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with their job roles in the Air Force. Hypotheses dealing with the rela-
tionships between professional isolation, organizational size, and marital
status and job satisfaction were not confirmed and the null hypotheses were
not rejected. Hypotheses dealing with relationships between the geographi-
cal location of the assignment, role conflict, gender, and military rank
and job satisfaction were confirmed and the null hypotheses rejected.
Significant differences were found between the job satisfaction scores
of male and female social work officers with the males reporting higher
satisfaction scores. Male social work officers also had higher scores on
job challenge than did their female counterparts. Regression analysis
revealed that job challenge, job comfort, and the package of financial
rewards were significant predictors of overall job satisfaction for this
sample.‘(ln comparisons with the Jayaratne and Chess (1982) study, a major
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similarity was that job challenge was the single most important predictor
of job satisfaction for both the civilian and military samples. A major
difference was that while Jayaratne and Chess (1982) found no significant
differences in overall job satisfaction scores of males and females, there
was a significant difference on this measure between male and female social

work officers in the Air Force.
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agency achieved/received by virtue of AFIT performing the research. Can you estimate what this
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Work Officers were studied. Various organizational, job-

related, and personal characteristics which could have an

effect on job satisfaction or dissatisfaction were measured
by using the Professional Satisfaction Inventory originally
developed by Jayaratne and Chess (1982) to study the job
satisfaction and job stress of a sample of members of the
National Association of Social Workers. A modified form

of the Jayaratne and Chess survey guestionnaire was mailed
to Air Force Social Work Officers at their duty locations
around the world. The social work officers (N=149) were
found to be generally satisfied with their job roles in

the Air Force. The sample was composed predominantly of

white male social workers who were generally between the

ages of 30 and 40. All had at least a Masters Degree in
Social Work. Hypotheses dealing with the relationships
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between professional isolation and job satisfaction,
organizational size and job satisfaction, age and job
satisfaction, and marital status rd job satisfaction were
not confirmed and the null hypotheses were not rejected.
Hypotheses dealing with relationships between the geo-
graphical location of the assignment and job satisfaction,
role conflict and job satisfaction, gender and job satis-
faction, and military rank and job satisfaction were con-
firmed and the null hypotheses rejected. Significant
differences were found between the job satisfaction scores
of male and female social work officers with the males
reporting higher satisfaction scores. Male social work
officers also had higher scores on job challenge than did
their female counterparts. Regression analysis revealed
that job challenge, job comfort, and the package of finan-
cial rewards were significant predictors of overall job
satisfaction for this sample. Some comparisons with the
results of the Jayaratne and Chess (1982) study were made
using the results obtained from the military sample. In
these comparisons, a major similarity was that job chal-
lenge was the single most important predictor of job
satisfaction for both the civilian and military samples.

A major difference was that while Jayaratne and Chess (1982)

found no significant differences in overall job satisfaction
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scores of males and females, there was a significant dif-

ference on this measure between male and female social work

1@

officers in the Air Force.
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CHAPTER 1

INTRODUCTION

There are many aspects to the practice of social
work. 1In its traditional form social work has been con-
cerned with society and its problems. Health, education,
housing, employment, and income maintenance are examples.
Social workers have worked in schools, medical settings,
community programs, social planning, industrial and labor
settings. In recent decades a small number of social work
professionals have worked in the military services. While
much has been written about the more traditional social
work settings, the literature and research concerning
social work in the military services is still sparse.

Other professions such as medicine and nursing
have longer histories of involvement with the militarv.
The beginnings of social work in the military services
can be traced back to the late 1950's and early 60's.
Since those days the profession has steadily enhanced its
role, both in impact and in numbers, in the services.

This is especially so in the two branches that emplov the
vast majority of military social work officers - the U.S.

Air Force and the U.S. Army.
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When one compares the histories, traditions, and
values of the military and social work, differences quickly
become apparent. These differences impact upon the social
work profession within the military. Traditionally, the
military officer has bheen viewed as a manager of the poten-
tial for legitimized violence. This potential is inherent
in the mission which society imposes on its military
institutions. Professional social work officers, for whom
violence is not a professional value, face the same con-
flicts as do other professions in the military such as
medicine, nursing, and the chaplaincy. The focus of the
first section of this study will be on the value differ-
ences between the military and social work and some of the
job satisfaction issues which surface when social workers

choose a military career.

STATEMENT QF THE PROBLEM

This study focuses on the job satisfaction of Air
Force Social Work Officers. It attempts to better under-
stand what are the various organizational, job-related,
and personal factors which have an effect on the overall
level of job satisfaction among these social work officers.
It is based on a study conducted of social workers in the
civilian sector and will attempt to make some comparisons
between the social workers in two sectors of our society -

the military and the civilian.

h . . 4
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RESEARCH QUESTIONS
The questions for which this study will seek some
of the answers are:
Question 1l: What are the levels of job satisfac-
tion among social work officers in the Air Force?
i: Question 2: Which elements of the organizational

structure contribute to job satisfaction or dissa-
tisfaction?

Question 3: What effect does the geographical
location of the social work officer's assignment
have on the level of job satisfaction? Specifi-
cally, are assignments in the United States related
differently to job satisfaction than are assign-
ments in overseas areas?

Question 4: Does the number of social workers
assigned to an Air Force base contribute to job
satisfaction or dissatisfaction? How does the

presence or absence of other mental health profes-

sionals impact on job satisfaction or dissatisfac-

tion?

g Question 5: What effect do personal or individual
characteristics such as age, gender, marital status,
or military rank have on job satisfaction or dis-

® satisfaction?

r Question 6: How does the perception of role con-

ik




flict by the Air Force Social Work Officer influ-
ence the level of job satisfaction or dissatisfac-

tion?

These questions are the source for the five hypoth-

eses which are stated in Chapter III.

SUMMARY OF PROCEDURES

In order to achieve the objectives of this study,
survey questionnaires were mailed to 206 social work
officers in the Air Force. The data from these gquestion-
naires was collected and coded in order that the statisti-
cal analyses could be performed. The analyses of the data
was accomplished by using the various statistical tech-

niques described in Chapter III.

BACKGROUND

The Military as a Society and an Organization

In this day and age, military organizations have
taken on an importance that cannot be overstressed. Cur-
rent society and politics have been greatly influenced by
military institutions. The military has been influenced
by society. "The military is a corporate part of the
social structure, yet it is a separate entity." (Spindler,
1948:83). The personnel who are part of the military

bring with them the attitudes and behavioral patterns of

Ml
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the society-at-large. In the modern era the individual
can be both physically and psychologically separated from
the civilian community, although this is less so since the
advent of the all-volunteer force which has not stressedq
the actual separation between the two sectors. There is
presently a much freer movement of personnel and attitudes
across the military/civilian boundary. Elements of that
separation still remain, however.

The separation from civilian society is consciously

promoted by the command, which always restricts the

new recruit to the post for the first few weeks in

order to speed the process of assimilation which

eventually results in his finding the satisfaction

of needs within the military unit." (Spindler,

1948:84)

This places the military in the position of a sub-
society or sub-culture. This is due to two factors.
First, the military is part of the larger society and, as
such, the cultural patterns and values of the civilian
society are projected into the military society. Secondly,
the military maintains a separation from the larger society
and has developed its own form of self-sufficiency. This
points out... "both the self-sufficient, separative ten-
dencies and the inclusion within and subordination to the
larger society and its culture." (Spindler, 1948:84)

The demarcation between the military and the civil-
ian sectors can be quite sharp. The military has major

distinguishing features. Freeman (1948) described some of




them. First, the military exists at all because society
has decided that it should. In theory, a military insti-
tution is not at all essential to the beginning of a
society. 1In actual practice, however, it does seem to be
related to the continued existence of that same society.
Second, the military organization is a highly stratified
one in which the hierarchy of grade and class exist.
Following from this are the elements of power, authority,
status, and privilege. Third, as previously noted, the
specialized role of the military, its mission, its self-
sufficient posture, its traditions, and the transient
nature of its personnel due to the fregquent changes of
assignment, all contribute to the separation of the mili-
tary from the larger society. Fourth, there is a loss of
individuality in the military due to the processes of
discipline and regimentation. Fifth, the organization of
the military is highly decentralized, yet has a strong
system of control from the top. Commanding others, while
being commanded by others, provides an organizational glue
which holds the structure together. Sixth, the military
has a certain unpredictability of function which is depen-
dent on whether there is a war, emergency, or a state of
peace. Finally, and perhaps most important, military
personnel work in a bureaucracy which places severe re-
strictions on personal options. If unhappy, the military

person simply cannot decide to quit. While this provides
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the organization with a certain stability and permanence
among personnel, it also carries with it the risk of
inhibiting the personnel and creating a disaffection which
has a negative impact on the organization.

Brotz and Wilson (1946) also described the military
organization and its structure. They see the military as
a hierarchy of command. There is a subletting of power.
Each officer is expected to know his or her personnel as
well as possible. While this subletting of power is
designed to facilitate personal control, it also can lead
to abuses of that same power. The military uses uniform
and ordered procedures. While providing for organizational
consistency, the tendency exists to shift responsibility
because the requlations don't always specify who is respon-
sible. The self-contained nature of the military allows
it to maintain its own internal functioning. The myriad
of duties which arise cause role changes for the officers
involved who must often shift from disciplinarian to
advice-giver to record-keeper. Finally, despite the
intimacy of military life, individuals can become isolated
within the group. The impersonal manner used in managing
larger numbers of people can lead to anonymity. Yet,
these same forces are the ones necessary to create a uni-

fied combat unit.




It is this feeling of identification, of 'we-ness,'
that provides one motivation for endurance of hard-
ship and the constant threat of injury or death in
combat. Men do not fight, in most cases, for
abstractions. The universal drive is very simple.
'I can't let the guys down.' (Spindler, 1948:84)
Janowitz (1960) proposed a different model of the
military as an organization and society. He feels that
the nature of complex organizations necessitates that the
military be integrated with the civilian society and not
isolated from it. This certainly provides for a more
effective civilian control which is part of our political
philosophy. The model which posits separation of the
military from the civilian sector relies heavily on the
President following through on the will of the people, on
the traditional checks and balances working effectively,
and on an effective chain of command. Janowitz's model,
hcwever, allows for a lessening of the sharp distinction
between the military and civilian institutions. Direct
contact between the two communities takes place. Military
personnel maintain their identity as civilians who are
currently in the military services. The advent of the
all-volunteer force hastened this change and, as will be
seen later in this paper, brought about changes in the
manner in which military personnel are managed in their

job roles.

The military is a large-scale organization. 1In
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order to administer such an organization, the bureaucratic
system seems to be inevitable. Max Weber (1946) addressed
this point when he wrote "... military discipline and
technical training can be normally and fully developed, at
least to its modern high level, only in the bureaucratic army."
(p. 222). In the classical bureaucracy authority originates
in a central office. It then flows through a series of
integrated offices according to a specified set of rules.
The authority, however, resides in the office held, not in
the person who holds it. This is the essential element of
the military bureaucracy. The organization of general
staffs, different military commands, and the distribution
of responsibility and authority in the units of command,
all fit well into the overall structure of a bureaucratic
system. It is through this structure of rank, responsi-
bility, authority, and privilege that the hierarchy of
status in the military develops. It is maintained by the
time-honored rituals and traditions and, at times, by the
actual separation of officers and enlisted personnel.
The military has enhanced the characteristics of the
classic bureaucracy and provided a special emphasis which
heightens the element of status.

All of this seems directly related to the efficient
management of the large scale military organization. It
provides for the element of predictability in the organiza-

tion. Weber (1946) put it this way:
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The calculability of behavior is of paramount
importance in military operations, as in economic
administration in a capitalistic economy, because
it dehumanizes relationships, thus eliminating
from official business, love, hatred, and all
purely personal, irrational, and emotional elements

which escape calculation. (p. 216)

It is on this calculability of behavior that the
military system of discipline is based. The military
bureaucracy helps to achieve this. This is a two-edged
sword., It can lead to the rigidity and formalized proce-
dures which so often result in the "red-tape syndrome."

It also is the source of the disciplined behavior that
prompts the cooperation among personnel which leads to the
accomplishment of mission requirements under the adverse
conditions of battle. Thus, while individualism is re-

pressed, the "we-ness" of the cohesive military unit is

emphasized.

The Military as a Profession

The career military officer has been historically
regarded as a professional. This carries with it a legi-
timation through expertise which is based on specialized
training, some type of certification as a professional, a
significant level of occupational autonomy, and a service
orientation. Janowitz (1977) addressed these points:

The concept of profession (and of professionalism)
continues...to apply to the military because it
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implies (a) a high level of skills (higher than
for an occupation); (b) an important degree of
self-regulation; and (c¢) a strong element of cor-
porate cohesion. (p. 52)

As with other professions, the military as its own

value system. This has generally been accepted by both the

critics (Mills, 1956) and the supporters of the military
(Janowitz, 1960; Moskos, 1970). The distinctiveness of
this value system is based on the nature of the military
and its functions. The military officer is considered to
be a professional in the management of violence. He is
part of an organizational system, legitimized by society's
fiat, which has the capacity to commit, and deal with the
consequences of, large-scale, legitimate, collective
violence. "The persvective of the military man is based
on the willingness as well as the capacity to eliminate
dysfunctional elements from the social (or organizational)
system's environment (if so defined by legitimate authori-
ties)." (Bachman et al., 1977:106-107)

This belief system is fostered by a number of pro-
cesses. Abrahamsson (1972) has identified some of them.
They are:

(1) self-selection through initial interest or

motivation; (2) screening procedures used by the

military; (3) continuous selection and retention

within the profession; and (4) professional
socialization and training. (p. 75)

Historically, based on such processes, the military
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officer corps has developed its professional role. It has
carried out this role in the institutional bureaucracy.
However, in recent years, the institutional nature of the
military, which has been almost automatically accepted, has
begun to be questioned. Moskos (1976) pointed out that
such concepts as profession and calling have been tradi-
tionally associated with the military.
It does imply a sacred mission, legitimation
through institutional values, a high level of de-
votion to the tasks of office, communion with
others in the calling, and a reward system based
not as much on salary as on a life-style appro-
priate to the social position of the calling, i.e.
on deference rather than remuneration. (Bachman
et.al., 1977:152).
Such quasi-monastic concepts have traditionally
been associated with monastic institutions. Gabriel (1979)
related this distinction to the military. He distinguished
between corporative bureaucratic structures and entrepre-
nurial bureaucracies. 1In his judgement the military is
undergoing a transformation from a corporative bureaucratic
structure to a largely entreprenurial one. Entreprenurial
bureaucracies place their values on the product produced,
whereas corporative bureaucracies formulate procedures
and norms that are valued in and for themselves more than
for any contribution they make. Entreprenurial bureau-

cracies stress the ethics of self-interest in both an

organizational and individual sense, whereas corporative
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bureaucracies stress the ethic of community interest.
t..dividuals employed in entreprenurial bureaucracies do so
because it is in their perceived self-interest to do so.
This translates into more money, rewards, prestige, larger
offices, and similar inducements. Thus, entreprenurial
bureaucracies stress the attainment of material rewards
while corporative ones have a marked tendency to define
their rewards in psychological or ritual terms often ex-
pressed as a recognition of contributions made by the
individual to the community which is served.
The military has over the years held strongly to
a corporative value system.
Clearly in corporative bureaucracies, such as the
officer corps, one may be expected to behave in a
manner which is consistent with accepted values
but which would be regarded by the entrepreneur as
highly dysfunctional in that material self-interest i
is not served. (Gabriel, 1979:91)
A similar distinction has been made by Charles
Moskos, Jr. (1977). He sees the current trend in the
military as shifting from an institutional (corporative)
format to an occupational (entreprenurial) format.
An institution is legitimated in terms of values
and norms, i.e., a purpose transcending individual
self-interest in favor of a presumed higher good.
Members of an institution are often viewed as fol-
lowing a calling; they generally regard them-
selves as being different or apart from the broader

society and are sc regarded by others. To the
degree one's institutional membershio is congruent
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with notions of self-sacrifice and dedication, it

will usually enjoy esteem from the larger communitw.

Although remuneration may not be comparable to what

one might expect in the economy of the marketplace,

this is often compensated for by an array of social
benefits associated with an institutional format as

well as psychic income. (Moskos, 1977:42)

This institutional value system has pervaded the
military for many years. The milieu of the service acade-
mies and other military educatiocnal programs is often
similar to monastic settings. Some are now guestioning
whether the all-volunteer force has not brought with it,
or possibly been brought about, by a shift to an occupa-
tional model.

An occupation is legitimated in terms of the

marketplace, i.e., prevailing monetary rewards for

equivalent competencies. In a modern industrial
society employees usually enjoy some voice in the
determination of appropriate salary and work con-
ditions. Such rights are counterbalanced by
responsibilities to meet contractual obligations.

The occupational model implies priority of self-

interest rather than that of the employing organ-

ization. (Moskos, 1977:43).

While in the civilian professions, personnel are
often compensated for their expertise, compensation in the
military is a function of rank and seniority. Historically,
the military has attempted to avoid the occupational model
since it sets up an employer-employ:e relationship that
does not always fit well with the traditional military

values. TIf carried to its logical conclusion, the person-

nel in the military should be unionized as they are 1in some




of the Western European countries. The occupational model
has made inroads into the military institution. Certain
professions, such as physicians, receive extra compensation
for their non-military skills. Unfortunately, social work
is not in that enviable position within the military organ-
ization.

Janowitz (1977) also addressed this trend. While
he agreed with it in some ways, he did not see it as an

either/or situation.

The military profession is undergoing long-term
transformation which involves increased penetra-
tion by other professions and institutions. 1In
1960, I described these trends as those of the
civilianization of the military, as they converged
more and more with civilian professions. The end
of this convergence is being reached, but we are
not there yet. One of the essential characteris-
tics of this convergence is the introduction of
more and more contractual relations between the
officer and the state.

However, 1t must be recognized that we are not
dealing with a "zero sum" game. The military can
and must participate in the larger and at the same
time maintain its relative autonomy, specialized
competence, and crucial element of group cohesion.
(Janowitz, 1977:53)

Stahl et al (1978) argue that to hold Moskos' model

to a rigid interpretation would amount to a zero-sum game.

...one might posit that the acguisition of civilian
skills by the military comes only at the expense

of the heroic warrior role and the traditional
values. Therefore, it would be a contradiction to
expect a highlyskilled technician, engineer, or
surgeon to also be a loyal, self-sacrificing
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military person in the traditional sense. The two

pranes

are simply not compatible: an individual can not
be 'high institution' and 'high occupation.' (p.
258)

In their research, however, they conclude that it
is possible to be both highly committed to the military in
the institutional sense, agreeing with its norms and
values, and at the same time being concerned with such
things as equity for the individual, technical expertise,
and rights which are counterbalanced by obligations.

Bachman et al (1977) trace the transforming of the

military from a calling to an occupation to three trends.

The first is a changing technology of warfare that
makes civilian populations as vulnerable to attack
as frontline troops, and thus has socialized the
danger of war and reduced the unigue liability and
sacrifice of armed forces personnel. (Lasswell,
1941)

As the technology of warfare has become both more
destructive and more complex, the nature...of jobs
in the military has come to approximate jobs in
civilian enterprise (e.g. Biderman, 1967). Thus,
at the same time that the unigue liability of the
military orgarization in the time of war is de-
creasing, so is the uniqueness of the tasks per-
formed within that organization.

The third trend is the growing tendency for makers
of military personnel policy to treat soldiering
as equivalent to a civilian job. (Moskos, 1975).
... (T)he conditions of working in the armed forces
as a uniformed member of the service have increas-
ingly come to resemble the employment conditions
of a civilian occupation. (p. 153)

The third trend appears to be the one which has had

the most significant impact on this transition. It has
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been primarily since the advent of the all-volunteer force
that policy makers have treated military work roles as
basically equivalent to civilian occupations. The U.S.
President's Commission on an All-Voluntary Armed Force
(1970) recommended that military compensation be based on
a salary system which is similar to that found in civilian
industry. Lateral hiring of trained civilian personnel
into the military was suggested. 1In general, it was recom-
mended that the all-voluntary forces compete with industry
for the gquality personnel which were required.

In the past there were discrepancies and economic
disadvantages for the military when compared to the civil-
ian sector. These were viewed as being partially offset,
however, by the benefits package provided by the military.
These generally included the housing allowance, health
care for dependents, educational benefits, commissaries,
and post or base exchanges.

Among the latent functions of this pattern of com-

pensation were: support of the military c¢ccupation

as a calling rather than simply an occupation,
maintenance of the military installation as a com-
munity, enhancement of the fraternal nature of the
military organization, legitimation of the military
as a social institution, and incentive for the
citizen to serve as a soldier and fulfill a right
and responsibility of citizenship. (Bachman et al,

1977:20)

With the movement toward the equalization of the

military and civilian jobs has come the conseaquent reduc-
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tion of the benefits package which has been part of the
implied contract in the past. This has led to an increased

level of dissatisfaction with the newer policies.

In sum, the conditions of working for the armed
forces as a uniformed member of the service have
increasingly come to resemble the employment con-
ditions of the civilian occupation. Whether by
design, intuition, or accident, the makers of
military personnel policy have sought to compete
with commerce and industry for citizen-workers

by making military employment increasingly similar
to civilian employment. (Bachman, 1977:22)

Social Work as a Profession

Professional social work had its origins in the
voluntary associations which undertook to criticize and re-
form the institutions which were then known as "charities
and corrections." What began as a religiously motivated
movement became the "scientific philanthropy" movement.

Two currents developed in society which influenced
the growth of social work as a profession. One was the
growing spirit of professionalism in the labor force in
general. The other was a popular interest in science and
scientific psychology. Engineering and technical schools,
medical schools, schools for teachers, business schools,
journalism schools and similar developments in other pro-
fessions took place. Social work followed along the same
track attempting to identify itself as a profess” . 1In

addition, lawyers, physicians and clergyman had been
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traditionally held to high ethical standards as profes-
sionals because they assisted vulnerable people who were
making serious decisions while these people were often in
a state of personal crisis. Since they worked with people
in similar situations, social workers developed a profes-
sional ethic and a spirit of service became an important
part of professional development.

As it grew, social work found itself closely allied
to the institutional bureaucracies of the times. They were
settings in which "casework" could be applied. The courts
were the forum for probation officers; medical social
workers in hospitals assisted patients and their families;
truant officers and visiting teachers assisted students and
their families in the schools; and aftercare for patients
in the mental hospitals was the role of the psychiatric
social worker.

The drive to develop a unified and coherent pro-

fession was difficult in the face of diverse

specializations and interests. Leaders in the

field sought to define a core technology, a

"nuclear skill” in Lubove's terms, that would at

once provide a model of practice for workers in

various settings and serve as a basis for a dis-
tinctive professional expertise. Social casework,
as is well known, became that nuclear skill, the
focal point around which the profession would

forge its identity. (Patti, 1983:2)

From this professionalization process arose the

basic value system which has been at the core of the social

work profession over the years. This same value system has
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brought the profession into conflict at times with the
institutional bureaucracies with which social work inter-
acts.

Florence Hollis, in her classic text, enumerated

some of these values.

Casework is characterized...by its direct concern
for the well-being of the individual. It is not
primarily an organ of social control, designed to
bring the individual into conformity with society
and thus rid it of the social hazard presented by
the discontented, unsatisfied, rebellious indivi-
dual. On the contrary, case work came into being
as a response to the needs of human beings for
protection against social and natural deprivations
and catastrophes...This emphasis upon the innate
worth of the individual is an extremely important,
fundamental characteristic of casework. (Hollis,
1964:12)

From this basic tenet flow two others which the
profession espouses in its interaction with clients -

acceptance and self-determination.

By acceptance we mean the maintaining of an atti-
tude of warm good will toward the client whether
or not his way of behaving is socially acceptable
and whether or not it is to the worker's personal
liking.

...Self-determination is perhaps not too felicitous
a term; it is too absolute in its implications.
What we really mean by this concept is that self-
direction, the right to make his own choices, is a
highly valued attribute of the individual. The
more he can make his own decisions and direct his
own life the better, and the less the caseworker
tries to take over these responsibilities the bet-
ter. (Hollis, 1964:13)

In general, then, flowing from these values is the
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understanding that each person is considered to be impor-
tant and of inestimable value. The familiar ideas of un-
condemning attitudes, congruence, confidentiality, and
respect are all part of this value set. They are part and
parcel of the social worker's daily practice. Implementing
them is not always easy. The military, as noted earlier,
tends to perceive individuals as members of a group. In-
dividuality and self-determination are not highly valued.
It is at crossroads such as this that the values of the
profession of social work and the military profession meet

and come into conflict.

Social Work and Bureaucracies

Both professions and bureaucracies are conseguences
of similar forces. They are expressions of general trends
toward division of labor and specialization that character-
ize complex societies.

Organizational theories have pointed out that even
small agencies tend to be organized along the lines of
classic bureaucracies. This has implications for the pro-
fessional social worker since conflicts between organiza-
tional and professional norms often arise. This may be
less a problem of some personal conflict with authority
than a role conflict between bureaucracy and professional-
ism.

While not all professions find themselves committed

- A A A o
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to bureaucratic organizations, most social work is provided
through such organizations. This points up the fact that
there are consequences to the association between the
social work profession and the agency or bureaucracy in-
volved. There are certain administrative requirements with
which the social work profession can be compatible. Most
administrative bureaucracies foster an impersonality which
social work can find compatible with its norm of regarding
the client with a certain detachment which allows the
social worker to keep personal feelings out of the profes-
sional relationship. Often the goals of both the social
worker and the agency spring from similar humanitarian
value systems. In many ways, then, the social worker per-
forms tasks which both sanction the profession's values

and the agency's goals.

Not all features of the bureaucracy and the pro-
fession are complementary, however. One of these situa-
tions can occur when the professional's needs for mastery
of technical skills and dedicated service come into con-
flict with the agency's needs to use scarce professional
resources to the best advantage of the organization. The
best possible use of human and other resources with short-
term goals in mind might well be at variance with the
professional's goals. 1In most cases strains of this type

can be worked out to the tolerable satisfaction of both




23

parties. Nonetheless, these strains do often give rise to
role conflicts.
vinter (1959) identified some types of role con-

flict that arise in such circumstances.

A pervasive type of role conflict arises from dis-
crepancies between agencies' limited service goals
(the 'function' of each agency) and the profes-
sion's relatively unlimited commitments. As an
agency employee, the social worker must often re-
fuse service because the prospective client's needs
do not assume the form appropriate to a given
agency: ...Some of this conflict is expressed in
staff dissatisfaction with 'restrictive' agency
policies, and is partially relieved by heavy empha-
sis on referrals and by attempts to expand the
service jurisdictions of agencies...

A second type of role conflict is generated by dis-
crepancies between specific agency goals and pro-
fessional values. Social workers tend to concen-
trate in agencies whose means and ends are most
compatible with the profession's codes and stand-
ards, and thus avoid those where major incongrui-
ties are perceived. ...Workers are sometimes
required to perform tasks not perceived as commen-
surate with their training and professional images:
they may experience constraints in the full utili-
zation of core technical skills, or find little
organizational support for their distinctive values
and practices...

Another type of conflict between professional and
agency role demands is that arising from inherent
differences between the administrative structure
and the professional culture. The profession
values skill rather than procedure, and service
rather than routines. The agency, in contrast,
interposes a variety of requirements relevant to
the operation of a complex organization. Records
must be written, files maintained, requisitions
prepared and routed, directives adhered to, and so
on. (p. 250-251)

Conflict can also arise as a result of agency size,
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Thomas (1959) studied agency size as related to the work-
er's role.
Enlarging the size cof the staff generally presents
greater requirements for coordination and control.
More supervisors are needed with added workers; at
some point it becomes necessary to introduce a
division head or 'supervisor of supervisors.'
Direct positive relationships have been found be-
tween the number of employees and the number of
vertical ranks in comparable welfare units. (p. 39)
Obviously, this extension of the chain of command
in the organization can create communication problems.
Smaller military organizations in which the social worker
is assigned can allow a more direct access to other pro-
fessionals and to the hospital commander. Word of mouth
then becomes a workable vehicle for sharing problems and
decisions. Not so in larger organizations. Here the
social worker is faced with a more formal (and often for-
midable) structure and greater distance between profes-
sional personnel. Administrators can become remote. While
a degree of subunit informaility can remain, interunit
rivalry can begin to develop. The larger organization,
then, in some respects can be a different place for the
social worker to work when compared to the smaller organi-
zational setting. Not all professionals cope well with
these differences. If the job conditions are found to be

unsatisfactory, staff morale and productivity can suffer.

