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Chapter 1
INTRODUCTION

Rapid technological, social, and cultural changes have
had a dramatic impact on organizations over the last decade
(Huse, 1975). Rising labor costs, reduced capital availa-
bility, and slow economic growth have added to this impact,
forcing management's attention to the fuller development of
human resources in order to increase productivity (Reif,
Ferazzi & Evens, 1974). Mills (1972) saw this interest in
human resources as sound business. The development of human
resources is at such a low point that the marginal return on
investment can be relatively large.

Specialization of labor has enabled high speed, low cost
production. However, extreme specialization, such as that
found in mass production industries, often has serious
effects on the worker, passing on to the productive system.

The problem is the degree of specialization. When do
the disadvantages outweigh the advantages? The disadvan-
tages dominate the advantages much more often than previ-
ously thought. The reasons are many but may be summarized
in the 'too-small-jdb-chain" where a repetitious job leads
to monotony, boredom, job dissatisfaction, and ultimately

poor job performance (Chase & Aquilano, 1973).




Organizations, by overspecialization and underdevelop-
ment of human resources, have incurred excessive material,
psychological and social costs (Walton, 1972). One con-
clusion is that organizations are failing themselves and
society by not fully developing their human resources.
Employee Alienation:

Social and Organi-
zational Costs

The failure of organizations to develop their human
resources has nurtured the growth of employee alienation.
The problem of employee alienation has two parts associated
with it, First, because of increased employee alienation,
the output of American organizations is becoming inadequate
to maintain our economic position internationally. Overall
economic growth has and may continue to decline. Second,
the social effects of employee alienation result from
employee dissatisfaction with the job in which he works.
This employee dissatisfaction is expressed by passive with-
drawal, absenteeism, inattention on the job, sabotage,
deliberate waste, assaults, violence, and other disruptions
of the organization (Walton, 1972).

Additionally, a Health, Education and Welfare report
on Work in America (1973) indicated that

« ¢« « as work problems increase, there may be a con-

sequent decline in employee physical and mental health,

family stability, and community participation and




cohesiveness. Additionally there may be an increase in
drug and alcohol abuse, aggression, and delinquency.
(pe xi)
Clearly, such incidents are manifestations of a conflict
between changing employee attitudes and organizational
inertia. Increasingly what employees expect from their
jobs is different from what organizations are prepared to

offer them (Walton, 1972).

Emplovee Alienations

Impact on th
Military

Obviously, the military organization is affected by
the same technological, social, and cultural trends that
effect civilian industry (Crooch, 1976). However, the
effects of employee alienation in the military can have
more profound consequences.,

Generally, requirements of national defense place
higher demands upon quality and efficiency in the military
than in civilian industry. Furthermore, because of improve-
ments in weaponry, warning time has diminished so much that
technical failure in strategic weapon systems could threaten
our national survival. Therefore, the implication of any
occurrence of employee alienation contributing to such tech-
nical failure has far greater significance (Herzberg &
Rafalko, 1975). Additionally, reduced manpower, increased

labor costs, and expanded mission responsibility magnifies




the need for new management techniques that increase indi-

vidual levels of performance and satisfaction, while reduc-

ing -« -7 1enation (Crooch, 1976).
Job En: .. ... .« A Solution

to Employee Alienation?

Military and civilian managements' concern with the

more efficient use of human resources is commensurate with
their growing interest in job enrichment as a useful manage-
ment technique. Job enrichment assumes the best way to
increase both job performance and satisfaction is to con-
centrate on redesigning the work itself (Reif, et al.,
1974)., Principally, the technique focuses on satisfying an
individual's personal needs and goals through the work
itself, rather than by work-related benefits such as pay,
security, pensions, or other related fringe benefits
(Porter, Lawler & Hackman, 1975). The prospects for job
enrichment have been so great that the Health, Education
and Welfare special report, Work in America (1973),
selected it as the most encouraging method of improving
work in organizations.
The redesign of jobs is the keystone of this report.
Not only does it hold out some promise to decrease
mental and physical health costs, increase produc-
tivity, and improve the quality of life for millions
of Americans at all occupational levels; it would give

for the first time a voice to many workers in an
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important decision making process. Citizen participa-
tion in the arena where the individual's voice directly
affects his immediate environment may do much to reduce
[employee] alienation in America., (Work in America,

1973, p. xii)

Job Enrichment and
Individual Dif-

ferences

Initially, successes in job enrichment application
confirmed the publicized potential. Numerous case studies
involving such companies as AT&T, Traveler's Insurance
Company, Chemical Bank, and Kaiser Aluminum Company, have
applied job enrichment techniques with very rewarding
results in improving levels of performance and worker
satisfaction (Ford, 1969; Walters, 1975). However, as
these job enrichment efforts have spread, increasing numbers
of failures raised questions about the continued viability
of job enrichment as a management technique (Hackman, 1975).
As evidenced by Reif et al. (1974) in a study on 300 of
Fortune's top 1,000 industrial companies, only 37 of these
companies had planned any job enrichment efforts. Addi-
tionally those companies planning these efforts were skep-
tical in their approach. Representative written comments
from these companies, concerning their skepticism, were:

l, I would like to see more research prior to

actually adopting job enrichment.
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2. It [job enrichment] has limited applicability.

3. Problems in routine jobs are solved more effi-
ciently by automation and technical improvements.

4, It is used reluctantly, but increasingly, and
it is accepted with limited success. (Reif, Ferazzi,

& Evens, 1974, p. 74)

One reason given for the quandry over job enrichment
application was that existing theories were not adequate to
meet problems encountered in their application (Hackman &
Oldham, 1976). One school of thought suggested that early
theories did not account for the moderating effect of
individual differences (Hackman & Lawler, 1971). Specif-
ically, the more complex, fulfilling jobs offered by job
enrichment would be motivating only to individuals who have
a strong desire for the high order growth needs (self-
esteem, personal accomplishment, prestige) associated with
those jobs (Hackman & Lawler, 1971, p. 284). Conversely,
those individuals who have little desire for higher order
growth needs are posited to have a high desire for social
interaction needs (friendship, dealing with others) and
would be motivated by jobs with greater opportunities to
fulfill those social needs (Sims & Szilagyi, 1976, p. 226),
In general, proponents of job enrichment agree that the job
enrichment process is somehow linked to the psychological

make-up of the individual, and there is strong evidence




supporting the individual difference approach to explaining
this link. However, this support has been inconclusive.
Therefore, for job enrichment to remain a viable technique,
the underlying theory must focus on how the characteristics
of jobs and the individual differences of workers interact
to determine when an "enriched" job will have beneficial
outcomes, and when it will not (Hackman & Oldham, 1976, p.
251).

Problem Statement
The full potential of job enrichment for maximizing the

return on invested human resources cannot be realized unless
its theoretical foundations are understood. Past research
has indicated that individual growth needs effect how satis-
fied an individual will be with an enriched job; however,
the impact of an enriched job on individual performance
remaing in doubt (Umstot, Bell & Mitchell, 1976). The
effect of social needs as a moderator on the outcome of a
job enrichment effort has not been studied. Consequently,
additional research needs to be conducted to verify the mod-
erating effects and possible interactions of individual
growth need strength and social need strength on the desired
job enrichment outcomes: increased performance and satis-

faction,
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Regquirement for the
Research

Despite present emphasis on pay and various other
fringe benefits within the Air Force, there is a growing
awareness by USAF managers that their subordinates want to
be challenged, to have interesting jobs, and to be respon-
sible for their actions. Additionally, these managers
recognize that their subordinates want to be involved, and
may be more satisfied if they are. Consequently, there has
been an increasing interest in using job enrichment as a
management technique within the Air Force (Crooch, 1976.

p. 58).

However, little is known about the relative effects of
applying various job enrichment strategies. There are a
number of reasons for this state of affairs., Some are as
a result of methodological difficulties in carrying out job
enrichment projects; others derive from the limited capa-
bility to measure what happens when jobs are changed.
Perhaps one of the most basic reasons for this problem is
the inability of existing research to explain exactly how
jobs affect the behavior and performance of employees
(Hackman & Oldham, 1975, p. 159). Various job enrichment
strategies may produce spectacular success in some organi-
zations (Walters, 1975) and dismal failure in others (Frank
& Hackman, 1975). While there were some areas of success

in the Air PForce use of job enrichment at the Ogden Air
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Logistics Center, Ogden, Utah, there were also some incidents
of resistance to change which reduced the overall success of
the program (Rafalko, 1976, p. 50).

While Air Force implementation efforts are just beginning,
parallels for successful implementation can be drawn from
civilian industry. Central to civilian successes is the con-
cept that job enrichment involves the identification of those
job situations and individuals that will benefit most from the
job enrichment process. If the Air Force can accomplish this
identification process, then the Air Force should be able to
maximize its return on the job enrichment investment while
minimizing prospects of failure.

The current theory that best identifies jobs and indi-
viduals for the enrichment process is the job characteristics
model of job enrichment developed by Hackman and Oldham (1975,
1976). This study used the job characteristics model in an
analysis of data resulting from a previous survey conducted
at an Air Force installation. If the theoretical basis of
this model is supported, then the model may be generalized
as appropriate for other military installations, thus pro-
viding a necessary technique for Air Force managers to iden-
tify those jobs and individuals which may benefit from a job
enrichment process. The hypotheses that were tested were
designed to examine the theoretical basis of the job charac-
teristics model with the possible introduction of social need

strength as a moderator variable.
9




Objectives

There were six objectives to the proposed research.
First, the relationship between job characteristics and
level of job satisfaction was investigated. Second, the
basic relationship between job characteristics and level of
job satisfaction was examined to uncover any moderating
effects of growth need strength. Third, the relationship
between job characteristics and individual level of per-
ceived performance was investigated. Fourth, the relation-
ship between job characteristics and individual level of
perceived performance was examined for any moderating
effects of social need strength. The fifth objective, the
relationship between job characteristics and level of job
satisfaction, was examined for any effects of social need
strength. The sixth objective was to examine the relation-
ship between job characteristics and individual level of

perceived performance for any effects of social need strength,

Research Hypotheses

The following research hypotheses were tested to
accomplish the first four objectives:

1. There is a positive relationship vetween job
characteristics and job satisfaction. As job character-

istics increase, job satisfaction increases.

10
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2. The relationship between job characteristics and
and job satisfaction is stronger for individuals with a
high GNS, than for individuals with a low GNS.

3. There is a positive relationship between job
characteristics and perceived performance. As job charac-
teristics increase, perceived performance increases.,

4, The relationship between job characteristics and
perceived performance is stronger for individuals with a

high GNS than for individuals with a low GNS.

Research Questions

The following research questions were studied Lo
accomplish the last two objectives:

l. Is the job characteristics-job satisfaction
relationship affected by the SNS?

2. Is the job characteristics-perceived performance

relationship affected by the SNS?

11

——t
. ol —— 38 e P st
T et




T WA s

|

e E— SR e— e ey g g—

Chapter 2

LITERATURE REVIEW

Job Interaction with
Individual Differ-
ences

This chapter provides a literature review of research
concerned with the pb characteristics-worker response
relationships and individual differences, with special
emphasis on theories that consider the moderating effects
of growth need strength. Additionally, the basis for the
research questions regarding social need ¢« trength is dis-
cussed in terms of conceptual applications drawn from the
literature.

Research on Individual
Differences

Much of the early research suggests that individual
differences moderate the job characteristics-worker response
relationship ( Pierce & Dunham, 1976, p. 87). The early
individual differences discussed in the literature were
urban versus rural background, alienation from the

Protestant ethic, and growth need strength.

Urban ver:c .. rural background. Turner and Lawrence
(1965) made the observation that job enrichment led to high

job satisfaction and attendance for workers from factories

12
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located in towns but not from cities. This observation came
as a result of their study on worker motivation. Turner and
Lawrence conducted a comprehensive analysis of employee
reactions to various aspects of their job (variety, autonomy,
required interaction, optional interaction, knowledge and
skill, and responsibility). Those job attributes were
measured by the Requisite Task Attribute Index (RTA Index)
that they developed. Initially, Turner and Lawrence hypo-
thesized that employees would respond favorably to jobs
rated high in the RTA. Further, they predicted a positive
relationship between job complexity and job satisfaction,
and a negative relationship between job complexity and low
attendance. This hypothesis was not supported. However,
further analysis showed workers from small towns responded
favorably in the hypothesized manner, and that workers from
cities did not. Turner and Lawrence suggested the reason
for the disparity was due to the social and subcultural
differences between individuals living in towns versus

cities.,

Alienation from Protestant ethic. Blood and Hulin

(1967) re-analyzed data from 1,300 blue-collar workers
gathered by another researcher. They found a near zero
relationship between skill level jobs and job satisfaction
for blue-collar workers from highly urban areas; but a

positive relationship between skill level and job

13
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satisfaction was found for workers from less urbanized
areas. They argued that workers from large cities could not
be considered as being anomalistic on the basis of this evi-
dence, but could be considered to be alienated from work
norms of the middle class (belief in the work related
aspects of Calvinism and the Protestant ethic), and inte-
grated with the norms of their own particular subculture.
They concluded that a job enrichment effort as a means of
motivating workers, decreasing boredom and dissatisfaction,
and increasing attendance and productivity, is valid only
when applied to certain segments of the work force--white
collar, supervisory, and nonalienated blue-collar workers
(Hulin & Blood, 1968, p. 50).

