly, it is argued t h a t  lower job s a t i s f a c t i o n  e x i s t s  among 

younger workers because t h e  va lues  and o r i e n t a t i o n s  noted above are ill- 

s u i t e d  f o r  our  economic system, which is based on acceptance of  

a u t h o r i t y  and t r a d i t i o n a l  rewards such a s  pay and job s e c u r i t y .  A 

second exp lana t ion  assumes t h a t  each  new gene ra t i on  e n t e r s  t h e  world of  

work wi th  h igh  expec t a t i ons ,  b u t ,  over  t h e  yea r s  t h e s e  expec t a t i ons  a r e  

p rog re s s ive ly  lowered a s  t h e i r  a t t a inmen t  becomes more d i f f i c u l t .  A s  a - 

r e s u l t ,  o l d e r  workers a r e  more s a t i s f i e d  wi th  less (Campbell, Converse, 

& Rogers, 1976) .  The f i n a l  exp lana t ion  sugges t s  o l d e r  workers a r e  more - 

s a t i s f i e d  w i t h  t h e i r  jobs simply because they have b e t t e r  jobs.  Unlike 

t h e  two prev ious  exp lana t ions ,  t h i s  one r e l i e s  n e i t h e r  on t h e  wearing 

down o f  o l d e r  workers o r  r evo lu t iona ry  youth t o  e x p l a i n  t h e  age- job 

s a t i s f a c t i o n  r e l a t i o n s h i p .  The r a t i o n a l e  f o r  t h i s  exp lana t ion  is simply 

t h a t  younger workers normally s t a r t  a t  t h e  bottom o f  t h e  c a r e e r  l adde r  

and a r e  confined t o  less rewarding and s a t i s f y i n g  p o s i t i o n s .  However, 

wi th  i n c r e a s i n g  age,  s e n i o r i t y ,  knowledge, and exper ience  younger 

workers grow i n t o  more rewarding and s a t i s f y i n g  p o s i t i o n s ,  with 

corresponding i n c r e a s e s  i n  job s a t i s f a c t i o n .  





Wright and Hamilton (1978) used d a t a  from t h e  1972-73 Q u a l i t y  o f  

Employment survey15 t o  compare t h e  t h r e e  e x p l a n a t i o n s  c i t e d  p r e v i o u s l y .  

R e s u l t s  o f  t h e i r  comparison can be summarized as fo l lows :  

1. A s  w i t h  p r e v i o u s  s t u d i e s ,  t h e  d a t a  shows t h a t  job  s a t i s -  

f c t i o n  i n c r e a s e s  w i t h  age.  Moreover, age  was a b e t t e r  p r e d i c t o r  o f  job 

s a t i s f a c t i o n  t h a t  s o c i a l  class (i.e., w h i t e  collar and b l u e  c o l l a r  

c a t e g o r i e s )  . 
2. G e n e r a t i o n a l  d i f f e r e n c e s  i n  job  v a l u e s  appear  t o  have been 

o v e r s t a t e d .  I n  g e n e r a l ,  it w a s  t h e  o l d e r  workers  who a t t a c h e d  g r e a t e r  

importance t o  freedom and autonomy i n  work. 

3. Chances f o r  promotion w a s  t h e  most i m p o r t a n t  e x t r i n s i c  

f e a t u r e  among workers  under  age  30. I n  c o n t r a s t ,  promotion was r a t e d  

low among o l d e r  workers.  A d d i t i o n a l l y ,  t h e  importance o f  job  s e c u r i t y ,  

f r i n g e  b e n e f i t s ,  and good work h o u r s  w a s  r a t e d  low among young workers ,  

and t ended  t o  i n c r e a s e  w i t h  age.  

Based on  t h e s e  and o t h e r  f i n d i n g s  t h e  a u t h o r s  concluded t h a t  o l d e r  

workers  a r e  more s a t i s f i e d  p r i m a r i l y  because  t h e y  have b e t t e r  j o b s ,  s o  - 

long  as b e t t e r  is d e f i n e d  i n  t e r m s  o f  what peop le  themse lves  s a y  is 

i m p o r t a n t  i n  t h e i r  work. 

P e r t a i n i n g  t o  t h e  r e l a t i o n s h i p  between t e n u r e  and job  
- - 

s a t i s f a c t i o n  many t h e o r i s t s  have s u g g e s t e d  t h a t  i n d i v i d u a l  p e r s p e c t i v e s  

on v a r i o u s  a s p e c t s  o f  work are always i n  s t a g e s  o f  r e v i s i o n  and 

n e g o t i a t i o n  a s  one p a s s e s  th rough  a career, y e t ,  few e m p i r i c a l  s t u d i e s  

e x i s t  t o  e x p l a i n  what t h e s e  changes  might  be. The most f r e q u e n t l y  c i t e d  

s t u d y  i n  t h i s  a r e a  w a s  conducted by Van Mannen and Katz  (1976) f o r  t h e  - 

purpose  o f  de te rmin ing  c a r e e r  s t a g e s  and comparing p a t t e r n s  a c r o s s  

d i f f e r e n t  p u b l i c  s e c t o r  o c c u p a t i o n s ,  Here, t h e  r e l a t i o n s h i p  between 





t e n u r e  and job s a t i s f a c t i o n  d i f f e r e d  s i g n i f i c a n t l y  a c r o s s  c a r e e r s .  

Ove ra l l  job s a t i s f c t i o n  among a d m i n i s t r a t i v e  and p r o f e s s i o n a l  employees 

remained r e l a t i v e l y  cons t an t  up t o  t h e  e l even th  year  of  s e r v i c e ,  

dec l ined  from t h e  e l even th  through t h e  t w e n t i e t h  y e a r s ,  and then  showed 

a s t eady  t r e n d  of  i n c r e a s e  f o r  t h e  remainder of t h e  ca ree r .  Conversely,  

c l e r i c a l  and maintenance employees d i sp l ayed  a  c o n s i s t e n t  t r e n d  of  

i n c r e a s i n g  job s a t i s f a c t i o n  throughout  t h e i r  c a r ee r s .  Despi te  such 

f i n d i n g s  t h e  a u t h o r s  d i d  n o t  draw f i r m  conc lus ions  due t o  t h e  c ros s-  

s e c t i o n a l  r e s e a r c h  des ign  t h a t  was employed. 

A s  wi th  o t h e r  a s p e c t s  o f  job s a t i s f a c t i o n ,  i t s  r e l a t i o n s h i p  t o  

age and t e n u r e  is  somewhat obscure.  I n  t h i s  r ega rd  t h e  obse rva t ions  of 

Hunt and Saul  (1975) a r e  worth no t ing .  "The r e sea rch  has  h igh l igh t ed  

t h e  i m p r a c t i c a l i t y  of  a t t empt ing  t o  develop a s imple s t a t emen t  of  t h e  

r e l a t i o n s h i p  between c r i t e r i a  o f  job s a t i s f a c t i o n  and employee age and 

t e n u r e  i n  an o rgan iza t ion .  ... (p. 702) .  Add i t i ona l ly ,  t h e  use of  c ros s-  

s e c t i o n a l  d a t a  t o  ana lyze  what is  e s s e n t i a l l y  a  l o n g i t u d i n a l  phenomenon 

must be noted a s  an  i n h e r e n t  shortcoming t o  understanding t h e  t r u e  

r e l a t i o n s h i p  between age,  t e n u r e ,  and job s a t i s f a c t i o n .  

Job  S a t i s f a c t i o n  Among P o l i c e  Personnel  
- - 

C o l l e c t i v e l y ,  t h e r e  a r e  thousands o f  s t u d i e s  on job s a t i s -  

f a c t i o n ,  y e t ,  on ly  a  few p e r t a i n  t o  p o l i c e  o f f i c e r s .  Discussed he re  a r e  

t h r e e  s t u d i e s  which summarize t h e  c u r r e n t  s t a t e  o f  job  s a t i s f c t i o n  

r e sea rch  among p o l i c e  personnel .  

A r e c e n t  s tudy  explored se l f- pe rce ived  l e v e l s  of  job 

s a t i s f a c t i o n  among 170 o f f i c e r s  i n  Oakland, C a l i f o r n i a  and i n  D e t r o i t ,  

Michigan. The au tho r  drew t h r e e  conclusions.  F i r s t ,  i n t e rven ing  





v a r i a b l e s ,  such a s  a d m i n i s t r a t i v e  p o l i c i e s ,  s i g n i f i c a n t l y  a f f e c t  job 

s a t i s f a c t i o n .  Second, most o f f i c e r s  do n o t  appear  g r e a t l y  d i s s a t i s f i e d  

wi th  t a n g i b l e  b e n e f i t s  (where d i s s a t i s f a c t i o n  d i d  e x i s t ,  it focused on 

t h e  l a c k  of  advancement o p p o r t u n i t i e s ) .  Thi rd ,  t h e  more educated 

o f f i c e r s  i n  Oakland expressed t h e  most job s a t i s f a c t i o n ,  whi le  i n  

Detroit no such c o r r e l a t i o n  appeared (Buzawa, 1984) .  

The r e l a t i o n s h i p  between job s a t i s f a c t i o n  and stress among 

p o l i c e  personnel  seems t o  have guided much of  t h e  p r i o r  r e sea rch .  A 

survey o f  99 o f f i c e r s  from a  Midwestern c i t y  police department was 

conducted t o  examine t h e  c o r r e l a t i o n  between job s a t i s f a c t i o n ,  r o l e  

s t r e s s ,  and supe rv i so ry  behavior.  Resu l t s  of  t h e  s tudy  showed r o l e  

stress t o  be s t r o n g l y  a s soc i a t ed  wi th  job s a t i s f a c t i o n ,  o r g a n i z a t i o n a l  

commitment, arid numerous o t h e r  a t t i t u d e s .  Evidence was a l s o  presen ted  

sugges t ing  what enhances s t r u c t u r e  on t h e  p a r t  of  t h e  supe rv i so r  is 

welcomed by s t r e s s e d  p o l i c e  personnel  t o  t h e  e x t e n t  t h a t  it d e f i n e s  how 

t a s k s  a r e  t o  be accomplished (Aldag & B r i e f ,  1978) .  
- 

Cynicism has  a l s o  been examined i n  r e l a t i o n  t o  job 

s a t i s f a c t i o n .  One hundred seventy- f ive  p o l i c e  o f f i c e r s  from fou r  

n a t i o n s  (v i z . ,  England, A u s t r a l i a ,  Canada, and t h e  United S t a t e s )  were 
- - 

surveyed i n  t h i s  regard.  A s  hypothesized,  i n  a l l  f o u r  n a t i o n s  job 

s a t i s f a c t i o n  was found t o  be h ighe r  among o f f i c e r s  who he ld  less c y n i c a l  

a t t i t u d e $  (Lester, B u t l e r ,  Dal ley ,  L e w i s ,  & Swanton, 1982) .  However, 

Khoury and Khoury (1982) found no meaningful r e l a t i o n s h i p  between job 

s a t i s f a c t i o n  and a l t r u i s m  (an o r i e n t a t i o n  toward he lp ing  people  even 

when t h e r e  is  nothing pe r sona l  t o  be ga ined ) .  

I n  summary, t h e r e  i s  a  l i m i t e d  amount o f  l i t e r a t u r e  p e r t a i n i n g  

t o  job s a t i s f a c t i o n  among p o l i c e  personnel ,  and none of  t h e  publ i shed  





f i n d i n g s  s p e c i f i c a l l y  addressed age o r  t enure .  What l i t t l e  work has  

been done, however, does appear  t o  be broadly c o n s i s t e n t  w i th  more 

g e n e r a l l y  accepted  f i nd ings .  Obviously,  a g r e a t  d e a l  o f  work remains t o  

be done. 

Summary 

The p r a c t i c e  o f  work i s  a s  o l d  a s  man, however, t h e  s tudy  of  job 

s a t i s f a c t i o n  has  been a r e l a t i v e l y  r e c e n t  endeavor. An enormous ou tpu t  

of  r e sea rch  on t h e  n a t u r e ,  causes ,  and c o r r e l a t e s  of job s a t i s f a c t i o n  

has  occur red  du r ing  t h e  l a s t  s i x t y  years .  Three s choo l s  o f  thought  have 

provided t h e  b a s i s  f o r  most r e sea rch  (v iz . ,  s c i e n t i f i c  management, human 

r e l a t i o n s ,  and work i t s e l f  o r  growth) .  Two c a t e g o r i e s  of  job s a t i s -  

f a c t i o n  theory  have a l s o  been o f f e r e d  t o  e x p l a i n  t h e  phenomenon. F i r s t ,  

a r e  t h e  process  t h e o r i e s  t h a t  a t tempt  t o  s p e c i f y  t h e  c l a s s e s  of  

v a r i a b l e s  t h a t  a r e  r e l e v a n t ,  and e x p l a i n  "how" they  i n t e r a c t .  Second, 

a r e  t h e  con ten t  t h e o r i e s  which add re s s  "what" needs,  va lues ,  or - 

expec t a t i ons  must be a t t a i n e d  t o  ach ieve  job s a t i s f a c t i o n .  A t  p r e s e n t ,  

however, t h e r e  is no gene ra l l y  accepted  o v e r a l l  theory  of  job s a t i s -  

f a c t i o n ,  and some i n v e s t i g a t o r s  b e l i e v e  t h a t  no s i n g l e  theory  can 
- - 

account  f o r  a l l  t h e  behaviors  a s s o c i a t e d  wi th  job s a t i s f a c t i o n .  

Causal  f a c t o r s  i n  job s a t i s f a c t i o n  w e r e  grouped and d i scus sed  

under t h e  headings o f  job con ten t  (i.e., i n t r i n s i c  f a c e t s  of  t h e  job 

i t s e l f ) ,  job con tex t  (i .e. ,  e x t r i n s i c  o r  environmental  a s p e c t s ) ,  and 

i n d i v i d u a l  cons ide ra t i ons .  While much of  t h e  r e c e n t  s tudy  has  focused - 

on con ten t  f a c t o r s ,  c o l l e c t i v e  f i n d i n g s  c l e a r l y  p o i n t  o u t  t h e  importance 

of  con ten t  and i n d i v i d u a l  cons ide ra t i ons  a s  w e l l .  Indeed, job 





s a t i s f a c t i o n  does appear t o  r e s u l t  from a  complex mix of  in te rdependent  

and changing v a r i a b l e s  of  t h e  job and t h e  person. 

Evidence p e r t a i n i n g  t o  t h e  d i s t r i b u t i o n  o f  job s a t i s f a c t i o n  is 

t o  say  t h e  l e a s t ,  c o n t r o v e r s i a l .  When considered o b j e c t i v e l y ,  bo th  

i n t r i n s i c  and e x t r i n s i c  a s p e c t s  of  most jobs have shown a  t r e n d  of  

improvement du r ing  t h e  p a s t  50 y e a r s ,  y e t ,  t h e r e  is  evidence sugges t ing  

a  g e n e r a l  t r e n d  of d e c l i n i n g  job s a t i s f a c t i o n  (Beach, 1975) .  Fac to r s  

o f f e r e d  t o  e x p l a i n  t h i s  d e c l i n e  i nc lude  worker e x p e c t a t i o n s  r i s i n g  

f a s t e r  t han  t h e  economic system can m e e t  them, and a  h ighe r  number of  

younger workers i n  t h e  l a b o r  f o r c e  a s  a  r e s u l t  of  t h e  p o s t  World War I1 

"baby boom". Another important  cons ide ra t i on  is  t h e  d i f f e r e n c e  between 

o l d e r  d i r e c t  response ins t ruments  and newer mult i- i tem ins t ruments .  A s  

wi th  o t h e r  seemingly i n c o n s i s t e n t  a s p e c t s  of  job s a t i s f a c t i o n ,  t h e  

l i t e r a t u r e  does n o t  p r e s e n t  a  c l e a r  p i c t u r e  of  p a s t  o r  p r e s e n t  

d i s t r i b u t i o n  t r ends .  The cont inued use  o f  l o n g i t u d i n a l  measures and 

mult i- i tem ins t ruments  should make f u t u r e  d i s t r i b u t i o n  d a t a  more 

meaningful. 

I n t e r e s t  i n  t h e  r e l a t i o n s h i p  between age, t enu re ,  and job 

s a t i s f a c t i o n  can be t r a c e d  t o  t h e  work of  Herzberg e t  a l .  (1957) .  

