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CHAPTER I

INTRODUCTION

Job Reactions

Over the past thirty years, the topic of worker's
responses to their jobs has generated an extraordinary
number of research studies (Brousseau, 1978; Cawsey et
al., 1982; Curran and Stamouth, 198l1; Ferratt, 1981;
Ghiselli and Johnson, 1970; Hackman and Lawler, 1971;
Herzberg, 1966; Hoppock, 1935; Imparato, 1973; Korman,
1971; Larson et al., 1984; Lawler and Porter, 1967;
Mowday, 1982; Nash, 1983; Porter, 196l1l; Schaeffer, 1953;
Schmitt et al., 1978; Turner, 1964; Wanous and Lawler,
1972). The results of these studies are of interest to
both the workers themselves and the organizations
employing them. Organizational interest in these studies
continues to focus on how worker responses translate into
productivity. As the subject of these investigations,
workers evidence concern for meeting their needs for
fulfillment and receiving adequate compensation for their
efforts. However, many existing investigations do not
address the changing work arena and its impact upon worker
job reactions.

The work scene is in the midst of transition and a

significant component underscoring this change is a shift



in worker values (Locke, 1976). Increases in
technological advances and a general decline in job
stability for many occupations challenge traditional work
values. Workers want to know the.employers to whom they
are loyal. They want some evidence of their personal
worth from the employing organizations which they trust
and respect. Workers who value a reciprocal relationship
with their employers experience increasing difficulty
identifying with large corporations whose bureaucratic
procedures seem highly impersonal (Brown, 1976).

As a result of these developments, the general
workforce is beginning to overtly articulate and act upon
what it has always covertly valued (Cooper et al., 1979).
Work strikes are an aggressive measure for maintaining
values and desired options ("The Nurses' Discontent,"
1981). A more subtle expression of discontent is through
the impact of needs and values upon performance motivation
(Vroom, 1964). Organizations are acutely aware of the
inextricable link between motivation and productivity.

A prevailing response to this situation on the part
of organizations is through quality of work life
activities. OQuality of work life, QWL, activities reflect
the degree to which workers are able to satisfy important
personal needs through their experiences at work.

Ideally, OWL provides an approach for creating an
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industrial democracy through which workers participate in
corporate decision making (Suttle, 1977).

However, QWL remains a generalized plan for
increasing worker performance motivation. In spite of
this organizational intervention, many important worker
needs still remain unmet while many changing values are
still not recognized. This situation clearly calls for an
improved approach to understanding worker discontent.
This can be accomplished by a detailed analysis of the
important needs, values, and related'aspects of job
satisfaction as factors that significantly affect worker
performance motivation.

Need for the Study

Organizations know they exert a significant amount
of influence upon the motivation that workers experience
for their jobs'(Lawler, 1973). However, existing
organizational approaches to motivational problems reveal
a lack of sensitivity to worker individuality. Many
solutions to this problem are based on the belief that
workers are interchangeable parts of an organization. A
more contemporary strategy for enhancing motivation
proposes that organizations match workers with jobs
(Hackman and Oldham, 1980). This investigation integrates

Hackman and Oldham's beliefs about the needs of today's



worker in addition to other facets of work life that make
an impact upon productivity.

Comprehensive review of a selected worker sample
can increase appreciation for the characteristics that
influence worker performance motivation. This type of
review can be efficiently undertaken by utilization of a
profile. The profile includes selected salient components
that individually describe each worker. Profiles can be
compared on many different levels with respect to
speculations and possible conclusions about performance
motivation.

First-line managers who are Head Nurses comprise an
employee group deserving further consideration. The Head
Nurse's profiles include job reactions, job satisfaction,
values, and needs that are correlated with their rated job
performance in answer to the following seven research
questions:

1. What are the Motivating Potential Scores as
measured by the Job Diagnostic Survey for the first-line
managers, Head Nurses, in different job performance
categories?

2. What are the general job satisfaction scores
as measured by the Minnesota Satisfaction Questionnaire
for first-line managers, Head Nurses, in different job

performance categories?



3. What is the correlation between high
Motivating Potential Scores as measured by the Job
Diagnostic Survey and high general job satisfaction scores
as measured by the Minnesota Satisfaction Questionnaire
for first-line managers, Head Nurses?

4. What are the operative values as measured by
the Personal Values Questionnaire for first-line managers,
Head Nurses, in different job performance categories?

5. What are the operative values for first-line
managers, Head Nurses, with a pragmatic primary mode of
valuation and first-line managers, Head Nurses, with an
affective primary mode of valuation as measured by the
Personal Values Questionnaire with respect to rated job
performance?

6. What are the need levels for achievement,
aggression, autonomy, change, deference, dominance, and
intraception as measured by the Edwards Personal
Preference Survey for first-line managers, Head Nurses, in
different job performance categories?

7. What is the relationship between the needs for
and values of achievement, aggression, autonomy, change,
obedience/deference, influence/dominance, and
compassion/intraception for first-line managers, Head

Nurses, in different job performance categories?



Key aspects of this investigation highlight its
uniqueness. This study takes into account the
interrelationships among a greater number of significant
variables than previous efforts reported in the literature
(Ansari et al., 1982; Brousseau, 1978; Campbell, 1976;
Cawsey et al., 1982; England, 1975; Ginzberg et al., 1982;
Hackman et al., 1975; Langer, 1982; Lawler, 1982; Manoff,
1974; Newman, 1975; Porter et al., 1976; Rokeach, 1973;
Salancik and Pfeffer, 1977; Terborg and Davis, 1982;
Wandelt, 1981). These variables include work values,
personal needs, responses to the design of the job, and
job satisfaction. Instruments utilized to measure these
variables are the Personal Values Questionnaire, Edwards
Personal Preference Schedule, Job Diagnostic Survey, and
Minnesota Satisfaction Questionnaire, respectively. A
demographic questionnaire further categorizes these
variables. This information is correlated with job
performance specially rated for the purposes of this
investigation. The summation of all these variables
combine to form a profile of each subject.

Subjects

The subjects in this investigation are Head Nurses
who are first-line nursing managers working in a hospital.
In general, managers are an important group of workers

worthy of investigational attention. Only the past twenty
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years offer large-scale studies of managers. However, the
pervasiveness and complexity of these important positions
demand further study (Porter and Lawler, 1969). This
study features managers because of the impact their
motivational level has upon others in relation to
operationalizing orggnizational goals. First-line nursing
managers, Head Nurses, are selected to represent the broad
perspective of first-line managers working in a hospital.

Limitations

This investigation is bounded by several
limitations. The investigation cannot control all
organizational variables influencing the subject's
responses to the design of their jobs and their job
satisfaction. Its findings are limited to Head Nurses at
Northwestern Memorial Hospital as representative of first-
line nursing managers who work in a hospital setting, in
particular. It is further limited by the size of the
sample. This investigation is limited by the four major
variables selected for inclusion in the profile and the
instrument's assessments of these variables.

Definition of Terms

This investigation requires definition of and
explanation for the following seven salient terms: Head
Nurse, reaction to job design, job satisfaction, values,

heeds, rated job performance, managerial profile. The



first term is Head Nurse, a first-line patient care
manager (Clark and Shea, 1979) and the Northwestern
Memorial Hospital job title for all the nurses
participating as subjects in this investigation. The
second term is reaction to job design which reflects the
Head Nurse's responses to their work's motivational
factors as expressed in the Motivating Potential Score of
the Job Diagnostic Survey (Hackman and Oldham, 1980). The
third term is job satisfaction which reflects the Head
Nurse's emotional responses to their work as measured by
the Minnesota Satisfaction Questionnaire's general
satisfaction score (Ferratt, 1981l; Weiss et al., 1967).
The fourth term is values which reflects the Head Nurse's
stable beliefs directing their behavior identified by the
Personal Values Questionnaire (England, 1975; Rokeach,
1973). The fifth term is needs that reflects the Head
Nurse's levels of their manifest needs measured by the
Edwards Personal Preference Schedule (Edwards, 1975;
Murray, 1938). The sixth term is rated job performance
which reflects recent Head Nurse job performance
identified by their regular evaluators on the Supervisor
Rating Form, a modified version of their standard
appraisal form. The seventh term is managerial profile

which describes the job reactions, job satisfaction,



values and needs of each Head Nurse with respect to rated
job performance.

organization of the Study

Chapter I discusses the importance of identifying
first-line manager's motivation for their jobs as it
correlates with their job performance. How these two
major variables are related is the research question this
investigation is attempting to answer. Chapter II reviews
the salient aspects of the literature in relation to the
manager's values, needs, reactions to the design of their
jobs, and job satisfaction. Chapter III outlines the
methodology for data collection, instrumentation utilized,
the investigation's design, and its sample. Chapter IV
presents the analysis of the data collected. Chapter V

summarizes the investigation.



CHAPTER II

REVIEW OF THE LITERATURE

Chapter Outline

This chapter reviews the existing literature
relevant to employee interactions with their jobs in
addition to underscoring the necessity for investigating
the topic further. To accomplish this task, Chapter II
outlines a theoretical framework which explains the
rationale for utilizing a profile approach to enhance
understanding of a particular population sample. Aspects
of this profile, as derived from and supported by a
literature review, are explained in depth. From the
numerous questions proposed by the literature, seven

questions are considered to direct further study.

THEORETICAL FRAMEWORK

Worker Motivation

The identification and measurement of worker
responses to their jobs dominates research efforts in
organizational behavior (Salancik and Pfeffer, 1977).

This extensive research tradition holds tenaciously to the
belief that job reactions have the potential to explain

worker motivation (Jenkins et al., 1975). Because of its

10
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1ink with productivity, worker motivation is a prevalent
subject in organizational research.

Lewin's (1938) pioneering work gives some context
to the numerous speculations about the etiology of worker
motivation. For Lewin, two major factors combine to
determine worker motivation. These factors are the
employees themselves and the organization. Thus,
employee's organizational behaviors are a function of
their personal characteristics as they relate to the
characteristics of the organization (Newman, 1975).

McClelland is a psychologist who has spent years
studying the motivation of managers (Williams, 1978).
Through his research he offers another proposal to explain
the interaction between worker motivation and performance.
He believes achievement motivation is an important
motivator of good performance in work organizations.
Achievement motivation is a desire to be successful in
competitive situations or a desire to perform in terms of
a standard of excellence (McClelland, 1953). According to
McClelland, workers whose achievement motivation is high
should be excellent performers in certain work situations.
His achievement assessment methods remain somewhat
cumbersome and difficult to apply for organizations

interested in understanding and identifying worker's
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motivation to perform well in their jobs (Hackman and
oldham, 1980).

Expectancy theory models offer a very promising
framework to compensate for the lack of a motivation model
which effectively combines existing knowledge into a
comprehensive motivation theory (Nadler and Lawler, 1977).
The work of Vroom (1964) and Porter and Lawler (1968) are
typically associated with expectancy theory. However, the
theory was originally developed in the 1930's by E.C.
Tolman and Kurt Lewin (Williams, 1978). A brief
explanation of the theory reveals its potential for
explaining this complex situation of worker motivation.

Underlying Vroom's (1964) hybrid model is the
belief that worker motivation is the major determinant of
organizational outcomes. Vroom bases his approach on the
three important concepts called expectancy, valence, and
instrumentality. Expectancy refers to the perceived
probability that a given level of effort will result in a
specified outcome. For instance, a worker may wonder
about the likelihood of high performance, which reflects
effort, resulting in a promotion, which is an outcome.
Before deciding the relationship between performance and a
promotion, workers must identify the value an outcome

holds for them. This value is what Vroom terms valence.
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valence reflects the strength of a worker's desire for or
attraction to the outcomes of different courses of action.

Vroom makes a further distinction between first-
level and second-level outcomes. First-level outcomes
concern external rewards like money, a promotion, or some
form of recognition. Second-level outcomes concern the
satisfaction of inner needs, or lack of them, toward which
the first-level outcomes are purportedly directed (Vroom,
1964). An example can illustrate this distinction between
first-level and second-level outcomes.

An employee with a strong expectancy believes that
a certain high level of performance will result in a
promotion which is a first-level outcome. The promotion
can be viewed as a complement to existing self esteem and
enhancement to the worker's sense of achievement.
However, the promotion can also be viewed as primarily
leading to the loss of friends and involving a high level
of personal frustration. Thus, the promotion is not a
strong motivator. This is especially true if the valence
of achievement is low and the valence of friendship is
high. The distinction between internal and external goals
and rewards helps to objectify many of the motivational
conflicts within the worker (Williams, 1978).

Expectancy theory's deceptively simple approach for

calculation and explanation of worker motivation has
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engendered a substantial grouping of critical reviews.
over fifty available studies test the validity of
expectancy theory's approach to predicting employee
behavior. Almost without exception, the studies confirm
the predictions of the theory (Nadler and Lawler, 1977).
In spite of these encouraging results, the studies also
indicate some problems with the model. Two major problems
are readily apparent.

One problem has to do with the model itself. The
model is based on the assumption that workers make very
rational decisions after a thorough exploration of all the
available alternatives. A further assumption is that
workers weigh the possible outcomes of all their
alternatives. However, research observations reveal that
individual decisioh—making processes are rarely this
thorough. The decision-making process usually terminates
before individuals determine if other possibilities are
more desirable than their original choice. The model may
indicate a more complex decision-making process than
actually takes place for most people (Nadler and Lawler,
1977).

Another problem with expectancy theory is testing
the entire model using representative groups. Some
researchers believe that the theory is so complex that it

exceeds the measures which exist to test it (Lawler and
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suttle, 1972). The typical measurements used to test the
model are survey questionnaires that are not always
scientifically validated. This testing difficulty leaves
two concerns remaining. One concern is if the model can
actually be tested and the other deals with the true
applicability of the model.

Expectancy theory offers some direction for
understanding worker behavior in relation to needs and
organizational rewards. The research on reward importance
suggests that promotion and pay are the two most important
extrinsic rewards that most organizations offer their
employees. However, the research also suggests that there
are large individual differences in the degree to which
these rewards are valued or have a high universal valence
(Lawler, 1973). Needs for esteem, recognition, and self
actualization are considered by expectancy theorists as
determinants of valence (Porter and Lawler, 1969).

Regardless of their differing perspectives,
theories of or approaches to worker motivation offer a
common theme. The ability to influence employee
motivation is crucial to the effective management of
organizations. However, before organizations can
influence their employee's motivation, they must begin by
knowing who their employees are and how they react to

their jobs. The extent to which worker motivation exerts
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a direct impact upon productivity in a given situation
requires careful documentation of the quality of employee
performance (Gordon, 1982). An approach for increasing
this necessary knowledge about a selected employee
population with the ultimate goal of enhancing an
organization's potential for influencing worker motivation
is suggested in the literature.

Profile Perspective

One approach for enhancing existing knowledge about
the complex relationship between worker and job is to
utilize a composite assessment of salient factors
affecting the relationship. A comprehensive composite is
a profile of worker values, needs, reactions to the design
of the work, and job satisfaction. Correlating these
factors with job performance completes the profile
assessment task.

This method is partially based on a major approach
to organizational research. The research recommends the
study of individual differences within a single
organizational context (Herman and Hulin, 1972). As a
methodology, the profile studies a group of individuals
who assume the same organizational role or have the same
job title. Though no two work positions are ever
completely alike, the major variables included in a

profile should identify significant differences of
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interest to organizations. Previous investigations
utilize a similar approach to obtain a clearer
understanding of managerial values which are believed to
shape behavior (England, 1975).

Work;r characteristics and reactions to the job
itself combine to determine job satisfaction and
productivity. The profile enhances the usual treatment of
worker characteristics which only considers basic
demographic information. One investigation of nursing
specialties, draws the conclusion that specific job
responsibilities affect performance, job satisfaction, and
individual work motivation (Joiner et al., 1982)

Another investigation recommends a slightly
different approach. To identify individual differences in
attitudes, Stone and Porter (1975) recommend determining
the relative power of job characteristics and
organizational variables for explaining the differences.
Another researcher stresses the importance of knowing the
comparability of external work features and the internal
attitudes workers bring to the job (Locke, 1976). The
profile can comprehensively embrace all of these
recommendations.

Managers
Understanding the nature of job perceptions held by

people in management positions is appropriate for the
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study of organizational problems (Porter, 1961). First-

1 ine managers are particularly important because they
translate and transmit organizational goals and objectives
through those who report to them. To operationalize
organizational objectives, these managers must maintain a
high motivational level for their own positions (Porter et
al., 1976).

Unmotivated managers are unlikely motivators of
workerg under their direction (Herzberg, 1976). The
impact of manager's motivation for their own positions
makes a crucial difference in directing the performance of
others. With regard to the sufficiently complex and
difficult nature of these positions, an ironic aspect of
managerial life is that high effort alone does not
guarantee good managerial performance (Lawler, 1973).

Studies of managerial success offer some
information and direction. One investigation of
managerial achievement and risk=-taking behavior concludes
that the interaction or fit between personal work
orientations and organizational climate makes a
significant contribution to the variance in career success
among managers (Ansari et al., 1982). Current research
findings are still presenting challenges, especially in

relation to determinants of success for managers.
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As leaders in managerial research efforts,
McClelland and Boyatzis (1982) offer another perspective.
rhey believe that researchers still do not know how some
personality characteristics relate to success in
management. Hackman and dldham (1980) encourage other
researchers to continue in their attempts to identify
attributes of people that reliably predict effective
supervisory performance.

The literature suggests an additional approach that
focuses on a special aspect of managerial success as it
relates to motivation. Manaéerial success can be viewed
in relation to identified, recent job performance because
motivation and job performance form such a highly positive
correlation to one another (Hackman, 1977). Managerial
job performance can be correlated with values, needs, and
job reactions to more specifically identify managerial job

motivation. These components can form a managerial

profile.

MANAGERIAL PROFILE COMPONENTS

Worker Values

A number of reasons underscore the necessity for an
organization's gaining some insight into its worker's
values (McMurry, 1963). Worker values and the meaning of

work is shifting (Mindell and Gordon, 198l1). 1In addition
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to requests for increased employee benefits, contemporary
workers want a voice in decision-making and company policy
formation (Mowday et al., 1982). 1In fact, this recent
alteration in employee's values constitutes one of the
most important changes affecting worker motivation in over
thirty years (Lawler, 1982).

Individual behavior is best understood as being
related to and/or determined by personal values and value
systems (Sikula, 1971). For workers, their values have
the potential to explain key aspects of job satisfaction.
Identification of employee values is essential because of
its impact upon productivity and profitability. Thus,
knowledge of critical work-related employee values can
assist organizational efforts to increase productivity
(Jackson and Mindell, 1980). Some value definitions can
further direct this discussion of value's impact upon work
behavior.

A value is a single and enduring belief that guides
actions and judgments more than attitudes (Rokeach, 1969).
Because they are determinants of attitudes and behaviors,
values describe and explain differences and similarities
between people (Connor and Becker, 1975). Work value
systems are constellations of attitudes and opinions with
which people evaluate their jobs and work environment

(Pennings, 1970). Values are conceptions of what is



21

jmportant to a person and, as such, instigate behavior
(Kluckhohn, 1962). Value identification clearly offers
insight into worker behavior.

Identifying the relationship between managerial
values and organizational performance has the potential
for improving organizational effectiveness (Ryan et al.,

- 1981). Two general facts about values support the pursuit
of this knowledge. First of all, there is no question
that value conflicts exist within organizations (Brown,
1976). Also, values outline rules for making choices and
resolving conflicts (Rokeach, 1969). Organizations must
know how their managers resolve conflicts and make
choices.

Personal work values determine managerial job
performance (Ryan et al., 198l1). In fact, values are
directly related to indices of managerial success (Posner
and Numson, 1981, a). Managers are experiencing fewer
incentives to perform well because some of the major
rewards for good performance are missing (Cooper et al.,
1979). Managerial values include a dedication to
excellent performance for themselves and those who report
to them. Organizations must outline a method for
measuring managerial values so they can ascertain how

managerial values determine performance.
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The measurement of values is based on some
assumptions about its impact on behavior. Values are a
system of beliefs that outline a frame of reference or
standard against which behavior is judged. Consequently,
values offer predictive merit and practical utility for
attempts to understand behavior (Cofey and Appley, 1964).
values are the most useful way to access information about
the intricate forces motivating behavior in the work arena
(Brown, 1976). Work values describe internalized need
states (Deitrich, 1977). Though values clearly direct
work behavior, their measurement methodology remains
controversial.

Several approaches to the measurement of values are
available for the organizational researcher. Sociology
proposes the interview method to test values directly.
Researchers ask respondents about how they handle certain
situations and which of their values influence their
behavior. This approach is unfortunately unable to reach
the high level of abstractions at which value orientations
are conceptualized (Kluckhohn and Strodbeck, 196l1). This
method is cumbersome and very time consuming.

Another method is the essay approach to value
identification., Participants utilize an autobiographical
approach to recounting certain life events. Content

analysis reveals instances of clear reliance upon value
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systems to direct behavior. The essay methodology offers
some promise but is plagued by some significant, inherent
psychometric difficulties (DeVolger and Ebersole, 1981).
There is a surprisingly small number of scales that
measures values directly. However, measuring values by
using some type of scale is presently the most viable
approach available. 1In fact, the value profile offers the
best methodological alternative (Connor and Becker, 1971).
England's investigations of values as determinants
of behavior feature managers. His years of research with
managers outline a value framework which includes a set of
reasonable assertions, a model, and a resulting
instrument. Fundamental to his value theory is the belief
that manager's values influence their interpersonal
relationships, decision-making, problem solving, and
acceptance of or resistance to organizational pressure and
goals (England, 1967). Managers make choices regarding
problems and decisions which reflect their value systems.
England's model is designed in relation to
managerial characteristics. Values are divided into
categories relevant to managerial life. The values
assessed form groupings concerning business goals, groups
of people, ideas associated with people, personal goals of
individuals, and ideas about general topics (England,

1975).
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England's model for understanding and identifying
values is unique because it recognizes several classes of
overlapping values. Values can be conceived, operative,
ot intended. Conceived values are comprised of operative
values, intended values, and adopted values. Operative
values have a relative probability of being translated
from the intentional state into actual behavior. Intended
values are viewed as important but may have only a
moderate probability of being translated from the
intentional state into behavior because of situational
factors. Adopted values are less a part of the
personality structure and affect behavior only because of
situational factors (England, 1975).

Completion of England's instrument reveals many
important aspects of a manager's value system. The
primary mode of valuation uses an importance scale because
the general value of an object or idea is largely a
function of its degree of importance to a person (England,
1975). Managers functioning at the same organizational
level can be compared in relation to their primary mode of
valuation with regard to assessed performance. This
comparison should reveal which values translate into which
types of behavior within an organization.

England's model also offers three secondary modes

of valuation. The pragmatic mode of valuation identifies
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a manager as guided by success-failure considerations.
The ethical-moral mode implies an evaluative framework.
The ethical-moral manager's behavior reflects actions and
decisions judged to be right and in opposition to those
judged wrong. The affective mode suggests an evaluative
reference guided by hedonism. Managers with an affective
mode of valuation behave in ways that increase pleasure
and decrease pain (England, 1974).

England's approach to values measurement continues
to receive attention in the literature. One study
utilizes his approach to determine success differences
between black and white managers (Watson and Williams,
1977). Another investigation uses it to review gender in
managerial values (Posner and Munson, 1981, b). Other
studies scrutinize the instrument's psychometric potential
(Clare and Sanford, 1979; Posner and Munson, 1981, c).
Krausz's findings caution not to isolate the measurement
of values without regard for personal needs (Krausz,
1982).

Personal Needs

The impact that meeting personal needs has upon
personality disposition continues to capture professional
psychological interest in addition to vast public media

attention (Maloney, 1979). Maslow remains prominent in
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reference to a convenient framework for understanding need
fulfillment.

Maslow (1970) offers a set of hypotheses that
explains how the satisfaction of human needs affects their
importance. For Maslow, needs exist in a hierarchy.
Therefore, individual behavior is motivated by an attempt
to satisfy the need which is most important at any
particular time. After satisfaction, attention is focused
on the fulfillment of other needs (Maslow, 1970).

The application of Maslow's theory to the work
setting has almost revolutionized contemporary opinions
about worker's needs in relation to their jobs. Research
efforts identify clear differences among worker needs
(Steers and Braunstein, 1976). These differences are
definitely related to personal needs, particularly with
respect to individual worker structures (Cawsey et al.,
1982).

Because of its particular significance, one study
continues to be replicated. Participants in the study
ranked fourteen job factors from five different
perspectives to compare self-perceived needs. Worker,
managerial, and union perspectives reveal very interesting
differences (Gluskinos and Kestelman, 1971). Findings

identify that workers rank their own needs in a very
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different order from others ranking how they would
estimate workers to rank their needs.

Similar to Maslow's need framework is Herzberg's
(1966) Two~-Factor Theory. Herzberg offers organizational
researchers some direction for the categorization of work
satisfiers and dissatisfiers. Work satisfiers and
dissatisfiers are not opposites. Herzberg's
conceptualization of satisfiers as separate from
dissatisfiers clearly establishes that job satisfaction is
not simply the absence of dissatisfaction (Maier, 1971).

Work satisfiers are related to motivators which are
internal factors. Work dissatisfiers are related to
hygiene factors which are external (Herzberg, 1966).
Herzberg's factors are similar to Maslow's lower-order
needs and motivators reflect Maslow's conceptualization of
higher-order needs.

As a result of recent research scrutiny, Herzberg's
and Maslow's contributions suffer from similar criticisms.
Despite the general acceptance of his approach, Maslow's
need hierarchy is difficult to test and receives little
research support (Lawler and Suttle, 1971). When
physiological needs are reasonably well satisfied, there
appears no way to predict which of the higher-order needs
increases in importance for a particular person (Williams,

1978).
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Herzberg's theory points attention directly to the
enormous significance of the work itself as a factor in
the ultimate motivation and satisfaction of employees.
Regardless of this important contribution to available
jnformation explaining employee motivation, researchers
are unable to provide empirical support for the major
tenets of Herzberg's theory because of its severe
practical difficulties when applied to the planning and
implementing of actual job changes (Hackman, 1977).

Herzberg's theory is useful in focusing attention
upon the importance of job content factors as related to
job satisfaction (Williams, 1978). However, his theory
appears to be an oversimplification. Repeated factor
analytic studies of job attitudes fail to demonstrate the
existence of two independent factors corresponding to
motivators and hygiene factors (Campbell et al., 1976).

Though research findings cannot completely embrace
the broad scope of their theories, Maslow's pioneering
work and Herzberg's significant contributions continue to
make an impact upon current speculations about worker
needs. Many motivational theorists believe that most life
situations have the potential for frustrating or
fulfilling individual needs. 1Individual attitudes and

motivation result from the action of the need-fulfilling
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and frustrating properties of situations (Salancik and
pfeffer, 1978).

With respect to the work setting, particular kinds
of employee needs are receiving extensive research
attention. These needs are loosely referred to as growth
needs. They are similar to Maslow's conceptualizations of
gself-esteem needs. With regard to the complementarity
between workers and job, growth needs gain importance.

The theory states that workers with strong growth needs
respond more positively to enriched jobs than workers with
weak growth needs (Champoux and Peters, 1980; Hackman and
Oldham, 1980; Helphingstine et al., 1981; Quastel and
Boshier, 1982).