Stone and Porter (1973) examined the relationship
between job characteristics (as measured by the RTA Index)
and job satisfaction for a sample of employees who worked
and lived in urban areas. Results showed that indices of
job characteristics were positively and significantly
related to satisfaction with the work itself. Contrary
to what is suggested by the Hulin and Blood (1968) study,
Stone and Porter's sample of urban employees, who worked
on jobs of higher complexity, did not experience greater
dissatisfaction with work. Therefore, Stone and Porter
concluded that their results did not support the findings
of Hulin and Blood.

14




Growth need strength. A study by Hackman and Lawler

(1971) was a major development in the study of employee
reactions to job characteristics. They conceptualized that
high satisfaction and high performance would result from
desires for higher order need satisfaction (growth need
strength) combined with conditions on the job such that per-
formance would bring about the desired need satisfaction.
Their research was conducted on a group of 208
employees and 62 supervisors who worked in 13 jobs in the
traffic department of an eastern telephone company. The 13
jobs were rated using four job characteristics of autonomy,
variety, task identity, and feedback. Measures of desire
for higher order need satisfaction were taken along with
measures of criterion variables of satisfaction (motiva-
tion, performance, and attendance). In general, positive
relationships were found between the four job characteris-
tics and the four criterion variables. Analyses were per-
formed in the upper and lower third of the sample based on
higher order need strength. Growth need strength was found
to be a moderator in the relationship between job satisfac-
tion and three of the four job characteristics (autonomy,
variety, and feedback). Additionally, the relationships
were stronger for the higher growth need strength group
than for the total sample and, the relationships were weaker

for the lower need strength group than for the total sample.
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The existence of differences either subcultural, socio-
logical, or individual, appears to influence the job enrich-
ment process. Wanous (1974) compared three of the previously
proposed individual difference variables: urban versus rural
background, strong versus weak belief in the Protestant
ethic, and higher order need strength (growth need strength).
The research was conducted in an eastern telephone company,
using a sample of about 80 newly hired female telephone
operators. His results indicated that higher order need
strength is the most effective of the three individual dif-
ferences studied, followed by the Protestant ethic which
showed moderate effectiveness as a moderator variable, and
last by the urban/rural difference which was generally in-

effective (p. 620).

Growth need strength supported. In order to support or
refute earlier findings, Brief and Aldag (1975) performed a

constructive replication of the Hackman and Lawler (1971)
investigation.1 Brief and Aldag sampled 104 employees (at
a Division of Corrections in a midwestern state) employed
in a variety of jobs whose ultimate purpose was the reha-
bilitation of inmates. Significant positive correlations
between job characteristics and worker responses (internal
work motivation, general job satisfaction, performance, and

absenteeism) were found only for individuals with high

16
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growth need strength. Their findings provided additional
support for and served to extend the applicability of the
Hackman and Lawler study. However, Brief and Aldag ques-
tioned how growth need strength actually moderates the
relationships, even though they found generally significant
support for its moderating influence.,

Hackman and Oldham (1975, 1976) developed and tested a
"job characteristics model* which was an attempt to extend,
refine, and optimize the relationships between job charac-
teristics and worker responses., The basic job character-
istics model is presented in Figure 1. At the most general
level, five job characteristics are seen as prompting three
psychological states which in turn lead to a number of bene-
ficial personal and work outcomes. The links between the
job characteristics and the psychological states, and
between the psychological states and worker responses, are
shown as moderated by individual growth need strength.
Their model was tested using data from 658 employees working
on 62 different jobs in seven organizations. The jobs were
highly heterogeneous, including blue-collar, white-collar,
and professional workers. The organizations were all busi-
ness organizations located in the East, Southeast, and Mid-
west in both urban and rural settings.

The primary data collection instrument was the Job
Diagnostic Survey (Hackman & Oldham, 1975) which was

designed to measure each of the variables in the job

17
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characteristics model. Partial correlations and multiple
regression analyses demonstrated that the model was usable.
They also found that growth need strength moderated the job
characteristic~psychological state relationship and the
psychological state-worker response relationship. They
argued that all subjects respond to job enrichment efforts,
but that workers with higher growth need strength respond
more favorably. In other words the extent to which job
enrichment can be expected to have positive consequences

is dependent on the growth need strengths of employees.

Sims and Szilagyi (1976) tested for the moderating
effect of growth need strength on the job characteristics-
worker response (performance and satisfaction) relationship.
Their research was conducted using responses from 766 para-
medical and support personnel at a major midwestern medical
center. They also found high growth need strength generally
created a stronger relationship between job characteristics

and worker response.

Growth need strength not supported. When the effects of

growth need strength on the relationship between job charac-
teristics and worker response are examined, the results are
not always definitive. For example, several studies dis-
cussed found a statistically significant relationship be-
tween job characteristics and job satisfaction before growth

need strength was considered (Brief & Aldag, 1975:; Hackman &
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Lawler, 1971; Stone, 1976; Umstot, et al., 1976). When the
effects of growth need strength in these relationships are
considered, the results are not conclusive. Subgroup analy-
sis on high and low growth need strength groups in three
studies failed to show any significant changes due to the
moderating effect of growth need strength (Brief & Aldag,
1975; Hackman & Lawler, 1971; Hackman & Oldham, 1976).

In addition, the relationship between job character-
istics and job performance was weak before growth need
strength was considered (Hackman & Lawler, 1971; Umstot,
et al.,, 1976). When growth need strength was introduced,
the relationship was enhanced only slightly, although in
the predicted direction (Hackman & Lawler, 1971; Hackman &
Oldham, 1976; Wanous, 1974).

Champoux (1976) tested the moderating effect of growth
need strength as predicted by the Hackman and Oldham (1976)
model through the use of moderated regression analysis
(Saunders, 1956; Zedeck, 1971). When moderator variables
are conceptualized as continuous variables, Zedeck (1971)
argued that the proper analytic approach is moderated
regression analysis. Champoux's test design avoided the
problems associated with subgroup analysis by treating
growth need strength as a continuous variable in a mod-
erated regression analysis. The outcome of Champoux's
study was in contrast to the earlier research in that his

results suggest that growth need strength may not operate

20
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as a moderator. The individuals in Champoux's study who had
jobs high in job characteristics had positive responses to
their jobs regardless of their level of growth need strength
(Champoux, 1976, p. 7). Champoux noted that none of the
earlier studies used moderated regression analysis. Each of
them divided the distribution of growth need strength scores
at some arbitrary point and used subgroup analysis to sup-
port their arguments. Champoux suggests a re-analysis of
the data from earlier studies or further research using
moderated regression analysis may provide more conclusive
evidence supporting or refuting the moderating effect of

growth need strength.

Growth need strength summary. The moderating effect

of growth need strength on the job characteristics-worker
response relationship has not been precisely determined.
While some relationships have been consistently influenced
by growth need strength (e.g., autonomy-satisfaction,
variety-satisfaction, feedback-satisfaction), others fail
to reach a satisfactory level of statistical significance.
Nevertheless, there is evidence to support the contention
that growth need strength is an indicator of individual
differences, and that individuals with high growth need
strength are more satisfied with enriched jobs than indi-
viduals with low need strength (Brief & Aldag, 1975; Hackman
& Lawler, 1971; Hackman & Oldham, 1976; Sims & Szilagyi,

21




SR

1976; Wanous, 1974). These findings underlie Hypotheses
One and Two of this study. (See Page 10.)

The effect of growth need strength on the job
characteristics-job performance relationship remains incon-
clusive. While some studies report relationships which are
in the predicted direction (Hackman & Lawler, 1971; Hackman
& Oldham, 1976), these relationships are not statistically
significant. Additionally, there is little or no support-
ing evidence for a relationship between job characteristics
and job performance (Umstot, et al., 1976; Sims & Szilagyi,

1976). These findings underlie Hypotheses Three and Four.

Social Need Strength as an
Individual Difference

Variable

Several researchers have alluded that growth need
strength may not be the sole influence of the job
characteristics-worker response relationships (Hackman &
Lawler, 1971; Sims & Szilagyi, 1976; Stone, Mowday & Porter,
1976; Steers & Spencer, 1976). They emphasize that perhaps
other individual difference variables should be examined. If
these variables are appropriate, they should be incorporated
into a more comprehensive model describing the influence of
individual differences on the job characteristics~worker

response relationships.,

Relevance of social need strength. Literature on

behavior in organizations suggests that individual social

22




needs, and how they are fulfilled, have a significant impact
on attitudes toward work. Additionally, the quality of the
relationship between an individuval and an organization
depends, in part, on the degree that the individual's needs
are satisfied by participating in organizational activities
(Alderfer, Kaplan & Smith, 1974). While the desire to
satisfy social needs is used extensively to explain inter-
action in a group (Porter, Lawler & Hackman, 1975, Chapter
13), there are some indications that social needs may have

a more direct bearing on individual performance and satis-
faction (Hackman & Lawler, 1971). Alderfer, Kaplan and
Smith (1974, p. 510) suggest that desires for social
relatedness needs must be satisfied before any other desires
or needs become significant to an individual working in an
organization., It may be inferred from this that satisfac-
tion of an individual's social needs is relevant to indi-
vidual behavior toward an organization and, perhaps, to his

satisfaction and performance on the job.

Social need strengths moderating influence? Porter,

Lawler, and Hackman (1975, Chapter 1l4) discuss how social
influences of groups relate to work effectiveness of indi-
viduals in organizations. They suggest that the group social
environment interacting with the social needs of individuals
within the groups can effect levels of individual performance

and satisfaction.
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Hackman and Lawler (1971, p. 283) point out previous
research which indicates that when individuals have had
ample opportunity to satisfy their social needs, then the
desire for additional social satisfaction will decrease and
the level of desire for growth needs will increase. Hackman
and Lawler suggest that negative correlations might occur
with the job characteristics-worker response relationships
from workers with jobs that do not satisfy their social
needs. Additionally, they noted that when jobs are changed,
interpersonal relationships, especially between worker and
supervisor, are substantially affected. This has the poten-
tial of negating or reversing increases in performance and
satisfaction resulting from a job enrichment process.

Sims and Szilagyi (1976, p. 226) made the assertion
that employees who are low in growth need strength may be
high in social need strength in an effort to explain the
statistically significant relationship which they found
occurred between performance and friendship/dealing with
others. They postulated that employees who have a high
social need strength and a low growth need strength are
likely to find jobs that are high on friendship and dealing
with others to be more motivating toward high performance
than jobs low on friendship and dealing with others.

The indication from prior research is that social need

strength may moderate the job characteristics-worker

24
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response relationship. This is the basis for the two
research questions in this study. (See Hulin and Blood,
1968; Nemiroff and Ford, 1976; and Pierce and Dunham, 1976,
for a more complete review of individual difference

research.)
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Chapter 3

METHODOLOGY

Overview of Methodology

In order to examine the effects of individual growth
need strength and social need strength on the relationships
between job satisfaction and job characteristics and between
perceived performance and job characteristics, existing
survey data were analyzed. Individual scores in growth
need strength, social need strength, job satisfaction, per-
ceived performance and job scope were obtained from that
analysis. The individual scores were statistically examined
to establish support or non-support for the research hypo-
theses. Two methods of statistical analysis were simul-
taneously used: Pearson correlation on subgroups based on

the moderator score, and moderated regression.

Population and Sample

Population. The population to which research findings

were generalized was the Air Force DOD workforce.

Sample. The sample was taken from civilian and mili-
tary workers at a large Air Force industrial facility
operating in the central United States. The sample con-

sists of workers from all areas of the organization except
26
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the Maintenance Directorate. These workers include
industrial workers from the shops, line supervisors and
middle and upper management. They rank from the low
enlisted and wage board ratings to colonel. Once the work
groups were identified, an effort was made to obtain 100%
participation by all workers in the selected groups (i.e.,

a census of the involved workers). That percentage was

not possible, however, because participation in the original
study was voluntary and not all of the workers in the
selected groups chose to participate. The sample demo-

graphics are shown in Table 1.

Possible bias in the sample. Some negative bias,

resulting in lower scores in the areas of satisfaction,
perceived performance and core job characteristics, could
have resulted from the unfortunate timing of the Inspector
General's (I.G.) visit to the installation. The I.G.'s
schedule is not released prior to inspections; therefore,
no allowance could be made to avoid the visit. The I.G.
evaluated the installation just prior to the week that the
survey was administered. The I.G. evaluation was rela-
tively low. The repercussions of that rating were still
occurring organization-wide when the survey was adminis-
tered, The low evaluation from the I.G. may have led to
lower survey scores, but it is not possible to quantify

this assertion.

