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SUMMARY 

This thesis describes a programme of research which was 
carried out amongst the staff of Dunlop Polymer Engineering 
Division, a Midlands engineering firm, in response to a 
request from the Division's Management, who felt that 
problems of low morale and job dissatisfaction existed 
amongst the Division's white-collar staff. The Work and 
Life Attitudes Questionnaire (Warr, Cook and Wall 1978) 
was used to gather information on the attitudes of the 
Division's staff as a whole, and to search for differences 
in the attitudes of different groups of staff, classified 
by Length of Service (‘Relatively Long-Serving' and 
"Relatively Short-Serving Staff'), Seniority ('Senior' and 
‘Junior’ Staff) and Job Type ('Engineers' and ‘Commercial 
Staff'). The selection of these personal and occupational 
characteristics was based on a review of the literature, 
the opinions of the Division's Management team, and the 
researcher's assessment of variations in work and life 
attitudes amongst the Division's white-collar staff. 
Differences were identified in the Perceived Intrinsic 
Job Characteristics and Intrinsic Job Motivation of the 
two job groups, and the Intrinsic Job Motivation and 
Satisfaction with Personal Life of groups of differing 
tenure. No differences however emerged between the work 
and life attitudes of Junior and Senior staff. Dissatis- 
faction was based on the subscales assessing Employee 
Relations Satisfaction and Satisfaction with Standards 
and Achievements, but otherwise the subjects were 
generally satisfied with their jobs and lives. As a 
result of these findings, recommendations were made 
which it was hoped would deal with the specific causes 
of job dissatisfaction identified by the research. 
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CHAPTER ONE 

INTRODUCTION AND BACKGROUND 

objectivesof this chapter are twofold; 

i) To provide a background to the research by 

describing the Interdisciplinary Higher Degrees 

Scheme, and the Dunlop Organisation. 

ii) To outline the approach adopted to the definition 

of the problem area, and to provide the reader 

with an overview of the work contained in the 

following chapters of this thesis. 

The Interdisciplinary Higher Degrees Scheme 
  

This research was sponsored jointly by Dunlop Limited 

and a Joint Committee of the Social Science Research 

Council and the Science Research Council, and carried 

out under the auspices of the Interdisciplinary Higher 

Degrees Scheme (IHD) at the University of Aston in 

Birmingham. 

In such research the IHD student assumes a dual status; 

as a full-time research student and as a full-time 

employee of the sponsoring organisation. This duality 

enables the researcher to obtain knowledge from two 

interacting areas of expertise: Academic, via the 

University's academic staff and University sources of 

information, and Industrial via the Industrial super- 

visor and day-to-day involvement in the sponsoring 

organisation.
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The aim of this type of research is to tackle specified 

organisational problems from an interdisciplinary base, 

leading to positive, practical recommendations for 

change within the sponsoring organisation. 

In short, students on the Interdisciplinary Higher 

Degrees Scheme undertake Action Research, the concept 

of which is expanded more fully in Chapter Two. 

The Dunlop Organisation 

1.2.1 The Dunlop Group of Companies 

In 1976 the Dunlop Group of Companies, estab- 

lished in 1845, employed a total of approximately 

93,000 people - slightly over 43,000 in the U.K. 

and a little over 50,000 overseas. 

The original ‘Dunlop Rubber Company' was formed 

in 1845 by John Boyd Dunlop, a Scottish vet, to 

manufacture pneumatic tyres. A programme of 

diversification, largely during the first three 

decades of this century, led to the group's 

current involvement in the manufacture of a wide 

range of industrial and consumer goods, many of 

which contain no rubber at all. 

Figure 1.1 illustrates how Dunlop's U.K. 

production is today organised into four principal, 

largely autonomous product groups: 

1. Consumer Group 

2. Engineering Group 

3. U.K. Tyre Group 

4. The Dunlop-Angus Industrial Group



q
u
e
u
d
t
n
b
g
 

pue 
B
u
T
Y
I
O
T
D
 

s
q
a
o
d
s
 

"09 
S
L
Y
O
d
S
 

T
W
N
O
L
L
V
N
Y
A
I
N
I
 

| 

q
u
e
w
d
t
n
b
a
 

BuTqysty 
eATA 

sTees 
rzeqqny 

s
3
u
T
q
u
n
o
w
 

u
o
t
q
e
a
q
T
A
-
T
I
u
y
 

9
S
O
H
 

P
A
T
I
O
W
O
A
N
Y
 

SqJEY 
O
T
T
 

q
Q
u
e
u
d
t
n
b
y
 

s
u
t
z
e
y
 

aso 
SUTIEW 

PY 
TTO 

9
s
o
H
 

r
e
q
q
n
y
 

sourTsuq 
eaty 

STees 
TTO 

s
q
T
®
q
 

z
t
o
f
9
A
u
0
5
 

d
n
o
 

saa 
LuvnddavaH 

IVIULSNGNT 
FALLVULSININGVY 

SNONV-dOINNG 

areamMjo004 
3
u
T
I
O
O
T
Y
 

s
o
s
s
o
r
q
q
e
n
 

S
M
O
T
T
T
d
 

s
u
e
A
T
g
 

d
n
o
u
d
 

YWAWANSNOS 

s
e
e
s
 

pue 
sSutTptnow 

t
e
q
q
n
y
 

sweqsfhs 

7e4s-TQUy 
s
t
u
n
 

u
o
t
s
u
e
d
s
n
s
 

O
T
A
s
e
T
o
o
r
p
A
Y
 

SUTI 
7 

S
T
O
O
Y
M
 

S
A
T
I
O
W
O
T
p
P
A
H
 

q
u
e
u
d
t
n
b
o
 

uoTqzeTAy 

dnoud 
O
N
T
Y
S
A
N
T
I
O
N
A
 

seTito 
-
s
s
9
0
0
e
r
 

a
r
k
]
 

peeazqeat 
e
x
]
,
 

W
T
e
T
I
e
t
 

B
a
z
,
 

sez4y 
- 

SIONGOYd 
« 

(
s
u
o
T
S
T
A
T
q
 

3
i
1
0
u
w
 

ZO 
98uo0 

Fo 
pesoduiog) 

d
n
o
u
d
 

- 
L
o
n
d
o
d
d
 

dnoud 
auAL 

IN 
 
 

  

 
 

S
N
O
I
T
L
V
a
d
d
O
 

AN 
d
O
I
N
A
d
 

 
 

(8Z6T 
toqueceq 

SsoT{STIeI5 
AueduioD 

:aouNOS) 
dnowd 

LONGOYd 
AT 

SNOLLVUddO 
yn 

S,dO INN 
 
 

T°T 
F
a
n
d
1
d



1.2.2 

In addition to these four groups, approximately 

1,000 staff are to be found at the company's 

administrative headquarters in London. 

International Sports Company is another, largely 

independent, part of the Dunlop Organisation. 

The Dunlop - Angus Industrial Group 

This programme of research was carried out within 

the Polymer Engineering Division, part of the 

Dunlop-Angus Industrial Group. 

Following the acquisition of George Angus & Co. 

by Dunlop in 1968, a new group of Divisions and 

subsidiary companies was formed. This was named 

the Dunlop - Angus Industrial Group. The Group's 

products differ greatly in character and function 

and are virtually all intended for industrial 

markets and applications. The Dunlop - Angus 

Industrial Group consists of eight functional 

areas and a number of British and overseas sub- 

sidiaries. 

The eight functional areas are as follows; 

1. BELTING (Speke, Liverpool), producing rubber 

conveyor belts, 

2. FLUID SEAL (Wallsend, Tyneside), producing 

oil seals. 

3. ANGUS FIRE ARMOUR (Thame, Oxfordshire and 

Southampton), producing fire fighting equip- 

ment and fire engines. 

4. DUNLOP ANGUS HOSE GROUP (Gateshead, Grimsby 

and Newcastle upon Tyne), producing a variety 

of hose products.
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5. GENERAL RUBBER GOODS (Manchester), producing 

a wide variety of domestic and industrial 

rubber products. 

6. PRECISION RUBBERS (Shepshed, Leicestershire), 

producing rubber seals. 

7. RUBBER PLASTICS (Wrexham), producing poly- 

urethene products. 

8. POLYMER ENGINEERING DIVISION (Leicester), 

producing automotive hose and rubber-to-metal 

bonded components. 

Each Division is largely self-contained and auto- 

nomous, headed by its own director and manufactures 

and markets its products on a world-wide scale, in 

many cases with overseas subsidiary plants and 

specialised selling companies. 

The Dunlop - Angus Industrial Group has a wide 

geographical spread. There are over 4,000 people 

employed in the North-East (mainly on Tyneside), 

4,000 in the North-West (mainly in Lancashire), 

3,000 in the Midlands, and the remainder in the 

South or overseas. 

Polymer Engineering Division 

Polymer Engineering Division has grown from a 

base provided by the John Bull Rubber Company 

and Metalastik Limited, acquired by Dunlop in 

1958. The John Bull Rubber Company was founded 

by two Leicester brothers, John and Hubert Burton 

in 1906. The company produced a wide range of 

rubber products, including cycle tyres and 

accessories. In 1937 the John Bull Rubber 

Company formed Metalastik Limited, for the purpose



of developing the process of rubber-to-metal 

bonding. The components produced were initially 

used primarily on cars and buses, and in 1957 

Metalastik suspension units were fitted to 

London Underground trains. These two companies 

were acquired by Dunlop in 1958, and amalgamated 

to form Polymer Engineering Division in 1968. 

Metalastik still exists as a recognisable unit 

within the Division, and remaining capacity is now 

devoted to the production of automotive hose. 

Today Metalastik produces a wide variety of metal- 

to-rubber bonded components. In 1978 Metalastik 

was the British motor industry's largest supplier 

of anti-vibration mountings, suspension bearings 

and flexible transmission couplings, and also 

supplied a number of European motor companies, 

including Renault and Chrysler (France). However, 

the market was becoming increasingly competitive, 

and to maintain its market position Metalastik 

was concentrating on the production of the more 

expensive, high-technology components. An attempt 

was also being made to reduce production costs by 

improving methods and reducing staff numbers. 

In 1978 Automotive Hose was the largest producer 

of brake and coolant hose in the U.K., selling 

mainly to the U.K. motor industry but also to some 

European car manufacturers. Business expanded 

rapidly during the early seventies and, at the 

time of this study (1977-79) Automotive Hose was 

finding it difficult to satisfy demand, and was 

planning an increase in production capacity. 

6



1.2.4 Workforce Size and Composition 

In December 1978 Polymer Engineering Division had 

approximately 1,600 employees. Of these, approx- 

imately 900 were operatives (weekly-paid), and 

700 were staff (monthly-paid). The number of 

employees at the Division fell by approximately 

16% between 1973 and 1977, from 1,971 to 1,653. 

This was representative of the Division's policy 

of workforce 'rationalisation' which was being 

achieved by the non-replacement of selected staff 

and operative vacancies. The operative to staff 

ratio for the Division as a whole was 1.29:1 

(Divisional Statistics, December 1978). However, 

the ratio for Metalastik was very much higher than 

that for Automotive Hose, reflecting the fact that 

Metalastik requires a large number of technical 

and research staff in the development and 

production of its high-technology components. 

1.3 Definition of the Research Area 

1.3.1 The initial definition of the research 

The request for a research programme originated 

in response to the perception by the management 

of Polymer Engineering Division of problems of 

low morale and performance amongst the Division's 

staff, and difficulties in recruiting new staff 

to the Division. These problems were ascribed 

by the Division's management to three principal 

causes: low salaries, anomalies between the 

salaries of similar groups of staff employees and 

environmental factors.



Low Salaries At the commencement of the 

research in 1977, the salaries paid to the staff 

of Polymer Engineering Division were 'low 

average' when compared to others in the locality. 

The Division was therefore thought to be unable 
to compete with other local employers for staff, 

and it was thought that good staff experienced 

no difficulty in finding better paid employment 
elsewhere. These two processes were thought to 
combine to lower the quality of the staff 

working at the Division. These problems were 
felt to have been compounded by the flat-rate 
salary increases laid down by Government Pay 

Policy which had the effect of compressing the 
salary structure and reducing differentials 

between junior and senior staff, thus resulting 
in low morale amongst senior staff, and low 
motivation to perform well amongst junior staff. 

Anomalies between the salaries of similar groups 
of staff employees At the time of this study 
the two staff unions at Polymer Engineering 
Division were ACTSS (Association of Clerical, 
Technical, and Supervisory Staff), and TASS 
(Technical, Advisory and Supervisory Staff). 
A national agreement existed between the Dunlop 
organisation and both ACTSS and TASS, which set 
out spheres of influence for these two unions. 
All the Division's staff employees, with the 
exception of approximately 100 management staff 
were covered by these two unions, and generally 
speaking ACTSS represented secretarial and 
clerical staff, whilst Tass represented 
technical staff,



In 1977 separate Job Evaluation Schemes and 

Salary Structures existed for the jobs falling 

into each of these two areas. Anomalies between 

the two groups of staff came about when: 

i) in 1975 Government Pay Policy prevented the 

final payment of phased salary increases for 

senior ACTSS staff, finalising the intro- 

duction of a new job evaluation scheme. 

This caused an erosion in the differentials 

between junior and senior ACTSS grades, 

which had not been amended by 1977. 

ii) in 1975 a new system of job evaluation for 

TASS jobs was developed, but the introduction 

of the accompanying rationalised salary 

structure for this group of staff was 

prevented by Government Pay Policy. Between 

1975 and 1978 TASS jobs were therefore 

evaluated under the new (1975) scheme, but 

paid under the old (1973) salary structure. 

Environmental factors Polymer Engineering Division 

is located on the south-eastern outskirts of 

Leicester, and staff travelling to work by public 

transport often have to travel into the town centre 

and then change buses for the outward journey to 

the area where the Division is located. This was 

felt by management at the Division to be a very 

strong factor in discouraging potential applicants 

from applying for jobs at the Division. The site 

is generally unattractive, production processes 

are dirty (involving the use of carbon black),
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and office accommodation is cramped and old 

fashioned. These factors were thought to make 

it difficult to recruit and retain high quality 

staff. 

The redefined approach to the research 
  

The review of the literature (summarised in Chapter 

Two) revealed that a wide range of factors 

influence job satisfaction and motivation at work. 

These include the factors thought important by 

the Division's management team in defining the 

terms of reference for this study, but also 

include other factors such as job content, auto- 

nomy, the individual's relationship with his 

workmates, his supervisors and the management 

style practiced by the Division's senior manage- 

ment. The literature therefore strongly indicated 

that the research should look at a wider range of 

features of the working environment than those 

suggested by the original terms of reference. 

It was therefore decided to undertake a survey of 

the attitudes of the Division's white-collar 

staff to their jobs and working environment, in 

order to establish whether any clear sources of 

motivation and satisfaction could be identified. 

"Operatives' - the weekly paid manual employees 

of the Division were not included in the survey. 

It was hoped that the research would identify the 

principal causes of dissatisfaction and low morale 

amongst the staff of Polymer Engineering Division, 

and add to the management's understanding of the 

10



effect of personal and occupational character- 

istics such as job type, seniority and length 

of service on expectations and job satisfaction. 

It might then be possible to adopt a strategy to 

motivate and satisfy staff which is geared more 

closely to the expectations of different types 

of employees, with the consequent optimal use of 

scarce resources. 

As can be seen from the following chapters, a 

relatively small number of factors emerged as 

being responsible for dissatisfaction amongst the 

staff of Polymer Engineering Division, and some 

systematic variation of sources of satisfaction 

with personal and occupational characteristics 

was found. 

1



CHAPTER TWO 

LITERATURE REVIEW 

This chapter reviews some of the relevant literature which 

Provides the background to the research described in this 

thesis. The chapter falls into three principal sections; 
the first dealing with the concept of Action Research, and 
the second and third providing summaries of the more important 
literature on motivation and job satisfaction at work, and 
the effect of individual differences on individual work and 

life attitudes. 

The work described in this thesis is an example of Action 
Research - a type of research which allows its practitioners 
to be more responsive and interactive in their approach to 

the problem than is possible in the case of conventional 

research. The characteristics of Action Research, and their 

effects on the way in which this research was approached are 
briefly described in this chapter. 

The literature on motivation and job satisfaction at work is 
vast, and has developed over the last 70 years through a 
variety of different models of increasing complexity. The 
literature review aims to cover some of the important 

theories which provide a background to the study, and to 
place in context the original terms of reference for this 
research, which were relatively limited. 

The research design adopted by the Main Study was structured 
to allow an assessment to be made of the effects of three 
principal individual characteristics (seniority, length of 
service and job type) on individual work and life attitudes, 

lp)



The theoretical Dackground to the eifects of these three 

characteristics on work and life attitudes is also summarised 

in this chapter. 

2.1 The Research Style 

Several attempts have been made to analyse and classify the 

wide variety of different research styles available to a 

researcher. This has often been accomplished by highlighting 

certain fundamental features of a research project (for 

example, the way in which decisions concerning the course of 

the research are made, and how the findings are utilised), an 

using these to differentiate between different research style 

Chems (1976) classified research types according to three 

variables; (the nature of the problem, the type of solution 

and the freedom given to the researcher to select the 

research method required) and used these to identify 4 

different types of researcher. These range from the "sub- 

ordinate technician' (where problem, method and solution 

are all predetermined) to the ‘collaborative action 

researcher' (where all choices are open and negotiable). 

Clark (1972) produced a similar classification using 3 

variables; the researcher's problem-orientation (practical/ 

theoretical), the ‘dominant diffusion chanel' used to 

publicise the results, and the ‘audience’ for the research 

(academic/practical). Using these 3 criteria he identified 

five distinct research methodologies, ranging from 'Pure 

Basic' to ‘Action Research’. 

The aim of the programme of research described in this 

thesis was to gain a deeper understanding of employee 

attitudes at Polymer Engineering Division, and to produce 

practical, workable recommendations for changes which would 

improve these attitudes. During the course of the study 

the researcher assumed the status of an employee of the 

Division and worked normal hours for several working days 

each week in order to develop a closer relationship with 

the staff of the Division. Although the definition of the 
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objectives of the research was that of the organisation, 

the choice of research method and the type of recommend- 

ations put forward as a result of the study were that of 

the researcher. Practical recommendations for change were 

. Made as a result of the research, but these were not 

actually implemented and monitored by the researcher. 

A comparison with the taxonomies of different research 

types, such as those developed by Chems (1976) and Clark 

(1972) highlights the practically-orientated, interactive 

style of this programme of research, and emphasises the 

differences between this and 'Pure' research. Both Chers 

and Clark identify ‘Action Research' as the most pragmatic 

and collaborative of their research types. Warr (1977) 

emphasises the close collaborative relationship that, 

normally develops between the Action Researcher and the 

organisation being studied, which leads to the joint 

definition of the objectives and methodology of the 

research, and allows the researcher to become involved in 

the implementation of its results. Action research, 

according to Warr, aims primarily for practical results 

which will bring about beneficial changes in the organis- 

ation that has been studied. Although Applied Research 

also aims to produce practical recommendations, the 

relationship between the researcher and the organisation 

is typically less interactive than in the case of Action 

Research. The objectives of the research are normally 

defined by the organisation, which is normally responsible 

for implementing the results of the study. 

However, although these taxonomies, and the ‘distinct' 

research styles that they identify are useful, they are in 

a sense misleading because they fail to emphasise the 

infinite number of intermediate types that exist between 

the 'distinct' models, where much research should in 

reality be classified. 
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Comparison with taxonomies of research types, such as those 

developed by Chems (1976) and Clark (1972) therefore high- 

lights the practically-orientated, interactive style of this 

programme of research. However, it also emphasises ways in 

. which this study differed from the model of ‘Action Research' 

2.2 

put forward by these authors. It seems likely that an 

attempt to classify this study using either one of these 

taxonomies would place it in an intermediate category 

closest to ‘Applied Research’. ,However the somewhat 

restricted and idealised nature of these taxonomies pre- 

cludes anything other than a generalised classification of 

the research style exemplified by this particular programme 

of research. 

Theories of Motivation and Job Satisfaction at Work 

Before reviewing the main features of the literature on 

motivation and job satisfaction at work, it is necessary 

to define exactly what is meant by these two terms, and 

review recent changes in their use and definition. The 

use of the term Job Satisfaction has today to some extent 

been replaced by the concept of the Quality of Working 

Life. This change is representative of the broader, 

more global approach now being adopted to this area. 

A motive is a reason for doing something, and determines 

the type and intensity of individual behaviour, (Argyle 

1972). In the past the necessities of life were obtained 

as a direct result of the individual's labours. Today 

this type of direct motivation has largely been 

replaced by other sources of motivation at work, such as 

that provided by financial incentives, intrinsic 

incentives (such as the need for self fulfilment), and 

social factors. Sources of motivation may be categorised 

as extrinsic or intrinsic. Extrinsic motivation is 

provided by factors external to the actual duties of the 

job, such as pay, working conditions and social factors, 

such as relationships with workmates. Intrinsic 

motivation is provided by the duties of the job and 
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examples include the need for achievement and the need 

for fulfilment at work. Effective performance is jointly 

determined by ability and motivation, and the relation- 

ship between these two factors is multiplicative, that 

is, the effect of ability is increased by increased 

motivation (French 1958). The amount of satisfaction 

obtained is a result of the individual's motivation, and 

the rewards that he or she receives (Argyle 1972). 

Job Satisfaction consists of several component factors, 

which correlate strongly together. It has been 

suggested that a general factor of overall job satis- 

faction exists, which is correlated with its 

constituent elements (Argyle 1972). Job Satisfaction 

is affected by a wide variety of different features of 

the job, working environment and individual differences. 

The intrinsic nature of the job is important in 

determining job satisfaction, although its importance 

varies with individual characteristics such as the age 

and educational background of the person concerned, and 

the skill and status level of the job which is being 

done. Jobs which are varied, and which allow the 

incumbent a degree of autonomy are more likely to 

produce job satisfaction than jobs which do not have 

these features. Turner and Lawrence (1966) and Hulin 

and Blood (1968) have postulated that whether or not 

the use of skills and abilities is a source of job 

satisfaction depends, on the personal characteristics 

of the individual concerned. The use of skills and 

abilities is generally more important to the incumbents 

of higher level jobs. Some groups have been shown to 

actively dislike more complex jobs (Turner and Lawrence 

1966, Hulin and Blood 1968). Incentive conditions, 
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notably pay, are also determinants of job satisfaction. 

Studies have shown, however, that it is not the 

absolute level of pay which is important in determining 

job satisfaction, but how this relates to the individual's 

assessment of what he should be paid, and what others 

earn (Argyle 1972). Job Satisfaction is also related 

to the social status attached to the job, even though 

jobs of low social status may be better paid than those 

perceived as being higher up the social scale (Argyle 

1972). The importance of factors such as promotion 

prospects and job security in determining job satis- 

faction varies from individual to individual. Work 

group relationships are an important factor in 

determining job satisfaction, and work group size, 

cohesiveness and the popularity of the individual and 

the number of opportunities for him to interact with 

other members of the group are important constituent 

parts of this factor. The style of supervision, and 

features of the employing organisation such as size 

and management style are also determinants of job 

satisfaction. 

The relationship between job satisfactbn and performance 

is not a straightforward one, and varies from individual 

to individual. However, it seems likely that, generally 

speaking, an individual with a high level of job satis- 

faction will perform well at work. The exception to 

this rule is the individual who is happiest when not 

working hard, and the person who may be deeply 

dissatisfied with the job, but who works hard to 

forget his dissatisfaction. (Argyle 1972). Job satisfaction 

has been shown to be related to voluntary absenteeism 

from work, and to turnover (Argyle 1972). Individuals 
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who are satisfied with their work are less likely to 

be absent voluntarily, or to leave their job for another 

(Argyle 1972). 

Motivation and Job Satisfaction are therefore two 

factors which are conceptually distinct, but which are 

both important in determining the individual's attitude 

to his job, and his performance at work. 

A variety of different theories have attempted to 

analyse the nature of these two factors, and their 

importance to the individual's performance at work. The 

following literature review covers some of the most 

important of these theories, and is presented in two 

parts, the first covering earlier theories, and the 

second covering more recent and sophisticated models. 