If left unchanged, such conditions become the fertile ground




B}

25

which gives rise to personnel turnover. If the military
is indeed shifting to an occupational model, such factors
must be examined and personnel policies adjusted to meet
different needs. The needs of the contemporary precfes-
sional in the military service may not be well met by
referring back to the traditional ethic of "duty, honor,
country" which served well in the era of the corporative
institutional military.

The structure of the authority system typically
takes the form of a hierarchical ordering of personnel
into official positions. Everyone is a subordinate to
someone else, and superior to others. Each person has a
different responsibility and there are levels of authority
inherent in each position. The structure of the bureau-
cracy, then, gives rise to rules and regulations.

An agency's official system of politics, rules,

and procedures comprises another dimension of its

authority structure. This system establishes pat-
terns of expectations that direct and prescribe
staff members' activities. Furthermore, the offi-
cial structure becomes elaborated and supplemented
with informal patterns: work norms develop and
persist, subordinates in one department are granted
more discretion than in another, or warm and
friendly relations rather than cool formality exist

between administrative levels. (Vinter, 1959:380)

Role strain can alsc develop when the traditional
non-authoritative approvach of the social worker comes up

against the exercise of authority and control in a rigidly

structureed bureaucracy. While the organization may have
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need for increased administrative control, professional
staff may resist.

While traditional health and welfare agencies take
into account these needs of the social worker, it must be
remembered that military organizations have different
perspectives than these agencies and thus may not be as
responsive. Self-determination runs counter to the tradi-
tion of discipline and obedience. 1Individualism runs
counter to anonymity as found in the military. Autonomy
runs counter to the military system of control. Self-
determination runs counter to the military's prohibition
against "quitting" if the service member becomes dissatis-
fied with the organization or job role. All of this means
that the management of professionals in the contemporary
military must take into account a number of factors which,

in the past, the services did not have to address.

The Management of Professionals in Organizations

VWiithin the military, professional social workers 4
work in units which compare favorably with professional
service organizations (PSO) in the civilian sector. PSOs
possess characteristics which, if not recognized, can be-
come the source of management headaches.

All PSOs have to rely on non-professional personnel
in order to handle the day-to-day routine operations of

the organization. Traditional management technigues that
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work effectively with non-professionals may well not pro-
duce the same results with the professional staff.

Professionals normally hold positions and function
in jobs that are highly enriched. This has a direct rela-
tionship to the high level of education which they possess.
There are also high status needs and demands for higher
earnings among professionals. As a consequence, the pro-
fessionals normally possess a higher degree of power in the
organization. With power often come problems of control
of that power. Within any organization, including the
military, this can lead to organizationjprofessional con-
flict.

Certain psychological factors assume a major role
in the structure of need satisfactions of professionals.
If one considers Maslow's need hierarchy, self-esteem and
self-actualization seem to be major motivators of profes-
sionals. Their enriched jobs have the following character-

istics:

1. Variety in assigned tasks.

2. Employee autonomy and discretion in task per-
formance.

3. Feedback with regard to performance.

4. Completion of a whole and identifiable piece of
work that can be associated with the service ren-

dered. (Fitzsimmons and Sullivan, 1982:222-228)

sk
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The actual services are provided, in most cases, by
the professioconal staff and this provides then with their
power base within the organization. The skills and exper-
tise they possess cannot easily be replaced. This forms
the basis for the professionalization process. Freidson

(1973) defines it as follows:

...a process by which an organized occupation,
usually but not always by virtue of making a claim
to special esoteric competence, and to concern for
the quality of its work and its benefits to society,
obtains the exclusive right to perform a particu-
lar kind of work, control training for and access
to it, and control the right of determining and
evaluating the way the work is performed. (p. 22)

The power of professionals, then, stems from two
sources. First, they tend to involve themselves in func-
tions that are somewhat uncertain because of both the
complicated nature of their knowledge base and the very
nature of the activities which they undertake (Nilson, 1979).
Second, the state or the organization provides some degree
of legitimation by providing the profession with a legally
exclusive right to the provision of the services them-

selves. The power to regulate itself and prohibit encroach-

ment into its domain by other professional groups 1is also
part of this process. (Freidson, 1970)

The policy-makers and managers cf organizations
which rely heavily on professionals for service delivery,

regardless of whether the organization is military or
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civilian, must learn how to keep the potential for profes-
sional-organizational conflict to a minimum.

The twentieth century has been a period of dynamic

change for organizations in every field: business,

government, military, educational, religious, and

medical. (Reemzits, 1972:77)

When such changes occur, the requirements for the
professionals also change. 1In this case there has been a
shift in the working environment for many professionals.

In the past the norm for professionals was the independent
practice. What has been happening with increasing fre-
guency 1is that professionals have brought their services

to the structured organizations. This amalgamation did not
occur without the expected adjustment reactions. "There

is a necessary conflict between organizational and profes-
sional goals." (Elliott, 1972:99)

Professionals place a high degree of importance
on their autonomy and without such autonomy would feel that
their ability to function effectively in the organization
would be greatly diminished. Organizations have a need to
control the behaviors of their employees. Balancing these
conflicting drives can be problematic. Some degree of pro-
fessional autonomy needs to be tolerated.

At too low a level of autonomy the professionals

become parochial 'company men'; at too high a

level their autonomy threatens loyalty to the or-

ganization to the extent that the organization's
survival is at state. (Katz, 1968:167
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Others, however, do not perceive the conflict be-
tween *"e two as reaching crisis proportions autonomati-
cally.

(S)uch a conflict may be more imaginary than real

if it is recognized that both bureaucratization and

professionalism are alternative mechanisms of con-
trol. Through bureaucratization, the organization
relies on task specification, routinization, and
formalization of procedures to set limits on staff
performance. Through professionalism, the organ-
ization relies on internalized professional stand-
ards and norms to set such limits. (Hasenfeld,

1983:163)

Given those opposing drives, the management style
of the organization assumes as increasingly important role.
In the military, as in the civilian sector, the o0ld tradi-
tional autocratic style of management would seem to herald
problems when attempting to deal with the professional
employee. The management and policy levels must take into
account the strong ego needs of professionals. High needs
for such factors as achievement, responsibility, power,
success, and material rewards also enter into the picture.

The manner in which the organization exercises its
authority has a direct impact on the professionals input
into the decision-making process. McGregor (1960) described
the range of the exercise of authority.

At one end of the range the exercise of authority

in the decision-making process is almost complete

and participation is negligible. At the other end

of the range the exercise of authority is relative-
ly small and participation is maximum. {(p. 1261
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Rensis Likert addressed the same concept when he

described management styles as four systems on a continuum:

4
*i 1. the exploitative-~authoritarian style 1
2. the benevolent-authoritarian style
3. the consultative style

l; 4. the participatory style. (Likert, 1967:46)
Chris Argyris (1955) addressed the same issue:

@ Studies show that participative management tends
to (1) increase the degree of 'we' feeling or
cohesiveness that participants have with their
organization; (2) provide the participants with
an overall organizational point of view instead of
the more traditional 'now' departmental point of
view; (3) decrease the amount of conflict, hos-
tility and cut-throat competition of participants;
(4) increase individual's understanding of each
other, which leads to increased tolerance and
patience toward others; (5) increase the indivi-
dual's free expression of his personality, which j
results in an employee who sticks with the organ- !
ization because he (i.e., his personality) needs 1
|
1
i
i

the gratifying experiences he finds while working
there; and (6) develop a 'work climate' as a re-
sult of the other tendencies, in which the sub-
ordinates find opportunity to be more creative and
to come up with the ideas beneficial to the organ-
ization. (p. 1-7) “
All of this suggests that the professional social
worker in the military organization would function best
under a participatory style of management. This, however,

is not the traditional way in which the military does

things. The exploitative-authoritarian style has been the

norm. In some instances the benevolent-authoritarian style




32

has been used. If the military, in this era of the shift
to an occupational model, is going to obtain the maximum
productiveness from professional personnel, then increasing
awareness of and sensitivity to the work setting and the
level of job satisfaction of the professional personnel

will benefit both the individual and the organization.

|



CHAPTER II

THEORETICAL FOUNDATIONS OF THE STUDY AND

RELATED RESEARCH

The military, just as other organizations in recent
years, has had to face the economic realities of budget
constraints. The result has been the well-known solution
of "more or less.” The foreseeable future does not indi-
cate any change in this policy approach. Emphasis on the
job satisfaction of the military social work officer then,
can tend to take on added importance in this economic
environment. The various influences which affect job
satisfaction, the morale and attitudes of the military
social work officer need to be studied to determine what
can be done to help accomplish "more for less."

Within the area of job satisfaction studies Sarata
(1974) indicated that less than 20 scientific studies of
job satisfaction within the human services occupations had
been completed. O0Of these, the majority involved the nurs-
ing profession. Even fewer studies examining the job
satisfaction of workers in the mental health field were
found. Within this occupational category, the number of
studies which examined the job satisfaction of military

33
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social work officers was practically non-existent.

Studying the military social work officer as an
occupational group brings with it some problems. One can-
not merely transfer the findings of industry, where most of
the job satisfaction studies have taken place, to those of
the human service settings. Goals, policies, organizational
structures, and the service delivered, to name a few, are
different in the human services. When one adds the unique
traditions, organizational structure, and mission of the
military organization, a specialized entity emerges which
may have gqgualities different from those of the manufactur-
ing bureaucracy, or even the service oriented organizations
in industry.

If the military organizational system is not re-
sponsive to the needs of the military social work officer,
the quality of service will be limited and obstacles will
be imposed in the process of attempting to achieve "more
with less."” 1In addition, mental health professionals often
have been known to neglect their own work needs in the
process of trying to meet the needs of their clients.
Therefore, maximizing staff morale requires a greater under-
standing of the military social work officers' attitudes
toward their work, and other personal and organizational
factors that influence job satisfaction.

Nord (1977) discusses some common assumptions that

often form the basis of our knowledge of job satisfaction.
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He asserts that the influences of the prevailing social,
political, and economic values in the nature of work have
been overlooked. The individualistic potential of workers
has been emphasized to the detriment of the cooperative
aspect. Organizations, because of their scarce resources
and the power struggles which take place over utilization
of these resources, often foster competing interests and
conflicts. Military organizations share in these job
pressures. Tiiis may limit the degree to which any military
organization is able to provide the milieu which provides
optimum levels of job satisfaction for its members.

Nord (1977) then proceeds to discuss some of the
weaknesses of previous studies of job satisfaction. (1) He
feels we have limited ourselves to an incomplete and biased
set of dependent variables, citing such traditional manage-
ment goals as reducing turnover, increasing productivity,
or overcoming resistance to change. (2) Studies have
failed to recognice that organizations often lack the
motivation to study ways to increase job satisfaction and
may well be oriented to maintaining the status quo.

{3} The gquality of the product (or service) produced can
often have a significant impact on the worker's job satis-
faction, yet this often is not considered in studies.

(4) More attention needs to be given to such basic satis-

factions such 1s income, job security, supervisor-worker
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relationships, and the like. (5) The importance of work-
er's feelings of power and control need to be addressed in
relationship to job satisfaction. This study will attempt
to take into consideration these and other sources of the
job satisfaction of military social workers, specifically

Air Force Social Work Officers.

CONCEPTUAL FRAMEWORK OF THE STUDY

Examining some of the theories on human motivation
will help develop the basic framework of this study and
provide a better understanding of job satisfaction and job
dissatisfaction.

Abraham Maslow (1954) formulated a well-known
theory of human motivation. He developed his theory based
on the hierarchy of worker needs. Workers have levels of
needs and, according to Maslow, only unsatisfied needs
can motivate the worker to increase productivity. These
needs, beginning with the basic ones, are: (1) physioclogi-
cal needs including hunger, thirst, sleep; (2) safety and
security needs composed of protecting self and lifestyle;
(3) needs for belongingness and love; (4) self-esteem
needs including the need for self-approval and prestige;
and (5) self-actualization needs which are composed of
the needs to realize one's potentials. As the worker

satisfies one level of these needs, another level comes to
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the fore to again exercise control of the worker's life.
In the normal situation, the worker is assumed to be in a
condition of partial fulfillment of some needs and at the
same time a corresponding partial unfulfillment of other
needs exists. As the worker fulfills some of the self-
esteem needs, for example, feeling. such as self-confidence,
adequacy, worth, and usefulness develop and lead to an
increased level of productivity. Conversely, obstructing
this level of need and the accompanying feelings produces
the negative feelings of inferiority, lack of confidence,
and uselessness. On the job these feelings can be the
difference between the worker feeling satisfied or dissat-
isfied which, in turn, can have an impact on productivity
and the quality of work produced.

There are some implications here for human service
workers in general, and AFSWOs in particular. Research
needs to determine just where in the need scale the mili-
tary organization may have failed to meet the needs of the
AFSWO. If very low pay and thus a low standard of living
is, for example, a major concern, then attempting to in-
crease self-actualizing opportunities on the job may prove
unsuccessful since Maslow's theory argues that until the
lower level needs are met, the higher order needs will not
be motivators. Presumably then, the organizational needs

of the Air Force will be better met if the AFSWOs lower
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needs are met adequately so that the higher level needs

can become dominant. The positive, growth-producing as-
pects of the therapy role can be effectively thwarted if
the Air Force places unusual demands on the AFSWO to satis-
fy the organizations procedural needs to do things the
"military way."

Frederick Herzberg (1966) formulated a two-factor
motivation-hygiene theory. Stated simply, Herzberg con-
tends that the factors which produce job satisfaction are
separate and distinct from those which produce job dissat-
isfaction. This distinction is based on the assumption
that man has two fundamental sets of needs: the need to
avoid pain and the need to grow psychologically. He deter-
mined from his research that there are certain character-
istics of the job situation that are consistently related
to job satisfaction. These factors, intrinsic to the job
itself, include such items as achievement, recognition,
the nature of the work itself, responsibility, and advance-
ment, and are known as motivators. Conversely, Herzberg
postulated that factors which are more related to the work
environment are more responsible for the avoidance of
dissatisfaction. These hygiene factors, which are all
extrinsic to the job itself, include such factors as com-
pany policy, administration, supervision, interpersonal

relationships, working conditions, salary, status, and
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job security. From his research Herzberg concluded that
the absence of motivating factors leads to non-satisfaction
which he considered to be distinct from dissatisfaction.
The presence of hygiene factors leads to avoidance of
dissatisfaction which is distinct from job satisfaction.
Herzberg's theory has been the source of consider-
able controversy. A number of authors have reviewed this
theory and have conducted research reporting findings that
conflict with those of Herzberg. {Burke, 1966; Carroll,
1969; Dunnette, Campbell, and Hakel, 1967; House and
Wigdon, 1967; Porter, 1966). Smith and Cranny (1968)
summarize the conflicting views when they indicate that
Herzberg deserves credit for emphasizing the basic multi-
dimensionality of satisfaction. The preponderance of
recent evidence, however, is against his two-factor theory
because it oversimplifies a complex reality. These authors
adopt the traditional concept of satisfaction which assumes
that the same job dimension is able to produce either job
satisfaction or dissatisfaction. The presence of both
motivators and hygiene factors are able to contribute to
employee satisfaction while the absence of these motivator
and hygiene factors can lead to dissatisfaction. 1In
general, they hold that high levels of the factor oroduce
satisfaction whereas low levels produce dissatisfaction.

It can be hypothesized that rewards, either intemal
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to the person or externally provided by the organization,

are what attract the person to the job. Thus, the degree
' to which the organization can meet the needs can produce

either satisfaction or dissatisfaction. This could explain

why some AFSWOs while involved in activities such as psy-
L chotherapy and consultation which would produce positive
feelings, often do not because other organizational factors
such as policies, procedures, and lack of peer and super-
visory support, interfere with the worker feeling satisfied
on the job.

McGregor (1960) developed a view of human motiva-

tion which sees man from two distinct perspectives. One

is negative, Theory X, and the other is positive, Theory Y.
Based on research conducted on the way in which managers
interacted with their employees, he proposed that in Theory
X, the typical human being has an inherent dislike for 1
work, while in Theory Y the typical worker will willingly ;
expend physical and mental effort at work in the same way
that he/she does while engaged in other activities such as 1
play or relaxation. The Theory X manager then feels that
since workers tend to avoid work, workers have to be di-
rected, coerced, controlled, and even threatened to get 1
them to put forth the effort necessary to meet the organ-
ization's needs. The Theory Y manager, conversely, views

employees as self-directed and self-controlled. Workers
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will willingly commit themselves to make the effort neces-
sary to achieve the organization's goals. In fact, they
often use imaginative and creative means to achieve these
ends. The perception of the employees which the manager
brings to the managerial role affects the manner in which
the employees are treated which, in turn, can directly
affect employee satisfaction. McGregor's Theory X seems to
correspond to Maslow's (1954) lower level needs for physio-
logical and security needs whereas Theory Y seems more <
closely related to the self-esteem and self~-actualization
needs.

Victor Vroom's (1964) conception of motivation is . 4
based on the worker's psychological needs which influence
the worker in choosing from different voluntary responses.
He studied three variables: (1) the choices made by work- j
ers amond their work roles; (2) the degree of satisfaction
attained in the work role chosen; and (3) the level of
verformance in the work role chosen. He studied the effect
of motivational variables on the worker's behavior in their 9
work roles and the effects of the work roles on the moti-
vational variables. He states that jobs which let the
worker exercise responsibility and initiative allow that 1
worker to use and develop these higher order needs. These

job roles provide more ego satisfaction than those that

thwart the worker's higher order needs and concentrate on 1
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the organizational goals which may be more related to the
lower level needs such as efficiency and procedure. Self-
esteem is an important aspect of job satisfaction. Vroom
suggests that because of these possible conflicts, the
conditions which determine the worker's level of job
satisfaction are not necessarily identical with those which
determine the level of job performance. Some job condi-
tions produce high satisfaction and low performance while
other job conditions produce low satisfaction and high
pverformance. Others produce high levels in both satisfac-
tion and performance or, conversely, low satisfaction and
low performance. Self-esteem seems to be an important
ingredient in the worker's job satisfaction and perfor-
mance.

These theories do not provide one conclusive model
upon which to base research. They do, however, point out
that thinking on job satisfaction must include the refine-
ment which includes both the worker's internal needs as
well as the external conditions of the job environment 1
itself. While no one theory here is most appropriate for
research in the human services field, consideration of the
different aspects of these theories should allow the Air )
Force policy-makers to better determine just which aspects ‘
of the AFSWO's job and the organizational milieu influence

job satisfaction.
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JOB SATISFACTION RESEARCH

Over the years numerous studies on job satisfaction
have been undertaken, yet no overall conclusive answers
seem to have resulted. Our understanding of job satisfac-
tion is still incomplete. Considerable confusion still
exists as to whether job satisfaction results solely from
the individual's attitudes, (the subjective element), from
aspects of the job itself, (the objective component), or
whether it results from some interaction between the worker
and the job itself.

Another difficult issue here is the possible rela-
tionship between job satisfaction and job performance and
productivity. Are they causally related? Brayfield and

Crockett (1955) showed how the assumption that there was

such a causal relationship formed the foundation for some
of the early research. However, Locke (1970) pointed out

the opposite:

There 1s no necessary relationship between cverall
job satisfaction and subsequent production. First,
the fact that an individual likes his job says
nothing about why he likes it. He may like it be-
cause the work interests him (despite his lack of

ability) or because he likes his co-workers. In
other words, high satisfaction may be caused by
factors other than high production. (p. 495)

Just how these two factors are related certainly i1s not vet

clear. They do seem, however, to have som

®

relationship

that 1s so complex 1n nature Shat 1% (3 oot st slearle
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understood. The following research studies on job satis-
faction are divided into two basic groupings: (1) those
studying the characteristics of the individual, and

(2) those studying the characteristics of the job itself.

CHARACTERISTICS OF THE INDIVIDUAL

Age

A number of studies indicate a general increase in
the level of job satisfaction with increase in age.
(Benge and Copell, 1947; Hoppock, 1960). Much empirical
research has found that either a positive linear or a
U-shaped curvilinear relationship exists between the age of
employees and employees' levels of job satisfaction.
Herzberg, Mausner, Peterson, and Copwell (1951) suggested
as a result of their research that a U-shaped curvilinear
relr ~ionship exists between age of workers and workers'
levels of satisfaction. They based this conclusion on an
extensive review of the literature and examination of the
data involved. This applied to both managerial and blue-
collar workers in the studies. Satisfaction appeared to be
higher for yonnger employees immediately after employment
began. After the first few years on the job, satisfaction
dropped significantly, but then slowly rose again as the
worers stayed with the job. They also found the same

relationship between length of tenure and job satisfaction.
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Gibson and Klein (1970) focused their research on
the main relationship between age, tenure, and job satis-
faction. They sampled blue-collar workers in two manufac-
turing firms. The results suggested the existence of a
positive linear correlation between age and satisfaction,
as well as satisfaction with such factors as pay, super-
vision, and a more positive view of co-workers. Klein
(1969) found that in older workers the main predictors of
overall job satisfaction were worker-manager and peer
relationships. These relationships appeared not to be
related to the job satisfaction of younger workers. Per-
ceptions of job opportunities, and salary issues were more
strongly correlated to the overall job satisfaction of
younger workers.

Bernberg (1954) investigated age and satisfaction
while controlling for tenure of service and supported the
finding of a positive linear relationship between age and
job satisfaction. He discovered that there were signifi-
cant differences which were attributed to age when tenure
was controlled. Bernberg provided no speculation ' - to
"why" this relationship existed. Wild and Dawscn (1972)
also found a significant positive relationship between age
and job satisfaction and also found this had an effect on
attitudes toward pay, supervision, physical surroundings,
and peer relations.

Other studies have reached somewhat different




—

'®

Tr————— Aamat ~— —~—— ﬁ‘*——v—wv‘rw

46

conclusions about the relationship between age and the
level of job satisfaction. Weaver (1974) for instance,
found that there was no consistent pattern of association
between the age of the worker and the level of job satis=-
faction.

In contradistinction to the U-shaped curvilinear
relationship found by Herzberg, et al. (1957), Hulin and
Smith (1964; 1965) expressed doubt about the U-shaped rela-
tionship. They concluded that the positive linear
relationship they found was probably due to the individual's
ability to better adjust their expectations to what the job
milieu is able to provide. The closer the worker's expec-
tations are to the actual return, the higher the level of
satisfaction. Also, increased age may well be related to
longer tenure and this may allow the individual to more
accurately predict and then avoid the sources of frustra-
tion. This congruence of expectation with return, while
assumed to be the cause, has yet to be vroven, however,

Saleh and Otis (1964) also found a curvilinear
relationship between age and job satisfaction. From their
research they concluded that positive increments in job
satisfaction occur up to the pre-retirement years and then
the level of job satisfaction begins to decrease. They
cite two possible explanations for this pattern. First,
channels for continued self-actualization may become

blocked by reduced future opportunities. Access within
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the organization to such opportunities that could provide
fulfillment for achievement, recognition, advancement, and
skill growth needs could become blocked. Feelings of use-
lessness and alienation may result. Changes and problems
with physical health, usually associated with aging, may
also play a role. Second, job pressures, which the pre-
retirement worker was able to previously manage, now cannot
be handled so easily. Also, the older employee may be
looking back to what appears to be the "good old days"

and this may have an effect on how the older worker's re-
sponded to guestions about their current level of job
satisfaction.

Other authors have reached more mixed results.
Laurence (1972) studied male officials in mid-management
positions in different industrial/mining organizations.

He found that when the conditions of employment, duties,
and responsibilities were basically similar, differences
in age did make a difference in attitudes and perceptions
between older and younger workers about factors related to
their jobs. The author sugjests that factors associated
with age, such as education and ambition, could have
contributed to the results. He cautioned that there is no
evidence to suggest that the workers "mellowed" as they
aged. He suggests that the intolerance of the younger

workers may have reflected their less tolerant views of

e e
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the activities of higher management. This also suggests
that the perception of the organization changes as the
worker moves up in the organizational structure,

Clearly, the literature shows that some type of
relationship exists between age and level of satisfaction,
but the precise nature of the relationship is not clear.
This raises questions about the AFSWOs studied in this
research. The relatively early "retirement" of military
officers and their switching to new careers in the civilian
sector may have an impact on the age-job satisfaction rela-
tionship different from those in some of the studies

reviewed.

Education

Increasingly technical and complex societies and
organizations, emphasis is being placed on the need for
more highly educated persons 1n the work force. Education
has often been associated with the age factor in studies.
Some authors have found that the relationship between the
educational level of workers and their level of job satis-
faction is equivocal at best. (Saleh, 1954; Suehr, 1962;
Vollmer and Kinney, 1955). Fournet, Distefano, and Pryer
(1966) have suggested that the factor of education may well
be confounded by age. Weaver (1974) found little important
variation among reports of job satisfaction at different

levels of education.

]
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Others have found that the position within the
organization has more impact on the worker's job satisfac-
tion than does the educational level of the worker involved.
O'Reilly and Roberts (1975) studied a sample of Navy offi-
cers and enlisted personnel in a high technology aviation
unit. They did not intend to directly test individual
differences as single predictors of job satisfaction,
but were more interested in the differential relationships
between individual and organizational variables with job
satisfaction. Their results indicated that there was no
strong relationship among job attitudes and the individual
traits of the worker. There were, however, significant
relationships between job attitudes and structural charac-
teristics of the organization. 1Individual traits were
shown to be strongly related to the organizational varia-
bles and not directly related to job satisfaction. They
speculate that individual traits may predict the level of
position attainment within the organization and that once
in these positions, the characteristics of the position
itself appear to determine the workers affective response
to the job. Herman, Dunham, and Hulin (1975) reached a
similar conclusion that the employee's frame of reference,
which they conclude is formed by the immediate work setting,
is the primary influence which acts on the workers percep-

tion of job satisfaction. Bergmann (1981l) similarly con-
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cluded that the hierarchical level of the employee had the
most pervasive effect on job satisfaction, whether consid-
ered on its own or when considered in terms of the
differential findings between the levels in individual
characteristics such as education or age. Bergmann specu-
lates that the education of higher level managers influences
their attitudes toward other satisfaction variables. Being
at the top changes their perspective. It is still, how-
ever, not clear whether getting to the top is the result of
age, education, both, or neither.

Klein and Maher (1966) studied the relationship
of educational level and satisfaction with pay. They
hypothesized that the coliege educated workers would actu-
ally be less satisfied with their salaries than were the
non-college educated workers. They theorized that satis-
faction with pay is largely a function of expectation and
that if the perceptions of pay possibilities were controlled,
the differences between college and non-college educated
workers would disappear. They found that higher levels of
education were associated with relative dissatisfaction
with pay. The major predictors for satisfaction with pay
appeared to be the expectations of what salary the worker
felt he would get internally as opposed to what he could
get externally. The college-educated worker was more

optimistic about the external opportunities, but less
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optimistic about internal opportunities, when compared to
the non-college educated worker. They caution that one
should not be quick to assume that these findings indicate
that higher levels of educa:ion lead to higher perceived
self-worth which then relates to the study's findings.
Meinert (1975) studied some gualities of profes-
sions and related them to social workers and their job
satisfaction. Professions are described as including the
ability to meet community needs, occupational skills
oriented to a body of knowledge, the sanction of the com-
munity to practice, autonomous decision-making, and
adequate financial rewards. The author states that while
social workers do not normally receive as high a monetary
reward as other professicnals, it is assumed that they
derive at least symbolic satisfaction from their nrofes-
sional roles and activities. The author sampled members
(N = 305) of the St. Louis Chapter of the National Associa-
tion of Social Workers (NASW). The social workers were
categorized into two groups. First, the highly profession-
ally anchored social worker (HPASW) had a master's degree
in social work, was accredited by the Academy of Certified
Social Workers (ACSW), earned salaries above the median
for social workers with comparable years of experience,
and engaged in autonomous, non-supervised practice. Low

professionally anchored social workers (LPASW) did not
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possess these characteristics. The author hypothesized
that HPASWs, because of their high anchorage to features
associated with professions, would display high satisfac-
tion scores and LPASWs, low scores. The author states both
hypotheses were statistically accepted, but provided no
actual corroborating data.