27
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TABLE 1

DEMOGRAPHIC CHARACTERISTICS OF THE SAMPLE (N = 359)
N PERCENT#*

SEX
Male 235 65
Female 124 35

AGE
Under 20 15 4
20-24 18 5
25-29 38 11
30-39 87 24
| 4o-49 108 30
? 50-59 78 22
60 + 15 4

EDUCATION

Some high school 27 8
Yigh School degree 106 30
Some college or tech school 126 35
College or tech school degree 63 18
Some graduate work 13 L&
Master's or higher degree 1l )

28
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Additional negative bias may have resulted from
administration of the survey during the record cold of the
worst winter in IOO'years. The survey was given in the
middle of an eastern cold wave and blizzard of unusual
severity. Conditions were so bad that many workers were
unable to report for work, and overall absenteeism ran
higher than expected. The original plans were to give the
survey in three days; however, because of the high number
of workers unable to participate, the survey was extended

to allow collection of a larger sample.

Survey Participation Rates

The intended sample, those workers who were members of
the selected work groups, numbered 531 people. OQOut of that
number, 170 workers did not participate, either because
they could not report to work during that week or because
they did not want to volunteer the required information.
Surveys were completed by 361 employees, yielding a par-

ticipation rate of 61% of the intended sample.

Survey Instrument

Design of the survey. The Job Attitude Survey II was
jointly developed by Lloyd and Umstot. The survey is a
composite containing: (a) the short form of the JDS, (b)
the “satisfaction with the work itself" index from the JDI,

(c) self perception productivity questions, (d) an index of
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SNS, and (e) demographics (other indices are included but
are not of primary interest in this study). The survey
text is included in Appendix B.

Variables and the
Measurement of

Variables

In discussing variables and measures of variables, it
is necessary to keep in mind the purpose of the research
which is to investigate relationships between the charac-
teristics of the job, worker satisfaction, worker perform-
ance, and individual differences., The specific relation-
ships under investigation are:

l. Job characteristics and job satisfaction moderated
by growth need strength (GNS).

2. Job characteristics to perceived performance
moderated by GNS.

3. Job characteristics to job satisfaction moderated
by social need strength (SNS).

4, Job characteristics to perceived performance

moderated by SNS.

Categories of variables. In order to identify and

measure the relationships between the individual's job,
the result of the individual's effort while doing the job,
and the individual's hignher psychological needs, five basic

variables will be used.
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The predictor variables were the level or amount of
job enrichment contained in the existing job as measured
by the motivating potential score, and each of the core job
characteristics comprising the motivating potential score.
The two criterion variables were job satisfaction and per-
ceived performance. The two moderating variables were

individual GNS and SNS.

Predictor variables. The job characteristics con-

tained in each worker's job were measured using the short
form of the Job Diagnostic Survey (JDS) (Hackman & Oldham,
1975)« This instrument is widely used in job characteris-
tics research. Its properties, including item format,
content and scale reliability have been well documented
by its originators. It has been shown to be a valid and
reliable measure of the level of enrichment present in a
job (Hackman & Oldham, 1975).

The Hackman-Oldham model stated that the level of

enrichment in any job was determined by the level of the

five core job dimensions (their term for job characteristics

included in their model):

Skill Variety. The degree to which a job requires

a variety of different activities in carrying out the
work which involves the use of a number of different
skills and talents of the employee.

Task Identity. The degree to which the job

requires completion of a "whole" and identifiable
31
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piece of work « « « i.e., aoing a job from beginning
to end with a visible outcome.

Task Significance. The degree to which the job
has a substantial impact on the lives or work of other
people . . . whether in the immediate organization or
in the external environment.

Autonomy. The degree to which the job provides
substantial freedom, interdependence, and discretion
of the employee in scheduling the work and in deter-
mining the procedures to be used in carrying it out.

Feedback from the Job Itself. The degree to
which carrying out the work activities required by
the job results in the employee obtaining direct and
clear information about the effectiveness of his or
her performance. (Hackman & Oldham, 1976, p. 258)
The level of job enrichment contained in a job may be

quantified by calculating the motivating potential score
(MPS). This score reflects the potential of a job for
eliciting positive internal work motivation in the in-
dividual worker. The MPS is calculated for each worker

as follows: MPS =

Skill Task Task
Variety Identity Sjgnificance | X Autonomy X Fgedback
3 .

Scores on MPS can range from 1 to 343. An enriched job
would be expected to produce a high MPS, while an unen-
riched job would be expected to produce a low MPS, The

formula indicates a non-linear relation where autonomy and
32
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feedback operate directly (as multipliers) while skill
variety, task identity and task significance act in concert
(as indicated by the averaging of those three core job
dimensions). A high level of any one core job dimension
acts to raise the MPS; that is, it raises the level of job
enrichment. A low level of any one core job dimension acts

to lower the MPS (decrease the level of job enrichment).

Predictor Variables Used
in Analysis

Both the MPS and each separate job characteristic were
used as predictor variables. This allowed an in-depth
examination of how the predictive power of each of the job
characteristics was effected by GNS and SNS as well as
allowing examination of how the predictive power of the

entire model (MPS) was effected by GNS and SNS.

Criterion variables. There were two criterion
variables: job satisfaction and perceived performance,

Job satisfaction was measured using the "satisfaction
with the work itself" scale from the Job Descriptive Index
(JDI) (Smith, Kendal & Hulin, 1969).

The JDI, like the JDS, is well tested and has estab-
lished its validity and reliability (Smith, Kendal, & Hulin,
1969; Vroom, 1964), The standard weighting system developed
by Smith, Kendal, and Hulin (1969) was used to score the JDI

scale since it tended to eliminate some skewness in the

score distribution and produced a more normal distribution.
33




This scoring system produced satisfaction scores ranging
from 0 to 5S4,

The "General Satisfaction" scale from the JDS was used
as a second measure of job satisfaction. The JDS scale is
an overall measure of worker satisfaction and happiness
(Hackman & Oldham, 1975). The use of this scale allowed
investigation of the consistency of the relationships be-
tween jobs and csatisfaction. It was possible to determine
if the level of worker satisfaction responded to the level
of job enrichment in the same manner when satisfaction was
measured in two different ways.

Perceived performance was measured in terms of the
performance of the work group as seen by the individual,
Perceived performance is a subjective measure of effec-
tiveness. It has, however, been shown to be significantly
related to objective performance measures. In studies at
NASA and in ten hospitals, Mott (1972) found that perceived
effectiveness (performance) was positively correlated with
the actual effectiveness of the organization as determined
by experts. Engle (1977) also found the positive relation-
ship between perceived performance and actual organizational
effectiveness as determined by objective rating standards.
The Engle (1977) research provides much support for Mott's
assertion of the validity of the subjective measure. Use
of the subjective measure has produced the same ranking of
subject organizations as did use of the objective (ranking

by experts) measures (Engle, 1977).
34
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The questionnaire items used to measure perceived
performance include three items from the Mott (1972) instru-
ment. The questions are intended to measure FProduction
Quantity (41), Production Quality (42), and Production
Efficiency (1&3).2 These questions were scored following
Mott's method: the numbers above the selected response
were added and their sum divided by 3 to obtain a perceived
productivity score between 1.00 and 5.00 for each individual
worker. These scores were then averaged by work group and
assigned back to the individual worker. Any missing items
were deleted from the computation of the average score.

It was hoped that the format of the question asking
"How do those around you perform?" rather than "How do you
perform?" would lessen the natural defensive reaction to

such a question.

Moderator variables. There were two individual dif-

ference or moderator variables: growth need strength and
social need strength. Both need strengths were measured
using indices included in the Job Attitude Survey II.

Growth need strengths were measured using Questions
66, 69, 72, 75, 77, and 79. These questions are taken from
the JDS and measure GNS by asking to what degree an indi-
vidual "would like" to have certain characteristics present
in his job. The possible responses range from "would like
having this only a moderate amount (or less)” through "would

like having this very much" up to "would like having this
35




extremely much." Numerical responses range from 4 to 10,
emphasizing that each of these characteristics are normally
desirable and liked. In scoring GNS, each item response was
reduced by three (resulting in a 7 point Likert Scale).
These item scores were then averaged to yield an index of
GNS ranging from 1.00 to 7.00. This "would like" format is
well tested and its validity established (Hackman & Lawler,
1971; Hackman & Oldham, 1975; Sims & Szilagyi, 1976).
Social need strength was measured using five similar
questions (Numbers 65, 68, 71, 73, and 78) of the same
"would like" format developed by Umstot. These items were
scored using the same procedures as GNS, yielding an index
of SNS ranging .rom 1,00 to 7.,00. This index has been used
only once before. At that time all items were found to
produce high factor loadings in a factor analysis (Lloyd,

1977).

Methods of Data Analysis

There were two methods of data analysis used in the
research: the moderated regression technique developed by
D. R. Saunders (1956), and the more traditional Pearson
product moment correlation using subgroups formed from
high and low need strength individualas. The use of these
two methods together has some unique advantages. First,
each method treats the moderator variable in a different
way. Moderated regression views a moderator as continuous

as it applies to each individual, while subgroup analysis
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views moderator strength between high and low scoring groups
of individuals as either "high" or "low." The difference in
approach provided some additional insight into the nature of
GNS and SNS as moderators. Second, the simultaneous appli-
cation of the two somewhat divergent techniques to the same
data provided more information on the relative discriminatory

power of subgroup analysis and moderated regression.

Moderated regression. Moderated regression provides a

means of maintaining the continuous nature of a moderator
variable. Specifically, GNS is defined over a continuum
(Hackman & Oldham, 1975). SNS is also seen as a continuous
variable (Sims & Szilagvi, 1976). The value of the moderator
(GNS, SNS) is that it indicates, on the individual level, the
effectiveness of a predictor variable (job characteristics,
MPS) in estimating a criterion (job satisfact on, perceived
performance). Zedeck (1971) refined Saunders' (19%56) defini-
tion of moderator variables:

A true moderator is not a discontinuous qualitative
variable that differentiates subgroups of individuals
who are qualitatively different, but is a continuous
quantitative variable and individuals distribute all
along its continuum, Zedeck, 1971, p. 295)

Most of the previous applications have greatly reduced the
predictive value of moderators by subgrouping these contin-
uous moderating variables at the mean, at upper and lower

1/3 points, at the upper and lower quartile points or in
37
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some other arbitrary manner (Champoux, 1976). This conver-

sion of quantitative data into qualitative data reduces the

resulting explanatory power of the analysis. Additionally,

the division of the moderator distribution is an arbitrary
one because of the many cutting pointss thus, it can arbi-
trarily effect the final outcome of the analysis. Moderated
regression avoids conversion of continuous moderating varia-
bles to qualitative variables.

The procedure involves the calculation of three
regression equations for each case. The resulting differ-
ences in R2 values for each regression are then tested using
an P test as proposed by Cohen (196&). An in-depth e2xplana-
tion of the moderated regression technique is contained in

Appendix A.

Subgroup analysis. The data base was divided into
high and low need strength categories based on the indi-
viduals' respective score on GNS and SNS. The grouping was
by thirds, as done by Hackman and Lawler (1971). The high
need strength group consisted of those individuals who placed
in the top 1/3 of the need strength distribution. The low
need strength group consisted of those individuals who placed
in the bottom 1/3 of the need strength distribution. These
subgroups were made independently for GNS and SNS. Correla-
tions were run between the predictors (job characteristics
and MPS) and the criterion variables (satisfaction and per-

ceived performance) for each subgroup. A Fisher Z-test was
38
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was then made on thé resulting correlation coefficients. If
the differences between high and low need strength groups
were statistically significant, then the moderating action

of the respective need strength was considered supported.

Level of significance and reporting. A level of sig-

nificance (alpha level) of 0.05 was used in all hypothesis
tests. Current literature indicated that this alpha level
was both generally accepted and widely used in the social
sciences. Stronger relationships, those that hold at a
smaller alpha level, were reported along with their minimum
significant alpha level. Weaker relationships, those that
hold at alpha levels between 0.05 and 0.10, were also
reported to allow the reader to make his own evaluation of

the research results.

For main effects, the percentage of variation accounted

for was computed. Any effect accounting for more than 20% of

the total variance was considered to support the hypothesis

in question,

Assumptions

The use of this survey data is based on three assump-
tions

l. The survey data is valid. This assumption is
necessary since the researchers had no part in the survey
preparation or the data collection.

2. The survey sample structure is acceptable for

this research. That is, the fact that the original sample
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was not a simple random sample did not greatly effect the
outcome of the statistical analysis. This assumption is
necessary because the data was collected by work groups for
analysis by groups. The current research analyzed the data
on a purely individual basis. This assumption seems well
founded since each work group contained a variety of dif-
ferent jobs. Therefore, each job had a relatively even
chance of being included in the sample when the work groups
were selected, giving the sample the characteristics of a
simple random sample.

3. The group average perceived performance score
assigned to each individual reflects his own actual perform-
ance. This assumption is necessary because the only perform-
ance measure available on the Job Attitude Survey II is
Mott's group perceived performance scale. This assumption
seems valid intuitively since the individual is a member of
the work group and his performance would be expected to

follow the performance of the group.
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CHAPTER 4

RESULTS OF RESEARCH

The results are presented in three sections. First
the main effects are shown. These results indicate the
effect that job characteristics had on satisfaction and
on perceived performance before considering the influence
of growth need strength and social need strength. The
second section covers the moderating effects of growth
need strength. The third section covers the moderating
effects of social need strength.