2.2.1 Early Approaches 

The concept of Scientific Management proposed 

by F W Taylor (1911) represented one of the 

earliest attempts at a theory of motivation at 

work. Taylor viewed workers as ‘Rational- 

Economic' men, motivated primarily by economic 

incentives. He proposed that workers should 

operate according to carefully thought-out and 

simplified job methods, representing the most 

efficient way of performing a particular task, 

and be paid according to their level of performance. 

The source of motivation at work was therefore 

seen as external to the job, and provided by the 

payment system. 
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The principal criticism of this theory is 

related to its total neglect of other sources 

of motivation, such as the social environment 

of the worker and the intrinsic rewards of the 

job. Taylor was however the first to recognise 

the importance of selection and training, and 

the first to advocate an analytical approach to 

work design. 

These ideas were accepted by British industry for 

several decades and even today they are behind 

much of management thinking on motivation at work. 

It was this type of philosophy which determined 

Polymer Engineering Division's initial definition 

of the aims of the research. The request for a 

programme of research came initially as a result 

of management perception of problems of low 

morale and motivation amongst the staff employees 

of Polymer Engineering Division. The original 

terms of reference involved the development of 

methods of job analysis to assess the skills and 

knowledge required from staff, and a market 

survey and internal opinion poll to judge the 

correct rate for the job. It was also planned 

that the study should investigate alternative 

current and future payment systems. The research 

was therefore initially defined as tackling 

problems of low morale and motivation by 

redesigning salary structures to pay each job 

the 'going rate'; an approach based heavily on 

the principles of Scientific Management. 
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As a result of the 'Hawthorne Studies' carried 

out in the early 1930's, Elton Mayo (1933) 

postulated that man is motivated by and derives 

satisfaction from social factors extrinsic to 

the job, and is less responsive to management's 

financial incentives than to the influence of the 

workgroup. According to this theory management 

is seen as a facilitator of work and a sympathetic 

supporter, rather than the source of employee 

motivation. 

The validity of both the experimental method and 

conclusions of the Hawthorne Studies have been 

questioned by Carey (1967), who quotes changes 

in subjects, the work being done by groups under 

observation, and changes in the payment system as 

evidence of inconsistencies in experimental 

method. Carey also challenges the derivation of 

the conclusions from the results obtained by the 

studies. Another criticism of this theory is 

that the effect of job duties and other non- 

social factors such as autonomy, feedback and pay 

on employee attitudes, motivation and job satis- 

faction are entirely ignored. The possibility of 

individual differences is also ignored. Mayo 

acknowledges that individuals exist who do not 

care for the group standards (‘Rate Busters'), 

but does not acknowledge that the influence of 

the workgroup will vary from individual to 

individual. 

The ‘Hawthorne Studies' did however play an 

important role in the development of ideas on 

motivation and job satisfaction at work, as 
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they were responsible for the introduction of 

the notion of ‘Social' factors, and drew attention 

to the importance of the influence of the 

workgroup on the attitudes of individuals. 

The theory proposed by Abraham Maslow (1954) 

represented a major development in ideas on 

motivation and satisfaction at work. Maslow 

postulated that work possesses an intrinsic 

ability to motivate the employee, and that job 

satisfaction can be derived from the job itself. 

Maslow postulated that man is motivated by 

unfilled needs, which he strives to satisfy. 

He arranged these needs in a hierarchy, which is 

illustrated in Figure 2.1. The lowest level of 

need in the hierarchy is represented by the 

Physiological Needs, followed by Safety, Social 

and Self Esteem Needs, with Self-Actualisation 

Needs at the top of the hierarchy. Maslow 

postulated that man continually tries to satisfy 

the lowest level of unsatisfied need, and as one 

level of need is satisfied, the next level becomes 

important. He suggested that in order to increase 

employee motivation and job satisfaction, work 

should be made more interesting, and capable of 

offering self-actualisation to the individual 

employee. The manager should act as a catalyst 

and facilitator of employee action, rather than 

a motivator or controller. 

Maslow's theory has not generated much empirical 

research, and strong evidence in its favour is 

lacking. When tested, the results have not been 
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clearly supportive of Maslow's theory, and 

studies have failed to find groups of associated 

needs corresponding to Maslow's ideas (Wahba & 

Bridwell 1976, Wanous & Zwany 1977). Blacker & 

Williams (1971) criticised Maslow's theory as 

being applicable only to the sector of the popu- 

lation of the United States with which Maslow 

was familiar. Maslow's categories are difficult 

to define, and although supposedly discrete, 

almost always overlap (Payne 1970, Scheider, Clay- 

ton & Alderfer 1973). The existence of such a 

clear cut hierarchy of needs has been questioned, 

especially as higher level needs have been shown 

to be influential in determining motivation and 

job satisfaction, even when the lower level needs 

have not been satisfied (Davies & Shackleton 1975). 

However, despite these criticisms, the 

introduction of the concept of the job as a 

motivator, the concept of self-actualisation, and 

the idea that motivation may be determined by 

more than one factor has been profoundly 

important in influencing later theories. 

Douglas McGregor's 'X and Y' theory (McGregor 

1960) emphasises the differences between economic/ 

social man and the self-actualising man proposed 

by Maslow.. The characteristics of theories X and. 

Y are outlined in Figure 2.2, Theory X assumes 

an authoritarian working environment in which 

management is responsible for controlling and 

motivating employees, whose only needs are the 

"physiological' and 'safety' needs proposed by 

Maslow. Under theory Y, individuals are given 
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FIGURE 2.2 

Theory X_and Theory Y 

(taken from McGregor 1960) 

  

THEORY X 

The average man is by nature indolent - he works as 
little as possible 

He lacks ambition, dislikes responsibility, prefers 
to be led 

He is inherently self-centred, indifferent to 
organisational needs 

He is by nature resistant to change 
He is gullible, not very bright, the ready dupe of the 

charlatan and the demagogue 

The implications for management are: 

Management is responsible for organising the elements 
of productive enterprise - money, materials, equipment, 
people in the interest of economic ends 

With respect to people, this is a process of directing 
their efforts, motivating them, controlling their 
actions, modifying their behaviour to fit the needs of 
the organisation 

People must be persuaded, rewarded, punished, controlled, 
their activities must be directed 

aoe ieee pa eet   

  

THEORY Y 

People are not by nature passive or resistant to changng 
organisational needs. They have become so as a 
result of experience in organisations 

The motivation, the potential for development, the 
capacity to assume responsibility, the readiness to 
direct behaviour towards organisational goals, are 
present in all people. It is the responsibility of 
management to make it possible for people to 
reorganise and develop the human characteristics 
for themselves 

Management is responsible for organising the elements 
of productive enterprise in the interest of economic 
ends but their essential task is to arrange the 
conditions and methods of operation so that people 
can achieve their own goals best by directing their 
own efforts towards organisational objectives     
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goals and objectives, and are required to plan 

their work in order to achieve them. Management 

is non-authoritarian and participative, and 

seeks to help employees to achieve their goals 

by their own methods, rather than by closely 

supervising whilst they operate according to 

methods already determined by management. 

However, theory Y cannot be applied to lower 

level jobs where the way in which the job duties 

are carried out is determined by technology, and 

where the demands of the job are routine and 

predictable. Theory Y can be applied to best 

effect in higher level jobs, where problems are 

complex, and where the job duties are constantly 

changing. McGregor assumes that sources of 

motivation and satisfaction at work are the same 

for all types of people, in all types of jobs. 

Studies carried out by French, Israel & As (1960), 

and Vroom (1960), suggest that only individuals 

with a strong need for self-actualisation, who 

are doing jobs capable of being restructured to 

allow for a more participative management style 

will benefit from the approach set out in Theory 

Y. 

F W Herzberg (1968) proposed the 'Motivation/ 

Hygiene' theory which postulates that factors 

of one kind (intrinsic to the job) promote 

feelings of job satisfaction, and factors of 

another kind (extrinsic to the job) are responsible 

for feelings of dissatisfaction. This theory 
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contends that Extrinsic, 'Hygiene' factors 

(such as Salary, Security, Work Conditions and 

Inter-personal Relationships) cannot produce 

job satisfaction, and Intrinsic 'Motivators' 

(for example, Achievement, Recognition, 

Responsibility, Advancement and Growth) are 

not responsible for job dissatisfaction. 

Researchers seeking to validate this theory 

using methods differing from those used by 

Herzberg, have failed to do so. The technique 

used by Herzberg forced respondents to think in 

terms of a dichotomy, and was therefore thought 

to introduce an unacceptable element of bias 

into Herzberg's research methods (House and 

Wigdor 1968). House and Wigdor (1968) also 

criticise Herzberg's work as including no 

measure of overall job satisfaction, and feel 

that such a measure would profoundly affect the 

interpretation of the data collected by Herzberg, 

as many people dislike some element of their 

work, but are still satisfied with their job 

and working environment when it is taken as a 

whole. 

Despite its faults, Herzberg's work was important 

as it drew the attention of the academic world 

to the idea of job design, and to the effect of 

job design on individual satisfaction at work. 
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2.2.2 More Recent Ideas 

The next major development was made by V_H Vroom 

(1964) with his 'Expectancy Theory', This 

theory isolates four classes of variables which 

appear to influence the attitude of an individual 

towards his role within an organisation, and his 

performance within that role. According to this 

theory the individual undertakes a ‘Motivational 

Calculus' in order to ascertain the most profit- 

able course of behaviour. Vroom has postulated 

that the key variables in this calculation are 

Valence, Expectancy and Outcome. Valence represents 

the importance placed by the individual on a 

particular outcome, and Expectancy represents 

the individual's perception of the likelihood 

of a particular action being followed by a 

particular outcome. Vroom (1964) set out his 

‘Motivational Calculus' as an equation in the 

following way: 

Force of Expectancy of Valence of 
Motivation = desired outcome x desired outcome 

(F) (E) (Vv) 

This theory has some empirical support (Ribeaux 

& Poppleton 1978), and allows for individual 

differences, and the possibility of differences 

in motivational states between different 

individuals. Its principal fault lies in the 

fact that it assumes that every individual 

behaves rationally and logically in decision- 

making, and assumes that all decisions are made 

with only future rewards in mind - it ignores 
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the effect of immediate pressures upon the 

individual (Ribeaux & Poppleton 1978). Vroom's 

theory also differs from the other theories of 

motivation presented in this chapter in that it 

does not attempt to identify the causes of 

motivation, but merely suggests the way in which 

the individual weighs up the importance to him 

of the motivating factors which are present in 

the working environment. 

Despite its faults, Vroom's model represents an 

important step in the evolution of theories of 

motivation at work, and various researchers have 

developed more sophisticated versions of Vroom's 

basic model (Porter & Lawler 1968, Graen 1969, 

Campbell et al 1970, Cummings & Schwab 1973). 

The Porter & Lawler (1968) model of motivation 

at work illustrated in figure 2.3, is based on 

the assumption that rewards cause satisfaction, 

and performance sometimes produces rewards. 

They therefore hypothesise that the relationship 

between satisfaction and performance is linked 

by the reward variable. Porter & Lawler 

distinguish between intrinsic and extrinsic 

rewards. They consider that intrinsic rewards 

are only directly related to good performance 

if the job structure is varied and challenging 

so an individual can reward himself if he feels 

he has performed well. Extrinsic rewards are 

given by the organisation and satisfy mainly 

lower-level needs (e.g. pay, status, job security). 
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FIGURE 2.3 

The Porter and Lawler Model of 

Motivation at Work 

(Porter and Lawler 1968) 
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Extrinsic rewards are only weakly connected to 

performance, and this is indicated on the model 

by means of a wavy line. 

Within the model rewards are linked directly to 

satisfaction via perceived equitable rewards 

(that is, the amount of reward an individual 

feels he should receive as a result of his 

performance or his position in the organisation). 

Satisfaction is determined by the difference between 

actual rewards and perceived equitable rewards. 

The degree to which a person is satisfied or 

dissatisfied depends, according to Porter & Lawler, 

on the size of the difference between actual and 

perceived equitable rewards. Porter & Lawler 

therefore imply that both the organisation and 

the worker are responsible for job satisfaction. 

However, despite the influence of the organisation, 

the vast majority of the responsibility for 

satisfaction rests, according to this model, with 

the individual. Hence, the individual's 

satisfaction depends upon his performance, as 

this is affected by the value placed on rewards, 

the probability that effort will result in 

rewards, his effort, abilities, traits and role 

perceptions. 

This model probably constitutes a more realistic 

attempt at evaluating the multitude of complex 

factors that affect an individual's job 

satisfaction, including individual differences 

and differences in the environment and the type 

of work done. 
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Hackman & Oldham (1976) propose a model which 

specifies the conditions under which the 

individual becomes internally motivated to 

perform effectively in his job. The 'Job 

Characteristics Model’ illustrated in Figure 

2.4, focuses on the interaction between three 

classes of variables, (Hackman & Oldham 1976, 

p. 250): 

Ly 'The psychological states of the employees 

that must be present for internally-motivated 

work behaviour to develop" 

2s "The characteristics of job that can create 

these psychological states' 

Be ‘The attitudes of individuals that determine 

how positively a person will respond to a 

complex and challenging job' 

These three psychological states are the causal 

core of the model. Hackman & Oldham (1976), 

proposed that job characteristics can directly 

affect employee attitudes and behaviour at work, 

and the model therefore postulates that an 

individual experiences positive affect to the 

extent that he learns (knowledge of results) 

that he personally (experienced responsibility) 

has performed well on a task that he cares about 

(experienced meaningfulness). This positive 

affect is reinforcing to the individual, and 

encourages him to try to perform well in the 

future. This effect will continue until one or 

more of the psychological states is no longer 

present, or until the individual no longer values 

the internal rewards derived from good performance. 
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The Job Characteristics Model of 

FIGURE 2.4 

Motivation at Work 

(Hackman & Oldham 1976, p. 256) 
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TABLE 2.1 

Definitions of the terms used in Hackman & Oldham's 
Job Characteristics Model (Illustrated in Figure 2.4) 

(Taken from Hackman & Oldham 1976, p. 257 & 258) 

SKILL VARIETY "The degree to which a job 
requires a variety of different 
activities in carrying out the 
work, which involve the use of 

a number of different skills 
and talents of the person’. 

TASK IDENTITY ‘The degree to which the job 
requires the completion of a 
whole and identifiable piece 
of work; that is, doing 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 organisation, or in 
the external environment'. 

AUTONOMY "The degree to which the job 
provides substantial freedom, 
independence, and discretion 
to the individual in scheduling 
the work and determining the 
procedures to be used in 
carrying it out'. 

FEEDBACK "The degree to which carrying 
out the work activities 
required by the job results 
in the individual obtaining 
direct and clear information 
about the effectiveness of 
his or her performance’. 

EXPERIENCED "The degree to which the 
MEANINGFULNESS individual experiences the 
AT WORK job as one which is generally 

meaningful, valuable and 
worthwhile’, 

Cont discs. 
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TABLE 2.1 (Cont'd) 

EXPERIENCED 'The degree to which the 
RESPONSIBILITY individual feels personally 
FOR WORK OUTCOMES accountable and responsible 

for the results of the work 
that he or she does'. 

KNOWLEDGE OF RESULTS "The degree to which the 
individual knows and under- 
stands, on a continuous basis, 

how effectively he or she is 
performing in the job'. 
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According to the Job Characteristics Model 

(Hackman & Oldham 1976), the overall potential 

of a job to prompt internal work motivation on 

the part of its incumbents is highest when; 

1. The job is high on at least one (and 

hopefully more than one) of the three job 

dimensions that lead to experienced 

meaningfulness. 

2. The job is high on autonomy 

3. The job is high on feedback 

According to Hackman and Oldham (1976), the 

Motivating Potential Score (MPS) of a particular 

job is computed by combining the scores of the 

job on the five Core Job Dimensions as follows: 

MPS = 

Skill Variety + Task Identity + Task Significance 

3 
  

x Autonomy x Feedback 

The Job Characteristics Model also allows the 

researcher to diagnose the sequential causal 

lines existing between the variables by means of 

Critical Path Analysis. The model was developed 

primarily on ‘white-collar’ workers, and little 

attention was paid to blue-collar workers with a 

low level of formal education. 

Brief & Aldag (1975) carried out a partial 

replication of the Job Characteristics Model and 

found that Higher Order Need Strength moderates 

the relationship between Core Job Dimensions and 

Personal and Work Outcomes in a way that is more 
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complex than that proposed by Hackman & Oldham 

(1976). Individuals with a high level of Higher 

Order Need Strength display a stronger relation- 

ship between Core Job Dimensions and their 

affective responses to the job itself than do 

individuals with a lower level of Higher Order 

Need Strength. However, Brief and Aldag found 

that a low level of Higher Order Need Strength 

leads to stronger causal relationships between 

Core Job Dimensions and affective responses 

extrinsic to the job than is true in the case of 

individuals with a high level of Higher Order 

Need Strength. They concluded that more inform- 

ation is needed on the extent to which extrinsic 

rewards vary as a function of Core Job Dimensions, 

and the effect of Higher Order Need Strength on 

this relationship. 

Another review of the Job Characteristics Model 

suggests that a single job dimension 'Job 

Complexity' model, or a four-factor model 

combining Autonomy and Task Variety would be 

preferable to the current five-factor model. 

An additive, compensatory 'Job Complexity' model 

implies that a job does not have to be high on 

all five Core Job Dimensions for the incumbent 

to achieve high Personal and Work Outcomes, as 

a low score on one job Core Dimension can be 

compensated for by a high score on another 

(Dunham 1976). 
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Wall, Clegg and Jackson (1978) used Critical 

Path Analysis and Multiple Regression to test 

the Job Characteristics Model. They found that 

the three Critical Psychological States are not 

of equal importance within the model as a whole. 

The most important of the three is ‘Experienced 

Meaningfulness of Work', followed by ‘Experienced 

Responsibility for the outcomes of Work'. The 

third Critical Psychological State ('Knowledge 

of Actual Results of Work Activities'), is thought 

by Wall, Clegg & Jackson (1978) to be almost 

insignificant in terms of the model as a whole. 

The relationships between the Core Job Dimensions, 

Critical Psychological States and Personal and 

Work Outcomes were found to differ from those 

outlined by the Job Characteristics Model. 

Wall, Clegg & Jackson (1978) found that some of 

the Core Job Dimensions relate to the Personal 

and Outcome variables and Critical Psychological 

States in ways excluded by the model, whilst some 

of the relationships specified by the model were 

found not to exist. They therefore proposed that 

the Job Characteristics Model should be reform- 

ulated to compensate for these discrepancies 

(Wall, Clegg & Jackson 1978). 

Both the constituent items and the internal 

relationships composing the Job Characteristics 

Model have therefore been criticised. Despite 

its failings, the model represents a sophisticated, 

multidimensional model of job satisfaction and 

motivation at work. The mechanisms determining 
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the individual's reaction to his job and working 

environment are very complex, and it seems 

likely that any model will almost inevitably 

fail to totally capture the complexities of the 

real world. 

2.3 The influence of Individual Differences on motivation 

and job satisfaction at work 

  

Individual differences exist in the meaning ascribed by 

individuals to work. These differences may result from 

personal characteristics and the past and present 

circumstances of different individuals, and affect the 

way in which individuals react to their working 

environment, and the way in which they can be motivated 

and satisfied. 

The effect of individual characteristics such as Age, 

Sex, Length of Service, Education, Occupational Level 

and Community and Family Characteristics on work and life 

attitudes have been examined by several researchers (for 

example, Herzberg 1957, Hunt & Saul 1975, & Andrisani & 

Miljus 1977). The individual characteristics which 

have perhaps some of the most well-documented effects 

on work attitudes are Length of Service, Job Type and 

Seniority. The selection of these three personal 

variables for particular attention is discussed in 

Chapter Five, and was reinforced by the researcher's 

experience of Polymer Engineering Division. First 

impressions of the Division suggested that problems 

of dissatisfaction and low morale existed particularly 

in respect of certain job groups, most notably the 

professionally-qualified engineers employed by the 
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Division. The staff of Polymer Engineering Division 

were also characterised by the existence of a relatively 

large’ group of long-serving staff, who seemed to be 

relatively more satisfied with their jobs and working 

environments than more recently appointed staff. The 

following paragraphs summarise the main effects 

described in the literature of Length of Service, Job 

Type and Seniority on Work and Life attitudes. 

eat Length of Service 

Tenure has often been looked at by researchers 

in conjunction with Age, as these two factors 

are highly related. However, they are concept- 

ually distinct (Gibson & Klein 1971), age being 

a physiological state entirely unrelated to the 

organisational characteristics of the employing 

organisation, whereas tenure is usually related 

to the organisational climate. 

In a classic study, Herzberg et al (1957), found 

that age bore a 'U-shaped' relationship to job 

satisfaction. Job satisfaction was found to be 

high at the start of the individual's working 

life, but it subsequently declined until the 

beginning of the individual's thirties, when it 

began to rise. Once satisfaction levels began 

to rise, they were found to continue to do so 

for the remainder of the work career. Herzberg 

explained this by saying that usually an 

individual's initial, high expectations of work 

were not fulfilled, with a resultant drop in job 

satisfaction, However, increasing maturity and 
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work experience leads the individual to adjust 

his work ambitions and expectations to a more 

realistic level. These new expectations are 

usually more attainable, and job satisfaction 

therefore tends to increase. 

Hulin & Smith (1965) confirmed the idea put 

forward by Herzberg et al (1957) that satisfaction 

generally increases with age and tenure, but 

emphasised that his relationship is likely to 

very between individuals and situations. 

It has been suggested that performance may be an 

additional variable moderating the relationship 

between the three variables of age, tenure and 

job satisfaction (Friedlander 1965). Friedlander 

found that high and low performers record 

different levels of satisfaction with the same 

work situation, and with increasing age, 

satisfaction levels fall for poor performers and 

rise for high performers. 

A positive linear relationship was discovered 

between age and job satisfaction, and a negative, 

linear relationship between company tenure and 

satisfaction by Gibson & Klein (1971). They 

argued that a combination of these two relation- 

ships could account for the results reported by 

Herzberg et al (1957). They used the same argu- 

ment as Herzberg to account for increasing 

satisfaction with age, and one of 'disconfirmed 

expectations' to account for the negative 

relationship between tenure and satisfaction. 
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2.3.2 

In another study, age and tenure were found to 

have a positive linear relationship with overall 

job satisfaction amongst a group of white collar 

workers (Hunt & Saul 1975). Age had a stronger 

relationship with satisfaction in males than did 

tenure, and the reverse was true for females. 

When six different facets of job satisfaction 

(work, promotion, pay opportunities, supervision, 

working conditions, co-workers and salary) were 

considered, a more complex relationship emerged. 

Significant 'U-shaped' relationships were found 

between age and satisfaction with supervision, 

working conditions, co-workers, and between tenure 

and satisfaction with supervision and working 

conditions. For females the only significant 

U-shaped relationship was between tenure and 

working conditions. 

The literature therefore reports that generally 

speaking, job satisfaction would seem to increase 

with age. The relationship between tenure and 

job satisfaction is less clear. 

Level of Education 

Several studies have been carried out which would 

seem to relate the individual's level of education 

to the amount and type of job satisfaction 

received from the job. 

Years of schooling were found by Andrisani & 

Miljus (1977) to be positively related to 

preferences for intrinsic rewards. This was 
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supported by work in which college graduates 

were shown to prefer the intrinsic aspects of 

work, although no consistent differences have 

been shown to exist amongst those with less than 

a college degree (Andrisani & Miljus 1977). A 

higher level of education has also been shown to 

affect the individual's expectations and his 

‘salary satisfaction’ (Penzer 1969). This idea 

is supported by the findings of Seybolt (1976), 

who reported that more organisational inducements 

(pay, job variety and task complexity) are needed 

to satisfy well educated employees than their 

less well educated counterparts. 

The educational level of the individual was 

suggested as affecting the way in which the 

individual responds to goals. (Invacevitch & 

McMahon 1977). Well educated groups were observed 

to respond to a relationship between goal challenge 

and performance, whereas less well educated 

individuals responded to relationships between 

goal clarity, goal feedback and performance. 