One can assume that the advanced degree possessed
by the HPASWs had some impact on their perceptions of their
professional status and corresponding satisfaction scores.
The previous literature review indicates that educational
level has a questionable, if not actual negative relation-
ship to job satisfaction in most studies. At the current
time, the AF Social Work program has a very high percentage
of social workers with a Master's degree (approximately
85%) and a much smaller percentage of social workers with
a doctoral degree (approximately 15%). 1In the AF system,
the doctoral degree opens up opportunities not usually
available to masters degree social workers such as director
of alcohol rehabilitation programs, assignments of a highly
sensitive nature, or staff positions attached to the Sur-
geon Generals office. The AFSWO with a doctoral degree, at
present, also has less of an opportunity to receive the
less desirable assignments. Conseguently, this issue needs
to be studied to see if having a doctoral degree is asso-

ciated with increased level of satisfaction due to the
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improved opportunities, or if it actually produces lower
satisfaction levels because of such factors as increased
expectations of the AFSWO not being met by the authorita-

tive bureaucracy of the military system.

Marital Status

There are comparatively few studies which examine
the influence of marital status on the relationship between
specific job attitudes and overall job satisfaction. Wild
and Dawson (1972) studied 2543 female workers in the
United Kingdom and data on age, marital status, and length
of service were correlated to features of the job such as
the work itself, supervision, training, wages, peer rela-
tionships, management and the physical conditions of the
job itself. They found that both age and marital status
had significant effects on the relationship between job
attitudes and job satisfaction. They affect the relation-
ship of such variables as pay, supervision, nhysical work-
ing conditions, and social peer relationships with job
satisfaction. In another study, Herman, Dunham, and Hulin
(1975) found that workers with similar demographic varia-
bles in their backgrounds tended to perceive different
aspects of their jobs in similar fashion. But, in their
study, marital status did not directly affect job satisfac-

tion.
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However, other studies seemed to find a more con-
clusive relationship. Fanshel (1976) used NASW membership
data to examine the employment patterns of male and female
social workers. He studied the types of employment, mari-
tal status, and salary differences. In references to
marital status, he found that administrative positions were
more often held by married men than married women, and that
this same relationship held for men even when compared to
single women with no family responsibilities. 1In general,
males also earned more money and dominated the administra-
tive positions.

Tropman (1968) addressed the issue of marital sta-
tus directly, but only studied married female social
workers who had children and who worked in Cook County,
Illinois. No male comparison group was used. He was onri-
marily interested in whether the married status of these
women was in any way related to feelings of role conflict.
He suggested that the women studied experienced relativelv
little role conflict and that 65% stated they experienced
no such conflict. He suggests that these women may have
had a service orientation to their professional role,
rather than a purely intellectual orientation. He feels
that for the service oriented female social worker "there
may be a greater degree of 'role substitutability' between

the wife and mother role and the work role than is the

ek




case for the intellectually oriented woman." (p. 665)
Additionally, he points out that this may be the case be-
cause the service oriented female is carrying out at work
the more traditional roles assigned to women in our cul-
ture. This is not the case for the intellectually oriented
female who may find family and career to be at odds. In-
stead of the cruilescence of home and work roles, the author
suggests this woman may seek from work a different set of
satisfactions than those fulfilled at home. The boundaries
between the two roles may be less permeable and conflict
may result. This has importance in examining the marital
status of females in the predominantly male AF military
organization and attempting to determine if married female
AFSWOs have different attitudes toward aspects of their
jobs and job satisfaction in general than do their unmar-

ried counterparts.

Gender

In and of itself, gender does not seem to be di-
rectly related to either high or low levels of job
satisfaction. Buy many researchers have looked at the
gender issue as related to an overall pattern of factors
that do have an impact on job satisfaction levels. The
constellation of factors which are related to gender

include such items as job level, opportunities for promo-
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tion, and salary.

In many ways the findings of previous research are
equivocal, if not contradictory. Peck (1936) concluded
that female teachers were not as well adjusted as male
teachers, but Chase (1951) found women teachers to be more
satisfied than their male counterparts. Cole (1240) found
women to be less satisfied with their jobs while Benge
(1944) and Stockford and Kunze (1950) found women to be
more satisfied.

Generally, it could be expected that women would
display lower levels of job satisfaction than men because
of the generally lower levels of the jobs females hold,
their lower pay, and reduced promotional opportunities.
There is also the question of the traditional roles which
society assigns to both males and females. Men in the
military are fulfilling a role society expects of them.
Women in these same positions are filling a less familiar
role. Gender, then, can be related to the pattern of role
stresses experienced by males and females in the came iob
positions which in turn can affect the respective levels
of job satisfaction.

Hulin and Smith (1964), studied data from four
industrial plants and found that female workers tended to

be less satisfied with their jobs than were males. The
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authors suggest that gender per se is probably not
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crucial factor, but the constellation of gender related
factors such as pay, job level, and promotion opportunities
may well account fer the differences. They do suggest that
1f the gender related items are controlled, there may not
be significant differences in job satisfaction.

Saleh and Hyde (1969) addressed the same gender
issue when they studied the intrinsic and extrinsic orien-
tations of 600 workers. They based their study on the work
of Herzberg (1966), Maslow (1954), and McGregor (1960) who
emphasized the importance of intrinsic factors in contri-
buting to worker job satisfaction. Intrinsic components
refer to job content factors such as achievement, respon-
sibility, and skill growth. Extrinsic components refer to
job factors such as working conditions, salary, job
security, and peer relationships. The authors contend
that an orientation to one or the other relates to the ful-
fillment of a different set of needs. Intrinsic orienta-
tion relates to needs for growth and self-actualization
and extrinsic orientation to the chysiological and security
needs. The authors contend that all individuals will seek
to fulfill the highest level needs that motivate them.
While some will be motivated to fulfill higher order needs,
others, because of situational variables, will be forced
to concentrate on lower order needs. They hypothesized

that those who are intrinsically oriented will show hiaher
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levels of job satisfaction than those who are extrinsically
oriented. Their results supported the hypothesis. Over-
all, the dominant orientation for man was intrinsic while
that for women was extrinsic. It seems probable that women,
who often fill lower level positions, had less intrinsic
stimulaticn on the job whereas men who usually held the
itigher level positions had more intrinsic stimulation on
the job and that this led to the different results.

This result would be in keeping with the findings
of researchers such as Fanshel (1976) who studied NASW
membership of male and female soc’ 31 workers and found that
men dominated the administrative positions and earned
higher salaries.

Kravetz (1976) studied sexism factors in social
work. He found that men exerted the greatest influence 1in
areas of social work most consistent with traditional male
roles such as community organization and social work
administration, whereas women stayed in casework pvositions
which are often more closely associated with traditional
female roles. Female social workers, experiencing con-
flicts because of family and job roles, were often penal-
1zed in areas of both salary and career advancement. Male
social workers were over-represented in social work educa-
tion programs with 55% of full-time faculty, 63% of full

and associate professorships, and 83% of deanships of
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accredited graduate schools of social work being held by
males.

When Tropmann (1968) studied married professional
female social workers, those who had been promoted to
high-level administrative positions sometimes experienced
osychological conflicts between job and wife/mother roles
that were severe enough to cause them to abandon their
careers. The author speculates that this could be the case
because these women found it easier to give up their work
roles in their conflict situations than it would be to give
up the roles of wife and/or mother. Women who are career
oriented often avoid marriage and/or child-rearing. 1In
both cases, these women pay a high price for their deci-
sion. Chafetz (1972) addresses the same gender issues and
the obstacles faced by female social workers in the career
structure and concludes that the professionalization of
social work in effect "defeminized" it, making it more
intellectual, rational, scientific, and administrative.

In general, the author contends that professionalization
gave social work more "male" gualities allowing males to
dominate 1it.

Jayaratne and Chess (1982), studied a national
sample of social workers (N = 541). Variables in their
study included worklcad, comfort, challenge, financial re-

wards, promotional opportunities, role conflict and role
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ambiguity. Emphasis was placed on gender differences.

They found that male and female social workers appear to
have different frames of reference when evaluating their
jobs, although in absolute terms they expressed generally
similar degrees of satisfaction on the job. Female social
workers were significantly less satisfied with job comfort,
financial rewards, and workload than their male counter-
parts. The two best predictors of job satisfaction for
male social workers were job challenge and financial re-
wards whereas for female social workers they were job chal-
lenge and promotional opportunities. Marital status
emerged as a significant predictor of job satisfaction for
females, but not for males. The authors suggest that in
future research, the existence of different frames of
reference among males and females be considered when

studying job satisfaction.

Job Level

The extensive body of literature available on job
satisfaction has usually identified the determinants of
job satisfaction as either the worker's individual charac-
teristics or the organization's structural characteristics.
But, since organizations are human systems, the interaction
of people filling positions in the organization can interact

to have an influence on the perception of job satisfaction.
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Within that frame of reference, researchers found
that people in similar positions in the organization per-
ii ceived their task experiences in similar ways. (Herman,
Dunham and Hulin, 1975) These same authors found from
their research that employees who held similar positions
in the organizational structure reported similar levels of
satisfaction with such factors as pay, work itself, and

supervision. This seems to suggest that each level of the

organization provides different types of experiences and
that this differential pattern is distributed across the

organization. From their research they concluded that

factors related to the structural characteristics of the <
organization and the employee's position in the organiza-
tion are more highly related to the emnployee's occupational
perceptions that are the employee's individual character-
istics such as age or education. They suggest that the
primary frame of reference the employee uses to evaluate
the job experience 1s the immediate work setting and that
this 1s related to the employee's apparent ability and
willingness to adapt to different work environments in
different levels of the organization. Herman and Hulin
(1972) and O'Reilly and Roberts (1975) reached similar 1
conclusions in their research.

Bergmann's study (1981) which investigated both

individual and structural characteristics as related to 1
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job satisfaction provided evidence that the hierarchical
level had the most pervasive effect on job satisfaction,
whether by itself, or when considered in terms of differ-
ential findings between levels on individual characteris-
tics such as age or education. He also found that higher
order needs such as personal progress and development
rather than lower order needs such as pay or supervision
were the strongest predictors of overall satisfaction.

He also noted that top-level managers frequently appear to
be more satisfied than their middle and lower level counter-
parts. He does suggest, however, that this may be due to
the different perceptions which managers have from their
organizational perspective and the fact that, due to their
age and education, they may feel more of their higher order
needs are being met than do their younger, less educated
counterparts.

Generally research has shown that job satisfaction
increases as job level progresses. {(Gurin, Veroff, and
Feld, 1960) Porter (1962) reported that those in lower
management positions were more dissatisfied than managers
in top level positions. He suggested that this might be
due to the greater ego satisfaction, higher pay, status,
self-direction, and increased responsibility and authority
inherent in the top level positions. Porter (1963) also

noted that when management level was taken into account,
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there was no simple relation between size of the organiza-
tion and job satisfaction whereas the size of the
organization had little apparent effect on the relation
between organization level and satisfaction: higher level
managers perceive greater need satisfaction from their
jobs than do lower level managers, regardless of the size
of the organization.

The types of needs which are fulfilled atdifferent
levels have an influence on the workers evaluation of the
job. Higher level managers seem generally more satisfied
with their jobs. Cummings and El1 Salmi (1970) reported
that need fulfillment deficiencies tended to increase at
successively lower levels in the management hierarchy with
the largest perceived deficiencies being found in the
higher order needs such as autonomy »nd self-actualization.
Porter and Henry (1964) had previously found that at each
higher level of management employees placed increasing
emphasis on inner-directed as opposed to outer-directed
traits of the employee. These inner-directed traits would
correspond to the higher order needs reviewed in some of
the previously mentioned research.

Saleh and Hyde (1969), in a previously noted study,
had examined job satisfaction and its relationship to
intrinsic or extrinsic orientation on the part of the

employee. Their results supported the hypothesis that
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intrinsically oriented employees would show higher levels
of job satisfaction than extrinsically oriented employees.
It appears that higher level jobs tend to fulfill more
higher order needs which in turn allows the higher level
employee to experience higher levels of job satisfaction.
Among AFSWOs, it should follow that higher ranking AFSWOs
should express more job satisfaction because of the pre-

viously mentioned factors.

Length of Service (Tenure)

In studying the factors which influence the income
expectations of workers, Ganguli (1957) f&und income was
the most important aspect of the job relating to satisfac-
tion and that in this study a substantial number of workers
were actually dissatisfied with their pay. He found that
in reference to aspirations, the dissatisfied workers dis-
played a pattern in which the more they earned, the more
they wanted to make. But another important factor, tenure,
was 1nfluencing the satisfaction level of workers. The
author found that expectations in reference to income in-
creased with the length of tenure. Also, he found that the
worker's age was less a determinant of level of income
aspiration than was tenure. Admittedly, it is difficult
at times to separate the effects of increase of age from
those of tenure on the job since koth increase simultane-

ously.
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Wild and Dawson (1972) studied the influence of a
number of biographical variables in reference to the over-
all job satisfaction of some female workers. They found
that both age and marital status had significant effects
on the relationship to job satisfaction. They also found
that with increasing length of service the relationship
between job satisfaction and attitudes toward self-
actualization, training, physical effort, and work condi-
tions decreased while the relationship with attitudes
toward pay increased. In a later study, Carnall and Wwild
(1974) extended the results of the previous study to both
male and female workers and found basically the same re-
sults, namely, that age, marital status, and tenure had
significant effects on the importance of many job attitudes
in reference to overall job satisfaction.

In previously discussed research, a number of
authors studied the effects of tenure, as well as other
variables, on job satisfaction. Herzberg, Mausner,
Peterson, and Capwell (1957) reviewed the literature
available and found that the relationship between tenure
and satisfaction was U-shaped. Hulin and Smith (1264)
found that tenure and age had distinct effects on job satis-
faction. They suggested that this may be the result of the
individual's ability to adjust his/her expectations to that
which the work setting is probably able to provide. 1In

effect, employees can adjust to basically undesirable work




ay

66

conditions by lowering their expectations of what the
environment will provide. They also suggest that emplovees
may start at a low level of satisfaction and then proceed
to a neutral state. Saleh and Otis (1964) found nositive
increments in satisfaction up to the pre-retirement years,
at which point the level of satisfaction began to decrease.
They ¢ 1ve two possible reasons for this effect. First,
channels by which self-actualization needs could previously
be met were now blocked. Second, mounting job pressures
were more difficult to cope with than they were in pre-
vious years.

Gibson and Klein (1970) focused their study on the
main relationships of tenure and age in reference to job
satisfaction. They found a positive linear relationship
between age and job satisfaction, but negative linear rela-
tionship between tenure and satisfaction. They offer some
speculations about why tenure is negatively related to job
satisfaction. It is possible that as people begin their
careers, they may have high expectations of what the
organization will provide. 1In the early period of the
career feelings remain basically positive, but then the
realization sets in that the job environment and organiza-
tion probably will not be able to fulfill their original
expectations and dissatisfaction begins to occur. There
may also be an acculturation process which occurs when

people with positive attitudes come to an environment that
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has a "we/they" culture between management and non-
management (or possibly middle vs. upper-level management).
Finally, they suggest that as people remain in the organ-
ization over a period of years, they see peers pass them

in the promotion system and perceptions of favoritism or
unfairness may result.

AFSWOs may well display some of these same pat-
terns. But some organizational factors in the AF may
produce different results. The pattern described by Saleh
and Otis (1964) may or may not hold with AFSWOs. While
their study examined pre-retirement which really was
associated with the end of the total working career, many
AFSWOs, because of the current military retirement system,
are able to "retire" at ages from the early 40's to S0's
and thereby actually take up a new career in the civilian
sector. There certainly is concern about the fairness of
the officer promotion system in the AF and pass-overs for
promotion are not unusual. They may help to provide
satisfaction patterns among AFSWOs that are similar to the
results found by Gibson and Klein (1970). Also, the
military's ability to meet the needs of the younger AFSWOs
may not meet the AFSWOs own expectations. However, as one
accultrates to the system, gets promoted, assumes more
responsibility, and gains authority, the U-shaped pattern

of Herzbert et al. (1951) may be found.
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Locus of Control

Social learning theory (Rotter, 1960) has provided
the general theoretical background for this factor. 1In
general, it holds that a reinforcement acts to strengthen
the expectancy that a particular behavior or event will be
followed by that reinforcement in the future. Once built
up, failure of the reinforcement to occur reduces an
extinguishes the expectancy. When the reinforcement is
seen as not contingent upon the subject's own behavior, its
occurence will not increase the expectancy as much as when
it is seen as contingent. Conversely, its non-occurence
will not reduce an expectancy as much as when it is seen as
contingent. McClelland (1961) suggested that peovle who
are high in the need for achievement in all probability
will have some belief that their own ability or skill
helped determine the outcome of events. Phares (1962)
found that subjects who had an internal orientation and
who feel that they have some control of their situation
were more likely to exhibit perceptual behavior that better
enabled them to cope with potentially threatening situa-
tions than subjects who feel that chance or other non-
controllable forces determine the outcome of their efforts.

Rotter (1966) studied the effects of rewards as
reinforcement on preceding behavior depends in part on

whether the person perceives the reward as continaent on




DR _ D .

—

69

his/her own behavior or as independent of it. Persons
may also differ in their generalized expectancies for in-
ternal versus external control of reinforcement. An event
regarded by some persons as a reward or reinforcement may
be perceived differently by others. One of the determi-
nants cf this response is the degree to which a person
feels that the reward follows from, or is contingent ugon,
his/her own behavior versus the degree to which he/she
feels the reward is controlled by forces outside himself/
herself and could occur independently of his/her own ac-
tions. This forms the distinction between Rotter's con-
cepts of external control and internal control.

Those at the internal end of the scale have been
found to show more overt strivings for achievement than
those who felt little control over their environment.
Internally oriented pecple, 1f they perceive that it is to
their advantage to conform, may do so consciously and
willingly without yielding -nv sense of control. It is
only where 1t might be clearlv to their disadvantace that
they would resist conformity pressures. In general he
concludes that people who have a strong belief that they
can control their own destiny are likely to (a) be more
alert to those aspects of the environment which provide
useful information for future behavior; (b) takes steps to
improve the environmental condition; (c) place creater

value on skill or achievement reinforcements and ke
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generally more concerned with their abilities and failures;
and (d) be resistive to subtle attempts to influence them.

Sims and Szilagyi (1976) investigated the guestion
of how characteristics of the individual moderated the
relationship between perceptions of job characteristics and
employee expectancies, satisfaction, and performance. They
studied how the effect of higher order needs, locus of
control, and occupational level moderated these relation-
ships. While higher order needs and job level were signi-
ficant moderators of job characteristic relationships,
locus of control was found to have no moderating effect on
these relationships.

The AF, being a highly bureaucratic organization
which uses numerous regulations to structure the effective
functioning of the various parts of the organization, would
seem to better meet the needs of externally orlented per-
sons. Persons with a strong internal orientation could
possibly have difficulties dealing with the external con-
trols and thereby react with lower levels of job satisfac-
ticn in early years, but with higher levels 1n later
career years as the person adapts to the military organiza-
tion and learns how to effectively manipulate the

organization to meet their own individual needs.
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CHARACTERISTICS OF THE JOB

Supervision

At first thought, the assumption could be made that
the worker would derive some satisfaction or dissatisfac-
tion on the job as a result of the interaction with the
supervisor. Such an assumption, however, is not supported
by the data from research studies. In general, no signifi-
cant relationships have been discovered between the
supervisory behavior and the worker's level of job satis-
faction. (Nealy and Blood, 1968; Zander and Quinn, 1962;
Pelz, 1952)

In cne study Kermish and Kushin (1979) a problem
f high turnover in a county welfare department was examin-
ed. Employees who left the agency were asked to state in
writing the reasons for doing so. Reasons people cave for
accepting the job in the first place were humanitarian
considerations, a desire to acquire skills in working with
reonle in need, and financlal needs. Reascons cited for
leaving the agency in order of freguencv were overwhelmineg
job demands, poor morale in the agency, inability to help
clients adeguatelv, poor supervision, low level of suprort
from the administration, and little opportunity to be

creative and use initiative,.
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CHARACTERISTICS OF THE JOB

Supervision

At first thought, the assumption could be made that

25 the worker would derive some satisfaction or dissatisfac-
; tion on the job as a result of the interaction with the
supervisor. Such an assumption, however, is not supported
by the data from research studies. 1In general, no signifi-
~. cant relationships have been discovered between the
3 supervisory behavior and the worker's level of job satis-
:; faction. (Nealy and Blood, 1968; Zander and Quinn, 1962;
3 Pelz, 1952)

In one study Kermish and Kushin (1979) a problem
. of high turnover in a county welfare department was examin-
2 ed. Employees who left the agency were asked to state in
writing the reasons for doing so. Reasons people gave for
accepting the job in the first place were humanitarian
considerations, a desire to acquire skills in working with
people in need, and financial needs. Reasons cited for

leaving the agency in order of freguency were overwhelming

'i job demands, poor morale in the agency, inability to help
~

2 clients adequately, poor supervision, low level of supoport
; from the administration, and little opportunity to be

i creative and use initiative.
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Organizational Size

There are numerous elements of the organizational
structure that can have an impact on an employee's atti-
tudes and the perception of job satisfaction levels.
Factors such as communication, job differentiation, span
of control, and coordination have been examined in other
research. The primary emphasis of the research reviewed

here will be on the size of the total organization and the

organizational subunit.

Much of the research on organization size has
concentrated on attempting to determine the optimum size of
subunits in organizations that lead to the best levels of
job satisfaction. These studies generally reach a similar
conclusion, namely, that smaller work units seem to be
associated with higher morale and greater job satisfaction.
Worthy (1950} found that size was definitely one of the
more important factors related to the employee's percep-
tions about the job. Smaller work units were associated

with higher morale and larger work units were associated

SAAA e

with lower morale. Viteles (1953) concluded that smaller

sized work groups produced better attitudes among workers.

A similar conclusion was reached by Strauss and Sayles
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y (1960) .

Porter (1963) studied the size of the company as

@ related to the erployee's need fulfillment and found that

---------

. e e T T m e N )
N A e :‘.:f._\.dn:)



AR AL S & AR A R A WA AN |

73

at lower levels of management the managers in smaller
companies were more satisfied than the managers of large
companies. However, at higher levels of management, mana-
gers in large companies were more satisfied than their
counterparts in smaller companies. Porter suggests that
there may be an interaction effect of job level in the

size of the organization in relation to the employee's
attitudes. He speculates that workers at the bottom of
large organizations have a much larger organization super-
structure and more people above them than do similar
workers in a smaller company. In effect, there are more
bosses above the worker in the larger company and the
worker has less influence within the organization than does
the worker in the smaller company. On the other hand, a
high level manager in a larger organization controls more
people than a similar manager in a smaller organization and
thus has more influence on the work environment. He fur-
ther suggests that there may be a dividing line somewhere
in the middle management area where the advantages offered
by larger organizations begin to outweigh the obvious

disadvantages and that greater material, financial, and

personnel responsibility rewards of the larger organization

- may provide higher levels of satisfaction.

-

:j Talacchi (1960) studied the impact of organiza-
\ ]

tional size upon the level of employee satisfaction. 1In
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general, the results indicated that the size of the organ-
ization, mediated by division of labor and status differ-
entiations, did have a significant effect on the employees'
level of job satisfaction. He found that the larger the
organization, the lower the level of satisfaction. He
speculates that individuals with hicher morale may for some
reason prefer to go to smaller organizations while indivi-
duals with lower morale may prefer to go to larger
organizations. Possibly, as subunit size increases, it is
possible that it becomes more difficult to maintain high
cohesiveness and good communications. Task specialization
may also be more prevalent. All of these may lead to
higher levels of dissatisfaction. Total organizational
size also may have an effect on the attitudes of workers.
Larger subunits may have disadvantages in large organiza-
tions, but it could also have advantages as long as the
subunits within the larger organizations are kept relatively
small. They suggest that the subunit/total organization
distinction must be kept 1n mind due to the possibility
that the effects of one may be confounded by the effects of

the other.

Peer Support

There are other sources of satisfaction on the job

than merely those related to aspects of the job itself.
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The social aspect of the job environment has been studied.
Macoby (1975) noted that such factors as union activities
and social relationships can provide some of the satisfac-
tion for many employees. The work group provides a source
of identification, a way to fuifill interpersonal and
friendship needs and thus leads to increased levels of job
satisfaction. (Zalesznik, Christenson, and Roethlisberger,
1958)

Cobb (1975) focused his work on the role of the
social support system on the job. He breaks down the con-
cept of social support into three basic categories. First,
there is information which leads the person to believe
that he/she is cared for and loved. This is transmitted
in intimate situations which involve mutual trust. Second,
there is information which leads the person to believe that
he/she is esteemed and valued. This is most effectively
proclaimed in public and leads the individual to esteem
himself/herself and reaffirm the sense of personal worth.
Third, there is information which leads the person to
believe that he/she belongs to a network of communication
and mutual obligation. This is a common and shared pheno-
menon in which everyone in the network is aware that every
other member also knows it.

Cobb believes that this type of social support
helps the person to cope with the exigencies of daily

living. Since such social support is part of the person's
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developmental milieu, one should not expect to see a direct
impact from it. However, it does influence the person in
an indirect manner by moderating the impact of significant
events in the person's life pattern. There is no reason

to perceive of such social support as a panacea, but social
support is an important element in the person's overall
functioning and could well be one of the important factors
that influence the employee's overall perception of satis-
faction with the job.

In this dissertation, Cobb's concept of social
support will form the basis for this author's concept of
professional isolation. Since many AFSWOs practice in
either geographically isolated situations, or in assign-
ments where the AFSWO is the only professional social
worker/mental health professional on the base, a lack of
professional peer support, (professional isclation) mav
prove to be a factor which negatively impacts on the AFSWOs
overall perception of job satisfaction.

Wasserman (1971) studied professional social
workers in a bureaucracy and noted that one of the com-
plaints that was voiced was the lack of group meetings with
supervisors to discuss case problems. Apparently, they
felt there were sufficient meetings to discuss administra-

tive policies and procedures. The social workers studied

generally felt that their supervisors were not competent
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or helpful. The author concluded that the bureaucratic

L system stimulated and reinforced a type of defensive
behavior among the professional social workers instead of
: a more positive coping behavior. This indirect lack of

% administrative and agency support kept the workers off-

A balance. As caseloads, rules, regulations, and procedures
frequently changed, the workers experienced increasing
instability and insecurity on the job. Wasserman stresses
a need for informal groups in the work setting of such
bureaucracies. Such groups serve two supportive functions:
(1) they become the focal point for expressing complaints
about the organization, and (2) they form one of the most
important social systems for providing emotional support
o’ for workers and a sense of mutuality among them.

Maslach (1976) has found that workers are prone to
less burnout if they actually express, analyze, and share
their personal feelings with their colleagues. They not
only get things off their chest, they can also receive
constructive feedback from others who understand and are
then able to develop new perspectives and understandings
%1 about their relationship with their clients. The results
.% of this study also add the element of bureaucratic support
?3 to the concept of professional isolation to be studied

later.
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Job Security

Job security among AFSWOs is a concern of some
significance. In all branches of the military in the
United States, the "up or out" policy is in force for offi-
cers. This policy demands that, in most cases, if an
officer is not promoted at the various selected year points
in the career, another opportunity is offered during the
next chronological year. If promotion is still denied,
the officer is usually required to leave the service.

Thus, regardless of the individual officer's desire to
remain in the service, the decisions of other unknown offi-
cers on promotion boards holds an important key to job
satisfaction. To an important degree, then, many officers
feel their promotability is in the hands of forces outside
of their control. This concern over job security, even
though it comes to the fore only at selected year points
in a career, (i.e. years 4, 11, 15), still carries with

it concerns for long-term job security as each one of the
year points is successfully passed. The impact this sys-
tem could have on job satisfaction is evident.