General Relationships
Between Core Job

Dimensions and Employee
Work Outcomes

According to the conceptual position of the thesis,
the nature of the relationships between job characteris-
tics and employee work outcomes depends on the need
strengths of the individual employees. Specifically, it
was hypothesized that employees with higher growth need
strength would exhibit stronger positive relationships
between job characteristics and employee work outcomes
than employees with lower growth need strength. Further-

more, it was questioned whether an employee's desire for

41
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social needs would moderate the relationship between job

characteristics and work outcomes.

Correlations Between Job
Characteristicg and
Work Outcomes

Prior to analyzing the possible moderating effects of
growth needs or social needs, the core job characteristics
were correlated with the work outcome measures. The
resulte are shown in Table 2, As expected, generally the
aggregate measure of job characteristics, the motivating
potential score, exhibited a stronger relationship with
employee work outcomes than did the core job character-
istics comprising the MPS. The task significance-general
satisfaction (JIS) (r = .43) relationship was the only
exception to this result.

The general satisfaction (JDS)-core job character-
istic relationship closely paralleled the findings reported
by Hackman and Oldham (1976, p. 263) with the exception of
autonomy and task significance. Hackman and Oldham found
the general satisfaction to be more positively related to
autonomy (r = .38) than found in this study (r = .28).
Furthermore, they found the general satisfaction and task
significance (r = .21) relationship to be much weaker than
in this study (r = .43).

The satisfaction with the work itself (JDI)-core job
relationships were generally found more positive than those

42
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reported by Brief and Aldag (1975, p. 183). All relation-
ships were stronger except for autonomy (r = .51 for Brief
and Aldag, r = .44 for this study).

Additionally, the motivating potential score (MPS)
explained approximately 32 percent of the variance in
satisfaction with the work itself (JDI) and approximately
18 percent of the variance in general satisfaction (JDS).
This result supports Hackman and Oldham's (1976) use of MPS
as a better predictor of satisfaction than the individual
job characteristics used separately.

Analysis of perceived performance and core job charac-
teristics resulted in overall weaker relationships. (See
Table 3a.) The motivating potential score explained only
5 vercent of the variance in perceived performance. This
indicates the overall weak explanatory power of MPS for
perceived performance.

Intercorrelations Among
The Variables

Correlations among the job characteristics, moderator,

and work outcome measures also were analyzed prior to con-
ducting an analysis of the moderating effects (Table 3).

Intercorrelations among the core job characteristics
were found to be stronger in this study than those reported
by Hackman and Oldham (1976, p. 167) when developing the

job characteristics model. Additionally their weak results

Ll
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for growth need strength-core job characteristics relation-
ships closely paralleled the weak results reported in this
study.

Furthermore, there was a strong correlation (r = .68)
between general satisfaction and satisfaction with the
work itself. However, both of these satisfaction measures
exhibited a weak relationship with perceived performance
(r = .13, and r = .18, respectively).

An unexpected result was the positive correlation
between social need strength and growth need strength
(r = .48). This result was contrary to the outcome postu-
lated by Hackman and Lawler (1971) and Sims and Szilagyi
(1976). Both of these studies postulated that social need
strength and growth need strength would be negatively cor-

related.

Mean Scores of Variables

An examination of mean scores of job characteristics,
moderators, and work outcomes (Table 4) indicated generally
higher mean scores for job characteristics and general
satisfaction, both in the overall sample and in the subgroups
(based on high and low social or growth need strength), than
were reported by Hackman and Oldham (1975), and Hackman and
Lawler (1971).

For the subgroup analysis of moderating effects of
growth need strength, the mean scores of the high and low

48




0ST = u S€T = u SIT = u 12T = u 65€ = u
s (sar)
2286 h 290€°¢S 1891°¢ ©1960°S ZHTIT'S UOT30BJST3BS T[BIauadn
00484 $8.8°S LS518°€ £861°S S215°'y 4y33uaI3g pasy yjmoln
L062°€ 90509 66 € 82€L*9 Gges Yy33usJa3g paay Te100§
91008 TeT3ua3og
z22£0°2 §901°*2 1610°2 L2112 6690°2 Jur3EATION Jo JoT
23028
€825 TET €ERG 65T 04TH* 42T €92€°59T 9519 4T 18T3ua30d Bulj3BATION
J19s31
9568°# TILE*S €T16L"H 0262°S 9960°S QoL 8y} wodJ X¥OBQpaay
6800°S S09T°S 8816°4 L8THS SH80°S Awouozny
2280°S 6159°6 881€°S HsGES HTLE'S 90UBDTJTUZTS ¥SBL
68064 §LLT®S 82684 6442°S 1620°S A3 13U8pT ¥sel
68284 T061°S 65TLh 6€02°6S 2010°§ K39TaBA YTINS
dnoag dnoap dnoan dnouasn
SNS MOT SNS Y9TH SND MOT SND YITH [paI0o0og ueay S9[QBeT4dB)
89J100§ UBIY | BOJIOOS UEdY |[S8IO00S UBSY S8J100g u®el 11eI8A0
STWOOLNO MHOM ANV ‘SHOILVHHAQOW ‘SOTISTHILOVHVHO €0 40 STHOOS NVAW

1 4T14VL

L9

A.
* *
D kit ot LS

t



0ST = u ST = U SIT = Uu WRT=u 66€ = u
T064°€ 0958°€ 9128° € T126L°€C €808°€ 90UBWI0JI3d PAATIII34
(Iar) JUeS3I XJIom
0ont*2€ S188° 4E gltl2e 050h HE (eLe e 8y} Y3 M UOTIIEBISTIES
dnoapn dnoan dnoap dnoan
SNS mOT SNS YFTH SNO mOT SND U3TH T:oom uesy

801005 UBIK

891008 UBOK

6010085 uBSK

831005 UBIY

T1IBJI3A0D

S9TQETJIEL

(penut3auod) 4 FTAVL

S R ————

e —— e

v ——



i ol

groups were lower than that reported by Sims and Szilagyi
(1976) and Hackman and Lawler (1971). However, they were
much less skewed (X = 5,19, x = 3,82) in this

GNS GNS

High Low

study. Therefore, generally less positive relationships
would be expected between satisfaction, perceived per-
formance, and job characteristics for the subgroups.

Moderating Effects of
Growth Need Strength

The results of the analysis of GNS are presented in
three sections. The results of moderated regression analy-
sis are shown. Next, the results of subgroup analysis are
shown. Finally the moderating effects of GNS are summa-
rized.

The results of the moderated regression analysis of
GNS are shown in Tables 5 through 10. The analysis for
satisfaction shows GNS acting as a moderator in skill
variety-satisfaction relationship for both satisfaction with
the work itself (JDI satisfaction) and general satisfaction
(JDS satisfaction). In addition, GNS acts as a moderator
in the task significance-general satisfaction (JDS satis-
faction) relationship. GNS did not show a significant
moderating effect on the MPS-satisfaction relationship
although the trend was apparent in the MPS-~-satisfaction
with the work itself (JDI satisfaction) relationship.

The analysis for perceived 51
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Note.

The interpretation of the results of moderated regression
presented in Tables 5 thrcugh 10 is as follows:

The column titled "Independent Variables" entered into
the regression is cumulative., The first regression contains
only Variable 1 (example: Skill Variety). The second
regression contains Variable 1 and Variable 2 (example:

Skill Variety and GNS). The third regression contains Variable
1, Variable 2, and Variable 3 (example: Skill Variety, GNS,
and Skill Variety * GNS).

The asterisk used in the notation for the third variable,
the moderating term, is to indicate that the third variable
is the multiplicative product of Variable 1 and Variable 2.

The F values shown in the column titled "F(DIFF) Between

Regressions" are values of F calculated according to Cohen
(1968). The test is for differences between R? values.
F(2-1) is the test statistic for the difference between
Regression 2 (which contains Variable 1 and Variable 2) and
Regression 1 (which contains only Variable 1). F(3-1) is the
test statistic between Regression 3 (which contains Variable
1, Variable 2, and Variable 3) and Regression 1. F(3-2) is
the test statistic for the difference between Regression 3
and Regression 2.

If P(3-2) is significant, it is an indication of

moderating action.

53

e e e — S —— . - N —— o————




HC.VN.‘ .WO-VN‘ -OV\ﬂ o ..§

L000°* 2egeT” 0ogzh* SND & SdW 30T ¢
P4 6€€° T 96€°2 4#500° Gzgt* 2ien SND ‘2
TLLTS TLLT? goz4* SdW 301 1

uoT308J8T38S SUL UO uoyssaadey
0 09T 128€"° SNO » ¥oEQpPaag *f
0 uLig”’ 654°T 2H00" o9nt’ 128€"° SND 2
gIHT" gIHT* 99L€" yoeqpaag T

coﬂwomuwﬁumm SI[ U0 uoTssaaday
2100° 09g0°* 4TA SND « Awouojny *(
684 * T4 B ¢ 19€°'2 1900° 8480° 2162 SND *2
L8L0° L8L0° soge* Kwouozny *[

UOT30BJS[3BS SO UO UOIESaIBY
(2-€)d (1-€)4 (1-2)d e 24 Y UOTSSaIFAY 01U parajuy
atduts se[qejJes juapuadspur

suoysseJdey usamiag (JJ4IA)d

SISATYNY NOISSIYDIN QILVYIAOW 40 SILTNS3Y
9 FTHVL

?’"‘t

r



T0*=>dus *G0°>0qy '66€ = u *330)

1€00° 881" LEER®
09€°T Sqetz g821°¢ T1L00° 068T" T0€4"
6LLT" 6LT1° gien’t

SND # S0UBDTJTUS(S ¥YSBL °€
SND  *2
S0UBOTJITUITS NSeL T

UOT30BJST3BS IOL UO UO}sSsaJdey

L000* HIET"® G29¢€”
coc FA T 481" 1 6200° LOET" 2l
gLet’ QL2T’ GL5E”

SND &« A3T3USPI ¥sel °f
SND *2
A3 73uepr ¥sSBL °T

UOT30BJST3BS IOf uoO uoyssaddey

0510 g6G2Z* L60S "
YA & %949°€ 6L1° £000° ghe* ghén*
hthe® Hhe* théh*

SND « A39TXEpA TTTAS °€
SND 2
A38TIBA TTIXS °T

uoT308BJST3BS IQL U0 uorssaddey

(2-€)d (1-€)4 (1-2)4 Nx Q Nm d
suoysseadey usamyed (44I0)d erduts

uoyssaJdey oj3ul padejuy
S8 [qQeTJIB, juapuadapul

SISATYNY NOISSAYOIY (QIILVHIAOW 40 SIINSIY

L dTEVL

R

55




10°>Jyus ‘G0°>>0y ‘65¢ = u *830N

8#00° 642€"
SHS*2 994° 1 one* L000* 102¢€*
H#61€" H61E"

0045 SND « SdW 01 ¢
8596 SND 2
2596 SdW 301 T

uoT308JST38S IQ[L UO UOTSSaJIIeY

2000° 6061°
640° Hé6n* 675 1200° LO6T1*
988T1° 988T1*

69€4* SND » YOEQPa3L °f
L9EH" SND 2
ChEn® ¥oeqpaad 1

uoT308IB8T3ES IQL UO UOTSSaIIaY

S€00°* Sg61”
0561 164 1€0° 1000° 0561
6H6T1" 6461

SSHn* ND o Awouojny ¢
9Thn* SND 2
STy Awouojzny *1

UOT30BJST38S I([ UO UO[BSaIFAY

(2-€)d (T-€)d (1-2)4 -

SuUoOTSSeIFeY usamyed (J44IQ)d X

o uosseJadey ojul paasjuy
atduys S3[qEBTJIEA juapuedapur

SISATVNY NOISSHYOAY QILVHIAOW 40 SIINSHYH

8 dTEVL

56

—————y —




10°>Tys ‘S0°=Ty ‘65€ = U *3FON

0T00* 2940° 6412* SND » @0UBOTJITUZTIS XSB] °f
L8€" 924" 994° €100°* 2540 9z12° SND °2
6€H0° 6€40° §602° 80uBOTJTUITS XYSBL °1

d0UBWIOJIBJ PAATIDId4 UO UOTSS8JIFaY
0T00"* €zzo* cénte SNO » A3T3uspI ¥sel °¢
LA 645" 98L° 2200 €120° 6SH1" SND 2
1610° 1610° 2geT” £373uU8pl ¥SBL ‘Y

2ouUBWIOJIdJ POATIOISJ uUo uoyssagdey
0800° 9HE0"* 098T1"° SND « A38TJBA TITAS °€
6H46°2 010°2 #90° T 6200° 9920° €91 SND °2
LEzo* LE20° 6EST" A3atdep TITAS 1

@oUBWIOJI8d PIAFAOIdd UO UOTSSIITIY

(2-€)4 (1-€)d (1-2)d A9 24
Suo|sSseJday usamiag (JJ4IQ)d

d uofssalday ojur pagejuy
oaasum moapamua>~:ov:wnovcm

SISATVNY NOISSIHOdH QILVYIAOW 40 SITNSIH
6 A749VY

57

-




10° >0y ‘Gp*>dy ‘66 = U *330N

€400° 450" 6c€e” SND » SdW 301 °€
0€9°1 PAL A 2ee T €€o00°* +©050°* SHee* SND °2
Ti40° TLH0* (VA TA SdW 301 °T

80UBWIOJIdJ POATEDId4 uO uorssasday
€000* 9€€0" €egr” SND  JO®BQPR34 ‘€
660° g81s* 6€6° gz00°* €€eo G281’ SND *2
80€0"* goc€o* GGLT" joeqpaag 1

souBwIOJI8g PoATEOIRd UO uoss’IIY
2900° €120* 6541 SND » fwouoyny °*f
092°2 2€9°1 100°T 8200* 1510° 6221* SND 2
€210 €z10* 6011 Awouozny °Y

90UBWJIOJId] POATadIag uo uoyssazdey

(2-€)4 (1-€)4 (1-2)d H 9 24 It
suojssalfey ueamyeq (44I0)d eTduts

uoysseJday o03uy paJajug
saqeIIes Juapuadapul

SISATVNY NOISSIHDIH QIILVYIAOW A0 SILINSHH
0T dATHVL

58

O ——

——

|




——

performance shows that GNS did not act as a moderator in
this sample.