There would therefore seem to be broad agreement 

in the literature that education has significant 

moderating effects on the work characteristics/ 

work satisfaction relationship. A higher level 

of education seems to increase the individual's 

concern for intrinsic rewards, and increase the 

individual's opinion of self-worth. It is 

important to note however that many of the studies 

relating education to later job performance and 
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2.3.3 

job satisfaction are concerned with relative 

satisfaction and performance values only and not 

with absolutes, were usually conducted over a 

restricted time period and are not usually 

applicable to both male and female workers 

(Andrisani & Miljus 1977). 

Occupational Level 

Occupational level is related to both job type 

and seniority. Some job types are of a higher 

occupational level than others (for example, a 

managerial job is of a higher occupational level 

than a manual job), and within job types more 

senior jobs are usually of a higher occupational 

level than junior ones. Occupational status has 

been described as a 'fundamental personality 

characteristic', as jobs which are higher in 

status supposedly have incumbents who place a higher 

value on the intrinsic aspects of the work (Andri- 

sani & Miljus 1971). Centers & Bugental (1966) 

support this idea with their finding that 

employees at higher occupational levels value 

intrinsic job components more highly than those 

at lower occupational levels, who prefer 

extrinsic job components. These ideas were 

broadly similar to the findings of an earlier 

study (Friedlander 1965), which found that task- 

centred opportunities for self-actualisation are 

of prime importance to white-collar workers, and 

the social environment is of prime importance to 

the blue-collar workers. A study by Armstrong 

(1971) revealed that lower occupational levels 

were more concerned with extrinsic job character- 
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istics and the variety offered by the job, whilst 
higher occupational levels were more concerned 

with intrinsic job characteristics and the 

feedback provided by the job on the occupant's 

performance. The experimental evidence available 
from the literature therefore seems to point to 
a relationship between occupational level and 
sources of job satisfaction, 

From this review of the literature it is apparent 
that several fairly well documented relationships 
do exist between individual differences and work 
attitudes. Job satisfaction would seem to be 
related to both age and tenure. 

Education is generally thought to lead to a greater 
concern with intrinsic, rather than extrinsic 

rewards. Higher occupational levels are generally 
thought to respond to intrinsic rewards, whilst 
lower occupational levels generally require more 
extrinsic sources of satisfaction. 

2.4 Implications 

As a result of the ideas summarised in this chapter, the 
terms of reference were redefined to allow for a broader 
multidimensional approach to the determination of sources 
of motivation and satisfaction at work, whilst retaining 
the original, overall purpose of the study. The research 
was also designed to incorporate some assessment of the 
effects of individual differences on attitudes to work, 
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CHAPTER THREE 

SELECTION OF THE RESEARCH TOOL 

To recapitulate, it was planned to base this research on an 

assessment of the attitudes of the staff of Polymer Engineer- 

ing Division towards all aspects of their jobs and working 

environments. It was hoped to identify those features of 

their jobs and working environments which were most important 

to the staff included in the study, and so to ultimately 

facilitate the optimum use of the limited resources available 

for improving staff morale and motivation at work. 

This chapter is in three principal sections; the first 

outlines some of the principal methods of attitude measure- 

ment, and discusses the problems associated with each. The 

second section moves on to outline some interviews conducted 

with a small group of the Division's staff in order to 

explore potential sources of dissatisfaction. The final 

section describes the development, psychometric properties 

and subsequent applications of the Work and Life Attitudes 

Questionnaire (Warr, Cook & Wall 1978), selected for use as 

the principal research tool. 

3.1 Problems associated with the measurement of attitudes 

An attitude has been defined as a 'state of readiness, 

a tendency to act or react in a certain manner when 

confronted by certain stimuli' (Oppenheim 1976, p.105), 

or ‘a learned predisposition to think, feel and act in 

a given way towards a particular class of objects' 

(Ribeaux and Poppleton 1978, p.138). Attitudes are 

difficult to measure, and have to be carefully inferred 

by presenting the subject with the objects and stimuli 
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necessary to evoke a particular attitude. A wide 

variety of different attitude measurement techniques 

has been developed which purports to measure an 

individual's attitudes, and which offer differing 

advantages and disadvantages to the researcher. 

The questionnaire is perhaps the most popular method of 

attitude measurement. It may be administered to single 

subjects or to groups, and offers the researcher 

considerable advantages in the case of a very large or 

widely dispersed sample group (Oppenheim 1976). 

Respondents can complete questionnaires with or without 

contact with the researcher; the former option offers 

the advantage that the respondent can ask the researcher 

questions, and clarify any queries that he may have 

(Oppenheim 1976). However, as Oppenheim (1976) points 

out, if this method is selected the subject's response 

may be influenced by other factors, such as the personal 

characteristics (for example, age, race or sex) of the 

researcher. If the questionnaire is to be administered 

verbally the researcher should adhere to a standardised 

questioning procedure. The self-completion questionnaire, 

completed without any contact with the researcher is 

limited by the subject's interpretation of the questions, 

which may be misunderstood or omitted (Oppenheim 1976). 

Nunally (1967) points out that questionnaires have been 

criticised as measuring only the attitudes that the 

individual is willing to reveal, and as being influenced 

by the individual's ideas of what is socially desirable. 

Whilst questionnaires are a valid measure of verbalised 

attitudes (which are thought to be predictive of social 

behaviour) their validity when measuring underlying 

attitudes may be suspect (Nunally 1967). 
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Attitudes may also be assessed by means of interviews, 

which may be conducted on a group or individual basis, 

and may be structured or unstructured (Oppenheim 1976). 

All interviews have the disadvantage that, as in the 

case of the verbally-administered questionnaire, the 

response from the subjects may be influenced by the 

researcher's personal characteristics, and questioning 

technique (Oppenheim 1976). The expectations of the 

interviewer and the way in which responses are under- 

stood and recorded may also introduce errors (Oppenheim 

1976). The group interview may also have the disadvantage 

that group, rather than individual attitudes are put 

forward. The interview does however offer the advantage 

according to Oppenheim (1976), especially in the case of 

unstructured or partially structured interviews, that the 

researcher is able to adapt his questions to the subject 

and the responses that he obtains. It is therefore 

possible to probe any interesting comments that the 

subject may make, and important new attitude areas may 

be uncovered. 

A subject's attitudes may also be assessed by means of 

observing his overt behaviour. However, Oppenheim 

(1976) has pointed out that overt behaviour and expressed 

attitudes are not necessarily closely correlated, and 

may not even be related. Group or individual discussions, 

which have many of the advantages and disadvantages of 

the unstructured group or individual interview, may also 

be used to assess attitudes (Oppenheim 1976). 

It is also possible to measure attitudes by means of the 

individual's reaction to partially structured stimuli 

(Projective Techniques). These tests seek to minimise 
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the influence of the environment, maximise the effect 

of personality on behaviour (Oppenheim 1976), and reduce 

the opportunity for subjects to fake a response (Nunally 

1967). All response formats are open-ended, and the 

individual is told that there are no right or wrong 

answers (Oppenheim 1976). Oppenheim (1976) feels that 

these methods have the disadvantages that the researcher 

is obliged to make an ‘intuitive leap' between the 

subject's reaction to the test and his attitudes, and 

that the subject may be disheartened by the apparent 

lack of test face validity. 

The individual's physiological reactions (for example, 

pupillary dilation and galvanic skin response) may also 

provide information on attitudes, although this type of 

technique is rarely used within the context of this 

type of research. 

Cook and Sellitz (1964) argue that the researcher should 

ideally adopt a multiple indicator approach to attitude 

measurement. Historically, attitude measurement has 

relied heavily upon research designs involving only one 

measurement technique. This makes the research 

programme more vulnerable to the failings of the 

particular method that is used, and sacrifices the 

opportunity to examine the idea that there should be 

consistency amongst the various behavioural manifest- 

ations of underlying attitudes. Any research programme 

seeking to uncover and evaluate attitudes should 

therefore ideally encompass more than one method of 

attitude measurement. 
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3.2 The initial exploration of the problem area 
  

It was decided to initially explore the potential sources 

of satisfaction and dissatisfaction amongst the staff of 

Polymer Engineering Division by means of a series of 

interviews with some members of the Division's staff. 

This exercise was not intended as a rigorous examination 

of staff attitudes, but merely to suggest possible 

factors for later, more thorough examination. The staff 

taking part in these interviews came from a variety of 

departments and different occupational types. The staff 

interviewed were; 

Senior Managers 

Senior Engineer 

2 

a 

1 Senior Technical Employee 

1 Junior Commercial Employee 

1 Senior Supervisory Employee 

1 Junior member of the Division's 

Security Staff. 

Prior to the interviews a list of possible sources of 

intrinsic and extrinsic satisfaction was drawn up from 

the literature and the researcher's experience of the 

Division. This list is set out below. These points 

were covered in each interview, and added to as a 

subject mentioned something previously not listed. 

Otherwise the interviews were kept relatively 'open' 

and unstructured, and interviewees were encouraged to 

talk freely about their jobs and the Division as a whole. 

The possible sources of intrinsic and extrinsic 

satisfaction and dissatisfaction covered during these 

interviews were: 
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Pay Differentials 

Promotion Opportunities 

Training Opportunities 

Remuneration 

Pension arrangements 

Working Conditions (Office Accommodation etc.) 

Annual Leave Entitlement 

Union Representation 

Job Evaluation System 

Job Security 

Bonus Scheme and Incentives 

Canteen and Social Facilities 

Company Shop (selling Dunlop products at 

reduced prices). 

Location of Polymer Engineering Division 

in Leicester. 

Car Parking Facilities 

Company of Workmates 

Communications, both of overall Divisional 

Policy to the individual from top management, 

and communication between the individual 

member of staff and his immediate boss. 

Indications given by management to the 

individual that his contribution to the 

Division is recognised. 

Industrial Relations at Polymer Engineering 

Division. 

The Company Image 

High levels of dissatisfaction were expressed with five 

of these points; promotion opportunities, remuneration, 

recognition of the individual's contribution to the 

Division, pay differentials, and canteen and social 
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3.3 

facilities. Of these five, promotion opportunities 

and remuneration attracted the greatest amount of 

criticism. Dissatisfaction was also expressed with 

several of the other topics covered in the interviews, 

although this was at a lower level and showed ‘consider- 

ably more variation between individuals. Greatest 

satisfaction was expressed with training opportunities, 

car parking facilities, job evaluation procedures, job 

security and the company shop. 

These preliminary interviews therefore highlighted the 

sources of job satisfaction and dissatisfaction important 

to this small group of staff. However, it was recognised 

that this exercise was not systematic, and was carried 

out only on a very small group of staff. The remainder 

of this chapter is consequently devoted to describing 

the Work and Life Attitudes Questionnaire (Warr, Cook 

and Wall 1978) which provided a more comprehensive and 

standardised instrument for the more systematic assess- 

ment of the work attitudes of the staff of Polymer 

Engineering Division. 

The Work and Life Attitudes Questionnaire 

3.3.1 Background and Development 

The Work and Life Attitudes Questionnaire was 

developed by Peter Warr, John Cook and Toby Wall 

of Sheffield University's Medical Research 

Council Social and Applied Psychology Unit to meet 

what they perceived as a need for a questionnaire 

which could be used in a variety of different 

settings to measure individual attitudes towards 

work and life as a whole. A copy of the Work 
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and Life Attitudes Questionnaire as developed 

by Warr, Cook and Wall (1978) can be found in 

Appendix 3A. 

The Work and Life Attitudes Questionnaire was 

developed by means of two studies involving 200 

and 390 subjects respectively. The individuals 

included in the studies were all British male 

blue collar workers, and the sample was balanced 

in terms of the size and the location of the 

employing organisations and the individual's 

skill level and age. All the subjects included 

in the study were working in full-time jobs in 

manufacturing industry, and had been in their 

jobs for at least a month. The mean length of 

service was 9.02 years. 

The eight concepts making up the eight scales of 

the Work and Life Attitudes Questionnaire have 

been used in previous research (Warr, Cook and 

Wall 1978). The items included in the original 

version of the scales used in Study 1 were drawn 

from the literature and discussions between 

various members of the research team, and were 

refined by means of an initial pilot study. The 

questionnaire was administered verbally, during 

individual interviews in the respondents' homes, 

and the respondent was required to select his 

response from the appropriate response card 

(Appendix 3A). The same sequence of scales was 

used in Study 1 and Study 2. As a result of 

Study 1, various refinements were made to the 

questionnaire, and Study 2 was then carried out 
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to cross validate the results of Study 1, and 

provide norms for the questionnaire. The items 

included in the final version of each scale used 

in Study 2 were selected on the basis of their 

inter-item and item-whole correlation, their 

mean scores, standard deviations and meaning. 

Each item was desired to be meaningful, and to 

contribute to the scale as a whole. 

Warr, Cook and Wall (1978) have adjusted the 

results of Study 1 and Study 2 to allow them to 

be directly compared, despite the changes which 

took place in the composition of the scales. The 

exception to this is the Life Satisfaction scale, 

which was not used in Study 2, and the Perceived 

Intrinsic Job Characteristics scale where the 

scale used in Study 1 did not include several 

of the items used in Study 2. For this reason 

norms are only available for Study 1 in the case 

of the Life Satisfaction scale, and Study 2 in 

the case of the Perceived Intrinsic Job 

Characteristics scale. 

Table 3.1 includes details of the alpha 

coefficients for the scales included in Study 1 

and Study 2. These are generally replicated 

across the two studies and are reasonably high, 

which would seem to indicate that the internal 

homogenity of each of these scales is good, and 

the constituent items making up each scale are 

reasonably well correlated. The mean item-whole 

correlations for each scale and subscale seem to 

support this conclusion. The alpha coefficients 
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and mean item-whole correlations can be compared 

between the two studies (except in the case of 

the Life Satisfaction and Perceived Intrinsic Job 

Characteristics and Happiness scales), and they 

are generally fairly similar. 

Alpha coefficients are also available for a later 

study, conducted by Clegg and Wall (1980). This 

study used only three of the scales contained in 

the Work and Life Attitudes Questionnaire; 

Perceived Intrinsic Job Characteristics, Higher 

Order Need strength and Job Satisfaction. Table 

3.1 includes details of the alpha coefficients 

emerging from this study for these three scales, 

which are consistently high (0.64 - 0.92) and 

would seem to indicate that the internal homogenity 

of these scales is maintained during their use on 

white collar staff. 

Warr, Cook and Wall (1978) also looked at the 

relationships between scales, using Varimax 

rotated loadings of each item on the six scales 

common to Study 1 and Study 2. They felt that 

this provided further information which supported 

the existing scales, as it was found that the items 

in each scale all loaded highly on separate 

factors, and these loadings were similar in the 

two studies. 
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3.3.2 Description 

The Work and Life Attitudes Questionnaire is 

composed of eight separate scales which are 

defined in Table 3.2, and set out below. 

Work Involvement 

Intrinsic Job Motivation 

Job Satisfaction, composed of 5 sub scales; 

Satisfaction with Working Conditions 

Job Itself Intrinsic Satisfaction 

Employee Relations Satisfaction 

Extrinsic Job Satisfaction 

Intrinsic Job Satisfaction 

Perceived Intrinsic Job Characteristics 

Higher Order Need Strength 

Life Satisfaction, composed of 3 sub scales; 

Satisfaction with Life Style 

Satisfaction with Personal Life 

Satisfaction with Standards and 

Achievements 

Happiness 

Self-Rated Anxiety 

These scales all utilise seven point response 

scales, with the exception of the Percieved 

Intrinsic Job Characteristics scale and the 

Happiness scale, which use five and three point 

scales respectively. In the case of each scale,* 

however, one is the most Negative score. The 

individual's score on each scale or sub-scale 

is the unweighted sum of the responses to the 

constituent items. The questionnaire contains 

no negatively-keyed items,-as these were found 

to present respondents with conceptual difficulties. 

DT 
*except Self-Rated Anxiety



  

  

TABLE 3.2 

Definitions of each of the scales making up 

the Work and Life Attitudes 

Questionnaire 

(Warr, Cook & Wall 1978) 

  

Throughout these definitions 'job' is used to refer to the 
tasks undertaken in a particular setting, whereas 'work' is 
used to cover jobs more generally (Warr, Cook and Wall 
1978). 

WORK INVOLVEMENT 

"The degree to which a person wants to be engaged in work" 
(Warr, Cook and Wall 1978 p. 7). 

INTRINSIC JOB MOTIVATION 

"The degree to which a person wants to work well in his or 
her job in order to achieve intrinsic satisfaction’ (Warr, 
Cook and Wall p. 7). 

JOB_ SATISFACTION 

"The degree to which a person reports satisfaction with 
intrinsic and extrinsic features of the job' (Warr, Cook 
and Wall 1978 p. 8). 

The Job Satisfaction scale is composed of groups of 
constituent items assessing Intrinsic Satisfaction, 
Extrinsic Satisfaction, Satisfaction with Working 
Conditions, Job Itself Intrinsic Satisfaction and Employee 
Relations Satisfaction. ‘Total Job Satisfaction' is the 
sum of all these separate constituent items, whilst 
‘Overall Job Satisfaction' is reported Satisfaction with 
the job as a whole. (Warr, Cook and Wall 1978 p. 8). 

PERCEIVED INTRINSIC JOB CHARACTERISTICS 

These ‘are the persons reports about the degree to which 
features are present in his or her job which might give 
rise to intrinsic satisfaction’ (Warr, Cook and Wall 1978 
Peo). 

HIGHER ORDER NEED STRENGTH 

This 'is taken to be the importance which a person attaches 
to the attainment of higher-order needs' (Warr, Cook and 
Wall 1978 p. 7). 

Cont!d aa... 
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TABLE 3.2 (Cont'd) 

LIFE SATISFACTION 

This ‘is the degree to which a person reports satisfaction 
with the salient features of his life and life space" 

(Warr, Cook and Wall 1978 p. 8). 

‘Total Life Satisfaction is the sum of all separate items, 
and overall Life Satisfaction is reported satisfaction 

with one's life as a whole’. (Warr, Cook and Wall 1978 
p. ©) 

The Life Satisfaction scale is composed of three sub- 
scales measuring satisfaction with Lifestyle, Personal 
Life and Standards and Achievements. 

HAPPINESS 

This is 'the degree to which a person reports that he or 
she is currently happy' (Warr, Cook and Wall 1978 p. 8). 

SELF-RATED ANXIETY 

‘This is the degree to which a person reports anxiety 
about salient features of his or her life space summed 
across items' (Warr, Cook and Wall 1978 p. 8). 

‘Overall Self-Rated Anxiety is reported anxiety in general' 
(Warr, Cook and Wall 1978 p. 8). 
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In addition to the eight main scales, three 

single items, intended to give an overall impress- 

ion of the respondent's feelings on particular 

subjects are included. These are the questions 

assessing Overall Job Satisfaction, Life 

Satisfaction and Self-Rated Anxiety (Questions 

5x, 6x and 8x respectively in Appendix 3A). 

Both the Job Satisfaction and the Life Satisfaction 

scales are composed of sub-scales, originally 

identified by means of cluster analysis. At one 

level, the Job Satisfaction scale falls into two 

sub-scales; Intrinsic Job Satisfaction and 

Extrinsic Job Satisfaction. At another level 

analysis reveals three component sub-scales; 

Job Itself Intrinsic Job Satisfaction, Working 

Conditions Satisfaction, and Employee Relations 

Satisfaction. The Life Satisfaction scale is 

composed of three component sub-scales; 

Satisfaction with Personal Life, Satisfaction with 

Standards and Achievements, and Satisfaction with 

Life Style. The Life Satisfaction scale's items 

contain no reference to work in order to maintain 

the scale's independence from the Job Satisfaction 

scale. The sub-scales of the Job Satisfaction and 

Life Satisfaction scales are strongly positively 

correlated with the full scale of which they are 

part and other sub-scales of the same scale. 

(Warr, Cook and Wall 1978). 
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3.3.3 Psychometric Properties 

This section describes some of the main psycho- 

metric properties of the Work and Life Attitudes 

Questionnaire, including the correlations between 

scales and the norms developed for the question- 

naire. Finally, some more recent applications of 
the questionnaire are summarised. 

a) Correlations between and within scales 

Appendix 3B outlines the Product Moment Corre- 
lations between the scales and sub-scales 

making up the Work and Life Attitudes Question- 
naire. These figures were calculated using the 
results of the combined sample (Study 1 plus 

Study 2), except in the case of the Perceived 

Intrinsic Job Characteristics scale, where only 
Study 2 data is used, and the Life Satisfaction 
scale, where only Study 1 data is used. 

The Work Involvement and Intrinsic Job Motivation 
scales are moderately intercorrelated, and 

Intrinsic Job Motivation is also moderately 
correlated with Higher Order Need Strength and 
Perceived Intrinsic Job Characteristics. Higher 
Order Need Strength is also significantly 

associated with Perceived Intrinsic Job Charac- 
teristics, Satisfaction with Personal Life and 

Self-Rated Anxiety. Perceived Intrinsic Job 
Characteristics is strongly correlated with 
the Job Satisfaction scale (especially the 
Intrinsic Job Satisfaction sub-scale) and is 

also correlated, although less strongly, 
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b) 

with the Life Satisfaction and Happiness 

scales (Warr, Cook & Wall 1978). 

The sub-scales composing the Job Satisfaction 

scale are themselves very closely inter- 

correlated, and Total Job Satisfaction is 

significantly correlated with Life 

Satisfaction, Happiness, and Self-Rated 

Anxiety. The Life Satisfaction scale and its 

sub-scales are correlated with the Happiness 

scale, and also more weakly related to Self- 

Rated Anxiety. The sub-scales of the Life 

Satisfaction scale are less strongly 

associated than those of the Job Satisfaction 

scale (Warr, Cook & Wall 1978). 

Normative Data 

Due to its relatively recent development 

normative data for the Work and Life 

Attitudes Questionnaire is being only 

gradually accumulated. 

The original study, carried out by Warr, 

Cook and Wall (1978) was carried out on 

two groups, composed of a total of 590 

blue collar workers employed in British 

manufacturing industry. This study was 

used in the development of the Work and Life 

Attitudes Questionnaire, and used two 

slightly different forms of the questionnaire. 

A later study carried out by Clegg and Wall 

(1980), used the Perceived Intrinsic Job 
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Characteristics, Higher Order Need Strength 

and Job Satisfaction scales to assess the 

work attitudes of 659 employees of a large 

engineering firm in the North of England. 

The sample was composed of both blue-collar 

and white-collar workers. 

Table 3.3 presents the normative data 

obtained by Clegg and Wall (1980), and 

compares this with the normative data 

obtained by Warr, Cook and Wall (1978) in 

the original study. More complete details 

of the normative and psychometric data 

collected by Warr, Cook and Wall (1978) can 

be found in Appendix 3C. 

It can be seen from Table 3.3 that the 

normative data collected from the two studies 

is broadly similar. The data collected by 

Clegg and Wall (1980) would seem to suggest 

that significant differences exist between 

the attitudes of the various groups covered 

by the study to certain aspects of their 

working environment. Blue-collar workers 

perceived their jobs as being a great deal 

less interesting than did the Managerial 

staff (Blue-collar staff 28.61, Managerial 

Staff 40.67). They also expressed a lower 

level of satisfaction with their jobs as a 

whole, as assessed by the Total Job Satis- 

faction scale (Blue-collar Staff 69.38, 

Managerial Staff 79.15). Smaller differences 
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c) 

also emerged between these two groups on 

the Intrinsic Job Satisfaction, Job Itself 

Intrinsic Satisfaction, and Employee 

Relations Satisfaction scales. Generally 

speaking, the highest score on each scale 

was achieved by the Managerial Staff, 

followed by the Supervisory, the White- 

Collar and then the Blue-Collar staff with 

the lowest score. The scores of these four 

groups on the Higher Order Need Strength 

scale were however fairly similar. 