Research has demonstrated that worrying about one's
job security does have an effect on job satisfaction.
Gurin, Veroff, and Feld (196Q) showed that dissatisfied
workers show a disproportionate concern for their job

security. 1In another study, Mann and Williams (1262)
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examined the attitudes of employees in an organization

PO

which had just implemented a new data processing system.

The effects of introducing this new system included a

T Y

tightening of task structure in the office, increased risk

T .

for individual jobs, an emphasis on understanding the
overall system, and a greater need for interaction among

the workers. The authors found that while the employees

felt more satisfied because they had more job responsi-
bility, an increased opportunity to learn new things, and
more task variety, they also felt less satisfied with
their jobs as a whole and expressed increased concern that
the computerized process was placing their jobs at risk.
Altimus and Tersine (1973) investigated the job
satisfaction of young blue collar workers and, considering

intrinsic job variables including job security, esteem,

Y PUIPESCRY= TS SR T eI SSORR TR

autonomy, self-actualization, and total satisfaction,
found that the youngest workers were significantly less

satisfied than the older workers in only one of the areas,

job security.
On the other hand, 0'Reilly and Roberts (1975),
in their study of U.S. Navy officers and enlisted personnel,

examined individual traits and structural job characteris-

Y tics as related to job satisfaction. Among the individual
Y

>,

E{ traits studied were ability, personality traits, and

8

tj motivational traits. Among the motivational traits were
o
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occupational status, self-actualization, power over others,
high financial reward, and job security. Their results
indicated that there was no strong relationship among the
job attitudes and the individual traits, including job
security. Since the individual traits were, however,

shown to be strongly related to organizational variables
while unrelated to job satisfaction, the authors suggest
that individual traits may predict the attainment of organ-
izational position and it is the structural characteristics
of the position once it is attained that may well deter-

mine the worker's affective response to the job itself.

Skills and Training

A work environment which allows the optimal devel-
ocment and use of skills and training has been shown to be
related to increased levels of job satisfaction. (Aragyris,
1960) Kermish and Kushin (1969), in their study of county
welfare personnel, found that one of the reasons cited for
leaving the agency was that in-service training was
unsatisfactory and that a majority who left would have
considered staying on the job if there had been some
changes in the agency's policies and environment. Employees
also cited the lack of opportunity to use their own creati-

vity and initiative as one of their major complaints.

Wasserman (1979) also studied new social workers

-
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in a public agency and noted that the orcanizational char-
acteristics of the agency tended to have more impact on
decision~-making in reference to clients than the actual
skills and knowledge of the social workers. He exa~ ned
the extent to which the professiocnal practice of : ‘ial
work was determined by the knowledge and skills o he
social worker and to what extent it was determinec ' struc-
tural constraints of the organization, thereby reducing the
professional impact of these workers in their role with
their clients. He states that at least half of those in
the study felt frustrated by these organizational con-
straints which did not allow them to employ their knowledge
and skills. The author concluded that the knowledge and
skills acquired during their professional education often
was insufficient to meet the demands imposed by the organ-
izational constraints.

Steinman, Welch, and Comer (1978) state that there
is general agreement in the literature on public welfare
agency personnel regarding the inadeguacy of their profes-
sional preparation. The professional status given to
social work often implies the possession of rather sophis-
ticated expertise, impartial inclination to apply that
expertise to cases, and the commitment to service. But

professional training is not always adecuate and as such

can have a negative influence on the social workers
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capacities to do the job as well as the desire to do so0.
Meinert's (1975) study of the professional satis-

faction of social workers examined their anchorage to the

RO N

profession. High professionally anchored social workers

(HPASWs) who had advanced education (Master's Degree in

" SO W,

Social Work) and ACSW accreditation were found to have
higher satisfaction levels than the low professionally
anchored social workers (LPASWs) who did not possess com-
mensurate academic and professional credentials.

Maslach (1978) states that research with 200 pro-
fessionals at work made it clear that social service
professionals need to have special training and preparation
for working closely with people. While certain technical
skills may be well developed, the ability to handle the
intense, continual interactions with clients, which often
are highly emotionally charged, often is not verv well
developed and ultimately has a negative effect on the

worker's functioning on the job.

Income

There has been much popular opinion expressed that
income is a primary motivator of employees and seemingly
compensates for other deficiencies in the worker's job
environment. Research has not borne out that opinion.

Herzberg, Mausner, Peterson, and Capwell (1957) found that
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pay was not the primary concern of emplovees. Job security
was the first concern.

The income factor has been associated with level
of education in some studies. Meinert (1975) stated that
in relation to monetary rewards, professionals are usually
compensated at generous levels. However, in some occuva-
tional groups such as social work, the level of income has
not been commensurate with other professional groups. The
author suggests that the belief is common that social
workers probably derive at least some amount of compensa-
tory symbolic gratification from their professional roles
and activities. The results of his study indicated that
while social workers are satisfied to a relatively high
degree with their career choice, job pverformance, and role
in the organization, they are only moderately satisfied
with their level of income and relatively dissatisfied with
the symbolic recognition by society and other professions.
These results appear to indicate that the pooular view of

the compensatory role of the social work value system does

not always serve to moderate the professional social workers

aspirations for adegquate financial reward.

o Klein and Maher (1966) hypothesized in their study
that higher education levels would result in lower levels
\%f of satisfaction with salary level. Their results supported

0. the hypothesis. First level managers who had a college
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level education were less satisfied with their pay than

were their less well-educated peers. They found that the
major predictors for satisfaction with pay were the expec-
tations of what the salary level would probablv be in the
organization as opposed to what salary could be commanded
outside the organization. The higher educated managers
were more optimistic about the external possibilities and
less optimistic about the possibilities internally. The
authors do not speculate on whether the aspirations are
well-founded or if they could be part of a "grass is
greener" syndrome. Canguli (1957) in his study found a
corroborating result when he concluded that for dissatis-
fied employees the present income level served as a frame
of reference by which aspirations were set so that it was
generally true among the workers he studied that the more
money they earned, the more they wanted. He also found

a positive correlation between the level of education and
the level of income the worker aspired to have. The more
educated the employee, the higher the aspiration.

Gender has been found to be related to the level
of income and subsequent satisfaction with the job. It
comes as no surprise that males, who hold the majority of
administrative level positions in the social work profes-
sion, generally earn higher levels of income than the

professional female social workers. (Fanshel, 1976)
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Voydanoff (1980) analyzed the relationship between
perceived intrinsic and extrinsic job characteristics and
overall job satisfaction. The author found some results
with gender implications. One of the major differences
found between male and female workers was that women placed
greater emphasis on financial perception of role strain
while men placed more emphasis on financial rewards and
promotion. The author suggests that this result is probably
related tothe fact that in most organizations women are
concentrated in the subordinate positions in the organiza-
tional structure while men occupy the higher level positions
for which good income and promotion are more important fac-
tors.

Jayaratne and Chess (1982) concluded from their
study of social workers that male and female social workers
may have different frames of reference when they evaluate
their jobs. They found that while both genders expressed
similar overall job satisfaction levels, females were sig-

nificantly less satisfied with job comfort, financial

rewards, and workload than the males. While job challenge
was a good predictor of job satisfaction for both males |
and females, financial rewards was more a predictor for |
males and promotional opportunities for females.

Stockford and Kunze (1950) found a similar pattern.
They concluded that men showed more sensitivity to money

issues than women did. They speculated that this could
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have been due to the traditional male role as primary
income producer whereas women often provided the secondary
source of family income. They also found that the adjust-
ments an individual makes to a job are affected by the
starting wage. The wage rate helps form the initial mental
set about the organization and impacts on consequent atti-
tude formation. If dissatisfied with wacges in the early
period of a job, this negative attitude often lasts long
past the time when the worker's wages exceed anvthing
earned before.

The implications of these findings are of interest
when studying AFSWOs. There are no differences in pay
based on gender in the military. Pay is directly related
to the rank of the individual so that all members in a
specific rank, male and female, receive the same pav.
Conceivably female AFSWOs should not exvress any signifi-
cantly different level of satisfaction with pay when com-
pared with their male counterparts. In reference to the
impact of educational level the question is also of
interest. In manv settings, additional education level
produces increased income, but in the military peovle of
different educational levels often are in the same rank.

Will this produce dissatisfaction for those with higher

i
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Geographic Location

Numerous aspects of the job have been studied in
relationship to job satisfaction. Geographical location
of the job is not one of them. This factor is of more
importance in the military setting than it would be for the
traditional setting in which most social work in the civil-
ian sector takes place. Most civilian social work is
practiced in metropolitan areas in the United States.

The same is not true in the Air Force. There are numerous
Air Force bases located in geographically less populated
areas in the United States. Additionally, the overseas
assignments are often located in geographically isolated
settings and in cultures with which the AFSWO may not be
familiar. The impact of this geographical variable, then,
takes on importance in studying the job satisfaction of
AFSWOs.

Studies on the characteristics of the community on
job satisfaction are scarce. Vaydanoff (1980) examined the
impact of extrinsic factors on the level of job satisfac-
tion. The study used the distinction made by Herzberg,
Hausner, Peterson, and Capwell (1957) between extrinsic and
intrinsic characteristics of the job. But these studies
conceived of extrinsic factors as primarilv those of the

immediate work environment, not the overall geographical

environment.
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Katzell, Barrett, and Parker (1961l) and Cureton and
Katzell (1962) studied the possible use of community char- ]
acteristics as moderator variables which would moderate
) the direction and strength of the relationship between job
s satisfaction and some of the other variables such as job 1

performance, absences, and turnover. The data generally

.
SRS,

ﬁ indicated that average satisfaction scores and group pro-
= ductivity were unrelated. There were actually negative

relationships between satisfaction, productivity, and such

A

community variables as city size. Satisfaction scores

s & o 5, T
s o« @
P

turned out to be negatively related to the prosperity of

280

a4 s &
.

the community. Satisfaction with pay tended toc be more

&: negatively related to the prosperity of the community than

EE did the other aspects of job satisfaction.

. Hulin (1966) studied the effects of community

2 characteristics on job satisfaction and concluded that

:& there are generally significant and often sizable correla-

‘S tions between job satisfaction and economic community i
f: characteristics. He concludes that this appears to be !
;_ evidence that job satisfaction is a product of the discre- ;
i? pancies between expectations and actual experience on the ;
:; job and the frame of reference of the worker against which

Ez the workers evaluate their present position and the alter-

;3 natives open to them. Community characteristics serve as

; part of this frame of reference. He concludes that

" conceptualization of job satisfaction which do not include
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:? recognition of the role played by frames of reference are
:i inadequate. Community and situational variables should not
X

s

be considered simply as nuisance or moderator variables,
but as variables having a direct effect on job satisfac-

tion.

Role Conflict

The AFSWO has a number of roles to fulfill in the
job setting. At one and the same time the AFSWO is a
military officer, a therapist, a consultant to other
departments and agencies on the base, a manager of family
advocacy programs and CHAP (Children Have a Potential) pro-
grams, a liaison person with civilian agencies which are
responsible for child advocacy and education programs.

The conflicts that can result from these roles competing
with each other are obvious.

Kahn, Wolfe, Quinn, Snoek, and Rosenthal (1964)
focused on the role strain associated with integrating the
various roles the social worker fills with the various
demands made by the organization. Usually the social
worker operates under the authority of laws, regulations,
and policies and in situations wherein the clients are not
seeking the social work services on a voluntary basis.

All of this can set up contradictory expectations which

the social worker is expected to fill to the satisfaction

of the organization, the client, and the social worker's
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own values. The result of these incompatible or barely
compatible demands on the social worker is known as role
conflict. While working under such conditions can often
lead to a number of physical and emotional symptoms, there
also is the negative effect on the social worker's perfor-
mance to consider. The overall pattern can lead to
increased levels of dissatisfaction with the job. Kahn

et al. (1964) also found that frequently in role conflict
situations, work overload is present in which there is the
perception that too much is to be done and it cannot be
handled within the constraints imposed by time and human
and phyvsical resources. They differentiated between quali-
tative overload wherein duties are too difficult to com-
plete, and gquantitative overload wherein there are too manv
duties to take care of.

Some have found that tasks involving boundary
spanning activities should be more conducive to role con-
flict (Kahn et al, 1964). Other researchers found boundary-
spanning activities to be unrelated to role conflict. A
sample of managers and engineers showed no such relation-
ship, but a sample of supervisors in the same study diad
show a significant relationship between boundarv-spanning
activities and role conflict. (Keller, Szilagyi and
Holland, 1976) Green and Organ (1973), Lyons (1971), and

Rizzo, House, and Lintzman (1970) also concluded that there

\
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were negative relationships between role conflict and job
satisfaction.

Some role conflict has been attributed to the
characteristics of certain jobs with the governmental sec-
tor. Rainey (1979) hypothesized that there is greater
vagueness and intangibleness of goals in government opera-
tions and that this could lead to middle managers having
higher levels of perceived role conflict. However, he
found no significant differences between government and
business managers. He concluded that performance in public
sector jobs might be more difficult to assess and the task
expectations of public sector jobs might inherently con-
flict, but apparently there were no role-related conflicts.

Johnson and Stinson (1975) tested military officers
and service personnel (95% male) to see if need for achieve-
ment and need for independence moderated the relationships
between role conflict, role ambiguity, and iob satisfaction.
They found that different tvpes of individuals responded
differently to role conflict and role ambiguity. Persons
with high need for achievement had the following charac-
teristics: (a) they are goal-oriented; (b) thev placed
greater emphasis on accomplishing tasks as quickly as
possible; (c¢) they placed more emphasis on exerting their
best effort; and (d) they placed more emphasis on success

than on being self-content. They tended to be more
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dissatisfied if their situation was ambiguous since it
conflicted with their characteristics. High need for
independence individuals are characterized as basing their
actions on their own judgements and evzaluations more than
the low-need-for independence persons. They expressed
less desire to be told what to do by persons with legiti-
mate authority. The authors concluded that they perceive
conflicting role demands as a limitation on opportunities
to exercise individual judgement.

Chafetz (1972) sees traditional cultural roles as
influencing American society to perceive women, even when
working, as still having the major responsibility for care
of home and children. These roles often prevent women from
attaining the higher occupational levels since they have to
contend with the competing demands of the professional
and home/child caring needs. The psychological conflict
resulting from this conflict of roles can impact negatively
on the woman's perceptions of career opportunities leading

to lower levels of perceived satisfaction.

SUMMARY
In this review of the literature, the writer has

examined the various factors which researchers have studied

in relationship to the level of job satisfaction of workers.

The literature generally indicates that job satisfaction
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is a multi-faceted concept composed of various specific
facets which are related to the characteristics of the

individual, the organization, and the job itself. The

literature also indicates that there is considerable ambi-

guity and inconclusiveness regarding how some of the facets

Aa -

are related to job satisfaction, or in some instances,

whether they are related at all. Just about all of the

8

studies reviewed obtained their data from the workers by
using guestionnaires and similar instruments. Some re-
searchers reviewed previously obtained data from other
studies to reach their conclusions.

There are some limitations in the literature re-
viewed. The use of the questionnaire tends to measure the
workers responses at a static moment in time. There appear
to have been no generally concerted efforts among
researchers to measure job satisfaction over a period of

time to see what changes may take place due to changes 1in

dtechesieciinecad, A botetectetesbns il bosndncianiinddi Mokaied

the person-organization-environment mix. This tends to

produce results that are static in nature and do not =xar:.n-
the dynamic aspects of job satisfaction levels. Admittedlv,
much more time and effort would be needed to measure -ot
satisfaction over time and employee turnover and management

reluctance to submit their organizations to such on-goinc

study could be problematic.
¢ Also the nature of the organizations and em;iov.e:

studied provide some additional limitations. Most -
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satisfaction studies have taken place in industrial set-
tings using blue-collar employees. A much smaller percen-
tage used management employees in industry. Those which
used social work officers in the military are for all
practical purposes nil. There are differences of education,
oerspective, and values among these different emplovees and
organizations which 1nhibit direct transferrinc of findings
from one to another. Some findings, therefore, must be
extrapolated and used with some caution when making any

comparlisons.
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CHAPTER TII

METHODOLOGY

This study was designed to examine some of the
relationships between the selected variables which the
literature review identified as having some relevance to
the job satisfaction of employees in bureaucratic organiza-
tions. The profession of social work and the United States
Air Force was used to analyze these relationships. The
pertinent literature has been reviewed and this has pro-
vided the framework for the development of the operational
procedures used to measure the study variables. The review
of previous research led to the development of a set of

hypotheses to be used in this study.

RESEARCH DESIGN

Kerlinger (1964) states that "research desian is
the plan, structure, and strategy of investigation con-
ceived so as to obtain answers to research guestions and
to control variance." (p. 275) Each research project may
offer to the researcher several options or, based on the
unique needs of the study, a unique course of action. The

researcher is usually limited to the use of a specific

45
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design which best addresses the objectives of the research

and best utilizes the resources and talents available.

11 ada  a-a a o A 4

Selltiz, Wrightsman, and Cook (1976) discussed
general groupings of the purposes of research and suggest

the following four:

sl At

1. To gain familiarity with a phenomenon or to
achieve new insichts into it, often in order
to formulate a more precise research problem
or to develop hypotheses (exploratory research);

2. To portray accurately the characteristics of a
particular individual, situation, or group
(with or without specific initial hvpotheses
about the nature of these characteristics)
(descriptive research);

3. To determine the freguency with which something
occurs or with which it is associated with

something else (usually, but not always, with

IPANPNIIY VICINISI DN, T TSR Y- | R
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a specific initial hypothesis) (correlatiocnal
research) ;

4. To test a hypothesis of a causal relationship
between variables (experimental research).

(p. 90)

After reviewing the problem to be studied, the

curpose of the studv and the nature of the variables

s
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}EQ involved, a correlational study which contained quantita-
Ei; tive-descriptive hypothesis testing was chosen. This job
:?; satisfaction study of AFSWOs met the criteria for such a

' study in that (1) it did not meet the requirements for an
.ii; experimental study because of the ex-post-facto study
N situation in which the independent variables already existed
j“ and were not amenable to experimental control; (2) the
fi; variables to be studied were able to be measured quantita-
;i; tively; and (3) a number of hypotheses would be tested in
:j the study. The hypotheses in this study predict the

ji direction of the relationships between the study variables.
?ﬁj The following variables wefe selected for this study.
: INDEPENDENT VARIABLES
;?g Professional Isolation vs. Peer Suvport: In many
ﬁ), Alr Force assignments the AFSYWC is the only social worker
EF? and/or mental health professional assigned to a base. This
‘E; can be the result of either the limited size of the base or
}‘; the geographical location of the base. This aspvect is
i;l measured by responses to the questions: "Including your-
?E‘ self, how many social workers are assigned to vour base?"
'ii and "How many other helping professionals (psychiatrists,
L psychologists, and mental health professionals, not social
f-‘ workers) are assigned to your base?" Professional isolation
';: will refer, then, to the absence on the base of either

v
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other social workers or mental health professionals with
which the AFSWO can identify and from which informal group
support can be obtained.

Organizational Size: Size will refer to two as-

pects of the organization. First, it will refer to the
number of active duty personnel assigned to the entire base
and will be measured by responses to the questions: "What
is the size of the base to which you are currently
assigned?" Respondents will check one of the appropriate
categories ranging from "less than 500" to "over 6000."
Second, size will also refer to the number of personnel
assigned to the particular subunit (i.e. hospital, clinic)
on the base to which the respondent is assigned. This
aspect will be measured by responses to the guestion:

"How many personnel work at the particular facility to

which you are assigned?" Respondents will check one cate-
gory ranging from "less than 25" to "more than 750."

Geographical Location of the Assignment: This will

refer to the actual location of the base and will differ-
entiate between duty locations in the United States and
those overseas. Data can be grouped into larger sets such
as Europe, the Pacific area, the United States, as well as
into specific areas such as states and countries.

Personal Factors: All AFSWOs must have at least a

Masters Degree from an accredited school of social work.
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A small percentage of them have Doctoral Degrees in social
work. This will be measured by asking the respondent to
list the highest level of formal education achieved. Also,
certain personal factors can influence, in as yet unknown
ways, the results of this study. It is possible that items
such as age, gender, marital status, military rank, and
years of military service could have an effect on the
responses regarding job satisfaction. A personal data sec-
tion of the questionnaire will be used to gather this data.

Role Conflict: This refers to the conflicting

demands that the AFSWO perceives as being present in the
job role due to the demands arising from both organizational
and professional needs. It will be measured by responses
to a number of questions such as: "On my job, I can't
satisfy evervbody at the same time." A Likert-type scale

will be used to guantify the responses.

DEPENDENT VARIABLES

Job Satisfaction: The literature indicates that

-
“ e
PR
.
..

there are different ways to measure job satisfaction.
b
}-- Beehr and Newman (1978) measured such facets as communica-
-
E tion processes, organizational consequences, and environ-
o -
L mental factors. Porter and Lawler (1965) measured span
-
L . . . .
b of control, line vs. staff, organizational size and
- : : . .
} @. centralized vs. decentralized decision-making as related
L: \';
0.
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to job satisfaction.

Other authors concentrated on the individual.
O'Reilly and Roberts (1975} studied individual differences
in personality as related to job satisfaction. Carnall and
Wild (1974) studied biographical and employment variables .
and overall job satisfaction. Caldwell and O'Reilly (1982)
studied the worker's perception of the task and its impact
on job satisfaction.

Fournet, Distefano and Pryer (1966) looked at both
the individual and organizational aspects of job satisfac-
tion. They measured individual characteristics such as
age, gender, and education, and organizational characteris-
tics such as management, supervisory style, and job secur-

ity.

K DY LA

In this study, job satisfaction of AFSWOs 1is assumed
to result not solely from purely personal characteristics
of the worker, or from characteristics of the job itself,
but from the interaction between the two. In this study,
then, job satisfaction will be measured by obtaining the
AFSWOs perception of his/her own global feelings about the

level of their own job satisfaction. This approach was

used by Quinn and Shepard (1974) and Jayaratne and Chess
{1982). Job satisfaction will be measured in this study
by respondent's answers to a global, job-facet-free ques-

g’ tion which measures the AFSWO's overall perception of his/
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her own job satisfaction: "All in all, how satisfied
would you say you are with your job?" Responses will be
made on a 4 item Likert Scale from "very satisfied" to

"not at all satisfied."

HYPOTHESES

The review of the previous research and relevant
literature, in addition to the personal experiences of the
researcher as an Air Force Social Work Officer, led to the

formulation of the following hypotheses:

Hypotheses I

Professional isolation (as opposed to a profession-
al peer support condition) will decrease the level

of job satisfaction among AFSWOs.

Hypotheses II

The size of the organization subunit to which the
AFSWO 1is assigned will be inversely correlated to

the level of job satisfaction.

Hypotheses III

An overseas assignment (as opposed to one in the
United States) is likely to decrease the level of

job satisfaction.
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Hypotheses IV

The AFSWOs perception of role conflict will be
inversely correlated to the level of job satisfac-

tion.

Hypotheses V

Because there are conflicting findings in past re-
search, it will be assumed that age, gender,
marital status, and military rank, will not be
significantly related to job satisfaction, and the
null hypotheses (no differences) are offered in

these instances.

DATA COLLECTION

The Sample

The study population selected for inclusion in this
research was composed of 196 of the 206 AFSWOs on active
duty at the time the guestionnaire was mailed out. Ten

AFSWOs were deleted from the study by the researcher because

xS

i% they had less than one year of actual experience in the

Eg? Air Force and it was determined that they had insufficient

'!? experience within the system to provide informed responses.
‘é The 196 AFSWOs studied, were assigned to various job roles,
; in assignments throughout the world. Most were assigned
iﬁ to operational AF bases, but a small number were in Air
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Force Institutes of Technology (AFIT) sponsored doctoral
education programs in civilian universities around the
country. At the operational bases, the AFSWOs work in
medical facilities ranging in size from out-patient clinics
with no beds for inpatient care, to a large 1000 bed medical
center having many medical specialties and capable of
caring for a large inpatient population. The AFSWOs studied
were assigned to USAF medical facilities in all major areas
of the world from the continental United States (CONUS), to
the Western Pacific (PACAF) and Western European areas
(USAFE). Of the total population of 206 AFSWOs, a sample

of 196 (95%) was included in this research.

Instrument

The survey questionnaire method was selected to
gather data because the study population was geographically
located throughout the world. Authorization to conduct the
survey and a survey control number, SCN 83-62, were
requested and received from the USAF (Appendix A). Prior
to this study being initiated, the topic was discussed with
Colonel Stuart S. Myers, the Associate Chief for Social
Work, who agreed that the study topic had value for the
improved management of the AF social work program and
verbally endorsed the study. The questionnaire utilized

in this research consisted of the Professional Satisfaction

- - - o N

L N P P
RIS et e

ARSI A VR PR Y I




D B A A S A Ad A NLEAATAE A S0 A A S AP AT A A A A ﬂ

o0 104

Inventory. This instrument was developed, pre-tested,

and the validity and reliability were established by
Jayaratne and Chess (1982) for their survey of professional
social workers in the United States. The questionnaire was
used with their approaval (Appendix B) and was adapted to
the circumstances of the USAF by adding some guestions
using objective indexes to measure the size of the base,
income, military rank, and the type of USAF setting which
best characterized the practice settings. A few items were
deleted from the original instrument because they had no
bearing on working conditions in the USAF. Such items in-
cluded questions relating to malpractice insurance and
private practice, and role ambiguity. The latter was de-
leted because from the researcher's experiences, the role
of the AFSVWO 1is very clearly spelled out in the AF regula-
tions (AF Reg. 36-1) (Appendix C). The problem seems to

be one of role conflict. All other content of the original

instrument was kept intact as developed by Jayaratne and

G Chess (1982).

5%

Y

Eg) Questionnaire Content

h ¢ ‘. - ) - .

b’i The questionnaire contained gquestions to gather
CARR

5?: both demographic data and data regarding the perceptions
b

e of the AFSWOs about aspects of their job role and work

v environment (Appendix D).
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Demographic data from the questionnaire focused on

the following aspects:

l. Location of assignment,

2. Size of the base and subunit,
3. Age,

4. Gender,

5. Military rank,

6. Years of military service,

7. Ethnic background,

8. Marital status,

9. Income,
10. Educational degree, and

1ll. Professional certification.

Perceptions about the actual job itself focused on

the following aspects:

1. Caselocad,

2. Practice methods,

3. Character of work setting,

4. Peer support and professional isolation,

5. Job related issues such as challenge, comfort,
role conflict, financial reward, promotion
opportunity, and supervision,

6. Training programs,

- -~
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7. Emotional responses including depression,
anxiety, irritability, and burnout.
8. Global perception of level of job satisfaction,
9. Locus of control (based on Rotter, 1966),
10. Somatic complaints,
11. Need levels (based on Maslow, 1954), and

12. Self-esteem.

Distribution of the Survey Instrument

The survey instrument was distributed to the 196
members of the research sample by first class mail on
September 23, 1983. The materials sent included a cover
letter, the study instrument, a Privacy Act Statement,

a self-addressed, stamred envelope, and a stamped post-card
to be returned separately from the instrument so that the
researcher could keep accurate records of the respondents
without knowing which instrument was completed by which
individual. This allowed confidentiality of responses to
be maintained (Appendix F &G).

The researcher waited approximately three weeks
before the second mailing was sent out. This period of
time was selected because there was a time lag getting the
instruments to and from some overseas locations. On Octo-

ber 17, 1983 the second mailing went out to non-respondents

(Appendix H). This included another instrument, a letter
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of appeal, a Privacy Act Statement, another post-card and
self-addressed envelope. On November 7, the final mailing
was sent to non-respondents and included a package similar
to the second mailing (Appendix I). The final response
rate included 151 responses out of a total sample of 196
(77%). Of these questionnaires, two were unusable because
of insufficient data provided by the respondents. The
study used data from 149 of the 196 (76%) AFSWOs who re-

sponded to the survey.

P

Statistical Analysis

The nature of the study problem, the framework of
the study, and the design of this research study have dic-
tated the choice of the statistical procedures used in
analyzing the data.