The rasults of the subgroup analysis of GNS are shown
in Table 11. The analysis for satisfaction shows GNS act-
ing as a moderator in the skill variety-satisfaction
relationship for both satisfaction with the work itself
(JDI satisfaction) and general satisfaction (JDS satis-
faction). GNS did not act as a moderator in the relation-
ship of any other job characteristic to satisfaction nor
did GNS moderate the Log MPS-satisfaction relationship.
The analysis for perceived performance shows that GNS did

not act as a moderator when using subgroup analysis.

Summary of the effects of growth need strength. Both

analysis methods indicate that GNS acted as a moderator on
the skill variety-general satisfaction and the skill
variety-satisfaction with the work itself relationships.
The moderating effects of GNS on the Log MPS-satisfaction
relationship either did not appear, or did not reach
statistical significance, using either type of analysis.
The moderating effects of GNS on the skill variety-
satisfaction relationship only appeared with (JDS satis-
faction) general satisfaction, and the effect only reached
significance using moderated regression.

The results of both moderated regression and sub-

group analysis indicate that GNS did not act as a moderator
59
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in the job characteristics-perceived performance relation-

ship in this sample.

Moderating Effects of
Social Need Strength

The results of the analysis of social need strength
(SNS) are presented in three sections. The results of
moderated regression analysis are shown first. Next, the
results of subgroup analysis are shown. Finally, the
moderating effects of SNS are summarized.

The results of the moderated regression analysis of
SNS are shown in Tables 12 through 17. The analysis for
satisfaction shows SNS acted as a moderator in the Log MPS-
satisfaction with the work itself (JDI satisfaction) rela-
tionship. However, SNS acted as an additional predictor
in the Log MPS-general satisfaction (JDS satisfaction)
relationship. SNS acted as a moderator in only one of the
job characteristic-satisfaction relationshipss task sig-
nificance to general satisfaction (JDS satisfaction). SNS
acted as an independent predictor of satisfaction in four
of the relationships between job characteristics and satis-
faction. SNS showed significant independent explanatory
power in the relationships of autonomy, feedback, and skill
variety to general satisfaction (JDS satisfaction), and in
the relationships of task identity and autonomy to satis-
faction with the work itself (JDI satisfaction). The

analysis for perceived performance showed that SNS did not
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Note.

The interpretation of the results of moderated regression
presented in Tables 12 through 17 is as follows:

The column titled "Independent Variables" entered into
the regression is cumulative., The first regression contains
only Variable 1 (example: Skill Variety). The second
regression contains Variable 1 and Variable 2 (example:

Skill Variety and SNS). The third regression contains Variable
1, Variable 2, and Variable 3 (example: Skill Variety, SNS,
and Skill Variety * SNS).:

The asterisk used in the notation for the third variable,
the moderating term, is to indicate that the third variable
is the multiplicative product of Variable 1 and Variable 2.

The F values shown in the column titled "F(DIFF) Between
Regressions" are values of F calculated according to Cohen

(1968)., The test ig for differences between RZ

values.
P(2-1) is the test statistic for the difference between
Regression 2 (which contains Variable 1 and Variable 2) and
Regressicn 1 (which contains only Variable 1). F(3-1) is‘the
test statistic between Regression 3 (which contains Variable
1, Variable 2, and Variable 3) and Regression 1. PF(3-2) is
the test statistic for the difference between Regression 3
and Regression 2.

If P(3-2) is significant, it is an indication of

moderating action.
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act as a moderator in this sample. SNS acted as a signifi-
cant predictor of perceived performance but the percent
explained variance was very small in all cases.,

The results of the subgroup analysis of SNS are
shown in Table 18. These results show that SNS did not
act as a moderator in any of the relationships of interest

in this sample.

Summary of the effects of gsocial need strength. Only

the moderated regression analysis indicated any moderating
effects of SNS. Moderated regression analysis indicates
that SNS acted as a moderator in Log MPS-satisfaction with
the work itself (JDI satisfaction) relationship. Sub-
grouping shows the trend in that relationship, but the trend
does not reach significance. Moderated regression also
indicated that SNS acted as a moderator in the task
significance-general satisfaction (JDS satisfaction) rela-
tionship. However, the trend is not clearly defined in

the subgroup analysis of that relationship.
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CHAPTER 5
FINDINGS AND CONCLUSIONS

The results reported in Chapter Four generally did not
support the hypotheses or research questions posed in this
study. Th2se results suggest the need to re-evaluate the
basic relationships between job characteristics and job
satisfaction-perceived performance, and to re-examine the
effects of growth needs and social needs on the job

characteristics-satisfaction and performance relationships.,

Discussion of Hypotheses
Findings

Relationship between job characteristics and job satis-

faction. The basic relationships between job characteris-
tics and job satisfaction (Table 3a) generally supported the
results of Hackman and Lawler (1971, p. 276), Brief and
Aldag (1975, p. 183), and Hackman and Oldham (1976, p. 263).

The results obtained by this study indicate that a
positive relationship exists between job characteristics and
and job satisfaction; however, the strength of these rela-
tionships was not always great enough to satisfy the cri-
teria that at least 20% of the variation of job satisfaction
be explained by the introduction of a predictor variable

(job characteristic or MPS). None of the relationships

71

e

e ———————— s Tre———— — SR——— - —————



between the individual job characteristics and general satis-
faction (JDS) met the acceptance criteria. Although the MPS-
general satisfaction (JDS) relationship indicated a signifi-
cant trend (18% explained variation), it was not sufficient
to meet the acceptance criteria.

Comparatively, the relationship between the job charac-
teristics and satisfaction with the work itself (JDI) were
positive, with the MPS meeting the overall acceptance criteria.
Since the JDI measure of satisfaction is more specific in
addressing satisfaction with the work itself, the MPS was
expected to exhibit stronger explanatory power than when
used with the JDS measure of general satisfaction.

Additionally, overall stronger relationships were
found among the individual job characteristics-job satis-
faction relationships using the JDI measure of satisfaction
than using the JDS measure (Table 3a).

The results generally supported Hypothesis One. There
was a positive relationship found between job characteris-
tics and job satisfaction (using both satisfaction measures).
However, qualification of this support is necessary; the
individual job characteristics did not in all cases produce
equally predictive results. Specifically, the majority of
the individual job characteristics did not achieve suffi-

cient explanatory power to pass the acceptance criteria
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used for this study. Furthermore, the resulting difference
in the ability of job characteristics to predict job satis-
faction (R2 values), using general satisfaction (JDS) and
satisfaction with the work itself (JDI), was expected, the
JDI measure was predicted to be the stronger of the two.
This qualified support can be explained by considering
the measures of satisfaction. The JDI-satisfaction with the
work itself is more directly work related; it specifically
measures worker satisfaction with the content of the job
(Smith et al., 1969). Therefore, the JDI measure of satis-
faction, intuitively, would have a strong relationship with
job characteristics. By comparison, the JDS-general satis-
faction measures the degree the individual is satisfied and
happy with his work (Hackman & Oldham, 1975); therefore, it
may include other external influences that are not directly
related to job characteristics. The inclusion of non-related
external influences to the JDS measure of satisfaction would
understandably reduce the explanatory power of job charac-

teristics to predict general satisfaction.

The relationship between job characteristics and per-

ceived performance. Job characteristics generally exhil. led
little explanatory power for predicting perceived perform-
ance. This finding supported the results obtained by Umstot
et al. (1976), and Hackman and Lawler (1971) in which ex-

tremely weak relationships were found between job
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characteristics and perceived performance.

In this study the introduction of individual job charac-
teristics resulted in explained variations ranging from 1% to
4%, with MPS producing only a 5% explained variation. These
values, although positive, were insufficient to meet the 20%
explained variation criteria for acceptance of Hypothesis
Three.

This finding was expected, although the outcome of in-
creased levels of job characteristics leading to increased
levels of work performance has considerable intuitive appeal.
As Hackman and Oldham (1976) explained, it may be that an
individual's level of work performance is more causally
remote from job characteristics than is an individual's
level of job satisfaction; therefore, work performance is
affected less by job characteristics. Additionally, as
found in this study, the relationships involving performance
may have been weakened because of the difficulty in obtain-

ing adequate and comparable measures of performance.

Growth need strength moderation of the job character-
istics-job satisfaction relationship. The conceptualization

of GNS as a moderator of the job characteristics=~job satis-
faction relationship has considerable intuitive appeal. To
accommodate individual differences in a theory of job design

rather than assume that all individuals have the same
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response to their jobs is more consistent with a psycholog-
ical approach to studying job design. However, GNS in this
study did not reach significance as a moderator in the job
characteristics~job satisfaction relationship. The results
strongly suggest that GNS may not operate as a moderator in
all samples. This same conclusion was made after applying
both moderated regression and subgroup analysis to test the
relationship. This finding was in contrast to the studies
conducted by Hackman and Lawler (1971), Wanous (1974),
Hackman and Oldham (1976), and Sims and Szilagyi (1976).

These earlier studies found that GNS moderated the job
characteristics-job satisfaction relationship; however, this
may have resulted from the highly skewed GNS scores. Specif-
ically, Hackman and Lawler (1971) and Sims and Szilagyi (1976)
reported respective sample mean GNS scores of 6.01 and 6.48,
The sample mean GNS score for this study was considerably
lower, 4.51, indicating a sample of individuals who were
generally less desirous of higher growth needs.

This comparison suggests that GNS may act as a moderator
of the job characteristic-job satisfaction relationship, but
only for individuals with an extremely high GNS. The rela-
tively low mean GNS score could account for the minimal
moderating effect shown by GNS in this study.

However, there were some exceptions. GNS moderated the
relationship between skill variety and both general satis-

faction (JDS) and satisfaction with the work itself (JDI).
g
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Additionally, the moderating effect reached significance in
both moderated regression and subgroup analysis. A possible
explanation for this effect is the individual's perception
of jobs requiring the use of many different skills or tech-
niques as being more related to growth needs than jobs hav-
ing little variety.

Additionally, GNS moderated the relationship of task
significance and general satisfaction (JDS). The relation-
ship was only significant using moderated regression,
although the trend was toward significance in the subgroup
analysis. The moderating effect was not as pronounced using
satisfaction with the work itself and did not reach signifi-
cance in either moderated regression or subgroup analysis.,
Therefore, the results of GNS as a moderator on the task
significance-job satisfaction relationship were not as con-
clusive as the results obtained for skill variety. However,
the measure of task significance, which considers the degree
the job impacts on the lives of individuals, may be more
directly related to the "need for worthwhile accomplishment"
aspect of the growth need strength measure. Worthwhile accom-
plishment may act by increasing feelings of general satisfac-
tion toward the job while allowing the possibility for the
worker to be dissatisfied with the work itself,.
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Therefore, the results did not support Hypothesis Two,
except for the relationships involving skill variety and task

significance which did show a moderating influence.

Growth need strength moderation of the job characteris-
tics-perceived performance relationship. Again, the relation-

ship between job characteristics and perceived performance
was initially so weak as to be inconsequential. The effect
of introducing growth need strength as a moderator of this
weak relationship added no significant increase to the
explanatory power of job characteristics.

There was no support for Hypothesis Four. This lack of
support is in agreement with the findings of Umstot et al.
(1976) and Hackman and Lawler (1971).

Research Questionst
Digcussion and

Findings

The effect of social needs on the basic job characteris-
tics-job satisfaction relationship has been only postulated
(Hackman & Lawler, 1971; Sims & Szilagyi, 1976). There have
been no previous tests on whether or not individual social
needs may actually influence an individual's response to the
Job, or what that influence might be. The research questions
posed by this study generally found little support for social

need strength as either a moderator or a predictor variable.