Contrary t o  Herzberg 's  hypothes i s  o f  c u r v i l i n e a r i t y ,  t h e  general--  

consensus o f  more r e c e n t  s t udy  is  t h a t  a  p o s i t i v e  l i n e a r  c o r r e l a t i o n  

e x i s t s  between age and job s a t i s f a c t i a n ,  and between t e n u r e  and job 

s a t i s f a c t i o n .  

Regre t tab ly ,  l i t e r a t u r e  p e r t a i n i n g  t o  job s a t i s f a c t i o n  among 
- 

p o l i c e  personnel  i s  l i m i t e d  and obse rve r s  must r e l y  l a r g e l y  on f i n d i n g s  

from o t h e r  occupat iona l  groups. Fu r the r ,  t h e  g e n e r a l i z a b i l i t y  of such 





in format ion  may be ques t i onab le  due t o  t h e  s i t u a t i o n a l  n a t u r e  o f  job 

s a t i s f a c t i o n .  

I n  conc lus ion ,  t h e  l i t e r a t u r e  d i s cus sed  i n  t h i s  chap te r  p r e s e n t s  

a  c o l l e c t i v e  p i c t u r e  of  job s a t i s f a c t i o n  r e s e a r c h  t h a t  appears  vague, 

o f t e n  d i s j o i n t e d ,  and f r equen t ly  con t r ad i c to ry .  The d i f f i c u l t y  i n h e r e n t  

t o  conduct ing r e sea rch  i n  t h i s  a r e a  may exp la in  some of  t h e  

i r , cons i s t enc i e s ,  however, i t  is a l s o  c l e a r  t h a t  t h e  phenomenon under 

i n v e s t i g a t i o n  is  extremely complex. A s  Gruneberg (1979) p o i n t s  o u t ,  i n  

a f i e l d  a s  complex a s  job s a t i s f a c t i o n  i t  may w e l l  be t h a t  no s i n g l e  

t heo ry  o r  f a c t o r  can account  f o r  a l l  t h e  behavior  a l l  t h e  t i m e .  Despi te  

such shar tcomings,  numerous p r a c t i c a l  and empi r i ca l  b e n e f i t s  have 

r e s u l t e d  from job s a t i s f a c t i o n  r e sea rch .  





Footnotes  

' ~ r e d e r i c k  W. Taylor  made h i s  l a s t  p u b l i c  appearance March 4,  1915, a t  
Youngstown, Ohio. H e  d i ed  approximately two weeks l a t e r .  

 his is ove r ly  s i m p l i s t i c  i n  many r e s p e c t s ,  however, it provides  a 
u s e f u l  framework f o r  summarizing major h i s t o r i c a l  t r ends .  

3 ~ o r t e r ,  e t  a l .  (1975) sugges t  t h a t  job s a t i s f a c t i o n  is  determined by 
t h e  d i f f e r e n c e  between t h e  amount o f  some valued outcome t h a t  a person 
r e c e i v e s ,  and what t h a t  person f e e l s  should be rece ived .  Gannon (3977) 
a l s o  suppor t s  t h e  b a s i c  model of  expectancy theory and sugges t s  t h a t  
o t h e r  t h e o r i e s  (e.g., Maslow's need h i e r a r chy ,  McClelland's achievement 
mot iva t ion  theo ry ,  Herzberg 's  mot iva t ion  hygiene t heo ry ,  and F e s t i n g e r ' s  
t heo ry  of  c o g n i t i v e  dissonance)  lend suppor t  t o  t h e  p r i n c i p l e s  of  e q u i t y  
theory.  

4 ~ s  is t h e  c a s e  i n  most of  t h e  l i t e r a t u r e ,  t h e  t e r m s  "need" and "value" 
a r e  used synonymously here .  Some r e seache r s  do, however, draw c l e a r  
d i s t i n c t i o n s  between t h e i r  t e r m s  and view one o r  t h e  o t h e r  a s  being t h e  
more d i r e c t  determinant  o f  job s a t i s f a c t i o n .  An example is  Locke (1976) 
who d e f i n e s  needs a s  " ob jec t ive  requi rements  of an organism's  s u r v i v a l  
and w e l l  being." (p. 1303) A value ,  on t h e  o t h e r  hand, is  "what a 
person consc ious ly  o r  subconsciously d e s i r e s ,  wants,  o r  s eeks  t o  
a t t a i n . "  (p. 1304) Thus, while  needs a r e  perce ived  a s  be ing  i n n a t e ,  
va lues  a r e  acqui red  o r  l ea rned .  

5 ~ h i l e  t h e  o v e r a l l  hypothes i s  espoused by Herzberg may be ques t i onab le  
(see Ewen e t  a l . ,  1966; Vroom, 1964) ,  t h e  importance o f  i n t r i n s i c  work - 
a t t r i b u t e s  have been w e l l  e s t a b l i s h e d .  

6 ~ o r ' s ~ m e  people  promotion may n o t  be valued. Others  may avoid 
promotion i f  it has  t h e  p o t e n t i a l  t o  d i s r u p t  work group a t tachments ,  
family r e l a t i o n s ,  o r  r e q u i r e s  r e l o c a t i o n .  

7 ~ a s e d  on a n a l y s i s  of 16 s t u d i e s  by Herzberg e t  al. ,  (1957) , t h e  
fo l lowing  job f a c e t s  have been p laced  i n  descending o r d e r  of 
importance: (1) job s e c u r i t y ,  ( 2 )  job i n t e r e s t ,  (3 )  oppor tun i ty  f o r  
advancement, (4 )  a p p r e c i a t i o n  by supe rv i so r s ,  ( 5 )  company and 
management, ( 6 )  wages, (7 )  supe rv i s ion ,  (8) social a s p e c t s  o f  t he -  job, 
(9)  working cond i t i ons ,  (10)  communication, (1 1) f r i n g e  b e n e f i t s  ( c i t e d  
i n  Bopp, 1974) .  

'such f i n d i n g s  must be viewed wi th  cau t ion  g iven  t h e  p o t e n t i a l  i n f luence  
of s o c i a l  d e s i r a b i l i t y  f a c t o r s  and g e n e r a l  inadequac ies  i n  t h e  des ign  of  
many of  t h e  s t u d i e s  (Gruneberg, 1979) .  

9 ~ e i n g  a s se s sed  a s  t a s k  o r i e n t e d  does n o t  r u l e  o u t  t h e  p o s s i b i l i t y  t h a t  
t h e  l e a d e r s  s t u d i e d  were people  o r i e n t e d  a s  w e l l .  Seve ra l  i n v e s t i g a t o r s  - 
b e l i e v e  t h a t  t h e  most e f f e c t i v e  l e a d e r s  a r e  both t a s k  and people  
o r i e n t e d .  





1°~i-,is p r o j e c t ,  known a s  t h e  Corne l l  s t u d i e s  of  s a t i s f a c t i o n ,  was 
i n i t i a t e d  i n  1959 and completed i n  1969. The ins t rument  developed was 
used i n  t h i s  s tudy  t o  measure job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  

'%he more gene ra l  s i ng l e- i t em measures d i d  n o t  d e t e c t  an i n c r e a s e  i n  
d i s s a t i s f a c t i o n  du r ing  t h i s  t i m e  pe r iod  (Mortimer, 1979) .  

'%ther i n v e s t i g a t o r s  d i s a g r e e  w i th  Yankelovich' s p o s i t i o n  ( s e e  Wright & 

Hamilton, 1978) .  

'%he Herzberg e t  al., d e s c r i p t i o n  is  based on an  ex t ens ive  review of 
t h e  l i t e r a t u r e ,  bu t  i nc ludes  no o r i g i n a l  r e sea rch .  

l4~urnerous  s t u d i e s  have f a i l e d  t o  f i n d  a p o s i t i v e  c o r r e l a t i o n  between 
age and job s a t i s f a c t i o n  among female workers. 

1 5 ~ n i v e r s i t y  of Michigan's 1972-73 Qual i ty  of  Employment Survey was a 
c r o s s- s e c t i o n a l  survey of  t h e  United S t a t e s  l a b o r  f o r c e  (N=1102). 
Respondents were d iv ided  by age and s o c i a l  c l a s s  i n t o  wh i t e- co l l a r  and 
b lue- co l l a r  c a t e g o r i e s .  





CHAPTER I11 

RESEARCH METHODOLOGY 

This  s tudy  examined t h e  r e l a t i o n s h i p  between age, t enu re ,  and 

job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  The d a t a  c o l l e c t e d  was l a r g e l y  

d e s c r i p t i v e  and t h e  a n a l y s i s  of  t h e s e  d a t a  was p r i m a r i l y  c o r r e l a t i o n a l .  

The methods and procedures  which guided d a t a  c o l l e c t i o n  and a n a l y s i s  a r e  

p re sen t ed  i n  t h i s  chap te r ,  t o p i c s  d i s cus sed  inc lude :  t h e  sample, t h e  

r e sea rch  des ign  and procedures ,  i n s t rumen ta t i on ,  computer iza t ion ,  

s t a t i s t i c a l  a n a l y s i s  procedures ,  and t h e  r e s t a t emen t  of  t e s t a b l e  

hypotheses.  

Descr iwtion of  Sub iec t s  

The popu la t i on  of  i n t e r e s t  c o n s i s t e d  of  a l l  municipal and county 

l e v e l  p o l i c e  o f f i c e r s  i n  t h e  rank of c a p t a i n  and below who were per- 
- 

forming p a t r o l  d u t i e s  i n  Mahoning, Trumbull, and Columbiana Counties  of 

Ohio, a s  w e l l  a s  two l a r g e r  agenc i e s  n o t  w i th in  t h e  three-county a r e a .  

The l a t t e r  two agenc ies  were inc luded  t o  o b t a i n  t h e  pe r spec t ive  of  
- - 

p a t r o l  o f f i c e r s  from l a r g e r  departments  (over 400 personnel )  . Thi s  

popula t ion  was exper imenta l ly  a c c e s s i b l e  and s i m i l a r  i n  many r e s p e c t s ;  

a l l  s u b j e c t s  were performing pa t ro l- type  d u t i e s ,  ope ra t i ng  under t h e  

same o r  s i m i l a r  c i v i l  s e r v i c e  procedures ,  and l i v i n g  wi th in  a geograph- 

i c a l  a r e a  t h a t  shared  s i m i l a r  economic condi t ions .  
- 

S t r a t i f i e d  s i n g l e  s t a g e  c l u s t e r  sampling was t h e  technique  used 

i n  most c a s e s  t o  s e l e c t  respondents .  A l l  p o l i c e  agenc ies  were f i r s t  

grouped according t o  s i z e  (i .e. ,  sma l l  1-49 personnel ;  medium 50-399 





p e r s o n n e l ;  more t h a n  399 p e r s o n n e l ) .  S h i f t s  were t h e n  randomly s e l e c t e d  

from w i t h i n  e a c h  g roup ing ,  and a l l  members o f  s e l e c t e d  s h i f t s  was asked  

t o  complete  t h e  q u e s t i o n n a i r e .  The sample o b t a i n e d  c o n s i s t e d  o f  173 

p a t r o l  o f f i c e r s  from 23 a g e n c i e s .  T a b l e s  1 and 2 p r o v i d e  summary 

i n f o r m a t i o n  p e r t a i n i n g  t o  i n d i v i d u a l  and job  r e l a t e d  c h a r a c t e r i s t i c s  o f  

t h e  sample. 

Tab le  1 

J o b  R e l a t e d  C h a r a c t e r i s t i c s  o f  Sample 

V a r i a b l e  M Min Max Range - SD - 

Years i n  p o l i c e  f i e l d  
12.2 6.7 1.0 

Years a t  p r e s e n t  depar tment  
11.4 6.7 0.0 

Weekly h o u r s  worked p o l i c e  j o b  
40.8 2.6 40.0 

a 
Weekly h o u r s  o t h e r  job  (s) 

13.3 6.6 3.0 

Monthly income p o l i c e  job  
1837.3 322.3 1200.0 

a 
Monthly income o t h e r  j o b ( s )  

398.1 325.6 100.0 

V a r i a b l e  Frequency P e r c e n t  

Rank 
Patrolman o r  deputy  
C o r p o r a l  o r  s e r g e a n t  
L i e u t e n a n t  o r  c a p t a i n  

a Data p e r t a i n s  t o  t h e  p o r t i o n  o f  t h e  sample (57.2%) t h a t  r e p o r t e d  - 

working p a r t- t i m e  a t  o t h e r  j o b ( s ) .  





Table  2 

I n d i v i d u a l  C h a r a c t e r i s t i c s  o f  Sample 

V a r i a b l e  M SD Min Max Range 

V a r i a b l e  Frequency P e r c e n t  

Race 
White 
Black 
Other  

Sex 
Male 
Female 

Marital s t a t u s  
Marr ied 
S i n g l e  
Divorced o r  s e p a r a t e d  

F a t h e r ' s  o c c u p a t i o n  
Manufactur ing 
Laborer 
Trades  o r  c r a f t s  
T r a n s p o r t a t i o n  
P r o t e c t i o n  S e r v i c e s  
o t h e r a  

Educa t ion  . l e v e l  
High s c h o o l  
A s s o c i a t e  - 
B a c h e l o r ' s  
M a s t e r ' s  o r  d o c t o r a l  

Note. P e r c e n t a g e s  a r e  a d j c s t e d  t o  exc lude  miss ing  v a l u e s .  
a ~ o b  c a t e g o r i e s  r e p o r t e d  under  t h i s  heading a r e  s a l e s ,  c l e r i c a l ,  
e n t e r t a i n m e n t ,  p a r a p r o f e s s i o n a l ,  m i n i s t e r ,  e n g i n e e r ,  d o c t o r ,  t e a c h e r ,  
a c c o u n t a n t ,  t e c h n i c a l ,  manager, owner, and m i l i t a r y .  

- 

Departments from which t h e  sample was drawn v a r i e d  i n  s i z e  from a s  few 

a s  4 f u l l - t i m e  p e r s o n n e l  t o  o v e r  1100, w i t h  t h e  median s i z e  be ing  1.4.7. 





F i f t y  s u b j e c t s  (28.9%) worked i n  r e l a t i v e l y  s m a l l  a g e n c i e s  (49 o r  fewer  

p e r s o n n e l ) .  The number o f  s u b j e c t s  from medium (50 t o  399) and l a r g e r  

a g e n c i e s  (400 and o v e r )  w a s  5 1  (29.5%) and 72 (41 .6%) ,  r e s p e c t i v e l y .  

The l a r g e s t  number su rveyed  from a s i n g l e  agency was 47, t h e  s m a l l e s t  

was one ,  and t h e  median number s u r v e y  w a s  seven.  

P e r t a i n i n g  t o  t h e  sample,  t h e  range  o f  monthly s a l a r i e s  ($1300) 

is noteworthy,  as is t h e  number o f  o f f i c e r s  (57.2%) h o l d i n g  p a r t- t i m e  

jobs ,  and e d u c a t i o n  l e v e l s .  Only 24.3% o f  t h e  o f f i c e r s  h e l d  an  

a s s o c i a t e  o r  h i g h e r  degree.' F i n a l l y ,  t h e  l a c k  o f  l a t e r a l  m o b i l i t y  by 

o f f i c e r s  between a g e n c i e s  s h o u l d  be  mentioned a s  t h e  v a s t  m a j o r i t y  o f  

s u b j e c t s  (89.0%) had s p e n t  t h e i r  e n t i r e  c a r e e r s  w i t h i n  t h e  same 

depar tment .  

Design and Procedures  

A cross s e c t i o n a l  su rvey  was t h e  r e s e a r c h  d e s i g n  s e l e c t e d  f o r  

t h e  s t u d y .  I n i t i a l  c o o r d i n a t i o n  f o r  c o l l e c t i o n  o f  d a t a  was made by 

b r i e f i n g  members o f  t h e  Mahoning V a l l e y  C h i e f s  o f  P o l i c e  A s s o c i a t i o n  i n  - 

February 1986. P o l i c e  e x e c u t i v e s  i n  a t t e n d a n c e  were l a r g e l y  s u p p o r t i v e  

o f  t h e  s t u d y .  Data c o l l e c t i o n  began i n  May 1986 and was completed i n  

August 1986. A s  p r e v i o u s l y  s t a t e d ,  s t r a t i f i e d  c l u s t e r  sampl ing w a s  
- - 

employed u s i n g  s h i f t s  as t h e  sampl ing u n i t s .  The p lanned  method o f  d a t a  

c o l l e c t i o n  w a s  t o  a d m i n i s t e r  t h e  s u r v e y  d u r i n g  r o l l  c a l l  a t  t h e  start  of  

s e l e c t e d  s h i f t s .  T h i s  p rocedure  was chosen f o r  i t s  e f f i c i e n c y ,  and 

because  sampl ing b i a s  c o u l d  be  minimized ( a l l  members o f  a s e l e c t e d  

s h i f t  c o u l d  complete  and r e t u r n  t h e  su rvey  on  t h e  spot). I n  17  o f  t h e  - 

23 a g e n c i e s  d a t a  was c o l l e c t e d  a t  r o l l  ca l l ,  as d e s c r i b e d  p r e v i o u s l y .  