The data obtained from the survey questionnaires
were coded and punched onto computer cards which then pro-

vided the medium for beginning the computer analysis of

the data. Correlational analysis was selected as the sta-
if’ tistical procedure to be used to measure the strength of
tf: association between the independent variables and the
;., dependent variables. MNachmias and Nachmias (1981) state 1
S
E; that the "... correlational design, often referred to as ]
E? the cross-~sectional study, is perhaps the most predominant E
h; design employed in survey research." (p. 123) Nie, Hall, i
- *
g 3
& !
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Jenkins, -steinbrenner, and Bent, 1n their introduction to

correlation analvsis state that

...the correlation coefficients indicate the de-
gree to which variation (or change) in one variable
is related to variation (change) in another. A
correlation coefficient not only summarizes the
strength of association between a pair of variables
but also provides an easy means for comgparing the
strength of relationship between one pair of varia-
bles and a different pair."” (. 276=-277)

Initially, the Frequencies subprogram of SPSS (1975)

was used to obtain the descriptive statistics such as the
mean, minimum, maximum, and standard deviation for the
study variables. A number of analyses were accomplished by
breaking down the data from an independent variable into
two groupings and then testing the differences between the
two means to determine whether they were equal or unequal.
To obtain these t-tests for the differences of means, the
T-Test subprogram of SPSS (1975) was used. 1In other in-
stances the data from an independent variable was broken
down into three levels to determine whether the treatment

means were equal or not. To accomplish this the One-Way

subprogram of SPSS (1975) was used. In cases where the
data was continuous over a range, and the data was interval
level, the Pearson Corr subprogram of SPSS (1975) was used.
This provided a numerical measure of the relationship (or

Ejﬁ lack of one) between the two variables under consideration.
- Finally, to study the simultaneous effect of a set of the
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independent variables on the dependent variable, the Re-
gression subprogram of SPSS (1975) was used to obtain the
correlational coefficients for the relationships between
the set of independent variables and the dependent varia-
ble. This produced a numerical measure of the relative
importance of the independent variables as predictors of

change in the dependent variable.

LIMITATIONS OF THE STUDY

There are three basic limitations to this type of
study. First, the sample being tested is not being ran-

domly selected. There is a risk, therefore, of obtaining

a biased sample which could result, in this study, from a :
low response rate to the mailed gquestionnaires. Self- !
selection could effect the data, for example, 1f only those |
AFSWOs responded who had an over-riding interest in the

subject matter. Because of that danger, three separate
mailings were used to increase the response rate. Second, i
the generalizations resalting from this study may have
limited applicability for other organizations which are not
similar to the USAF and to employees who may have different
value systems than AFSWOs. Third, this study was limited
to USAF bases and AFSWOs in the continental United States

and overseas. As such, the generalizations of the study

;: may only inferentially apply to other military organizaticns
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which have a different mission and structure or to other
organizations which do not have the same organizational

characteristics.

IMPLICATIONS FOR SOCIAL WORK

Since the social work profession plays an impor-
tant role in the mental health delivery svstem of the USAT,
a study examining the level of job satisfaction of the
AFSWOs and the facets of the job, organization, and envi-
ronment which have an effect on that level is important for
this sector of the profession. Studies which help the
profession of Air Force Social Work to better understand
the role of the AFSWH and the interaction with the overall
Air Force organization offer an improved data base for Air
Force social work program managers to improve the polici=s

used to manage the program and thus improve the effective-

ness of the Air Force Social Work program.
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CHAPTER IV

RESULTS

DESCRIPTION OF THE SAMPLE

This chapter will focus first on the general charac-
teristics of the sample of Air Force Social Work Officers
(AFSWOs) who participated in the survey. The five study
hypotheses will then be evaluated by use of the appropriate

statistical procedures.

Assignment
A total of 149 AFSWOs responded to the survey.

They were stationed at bases around the world. One hun-
dred and thirteen (67%) were assigned to bases in the
United States (CONUS). Of the remainder, 29 (20%) were
assigned to Europe (USAFE) and 7 (4%) were assigned to the
Orient (PACAF). Figure 4.1 presents this data graphicallv.
Most were assigned to seven major commands in the Air

Force (Figure 4.2).

Sex

e As Figure 4.3 displays, 121 (81%) of the respon-

;% dents were male while 28 (19%) were female. Given the male
o
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FIGURE 4.1
LOCATION OF ASSIGNMENT
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FIGURE 4.2

MAJOR USAF COMMAND ASSIGNMENTS
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USAFE ATC MAC SAC TAC AFSC PACAF OTHER
USAFE: United States Air Forces Europe

ATC: Air Training Command

MAC: Military Airlift Command

SAC: Strategic Air Command

TAC: Tactical Air Command

AFSC: Air Force Systems Command
PACAF: Pacific Air Forces
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FIGURE 4.3

GENDER OF RESPONDENTS
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s
e dominance of the organization, this is not a surprising

ﬁj distribution.
N
i:f Size of Organizational Unit
‘.; Eighty-two (55%) reported that they worked in a

- medical facility on the base in which 1 to 300 other medi-
ii; cal personnel were assigned. Twenty-two (15%) reported
3§' that they worked in medium sized facilities which had 301
-i. to 500 personnel assigned and 45 (30%) worked in large
PN medical settings to which more than 500 personnel were
Fﬁ; assigned (Figure 4.4).

Practice Setting

?;_ The majority, 102 (69%), reported that they worked
}i? in mental health settings. The remainder, 47 (31%), indi-
.i. cated that their job role was involved predominantly with
;;$ such problem areas as substance abuse, family advocacy,
;;;f corrections, and medical social work (Figure 4.5). It

v should be pointed out that the majority who identified
};; mental health as their predominant area of practice are
?.j also involved to a lesser degree in these other areas of
ég practice on a day-to-day basis.

s
Eif Hours in the Work Week
-;T One hundred and one (68%) worked between 45 and 55
:;t




FIGURE 4.4
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hours per week with the average work week consisting of

48.5 hours (Figure 4.6). Seventy-six (51%) worked more than

50 hours per week. As a whole, the respondents were work-

ing considerably longer than the normal 40 hour work week.

Caseload

Civen the lonc hours they worked, it is not sur-
prising that 53 (36%) thought that their caseload was too
high. Nevertheless, the majority, 83 (56%) felt that their
caseload was about right and only 7 (5%) felt that it was

too low (Figure 4.7).

Age
Most of the respondents were between the ages of

30 and 40. Thirteen (9?%) were under the ace of 30, 108

(72%) were between the ages of 30 and 40, and 28 (19%) were

over the age of 40. The mean age of the respondents was

36 years (Figure 4.8).

Military Rank

Of those who responded, 101 (68%) were junior
officers (First Lieutenants and Captains) while 48 (32%)
were senior officers (Majors, Lieutenant Colonels, and

Colonels) (Figure 4.9).
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FIGURE 4.6
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FIGURE 4.7

OPINION ABOUT SIZE OF CASELOAD
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FIGURE 4.8

AGE OF RESPONDENTS
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FIGURE 4.9

MILITARY RANK OF RESPONDENTS
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Years of Commissioned Service

.

NP

One hundred and seventeen (79%) had less <han 19

()
T
Y - 4

vears of commissioned service as social work cfficers, 3

A sa

(20%) had between 1l and 19 vears of ser-wice, and onl:

2 (1%) had over 20 years of service (Figure 4.10). This

1s indicative of the fact that social work within the Alr
Force is a relatively new profession with 79 of the cur-
rent corvs having entered the Air Force within the last
10 years. The average length of service for the sample

was 7.4 years.

Ethnic Background

The corvs is predominantly caucasian, with 134
(90%) claiming that heritage. Only 15 (10%) identified
themselwves as beinc from the other five ethnic crours in

this studv (Figure 4.11).

‘larital Status

One hundred nineteen (39%) were married while 30
(20%) reported that they were either divorced, separated,

or never married at all. YNone identified themselves as

widowed (Figure 4.12).

Income

'q The mean income was apnrrnximatelv 532,500 ner vear
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FIGURE 4.12
MARITAL STATUS OF RESPONDENTS
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with 89 (60%) reporting annual earnings between $25,000

and $35,000 (Figure 4.13).

Educational Level

In reference to their education, 126 (85%) possessed
a Master's Degree in Social Work. This high percentage is
the result of the Air Force recquirement that all AFSWOs
possess such a degree before thev can be commissioned as
AFSWOs. Twenty-three (15%) possessed a Doctoral Degree in

Social Work (Figure 4.14).

Professional Certification

Eighty-£five (57%) indicated that thev possessed pro-
fessional certification through the Academy of Certified
Sccial Workers (ACSW) (Figure 4.15). Sixtv-four (43%)
indicated that they did not possess ACSW certification.
Considering the increasing emphasis being placed on such

certification by the Air Force, the number of non-ACSW

respondents seems to be quite high.

Professional Isolation

1
.- . . : : J
o ] In the Air Force social work officers are often

.~
.- assigned to bases where there are no cther social workers. 1
N
Fh In many of these situations there are also no other mental j
p. -

‘b health professionals such as pbsychiatrists, csychologists, ﬂ
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YEARLY INCOME OF RESPONDENTS
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FIGURE 4.15
PROFESSIONAL CERTIFICATION OF RESPONDENTS
IN THE ACADEMY OF CERTIFIED SOCIAL
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or psychiatric nurses on the base. Of the sample, 68
(46%) reported that they were the only social workers on

the base. Thirty-eight (26%) had no other professional

Y
«
A
4
4
A
y
v
]
~3

mental health peers in their support system (Figure 4.16).

Utilization of Time on the Job

On the average, respondents indicated that 533 of
their work time was spent in direct contact with clients.
Administrative duties involving paperwork, reports, etc.,
accounted for the next highest use of time, 17%. The re-
maining 30% of their time was distributed among such items
as travel, meetings, and other non-specified activities

(Figure 4.17).

Feelings of Success

The majority of the respondents, 146 (98%), felt
successful in their overall professional work. A slightly
smaller percentage, 140 (94%), felt successful in their
work with their clients (Figure 4.18). 1In both cases, a
very small percentage reported feeling unsuccessful either

in their profession or in their direct work with clients.

Job Stress

Often it is the work with clients that social work- g

ers ldentify as the source of stress in their lives. 1In
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FIGURE 4.16
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FIGURE 4.17
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this sample, 128 (863%) reported a great deal or at least -

some job-related stress. Interestingly, only 62 (42%)

reported that this stress had any real impact on their 3
actual job performance (Figure 4.19). Eighty-seven (58%) Iﬁ
actually felt that the stress only impacted to a minimal :ﬂ
degree on their overall job functioning. It appears that 3

while the stress may be experienced personally, it does

not seem to transfer directly to the worker's performance.

Most Important Values

Social work as a profession depends on the quality
of the interaction between the social worker and the cliert.
Professionals should be more motivated by higher order
needs. Therefore, as might be expected, 118 (80%) of the
sample identified warm and loving relationships, self-
respect, and a sense of accomplishment as their most imcor-
tant values. Conversely, safety and security, and financial
security were identified as most important by only 30 (20%)

of the respondents (Figure 4.20). These values correspond

generally to Maslow's (1954) need hierarchy with warm and

Iy

.-
~

loving relationships, self-respect, and sense of accom-

plishment corresponding to his higher order needs and !j
safety and security, and financial security values tending iﬁ
toward the lower order needs. -
N
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FIGURE 4.20 i
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Overall Satisfaction

A large majority, 130 (87%), report that they are
either somewhat satisfied or very satisfied with their
jobs as social work officers in the Ailir Force. Approxi-
mately the same number and percentage, 137 (92%), reported
similar feelings of satisfaction with their life in general
{(Figure 4.21). Those who are not satisfied with eitner
their jobs or their lives compose a very small percentage

of the sample.

Career Commitment

Given the fact that the great majority are satisfied
both with their work and their life in general, it 1s not
surprising that 130 (87%) report that they have no inten-
tion at this time of leaving their Air Force careers as

social work officers in the forseeable future (Figure 4.22).

SUMMARY

Taken as a whole, this sample was comrosed crimarily
of young, white, male social workers who possess a Master's
Degree in Social Work and who are members of the ACSUW.
They are junior officers with an average of 7.4 years com-
missioned service in the Air Force. Thev are assicned
orimarily to bases in the United States and work 1in smaller

size merd

.

~al facilities. Most snend about 43 hours rer
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week in m=»ntal health settings and generally feel that
their caselvad is about right, or maybe a little high.

Most are married and earn on the average about $32,500 per
year. Most work in a setting which provides professional
peer support but a significant number function alone.

They spend most of their time in direct contact with clients
and generally feel successful with their professional work.
While the job imposes some stress on them, they seem able
to override it and not allow it to impact negativelv on

their job functioning. Higher order needs motivate them.

A great majority are satisfied both with their jobs in the
Air Force and their life in general. Consequently, their
ﬁl career orientation in the Air Force is strong and verv few

olan on leaving the service in the forseeable future. Thev

seem to be a generally well-adjusted group.

HYPOTHESIS 1

This hypothesis held that the lack of another pro-

fessional social worker or of other mental health profes-

sionals on the base (termed "professional isolation")

PP |

would decrease the level of job satisfaction. For purposes

of analvsis this hypothesis was tested using Subprogram

T T WP

ONEWAY from the Statistical Package for the Social Sciences
(SPSs, 1975).

® Resnonses from question 27, which asked how manv
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AFSWOs (including the respondent) there were on the base,
and question 28, which asked how many other mental health
professionals such as psychiatrists, psychologists, psy-
chiatric nurses {(not including social workers) were on
the base, were used in this analysis. Three groupings

were formed. The first group was composed of those AFSWOs

who reported that they were the only social work officers

4
4
o
4
4

on the base and who also reported that there were no other
mental health professionals on the base. This is the
true professional isolation condition, commonly referred

to in the Air Force as the "lone ranger" assignment. The

second group was composed of those AFSWOs who reported
that they were the only social work officers on the base
and who also reported that there were other mental health
orofessionals on the base. The third group was composed
of those AFSWOs who reported that they were not the only
social work officers on the base and who also reported
that there were other mental health professionals on the
base. These last two groups ccmposed the peer supgort
conditions.

The highest mean satisfaction scores were found

among those AFSWOs who were the only social work officers

42 hndoateate alae 4 MR iDL DAL BRI ke b BB bl

assigned to the base, but who also had other mental health

professionals assigned to the base. These other profes-

sionals formed the peer support condition. The next
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best mean satisfaction scores were reported by those
AFSWOs who were in the true professional isolation condi-
tion, the "lone rangers." The lowest mean satisfaction
scores were reported by those AFSWOs who had both other
social work officers and mental health professionals
assigned to the base (Table 4.1).

The statistical analysis indicated that there were

no statistically significant differences between the mean

satisfaction scores of these three groupings. The results
did not support the hypothesis. In fact, the data suggests
that the presence of other AFSWOs may have a somewhat nega-
tive impact on overall job satisfaction. This will be

discussed further in the next chapter.

HYPOTHESIS 2

This hyoothesis held that the size of the organiza-
tional unit to which the AFSWO was assigned (as measured
by the number of medical personnel assigned to it) would be
inversely related to the level of overall job satisfaction.
The data relating to the number of personnel assigned to
the medical facility was recoded into three groupings to
correspond to small, medium, and large medical organiza-
tions. If the facility had 100 or less personnel assigned

to it, it was considered to be a small medical unit. If

there were between 101 and 500 personnel assigned, the unit
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TABLE 4.1

PROFESSTONAL ISOLATION AND

JOB SATISFACTION

TEST OF HYPOTHESIS 1l:

Professional isolation

144

(as opposed to the profes-

sional peer support condition) will decrease the

level of job satisfaction among AFSWOs.

Staff Assigned

One AFSWO and No
Other Mental Health
Professionals (Lone
Rangers)

One AFSWO and Other
Mental Health Pro-
fessionals

More Than One AFSWO
and Other Mental
Health Professionals

Missing Data =

26

42

69

12

Mean

3.346

3.523

3.333

.740

.834

F Ratio

.817

.443

{
{
i
i
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was considered to be of medium size. If there were more

PR

.
v orat g

than 500 medical personnel assigned, it was considered a

PR A

)N

large facility. Subprogram One-Way of SPSS (1975) was

P
Al

used for the statistical analysis of this data. While the

e
L TS

mean job satisfaction scores showed an increase as the

(L
P

A
IRV

size of the facility diminished, the analysis indicated
that there were no statistically significant differences

between the overall job satisfaction scores of the three

groups (Table 4.2). The results did not support the

hypothesis.

HYPOTHESIS 3

This hypothesis held that the location of the
assignment, namely, in the United States (including Alaska
and Hawail) or overseas would have an impact on the overall
job satisfaction level. Specifically, it held that over-
seas assignments would decrease the level of job satisfac-
tion. For purposes of the analysis the data on assignment
location was recorded so that respondents who reported
being assigned to bases in the United States formed one
group and those who were assigned to bases overseas formed
the other group. Subprogram T-test from SPSS (1975) was
used for the analysis. The t-test results indicated that

there was a significant difference between the mean job

satisfaction scores of the two groups in the direction

I N R B - P N S Y .. ety
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TABLE 4.2 )

1

;

ORGANIZATIONAL SIZE AND JOB SATISFACTION ]

y

-

.J

TEST OF HYPOTHESIS 2: 7

The size of the organizational unit to which the
AFSWO is assigned will be inversely correlated to

the level of job satisfaction.

Size of Unit {as Measured by Number of Personnel Assigned

to it)
N Mean sd F Ratio o}
Less Than 100 28 3.500 .745 |
100 - 500 76 3.394 .749 .393 .675 i
More Than 501 45 3.333 .852 1
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predicted. Those assigned to bases in the United States

3 had significantly higher job satisfaction scores than those

assigned overseas. The difference was significant at the
.01 level (Table 4.3). The results confirmed the hypo-

thesis.

HYPOTHESIS 4

In this hypothesis the AFSWO's perception of the

amount of role conflict experienced on the job was held to

be inversely related to the overall level of job satisfac-

tion. Data on the amount of perceived role conflict ranged

T
JYRI G WK W S

from 4 (high role conflict) to 16 (low role conflict). For
purposes of analysis the Subprogram Pearson Corr:Pearson }

Product~-Moment Correlation Coefficients from SPSS (1975)

was used. Results indicated that there was a slightly ;3
L : : . I
positive correlation between perception of role conflict -
..

and overall job satisfaction (Table 4.4). While the

o

correlation was significant at the .001 level, the r of

Bld A

.258 indicates that the correlation is not very strong and

that the perception of role conflict is relatively low.

R

The results do support the hypothesis.

HYPOTHESIS 5

ARG JRan Ae AEA AR w3
. . A,

This hypothesis held that certain personal factors

such as age, gender, marital status, and militaryv rank

-
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TABLE 4.3 .

LOCATION OF ASSIGNMENT AND JOB SATISFACTION a

TEST OF HYPOTHESIS 3:

An overseas assignment (as opposed to one in the f

United States) is likely to decrease the level of ;

job satisfaction. ]

Location of Assignment

N Mean sd T-Statistic D

United States 113 3.477 .733
2.31 .011

Qverseas 36 3.138 .867
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TABLE 4.4
ROLE CONFLICT AND JOB SATISFACTION
TEST OF HYPOTHESIS 4:
The AFSWO's perception of role conflict will be

inversely correlated to the level of job satisfac-

tion.

I s 4',4‘,il' -

(K]

Role Conflict

N Range Mean  sd R RZ P
High Low
149 4 to 16 9.000 2.917 .258 .067 .001*

*Significant at .00l level.
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would not have any significant impact on the overall level
of job satisfaction (the null hypothesis). For purposes
of the analysis, each of these facets was treated separately

as a distinct hypothesis.

HYPOTHESIS 5(a): AGE AND JOB SATISFACTION

Age was recoded into three groupings. They con-
formed to 10 year periods in the career of the AFSWOs. The
traditional length of a military officer's career is focused
on the 20 year point since this is the length of service
required in order for the officer to gqualify for a federal
pension upon retirement. Therefore, the age groupings
were divided into decades. The first grouping contained
those who were 24 to 34 years of age. Age 24 was the age
of the voungest respondent. This grouping contained those
who were less than half wayv to their retirement. The
second grouping contained those who were 35 to 45 years of
age. They were more than half way to their retirement and
some were within a few years of retirement from the mili-
tary. The final grouping contained those who were 46 to
51 years of age. Age 51 was the age of the oldest respon-
dent. This group contained those who probablv could
retire at any time they wanted, but had voluntarily chosen
to remain on active duty. The basic gquestion here was

whether a significant difference existed in the levels of

22 satlisfaction between those who had a relatively lona

P
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4

X ?
5?’ way to go to retirement, those who were, so to speak, in :
;1 the home stretch, and those who could have retired at their ;
. own discretion, but chose to stay with the job. Subvrogram i
One-Way of SPSS (1975) was used for the analvsis. While :

the mean job satisfaction scores of the groups increased
.i as the length of service increased results of the analysis
revealed that the differences were not statistically signi-
ﬁi ficant. Age apparently does not impact significantly on
\ the level of job satisfaction. The results supported the

null hypothesis (Table 4.5).

HYPOTHESIS 5(b): GENDER AND JOB SATISFACTION

Gender was tested usiﬁg the Subprogram T-Test from
SPSS (1975). The results indicated that there was a signi-
ficant difference btetween the mean satisfaction scores of
the male and female AFSWOs. As might be expected in a pre-
dominantly male organization, the males had the higher job
satisfaction scores. The difference was significant at the
.004 level. The results did not confirm the null hyoothe-
sis and in this case the null hypothesis was rejected

(Table 4.6).

HYPOTHESIS 5(c): MARITAL STATUS AND JOB SATISFACTION

Since the focus of this question was whether or not

,: being married had an impact on job satisfaction, the data 1
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TABLE 4.5

AGE AND JOB SATISFACTION

TEST OF HYPOTHESIS 5a:

Age will not be significantly related to job satis-

faction.
AGE N MEAN sd F RATIO P
24 to 3¢ 47 3.319 .810
35 to 45 94 3.414 .767 .600 .550
46 to 51 8 3.625 .744
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GENDER AND JOB SATISFACTION

TEST OF HYPOTHESIS b5b:
Gender will not be significantly related to job

satisfaction.

GENDER N MEAN sd T-STATISTIC jo}

Male 1z1 3.495 .697

2.76 .004
Female 28 2.964 .962
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was recoded into two groupings. Those who were married

formed one group, and those who were not (i.e., divorced,
separated, never married) formed the second group. There

were no respondents who identified themselves as widowed.

PR SR e e

Subprogram T-Test from SPSS (1975) was used for the analy-
sis. While the married group had a slightly higher mean #
job satisfaction score than the unmarried c¢roup, the dif-
ference between the groups was not found to be statisti-
cally significant. The results confirmed the hypothesis

and the null hypothesis was maintained (Table 4.7).

e et a e e IR A,

HYPOTHESIS 5(d): MILITARY RANK AND JOB SATISFACTION

While military rank is part of the military organi-

dendacdead R,

zational structure, it was placed here under personal

facets since rank 1s considered to be an attribute of the

2 S ebecfe

individual more than of the organization per se. For
purposes of analysis. the data was recoded into twc groups,

junior officers (First Lieutenants and Captains) and senior

officers (Majors, Lieutenant Colonels and Colonels). This
division is based on the traditional militarv distinction

between the two groups of officers. Subprogram T-Test of

SPSS {1975) was used for the analysis. The t-test results
indicated that there was a significant difference between
the mean job satisfaction scores of senior officers and

junior officers with the senior officers having the hicher
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TABLE 4.7

MARITAL STATUS AND JOB SATISFACTION

TEST OF HYPOTHESIS 5c:

Marital status will not be significantly related

to job satisfaction.

MARITAL STATUS N MEAN sd T-STATISTIC p

married 119 3.403 .744
.23 .409
not married 30 3.366 .809
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scores. The difference was significant at the .036 level

(Table 4.8). The o0ld military dictum that "rank hath its
privileges" seems to be operative here and it appears that
as one rises in the organization as an AFSWO, the organiza-
tion provides higher levels of satisfaction. The results
did not confirm the hypothesis and the null hypothesis was

rejected.

FURTHER ANALYSIS

In the previous study by Jayaratne and Chess (1982)
upon which this study is based, the authors performed two
other analyses of their data, a t-test for gender differ-
ences on selected job satisfaction measures and a multiple
regression analysis. Their results and a comparison to
the results of this study will be discussed in the next
chapter. To obtain the results upon which the comvarison
could be made, similar t-tests and a regression analvsis
were performed.

Table 4.9 presents the mean scores, standard devia-
tions, and significance levels for the variables under con-
sideration by gender for both the current study and the
Jayaratne and Chess (1982) study. With the exception of
the measure on the promotion system, the male AFSWOs report
higher scores than their female counterparts on all mea-

sures. Male AFSWOs report a significantly higher level of

challenge on the job than do the females. It 1is apparent
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TABLE 4.8

MILITARY RANK AND JOB SATISFACTION

TEST OF HYPOTHESIS 54d:

Military rank will not be significantly related to

job satisfaction.

MILITARY RANK E MEAN Eg T-STATISTIC o}
Lieutenant/ 101 3.316 .799

Captain -1.81 .036
Major/Lt. 48 3.562 .712

Colonel/

Colonel
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GENDER DIFFERENCES ON SELECTED VARIABLES

b laasaan
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.1
CURRENT STUDY JAYARATNE AND CHESS STUDY J
DIMENSION N MEAN  sd T STATISTIC p N MEAN sd  T-STATISTIC ~
Job -
Satisfaction i
——— e ——— s
1
male 121 3.495  .697 216 1.800 .762 .
“Pemale 28 2.964  .962 2.6 - 004 297 1.513 .809 1.590 -
Challenge ‘
1 -
nale 121 20.016 3.212 212 10.151 2.962 )
Pemale 28 18.214 4.306 2.08 -002 292 10.455 3.400 1.047 J
Comfort
1
Male 121 18.786 4.457 211 15.379 3.642
Pemale 28 18.321 4.738 -4 -318 292 16.404 31954 2.96500*
Financial
Rewards
1
nale 121 10.041 1.635 213 5.718 1.987
Pemale 28 9.785 1.969 .12 -237 295 6.224 2.309 2.579%*
Role
Ambiquity
male 218 8.126 3.056
Pemale NO DATA AVAILABLE 300 7.753 2.851 1.418
Role
Contlict
1
Male 121  9.066 2.869 212 8.948 2.964
Pemale 28 8.714 3.161 .57 -283 291 8.794 2.879 0.595
Workload
1
uale 216 8.218 2.973
Pemale NO DATA AVAILABLE 298 7.503 3.067 2.639**
Promotion
Systes
1
Male 121 7.719 2.869 200 8.175 2.275
Pemale 28 7.857 13.161 --29 -387 270 8.585 2.559 1.800°

1 - Indicates Greater Satisfaction

* pe .07
¢* pe.0l
*** pe . 005
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that the female AFSWOs in this sample verceive their work
situation to be less satisfying than their male colleagues
do. These gender differences also occur on the measure of
overall job satisfaction.

In order to determine the effects of various pre-
dictors on job satisfaction, a standardized multiple
regression analysis was conducted. 1In the recression analv-
sis the same set of predictor variables were used which
Jayaratne and Chess (1982) used (Appendix J). The beta

welghts, R?

, F ratio, and significance level were obtained
by use of the Multiple Regression Analysis: Subprogram
Regression of SPSS (1975). The stepwise order of inclusion
of the independent variables was determined by the degree
to which these variables contributed to the explained
variance. Table 4.10 presents the results of this analvsis.
As a group these predictors had an r cf .69 and accounted
for 48% of the explained variance. Job challenge 1is the
single most important predictor of job satisfaction and
explains 39% of the variance. In addition, the comfort of
the work setting and the overall pattern of financial
rewards emerge as statistically significant predictors of
job satisfaction and explain an additional 7% of the
variance. While in the Jayaratne and Chess (1982) study

the regression analysis was broken down by gender, this

type of analyvsis was not conducted in the current study
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TABLE 4.10

REGRESSION ANALYSIS OF JOB FACETS ON

JOB SATISFACTION

VARIABLE BETA R2 F D
Challenge .420 .386 27.573 .000%*
Comfort .139 .435 2.588 .001*
Financial .131 .454 2.283 .029*

Reward
Promotion .118 .465 2.451 .105
Role .089 .472 1.372 .168

Conflict
Marital .065 .475 1.037 .358

Status
Caseload .040 .477 .323 .549
Feelings .031 .477 .175 .676

About Pay

* Significant at .05 level.
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because the highly male dominated (N = 121) sample left a
female N of only 28. Such a small female N made the use of
regression analysis with eight predictor variables statis-
tically inappropriate.