The study carried out by Clegg & Wall (1980) 

has therefore expanded the normative data 

available for the questionnaire to include 

managerial, supervisory and white-collar 

jobs in addition to the blue-collar jobs 

covered by the original study (Warr, Cook & 

Wall 1978). The results obtained by Clegg & 

Wall (1980) also indicated that the 

questionnaire is capable of identifying 

differences in the work attitudes of 

employees holding different types of jobs. 

Applications 

The original study carried out by Warr, Cook 

and Wall (1978) found that age was correlated 

only with the Intrinsic Job Motivation scale, 

in contrast with the relationships reported 

between other similar variables and age by 

Aldag and Brief (1977), Rabinowitz and Hall 
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(1977) Saal (1978) and Saleh and Otis (1964). 

Similar relationships are also reported in 

Chapter Two of this thesis. Skill level was 

found to be moderately associated with the 

Perceived Intrinsic Job Characteristics 

scale, and to a lesser extent with the 

Higher Order Need Strength scale. No 

significant relationships emerged between 

the results of the questionnaire and length 

of service, family responsibility, and 

degree of unionisation. 

The study carried out by Clegg and Wall 

(1980), using three scales from the Work 

and Life Attitudes Questionnaire (plus two 

additional scales, the results of which are 

not discussed here), aimed to provide add- 

itional normative data for the questionnaire 

and to ascertain whether the scales could 

perform effectively in different types of 

organisations, and on different occupational 

types. Details of the alpha coefficients 

and normative data collected as a result 

of this study are discussed in the previous 

section. Each scale also emerged as being 

factorially discrete and independent. This 

study found that Perceived Intrinsic Job 

Characteristics and Job Satisfaction 

increased with organisational level. Higher 

Order Need Strength was found to be, as 

expected, a relatively stable personality 

characteristic, which was independent of 

Job Satisfaction. 
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3.4 Conclusions 

Cook and Kemp (1980) examined the role of 

job longevity, age and growth need strength 

as moderators of the job complexity/job 

satisfaction relationship, using three 

scales from the Work and Life Attitudes 

Questionnaire. The scales used were; Job 

Satisfaction, Perceived Intrinsic Job 

Characteristics and Higher Order Need 

Strength. The internal consistency and 

reliability of these scales, computed from 

the data obtained from this study showed 

these scales to be psychometrically adequate. 

The Work Involvement scale taken from the 

Work and Life Attitudes Questionnaire was 

also used by Stafford, Jackson and Banks 

(1980), to assess the effects of unemployment 

on the work attitudes of teenagers. The 

study found that an individual's level of 

Work Involvement was generally predictive 

of employment status, with those currently 

unemployed showing a lower level of Work 

Involvement. The study also revealed that 

individuals with a high level of Work 

Involvement are more likely to experience 

poor mental health if unemployed. 

The Work and Life Attitudes Questionnaire would therefore 

seem to represent a psychometrically adequate research 

tool, which can be used in a variety of organisational 

settings and on a variety of different job types. 

Although the questionnaire has not been used extensively 
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due to its relatively recent development, normative 

data is available and the questionnaire has been used 

on white-collar staff in an organisation broadly 

similar to Polymer Engineering Division. 
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CHAPTER FOUR 

THE PILOT STUDY 

4.1 Introduction 

This chapter describes the Pilot Study that was 

carried out using the Work and Life Attitudes 

Questionnaire. There were a number of reasons why 

such an investigation was felt to be necessary, and 

these may be broadly categorised as being of either 

a 'research' or 'practical' nature. 

Firstly, it was necessary to test out the questionnaire 

and the procedures associated with its use as an 

instrument for measuring work and life attitudes. At 

the beginning of this research it was envisaged that 

the self-completion format was desirable because of the 

potential number of subjects involved, and the problems 

associated with interrupting staff carrying out their 

normal duties. Warr, Cook and Wall (1978) suggest 

that the Work and Life Attitudes Questionnaire is 

suitable for self-completion, and the Pilot Study was 

therefore partly intended to test out the questionnaire 

with this modified procedure. It was decided on the 

basis of the literature on individual differences 

(Chapter Two) that it might also be useful to collect 

details of personal characteristics such as job type, 

length of service, and seniority. An additional page 

was therefore added to the questionnaire to collect 

this data, and the Pilot Study was also intended to 

test out the success of this modification. 
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4.2 

The second 'practical' objective of the Pilot Study 

was concerned with the attitudes of the Division's 

managers and trade union representatives towards 

this programme of research. In order to gain the 

co-operation of these two groups, and access to the 

Division's staff, it was necessary to administer the 

questionnaire to both managers and trade union 

representatives before proceeding to the Main Study. 

It was hoped that this would allay any fears or mis- 

conceptions, and gain the co-operation of these two 

groups for the main study. 

Whilst these two objectives were the most important, 

it was felt that the Pilot Study could also be used 

as a data collection exercise, revealing the compara- 

tive attitudes of the two groups involved. It was 

hoped that the group of managers could be directly 

compared to a similar group studied by Clegg and 

Wall (1980), ina study also based on staff employed 

by an engineering firm. Although the jobs held by the 

Trade Union Representatives were varied, they were all 

white-collar staff and it was thought that interesting 

comparisons could therefore be made between this group 

and the 'white-collar' workers studied by Clegg and 

Wall (1980). 

Method 

4.2.1 Modifications made to the Work and Life 

Attitudes Questionnaire 

The modifications made to the Work and Life 

Attitudes Questionnaire retained the exact 

wording of the items, and the introductions to 

each scale devised by Warr, Cook and Wall (1978). 
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4.2.2 

The order in which the various scales and items 

were presented to the subject also remained 

unchanged. The layout of the questionnaire 

was however altered so that the method of self- 

completion could be more easily understood. 

The possible alternative responses to each item, 

which were previously on response cards shown to 

the subject by the interviewer, were incorporated 

into the main body of the question. Subjects 

were required to select their responses from a 

seven, five or three-point scale (Appendix 4A). 

The complete scale and appropriate response 

scale were always presented together, and were 

never split up between adjacent pages. The 

first page of the questionnaire was taken up 

with a very brief introduction to the purpose 

of the study, and instructions on how to 

complete the questionnaire. The second page 

was devoted to the collection of personal 

characteristics such as age, sex, length of 

service, number of job changes whilst employed 

by Polymer Engineering Division, full job 

title, department, hours worked and family 

details. 

A copy of the amended version of the Work and 

Life Attitudes Questionnaire used in the Pilot 

Study can be found in Appendix 4A. 

The Subjects 

The following managers and trade union represent- 

atives took part in the Pilot Study: 
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Managers General Marketing Manager 

Works Technical Manager 

Production Manager, Autohose 

Quality Assurance Manager 

Manager, Metalastik Finishing and 

Al Tube Cutting 

Divisional Works Engineer 

Data Processing Manager 

Work Study Manager 

General Works Manager 

Training Manager 

Trade Union Representatives 

Telephonist (TASS) 

Tool Design Draughtsman (TASS) 

Senior Test Engineer (TASS) 

Estimating Engineer (TASS) 

Publicity Assistant/Technical 

Illustrator (TASS) 

Foreman, Metal Preparation (ACTSS) 

Foreman, Metalastik Finishing 

(ACTSS) 

Specifications Clerk (ACTSS) 

Two additional ACTSS trade union representatives 

attended the session, but refused to complete 

the questionnaire, and left. 

4.2.3 Procedure 

The Managers and Trade Union Representatives 

were seen as two separate groups, the Managers 

completing the questionnaire in the morning, and 

the Trade Union Representatives in the afternoon 

of the same day. 
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At the beginning of each session a very brief 

introduction was given to the aims of the 

research, followed by an explanation of the 

method which should be used to complete the 

questionnaire. The subjects were assured that 

the questionnaire was completely confidential, 

and encouraged to be frank in their responses. 

Each group was then asked to complete the 

questionnaire, and took approximately 40 minutes 

to do so. 

Once the questionnaires had been completed, the 

groups were encouraged to discuss the format, 

layout and wording of the amended Work and Life 

Attitudes Questionnaire. It was hoped that 

this session would enable the researcher to 

identify any faults in the redesigned format 

of the questionnaire, which may have caused 

problems for the Pilot Study group. 

After the questionnaires had been collected, 

each group was given a detailed presentation 

followed by a question and answer session on 

the aims of the research. This session was 

deliberately left until last in order to 

prevent the Pilot Study group's responses to 

the questionnaire from being biased or dis- 

torted by a more detailed knowledge of the 

aims of the research. The presentation was 

designed to elicit the support of these two 

important groups in encouraging staff to take 

part in the Main Study. 
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Following the Pilot Study, half the original 

group selected on the basis of their responses 

to the questionnaire, was interviewed. These 

interviews were designed to obtain more 

information on the Work and Life Attitudes of 

this small sub-group, and to provide a back- 

ground to the results of the Pilot Study. 

4.3 Results of the Pilot Study 

4.3.1 The administration of the questionnaire 
  

The major difficulty the Pilot Study group 

experienced with the questionnaire was related 

to the layout of the response scales. Very 

few subjects were able to complete the question- 

naire solely on the basis of the verbal 

instructions given at the beginning of the 

session and those printed on the front page of 

the questionnaire, and the response format had 

to be explained several times. Subjects were 

unable to understand the way in which the 

scales (usually 1-7 or 1-5) printed opposite 

each item related to the full response scale 

included after the introduction to each 

section of the questionnaire. The layout of 

the response scales used in the Pilot Study 

was therefore unsatisfactory, and warranted 

change. 

There was also a problem with respondents 

omitting items, apparently because they had 

difficulty in deciding upon an answer. As 

each questionnaire was briefly checked through 
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as it was completed, the researcher was able 

to ask subjects who had omitted items to go 

back and complete them. However, as a result 

of the Pilot Study it became apparent that 

subjects taking part in the Main Study would 

have to be specifically requested to give an 

answer to every item. 

The Pilot Study Group felt that the format of 

the questionnaire was rather cramped, and 

suggested that the instructions relating to 

the section requesting personal details from the 

respondent should be moved from the bottom to 

the top of the page. It was also suggested that 

the question requesting details of length of 

service should specifically state that it was 

length of service with Polymer Engineering 

Division rather than with Dunlop as a whole 

which was required. All these amendments were 

incorporated in the later version of the 

questionnaire. 

However, apart from these problems the group had 

no difficulty with the questionnaire, and 

enjoyed taking part in the Pilot Study. Once 

the subjects had been assured of the confident- 

iality of their responses they were quite happy 

to complete the questionnaire, and did not seem 

unduly worried about this issue. 
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4.3.2 

4.3.3 

The selection of statistical techniques to be 

used on the Pilot Study data 

The statistical test or technique which can be 

used to compare two sets of data depends on 

the character of the data being studied. The 

data gathered by the Work and Life Attitudes 

Questionnaire is 'ordinal' and can theoretically 

be tested using only non-parametric statistics, 

which do not make assumptions concerning the 

distribution, independence or variance of the 

data. 

Parametric statistics were however used by Warr, 

Cook and Wall (1978) in the development of the 

Work and Life Attitudes Questionnaire, despite 

the ordinal nature of the response data. 

Certain parametric statistics such as the t-test 

are very robust, and can be used on data where 

there is a deviation from a normal distribution 

and homogenity of variance without the value 

of the test being affected. It was therefore 

decided to use t-tests to test for differences 

in the work and life attitudes of the Managers 

and Trade Union Representatives making up the 

Pilot Study Group. 

Biographical Data 

The average age of the group as a whole was 

46.4 years, varying from a minimum age of 32 

years to a maximum of 58 years. The two sub- 
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4.3.4 

groups were generally very similar in terms of 

age, with an average age for the Managers of 

44.4 years, and Trade Union Representatives of 

48.5 years. There were only two women in the 

group, and both of these were Trade Union 

Representatives. The average length of service 

for the group as a whole was 15.5 years, varying 

from a minimum of one year to a maximum of 39 

years. The average lengths of service of the 

two sub-groups were very similar, with the 

group of Managers having been at Polymer 

Engineering Division for an average of 14.4 

years, and the Trade Union Representatives for 

an average of 16.3 years. The majority (67%) 

of the group as a whole had one or more children 

under 18 years of age. 

The average number of job changes whilst at 

Polymer Engineering Division for the Pilot Study 

group as a whole was 1.9 (in an average length 

of service of 15.5 years). However, in this 

particular case the mean was felt to be unrep- 

resentative, as 39% of the group had not had a 

change of job whilst at the Division. The- 

majority of the group were working normal office 

hours (approximately 8.30 a.m. - 5 p.m.), with 

only two subjects working shifts. 

Results of the questionnaire 

Table 4.1 summarises the mean scores on each of 

the scales of the Work and Life Attitudes 

Questionnaire for the Pilot Study Group as a 
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whole and for the two individual sub-groups 

(Managers and Trade Union Representatives). 

This table also includes the results of the 

t-tests carried out to assess whether signifi- 

cant differences existed between the attitudes 

of these two groups as measured by the Work 

and Life Attitudes Questionnaire. 

i) Differences emerging between the two 

sub-groups 

  

Significant differences emerged between 

the responses of the two sub-groups 

(Managers and Trade Union Representatives) 

on the scales measuring Total Job Satis- 

faction, Intrinsic Job Satisfaction, 

Extrinsic Job Satisfaction, The Job Itself 

Intrinsic Satisfaction, Employee Relations 

Satisfaction, Perceived Intrinsic Job 

Characteristics and Self-Rated anxiety. 

A highly significant difference emerged 

between the two groups on the Total Job 

Satisfaction Scale (t = -4.37, df = 16, 

p< 0.01). The group of Managers were 

much more satisfied with their jobs and 

working environments as a whole than were 

the Trade Union Representatives. The 

group of Managers also expressed a 

significantly higher level of Intrinsic 

Job Satisfaction than did the Trade Union 

Representatives (t = -3.44, df = 16, 

p< 0.01). The Trade Union Representatives 
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also emerged as being significantly less 

satisfied with extrinsic features of their 

jobs (as assessed by the Extrinsic Job 

Satisfaction scale) than did the Managers 

(t= 32°35, de = 16, p< 0205)e5 A 

significant difference also emerged between 

the two groups on two of the three sub- 

scales making up the second set of sub- 

scales of the Total Job Satisfaction scale. 

The Managers were more satisfied than the 

Trade Union Representatives with items 

assessed by the Job Itself Intrinsic 

Satisfaction scale (t = -3.07, df = 16, 

p < 0.01) and the Employee Relations Satis- 

faction scale (t = -4.46, df = 16, p< 0.01). 

No difference however emerged between the 

two groups on the Working Conditions 

Satisfaction scale. 

The group of Managers perceived their jobs 

as being significantly more interesting 

than did the Trade Union Representatives, 

and this is reflected by the difference in 

scores on the Perceived Intrinsic Job 

Characteristics scale (t = -2.60, df = 16, 

p< 0.05). As a group the Managers were 

however significantly less anxious than the 

Trade Union Representatives about their 

work and life as a whole (t = 2.61, df = 16, 

p< 0.05). 
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ii) 

4.4 Discussion 

It is however interesting that no differences 

emerged between the Managers and Trade Union 

Representatives on the Total Life Satis- 

faction scale (and its three sub-scales), 

or on the Higher Order Need Strength, 

Intrinsic Job Motivation and Work Involve- 

ment scales which assess the individual's 

basic attitudes towards work in general. 

Results of follow-up interviews 

Of the eight subjects interviewed, only one 

expressed attitudes towards his work which 

were substantially different from those 

gathered by the Work and Life Attitudes 

Questionnaire. The individual concerned 

was deeply dissatisfied at the time of the 

Pilot Study, but had in the intervening 

period received improvements to his salary 

and job duties which changed his attitudes 

towards his work. In every other case 

however, the comments of the subjects during 

interview reflected their responses to the 

Work and Life Attitudes Questionnaire. 

4.4.1 Modifications to the Work and Life Attitudes 

Questionnaire 

The Pilot Study indicated that the Work and Life 

Attitudes Questionnaire, adapted for self- 

completion was generally suitable for use on the 

white-collar staff of Polymer Engineering Division, 

and was capable of providing useful insights into 
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4.4.2 

the attitudes of this group. The Pilot Study 

also highlighted those aspects of the question- 

naire which required changing prior to the 

Main Study. On the basis of the Pilot Study 

it was also decided not to include the 

Happiness scale in the version of the Work and 

Life Attitudes Questionnaire used in the Main 

Study, as this scale produced only a general 

indication of the individual's level of 

happiness which was not felt to be particularly 

important to this research. It was also 

decided not to include the items designed to 

assess Overall Job Satisfaction, Life Satis- 

faction and Self-Rated Anxiety (Questions SX 

6x and 8x in Appendix 3A). 

Differences emerging between the Work and Life 

Attitudes of the Managers and Trade Union 

Representatives taking part in the Pilot Study 

As discussed earlier in this chapter, differences 

emerged between the Trade Union Representatives 

and Managers on three scales of the Work and 

Life Attitudes Questionnaire; the Total Job 

Satisfaction scale (and all the sub-scales of 

this scale, with the exception of Working 

Conditions Satisfaction), Perceived Intrinsic 

Job Characteristics and Self-Rated Anxiety. 

The two groups did not however differ signifi- 

cantly in their responses to the Work Involve- 
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ment, Higher Order Need Strength or Intrinsic 

Job Motivation scales. This would seem to 

indicate that the two groups were not signifi- 

cantly different in terms of their need to be 

involved in satisfying work, to achieve ‘higher 

order' goals, and to perform their jobs well in 

order to achieve intrinsic job satisfaction. 

No significant differences emerged between the 

two groups on the Total Life Satisfaction scale, 

or any of its constituent sub-scales. 

The group of Trade Union Representatives was 

less satisfied with the Total Job Satisfaction, 

Intrinsic and Extrinsic Job Satisfaction, 

Employee Relations Satisfaction and the Job 

Itself Intrinsic Satisfaction provided by 

their jobs than the group of Managers. The 

Trade Union Representatives were however more 

anxious about their job: and lifesas a whole 

than were the Managers. 

The interpretation of these results is very 

difficult, as it is not easy to assess the 

effect of the trade union activities and 

opinions on work and life attitudes. The union 

activities of the Trade Union Representatives 

may however have had a profound effect on their 

responses to the Work and Life Attitudes 

Questionnaire. The interpretation of these 

results is further complicated by the fact that 

the Trade Union Representatives occupied a wide 

variety of jobs, ranging from professional to 

much more junior positions. When taken as a 
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4.4.3 

whole, it is probably true to say that 

the job duties of this group were generally 

less interesting and less demanding than 

those of the Managers, and this is reflected 

in the different responses of the two groups 

to the Work and Life Attitudes Questionnaire. 

Comparisons between Pilot Study data and the 

results of previous studies 

  

Table 4.2 sets out the norms developed for the 

Work and Life Attitudes Questionnaire by Warr, 

Cook and Wall (1978) and Clegg and Wall (1980), 

and compares these with the results of the 

Pilot Study. 

Before making comparisons between the results of 

the Pilot Study, and the norms developed by 

Warr, Cook and Wall (1978) and Clegg and Wall 

(1980), it is worth comparing the samples upon 

which these three studies were based. Both the 

Pilot Study Group and the sample group used by 

Clegg and Wall (1980) were employed by an 

engineering firm, based in the North of England 

in the case of Clegg and Wall's (1980) study, 

and in the Midlands in the case of the Pilot 

Study. The sample group used by Warr, Cook 

and Wall (1978) was taken from manufacturing 

industry, and the firms selected for sampling 

were varied in terms of both their size and 

geographical position. Whilst Warr, Cook and 

Wall's (1978) original sample was composed 

entirely of blue-collar workers, Clegg and Wall 
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(1980) based their study on a mixture of white- 

collar and blue-collar staff. The Pilot Study 

was based solely on white-collar staff. The 

original sample group (Warr, Cook and Wall 1978) 

was entirely male, Clegg and Wall (1980) 

sampled 83 women out of a total of 659 subjects, 

and the Pilot Study group included two female 

Trade Union Representatives. The age range of 

the Pilot Study group (32-58 years) was some- 

what narrower than that of the groups sampled 

by Warr, Cook and Wall (1978) (20-64 years), 

and Clegg and Wall (1980) (17-64 years). The 

average length of service of the Pilot Study 

group was also somewhat greater, at 15.5 years, 

than those of the samples used by Warr, Cook 

and Wall (1978), and Clegg and Wall (1980), 

which were 9.02 and 7.11 years respectively, 

although this may have been partly due to the 

different age range sampled by the Pilot Study. 

It can be seen from Table 4.2 that the results 

of the Pilot Study group as a whole are 

generally similar to the norms developed by 

Warr, Cook and Wall (1978). The scores on the 

Work Involvement scale (Warr, Cook and Wall 

(1978) 33.37, Pilot Study 33.39), Satisfaction 

with Personal Life (Warr, Cook and Wall (1978) 

21,51, Pilot Study 21.28), and Satisfaction with 

Standards and Achievements (Warr, Cook and Wall 

(1978) 25.44, Pilot Study 25.28) are very 

similar for these two studies. The results of 

the study carried out by Clegg and Wall (1980) 
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are also broadly similar to the results of 

the Pilot Study; for example, Higher Order 

Need Strength (Clegg and Wall (1980) 36.45, 

Pilot Study 37.22). The results of the Pilot 

Study therefore fit in fairly well with the 

norms developed by Warr, Cook and Wall (1978) 

and Clegg and Wall (1980). However, significant 

differences emerged between the Pilot Study 

Managers and Trade Union Representatives on 7 
of the questionnaire's 16 scales and subscales, 

and average scores for the group as a whole are 
therefore not provided for many of the scales 

listed in Table 4.2. 

It is interesting to compare the results 

obtained for the Managers and Trade Union 

Representatives with the norms developed for 

similar groups. Although no definition of 

‘managerial' jobs is given by Clegg and Wall 
(1980) the norms which they produced on staff 

carrying out managerial jobs generally compare 
well with the results of the group of Managers 
included in the Pilot Study, for example Job 

Itself Intrinsic Satisfaction (Clegg & Wall 
(1980) ‘managerial staff! 23.07, Pilot Study 
Managers 23.5), Perceived Intrinsic Job 
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Characteristics (Clegg and Wall ‘managerial 

staff' (1980) 40.67, Pilot Study Managers 

40.5), and Higher Order Need Strength (Clegg 

and Wall ‘managerial staff' (1980) 36.83, 

Pilot Study Managers 37.1). This is 

especially so when these figures are compared 

with the whole sample results developed by 

Warr, Cook and Wall (1978) and Clegg and Wall 

(1980). In the case of both the Pilot Study 

results and the data collected by Clegg and 

Wall (1980) the scores obtained by the 

Managers on the Total Job Satisfaction scale 

and its sub-scales, and the Perceived 

Intrinsic Job Characteristics scale were 

generally higher than those obtained for the 

group as a whole. This difference is probably 

due to the fact that the job duties of the 

Managers were generally more interesting and 

demanding than the duties of the eight trade 

union representatives (Pilot Study) or the 81 

supervisors, 142 white-collar staff and 406 

blue-collar workers (Clegg and Wall 1980), 

making up the remainder of the sample. 

Table 4.2 also sets out the scores of the Trade 

Union Representatives taking part in the Pilot 

Study, and compares these to the scores of 

Clegg and Wall's (1980) '‘white-collar' sub- 

sample. All the Trade Union Representatives 

taking part in the Pilot Study were white- 

collar workers, but they represented a wide 

variety of different job types, including two 
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supervisory jobs, which should presumably 

be compared with Clegg and Wall's (1980) 

"supervisory' category, although Clegg and 

Wall (1980) do not define either their 

‘white-collar' or "supervisory' categories. 

The influence of the individual's role as a 

Trade Union Representative on his work and 

life attitudes is also an unknown factor 

which may invalidate this comparison. 

Although the Perceived Intrinsic Job 

Characteristics (Clegg and Wall 'white-collar' 

staff (1980) 32.97, Pilot Study Trade Union 

Representatives 33.0), and Higher Order Need 

Strength (Clegg and Wall 'white-collar' staff 

(1980) 36.38, Pilot Study Trade Union Rep- 

resentatives 37.38) are very similar, the 

scores on the Total Job Satisfaction scale 

(Clegg and Wall ‘white-collar' staff (1980) 

74.0, Pilot Study Trade Union Representatives 

56.5) and its sub-scales are very dissimilar. 