Psychological needs determine worker's motivational
responses to their jobs. The application of this belief
states that workers with strong growth needs require
challenging jobs to experience high motivation to perform
well (Hackman and Lawler, 1971; Hackman and Oldham, 1976).
Growth needs concern needs for personal accomplishment,
for learning, and for continuing development. The
strength of growth needs determine the extent to which
employees experience internal work motivation. Hackman
and Oldham's (1980) theory of internal work motivation is
explained more completely in the section reviewing worker

reactions to job design.
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A variable often used to moderate the relationship
petween job characteristics and job reactions is higher-
order need strength. Higher-order need strength is the
impact which the self esteem needs like recognition,
achievement, and accomplishment exert. As a variable in
needs-related research, higher-order need strength is the
variable that shows the most consistent relationship
between job characteristics and job satisfaction (Brief
and Aldag, 1975). The empirical identification of this
relationship reveals the finding that workers wanting to
meet their higher-order self esteem needs seek positions
offering personal growth, accomplishment, and achievement.

The notable work of Stone et al. (1977) attempts to
detect the effects of need for achievement and need for
autonomy upon the relationship between job satisfaction
and job scope. The Stone et al. (1977) research efforts
distinguish themselves by their reliance upon robust
statistical treatment of the research data. Their
approach to the data reveals that the need for autonomy
and the need for achievement show varying degrees of
covariance with both the independent variable of job scope
and the dependent variable of job staisfaction (Stone et
al., 1977). The credibility of the Stone et al. (1977)
findings is due to their rigorous adherence to strict

research protocol.
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The findings of Stone et al. (1977) continue to
form the basis for subsequent research. One such major
project undertaken by Terborg and Davis (1982) reviewed
employee reactions to enlarged jobs. Terborg and Davis
- (1982) wanted to empirically test the belief that enlarged
or enriched jobs meet higher-order worker needs for
?ersonal development. To test the assumptions that
enriched jobs can satisfy higher-order needs, five
different treatment groups performed two different tasks,
one enriched and one not enriched. Their efforts proved
that enlarged jobs do meet higher-order worker needs for
personal development. This conclusion is based on
rigorous statistical treatment of these data (Terborg and
Davis, 1982). The work of both Stone et al. (1977) and
Terborg and Davis (1982) is relevant for understanding
managerial job needs.

A major collection of studies undertaken by one
organizational psychologist, Porter, (1961; 1962; 1963),
ushered in a wave of interest in managers (Ansari et al.,
1982; Clare and Sanford, 1979; England, 1967; Ghiselli and
Johnson, 1970; Herzberg, 1976; Larwood and Wood, 1978;
Posner and Munson, 1981, b; Schmidt and Posner, 1982;
Weatjen, 1979). Porter's pioneering work is motivated by
an interest in the fit between managers and the

PSychological nature of their jobs (Porter, 196l1).
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porter's work attains unique status for two major
reasons. First of all, he not only identified an
important employee group worthy of research attention, but
also, he compared different levels of managers to one
another. Secondly, Porter investigates these manager's
differences of perceived deficiencies in need fulfillment
(Porter, 1962; 1963). Porter developed his own instrument
that measures level of need satisfaction with respect to
perceived deficiencies.

Porter's findings offer a special perspective on
managerial life. His data substantiated the fact that
managers perceive a lack of satisfaction with their
opportunities to obtain the amount of self actualization
they want from their positions. He further identified
that need deficiency decreases as the managerial level
increases (Porter, 1962; 1963).

Porter's findings continue to direct similar
investigations despite a major investigational flaw.
Porter clearly outlines the necessity for identifying the
extent to which managers believe their needs are being
met. This research contribution is marred only by
Porter's reliance upon Maslow's belief that needs are
Segregated into several distinct categories of ascending
Order. 1Investigations attempting to identify and assess

Managerial needs are encouraged to utilize an approach
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gifferent from Maslow's need theory. An alternative to
Maslow is provided by Murray (1938) whose work offers a
theoretical framework and the foundation of an instrument
for measuring the needs he identifies.

No one has subjected the concept of need to so
careful an analysis nor provided the complete taxonomy of
needs that Murray offers. The conceptualization of needs
is the basis for Murray's theory of motivation. He views
needs as concepts that represent a force. This force
organizes perception, cognition, and action to direct
behavior to alter unsatisfying situations. Needs can be
set into action by either external stimulation or internal
arousal. Regardless of its source, a need stimulates
people to act and maintain their activity until a
situation is sufficiently altered to reduce the need
(Murray, 1938). Though Murray's need theory is one of
many such theories in psychology, very few other theorists
have subjected the concept to his careful analysis or
provided such a complete taxonomy (Lawler, 1980).

A major component of Murray's taxonomy is his list
of 20 needs derived from intensive study of his clinical
pPatients. His list includes abasement, achievement,
affiliation, aggression, autonomy, counteraction,
defendance, deference, dominance, exhibition,

harmavoidance, infavoidance, nurutrance, order, play,
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ejectionl sentience, sex, succorance, and understanding.
4

Murray explains each need through an outline that includes
pertinent facts about each need, emotional aspects of the

needs, illustrations of the needs, and questionnaire items
to measure the needs (Murray, 1938).

The Edwards Personal Preference Schedule (EPPS) is
an instrument designed to measure needs and, as such, is
appropriate for use with a managerial population. The
EPPS measures a number of relatively independent normal
personality variables (Lanyon and Goodstein, 1971). The
EPPS variables originate from Murray's (1938) list of
manifest needs and include: achievement, deference,
order, exhibition, autonomy, affiliation, intraception,
succorance, dominance, abasement, nuturance, change,

endurance, heterosexuality, aggression.

Responses to Job Design

Maslow's, Herzberg's, and Porter's research on
needs and motivation is giving new meaning to research in
the area of job satisfaction. Current beliefs about
employee needs assume that workers want job feedback to
gauge their progress (Hackman and Oldham, 1980). The
desire for job feedback represents an instance in which an
individual need makes an impact upon affective job
responses., The design of a job may frustrate or fulfill

the meeting of this need for feedback.
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Employee's job design responses form the component
of job satisfaction that concerns reactions to the design
of a job's specific characteristics. Job characteristics,
also referred to as job tasks, are the several broad
categories that define a job's major responsibilities.

For example, a large management consulting firm may employ
a number of workers with the title Staff Psychologist.
Their job characteristics are determined by a thorough job
analysis and include evaluating, counseling, and
supervising. The way in which their job's characteristics
or tasks are to be performed determines their job's design
(Zedeck & Blood, 1974). The Staff Psychologists obviously
have responses to how these tasks are designed. Job
design can determine job satisfaction (O'Reilley et al.,

- 1980).

Attention to worker's job design responses is
gaining prominance as a research topic in the
organizational literature. One study attempted to assess
the impact of job design responses upon job satisfaction
(Ferratt et al., 198l). This research effort is
distinguished by its recommendation that prior to offering
any conclusive data, worker job design reactions and
general job satisfaction responses must be measured by two
different instruments. These instruments are recommended

to have separate and distinct purposes and accompanying
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theoretical frameworks to ensure that assessment of the
jinteraction between job reactions and job satisfaction. can
pe undertaken as precisely as possible.

Job characteristics form the basis for many
investigations into job design responses (Arnold, 1976;
Brief and Aldag, 1975; 1978; Brousseau, 1978; Dunham,
1980; Ferratt et al., 1981; Hackman and Lawler, 1971;
Lawler et al., 1973; Oldham, 1976; Pierce, 1978; Roberts
and Glick, 1981; Smith et al., 1969; Terborg and Davis,
1982; Wanous, 1974). These investigations usually rely
upon a job chracteristics model. Job characteristics
models are an outgrowth of earlier notions that positive
or negative feelings about one job aspect may confound
reactions to other job aspects and result in an overall
negative or positive response (Smith et al., 1069). Job
characteristics models are prominent because they provide
a framework for observing how the interactions between
jobs and workers determine job reactions (Roberts and
Glick, 1981). As a dominant paradigm in the job
characteristics literature, Hackman and Oldham's (1980)
model offers some clear direction for understanding job
responses (Champoux, 198l).

Hackman and Oldham's (1980) job characteristics
model combines behavioral and systems theory principles to

form a theory of individual motivation (Green et al.,
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1979). To form their hybrid model, they utilized the
pehavioral approach's common objective for designing work
in a way that achieves high work productivity without
jncurring the human costs associated with many traditional
approaches. Systems theory emphasizes creating work
systems in which the social and the technical aspects of
the work systems are integrated and are as supportive of
one another as possible (Hackman and Oldham, 1980).
Hackman and Oldham's job characteristics model
contains several significant aspects. It focuses on the
actual work which employees perform in organizations. The
model separately considers the design of work for
individuals and the design of work for groups. It
explicitly considers both individual differences in how
people react to jobs and those aspects of the systemic
context that affect the feasibility and potency of work
redesign. Their model emphasizes the importance of
collecting diagnostic data about a work system before
changing it. Also, it highlights the connections between
basic theory about behavior in organizations and practical
technologies for the design and possible redesign of jobs
(Hackman and Oldham, 1980). Organization's existing
tendency is to attribute job difficulty to the worker
rather than to the job situation (Jones, 1971). The goal

of job redesign is to achieve positive worker-organization
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relationships by adapting jobs to workers as much as by
adapting workers to jobs (Hackman and Oldham, 1980).

In their review of job design, Hackman and Oldham
address how well workers are matched with their jobs. To
do this they utilize their model to identify the extent to
which a job's design is motivating or has the potential to
motivate a worker. The model also locates aspects of a
job which are causing difficulty and making an impact upon
productivity. Hackman and Oldham (1980) define
productivity as the quality of the relationship between
people who do the work and the jobs they perform. Well-
designed jobs address worker needs for personal growth and
development, and needs for meaningful social
relationships. Hackman and Oldham believe (1980) that
these basic, personal needs determine the match between
worker and work.

The job characteristics model developed by Hackman
and Oldham (see Figure 1) outlines three critical
psychological states that must be present for strong
internal work motivation to develop and persist. These
three critical psychological states are the experienced
meaningfulness of the work, the experienced responsibility
for outcomes of the work, and knowledge of the actual
results of the work activities (Hackman and Oldham, 1975).

By definition, these three psychological states are
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internal to workers and can be directly manipulated by the
design or management of the work (Hackman and Oldham,
1980).

Hackman and Oldham's job characteristics model
jllustrates that the three critical psychological states
are influenced by several core job characteristics. The
five core job characteristics are skill variety, task
identity, task significance, autonomy, and feedback from
the job. Hackman and Oldham (1980) believe that these
core job characteristics are objective, measurable, and
changable properties of the work itself. Also, each core
job characteristic directly influences one of the three
critical psychological states.

Each core job characteristic has a different
definition and function. Skill variety includes the
variety of different activities necessary to perform a
task and the number of different skills and talents
required of the employee. Task identity encompasses a
worker's ability to complete a task from beginning to end
as opposed to work on only a segment of it. Task
significance is the degree to which a job task makes a
substantial impact on the lives of others whether in the
immediate organization or the world at large (Hackman and

Oldham, 1980). These three core job characteristics
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directly influence how meaningfully the job is experienced
by the worker (Hackman and Oldham, 1980).

The two remaining core job characteristics,
autonomy and feedback from the job, influence two other
critical psychological states. Autonomy influences how
workers experience responsibility for outcomes of their
work. Hackman and Oldham (1980) believe that autonomy is
the degree to which a job offers substantial freedom,
independence, and the ability to schedule work and
determine the procedures to be used in carrying it out.
The amount of feedback a worker receives directly affects
the critical psychological state of knowledge of the
actual results of the work activities. Hackman and Oldham
believe that job feedback should provide workers with
clear information about the effectiveness of their
performance. Job feedback is so crucial that it directly
affects work motivation (Arnold, 1976).

Critical review of their job characteristics model
addresses two lingering uncertainties about Hackman and
Oldham's core job characteristics and their beliefs about
worker needs. Dunham (1980) is not convinced that Hackman
and Oldham's set of core job characteristics is complete
and if theirs is the optimal method for combining
dimensions to maximize worker responses. O'Reilley et al.

(1980) do not believe that individual needs are stable
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enough to judge every job by these criterion. Additional
criticisms focus on the instrument developed from this
model, the Job Diagnostic Survey (JDS).

Job Satisfaction

Though many factors influence it, job satisfaction
encompasses a broader spectrum than worker responses to
job design (Vroom, 1964). A broad approach to job
satisfaction concerns the employee and work setting. As
stated in a previous section, job satisfaction is a
function of both the worker and the environment (Lewin,
1938). This concept was considered revolutionary when it
was first presented. This single perspective ushered in a
new wave of thinking about and responding to the realm of
worker reactions. 1Individual needs, motivation, personal
characteristics like demographic descriptors and values,
and responses to organizational climate began to be
considered in relation to job satisfaction.

As a complex aspect of organizational life, job
satisfaction continues to receive research attention. The
past thirty years evidence thousands of studies devoted to
understanding the multifacted concept of job satisfaction
(Lawler, 1973). The years of research leave a legacy of
assumptions, continuing debate, and some proven facts. To

begin untangling this complex maze of ever-changing
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direction' some fundamental approaches to the definition
of job satisfaction are considered.

Job satisfaction is usually described in affective
terms. The pioneering work of Smith et al. (1969) found
that feelings about a job and facets of the job constitute
job satisfaction. A later researcher describes job
satisfaction as an emotional response which results from
the appraisal of work experiences (Locke, 1976). For
slavitt et al. (1978) job satisfaction is the extent to
which workers respond positively to their jobs. These
vague descriptions are problematic because they do not
identify what aspects of a job cause satisfaction and why
certain job characteristics do not result in universal
positive reactions.

Several researchers and theorists offer their
perspective on job satisfaction and work motivation.
Herzberg's (1966) major contribution to our understanding
of job reactions is that motivation comes from the work
itself. Maslow (1970) reminds us that when personal needs
are met through the job, employees can experience job
satisfaction. Lawler (1973) identifies particular job
factors which can create positive job responses. Vroom
(1964) links job motivation to work performance. Hackman
and Oldham (1980) outline a theory of work motivation

which connects job reactions to the design of the work.
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Implementing these approaches creates a major challenge
for the measurement of job satisfaction.

Smith's (1969) research team not only offers one of
the most comprehensive approaches to the measurement of
job satisfaction available but they also have developed a
measuring instrument and established guidelines still
widely utilized. Their studies demonstrate some
generality of discriminant and convergent validity for
several aspects of job satisfaction. Their efforts are
respectful of the question of validity which is a major
difficulty in all attitude measurement. Their resulting
* instrument measures individual differences which are
related to the affective domain and also to behavior,
situation, and personal variables.

Establishing validity for a measure of job
satisfaction presents significant challenges for two
primary reasons. Job satisfaction instruments are
necessarily self-report questionnaires and consequently
open to bias. Also, debate continues about what
constitutes the salient factors to measure (Wanous and
Lawler, 1972). Howell (1976) found that several job
satisfaétion instruments provide a standardized, but not
Necessarily reliable and valid, means for measuring the
most critical aspects of job satisfaction. Terborg et al.

(1982) concludes that variables like pay, satisfaction
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with the work itself, and satisfaction with co-workers are
variables for which validity can be established.

Ferratt et al. (198l) reviewed several measures of
perceived job design and job satisfaction. Their findings
recommend using the Job Diagnostic Survey (JDS) and
Minnesota Satisfaction Questionnaire (MSQ) together.
Though the JDS does not offer a general job satisfaction
score like the MSQ, each measures many similar job
aspects. The correlation of these similar aspects should
enhance an understanding of any worker sample with respect
to their job reactions.

Managers, as a worker sample, are experiencing less
job satisfaction. 1In the last seventeen years, the
percentage of managers perceiving improvement in their
companies continues to steadily decline. Expectations for
advancement are the lowest ever. Managers believe that
the major rewards for good performance are missing (Cooper
et al., 1979). Between 1973 and 1977, the sharpest
decline in job satisfaction is among college graduates.
Hrebiniak and Alutton (1982) found that occupational
features are more important than individual
characteristics in determining job satisfaction.
Occupational features are what a job offers the worker in
terms of challenge, stimulation, recognition, and the

opportunity to experience a sense of accomplishment.
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gndividual characteristics concern what the worker brings
to the job in addition to expectations for complementarity

petween the job and these individual characteristics.

performance Appraisal

To assess employee job performance some type of
appraisal methodology must be selected from the vast
number of approaches available. Approaches range from the
simple listing of strengths and weaknesses to highly
complex computerized approaches that offer few insights
into the superiority of one over another. Major agreement
surrounds the purpose of performance appraisal. The
appraisal system must assess behaviors and therefore
address what results are attained, as well as the methods
used to attain them (Carroll and Schneier, 198l1). The
major systems utilized are worthy of some mention.

One of the oldest forms of appraisal is the essay
method which is still widely used as a reference format.
The essay approach utilizes a statement written by someone
who knows the employee well. This lends credibility to
the essay and is considered as valid as more formal and
extensive methods. A major drawback of the essay is its
variability with relation to content and form. Essays are
difficult to compare and contrast. Over time essays

cannot always be relied upon to show progress in an
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employee’'s work habits. 1In terms of performance
appraisal, their utilization appears very limited (Oberg,
1971).

The global rating form is similar to the essay
format. A global rating is a uni-dimensional format by
which an evaluator formulates an overall estimate of a
worker's job performance. The global rating does not
distinguish between or emphasize identification of
dimensions or critical job elements. The uni-dimensional
approach is remiss in giving specific feedback. It is a
poorly equipped tool to identify training potential.
Also, needless to say, its measurement accuracy is very
questionable (Schneier and Beatty, 1979).

A more consistent and reliable instrument than the
uni-dimensional global rating scale is the graphic rating
scale. The graphic rating scale measures performance by
using a five-point scale that assesses the quantity and
quality of work produced. Factors that concern how
effectively and efficiently work assignments are
accomplished, worker initiative and responsibility, and
additional items like attendance are usually included in
the graphic rating scale. The graphic rating scale uses a
format which is essentially a trait-based approach to
appraisal. Workers are evaluated on personality traits

like loyalty, demeanor, and responsibility.
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several factors recommend and detract from the
graphic rating scale. The form is comparatively
inexpensive to develop and because of its
straightforwardness it is acceptable to most raters. If
jt were supplemented with a few essay questions, the
graphic rating scale appears adequate for most appraisal
purposes (Oberg, 1972). However, there are several
measurement issues concerned with the evaluation of
dimensions like loyalty, dependability, and cooperation.
The traits themselves are essentially subjective and
ambiguous. This type of appraisal format is typically not
sufficiently job related to accurately describe work
performance (Schneier and Beatty, 1979).

Efforts to reduce bias and subjectivity in the
graphic rating scale have resulted in a different type of
forced-choice instrument for appraisal purposes. The
forced-choice instrument establishes objective standards
of comparison between individual workers. In its most
common variation, raters select from a group of statements
those that best and least reflect or describe the ratee.
The statements are weighted, higher scores are reflective
of better performance. Typically, raters are unaware of
the weighting system and someone else scores the
instrument. Because of its limited ability to reflect

pPersonalized descriptions, the forced-choice format can
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have a negative effect on an appraisal interview and
generally seems to have little value (Oberg, 1972).

The critical incident technique forms a true
breakthrough in approaches to the appraisal process.
unlike other forms reviewed, this format includes factual
incidents based on a thorough job analysis. The critical
jncident appraisal format lists specific performance or
behavioral instances to review with respect to job
performance. The emphasis on specificity and
documentation help establish validity by eliminating the
bias created through reliance on subjective personality
characteristics. Rather than efemoral personality
characteristics feedback, workers receive specific
feedback on their job behavior through identification and
emphasis on actual behavior. The critical incident
approach requires a great deal of supervisor time because
incidents must be logged on a frequent, regular basis to
describe an accurate account of a worker's behavior.
Review schedules can delay giving feedback about an event
which takes place long before a review is scheduled.
Evaluators can set the appraisal standards without
employee input which creates some negative reactions to
this type of appraisal on the worker's part (Oberg, 1972).

The critical incident approach to performance

appraisal is a major component of the three behaviorally-
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pased appraisal formats. The behaviorally-based
instruments take critical incidents a step further by
grouping all related incidents into one category, labeling
the category and then placing the incidents in each
category in priority from least to most important.

pecause the critical incidents are actually job behaviors,
the priority system lists behaviors ranging from excellent
to unacceptable performance, effective and ineffective job
behavior (Latham and Wexley, 1977). Behaviorally-based
instruments include behavioral observation scales,
behavioral expectation scales, and behaviorally anchored
rating scales.

Though the behaviorally-based rating scales offer
the greatest opportunity to eliminate bias and introduce
objectivity through employee input, they are expensive to
develop and maintain in addition to requiring a great deal
of rater time to utilize properly (Schneier and Beatty,
1979). They identify what an employee actually does
(Latham and Wexley, 1977). This technique begins by
identifying the circumstances surrounding specific job
incidents. After considering the background or context of
specific incidents, they are then grouped and placed in
Priority. Through a system of prioritizing the incidents

On a scale ranging from excellent to unacceptable



51

performance, effective and ineffective job behavior is
jdentified (Latham and Wexley, 1977).

To briefly review the history of performance
appraisal instruments, several different types were
described and evaluated. 1Included in the discussion were
the essay, global, graphic, critical incident, and
pbehaviorally-based scales. Each type of format has
particular features which recommend it and other features
which detract from its effectiveness. At the present
time, the behaviorally-based instruments, especially the
behaviorally anchored rating scale, have the greatest
potential for eliminating the problem of rater bias.
Though costly instruments to develop and maintain, the
behavioral instruments offer the greatest potential for
establishing reliability and validity of the other
instruments reviewed.

A challenge to any of these existing formats is
rating managerial performance. 1In fact, Siegel and
Ghiselli (1971) believe that it is seldom, if ever,
possible to measure in a completely satisfactory manner
the performance of those who are engaged in executive,
administrative, or supervisory functions. However,
managerial performance is crucial to determine for a

number of important reasons.
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Managerial work performance affects managers
themselves and those who report to them. Managerial
performance clearly influences the relationship between
job satisfaction and turnover (Spencer and Steers, 1981).
workers are influenced by the performance of those
managers to whom they report. When correlated with a
comprehensive review of managerial needs, values, and job
reactions, managerial job performance completes a profile
of these important workers in the organizational chain.

pemographic Information

Demographic information offers an important
additional dimension for understanding any population of
interest. The purpose of demographic information is to
identify specific differences among workers (Wanous,
1974). To enhance knowledge of a worker sample
researchers recommend several demographic areas to survey.
Suggested areas of inquiry include tenure at the present
organization, present job tenure, sex, age, and education
(Stone and Porter, 1975; Weisman, 1979). Though
demographic information is not recommended for purposes of
Prediction, it can be utilized to expand categorization of
different kinds of data gathered regarding an employee

Sample,
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: gggigggg—for Investigation

Nurses, as a population of subjects for

investigation, are attractive for a number of reasons.
Nurses who work in hospitals are often compared to other
_ groups of workers not working the usual day time, eight-
hour period. They are a group of workers studied to
jdentify inherent stresses of their profession, as
representatives of a female-oriented profession and to
determine levels of job satisfaction for a group of
workers undergoing extensive internal turmoil (Aiken et
al., 1981; Brett, 1983; Faver, 1982; Ginzberg, 1981;
Ginzberg, 1975; Ginzberg et al., 1982; Hoppock, 1935;
Imparato, 1973; Joiner et al., 1982; Katz, 1969;
Kluckhohn, 1969; Larson et al., 1984; Levine, 1978; Reese
‘et al., 1964; Rose, 1982; Slavitt et al., 1982; Slote,
1983; Smith, 1965; Wandelt et al., 198l; Weisman et al.,
1981).

Nurses' job satisfaction is greatly influenced by
their salary which is becoming a significant issue within
the profession. Salary and job satisfaction are closely
linked (Brett, 1983). Nurses claim to be substantially
underpaid. In fact, nurse's incomes 4o not compare well
with those in other female occupations (Aiken et al.,

1981). For nurses there is no hierarchial pattern with a

gradual approach to the higher status of physicians. They
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are largely disenfranchised from equal participation in
the physician's prestigious sector of medicine (Katz,
1969).

Health care economics are also working against
nurse's general job satisfaction. Success of an
occupational group depends in large measure upon the
fortunes of both the economy as a whole and the industry
to which the group is aligned. The outlook is not
favorable to increase employment for nurses in hospitals
and nursing homes where they are primarily employed.
These traditional places of employment also do not appear
favorable for places in which to significantly gain salary
and fringe benefits (Ginzberg, 198l1). The more education
nurses attain the greater their risks for job
dissatisfaction (Ginzberg, 1975).

Other aspects of the practice of nursing make
maintaining high job satisfaction a challenge. 1In
addition to the attraction of other available professions,
the shrinking health care dollar, and increasing lack of
respect from physicians, nurses are experiencing general
difficulty with their working conditions. As a major
investigator of nurse's organizational life, Wandelt et
al. (1981) believe that working conditions drive nurses

away from the profession.
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Slavitt et al. (1978) attempted to qualify and
quantify many aspects of nurse's work life. They approach
the measurement problem from the direction of attitudinal
measurement to permit the two types of data to be
collected. Their instrument's score combines levels of
perceived satisfaction with the relative importance of the
various satisfaction factors. Their findings identifed
that nurses value autonomy very highly but are only
moderately satisfied with their current jobs. They are
less satisfied with task requirements, even though they
believe this job component to be most important.

Their investigation utilized comprehensive
statistical measures to establish reliability and validity
for their instrumentation. Their principal component
analysis used a Varimax rotation. Factor analysis
identifed that the general factors of the new components
are similar to those of the original. They also used
Cronbach coefficient alpha to establish internal
reliability of the questionnaire. Their major
recommendation is to utilize multiple regression to
determine which areas are the best predictors of job
satisfaction in order to produce a better tool as well as
improve existing job satisfaction theories (Slavitt et

al., 1978).
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The difficulties nurses encounter in the practice
of their chosen profession is clearly demonstrated in the
jiterature. The difficulty with measuring their complex
gunctioning to establish levels of job safisfaction is
also addressed in the literature. Because the impact of
their job dissatisfaction could be devastating for the
health care delivery industry, appropriately reliable and
valid instruments are necessary to measure the reactions
that nurses have to their jobs. A comprehensive profile
measuring the job reactions, values and needs of nurses
could greatly supplement existing information about their
professional job life.

Summar

Chapter II reviews the literature relevant to the
salient aspects of worker motivation and its impact upon
job performance. A position is outlined in which the
-complex aspects of motivation recommend operationalizing
this variable through a suggested approach. This approach
is the utilization of a profile for enhancing
understanding of an identified worker population. A
population sample is first-line nursing managers, Head
Nurses. Worker motivation is conceptualized through
individual assessments of values, needs, reactions to job
design, and job satisfaction in addition to some

demographic information. This comprehensive profile is



correlated with rated job performance to determine the

relationship between performance and motivation.
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CHAPTER III

METHODOLOGY

introduction
Introduct o7

Chapter III describes the design, setting, sampling
procedures, subjects, assessment instruments, data
collection procedures, and statistical analyses used in
this study. The thrust of this investigation is to
determine the correlation between specific variables and
rated managerial job performance. To address this issue
the following methodology is undertaken.