I n  t h e  o t h e r  s i x  depar tments ,  c o p i e s  o f  t h e  i n s t r u m e n t  a l o n g  w i t h  





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

were l e f t  w i t h  t h e  agency t o  be a d m i n i s t e r e d  from w i t h i n ,  and t h e n  

p icked  up a t  a later  d a t e .  T h i s  approach w a s  employed a t  t h e  p r e f e r e n c e  

o f  agency e x e c u t i v e s .  

Other  f a c t o r s  which c o n t r i b u t e d  t o  t h e  c o l l e c t i o n  o f  a c c u r a t e  

d a t e  i n c l u d e :  

1. Anonymity f o r  p a r t i c i p a t i n g  o f f i c e r s  and a g e n c i e s .  

2. A sample drawn from many a g e n c i e s  ( v i z . ,  2 3 ) .  

3.  A c a r e f u l l y  developed i n s t r u m e n t  t h a t  p o s s e s s e s  a c c e p t a b l e  

psychomet r ic  p r o p e r t i e s .  

Some problem a r e a s  were encounte red  d u r i n g  d a t a  c o l l e c t i o n ,  

however, t h a t  s h o u l d  be  expressed .  I n  t h e  s i x  a g e n c i e s  where t h e  su rvey  

was a d m i n i s t e r e d  i n  house ,  s u b j e c t s  may have been r e l u c t a n t  t o  respond 

h o n e s t l y  abou t  s u p e r v i s o r s  o r  o t h e r  a s p e c t s  o f  t h e  j o b  f e a r i n g  s c r u t i n y  

o f  t h e  completed q u e s t i o n n a i r e  by d e p a r t m e n t a l  pe rsonne l .  A d d i t i o n a l l y ,  

t h e r e  is no way o f  knowing whether  i n s t r u c t i o n s  were fol lowed p e r t a i n i n g  

- 

t o  random s e l e c t i o n  o f  s h i f t s .  S u p e r v i s o r s  i n  a few a g e n c i e s  were unco- 

o p e r a t i v e  which f o r c e d  t h e  s e l e c t i o n  o f  rep lacement  s h i f t s .  T h i s  may 

have t ended  t o  i n c r e a s e  sampl ing error. 

I n s t r u m e n t a t i o n  

J o b  s a t i s f a c t i o n  w a s  measured u s i n g  t h e  J o b  D e s c r i p t i v e  Index o r  

J D I  (Smith e t  a l . ,  1975) .  T h i s  s t a n d a r d i z e d  d i r e c t  r e s p o n s e  i n s t r u m e n t  

emerged from t h e  C o r n e l l  S t u d i e s  o f  S a t i s f a c t i o n  conducted d u r i n g  t h e  

1960s,  and is h i g h l y  regarded  by most r e s e a r c h e r s  (see Golembiewski & 

Yeager, 1978; Gruneberg,  1979; K e r r ,  1976; Lacke, 1976; Vroom, 1964) .  





The J D I  is e a s i l y  adminis te red  and has  been widely used i n  bo th  i ndus t ry  

and government a s  a r e sea rch  t o o l .  I n  f a c t ,  i t  has  probably been t h e  

most f r equen t ly  used measure o f  job s a t i s f a c t i o n  du r ing  t h e  p a s t  10  

yea r s  ( C r i t e s ,  1986) .  This  ins t rument  has  a l s o  been found a p p l i c a b l e  t o  

a broad range of  jobs and t o  employees wi th  d i f f e r i n g  demographic 

c h a r a c t e r i s t i c s  (Golembiewski & Yeager, 1978) .  Moreover, normative d a t a  

e x i s t s  a s  a r e s u l t  of  widespread t e s t i n g  and use. 

The 3 D I  is designed t o  measure s a t i s f a c t i o n  wi th in  bo th  a 

g e n e r a l  long- term framework and a d e s c r i p t i v e  shor t- te rm framework. Its 

au tho r s  reviewed f a c t o r  a n a l y t i c  s t u d i e s  and conducted an ex t ens ive  

amount o f  o r i g i n a l  r e sea rch  t o  a r r i v e  a t  t h e  v a r i a b l e s  t h a t  seem t o  b e s t  

c h a r a c t e r i z e  job s a t i s f a c t i o n .  The f i v e  components t h a t  emerged were: 

(a) q u a l i t y  o f  work, (b)  pay, (c) o p p o r t u n i t i e s  f o r  promotion, (d)  

3 
supe rv i s ion ,  and (e) people on t h e  job. The pay, promotions,  and 

supe rv i s ion  c a t e g o r i e s  a r e  l a r g e l y  s e l f- exp lana to ry ,  however, t h e  work 

and people  c a t e g o r i e s  m e r i t  f u r t h e r  explana t ion .  The work category 

add re s se s  work q u a l i t y ,  bo th  i n  terms of  con ten t  and c o n t e x t ,  while  t h e  

people ca tegory  a s k s  about  " the  ma jo r i t y  of people  t h a t  you work wi th  

now o r  t h e  people  you meet i n  connect ion wi th  your work" (Smith e t  a l . ,  

1975).  The Job Desc r ip t i ve  Index c o n s i s t s  of  lists of  a d j e c t i v e s  ar 

s h o r t  phrases  d e s c r i b i n g  o r  e v a l u a t i n g  each  of  t h e  f i v e  job f a c e t s  

l i s t e d  prev ious ly .  The respondent  is  i n s t r u c t e d  t o  i n d i c a t e  how each 

word o r  phrase  a p p l i e s  t o  h i s  o r  h e r  job. I f  t h e  word a p p l i e s ,  a "y" 

( f o r  ye s )  is e n t e r e d  bes ide  t h e  word. I f  t h e  word does n o t  apply ,  an 

ll N II ( f o r  no) is  en t e r ed .  I f  t h e  respondent  cannot  dec ide ,  a ques t i on  

mark is  en t e r ed  (see Figure  1). Th i s  format  was s e l e c t e d  t o  minimize 

response sets which a r e  more l i k e l y  t o  a r i s e  i f  response 





a l t e r n a t i v e s  are p r i n t e d  i n  a f i x e d  order .  A balanced number of 

favorable  and unfavorable items a r e  a l s o  given i n  each category t o  

c o n t r o l  f o r  response acquiescence (Smith e t  a l . ,  1975). The number of 

words o r  phrases  presented f o r  each subscale  ranges from nine  f o r  pay 

and promotions, t o  e igh teen  f o r  work, supervis ion ,  and people, f o r  a 

t o t a l  of seventy-two items. 

Think of the opportunities for promotlcni that vou 
have now. How well does each ot the toll~wlng 
words describe these? In the blank beside each 
word put --d 

i dC for "Yes" if it describes your opportunities 
for promotion 

& for "NO" if it does NOT describe thwn 

? if you cannot decide - 
i ........................................... 
i 

OPPORTUNITIES FOR P R W T I O N  

- Good opportunities f a  pomotion 

Opportunity somewhat limited 

- Promotion on ability 

- Dead-end job 

- Good chance for promotion 

- Unfair promotion policy 

- - Infrequent promotions 

Regular promotions 

Fairly good chance for promotion 

t i = - . -  - - 

Figure 1, Promotion Subscale of  t h e  Job Descr ip t ive  Index. 

A s  recommended by t h e  authors ,  d i r e c t  scor ing  procedures were 

used, A l l  favorable  answers were scored t h r e e ,  a l l  unfavorable answers 

w e r e  scored zero,  and a l l  ommissions o r  ques t ion  marks were scored one. 





This  method was de r ived  from comparisons of  s a t i s f i e d  and d i s s a t i s f i e d  

workers de f ined  by upper and lower ha lves .  Tn t h e  v a s t  major i ty  of  

comparisons t h e  d i s s a t i s f i e d  group gave " ? "  responses  more f r equen t ly  

than  t h e  s a t i s f i e d  group. Thus, it was concluded t h a t  t h e  "?"  response 

was more i n d i c a t i v e  of  d i s s a t i s f a c t i o n  than  s a t i s f a c t i o n  and a va lue  of 

one r a t h e r  than  two was ass igned  (Smith e t  a l . ,  1975) .  The t o t a l  s c o r e  

p o s s i b l e  f o r  each  subsca l e  is  54 (pay and promotions s c o r e s  a r e  doubled 

t o  make them numerical ly  equ iva l en t  t o  t h e  s c o r e s  of  o t h e r  s u b s c a l e s ) .  

An o v e r a l l  p o s s i b l e  s co re ,  ob ta ined  by summing t h e  f i v e  subsca l e s ,  is 

270. The au tho r s  of  t h e  J D I  do n o t  recommend computation of  a summary 

o r  o v e r a l l  s co re ,  a s  t h e  job a s p e c t s  measured by t h e  f i v e  subsca l e s  a r e  

thought  t o  be d i s c r iminan t ly  d i f f e r e n t .  However, J D I  summary s c o r e  a r e  

r e p o r t e d  throughout  t h e  l i t e r a t u r e  a s  measures o f  combined o r  o v e r a l l  

s a t i s f a c t i o n  and w i l l  g ive  a measure a t  l e a s t  a s  psychometr ica l ly  sound 

a s  o t h e r  a v a i l a b l e  summary measures. A copy of t h e  ins t rument  and t h e  

s co r ing  i n s t r u c t i o n s  are inc luded  a s  Appendices A and B, r e s p e c t i v e l y .  

The psychometric p r o p e r t i e s  of t h e  J D I  have been a s se s sed  i n  

numerous s t u d i e s .  It  has  gene ra l l y  been eva lua t ed  a s  having adequate  

r e l i a b i l i t y .  Based on tests conducted dur ing  development, Smith e t  a l . ,  
- - 

(1975) r e p o r t e d  an  average c o r r e c t e d  r e l i a b i l i t y  c o e f f i c i e n t  f o r  t h e  

f i v e  s c a l e s  of  .79 f o r  s p l i t - h a l f  h a l f  e s t i m a t e s  of  i n t e r n a l  

cons is tency .  Higher i n t e r n a l  cons i s t ency  was r epo r t ed  f o r  each  o f  t h e  

subsca les :  work ( -84) , pay ( .80) , promotiorls ( -86) , superv is ion  1.87) , 

and people  ( .88) .  Subsequent r e sea rch  has  cont inued t o  show moderate t o  

s t r o n g  i n t e r n a l  cons is tency  ( K e r r ,  1986) .  T e s t - r e t e s t  r e l i a b i l i t y  over  

b r i e f  pe r iods  (two t o  s i x  weeks) has  been f a i r l y  high,  while  longer  term 

tests of  r e l i a b i l i t y  have shown low t o  moderate r e l i a b i l i t y  





c o e f f i c i e n t s  (Kerr, 1986; Smith e t  a l . ,  1975) .  Based on a  review of 

p r i o r  r e sea rch ,  K e r r  (1986) r e p o r t e d  high performance o f  t h e  ins t rument  

f o r  a11  forms of  v a l i d i t y .  A p a r t i c u l a r l y  s t r o n g  ca se  has  been made f o r  

c o n s t r u c t  v a l i d i t y  based on numerous p u b l i c a t i o n s  t h a t  r e p o r t  

c o r r e l a t i o n s  between J D I  subsca l e s  and o t h e r  measures of job 

s a t i s f a c t i o n  (Golernbiewski & Yeager, 1978) .  One of  t h e  m o s t  thorough 

e v a l u a t i o n s  of t h e  ins t rument  was conducted by Schriesheim and Kin ick i  

(1984).  They conclude, " A l l  i n  a l l . . .  t h e  J D T  i s  a  h igh- qual i ty  

measuring ins t rument ,  and t h e r e  i s  no e x i s t i n g  measure of  job 

s a t i s f a c t i o n  wi th  a s  much p o s i t i v e  evidence concerning i ts  v a l i d i t y  and 

r e l i a b i l i t y "  ( c i t e d  i n  K e r r ,  3986, p. 755).  

I n  a d d i t i o n  t o  f avo rab l e  psychometric p r o p e r t i e s ,  t h e  Job  

Desc r ip t i ve  Index has  numerous p r a c t i c a l  s t r e n g t h s .  F i r s t ,  its t e s t i n g  

and p o p u l a r i t y  has  c r e a t e d  a  pool  o f  normative d a t a  which a l lows  

r e s e a r c h e r s  t o  compare in format ion  about  job s a t i s f a c t i o n  wi th  a  common 

frame o f  r e f e r ence .  Second, t h e  J D T  can e a s i l y  and qu ick ly  be 

adminis te red  i n  mass q u a n t i t i e s ;  it r e q u i r e s  on ly  about  t e n  minutes t o  - 

complete and t h e  s imple language a l l ows  use  a c r o s s  a  wide range of  

popula t ions .  There i s  some evidence t o  sugges t  t h a t  t h e  ins t rument  may 

be t o o  s i m p l i s t i c  f o r  t a l e n t e d  a d u l t s  o r  f o r  a d u l t s  i n  very h igh- leve l  - - 
p o s i t i o n s ,  however ( K e r r ,  1986) . 

I n  e s t a b l i s h i n g  t h e  r e l a t i o n s h i p  between t h e  r e sea rch  measures 

of  t h e  ins t rument  and t h e  r e sea rch  hypotheses,  it is s u f f i c i e n t  t o  no t e  

t h a t  twenty ques t i ons  of  t h e  survey e l i c i t e d  background informat ion  from 

t h e  s u b j e c t  such a s  age,  s ex ,  t e n u r e ,  income, educa t ion  l e v e l ,  and 

m a r i t a l  s t a t u s .  Th i s  allowed t h e  n a t u r e  of  t h e  sample t o  be desc r ibed  

and provided informat ion  f o r  a n a l y s i s  r e l e v a n t  t o  age and t enu re .  





Respondents a l s o  completed t h e  f i v e  subsca l e s  of  t h e  JDI r ende r ing  

assessments  o f  t h e i r  job s a t i s f a c t i o n .  Thus, t h e  ins t rument  

complimented t h e  r e s e a r c h  des ign  and e l i c i t e d  d a t a  necesary t o  tes t  t h e  

r e sea rch  hypotheses.  

Hypotheses 

Although prev ious  f i n d i n g s  have been somewhat i n c o n s i s t e n t ,  t h e  

preponderance of  l i t e r a t u r e  sugges ted  a  p o s i t i v e  l i n e a r  r e l a t i o n s h i p  

between age ,  t enu re  and job s a t i s f a c t i o n .  S i m i l a r  r e s u l t s  were expected 

o f  t h i s  s tudy.  

The n u l l  and r e sea rch  hypotheses  a r e  shown below: 

H There is no s t a t i s t i c a l l y  s i g n i f i c a n t  p o s i t i v e  
(011 '  

c o r r e l a t i o n  between age and job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  

H There is a  s t a t i s t i c a l l y  s i g n i f i c a n t  p o s i t i v e  c o r r e l a t i o n  - 
( r ) i '  

between age and job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  

H There is no s t a t i s t i c a l l y  s i g n i f i c a n t  p o s i t i v e  - 

( 0 1 2 '  

c o r r e l a t i o n  between t enu re  and job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  

H 
( r 1 2 '  

There is a  s t a t i s t i c a l l y  s i g n i f i c a ~ l t  p o s i t i v e  c o r r e l a t i o n  

between t e n u r e  and job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  - - 

Procedures f o r  C o m ~ u t e r i z a t i o n  and S t a t i s t i c a l  Analys i s  

Survey responses  were analyzed us ing  t h e  S t a t i s t i c a l  

4 
Package f o r  t h e  S o c i a l  Sc iences  o r  SPSS (Klecka, N i e ,  & Hul l ,  1 9 7 5 ) .  

Two l e v e l s  of  missing va lues  were encountered. F i r s t ,  s u b j e c t s  

occas iona l ly  f a i l e d  t o  respond t o  s p e c i f i c  q u e s t i o n ( s ) .  
5 

Missing d a t a  o f  t h i s  type  were minor, however, and t h e r e f o r e  excluded 





from a n a l y s i s .  ~ d d i t i o n a l l y ,  t h e  c o n t e n t s  o f  e i g h t  q u e s t i o n n a i r e s  were 

g r o s s l y  incomple te  and t h e r e f o r e  exc luded  from a n a l y s i s  a l t o g e t h e r .  