Finally, correlations were run on a number of
independent variables which, while included in the survey
instrument, were not directly used in the hypothesis test-
ing. They were explored to see if they did show any sta- 4
tistically significant relationships to job satisfaction.
The results are presented in Table 4.11. Subprogram !
Pearson Corr. of SPSS (1975) was used in the analysis.

The first three variables in Table 4.11 focus on the

social support system which the worker has in the work
setting. The emotional support provided by co-workers on
the job was relatively high with a mean of 12.746. A
positive correlation of .45 indicates a moderatelv strong
relationship between this emotional support and the AFSWC's
job satisfaction. This was significant at the .00l level.
An even stronger relationship was found between the

sccial support provided by interaction with co-workers on

o e e

the job. A moderately high level of social support was

found with a mean score of 9.536. The positive correlation
of .49 again indicates that a moderately strong relation-

ship exists between the support provided by social inter-

2 action on the job and the job satisfaction of the AFSWOs.
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The correlation was significant at the .001 level.

The emotional support provided by the worker's
supervisor did not seem to have as strong an influence on
overall job satisfaction. The mean score for supervisory
support 1is not quite as hich proportionately as that of the
other two support measures just reviewed. The positive
correlation of .36 indicates a weaker relationship exists
between the support provided by the supervisor and overall
job satisfaction than is the case when the support of
co-workers 1is considered. This correlation is significant
at the .001 level.

Finally, the facet of locus of control was examined.
The military organization by all appearances relies heavily
on external control imposed by reguiations and traditions.
One milight expect “hat there would be a negative correlation
between internal locus of control and an organization which
relates heavily on external control. The results really do
not support such an assumption (Table 4.11). There is socome
degree of positive correlation between locus of ccntrol,
which in this sample is tending toward the internal locus
(mean = 7.349), and job satisfaction with an R of .288.
This correlation is significant at the .00l level. Appar-
ently, the persons in this sample, even though they are
tending toward the internal locus on averace, are able to
use such a locus to heip achieve levels of job satisfaction

for themselves.
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CHAPTER V

DISCUSSION

DISCUSSION OF RESULTS

The AFSWOs who participated in this study were ore-
dominantly male (8l%), caucasian (903), junior officers in
the military ranks of First Lieutenant and Captain (683).
The youngest was 24 years of age and the oldest 51 vears of
age. The majority (76%) were assigned to bases in the
United States. They earned an average of $32,500 per vear
and 80% of them were married. Since the Air Force reguires
that a commissioned social work officer possess at least
a master's degree 1in soclal work, the data reflects that
the majority .85.) do possess such a degree and tvhat the
remaining 15% have elther a Ph.D. or D.S.W. 1n social work.
Fifty-seven percent claimed the ACSW professional certifi-
cation.

Generallyv, thils descrintion zortrayvs a rather homo-
geneous group of relatively young professionals who are

white, married males and whose income and educational

- ¢ credentials place them in the middle class of American
|
- socliety. Since 87% expressed overall satisfaction with
Y.
$‘ their job role in the Air Force, 1t is not surprising that
.
¢
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82% of them expressed a similar overall satisfaction with

their life in general (Figure 4.22).

Size of Organizational Unit

The majority (55%) indicated that they worked in

medical settings which had less than 300 medical personnel

.
okl inlim s 'z ‘s ‘s 'x 4 4

assigned to them. This size facility is considered small

oS

within the Air Force organization. Fifteen percent worked

W a as

in medical settings that had between 300 and 500 personnel

i

assigned to them. These are medium size facilities. The
remaining 30% reported working in large medical settings

which had more than 500 personnel assigned to them. The .

"
majority, then, work in smaller medical settings which '7
generally correspond to the fact that most Air Force bases :3
are of a size that a smaller medical tfacilitv 1s aizle to 5%
handle the medical program on the base. This also lncreases i;

;_ the probability that the AFSWO will be in a professionally

= isolated setting (Figure 4.14).

*i h
N lorkload .

The amount of time spent on the job and the worklocad

g o0,

Lo 4
T
PR W ISR T N

b that they report indicates that the Air Force is getting

... )
- B
more than expected output from them. Thev report that on 1
-1
o
the average 683% of them work between 45 to 55 hours per R
)
!
weex with the averaae work week consisting of approximatel: j

D l:
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48 hours (Figure 4.16). This is not an unexpected result
since often such activities as being-on-call, record-
keeping, and appointments require that extra time be given
to the job. Again, the fact that the Air Force considers
all of its personnel to be available for duty 24 hours per
dav influences the nerception of the normal workweek and
leaves 1t a bit more open-~ended than in the usual 40 hour
workweek. The "more for less" pattern seems to be working
here. Thirty-six percent of the respondents felt that
their caseloads were too high and this no doubt also adds
to the requirement to spend extra hours on the job to
complete other aspects of the job (Figure 4.17). Putting
all of this together, and considering that there 1is no
increased compensatlon for the extra time spent on the

sob, the fact that the APSHOs in this samecle st1ll renor+ed
general satisfaction with their jobs indicates that thev
are a group who are apparently dedicated tou their organiza-

tion and to the job they have chosen to Jdc.

Job Stress

The extra hours spent at work and the workload re-
ported would seem to point toward and increased stress
level amocng the AFSWOs. In fact, 863% did indicate thar
they felt their job lmposed at least some degree to a Jreat

“

deal of stress on them {(Fisure 4,190, “ne mi:hst sunoaco,

ro-

L
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then, that they would also report that there were similar
degrees of negative impact on their job performance. Such,
however, is not the case. Surprisingly, only 42% felt
that the stress impacted in any substantial way on their
job performance. While this is no small percentage, it
must be compared with the fact that 58% reported that the
job stress did not substantially degrade their job perfor-
mance. While the stress is there, most have apparently
found adequate ways to deal with it. One could speculate
whether this is related to the relatively young mean age
(36 years) and the corresponding physical and psychological
resilience, or whether the close knit cohesion found in

the officers corps may account for this. That is a question

for further research.

Financial Issues
The social workers in this study placed some degree

of importance both on income and the entire package of
economic remuneration including such items as pay, job
security, and fringe benefits (Table 4.10). There seems
to be some discrepancy here with the findings of authors
such as Meinert (1975) who speculated that since social
workers are not normally paid as well as other profes-

sionals, they compensate for this by deriving symbolic

satisfaction from their professional roles and activities.
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This could be related to the changing attitudes among
social workers about the comparability of pay issue. It

is also possible that this is related to the Air Force
system in which pay is based on the rank of the person,

not on the professional role of the individual in the
organization. Thus, generally speaking, whether one is a
social worker, medical doctor, psychologist, chaplain,
lawyer, pilot, administrator, or any other role filled by
an officer, all officers in the same rank receive basically
the same pay. There are some special incentive payments
that medical doctors, pilots, and certain hard to obtain
specialties receive which the other officers do not. 1In
general, though, rank determines pay. Since the system
traditionally rewards pay in this manner, it is possible
that AFSWOs differ with their civilian counterparts on this
issue because a different expectation has developed within
the organization. On the other hand, the profession may

be developing its own sense of pay comparability with other

professions which is now beginning to come to the fore.

Peer Suponort

The emotional and social aspects of the job were
found to have a significant correlation with the worker's

job satisfaction (Table 4.11). The emotional support

provided by co-workers involves such items as being warm
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and friendly, listening attentively, showing approval, and

P

showing understanding. The same items were used to measure

Ve o'a
R B A I e}
.

the support provided by the supervisor. In addition, the
supervisor's support was also measured by whether expec-
tations were clear on the job, and whether the supervisor
was helpful in getting the job done. The social aspect of
A the job was measured by the opportunity to make friends,
personal interest on the part of the co-workers, and the
friendliness of co-workers. Favorable levels of such

4 emotional and social support were found to be correlated

with increased levels of job satisfaction. The person-to-

Ly
:. -l’ ‘l. -

HhY

person contacts in the work environment apparently were

important factors for these social workers. It also corre-

~

sponds with the finding that 34% of the sample reported

P

warm and friendly relationships were their most important

NN
T T I T AU

values (Figure 4.20). Previous research has identified ?
:i the social aspect of the job as a source of job satisfac- )
£' tion for the worker (Macoby, 1975; Zaleznik et al., 1958; :
': Cobb, 1975; Maslach, 1976). 1’
;z Locus of Control ;
g On the average, the respondents tended toward an

B

e

internal locus of control (Table 4.11). This locus is

.
LR

positively correlated to increased levels of job satisfac-

tion. Rotter (1960; 1966) and McClelland (1961} had
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.
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. previously concluded that persons with an internal locus
EEE of control tended to be achievement oriented and were
:ﬁ; better able to cope with life situations in general than
:;g those who have an external locus. This may help to explain
:ég why it is that the AFSWOs tended to have internal loci,
;ii worked in an organization which uses a predominantly exter-
}i# nal locus for its control, and yet these AFSWOs reported
%E being generally satisfied with their jobs. The internal
xz locus, instead of causing a great deal of friction with
;; the organization's philosophy, apparently has the opposite
;E effect. It seems that it allows these social work officers
ts' to better cope with the organization because it makes them
‘;. more alert to the environment and allows them to draw on
_3} their own internal resources to effectively deal with it.
;ij It evidently allows them to take the necessary steps which
.1. make the person-organization fit more compatible and helps
;ﬁ meet the needs of both.
ga Eighty-seven percent of the respondents expressed
fJ overall satisfaction with their job role in the Air Force.
;ﬁ Correspondingly, 92% report being generally satisfied with
their life (Figure 4.21). This relates positively to the fact that
:; 87% have no plans to leave the Air Force in the forseeable
fi future (Figure 4.22). Despite the demands of the job and
;gj the organization, the Air Force holds sufficient profes-
ii sional appeal to keep the AFSWOs within the organization.
2
7e




LSKN 171

o HYPOTHESES
:32' This study was designed not only to describe some of
SN
};f the characteristics of the social work corps in the Air
)

Force, but also to test some hypotheses related to the level
of job satisfaction. Since this study is very exploratory
s in nature, zero order correlations were used in the hypo-

A theses testing to obtain a basic level c¢€ data. Further

)
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research will take these basic findings and look into them

CE NN )
»
.
“
e s
o 4

- in greater detail and with controls as the dynamics of

this group of professional workers is better understood.

-

3€ Hypothesis 1

i; This hypothesis stated that professional isoclation
sr; (as measured by the absence of other social workers or men-
;;f tal health professionals on the base) would lead to decreased
Ei: job satisfaction. This hypothesis was not supported by the
..L results (Table 4.1). No significant differences in the mean
i;? satisfaction scores were found. It is interesting to note
EE that those who reported being the only social work officers
:% on the base and who reported that there were other mental
;Sﬁ health professionals on the base reported the highest satis-
;E faction scores. This seems to affirm some of the previous
,ié research (Macoby, 1975; Cobb, 1975: Maslach, 1976). Contrary
E; to what had been hypothesized, the "long rangers" did not

;i have the lowest satisfaction scores. It was the AFSWOs who
iﬁ reported both other social work officers and other mental
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health professionals on the base who had the lowest satis-

faction scores. It appears that the presence of both of

these classes of professionals in one place at the same time

sl St

may result in the competition for the sharing of profes-

R R

sional power and the "turf conflicts" that often result in
such settings. All of this may lead to decreased levels of
job satisfaction. Being the only social work officer on the

base and not having any other mental health professionals

Bt e e NN B

assigned may have some drawbacks, but it apparently produces
higher levels of job satisfaction. True professional isola-
tion may be somewhat preferable to having too many other

mental health professionals around. The most satisfying

situation seems to involve being the only social work offi-
cer, but having the support of other mental health profes-
sionals to fall back on. This situation may provide the AFSWO
with the best of two worlds. Not only are there other pro-
fessionals present who form the necessary peer support con-
dition, but the AFSWO benefits from being the only social
work officer by having increased visibility, higher status,
increased importance in the organizational structure, and

the centralization of professional power in one person. This

is a question for further research.

|

Hypothesis 2 ;
“

This hypothesis held that the size of the organiza- 1

tional unit to which the AFSWO was assigned (as measured by :
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the number of medical personnel assigned to it) would be
inversely related to the level of job satisfaction. Simply
put, the larger the organizational unit, the less job satis-
faction would be reported by the respondent and vice-versa.
There was considerable previous research to support the
hypothesis that smaller work units produce higher job satis-
faction (Worthy, 1950; Viteles, 1953; Porter, 1963; Talacchi,
1960). However, such was not the case in this study. The
hypothesis was not supported by the results (Table 4.2).
There were no statistically significant differences between
the mean satisfaction scores of the three groupings. Never-
theless, it is interesting to note that as the size of the
organization increased, the mean satisfaction scores did
decline. While there were some factors in the organization-
al settings which apparently led to slightly higher satis-
faction in smaller settings, it was not all that great and
apparently did not make much of a difference to these

AFSWOs.

Hypothesis 3

This hypothesis stated that location of the assign-
ment in the United States would be related to increased
job satisfaction whereas overseas assignments would be
related to decreased levels of job satisfaction. The rea-

sons for this is straightforward and uncomplicated. Over-

seas assignments do produce some rather positive benefits
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such as travel and new cultural experiences. On the other ]
hand, there are negative effects such as culture shock, ]
4

. L K

unreimbursed moving expenses, higher costs of living, ﬂ

separation from either the nuclear or extended family, or

probably both, and the stresses imposed by the general

disruption of stable life patterns. All in all, the nega-
tives should outweigh the positives. Very little research
has been previously conducted directly on the impact of
the geographical location of the job and job satisfaction.
Most has centered on either the actual work environment

of the job (Herzberg et al., 1957), or such environmental
issues as city size (Katzell et al., 1961l; Cureton and
Katzell, 1962), and community economics (Hulin, 1966).

The results from the current study confirmed the hypothesis
(Table 4.3). Those assigned to bases in the United States
had statistically significant higher mean job satisfaction
scores than their counterparts overseas. This indicates

that in some situations such as the military or other jobs

that involve significant job-related moves, the geographic

location should not be overlooked when studying the overall

level of job satisfaction. .

Hypothesis 4

This hypothesis held that the amount of perceived

role conflict would be inversely related to the overall
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ﬁ: level of job satisfaction. The job description of the Air
j: Force Clinical Social Worker as contained in Air Force

- Regulation 36-1 (AFR 36-1) is contained in Appendix C.
Previous research has concluded that increased levels of

role conflict were associated with increased levels of job

- dissatisfaction (Kahn et al., 1964; Rainey, 1979; Lyons,
" 1971). Additionally, Kahn et al. (1964) had found that
;E boundary spanning tasks in supervisory positions led to
;: increased perceptions of role conflict. AFR 36-1 does not

- leave very much room for role ambiguity. However, as can
been inferred from the contents of the regulation, the

-3 AFSWO is required to fulfill a number of roles both within
the medical organization and on the base at large. It is
. as a result of these various duties which at times place
the social worker on the boundaries between the hospital and
other base organizations, the needs of the clients and the
needs of the Air Force, and the social worker's own needs
- and those of others to whom he/she is responsible, that
role conflict can often emerge. This hypothesis was con-
formed by the results (Table 4.4). A relatively small

positive relationship was found between levels of role

@ conflict and levels of job satisfaction. The relationship
was significant at the .00l level. While at first thought
0 one might expect the relationship to be stronger, it is

.‘ possible that AFSWOs have learned to balance the needs of
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the organization, their clients, and themselves to the ]

degree that it does not impact as strongly on job satisfac-

LR on

tion as one would anticipate. -

Hypothesis 5 }

This hypothesis stated that personal factors such
as age, gender, marital status, and military rank would not
have any statistically significant impact on job satisfac-
tion. The null hypothesis was proposed for these four

factors.

Hypothesis 5 (a)

Some previous research had found a positive linear
relationship between age and the level of job satisfaction

(Benge and Copell, 1947; Gibsen and Klein, 1970; Bernberg,

1954). Other research had presented a more mixed picture
of the real relationship between these two variables
(Lawrence, 1972). The age groupings used to test this
hypothesis were discussed in the previous chaoter. 1In the
current study, the 20-year retirement noint was assumed to

be the focus of the AFSWO's career plans. With that in

a’a'a.aa a

mind, it was thought that as the AFSWO progressed steadily

LY ¥ - Ve,

toward that 20-year point (at which time voluntary retire- "
ment and military pension became important factors), the .

level of job satisfaction would increase both for the

e 4 AER. .
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reasons just mentioned as well as the fact that the AFSWO
would have risen to higher levels of both rank and influence
in the organization. Once one reached the 20-year point,
it was assumed that those who stayed on active duty did so
because they enjoyed their position and job role and con~-
sequently those over age 45 should have the highest levels
of job satisfaction. While the mean satisfaction scores
did increase in the direction predicted, the differences
between these three age groups were not found to be statis-
tically significant (Table 4.5). The results supported

the original hypothesis and the null hypothesis was main-

tained.

Hypothesis 5 (b)

Previous research on gender and job satisfaction
had produced equivocal results at best (Peck, 1936; Chase,
1951; Cole, 1940; Stockford and Kunze, 1950). Some
authors have studied gender as it relates to the other
factors which then form the constellation of gender-related
items such as differentials in pay, job level, and oppor-
tunity (Hulin and Smith, 1964). Jayaratne and Chess (1982)
concluded from their study that gender, while it produced
no significant differences in overall job satisfaction, did

lead to different perspectives between the male and female

social workers about the sources of overall jok satisfaction.
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The results from this current study are compared to their
results. In this hypothesis gender was examined to see if
female social workers who work in a predominantly male
organization had any significantly different levels of job
satisfaction.

Due to the nature of the regulations and laws both
in the Air Force and in the federal government it was
assumed that there were no differentials in pay, job level,
or opportunity which could be attributed directly to
gender alone. This assumption was made because any such
purposeful discrimination within the Air Force organization
would be in direct conflict with federal legislation and
Alr Force regulations. The results of the data did not
support the null hypothesis (Table 4.6). Gender was found
to be significantly related to differences in the mean job
satisfaction scores between the male and female AFSWOs.

As might be expected in a military organization that has a
male value system, a male history, and is still predomi-
nantly male in composition, males had the higher mean
satisfaction scores.

These results are different from those achieved by
Jayaratne and Chess (1982). In their study the overall
scores between the males and females were not significantly
different. It was the specific items which led to the

overall satisfaction which were different for males and
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females. In the current study there were significant
differences in the overall level of job satisfaction. This
is probably related to the fact that Jayaratne and Chess
(1982) used a national sample of members of the National
Association of Social Workers (NASW) which had a more
balanced ratio of males to females. Often in civilian
settings it is the male who practices social work in an
organization which employs more female social workers. 1In
the military, the picture is reversed and the females are
in the minority. Given the reversal of roles, the fact
that the females do not achieve as much job satisfaction

as the males in the Air Force is not very surprising. This
entire issue of gender differences and the influence of
such gender-specific organizations as the military needs

much further study.

Hypothesis 5(c)

Comparatively few studies have attempted to directly
examine the relationship of overall job satisfaction and
marital status. The few that have been conducted have
focused on marital status as related to females and their
job satisfaction (Wild and Dawson, 1972; Tropman, 1968).
One study found that there was no relationship between
marital status and job satisfaction (Herman et al., 1975).

Marital status did not have any statistically significant
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relationship to job satisfaction among AFSWOs, although

the married officers did have a slightly higher mean satis-

faction score (Table 4.7). The null hypothesis was

confirmed in reference to marital status.

Hypothesis 5(d)

This hypothesis held that military rank would not

ittt At Sl dh el Abad ool

have any significant impact on overall job satisfaction.
Rank was considered a personal facet because it was

bestowed on the individual and remained with that person.

e s

Military rank as such was not found to have been studied

in previous job satisfaction research. A corrolary, job

]
L
-
o

level, was found to be related to job satisfaction in some
previous studies (Bergmann, 1981l; Gurin et al., 1960;
Saleh and Hyde, 1969). However, it is not clear at all
that military rank is really the same as job level in an
organization. The results did not support the null
hypothesis (Table 4.8). Military rank was found to be
significantly related to overall job satisfaction with the
higher ranking officers having the higher mean job satis-
faction scores. Since higher rank usually allows the
officer to rise in the organizational hierarchy, these
findings do seem related to those that had previocusly found
positive relationships between higher job level and higher

job satisfaction (Gurin et al., 1960). One can surmise
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that higher job levels tend to fulfill more higher order
needs and thereby produce higher job satisfaction (Cummings
and El1 Salmi, 1970; Saleh and Hyde, 1969; Porter, 1963).
It is possible that these findings also add weight to the
argument that military rank really should be considered

to be substantially the same concept as job level in a
civilian organization. There are other factors associated
with military rank, such as status in the organization,
increased responsibility, and organizational power that
may well be the actual forces leading to higher expressed
levels of job satisfaction. These were not directly
tested in this survey, but certainly need to be considered
in future job satisfaction research which involves mili-

tary officers.

COMPARISONS TO THE JAYARATNE AND CHESS (1982) STUDY

Jayaratne and Chess (1982) had conducted an analysis
of some of their data by gender. The results of their
study and of the current study are found in Table 4.9. As
can be seen, they found that generally civilian male social
workers had higher satisfaction scores than female social
workers. In their study there were no significant differ-
ences by gender on the measure of overall job satisfaction.
They did report that female social workers had significantly

higher workloads and lower levels of comfort on the job.




»

B
el

aval-
< )
L.

v B v N

AN o
Lt WA Y

e

0 sy,
.
'-(4

-

s 'I'.r‘r' ey,
‘{:’.‘v W) _.l ..l ~" (S - PR

K

"_

-

\ .‘.'...-'.
B ZRR
!4.1.

'

>

182

Females were also significantly less satisfied with finan-
cial rewards and promotional opportunities than the males.
In general, they concluded that the males and females in
their study had similar levels of overall job satisfaction,
but that there were different facets for each gender which
went into determining the overall job satisfaction. They
speculated that there may be different frames of reference
which are used by males and females in assessing their own
levels of job satisfaction. They suggested that this be
considered in future research.

Their suggestion was followed and in this current
study the same set of t-tests was conducted and the results
are found in Table 4.9 for comparison purposes. There
are some similarities and differences. The major differ-
ence is in the measure of overall job satisfaction. 1In the
current study there were significant differences in the
level of overall job satisfaction between male and female
AFSWOs. In the current study males were more satisfied.
The Air Force is an organization that is primarily male.

It has a male value system and a tradition of male domi-
nance. Even when one considers the societal changes of
recent years, female social workers apparently are still
experiencing more problems in the Air Force in having their
needs met by the organizational structure. Role stresses

associated with being female in a basically male setting
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are probably part of this pattern.

Another difference is interesting. The female

social work officers had a slightly more positive attitude
toward the promotion system in the Air Force. The differ-
ence was not statistically significant but it may be saying
something about the Air Force system. Females in the
military may feel better about their promotion opportunities
because they may have a better chance at promotion in the
military than they might have in the civilian sector where
males have long held a substantial monopoly on the movement
to higher level positions in the organizational structure.
Even in this male dominated military system, females may
perceive that federal law and Air Force regulations give
them a better opportunity at promotion.

In order to determine the effects of various job
facets on job satisfaction, a standardized multiple regres-
sion was conducted. Originally, a comparison of the
regression analysis was planned with those which Javaratne
and Chess (1982) had conducted. In their analyses thev had
controlled for gender and marital status. Similar regres-
sion analyses were not feasible in the current study because

the data contained insufficient female and unmarried respon-

dents. The smaller than desireable N of these two groups
made use of the data with eight predictor variables in the

regression analysis statistically inappropriate and results
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t? would not be reliable. Consequently, a regression analysis
Egi was conducted using the same predictors as Jayaratne and

:§ Chess (1982) without controlling for either gender or
;;1; marital status. The results are found in Table 4.10. The
i§£ correlation matrix is found in Appendix K. The regression
;;S analyses of the Jayaratne and Chess study are found in
\_; Appendix J.

gf; The most important predictor of job satisfaction for
{Z; AFSWOs is the challenge of the job. This one variable

iii alone explains 39% of the variance. 1In addition, the com-
%S% fort of the job setting and the financial rewards of the
?i' job also emerge as statistically significant predictors,
L if not highly substantive predictors. As a group, these
fﬁ; predictors account for 48% of the explained variance indi-
;&? cating that this model does have some usefulness in explain-
-;‘ ing the job satisfaction of AFSWOs.

22& Challenge measured items such as opportunities to
&;& develop abilities, interesting work, freedom of decision on
.f' the job, facing problems on the job that recuire signifi-
ig; cant use of personal and professional abilities, and the
z#; ability to see the results of one's work. In the Javaratne
zﬁ; and Chess (1982) study, both male and female social workers
Z;j reported job challenge as the most important predictor of
225 job satisfaction. In their study it explained 41% of the
%ﬁ; variance for males and 33% for the females. They speculated
sel
=
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that challenge substituted and compensated for the absence
of such factors as high pay, status, and prestige which
social work often experiences in relationship to other
professions. This may not be the case in the Air Force.

In the Air Force pay 1s based on rank, not profession.
Officers as a group have increased status within the organ-
ization. Prestige is difficult to measure, but it can be
assumed that medical officers have a reasonable amount of
prestige in the organization. The results from the current
study may be saying something else. Perhaps the work in
the Air Force, which is really more akin to industrial
social work, does provide the diversity, ability to in-
fluence outcomes, and ability to be creative which in turn
leads to the creative challenge of the job. This facet
needs to be studied in greater detail in order to find just
what it is that makes the job challenging.

Next in importance as a predictor was comfort. This
measured such items as travel, amounts of work, physical
surroundings, sufficient time to get the work done, freedom
from conflicting demands, and hours spent on the job.

These facets seem more closely related to lower order needs.
This may well indicate that the AFSWOs want both the inter-
nal challenge and the type of external setting which has
some level of comfort. It should be noted, however, that

comfort added only about 5% to the explained variance.




P ‘l'
s

P
N

(T s
s

RNV < DRPAVRTLTRR

e
B
l. ‘l .t .

u)"'.

AN

1@

DA

.
]

BRELANSP AN

186

This is a small amount in comparison to challenge.

The other significant predictor, financial reward,
measured such items as pay, job security, and fringe bene-
fits. In an organization in which officers are not segre-
gated by profession in matters of pay, it is understandable
that the AFSWOs would place emphasis on this facet. It is
possible that social workers in the civilian sector are
placing an increased emphasis on this facet. The results
of the Jayaratne and Chess (1982) study incidated that
financial rewards was a significant predictor for males,
but not females. Possibly, this is related to the tradi-
tional role of the "male as breadwinner." Females, on the
other hand, may have placed less emphasis on financial
rewards because of their traditional role as "second income
earners" in families. These gender differences need fur-
ther study.

In the current study, the five remaining predictors
were not found to contribute significantly to the explained
variance. This model leaves approximately 56% of the
variance unexplained. There are obviously some substantial
issues involved in the job satisfaction of AFSWOs which
were not directly addressed by the instrument used in this
study. There may be something in the "personality" or
environment of the organizational structure that accounts
for this unexplained variance. This is fertile grcound for

further research.
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CHAPTER VI

SUMMARY, LIMITATIONS, AND IMPLICATIONS

SUMMARY

This study was undertaken for the general purpose
of assessing the overall job satisfaction level of AFSWOs.
The instrument used to measure this job satisfaction as
well as the various facets involved in such satisfaction
was the Professional Satisfaction Inventory originally
developed by Jayaratne and Chess (1982) for their study
of the work satisfaction and job stress among professional
social workers in the United States. The instrument was
only slightly modified for use in the current study to meet
certain organizational and terminology needs of the Air

Force setting. 1In all substantive respects, however, it

remained unchanged. This approach was used in order to see
if any significant differences existed between Air Force S

social workers and the civilian sample of social workers ’

B
DALARDN

used by Jayaratne and Chess (1982).