Design

Field studies offer the psychological researcher
many advantages. The strength of field studies lies in
their realism, significance, strength of variables, theory
orientations, and heuristic quality (Kerlinger, 1973).
Because field studies are the closest approach to real
life, they cannot be faulted for artificiality. Their
heuristic aspect is related to an exploratory problem-
solving technique.

The field study's strengths are confounded by some
inherent weaknesses. The field study is plagued by its
numerous variables and variance which present constant
challenges to any investigator. Variance cannot be as

Precisely controlled as in the experimental study. The
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gield gtudy, as opposed to the field experiment, is
weakened by 2 lack of precision in variable measurement
(Rerlinger, 1973). The rationale and appropriateness of a

field study design must be clearly outlined when used in

any investigation.

setting

The Head Nurses comprising the investigational
gample in this study all currently work at Northwestern
Memorial Hospital (NMH), a university-affiliated, teaching-
medical center. The approximately 1,000-bed hospital is
divided into five divisions of nursing housed in four
separate pavilions. Psychiatry and obstetrics/gynecology
(OB/GYN) share a facility, and the critical care,
medical/surgical, and specialty nursing divisions have
separate buildings within very close proximity and sharing
connecting ramps. In May, 1981 NMH closed its diploma
nursing school shortly after neighboring Northwestern
University Medical School opened its baccalaurate nursing
program.

Sampling

Because large populations make the acquisition of
statistics on all members almost impossible, a sample of
the population is generally utilized. The sample is any
subgroup drawn by some appropriate method from a

Population and the method for drawing the sample is very
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important (Ferguson, 198l). This investigation uses a
particular type of sample and method for obtaining the.
sample.

Selection of a first-line nursing manager, Head
Nurse, sample from the population of 1,000 Head Nurses in
Chicago was done through a form of quota sampling. The
sample of Head Nurses selected represents a type of
purposive sample. The purposive sample is characterized
by the use of judgment and a deliberate effort to obtain a
representative sample by including presumably typical
groups in the sample (Kerlinger, 1973).

The sample of Head Nurses is typical of other Head
Nurses working in a university-affiliated, teaching
medical center because of the structure of Northwestern
Memorial Hospital (NMH). NMH is similar to the other six
Chicago-area university-affiliated hospitals. Therefore,
Head Nurses working at each institution assume similar
duties and responsibilities with similar professional
status and decision-making power within their particular
work setting. Therefore, this study's Head Nurse sample
is considered representative of Head Nurses working at
institutions similar to NMH.
Subjects

The subjects in this investigation include thirty

Head Nurses working at NMH between September, 1983 and
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January, 1984. All Head Nurses working at NMH in
September, 1983 were contacted by mail to solicit their
interest in participating as subjects in this
investigation. The Head Nurses who volunteered to
participate responded by completing a signed and witnessed
(see Appendix C) consent form and returning it to the
principal investigator. Salient demographic information
was obtained through the questionnaire listed in Appendix
C.

The educational demographic is given special
consideration because of the debate surrounding the level
of entry to practice for nurses, in general. The nursing
profession offers three levels of entry to practice.
These are the Associate Degree in Nursing (ADN) usually
granted through a community college, the Registered Nurse
(RN) a diploma degree granted through a hospital-based
nursing school and the Bachelors of Science in Nursing
(BSN) which is a collegiate degree. Educational trends
reveal a steady increase in the diploma (RN) nurses
returning to colleges and universities for a BSN degree
(National Commission on Nursing, 1981).

Assessment Instruments

The Head Nurses in this investigation completed
four instruments in addition to the demographic

questionnaire. The instruments include the Personal
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values Questionnaire (PVQ), the Edwards Personal
preference Schedule (EPPS), the Job Diagnostic Survey
(JpsS), and the Minnesota Satisfaction Questionnaire (MsQ).
pescriptions of these instruments follow.

The PVQ individually measures sixty-six concepts
grouped into the five classes of factors including
business organizations, personal goals of individuals,
groups of people, ideas associated with people, and ideas
about general topics. England, the originator and
developer of the PVQ, believes that the meanings managers
attach to this set of concepts can provide useful
descriptions of their personal value system and also be
related to their behavior.

The PVQ utilizes four scales to represent four
modes of valuation. To determine these modes managers
respond to each PVQ concept in relation to its importance,
high, medium, or low. This establishes the primary mode
of valuation. Next, managers rank, 1, 2, 3, each concept
as right, successful, or pleasant. This procedure
determines why the managers think the concepts are
important or unimportant. The secondary modes of
valuation include the pragmatic dimensions represented by
the successful scale, the ethical-moral area measured by a
right scale, and the affective mode obtained through the

Pleasant scale. 1In this investigation only the concepts
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given a rank of 1 and the primary value orientations are
utilized.

Because of its exclusively managerial norm group,
the PVQ is included in this investigation with only minor
reservations. Although the PVQ is the instrument most
often used to determine the role of values in
understanding organizational behavior, there is little
available information regarding its psychometric
properties (Posner and Munson, 1981, c). An important
quality of a measurement scale like the PVQ is its
reliability. This is especially appropriate because
values are considered to be consistent and enduring
beliefs that guide human behavior (Rokeach, 1973).

Two separate attempts to establish reliability and
validity for the PVQ are published. Available test-retest
reliabilities are .37 overall for the PVQ. The five major
groupings are: .35 for business goals; .44 for pesonal
goals; .39 for groups of people; .34 for personal
characteristics; .35 for general topics. All of these
correlations are statistically significant (p<.05), but
they account for small amounts of variance. Therefore,
Posner and Munson (1981, c¢) consider the values measured
by the PVQ to be somewhat stable. 1In a related study,

Posner and Munson (1981, a) found that ANOVA results for a
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reduced inventory of forty-five items suggest acceptable
concurrent validity for the PVQ.

Two research questions concerning factorial
validity and discriminant validity direct an investigation
to determine the PVQ's underlying dimensionality. The
jnvestigational results reveal that the dimensions
embodied in the PVQ differ from England's five value
categories. The use of a five-factor solution shows that
many individual items are either redundant or loaded
highly on more than one factor. A reduced inventory of
forty-eight items yields five factors with greater
interpretability than the original sixty-six, explain a
higher proportion of the variance, and ANOVA results
suggest acceptable concurrent validity (Posner and Munson,
1981, a).

The PVQ is included in this study for several
reasons. The PVQ is one of two existing instruments which
measures values and is appropriate for use with Head
Nurses. The PVQ was selected because of its exclusively
managerial norm group and England's extensive research
with the norm group. Continuing research efforts to’
establish levels of reliability and validity for the PVQ
are promising. However, this study uses the PVQ as a

research instrument because the instrument requires
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additional scrutiny before it can be utilized without
reservation.

Several PVQ concepts are to be compared with a
number of EPPS concepts. These include the PVQ concepts
of achievement, aggressiveness, autonomy, change,
obedience, influence, compassion. England (1975), the
creator of the PVQ, cautions that the impact of values on
behavior must be considered in relation to additional
environmental factors before making specific statements
about a manager's mode of behavior in certain situations.
Therefore, this investigation's profile includes
consideration for the additional dimension of personal
needs and the complex variable, job satisfaction.

The EPPS was included as the instrument of choice
to assess Head Nurse's needs because of its extensive
utilization for counseling and research (Lanyon and
Goodstein, 1971). The EPPS contains 225 questions which
are actually paired statements requiring a forced-choice
answer. The strength of a particular need is determined
by the number of times the Head Nurses select the
statements representing that need. The more often Head
Nurses select certain statements as being descriptive of
themselves in preference to statements reflective of the
Oother needs, the higher the score on a particular need.

Low scores indicate the reverse situation. Because all
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the managers in this investigation were women, their
scores were compared to the percentile norms for the
women's group.

Extensive research into the EPPS reveals some
characteristics that further recommend the instrument.
split-half reliability coefficients of internal
consistency for the fifteen personality variables or needs
are presented in Appendix C. The chart lists the internal
consistency coefficients and the stability coefficients.
The low intercorrelations from the two normative groups
indicates that the EPPS needs being measured are
relatively independent. The chart also lists the
intercorrelations of the variables measured by the EPPS.

Several features of the EPPS recommend and also
detract from it. The EPPS is a very commonly used
instrument. As such, it is also one of the more
psychometrically sophisticated instruments whose test
items act as stimuli for directly eliciting information
about personal needs. When the EPPS was originally
introduced in 1959 its forced-choice format was
instrumental in removing the influence of social
desirability. Social desirability describes a testee's
tendency to respond to a test item according to its
social desirability not its specific personality content.

The EPPS forced-choice format did not remove the influence
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of social desirability entirely. A problem with forced
choice is that an elevated score on one need forces a
lower score on another need. The EPPS has some inherent
disadvantages but remains one of the best instruments
available for needs identification (Lanyon and Goodstein,
1971).

The Job Diagnostic Survey (JDS) is an eighty-three
question instrument. The JDS is currently the most widely
used perceptual measure of job design and the job
characteristics model upon which it is based represents
the dominant paradigm in the job design literature
(Terborg and Davis, 1982). 1In the JDS jobs can be
assessed for their overall motivating potential. This
assessment is based on the answers given on the
questionnaire. The final score is multiplicative and

reflects the following formula for calculations:

Motivating Skill +  Task Task Job
Potential = Variety - Identity ° Significance . Autonany X Feedback
Score 3

(MPS)

(Hackman and Oldham, 1980, p. 81).

The Motivating Potential Score (MPS) reflects a
summary of the scores obtained on the five core job
characteristics of the JDS (Helphingstine et al., 1981).
Each Head Nurse completed the JDS to obtain an MPS. The

Head Nurse's scores on the first three core job
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characteristics of skill variety, task identify, and task
significance, were added together and divided by three.
That score was then multiplied by scores obtained on the
core job characteristics of autonomy and job feedback to
obtain the MPS. An MPS was reported for each first-line
nursing manager who participated in this study.

The literature reports several studies devoted to
clarifying the complex aspects of the JDS with respect to
reliability and validity. Dunham et al. (1977)
investigated the underlying dimensionality of the JDS
across a large number of widely varied samples of workers.
They concluded that the underlying dimensionality of the
construct tapped by the JDS is not consistent across
samples. Their finding is disputed by a later study. Lee
and Klein (1982) investigated the factor structure of the
JDS for public sector employees. Using Rao's canonical
factoring with equimax rotation to obtain factor matrices
for their sample, they found the matrices for their sample
support the a priori dimensionality of the JDS.
Helphingstine et al. (1981) investigated the influence of
the JDS moderating variables of job security, pay,
relations with co-workers, and nature of supervision upon
the MPS. Their findings for reliabilities for
correlations between the job characteristics, moderating

variables and outcome variables, and correlations between
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outcome variables and individual job characteristics
jdentify a certain range. The medians range from a low of
.51 to a high of .72, Pierce and Dunham (1978) found
reliability estimates typically above .70 and coefficient
alpha values for the JDS core job characteristics range
from .69 for feedback to .79 for autonomy. When measuring
the independence among factors, Hackman and Oldham found
internal consistency reliabilities ranging from a high of
.88 to a low .58.

Additional studies report similar findings and also
offer some recommendations. One study finds factor
structure of the JDS to be highly dependent on the
idiosyncratic characteristics of the respondents (Green et
al., 1979). Other aspects included in this
investigation's profile should offset this finding.

Pierce and Dunham (1978) find reliability estimates
typically above .70 and coefficient alpha values for the
JDS scales range from .69 for feedback and .79 for
autonomy. When average scores of a group of employees are
obtained, the job dimension scale reliabilities are more
than adequate (Hackman and Oldham, 1980). This
investigation respects the recommendations to group
similar job holders together to better help discriminate
attitudes (Stone and Porter, 1975). Also, because levels

Of reliability and validity are still being established
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for the JDS, this investigation treats it as a research
instrument to be correlated with the Minnesota
gatisfaction Questionnaire (MSQ) (Roberts and Glick,
1981).

The MSQ contains 100 questions. The questions
represent twenty scales with five items each that refer to
a reinforcer in the environment. The MSQ reflects a
belief that if people are uniformly satisfied or
dissatisfied with specific aspects of an occupation,
effective reinforcers for these aspects are either
available or lacking in the work environment.

MSQ answer choices are arranged on a five-point
scale with 1 - low and 5 - high. Choices include 1 - very
dissatisfied, 2 - dissatisfied, 3 - neither satisfied or
dissatisfied, 4 - satisfied, 5 - very satisfied. The
weights for the five different answer choices yield raw
scores that can be converted to percentiles. Percentile
scores range in one of three segments; 75 and above
indicate a high degree of job satisfaction, 26 - 74
indicate average job satisfaction, and below 25 indicates
low job satisfaction. The MSQ yields a general
satisfaction score that reflects the percentage score
ranges. The general satisfaction scores were used to
determine if Head Nurses had high or low job satisfaction

and their scores were then compared to performance ratings
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and also the Job Diagnostic Survey's Motivating Potential
score.

The psychometric properties of the MSQ recommend it
as an appropriate choice for measuring job satisfaction.
Reliability coefficients for the twenty MSQ scales range
from a high of .97 to a low of .59. Of the 567 Hoyt
reliability coefficients reported for twenty-seven groups,
83% were .80 or higher and only 2.5% were lower than .70.
In establishing construct validity the hypothesis
investigated is that satisfaction is a function of the
correspondence of needs and the reinforcer system of the
job. In seven of the sixteen MSQ scales studied, there is
some indication that scores on the scales are related to
need-reinforcement correspondence. Evidence for
concurrent validity of the MSQ is derived from the study
of group differences in satisfaction, especially
occupational differences in satisfaction. Group
differences among twenty-five occupational groups is
statistically significant at the .001 level for both means
and variances on all twenty-one scales (Weiss et al.,
1967).

Supervisor Rating Form

The Supervisor Rating Form (SRF) is extrapolated
from the regular performance appraisal form used to

evaluate Head Nurses annually. The regular form
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extensively evaluates the areas of staff management, unit
management, and patient care management that all contain
subsections. Therefore, the SRF contains nine questions
rated on a seven-point scale. Possible totalhscores range
from 9 - 63. Reliablity and validity are not established
for the SRF. However, the nine areas the SRF evaluates
have been included in the Head Nurse's appraisal tool for
the past twelve years.

Four instruments were selected to assess major
variables that comprise the Head Nurse managerial profile.
Each of these four instruments is based upon a theoretical
framework that concerns worker motivation. England
(1967), who developed the PVQ, believes that managerial
values determine beliefs about work and direct decision
making. The PVQ was included in this study because of its
theoretical underpinnings and its extensive utilization
with a managerial population. Murray (1939) after years
of extensive research identified a group of manifest needs
that he believed directed behavior. The EPPS measures
fifteen of Murray's different needs and was included in
this investigation because of its psychometric
capabilities and extensive norm group. Hackman and Oldham
(1980) believe employees are motivated to attain high
performance on a well-designed job that meets their

specific workers needs. Their job characteristics model's
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accompanying instrument, the JDS, was included in this
study because of its research potential and
recommendations for comparison to the MSQ. The Vocational
psychology Research Department at the University of
Minnesota identified reinforcers in the work environment
that contribute to job satisfaction or dissatisfaction.
The MSQ assesses twenty reinforcers and offers a general
job satisfaction score. The MSQ was included in this
study because of its psychometric properties and the
information it provides on the nurses included in its norm
group. Appendix C contains statistical information about
the MSQ which substantiates its tested levels of
reliability.

Data Collection Procedures

The data collection procedures for this
investigation have several different components. NMH
approved this study with its accompanying consent form,
Appendix C. Each Head Nurse employed at NMH in September,
1983 was sent a letter explaining the goals and procedures
of the study. Those Head Nurses interested in
volunteering to participate in this investigation returned
their signed consent form in the self-addressed, stamped
envelope provided by the principal investigator.

After the consent form was received each Head Nurse

volunteer was given a four-digit code number and sent a
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testing schedule. All Head Nurses attended two, one~hour
testing sessions in which they completed the demographic
sheet, the EPPS, MSQ, PVQ, and JDS, respectively. Testing
gessions were held in available conference rooms at NMH
during working hours. All Head Nurses regularly work the
day shift so data were collected during those times.

Another data component concerns the Supervisor
Rating Form, SRF, Appendix C, used to categorize
performance. Each Nursing Supervisor rated all Head
Nurses who report to them. Four Head Nurses report
directly to Directors of Nursing, so they completed those
SRF's. SRF's were returned for all Head Nurses working at
NMH in September, 1983. The SRF is extrapolated from the
regular performance appraisal form used to evaluate Head
Nurses annually. The regular form extensively evaluates
the nine areas that the SRF briefly reviews. The SRF
contains nine questions rated on a seven-point scale.
Possible total scores range from 9 - 63. If subjects do
not group into definable high, medium, or low categories,
another measure of central tendency will be used to
establish performance categories.

To insure confidentiality, the SRF's were coded
according to the unit where each Head Nurse was assigned.
The SRF's were personally delivered to each rater in

specially~marked envelopes and returned to the principal
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jinvestigator in self-addressed, stamped envelopes. These
data were coded by and available to only the principal

investigator.

All data were collected between October, 1983 and
January, 1984. Each Head Nurse was sent a personal follow-
up letter describing procedures for scheduling interviews
to review their test information.

Statistical Analyses

The first three research questions require
comparison of two different Head Nurse scores, the Job
Diagnostic Survey's (JDS) Motivating Potential Score (MPS)
and the Minnesota Satisfaction Questionnaire (MSQ) general
satisfaction score, with the Supervisor Rating Form (SRF)
scores. All three of these scores are ratio data.
Therefore, to test the significance for differences
between the MPS and the SRF, and between the MSQ and the
SRF, the ANOVA statistic was used. The ANOVA statistic is
appropriate because it provides a method for dividing the
variation observed in data into different parts so that
each part may be assigned to a known cause (Ferguson,
1981). To determine the correlation between the MPS and
MSQ scores asked about in the third research question the
Pearson product-moment statistic was used.

The fifth research question asked about a

relationship between the Head Nurse's primary mode of
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valuation as determined by the Personal Values
guestionnaire (PVQ) and the Head Nurse's SRF scores. To
analyze these dafa the chi-square statistic was used
pecause it allows for comparing a set of observed
frequencies with a set of theoretical frequencies
(Ferguson, 1981).

The sixth research question asked about the
relationship between Head Nurse's need strength as
measured by the Edwards Personal Preference Schedule
(EPPS) and SRF scores. Head Nurses' need scores and
performance rating scores are discussed with respect to
demographic descriptions. The descriptions provide a
profile of the Head Nurses whose data is requested to
answer the research question.

The final research question asked about the
relationship between specified high EPPS needs and
specified high PVQ values. A rank of 1, 2, 3 or 4 was
given to each value and need because of the ordinal nature
of the data. A non-parametric statistic was used to
determine the correlations between needs and values
because quantitative measures are not available (Ferguson,
1981).

To statistically distinguish between the different
groups of performers outlined by SRF scores, discriminance

analysis was used. The correlation of discriminating
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variables that measures characteristics on which the
groups of Head Nurses are expected to differ include
demographic information, all factors included in the JDS
and MSQ, primary modes of valuation, and the seven
specific EPPS needs and seven PVQ values (Nie et al.,
1975).

summar

Chapter III reviews this investigation's
methodology. 1Included in this chapter were reviews of the
design, setting, sampling procedures, subject
descriptions, assessment instruments, data collection
procedures, and statistical analyses. Chapter IV utilizes
these statistical procedures presented in Chapter III to
present an analysis of this investigation. Chapter V

discusses the results reported in Chapter 1IV.



CHAPTER IV

RESULTS OF THE STUDY

Introduction
Introcduct o0

Chapter IV reports the findings obtained through
the analysis of the salient variables in this
investigation. These variables include job reactions,
values, and needs as measured by the Job Diagnostic Survey
(JDS), the Minnesota Satisfaction Questionnaire (MSQ), the
Personal Values Questionnaire (PVQ), the Edwards Personal
Preference Schedule (EPPS), and relevant demographic
information. Interrelationships among these variables
were all compared to rated job performance as measured by
the Supervisor Rating Form (SRF). Demographic data were
analyzed to determine categories for the above variables.

Different statistical procedures were utilized to
adequately answer the seven research questions. To test
the significance for differences between the JDS's
Motivating Potential Score (MPS) and the SRF scores, the
ANOVA statistic was used. The chi-square procedure was
used to compare the differences between specific PVQ
aspects and rated job performance. A Pearson product-
moment statistic was used to determine the correlation
between the MPS and MSQ general satisfaction scores.

Discriminant analysis was utilized to determine the extent

78



79

to which different variables contribute to different
performance ratings.

pemographic Information

Each Head Nurse reported salient demographic
information through completion of a demographic
questionnaire (see Appendix C). The questionnaire
requested information about the nursing division to which
Head Nurses reported, age, education, job tenure, years in
nursing, years at Northwestern Memorial Hospital (NMH),
and whether or not these nurses were hired into their
positions from inside or outside the institution.

Each of the five nursing divisions was represented
in this Head Nurse sample. The sample of 30 Head Nurses
formed the following distribution: Psychiatry, 4;
Medical/Surgical, 13; Specialty Nursing, 7; Critical Care,
3; Obstetrics/Gynecology, 3. The Head Nurses who
participated as subjects in this study represented the
following percentages of Head Nurses in each of their
respective divisions: Psychiatry, 100%; Medical/Surgical,
81%; Specialty Nursing, 100%; Critical Care, 43%; and
Obstetrics/Gynecology, 25%. The percentage of Head Nurses
who participated in this study represented 68% of the
total NMH Head Nurse population.

The demographic characteristics of age, job tenure,

years in nursing, and years at NMH were all considered
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with respect to education. The educational data were
given special consideration because of the debate
surrounding the educational preparation for a professional
nurse (National Commission on Nursing, 1981). At the
present time, three levels of entry to practice are
available to those interested in becoming a registered
nurse. These include the Associate Degree in Nursing
(ADN) that is usually granted through a community college,
the Registered Nurse (RN) diploma that is granted through
a hospital-based nursing school, and, the Bachelors of
Science in Nursing (BSN) collegiate degree granted through
a college or university. Regardless of their educational
preparation, all three types of nurses sit for the same
licensing examination. The type of educational
preparation required to become a professional nurse is
varied with each of the different educational options
leading to licensure.

The educational component of the Head Nurse's
demographic profile was segregated into three distinct
categories. These categories were: MSN/MA, BSN/BA, and
RN/ADN. A total of two Head Nurses or 7% of the sample
fit into the MSN/MA category that represented nurses with
a Masters of Science in Nursing (MSN) graduate degree or a
Masters of Arts (MA) graduate degree. A total of 20 or

67% of the sample fit in the BSN/BA category with only one
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nurse who had a Bachelors of Arts (BA) degree. 1In the
RN/ADN category there were eight Head Nurses who
represented 27% of the total sample and only one nurse in
this group held the ADN degree.

Table 1 categorizes the age, years at NMH, years in
nursing, and job tenure characteristics of the Head Nurses
according to their educational preparation. This table
shows that the MSN/MA and RN/ADN nurses were very close in
age to one another but were about seven years older than
the BSN/BA group. The RN/ADN group distinguished itself
through longevity in the years worked at NMH, their years
in nursing, and their job tenure. The RN/ADN group
further separated itself as the group with the least
education. The group's educational status was noteworthy
in relation to its long-standing membership in a
profession that offers undergraduate and graduate
educational opportunities and its affiliation with an
institution offering a tuition reimbursement policy.

Rated Job Performance

To identify Head Nurse's job performance the
nursing administrators who annually review first-line
nursing managers at NMH completed the SRF's. The SRF
contained nine questions to be answered on a 1-7 scale.

On this scale, 1 is the lowest and 7 is the highest. The



TABLE 1

EDUCATIONAL CLASSIFICATION BY AGE, YEARS
AT NMH, YEARS IN NURSING, JOB TENURE*

MSN/MA BSN/BA RN/ADN

Age 35.0 28.5 35.5
Years At NMH 5.0 5.5 9.0
Years In Nursing 7.0 8.7 11.25
Job Tenure 3.3 3.0 6.3

*Expressed In Means
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nine questions reviewed the three functional areas that
include staff management, unit management, and patient.
care.

Two different levels of nursing administrator
completed the SRF for each Head Nurse. Though Nursing
Supervisors typically evaluate the Head Nurses at NMH,
those Head Nurses who function without a Supervisor for
some reason report to a Director of Nursing Service.
Consequently, the nursing administrators who completed
these forms were generally Nursing Supervisors but also
included some Directors of Nursing Service. SRF's were
completed for all Head Nurses working at NMH during the
time this investigation was taking place. Nursing
administrators completed the SRF's without knowledge of a
Head Nurse's participation in this investigation.

The measure of central location used for
description of the sample group's SRF score was the
median. The median was selected because it locates the
middle value of SRF scores. Also, the SRF scores were
arranged in order and other variable's data were
considered in relation to this middle score (Ferguson,
1981). The sample group's median was 52.5 which was close
to its mean of 53.0. Consequently, the median was
utilized as the appropriate measure of central tendency of

the Head Nurse's SRF scores.
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Data from the SRF's are displayed in Tables 2 and
3., Table 2 outlines the distribution of SRF scores for’
the Head Nurses who participated in this study. The 15
Head Nurses whose scores fall above the median represent
each of the five nursing divisions as do the 15 Head
Nurses whose scores fall below the median. Table 3
compares four characteristics of the Head Nurses whose job
performance is rated either above or below the median.

The table identifies these two groups of performers as the
same age but age is the extent of their similarities.

The higher-rated performers had less job tenure,
were employed primarily in the Critical Care and
Obstetrics/Gynecology divisions, and had less education
than the lower-rated performers. The lower-rated
performers were Head Nurses for almost 18 months longer
than the higher-rated performers, they worked primarily in
the Psychiatry and Medical/Surgical divisions, and had
more education. These data suggest that higher-rated
performers were around 32 years old, were Head Nurses at
NMH for three years, worked in the Critical Care or
Obstetric/Gynecology divisions, and probably had a BSN
degree. The lower-rated performers were the same age, but
they were Head Nurses at NMH for almost five years,
probably worked in the Psychiatry or Medical/Surgical

divisions, and definitely had a BSN degree.
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TABLE 2

FREQUENCY DISTRIBUTION OF SUPERVISOR RATING FORM
SCORES FOR HEAD NURSE SAMPLE

Division

Psychiatry

Medical/
Surgical

Specialty

Critical
Care

63
62
61
59
57
55
54
53
52
51
50
49
48
46
44

1

12

Obstetrics/
Gynecology

Total

=

N O - o W W N N NN

w
(=]
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TABLE 3 '

AGE, JOB TENURE, NURSING DIVISION, AND EDUCATION FOR
HEAD NURSES WITH BELOW-MEDIAN AND ABOVE-MEDIAN
JOB PERFORMANCE RATINGS

BELOW~-MEDIAN ABOVE-MEDIAN
JOB PERFORMANCE JOB PERFORMANCE
AGE MEAN 32.10 Years 32.10 Years
JOB TENURE MEAN 4.67 Years 3.23 Years
NURSING DIVISION
PSYCHIATRY 3 (75%) 1l (25%)
MEDICAL/SURGICAL 7 (54%) 6 (46%)
SPECIALTY 3 (43%) 4 (57%)
CRITICAL CARE 1 (33%) 2 (67%)
" OBSTETRICS/GYNECOLOGY 1 (33%) 2 (67%)
EDUCATION
RN/ADN 2 (25%) 6 (75%)
BSN/BA 11 (55%) 9 (45%)

MSN/MA 2 (100%)
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Responses to Job Design

The first research question asked: What are the
Motivating Potential Scores as measured by the Job
piagnostic Survey for first-line managers, Head Nurses, in
different job performance categories? Scores on the
Supervisor Rating Form (SRF) determined two performance
categories, above the median and below the median. The
Motivating Potential Scores (MPS) median was calculated
for purposes of consistency with the SRF median.
Consequently, another two groups were created with respect
to how motivating the Head Nurses found the design of
their jobs, MPS. A total of four groups were formed to
answer the first research question. These groups and
their respective demographic characteristics are presented
in Table 4.