A copy o f  i n s t r u c t i o n s  used t o  code and e n t e r  d a t a  is i n c l u d e d  as 

Appendix C. 

The s t a t i s t i c  used t o  assess c o r r e l a t i o n  was t h e  Pearson  p roduc t -  

moment c o r r e l a t i o n  c o e f f i o i e r l t  ( r ) ,  which measures t h e  s t r e n g t h  o f  t h e  - 
r e l a t i o n s h i p  between two i n t e r v a l  l e v e l  v a r i a b l e s .  Pearson  r was - 

s e l e c t e d  because  it is one o f  t h e  most stable (smallest s t a n d a r d  e r r o r )  

c o r r e l a t i o n a l  t e c h n i q u e s  (Borg & G a l l ,  1983) .  

S i g n i f i c a n c e  tests were computed by t h e  SPSS Program u s i n g  

S t u d e n t ' s  - t. The s i g n i f i c a n c e  l e v e l  a t  which n u l l  hypo theses  would be 

r e j e c t e d  was set  a t  .05 ( p <  . 0 5 ) ,  u s i n g  a o n e- t a i l e d  test .  - 

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

compared t o  t h o s e  o f  p r e v i o u s  s t u d i e s  where t h e  J o b  D e s c r i p t i v e  Index - 

was used.  To assess s i g n i f i c a n c e  between s c o r e s ,  S t u d e n t ' s  t was a g a i n  - 
employed, u s i n g  a t w o- t a i l e d  t es t  o f  s i g n i f i c a n c e  and assuming i n e q u i t y  - 

of  v a r i a n c e  ( h e t e r o s c e d a s t i c i t y )  among samples  (Kushner & D e  Maio, 

1980) .  

- - 
F i n a l l y ,  assumptions  r e q u i r e d  f o r  p a r a m e t r i c  a n a l y s i s  and 

s t a t i s t i c a l  i n f e r e n c e  (i.e., random sampling,  normal ly  d i s t r i b u t e d  

v a r i a b l e s ,  and i n t e r v a l  l e v e l  measurement) w e r e  assumed t o  have been 

m e t .  Evidence s u p p o r t i n g  t h i s  p o s i t i o n  i n c l u d e s  t h e  fo l lowing :  

1. Sampling p rocedures  which drew s u b j e c t s  pe r fo rming  s i m i l a r  - 

d u t i e s  from numerous pol . ice  a g e n c i e s .  . 





2. Favorab le  c h a r a c t e r i s t i c s  o f  t h e  i n s t r u m e n t  which 

c o n t r i b u t e d  t o  t h e  r e d u c t i o n  o f  i m p e r f e c t i o n s  normal ly  a s s o c i a t e d  w i t h  

sampl ing e r r o r  such  a s  s u b j e c t s  misunders tand ing  q u e s t i o n s .  

3.  K u r t o s i s  and skewness f i g u r e s  f o r  a l l  dependent  and 

independen t  v a r i a b l e s  were w i t h i n  a c c e p t a b l e  l i m i t s  i n d i c a t i n g  n e a r  

normal d i s t r i b u t i o n s .  
6 

4. Both age  and t e n u r e  were measured a t  t h e  r a t i o  l e v e l .  J o b  

s a t i s f a c t i o n  was measured by t h e  J D I ,  a t h r e e  p o i n t  i n d e x  w i t h  weighted 

s c o r i n g  p rocedures  which resembles  a Thrus tone  t y p e  s c a l e .  Given t h e  

sound r a t i o n a l e  f o r  we igh t ing ,  a s  d i s c u s s e d  p r e v i o u s l y ,  and t h e  

s imilari t ies  between weigh t ing  and Thurs tone  s c a l i n g ,  t h e  i n s t r u m e n t  is  

b e l i e v e d  t o  be an  a c c u r a t e  i n t e r v a l  l e v e l  l i k e  measure of job  

s a t i s f a c t i o n  (Smith e t  a l . ,  1975) .  

Summary 

Chap te r  Three  h a s  a d d r e s s e d  i s s u e s  p e r t a i n i n g  t o  t h e  r e s e a r c h  

methodology. Topics  d i s c u s s e d  i n c l u d e  t h e  sample,  t h e  r e s e a r c h  d e s i g n  

and p r o c e d u r e s ,  hypo theses ,  i n s t r u m e n t a t i o n ,  c o m p u t e r i z a t i o n ,  and t h e  

model f o r  s t a t i s t i c a l  a n a l y s i s .  The methodology employed s t r i k e s  a 

- - 
b a l a n c e  between what was f e a s i b l e  and what would have been i d e a l .  A 

s u b s t a n t i a l  d a t a  b a s e  h a s  been complied which d e s c r i b e s  j o b  s a t i s f a c t i o n  

among p a t r o l  o f f i c e r s .  While t h e r e  a r e  p o t e n t i a l  weaknesses i n  some 

p r o c e d u r a l  a s p e c t s  o f  t h e  s t u d y ,  a f a i r l y  h i g h  d e g r e e  o f  conf idence  

e x i s t s  i n  t h e  accuracy  o f  t h e  d a t a  and t h e  r e p r e s e n t a t i v e n e s s  o f  t h e  

sample. P r e s e n t e d  i n  t h e  n e x t  c h a p t e r  a r e  t h e  f i n d i n g s  o f  t h e  s tudy .  





F o o t n o t e s  

'In 1977, 42 p e r c e n t  o f  o f f i c e r s  su rveyed  by t h e  P o l i c e  Execu t ive  
Research Forum had a n  a s s o c i a t e  or  h i g h e r  d e g r e e  ( R o b i n e t t e ,  1981) .  

2 ~ e v e l o p m e n t  and t e s t i n g  o f  t h e  J o b  D e s c r i p t i v e  Index spanned a  1 0  y e a r  
p e r i o d  from 1959 t o  1969. 

3 ~ h e  a u t h o r s  b e l i e v e  t h e s e  f i v e  areas a r e  t h e  most d i s c r i m i n a n t l y  
d i f f e r e n t  t o  workers.  They acknowledge, however, t h a t  t h e  o v e r a l l  
c o n s t r u c t  o f  j o b  s a t i s f a c t i o n  is  n o t  comple te ly  r e p r e s e n t e d  by t h e  
i n s t r u m e n t  (Smith e t  a l . ,  1975) .  

4 ~ h e  S t a t i s t i c a l  Package f o r  t h e  S o c i a l  S c i e n c e s  (SPSS) is  a packaged 
program s p e c i f i c a l l y  des igned  t o  compute t h o s e  s ta t i s t ics  t y p i c a l l y  used 
by t h e  s o c i a l  s c i e n c e s .  I t  w a s  developed d u r i n g  t h e  l a t e  1960s and is  
now one o f  t h e  most widely  used s t a t i s t i c a l  packages.  

5 ~ c r o s s  t h e  f i v e  measures o f  t h e  independen t  v a r i a b l e  t h e  two measures 
o f  t h e  dependent  v a r i a b l e s  a t o t a l  o f  t h r e e  miss ing  v a l u e s  were 
encountered.  

6 ~ o r  a d i s t r i b u t i o n  t o  b e  w i t h i n  a c c e p t a b l e  l i m i t s  o f  n o r m a l i t y  f o r  
p a r a m e t r i c  a n a l y s i s  where t h e  mean s c o r e  is  used ,  k u r t o s i s  v a l u e s  shou ld  
be w i t h i n  t h e  -3.0 t o  7.0 r a n g e ,  and t h e  skewness v a l u e  s h o u l d  be from - 
2.6 t o  2.6 ( S l i v i n s k e ,  1985) .  





CHAPTER I V  

RESEARCH F I N D I N G S  

Resu l t s  of t h e  s tudy showed a  s i g n i f i c a r l t  r e l a t i o n s h i p  between 

age and job s a t i s f a c t i o n ,  bu t  no t  between t enu re  and job s a t i s f a c t i o n .  

Addi t iona l  f i n d i n g s  suggested t h a t  income and department s i z e  were 

r e l a t e d  t o  job s a t i s f a c t i o n  a s  wel l .  C o r r e l a t i o n  s t r e n g t h s  were 

gene ra l ly  weak, a l though s i g n i f i c a n c e  was a t t a i n e d  i n  a  number of cases .  

H v ~ o t h e s i z e d  Findinas 

The Pearson c o r r e l a t i o n  c o e f f i c i e n t  ( r )  was used t o  measure t h e  - 
a s s o c i a t i o n  of  hypothesized r e l a t i o n s h i p s ,  and S t u d e n t ' s  - t was used l o  

a s s e s s  s ign i f i cance .  The a lpha  l e v e l  was s e t  a t  .05 (p< .05), with  a - 
one- ta i l ed  test of s i g n i f i c a n c e .  

H 
(011. 

There is  no s t a t i s t i c a l l y  s i g n i f i c a n t  p o s i t i v e  

c o r r e l a t i o n  between age and job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s ,  

Findings r e l e v a n t  t o  t h i s  hypothes is  a r e  presented  i n  Table 3. 

The c o r r e l a t i o n  c o e f f i c i e n t  f o r  o v e r a l l  job s a t i s f a c t i o n  and age was 
- - 

weak, bu t  s i g n i f i c a n t  (r= - .16, one- ta i l ed  - p (  .05).  Three job 

s a t i s f a c t i o n  subsca l e s  a l s o  showed a  weak, bu t  s i g n i f i c a n t  r e l a t i o n s h i p  

t o  age ( i - e . ,  work, promotions, and people) .  Whereas t h e  c o r r e l a t i o n  

between age and o v e r a l l  s a t i s f a c t i o n  a t t a i n e d  s i g n i f i c a n c e ,  t h e  n u l l  

hypothes is  was r e j e c t e d .  





Table  3 

C o r r e l a t i o n s  Between A a e  and Measures o f  J o b  S a t i s f a c t i o n  

V a r i a b l e s  r - - P 

O v e r a l l  

Work 

Pay 

Promotions 

S u p e r v i s i o n  

People  

H( , )2 .  There  is  n o ' s t a t i s t i c a l l y  s i g n i f i c a n t  p o s i t i v e  

c o r r e l a t i o n  between t e n u r e  and j o b  s a t i s f a c t i o n  among p a t r o l  o f f i c e r s .  

C o r r e l a t i o n s  between t e n u r e  and j o b  s a t i s f a c t i o n  are r e p o r t e d  i n  

Tab le  4. Very weak p o s i t i v e  r e l a t i o n s h i p s  were g e n e r a l l y  e v i d e n t  
- 

th roughout ,  and s i g n i f i c a n c e  w a s  ach ieved  i n  o n l y  one c a t e g o r y  ( v i z . ,  

p a y ) .  Though t h e  c o r r e l a t i o n  between o v e r a l l  s a t i s f a c t i o n  and t e n u r e  

was i n  t h e  hypothes ized  d i r e c t i o n ,  i t  f a i l e d  t o  a c h i e v e  s i g n i f i c a n c e  and 

t h e  n u l l  h y p o t h e s i s  w a s  accep ted .  





Table 4 

C o r r e l a t i o n s  Between Tenure and Measures of  Job S a t i s f a c t i o n  

Var iab les  r - - P N - 

Overa l l  .06 .23  1 7 3  

Work 

Pay 

Promotions 

Supervis ion 

People .09 .12  173 

Addi t iona l  Findings 

The expla ined  var iance  i n  o v e r a l l  job s a t i s f a c t i o n  based on age 

was only about  2.6% (r2= - .0256), while  t e n u r e  and job s a t i s f a c t i o n  

showed no s i g n i f i c a n t  r e l a t i o n s h i p .  In  an e f f o r t  t o  f u r t h e r  exp la in  job 
- 

s a t i s f a c t i o n ,  c o r r e l a t i o n  c o e f f i c i e n t s  were computed t o  a s s e s s  

r e l a t i o n s h i p s  between job s a t i s f a c t i o n  and o t h e r  independent v a r i a b l e s .  

S i g n i f i c a n t  f i n d i n g s  appear i n  Table 5. 

I n  a d d i t i o n  t o  age, two v a r i a b l e s ,  income from p o l i c e  job and 

department s i z e ,  were s i g n i f i c a n t l y  c o r r e l a t e d  wi th  o v e r a l l  

s a t i s f a c t i o n .  Of subsca le  measures, t h e  nega t ive  r e l a t i o n s h i p s  between 

rank and s a t i s f a c t i o n  with people on t h e  job, and between rank and 

s a t i s f a c t i o n  wi th  supe rv i s ion  were noteworthy. I t  was i n t e r e s t i n g  a s  

we l l ,  t h a t  educa t ion  l e v e l  showed no s i g n i f i c a n t  r e l a t i o n s h i p  with t h e  

measures of job s a t i s f a c t i o n ,  except  i n  t h e  people category.  





Table  5 

C o r r e l a t i o n s  o f  S e l e c t e d  V a r i a b l e s  w i t h  Measures o f  J o b  S a t i s f a c t i o n  

V a r i a b l e s  r - - P 

Income from p o l i c e  j o b  w i t h  o v e r a l l  s a t i s f a c t i o n  ( J D r )  
.20 .008** 

Department s i z e  w i t h  o v e r a l l  s a t i s f a c t i o n  .16 

Income from p o l i a e  job  w i t h  pay s a t i s f a c t i o n  - 2 8  

Department s i z e  w i t h  pay s a t i s f a c t i o n  -23  

Rank i n  agency w i t h  peop le  o n  j o b  -. 22 

Department s i z e  w i t h  peop le  on  j o b  .20 

Educa t ion  l e v e l  w i t h  peop le  on  job  .18 

Income from p o l i c e  j o b  w i t h  peop le  o n  j o b  .18 

Rank i n  agency w i t h  s u p e r v i s i o n  - .I6 

Note. I n  e a c h  c a t e g o r y  t h e  second v a r i a b l e  is  a measure o f  job  
s a t i s f a c t i o n .  

S u b j e c t  r e s p o n s e s  t o  s p e c i f i c  words or p h r a s e s  o f  t h e  J D I  
- - 

prov ided  a d d i t i o n a l  i n f o r m a t i o n  a s  t o  j o b- r e l a t e d  p e r c e p t i o n s .  

Responding t o  t h e  word "Respected,"  76 s u b j e c t s  (43.9%) answered y e s ,  73 

(42.2%) answered no,  and 24 (13.9%) were undecided.  Also i n t e r e s t i n g  

were r e s p o n s e s  t o  "Promotion on  a b i l i t y "  and " Unfa i r  promotion p o l i c y . "  

Only 30 o f f i c e r s  (17.3%) answered y e s  t o  t h e  former p h r a s e ,  w h i l e  132 - 

(76.7%) answered no,  and 1 0  (5.8%) were undecided.  To t h e  l a t t e r  





ph ra se ,  101  (58.7%) answered ye s ,  52 (30.2%) answered no, and 

19 (11%) were undecided. 

Y e t  t o  be  addressed  i s  t h e  q u e s t i o n  o f  how s a t i s f i e d  w i th  work 

t h e  s u b j e c t s  of  t h e  s t udy  were. Table  6 shows t h e i r  mean s c o r e s  and 

s t a n d a r d  d e v i a t i o n s  for  J D T  measures. P a t r o l  o f f i c e r s  appear  t o  be  

r e l a t i v e l y  d i s s a t i s f i e d  w i th  pay and promotions ,  whi le  moderate ly  

s a t i s f i e d  w i t h  s u p e r v i s i o n ,  people  on t h e  job,  and work. A r e  t h e s e  

s c o r e s  h igh  o r  low i n  r e l a t i o n  t o  t h o s e  o f  o t h e r  p o l i c e  o f f i c e r s ?  

A p a r t i a l  answer t o  t h e  q u e s t i o n  can  be  p rov ided  by comparing t h e  d a t a  

1 
i n  Table  6 w i th  l i k e  d a t a  o f  o t h e r  s t u d i e s .  