Because the sample was dispersed throughout the

AN
Fad

world, the mailed questionnaire format was used. This in-

Y
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cluded an original mailing and then two separate mailings

which were sent to non-respondents. Confidentiality was
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maintained by using a postcard returned under separate
mailing to indicate that the gquestionnaire had been com-
pleted and mailed back. WNo identifying coding or informa-
tion was on the questionnaire itself.

The dependent variable, overall job satisfaction,
was measured by using a Likert scale which measured the
respondent's global perception of how satisfied he/she was
with his/her job as an Air Force Social Work Officer. The
independent variables were measured, for the most part,
in the same manner so that the social worker's perceptions
of various job, personal, and organizational facets were
examined.

Along with the general descriptive nature of this

study, five hypotheses were tested using t-tests, f-tests,

correlation, and standardized multiple regression.

CONCLUSIONS

Hypothesis 1

Professional isolation (as opposed to the profes-
sional peer support condition) will decrease the level of
job satisfaction among AFSWOs.

Results: There was no statistically significant
evidence to support the hypothesis. This held true under
conditions where the AFSWO was the only social worker on

the base and also in the situation where there were
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other mental health professionals on the base. .

Hypothesis 2 i

1

The size of the organizational unit to which the .

AFSWO was assigned will be inversely related to the level -
of job satisfaction.

Results: When the data was grouped into small,
medium, and large size medical facilities, no statistically
significant evidence was found to support the hypothesis
that organization size has any real impact on the level of

job satisfaction.

Hypothesis 3

An overseas assignment (as opposed to one in the
United States) is likely to decrease the level of job
satisfaction.

Results: The results of the statistical analysis
indicated that there was a significant difference between
the mean job satisfaction scores of those AFSWOs assigned
to bases in the United States and overseas. The difference
was in the direction predicted with those in the United
States having the higher mean satisfaction scores. The

hypothesis was confirmed.
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Hypothesis 4

The Air Force Social Work Officer's perception of
role conflict will be inversely related to the level of
job satisfaction.

Results: Statistically significant evidence was
found that the level of perceived role conflict did have
an effect on the level of job satisfaction. The data
revealed that there was a mild positive relationship
between role conflict and job satisfaction with lower
levels of role conflict being related to higher levels of

job satisfaction. The results confirmed the hypothesis.

Hypothesis S

Personal factors such as age, gender, marital
status and military rank will not be significantly related
to job satisfaction scores (the null hypothesis).

Results: Age was divided into three groupings,
those with ten or less years service, those with 11 to 20

years of service, and those with more than 20 years of

service who could retire from the Air Force with full
pensions at their discretion. No statistically significant
evidence was found to support the relationship between age
and job satisfaction. There was no apparent relationship
and the null hypothesis was maintained.

Gender was found to have a statistically significant

relationship with the level of job satisfaction. The
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males had higher overall mean job satisfaction scores than
their female counterparts. The null hypothesis was rejected
in this case.

Marital status was not found to bhe significantly
related to the level of job satisfaction. The null hypo-
thesis was confirmed in this case.

Military rank was found to be significantly related
to the level of job satisfaction. Senior officers (Majors,
Lieutenant Colonels, and Colonels) had higher mean satis-
faction scores than did the junior officers (First Lieute-
nants and Captains). The null hypothesis was rejected in

this case.

COMPARISON TO THE PREVIOUS STUDY

The evidence from this study was compared to that

from the Jayaratne and Chess (1982) study. The current

study found significant differences in the overall level of

R
'5.5,.',"'.

.

job satisfaction and challenge on the job between the male

BE 2 S

and female AFSWOs. In both cases the males had higher
mean satisfaction scores. In the previous study, males
and females did not have significantly different levels of
overall job satisfaction. They did, however, report sig-
nificant differences in comfort, financial rewards, work-
load, and the promotion system. In all cases the males in

their study had the higher mean scores on these items.
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The results of the multiple regression analysis

indicated job challenge was the best predictor of overall

job satisfaction followed by comfort of the work setting

IR Y P

and the entire package of financial rewards. Comparisons

P
[N

4

of the current study with the previous one in which multi-

P

ple regression analysis was conducted while controlling
for gender and marital status was not feasible in the cur-

rent study because of insufficient female and unmarried N
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.. to make the statistical results reliable.
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A IMPLICATIONS FOR POLICY DEVELOPMENT

LAY

The findings of this study bear directly on the

institutional-occupational model shift discussed in Chapter

; gl

l. Since it appears that the military is shifting toward 4

i? the occupational model, the study of job satisfaction of the
. organization's personnel takes on greater importance because
the current personnel are bringing to their militaryv roles
a different set of values and expectations about the work-
olace itself and the significance of that work to their
- healthy psychological functioning. Granted, there is no
direct evidence that increased job satisfaction leads to
any increases in productivity on the job. A strong case
can be made, however, that increased job satisfaction does
improve the quality of the product or service rendered.

i AFSWOs are in a predominantly people-changing role. The
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more that the Air Force organization can do to increase the
job satisfaction of the personnel involved, presumably, the
people~-changing process will be more effective. This, in
turn, may improve the overall level of functioning of the
Air Force at large.

Within this development, two study findings deserve
more study and follow-up. First, the concept of job chal-
lenge needs to be studied in greater detail. This one
factor proved to be the strongest predictor of overall job
satisfaction among AFSWOs. It also has gender implications
in that males reported higher levels of challenge than their
female counterparts. This is important. There is some-
thing in the role of Air Force social worker that challenges
people professionally. If the Air Force can zero in on
what it is, it can be effectively used to improve the job
satisfaction of those on active duty and to attract compe-
tent social workers to an Air Force career.

Second, gender needs to be studied more closely.

The general pattern that emerged in this study was that
female social work officers were less satisfied in just
about all aspects of their job role. This is not conducive
to overall effective functioning of the Air Force. Approx-
imately 20% of the active duty social workers are females.
Finding and reducing the sources of dissatisfaction for

these women can only have a positive effect on the overall
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functioning of the social work program and the effective-~
ness of the social work corps to the overall Air Force

mission.

RECOMMENDATIONS FOR FUTURE RESEARCH

There is clear need for additional research efforts
to follow up on the results of this study. In addition
to exploring in further detail the facets used in this
study to better understand their relationship to job satis-
faction, future studies should attempt to identify the
facets which account for better than 50% of the variance
left unexplained by those in this study. Some recommenda-

tions for further study are as follows:

1. Some of the important variables in this study

need further investigation. Specifically, job
challenge needs to be investigated in further
detail since it had such a strong impact on job
satisfaction in both studies. The same can be
said for role conflict, and military rank as
related to job satisfaction. ]
2. The gender issue needs further examination. In
most civilian settings males work as social

workers in organizations often numerically domi-

e s ‘s o kil b g

nated by females. The opposite is the case in

the Air Force. Since females are a milinoritv in
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the Air Force Social Work Corps, this should be

investigated separately to try to identify
facets of the job that impact specifically on
female AFSWOs. Since female AFSWOs consider
job challenge to be important, further study is
necessary to determine whether subtle barriers
exist in the Air Force preventing women from
fully participating in the most challenging
assignments or tasks.

A similar study should be considered for social
workers in other branches of the military ser-
vices to see if similar results are achieved
across organizational boundaries. Since differ-

ent branches of the military have different

missions and organizational milieus, it would k
be of interest to determine if such differences a
are identified and if they have any influence E
on the military social workers in these organi- j
zations. 1In connection with this, it mav be [
that women, regardless of the branch of the X

service they are in, may be less satisfied with

the military than males.

There is a need for some open-ended questions

in surveys such as this to allow respondent's

the opportunity to make more individualized
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{.
}: statements about the variables under study. This
{E might allow these variables to be studied in
“~
X greater detail using methods such as content
2.~ analysis.
o~ LIMITATIONS OF THE STUDY
\\. When evaluating the results of this study, certain
U
o limitations need to be kept in mind.
L
¥
5 1. The sample was limited to social workers in a
:;: specific branch of the military, namely the Air
Rf Force. 1In addition, the sample is composed
:" predominantly of white, male social work offi-
{
31 cers. The results should be generalized to
o 1
:t- other non-Air Force or non-military settings !
\I
- with considerable caution.
)
> 2. This sample was not randomly selected. It is
fi a sample of a pre-existing group although almost
\':' . .
o all the special population was sampled. The
¢f very fact that all respondents had voluntarily
4
r..- chosen to enter the Air Force could have pro- 1
fi duced a sample that has a self-selection bias.
1ﬁf The same can be said for the fact that those
{f who choose to respond to the survey. The re- ]
- )
ﬁ' sults may have been guite different for those :
- "
! who did not choose to respond. 3
5
;‘\ h
) 1
- 1
-. 1
9

PR

Ed

)
v

.

el b S




197

> 3. The limited number of female and unmarried re-

T spondents prevented the investigator from con-

2 ducting some of the statistical analyses which

were originally planned.

4. This is an ex post facto correlational study.

- While it is able to show whether or not there
are any correlations between the independent

- variables and the dependent variables, no

causal interpretations should be attempted since

b the investigator had no prior control over the

independent variables.

R0

5. The geographically dispersed nature of the

) population makes the mailed survey method the
most practical one. However, such instruments
usually require simpler questions and do not
normally allow deeper investigation of the
respondent's answers. Survey methods such as
this one also only allow measurement of the
variables at a specific point in time. This

; study is not able to measure any processes which
é: may be occuring over time and which might pro-

fi duce different results.

CONCLUDING STATEMENTS

This study forms a basis for further research. The
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investigator does not contend that all important factors
which influence the job satisfaction of AFSWOs have been
identified in this study. It is important to recognize
that the hypotheses tested in this study, as well as any
that may result directly from this study, are in need of
much more research. Hopefully, identification and under-
standing of the factors which go into raising the overall
level of job satisfaction will assist AFSWOs and their
program managers in the Air Force to improve the usefulness
of the Air Force Social Work Officer to their clients, the
Air Force community, and the overall mission of the Air
Force. It should be underscored that, in general, the
AFSWOs in this study were guite satisfied with their jobs.
The values of social workers, at least this self-selected
group of them, do not seem to be on a collision course with

the modern military organization.
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U.S. Air Force Survey Approval Letter
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OEPARTMENT OF THE AIR FORCE
HEAQQUARTERS AIR FORCE MANPOWER AND PERSONNEL CENTER
RANOOLPM AIR FORCE BASE. TX  T9180

1 AUG 1983
srno MPCYP

wsact  Request for Survey Approval (Capt Jablonski)

® AFIT/ED

1. The Study of Job Satistaction vi riuieesional Mi- Farrce
Social Workers (AFSWO) questionnaire contains some well designed
questions that should allow you to obtain some interesting and
significant data in regards to professional isoclation and level
of job satisfaction among AFSWOs. After a review by both this
office and MPC/SG,” this instrument has been approved for
administration. The survey control number USAF SCN 83-62

(expires 31 Oct 83) has been assigned and should be referenced in
all correspondence pertaining to the survey.

2. Questions regarding this matter may be directed to Sandra
Paulson, AUTOVON 487-2449. Best of luck in your survey effort.

FOR THE COMMANDER

BERT K. ITOGA, Lt Col, USAF
Chief, Research & Measurement Div
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The
University”~of Oklahoma st Norman

Corter for Social Work Ressarch
March 29, 1983

ﬁx. Daniel W. Jablonski
11133~-A Pinehurst Drive
‘Austin, Texas 78747

Dear Mr. Jablonski:

Please excuse my delay in responding to your letter. I
wanted to discuss your request with the other two authors prior to
responding. I was able to do this at the recent meeting of the
Council on Social Work Education in Fort Worth. We are all
delighted with your interest and you have our permission to use
the instrument, and we stand ready to assist in any other way
possible.

Recently, I also discussed the matter with Cathy and suggested
that she have you call me (405) 325-2821. The instrument is loaded
with scales most of which have been used in other national studies.
I'11 give you the key to these scales when you call. The concep-
tual framework is a modification of the work done by Robert P. Quinn
and Graham L. Staines in their national studies of the Quality of
Employment (see: The 1977 oua11t¥ of Employment Survey, Survey

Research Center, The University © ﬁfchxgan). The other main sources

of our approach was borrowed from Robert D. Caplan (see: Job
Demands and Workey Health, also of the Survey Research Center).

Our conceptual framework for studying job satisfaction and
burnout is contained (Chapter 9) in a recently published book by
Pergamon Press entitled Stress and Burnout in the Human Service
Professions (edited by Barry A. Farber).

Looking forward to hearing from you.

Sincerely,

Proféssor
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AFR 38-1  Atuachment27 9 Januesry 1884 A27-27/28
AFSC 9196
Entry AFSC 9191
OFFICER AIR FORCE SPECIALTY
CUINICAL SOCIAL WORKER

1. SPECIALTY SUMMARY

Explores the fasic personality structure in relstionship 10 the development of behavioral patierns, mechanisms, and
symptoms. Applies the principles. knowledge. and practice of professional socis! work in providing socia! diagnosis.
treatment, research, consultation, and preventive social servioe pmplms for individuals, families. groups. and organuations
in the military community.

2. DUTIES AND RESPONSIBILITIES

s. Plans. manages. end prowde: social service in mental
Aeelih, medical, correctional, CHA P end Child Advocecy,
and ony other appropriate professional milisary g
Utilizes social case work, lldmdulllm/hmny therapy
techniques. administration, community organization, con-
sultation, teaching, research, plsnning, and coordinated
mhury and civilisn bealth, education, and welfare services

ligible pes i Supervises and directs social
wrk m!hn preparning social hisiones and providing social
services within their level of competence. Deveiops social
work sufl training programs to emsure uniformly high
sandards for the social service activitia of technici

liatson with miliery and civilian resources. Provides consul-
Illwnonl.htmnl p of poii proced and
services to medical staff, commanders, base agenaes, volun-
eers, major commands, and other installations of assign-
ment. Administers and oversees all assigned social service
programs. Assists in or develops resources and social service
programs.

¢. Conducts research end iraiming. Conducts and partici-
pates in research appropriate to professional training and
expertise. Dcvelop: and maintains an active information
designed to apprise the community of their social

personnel. Assesscs and plans for the social needs of
individusis. families, groups, and organizations in the
military community.

b. Coordinaies social service activities end

mdx and resources available to assist with these probiems.
Trains social work students in aflilistion with a univernity
mdunu loanl work program, and in od

and g of other pm!anoml medical personnel.

3. SPECIALTY QUALIFICATIONS

s mebdgr Kno\vledge cf social services policies,
4 e, and is mand. Y.

b. Edurerion. Masters degree in social work from an
accredited graduate school of social work is mandatory for

emrymwl.lmAB

¢. Experience. A minimum of 24 months of professional
social work experience is mandatory.

4. SPECIALTY DATA

8. Grade Spread. Second lieutenant through colonel.

b. Reloied DOD Occupationa! Group: SH
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nstructione, pr
The questions 4in this survey @re of two types and are f!
otraight forward in their eonstruction, Most questions =
oan be answered by placing 8 oheck (V) in the approprisate *
Tesponse doz, You can ignore the numbers in the boxes as %
they are used only for coding purposes, -

Exseple,
14, Whet 38 your highest esrned degree? & nsw (2} pro/DSw

In this emzple, iIf your highest earned dersrs. !+ s wagters
in Socim]l vork (MSvW), you would place a check in the response
box’ ladbeled *31= or MSW,

Some gquestions will require & written response. This wild

often e in the fors of & nusber,

Zxample:

15. Vhen 414 you receive your highest degree? 1973 Year
I1f you received your MSVW in 1973, you would plsce tmt
nusber Iin the blank space,

All responsex are voluntary., Ropefully you will rerly tn al)
questions and theredy increafe the usefulness of this dsta,

After you finish:

As indicated in the cover letter, plesse place the cne~leted
questionnaire in the enclosed, self-addressed, sturjpe enveleops
and mmil it back to me, Also, mail the enclosed postcard sefsare
ately, This talls me you have completed and malled the questien.
naire and whether or not you wigh & copy of the findings. Thie
postcard 18 aleo the procedure used to &void sending follow-up
questionnaires to people who have @lready responded,

gouentn ]

] mmve provided a space &t the end of this questionnajre for
any oomeents you say wish to make regarding this research and
this survey instrusent, Such comments will be helpful in ip-
proving thie instrusent and in assessing your needs and intere
e8t® in this research effort,

Th;nkl.
:‘ )M‘-I-Q .
Daniel W, Js

USA®, B3T AFS™ R9IP¢
Clinical Social Vorker
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Yere are sove guestions pour asel .
L Tn wnish State (or Country, 1f overssas) are Jou presently assigned?
3a T which Command STe you 8esigned?
2 Wit 18 the size of the Mse te which yeu 8Te eurrently sssigned? (CHWESX OWLY QNE)

(5] 1zss Tmaw 500 Gl .00 - 2,500 B .00 - 6,00

G so0 - 1,000 © 2.50 - 8,000 [  oven 6,000
3, Bem many personnel work ot the particuley fasility to which yeu are eseigned?

B arssTanas G -0 B 5.7

B -0 & - 500 ] woxe rman 750

Wow here are sowe questions about yourselif:
A what is your age? YEARS
£ what is your sex? O mus @ rews
€ VYmat 13 your silitary rank?

[ 2ne tieutenant Bl oeptean . [ zeesterant colena

m 1et Lisutenant E M Jor E Colonel
7 Tov many years of sommissisned servide do you have 8¢ an Alr Porce scoia) worker? YEARS
L Now many total yeers af military service dc you have? YEAPS
9. What i{s your ethnic background:

[ azmoas mmoins [E) cnicano/MExIcaN-AMERICAN

[2) asiam-avewroax [6 ruerTo nzcan

G mack/arro-ascrican OTHER 5

[ crvcasian

36 Aze you currently:
{1 manuzo ] woowro

[Z) scramatzo/pIvoncro @ wever manniz

11 Vst 1¢ your persona) insoms fros Jour Job per year befere taxes?

[  tess vmax 620,000 3  s2s.001 - 430,000 [E] 35,001 « 0,000
Bl s20.001 - 825,000 [E .00 - 635,000 (] wome sman s0,000
B . g m g ..A.:J..A‘..A..‘ll A-‘ PRIV P " d n.‘))‘.l-‘r PRI e s gty - e




32, Considering your education, knowledge, sbility, experience, and hov hard you work,
40 you think you are?

OVERPAID A OVERPALD PAID ABOUT UNDERPAID UNDERPAID A
GRIEAT DEAL SOMEWKAT RIGHT BOMEWNHAT GREAT DEAL .

] 5] © &

11 wret 3o you family incowe befors tazes?

[  1zss Tman e20,000 B .00 - suo,000 & ss0.001 - 860,000
& 20,001 - 930,000 &1 es0.001 - 950,000 &1 oven 460,000

3. What is your highest esrned degree? m nsv m PAD/DSW

38 When 4id you receive your highest degree? YEAR

16 Are you a member of the Acedemy of Cartified Social Workers (ACSW)?.
DBn @w

17, Mow many éifferent 30cial work positions including your current one have you helé?

NUMEER
18 Now leng bhave you held your present position (current job title)?
YEARS

flere ary nome questions adout your jobd,
1% About how many hours per week 40 you work in & typical work week? HOURS
20 What 1s your typical caseload (that is, the number of active cases] Per month?

SI2T OF CASLiCAD i IF NO CASELOAD - SKIP TC Q. 22 |

2% Do you consider this caselosd to be too high. about right or too low?

B oo nicn @ asorr mewr G 700 1o

22, ¥hich method of s0ci4l work practice best characterizes your present work?
{CHECK ONLY ONE)

CASEWORK [Q svrervision
[E] comwniTy orcanization 5] aominisrmarion
3] crour worx [6 ommer srecary)

2) ¥hich one of the following settings best characterites your current practice situstion?
(CHECK™DNLY ONE)

Gl o meaimn ] =mr rrocean
FEDIZAL SOCIAL VOPK (&) commecrions

O svseran amme G o

&  ramrr viotewse otmn (srec1PY)
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24, 19 there any group of people st your work place that you think of as your co-workers =
people vhom you see just about evary day and with whom you have to work closely in
order to do your job well?

Dy D =) Ermer] |

25 About how many pecple are there in this work group? WUMBER

——

26, Now thinking about these co-workers, how true is it generally that they...

Y not
Very Somevhst Little At Al
True True True True

a. are warm and friendly when you are
troubled about something?

b. listen attentively to you when you
need tO talk about something?

€. shov approval when you do something well?

[ show understanding when you are upset
or irritable?

B Ee a
B BE 8
BEEB‘
clclcNG)

22 Insluding pewreelf, how many Sccis) Perlere are assigned ts yeur Wase?

28  Tov many ether helping professionsls ‘peychistrists, peychoclegists, and mental health
professionals, met Secial workers,) are aesigned te your bese?

29. Of your total work time in your sgency last \n;h, indicate approximately what
percentage of your time was spent: .

a. 4in @irect contsct with your clients (in person or phone)? PERCENT :
b. in tr.ve'l (to see clients or other agency-related work)? PERCENT L
€. in direct contact with other agency staff (staff meetings,

supervasion)? PERCENT
0. in werk with ether Mase or scEBuNIty Agensiss (planning)? o PERCENT ]
e. in adnministrative duties (paperwork)? PERCENT [
f£. in other activities istaff training, professional resding, ote.n__ PERCINT k

TOTAL 100 PERCENT

30, Now here are some statements that describe the work situstion. Please indicste how
true you feel each statement is of your Job (CHECK ONL BOX PER STATEMINT).

8.t

A Not 4
Very Samewhat Llittle At ALl ¢
True True True .

a. 1 am given s lot of chances to make friends.

b. The chances for promotion are good.

€. 1 have the opportunity to develop
my own special abilities.

4. Travel to and from work is convenient.

e. I never ssem to have enough time to get
everything done on my job.

oo e aaf
OO BB B
OO DE B8
OE 00 A8

2. 1 am not asked to do excessive amounts of work.

w - m e 2 # smmema .

SR @ e
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The work is interesting.
The pay 18 good.

1 am given a lot of freedom to decide how to
4o By own work.

1 an given @ chance to 40 the things 1 do best.

The job security is good.

The problems I am expected to solve are
hard enough.

On my job, I can't satisfy everybody
at the same time.

Ky supervisor is competent in doing his/her
job.

My fringe benefits are good.

The physical surroundings are pleasant.
I can see the results of m»y work.

I can forget about wy personal problems.
1 have encugh time to get the job done.

1 an free from the conflicting demands thst
others make of me.

The hours are good.
Promotions are handled fairly.

The pecople 1 work with take a personal
interest in »e.

1 have too much work to do everything well.

My employer is concerned about giving
everybody a chance to get ahead.

To satisfy some pecple on my job, I have
to upset others.

The pecople I work with are friendly.

Ir thanking of your work this Past year,

how

It S A PN
VR IR SR IR IR Py Fy

would yov race...

vr knowiedge of the subject mmtter
z: gour 8rea of practice?

your enthusiasm sbout doing this
same work next year?

your cocllesgues in the agency on their
effectiveness as social workers?

your mastery of the practice method (s)
relevant to your job?
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32. Thinking about your performance last pesr, how successful would you say you were in

your professional work?
VIRY SUCCLESruL BOMEWNMAT SUCCLISSTUL SOMIWNAT UNSUCCESSIUL VERY UNSUCCISSIUL

o B ) Q]

9 I thro»mo particulsr person you think of as your supervisor (someone directly
over you

IB'.“ @no.[_snp:oo.)? ]’

. Mow true is it that this supervisor... (CHECKX ONE BOX PER STATEMENT)

) Mot
Very Somewhat Little At Al
Tue True True

a. 4o varm and friendly when you are troubled
about samething?

b. listens sgtentively to you when you
need to talk about something?

€. shows approvel when you do something well?

d. shows understanding whan you sre upset
or irritabdble?

e. has clear expectations of you in your
job performance?

oE o e 8 f
OB B BE B
OE B BE B
MO @ BE B

f. iz Melpful to you in getiing ahe jod done?

<

35 1s this SUPeTrviscr a man or & woman? m MAN m WOMAN :
36. Is this supervisor: ;
AMERICAN INDIAN [E] cnicanomexican-amcricax A

[Z] Asias-mzrioas [§) rurrro micAX ‘

B mack/armo-mzrican [ omnex ;

[0 oruveasian .

37 Do you feel in any way discriminated 4gainst On your )Jot because of your race, age,
sex, or for other reasons? {CHLCX ONE BOX PER STATEMINT) °

Feel This Way Feel This Way Never Feel
Frequently Sometimes This Way
s. Me m m m .
b. Race m E E )
c. Sex m E] m
4. Other (specify) m El E
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Tow sany prefessions) sonferences or workoheps 41d Fou sttend last yeaur (6s Mot
n tnelude Jour 2011117°0 tTRINIng Werksheps or seminare )t y ¢

—_— WuMBER L 3r wonE sx1P 70 0. 41 ]

3% Pow mAny ¢f these Beetings were:
3 1rstate WUWBTR G 1r-somntry FURRER

(@] out-efestate wUwETR @] ocutefecsmtry nuRezZR

[y zsimataly hew many dellare of reimbureesent did you odtain fres
mm* for attending thess renferenses oF Werkshepe and what pereent
S the tata)l ssst of these esenferences 414 this Feishuresenent esver?

DOLLARS PERCENT \ '

&1, Now here are some Questions about how people feel about themselves and their §rb.
When you thank about urself and your job these days, how much of the time do
you feel this way? (C*EEK ONE BOX STATEMENT)

Wever Or A Good

Little Of sSome Of Part Of Most Of
The Time The Time The Time The Time

a. feel nervous?
b. fee] irritated?
c. feel jittery?
é¢. feel calm?

e. feel unhappy?
f. feel good?

g. feel angry?

h. feel depressed?

-

i. feel fidgety?
3. feel blue?

k. feel cheerful?

BREENEEDEE EAE

1. feel sad?

clejajajcleicicicialcic)
cicicioisiciciciciciols)

clojolciolcasioinialoig)
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KR ¢ E Nl
Tatak,
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ag, M) in #l)l, how satisfied would you ssy you are with your job?

/' I

VINY SAIISFIED SOMIWHAT SATISFIED WNOT TOO SATISFIED MOT AT ALL SATISFIED

T
b

>, "~
0 B )] @
L,
B 83 Does your job involve direct contact with clients?
N vES G w . Skap to Q. k6 .
D g
NHere are some statements Of Job-related feelinas. Plesse resd ssch statement
carefully and decide hov 8LrONg you agree or dissgree wath each statement. Place
8 chech on the number on the acale that comes closest to your feelings.
strongly Strongly
A ———————————
Disagree Agree
S 8. 1 can easily understand how my clients
C T fee) about things.

b. I feel I treat some of my clients as if
they were "impersonal” objects.

c. 1 dea) very effectively with the
problems ©of wmy clients.

4. 1 have become more csllous toward
pecple since 1 took thas job.

e. 3 feel 1 am positively influencing
people's lives through sy work.

£f. 1 feel that this job is hardening me
emoticnally.

g. 1 feel very energetic.

h. I can easily creste a relaxed stmosphere
with my clients.

i. 1 feel exhilarated after working closely
with my clients.

3. 1 feel clients bDlame me for some of
thear problems.

X. 1 hesve accomplished many worthwhile things
in this job.

2. In my job. 1 deal with emotional problems

very calmly. ]

BEEEHUNUEUEEEE A

m. 1 feel °burned-out”™ from my work.

n. When 1 am unsuccessful with & client,
4t is usually my fault.