Table 4 shows that within the below-median
performance category the two subgroups of Head Nurses
responded differently to the design of their jobs. There
were nine Head Nurses who experienced low motivation in
response to their job's design while the other six found
their job's design highly motivating. The major
distinction between the two subgroups was in respect to
their respective mean ages and mean job tenure. The Head
Nurses who responded above the median to their job's

design were older and had been in their jobs longer than



TABLE 4

JOB PERFORMANCE RATINGS

Below-Median Job Performance

Below-Median Motivating
Potential Scores

Above-Median Motivating
Potential Scores

Age Mean 27.1 34.3
Job Tenure Mean 3.3 6.7
MSN/MA 1 (11%) 1 (17%)
BSN/BA 7 (78%) 4 (66%)
RN/ADN 1 (11%) 1 (17%)
Above-Median Job Performance
Below-Median Motivating Above-Median Motivating
Potential Scores Potential Scores
Age Mean 32.3 32.0
Job Tenure Mean 4.0 2.7
MSN/MA -0 - -0 -
BSN/BA 1 (17%) 8 (89%)
RN/ADN 5 (83%) 1 (11%)
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the nine Head Nurses whose job design motivation fell
below the median. These data suggest that the older the
Head Nurses became and the longer they were in their jobs,
the more motivating they found the design of their jobs.
The data do not indicate the necessity for an intervention
strategy directed at increasing MPS for the Head Nurses in
the below-median performance category.

Head Nurses in the above-median job performance
category also formed two subgroups with respect to job
design reactions. The majority, nine, of the nurses in
this category found their job's design above the median in
motivation while the other six Head Nurses did not respond
above the median to their job's design. The major
distinction between the two subgroups of higher-rated
performers was their job tenure and education. The
subgroup who responded more positively to the design of
their jobs had shorter job tenure and more education.

These data indicate that Head Nurses with above-
median job performance responded more positively to the
design of their jobs the more education and less job
tenure they had. A job redesign intervention strategy
could be appropriate for higher-rated Head Nurses who
experienced low job design motivation if increased
education, obtaining a BA/BSN for those with an ADN/RN,

does not increase MPS.
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Comparison of the four subgroups with respect to
demographic characteristics, job design reactions, and job
performance offers some interesting considerations. The
youngest subgroup had below-median performance ratings and
job design responses. Howevet, their age mean, job tenure
mean, and education was most similar to the above-median
performers with positive job design responses. The below-
median performers who responded positively to the design
of their jobs were the oldest and had the longest job
tenure. The above-median performers who did not respond
positively to their job's design had the least education.
These data indicate that no one particular subgroup was an
appropriate candidate for job redesign based on their job
design reaction scores in comparison to their performance
category and available demographic information.

A final comparison of MPS ratings and SRF scores
was undertaken by statistical analysis. To determine the
differences within and between the two Head Nurse
performance groups in relation to MPS ratings, an ANOVA
statistic was used. Table 5 shows that p = .40 was not
significant. Therefore, with respect to MPS ratings, the
above~-median and below-median performers were not

significantly different.



TABLE 5

ANALYSIS OF VARIANCE FOR MPS RATINGS AND PERFORMANCE CLASSIFICATION

Source of Degrees Of Sum

Variation Freedom of Squares Mean Squares F-Ratio F Probability
Between

Groups 1 3,139.59 3,139.59 . 730 .4003
Within

Groups 28 120,488.23 4,303.15

TOTAL 29 123,627.82

16
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Job Satisfaction

The second research question asked: What are the
general Jjob satisfaction scores as measured by the
Minnesota Satisfaction Questionnaire for first-line
managers, Head Nurses, in different job performance
categories? Scores on the SRF's established the two
performance categories, below-median and above-median.
The Minnesota Satisfaction Questionnaire (MSQ) median was
calculated for purposes of consistency with the SRF
median., All MSQ raw scores were converted to percentile
scores according to the MSQ manual's guidelines (Weiss et
al., 1967). The two medians formed four Head Nurse groups
whose demographic information is outlined in Table 6.

The below-median job performance category had two
subgroups whose Head Nurses experienced different levels
of general job satisfaction. Within this performance
category eight Head Nurses experienced below-median
general job satisfaction and seven experienced above-
median general job satisfaction. The Head Nurses who
found their jobs generally more satisfying were older and
had longer job tenure. These data indicate that job
satisfaction increased as age and job tenure increased.

The above-median job performance category also had
two subgroups whose Head Nurses experienced different

levels of general job satisfaction. Within this



TABLE 6

COMPARISON OF JOB PERFORMAHCE RATINGS TO MINNESOTA SATISFACTION
QUESTIONNAIRE'S (MSQ) GENERAL SATISFACTION SCORES

Age Mean

Job Tenure Mean
MSN/MA

BSN/BA

RN/ADN

Age Mean

Job Tenure Mean
MSN/MA

BSN/BA

RN/ADN

Below-Median Job Performance

Below-Median MSQ

30.4
4.3
1‘(13%)
6 (74%)
1 (13%)

Above-Median Job Performance

Above-Median MSQ

Below-Median MSQ

30.2
3.4
-0 -
4 (50%)
4 (50%)

34.1
5.7
1 (14%)
5 (72%)
1 (14%)

Above-Median MSQ

34.3
3.4
-0 -
5 (71%)
2 (29%)

€6
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performance category eight Head Nurses experienced below-
median general job satisfaction and seven experienced
above-median general job satisfaction. Similar to the
below-median performance category, the Head Nurses who
found their jobs generally more satisfying were older than
the other above-median rated nurses. The two subgroups in
the above-median performance category were not further
distinguished on the basis of demographic characteristics.
These data indicate that general job satisfaction
increased as age increased.

The calculated median for the Head Nurses' general
job satisfaction reactions were below the median for
sixteen and above the median for fourteen Head Nurses.

The Head Nurses who experienced greater job satisfaction
were older and had more education and longer job tenure.
Because these data imply a relationship between increased
job satisfaction and factors including age, job tenure and
education, intervention strategies directed at increasing
job satisfaction should necessarily consider Head Nurse's
age, job tenure, and educational level.

A further comparison of MSQ general satisfaction
scores and SRF scores was undertaken by statistical
procedure. To determine the difference within and between
the two Head Nurse performance groups in relation to MSQ

ratings an ANOVA statistic was used. Table 7 shows that p



TABLE 7

ANALYSIS OF VARIANCE FOR MSQ SCORES AND PERFORMANCE CLASSIFICATION

Source of Degrees of Sum

Variation Freedom of Squares Mean Squares F-Ratio F Probability
Between

Groups 1 . 3000 .4000 .002 .9652
Within

Groups 28 4337.8667 154.9238

TOTAL 29 4338.1667

S6
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= .97 was not significant. Therefore, with respect to MPS
ratings, the above-median and below-median performers were
not signficantly different.

The third research question asked: What is the
correlation between high Motivating Potential Scores as
measured by the Job Diagnostic Survey and high general
satisfaction scores as measured by the Minnesota
Satisfaction Questionnaire for first-line managers, Head
Nurses? To determine the correlation between these two
sets of scores, the Pearson product-moment statistic was
used. In this case r = .66, p = .00l. This relationship
was moderately positive and identified that the Head
Nurses who experienced higher job satisfaction also found
their jobs motivating. 1In fact, 67% of the Head Nurses
who were rated above the median in job performance also
found their jobs above the median in general job
satisfaction and reactions to their job's design, MPS.
Values

The fourth research question asked: What are the
operative values as measured by the Personal Values
Questionnaire for first-line managers, Head Nurses, in
different performance categories? Operative values were
selected for consideration because they represent those
Personal Values Questionnaire (PVQ) concepts that Head

Nurses selected as high in importance and were reflective
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of their primary value orientation. Operative values are
the most likely to influence managerial behavior (England
et al., 1974). The PVQ hierarchy also identifies
intended, adopted, and weak values that exert a limited
jnfluence upon managerial behavior.

First, operative values were identified for both
below-median and above-median performers. Next,
behavioral relevance scores were assigned to each
operative value. The behavioral relevance score shows the
percentage of Head Nurses in each performance category who
selected a value as operative. Then, values in each of
the five PVQ categories were displayed in Tables 8 and 9
with respect to their behavioral relevance scores.

Table 8 shows the behavioral relevance of operative
values for Head Nurses in the above-median performance
category. The behavioral relevance score identifies the
percentage of Head Nurses who found a value operative,

For instance, organizational efficiency is the only value
that was operative for over 60% of the above-median rated
Head Nurses. Table 8 also reveals several clusters of
values both within and across the five major PVQ
categories. Closer review of the clusters can explain how
these values can shape behavior (England, 1974). A
cluster includes values with the same behavioral relevance

SCore.
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TABLE 8

OPERATIVE VALAES FOR PIPTEEN HRAD NURSES WITH

ABOVE-SEDIAN PENFORNANCE RATINGS

ldeas Associated

Peraonal Goals of

Goals of Business

1deas About General

wWith People individuals Organizations Groups of Peocple Yopics
Organizational Bfficiency
He
skill Aul Nigh Productivity
Achievesent Managecs
Abjlity Individuality Industrial Leadecship My Subordinates
Jab Satisfaction My Company
Creativity
Success
Ambition Money Bwployee Wellare Craftsmen
Orqanizational Stability My Woss
Cooperation Profit Mmaxisization
Compassian Organizational Growth white Collar Wockers Canflict
Tolerance Ewployves
Chedience My Co-Wockers Chamye
Trust Owruirs Compromise
Loyalty Emot ions
Honor inf luence Customers Authoc ity
Security Blue Collar Workers Caution
Dignity Stockiulders Eguality
Aggress Presti Techwical loyees Comgntition
KAveuess uﬂg,: Lahorers o m‘:.em-mt
Conformity Power Social Welfare Property
Religion
Rat ional
Rauk
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TABLE 9

OPERATIVE VALUES FOR PIFTEEN HEAD NUHSES WiTH

BELOW-HMEDIAN PENFORMANCE RATINGS

Ideas Associated Personal Goals of Goals of Business . ldeas About General
wWith People tndividuals Organizations Groups of People Topics
Exployoes
skl High Productivity
Ability Organizational Efticiency My Boss
Managurs
Mbition Job Satisfaction Ocganizational Growth My Cowockers
My Subordinates
Money Industeial Leadecship My Company
e
Autonomy Faployce Welfare Customers Risk
Individuality Oryanizational Stability
Successy
Trust Adiievem-nt
Coopuration Security Prof it Maximization Change
Compromise
R Rational
Loyalcy zu’nty Craftamen Baot jong
reativity Lataxwers Govemeent
Tectmical Bwployees
Compasa ion Social Weltare Stuckholders Caut ion
Tolerance #hite Collar Workers {Equal ity
Preperty
Conformity Leisuce ¢ Author ity
Ohedionce Preside [Contlict
NMyressiveness .
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The first category, Ideas Associated with People,
gshows that Head Nurses determined that twelve values were
operative for them. These include skill, ability,
ambition, cooperation, compassion, tolerance, obedience,
trust, loyalty, honor, aggressiveness, conformity. Skill,
ability, and ambition are values that concern personal
competence and can influence how problems and decisions
surrounding these issues are solved and made. The next
cluster of values includes cooperation, compassion,
tolerance, obedience, trust and loyalty. These values
imply a more organizationally-based compliance level
(England, 1975). The final cluster including honor,
aggressiveness, and conformity imply an individual
orientation and influence decision making from that
perspective (England et al., 1974). All three groupings
- in this category make some impact upon these manager's
behavior in specific situations.

The second category, Personal Goals, shows that
Head Nurses selected thirteen operative values. Over 50%
of them identified operative values for autonomy and
achievement which would influence decisions to retain
these aspects of their work life. The next cluster
included individuality, job satisfaction, creativity and
success which imply a strong commitment to solving

problems based on maintaining these personal aspects of
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the job. A third cluster, operative for almost 40% of the
Head Nurses in this performance category, emphasized the
importance of directing problem solving to safeguard
personal income. The final cluster includes influence,
security, dignity, prestige, leisure, and power that
direct problem solving with respect to keeping these
aspects of the managerial position,

All of the f&ctors categorized as Personal Goals
can be viewed as ends toward which other values are
directed. For instance, managers can maintain their
influence and power through achievement, individuality and
creativity. Values like security, influence, and power
can also be seen as reflective of individual need
structures (Maslow, 1970; McClelland, 1957). Porter
(1961) discovered that autonomy as defined by managerial
level greatly influenced feelings of dignity and a sense
of prestige. England (1975) found that American managers
believed autonomy was a goal to be obtained.

The third category, Goals of Business
Organizations, shows that Head Nurses selected eight
operative values. Over 60% of the Head Nurses identified
organizational effectiveness as an operative value. The
high behavioral relevance score of this value was typical
for American managers and attests to its importance for

Head Nurses, as well. High productivity and industrial
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jeadership also played a major role in the Head Nurse's
decision making and problem solving. The next grouping of
values includes employee welfare, organizational
gtability, profit maximization, and organizational growth
and these have a less-personal connotation for managers
who operationalize organizational goals through their
subordinates (England, 1975). Only 10% of the Head Nurses
were influenced by social welfare with respect to their
managerial problem solving.

The fourth category, Groups of People, clearly
distinguished the Head Nurses from England's (1975) other
norm groups. The behavioral relevance scores for the
values in this category ranged from the 15th to the 60th
percentiles. According to their behavioral relevance
scores, the Head Nurses' major reference groups included
me, managers, my subordinates, and my company. Inclusion
of the other reference groups like craftsmen, white collar
workers and my boss addressed identification with
professional groups but distinguished the Head Nurses from
England's groups who selected other reference groups.
Other values with lower behavioral relevance scores like
my co-workers, customers, blue collar workers,
stockholders, technical employees, and laborers did not
form a network for identification for these Head Nurses

(England et al., 1974).
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The fifth category, Ideas about General Topics,
received the lowest behavioral relevance scores of any -

category. For the high performers all of these values had

a behavioral relevance score at or far below the 30th
percentile. Consequently, very few Head Nurses found
these values to be operative. The values they d4id find
operative were conflict, change, compromise, emotions,
authority, caution, equality, government, property,
religion, rational, risk and for one person liberalism and
force were operative values., Values like conflict,
change, compromise and emotions reflect aspects of
managerial life requiring regulation. Values concerning
authority, caution, equality, rational, risk, liberalism
and force connote a style of management. Values which
include government, property and religion include concern
for external factors sometimes having little direct impact
upon managerial life (England, 1975).

Over half of the Head Nurses in the above-median
performance category identified skill, autonomy,
achievement, organizational efficiency, high productivity,
me, and managers as operative values. These top values
have a distinctly personal connotation in relation to who
and what these managers consider important. England
believes that these managers make their whole range of

work-related decisions and problem-solving based on these
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values. Because of this study's interest in a profile of
different manager's performance, this value's profile is
essential to compare and contrast with the other group of
performers.

Table 9 shows that the below-median rated Head
Nurses had fewer overall operative values than the above-
median rated group. In the category, Ideas Associated
with People, the lower-rated performers shared a profile
similar to the higher performers. However, Table 9
identifies a higher behavioral relevance score for the
value of ambition and no behavioral relevance score for
the value of honor. These data suggest that the lower-
rated performers were equally concerned about personal
competence and some issues of organizational compliance.
With respect to Ideas Associated with People, the two
groups of Head Nurses can be considered to have comparable
values that direct their behavior (England, 1975).

In the category, Personal Goals of Individuals, the
lower-rated Head Nurses identified fewer operative values,
overall. Their seven values with the highest behavioral
relevance scores included job satisfaction, money,
autonomy, individuality, success, achievement, and
security. 1In contrast to the high performers, the lower
performers gave a much lower score to autonomy,

individuality, success and achievement. Only about one-
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third of the lower performers found these values operative
while well over 50% of the high performers found these.
values operative. These data suggest that the lower-rated
performers were not as directed by autonomy,
individuality, success and achievement in their decision
making.

The category of Goals of Business Organizations
formed a very similar profile between the two groups. The
same values were included with much the same behavioral
relevance scores. However, organizational growth is
somewhat dissimilar for the two groups. The group of
lower-rated performers gave organizational growth a higher
score. England (1975) believes that a value like
organizational growth connotes the potential for making
personal sacrifices for the greater benefit of the total
organization.

The fourth category, Groups of People, revealed
several interesting differences between the two groups of
performers. The lower-rated performers gave the value of
employees a very high behavioral relevance score while the
higher-rated performers gave it a much lower behavioral
relevance score. Also, the lower-rated performers gave my
boss and customers a higher score than the higher-rated
Head Nurses. The lower-rated performers clearly

considered employees, my boss, managers, my co-workers, my
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subordinates, and my company before themselves. They also
gave a much lower score to owners, craftsmen and white -
collar workers. Their reference groups were dissimilar
from the higher-rated performers.

The final category, General Topics, had the lowest
overall behavioral relevance scores for both groups. The
below-median performers had a high behavioral relevance
score for risk and a lower behavioral relevance score for
authority than the above-median performers. These data
imply that the higher-rated performers were more
conservative in their decision making and used authority
as a basis for problem solving. Conflict had a higher
behavioral relevance score for the above-median performers
than the below-median performers. These data further
imply that the lower-rated Head Nurses valued risk-taking
behavior but made decisions based on avoiding conflict.
They also made decisions with less regard for authority
which may be related to the higher value they placed on
risk.

A concise value profile of the lower-rated Head
Nurses finds a group with high behavioral relevance scores
for skill, ability, high productivity, organizational
efficiency, employees, my boss, and managers. The
majority of this group valued personal assets like skill

and ability but seemed less self-directed than their
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higher-rated colleagues. Their reference groups included
subordinates and superiors but not themselves. They would
take risks but wanted to avoid conflict. These data
suggest that the lower-rated performers were a less
personally-ambitious group.

The fifth research question asked: What are the
operative values for first-line managers, Head Nurses,
with a pragmatic primary mode of valuation and first-line
managers, Head Nurses, with an affective primary mode of
valuation as measured by the Personal Values Questionnaire
with respect to rated job performance? Primary mode of
valuation was determined by England's formula of counting
and categorizing the three concept descriptors of right,
pleasant, and successful as each Head Nurse ranked them 1,
2, and 3. A majority ranking of 1 for the right
descriptor indicated an ethical/moral primary mode. A
majority ranking of 1 for the pleasant descriptor
indicated an affective primary mode. A majority ranking
of 1 for successful indicated a pragmatic primary mode.

No majority rankings indicated a mixed mode. These
determinations are based on England's research which
identifies primary values orientation categories,
ethical/moral, affective, pragmatic, and mixed.

The Head Nurses primary value orientations were

twenty-two pragmatic, five ethical/moral, three affective,
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and no mixed orientations. All four categories describe a
mode of valuation characterized by a particular type of
evaluative framework that guides managerial courses of
action. The pragmatic and affective primary value
orientations were selected for consideration because of
England's descriptions of the distinctions and differences
between pragmatic and affective. Identifying how these
two modes of valuation distinguish themselves with respect
to rated job performance was essential to determine for
inclusion in the Head Nurse's managerial profiles.

The pragmatic and affective managers are directed
by essentially different values. The pragmatic manager is
guided by success-failure considerations and concern for
whether or not particular courses of action will work.

The behavior of pragmatic managers is described by
concepts that they consider important and successful. The
affective mode of valuation reflects an evaluative
framework based on the pursuit of hedonism. The affective
manager is guided by behaviors directed toward increasing
pleasure and decreasing pain. The affective manager's
behaviors are influenced by those concepts that they
consider important and pleasant (England, 1975).

Comparison of the values of pragmatic and affective
Head Nurses are outlined in Tables 10 and 11. Table 10

identifies eleven operative values with a behavioral
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relevance score above the 50th percentile for the
pragmatic managers. These operative values include
ability, skill, ambition, achievement, high productivity,
organizational efficiency, organizational growth,
organizational stability, managers, co-workers, and me.
rTable 11 identifies four operative values with a
behavioral relevance score above the 50th percentile for
the affective managers. These include job satisfaction,
money, employees and my company. These differences in
values corroborate the primary values modes of the Head
Nurses in each of these categories. The affective
manager's evaluative framework emphasized job satisfaction
and money while the pragmatic Head Nurse's evaluative
framework emphasized personal characteristics like
ability, skill, ambition, achievement, productivity,
efficiency, growth, and stability. These operative values
determine managerial problem solving and decision making
for the Head Nurses in each of the two respective primary
mode of valuation categories.

Performance ratings also distinguish the two groups
with respect to primary valuation orientation. All three
Head Nurses in the affective managers category were rated
below the median for job performance. However, half of
the pragmatic managers were rated above the median and

half were rated below the median for job performance. The
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demographic characteristics of the two sub-groups are not
remarkably distinct. The chi-square found no significant
difference between the affective and pragmatic managers
with respect to job performance.
Needs

The fifth research question asked: What are the
need level for achievement, aggression, autonomy, change,
deference, dominance, and intraception as measured by the
Edwards Personal Preference Schedule for first-line
managers, Head Nurses, in different job performance
categories? To answer this question all Edwards Personal
Preference Schedule (EPPS) raw scores were converted to
percentile scores according to the instrument's manual
(Edwards, 1975). Because EPPS percentile scores range
from 1-100, a score of 1-25 represented a low need level,
a score of 26-75 represented a medium need level, and a
score of 76-~100 represented a high need level. The
several EPPS needs considered for examination were
selected because of their similarity to the seven PVQ
values of achievement, aggressiveness, autonomy, change,
obedience, influence, and compassion. Only high needs
were considered because of their potential to direct
behavior and the fact that need satisfaction is a
discriminant aspect of many motivational theories (Cawsey

et al., 1982; Cofer and Appley, 1964; Hackman and Oldham,
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1980; Lawler & Suttle, 1972; Maslow, 1970; McClelland,
1953; Porter, 1962; Vroom, 1964).

Tables 12 and 13 outline characteristics of Head
Nurses in different performance categories with respect to
their high needs. Table 12 indicates that ten Head Nurses
had a high need for achievement, six had a high need for
aggression, four had a high need for autonomy, five had a
high need for change, thirteen had a high need for
dominance, and seven had a high need for intraception. No
one had a high need for deference. The numbers of Head
Nurses in each need cagetory is noteworthy because less
than a third of these higher-rated performers had a high
need for autonomy and two-thirds had high needs for
achievement and dominance. The fact that no need was a
high need for all fifteen Head Nurses in this performance
category identifies a range of need levels within the
category.

Discussion of other characteristics of the Head
Nurses in this performance category may further identify
them with respect to the six high needs. For instance,
less than one-~third of the higher-rated performers had a
high need for autonomy, but they were the oldest group
with the longest job tenure and most equally divided
educational credentials. Over three-fourths of the Head

Nurses in this category had a high need for dominance.



TABLE 12

CHARACTERISTICS OF HEAD NURSES WITH ABOVE-MEDIAN
PERFORMANCE RATINGS AND HIGH NEEDS FOR ACHIEVEMENT, AGGRESSION,
AUTONOMY, CHANGE, DOMINANCE AND INTRACEPTION

Achievement Aggression Autonomy Change Dominance Intraception

Number 10 6 4 5 13 7

Age Mean 30.5 Years 29.0 Years 38.5 Years 34.0 Years 31.0 Years 32.4 Years
BSN 60% 67% 50% 60% 69% 57%
RN/ADN 40% 33% 50% 40% 31% 43%

Job Tenure
Mean 3.5 Years 3.1 Years 4.4 Years 4.0 Years 3.0 Years 3.1 Years

PIT



TABLE 13

CHARACTERISTICS OF HEAD NURSES WITH BELOW-MEDIAN
PERFORMANCE RATINGS AND HIGH NEEDS FOR ACHIEVEMENT, AGGRESSION,
AUTONOMY, CHANGE, DOMINANCE, INTRACEPTION

Achievement Aggression Autonomy Change Dominance Intraception
Number 10 5 5 4 14 9
Age Mean 33.9 Years 34.6 Years 33.6 Years 32.3 Years 32.5 Years 32,0 Years
MSN/MA 20% 40% 20% 25% i4% -0~
BSN 60% 60% 60% 75% 72% 89%
RN/ADN 20% -0~ 20% -0- 143 11%
Job Tenure
Mean 5.75 Years 4.9 Years 5.6 Years 3.88 Years 4.9 Years 4.2 Years

STT
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This group had the most education and the shortest job
tenure mean. Exactly two-thirds of the Head Nurses in:
this category had a high need for achievement. This group
was in the middle with regard to age, education and job
tenure mean. These data imply that Head Nurses with high
needs for autonomy and change are likely to be older and
in their jobs longer. Most Head Nurses have a high need
for dominance. Head Nurses with high needs for
achievement and aggression had more education and were
younger.

Table 13 indicates that ten Head Nurses had a high
need for achievement, five had a high need for aggression,
five had a high need for autonomy, four had a high need
for intraception. No one had a high need for deference.
Table 13 also lists the mean age years, education and mean
job tenure years for the Head Nurses in each need
category.

Comparison of the results in Tables 12 and 13
revealed both similarities and differences between Head
Nurses in the two performance categories. The numbers of
Head Nurses in each category were very similar. However,
no one in the above-median performance group was in the
MSN/MA group. With the exception of the change category,
the below-median performers had longer job tenure than the

higher-rated Head Nurses. Because the mean age range for
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the below-median performers was only 2.6 mean years, nho
one category distinguished itself as having the youngest
group. However, for the lower-rated Head Nurses, the
change category had a younger group with higher
educational credentials and less job tgnure. These data
indicate that the two performance groups were not
remarkably dissimilar with regard to their high needs.
Combining the two groups showed that 67% had a high need
for achievement, 37% had a high need for aggression, 30%
had a high need for autonomy, 30% had a high need for
change, 90% had a high need for dominance, and 53% had a
high need for intraception.

A final comparison of EPPS needs and SRF scores was
undertaken by statistical analysis. To determine the
difference within and between the two Head Nurse
performance groups in relation to needs, an ANOVA
statistic was used. Table 14 shows that the achievement
value of .78, p = .78 was not signficant and there was no
difference between the performance groups with respect to
the need for achievement. Table 15 shows that the
aggression value of .193, p = .66 was not significant and
there was no difference between the performance groups
with respect to the need for aggression. Table 16 shows
that the autonomy value of 2.3, p = .14 was not

significant and there was not a difference between the



Source
Between Groups
Within Groups

TOTAL

*Not Significant.

TABLE 14

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND

Degrees Of
Freedom

1

28

29

THE NEED FOR ACHIEVEMENT

Sum Of Mean
Squares Squares F Ratio F Probability
43,2000 43.2000 .78% .7819

15476.0000 552.7143

15519.2000

8TT



Source
Between Groups
Within Groups

TOTAL

*Not Significant.