Table  6 

J D I  Summary Sco re s  f o r  Nor theas t  Ohio P a t r o l  O f f i c e r s  

V a r i a b l e s  

O v e r a l l  

Work 

Pay 

Promotions 12.3 13.4 

Supe rv i s i on  

People 

Tab l e s  7  c o n t r a s t s  s c o r e s  o f  t h e  p r e s e n t  s t u d y  ( n o r t h e a s t  Oh io ) ,  t o  t h e  

s c o r e s  of  a s m a l l  group o f  Ind iana  county p o l i c e  o f f i c e r s .  Average job 

t e n u r e  for t h e  29 s u b j e c t s  o f  t h e  Ind iana  s t udy  was 3.8 y e a r s  (Khoury & - 

Khoury, 1982) .  
2 





Table 7 

Comparison of Northeast Ohio Patrol Officers t o  Indiana County Police 

Ohio 
patrol  of f icers  

N=173 - 

Indiana 
police 
N=29 - 

Variables M S D  M S D  t 

Overall 129.5 46.7 122.8 a 

Work 31.0 11.2 31 -4 9.0 0.210 

Promotions 12.3 13.4 15.8 10.0 1.353 

Supervision 36.4 15.9 37.8 13.0 0.518 

People 32.6 15.9 26.8 10.8 2.443* 

a 
Data not reported i n  source document, t could not be computed. - 

Table 8 compares scores of the present study t o  those of a second police 

sample. Subjects here were 47 off icers  from police agencies i n  the 
- 

United States  sampled while attending training courses and seminars 

(Lester e t  a l . ,  1982). Their mean age and tenure were 33.7 years and 

9.5 years, respectively (see Footnote 2). Noteworthy was the consistent 

- - 
scoring pattern among the three samples. Moderate levels of 

sat isfact ions were consistently reported with work, supervision, and 

people on the job, while pay and promotions were consis ter~t ly rated 

lowest . 3 





Table 8 

Comparison of  Nor theas t  Ohio P a t r o l  O f f i c e r s  t o  Lester e t  a l .  Study 

Ohio 
p a t r o l  o f f i c e r s  

N=173 

L e s t e r  e t  a l .  

N=47 

Var i ab l e s  M - SD - M - SD - t - 

Overa l l  a 96.9 36.6 85.0 
b 

Work 

Promotions 12.3 13.4 9.6 8.1 1.781* 

Superv is ion  36.4 15.9 33.3 16.7 1.166 

a The people  ca tegory  was n o t  r epo r t ed  f o r  t h e  comparison group, and not  
cons idered  i n  computing t h e  o v e r a l l  s c o r e  o r  s t anda rd  dev ia t i on .  

b ~ a t a  n o t  r e p o r t e d  i n  source  document, t could n o t  be computed. - 

I n  a d d i t i o n  t o  completing t h e  s t r u c t u r e d  p o r t i o n  of  t h e  

ques t i onna i r e ,  29 o f f i c e r s ,  approximately 17%, e l e c t e d  t o  make n a r r a t i v e  
- - 

comments. Cons idera t ion  o f  t h e s e  remarks, a l though l a r g e l y  s u b j e c t i v e ,  

added i n s i g h t  t o  t h e  f i n d i n g s  de r ived  from s t a t i s t i c a l  a n a l y s i s .  Not 

s u r p r i s i n g l y ,  nega t ive  e n t r i e s  outnumbered f avo rab l e  ones. The r a t i o  

was about  s i x  t o  one. Pay and b e n e f i t s  were mentioned most f r equen t ly ,  

followed by supe rv i s ion  and p o l i c e  work a s  a ca ree r .  Other job r e l a t e d  
- 

i s s u e s  t h a t  su r f aced  inc lude :  l o c a l  government, depar tmenta l  p o l i c i e s ,  

promotions,  p o l i c e  t r a i n i n g ,  and t h e  cou r t s .  The comments of  s e l e c t e d  

respondents  fol low.  





Respondent A (28-year o l d  p a t r o l  o f f i c e r  w i t h  h i g h  s c h o o l  

e d u c a t i o n ;  8 y e a r s  o f  s e r v i c e ;  monthly s a l a r y  $1,500) :  "The c i t i z e n s  o f  

t h e  community are n o t  t h e  r o o t  o f  my d i s c u s t  ( s ic ) .  The a d m i n i s t r a t o r s  - 

o f  t h e  c i t y  and t h e  p o l i c e  depar tment ,  c h i e f ,  c a p t s  ( c a p t a i n s )  l e u t s  

( l i e u t e n a n t s )  are who I blame f o r  my d i s l i k e  of t h e  p r o f e s s i o n .  The 

g e n e r a l  l a c k  o f  j u s t i c e  i n  t h e  j u s t i c e  system. T t o t a l l y  d i s t r u s t  a l l  

l awyers  and judges ,  and want n o t h i n g  more t h a n  enough money t o  be a b l e  

t o  move f a r  away from t h e  p e o p l e  I se rve ."  

Respondent B (37- year o l d  p a t r o l  o f f i c e r  w i t h  h i g h  s c h o o l  

e d u c a t i o n ;  1 5  y e a r s  o f  s e r v i c e ;  monthly s a l a r y  $2,100) :  "I t h i n k  a 

morale problem e x i s t s  on  t h e  depar tment  today.  The f e d e r a l  c o u r t s  have 

made it v e r y  d i f f i c u l t  t o  h i r e  q u a l i f i e d  peop le  and a l s o  i n t e r f e r e d  w i t h  

o u r  promotion t e s t i n g .  I f  t h e  morale  cou ld  be  ' b o o s t e d , '  o f f i c e r s  would 

be much h a p p i e r  and t h e  work performance would improve. A s a t i s f i e d  

o f f i c e r  is a good o f f i c e r .  T h i s  goes  a l o n g  way." 

Respondent C (39- year o l d  p a t r o l  o f f i c e r  w i t h  h i g h  s c h o o l  

e d u c a t i o n ;  8 y e a r s  o f  s e r v i c e ;  monthly s a l a r y  $1 ,600) :  "The p o l i c e  

c a r e e r  can normal ly  be  a s  s a t i s f y i n g  as you choose it t o  be. Too many 

p o l i c e  o f f i c e r s ,  e s p e c i a l l y  p l t .  ( p a t r o l )  ' re t i re  on a c t i v e  d u t y '  as f a r  

- - 
a s  i n i t i a t i v e  o r  wish ing  t o  p u r s u e  i n v e s t i g a t i o n s  o r  f o l l o w  t h r o u g h  

a f t e r  i n i t i a l  r e p o r t .  By ( s i c )  many mag. (magazine) a r t i c l e s  monthly on  - 
p o l i c e  stress and burnout .  They o f t e n  s a y  'yep,  t h a t ' s  m e '  when i n  

f a c t ,  t h e y  have v o l u n t a r i l y  c a t e g o r i z e d  themselves .  There i s  stress and 

f u t i l i t y ,  b u t  much of  it can be  overcome by p e r s e v e r a n c e  and a b i l i t y .  

There  are - many t o t a l l y  l a z y  p o l i c e  o f f i c e r s  f e e l i n g  o n l y  t h a t  t h e y  a r e  

h e r e  f o r  ' a n  80  hour  paycheck'  and 25 y e a r s  s e r v i c e .  A c a l e n d a r  p o l i c e  

o f f i c e r  merely  check ing  o f f  months and y e a r s  is a l i a b i l i t y  on a c t i v e  





duty  t o  any c i t y  o r  s t a t e .  I have good and bad days. But t h e  

p ro fe s s ion  r e q u i r e s  one t o  recover  o r  s i n k  t o  wor th lessness .  Thank 

You. " 

Respondent D (35-year o l d  p a t r o l  o f f i c e r  wi th  a s s o c i a t e  degree;  

11 yea r s  o f  s e r v i c e ;  monthly s a l a r y  $1,650): "Pol ice  work is a very 

cha l l eng ing  job and can be very  e x c i t i n g ,  bu t  u r i t i l  t h e  p o l i c e  o f f i c e r s  

a r e  pa id  an  adequate  wage f o r  t h e i r  work t h e r e  w i l l  con t inue  t o  he 

incompitence (sic)  - . " 

Respondent E (39-year o l d  p a t r o l  o f f i c e r  w i th  a s s o c i a t e  degree;  

16 y e a r s  o f  s e r v i c e ;  monthly s a l a r y  $1,220): "Less job s a t i s f a c t i o n  f o r  

t h e  a f f i r m a t i v e  a c t i o n  types  coming i n t o  t h e  job." 

Summarv 

F indings  of t h e  s tudy  suppor ted  one r e sea rch  hypothes i s  bu t  no t  

t h e  o t h e r .  A s i g n i f i c a n t  r e l a t i o n s h i p  was observed between age and job 

s a t i s f a c t i o n ,  bu t  no t  between t e n u r e  and job s a t i s f a c t i o n .  Other 
- 

v a r i a b l e s  t h a t  showed s i g n i f i c a n t  c o r r e l a t i o n s  wi th  o v e r a l l  job 

s a t i s f a c t -i o n  were income and department s i z e .  When J D T  subsca l e  s c o r e s  

from t h i s  s tudy  were compared wi th  t h e  s c o r e s  o f  two o t h e r  pol. ice 

- - 
samples d i f f e r e n c e s  and similarities appeared. Conclusions,  

l i m i t a t i o n s ,  and recommendations o f  t h e  s tudy  a r e  d i s cus sed  i n  t h e  next  

chapter .  





Footnotes  

'when compared t o  a  l a r g e  c ros s- sec t ion  of  b lue  c o l l a r  workers (N= 2662) 
i n  t h e  p r i v a t e  s e c t o r  (Smith e t  d l . ,  1975) ,  p a t r o l  o f f i c e r  job 
s a t i s f a c t i o n  s c o r e s  were s i g n i f i c a n t l y  lower i n  a l l  c a t ego r i e s .  The 
r e l i a b i l i t y  o f  t h i s  comparison is ques t i onab le ,  however, a s  d a t a  f o r  t h e  
p r i v a t e  s e c t o r  employee were c o l l e c t e d  i n  1960. 

2 ~ o r e  complete s u b j e c t  information w a s  n o t  r epo r t ed  i n  the source  
document. 

3 ~ a u t i o n  should be exe rc i s ed  i n  t h e  i n t e r p r e t a t i o n  o f  t h e s e  d a t a ,  
p a r t i c u l a r l y  a s  it p e r t a i n s  t o  g e n e r a l i z a b i l i t y .  Sample s i z e s  were 
sma l l  and non- probabi l i ty  sampling techniques  appear  t o  have been used 
i n  some cases .  





CHAPTER V 

SUMMARY, DISCUSSION, AND RECOMMENDATIONS 

Job  s a t i s f a c t i o n  has  been t h e  focus  of  much s tudy  i n  t h e  p r i v a t e  

s e c t o r .  I t  has  been i n v e s t i g a t e d  less f r equen t ly  i n  t h e  p u b l i c  s e c t o r ,  

however, and only  occas iona l ly  among p o l i c e  personnel .  H i s t o r i c a l l y ,  

t h r e e  s choo l s  of  thought  have guided most job s a t i s f a c t i o n  r e sea rch  

(v i z . ,  s c i e n t i f i c  management, human r e l a t i o n s ,  and growth) .  The growth 

school ,  which emphasizes t h e  importance of  cha l l eng ing  work, is most i n  

vogue a t  p r e s e n t ,  a l though it is gene ra l l y  acknowledged t h a t  job 

s a t i s f a c t i o r ~  can be a f f e c t e d  by t h e  phys i ca l  des ign  of  t h e  job, s o c i a l  

r e l a t i o n s h i p s ,  and many o t h e r  v a r i a b l e s .  A t  p r e s e n t ,  t h e r e  is  no 

u n i v e r s a l l y  accepted  theory  of  job s a t i s f a c t i o n ,  and some i n v e s t i g a t o r s  

b e l i e v e  t h a t  no s i n g l e  theory  can account  f o r  a l l  t h e  behaviors  

a s s o c i a t e d  w i th  job s a t i s f a c t i o n  (Gruneberg, 1979) .  Theories  t h a t  have 
- 

been o f f e r e d  t o  e x p l a i n  job s a t i s f a c t i o n  f a l l  i r l to  one of  two gene ra l  

1 
c a t e g o r i e s ,  con ten t  and process .  Causal f a c t o r s  of  job s a t i s f a c t i o n  

have gene ra l l y  been grouped and d i scus sed  a s  job con ten t  cons ide ra t i ons  

(i.e., i n t r i n s i c  f a c e t s  of  t h e  job i t s e l f ) ,  job con tex t  f a c t o r s  (i .e. ,  

e x t r i n s i c  o r  envi ronmenta l ) ,  and i n d i v i d u a l  f a c t o r s .  Although much of 

t h e  r e c e n t  l i t e r a t u r e  has  focused on con ten t  f a c t o r s ,  c o l l e c t i v e  

f i n d i n g s  have c l e a r l y  demonstrated t h e  importance o f  con tex t  and 

i n d i v i d u a l  cons ide ra t i ons  a s  w e l l .  F indings p e r t a i n i n g  t o  i n d i v i d u a l  

f a c t o r s  i n  job s a t i s f a c t i o n  have o f t e n  been more i n c o n s i s t e n t ,  t h a n  i n  

o t h e r  a r ea s .  However, t h e  major i ty  o f  s t u d i e s  do sugges t  a  p o s i t i v e  





l i n e a r  c o r r e l a t i o n  between age and job s a t i s f a c t i o n ,  and between t e n u r e  

and job s a t i s f a c t i o n .  Research add re s s ing  job s a t i s f a c t i o n  among p o l i c e  

personnel  and o r g a n i z a t i o n s  is s e v e r e l y  l ack ing ,  though publ i shed  

r e s u l t s  do appear  t o  be l a r g e l y  c o n s i s t e n t  wi th  more gene ra l  f i nd ings .  

Despi te  t h e  shortcomings and i n c o n s i s t e n c i e s  o f t e n  a s s o c i a t e d  wi th  job 

s a t i s f a c t i o n  r e sea rch ,  numerous p r a c t i c a l  and empi r i ca l  b e n e f i t s  have 

r e s a l t e d  from s tudy  o f  t h e  phenomenon. 

Th i s  s tudy  explored t h e  r e l a t i o n s h i p  between age,  t e n u r e ,  and 

job s a t i s f a c t i o n  among p a t r o l  o f f i c e r s  i n  n o r t h e a s t e r n  Ohio. A p o s i t i v e  

l i n e a r  c o r r e l a t i o n  was hypothesized between age and job s a t i s f a c t i o n ,  

and between t e n u r e  and job s a t i s f a c t i o n .  Research of  t h i s  t ype  is 

s i g n i f i c a n t  f o r  a t  l e a s t  two reasons .  F i r s t ,  is  a  humanist ic  concern 

f o r  t h e  h e a l t h  and gene ra l  happiness of  people  choosing a  c a r e e r  i n  

p o l i c e  work. Second, i s  t h e  i n f l u e n c e  t h a t  p a t r o l  o f f i c e r  job 

s a t i s f a c t i o n  may have on t h e  q u a l i t y  and q u a n t i t y  o f  p o l i c e  s e r v i c e  

provided t o  t h e  pub l i c .  

S u b j e c t s  of t h e  s tudy  w e r e  173  p a t r o l  o f f i c e r s  from 2 3  p o l i c e  

agenc i e s  i n  n o r t h e a s t e r n  Ohio. The i r  mean age and job t e n u r e  were 37.1 
- - 

yea r s  (SD= - 6.8) and 12 .2  y e a r s  (SD= - 6.7) ,  r e s p e c t i v e l y .  Mult i- stage 

c l u s t e r  sampling was employed us ing  departments  and s h i f t s  a s  sampling 

u n i t s .  When p o s s i b l e ,  d a t a  were c o l l e c t e d  by v i s i t i n g  s e l e c t e d  s h i f t s  

2 
dur ing  r o l l  c a l l .  Job  s a t i s f a c t i o n  was measured us ing  t h e  Job 

Desc r ip t i ve  Index o r  J D I  (Smith e t  a l . ,  19751, a  t h r e e  choice  survey 
- 

ins t rument  which a s s e s s e s  s a t i s f a c t i o n  wi th  f i v e  e s s e n t i a l  f a c e t s  of  

work ( i .e . ,  q u a l i t y  of  work, pay, promotions,  supe rv i s ion ,  and people 

on t h e  j o b ) .  Th i s  ins t rument  has  been widely used a c r o s s  a  broad range 





of  employee groups, and posses se s  f avo rab l e  psychometric p r o p e r t i e s .  