(44




Does social need strength effect the job characteristics-
job satisfaction relationship? The effect of social need
strength was analyzed using both moderated regression and
subgroup analysis. Social need strength did not show a
strong moderating effect on the job characteristics-job
satisfaction relationship with either job satisfaction
measure. Specifically, the moderated regression analysis
indicated that social need strength acted as a moderator
only for the task significance-general satisfaction (JDS)
relationship and the MPS-satisfaction with the work itself
(JDI) relationship (Tables 12 and 15, respectively). Sub-
group analysgis did not support either of these findings, nor
were any other significant moderating effects found for high
and low social need strength groups.

The overall conflicting and generally weak results
obtained using the two methods of analysis cannot be used to
assert that social need strength effects the job characteris-
tics-job satisfaction relationship as a moderator. Addition-
ally, there was little evidence of social need strength acting
as a predictor.

Does social need strength effect the job characteristics-
perceived performance relationship? The basic relationship

between job characteristics and perceived performance vas
extremely weak, which significantly reduced any conclusions
resulting from analysis of social need strength on the rela-

tionship. The results of subgroup analysis and moderated
78
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regression on the effect of social need strength did not pro-
duce any substantive findings, as expected. However, there
was a caveat in that it appears from the moderated regression
that social need strength may be a predictor of perceived
performance (see Tables 16 and 17).

Further research testing social need strength as a pre~
dictor may yield more conclusive evidence. In this study,
the predictor effect is viewed as a possible statistical
aberration resulting from the extremely weak basic job
characteristic-perceived performance relationship. When
dealing with such weak relationships, any addition to explana-
tory power could be shown as significant. Therefore, no
support was given to the effect of social need strength on

the job characteristics-perceived performance relationship.

Conclusions

Contrary to earlier research, this study found no con-
sistent moderating effect of growth need strength on either
the job characteristics-job satisfaction relationship or the
job characteristics-perceived performance relationship. The
results may indicate the need to develop more refined measures
of individual needs as suggested by Champoux (1977).

Individual social needs and growth needs were postu-
lated to be inversely rel;ted according to Hackman and

Lawler (1971) and Sims and Szilagyi (1976). This study did
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not support this postulate. GNS and SNS was found to be
directly related (R = .48)., This implies that social needs
and growth needs may be parts of one generalized individual
difference variable, i.e., need to feel personal worth.

Although social need strength individually did not pro-
vide a substantive moderating effect if combined with growth
need strength, the resulting need to feel personal worth may
provide a more precise measure of individual differences.
The need for personal worth could then be satisfied through
various types of internal and external perceptions by the
individual, such as need for personal accomplishment, need
for social recognition and acceptance, and desire for per-
sonal interaction.

Although further elaboration is beyond the scope of
this study, the need for personal worth may provide a basis
for further research and method of enhancing the explanatory
power of the basic job characteristic-job satisfaction and

job characteristic-perceived performance relationships.
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APPENDIX A
THE MODERATED REGRESSION TECHNIQUE
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THE MODERATED REGRESSION TECHNIQUE

Moderated regression uses a multi-variate curvilinear
regression eugation involving the cross-products of moderator
and predictor variables. It is a weighted regression where
the weights are not constant but are some linear function of
the moderator variable (s).

Moderated regression provides a means of maintaining
population integrity while still maintaining a statistical
control on each individual's membership in one of a continu-
ous, infinite, series of subpopulations defined by his score
on the moderator (Saunders, 1956).

The mathematical formulation of moderated regression
was developed from ordinary linear regression by D. R.
Saunders in 1956, Zedeck (1971) applied the procedure to
behavioral research and proposed the method of application
this study will use.

The moderated regression as developed from general
linear regression (Saunders, 1956) is as follows:

9 = k +Z_aixi (1)
i

Substituting for each a; a linear function of a moderating
variable (GNS, SNS), z; which is supposed to influence the
efficiency of the predictor variable, the equation takes
the form:

Y=k 4T (oynp) xy (2)
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The 25 is the moderator variables. This equation may be
reduced and re-written as follows:

A
Yy =k +%a.x. + Tb.z2. +5 ¢, :X.2., (3)
i f i {4 23717

This is the general form of the moderated regression
equation (the a's, b's, and c's are new constants in
Equation 3). The equation is convenient to use in that
once the cross-products (xizj) are calculated, procedures
for fitting the equation to experimental data are commonly
available, i.e., SPSS. Additionally, no squared terms and
no terms higher than quadratic are involved. Only the
multivlicative terms containing one moderator (zj) and one
predictor (xi) are involved. The quation form is invariant
under linear changes in the scale of measurement of any of
the predictors despite the multiplicative terms (Saunders,
1956).

The geometric interpretation of the results is as
follows: any line in the regression surface parallel to
the XY or YZ plane is a straight line. Lines not parallel
will be parabolic (see Figure 2). The surface has the
property that "if all of the predictors but one are held
constant, the residual regressicn line is . . . [a] linear
one” (Saunders, 1956, p. 212). The moderated regression
model has also been called "ruled surface regression” be-
cause of this property. The entire regression surface can

be generated by regular motions of a straight line.
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Figure 2: "Ruled Surface Regression [Saunders, 1956]"
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When using one moderator and one predictor, the general
form (Equation 3) can be reduced to the following form:

9 = k + ax + bz + c(xz) (&)
where,

k is a constant

x is the predictor variable

z is the moderator variable

a, b, c are regression coefficients

The dual function of the moderator variable can be
clearly seen in this simplified form. In the third term,
bz, the moderator, is treated as a second predictor. In
the fourth (interaction) term c(xz), the moderator, is
treated as a changing weight.

To further examine the interaction effects, Equation 1

can be expanded:

A 2
y=k+) a;x; (1)
i=1
to yield,
A
Y =k +a;x; +ayx, (5)

The a; are called partial regression coefficients and
reflect the partial effect of one independent variable when
the other independent variable is included in the model
and held constant. Considering Equation 4 again:

Y=k +ax + bz + cxz (4)
which can be re-written:

9 =k +byx + byz + 0gxz P (&)

T T PP R——




The meaning of b1 and b2 is not the same as the a's because
of the cross product term. The change in the mean response
with a unit increase in x with 2z held constant is:

bl + bzz
The change in the mean response with a unit increase in 2z
with x held constant is:

b2 + blx

The important point is that both the effect of x for a

given level of z and the effect of z for a given level of x
in Equation 4' depend on the level of the other independent
variable. While the mean response is a linear function of
x when z is held constant, both the constant k (Y intercept)

and the slope change as the level of z is varied.3 This is

the effect of the moderating variable:!

Application of Moderated
Regression

Zedeck's (1971) procedure for application of moderated

regression involves computation of three regression equa-

tions:
y =k +bx (5)
A
Yy =k +Dbx + b,z (6)
A
y =k + blx + bzz + b3xz (4*)

The first (Equation 5) is the standard regression
model with predictor x and criterion §. The second is
also a standard regression equation with predictor x,

criterion y, and moderator z treated as a second predictor.
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The final equation (4') is the moderated regression equa-
tion consisting of Bguation 6 with the interaction term
(cross product) b3xz included.

The correlations, slopes and standard error of esti-
mates may be examined for each of the equations.

If equation (6) and equation (4') are signifi-
cantly different from equation (5) but not from each
other then . . . 2 (the suspected moderator) . . . is
acting as an independent predictor and not as a modera-
tor. (Zedeck, 1971, ». 304)

It is required that equation (4') be significantly different
from both equation (5) and equation (6) to conclude that z
is a moderator.

An F-test on the differences in R2

among the three
regressions is generally accepted as adequate to identify
moderator variables (Cohen, 1968, p. 435). The test
statistic is calculated as follows:
2 2
F= (Riyep g = Ryea)/p

T RZY.A'B)/(n-a-b-l)

(7)

where: RZY'A,B is the incremented R2 based on a + b inde-
pendent variables. That is, predicted from
the combined sets of A and B variables.

R Y*A is the smaller R2 based on only a independ-
ent variables., That is, predicted from only

the set of A variables.
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a and b are the number of original (a) and added (b)
independent variables, the number of degrees
of freedom each takes up.

b
The F, is taken as P"(n-a-b-1) with an appropriate
alpha level. (This study will use alpha = .05.)

Assumptions

In order to use the parametric tests, such as the
F- and t-tests for making comparisons of sets of experi-
mental data (Cardner, 1975: Siegel, 1956)s

1, The observations must be independent.

2. The observations must be normally distributed.

3. The populations must have the same variance, i.e.,
be homoscedastic.

4., The variables must be measured in at least an
interval scale.

Gardner (1975) in his literature review dealing with
scales and statistics cites much evidence that Assumptions
2 and 3 do not have to be rigidly adhered to because of the
robustness of the t statistic (and parametric statistics in
general). He further stated that "under most conditions
parametric statistics are highly robust” (Gardner, 1975).

The scales of measurement used in the JDS and in the
untested scales used here are defined as summated scales.
This scale is seen as between ordinal and interval level,

but "the deviations from interval properties . . . (when
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using summated scales) . . . will not be extreme" (Gardner,
1975, p. 53). Gardner (1975) also states that because of

the robustness of the parametric statistics small distor-

tions in the measurement scale will not effect the appli-
cability of the F- and t-statistics.

If this reasoning is accepted, the last three condi-
tions have been dealt with and, if not fully satisfied, at
least they have not been violated to a degree that would
invalidate the use of parametric statistics.

The observations are not independent in the strict
sense. The same individuals are providing data on their
perceptions of job dimensions and on their responses to
those dimensions. The theory states, however, that the
individual's perception of the job produces the response
to it (Hackman & Lawler, 1971). Therefore, to properly
apply the theory,,h "It is necessary to obtain measures of
the relevant variables from the same individuals" (Champoux,
1976).

It is necessary to assume that any common method

variance induced by using the same individuals to measure 4

all relevant variables will not greatly effect the results.
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APPENDIX B

JOB ATTITUDE SURVEY II
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JOB ATTITUDE SURVEY II

In August of 1975, a randomly selectad group of employeas complated a Job
Attitude Survey as part of the Human Resources Development program sponsored by the
Industrial Ingineering Support Division (7%3) of the Flans and Frograms Office.

The survey was designed to provide employees with an opportunity to express their
opinion about various aspects of theilr work. The responses of each individual were anony-
mous and were analyzed by combining them with all other individuals taking the survey.
Information psrtaining to the Center as a whole was presented to the Commander and his
staff, followed by a series of meetings with a sample of supervisors during which those
supervisors received a summary of the attitudes of those employees they supearvise. At no
time ware any responses identified to an individual.

lecauss people's opinions can change over time, this second survey is ziven today and
othars will be given in the future. This survey marks the beginning of what is called a
survey “sedback process. It is designed to provide you with opportunities to state your
feelings on issues which affect your work here at and then to work towards positive
rhang». Your responses to this survey will be processed by automatic equipment which sum-
marize iLhe answers in statistical form so that individuals cannot be identified. aggregate
data pertaining to the Center as a whole will be presented first to the Sommandsr and his
sta’f. Sollowing that, each participating supsrviscr will receive a summary of the atti-
tulus of the employees ne supervises. Sach supervisor will then feed back that information
to -is sudbordinates, followed by a series of action-planning sessions during which super-
visor and suboriinates work together in a cooperative aoffort to make positive change in
those areas 4desntified in tne survey.

.Mile it cannot be guaranteed that all of the problems identified in this survey will
be resolved, it can be guaranteed that they will receive the attention of at least your
supervisor; and your work group will have an opportunity to discuss them with your super-
visor in an effort to work out solutions. Additionally, if your work group discussss
rrotlame and solutions requiring the attention of thoss higher up in the chain of command,
it can ba guaranteed that that attention will be given.

The researchers and the management of AGMC make three commitments to you as a
respondent :

1. Your individual responses to the survey will pot be identified with
you personally and will pot be reported in the results.

2, The survey resulis for your work group will not be shared with the
mambers of any other work zroup.

3. The survey results for your work group will be fed back to you by your
Sugmsrvisor,

T~ assist us in keeping your individual responses confidential, please do not put your
nam- ang where on tiie survay or the answer sheet. It should take you no more than one hour
43 omplete all of the items, LI you have questions of any sort, please feel fres to ask
them. .han you are finished, please return the survey and the answer sheet to the survey
alministrator.

Finally, if you wish to make any comments about specific questions or about the survey

1tealf, we are interested in reading them, Please use the bottom and/or back of this page.
™hank you for your cooperation. We appreciate it.
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A

PRIVACY ACT STATEMENT

In accordance with paragraph 30, AFR 12-35, Air Force Privacy Act
Program, the following information is provided as required by the
Frivacy Act of 1975:

a., This survey information is authorized for solicitation
by Tederal Statute Title 10, United States Code, Section 3012,
Ixecutive Order 9397, 22 iiov 43, MODI 1100,13, 17 Apr 63, and
™R 179-9, 9 Cet 73.

b. The principal purpose for which this survey will be used
1s to measure specific motivational aspects of your work in an effort
to allow for rositive change whers possible.

¢c. Routine use in addition to the above will include utiliza-
tion of these data in the conduct of Air Torce research in the area
of nrganizational change,

4, Participation in this survey is voluntary.

e. o alverse action of any kind may be taken against any
individual who elects not to participate in any or all of this survey.
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INSTRYUCTIONS

A. If *his Survey Feedback process is to be helpful, it is very important that you answer
each question as thoughtfully and frankly as possible. Thi: .s not a test and there are o
rignt or Wwrong answers.