TABLE 15

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND

Degrees Of
Freedom

1
28

29

THE NEED FOR AGGRESSION

Sum Of Mean
Squares Squares F Ratio
187.5000 187.5000 .193*

27172.0000 970.4286

27359.5000

F Probability

.6639

6TT



Source
Between Groups
Within Groups

TOTAL

*Not Significant.

TABLE 16

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND

Degrees Of
Freedom

1
28

29

THE NEED FOR AUTONOMY

F Probability

Sum Of Mean

Squares Squares F Ratio
1628.0333 1628.0333 2.268*
20095.3333 717.6905

21723.3667

.1432

0C1
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performance groups with respect to the need for autonomy.
Table 17 shows that the change value of .91, p = .11 was
not significant and there was no difference between the
performance groups with respect to the need for change.
Table 18 shows that the deference value of .50, p = .46
was not significant and there was no difference between
the performance groups with respect to the need for
deference. Table 19 shows that the dominance value of
1.2, P = .28 was not significant and there was not a
difference between the performance groups with respect to
the need for dominance. Table 20 shows that the
intraception value of .39, p = .76 was not significant and
there was no difference between the groups with respect to
the need for intraception.

The final research question asked: What is the
relationship between the needs for and values of
achievement, aggressiveness, autonomy, change,
obedience/deference, influence/dominance, and
compassion/intraception for first-line managers, Head
Nurses, in different performance categories? A similar
ranking system was used to determine the match between
EPPS high needs and PVQ operative values. EPPS needs
within the 76-100 range were given a rank of 4, needs
within the 51-75 range were given a rank of 3, needs

within the 26-50 range were given a rank of 2, and needs



Source
Between Groups
Within Groups

TOTAL

*Not Significant.

TABLE 17

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND
THE NEED FOR CHANGE

Degrees Of Sum Of Mean
Freedom Squares Squares F Ratio F Probability
1 12.0333 12.0333 .011* . 9158
28 29636.2667 1058.4381
29 29648.3000

(AN



Source
Between Groups
Within Groups

TOTAL

*Not Significant.

TABLE 18

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND
THE NEED FOR DEFERENCE

Degrees Of Sum Of Mean
Freedom Squares Squares F Ratio F Probability
1 213.3333 213.3333 .457% .5045
28 13066.5333 466.6619
29 13279.8667

€CT



Source
Between Groups
Within Groups

TOTAL

*Not significant.

TABLE 19

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND
THE NEED FOR DOMINANCE

Degrees Of Sum Of Mean
Freedom Squares Squares F Ratio F Probability
1 240.8333 240.8333 1.233* 2762
28 5468.5333 195.3048
29

1A



TABLE 20

ANALYSIS OF VARIANCE FOR PERFORMANCE RATING AND
THE NEED FOR INTRACEPTION

Degrees Of Sum Of Mean
Source Freedom Squares Squares F Ratio F Probability
Between Groups 1 616.5333 616.5333 - .755% .3924
Within Groups 28 22879.3333 817.1190
TOTAL 29 23495.8667

*Not Significant.

YA
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within the 1-25 range were given a rank of 1. PVQ
operative values were given a rank of 4, intended values
were given a rank of 3, adopted values were given a rank
of 2, and weak values were given a rank of 1. Matches
petween needs and values given the rank of 4 were the only
combinations considered for answering this research
question.

Pairing the seven values and seven needs resulted
in a number of matches. Table 21 shows eight matches
between the need for and value of achievement, one match
between the need for and value of aggression, two matches
between the need for and value of autonomy, two matches
between the need for and value of change, three matches
between the need for dominance and the value of influence,
and three matches between the need for intraception and
the value of compassion. Table 21 shows a total of
eighteen matches between varied needs and values.

Table 21 shows that achievement had eight different
matches. The Head Nurses for whom these values and needs
were equally high in importance, had a mean job
performance rating of 52.8, were 31.0 mean years of age,
had a mean job tenure of 4.6 years, and included three -
RN's and five BSN's. All eight had a pragmatic primary

mode of valuation. Also, four of the nurses for whom the



Need:
Value:

Number of
Matches

Mean Job
Performance

Mean Age
RN/ADN

BSN/BA

Job Tenure Mean

Primary Value
Orientation

Achievement
Achievement

52.8
31.0 Years
3 (37%)
5 (63%)

4.6 Years

Pragmatic (100%)

TABLE 21

CHARACTERISTICS COF HEAD NURSES WITH MATCHING HIGH

Aggression
Aggressiveness

59.0
26.0 Years
1 (100%)
-0-

2.0 Years

Pragmatic (100%)

Autonany
Autonamy

49.0
34.0 Years
1 (50%)
1 (50%)

7.5 Years

Pragmatic (100%)

NEEDS AND QPERATIVE VALUES

Change Domi nance Intraception '
Change Influence _Campagsion
2 3 3
49.0 55.7 55.0
26.0 Years 26.7 Years 28.0 Years
-0- 2 (67%) -0-
2 (100%) 1 (33%) 3 (100%)
3.3 Years 2.3 Years 2.0 Years

Pragmatic (100%) Pragmatic (100%) Pragmatic (67%)

Ethical/Moral (33%)

Lzt
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value and need for achievement were high selected this as
their only match.

Aggression had only one match. This Head Nurse had
another match with achievement. She was a 26 year old RN
who was in her Head Nurse position for two years. Her
performance rating was 59.0. Her primary value
orientation was pragmatic. Her other operative values and
high needs included achievement and dominance/influence.

Two Head Nurses selected autonomy as a high need
and operative value. Both of these nurses also selected
autonomy as their only match. Their primary mode of
valuation was pragmatic, Their mean age was 34.0, one had
an RN and the other had a BSN, both received a performance
rating of 49.0, and had a job tenure mean of 7.5 years.
One nurse had been in her position fourteen years and the
other had been in her position one year.

Change received two matches. Both nurses whose
operative values included change and expressed a high need
for change, matched on achievement and one other,
dissimilar need and value combination. Their mean
performance rating was 53.5, both had a pragmatic primary
mode of valuation, each had a BSN degree and were 26 year§
0ld. Their mean job tenure was 3.2 years.

The influence and dominance combinations had three

matches. The three Head Nurses for whom these were
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operative values and high needs, shared a pragmatic value
orientation, were 26.7 mean years of age, two had a BSN
degree and one had an RN and they had a mean job tenure of
2.3 years.

The compassion and intraception combination had
three matches. Two of these Head Nurses had only this one
match. All three of the nurses with high matches in this
category had a BSN degree, their mean age was 28.0 and
their mean job tenure was 4.5 years. Their mean
performance rating was 55.0. Two had a pragmatic primary
mode of valuation and one had an ethical/moral primary
mode of valuation.

Table 21 shows that 27% of the Head Nurses were in
the achievement category. Within this category, 63% of
the Head Nurses had above-median performance ratings. The
one Head Nurse in the aggression category was an RN
graduate with a pragmatic primary value orientation. The
two nurses in the autonomy category were both rated below
the median but were the oldest and had the longest job
tenure. 1In the change category both Head Nurses were
rated above the median in performance. In the
dominance/influence category both Head Nurses were rated a
above the median. The compassion/intraception category
had two Head Nurses rated above the median and one rated

below the median in job performance. Head Nurses rated
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above the median had high needs and operative values for
achievement, aggression, change, influence/dominance and
compassion/intraception. Head Nurses rated below the
median had high needs and operative values for achivement,
autonomy, and compassion/intraception. Autonomy, change,
and influence/dominance were the only needs and values
segregated by performance rating.

Discriminant Analysis

Another procedure was undertaken to determine which
factors included in the Head Nurses managerial profile
made the greatest contribution to these performance
ratings. To determine their relative contribution to the
discriminant function, statistical analysis included
consideration of the profile's major variables in addition
to the many JDS and MSQ factors not treated separately in
previous discussions. Table 22 lists the variables that
are ranked in order of their relative contribution to the
discriminant function.

Several aspects of the discriminant function
deserve consideration. The mean discriminant function for
Head Nurses with below-median performance was 2.53 and -
2.52 for Head Nurses with above-median job performance. -
Each standardized coefficient represents the relative
contribution of its associated variable to the function,

when the sign is ignored. The sign denotes if the



DISCRIMINANT ANALYSIS OF MAJOR VARIABLES
TO ALL MSQ AND JDS FACTORS

Variable

Education
Job Tenure

JDS Growth Need
Satisfaction

MSQ Ability Utilization
Years In Nursing

JDS Pay

EPPS Achievement

JDS Task Significance

JDS Meaningfulness of
Work

MSQ Company Policy
And Procedure

MSQ variety

Constaht

TABLE 22

Standard
Discriminant Coefficient

2.96354

2.30635

2.06129
-2.02432
1.862438
-1.67463
-1.58442

-1.27365

- .92806

.90412

IN ADDITION

Unstandardized
Discriminant Coefficient

5.68831

« 726340

2.343483
- .393947
.413686
-1.130874
- 067394

-1.667599

-1.261489

. 258295

4.63038

TI€T
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variable is making a positive or negative contribution.
rhe unstandardized coefficients were used to compute the
discriminant score for an individual Head Nurse. A
negative discriminant score indicates above-median
performance. For instance, the higher a Head Nurse's
education, the more likely she was to be rated below the
median in job performance. Of course, other variables
also contributed to the total discriminant.

Table 22 shows that different variables move Head
Nurses toward different performance ratings. Several
variables tend to move a Head Nurse toward a lower
performance rating. These variables are education, job
tenure, the JDS factor of growth need satisfaction, years
in nursing, and the MSQ factor of company policies and
procedures. Therefore, the more education, the longer the
job tenure and years in nursing, the more likely a Head
Nurse was to receive a lower rating. These determinations
were corroborated throughout the data reported previously.
For instance, Table 3 identified that the Head Nurses with
more education and longer job tenure tended to be rated
lower regardless of age or nursing division affiliation.

The variables that tended to move a Head Nurse
toward above-median ratings were the MSQ factor of ability
utilization, the JDS factor of pay, the EPPS need for

achievement, the JDS factors of task significance and
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meaningfulness of work, and the MSQ factor of variety.
Thus, the higher the Head Nurses scored on these variables

the more likely they were to be rated above the median.

ngression of Performance Ratings

Table 23 shows which variables predict the actual
Head Nurse's performance ratings. The multiple R for the
equation = .80532. The significance of regression is
Fo3,6 = 7-0735 (significant < .001). Because R = .64854,
the equation explained almost 65% of the variance in
performance rating. The six variables listed in Table 23
are different from those variables in Table 22 which
discriminated between the above-median and below-median
performers. The R2 change column shows how much variation
each variable explained as it was added to the equation.
Consequently, for positive coefficients, the higher the
score the higher the performance rating. For negative
coefficients, the higher the score the more it decreased
performance ratings.
Summary

The data outlined in Chapter IV describe several
distinctions between the two groups of performers with
respect to their demographic characteristics, job -
reactions, values, and needs. A brief description of each

group outlines a general profile for the below-median and

above-median performers.



Variable

JDS Dealing
With Others
PVQ Influence
EPPS Autonomy
PVQ Aggression

JDS General
Satisfaction

JDS Job
Security

Constant

TABLE 23

REGRESSION OF PERFORMANCE RATING

Standardized

Coefficient Coefficient Significance 53 R2Change
5.271 <577 .001 .22604 .22604
3.180 .350 .0l6 «39372 .16768

- .083 - .451 .003 .46881 .07510

2.705 «357 .017 «54541 .07660

- 1.450 - .318 .033 +57667 .03126

1.254 .308 .041 .64854 .07187
10.497 .282

PeET
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The below-median performers had several
distinguishing characteristics. They had 4.67 mean joﬁ
tenure years, 9.68 mean years in nursing, 7.22 mean years
at NMH, and their educational credentials were 14% RN/ADN,
72% BSN/BA, 14% MSN/MA. Other descriptors included 60%
who found their jobs low in motivating potential; 51%
experienced low job satisfaction; over 50% identified the
operative values of skill, ability, high productivity,
organizational efficiency, employees, my boss and
managers; their managerial orientations were 73%
pragmatic, 20% affective, and 7% ethical/moral; 93%
expressed a high need for dominance, and 67% expressed a
high need for achievement.

The above-median performers had 3.23 mean job
tenure years, 9.2 mean years in nursing, 6.1 mean years at
NMH, and their educational credentials were 60% BSN/BA and
40% RN/ADN. Other descriptors included 60% who
experienced high motivation potential, 47% who experienced
high job satisfaction, over 50% had operative values of
skill, autonomy, achievement, organizational efficiency,
high productivity, me, and managers; their managerial
Oorientations were 73% pragmatic and 27% ethical/moral; 67%
expressed a high need for achievement, and 87% expressed a

high need for dominance.
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Several characteristics distinguish these two
groups. The lower-rated performers were in their jobs.
longer, spent more of their nursing years working at NMH
and had more education. The lower-rated Head Nurses
experienced less motivating potential but higher job
satisfaction than their higher-rated colleagues. The
operative values directing the majority of the lower-rated
Head Nurses behavior included ability, employees, my boss,
and managers, while the majority of higher-rated Head
Nurses were directed by the operative values of autonomy,
achievement, and me. The two groups are similar with
respect to agé, managerial orientation, and need
structure.

Chapter V will review the study's limitations and
research questions with respect to the findings. Data
will be discussed in relation to its implications. Future

research directions will also be proposed.



CHAPTER V

SUMMARY

Introduction

The purpose of this study was to outline a profile
of first-line nursing managers, Head Nurses, with
differing levels of job performance. Objectives related
to the goal of describing a specific employee group were:
to comprehensively review each Head Nurse's job
performance with respect to job design reactions,
experienced job satisfaction, personal work values, need
structures, certain demographic characteristics, and to
select a managerial population because of increasing
intereast in this important worker population who
translates and transmits organizational goals through the
workers who report to them.

All subjects who volunteered to participate in this
study were Head Nurses at Northwestern Memorial Hospital
(NMH). NMH is a comprehensive teaching medical center
with university affiliation. Until 1981 NMH sponsored its
own diploma school of nursing which offered its students
the educational opportunity to become registered nurses
and receive the RN Diploma. Since 1980 Northwestern
University Medical School which shares a campus with NMH

offered a Bachelors of Science in Nursing (BSN) degree and

137
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presently offers a Masters of Science in Nursing (MSN)
through its Programs in Nursing division.

The Head Nurse's managerial profiles were developed
and based on several instruments that assessed aspects of
their professional lives and personal lives. 1Included in
the profile was the Job Diagnostic Survey (JDS) that
provides a Motivating Potential Score (MPS) to identify
job design reactions in addition to other internal factors
affecting job reactions. The Minnesota Satisfaction
Questionnaire (MSQ) was used to assess job satisfaction.
The MSQ provides a general job satisfaction score
reflective of a composite of other factors that can be
considered separately. The literature recommends using
these two instruments together (Ferratt, 1981).

The two remaining instruments reviewed values and
needs, respectively, and were both included because their
theoretical frameworks were based on theories of
motivation. The Personal Values Questionnaire (PVQ) is a
66-item questionnaire that assesses personal work values
in two ways. It provides a managerial orientation of
pragmatic, affective, or ethical/moral, and ranks each of
the value concepts as operative, intended, adopted, or
weak values. This investigation used the managerial
orientation and operative values, only. The Edwards

Personal Preference Schedule (EPPS) measures the strength
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of 20 manifest needs. Only seven of these needs,
achievement, aggression, autonomy, change, deference,
dominance, and intraception were correlated with the seven
PVQ values of achievement, aggressiveness, autonomy,
change, obedience, influence, and compassion to determine
the similarities of responses.

The demographic information gathered for this study
included age, education, years in nursing, years worked at
Northwestern Memorial Hospital, and job tenure for Head
Nurses at NMH. This information was used to form
categories of responses to the four major variables and to
further describe the Head Nurses in different performance
categories.

Head Nurse's rated job performance was the aspect
of this investigation that the profile was designed to
describe. The Head Nurses at NMH are annually evaluated
by the nurse to whom they directly report, usually a
Nursing Supervisor or sometimes a Director of Nursing
Service. Performance was determined through completion,
by regular evaluators, of a modified variation of the Head
Nurse's existing performance instrument. The existing
form is 15 pages in length and extensively reviews the -
areas of unit management, staff management, and patient
care management. The modified form, the Supervisor Rating

Form (SRF), surveyed the same three areas as the regular
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form by asking the same basic nine questions without
additional subsections. SRF answers determined if a Head
Nurse scored above or below the median with respect to job
performance.

The design used to establish a profile of Head
Nurses with either below-median or above-median job
performance was the field study. The field study is
exploratory in nature and offers the researcher an
opportunity to view a situation as it exists as opposed to
manipulating existing conditions to provide predicted
responses. Therefore, realism and the latitude to pursue
alternative directions suggested by the data recommend the
field study (Kerlinger, 1973). This study included seven
research questions that directed categorization and
analysis of the data.

Chapter V is divided into three major sections,
summary, discussion and recommendations. The first
section reviews each of the seven research questions with
respect to data findings, their implications, and
limitations. The second section discusses the study's
findings. The final section considers directions for
future research. -

Research Questions

The first research question asked: What are the

Motivating Potential Scores as measured by the Job
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piagnostic Survey for the first-line managers, Head
Nurses, in different job performance categories? An MPS
median was calculated to facilitate data analysis related
to the performance median. Both performance groups
included Head Nurses with either above-median MPS ratings
indicating satisfaction with their job's design or below-
median MPS ratings indicating dissatisfaction with their
job's design. In the below-median performance category
older Head Nurses with longer job tenure found their job's
design more satisfying. In the above-median performance
category satisfaction with the job's design decreased as
job tenure increased. These data do not indicate the
necessity for or appropriateness of a job redesign
intervention to increase favorable responses to the
existing job's design. An ANOVA statistic identified no
significant difference between the two performance groups
with respect to MPS ratings.

The second research question asked: What are the
general job satisfaction scores as measured by the
Minnesota Satisfaction Questionnaire for first-line
managers, Head Nurses, in different performance
categories? An MSQ median was calculated to facilitate -
data analysis related to the performance median. Both
performance groups included Head Nurses with either above-

median general job satisfaction indicating overall
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favorable job responses or below-median general job
gsatisfaction indicating overall unfavorable job responsés.
In the below-median performance category Head Nurses
experienced higher job satisfaction as they became older
and obtained more education. An ANOVA statistic
identified that job satisfaction did not distinguish
between the two groups of performers.

The third research question asked: What is the
correlation between high Motivating Potential Scores (MPS)
as measured by the Job Diagnostic Survey and high general
job satisfaction scores as measured by the Minnesota
Satisfaction Questionnaire for first-line managers, Head
Nurses? The Pearson product-moment statistic was used to
determine the correlation between MSQ scores and MPS
ratings. The relationship showed a high positive
correlation. These data indicate that Head Nurses who
experienced job satisfaction also responded favorably to
their job's design.

The fourth research question asked: What are the
operative values as measured by the Personal Values
Questionnaire for first-line managers, Head Nurses, in
different job performance categories? Operative values -~
were selected for consideration because of their potential
to directly influence behavior. The major operative

values Head Nurses in the above-median performance
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category selected included skill, autonomy, achievement,
organizational efficiency, high productivity, me, and |
managers. The major operative values for Head Nurses in
the below-median performance category selected included
skill, ability, high productivity, organizational
efficiency, employees, my boss, and managers. Because the
operative values for the Head Nurses in both performance
categories were very similar, these data indicated that
decision-making and problem-solving behaviors should not
be remarkably dissimilar for the Head Nurses in either
performance category.

The fifth research question asked: What are the
operative values for first-line managers, Head Nurses with
a pragmatic primary mode of valuation and first-line
managers, Head Nurses, with an affective primary mode of
valuation as measured by the Personal Values Questionnaire
with respect to rated job performance? Operative values
for the twenty-two pragmatic Head Nurses included ability,
skill, ambition, achievement, high productivity,
organizational efficiency, organizational growth,
organizational stability, managers, co-workers, and me.
Operative values for the three affective Head Nurses
included job satisfaction, money, employees, and my
company. The pragmatic manager's operative values

emphasized personal characteristics related to success.
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The affective manager's operative values emphasized work-
life aspects related to pleasure. Different operative
values directed the decision-making and problem-solving
behaviors of these two groups of managers. Also, half of
the pragmatic and all three of the affective managers were
included in the below-median performance categories.
Operative values for the five Head Nurses with an
ethical/moral primary mode of valuation were not
considered.

The sixth research question asked: What are the
need levels for achievement, aggression, autonomy, change,
deference, dominance and intraception as measured by the
Edwards Personal Preference Schedule for first-line
managers, Head Nurses, in different job performance
categories? The seven needs were selected because of
their similarity to seven PVQ concepts. Head Nurses in
both the above-median and below-median performance
categories had high needs for all needs but deference.

The two groups had more similarities than differences with
respect to need level. An ANOVA statistic identified that
no needs distinguished the Head Nurses in the two

performance groups from one another. -~

The seventh research question asked: What is the
relationship between the needs for and values of

achievement, aggressiveness, autonomy, change,
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obedience/deference, influence/dominance,
compassion/intraception for first-line managers, Head
Nurses, in different job performance categories? Pairing
the values and needs resulted in eight matches for
achievement, one match for aggression, two matches for
autonomy, two matches for change, three matches for
influence/dominance, and three matches for
obedience/intraception. Autonomy, change and
influence/dominance were the only needs and values
separated by performance rating.

A discriminant function was used to analyze the
major variables of the Head Nurse's profile in addition to
the many JDS and MSQ factors not given consideration in
previous discussions with respect to how they contributed
to performance ratings. The variables that tended to move
a Head Nurse toward a lower performance rating were
education, job tenure, JIJDS growth need satisfaction, years
in nursing, and the MSQ factor of company policies and
procedures. The variables that tended to move a Head
Nurse toward a higher performance rating were the MSQ
factor of ability utilization, the JDS factor of pay, the
EPPS need for achievement, the JDS factors of task -
significance and meaningfulness of work, and the MSQ
factor of variety. A regression of the performance

ratings identified that JDS dealing with others, PVQ
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influence, EPPS autonomy, PVQ aggressiveness, JDS general
gatisfaction, JDS job security combined to explain almosﬁ
5% of the variance in performance ratings.

A general view of the Head Nurses in the two
performance categories identified both similarities and
differences. The higher-rated performers usually
responded positively to the design of their jobs,
experienced low job satisfaction, had pragmatic values
orientations, had high needs for dominance and
achievement, and had operative values for skill, autonomy,
achievement, organizational efficiency, high productivity,
me and managers. The lower-rated performers were likely
to respond negatively to the design of their jobs,
experienced low job satisfaction, had a pragmatic or
affective value orientation, had high needs for dominance
and achievement, and operative values for skill, ability,
high productivity, organizational efficiency, employees,
my boss, and managers. Likely predictors of performance
ratings were education, years in nursing, and job tenure.
As these factors increased, performance ratings were
likely to decrease.

Limitations

The first limitation influencing the results of
this study concerned the lack of control over

organizational variables that could make an impact upon
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reactions to job design and job satisfaction. Because no
other organizational changes were being implemented at the
time data were collected, scores on both instruments are
assumed to represent current reactions.

A second limitation of this study concerned its
sample. The NMH Head Nurses were most representative of
those who selected to work at NMH as opposed to a
comparable institution. NMH is an institution with
organizational structures very similar to other urban,
teaching medical centers in the Chicago area. Though the
Head Nurse job description may vary from hospital to
hospital, the generic definition of a Head Nurse as
nursing's first-line manager is well understood within the
profession (Barret et al., 1975).

A third limitation was this study's sample size.
Though almost 70% of the NHM Head Nurse population
volunteered to participate in this study the sample size
was only 30. The intent of this study was to outline a
profile of first-line nursing managers and generalization
from this sample to other Head Nurse populations could
Create a major margin of error.

The last limitation considered to influence the -~
outcome of this study regards the four major variables
that comprised the profiles of differently-rated

performers. The literature supports the notion that
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values, needs, and job reactions influence motivation.
gowever, other factors not included in the profile may.
also influence worker motivation. A related limitation
relates to the instruments selected to measure these
variables. The literature identified the JDS, MSQ, PVQ,
and EPPS as the instruments of choice for measurement of
these variables; however, the instruments themselves were
limited by their theoretical frameworks and psychometric
properties.

With respect to these limitations, this study does
provide a profile of the Head Nurses who participated as
subjects. The data identify some differences between the
two groups of performers. Discussion of these findings

follows.

DISCUSSION

Responses to Job Design

The motivating potential score (MPS) measured by
the Job Diagnostic Survey (JDS) reflects a worker's
responses to the five core job characteristics of skill
variety, task identity, task significance, autonomy, and
feedback. As salient aspects of a job's design, core job‘
characteristics elicit either favorable or unfavorable
responses depending upon the extent to which an employee

perceives their presence in a job's design. A high MPS
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reflects positive reactions to the existence of the core
job characteristics in a job's design and a low MPS
reflects negative reactions to the existence or lack of
existence of the core job characteristics in a job's
design.

Job design reactions are linked to job performance
by the assumption that workers well suited for redesigned
jobs will necessarily perform better (Hackman and Oldham,
1980). Job design reactions reflected in the MPS did not
significantly distinguish the Head Nurses with respect to
rated job performance. No causal relationship between job
performance and job design reactions was identified.

Job tenure, however, did distinguish Head Nurses in
the two performance categories with respect to MPS
ratings. The lower-rated Head Nurses with longer job
tenure had higher MPS ratings while the higher-rated Head
Nurses with longer job tenure had lower MPS ratings. The
higher-rated Head Nurses experienced less evidence of the
core job characteristics as their job tenure increased and
the lower-rated Head Nurses experienced increased evidence
of the core job characteristic's presence as their job
tenure increased (Hackman and Oldham, 1980). Higher-rated
Head Nurses may experience decreased evidence of their

job's core characteristics because they learn the
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position's fundamental responsibilities quickly and desire
the challenges posed by a redesigned job.

The relationship between MPS ratings and the Head
Nurse's divisional assignments is a factor deserving
consideration. Joiner et al. (1982) found that MPS means
were the lowest for nurses working in psychiatry and the
highest fér nurses working in critical care. The critical
care Head Nurses had an MPS mean of 225.5 and the
psychiatry Head Nurses had an MPS mean of 188.2. Based on
this investigation's findings, the critical care Head
Nurses are an example of higher-rated performers whose MPS
is predicted to decrease based on their high performance
meanh. of 57.0 and their low job tenure mean of 1.7 years.
These data indicate that this is a group of Head Nurses
deserving consideration as possible candidates for job
redesign intervention to maintain high MPS ratings and
performance.

Additional statistical analysis showed that four
separate JDS factors influenced performance ratings.
Discriminant analysis identified that the JDS factors of
pay, task significance, and meaningfulness of work
contributed positively to performance ratings. The highesx
Head Nurses scored on these variables, the more likely
they were to be rated above the median. Also,

discriminant analysis identified that the JDS factor of
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growth need satisfaction contributed negatively to
performance ratings. The higher Head Nurses scored on '
this variable, the more likely they were to be rated below
the median.