C o r r e l a t i o n s  were computed us ing  t h e  Pearson product-moment c o r r e l a t i o n  

c o e f f i c i e n t  ( r )  and S t u d e n t ' s  t was used t o  a s s e s s  s i g n i f i c a n c e .  - - 
Findings of  tb.e s tudy  supported one r e s e a r c h  hypothes i s  bu t  no t  

t h e  o t h e r .  A s i g n i f i c a n t  c o r r e l a t i o n  was found between age and o v e r a l l  

job s a t i s f a c t i o n  (r- .16, one- ta i l ed  p<  .05) ,  bu t  n o t  between t e n u r e  and - - 
job s a t i s f a c t i o n .  The d a t a  c o l l e c t e d  allowed o t h e r  obse rva t ions  t o  

be made a s  w e l l .  I n  a d d i t i o n  t o  age,  s i g n i f i c a n t  a s s o c i a t i o n s  were 

observed between o v e r a l l  s a t i s f a c t i o n  and income (r- .20, two- ta i led  p <  - - 

. 05 ) ,  a s  w e l l  a s  between o v e r a l l  s a t i s f a c t i o n  and department s i z e  (r= - 

.16, two- ta i led  - p <  ,051. S i g n i f i c a n t  nega t ive  c o r r e l a t i o n s  were found 

between rank and s a t i s f a c t i o n  wi th  people  (r= - -.22, two- ta i led  p <  . 01 ) ,  - 
and between rank and s a t i s f c t i o n  wi th  supe rv i s ion  (r= -.16, two- ta i led  - 
p <  .05) .  O f  t h e  job f a c e t s  measured by t h e  J D T ,  p a t r o l  o f f i c e r s  were - 
l e a s t  s a t i s f i e d  w i t h  pay and promotions,  and most s a t i s f i e d  wi th  

superv is ion .  When t h e  s c o r e s  of  t h e  sample were compared t o  t hose  of 

o t h e r  p o l i c e  groups a number of  d i f f e r e n c e s  and s i m i l a r i t i e s  emerged. 

Discuss ion  

Discuss ion_begins  wi th  e x p l o r a t i o n  of hypothesized findirvqs. 

Although weak c o r r e l a t i o n s  were e v i d e n t  throughout ,  a p o s i t i v e  

a s s o c i a t i o n  was observed between age and job s a t i s f a c t i o n  among p a t r o l  

o f f i c e r s ,  a s  fou r  o f  t h e  s i x  job s a t i s f a c t i o n  measures, i nc lud ing  t h e  

o v e r a l l  ca tegory ,  a t t a i n e d  s i g n i f i c a n c e  (i.e., work, r= .13, one- ta i l ed  - 
E< .05; promotions - r= .13; one- ta i l ed  p< .05; people r= .22, one- ta i l ed  - - - 
p< .02; one- ta i led ;  o v e r a l l  r= .16, one- ta i l ed  p <  .05) .  These - - - 

obse rva t ions  a r e  gene ra l l y  c o n s i s t e n t  wi th  prev ious  f i n d i n g s  (see Glenn 





e t  al. ,  1977; Hopkins, 1983). Three p o s s i b l e  exp lana t ions  have been 

o f f e r e d  f o r  o l d e r  worke r s  be ing  more s a t i s f i e d :  ( a )  younger workers 

subsc r ibe  t o  va lues  t h a t  c o n t r a d i c t  t h e  expec t a t i ons  of  t h e  work system; 

(b)  t h e  s t anda rds  of  workers a r e  s y s t e m a t i c a l l y  eroded a s  they  grow o l d ,  

t h u s  t hey  l e a r n  t o  be s a t i s f i e d  w i th  less; and (c) o l d e r  workers simply 

have b e t t e r  jobs (see Wright & Hamilton, 1978) .  

The tenure- job  s a t i s f a c t i o n  a s s o c i a t i o n  f a i l e d  t o  achieve 

s i g n i f i c a n c e ,  a l though it was i n  t h e  in tended  d i r e c t i o n .  While t h e  

major i ty  of  p r i o r  s t u d i e s  had sugges ted  a  p o s i t i v e  a s s o c i a t i o n  between 

t enu re  and job s a t i s f a c t i o n ,  t h e  evidence was by no means c l e a r ,  and 

g e n e r a l l y  cons idered  t o  be less s a t i s f a c t o r y  t han  i n  o t h e r  a r e a s  of  job 

s a t i s f a c t i o n  r e sea rch  (see Gruneberg, 1979).  Thus, f a i l u r e  t o  f i n d  a  

s i g n i f i c a n c e  i n  t h e  p r e s e n t  s tudy  is  n o t  cons idered  g r o s s l y  i n c o n s i s t e n t  

wi th  p r i o r  observa t ions .  

Age-job s a t i s f a c t i o n  r e l a t i o n s h i p s  i n  t h i s  s tudy  were gene ra l l y  - 

s t r o n g e r  t han  tenure- job  s a t i s f a c t i o n  r e l a t i o n s h i p s .  This  f i n d i n g  is  

gene ra l l y  c o n s i s t e n t  wi th  p r i o r  r e sea rch  (see Hunt & Sau l ,  1975) .  There - 

were two no tab l e  except ions ,  however, where an i nve r se  r e l a t i o n s h i p  

appeared and tenure- job  s a t i s f a c t i o n  r e l a t i o n s h i p s  were s t r o n g e r  (i.e., 

pay and s u p e r v i s i o n ) .  I n t e r e s t i n g l y ,  t h e s e  a r e a s  showed t h e  h i g h s s t  

c o r r e l a t i o n s  o f  any job s a t i s f a c t i o n  measure i n  r e l a t i o n  t o  t enu re ,  bu t  

t h e  lowest  c o r r e l a t i o n s  i n  r e l a t i o n  t o  age. Given t h e  s i m i l a r  e f f e c t s  

of  i nc reas ing  age and t enu re  t h e s e  f i n d i n g s  a r e  d i f f i c u l t  t o  exp la in .  

Noteworthy among a d d i t i o n a l  f i n d i n g s  were c o r r e l a t i o n s  t h a t  emerged 

between income from p o l i c e  work and t h e  va r ious  measures of  job 

s a t i s f a c t i o n .  The income v a r i a b l e  achieved s i g n i f i c a n c e  i n  r e l a t i o n  t o  

o v e r a l l  s a t i s f a c t i o n  (r= .20, two- ta i led  p< .01), s a t i s f a c t i o n  wi th  pay - 





(r= -28, two- ta i led  - p <  .001),  and s a t i s f a c t i o n  wi th  people  on t h e  job 

(r= - .18, two- ta i led  - p <  .05) .  These obse rva t ions  h i g h l i g h t  t h e  

importance of  pay i n  r e l a t i o n  t o  job s a t i s f a c t i o n .  Also s i g n i f i c a n t  was 

t h e  p o s i t i v e  r e l a t i o n s h i p  between s a l a r y  and people  on t h e  job. This  

may have imp l i ca t i ons  bo th  i n  t e r m s  o f  co-worker r e l a t i o n s h i p s  and how 

t h e  p u b l i c  is  perce ived  and t r e a t e d .  

I n t e r e s t i n g l y ,  department s i z e  showed s i g n i f i c a n t  r e l a t i o n s h i p s  

wi th  t h e  same measures of  job s a t i s f a c t i o n  a s  income (i.e., o v e r a l l  

s a t i s f a c t i o n ,  - r= .16, two- ta i led  - p<  .05; pay s a t i s f a c t i o n ,  - r= .23, two- 

t a i l e d  - p< .01; and people on t h e  job, - r= .20, - p< .05) These 

r e l a t i o n s h i p s  may be an a r t i f a c t  of  t h e  income i s s u e ,  however, a s  l a r g e r  

agenc ies  tend  t o  pay h igher  s a l a r i e s .  

Education l e v e l  a l s o  showed a p o s i t i v e  a s s o c i a t i o n  w i th  people  

on t h e  job (r= - .16, two- ta i led  - p<  .05) .  This  obse rva t ion  is  encouraging 

a s  it sugges t s  t h a t  more educated p o l i c e  o f f i c e r s  tend  t o  e v a l u a t e  

people  on t h e  job  more favorably.  A l t e r n a t i v e l y ,  giver! t h e  low s c o r e s  

of  t h e  sample on some job s a t i s f a c t i o n  measures, nega t ive  a s s o c i a t i o n s  - 

might have been expected i n  r e l a t i o n  t o  educat ion.  Much of  t h e  

l i t e r a t u r e  sugges t s  t h a t  lower job s a t i s f a c t i o n  may occur  among more 

educated i n d i v i d u a l s  who g e n e r a l l y  expec t  more i n  t e r m s  o f  promotions,  - - 
pay i n c r e a s e s ,  and cha l l eng ing  work (see Robine t te ,  1981).  Not a l l  

expec t a t i ons  can be m e t ,  p a r t i - c u l a r l y  i n  p o l i c e  agenc ies .  

Rank w a s  nega t ive ly  r e l a t e d  t o  two job s a t i s f a c t i o n  measures 

(i.e., people on t h e  job - r= -.22, two- ta i led  - p <  .01; and supe rv i s ions  := 

-.16, two- ta i led  - p <  .05).  I t  is n o t  c l e a r  why h igher  ranking  o f f i c e r s  - 

would tend  t o  pe rce ive  people  on t h e  job and s u p e r v i s o r s  less 

favorably.  The p r e s s u r e  middle managers o f t e n  r e c e i v e  from above 





( s u p e r v i s o r s )  and below ( s u b o r d i n a t e s ) ,  may provide a p a r t i a l  

exp lana t ion  f o r  t h e  nega t ive  r e l a t i o n s h i p  (see Swanson & T e r r i t o ,  1983) .  

Discussion now t u r n s  t o  t h e  mean s c o r e s  of  t h e  sample on t h e  Job 

Desc r ip t i ve  Index and an  assessment  of  t h e i r  job s a t i s f a c t i o n .  Of 54 

p o i n t s  p o s s i b l e  i n  each ca tegory ,  t h e  mean s c o r e s  o f  t h e  sample were a s  

fol lows:  ( a )  work on p r e s e n t  job, 31; (b)  pay, 17.2; ( c )  promotions,  

12.3; (9) supe rv i s ion  36.4; and (e) people ,  32.6. These d a t a  sugges t  

t h a t  respondents  he ld  f a i r l y  nega t ive  pe rcep t ions  o f  pay and 

o p p o r t u n i t i e s  f o r  promotion, while  pe rcep t ions  i n  o t h e r  work f a c e t s  were 

more moderate. 

Of p a r t i c u l a r  concern a r e  t h e  a r e a s  of  pay and promotional  

o p p o r t u n i t i e s .  P o r t e r  e t  a l .  (1975) b e l i e v e  t h e s e  two a r e a s  a r e  t h e  

most va lued  e x t r i n s i c  rewards an o r g a n i z a t i o n  can give.  Reasons f o r  low 

s a t i s f a c t i o n  wi th  pay among p a t r o l  o f f i c e r s  were obvious,  p a r t i c u l a r l y  

i n  some of  t h e  sma l l e r  agenc ies  where annual  s a l a r i e s  a s  low a s  $12,000 - 

were repor ted .  Sa l a ry  may be o f  added importance t o  p o l i c e  personnel .  

A s  noted i n  Chapter Two, employees who cannot  o b t a i n  okher forms of job - 

s a t i s f a c t i o n  (e.g., promotion) appear  t o  a t t a c h  g r e a t e r  importance t o  

pay (Gruneberg, 1979) .  Low promotional  o p p o r t u n i t i e s  a r e  a sys temic  

problem i n  most p o l i c e  agenc ies ,  though two f a c t o r s  appear t o  be - - 
aggrava t ing  t h e  s i t u a t i o n .  F i r s t ,  promotional  t e s t i n g  and s e l e c t i o n  

procedures  a r e  perce ived  a s  u n f a i r  and n o t  r e l a t e d  t o  a b i l i t y  by many 

o f f i c e r s .  Second, is  t h e  impact of  l i t i g a t i o n  a l l e g i n g  r a c i a l  

d i s c r i m i n a t i o n  i n  promotional  t e s t i n g  and procedures .  The r e s u l t ,  i n  

many c a s e s ,  has  been a f r e e z e  on f u r t h e r  t e s t i n g  and promotions. For - 

example, i n  one of  t h e  l a r g e r  departments  a sho r t age  of  superv isory  

personnel  e x i s t e d ,  a s  no one had been promoted i n  s e v e r a l  years .  





Moreover, a  r e c e n t l y  adminis te red  promotions exam had been impounded by 

t h e  c o u r t  and could  n o t  be  used t o  promote agency personnel .  F i n a l l y  it 

should be remembered t h a t  t h e  s u b j e c t i v e  pe rcep t ions  of i n d i v i d u a l  

o f f i c e r s  l a r g e l y  determines t h e i r  l e v e l  of  job s a t i s f a c t i o n .  

A t  l e a s t  two obse rva t ions  can be made o f  t h e  t h r e e  comparisons 

made between t h e  job s a t i s f a c t i o n  s c o r e s  o f  p a t r o l  o f f i c e r s  and t h o s e  o f  

o t h e r  groups. F i r s t ,  a l l  groups showed low s a t i s f a c t i o n  wi th  pay and 

promotions,  wi th  moderate l e v e l s  of  s a t i s f a c t i o n  i n  o t h e r  a r ea s .  

Second, where d i f f e r e n c e s  occur red  o f f i c e r s  o f  t h e  p r e s e n t  s t udy  

( n o r t h e a s t  Ohio) scored  h ighe r  i n  each  case .  

Methodological L imi t a t i ons  

A s  wi th  a l l  r e sea rch ,  t h i s  s tudy  has  p o t e n t i a l  weaknesses, 

l i m i t a t i o n s ,  and concerns t h a t  merit d i s cus s ion .  Some o f  t h e  

l i m i t a t i o n s  a r e  i n h e r e n t  t o  t h e  r e s e a r c h  des ign ,  while  o t h e r s  occur red  

du r ing  sampling o r  d a t a  c o l l e c t i o n .  

Most s i g n i f i c a n t  perhaps a r e  t h e  weaknesses and l i m i t a t i o n s  

in t roduced  by us ing  a  c r o s s  s e c t i o n a l  survey ins t rument  t o  measure a 

phenomenon t h a t  is  e s s e n t i a l l y  l o n g i t u d i n a l  and very  complex. A s  Van 
- - 

Mannen and Katz sugges t ,  "To measure such a  complex phenomenon through 

t h e  use o f  a  s i m p l i f i e d ,  broad index may w e l l  mask more t h a n  it reveals1* 

(1976, p. 612) .  A r e l a t e d  l i m i t a t i o n  may be t h e  use of  b i v a r i a t e  

c o r r e l a t i o n  a n a l y s i s  i n  an a r e a  known t o  c o n s i s t  of  numerous i n t e r -  

r e l a t e d  f a c t o r s .  I n  t h i s  r ega rd ,  r e a d e r s  a r e  cau t ioned  a g a i n s t  making 

c a u s a l  i n f e r e n c e s  based on c o r r e l a t i o n a l  d a t a  and a g a i n s t  gene ra l i z ing  

f i n d i n g s  beyond t h e  popula t ion  o f  i n t e r e s t .  Relying on a  s i n g l e  

ins t rument  a s  t h e  source  o f  d a t a  is a l s o  a  p o t e n t i a l  weakness. 





I d e a l l y ,  m u l t i p l e  i n d i c a t o r s  s h o u l d  be o b t a i n e d  from v a r y i n g  d a t a  

s o u r c e s .  A d d i t i o n a l l y ,  t h e  s i z e  o f  t h e  sample was s m a l l e r  t h a n  i d e a l  

f o r  su rvey  r e s e a r c h .  

P o t e n t i a l  weaknesses i n t r a d u c e d  d u r i n g  sampling o r  d a t a  

c o l l e c t i o n  p rocedures  were d i s c u s s e d  i n  Chapter  Three ,  and a r e  r e p e a t e d  

here:  

1. Uncaooperat ive  s u p e r v i s o r y  p e r s o n n e l  i n  some a g e n c i e s  f o r c e d  

t h e  s e l e c t i o n  o f  rep lacement  s u b j e c t s  i n  d i f f e r e n t  a g e n c i e s  which may 

have t ended  t o  i n c r e a s e  sampl ing e r r o r .  

2. Tn t h e  s i x  a g e n c i e s  where t h e  su rvey  was a d m i n i s t e r e d  i n  

house,  s u b j e c t s  may have been r e l u c t a n t  t o  respond h o n e s t l y  f e a r i n g  

s c r u t i n y  by d e p a r t m e n t a l  p e r s o n n e l .  