The Trade Union Representatives involved in 

the Pilot Study generally exhibited a much 

lower level of Job Satisfaction than 

did Clegg and Wall's 'white-collar' staff. 

It is difficult to say whether this difference 

is symptomatic of a comparison made between 

two inherently different groups, or whether 

it reflects a genuinely low level of job 

satisfaction amongst this group. As discussed 

in the previous section, the Trade Union Rep- 

resentatives displayed a low level of job 

satisfaction when compared to the group of 

Managers. 
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4.4.4 

To summarise, the scores for the Pilot Study 

group as a whole and the group of Managers 

relate well to the norms developed by Warr, 

Cook and Wall (1978) and Clegg and Wall (1980). 

The Job Satisfaction scores collected for the 

group of Trade Union Representatives however often 

fall well below the norms developed by Clegg 

and Wall (1980) for 'white-collar' staff, 

although it is difficult to be sure if this 

comparison is valid. 

Summary 

The Pilot Study therefore confirmed that the 

Work and Life Attitudes Questionnaire can be 

successfully adapted for self-completion, and 

that it is suitable for use on the white-collar 

staff of Polymer Engineering Division. The 

results produced by the Work and Life Attitudes 

Questionnaire when used in the Pilot Study were 

broadly similar to the norms developed by Warr, 

Cook and Wall (1978) and Clegg and Wall (1980), 

Although the basic attitudes of the Trade 

Union Representatives and Managers to their 

work, as assessed by the Higher Order Need 

Strength, Work Involvement and Intrinsic Job 

Motivation scales did not differ significantly, 

differences were detected in the Job Satis- 

faction, Perceived Intrinsic Job Characteristics 

and Self-Rated Anxiety of these two groups, 

However, it is difficult to explain these 

differences, especially as the group of Trade 
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Union Representatives was composed of so 

many different job types, and the effect of 

trade union attitudes onthe work and life 

attitudes of this sub-group is not known. 

The Main Study described in the next chapter, 

looked at the work and life attitudes of 

white-collar workers who were not part-time 

trade union officials, in order to investigate 

in more detail the relationship between job 

type (and other personal and occupational 

variables) and motivation and satisfaction 

at work. 
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CHAPTER FIVE 

The Main Study 

5.1 Overview 

5.2 

This Chapter describes the Main Study which was 

carried out using the Work and Life Attitudes 

Questionnaire. The objective of the study was to 

assess the work and life attitudes of a group of 

the Division's staff, with a view to identifying 

sources of job satisfaction and dissatisfaction. 

It was also planned to search for differences in 

the work and life attitudes of different groups of 

staff, and to find out whether dissatisfaction was 

concentrated within any particular group or groups 

of employees. 

Selection and Structure of the sample groups 

5.2.1 Job Type 

The literature reviewed in Chapter Two indicates 

that occupational level is probably an important 

factor in determining the individual's attitudes 

towards his job. It was therefore decided that 

it might be useful to use the Main Study to try 

to assess the effect of job type on work and 

life attitudes. 

The Division's own system of job titles, job 

descriptions and organisation charts was 

however poorly developed and unsystematic, and 

the development of a system of job classifi- 

cation based on job analysis would have 
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required the compilation of a detailed and 

standardised job description for every staff 

job. A more subjective type of job grouping 

was therefore carried out by the manager 

responsible for staff job evaluation and 

salary structures, who had a detailed 

knowledge of all staff jobs at the Division. 

Jobs were grouped into six categories according 

to the basic nature of their duties, and the 

qualifications needed to perform the job 

effectively. The six groupings were 

"Managerial', 'Supervisory', 'Engineers', 

"Technical', ‘Commercial’ and 'Service' staff. 

The number of staff in each of these groups is 

set out in Table 5.1. 

The management of Polymer Engineering Division 

felt that the Division's Engineers were a 

problem group, as they were perceived as being 

difficult to recruit and retain, and dissatis- 

fied with their jobs and working environments. 

It was therefore decided to investigate the 

Division's white-collar labour turnover 

statistics in order to establish whether the 

Division's Engineers had a particularly high 

rate of voluntary turnover. Voluntary turn- 

over has been shown to be related to the 

individual's satisfaction with his job and 

working environment as a whole (Brayfield and 

Crockett 1955, Taylor 1969, Porter and Speers 

1973 and Vroom 1964), and was defined, for the 
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TABLE 5.1 

Breakdown of Voluntary Turnover by Job Group 
  

  

  

  

  

  

  

  

  

  

    

Number of % Voluntary | Voluntary 
JOB GROUP | Division's | Division's | Turnover* | Turnover* 

Staff in Staff ho 
this Group 

TECHNICAL 

STAFF 125 18.2% 6 4.8% 

ENGINEERS 102 14.8% 10 9.8% 

MANAGERS Fal 10.3% 6 8.45% 

COMMERCIAL 

STAFF Zi 30.7% ig 9.00% 

SUPER- 

VISORY 127 18.5% L 0.79% 

STAFF 

SERVICE 

STAFF 2, 13% 6 a5 47 

TOTAL 688 100% 48 6.98% 
            

*Voluntary turnover as defined in Section 5.2.1, 

from lst January to 3lst December 1978 inclusive. 
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purposes of this exercise, as all turnover 

other than that due to retirement, poor 

health, death, dismissal or the termination 

of temporary staff. Female staff turnover 

due to pregnancy or moving home was also 

defined as involuntary. 

Turnover statistics for the period 1 January 

to 31 December 1978 were obtained and analysed. 

This period finished only a few weeks prior to 

the Main Study, and it was hoped that the turn- 

over statistics for this period would therefore 

be representative of the attitudes which were 

later to be assessed by the Work and Life 

Attitudes Questionnaire. 

Table 5.1 presents the rates of voluntary 

turnover for each staff group. There is some 

variation in the rates of voluntary turnover 

for each group (for example 'Supervisory' 

staff voluntary turnover = 0.79%, 'Service' 

staff = 11.54%), but if one excludes the 

"Technical' and ‘Supervisory' groups which 

had a comparatively low rate of voluntary 

turnover, the remaining groups are fairly 

similar. 

However, dissatisfaction with job duties or 

the working environment is not always trans- 

lated into high levels of voluntary turnover 

(Argyle 1972). Therefore, despite the fact 

that the analysis of voluntary turnover did 
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not substantiate the feelings of the Division's 

management that the Engineers were a problem 

group, and had a particularly high rate of 

voluntary turnover, it was decided to include 

this group in the Main Study. It was hoped 

that the Engineers' responses to the question- 

naire would expose their work and life attitudes 

and enable an objective assessment to be made of 

the degree and the causes of their possible 

dissatisfaction. 

A group of 'Commercial' staff were also included 

in the Main Study. This group was chosen for 

two main reasons. On the whole, staff carrying 

out 'Commercial' jobs are usually less well 

educated than Engineers, and have fewer prof- 

essional or career aspirations. The literature 

on the effect of education on job satisfaction 

is reviewed in Chapter Two. As outlined in 

Table 5.1, ‘Commercial staff' were the largest 

single group of white-collar staff at Polymer 

Engineering Division, and it was hoped that any 

findings concerning this group would therefore 

be potentially more widely relevant to the 

Division's staff as a whole than would have 

been the case had another job group been 

selected. 

Length of Service 

The literature on the effect of length of 

service on job satisfaction reviewed in Chapter 

Two suggests that tenure may be related to job 
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satisfaction (Herzberg et al 1957, Hulin & Smith 

1965). It is clear, however, from the liter- 

ature that the effects of age and tenure on 

job satisfaction are strongly interlinked, 

and the effect of each individual factor is 

not fully understood (Gibson & Klein 1971, 

Hunt & Saul 1975). However, despite the 

absence of a clear model of the effect of 

tenure on job satisfaction, it was decided 

to investigate the effect of this factor on 

the work and life attitudes of the white- 

collar staff of Polymer Engineering Division 

as it was thought that it could be an important 

influence on attitudes. 

It was therefore decided to structure the sample 

of staff taking part in the Main Study to allow 

the work and life attitudes of long and short- 

serving staff to be compared. 'Short-serving' 

was originally defined as 0-5 years' service, 

and 'Long-serving' as more than 15 years' 

service. However, there were insufficient 

suitable staff with less than 5 years' service 

available to make up a reasonable sample, so 

the definition of these two categories had to 

be changed. ‘Relatively short-serving' was 

defined as 0-10 years service, and ‘Relatively 

long-serving' as 15-30 years service. It was 

felt that comparisons between these two groups 

would still allow the effect of length of 

service on work and life attitudes to be assessed. 
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5.2.3 Seniority 

The literature on the effect of seniority on 

work and life attitudes is reviewed in Chapter 

Two, and would seem to indicate that this factor, 

as a component of occupational level (which is 

related to both job type and seniority) has a 

significant effect on work attitudes. Studies 

carried out by Andrisani & Miljus (1977) and 

Centers & Bugentahl (1966) suggest that 

individuals with jobs of a higher occupational 

level place more importance on intrinsic job 

satisfaction than do incumbents of jobs of 

lower occupational levels, who value extrinsic 

factors and the social environment more highly. 

It was therefore decided that the Main Study 

should also try to assess the effect of 

seniority on work and life attitudes. 

The seniority of each subject was determined 

by means of the grade of his or her job on the 

appropriate salary scale. The ACTSS salary 

scale was used for ‘Commercial staff' and the 

TASS salary scale for ‘Engineers' (as described 

in Chapter One). However, job grades on these 

two scales were not directly comparable, and 

"Senior Commercial staff' were not of a similar 

seniority to ‘Senior Engineers’ or 'Junior 

Commercial’ to 'Junior Engineers’. Comparisons 

within Job Type for example ‘Senior Commercial 

staff' with 'Junior Commercial staff', were 

however valid. The comparison between the 
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work and life attitudes of junior and senior 

staff was therefore confined to a single job 

type, and the ‘Commercial staff' were chosen 

for this comparison as the sample size of this 

group (n = 36) was larger than that of the 

‘Engineers' (n = 21). 

5.3 Method 

5.3.1 The Design of the Sample Group 

A total of 57 white-collar staff were included 

in the Main Study. This group could be split 

for comparison along three different dimensions: 

1. Job Type - 36 ‘Commercial staff' and 21 

‘Engineers’. 

2. Length of Service - 33 ‘Relatively Short- 

Serving staff" and 24 'Relatively Long- 

Serving staff'. 

3. Seniority - 21 'Senior Commercial staff' 

and 15 ‘Junior Commercial staff'. 

Table 5.2 sets out the sample groups and number 

of cases in each sample cell. Unfortunately, 

the small number of junior 'Engineers' included 

in the sample, and the discrepancy between the 

relative seniorities of the 'Engineers' and 

"Commercial' staff (discussed in the previous 

section of this chapter) meant that the effect 

of seniority on work and life attitudes could not 

be assessed for the group as a whole, and the 

comparison was confined to 'Commercial' staff. 
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TABLE 5.2 

The Structure of Sample Groups 

in_the Main Study 

used 

  

  

  
  

  

ENGINEERS 

SENIOR JUNIOR 

(TASS Salary (TASS Salary 

Grades 1 & 2) Grades 5, 6 & 7) 

Relatively 

Short-Serving 0 =a 

(0-10 years 

service) 

Relatively 

Long-Serving 

(15-30 years ae Die: 

service) 

COMMERCIAL STAFF 

SENIOR JUNIOR 

(ACTSS Salary (ACTSS Salary 

Grades 10, 9, 8, Grades 3 & 4 

7) 

Relatively 

Short-Serving 

(0-10 years pee os 

service) 

Relatively 

Long-Serving wong ee 

(15-30 years   service)   
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Dosen 

Subjects were selected for the Main Study from 

personnel records, which gave details of job 

title, length of service and job grade. Of 

those requested to complete the questionnaire 

only two ('Junior, Relatively Short-Serving 

Commercial staff'), refused to do so, and two 

('Senior, Relatively Long-Serving Engineers') 

were unable to do so as they were away on 

business. 

Modifications made to the Work and Life Attitudes 

Questionnaire 

Following the Pilot Study the layout of the 

questionnaire's response scales was changed to 

make them easier for the individuals taking part 

in the Main Study to understand and complete. 

The section collecting personal details was also 

redesigned to make it less cramped, and as 

requested by the Pilot Study group the 

instructions for this section were moved to the 

top of the page. The question asking subjects 

to supply their length of service was also 

rephrased to make it clear that service with 

Polymer Engineering Division, rather than with 

Dunlop as a whole was required. 

As discussed in Chapter Four, following the Pilot 

Study it was decided that the final scale of 

the Work and Life Attitudes Questionnaire, 

assessing ‘Happiness' should not be included in 

the version of the questionnaire used for the 

Main Study as this scale was not thought to make 
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Basie 

an important contribution to the usefulness of 

the questionnaire as a whole within the context 

of this particular study, The items assessing 

Overall Job Satisfaction, Self-Rated Anxiety 

and Life Satisfaction (items 5x, 6x and 8x 

respectively in Appendix 3A) were also not 

included in the version of the Work and Life 

Attitudes Questionnaire used for the Main Study. 

A copy of the amended version of the Work and 

Life Attitudes Questionnaire used in the Main 

Study can be found in Appendix 5A. 

The administration of the Work and Life Attitudes 

Questionnaire 

The questionnaire was administered to the 

subjects selected for the Main Study in groups 

averaging nine individuals in size. A brief 

introduction was given to the purpose of the 

study, followed by detailed instructions on how 

to complete the questionnaire. The atmosphere 

was kept as informal as possible, and respondents 

were encouraged to take their time in completing 

the questionnaire. Each group was asked to 

ensure that they completed every question, and 

did not omit any answers. The staff taking part 

in the Main Study were happy to complete the 

questionnaire, and were not unduly worried about 

the issue of confidentiality. 
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5.4 Results 

5.4.1 Biographical Data 

The average age of the group as a whole was 

42.80 years, the oldest subject being 64 years 

of age and the youngest 19 years of age. Table 

5.3 sets out the average ages for each of the 

sub-groups making up the Main Study group. 

The 'Engineer' and 'Commercial' sub-groups were 

fairly well matched in terms of age - the aver- 

age age of the Engineers included in the study 

was 41.67 years, and the average age of the 

Commercial staff was 42.28 years. The 

"Relatively Long' and ‘Relatively Short-serving' 

sub-groups (53.17 years and 33.97 years) and 

the ‘Junior Commercial’ and ‘Senior Commercial 

staff' (38.73 years and 44.81 years respectively) 

were, however, not so closely matched in terms 

of age. These differences were partly due to 

the correlation between age and length of service 

and, to a lesser extent, between age and 

seniority. Longer-serving, more senior employees 

will normally tend to be older than shorter- 

serving junior staff and this is reflected in 

the average ages presented in Table 5.3. 

Table 5.3 also includes the average length of 

service for each of the sample groups. The 

average length of service for the group as a 

whole was 13.40 years, ranging from a maximum 

length of service of 38 years, to a minimum of 

one year. The ‘Engineer' and 'Commercial' 
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5.4.2 

sub-groups were fairly well matched in terms of 

their average length of service (13.52 years 

and 13.34 years respectively), and the average 

length of service of ‘Junior Commercial" and 

"Senior Commercial’ staff was also similar (12.67 

years and 13.81 years respectively). As might 

be expected, there was however a great discrep- 

ancy in the average length of service of the 

"Relatively Short-serving' and ‘Relatively 

Long-serving' groups (5.67 years and 24.08 

years respectively), which was part of the 

research design. The Main Study group included 

15 women, all of whom were 'Commercial" staff. 

Differences between Sub-Groups 

i) The effect of Job Type and Length of 

Service on work and life attitudes 

Table 5.4 summarises the results of a series of 

two-way Analyses of Variance carried out to 

assess the effect of differences in job type 

and length of service, and the interaction 

between these two factors, on work and life 

attitudes. 

It can be seen from this table that differences 

emerged between the 'Engineers' and the 

"Commercial staff' on the Intrinsic Job 

Motivation scale. The 'Engineers', with an 

average score of 38.71 reported a significantly 

stronger desire to work well in their jobs in 

order to achieve intrinsic job satisfaction than 
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did the 'Commercial' staff, with an average 

score of 36.25. (F = 4.62, df = (1,53), 

p < 0.05). Further information concerning the 

attitudes of 'Engineers' and ‘Commercial staff' 

concerning Intrinsic Job Motivation is provided 

by the significant interaction which occurred 

between Job Type and Length of Service on this 

scale (F = 5.17, dé = (1,53) p < 0.05). this 

interaction has been plotted in figure 5.1, 

and from this it can be seen that the significant 

difference between different job types 

('Engineers' and ‘Commercial staff') on the 

Intrinsic Job Motivation scale is confined to 

‘Relatively Short-serving' staff. The average 

score for ‘Relatively Short-serving Commercial 

staff' (34.45) is significantly smaller than 

the average score for the ‘Relatively Short- 

serving Engineers' (38.92), but the average 

scores for ‘Relatively Long-serving Engineers' 

(38.37) and ‘Relatively Long-serving Commercial 

staff' (38.50) are very similar. 

The 'Engineers' with an average score of 34.52, 

scored more highly on the Perceived Intrinsic 

Job Characteristics scale than did the 

"Commercial staff' (average score 30.47), and 

a significant difference existed between the 

scores of these two groups on this scale 

(F = 4.73, df = (1,53), p< 0.05). The 

‘Engineers’ felt that their jobs offered more 

opportunities for Intrinsic Job Satisfaction 

than did the ‘Commercial staff'. No other 

Dat



Figure 5.1 

The Interaction between Job Type and Length of 

Service on the Intrinsic Job Motivation Scale 
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significant differences emerged in the work 

and life attitudes of the ‘Engineers’ and 

"Commercial staff" included in the study. 

Differences in Length of Service accounted for 

only one significant difference between the 

scores of ‘Relatively Long-serving' and 

"Relatively Short-serving' staff on the Work 

and Life Attitudes Questionnaire. Staff with 

a shorter length of service were significantly 

more satisfied with their personal lives 

(average score 21.70), than were the longer- 

serving staff (average score 19.67) (F = 6.26, 

af =. (1,58), p< 0.05). 

When interpreting the results of a series of 

Analyses of Variance such as these, it is, 

however, important to remember that ‘significant’ 

differences between groups of results will 

occasionally emerge simply due to the large 

numbers of comparisons being made. 

Full details of the results of the two-way 

Analyses of Variance carried out to assess the 

effects of Job Type and Length of Service, and 

the interaction between these two factors on 

Work and Life attitudes are contained in 

Appendix 5B. 
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ii) The effect of Seniority and Length of 

Service on the Work and Life Attitudes 

of Commercial Staff 

Table 5.5 summarises the results of the two-way 

Analyses of Variance carried out to assess 

whether Length of Service, Seniority, or the 

interaction between these two factors were 

responsible for significant differences in the 

work and life attitudes of the ‘Commercial staff" 

included in the study. The questionnaire scores 

of the 'Engineers' taking part in the Main Study 

were not included in this analysis, because, as 

discussed earlier in this chapter, at the time 

of the Main Study the job grades of ‘Commercial 

staff' and 'Engineers' were not directly 

comparable. 

It can be seen from Table 5.5.that the only 

significant difference emerging from these 

Analyses of Variance was between ‘Relatively 

Long-serving' and ‘Relatively Short-serving 

Commercial staff' on the Intrinsic Job Motiv- 

ation scale. Longer-serving 'Commercial staff", 

with an average score of 38.5, rated Intrinsic 

Job Motivation as being of greater importance 

to them than did the 'Commercial staff' with a 

shorter length of service, who had an average 

score of 34.45 (F = 7.47, df = (1,32), p < 0.05). 

This difference reflects and supports the inter- 

action between the Job Type and Length of Service 

on the Intrinsic Job Motivation scale described 

in the previous section of this Chapter. 

114



 
 

uoTzousequy 
ee 

go 
eourotstusts 

a
 

J
F
e
4
S
 

[
e
t
o
r
e
w
w
o
y
g
 

F
u
t
a
s
e
s
 

SN 
u
o
]
 

pue 
y
r
0
u
g
 

u
s
e
m
z
e
q
 

e
o
u
a
t
a
z
j
J
T
p
 

Jo 
a
o
u
e
o
T
s
T
u
s
T
S
 

  
 
 

(9t 
= 

4) 
LLe 

| 
te*9 

Gore 
|€Sretlgres |

 
6E°E | 

99°S 
|69°L 

Jagry 
joay 

Jof9 
|6€°g 

|g0°ST 
[BT°E 

Kore 
ue 

JaeFS) 
Leyoreuwon 

69°02 | 
69°€z 

| 90°0Z| 
vy" 

HO] 
VEST) 

GI*9E| 
Sete 

| Pye 
¥e2|69°Sz| 

9S°6T 
|TA*LE | T

a
*
 TE 

\e9°69 | 
S*BE] 

vrvE 
X 

Butasegeduoy 
ATeatze Ley 

 
 

(02 
= 

4) 
t9tz 

|
 
2229 

\Evre 
| 

60°98 
jogrL 

|
 

To°S 
| 

T9*L 
|g0°9 

|gorh 
|z9ore 

|var9 
|EL°S 

|Te"IT|tg*p 
|gor9 

ps 
gyeyg 

Tetoreuwog 

GL*zz | 
OL*be 

|SS°t2| 
0°69/GL°6T| 

Sz*St| 
Sgr6e 

joorez| 
H°Szlogro7 

|Sz*LE 
|Sh*ZE 

|OL°69 
c
p
 ve 

|ce-ee 
X 

Futases=za0ys 
AToAtqw 

TOY 

 
 

 
 

 
 

 
 

 
 

a
 

pam 
=
 

a
 

 
 

J3eIS 
Teporsuwog 

soTues 
pue 

SN 
SN 

SN 
SN 

SN 
SN 

SN 
SN 

SN 
SN 

Si 
SN 

SN 
SN 

SN 
T
o
y
u
n
p
 

U
s
e
m
z
e
q
 

B
o
U
a
T
E
F
 
FTP 

JO 
a
o
u
e
o
t
s
r
u
s
t
s
 

 
 

 
 

 
 

 
 

Toe 
| LI°9 

LIZ 
Joleg 

[2s°S 
| 

tos 
| 

SovL 
|za°s 

69h 
|tz"y 

Ige*L 
|€b9 

Gorzt 
joey 

|pLe2 
ps 

(ST 
= 

4) 
Levez | Le*ve 

| 
or T2zl|€trgg|eLegt| 

Lo°Se| 
oz*ge 

joe"9z 
|€S°9z|Le"6t | 

O°6E| 
9°€E 

logred 
jogSE 

leeve] 
x 

Teyorewwop 
roTune 

€S°€ 
|olt9 

Joory 
|Sgrot|6eL | 

Sz°s | 
oz"9 

|SorL 
Jos-y 

|tzey 
agro 

|az°L 
[6I°El 

|9a"h 
|S9°9 

ps 
(te 

=
)
 

eG" tz | 1g°€2 | tgr0z|¥I°99|z9"02 | 
L9°SE] 

ot*ze 
Jat*2z log" 

vz 
|a*Oz |E° 

OE 
[PT LE 

ILS*L9 
|LS*9E 

|gp"ee] 
=x 

Tetoteuwog 
rotues 

Be 
|See| 

ee! 
Pol 

Fel 
se) 

S
e
o
 

Oe 
es] 

fol 
SH 

BS) 
eS) 

wel 
F 

@e 
[eS 

alae! 
Sel 

Ba 
BS) 

BOs 
Se) 

Se) 
Oo) 

Sa) 
Ss] 

oe] 
as] 

Fe 
ao 

|\eao|oe| 
GR 

aT 
[ees] 

bol 
GE) 

on) 
FA) 

be) 
GR) 

oe 
fe 

|shselpel!] 
eel 

a) 
27) 

832] 
os! 

val 
Sal 

pal 
wal 

wal 
gal 

# 
€8 

|$a8)}PS] 
BE) 

SS) 
Fol 

es] 
BS) 

& 
fo! 