Factors identified through discriminant analysis as
contributors to a specific performance category further
describe and distinguish the two groups of Head Nurses.
The inclusion of pay was not surprising because of its
identification as a major work dissatisfier for nurses
(Wandelt et al., 1981). However, as a hygiene factor not
directly related to the work itself, pay should not
contribute to performance motivation (Herzberg, 1966).
Task significance is a core job characteristic related to
the work itself and directly responsible for performance
motivation (Hackman, 1977). The work's meaningfulness
concerns employee's perceptions of their universal
contribution to others through their job efforts (Hackman
and Oldham, 1980). Head Nurses rating these three JDS
factors very highly were more likely to be rated above the
median. However, Head Nurses with high growth need
satisfaction were more likely to be rated below the median
implying that these nurses needs for growth and -
development were being met (Hackman and Oldham, 1980).
These findings indicate that JDS pay, task significance,

and meaningfulness of the work ratings can predict above-
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median performance ratings and also describe Head Nurses
who rate highly these aspects of their jobs. Growth need
gatisfaction ratings can predict below-median performance
ratings and also describe Head Nurses who find this need
being met in their jobs.

Job Satisfaction

The study of job satisfaction continues to generate
interest because of the remaining speculation about job
satisfaction's impact upon job performance. The
investigation of job satisfaction among nurses offers the
researcher a tradition rich in speculation that
unfortunately provides few answers (Aiken et al., 1981;
Brett, 1983; Ginzberg et al., 1982; Gordon, 1982;
Imparato, 1973, Joiner et al., 1982; Katz, 1969; Levine,
1978; McCloskey, 1974; Munson and Heda, 1974; Reese et
al., 1964; Slavitt, 1978; Wandelt et al., 1981l; Weisman et
al., 1981). The Head Nurses illustrate this point because
the ANOVA statistic found that job satisfaction levels did
not significantly distinguish those in either performance
group from one another. Though no connection linking
performance and job satisfaction was identified by the
ANOVA statistic, comparison of the demographic -~
characteristics of the Head Nurses in each category and
discriminant analysis did identify some differences

between the members in each performance category.
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Job satisfaction was measured by the Minnesota
gsatisfaction Questionnaire (MSQ) which yielded a generai
job satisfaction score for each Head Nurse. Calculation
of the MSQ median established both above-median and below-
median job satisfaction for Head Nurses in each of the two
performance categories. 1In general, job satisfaction
increased as age increased for the Head Nurses in both
performanée categories.

The MSQ also provides individual scores for its
twenty factors. The three factors to which Head Nurses
gave their lowest-satisfaction scores were compensation,
company policies and practices, and advancement. These
factors are job aspects external to the performance of
their duties. Eliminating the problematic aspects of
these factors may lessen dissatisfaction but not increase
job satisfaction (Herzberg, 1966). Factors upon which
Head Nurses consistently scored high were social service
and moral values. These aspects of the work hold an
intrinsic appeal that can meet higher-order needs (Maslow,
1970). The absence of these factors may also cause
dissatisfaction because of their relationship to the
perceived meaningfulness of the work (Hackman and Oldham, "
1970).

Discriminant analysis identified three MSQ factors

that contribute to performance ratings. MSQ company
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policies and practices contributed negatively to
performance ratings. The higher Head Nurses rated this
factor the more likely they were to be rated below the
median. This finding leads to the conclusion that those
who found institutional policies disagreeable were
consequently rated lower. The higher Head Nurses scored
on the MSQ factors ability utilization and variety,
similar to the core job characteristics, the more likely
they were to be rated above the median. Those factors
contributed positively to performance ratings.

Three conclusions regarding the connection between
job satisfaction and job performance are suggested by
these data. General job satisfaction levels did not
clearly distinguish members of either performance
category. However, the data also found that general job
satisfaction levels were higher for older nurses. These
two findings suggest neither the appropriateness of nor
necessity for interventions designed to increase job
satisfaction with the hope of positively affecting work
performance. However, discriminant analysis findings
recommend that job satisfaction factors most likely to
influence an increase in performance ratings concern the -
work itself. 1If any interventions are to be undertaken,
these data recommend that the work itself should be

altered.
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values

Values influence managerial decision making through
the selection of available behavioral options reflective
of individual belief systems (Brown, 1976; Conner, 1975;
England, 1975). The Head Nurses in the two different
performance categories shared similar values. These data
indicated that values did not separate the Head Nurses
from one another with respect to performance. However,
the Head Nurses' values require consideration from a
managerial perspective and a professional nursing
viewpoint.

Review of the Head Nurse's values offers the
potential to predict some of their behavior. From a
managerial perspective the Head Nurses in both performance
categories valued organizational efficiency, high
productivity and managers. These values predict that
managerial decisions will reflect efforts to maintain
and/or increase efficiency and productivity. From a
nursing viewpoint both performance groups valued skill.
This value predicts that nursing decisions will respect
the skill level necessary to maintain high professional
standards. These data on values suggest that the Head -
Nurses would not make decisions that had the potential to
greatly sacrifice economic stability or compromise

professional standards (England, 1975).
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Distinctions between Head Nurses with different
primary value orientations were well defined. Operative
values for the pragmatic Head Nurses were clearly success-—
oriented. One interpretation of these data is that the
pragmatic Head Nurses may be more effective as members of
the budget committee while the affective Head Nurses may
be more effective as members of social committees. Both
committees support important aspects of organizational
functioning.

Regression analysis identified that PVQ influence
and aggressiveness combined to account for 25% of the
variance in performance ratings. The higher Head Nurses
scored on these two components the more likely they were
to be given above-median performance ratings. Similar
findings were reported in another study (McClelland and
Boyatzis, 1982). These data indicate that influence and
aggressiveness were subtlely rewarded through performance
evaluation for the Head Nurses.

The Head Nurses identified that factors reflective
of their primary orientations and of high importance were
operative values for them. Operative values are certain
to influence the Head Nurse's behavior (England, 1975). -
However, identification of particular values does not
imply that the Head Nurse's jobs offered expression for or

acceptance of these values (Slavitt et al., 1978).
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Needs

Need satisfaction motivates behavior in a manner
similar to the way in which values direct behavior.
workers experience different need levels with respect to
their jobs. For instance, workers motivated by a high
need for aggression will probably display different job
behaviors than workers motivated by a high need for
deference. Need levels also influence job performance
(Pennings, 1970; Porter et al., 1976).

Head Nurses in both performance categories had high
need levels as measured by the Edwards Personal Preference
Schedule (EPPS) for achievement, aggression, autonomy,
change, dominance, and intraception. Other investigations
report similar findings with respect to individual
managerial need structure and performance (Hackman and
O0ldham, 1980; McClelland and Boyatzis, 1982; Porter,
1963). The fact that Head Nurses shared a need structure
analagous to managers participating in other studies
implies some generic similarities among workers in the
managerial role.

Regression analysis identified that EPPS autonomy
accounted for 8% of the variance in performance ratings. -
The higher Head Nurses scored on autonomy the more likely
they were to receive below-median performance ratings.

Discriminant function identified that the higher Head
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Nurses scored on EPPS achievement the more likely they
were to receive above-median performance ratings. The
Head Nurses in the two performance groups were
distinguished with respect to autonomy and achievement.
gvaluators of the Head Nurses appeared to rate achievement
much more highly than autonomy. Head Nurses with high
autonomy needs may experience frustration in meeting that
need in their jobs.

The identification of operative values and high
needs is important for understanding the Head Nurse's
motivational structure. Assessment of value structure and
need level indicates the extent to which identified needs
and values are operative for each Head Nurse. However,
needs and values do not identify the extent to which the
work setting enhances or inhibits the expression of
particular values and needs. Head Nurses whose operative
values and high needs were well matched were strongly
motivated to behave in ways reflective of their needs and
values. Head Nurses are not predicted to remain in jobs
through which they are unable to express their operative
values and meet their high needs.

Education and job tenure were two demographic -
characteristics that made major contributions to below-
median performance ratings. Both variables were

identified as salient throughout the data reporting. The
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connection between higher levels of education and lower
performance ratings is enigmatic with respect to the
nursing profession's continuing emphasis upon the BSN
degree as the level of entry to practice. However, the
situation appears less phenomenal with respect to NMH's
institutional loss of a diploma program within the past
four years. Their own diploma-educated nurses who
remained at the institution without pursuing further
education continue to receive high performance ratings.
The reason for rating other nurses lower appears to be
related to this situation.

The link between increased job tenure and below-
medién performance lends itself to more speculation than
consideration of the educational characteristic. However,
it seems highly probable that the longer Head Nurses
remain in their jobs the more likely they are to choose
one of two responses to their situations. They may decide
to become less conforming and more questioning or they may
decide to become more complacent and less questioning. 1If
they attain a higher educational level during their
advancing job tenure, they are even more subject to lower
ratings. Evaluators may respond negatively to the Head .
Nurse's increasing complacency or decreasing conformity

and rate their performance less favorably.
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RECOMMENDATIONS

pata Utilization

Consideration of research findings can lead to
proposals for follow-up studies. This study of first-line
managers answered seven research questions by formulating
profiles of the Head Nurses in two different performance
categories. This point in the research process recommends
that decisions be made about how to utilize the data now
and in the future.

Reactions to the study's findings readily lend
themselves to categorization into three broad areas.

These areas include making no changes, altering the Head
Nurse role as it currently exists, or hiring different
Head Nurses. The data could justify any of the three
approaches based upon how the data are interpreted and the
perspective from which it is viewed. However, before
making changes based on the study's findings, the profile
itself requires careful review because of its inability to
identify statistically significant differences between the
two performance groups. The existing data do identify the
critical care nurses as a group deserving careful
consideration because of the implications, discussed -

earlier, of their particular characteristics.
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ruture Research Directions
Futul

One major direction is to continue utilization of a
profile format to increase knowledge and understanding of
an identified worker population. Secondly, that
population should be first-line managers or managers in
general because of their importance to organizations. The
profile used in this study is recommended for continued
use at NMH with its Head Nurse population. To expand the
existing data base it established, the profile can also be
used at any other hospitals similar to NMH with any
managerial population working in that hospital. As
hospitals continue to contemplate the realities of imposed
work force reductions, they must know their managerial
staffs.

The implications for continued research based on
the format developed and implemented in this study have
relevance for: those interested in diagnosing a work
climate, those interested in assessing worker perceptions
before or after implementation of major organizational
changes, those interested in assessing readiness for and
reactions to management development programs, those
interested in enhancing their knowledge of any identified-
worker population, those interested in following a group

of workers longitudinally. These are general, suggested
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directions that must be modified and specified to meet the
needs of individualized situations.

Several specific research directions are also
implied to further complement the data identified in this
study. The existihg profile can be expanded or diminished
to include additional instruments or delete some presently
included. Deletion or addition can reflect other related
directions and interests. For instance, a future
theoretical framework may not include values but may
include assessment of managerial decision-making style.
The profile's data can direct decisions for hiring
practices, employee counseling, and training and
development programs. Managers working in different
departﬁents can be compared with respect to the profile
components. Managers can also be compared with respect to
their demographic characteristics.

Identification of performance was a major component
of this study. The structure of this study should
interest any organization interested in the links between
motivation and job performance. Future research endeavors
may define and operationalize job performance the same as
or different from this study's definition of work -
performance. Regardless of the similarities or

differences of work performance definitions, the
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performance variable is recommended for comparison with an
organized process for identifying workers.
summary

This study achieved its goal of outlining a profile
of first-line nursing managers. The profile identified
job reactions, values, and needs for Head Nurses with low
and high job performance. The data gathered in this study
described each group as more different than similar. The
higher-rated performers usually responded positively to
the design of their jobs, experienced low job
satisfaction, had pragmatic values orientations, had high
needs for dominance and achievement, and had operative
values for skill, autonomy, achievement, organizational
efficiency, high productivity, me and managers. The lower-
rated performers generally responded negatively to the
design of their jobs, experienced low job satisfaction,
had a pragmatic or affective value orientation, had low
needs for deference and high needs for dominance and
achievement, and operative values for skill, ability, high
productivity, organizational efficiency, employees, my
boss, and managers. Likely predictors of performance
ratings were education, years in nursing, and job tenure. .
As these factors increased, performance ratings were
likely to decrease. The educational factor can be

explained through possible lingering skepticism about
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advanced educational credentials that has not caught up
with the institution's change in educational alliance.
0older nurses with more seniority may be viewed by those
who evaluate them as less compliant with established

standards and were penalized through performance ratings.
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Job Diagnostic Survey

On the following pages you will find several different kinds of ques~-
tions about your job. Specific instructions are given at the start of
sach section. Please read thea carefully. It should take no more than
25 ainutes to ccmplete the entire gquestionnaire. Please 2ove through

it quiekly.

The questions are designed to obtain your perceptions
of your job and your reactions to it.

Thers are no "trick” questions. Your individual answers will be kept
completely confidential. Please answer each item as honestly and
frankly as possible.

Thank you for your cocperation.
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T™his part of the questionnaire asks you to
dascribe your job, as objectively as you can.

Flease do 2ot use this part of the questionnaire to show how
auch you like or dislike your job. Quastions about that will
coms latsr. Instead, try to maks your descriptions as )
accurate and as objective as you possidly can.

A sample questiom is given below.

A. 7o vhat exteat does your job require you to work with mechanical equipment?

. N7

1 2 3 —— 5 &
Very little; the Moderately L{czy msuch; the job
job requires almost . requires alacst
no contact with constant work with
: mechanical equipment.

aeschanical eguip=- .
ment ot' any kind.

You are to circle the number which is the most accurate
description of your jeb.

If, for example, your job requires you to work

with mechanical equipment a good deal of the
time = but also requires some paperwork = you
aight circle the number six, as was done in the

exanple above.

If you do not understand these instructions, please ask for

assistance. If you do understand them, begin now.
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1. To what extent does your job require you to work closelvy with other
pecple (either “clients,® or pecple in related jobs in your own

7

Very auch; dealing
with other pecple
is an absolutely

arganization)?
1 z 3 4 H ]
Very little; deal- Moderately;
ing with other some dealing
pecple is not at wvith others
all necessary ia is pacsssary. essantial and

doing the jﬂb .

erucial part of
doing the job.

2. Bow much autoncay is there in your job? 7That is, to vhat extent
does your job permit you to decide on your own how to go about

doing the work?

a 4

7

v >
Very little; the
job gives me almost
no psarsonal “say”
aboyt hov and when
the work is done.

Moderate autonomy;
msany things are
standardized and
ot under my coa-
trol, but I can
make some decisions
about the work.

Very such; the
job gives ae
almost complece
zesponsidbilicy
for deciding how
and when the work
is done.

3. o0 vhat extent does your job involve doing a “whole” and identifi-
abla piece of work? That is, is the job a complete piece of work
that has an obvious beginning and end? Or is it only a small part
of the overall piece of work, which is finished by other people or

by automatic machines?

?

My job is only a

tiny part of the

overall piecs of

work; the results
of my activities

cannot be seen in
the final product
or service.

1 2 2 4 5 6
My job is a
moderate-sized

"chunk® of the
overall piece of
work; sy own
contridution can
be seen in the
final outconme.

My job involves
doing the whole
piece of work, fzom
start to finish;
the results of =y
activities are
easily seen in the
final product or
sarvice.

4. How much variety is there in your job? That is, to what extent
does the job require you to do many different things at work, using
4 variety of your skills and talents?

w

[ J

-

?

1 2
Very little; the
job requires me to
do the same routine
things over and
over again.

- 4
- L)

Moderate
var i.t’ .

Very such: the Job
Tequires me to do
aany different
things, using &
aunber of diffecent
skills and ta.ienzs.
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$. In general how significant or imporsant is yogr jab? That is, are
the results of your work likely to significantly affect the lives or

wallebeing of other pecple?

1 2 3 4 5 6 7
Not very signifie- moderately Bighly signifi~
significant. ecant; the outcomes

cant; the outcomes
of my work can

of my work ate not

likaly to have affect other

important effects people in very
important wvays.

on other pecple.

6. To what extent do Banagers or co-workers let you know hov well you
are doing on your job? '

1 2 3 4 H € ?
Very little; Moderzately; Very much; sanagers
people almost scaetines or co-workers provide
never let me ~ people may e with almost con-
know hov well give me stant "feedback®
1 an doing. *feeddack;"” about how well I am
other times doing.

they may not.

7. To what extent does .doing the job itself provide you with informa~-
tion about your work performance? That is, does the actual work itself

provide clues about hov well you are doing « aside from any "feedback”
co~workers ©r supervisors may provide?

?
Very much; the

job is set up so
that I get almost
constant “feedback”
as I work about

how well I am doing.

K’
-

[

1 2 3 4
Very little; the Moderately:
job itself is set scaetimes doing
up s0 I could work the job provides
ferever without *feedback” to me;
finding out how scastimes it
well I am doing. does not.
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Listed below are a& number of statements which could be used to describe
a8 job.

You are to indicate whether each statement is an
accurate or am inaccurate description of your job.

once again, pleass 2Ty to be as objective as you can in deciding how

accurately each statenent describes your job = regardless of whether
you like or dislike your job.

Write a number in the blank beside each statement, bassd on the !ol;ovinq scale:

NHow accurats is the statement in describin ob?
1 2 3 4 s [ 7
Very Mostly flightly Oncertain Slightly Mostly Very
Inaccurats Inaccurate Inaccurate Accurate Accurate Accurate

1. The job requires me to use a number of complex or high-level skills.

2. The job requires a lot of ccoperative work with other people.
3. The job is arranged so that I do not have the chance to do an entire
' plece of work from beginning to end.

4. Just doing the work required by the job provides many chances for me
to figure out hov well I am doing.

S. The job is quite simple and repetitive.
6. The job can be done adequatsly by a person working alone = without
talking or checking with other pecpls.

7. The supervisors and co-workers on this job almost never ngo me any
®fesddack” about how well I an deing in may work.

8. This job is one vhere a lot of other pecple can be affected by how
vell the work gets done.

9. The job denies me any chance to use ay personal initiative or
Judgment in carrying out the work.

10. Supervisors often let ae know how well they think I am perforzing
the job.

11. The job provides me the chance to completely finish the piecss-of
votk I begin.

12, The job itself provides very few clues about whether or not I am
perforaing well.

13. The job gives me consideradble opportunity for independence and
£reedom in how I do the work.

14, The job Ltulz' is not very significant er important in the broacder
schene of things.



Wov please indicate how you personally feel about vour job.

Each of the statements below is scaething that a person might say
about his or her job. You are to indicate your own, personal
feelings about your job by marking how much you agree vith each

of

the statements.

¥rite a number in the blank for each statement, based on this scale:

)
Disagree
Strongly

1.

13.

".

15.

Bow much do you agree with the statement?

2 3 4 s 6 7
Disagree Disagree Neutral AgTee Agzee Agzee

fightly Sightly Strongly

It‘'s not hard, on this job, for me to care very much about whether or
not the work gets done right.

My opinion of ayself goes up vhen I do this job well.

. Generally speaking, I am very satisfied with this jeb.

Most of the things I have to do on this job seem useless or trivial.

1 usually know whether or not sy work is satisfactory on this jcb.
1 feel a great sense of personal satisfaction when I do this job well.

The work I do on this job is very meaningful to me.

I feel a very high degree of personal responsibility for the work
I do on this job.

I frequently think of quitting this jab.

I feel bad and unhappy when I discover that I have perforzed poorly
on this job.

I often have trouble figuring out whether I’'m doing well or poorly
en this job.

I feel 1 should perscnally take the credit or blame for the results
of my work on this job.

I am genezrally satisfied with the kind of work I do in this job.

My own feelings are not affected much one way or the other
by how well I do on this job.

Whether or not this job gets done right is clearly my responsibility.

193
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Section 4

Nov please indicate hov satisfied you are with each aspect of
your job listed below. Once again, write the appropriate number
in the blank beside esach statsment.

Bow satisfied are you with this aspect of vour jeb?

Mrde Disu:unod niqhﬂ.y lcztrnl Su.q:ﬂy lati:uod b::x':nly
Dissatisfied Dissatisfied Satisfied Satisfied
1. The amount of job security I have.
2. The amount of pay and fringe benefits I receive.
3. The amount of personal growth and development I get in doing =y job.
4. The people I talk to and work with om ay job. .

5. The degree of respect and fair treatment I receive froo my boss.

6. The fealing of worthwhile accomplishmant I get from doing my jeb.
7. The chance to get to know other people while on the 'job.

8. The amount of support and quidancs I receive from ay supervisor.

9. The degree to which I am fairly paid for what 1 contridbute to this
organization.

10. The amount of independent thought and action ! can exercise in my
jobe.

11, 'How securs things look for me in the future in this orgamization.
12. The chance to halp other pecple while at work.
13. The amount of challenge in my job.

14. The overall quality of the supervision I receive in my work.

10
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Secton 5
Wow please think of the other people in your organization

who hold the same job you do. If no one has exactly the
same job as you, think of the job wvhich is most similar to

yours.

P sase think about bow accurataly each of the statements describes
the fealings of those people about the jeb.

It is quits all right if your answers hare are different from when yeu
described your own reactions to the job. Ofter different pecple feel
quite differently about the sams jcb.

Once again, write & number in the blank for each statement, based on this

scale:
Bowv much do you agree with the statement?

T 2 .3 ) s 6 7
Disagree Disagree Disagree Neutral AgTee Agree AgTes
Strongly Slightly Slightly - Strongly

1. Most people on this job feel a great sense of perscnal satisfaction
when they do the job well. ’ .

2. Most people on this job are very satisfied with the job.

3. Most people on this job feel that the work is useless or trivial.

4. Most pecple on this job feel a great deal of personal responsibility
for the work they do.

S. Most people on this job have a pretty good idea of how well they are B
pecforming their work.

6. Most people on this job find the work very seaningful.

7. Most pecple on this job feel that whether or not the job gets done
right is clearly their own responsibilicy.

8. People on this job otﬁcn think of quitting.

9. Most pecple on this job feel bad or unhappy vhen they f£ind that they
have performed the work poorly.

10. Most people on this job have trouble figuring out whether they are

doing 4 good or a bad job.

o«
-
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Section 6

Listed belov are a number of characteristics which could be
present on any job. People differ about how much they would
like to have sach one present in their own jcbs. Ve are inter-

ested in learning how much you personally would like to have each

cne preseant in your job.

Using the scale below, pleass indicate the degree to which you
would like to have sach characteristic present in your job.

NOTE: The numbers on this scale are dit!,ucat from those used
in previous scales. )

4 L] ¢ ? . 8 9 10

Would like - Would like ‘ Would like
having this only having this _ having this
s sodezate amount very auch extremelyv
(or less) much

1. Righ respect and fair treatment from my superviscr.

4+ Stimulating and challenging work.

3. Chances to exercise independent thought and action :.n my jeb.

4. Great job security.

S. Very friendly co~workers.

§. Opportunities to learn nev things from amy work. )

7. High salary and good fringe benefits.

8. Opportunities to be creative and imaginative in my work.

9. Quiek promotions.

10. Opportunities for personal growth and development in my job.

11. A sense of worthwhile accomplishment in my work.

12
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Section 7

Meople differ in the kinds of jobs they would most like to hold. The
questions in this ssction give you a chance to say just wvhat it is
about a job that is most important to you. .

Yor each question, two different kinds of jobs are
briefly described. You are to indicate which of the
jobs you persozally would Echz « if you had to make

a choice between thea.

In answering each question, assume that everything elss about the job is
the same. Fay attentiocn oaly to the characteristics actually listed.

Two examples ars given below.’

JoB A - B3
A 3job requiring work A job requiring work
with mechanical oqupcn: with other people most
sost of the day. . ~ of the day.
1 2 ‘r:lr 4 5
Strongly fightly - Neutral Slightly Strongly

Prefer A Prefer A ) Prefer B3 Prefer B

If you like working with people and working with
equipment equally well, you would circle the
aumber 3, as has been done in the example.

* [ ] [ ] * .

- Here is another example. This one asks for a harder choice = between two jobs
which both have some undesirable features. .

JOB A JOB B
A job requiring you to © A job located 200 miles
expose yourself to con- from your home and family.
siderable physical danger.
1 2= 3 4 S
Strongly Qightly Neutzal Slightly Strongly
Prefer A Prefer A Prefer B Prefer B3

If you would sii,qh:ly prefer risking physical danger
to working far from your home, you would circle
number 2, as has been done in the examplie.

Please ask for ass:iszance if veu do not uaderstand exas:lv Now T2 dc These juesIiste
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1.

2.

3.

4.

208 A

A 4od where the pay is
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JCB B8

A job wers thers is

very good. considerable opportunity
to be creative and
innovative.

Stzomgly Sightly  Neweral fightly Stroagl

Prafer A Prefer A Prefer 3 Prefer 3

A job whers you are A job vith many pleasant

often required to make people to work with.

important decisions.

strongly R ightly Neutral fightly strongly

Prefear A Prefer A Prefer B Prefer 3

A job in wvhich greater
tesponsibilicy is
given to those who
4o ths best work.

A job in which greater
responsidility is given
to loyal eaployees who
have the most seniority.

4 2

strongly Sightly Neutzal
Prefer A Prefer A

A job in an organiszation
which is in financial

trouble = and aight have
to close down within the

year.

Rightly Strongly
Prefer 3 Prefer 3

‘A job in which you are
aot allowed to have any
say whatever in how your
work is scheduled, or in
the procedures to be used
in carrying it out.

4 2

.1 2 3
Strongly Slightly Neutral
Prefer A Preafer A

A very routine job.

Slightly Strongly
Prefer B Prefer B

A job whers your coe-workers
are not very friendly.

] 2 3 -4 5
Strongly S ightly Neutral Slightly Strongly
Prefer A Prefer A - Prefer B Prefer B

A job with a supervisor who
is often very critical of
you and your werk in front
of other peopls.

A job which prevents you
from using a number of
skills that you worked
hazd to develop.

1 2 3 4 5
Strongly S ightly Neutral Siighzly Strongly
Prefer A Prefer A ®zeles B

Prefer 3



7.

10.

11.

12.

JOB A

A job with a supervisor
who respects you

and treats you fairly.

199

JOB B '

A job which provides
constant opportunities
for you to learn new
and interesting things.

1 ri 3 od 5
Strongly  Klightly Neutzral Rightly Strongly
Frefer A Prefer A Jrafer B Prafer B

A Job vhere there is a

‘zeal chance you could

. A job with very little
chance to do challenging

be laid off. work.

1 2 3 4 5
Strongly flightly - MNeutral Kightly Strongly )
Prefer A Prefer A Prefer B Prefez B .

A job in vhich thers is
& real chance for you to

- devalop nev skills and

advancs ia the organiza~

A job vhich provides
lots of vacation time
and an excellent fringe
benefit package. -

tion.

1 2 3 4 5
Strongly ‘Nightly Neutral K ightly Strongly
Prefer A Preafer A . .

A job with little freedca
and independence %o do
your work in the way you

Prefer B Prefer 3

A job where the working
conditions are poor.

think best.
1 i 3 4 L
Strongly Rightly Neutral Slightly Strengly
Prefer A Prefer A Prefer 3 Prefer B
A job with very A job which allows you
satisfying team=work. to use your skills and
abilities to the fullest
axtent.
1 2 3 4 L]
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer 3 Prafer B
A job which offers A job which requires you
little or no challengse. to be completely isclated
from co-workars.
1 2 3 4 5
Strongly Sightly Neutral Slightly Strongly
Prefezs A Prefer A Prefer B Prefer 3
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Confidential

Your answers o the questions and all other information you give us will be held in strictest confidence.