Recommendations 

E f f o r t s  t o  a s s e s s  and improve job  s a t i s f a c t i o n  among p a t r o l  

o f f i c e r s  s h o u l d  be guided by a sys tems  p e r s p e c t i v e  t h a t  i n c l u d e s  a l l  job 

r e l a t e d  and  i n d i v i d u a l  f a c t o r s .  Pay and p romot iona l  o p p o r t u n i t i e s  - 

appear  t o  c a u s e  t h e  g r e a t e s t  d i s s a t i s f a c t i o n  among p a t r o l  o f f i c e r s  and 

d e s e r v e  a t t e n t i o n  i n  c o n c e r t  w i t h  o t h e r  f a c t o r s .  I t  is, o f  c o u r s e ,  one 

t h i n g  t o  s u g g e s t  t h a t  pay and p romot ians  need a t t e n t i o n  and q u i t e  
- - 

a n o t h e r  t o  e x p l a i n  how such  improvements might  f e a s i b l y  be  made. P r i o r  

r e s e a r c h  s u g g e s t s  t h a t  pay is  l i k e l y  t o  be o f  g r e a t e r  importance t o  

employees who cannot  o b t a i n  o t h e r  forms o f  s a t i s f a c t i o n  (Gruneberg,  

1 9 7 9 ) .  Thus, s a t i s f a c t i o n  w i t h  pay may be  enhanced by improving o t h e r  

job a s p e c t s .  Not a l l o w i n g  p romot iona l  p rocedures  t o  be t ied  up i n  - 

l i t i g a t i o n  is  o f  obv ious  importance t o  s a t i s f a c t i o n  w i t h  promotions.  

A d d i t i o n a l l y ,  some a l t e r n a t i v e  sys tems ,  such  a s  t h e  career p a t h  sys tem 





o r  t h e  t h r e e  t r a c k  concept ,  might be used t o  enhance o p p o r t u n i t i e s  f o r  

promotion (see Swank & Conser, 1983) .  Ensuring t h a t  f u t u r e  p o l i c e  

o f f i c e r s  have an accu ra t e  pe rcep t ion  of t h e  job, n o t  on ly  i n  terms of  

p o l i c e  f u n c t i o n s  and r o l e s ,  bu t  o t h e r  job f a c e t s  a s  w e l l ,  should a l s o  

have a  p o s i t i v e  impact on job s a t i s f a c t i o n .  

The b i v a r i a t e  a n a l y t i c a l  t echniques  employed dur ing  t h i s  s tudy  

produced a  number of weak, bu t  s i g n i f i c a n t  c o r r e l a t i o n s .  Income showed 

t h e  s t r o n g e s t  r e l a t i o n s h i p  t o  o v e r a l l  job s a t i s f a o t i o n  (r= - .20) .  Y e t ,  

on ly  about  4% o f  t h e  va r i ance  i n  o v e r a l l  job s a t i s f a c t i o n  (r  - = .004) was 

expla ined  by income alone.  To understand t h e  complex mix of  f a c t o r s  

t h a t  combine t o  produce job s a t i s f a c t i o n  it is apparen t  t h a t  f u t u r e  

r e sea rch  must stress m u l t i v a r i a t e  measures and a n a l y t i c a l  techniques.  





F o o t n o t e s  

'content  t h e o r i e s  (e.g., Maslow's h i e r a r c h y  o f  needs )  a t t e m p t  t o  s p e c i f y  
what needs  must be  m e t  f o r  a n  i n d i v i d u a l  t o  be  s a t i s f i e d .  P r o c e s s  
t h e o r i e s  (e.g., F e s t i n g e r ' s  t h e o r y  o f  c o g n i t i v e  d i s s o n a n c e )  a t t e m p t  t o  
s p e c i f y  t h e  t y p e s  of v a r i a b l e s  i n v o l v e d  i n  job s a t i s f a c t i o n  and how 
t h e s e  v a r i a b l e s  i n t e r a c t .  

' ~ x e c u t i v e s  i n  some a g e n c i e s  o b j e c t e d  t o  t h e  p r e s e n c e  o f  non- pol ice  
p e r s o n n e l  a t  r o l l  c a l l .  I n  such  c a s e s  t h e  su rvey  was admi-nis tered by 
mernber(s) o f  t h e  agency. 





APPENDIX A 

Survev Instrument 





SURVEY INSTRUMENT 

THE 
JOB 
DESCRIPTIVE 
INDEX 1 

CODE NUMBER 

i 
This questionnaire is part of a / study on police officers. Partic- 
ipation is voluntary and your 
identity will remain completely 
anonymous. If you choose to 
participate your honest and 
thoughtful answers will be greatly 
appreciated. 

i 
I Please fill in the above 
i - blanks and then turn the 

page. . . . .. 

' Bowling Green State University. 1975 





SURVEY INSTRUMENT (CONT.) 

- - . . .- -- -- - -- - - 

Think of your 
the t~me?  In 
below, write 

present work What is rt llke most of 
the blank beside each word given 

-+for Yes'' ~f it describes your work 

N f o r  "No" ~f ~t does NOT describe it 

3 
i f  you cannot decide 

........................................... 

WORK O N  PRESENT JOB 

- Fascinating 

- Routine 

- Satisfying 

- Boring 

- Cood 

- Creative 

- Respected 

- Hot 

- Pleasant 

- Useful 

- Tiresome 

- Healthful 

- Challenging 

- O n  your feet 

- Endless 

-Gives sense of atcompl~shment 

GO on to thta next page 

-- 





SURVEY I N S T R U M E N T  ( C O N T . )  

Thlnk ot the pay you get now How well does 
each of the follow~ng words descr~be your present 
pay) In the blank h i d e  each word, put 

-%- rf ~t descrrbes your pay 

1\l ~f ~t does NOT descrlbe ~t 

3 
if you cannot dec~de - 

..... . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  

PRESENT PAY 

Income adequate for normal expenses 

Satisfactory profit sharing 

Barely live on Income 

- Bad 

- I ncome provides luxuries 

Insecure 

Less than I deserve 

Highly paid 

- Underpaid 

Now please turn to the next page 





SURVEY INSTRUMENT (CONT.) 

Think of theopportuncties for promotttwi that you 
have now. How well does each ot the t o l l ~ m ~ t ~ f i  
mwds describe these? In the Mank k t &  each 
mwd put 

for "Yes" tf tt descrtbes your opportutitttcs 
for promotion 

& for "No" if ~t does NOT k c r ~ b e  then 

? if you cannot decide - 

OrrOllTUNlTlES FOR PROMOTION 

- Good opportunities for promot~on 

Opportunity somewhat ltrn~ted 

Promotion on ability 

Deadend job 

Good chance for promot~on 

Unfa~r promotton policy 

- Infrequent promot tons 

Regular promotions 

Fatrly good chance for promot~on 

Go on to the next page I 





SURVEY INSTRUMENT (CONT.) 

- - 

Th~nk ot the k~nd oi supervls~on that y w  get on 
your job How weil does each of the follow~ng 
words descrlbe th~s superv~s~on, In the blank 
bes~de each word below, put 

if ~t describes the superv~sion you get on 
your job 

n/ - ~f ~t does NOT describe it 
3 

if vou cannot decide 

........................................... 

SUP€RVISION ON MESENT 1 0 8  

- Asks my advice 

- Hard to please 

Impolite 

, Praises g o d  rvork 

- Tactful 

I 
! - Influential 

- Up-todate 

D o e s n ' t  supervise enough 

Qu~ck tempered 

Tells me where I stand 

1 . .  Annoying 

: - 
i - Stubborn 

K n o w s  job well 

- Bad 

f 
, Intelligent 

- Leaves me on my own 

Around when needed 

- Lazy 
I 
I 

Please go on to the next page . . 

.--- - - - - - - - 





SURVEY INSTRUMENT (cONT.) 

Thlnk of the malorlty of the people that vou work 
w~ th  now or the people you meet In c onnrc t~on  
w~ th  vour work tlow well does each of thr 
follow~ng words describe these pmpler In thr 
blank bes~de each word below, put + i f  11 describes the people you work w~ th  

IJ i f  i t does NOT +scribe them - 
3 

11 you cannot decide 

........................................... 
PEOPLE ON YOUR PRESENT )OB 

Stimulating 

Boring 

- Slow 

Ambitious 

- Stupid 

, Responsible 

- Fast 

- Intelligent 

Easy to make enemies 

, Talk too much 

- Smart 

- Lazy 

Unpleasant 

- No privacy 

Narrow interests 

- Loyal 

. Hard to meet 

Go o n  t o  t h e  n e x t  page . . . . . 





SURVEY INSTRUMENT (CONT.) 

DIRECTIONS: P l e a s e  p r o v l d a  t h e  l n f o r m t l o n  r e q u e s t e d  
o r  checK t h e  appropriate r e s p o n s e ( s )  t o  each o f  t h e  
f o l l o u l n p  q u e s t i o n s .  

I. n9e on I a s t  birthday: 

e. sex:  m1.0 Fenu l  l 0 
3. Race1 E lacK M l t e  

O t h e r  (spec l f ~ )  

4. RanK I n  p o l  I c e  d e p a r t m n t  : I 
5. M e n  d l d  you  e n t e r  p o l  I c e  UOrK as a  f u l l  t lm 

o c c u p a t  I o n ?  I 
Month Year 19- I 

6. M e n  d l d  you b e p l n  worK inp  f o r  t h e  d e p a r t m n t  
you  nou UorK f o r ?  I 
Month Year 18 - I 

7. Hou m n y  h o u r s  p e r  ueeK do you  t y p l c a l l ~  worK? I 
P o l  I c e  Job Othar  mnp lovmnt -  I 

8. B e f o r e  t a x e s  m d  o t h e r  deductions what 1s y o u r  
m o n t h l v  I n c o m ?  

From p o l  I c e  Job  S I 
From o t h e r  e n p l o ~ m n t  S I 

8 .  Hou m n y  u o r K I n 9  days have you  mlssed  I n  t h e  I a s t  
s i x  lnonths ( c o u n t  S ICK l e a v e  and o t h e r  days o f f  
b u t  do n o t  c o u n t  annual  u a c a t  I o n ) ?  1 

10. M a r i t a l  S t a t u s :  

~ l n p l e  [II1 hrr  l e d  

Wldoued Separa ted  o r  d l v o r c e d  q 
11. Hou many c h l l d r e n  do you  haue7  

le. m a t  t y p e  o f  uo rK  d i d  y o u r  f a t h e r  do u h l l e  
YOU mere s r o w l n p  UP? 

13. M a t  t y p e  o f  UOrK d i d  + o u r  nathmr do u h ~ l e  
you  were p r o u l n s  u p 7  

Oo o n  t o  t h e  n e x t  pame ..... 





SURVEY INSTRUMENT (CONT.) 

i ~ o n p ~ a t a d  h ~ p h  s c h o o ~ u  son* c o ~  ~ a s a  

i C o w l e t a d  a s s o c l a t a  d a s r a e  

C o w l a t e d  b a c h a l o r s  d a s r a a O  

C o n p l a t a d  s r a d u a t a  o r  d o c t o r s  daprea  

15. P o l l c a  and I n  sarulcm t r a l n l n n  ( I l s t  schools 
and t r a l n l n s  c o w l a t a d >  I 

16. 00 YOU p l a n  t o  cont lnum I n  p o l  l c a  UOrK u n t l l  
r a t  l r e m n t t  

1 17. ~o  you p l a n  t o  UOrK t o r  t h ~ s  d a p a r t m n t  u n t t t  I r e t i r e m n t ?  

/ 18. &en u l l l  YOU ba a1 l n l b l a  f o r  r a t  l r a m n t ?  I 1 Month Yaar 19- ! 
19. R r a  you r a p r e r a n t a d  by a  u n l o n  o r  a m l o r e e s  

assoc l a t  Ion?  

ee. W l l c h  o f  t h e  benaf I t s  l l s t a d  b a l o u  arm p r o u l d a d  
b y  your d a p a r t m n t  (chmcK a l l  t h a t  app ly  )?  

- S I C K  I a a u a  u l t h  pay 

p a i d  h o ~   days < x m s  a t c .  ) 

P a l d  u a c a t l o n  o r  annual  I a a u a  0 
R a t  i r a m n t  o r  pens Ion  p l a n  0 
Oroup I If. Insurancm 

P a i d  I l a b  11 I t y  Insurance 0 

THIIN( f o r  p a r t  1c1p.t i n s  I I+ you u ~ s h  t o  mara I 
any a d d l t l o n a l  c o n m n t s  about  your Job o r  t h l s  
q u a s t t o n n a l r e ,  p I a a s a  do so on t h e  n a x t  papa.  I 









APPENDIX B 

Scoring Procedures for - t h e  Job Descriptive Index (JDI) 





SCORING PROCEDURES FOR THE'JOB DESCRIPTIVE INDEX (JDI) 

SCORING THE JOB DESCRIM'IVE INDEX (JDI) 

General Instructions: 

All favorable answers are scored 3, all 
unfavorable are scored 0, and all mTssions or 
?s are scored 1. The fsvorable Y answers are 
given in column 1, and the favorable N answers 
in C o l m  2 of the scoring keys (blue cards). 

The Pay and Promotions scores are doubled 
in order to make them numerically equivalent 
to the scores on the other scales. 

Total JDI scores (not recmnded): 

We do not recomnend canputing a total JDI 
score, although Ilumerous investigators have done 
so. The subscales are discriminably different, 
have loaded on separate group factors with no 
general factor in repeated factor analytic 
studies, and do not intercorrelate highly 
despite their high reliabilities. Different 
aspects of, and changes in, the situation also 
affect the five ,subscales differently. Adding 
sub-scores is like adding apples and oranges. 

If, however, for some compelling reason a 
swnnary score is desired, the grand total of 
the five subscale totals of the JDI will give 
a measure which is at least as psychometrically 
sound as ocher avail able sunnary measures. 
Until additional research evidence is 
accumulated, a simple sum is as good as any 
more complicated weighting. (Do not attempt 
to weight by importance.) 





SCORING PROCEDURES FOR THE J O B  D E S C R I P T I V E  INDEX ( J D I )  ( C O N T . )  

SCORING KEY - WORK I 
I 

1. Place blue card on corresponding page of person's white answer booklet, 
coverirlp al l  btrt the answers, so that Col. 1 on blue card is t o  right of answer 
column of white page. Align corresponding dotted and solid lines. Write a 3 
on the white Ilage besidc each Y answer which niatches a Y o n  the card. 
2. Slide blue card t o  far left so that Col. 2 is to  left of answer t o l i ~ rnn  of white 
page. Align corresponding lines. Write a 3 on the white page for every N 
answer which matches an N o n  the card. 
3. Write a 1 on the white page beside each ? or omission. 
4. Total all 3's and l's, arid enter on  white page where the arrow indicates, 
WORK: TOTAL. 

....................................................................... .I 
i 

COL. 1 WORK ON PRESENT IOB COL. 2 j 

Routirie 

Satisfying 

-, Creative 
I 

! 
I 

Hot 

v Challenging - - 
on your feet .n 

+ GIVPS SPIICP of a( c uf l i~) l i~ l i lnPf l t  

WORK: TOTAL 4 

Rnwlinn Grnnt, C t n t n  I I n i \ r o r c i 4 1 r  1075  





SCORING PROCEDURES FOR THE JOB DESCRIPTIVE INDEX (JDI) (CONT.) 

SCORING KEY -- PAY 

1. Place blue card on correspontling page of person's white booklet, so that 
Col. 1 of blue card is t o  right of answer colunin of white page. A l i ~ l l  
corresponding lines. Write 3 on  the white pagp beside each Y answer whirlr 
matches a Y on the card. 
2. Slide blire card to  far left so that (101. 2 i s  t o  left of aris\wr cvlumn of white 
page. Align corresponding lines. Write a 3 on the while ~ ~ i g e  lor evcll y N 
answer which nlatches an N on thecard. 
3. Write a 1 on  [lie white page beside each ? or omisi ir~n. 
4. Total all 3's and 1's and enter at bottom of white pnRr wt~cre arrow on 
blue card indicates, StJM 
5. &>ubl~ this sun,. Enter on white page where last ntrow indicates, PAY. 
TOTAL. .................................................................. 