Be! 
Bel 

Bol 
Se! 

P
a
l
e
a
e
|
 

¢!] 
eo 

el 
e
9
|
%
 

al 
a? 

2a] 
gel] 

aol 
so] 

86] 
fol 

s 
o
y
 

[as 
Bl] 

o
e
 

@ 
a) 

so] 
pe 

wml 
BO] 

mel 
oe 

be 
» 

o 
v 

° 
a 

g 
° 

Oo 
° 

fat 
o 

a 
Lond 

o
w
 

o
s
 

e 
o
w
 

o
w
 

° 
n
o
 

< 
Ss 

|ja@Ss] 
hs) 

$ 
S
|
¢
 

5) 
$2) 

88) 
Bu) 

Sol 
Sal 

8 
o| 

3 
ae 

o 
a
 

oe 
oa 

@ 
» 

+
p
 

ov 
o
 

o
 

3 
x 

z 
= 

8 
4 

Sl 
el 

eee 
@ 

- 
= 

a 
oe} 

os 
| 

o8 
3 

2 
ai || 

ee 
5 

8 
6| 

32 
2 

a 
a
 

a
 

t 
3 

3 
3 

5 
o 

a 
' 

    
  

      
  

      
    

  
  

    
  

 
 

(FeoTSTUsTS 
GON 

= 
SN) 

B
o
p
n
j
t
y
}
e
 

ostt 
pue 

yaom 
uo 

"SIOPOCT 
OM] 

OS0yy 
UoOMZeq 

U
O
T
}
O
V
L
O
J
U
T
 

oy, 
pul 

TooTALOg 
JO 

UlsuST 
pue 

A
j
T
A
O
T
U
S
S
 

UT 
S
e
o
u
e
r
e
s
T
T
P
 

JO 
JOojye 

oy} 
Ssesee 

OF 
JNO 

poyaavo 
o
o
u
e
y
a
e
A
 

JO 
SeSATUUY 

JO 
By [NeoYy 

 
 

 
 

  

°S 
W1gvL 

115 

 



5.4.3 

No other significant differences emerged between 

"Relatively Long-serving' and 'Relatively Short- 

serving Commercial staff', not even on the sub- 

scale assessing Satisfaction with Personal Life, 

where a difference did emerge when ‘Relatively 

Long-serving' and 'Relatively Short-serving 

staff' as a whole were compared. (Table 5.4). 

No differences emerged between 'Junior' and 

"Senior Commercial staff' on any of the scales 

or sub-scales of the Work and Life Attitudes 

Questionnaire, and no significant interactions 

emerged between Length of Service and Seniority. 

Full details of the results of the two-way 

Analyses of Variance carried out to assess the 

effects of Seniority and Length of Service, 

and the interaction between these two factors 

on work and life attitudes are available in 

Appendix 5B. 

The Correlation between the scales making up 

the Work and Life Attitudes Questionnaire and 

Length of Service 

Pearson Product Moment Correlation Coefficients 

were calculated to establish whether a relation- 

ship existed between work and life attitudes and 

length of service. Where significant differences 

existed between the responses of different groups 

to particular scales or sub-scales of the 

questionnaire (as described in sections 5.4.1 

and 5.4.2 of this Chapter), separate Pearson 
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Product Moment Correlation Coefficients were 

calculated for the different groups. 

However, no significant correlations between 

work and life attitudes and length of service 

were identified as a result of this exercise. 

Full details of these results are presented in 

Appendix 5C. 

5.5 Discussion 

5.5.1 Variation in Work and Life Attitudes with Job 

Type, Length of Service and Seniority 

i) Job Type 

As outlined earlier in this chapter, a signifi- 

cant difference emerged between ‘Engineers' 

and ‘Commercial staff' on the Intrinsic Job 

Motivation scale. The ‘Engineers' reported a 

significantly stronger desire to work well in 

their jobs in order to gain intrinsic job 

satisfaction than did the 'Commercial staff". 

This difference was however moderated by an 

interaction emerging between length of service 

and job type on this scale, which implied that 

the difference between ‘Engineers' and 'Commer- 

cial staff" on the Intrinsic Job Motivation 

scale was confined to ‘Relatively Short-serving 
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staff'. A significant difference also emerged 

between the scores of 'Engineers' and 'Commer- 

cial staff' on the Perceived Intrinsic Job 

Characteristics scale. The ‘Engineers’ felt 

that their jobs offered more opportunities for 

intrinsic job motivation than did the 'Commer- 

claly state”. 

The literature on the effects of occupational 

level and education on work attitudes reviewed 

in Chapter Two suggests that incumbents of jobs 

of a higher occupational level (which can be 

defined both in terms of job type and seniority) 

place a higher value on intrinsic job satis- 

faction, whilst incumbents of jobs of a lower 

occupational level place more value on extrinsic 

job characteristics and the social environment 

(Andrisani & Miljus 1977, Centers & Bugentahl 

1966). Work carried out by Penzer (1969), 

Seybolt (1976) and Andrisani and Miljus (1977) 

also suggests that an individual's educational 

level is important in determining his expect- 

ations of a job, and his concern for intrinsic 

rewards. They postulate that individuals of a 

higher educational level expect more from a 

job in terms of both intrinsic and extrinsic 

rewards, and are more concerned with achieving 

intrinsic job satisfaction than are individuals 

of a lower educational level. 

The 'Engineers' and ‘Commercial staff' taking 

part in the Main Study differed both in terms 

of occupational level and education. Although 
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no detailed information was collected on the 

level of education of each of the subjects 

taking part in the Main Study, the 'Engineers' 

were generally of a higher educational level 

than the 'Commercial staff‘. The Engineers 

jobs were more complex, requiring more training, 

and were on the whole graded at a higher level 

within the Division's salary structures. As a 

group, the 'Engineers' were therefore also of 

a higher occupational level than the 'Commercial 

Stati". 

The difference between the 'Engineers' and the 

"Commercial staff' on the Intrinsic Job 

Motivation scale would, therefore, seem to fit 

in well with the literature reviewed in Chapter 

Two. As might have been predicted from the 

literature, the 'Engineers' taking part in the 

study placed a significantly higher value on 

working well in their jobs in order to gain 

intrinsic job satisfaction than did the 

"Commercial staff'. The interaction between 

job type and length of service which suggests 

that this difference is confined to ‘Relatively 

Short-serving staff", is discussed in the 

section dealing with the effects of length of 

service on work attitudes. 

It is interesting that the difference between 

"Engineers' and ‘Commercial staff' on the 

Intrinsic Job Motivation scale was not reflected 

on the Higher Order Need Strength and the Work 

Involvement scales as might perhaps have been 
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expected from the correlations between these 

scales (Warr, Cook & Wall 1978). The Higher 

Order Need Strength scale assesses the 

‘importance which a person attaches to the 

attainment of higher order goals' (Warr, Cook 

& Wall 1978, p.7), which would normally be of 

an intrinsic nature. The Work Involvement 

Scale assesses ‘the degree to which a person 

wants to be engaged in work’, (Warr, Cook & 

Wall 1978 p.7) both in terms of intrinsic and 

extrinsic features of the job. No differences 

however emerged between 'Engineers' and 'Commer- 

cial staff' on these scales. 

The literature suggests that ‘Engineers’, with 

their relatively high level of education, might 

expect more from their jobs, and might therefore 

assess their jobs more critically than the 

"Commercial staff'. However, their scores on 

the Perceived Intrinsic Job Characteristics 

scale indicate that the 'Engineers' perceived 

their jobs as being more capable of offering 

intrinsic job satisfaction than did the 

"Commercial staff'. It is probably true that 

the 'Engineers' jobs do offer more opportunities 

for intrinsic job satisfaction, but it is 

interesting that they should perceive their 

jobs in this way. The 'Engineers' did not 

differ significantly from the ‘Commercial 

staff' on any other scale of the Work and Life 

Attitudes Questionnaire which aimed to assess 

their attitudes to their job duties, such as 
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the Job Satisfaction scale. It is probably 

therefore reasonable to conclude from these 

results that either the 'Engineers' were not 

in fact more critical of their jobs than the 

"Commercial staff", or they were more critical, 

but this was balanced by their job duties, which 

were more interesting than those of the 'Commer- 

cial staff'. The Intrinsic Job Motivation 

scales and the Perceived Intrinsic Job 

Characteristics scales are fairly strongly 

associated (Warr, Cook & Wall 1978), as might 

be suggested by the significant difference 

emerging between 'Engineers' and 'Commercial 

staff' on both scales. 

No difference emerged between the two job types 

on the Life Satisfaction, Happiness or Self- 

Rated Anxiety scales. 

ii) Length of Service 

Differences emerged between the ‘Relatively 

Long-Serving' and ‘Relatively Short-Serving' 

staff taking part in the Main Study on the scale 

assessing Satisfaction with Personal Life. 

Staff with a shorter length of service were 

significantly more satisfied with their personal 

lives than were the longer-serving staff. A 

difference also emerged between ‘Relatively 

Long' and ‘Relatively Short-Serving Commercial 

Staff' on the Intrinsic Job Motivation scale. 

Longer-serving Commercial staff rated Intrinsic 
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Job Motivation as being of greater importance 

to them than did the ‘Relatively Short-serving 

Commercial staff'. A significant interaction 

also emerged between job type and length of 

service on the Intrinsic Job Motivation scale. 

The literature on the effect of length of service 

on work attitudes is summarised in Chapter Two, 

Herzberg et al (1957) and Hulin and Smith (1965) 

postulated that job satisfaction declines from 

the beginning of the individual's working life, 

until his early thirties when it starts to rise, 

and continues to do so until the end of the 

individual's career. Gibson and Klein (1971) 

sought to explain this 'U-shaped' relationship 

between length of service and job satisfaction, 

with their idea that job satisfaction increases 

with age, but decreases with increasing tenure. 

Friedlander (1965) postulated that poor 

performers experience decreasing job satisfaction 

with increasing tenure, whilst high performers 

experience increasing job satisfaction. Hunt 

& Saul (1975) described a positive linear 

relationship between age and tenure and job 

satisfaction, and looked more closely at the role 

of personal characteristics on different 

components of job satisfaction. 

The difference emerging between ‘Relatively 

Long-serving' and 'Relatively Short-serving 

staff' on the sub-scale assessing Satisfaction 

with Personal Life may be due to the difference 
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in the ages, rather than tenure of these two 

groups. The shorter-serving staff (average 

age = 33.97 years) were considerably younger 

than the longer-serving staff (average age = 

53.17 years). No evidence is available from 

the literature to suggest that length of 

service may be related to satisfaction with 

personal life. 

The significant difference which emerged between 

"Relatively Long-serving' and ‘Relatively Short- 

serving Commercial staff', and the interaction 

between Job Type and Length of Service on the 

Intrinsic Job Motivation scale is more difficult 

to explain. It would seem that the longer- 

serving 'Commercial staff' taking part in the 

study attached more importance to Intrinsic Job 

Motivation, although this idea is not supported 

by the literature reviewed in Chapter Two. 

The interaction between Job Type and Length of 

Service on the Intrinsic Job Motivation scale 

suggests that the significant difference between 

‘Engineers' and ‘Commercial staff' on this scale 

is confined to 'Relatively Short-serving staff". 

The longer-serving ‘Commercial staff' attach 

more importance to Intrinsic Job Motivation 

than do the shorter-serving ‘Commercial staff', 

and this group does not therefore differ 

significantly from the longer-serving 'Engineers', 

The interaction between Job Type and Length of 

Service on the Intrinsic Job Motivation scale 

is plotted in Figure 5.1. 
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No differences emerged between 'Relatively 

Long' and ‘Relatively Short-serving staff' on 

the Job Satisfaction scale or any of its sub- 

scales, despite an indication from the literature 

and the researcher's experience of the Division 

that this might be the case. The literature 

reviewed in Chapter Two does not touch upon 

the relationship between Intrinsic Job Motiv- 

ation and Length of Service, but confines itself 

solely to the relationship between Length of 

Service and Job Satisfaction. The results of 

the Main Study concerning the effect of tenure 

on work and life attitudes, although interesting, 

therefore do not fit in particularly well with 

the literature reviewed earlier in this thesis. 

iii) Seniority 

No differences emerged between ‘Junior’ and 

"Senior' Commercial staff on any of the 15 

scales and sub-scales of the Work and Life 

Attitudes Questionnaire. As discussed earlier 

in this Chapter, the literature reviewed in 

Chapter Two postulates that individuals of a 

higher occupational level are more concerned 

with Intrinsic Job Motivation, whilst individuals 

of a lower occupational level regard extrinsic 

job satisfaction and the social environment as 

being of greatest importance to them. 

However, differences of this kind did not emerge 

from the Main Study, possibly because the 

difference in seniority between the 'Senior' and 

"Junior Commercial staff' was not sufficiently 

great. 
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se 2 Overall Description of Results 

The work and life attitudes of the Main Study 

group as a whole are presented here with the 

discussion in order to allow more comprehensive 

evaluation of these results. 

Table 5.6 presents the average scores for the 

whole group taking part in the Main Study on each 

of the scales and sub-scales of the Work and 

Life Attitudes Questionnaire. Average scores 

are however only given for those scales where 

a significant difference did not emerge between 

the work and life attitudes of the various sub- 

groups making up the Main Study Group ('Engineers' 

and ‘Commercial staff‘, ‘Senior Commercial 

staff' and 'Junior Commercial staff', and 

"Relatively Long' and ‘Relatively Short-serving 

staff'). Table 5.6 also provides an inter- 

pretation of the average scores of the whole 

group on each scale and sub-scale of the Work 

and Life Attitudes Questionnaire, where 

appropriate. The average total scores have been 

divided by the number of items composing each 

scale, to give a general indication of the 

score on each item. This has then been 

interpreted in terms of the appropriate response 

scale. 

The average scores on each of 15 scales and sub- 

scales of the Work and Life Attitude Question- 

naire have also been calculated for each of 

the seven sample cells outlined in Table 5.2. 

This information is available in Appendix 5D. 
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TABLE 5.6 

Average scores for each scale and subscale 

of the Work and Life Attitudes Questionnaire 

for the Main Study Group as a whole (N = 57) 

  

  

  

  

  

    
  

  

  

  

    

Mean n Average Interpretation 
Scale Score of score on (for response scales 

(s.d.) | items] each see Appendix 5A) 
item 

Work Involvement 34.16 6 5.69 ‘Agree a little/a lot! with 
4.83 statements expressing a 

high level of Work 
Involvement. 

Intrinsic Job * 
Motivation 

ue 68.65 | 15 | 4.58 |*r'm not sure/I'm moder- SS 11.99 ately satisfied' when 
asked opinion of various 
features of the working 
environment. 

Intrinsic Job 32.30 
Satisfaction Ges |n? al oeok 

Extrinsic Job 36,35 8 4.54 
Satisfaction 6.50 - 

Employee Relations | 5, 7. é Ae Moderately Dissatisfied/ Satisfaction 6.44 = Neutral reaction to these 
: features of the working 

environment. 

The job itself 20.54 
intrinsic satis- 3.79 4 5.14 Moderately satisfied. faction < 

Working Conditions 25.37 caer Sabierae tion 4.13 5 5.07 Moderately satisfied. 

Perceived Intrinsic 
Job Characteristics 

Higher Order Need Rate higher order chara- 36.35 6 6.06 acy 4 Strength 4.62 cteristics of the job as         being 'very important' to 
them, 
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TABLE 5.6 (Cont 

  

nued 

  

  

  

  

            

petepncecs 20.19 6 157 Subjects are 'mildly 
Anxiety 5.97 concerned’ or ‘worry a 

little’ about their life 
in general. 

Total Life 66.35 15 4.42 A neutral/moderately Satisfaction 10.24 satisfied attitude to 
: life in general. 

Satisfaction with 
standards and 24.74 7 3.53 A moderately dissatisfied/ 
achievements . 6.62 neutral reaction to 

questions assessing satis- 
faction with standards and 
achievements. 

Satisfaction with 
personal life* 

Satisfaction with 21.24 1 2 life style 3.24 4 5.3 Moderately satisfied with : life style. 
  

*Average scores are not given for those scales or subscales where significant differences were found to exist between different 
subgroups. 
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The average score on the Work Involvement 

scale suggests that the group as a whole had a 

strong desire to be engaged in work. The group 

also felt that higher order job characteristics 

(as assessed by the Higher Order Need Strength 

scale) were very important to them. Although 

the group as a whole was moderately satisfied 

with the features of their jobs assessed by the 

Job Itself Intrinsic Satisfaction and Working 

Conditions Satisfaction sub-scales of the Total 

Job Satisfaction scale, the reaction to items 

assessing Intrinsic Job Satisfaction, Extrinsic 

Job Satisfaction and Total Job Satisfaction was 

less positive, the average score being only 

"slightly satisfied'. The group was slightly 

dissatisfied with the features of their jobs 

assessed by the Employee Relations Satisfaction 

sub-scales, the average score lying between 

"I'm not sure' and ‘I'm moderately dissatisfied'. 

Dissatisfaction within the Job Satisfaction 

scale as a whole was therefore associated with 

the Employee Relations Satisfaction sub-scale. 

Warr, Cook & Wall (1978 p. 12) define this sub- 

scale as a cluster of items which 'straddled 

the intrinsic and extrinsic features (of the 

job) in a way which suggested a concern for 

individual recognition and management behaviour’. 

Table 5.7 contains an analysis of the average 

scores on each of the items making up the Total 

Job Satisfaction scale. The average score on 

each item is interpreted in terms of the 

appropriate response scale (Appendix 5A). The 
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intention of this exercise was to investigate 

whether any particular item or items stood out 

as being particularly responsible for job dis- 

satisfaction amongst the study group. Although 

the results of this exercise were interesting, 

they should be interpreted with caution, as 

the validity of individual item scores may not 

be good. 

As can be seen from Table 5.7, the average scores 

on the majority of items represent some degree 

of satisfaction, ranging from the relatively 

high level of satisfaction expressed with items 

2, 3, 5, 13, 14 and 15, to the lower level 

expressed with items 6, 8 and 12. Item number 

1, which assesses satisfaction with the 'Physical 

Working Conditions’ has an average score of 

4.0, which is exactly neutral on the response 

scale. The subjects taking part in the Main 

Study expressed dissatisfaction with the remain- 

ing items (numbers 4, 7, 9, 10 and 11), all 

of which form part of the Employee Relattions 

Satisfaction sub-scale. The items making up 

this sub-scale (with the exception of item 

number 12, 'The attention paid to suggestions 

you make’) were therefore the principal causes 

of job dissatisfaction amongst the white-collar 

staff of Polymer Engineering Division taking 

part in the Main Study. 

Of these five items, three ("Your rate of pay', 

"Your chance of promotion’, and ‘The recognition 

you get for good work') represent a concern for 
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recognition by management of the individual's 

efforts and successes in his job. Scores on 

these items would therefore seem to indicate 

that the staff of Polymer Engineering Division 

taking part in the Main Study felt that they 

were not receiving sufficient feedback on their 

efforts at work. The problem would seem to be 

partly one of management style ('The recognition 

you get for good work") but also partly due to 

more formal types of recognition, such as 

remuneration and promotion. The need for 

recognition of the individual's efforts at 

work is mentioned by Hackman and Oldham in 

their ‘Job Characteristics Model' (1976), 

which is reviewed in Chapter Two. ‘'Feedback' 

is included in the model as one of the five 

"Core Job Dimensions' necessary for high motiv- 

ation, satisfaction and performance and low 

turnover and absenteeism. Hackman & Oldham 

(1976 p. 257 and 258) define feedback as 'the 

degree to which carrying out the work activities 

required by the job results in the individual 

obtaining direct and clear information about 

the effectiveness of his or her performance’. 

The dissatisfaction reported by the subjects 

taking part in the Main Study with these 

particular items would seem to indicate that 

they felt that they were not receiving 

sufficient feedback on, or recognition of 

their performance at work. 

The low scores on the remaining two items, 

"Industrial Relations between management and 
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workers in your firm' and 'The way your firm 

is managed' would seem to be symptomatic of 

dissatisfaction with the performance of the 

Division's management team. The attitudes 

assessed by the Work and Life Attitudes 

Questionnaire are however entirely subjective 

and based on the opinions of the individuals 

involved. This is especially true in the case 

of these particular results, where it is 

difficult to judge whether dissatisfaction is 

actually due to poor management or to the 

perception of poor management, which could 

possibly be distorted by lack of information 

or by hearsay. 

The group as a whole was slightly anxious about 

life in general (as assessed by the Self-Rated 

Anxiety scale), and although they were moderately 

satisfied with their lives as a whole (as 

assessed by the Total Life Satisfaction scale) 

and by their life-styles (as assessed by the 

Satisfaction with Life-Style sub-scale), they 

were moderately dissatisfied with their 

standards and achievements, assessed by the 

sub-scale composed of items 7, 8, 11, 12, 13, 

14 and 15, of the Total Life Satisfaction 

scale. The majority of these items (1l, 12, 

13, 14 and 15) relate to the standards of 

society as a whole, rather than those of the 

individual. Items 7 and 8 (‘What you are 

accomplishing in life', and 'What the future 

seems to hold for you') however relate to the 
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individual's satisfaction with more personal 

standards and achievements. 

Comparison of the results of the Main Study 

with the norms available for the Work and Life 
  

Attitudes Questionnaire 

Table 5.8 compares the average scores of the 

whole group (or sub-group where a significant 

difference occurred between sub-groups) with 

the norms developed for the Work and Life 

Attitudes Questionnaire by Warr, Cook and Wall 

(1978) and Clegg and Wall (1980). 

As described in section 4.4.3 of Chapter Four, 

both the study described in this thesis, and 

the study carried out by Clegg and Wall (1980) 

were carried out within engineering firms. The 

subjects used by Warr, Cook and Wall (1978) in 

the development of the questionnaire were taken 

from manufacturing industry, and from firms of 

a variety of different sizes and different 

geographical positions. Warr, Cook and Wall's 

(1978) sample was composed entirely of blue- 

collar workers, Clegg & Wall (1980) used a 

mixture of white-collar and blue-collar 

workers, and the study described in this chapter 

was based solely on white-collar staff. The 

original sample group used in the development 

of the questionnaire (Warr, Cook & Wall 1978) 

was entirely male. Clegg and Wall (1978) 

included 83 women in a total sample of 659 

white-collar and blue-collar staff, and this 

study included 15 women all of whom were 
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employed as "Commercial staff'. The ages of 

the subjects selected for this study ranged 

from 19 to 64 years, an age range which was 

very similar to that of the sample group used 

by Warr, Cook and Wall (1978) (20-64 years) 

and Clegg & Wall (1980) (17-64 years). The 

average length of service for the study group 

as a whole was 13.40 years, slightly longer 

than the average length of service of Clegg 

and Wall's (1980) sample (7.11 years), and the 

group used by Warr, Cook and Wall (1978) 

(9.02 years). 

It can be seen from Table 5.8 that the average 

scores on each scale and sub-scale of the Work 

and Life Attitudes Questionnaire are fairly 

similar to the norms developed by Warr, Cook 

& Wall (1978). The scores on the Intrinsic 

Job Satisfaction Scale (Warr, Cook & Wall (1978), 

32.74, Main Study 32.30), The Job Itself 

Intrinsic Satisfaction scale (Warr, Cook and 

Wall (1978), 20.35, Main Study 20.54), the 

Working Conditbns Satisfaction scale (Warr, 

Cook and Wall (1978), 26.06, Main Study 25.37), 

and the Total Life Satisfaction scale (Warr, 

Cook & Wall (1978) 67.09, Maint Study 66.35) 

were very similar for these two studies. In 

the case of all the other results making up 

the Work and Life Attitudes Questionnaire, the 

difference between the two sets of average 

scores never exceeded the smaller of the two 

standard deviations. 
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The results of the Main Study are also fairly 

similar to the norms developed by Clegg & Wall 

(1980). The scores of the Higher Order Need 

Strength (Clegg & Wall (1980) 36.45, Main Study 

36.35), Working Conditions Satisfaction (Clegg 

& Wall (1980) 25.99, Main Study 25.37), Job 

Itself Intrinsic Satisfaction (Clegg & Wall 

(1980) 19.85, Main Study 20.54), and the 

Intrinsic Job Satisfaction (Clegg & Wall (1980) 

31.55, Main Study 32.30) scales are fairly 

similar. Once again, the difference between 

the ‘whole group' norms developed by Clegg & 

Wall (1980) and the results of the Main Study 

are never larger than the appropriate standard 

deviation. 