3. Flease answaer all questions in order.

C. all of the questions in the survey can be answered by filling in one of the answer spaces
for each question ON THE ANSWER SHEET provided. If you do not find the exact answer that
[its your case, use the one that is closest to it. DO NOT fill in more than one answer spaca
for each question.

J. This survey is designed for automatic scanning of your responses. You answer each ques-
tion by narking the appropriate space QN THE ANSWER SHEET, as in this axampl~:

“xample :
o o
: : : N
g g 4 £
a 8 — -
z 302 o4 2 2
Touri in the s o =
ro n S sSurvey 2 g § ‘5 5 E g
H a A 2 a &k
71, It never rains in Newark, Ohio. 1 2 3 4 5 6 7
Found on the answer sheet
1 2 3 4 5 6 7 3 9 10
e | I I Il l Il Il i I Il

“s Flease use the pencil provided and obsarve carefully these important requirements:
~ Make your pencil marks on the answer sheet heavy and fill in the entire space.
-~ "rase cleanly any answer you wish to change.
- Make no stray pencil markings of any kind.

7. flease notice that on the answer sheet ‘he numbering of the questions run from left to
rizht rather than from top to bottom,

G, Hemember, the valus of the Survey Feedback process depends upon your being straightforward

anl carid in answeriny these questions in this survey., ilo attempt will be made to identify
an Lvlividual with a particular set of responses.
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DEMOGRAPHIC DATA

Plaasa turn the answar sheet clockwise so that its right side (when uprizat) becomes
the bottom. Located in the bottom righthand corner you will find a LJock of 20 columns.
all of ths damographic data will be coded in this block.

The first demographic datum required is the last four digits of your 3ocial
Number. This information is required for two reasons. rirst, since two ansver sheats
are required, the researchers must retain a way to identify any two of them as belonging
to '"a csame respondent. Jacondly, analyzing individual response over time is an essential
part of the Survey Teedback process, The Lest way to do this without losing anonymity and
violating an inlividual's privacy is to use only the last four digits of %t3 sociai security
numoer, lease now code these four numbers in the first four columns,

B. Tn the very next column (the 5th) shade in an O if you are a male or a 1 if you are a
female.

Z. In the next column (the éth), shade in the space corresponding to one of the numbers
below which best describes your age.

1 2 3 4 5 6 74
under 29 20-24 25-29 30-39 Lo-49 50-59 60 and over

D. 1In the next colwm (the 7th), shade in an O if you are married or a 1 if you are single.

C. In the naxt two columns (the Sth and 9th), shade in the two digit gode representing your
222 that will be provided to you by the survey administrator.

7. In ‘he next column (the 10th), shade in the space corresponding to one of the numbers
below which best dsscribes your ethnic (racial) group.

1 2 3 4 5 6
dative American (Indian) Caucasian DBlack American Latino Oriental American Other

G. If you are a civilian and possess a General Schedule grade, then in the next column
(the 11th), shade in the apace corresponding to one of the numbers below which best describes

your civilian grade. (Note: 4if you possess a GS grade of 6, 8 or 10, respond as if you were
in the next highest grade.)

1 2 . Rande Eb . 6 ? 8 9 10 |
A3 1 thru 3 G4 G35 GS? GS9 GS11 GS12 G513 GSis G315 |

if, If you are a civilian and possess a Wage Board grsde, then in the next column (the 12th),
shade in the space corresponding to one of the numbers bmlow which best describes your civi-
ilap zrado.

2

1 2 3 4 5 6 4 8 9 10
‘M1 thru &4 3§ WBA WB? a3 WB9 WB10 WB11 WB12 WB13
{. If you are a civilian and possess a Wage Supervisor grade, then in the next ocolumn
(the 13th), shade in the spacs corresponding to one of the mumbers below which Lest describes
yonur givilian grade.

1 2 3 4 5 6 7 8 9 10
i34 thru 7?7 W38 w39 W510 W11 Ws12 WS13  WSik  WS1§s  W31é

L
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7. If you are in the military, then in the next column (the 14th), shade in the space
corras:~nding to one of the numbers below which best describes youwr military rank.

‘ 2 7 4 5 6 ? 3 9
liddle Trree Top Three
W ton Y Alrmen  (3uck-Tech) (4astar-Chief) 2LT 1LT CAFT MAJ LT¢ oL

X. Tn the next column (the 15th), shade in a O if you have any employees officially w:der
your supsrvision or a 1 if you do not.

L. In th= rext colum (the !5th), shade in the space corresponding to one of the nmbers
el «.ich hast Adescribes the highest level of education you have received.

1 2 3 4 5 6 74
Some College or MHaster's
ome digh Collegs or Technical Some Some or
‘igh 3chool  Technical School Graduate Master's Higner
izhool Diploma School Tugree School NOrk Jegrae

Z. Tn ‘“e next columa (the 17ta), shade in the space corresponding to one of the numbers
below w.ich bes’ describes your time in servige.

1 2 3 4 5 6 7
urvler S 5-10 10-15 15=20 20-25 25=30 over 3C
N. In the next column (the 1%th), shade in the space corresponding to one of the numbers
oelow wiich best describes tne r.mber of years you have wJorked at AGMC.
1 2 3 L 5 6 7
under 5 5=10 10-15 15-20 20-25 25-30 over 30

0. Iu the next column (the 15th), shade in the space corresponding to one of the numbers
below wiich hest rlescribes how many more years you would like to work at AGHC.

1 2 3 4 5 6 4
0-1 2-3 3-5 5-10 10-15 15-20 20 and over

{. T™a . " column (the 20th) should be blank,
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3ZLTION ONS

This part of the questionnaire asks you to
describe your job as objectively as you can,

Fleass do not use this part of the questionnaire to show
how much you like or dislike your job. <Questions about
that will come later. Instead, try to make your descrip-
tions as accurate and as objective as you possibly can.

A sample question is given below,

Sample: To what extent does your job require you
to work with mechanical equipment?

Very little; Moderately Very much; the job
the job requires requires almost con-
almost no contact stant work with mech-
with mechanical anical equipment,

equipment of any
kind.

If, for example, your job requires you to work with
mechanical equipment a good deal of the time--but also
requires jome paperwork--you might select the number
six. You would then shade the number six ON THT ANSWER
SHEET beside the number corresponding to this question
number,

lenem er, the numbering of questions runs [rom left to right and not from top to wottom,

1. 7o what extent does your job uire you to

work closely with other people (either "clients,”

or peopls in relatad jobs in your own organiza-

tion)?

1 2 2 - s, Lo 7
Very little; Moderately; Very much; dealing
dealing with some desaling with other people
other people is withk others is an absolutely
ot at all nec- is necessary. essential part of
essary in doing doing the job.
the job,
PUT ANSWERS ON THE ANSWER SHEET
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2, How much autonomy is there in your job? That
is, to what extent does your joL permit you

to decide on your own how to yo about doing
the work?
1 2 g D— [ 5 ?

Yary little; “oderate Very much; the
the job gives autonory ; Job gives me
me almost no many things almost complete
personal "say" are standard- responsibility
about now and ized and not for deciding
when the work under my con- how and when
is Adonae, trol, but T the work is dons.

can make some
decisions about
the work,

3. To what extent does your job involve doing

a "whole" and idertifiable piece of work?

That is, is the job a complete piece of work
that has an obvious beginning and end? Or is
it only a small part of the overall piece of
work, which is finished Ly other peopls or by
automatic machines?

1 2 - 2 5 7
My job is only ¥y job is a My job involves
a tiny part of moderate-sized doing the whole
tue overall piece "chunk" of the plece of work,
of work; the re- overall piece from start to
sults of 1wy acti- of work; my finish; the
vities cannot be own contribu- results of my
seen in the final tion can be activities are
product or service. seen in the easily seen in
final outcome, the final pro-

duct or service,

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

1 2 = il 5_ 7
Very little; toderate Very much; the
the job re- variely, Job requires me
quires me to to do many dif-
do the same ferent things,
routine things using a number
over and over of different skills
again, and talents.

PUT ANSWERS Ol THE ANSWER SHETT
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PUT ANSWERS ON THE ANSWER SHEET

5. In general, how
your job?

or well-being of other people?

ant or i

is

That 1s, are the results of your
work likely to significantly affact the lives

ot very sig-

1 2 3 L. [ 7
Moderately Highly signifi-
significant, cant; the outcomes

nificant; tae
outcomes of my
work are not
likely to have
importan’, ef-
facts on other
reocls,

of my work can affect
other peopls in very
important ways.

€, To what extent do s or ¢ let
you know how well you are doing on your job?
1 2 3 ' L4 ?
Tery little; Yoderately; Very much;.
paople almost sometimes mAnagers or co-
never let me people may workers provide
know how well give me "feed- me with almost
i am doing. back;” other constant "feed-
tines they back" about how
may not. well I am doing.

7. ‘low clear and spacific are the goals for your

Job?

1 2

That is, do you know the specific goals
you are expected to accomplish?

1 WG SNER S

wot very clear;
I do not know
what the pgoals
are.

9
P4

Somewhat clear;

although the goals
are not specific,

I think I know

what the goals are.

8. To what extent doas
sou with information about your work performance?
That is, does the actual work itgelf provide clues
about how well you are doinz--aslde from any "feedback®
co=workers or supervisors may provide?

1 2

Very clear;

I know exactly
what the goals
are,

provide

Very little; the
Job itself is set
up so I could work

forever without
fiming out how

wall I am doing,

1
P

e S

loderately; some-

times doing the
Jjob provides

"feedback" to me;
sometimes it does

not,

Very much; the
Job is set up so
that I get almost
constant “feed-
back" as I work
about how well I
am doing.
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9. To wha exten! <o you continue working toward
a zoal aver when i* becomes difficult?

! 2 3-- 4 Semmemnfmmmeaa?
lary little; “oderately; Vary much; once
I zive up I usually I acceapt a goal
quickly if I continue workinz I rarely give
can't reach toward a goal up no matter how
the zoal, onen I start, difficult it zets.

10. «What degree of influence 40 you have in
determining your wor'c objectives or goals?

1 2 3 n  Som— 4 7
Very little; I‘oderate; Very much;
I have no say I have some I have a great
in the zoals influence over deal of influence
set for my job. the goals for over the goals
my Jjob. for my job.

1. To what extent do you accept the work objectives
or goals for your job?

1 2 ‘: L 5 A ?
7ery little; Moderately; Very much;
I ignores the I sometires I accept almost
goals and do accept the all goals.
as 1 please, goals,

12, To what extent are your goals or work
objectives difficult to accomplish?

1 2 3 N s 4. 7
Very easy; Moderately Very difficult;
I can accomplish difficult to the goals are almost
the goals with accomplish, impossible to
minimum effort. accomplish,
BUT ANSHERS ON THE ANSWER SHEET

99

— - - -~ e e —




el —

Listed below .0 statements which could be
used to desc .

You are to iidicate whether each statement is

an accurate or an inaccupate description of your job,

Once again, please try to be as objective as you can in deciding
how accurately each statement describes your job~-regardless of
whether you like or dislike your job.

Use the following scale for all the items in Section Two (13 thru 26).
3elect the appropriate response number and shade it in ON THE ANSWER
3iIC5T next to the corresponding question number.

1 2 3 4 5 6 7
Very Vostly Slightly Uncertain Slightly Mostly Very
Inaccurate Inaccurate Inaccurate Accurate Accurate Accurate
13. The job requires me to use a number of complex ar high-level skills.
14, The job requires a lot of coopsrative work with other people.
»

15. The job is arranged so that I do not have the chance to do an entire
piace of work from beginning to end.

15, Just doing the work required by the job provides many chances for me to
figure out how well I am doink.

17. The job is quite simple and renetitive.

12, The job can be done adequately by a person working alone-~without
talking or checking with othar peoole,

'7. The supsrvisors and co-workers on this job almost never give me any
"faedback" about how well I am doing in my work.

70, This job is one where a lot of other peoples can be affected by how
well the work gets done.

21, The job deniss me any chance to use my personal initiative or judgment
i1 carrying ont the work

22, upervisors often let me know how well I am performing the job,

23. ‘he job provides me the chance to finish the pieces of work I Legin.

2%, The job itself provides vary faw cluas about how well I am performing.

2%. "he joh gives ma considerable opportunity for independence and freedom
in how I do the work.

2/, The job itsalf is pot very significant or important in the Lroader

scheme of things

EUT ANSWERS ON TiE ANSWER SHEET
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39.
ho,

BUT ANSAERS QN THE ANSWER SHEET

SECTION THREE
J0 you have goals or work objectives for your job?

If your answaer is 0O, then go on to the next Section. Howaver,

if your answer is I35, please arnsWer tie following questions.
Listed below are a number of statements which could be used to
describe your job,

7ou are to indicate whether each statement is an
accurate or an inaccurate description of your job.

Once again, please try to te as objective as you can in deciding
how accurately each statement describes your job--regardless of
whetiner you like or dislike your job,

Use the following scale for all ths items in Section Three (27 thru 40).
3elect the appropriate res,onse number and shade it in ON THS ALUWER
SHEET next to the corresponding question number.