COL. 1 PRESENT PAY COL. 2 

+.Income adequate for norn~al expenqer 

~ ~ a t i s f a r t n y  profit sharing 

- Barely live on income n 
Bad n 
Income provities luxuries 

I nser ure ft 
Less than I deserve n 
tiighly paid 

Underpaid n 

SUM 

SUM X 2=PAY: TOTAL 





S C O R I N G  PROCEDURES FOR THE J O B  D E S C R I P T I V E  INDEX ( J D I )  ( cONT. )  

SCORING KEY - PROMOTIONS 

Place b h t ~  (.arc1 on rorrczl~onrling pngr of 11c!r5on's whilc I~ooklfbt, s o  (tiat 
(:ol. 1 r)f t~l ire card i s  t o  right of answer column of wliitc 11,tgc'. ,2lign 
c-orrcs~o~iding lirie5. Write 3 or1 [tip wliitc ~XIKI~ l)t,sidtt cbac h Y dnswvr wllir h 
nintrhec a Y on the card. 
2. Slide I ) l i r c b  card to  far left so that Col. 2 i s  to  It4t vf ar1swc.r column of wli i tr  
p a g ~  Align corrt:sponding lines. Write a 3 on the white oar:t> for r v w v  N 
ancwer which matches an N on the card. 
3 Write a 1 on tile white page beside each ? or omission 
4 rota1 all 3's and 1's and enter at bottom of white page where arrow on 
bluc c arc1 inciica~es, SUM. 
5.  Double this sum Enter on white page whew last arrow inrlit-atr.s, 

PROMOTIONS: TOTAL. 

COL. 1 OPPORTUNITIES FOR PRQMOTION COL. 2 

--j/-------~ood or,porti~nities for promotion 

Opportunity somewtiat limited 

-.Promotion on ability 

Dead-end job 

~ o n t l  chance for protriotion 

Unfair promotion polic-y .d 

,+, Fairly gcml chance for promotion 

SUM 

SUM X 2=PROMOTlONS: TOTAL 4 

Bowling Green  State University, 1975 





SCORING PROCEDURES FOR THE JOB DESCRIPTIVE INDEX (JDI) (CONT.) 

1 I ' larr t > l i t r  card on corresporiclrnn 1,agc of ljrrton's ~ l i t t c  hooklet, 50 [hat 
( o l  1 of I~luc. cart! 1s to r~gl i t  of ar1tnF.r colrrnin o l  \ \ h ~ t r  ~agc. Alrgrl 
c orrtlsl>oritl~ng I r r i c ~ s  Wrrte 3 on the white pagr I)OCI(~P (,a( 11 Y i1ti<nr(>r ~ 1 1 1 1  11 
niatclirs R Y oti th r  card 
2 511clr.blue I art+ to far Ivft so that t ol  2 15 to I ~ f t  of aris\vc.r c ol11111ri n f  wh~lr. 
~,ICP AItgn rotrc~spontltng lrncs W r ~ t e  a 3 on tlic whitr I~,I)!P for fwf'l '  N 

answer wlirc 11 r i ia fch~r an N on thrl c artf 
3 Wrrtr a 1 on the white !>age besick each ? 01 or i i r~s~ot i  
4 Total a11 3's aritl 1's and rn t r r  at hottr)rn of wl~i te  ll.lj;il i k l i * ' t ~ .  arrow or1 
blur  c rnrJrrates 

SUPERVISION TOTAI. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .  
COL. 1 SUPERVISION ON PRESENT JOB COL. 2 

Asks my advice 

+Praiq~s good work 

a Influential 

-" IJp-todale 

Doesn't supervise enough 

Quick trm11el.ed n 
-_?)L___ Tplls me where I stand - 

Annoying n 
Stubborn -- 

L/ Knows job well 
d 

)L-- Leaves me on my own -- 
4 Around when nwt led - 

Lazy t l  
SUPERVISION: TOTAL ' 

6, Bowlincr G r e e n  Stote [ I r ~ i v o r + i ~ v  I"?'; 





S C O R I N G  PROCEDURES F O R  THE J O B  D E S C R I P T I V E  INDEX ( J D I )  (CONT. )  

ScoutrJC %EY - PFOPLE OR CO-WORKCRS 

., -1 IJIa(-(. blue c arc1 or1 r trrc~sl,onclir~~ r).lk:e of ~)rlrson's wliite t ~ r x ~ k l r t ,  so 111at 
('01 1 of blcrc cart1 i s  to right of ariswor coltrrnn of whitc page ,\lil:n 
1 o t r r~s i~c~ r i t l i n~  lirlec Writ(. 3 c,r~ tltc white I,age I)c.sir l*, c>,~ch Y atlswt-I w l ~ ~ c  h 
rndlt hrs a Y on tlie c,~rtl 
? Slitlr I)Iu(l cilrtl to far left s o  that Col. 2 i s  to  Icft r)f at1swrr (.oIct1111r(~i wt~ i te  
pay!,! Align corrcsport(ling l i~ ics  Write a 3 o l i  the white pagcb for cBvtLry N 
ansivcr wliich n1atc.hc.s art N 011 the tarcl. 
3 W r i k  ,I 1 (313 tlrt! white page beside each ? tlr omissir)n 
4 Total all 'I's and 1's and critrr at bottom of white p~ige wlirrc arrow or1 
bl irr cart1 intlirates 

PEOPLE (OK C0WC)KSERS): TOTAL.. 
....................................................................... 

COL. 1 PFOFLE ON YOUR PRESENT JOB COL. 2 

Stupid .--AX- 

V I ast --- 
v Inlelligetrt 

Fasy to make enenlies ---. n 
- ralk too much n 

Unpleasant n - - 

NO privacy Y 
V . Active 

Narrow interests 
n 

--jL------ Loyal 

Hard to  meet 
n 

PEOPLE (OR CO-WORKERS): TOTAL 

rn Bowling Green State Utiiversity, 1975 
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Coding Instructions 





CODING INSTRUCTIONS 

1. Code a l l  miss ing  v a l u e s  w i t h  t h e  number "-1". 

2. U s e  t h e  f o l l o w i n g  i n s t r u c t i o n s  t o  code e a c h  o f  t h e  33 

v a r i a b l e s  measured by t h e  q u e s t i o n n a i r e .  

 VARIABLE^ COLUMN ( S ) 
NUMBER/ 

NAME 

CODE 

V- 1 1-3 E n t e r  code number on  survey  
I n d i v i d u a l  b o o k l e t  (001-300). 

I d e n t i f i c a t i o n  

V- 2 4,5 E n t e r  depar tment  i d e n t i f i c a -  
Department 

I d e n t i f i c a t i o n  

DeDartment S i z e  
( a c t u a l )  

v-4 
D e ~ a r t m e n t  S i z e  

(code 1 

v- 5 
Sample S i z e  

t i o n  code a s  fo l lows :  
01: 02: 
03: 04: 
05: 06 : 
07 : 08 : 
09 : 10: 
11: 12: 
13 : 14: 
3.5: 16 : 
17: 18: 
19 : 20: 
21: 22: 
2 3 : 
(Agencies n o t  i d e n t i f i e d  t o  - 

m a i n t a i n  anonymity) 

6-9 E n t e r  t o t a l  o f f i c e r  s t r e n g t h  
as s t a t e d  i n  Tab le  76 o f  
Uniform Crime R e p o r t s  (UCR) 

10,ll E n t e r  code f o r  depar tment  s i z e  
u s i n g  t o t a l  o f f i c e r s  column, 
Tab le  76, o f  UCR. 
01: 1-49 o f f i c e r s  
02: 51-399 o f f i c e r s  
03: 400 and g r e a t e r  

12,13 E n t e r  t o t a l  number o f  s u r v e y s  
o b t a i n e d  from r e p r e s e n t e d  
depar tment  f o r  f i r s t  e n t r y  
from r e p r e s e n t e d  depar tment .  
Code a l l  e n t r i e s  w i t h  -2. 





VARIABLE 
NUMBER/ 

NAME 

v- 7 
Sex - 
V- 8 

Race - 

v- 9 
Rank 

Years  i n  
P o l i c e  F i e l d  

CODING INSTRUCTIONS 

COLUMN ( S ) CODE 

V - 1 1  24,25 
Years  a t  Pres-  

e n t  Department 

V-1.2 26,27 
Hours P e r  Week 

P o l i c e  J o b  

V-13 28,29 
Hours P e r  Week 
Other  Employment 

V-14 
Monthly Income 
From P o l i c e  J o b  

Monthly Income 
From Other  Work 

Days o f  Work 
Missed 

E n t e r  age  on  l a s t  b i r t h d a y .  

Code as fo l lows :  
01: Male 02: Female 

Code as fo l lows :  
01: White 02: Black 
03: Other  

Code as fo l lows :  
01: Patrolman/Deputy 
02 : Corpora l /Sergean t  
03  : Lieu tenan t /Cap ta in  
04: Higher t h a n  C a p t a i n  

E n t e r  a c t u a l  y e a r s .  Round t o  
t h e  n e a r e s t  y e a r ;  i f  6 
months, round t o  t h e  
n e a r e s t  even  y e a r .  

Eriter a c t u a l  y e a r s .  Round t o  
t h e  n e a r e s t  y e a r ;  i f  6 months 
round t o  t h e  n e a r e s t  even 
year .  

E n t e r  a c t u a l  hours .  

E n t e r  a c t u a l  hours .  - - 
I f  b lank  o r  0 ,  e n t e r  -2. 

E n t e r  s t a t e d  income. 

E n t e r  s t a t e d  income. If  
b lank  o r  0, e n t e r  -002. 

E n t e r  number o f  days  
a b s e n t  from work. I f  
b lank  or 0,  e n t e r  -02. 





CODING INSTRUCTIONS 

VARIABLE 
NUMBER/ 
NAME 

COLUMN (S) CODE 

V-17 
M a r i t a l  S t a t u s  

Code as fol lows:  
01: S i n g l e  02: Married 
03: Separated/Divorced 
04: Widow (er) 

V-18 43,44 Enter  a c t u a l  number. I f  
Number Chi ldren  s i n g l e  e n t e r  -2. 

V-19 45,46 Enter  a p p r o p r i a t e  code from 
F a t h e r ' s  Work t h e  fo l lowing  l ist  of job 

ca t ego r i e s :  

01: S a l e s  (Examples: R e t a i l  s a l e s c l e r k ,  r e a l  e s t a t e  agen t ,  door- to- 
door s a l e spe r son ,  newspaper c a r r i e r ) .  
02: Of f i ce  and C l e r i c a l  (Examples: Shipping c l e r k ,  mai l  c a r r i e r ,  
s e c r e t a r y ,  t y p i s t ,  keypunch o p e r a t o r ,  c a s h i e r ,  bookkeeping).  
03: Se rv i ce  o r  Res tauran t  (Examples: Cleaning person,  dishwasher,  
cook, wa i t r e s s /wa i t e r ) .  
04: Trades o r  C r a f t s  (Examples: Mechanic o r  repairman, baker ,  
plumber, c a r p e n t e r ,  p a i n t e r ,  e l e c t r i c i a n ) .  
05: T ranspo r t a t i on  (Examples: Cab, bus, o r  t r u c k  d r i v e r ) .  
06: Manufacturing or Producing (Examples: Assembly l i n e  worker, 
m i l l  worker, packager,  meat- cut te r ,  f o r k - l i f t  o p e r a t o r ) .  
07: P ro t ec t i on  Se rv i ce s  (Examples: Po l i ce ,  s e c u r i t y  guard,  f i r e -  
f i g h t e r ,  park r a n g e r ) .  
08: A r t ,  Enter ta inment ,  Recrea t ion  (Examples: Dancer, a c t o r ,  
a t h l e t e ,  musician, a r t i s t ) .  
09: Laborer,  excep t  farm/ranch (Examples: Cons t ruc t ion  l a b o r e r ,  
gardener ,  t r u c k  loade r ,  warehouse pe r son ) .  
10: Farming/Ranching (Examples: Farmer, dairyman, farm l a b o r e r ,  
rancher ,  ranch  hand) . - - 
1 1 : ~ a r a p r o f e s ~ i o n a l  (Examples : Dental  a s s i s t a n t ,  nurse  ' s o r  
t e a c h e r ' s  a i d e ,  paramedic, p a r a l e g a l ) .  
12: P r o f e s s i o n a l  - Minis te r .  
13. P r o f e s s i o n a l  - Engineer,  a r c h i t e c t ,  s c i e n t i s t .  
14: P r o f e s s i o n a l  - Doctor, d e n t i s t ,  p sycho log i s t ,  p s y c h i a t r i s t ,  
lawyer. 
15: P r o f e s s i o n a l  - Teacher. 
16: P r o f e s s i o n a l  - Accountant. 
17: P r o f e s s i o n a l  - Nurse. 
18: Technical  (Examples: Draftsman, medical o r  l a b  t echn ic i an ,  
computer programmer, p i l o t ) .  
19: Manager o r  Adminis t ra tor :  (Examples: S a l e s  o r  o f f i c e  manager, 
school  a d m i n i s t r a t o r ,  buye r ) .  
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20: Owner o r  P r o p r i e t o r  (Examples: Cont rac tor ,  r e s t a u r a n t  owner, 
smal l  bus ines s  owner).  
21: M i l i t a r y  - Off i ce r .  
22: M i l i t a r y  - Enl i s t ed .  
23: Does no t  work f o r  pay o r  is  a homemaker. 
-2: Not Applicable .  

VARIABLE 
NUMBER/ 

NAME 

Mother ' s Work 

Education 

Plan t o  Continue 
i n  P o l i c e  Work 
t o  Retirement 

COLUMN ( S ) 

V-23 53,54 
Plan t o  Continue 
P re sen t  Depart-  

ment t o  RetiremenC 

V-24 
Years U n t i l  E l i -  
g i b l e  f o r  Retirement 

Represented 
by Union 

CODE 

Enter  a p p r o p r i a t e  code from 
prev ious  list (V-19) of  
job c a t e g o r i e s .  

Enter  a p p r o p r i a t e  code from 
t h e  fol lowing list:  
01: Completed high school  
02: Some c o l l e g e  
03: Completed a s s o c i a t e s  

degree 
04: Completed bache lo r s  degree  
05: Completed mas te rs  o r  

d o c t a r s  degree 

Enter  a p p r o p r i a t e  code: 
01: Yes 02: No 

Enter  a p p r o p r i a t e  code: 
01: Y e s  02: No 
-2: I f  answered no t o  prev ious  

ques t i on  (V-22). - - 

Ente r  a c t u a l  years .  F.ound 
t o  t h e  n e a r e s t  y e a r ;  i f  6 
months t o  t h e  n e a r e s t  even 
year .  

Enter  a p p r o p r i a t e  code: 
01: Y e s  02: No 





VARIABLE 
NUMBER/ 

NAME 

Work on  P r e s e n t  
J o b  

V-27 
P r e s e n t  Pay 

Oppor tun i ty  f o r  
Promot i o n  

S u p e r v i s i o n  on 
J o b  - 
V-30 

People  on J o b  

V-31 
Promote on 

A b i l i t y  

Unfa i r  Pro- 
motion P o l i c v  

CODING INSTRUCTIONS 

COLUMN ( S ) 

v-33 
Respected 

CODE 

E n t e r  t o t a l  s c o r e  f o r  t h i s  
s e c t i o n  o f  J o b  D e s c r i p t i v e  
Index ( J D I )  . U s e  s c o r i n g  key. 
A l l  f a v o r a b l e  answers  are 
s c o r e d  3 ,  a l l  u n f a v o r a b l e  
answers  a r e  s c o r e d  0 ,  a l l  
omiss ions  o r  "?"  a r e  s c o r e d  1. 

E n t e r  t o t a l  s c o r e  f o r  t h i s  
s e c t i o n  o f  t h e  J D I .  

E n t e r  t o t a l  s c o r e  f o r  t h i s  
s e c t i o n  o f  t h e  J D I .  

E n t e r  t o t a l  score f o r  t h i s  
s e c t i o n  o f  t h e  J D I .  

E n t e r  t o t a l  s c o r e  f o r  t h i s  
s e c t i o n  o f  t h e  J D I .  

E n t e r  a p p r o p r i a t e  code f o r  
r e s p o n s e  t o  t h i s  q u e s t i o n  
on J D I :  
01: Yes 02: No 
03: Cannot Decide 

Erlter a p p r o p r i a t e  code f o r  
r e s p o n s e  t o  t h i s  q u e s t i o n  
on  J D I :  
01: Y e s  02: N o  - 
03: Cannot Decide 

Eriter a p p r o p r i a t e  code f o r  
r e s p o n s e  t o  t h i s  q u e s t i o n  
on J D I :  
01: Y e s  02: N o  
03: Cannot Decide 
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