. Name Today’s Date. 19
Ploase Print

1. Check one: [ ] Male ] Female

2. When were you born? 19

3. Circle the number of years of schooling you completed:

4 5 6 7 8 9 110 1N 12 13 4 15 16 17 18 19 20

Grade School High School College Graduate or
Professional * School

Had?

4. What is your present job

5. What ds you do on your present job?

6. How long have you been on your present job? years months

7. What would yoﬁ call your occupation, your usual line of work?

8. How long have you been in this line of work?. years months




202

minnesota satisfaction questionnaire
Directions

The purpose of this questionnaire is to give you o chance 1o tell how you feel about your present job,
what things you are satisfied with and what things you are not satisfied with.

On the basis of your answers and those of people like you, we hope to get a better understanding of the
things people like and dislike about their jobs.

On the following pages you will find statements about certain aspects of your present job.

e Read each statement carefully,

¢ Decide how you feel about the aspect of your job described by the stotement.
—Circle 1 if you cr; ncf‘ulﬂsﬂcd (if thot aspect is much poorer than you would like it 1o be).
—Circle 2 if you are only slightly satisfied (if thot aspect is not quite whﬁi you would like it to be).
—Circle 3 if you ore satisfied (if that aspect is what you would like it to be).
—Circle 4 if you are very satisfied (if that aspect is even better than you expected it to be).

~Circle 5 if you are extremely satisfied (if that aspect is much better than you hoped it could be).
» Be sure to keep the statement in mind when deciding how you feel about that aspect of your job.
» Do this for all statements. Answer every item.
* Do not turn back to previous statements.

Be frank. Give a true picture of your feelings about your present job.
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yourseif: How satisfied om | with this aspect of my job?

1 meons | am not satisfied (this aspect of my job is much poorer than | would like it to be).

2 meons | om only slightly satisfied (this aspect of my job is not quite what | would like it to be).
3 meons | am satisfied (this aspect of my job is what | would like it to be).

4 means | am very satisfied (this aspect of my job is even better than | expected it to be).

5 means | am extremely satisfied (this aspect of my job is much better than | hoped it could be).

On

1.
2.
. Being able to do the job without feeling it is morally wrong.

. The chance to work by myself.

0V 0 N O » AW

14.

15.

16.

17.

18.

19.
20.

21,
22.

23.
24,
25.

. The variety in my work.

. The chance to hove other workers lock to me for direction,

. The chance to do the kind of work that | do best.

. The social position in the community that goes with the job.

. The policies and proctices toward employees of this company.
10.
1.
12.
13.

my present job, this is how | feel about . . . F:,:;‘: :::::m

The chonce to be of service to others. 2 3

The chonce to try out some of my own ideas.

The woy my supervisor and | understand sach other.

My job security.

The amount of pay for the work I-do.

The working conditions (heating, lighting, ventilation, etc.) on this job.
The opportunities for advancement on this job.

The technical “know-how” of my supervisor.

The spirit of cooperction among my co-workers.

The chance 10 be responsible for planning my work.

The way | am noticed when | do a good job.

Being oble to see the results of the work | do.

The chonce to be active much of the time.

The chance to be of service to people.

The chance to do new and original things on my own.

Being able to do things that don’t go against my religious beliefs.

The chonce to work alone on the job.

- e b ad e ed wd md et ad mh ed e eh e ab wmd et b ek ek wd  wd o
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The chance to do different things from time to time.
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yourself: How satisfied am | with this aspect of my job?

1 means | am not satisfied (this aspect of my job is much poorer than | would like it to be).
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means | am only slightly satisfied (this aspect of my job is not quite what | would like it 1o be).
means | am satisfied (this aspect of my job is what | would like it to be).

medns | am very satisfied (this aspect of my job is even better than | expected it to be).

means | am extremely satisfied (this aspect of my job is much better than | hoped it could be).

On my present job, this is how I feel about . . .

26.
27. The chance to do work that is well suited to my abilities.
28. The chance to be “somebody” in the community.

29.
30
)

The chance to tell other workers how to do things.

Company policies and the way in which they are administered.

. Ths waoy my boss handles his men.

. The way my job provides for a secure future.
32.
Ja.
.
3.
36.
37.

- 38.
39.
40.
41,
42.
43.
44,
45,
46.
47.
48.
49.
50.

The chance to moke as much money as my friends.
The physical surroundings where | work,

The chances of getting ahead on this job.

The competence of my supervisor in making decisions.

The chonce to develop close friendships with my co-workers.

The chance to moke decisionsonmy own. .

The way | get full credit for the work | do.

Being able to take pride in o job wel! done.

Being able to do something much of the time.

The chance to help people.

The chance to try something different.

Being able to do things that don’t go against my conscience.
The chance to be alone on the job.

The routine in my work.

The chance to supervise other people.

The chance to make use of my best abilities.

The chance to “rub elbows” with important people.

The way employees are informed about company policies.
The way my boss backs his men up (with top manogement).

-t md s b ol ad e md wmd ol el esd  ed b
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For each statement
circle a number.

2 3
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yourself: How satisfied om | with this aspect of my job?

1 meons | am not satisfied (this aspect of my job is much poorer than | would like it 1o be).

2 means | am only slightly satisfied (this aspect of my jeb is not quite what | would like it to be).
3 meons | om satisfied (this aspect of my job is what | would like it to be).

4 means | om very satisfied (this aspect of my job is even better than | expected it to be).

S meons | am extremely satisfied (this aspect of my job is much better than | hoped it could be).

For eoch stotement

On my present job, this is how | feel about . . . circle o number,

51. The way my job provides for steady employment. 1 2 3 4 5
52. How my pay compares with that for similar jobs in other companies. 1 2 3 4 5
53. The pleasantness of the working conditions. R 2 2 3 4 5
54. The way promotions are given out on this job. 1 2 3 4 5
55. The way my boss delegates work to others. 2 2 3 4 5
54. The friendliness of my co-workers. 1 2 3 4 5
57. The chance to be responsible for the work of others. 1 2 3 4 5
58. The recognition | get for the work ! do. A 1 2 3 4 5
59. Being abie fo do something worthwhile. 1 2 3 4 5
60. Being oble to stay busy. 1 2 3 4 5
61. The chance to do things for other people. : C 1 2 3 4 5
62. The chance to develop new and better woys to do the job. 1 2 3 4 5
63. The chonce to do things that don’t ba;m other people. 1 2 3 4 5
64. The chance to work independently of others. 1 2. 3 4 5
65. The chance to do something different every day. w1 2 3 4 5
66. The chonce fo tell people what to do. L e 1 2 3 4 5
67. The chance to do something that makes use of my abilities. .. ... 1 2 3 4 5
68. The chance to be importont in the eyes of others. .. ... ... ... .. 1 2 3 4 5
49. The way company policies ore put into practice. 1 2 3 4 5
70. The way my boss takes care of complaints brought 1o him by his men. 1 2 3 4 5
71. How steady my job is. e R 2 3 4 5
72. My pay ond the amount of work | do. .. 1 2 3 4 5
73. The physical working conditions of the job. .. . .. ... . 1 2 3 4 5
74. The chances for advancement on this job. 1 2 3 4 5

1 2 3 4 5

. The woy my boss provides help on hard problems.

é



Ask yourself: How satisfied am | with this ospect of my job?
1 means | am not sotisfied (this aspect of my job is much podrer than | would like it to be).
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2 means | om only slightly satisfied (this aspect of my job is not quite what | would like it to be).
3 means | am satisfied (this aspect of my job is what | would like it to be).
4 means | am very satisfied (this aspect of my job is even better than | expected it to be).
5 ‘means | am extremely sotisfied (this aspect of my job is much better than | hoped it could be:.

On
76.
77.
78.
79.

80. The chonce to be “on the go” all the time.

81. The chonce to be of some small service to other peopls.
82. The chance to try my own methods of doing the job.
83. The chance 1o do the job without feeling | am cheating anyone.
84. The chance to work away from others.

85. The chance to do many different things on the job.

86. The chance to tell others what to de.

87. The chonce to make use of my cbilities and skills.

88. The chance to have a definite place in the community.
89. The way the company treatfs its employees.

90. The personal relationship between my boss ond his men.
91. The way layoffs and transfers are avoided in my job.
92. How my pay compores with thot of other workers.

93. The working conditions.

94. My chances for advancement.

95. The way my boss trains his men.

96. The way my co-workers get olong with each other.

97. The responsibility of my job.

98. The praise | get for doing a good job.

99. The feeling of accomplishment | get from the job.

100. Being able to keep busy all the time.

my present job, this is how | feel about . . .
The woy my co-workers are easy o make friends with.
The freedom to use my own judgment.

The way they usually tell me when | do my job well.
The chance to do my best of all times.
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For sach statement
circle a number.

2
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Personal Values
Questionnaire
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© Copyright 1065, by the
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Univensity of Minnesots

Personal Values Questionnaire

‘This questionnaire is past of a research study of pessonal vatues.
The sim of the study is to find cut how individuale Jook at & wide
range of topics. These topics are about poeple, groups of peeple, per-
sonal goals, orgenizationa! geals and general ideas.

You will be asked to judge the degree to which each topic is:

(1) Important, (2) pleasant, (3) right, and (4) successful. In complcting

this questionnaire, please make your judgments on the basis of what
these topics mean (o you as an individual.

Under o clrcumstances will your individual responses be mede
avallable to anyone except the research workers. The dats we are at-

tempting to gather are for use only {n our research project on persomal
values.

In sdvance we wish to thank you for yous participation in this
study. It is through cooperation in studies such as this that we all
sdvance our understanding of human behavior.

80¢



Tustructions

Rate how knportsst & topic s to you by placing an X" in the
appropeiste boz: the left box signifies high importance; the middle
I, average importance; and the right box, Jow impartance.

Then specify which of the three descriptions (successful, pless-
ant, right) best indicstes the meaning of the topic to you; ldicate
your choice by placing the number “1” on the line neat to R. Then
indicate which description least lndicates the topic’s meaning to you
by writing the sumber “3° in the space provided. Finally, wiite the
number “2” neat to the remaining description. Complete all topics in
this manner and check to see that the tluee descriptions {or each topic
have been ranked in the manner Instructed.

Framples

As an example, tske the topic PATRIOTISM. If you fek that it Is
of average lmportance, you would make a check mark is the middle
hox es indicated. I you felt thet of the three descriptions (pleasant,
right, and successful) “right” best indicates what the topic means to
yins, you would write the number “1” next to “right”, I the description
“succenusful” least indicates what the topic means to you, then you
would write the number “3° next to “successful”, as shown in the sample
below. Then you would place the number “2” next (o the remaining
description, io this case “pleasant”, . i

For some topics you may feel that noue of the descriptions apply.
For example, you may feel that for the topic DISHONESTY, neither
“pleasant’, “right” nor “successful” indicates the mesning to you, If
you have this trouble, you may begin by deciding which description
lrast indicates the topics meaning to you, For example, for the tople
DISIONESTY if you felt that “right” least indicates the topic's mean-
ing to you, you would write the number “3” next to “right”, and s0 on
for the remaining descriptions as shown in the sample.

htrlo&-

Dishonesty
ligh Low High Low
Importance (] (8 (J Importance  Importance O B 3 Importance
£ pleasant 2 pleassnt
1 sight 3 right
3 successful 1 successful

-

™~

Idess Assoclated With People

Ambition Abflity * Obediouce
ligh Low | Hich low] Uigh trw
Imp. JOCImpfimp. DO O lop. § tmp. O O ] Imp
— right — —— right
—— pleasant — pleasant e — plessant

successful o aneeessiul e e Sucerafil

Trust Aggressivenew Loyshty
Hich Low § UHigh ’ Low] High Low
Imp. QO 0 fmp. | fmp. 01 01 0O teop. | Imp. [J O3 O Ip.
— tight — tight — right
—— pleasant - e pleasant e pleasant
. succensiul —— mceraful . tuccewful

Prejudice lon sk
High Low | fligh Low | High {rw
Imp. OO0 mp.flmp. QOO Imp. | tmp. T O O Imp.
. right e right —_— “Ird:-t
—— pleasant — pleasant —P
—— successful — :u-cmful — — successhd

ation Tolerance Low "w'Cauluﬂy .
n Low ) Hi orw
|"|'=" 000 tow. "":’-. 000 mp | mp. O0OQ Ime.
—— tight — right — it
— pleasant ——u pleasant ——— pleasant
e eceessful R | —— sucorsshul
Honor
High Low
lmp. OO 01 O Imp.
— right
—— pleasant
— Successful
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Personsl Coals of Individuals

Leteure Achisvernent
Nich Low { tligh Low |} High Low
p. OO0 Qe lemp. O 0 tmp. | Imp. O 0O O Imp.
™ — right — it
——— pleasant — pleasant — pleasent
= successhul | — successful e successiul
Autonomy M Individuslity
Wich Low | High Low ] High Low
. OO0 Imp.§ tmp. 300 tmp. | lmp. O O OO tmp.
R — right — right
. — pleasant —— plensant e pleasant
— wwecessful - successful e succensiul
Job Satisfection fnfluence
lich Low { High Low | Righ Low
bp. DO O lmp.} Imp. 0O O tmp. § lmp. O O O Imp.
e TiEMR — sight —— rigt
.~ pleasant e pleasant e pleasent
- .— successful —— successful |, | . successful
Pewer Creativihty Success
Hich low ] High Low | High Low
top. (100 bmp.{ tmp. 10 O Imp. } Imp. O O O Imp.
T o e | T
R nt [ m— nt
successful —_— :’nmlul —— successful
Pn-ilp
High Low
imp. O O O lop.
— right
—— pleasant
—— mcressful

Goals of Business Organizations

High Productivity Industry Leadership | Employee Welfare
High Low } Iligh Low { High forw
lp. QOO Imp.{ tmp. OO O Imp. § Tmp. 030 0 Imp.
— right —— right — du
—_— e pleasent ——. pleasant
T e Successiul succesfnl

Organirstional Profit Maximization Organtratinal
Stability tich Low FMciency
High Low ] Imp. 0 O 0] tmp. } High low
mp. OO O mp.} e fmp. 0 O €7 tmp
— right . pleasant right
—— p'ﬂslnl —_— “mhd — p"“.’*
. suceesshul suceeelul
Social Wellare Ovganirational
Hligh Low Growth
mp. J O O Imp. } High  low

Imp. O O Q mp.

sight
—— pleawunt — right
. successful e Ppleasant
. wccessful
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GCroups of People

Cwustomers My Co-Waerkers
Hich . Low { High Low{ High . Low
tmp. 00 O Imp. | lmp. O 0 O Imp. | Imp. O O O Imp.
— right —— right — right
e pleasant o pleasant —
——— successhul — successhsl o successful
Craftsmen My Boss Mansgers
Nigh Low } High Low ) High Low
Imp. 0O O Imp. | lwp. 0] O O Imp. | Imp. 0 O O lmp.
— vight T — it
e pleasant e plessant —
e SucTessful . Successful . successful
Ownen My Subordinates Laborers
Wigh Low | High Low | High Llow
imp. DO QO Imp } imp. OO0 tmp.{ tmp. 0O O Imp.
. pleasant —— pleasant e pleasant
——. successful ——— successful e SUCCERSFUS
My Blue Collar Workers Stockholders
Iligh High Low |} High Low
'MnUDCllll'P- mp. QO Imp. ) Imp. O O 0O Imp.
—— right — T — ight
e plrasemt — pleasant —
— ——— Succensful e SCCeEnsful
Technlcal Employess Me Labor Unlons
High Low | High High flow -
mp. OO O Imp [ imp. OO O Imp | tmp. O O O Imp.
— right —_— gt —— right
—— pleasant = pleasant —— pleasant
e succensful — successful — successful
White Collar -
Employees
High Low
mp. 0O O Imp
— right
a—— pleasant
—— successiul

Ideas About General Topics

A Caution Change
High Low | tigh Low | High
Imp. 0 0 O lwp. { Imp. O O O lmp. | Imp. [JDL‘llmn
— right — right —— vight
—— plessant —— pleasant . pleasant
e SUCCPsful S O (P e’ seccensfol )
Competition Couflict
High Low | High Low | High
wp. OO0 me{lwp. DO O Imefmp. OO0 lmn
__ right . — right e Tight
— pleasant e plcasant e pleasant
- successiul e SUCCESSFUL e suceessful
Counservatiom Emotions ° EquelRy
High Low | High Low | High 1ow
mp. OO O imp.{ lmp. O 0O O Imp.{ Imp. O O O Imp.
— right ~— right e right
—— pleasant e pleasant pleacant
. SUCCessful e SUCcesshul e mccessiul
Force Cevenmsest ' Libevallera
High High Low | tligh Low
Imp. OO O tmp. | tmp. O 0O O g | Imp. O O O 1mp
— — gt — tiaht
e pleasant o pleasant e pleasas®
e successful e SucCOsul e stccrsaful
Property Rational Religion
High Low | MHigh Low | High low
Imp. OO Qlmp. { Imp. OO 0O tmp.{ Imp. O O J tmp.
— rigit — right — H
e pleasant e pleasant e Plessant
- successful e Successful . SU0cCnsl0o}
Risk
igh
mp. 0O DO lmp
——— right
e pleasent
— . T
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Edwards Personal Preference Schedule
' Allen L Edwards, University of Washingten ’ '

DIRECTIONS

This schedule consiss of » aumber of pairs of saterments abow things that you may or may o

like; about ways in which you may or may oot feel Look a1 the exampie below.
A 1 like to talk sbout myself to ochers.
B I Like o wock toward some goal that 1 have ser for myself.

Which of these two statements is more characreristic of what you like? If you like “ulking abou:
younsel/ o othens” more thaa you like “working toward some goal that you bave set for yourself,” then
you should choose A over B. If you like “working toward some goal that you have set for yoursel!™ more
than you like “talking sbout yousself to achen,” then you sbould cheose B over A

You may like both A and B. In this case, you would have to choose berween the two a5d you should
m&mummmummmuma then you should choose the coe thar you
duslike lass.

hﬂcofthpindmmh&tﬂddehnndovhhm&u.m:hu.ﬂnd!nbem.
Other paiss of sazemens bave o do with how you feel Look at the example below.

Alfdwmlfnﬂuw“
B ] feel oervpus whes giviog s alk before 2 group.

Which of these two satemenss is more chancreristic of how you feel? If “being depreused when you
fal # something™ is more charscteristic of you than “being aervous whes giving 3 alk before 3 group,”
then you should choose A over B. If B is more characreristic of you than A, thes you should choost B
over A

If both saemenss describe how you feel then you should choose the one which you think i more!

. chancerisic If peither sazement accwacely describes bow you feel, then you should choose the ooe

which you consider ¢ be less inaccurate.

Yous choice, in asch iestance, should be is terms of -what you like and how you fenl at the presest
toe, snd pot in terms of what you think you should like or bow you think you should feel Thus i
00t & tst. There are 80 sight or wroag saswers. Yous choices should be s descriptice of your own per-
soesl likes and feelings. Make s choice for every pait of statemenss; do pot skip sny. 3

The pairs of sarerneots ca the following pages are similar to the camples given bove Read ach
puir of staremens and pick out the ane statement that berter describes what you like or how you feel
Make 0o marks in the booklet On the separate answer sheer are numbers corresponding to the oumbers
of the puins of satements. Check to be sure you are marking for the same item oumber as the item Fou

are reading in the bookles

- If your snswer sheet is prnted if your answer sheet 13 printed
ia BLACK ink: : ia OTHER THAN BLACK ink:
Foe each pumbered item draw s circle around For each numbered item il in the space
the A or B to indicare the sarement you for A or B as shown 1 the Directions on
bave chosen. the snswer sheet.

Do not turn this poge until the exominer tells you to stare,

e
Caswrigin Y053 wp Tro &y [/
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Pramed = V.54 The Piychelegical Corporation. New Yerk, N.Y. 7713578 5308887
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I like 10 help my Ziesds whes they are in wouble.
1 like 1o do my very best is whaever 1 underake.

1 like o find our what grest mes and women bave
thought about various probiems in which | am in-
werested.

1 wouid like w sccomplisb something of grest signifi-
ance.

Asy wrinea work thaz | do I like 1o have precise, asat,

1 wouid like 1o be a2 recognized suthority ia some job,

. profession, or fieid of spamalizstios.

1 ke to wel] armusing sories and jokes st parties.

1 would like 0 write s greas povel or play.

1 like 10 be able to come and go as I wast te.

1 like to be able @ my that | have dose 2 dificult
job well

1 like 0 solve es and problems that other people
hvcdiﬁ:ulqw::h.
!gcubuovhmndwndudo-huhcpﬂd
me

1 like w experince acvalry and change in my daly
roucine.

1 like to tell my superiors that they have dooe a good
job ca something, when | think they have

1 lke 0 plan apd organize the detsils of apy work
that | have to underuake.

1 like to follow instructions and w do what is expected
of me - ‘

1 like people to nocice and 9 comment upoa my sp-
pesrance whes | am ot is public T

1 like to read about the lives of great men snd womesn.

I like t» sveid sinustions where I am expecnd o do

thiags iz s cosventional way.
1 like o read abous the lives of grest men and women.
1 would like to be s recognized authoriry in some job,
profasion, or field of specialization.

1 like w bave my work organised and plansed before
beginaing it

! like t Aad out what grest men and women have
thought about vanous problems in which 1 am in-

If 1 have to wake & trip, ] like to have things planned
8 sdvanea. :

1 like w Anish any job or msk that | begin.

1 like 1o keep my things neat and orderly oo my desk
or wockspacs.

1 like o tell other
things that have bappened © me.

1 like w0 have my meals organized and 2 definite time
et aside for esting.

1 like to be independent of others in deciding what |
want w do. v

1 like 10 keep my things aeat and orderly oo my desk
or workspace.

1 ke w0 be able to do things berter than ocher people
as.

I like to tell amusiog stories and jokes at parties.

people about sdventures and straoge

13

19
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1 Lke to coniorm 1o cune 23d w0 averd demmg ez
that peepic ] respes: mught cezsice: uacomvesiona,

1 Like b_n& sbout my achievemen:;

1 like 10 have my life 50 arranges that it runs smootsly
and without much chaage iz my plans. ’

1 like w0 2!l other peopic about agves:ures and swasge
things that bave happesed w me

lﬁhbmdhﬁl:&dﬂlysmwmm;h".
major part.

I like t be the center of anteatios 10 a group.

xm_ommmmm.mdw

tharity.

1 like » use words which other peopic ofies do nex
kaow the meaning of.

1 like w sccomplish tasks that others recognize as re-
1 like to0 be able o come 3nd go as | wanmt 1,

1 like w praise someocae ] admire.

I like w feel free o do what | want 1 do.

1 like w my leteers, bills, and other dy
mp:‘?ad filed according m"q":::.a

1 like w0 be independes: of ocbers 1o deciding what |
want © do.

1 like w wsk questions which | koow 50 ee will be
9 answer,
] like w0 criticize people who are in s potizion of su-
thority, .
I gw o angry that 1 feel 4ike throwing and bresking
things.
1 like 1 sveid responsibiiities 28d ebligations.

1 like o be sucecessful in things undertakes
1 like w» form pew friendships.

lzhnwo'inwuu'madudovhuisupemd
me
1 like to have mroog amachments with my friends.

Any wrinten work that I do | like to have precise, sest,
a0d well organized.
I like to make as many friends as | an.

1 like w tell amusing mories and jokes at pasties.
1 like o write lenters to my frieads.

1 like 10 be able w0 come and go as | want .

1 like to share thingy with my fnends.

1 like 1o solve puzzies and lems that other peopie
bave difSculry with. prb

1 like t» judge people by why they do something—not
by what they acrually do.

1 like to accepe the leadership of people ! sdmire.

] like 1o undernand how my friends fee! about vatious
problems they have 1 face.

A 1 like 10 have my meais organized and a defizite tizme

set aside for eacing. .
I like to mudy and to analvze the bekavior of othess.
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A 1 like & w2 thiags that are regarded & wnrty and
cleve: 5y xher penpie.

B | like 10 put mywil in somesne else’s plaze 28d 1w
tmagiae bow | wouid fedd in the same sinuauon.

A ] ike to fee! froe o do what | wast to do.

B I ke o observe how snother individual faeis is 3
- gives situsticn.

A | like w0 accomplisk tsks that ethers recognize as re-
quiring skill and effonn.

B | like my friends o encourage toe when ] mee: with
failure,

When planning something, I like to ger suggestions
from other people whose opinions | respect
1 like my friends to test toe kindly.

1 like to have my life 50 arranged that it russ smoschly
and withowt much change 1o my plans.
1 like my frieads to feel sorry for me when | am sick.

1 like to be the center of amention in & group.
ll::‘m&aa&buﬂ:.ﬁmmmvhulm
or sick.

1 like to avoid situstions where | am expected w do
duaps is 3 conventicns] way.

1 Like sy friends w sympathize with me and w cheer
me up whes | am depressed.

I would like to write 2 grest novel or ploy.

Whmgnnmllﬁcnhw
or elesctad chairperyen.

Amlm-l Bke to sccepe the leadenhip
.“ %m;mwmpum;

B [ liks 1o supervise and to direct the actons of sther
people wheoever | can.

1 like to keep my lettens, bills, and otber papers aesdy
armanged and bled according to some symem.

1 like t be one of the Jeaders 1a the organizstions sad
groups t which | beloag.

1 like to ask Questions which | kaow 20 coe will be
able w answer.

1 like o tal] other puople bow to do their jobs.

1 Iike w avoid responsibilities and obligations.
1 like w be called upon to smre argumens and dis
putes berween others. .

1 would like to be & recognized authority in some job,
profession, or Beld of specialization.

3 !:hlguihywmlhudnumgum
@ wroag.

1 like to read about the lives of great men and women.

1 fael that | should confess the thingy that I have done
that | regard as wroag.

A llihwplumdoqmmdudenﬂsdaay-ark
that | have o underuke.

B When things go wrong for me, I feel that ] am more
to biame than soyone else.
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.1 like my friends to confide in me aad o tel

I like  use words which othe: peopie altes de o
know e mesmng ol

1 foud that | am meevior to others in mox repes.

1 like w eiticize peopie who are ic 3 panuor of au-
shority.

1 feel dimid in the presesce of other peopie ] regar2
& my supenasns.

1 like w do my very best in whatever | undemaie.

ll&cmhdpuhupoplevhomhsimu&u

xmpﬁgdm-hxgmtmndwmhu
Mtubmnmpnblmuvhuhlmm

!hhnhgmuvnhnyfnad;
1 like o make a plan before staning in o do same.
ing diicul

1 like w0 do small favers for my friends.

llﬂcuunuhcpeoplelbwtd\-mmdmp
things that have happened to me

L me their
troubles.

1 like o say what ! think abeut things.

1 like to forgive my friends who may womeimes
bunt me.

1 like w be sbie w0 do things bener thao ocher people
as. )

1 like to ent in new asd strange resaunanis.

1 like w conform to custom and to aveid doing things
that peopis | respeas might consider uncoovenuona.

I like to parnicipats in sew fads and fashions.

1 Like to have my work etpmxedudphuaed before
bepianing it
I like to travel and w see the country. .

1 like people w0 sotice and to commesnt upon my ap-
pearance when | am out in public.