1 2 3 4 5 6 7z
Very Yostly Slightly Uncertain Slightly Dlostly Very
Inaccurate Inaccurate Inaccurate Accurate iccurate Accurate

I 40 not try ‘o meet the goals established for this job,

1% objectives are clearly statod with respact to the results expected.
I ~ive up easily if I can't reach the goal.

I wish I had bDetter knowledye of whether I'm achieving my objectives.
It is very easy to reach my work cbjectives or goals.

I nced more faedback on whather I'm achiaving my objectives or rol.
I accept the specific goals or standards set for my job.

I will work toward some zoal for a long time before giving up.

"ne goals for this job are almost impossible to accomplish.

T have little say in the formulation of ny work goals.

T.e relative importance of all my ovjectives or goals is unclear.
Smtting the work goale for my job is pretty much under my control.

I %now exactly what is expacted of me on this job.

I always have knowledge of my progress toward my objective.

PUT ANSWERS ON THE ANOWER SHEST
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SICTION FOup
il =

Avery employse produces something in his or her work.
It may be a "product® or it mas be a "service". It is
somatimes difficult, however, to identify that product
or services. Lis‘ed below are some of the products or
services produced at AGMC.

equipment calibrated pay vouchers work orders

typed pages packaging jobs planned
contracts technical assistance procedures written
reports classifications food prepared

These are just a few of the products or servicea found at
AGHC. Thers are others, of course, ‘e would like you to
think carefully of the things you produce, and also of the
things produced by those people who work with you in your
work group (i.e., everyone who works for your boss).

™here is a scale provided for each quastion. Select the response
number (1 thru 5) you are most comfortable with and then shade that
same number OF THE ANT.<D JHEST Leside the number corresponding to
*hese question numbers.

%1, Thinking now of the various things produced by

the peopls you know in your work group, how
much are they producing?
1 2 3> L . 5
It is It is It is It is Their
very fairly neither fairly production
19 low, hizh nor high. is very
low, high.

42, ilow good would you say is the guality of the products
or services produced by the people you know in your

work groupi
1 2 3 - s
The The The The The
Auality quality quality quality Quality
is joor. is not too is fair, is pood. is axcellent,
zood,

3. No the psople in your wor' group seem to get maximum
outpul from tre resources (money, people, equipment,
ate.) the navn available? ™at is, how aCficlently
1o they worli

1 2 3 L. 5
They 4o ‘ot Fairly They are They are
not. word too efficientl., very extremely
efficiently afficient, officient, efficient.
at all,

BUT AUSATRS QY THT ANSWER SHSET
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PUT AGGWERS OF THE ANGYeR SHEST

SECTION 7IVE

low please indicate how you versonally feel about

your 3oL,

Tach of the statemants hHelow is something that a person migzat
say about his or har job. You are to indicate your own per-
sonal feelings about. your job by marking how much you agree
with each of the statements,

‘ise the following scale for all the items in Section Tive (4 thru 50).
‘alect. the appropriate response number and shade it in OF Ti® 14.74%7

“HYTT next to the correcronding quastion number.

1 2 3 4 5 35 ?
‘trongly ‘isagree lightly ‘leutral Olightly Agree trongly
‘isaree NisaTree Agree Jgree

W, Xy opinion of mysell ;oes up vnen I do this
Jjob well,

45, Cenerally speaxing, I am very satisfied with
this job,

ké, 1 feal a great sense of personal satisfaction
when I do this job well.

47. I frequently t.ﬁuxk o" quitting this job.

3. I feel bad and unhappy when I discover that I
have psrformesi moorly on this job,

49. 1 am generally satisfisd wit!. the kind of work
I 40 in this job.

50. iy own femlings generally are not affected much
one way or thie other by liow well I do on this

Job,
PUT ANGIERS O:f THE ANGJER SHEET
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SECTION SIX

liow please indicate how satisfied you are with each
aspect of your job listed below.

Once again, use the following scale for all the items
in Jection Six (51 thru 64). Select the appropriate
response number and shade it in ON THE ANSAER SHEET
next to the corresponding question number.

How sati wit) ]
of your job?

1 2 4 5 6

3 5 ?
Extremely Dissatisfied Slightly Neutral Slightly Satisfied Sxtremely
Dissatisfied Dissatisfied Satisfied Satisfied

1.
52.
53.
sk,
55.
56.
57.
53.
59.
60,
61,
A2,

63.

b,

The amount of personal growth and develomment I get in doing my job.
The people I talk to and work with on my job.

The degree of respect and fair treatment I receive from my boss.
The fesling of worthwhile accomplishment I get from doing my job.
The chance to zet to know other people while on the job.

The amount of support and guidance I reveive from my supervisor,
The amount of irx'ependent thought and action I can exercise in my job.
The chance to help other people while at work.

The amount of challenge in my job.

The overall 7uality of the supervision I receive in my work.

The amount of job sacurity I have,

Thae amount of pay and fringe benefits I receive.

The degr=e to which I am fairly paid for what I contribute to this
orszanization.

How securs things look for me in the future in this organization.

BUT ANSWERD ON THE ANSWER SHEET
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PUT ANSWERS ON THE ANSYeR SHEET

SECTION SEVEN

f
Listed below are a numbar of characteristics which could be
present on any job. Paople differ about how much they would
like to have each one present in their own jobs. e are inter-
ested in learning how much you peraonally would like to have each
one present in your job.
Please indicate the degrese to which you would like to have each
characteristic present in your job., Use the scale below for all
the items in Section Seven (65 thru 30). Jelect the appropriate
respone numbar and shade it in ON THE ANSWER SHEET next to the
correspording question number,
WCTZ: The numbars cn this scals are different from thoss used

in previous scales, in that it does not begin at #1.

4 5 6 7 - 8 9 10
dould like having Would like having would like having
this only a this very much this extremely
rmoderate amont much
(or less)

65. Being a membar of a warm, closely-knit work group, whera people have
the same perspective on 1ife,
66. OQpportunities for personal growth and development on ‘the job.
67, Great job security.
47, Co-workers who let me know what they think of me,
69. Chances to axercise irdependent thought and action in my job.
70. Very high pay and very generous benefits.
71. Having other people around who care about me as a pearson,
72. Stimulating and challenging work,
73. Co-workers with whom I can share my parsonal concerns.
7%, Jduich promotions,
75. Opnportunities to be creative and imaginative in my work,
75. High respesct ani fair trsatnent from my supervisor.
77. A sense of worthwhile accomplishment in my work.
' 73. Being able to lend a hand to others when they have trouble.
79. Opportunities to learn new things from my work.
5 30, Chances to work together with others in carrying out the job.
PUT ANSWERS ON THE ANSWER SHEET
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11,
12.
11.

1h,

15.

-

PUT ANSWERS ON THE ANSWER SHEET

SECTION EIGHT

You have now completed the first answer sheet, The answers
to iesctions Eight thru Ten will be placed on the second
answer sheet, The nunmbering of those questions which follow
begin again at #1, Check to ba sure you have coded the last
four digits of your SSN on the second answer sheet.

Listed below are a number of characteristics which could be
presant on any job. Please indicate the degree to which you
feel they are present on your job.

Use the following scale for all the items in Section Zight
(1 thru 21). Select the appropriate response number and shads
it in ON THE ANSWER SHEET next to the corresponding question nunber.

1 2 p 4 5 6 7
Never Very Seldom Occasionally Often Very Always -
Seldom ¢ Often

My immediate supervisor communicates often with me,

My irmetiate supervisor makes an effort to help people in the work
group with their personal problems,

My immediate supervisor insists that members of the work group follow
to the letter the standard policies and regulations handed down to him,

Considering Question #3 again, answer in terms of how you would like
it to be.

Membars of my work group take a personal interest in each other.
The communications I have with my irmediate supervisor are worthwhile.

My immediate supervisor seeks the advice of our work group on important
matters before going ahead.

My immediate supervisor decides in detail what shall be done and how it
shall be done by the persons under him,

Kembars of my work group eat lunch together.

The diractions and puidance 1 receive from my supervisor are clear,
concise and understandable.

My immediate supervisor treats all persons in our work group as equals.
My imediate supervisor emphasites the meeting of deadlines.
Members of my work group talk to each other about their personal problems.

My ismediate supervisor stands up for persons under him, even when it makes
him unpopular with others, :

My ismediate supervisor pushes the psople under him to insure they are
working up to capacity.

106




-

19.

20,

21,

SECTION EICHT (CONT'D)

lise the following scals for the remaining six
questions (16 thru 21) in 3ection Eight. Again,
select the appropriate response number and shade
it in ON THE ANSWER SHELT next to the corresponding
question number.

1 2 3 L 5 6 7
Strongly Disagres S5lightly Neutral Slightly Agree Strongly
Disagree Disagree Agree Agraa

There is a "group spirit" that exists amongst the membars of my
work group.

Psoole at higher levels are in the best position to make important
decisions for people below then,

My immediate supsrvisor should be given latitude in making his own
decisions.

It is hard to get people higher up in this organization to listen to
peopls at my level,

It is better to have a complete set of rules than to have to decidse
things for oneself,

Zach individual should be given latitude in organising and conducting
his work,

BUT ANSWERS ON THE ANSWER SKEET
107




SICTION MINE

The following items might be used to describe the
work you do on your job,

Use the scale below for all the questions in Secotion Nine
(22 thru 39). Gelect the appropriate response number and
shade it in ON THE ANSYYR SHEET next to the corresponding
question number.

o, it does not I cuzmot Yes, it does

describe my job. decide. describe my
job.

22, My work is fascinating.

23, %y work is routine,

24, My work is satisfying,

25. My work is boring.

26. My work is good.

27. My work is creative,.

23, My work is respected.

29. lly work is hot.

30. My work is pleasant.

31. My work is nseful,

32, My vwork is tiresome.

33. My work is healthful,

3. My work is challenging.

35. Mywork keeps you on your feet.

Y. Ly work is frustrating.

7. My work is simple.

33, My work is endless.

19. My work gives you a sense of accomplishment.

PUT ANSWVERS ON THE ANSWSR SHEET

108

T P ——




52.
53.
.
55.
6.
57.

SECTION TEN

i

Listed below are a number of statements concerning
attitudes and traits.

('se tha scale below for all the items in Section Ten (40 thru 72).

Select the aporopriate response number and shade it in QN TiE
ANSNZR SHEET next to the corresponding question number,

1 2
True False

Before voting I thoroughly investigate the qualifications of all the
candidates.
I naver hesitate to go out of ry way to help someons in ‘roublae.

It is sometimes hard for me to go on with my work if I am not
encouraged.

I have never intensely disliked anyone.

On occasion I have had doubts about my ability to succeed in lifas.
I sometimes feel ressntful when I don't get my way.

I am always careful about my manner of dress.

[y table manners at home are as good as when I eat out in a restaurant,

If I could get into a movie without paying and be sure I was not seen,
I would probably do it,

Cn a few occasions, I have given up doing something because I thought
too little of my ability.

I like to gossip at times,

There have been times when I felt like rebslling against people in
authority even though I knew tney were right,

lo matter who I am talking to, I'm always a good listener.
I can remember "playing sick" to get out of something.
There have been occasions whan I took advantage of someone,
I am always willing to admit it when I make a mistake.
I always try to practice what I preach.
I don't find it particularly difficult to get along with loud-mouthed,
obnoxious people.
PUT ANSWERS ON THE ANSWER SHEET

109

- T e —




S3.

59.

oL,

62,

5

5.

FUT ANSWZRS O THE ANIAIR SHEET

$3CTIOH T (CONT!D)

1 2

True False
I sometimes try to zet even, rather than forgive and forget.
“hen I don't know somathing I don't at all mind admitting it.
I an always courteous, even to people who are disagreeable.
At “imes I have really insisted on having things my own way.
Thera have bmen occasions when I falt like smashing things.

I would never think of letting someons slse be punished for my
wronedoings,

I never rasent ba asked to return a favor,

I have never been irked when people expressed ideas very different
from my own,

I never make a long trip without checking the safety of my car,

Thers have been times when I wa3 quite jealous of the good fortune
of others.

I have almost never felt the urge to tell somecne off.
I am sometimas irritated by people who ask favors of me.
I have never felt that I was punished without cause.

I sonetimes think when people have a misfortune thay only got what
thay Adeservaed.

I have naver deliberately said something that hurt someone's
faelings.

This concludes the =urvey, +e want to thank you for
your time an? your cooperation in completing it., If
you have any qunstions about what will become of this
information, please feel fres to ask, Flesase now turn

in this survey bookle! and the two answer gheets to the

survey administrator,

EUT ANSAZRS QN THE ANSWER SHIRT
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Footnotes

lA constructive replication is a study which, if success-

ful, extends the generalizability of the research after which

it is modeled.

2'I‘he numbers in parentheses indicate the item number

on the questionnaire. See Appendix B.

3This development of interaction is borrowed heavily

from Netter and Wasserman (1974). For a more general dis-~

cuseion of interaction terms, see their text, Applied Linear

Statistical Models, pp. 214-220, especially pp. 219-220.
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