SIS

©. 1 don't really care what happens to sowme
clients.

e BEE 8B B8 843
O EEEEREEREEERREBEOE
BN B EEBREEBEEEEB
PP EEOEBDEEOEEAE
P IMPMHEUEUEEEEEE M
P EEEEEEREEEEEREAE

&)

85 Thinking about the clients you served last year., how succesafyl would you sa (-]
were in your professional work? Y = yes ¥ you

VERY SUCCESSIUL SOMEWHAT SUCCESSFUL SOMEWHAT UNSUCCESSFUL VERY UNSUCCESSFUL

&) [t |8 @

' 42
efale
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86, Toking everything into consideration, how likely is it thet vou will make a
genuinge effort to Pesign your sompissien and lesve the A1y Peres within the mext yoar?

[ venr tixouy 3] soumwiar Laneey G) wor AT Al LIxmLy
L 2 » -
&7. Why is thet?

[ sxip to 0. 28.]

88. hesd each of the following pairs of statements. Please select the one statement of
each pair, which you more strongly believe to be the case as far a8 you are concerned.
Obviously, there are no right or vrong answers. {CHECK EITMER BOX 1 OR 2 IN EACH PAIR)

P EBRNEEE BEEE B 8@ BE BE 88

Without the right bresks, one cannct be an effective leader.
-OR-

Capable people who fail to become leaders have not taken advantage of
their opportunities.

I have often found that what is going to happen will happen.
Trusting to fate has never turned out as well for me as making a
decision to take 8 definive course of action.

What happens to me is my own doing.

«OR-
Sometimes I feel 1 don't have encugh control over the direction my life
is takang.

Knowing the right people is important in Geciding whether 2 person will
get ahead.

-OR-
Pecple will get ahead in life if chey have the goods and do & good job:
knowing the right people has nothing to do with at.

Many -of the unhappy things in people's lives are partly due to bad luck.
-OR~
People's misfortunes result from the mistakes they make.

- g"
.-‘.". L. When I make plans, I am almost certain that I can make them work.
- -OR=
_n-...‘ It is not always wise to plan too far ahesd because many things turn
'f-,'_ Out to be & matter of good or bad fortune anywsy.
- N 9. In my case, getting what I want has little or nothing to do with luck.
i, ~OR-

Rany times, we might just as well decide what to do by flipping a coin.

Poople who don't 4o well in life often work hard, but the breaks
Just don’'t come their way.

-OR-
Some people just don‘t use the breaks that come their way. If they
don't do well, it's their own fault.

-

Many times I feel that I have little influence over the things that
happen to me.

-on-
It 1is impossible for me to believe that chance eor luck play an
important role in my laife,

S e e
cat At aaaraty
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9. m In the long ren, the Dad things that happen to uws are halanced by
the good enea.

=OR=
m Nost misfortunes are the result of lack of ability, sgnorance,
laziness, o all) three.

x. m Nost people éon’t sealize the sxtent to which their lives are
controlled by accidental happenings.
~OR-
m There really 4s m0 such thing es “Juck."”

Nere is & 1ist of physical conditions. Plesse check how often each has happensd to
8. you in the Jast year. (CHECK ONE BOX PER STATEMENT) — -~

ke
53
o
L]
=]
i
19
H
»

Rarely Mever

a. trouble breathing or shortness of bresth?

b. pains in back or spine?

€. becoming very tired in a short time?

4. bhaving trouble getting to sleep?

e. finding it @ifficult to get up in the moraing?
f. f4nd your beart pounding or rscing?

§. bands sweating 8o that they feel damp and
clamny?

h. poor appetite?

§. wspells of 8izziness?

4. bhaving trouble staying asleep?
k. having an upset stomach?

BRUBDEE BBBEBAE
BREEEE BEEEaE
HEEEHE BEBEEBE
DEEREE BEAEEE

1. bhaving hesdaches?

50. All is 6l), v wash Ftress Would yew may yeur jeob inpeces on Jun?
53] 3] 51} 0]

4 @rest Dma) Some Dagree very Little Sene 4t A1)

5. Tow mmeh wenld you Gny this Ftress iBpacts on your Serk perfermance
AR & pegative may?

o a F3 |0

A GCresas Dmal Sone Dagree Vory Little Sene At A1)

52, Bare 18 & list of things that many pecple look for or want out of life. Please stuly
the 1ist carefully and indicate which one of them is the most important and which one
of them is the lesst important to you.

[E) stwst or sarETY Asp szcuRITY

WARM AND LOVING RELATIONSHIPS
WITH OTHERS

INPORTANT (MBQER)

ORBMRER) SELY-RESPECT

;
:
s

PIRANCIAL SECURITY
SENSE OF ACCOMPLISHMENT

HEHE &

At . D TP I LR . . . .
o e N e T A, .
WA' A e tat et n, caa e Sy 1‘_\."&.' : . N

et ., et e e . R . N - R .o . PN - . . ~i
S I, T . T S S N T A




217

53. BNere are some statesents about how people feel. Some people agree with them, others
disagree with them. Please indicste by placing a check in the eppropriste box
whether you Strongly agree. sgree Somewhst, disagree somevhat, or strongly disagree
with the jtem. (CHECKX ONE BOX PER STATEMENT)

Btrongly Agree Dissgree BStromgly
Agree = Somewhat . Somewhat Pisagree
s. 1 feel that 1'm a person of worth, at
least Oon an equal basis with others. m m m m
b. 1 feel that 1 have & number of good
qualities. B & €1} A
€. All $n 8ll, I am inclined to feel that
1 am a failure. m m @ E
4. 1 am adble to do things as wel)] as most
other people. m m m m
6. 1 feel I do not have much to be proud of. m @ E E
f. 1 take & positive attitude towsrd myself. o & G @
§. On the whole, I am satisfied with myself. m m E E
h. I wish I could have more respect for
mysei. B BB 0 6
1. 1 certainly feel useless at times. m B E E
§. At times, I think I am no good at all. o B8] (2] )

Sk, Owverall, how satisfied are you with your life these days?

VERY SBATISFIED SOMEWHAT SATISTIED NOT TOO SATISFIED NOT AT ALL SATISFIED

§S. Thank you very much for completing this questionnaire. Please feel free to write any

comments in the space below,

. . . - e . NET . e e L. e et
- e T e - PR e tet T . Lo e, S
- P

P R PRSI I T S UYL PP V. PP TR S A W PO P SR

PP g .

[Ny

k
3

L
L L

Caratatlae o

DNESEURLFN T A

R




v — —— v - .
LA G i anar e e i AR PR SN AL B LIRS LA SR r-'—-vtr','-.r"“' TareTew - *

. . -]

M iana i Budl Aot o d Sk Il P e A e A un Tiie
e r M ETRAR e Ty AT

.

i Mg

DTS S

P W)

e

APPENDIX E

CODING MANUAL

(I T PP U G S RN

g

Py

s a

PR Y

0

WY

s

i




MRS AN AN S A e g At/ i st AR it S AR M e R ol e L U g g e Al AT S I S SEULAF AL PRV 4 S RIS S AP TEIA A dad W A i it o

R S

L )
84, 0 45 N
[ UV R

R B

Missing Values = Blank

Item Description
and Name

o Variable Question
T Name Number

ID1 -- Respondent's ID

STCNT 1 State or Country of Assign-

ment

218

001
002
003
004
005
006
007
oos8
009
0lo
011
012
013
014
015
0le
017
0ls8
019
020
021
022
023
024
025
026
027
028
029
030
031
032
033
034
035
036
037

United States

Alabama
Alaska
Arizona
Arkansas
California
Colorado
Connecticut
Delaware
Dist. of Columbia
Florida
Georgia
Hawaii

Idaho
Illinois
Indiana

Iowa

Kansas
Kentucky
Louisiana
Maine
Maryland
Massachusetts
Massachusetts
Minnesota
Mississippi
Missouri
Montana
Nebraska
Nevada

New Hampshire
New Jersey
New Mexico
New York
North Carolina
North Dakota
Ohio

Oklahoma




coMM

wrgruregegrTe.

i

"

pudiares An - i At atuk oA S B el oo g

038
039
040
041
042
043
044
045
046
047
048
049
050
051

Eur

060
061
062
063
064
065
066
067

Ori

Q70
071
072
073
074

la
Ass

01
02

03
04

05
06

. - B -
. : . S et e et LT L R K AN
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Oregon
Pennsylvania
Rhode 1Island
South Carolina
South Dakota
Tennessee
Texas

Utah

Vermont
Virginia
Washington
West Virginia
Wisconsin
Wyoming

Overseas

ope (USAFF)
Great Britain
Greece
Italy
Netherlands
Portugal
Spain
Turkey
West Germany
ent (PACAF)
Guam
Japan
Okinawa
Phillipines
South Korea

USAF Major Command to Which

igned

Major Air Force Commands

Tactical Air Command
Strategic Air Command
(SAC)

Military Airlift Command
(MAC)

Alr University (AU)

Alr Training Command (ATC)
U.S. Alr Forces Pacific
(PACAT)

(TAC)

.....

N,

B g Y

T

R W W
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"l
I -
s
S

o n

07 Air Force Logistics
Command (AFLC)

08 U.S. Alir Forces Europe
(USAFE)

' 09 U.S. Air Force Academy

L) (USAFA)

& 10 Alaskan Air Command (BAC)

- 11 Air Force Space Command
(AFSC)

R 12 Air Force Systems Command

- 13 Headgquarters Air Force

Medical Service Command

(HQAFMSC)

N

L

R
e

BS 2 Size to Base to Which Assign-
ed, Range: 1 to 6

PAB 3 Personnel Assigned to the r
- Base Medical Facility

R Range: 1 to 6
AGF 4 Respondent's Age
™ SFX 5 Respondent's Sex

RANK 6 Military Rank of Respondent
Range: 1 to 6

o YC 7 Years of Commissioned Ser-
vice

‘ TYS 8 Total Years of Military
R Service

ETHN 9 Ethnicity of Respondent
Range: 1 to 7

MS 10 Marital Status of Respondent
Range: 1 to 4

PI 11 Personal Income of Respondent
Range: 1 to 6

FAP 12 Feelings About Pay*
o Range: 1 to 4
Higher Score =Better Feelings

; RM 13 Respondent's Family Income
N Range: 1 to 6

* Reverse Coded

v




HED

WDF

ACSW

NSWPH

TCP

HTW

STCM

CCR

MOP

PS

CW
NWG
CWWF
CWLA
CWSA
CWSU
SWOB

OHPOB

PTDC

PTT
PTCAS

BTN A Al ol Ah RS A F_. i B e

* Reverse Coded

b At I8 -A0 Sl A A AN S e i Su e e Mn e Bde s eciinci on i it 2 A A St A A )
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14
15

16

17

18

19
20

21

22

23

24
25
26a
26b
25¢c
26d
27

28

29%a

29b
29c

222

Highest Earned Degree

When Degree was Earned (Year)
Respondent's Professional
Cer:ification Through the
Academy of Certified Social
Workers*

Number of Social Work Posi-
tions Held in Career

Time Held Current Position
(Years)

Hours in a Typical Work Week

Size of Typical Caseload per
Month

Consider Caseload Right?
Method of Social Work Prac-
tice

Range: 1 to 6

Setting of Current Practice
Range: 1 to 8

Have Work Group (Co-Workers)?

Number in Work Group

Co-Workers Warm and Friendly p
Co-Workers Listen Attentively
Co-Workers Show Approval

Co-Vlorkers Show Understanding

poes

Social VWorkers on the Base

Other Mental Health Profes-
sionals on the Base

bttt ibeitiitANR,

% Time in Direct Client
Contact

Time in Travel

Time in Contact With
Agency Staff

ol vo



ChitN

n':‘ .,

.
)
u. .. » &

P

PTBCA
PTAD
PTOA
CMF
CPG
OoDsA
TWC
NFT
NAEAW
WI

PG
GFD
CDB

JSG
PESHE

JCSFT

SCJ

FBG
PSP

SRW
FPP

CN1

ID2

FTJD
FCD

HG
PHF
PPI
TWDW
ECFC

* Reverse Coded

294
29e
29f

30a
30b
30c

30d
30e
30f

30g
30h
301

303

30k
301

30m
30n

300
30p
30qg
30x

30s
30t

30u
30v
30w
30x%
30y

223

% Time in Base/Community
Agencies

% Time in Administrative
Duties

% Time in Other Activities

Chance to Make Friends*

Changes for Promotion Good*

Opportunity to Develop
Special Abilities*

Travel to Vork Convenient*

Never Enough Time on Job

Not Asked to do Excessive
Amounts of Work*

Work is Interesting*

Pay is Good*

Given Freedom to Decide How
To Work*

Change to do Things I Like
Best*

Job Security is Good*

Problems Expected to Solve
Are Hard Enough*

Can't Satisfy Everybody at
Same Time

Supervisor is Competent in
Job*

Fringe Benefits Good*

Physical Surroundings Plea-
sant*

Can See Results of Work*

Can Forget Personal Problems*

Card Number 1

Respondent's ID

Enough Time to Get Job Done*

Free From Conflicting De-
mands*

Hours Are Good*

Promotions Handled Fairly*

People Take Personal Interest*

Too Much Work to do Well

Employer Concerned About
Giving Fair Chance*




SS0U

PWF

KsM
EsSwW

CE
MPM

HSJP

OPS

SWF
SLA

SSA
SsuU

SCF

SHJD

SS

sr

DAGF
DRACF
DSFX
DOTHER

PCWA
MIS
MOS
MIC
MOC

DOLLS
PERCR

FN
FI

Reverse Coded

30z
30aa

31la
31b

31c
314

32

33

34a
34b
34c¢
344
34e

34fF

35
36

37a
37b
37c
374

33

39%a
39b
39c¢
394

40a
40b

4la
41b

To Satisfy Some, Others
Upset
People at Work Friendly*

Knowledge of Subject Matter*

Enthusiasm for Same Work
Next Year*

Colleague's Effectiveness*®*

Mastery of Practice Method*

How Successful in Profession-
al Viork*

One Person as Supervisor

Supervisor Warm and Friendly*

Supervisor Listens Atten-
tively*

Supe-visor Shows Approval*

Supervisor Shows Understand-
ing*

Supervisor Has Clear Expec-
tations*

Supervisor Helpful in Getting
Job Done*

Supervisor's Sex
Supervisor's Ethnicity

Age Discrimination

Race Discrimination

Sex Discrimination

Other Type Discrimination

Professional Conferences
Attended

How Many In-State

How Many Out-of-State
How Many In-Country

How Many Out-of-Country

Dollars Reimbursed
% Reimbursed

Feel Nervous*
Feel Irritated*

ORI |
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FJ
FC
FUH
FG
FA
FD
FY
FB
FCH
FS
SWJ

JIDCC

EUCL

TCIO

DEPC

BMC
PIPL

JHF

FE
ECRAC

EWC

CBPM

AWJ

DWEP

FBO

WUCMF

DCHSC

HSJC

LSNJ

Reverse Coded

AT A

L S,

r o »

41c
414

4le
41f
41g
41h
411
415
41K
411
42

43

44a
44b
44c

444
44e

44f

44qg
44h

441
443
44k
441
44m
44n
440

45

46

- .$.$-

S )

Feel Jittery*
Feel Calm

Feel Unhappy*
Feel Good

Feel Angry*
Feel Depressed*
Feel Fidgety*
Feel Blue*

Feel Cheerful
Feel Sad*

Satisfaction With Job*

Job Involves Direct Client
Contact?

Easily Understand How
Clients Feel

Treat Some Clients as Imper-
sonal Objects*

Deal Effectively with Prob-
lems of Clients

Become Callous With Job*

Positively Influencing
People's Lives

Job is Hardening Me Emo-
tionally*

Feel Energetic

Easily Create Relaxed Atmo-
sphere with Clients

Exhilarated by Work With
Clients

Clients Blame me for Prob-
lems*

Accomplished Worthwhile
Things on the Job

Deal with Emotional Problems
Calmly

Feel Burned-Out*

When Unsuccessful with
Clients, It's My Fault*
Don't Care What Happens To

Some Clients*

How Successful Are You on
Job With Clients*

How Likely That You Will
Leave the Service Next Year

REPDW PP ORI

IR TV I




RBTO

WWMD

ODNC

RPGJ

CN2

ID3

BLMM
PWMF

LLFC

NBOF
LINC

BGLA

AHNL

TB
PB
TST
TGS
DGUM

HPR
HS
PA
SD
TSA
Uus

SIBJ

SIWP

AN e e e e L -

48a

48b

48c

48d

48e
48f

48g

48h
481

485
48k

49a
49b
49c
49d
49e

49f
49qg
49h
491
495
49k
491

50

51

* Reverse Coded

226

Right Breaks or Take Advan-
tage of Opportunities

What Will Happen Will or
Make Decision to Take
Action

My Own Doing or No Control
Over Direction of Life*

Knowing Right People or Do
Good Job

Card Number 2

Respondent's ID

Bad Luck or Mistakes Made
Make Plans Work or Matter
of Fortune*
Little To Do With Luck or
Flip a Coin*
No breaks of Own Fault
Little Influence Over Things
or Not Luck That Plays Role
Bad Balanced By Good or
Lack of Ability
Accidental Happenings or
No Such Thing as Luck

Trouble Breathing

Pains in Back

Tired in Short Time

Trouble Getting to Sleep

Difficult to Get Up in
Morning

Heart Pounding

Hands Sweating

Poor Appetite

Dizzy Spells

Trouble Staying Asleep

Upset Stomach

Headaches

Stress Imposed by Job

Stress Impacts Work Perfor-
mance

- -, . e A T T A T e e e et e e T e e et e e e T Y
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MID 52a Most Important Dimension

LID 52b Least Important Dimension

FPW 53a Feel I'm A Person of Worth*

FNGQ 53b Feel I Have a Number of Good
Qualities*

FF 53¢ Feel I'm a Failure

FDGAO 53d Feel I Do Things as Well as
Others*

FNMPO 53e Feel Not Much To be Proud Of

TPATM 53¢ Take Positive Attitude
Toward Self*

SWM 53g Satisfied with Myself*

WMRM 53h Wish More Respect for Self

FUAT 531 Feel Useless at Times

NGAA 533 No Good At All

OSWL 54 Overall Satisfaction With
Life

CN3 - Card Number 3

SUBSCALES

SC26 26 Emotional Support of Co-

Workers

*Score = total of 26a+b+c+d

Range: 4 to 16

Higher Score = more emotional
support

SC30CMF 30 Comfort
*Score = total of 30d+f+p+r+
s+t+u
Range: 7 to 28
Higher Score = greater com-

fort
SC30CEL 30 Challenge
*Score = total of 30c+g+i+g+
l+qg

Range: 6 to 24
Higher Score = greater
challenge

* Reverse coded
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" SC30FR 30 Financial Rewards
N *Score = total of 30h+k+o
- Range: 3 to 12
Higher Score = greater
financial rewards

SC30RWC 30 Social Relationship With
Co-Workers
*Score = total of 30a+w+aa

oag e,
«

.
L T

§ Range: 3 to 12
o Higher Score = better rela-
[ tionship
SC30PRCM 30 Promotions
*Score = total of 30b+v+y
Range: 3 to 12
- Higher Score = better feel-~
2 ings about the promotion
-~ system
N
- SC30RC 30 Role Conflict
o *Score = total of 30e+m+x+z
S Range: 4 to 16
Lower Score = higher role
conflict
- SC30SUPC 30 Supervisory Competence
- *Score = 30n 3
Range: 1 to 4 %
Higher Score = higher compe- 1
tence ﬁ
» SC34SFsS 34 Supervisor Emotional Support N
N *Score = total of 34a+b+c+d+ R
-‘. e+f .".-l
Range: 6 to 24 B
Higher Score = more support e
~ SC44IPRS 44 Impersonalization }
. *Score = total of 44b+d+f+o
- Range: 4 to 28
B Lower Score: more imper-
P sonalization ij
t ;]
1 -:‘1
A ..'
L -
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CIRRS
P

O

SC44PACC

SC44ATT

SC41EWL

SC48LOC

SC49PHWL

SC53SF

* Reverse

R I
RN

Coded

44

44

41

48

49

53

229

Personal Accomplishment

*Score = total of 44a+c+e+g+
h+i+k+1

Range: 8 to 56

Higher Score = more feeling
of accomplishment

Attribution

*Score = total of 44j+n

Range: 2 to 14

Lower Score = more attribu-
tion of blame

Emotional Wellness
*Score = total of 4la thru 1l

Range: 12 to 48
Lower Score = more emotional
distress

Locus of Control
*Score = total of 48a thru k
Recode: a, b, 4, e, h, 1,
j, k (1l=0; 2=1)
Recode: ¢, £, g

(1=1; 2=0)
Range: 0 to 11
Higher Score = internal

locus of control

Physical Wellness
*Score = total of 4%9a thru 1

Range: 11 to 48
Lower Score = more physical
distress

Self-Esteem

*Score = total of 53a thru j

Recode: a, b, d, £, g

Range: 10 to 40

Higher Score = more self-
esteem
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THE UNIVIRSITY OF TEXAS AT AUSTIN
SLHOUL OF 30CIAL WORK
AUSTIN, TEXAS 78712

.1 am on an AFIT assignment at the University of Texas

as a doctoral candidate 3in social work, As my dissertation
topic 1 have chosen to examine the level of job satisfaction
apong the professional social work officers in the Ailr Force,
This study has the approval of the USAF (SCN 83-62).

The enclosed questionnaire asks questions about you, your
work environment, and your Jjob, It will take adbout 30 minutes
of your time to answer the questions, While I am fully aware
that this 1s a significant time commitment,,] believe that.
you will find the questions interesting and worthwhile,

1 need to have completed questionnaires from everyone in
order to accurately assess the dimensions of our work role
in the Alir Force and its impact on levels of job satisfac-
tion,

Your answers to all of the questions are, of course,
voluntary and will be kept strictly confidential, The
ansvwers which you provide will be pooled with those of the
other respondents and no identifying information of any
kind will be used in the study results,

J would appreciate your completing the questionnaire
and returning it to me as quickly as possible, 1 have en-
closed a stamped, self-addressed envelope for this purpose.
There will be no way for me to identify any of the returned
Questionnaires, ] anm asking you, therefore, to maill the
enclosed postcard to me separately so that I will know that
you have completed and returned the questionnaire. This
will help me save both time and expense as I will be able
to determine who has not responded and then mmil follow-up
questionnaires only to those people. There is also a place
on the postcard where you can indicate whether you want to
recelve a summary of the findings of this study, In a small
way sharing these findings about our profession wWill be my
way of saying *thanks= for your time and help.

Your answers are very important to the goals of this
study, I really appreciate your assistance.

Sincerely
DM?& h.')

Daniel W, JahTonsKi, Capt, USAF BSC
Clinicsl Socia

Doctoral Candidate in Social Work
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Privacy Act Statement

P T .o e et
[FCPRPRC 2 RENBPEPETNY | S TS B WY P 3§ UPRPRT P RTI

'
P

S g

[l )
o 5

s

e

My St
M

BITTRED PRRPONOSAL

'
f
s g

' BN

T LRI PP L ST LI O s

- - - - -t - i - “, -
B - ST IR A . PR R N R N R T TN
e A e T At e STAPD S A et e e Ay Ak alata VAt At T et T AT Tt

b bl it da 'L

b,




PR
bk b

.
fas i gs o e o

i

APPENDIX G

2

PRIVACY STATEMENT

1.
Py

‘L

»
v Te e S
Al

ave
PR R

In accordance with AFR 12-35, paragraph 8, the following
information is provided as regquired by the Privacy Act of
1974:

i

e
‘aiagh doat ety

- a) Authority:

‘; (1) 5 U.S.C. 301, Departmental Regulations, and/or

(2) 10 U.s.C. 8012, Secretary of the Air Force, ]
Powers, Duties, Delegatlon by Compensation; and/ 01
or

(3) DOD Instruction 1100.13, 17 April 68, Surveys o
of Department of Defense Personnel; and/or

b) Principal Purposes. The survey is being conducted to A
collect information to be used in research aimed at
illuminating and oroviding inputs to the solution of
interest to the Air Force and/or DOD.

& c) Routine Uses. The survey data will be converted to K

information for use in research of management related »

problems. Results of the research, based on the data J

provided, will be included in a written master's j
- thesis or doctoral dissertation and may also be in- )
. cluded in published articles, reports, or texts.
Distribution of the results of the research, based on
. the survey data, whether in written form or vresented
R orally, will be unlimited.

d) Participation in this survey is entirely voluntary.

e) No adverse action of any kind may be taken against
. any individual who elects not to participate in any
q or all of this survey.
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THE UNIVERSITY OF TEXAS AT AUSTIN )
SCHOOL OF $0CIAL WOLK .1

AUSTIN, TZXAS 78712 -

About a month ago I sent you a Qquestionnaire which
] am using to gather data about our corps and which will
be used tc complete my APIT sponsored doctoral disserta-
tion. To date, I have not received a response from you,
1 realize that it is possidble that, if you 4id respond,
the letter has been lost in the postal system, If you did
previously respond, you oan ignore this package and discard
it. lLet me say now, *"thanks® for your assistance, If, however,
you didn't get around to completing the questionnaire or
have lost 1t, I've enclosed another one, Flease consider
taking some time to complete 1it,

Your answers will be voluntary and are strictly con-
fidential, All answers will be pooled with those of all
the other respondents and no identifying information of
any kind will de in the study results, I have enclosed a
stamped, self-addressed envelope for you to mse in re-
turning the questionnaire tc me, Since there will dbe no
way for me to know who has Treturned a questionnaire, I
have also enclosed a stamped, addressed postcard which
you can complete and return to me separate from the survey ‘
questior..aire, In this way 1 will be able to determine
who has completed and returned the questionnaire,

Prom past experience I know just how hard it can be
to take the time to complete another questionnaire during
an already busy day, ] understand and can only assure you
that your responses are very impertant to this study.

P T

3.

Once agair, *"thanks" for taking the time tc help
in completing this study, 1 hope in some way that it will
benefit all of us,
Sincerely,
P PV

Daniel W, Jablonski, Capt, USAF
Clinioal Social Worker
Doctoral Candidate in Social Work
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THE UNIVERSITY OF TEXAS AT AUSTIN
SCHOOL OF $OCIAL WORK
AUSTIN, TEXAS 978712

A few weeks ago I sent you a follow-up survey package
which 1 am using to obtain data on the social work corps
in the Air Porce. This data will be used to complete my
AFIT sponsored doctoral dissertation. To date, ] still
have not received a response from you. If you have not
yet taken the time to complete the questionnajire, 1 am
asking that you take the time to do so. ] assure you that
your Tresponses are important to this study and to the
responee of the ALY Force €0 the study results, It really
won't take that much time to complete.

Keep in mind that this survey is both confidential
and participation is voluntary. In no way will you be
identified as an individual. All the data will be pooled
with that of the other respondents, After completing the
survey, please sign and return the enclosed postcard
separately so that I will know you have completed the
questionnaire, Your questionnajire should be mailed sep=-
arately in the enclosed stamped and addressed envelope.

1 know from my own past experiences how many demands
our roles as social workers in the Air Porce can make on
our limited time resources, But if we are to understand
in a better way the role and needs of Air Force social
workers, information from persons such as you are of the
utmost importance, Please consider completing the survey
questionnaire as soon as you can,

. Sincerely,
£.>‘. (3*
Daniel W, Jadlonskil, Capt, UBAF

Zlinical Social Worker
Doctoral Zandidate in Sociail Work
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APPENDIX J

CORRELATES OF JOB SATISFACTION

Table 2

Regression Analysis of Job Facets on Job
Satisfaction by Gender

Males
Job Satisfaction Beta t-statistic
Income .01 0.087
Marital Status -.04 -0.679
Challenge .45 6.980***
Comfort .02 0.210 R = .74
Financial Rewards .22 3.623%%%* R2 - .55
Promotions .18 2.913*%* : )
Role Ambiguity .13 2.304*
Role Conflict .01 0.016
Workload .02 -0.277
Females
Income -.01 -0.007
Marital Status .10 2.043%
Challenge .38 6.415***
Comfort .10 1.403
Financial Rewards .06 0.972 R = .65
Promotions .20 3.501%>* R2 = .42
Role Ambiguity .06 1.015 .
Role Conflict .08 -1.104
' Workload .09 1.340

o * .05

_.::. * % p - O 0 5

SO ***kn  ,001
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Correlation Matrix
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