1 like o move about the country and w© live in differ.
e placas.

1 like to be independent of others in deziding what |
want to do.

I like t0 do new and different things.
!%ﬂh&hnuyhxlhndmndiﬁmk,ob

1 Like w0 work hard st any job | undertake.

1 like to tell my superiors thai they have dooe a good
job on something, when I think they have.
! Like to compiete 2 nngle job or tasi at 3 nme before
taking on otbers. ’
It 1 have o take » trip, ! like to have thinps pianned
in advance.

ll‘i::l:pml.n‘ulpuﬂeuprehwu:ﬂ

Immhhudo:hmp;unnmvhudm
it will have on ochers.

1 like 10 suck 3t a job or probiem even when it may
scem a8 i [ am ot geiung asywhere wch ot
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canveatosal.
1 like o put in long bours of work withour being
dustraczed.

1 would Like to aczomplish something of grest signis-

asce.
1 like to kiss anractive persans of the opposite sex.
1 like to praise somesne ] admire.

1 like w0 be regarded as physically amractive by those
of the oppoute sez.

1 like 10 keep my thingy neat a8 orderiy on my desk
o workspace. ]

1 like to be in love with somecne of the opposite sex.
1 like ® walk sbowt my achievemens.

I like t0 listea w or to tell jokes in which sex plays
8 msjor part.

1 like to do things i my own way asd without regard
to what ochers may think.

I like 1 resd books and plays in which ses plays 2
|ajor part.

I would like to write s gres: novel or play.

§ like to smack poinzs of view that are contrary w0
mise. . .
When I am is s group, § like tw sccept the leadership
da::mduhdddia;vhx&-mhm
®

1 fodd like eriticzing someone publicy if he or she
dasrves it ¢ =

A 1 like 1 have my life so arranged that it rans smoothly

wr w > w

W > W

and without much chasge i my plans.
1 get 50 angry that | leel Like throwing 20d breaking

1 like t sk quastions which I kasw 5o eoe will be
sbie w aswer.

1 like 10 tell othes people what ! think of them.

1 like to avoid responsibilives and obligations.

1 feel like making fus of people who do things that
I reqard a8 supad.

I like w0 be loyal © my friends.

] like w do my very best in whatever I undertake.

I like o observe bow another individual feels in o
given situstion.

I Like w0 be sbie 1o say that | have dose a difScule
job well.

lﬂemmumgcmvmlm'&h-
failure.

1 like to be successful in things undertsken.

1 like to be abe of the leaders in the organizations and
groups to which [ belong.

1 like to be able w0 do things better than other people
s,

Whea things go wrong for me, I feel that | am more
w0 blame thas anyone dise.

I like 10 solve puzzles and probiems that other people
have diffzulty with,
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1 Like o do thipgs for my frieads.

When pianmung somethiag, I Like two sam
&auﬁcppku‘bwe;ﬁmls;:fm‘ '

I Lke v put myscl! in someone else’s place s2d w0
imagioe bow | wouwid irel 1o the mme situaos.

I like 1o tell my superiors that tey kave done a goos
job on somethiag, when I thizi they have,

1 Like my frieads w0 be sympathess aod understandi=;
whea | have problems.

1 like w0 accept the leadenship of peopic i sdmire.

When serving on a commicee. | like to be appointed
o hairperso M

Whes | am in a group, [ like w sccept the ladenhip
of someons else in deniding what the group is go-
ing w do.

If 1 do something that is wroag, ! feel thar | thould
be punushed for it

1 Like w cooiorm to custom and w0 aveid doing things
that peopie | respecs mught consider uscogvesuozal.

1 liks to share thinps with oy friends.

] like to make a plan beiore marung is to do same.
thiag difScule

I Like 0 undermand bow my friends feel about vari
ous problems they have to face.

1f 1 have to take a wip, ] like to have things planned
is sdvance.

] like my friends w trest me kindly.

1 like w bave my work organized aod piansed before
beginaiag it

1 Like to be regurded by ochers as a leader.

I like to keep my lerters, biils, sad otber papess nessly

arranged and fled according w some sysem.

1 feal that the pais and misery that ] have suffered bas
dooe me more good thas harm.

1 like 1o have my life so arranged that it runs smoodhly
and without much change in my pians.

1 like ro bave srong sttachmenn with my friends.

1 like to say things that are regarded as witty and
clever by other people.

1 like to think about the personalities of my friends
and 1o try to Sgure out what makes them as they are.

! sometimes like to do things just to see what effez:
it will have oo others.

1 like my frieads to make a fuss over me when ! am
burt or sick.

1 like to walk about my achievemenn.

1 like to tell other people how to do their jobs.

1 like 1o be the center of attention iz a group.

1 feel timid in the preseace of other people I regard
a3 my superior.

1 like to use words which othe: peopic often do ner
koow the meaning of.

1 Lke w do things with my fnend: rather than by
myself.

1 like o say what 1 thirk abeu: thizpy
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J like 10 de thisgs tha: other peopie regard as uscas.
vensicsal.
1 lke By fnieads o fee! sorry for me whee ] am sick.

1 Like w sveid situations where | am expected w0 do
thiags in & cocvesuanal way.

T like @ supervice snd to direc the aczions of oher
peopie whenever | mn.
3 like to do things is =y own way without regard to

what ochers may think.
1 feel that ! am infarior 1o others in mont respeczs.

B. ! ke to svoid respoasibilities and obligations.
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I like w form sew friendshipe

1 like w0 analyze my ewn motives and fedlings.

1 lLike 1o make as many friends as ] can.

] like my friends o belp me when ! am ia wouble.
1 like to de things for oy iriends.

1 like @ arpue for my point of view whes & is nt.
wcked by others. post

1 like w write lenters o my friends.

1 fee! guilty whenever | have done something | kaow
is wmng.

1 like to have sroag stachments with my friends.
1 like to share things with my friends.

1 like w analyss my ows motive and fediags.

1 like 20 accepr the leadership of people | admire.

1 like w undermand how my friends feal sbout vasi-
ous probiems they have w face.

] like my friends to do many smmall favors for me

chearfully.

1 fike o judge by-hyﬁqdounahng—
act by what scrually do

Wheh wich of peopls, 1 like v make the
m:bg?‘unmmnh

1 like to predict how my friends will act in variows
snasgions

1 fied better whes I give in and sveid s Sghy, thas
1 would if § tried to bave my own way.
1 like w soalyse the frelings aad motives of othens.

1 like to form new friendships.
1 like my friends o belp me when | am in trouble.

“ihbwd‘t‘;pkby-bytquom&hg—
aot by whar acrually de.

1 like my friends 1o show a grest deal of affection
wward me.

!ﬁhnhumlﬁfen.mpddmhm
mnoothly and without much chasge is my plans.
1 like my friends to fee! sorry for me when ] am sick.

1 ike to be called upon ts sertle argumenn and dis-
putes berween othenn.

! like my fricods w0 do many small favers for me
cheerfull

y.
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1 fee! that ] shouid comiess the things that | have
done thas | regazd as wrong.

1 like my Giends 10 sympatzize witk me and o cheer
me up whes | am .

1 like to do thizpy with =y friends rather than by
mysell

1 like w arpue for my point of view whes it is ac.
tacked by ochen.
lhh&&;nkabutbemnaummd,
snd o Uy o fgure out what makes them a

are.

I like w be able 1 persuade and inBuency oxbers 1o
do what | want 0 do.

1 like my friends to sympethize with me and (o cheer
me up whes | am depressed.

When with & group of peopie, | like v make the
decisions about what we are going o do.

1 like to ask quemions which I kaow 8o one will be

to answer.

1 like o tall otber people how to do their jobs.

1 foel timid in the presence of other peopie I regard
88 WY superiors.

1 like w supervise and to direct the actions of other
people whenever | caan.

llﬁcbmpawugmpsn'hddnm
hsve warm and irendly feelings toward one asother,

216

1 fen! guilry whenever | have dooe something | know '

s wrong.

1 like to analvze the frelings and mouves of acbers.
lhidcpc-dbymmunbduyumdkvm
ous siruanens.

1 like my irieads to feel soery for me when | am sick.

lumwhlanuudlmdaﬁ;h:.m
1 would if | oied my owp way,

1 like w0 be sble to persusde and infucace others 1o

do'hﬂm
1 feal depressed by my own inabiliry to bandie vari.
ous situations.

1 like to eriticize people who are in s pemtioc of
authority.

1 leel timid is the preseace of other people | repard
a3 my superiors.

1 like to participate in groups in which the members
bave warm and iniead!y feelings toward one anozher.

1 like to help my friends whep they are in troubie.

1 like to aoalyze my own motives aod feelings.
I like to sympathuze with my friends when they are
burt or mck.

1 bke my friends to belp me when | am in vouble.
H::hwmuheptopkmkmdnmand:ym-
y.

A 1 like to be one of the leaders in the orpasizations

and groups 1o which | belong.
1 Like to sympathize with my Zriends when they are
burt or nck.
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that the pais asd zusemy thi: ] Bave suffered
show 3 gres: deal of affecuos wward my
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1 like o do things witt my iriends sather thas by
toyself.

1 kke w experimest and w &y new zhings.

1 like to thiak sbout the personalities of my friends
and  try © fgure ows what makes them us
they are.

1 like o oy pew and different jobs—erather thas ®
contioue doing the same old dhuogs

1 like my friends t be sympethetic and usdersand-
ing whea | bave problems.

1 like 10 mest new people.

1 like o argue for my point of view whea it is st
weked by othars. pot

1 like w experiance sovelty and change in my daily
routine. .

1 feal betar whea I give in and avoid a fight, than |
would if | wisd w have my own wuy.

1 like t» meve about the couatry and w live in differ-
ent places.

‘1 like w0 do things for my friends.

Whalh assigarnent 1 like
k:pmgnnu:’l?nuﬂ:“

lﬁcnnﬂm&ﬂaﬂpuﬂmim
llihuuddha‘a‘iﬂmpdvhﬂcn-ywk

lﬁkenyhadsndomynnﬂhuuhr-
chensfuily,
l&nnyuphnwkngnudn.g«cpb

lﬁhuhqﬁdedby«bmutbdc.
I like is hours of warck without bei
ke » put is leog _ being

l!lbnmhhgdm'nm;.lbdthn!w

llihnnmhnnobupnblamvkunmy
muélmwmguyvhc:vubn.

1 like to be loyal w my frieads
ll&cupmmﬁmmih»
pouts sex.

1 like w predic bow my friends will s in various
situstions.

1 like w perccipate in discussions about sex and ses-
ual acoviges.

1 ke my fricads w show & great deal of affection
wward me
1 like to becocae sexually excited.

When witk o p of le.!liknnmkedn
dmnmahﬂhnmmmgnds

1 like w engage in social activities with persons of
the opposite scx.
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1 fes! Gepressed by my owe inabiiry w basdle vari.
ow situAGSns.
Ilihbruahaoundphysmvhnhnp.nu
major part

1 like to write leness o 2oy frieads.
I Like to read mewspaper accousts of
otber forms of viciepce,
Iﬁicpyedi:b*ny&ind:rﬂlacinnnm
prustions.
llihnlmépiandviﬂvdmmmmu

murdess and

llihnyiﬂndibnlkelfumm'hcl
am bt or nck.
I fedd like blaming others when things go wrezg
for me. -

1 like w0 120 other pecple bow to do their jobs
1 like geming reveage when sameane has io-
me.

feed

1 feel that [ am inferior w othen in most respecu.

1 foel like weiling other people of when | disa,
with them. =
I like w8 belp my friends when they are in trouble.

1 like w do my very best in whatever ! uadertake.

I like to travel and to see the counyy.
lhh.mpluhmh:hac&mmu
requiring skill and efers
Ilihuwkhnduuypb!ndeuh.

1 would like w0 accomplish something of grest sig- -
sificanee.

1 Gke w go out with stractive perscas of the op
posite s2. )

lﬂa.h“miulhthiapw

| like t» read pewspaper accousts of murdess asd
other forms of vieleace.

1 would like © write s grest sovel or play.

1 like to do small favers for my friends

When piasaing something, I like w ge suggestions
from other people whose opinions | respect.

1 Like  experience novelty and chasge in my daily

routine.

1 like to tell my superiors that they bave done »
job oo sowmething, when | thunk they have. pred

1 like w may up late working in order to ger a job
done. '

1 like w praise someone 1 admire.

I like to become sexually excited.
I like to accept the leadership of people | admire.

!&dlihgadngmea‘gvhumnehnwud

Wha!uaml group, T like to sccrpt the Jeadershup
dumdnudwdmgvhuzheyuupu
going to do. -

I like o be generous with my frieads.

! like w0 make a pian before sta:usg 18 w do sorme-
thung difculs
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1lile 1w mart sew peopic.
Aa)'nan'nklin!blhhnhnm
smt, and well erpanized.

1 like t» finisk any job or task that | begia.

1 like to keep my things peat and erderly e my desk
o wor!

llt}cuhnprhd.pbpnnymcbyh

1 like to mick & 8 job or problem cven when it may
mam » if ] am nct gering anywhere with it

B } like people ts nocice and ts comment upos Wy #p-

w > W > wWO>W > w >w >

w> W  w >

puarases when | am eut is public.

1 like to rand books and plays ia which s playr a
1 Like t» be the esnter of anestics is s group.
rummm-&-mpm

lﬂn.ﬂmvbﬁlhﬂwumvm
be sbie to answer.

1 like t» sympethize with my friends when they ase
burt or sck. :
1 like to sy what [ think sbous chiags.

1 like ® em in sew and mraoge resumuraas.
ings that other
I lke w do things people regard s wa-

llihnnepkuan‘hidumkunmh-
fore waking o8 others.
lh‘hnhlbuub'hx!muh

1 like to participam in discussions about sex and sex.
wal actividesn

1 like t» do things in my own way withowt regard

t» what ochers may think.

1 gt » angry that | feel Like throwisg and brmak-
ing thinp

1 like w avoid responsibilites snd obligacioms.

1 like to belp my friends when they are in touble.
1 like to be loyal to my frieads

I like w do new and different things.
1 like 0 form oew friendships.
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When ] have some assgnment w0 do, | like = mar
in apd keep working o8 it until it it ompiced.

]MDWGNPHM&um
have warm and fneadly feelings oward coe anpehes.
! like to go ot with smnactive pewes of e op
prute s

1 Jike o make as many friends as | can.

1 like w soack poists of view thai e coomuy
mice.

1 like w0 writz lesers to my Briends.

1 like w» be penerous with my frieads.

1 like w observe how anotber individual feels ia 2
gives situstiss.

1 like to eat in pew and srange roaurann,

1 like o put myself is wmeone ese’s place aad ©
imagioe bow [ would fael in the same snutne.

1 like o may up late werking in order w gt 2 job
ol up o)

] like to undermand bow my friends isel abowt vari-
ous problems they have o face.

1 like to bacome sexually excited.

1 like to sudy and t» analyse the behsvior of others.

1 fe! like making fua of who do things tha:
1 egerd & supid. people e

1 ke » predicx how my frieads will azz in various
stuations.

1 like » forgive my frieads who tmay semetimes
hant me.

1 like my frieads to encourage me whes [ mest with
failure.

1 kike t axperiment and © Ty sew thinp.
1 like my friecnds o be sympathetic and undersand-
ing whben | have problems.

1 like w keep working ar 3 pussle or problem usuil
8 is salved
1 bike my fricads to treat me kindly.

1 like to be regurded as physically arractive by those
of the oppomte s

1 like my friecnds o show a great deal of affection
wward me

1 fuel like eribaizing someone publicly if he or she
deserves it

1 like my friends to make » fuss over me when | am
burt or sick.

I like to show s grear deal of affestion woward my
friends.

1 like t be regarded by otbers as a leader.

I like o wy new and different jobs—rsther than 1
cootinue deing the mme old things.

Whes serviag on a comminee, | like to be appointed
o clacred chairpenon.

llihnﬁaiéuyiebumhdmlhqia.
1 like to be able 10 persuade and infuesce others to
de what | wane
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1 like to participaie in discussions abous sex and sex-
usl scuviues.

1 like to be called upon to setie arguments and dis
putss betwees ethers.

1 get 10 angry that | feel like throwing snd bresking
things.

1 like w tell other people bow w do their jobs.

1 like w0 show s great deal of affection toward my
friends.

When things go wrong for me, | fee! that I am more
to blame than asyooe else.

T like 10 move about the country and to live in differ.
ent placas.

I 1 do something that is wrong, I feel that 1 sheuld
be;un'uhedfn:h. .

A 1 like w0 mick at 3 job oc problem even when it may
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seem as if | am pot gening anywhere with it

1 feel that the pain and misery that 1 have sufiered

bas dose me more good than harm. ,
1 like 0 read books and plsys in which sex plays
§ major part.
1 fodd that 1 should contess the things that | bhave
dooe thst | regard as wreag.
I:llihbhning otbers whes things go wrong
me.
1 foel that ] am inferior to others in most respecns.
1 ike to do my very best in whatever | usdernke.
I lke w help otber people who are lexs forrusaze
than | am. .

] like w do sew aad differest thingy
1 like o tresr other people with kindoass and sym-

When I have some assignment to do, ! like o saar
is and keep working oo it until it is completed.

1 like to belp ocher people who are less forrumste
thas [ am.

H&:bqggphnﬁdlﬁﬁ&ﬁdwd

opposite sex.

"Ilke to forgive my friends who msy sometimes
burt me :

1 Ike w srack points of view that are contrary to
mise.

1 like my frieads 1o coafide in me and 1 tll me
their goubles.

1 like to west other people with kindness and sym-
I like w travel and to see the councry.

1 like to conform to custom and to avoid doing things
that people | respect might consider unconventional.

1 like w0 panicipste in new fads and fashicas

T like to work hard st any job I undertake.

I like 10 experience movelty and change in my daily
routine.
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1 like to kiss s:sactive persons of the opposite sex.
] like 0 espe-ipent aad Ty pew thungs

¥ foel like telling cther peopic of whes I disagree
with them.

I like w paruicipate i pew fads and fashions
1 like to belp other people who are less formuzare
thas | am.

1 like to finish any job or task that ] begia.
1 like 1o move about the country and w live in diffe:-

ot piaces.
1 like w put in long bours of work withour beisg
distracad.

1 1 have to take  trip, | like 1 have thizgs planged
in advascs.

1 Like to keep working &t 2 puzzle or problem ug:i
& is solved. ' e

1 like to be in love with someone of the opposite sex.

1 like w complete a single job or task beiore taking
o8 others. )

T like w tel! acber people what I thisk of them.

1 Like w avoid being interrupted while at my work.

1 Eke to do small favoes for my friends.

1 like w0 engage in social activines with pemons of
the opposize sez

1 like o meez sew people.

1 like w kiss sctractive persces of the opposite sex.

1 like to keep working at a puzzie or problem unul
it is soived.

1 like 10 be ip love with someone of the opposite sex.

[ like t» talk about my achievemenu.

1 like to lisces 10 or o tell jokes io which se3 plavs
s major part. -

1 fee] like making fun of people who do things that
1 regard as mupid.

1 like w0 listen w or o tell jokes in which sex plays
8 major part.

A ] like my friends to confide in me and w0 tell me
their yroubles.

w >

1 like o resd sewspaper accousts of murders and
axher forems of viclence.

1 like o participawe in pew fads snd fashions.

1 feel like crivcizing someone pubiiciy if he or she
LN

1 like to avoid being isterrupted while at my work.

1 foel like telling other people of when 1 disagree

with them,

1 like 1o listen to or t tell jokes in which sex plays
s major pare.

] foel like gering revenge when someone has in-
sulted me.

like t avoid responsibilities and obiizarices.
feel like making fun oi people whe do things that
1 regard as mupid.

I
1
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RESEARCH CONSENT FORM

I, o —_ v a5 & Head Nurse employed by
(volunteer’'s nanme)

the Departament of Nursing at Northwestern Memorial Hospital, wish to

participate in a research project entitled, "Establishing a Profile of

First-line Managers: Needs, Values, and Job Reactions for Head Nurses,”

being conducted by Missy Fleaming.

I participate with the understanding that all information will be reported
in a manner which does not reveal my identity. I acinowledge that the
investigator has explained to me the purpose of and need for this research.
My participation includes completion of certain questionnaires during
working hours.

I may withdraw from participation in this study at any time without
Jeapordy to my employment status.

The Principal Investigator is svailable at 864-2523, 1027 Greenwood St.ree{,
Evanston, 60201, to answer questions.

I freely and voluntarily consent to participate in this research project.

(signature of volunteer) (signature of witness)

(signature of investigator) (date)



DEMOGRAPHIC INFORMATION

Please respond to the following categories as completely as possible.
Age _
Basic Nursing Educational Preparation ___ADN RN BSN
Highest Degree Earned

Degree in Progress yes __ho

Type of Degree Sought (please specify)

Division of Nursing __ Wesley
___Passavant
___Psychiatry
___Prentice
___Dison
___Other (please specify)

Years in Nursing

Years at NMH
Years in Present Position

Hired Directly into Present Position yes __no

Promoted from Within NMH to Present Position yes __no
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THE OsseaveD DisTRIBUTION OF CONSISTENCY ScoRres
AND THRE THEORETICAL®* DISTRIBUTION

CUMULATIVE PROPORTIONS

CONSISTENCY
SCORX FREQUENCY OBSERVED THEORETICAL
15 59 03910 .00003
14 179 18772 .00049
13 284 34592 00369
12 318 55666 01758
11 286 74619 05942
10 186 86945 15088
9 124 95162 30362
8 4] 97879 50000
7 21 99271 69638
6 9 99867 84912
S 2 1.00000 94076
4 0 98242
3 0 99631
2 0 99951
1 0 99997
0 0 1.00000
& Expected in terms of the binomi N(!+!)'
where N = 1509, p == .5, and n = }§,




INTERCORRELATIONS OF THE VARIADLES MEASUNED BY THE EPPS
N = 1509 )

2 3 4 3 6 7 8 9. 10. 1. 12. 13. 14 1S consistency

VARADLR® def ord exh sut off ot sec dom aba pur chg end bet agg score
1. Achievement -.17 —05 .03 .14 ~J33 =09 -.14 .19 -28 =30 -14 07 .02 .09 .10
2. Deference 26 -2 -30 08 .10 ~-09 ~22 .16 0509 .22 =28 ~-31 -32
3. Order -2] =15 -16 ~06 —08 ~16 .02 -16-18 33 -16 -16 06
4. Exhibition 09 =08 =22 -02 .11 =18 -17 .12 =27 .12 .11 .00
5. Autonomy -33 ~10 ~21 .07 -26 =36 .15 =13 .09 .29 11
6. Affiliation =01 .09 =12 09 46 .06 =15 =21 ~-33 .04
7. Intraception -16 =12 ~01 .07 =10 .03 -.19 -20 06
8. Succorance -22 .11 .16-18 =31 07 -01 .08
9. Dominance -34 =20 =11 =16 .04 .21 .02
10. Abasement 23 -11 07 =29 -25 .08
11. Nurturapnce -2 =12 =21 =33 .00
12. Change -.14 -07 08 .00
13. Endurance -27 =22 06
14. Heterosexuality BE] .01
1S. Aggression .08

——

8 Means and standard devistions for each variable appear in Table 2.

g€ce



Median and range of Moyt reliability coefficients
:or Zz normative §rou§s; EZ E§§ scaie

Scale Highest Median  Lowest
1. AbiTity utilization .87 .91 .79
2. Achievement .91 .84 .73
3. Activity : .92 .86 .71
4. Advancement .96 .93 87
5. Authority . .92 .85 .66
6. Company policies and
practices » .93 .90 .80
7. Compensation .95 .91 .82
8. Co-Workers .93 .85 .67
9. Creativity .92 .87 .72
10. Independence .2 .85 .73
11. Moral values .93 .81 .62
12. Recognition .96 .93 .84
13. Responsibility .89 .78 .66
14. Security .87 .80 .64
15. Socfal Service .95 .89 .73
16. Social Status T .92 .79 .71
17. Supervision-human relations.9s .89 .75
18. Supervision-technical .94 .86 .71
19. Vartety .93 .86 .59
20. Working conditions .97 .89 .80 -
21. General satisfaction .95 .88 .82
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Total group mean, standard deviation, results of tests of occupational
ances, by M5Q scale | N=2,955)

group differences in mean and vari

Mean Differences

Scale
. Tlity utilization
2. Achievement
3. Activity
4, Advancement
5. Authority :
6. Company policies and
practices
7. Compensation
8. Coeworkers
9. Creativity
10. Independence
11. Moral values
12. Recognition ]
13. Responsidbility
14. Security
15. Social service
16. Social status
17. Supervision-human-

relations
18. Supervision-technical
19. Variety

20. Working conditfons
21. General satisfaction

ota

Group

Mean
20.1
20.3
16.5
18.2

17.3
16.9
20.1
18.2
19.2
20.9
17.6
19.3
20.2
20.7
18.0

18.7
18.7
19.0
18.6
75.6

2

24,2930

9.98
6.10
15.07
21.42

9.65
21.07
9.78
25.98
10.10
7.99
10.75
20.83
11.78
19.73
8.74

13.17
12.77
15.13
15.84
19.51

b

.001
.001
.001
.001

.001
.001
.001
.ml
‘001
001
001
.001
.001
.001
.001

.001
.001
.001
.001
‘ool

Variance Differences

otal Group

Standard Chi-

Deviation Sauare

. 38.6

2.98 88.66
Y 163.03
4.43 96.46
2.88 85.57
4.48 63.78
4.54 52.54
3.13 179.94
3.60 90.79
3.08 86.45
2.61 88.98
4.15 78.72
2.81 121.27
2.98 99.13
2.80 . 121.50
2.94 107.35
4.34 179.83
3.82 136.39
3.73 306.03
4,29 103.84
9.46 147.39

d

.00
.001
.091
001
.001

.001
.001
.001
.001
.001
.001
001
.001
.001
.001
.001

.0C1
.001
.001
.001
.001

3F-test of significance of difference between means.

bProbability of error in rejecting null hypothesis of no difference in group

means if p%.05.

CChi-square for Bartlett’'s test of homogeneity of variance.
dProbability of error of rejecting null hypothesis of no differences in group

variances, if p3X.05, based on Bartlett's test of nomogeneity of variance, with

24 degrees of freedom.
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Please rate Head Nurse as 1-7 1in

relation to job performance on the following categories. Circle
_ the choice of your responses. Please consider performance in the

Tast three months.

1. Staff Management
A. Head Nurse selects, maintains, and develops unit staff.

1 2 3 4 5 6 7
Tow high

B. Head Nurse provides for professional growth of staff.

1 2 3 4 5 6 7
Tow high

2. Unit Management
A. Maintains effective communication among staff members.

1 2 3 4 5 6 7
Tow high

B. Exercises effective cost control.

1 2 3 4 5 6 7
Tow high

C. Plans staffing to meet patient care needs of the unit.

1 2 3 4 5 6 7
Tow high

D. Ensures a safe and clean environment for patients, staff,
and visitors.

1 2 3 4 5 6 7
Tow high
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3. Patient Care Management
A. Organizes patient care based on knowledge of nursing
needs of all patients on the unit and established
standards of care.

1 2 3 4 5 6 7
Tow high

B. Evaluates patient care rendered.

1 2 3 4 5 6 7
Tow high

C. Maintains self-growth and professional practice.

1 2 3 4 5 6 7
Tow high
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