The 'Whole Group' norms developed by Clegg & 

Wall (1980) however incorporate the questionnaire 

responses of 406 blue-collar workers included 

in the sample. The groups are probably more 

closely matched in terms of job type if the 

results of the Main Study are compared with the 

'white-collar' norms developed by Clegg & Wall 

(1980). However, although the Main Study group 

was composed entirely of white-collar staff, it 

also included some supervisory and managerial 

staff. On some scales the norms developed by 

Clegg & Wall (1980) for 'white-collar' staff 

are closer to the Main Study average scores 

than are the Clegg & Wall (1980) whole group 

norms, for example the Intrinsic Job Satisfaction 

scale (Clegg & Wall 'White-Collar' (1980) 
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32.16, Main Study 32.30), and the Job Itself 

Intrinsic Satisfaction (Clegg & Wall ‘White- 

Collar’ (1980) 20.01, Main Study 20.54) scales. 

However, on most of the remaining scales the 

‘white-collar' norms are not as close to the 

Main Study average scores as the ‘whole group 

norms' developed by Clegg & Wall (1980). The 

differences between the whole group and white- 

collar norms are however fairly small, and on 

only one of the scales (the Extrinsic Job 

Satisfaction scale) does the (white-collar) 

norm developed by Clegg & Wall (1980) differ 

from the Main Study average by an amount which 

exceeds its standard deviation. 

As discussed earlier in this Chapter, a 

significant difference emerged between the 

average scores of the 'Engineers' and 'Commer- 

cial staff' taking part in the Main Study on 

the Perceived Intrinsic Job Characteristics 

scale. The average score for the ‘Commercial 

staff' (30.47) was significantly lower than the 

average for the 'Engineers' (34.52). As 

discussed earlier in this Chapter, this 

difference was thought to be due to the 

difference in the occupational level and 

education of these two job types. The norm 

for this scale developed by Clegg & Wall 

(1980) using ‘managerial’ staff (40.67) is 

considerably greater than that for white- 

collar staff (32.97). Insufficient evidence 

is available to assess whether the Clegg & 

Wall's ‘managerial staff’ were of a higher 
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educational and occupational level than their 

‘white-collar staff', but this may have been 

the case. However, whereas the average scores 

obtained by the "managerial staff' on the 

scales used by Clegg & Wall (1980) are consist- 

ently greater than the averages for ‘white- 

collar' staff, the average scores obtained by 

"Engineers' did not always exceed those of the 

"Commercial staff'. Factors other than occu- 

pational level and educational attainment may 

therefore be responsible for these differences. 

As outlined in Chapter Three, Warr, Cook & Wall 

(1978) identified a correlation between skill 

level and Perceived Intrinsic Job Characteristics, 

and to a lesser extent between skill level and 

Higher Order Need Strength. Clegg & Wall (1980) 

also established that Perceived Intrinsic Job 

Characteristics increased with organisational 

level. The Main Study identified a similar 

relationship between Job Type and Perceived 

Intrinsic Job Characteristics, but failed to 

identify an association between Job Type and 

Higher Order Need Strength. The Main Study 

also identified an interaction between Length 

of Service and Job Type on the Intrinsic Job 

Motivation scale, which could possibly be 

related to a correlation identified by Warr, 

Cook & Wall (1978) between age and Intrinsic 

Job Motivation, as age and tenure are normally 

closely related. 
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5.6 

On the whole the relationship between personal 

and occupational characteristics and work and 

life attitudes identified by the Main Study 

would therefore seem to be reasonably similar 

to those identified by earlier studies using 

the Work and Life Attitudes Questionnaire, and 

the results of the Main Study are fairly 

similar to the norms for the Work and Life 

Attitudes Questionnaire developed by Warr, 

Cook and Wall (1978), and Clegg & Wall (1980). 

Summary 

The two principal aims of this research, which were 

to investigate causes of staff dissatisfaction at 

Polymer Engineering Division, and identify differences 

in the work and life attitudes of different staff 

groups, were therefore accomplished fairly success- 

fully. The Work and Life Attitudes Questionnaire 

identified the principal causes of dissatisfaction 

amongst the group as a whole, which were based on 

the Employee Relations Satisfaction sub-scale of the 

Job Satisfaction scale, and also identified significant 

differences between the work and life attitudes 

associated with groups of differing job type and 

tenure. 
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6.1 

CHAPTER SIX 

Conclusions and Recommendations 

An overview of the Main Study 

As outlined earlier in this thesis, the original 

aims of the research were twofold. Firstly, it was 

hoped to identify the principal causes of dissatis- 

faction amongst the staff of Polymer Engineering 

Division, with a view to suggesting possible 

strategies for improving staff morale and work 

attitudes. Secondly, it was hoped that the study 

would establish whether work and life attitudes 

varied systematically with personal and job charact- 

eristics. 

As outlined in Chapter Five, the Work and Life 

Attitudes Questionnaire, adapted for self-completion 

and amended as a result of the Pilot Study was 

completed by 57 respondents taken from the white- 

collar staff of Polymer Engineering Division. The 

sample group was structured to allow comparisons to 

be made between staff of different Job Types, 

Tenure and Seniority. The results of the Main 

Study fell into two principal categories; differences 

between the work and life attitudes of staff of 

different Job Types, Length of Service or Seniority, 

and the work and life attitudes of the group as a 

whole, 
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The Main Study successfully identified differences 

between the work and life attitudes of individuals 

of different Job Type and Tenure. A significant 

difference emerged between 'Engineers' and 'Commer- 

cial staff" on the Intrinsic Job Motivation scale. 

This would seem to support the notion put forward 

by Andrisani & Miljus (1977) and Centers and 

Bugentahl (1966), that incumbents of jobs of higher 

occupational levels (which, as stated in Chapter 

Two, can be defined in terms of both job type and 

seniority) place a greater importance on intrinsic 

job satisfaction than do incumbents of jobs of a 

lower occupational level. The results of the Main 

Study also suggest that longer-serving 'Commercial 

staff'attach more importance to intrinsic job 

satisfaction than do shorter-serving ‘Commercial 

staff! The interaction between Length of Service 

and Job Type on this scale extends these findings 

to suggest that the desire for intrinsic satisfaction 

increases with tenure for incumbents of lower-level 

jobs, but remains fairly static for those at higher 

occupational levels. The Main Study however failed 

to uncover similar differences in the importance 

attached to intrinsic job satisfaction or any other 

aspect of the work and life attitudes of staff of 

differing levels of seniority. 

As reviewed in the literature contained in Chapter 

Two, Penzer (1969), Seybolt (1976) and Andrisani & 

Miljus (1977) put forward the notion that individuals 

with a higher level of education have higher expect- 

ations of their jobs and working environments than do 

143



those of lower levels of education, and therefore 

assess ‘them more critically. Although the 

'Engineers' were generally of a higher educational 

level than the ‘Commercial staff', they obtained 

higher scores on the Perceived Intrinsic Job 

Characteristics scale. It is difficult to assess 

whether this finding refutes the ideas of Andrisani 

and Miljus (1977), Seybolt (1976) and Penzer (1969), 

or whether the difference in the job duties rather 

than the educational level of these two groups is 

in fact responsible for the difference on this scale. 

The difference between ‘Relatively Long' and 

"Relatively Short-serving staff' on the scale 

assessing Satisfaction with Personal Life may be 

a reflection of age rather than tenure, as the 

shorter-serving staff were on average considerably 

younger than the longer-serving staff. 

The average scores on each scale and subscale of 

the Work and Life Attitudes Questionnaire revealed 

important sources of dissatisfaction amongst the 

Main Study group as a whole. The job-related 

causes of dissatisfaction were located entirely 

within the Employee Relations Satisfaction scale, 

defined by Warr, Cook and Wall (1978 p. 12) as 

assessing attitudes to both extrinsic and intrinsic 

aspects of the job representing a concern for 

"individual recognition and management behaviour’. 

Dissatisfaction was expressed with five of the six 

items composing this subscale, assessing satis- 

faction with pay, opportunities for promotion, 
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6.2 

recognition for good work, the way the firm is 
managed and industrial relations at Polymer 
Engineering Division. It is interesting that 
dissatisfaction did not emerge with job duties 
or working conditions. 

Comparison of the Pilot Study and Main Study 

At this stage it is perhaps useful to re examine 
the results of the Pilot Study (described in Chapter 
Four) in order to ascertain whether any similarities 
exist between this and the results of the Main Study, 
which might contribute to the findings of the 
research as a whole. 

The Pilot Study was carried out on a small group of 
the Division's staff, composed of 10 Managers and 8 
Trade Union Representatives. The average age of 
the Pilot Study group as a whole was 46.4 years, 
which was broadly similar to, although a little 
older than that of the Main Study group (42.80 years). 
The average length of service of the staff making up 
the Pilot Study group was 15.5 years, which was again 
similar to, although a little greater than the 
average length of service of the Main Study group 
(13.40 years). ‘The diitferences! in age and length 
of service between the Pilot Study group and the 
Main Study group probably reflected the fact that 
the individuals composing the Pilot Study group were 
chosen for their status (either as Managers or Trade 
Union Representatives) within the Division, but the 
Main Study group was more balanced in terms of 
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length of service and seniority. In the case of 

both the Pilot Study group and the Main Study group, 

women were in a minority, composing approximately 

11% of the Pilot Study and 26% of the Main Study 

group. 

As discussed in Chapter Four, differences emerged 

between the Managers and the Trade Union Represent- 

atives on 7 of the questionnaire's 16 scales and 

subscales. The Managers were generally significantly 

more satisfied with their jobs than were the Trade 

Union Representatives, and this was reflected in 

significant differences between these two groups on 

the Total Job Satisfaction scale and all its sub- 

scales with the exception of the Working Conditions 

Satisfaction subscale. The Managers also perceived 

their jobs as offering more opportunities for intrinsic 

job motivation than did the Trade Union Representatives. 

The Managers were however less anxious about life in 

general than the Trade Union Representatives. No 

differences emerged between the two groups on the 

Work Involvement, Intrinsic Job Motivation, or 

Higher Order Need Strength scales, or on the Total 

Life Satisfaction scale or any of its three sub- 

scales. 

The results of the Pilot Study are compared with 

those of the Main Study in Table 6.1. Generally 

speaking, the Pilot Study Managers were more satis- 

fied with their jobs and working environments (with 

the exception of the items covered by the Working 

Conditions Satisfaction subscale) than the Trade 
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Union Representatives. However although significant 

differences emerged between these two groups on 7 of 

the 16 scales and subscales, on only one of these 

particular scales did a significant difference emerge 

between the subgroups making up the Main Study group. 

On this scale (the Perceived Intrinsic Job Character- 

istics scale) the Pilot Study Managers achieved a 

higher score than the Trade Union Representatives, 

and the Main Study Engineers than the Commercial 

staff. Significant differences also emerged between 

Main Study subgroups on the Intrinsic Job Motivation 

scale, and the scale assessing Satisfaction with 

Personal Life, where no difference emerged between 

the Pilot Study Managers and Trade Union Represent- 

atives. 

It is however difficult to compare the results of 

the Main Study and the Pilot Study as although the 

samples are broadly similar in terms of age and 

length of service and all the subjects were white- 

collar staff, the influence of the Trade Union 

Representatives' trade union attitudes and opinions 

on their work and life attitudes is unknown. As 

discussed in Chapter Four, it seems likely that 

some, if not all, of the differences between the 

average scores of the Trade Union Representatives 

and Managers taking part in the Pilot Study were 

due to the trade union attitudes and opinions of 

the Trade Union Representatives. The average 

scores for the Managers may also have been affected 
by their knowledge of the inclusion of the Trade 

Union Representatives in the Pilot Study group, as 

they may have anticipated that the Trade Union 

Representatives would be fairly critical of their 
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jobs and the Division as a whole, and so expressed 

a greater level of satisfaction than they actually 

felt to compensate for this. The scores of the 

Pilot Study group and the Main Study group as a whole 

were broadly similar on the Work Involvement (Main 

Study 34.16, Pilot Study 33.39), Intrinsic Job 

Motivation (Main Study scores range from 34.45 - 

38.92, Pilot Study 35.89) and Higher Order Need 

Strength scales (Main Study 36.35, Pilot Study 

37.22). Quite large differences however emerged 

between these two groups on the Job Satisfaction 

scale and its five subscales (for example, 

Intrinsic Job Satisfaction, Main Study 322505 

Pilot Study Managers 38.1, Pilot Study Trade 

Union Representatives 25.62; Employee Relations 

Satisfaction Main Study 22.75, Pilot Study Managers 

28.1, Pilot Study Trade Union Representatives 7iOren) 

The scores of the Main Study group and the Pilot 

Study group on the Perceived Intrinsic Job Charac- 

teristics scale were also fairly dissimilar 

(Perceived Intrinsic Job Characteristics Main Study 

"Engineers' 34.52, ‘Commercial staff! 30.47, Pilot 

Study Managers 40.5, Pilot Study Trade Union 

Representatives 33.0. Therefore, although it would 

have been useful to use the Pilot Study data to 

extend the results of the Main Study, perhaps using 

the Managers as a third job type, this was not 

possible. 
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6.3 Recommendations 

Generally speaking, there are two kinds of 

recommendations which emerge from the results of 

the Main Study. Firstly, they are those aimed at 

improving the job satisfaction and work attitudes 

of the staff as a whole by dealing with the sources 

of dissatisfaction identified by the Main Study. 

Secondly, there are recommendations aimed at using 

differences in the work and life attitudes of 

individuals of different job types or tenure in 

order to improve their motivation and satisfaction 

at work. 

6.3.1 Methods of improving job satisfaction 

amongst the Division's staff as a whole 

As discussed in the first section of this 

chapter, the Main Study group identified 5 

sources of dissatisfaction within their jobs 

and working environments as a whole (as 

assessed by the Job Satisfaction scale), 

all of which formed part of the Employee 

Relations Satisfaction subscale. These five 

sources of dissatisfaction were 'Your rate 

of pay’, 'Your chance of promotion', 'The 

recognition you get for good work', 

"Industrial Relations between management 

and workers in your firm', and 'The way 

your firm is managed' (Appendix 5A). 

i) "Your rate of pay' 

Many modern theories have tended to disregard 

and downgrade pay as an important source of 
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motivation and job satisfaction at work. 

Herzberg (1968), postulated that pay, asa 
"Hygiene' factor, cannot produce job satis- 
faction, and is responsible only for 

dissatisfaction. Herzberg put forward the 

idea that other features of the job, such as 

recognition and responsibility are those 

which should be promoted to increase 

motivation and job satisfaction at work. 

The Job Characteristics Model (Hackman and 

Oldham 1976), echoes these ideas, as 

intrinsic job factors such as skill and 

variety, task identity, task significance, 

autonomy and feedback are defined as the 

main determinants of job satisfaction. 

Nevertheless, pay is widely used by employers 
as a means of motivating staff, often for 

senior, highly skilled employees. A study 

carried out by Campbell et al (1970) looked 
at the strategies employed by 33 American 

companies to motivate staff, and discovered 

that all used pay, even for their senior 

managers. It would seem that employees also 
attach considerable importance to pay - 

Tiffin and McCormick (1966) reviewed a number 

of studies in which employees were asked to 
assess the importance of pay to them, and 

found that it was rated as being between the 
3rd and 7th most important source of 

motivation and satisfaction at work. Opsahl 
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and Dunnette (1966) suggest that pay is 

‘important as a motivator in four different 

ways; as a generalised reinforcer, as an 

incentive, as a 'generalised anxiety reducer’, 

and as an instrument for gaining a wide 

variety of outcomes. Locke, Feren, McCaleb, 

Shaw and Denny (1980) postulate that money 

is related, either directly or indirectly, to 

all man's needs from those at a very basic 

level (such as food and shelter) to much 

higher level needs (such as cultural, social 

and self-actualisation needs), and is also 

related to self-esteem, as it is evidence of 

an individual's performance and status at 

work. Locke, Feren, McCaleb, Shaw and Denny 

(1980) reviewed a number of earlier studies, 

and evaluated and compared the effect of four 

different strategies (Goal setting, Partici- 

pation, Job Enrichment and Money) on 

performance. They found that money emerged 

as the most effective motivator, with an 

average improvement in performance of 30% 

resulting from the introduction of a system 

of piece rate payment. It seems however 

that relative rather than absolute levels of 

pay are important in determining job satis- 

faction, as individuals generally have a 

very clear idea of how they should be paid 

in comparison with others (Vroom 1964, 

Lawler and Porter 1963). 
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The original terms of reference for this 

research, discussed in Chapter One, attributed 

problems of low motivation and job satisfaction 

amongst the white-collar staff of Polymer 

Engineering Division entirely to the payment 

system. Salaries at the Division were felt 

to be considerably lower than others in the 

locality, and it was therefore proposed that 

the research should investigate salary levels 

in the Leicester area, and also look at the 

payment system used for white-collar staff. 

As described in Chapter One, the terms of 

reference for this research were redefined to 

allow a broader approach to be adopted to the 

investigation of causes of possible dissatis- 

faction amongst the Division's white-collar 

staff. It is therefore particularly 

interesting that pay emerged from the Main 

Study as a source of dissatisfaction. 

This particular outcome of the Main Study is 

also supported by the initial interviews 

carried out with 7 of the Division's white- 
collar staff (described in Chapter Three) 

which aimed to explore sources of satisfaction 

and dissatisfaction. Five sources of diss- 

atisfaction emerged from these interviews, 

which included remuneration and pay 

differentials. Although these interviews 

only represented an unsystematic first 

attempt at assessing the attitudes of a group 

of the Division's staff, it is particularly 

gratifying that the results seem to fit in 

fairly well with those of the Main Study. 

154



A suitable outcome of this aspect of the 

“research might therefore be a partial return 

to the original terms of reference. An 

interview programme could be carried out to 

establish which aspects of the payment 

system were responsible for the dissatisfaction 

identified by the Work and Life Attitudes 

Questionnaire. Dissatisfaction might for 

example be due to the differentials between 

the salaries paid to staff of a similar job 

type but different seniority, staff of 

different job types, or the comparison 

between the Division's staff and others 

employed in the locality. If the problem 

is one of internal differentials, there may 

be a need to restructure the appropriate 

salary scale. If the Division's staff were 

dissatisfied because they perceived their 

salaries as lower than salaries paid for 

similar work by other local employers, a 

salary survey could perhaps be carried out 

to determine whether this was actually the 

case. If the salaries paid to Polymer 

Engineering Division's white-collar staff 

were to emerge from this exercise as 

significantly lower than those paid to 

similar staff by other local employers, the 

Division's management would have to decide 

whether to increase their rates of pay. 

If, on the other hand, Polymer Engineering 

Division's white-collar salaries were to 

emerge as equivalent to or better than the 

rates paid by local employers the survey 
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could perhaps be published within the 

“Division. This might improve the white- 

collar staff's perception of their salaries, 

and thereby increase their satisfaction with 

this aspect of their employment. 

ii) "Your chance of promotion' 

Argyle (1972) quotes several American studies 

where the opportunity for promotion was 

ranked by workers as lst or 2nd in a list of 

the important sources of motivation and 

satisfaction at work. Opportunities for 

promotion are an important factor in 

determining the individual's motivation if 

the system whereby individuals are selected 

for promotion is seen as fair, and where 

the chance of promotion is closely related 

to the individual's performance (Ribeaux 

and Poppleton 1978). However, the importance 

placed on promotion opportunities varies from 

individual to individual, and promotion is 

thought to be more important to white-collar 

than blue-collar workers (Argyle 1972). 

Herzberg et al (1959) found that job satis- 

faction is closely correlated with the 

individual's estimate of his chance of 

promotion, which is usually a subjective, 

rather than objective assessment. Therefore, 

in order for an individual to be satisfied 

with his promotion opportunities, not only 

should such opportunities exist, but the 

individual should also perceive them to exist, 
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It would seem that the perception by the 

‘Division's white-collar staff of their chance 

of promotion could be improved in two ways. 

Firstly, the opportunities for promotion at 

Polymer Engineering Division could be 

increased. Wherever possible, at both the 

local and national level, preference should 

be given to internal applicants for vacant 

posts, whose promotion or transfer would 

create other opportunities within the 

organisation. Attitudes to promotion might 

also be improved if a system of manpower 

planning was introduced, and individuals 

were selected and trained for known forth- 

coming vacancies, and given structured 

training and work experience for several 

months prior to actually taking up their new 

post. In this way, the forthcoming promotion 

or transfer could be used as a source of 

motivation, and the effectiveness of training 

and internal recruitment policies could be 

maximised. One further way in which promotion 

opportunities might be improved would be by 

means of the development of a clearly defined 

career structure for all white-collar job 

types. The existence of such a structure, 

providing it was operating correctly, would 

improve the individual's perception of his 

Opportunities for advancement, and would also 

make it easier for the Division's management 

to structure training to groom the individual 

for his next job. Both manpower planning and 
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the development of a career structure would 

however require a considerable input from 

Management in order to develop appropriate 

systems, and ensure their continued effect- 

iveness. 

The second way in which attitudes towards 

promotion could be improved would be by 

improving the staff's perception of their 

Promotion opportunities, both within the 

Division and the Dunlop organisation as a 

whole. A first step might be to ensure that 

all staff vacancies are advertised internally 

within the Division. In the case of more 

senior jobs, a national system whereby 

senior or professional vacancies throughout 

Dunlop's Divisions in the United Kingdom and 
abroad were circulated to all eligible staff 

on a regular basis (possibly once a month), 

would probably do a great deal to improve 

the perception by these staff of the number 

of opportunities for promotion and advance- 

ment. Such a circular could also carry 

details of internal transfers and promotions, 

which would encourage staff to believe that 

Opportunities for advancement do exist, 

Such a system, operating at both the local 

and national level, would probably do a great 

deal to improve attitudes towards opportunities 

for promotion, at very little cost to the 

organisation as a whole. 
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iii) 'Recognition for good work' 

The Job Characteristics Model (Hackman & 

Oldham 1976), reviewed in Chapter Two, 

emphasises the importance of positive feed- 

back on job satisfaction. According to this 

model, the overall potential of a job to 

prompt internal work motivation (its 

‘Motivating Potential Score') is greatest 

when the job is high on one or more of the 

‘Core Job Dimensions' (Skill Variety, Task 

Identity and Task Significance) that are 

responsible for experienced meaningfulness, 

and is also high on Autonomy and Feedback. 

Feedback increases work motivation and 

performance, largely due to the effect of 

achievement motivation (NAch) (McClelland 

1961). NAch is a stable personality character- 

istic which is most effective in encouraging 

individuals to perform well in jobs where 

there is a high level of feedback, as the 

high achiever is keen to receive information 

on his progress. Feedback, either directly 

or through others is therefore an important 

job characteristic (White 1980). 

There are several ways in which feedback on 

performance at work can be improved. One 

example is the establishment of a formal 

system whereby efficiency is continually mon- 

itored against a system of pre-defined 

performance standards. Performance standards 

are however difficult to define, and 
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performance is difficult to monitor in the 

case of higher-level jobs where the products 

of the job are often intangible. Lawler 

(1980) suggests that feedback may also be 

increased by dividing large organisations 

into 'Mini enterprises' which, because of 

their size, allow each individual worker 

feedback on the success of the organisation 

of the type normally only received by the 

most senior managers. Feedback may also be 

received via formal rewards such as pay and 

promotion (also identified by the Main Study 

group as causes of dissatisfaction), and 

more informally via the individual's super- 

visor. Good supervision should be an everyday 

source of feedback on performance for the 

individual worker. 

The dissatisfaction expressed by the Main Study 

group with this particular item would therefore 

seem to indicate that the group as a whole is 

generally fairly high on NAch, and desires 

information on individual performance. A 

suitable result of this finding might be the 

development of an individual performance- 

rating system for the staff involved in the 

Main Study, should their job duties be 

suitable for this type of scheme. A programme 

of supervisory training, emphasising this 

particular aspect of the supervisors role 

might also encourage informal feedback on the 

individual's performance. It is interesting 
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that the interviews carried out prior to the 

Pilot Study to explore causes of satisfaction 

and dissatisfaction amongst 7 of the Division's 

staff also identified this factor as a cause 

of dissatisfaction. Despite the small size 

of this group, and the time lag between 

these interviews and the Main Study, the 

identification by both exercises of this 

particular cause of dissatisfaction is reassuring. 

iv) "Individual Relations between Management 

and Workers', and 'the way the firm is 

managed' 

The Employee Relations Satisfaction Subscale, 

of which these two items form a part, was 

defined by Warr, Cook and Wall (1978p. 12), 

as assessing both intrinsic and extrinsic 

aspects of the job representing a concern for 

"individual recognition and management 

behaviour'. The dissatisfaction expressed 

with these two items is probably related to 

the overall style and behaviour of the 

Division's management team, rather than to 

relationships between managers and individual 

employees. This particular source of dis- 

satisfaction could possibly be improved by 

means of some relatively simple and 

inexpensive innovations, aimed at improving 

staff perception of management behaviour. 
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Formal methods allowing information on 

management decisions tq be disseminated could 

be encouraged. These might include a weekly 

newsletter, seminars to which all members of 

the management team are invited, and regular 

"talks" by members of senior Management to 

the Division's workforce as a whole on 

Management policy. If each employee felt 

well-informed about the Division and the 

policies of its management, and if inform- 

ation was presented in a positive way, it is 

possible that the Division's management would 

be viewed more favourably by the workforce as 

a whole. Each seminar might incorporate a 

‘question and answer' session where individual 

members of staff could ask questions and 

comment on management policy. A lively news- 

letter might also provide a forum for 

discussion between management and staff. 

A series of formalised channels whereby 

management policy could be outlined and 

discussed by senior managers with the staff 

as a whole might therefore serve to improve 

staff attitudes, by increasing their 

understanding of management policy. This 

source of dissatisfaction is however 

relatively difficult to deal with, because 

even those staff who are well informed may 

disagree with management policy. 
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6.3.2 Recommendations for improving the job 

satisfaction of specific groups of staff 

As outlined in Chapter Five, it was hoped 

that the Main Study would identify groups of 

staff who place particular importance on 

certain features of the working environment, 

so that management policies could be geared 

more closely to the needs of specific staff. 

A review of the literature on the effects of 

personal and occupational characteristics on 

work and life attitudes revealed that 

differences might be expected to emerge 

between staff of differing Job Type, Tenure 

and Seniority. The professional status of 

the Engineers also suggested that they might 

be expected to view their job differently 

from the Commercial staff (Wilensky 1964, 

Millerson 1964). 

However, although differences emerged between 

different groups - for example on the 

Intrinsic Job Motivation scale, these are 

difficult to fully explain and to translate 

into policy. The ‘Engineers’ would seem to 

attach significantly more importance to 

Intrinsic Job Motivation than do the 

"Commercial staff', which suggests that 

interesting, satisfying jobs are more 

important to them. On the basis of this 

evidence alone it would seem that in cost- 

benefit terms it would be more advantageous 
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to the Division as a whole to redesign 

‘Engineers’ jobs to increase their potential 

for Intrinsic Job Motivation, than to 

redesign 'Commercial' jobs in a similar way. 

However, although no difference emerged 

between 'Relatively Long Serving' and 'Short 

Serving’ staff as a whole, differences did 

emerge between ‘Relatively Long' and 

‘Relatively Short-Serving Commercial Staff! 

on this scale. This might indicate that the 

importance of Intrinsic Job Motivation may be 

related to tenure for some job types, but 

not for others. Variation in attitudes to 

Intrinsic Job Motivation is clearly more 

complex than might initially seem from the 

difference between different job types on 

this scale. 

Therefore, this research was successful in 

that it demonstrated that work and life 

attitudes amongst the staff of Polymer 

Engineering Division do vary 

with job and personal characteristics. This 

would suggest that policies to motivate and 

satisfy staff should be varied and geared to 

the needs of specific groups of staff (for 

example grouped by job type or tenure) rather 

than the staff workforce as a whole. However, 

more details of the precise nature of the 

effect of personal and occupational character- 

istics on the work and life attitudes of the 

staff of Polymer Engineering Division are 

164



needed before a detailed and varied policy 

designed to meet the needs of different 

staff groups can be designed. 

6.4 Methodological Considerations and Further Studies 

An important criticism of the research described in 

this thesis is related to the ideas of Roberts and 

Glick (1981) who state that this type of study 

should involve (Roberts and Glick 1981 p. 211); 

"the simultaneous examination of situational 
(taxonomic), within-person (cognitive 
consistency), and person-situation (task- 
incumbent response and environment-incumbent 
response) relations, and careful maintenance 
of the distinctions between these types of 
relations’, 

They feel that these factors have often been assumed 

by researchers to be isomorphic, when this is 

normally not the case. 

Roberts and Glick (1981) suggest that studies aiming 

to assess the effects of task characteristics 

(situational factors) on work attitudes have often 
assumed all jobs within a particular classification 

to be identical, when this is rarely so. The 

research described in this thesis compared the work 

and life attitudes of the incumbents of two different 

job types, but did not evaluate variation in job 

duties within either of these two categories. 

Ideally the system of job classification should 

have been more detailed and rigorous, so that within- 
group differences in job duties were minimised. 
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Roberts and Glick (1981) also comment that within- 

person (perception-behaviour or cognitive consistency) 

relations are important in determining individual 

behaviour, although they are frequently mistaken by 

researchers for person-situation responses. This 

was also a limitation of the research described in 

this thesis, as no distinction was made between 

within-person and person-situation relations. 

Therefore, the principal limiting factor of this 

research was that it did not distinguish between 

the three types of relations identified by Roberts 

and Glick (1981). Future studies aiming to 

investigate the effect of personal and occupational 

characteristics on work and life attitudes, possibly 

in order to validate and expand the results of the 

Main Study, should incorporate separate assessments 

of within-person, person-situation and situational 

relations. Such a study should also utilise a 

detailed system of job classification in order to 

ensure that variation within job type is minimised. 

Such a study should probably involve a larger 

sample group than that used in the Main Study, 

although such a large sample, structured in order 

to allow comparisons to be made between individuals 

of different personal and task characteristics, 

would probably have to be taken from more than one 

organisation. 

Roberts and Glick (1981) also suggest that the use 

of the questionnaire as a tool for assessing atti- 

tudes should be reduced. As discussed in Chapter 
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Three, attitudes should ideally be assessed using 

a ‘multiple indicator technique' (Oppenheim 1976), 

incorporating more than one method of measu ring 

attitudes. An example of this type of approach is 

provided by Wallis & Cope (1980) who used partici- 

pant observation, interviews, questionnaires, 

activity sampling, the collection of critical 

incidents and documentary evidence as ways of 

evaluating levels and causes of Job Satisfaction 

amongst psychiatric nurses. The use of several 

different techniques counteracts the methodological 

disadvantages of the questionnaire (discussed in 

Chapter Three), and allows results to be validated. 

The Work and Life Attitudes Questionnaire should 

therefore ideally have been used in conjunction 

with other attitude measurement techniques - for 

example, a programme of unstructured interviews. 

The statistical analyses used on the data collected 

by the Work and Life Attitudes Questionnaire might 

also have included regression analyses and other 

more sophisticated statistical techniques, as 

suggested by Roberts and Glick (1981), who criticise 
the prevalence of simple correlational techniques 

and Analyses of Variance amongst studies of this 

kind. 

167



6.5 Postscript 

As soon as the Main Study was completed a meeting was 

“held for managers and trade union representatives when 

the findings of the research were outlined by the 

researcher. At this stage the results were well 

received; both managers and trade union representatives 

found them interesting and could generally relate the 

results to their own understanding of the Division. 

However, despite this good initial reception the 

recommendations of the research were never implemented. 

There were two principal reasons for this. Shortly after 

the end of the research the Division's financial position 

worsened to such an extent that a considerable number of 

redundancies were necessary. Perhaps understandably the 

priorities of the Division's management changed and less 

importance was attached to improving staff motivation and 

morale. This was compounded by the departure of the 

Division's Personnel Manager for a job with Dunlop's Tyre 

Division. This individual had provided a major part of 

the management support for the research, and his departure 

decreased the pressure for the study's recommendations to 

be implemented. 

However, even if the recommendations of the research are 

never implemented, the study will have served a useful 

purpose in making the Division's managers and union 

representatives more aware of the nature and the 

complexity of those features of the working environment 

which may lead to job satisfaction amongst the workforce. 

ie71b



Appendix 3A (continued) 

Scale 4; Perceived Intrinsic Job Characteristics 
Introduction. You may have felt in the last section that some of the job features mentioned were 

not present in your job very much. It is likely that some of the aspects did apply 10 your job, while 
others applied less or not at all. Could we now go through a small number of these items again, 
together with a few new ones, but this time thinking about hw much you feel cach feature is present 
in the job you are doing? For this we use a different scale (SHOW CARD ‘M’), 
4.1. The freedom to choose your own method of working 

4.2. The amount of responsibility you are given 
4.3. Tke recogaition you get for good work 
4.4. Being able to judge your work performance, right away, when actually doing the job 
4.5. Your opportunity to use your abilities 

4.6. The amount of variety in your job 

4.7. Your chance of promotion ‘ 

4.8. The attention paid to suggestions you make 
4.9. The feeling of doing something which is not trivial, but really worthwhile 
4.10. Doiag a whole and complete piece of work 

    

Scale 3: Higher Order Need Strength 
Introduction. Now let’s look at the things that matter to you in a job. What things are important 

in a job and what things are less important in your opinion? I'd like you to think about paid work 
in general—any paid job you might do or might like to do, not just your present job. 

I’m going to mention a number of characteristics which you might look for in a job. Please show 
me on this scale (SHOW CARD “Y’) how important each one is when you think about jobs you 
would like to have. 

3.1. Using your skills to the maximum, 

3.2, Achieving something that you personally value 

3.3. The opportunity to make your own decisions 
3.4. The opportunity to learn new things 
3.5. Chailenging work 
3.6, Extending your range of abilities 

Scale 8: Self-rated Anxiety 
Introduction. So far we have thought a great deal about work and your job. For this set of items 

I would like you to consider some wider aspects of your life that go beyond work, although they may 
include it. 

Most people ihese days have something to worry about, sometimes big things, sometimes quite 
small things. Would you think back over the past few weeks and let me know to what extent you 
may have been concerned or worried about various circumstances that affect your life. This is the 
scale to be used for this secticn (GHOW CARD ‘Z’). 

8.1, Not having enough money for day to day living 
8.2. Your iminediate family 

8.3. Your health 

8.4, Growing old 

8.5. How things are going at work 

8.6, Britain’s economic future 
8x. In general, how worried or concerned do you feel these days? 

Scale 6: Life Satisfaction 
Introduction. Finally, will you consider some other aspects of your life at the present moment, 

and indicate how satisfied you feel about each one in turn? Please use this scale again (SHOW 
CARD ‘X’). 
6.1.. The house or flat that you live in 
6.2, The local district that you live in 

6.3. Your standard of living: the things you can buy and do 
6.4. The way you spend your leisure time 
6.5. Your present state of health 
6.6. The education you have received 
6.7. What you are accomplishing ia life 

6.8. What the future seems to hold for you 
6.9. Your social life 
6.10. Your family life 

6.11. The present government 
6.12, Freedom and democracy in Britain today 
6.13. The state of law and order in Britain today 

6.14. The moral standards and values in Britain today 

6.15. Britain's reputation in the world today x 
6x. Taking everything together, your life as a whole these days, 

  

169



Appendix 3A (continued) 

Scale 7: Happiness 
And, as a final item, 

7. Taking all things together, how wouid you say things were theso days? Would you say you are: 3. Very happy | 2. Fairly happy 
1, Not too happy 

  

RESPONSE CARDS 
Card‘ W (for Scales 1 and 2) 
1. No, I strongly disagree 
2. No, I disayrve quite a lot 
3. No, I disagree just a little 
4. I’m uot sure about this 
3. Yes, I agree just a little 
6. Yes, I agree quite a lot 
7. Yes, I strongly agree 

Card * Y" (for Scale 3) 
1. Not at all important 
2. Not particularly important 
3. I’m not sure about its importance 
4. Moderately important 
5. Fairly important 
6. Very important 

| 7. Eatremely important 

Card *M” (for Scale 4) 
1. There's none of that in my job 
2. There’s just a little of that in my job 
3. There's a moderate amount of that in my job 4. There's quite a lot of that in my job 
5. There's a great deal of that in my job. 

Card ‘X’ (for Scales 5 and 6) 
1, I'm extremely dissatisfied 
2. I'm very dissatisfied 
3. I’m moderately dissatisfied 
4. I'm not sure 

5. I'm moderately satisfied 
6. I'm very satisfied 
7. I'm extremely satisfied 

     

Card ‘Z” (for Scale 8) 

1. Not at all concerned 

2. Justa little concerned 
3. Mildly concerned 

4, Worry a little 
5. Quite worried 

6. Very worried 
7. Extremely worried 
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Appendix 3C 

I Varimax_ rotated loadings on six factors 

(Taken from Warr, Cook and Wall 1978) 

  

  

  

Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 
Study Study Study Study Study Study Study Study Study Study Study Study Scale item 1 2 1 2 ot 2 toa ia eS 

1. Work involvement 
1 0265 46-13 -04 06 10 06 0 12 -10 «O18 12 60 53 40 24 10-07 -10 18 13 06 ae: 1.3 68 59 11 08 32. 13° -01 (06 06 = 02 06-03 14 16 65 34 0B 01 -03 16 -01 06 06 =-05 -07 1.5 31 44 46 25 -08 07 -05 -O1 a? G0 ata: 1.6 49 66 39°18 08 04 «=-05 4 030g o3 11 

2. Intrinsic job motivation 
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3. Higher order need strength 
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4. Perceived intrinsic job characteristics 
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5, Job satisfaction 
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8, Self-rated anxiety 
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Appendix 3¢ 

II Deciles, means and standard deviations for all 

scales and subscales for Warr, Cook and Wall's 

(1978) combined sample (n = 590) (except scale 

4 (n = 390) and scale 6 (n = 200), see Chapter 

Three) (Taken from Warr, Cook and Wall 1978) 
  

  

  

  

  

  

1 2 3 4 5 Sa 5b 
Perceived 

Higher intrinsic Total Intrinsic Extrinsic Work Intrinsic order jeb job job job involve- job need character- _satis- Satis- satis- ment motivation strength istics faction faction _ faction 
Decile 1 24-0 28:5 26-6 20-8 47-6 20-3 25:8 2 27:8 32:3 31-0 24:5 56:8 25:2 30-4 3 29:9 34-2 33-0 275 63-6 28-1 33-6 4 31:8 35:6 34-7 29-8 68-0 31-4 36-2 5 33-3 37-0 35:8 32:2 71-5 33-2 38-2 6 35-0 38-1 37-0 35-0 75-6 34-9 40-3 7 36-2 39-4 38-4 37:3 78:5 37-2 42-4 3 37:3 40-8 39-8 40-4 83-5 39-2 44-7 9 39-1 41-4 413 43-5 89:0 42-5 48-0 10 42:0 42:0 42:0 51:0 102-0 49-0 56-0 Mean 32:83 36-25 35:27 32:74 70-53 32-61 37-99 sD 5-94 5:51 5-80 8-39 15-42 8:25 8-36 

5c 5d 5e 5x 6 6a 
Working Satisfaction Job itself conditions Employee Overall Total with intrinsic extrinsic _relations job lite personal Satisfaction satisfaction satisfaction satisfaction satisfaction life 

Decile in 13-0 18:5 12-4 2-66 53:3 16-4 2 15-9 21:5 16-7 416 57-1 18:3 3 177 23-2 20-0 448 62:0 19-8 4 13-2 24-3 23-0 460 64-4 20-7 5 20:5 25:5 24-7 5-11 67-0 21-5 6 21:8 27-2 26-7 5-40 70-4 22:2 a 23-0 28-5 28-5 5:70 79 + 22:9 8 23-9 29:7 30-6 6-02 76-0 23-9 9 25-7 31-2 34-2 6-50 81-0 24-9 10 28:0 35:0 42:0 7-00 93-0 28-0 Mean 20-32 25-89 24-40 533 67-09 21-51 SD 4-90 4:84 7-95 1:44 11-40 3:48 

6b 6c 6x 8 8x Satisfaction 
with Satisfaction Overall Overall standards and with life Self-rated self-rated achievement life style satisfaction anxiety anxiety 

Decile 1 147 14-8 2-61 9-0 1:00 2 18:3 16:9 411 11-6 1:25 3 21:5 18-0 4:32 13-8 1-69 4 24-2 19-4 4:53 15-7 214 5 25-6 20-1 4:75 17-4 2-62 6 202 22. 494 19-1 310 7 28-8 22-1 5:27 21-4 3:58 8 30:8 23-0 5-64 24-2 412 9 33-7 23:9 6-04 27:8 5-11 10 42.0 28:0 7:00 42.0 7:00 Mean 25-44 20:22 513 18-61 3:37 sD 712 3-86 1:28 748 1:59 
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APPENDIX 4A. 

The amended version of the Work and Life Attitudes 

Questionnaire used in the Pilot Study. 

WORK AND LIFE ATTITUDES QUESTIONNAIRE, 

This questionnaire is part of a research programme which is being 
carried out to find out how staff at PED feel about their Jobs and working environment. It offers you a very real opportunity to voice your opinions, and it is completely confidential. 

Your cooperation in completin; ig this questionnaire would be greatly appreciated. : 

Please score each statement by refering to the scale which you will find on the same page, and circling the relevant number on the number scale next to the question. 

For example: 

Pleasant and comfortable working conditions are 1 2@4567 very important to me. 
ricer sare i eco tS 

I disagree 1, Strongly if. this is the answer that 2. Quite a lot | you want to give, thon vi cle 3. Just_a little <4 the same number on the scale I'm not sure 4, a next to the actual question. 

    
    
    

       

  

I agree 5. Just a little 
6. Quite a lot 
2. Strongly   
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APPENDIX 4A (Continued) . 

Could you please fill in these details about yourself before you begin? 

_ THIS QUESTIONNAIRE 1S COMPLETELY CONFIDENTIAL 

Sete 

  

Offi 

Case Number [1] 

Use. 

  

  

  
51-53; 

  

AGE 

Ze Uitvacela 
LENGTH OF SERVICE AT PED 

(to nearest whole year) 
NUMBER OF JOB CHANGES WHILST AT PED 

  

DO-YOU HAVE ANY CHILDREN UNDER 187*   

  

      

FULL JOB TITLE 
  

  

DEPARTMENT 
  

  

HOURS WORKED ** 9-5 
SHIFTS       

"Please delete the answer which is not appropriate to you. 
The number; in the boxes to tha right of the quastion sh@uld be ignorad - 
they are for office use. 

  

175 

  

56-57 
58 

59-GO 

61, 

62 

63-65 

66-67 

68 

 



APPENDIX 4A (Continued). 

Page Cne, QUEST 

  

Par some people work is just a means to set money, it's somethin they have to Dut up with.for others, work is the. centre of their life, sonothing that really matters to then, 
I would first of all like to ask you about your reactions to worl: in general, and whether actually doing work is inportant to you personally,Sy ‘work’ I mean having a paid job, 
Here are sone statenents which people have made about work and working in seneral, 
Without limiting yourself to your present Job would you indicate how Strongly you a.rce or disayree wit: cach co: nt in turn, using the scale Lelow, Sene:ber 

  

    

  

      

  

        

tat Twn astin:: you about paid jobs in sencral, not simply your present job, 
I disagree 1, Strongly 

2. A lot 
3. A little 

I'n net sure 4, 
I egree 5. A little 

6. 4 lot 
7. Strongly 

1.1 Even if I won a great deal of Roney on the pools I would still continue to work somewhere... , , GENT ata te Duis Gi rele) cae tea, 
1.2 Vaving a job is very important to BPN aie 0 8 0s c EE GREED 1.35 I skould hate to be on the dole, Rare oe foe entene eur AE GES Aeh 6 7) 
1.4 I would soon set very bored if I had no worl: to Wee ses LE SRS EG 7 
1.5 The most important that happen 0 ue involve work . |) 1 9 B4507 1.6 If unemployuent beuelit was really hijh I would still prefer a ere As ee, aaa 

  

Now cai we move a little closer to how you versonally feot anous your present jou ie you to think ebout a nurber of statowcnto thar people t this tine think about your presunt job, ust woo dn ..cneval, Please, indicate on the scale Neloy Ke strongly you asree or fisnurce with each co.nient. Rencuher that I an as 1S you how you feel about your 

     

   
     

  

—___. 
I disagree 1, Strongly 

2. A lot 
3. A little 

I'x not sure “h, 
E agree fé A litQe 

       

    

      

   

  

6. A lot 
« Strongly       

2.1 I fecl a sense of personal satisfaction when I do this job 

  

  

    

Niet eehe *eecliest te re ie bees «el 8 54567 2.2 ly opinion of myself goes down when I do this Job badly... . 12354 567 2.5 I take price in doing my job as well as Tecan... ., . $ 12354567 2.4 I feel nihaypy when my wor!: is not up to its usual standar 1254567 2.5 I like to look back ou a days wor will a sense of a job w dong Sealers) ly Gla, te, i Ae ao Cer ee ey a ea 
2.6 I try to thin’. of ways of doin; my job tuare effectively, . 5.125456 ? 
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APPENDIX 4A (Continued) . 

  

  

      

  

    

  

      

  

  

  

      

  

QUESTION Ty ¥age Two, offic: 
se The next set of items *eals with various aspeets of your job.I would like you to tell ue how satisfier or dissatisfied you fcel with each of these features of your present job 

Eacl: item names s spect of your present joh,Just indicate how satisfied or dissatisfied you are with it by using the scale helow. 

I'u dissatisfied {1, Extrenely 
2. Very 

° terately 
I'm not sure Ay 
Imi not satisficds5, Moderately 

6. Very 
.» Extremely 

3-1 The physical work conditions. ........2.00.6 ee Lesh 5 6 7 22 3.2 The freedou to choose your own method of working, »e..6 21234567 23 apo Nour LallovmMoriauny: :eWeres cos ss oc whens 5 mie, ete 254567 2h 3-4 The recognition you get for good work. 2.50.11 le 34567 25 erp Nour Anmigdinte boas, |. 6 6 ws ss ele 8 picie ect 6 ol 235.45 6 7 20), 3.6 The amount of responsibility youlare given. so eee 1 OR ETO 2 3.7 Your rate of pay, ... Bae 8 ke ee She dg® Wiel elie ie «9 152 SakeGe6 7 28 3.8 Your opportunity to use your abilities... ........2298 34567 29 3,9 Industrial Relations between management and workers in your i Ei Mrlateiccss + etrmege tens lee aMaiieiouc'« seeiehe . 58 581.819 Meee 30 pel0"Zour' chance of promotions /. 7...) au. oleic. sues ohicals lens 254567 31 3.11 The way your firm is managed... 2... wl. eee @ sl 25:45 6 7 2 3.12 the attention paid to suggestions you wake, , . theusceies sonel 205; 82556;:7 35 st) hour llounesd? workiladts scr s uum lL eenetened tee «ool 25,415 6 7 34 3.14 The amount of variety in your job. Ee te) “eee; ole ee 0 dL 25a BF 35 Seto Your job) security.) . 6). 295 0 4 saber Ou eKon este Neus Neck Sate 5.6)? 36 3.16 Xow, taling everything into considcration,how do you feel ROGGE YOUR {ob ago Whole | oe ss wi wt 6 sc ea! yw ool 21545167 37 

QUESTION FOUR 

You say have felt in the last section that soue of the job features nentioned were not present in your job very much,It is likely that some of the aspects did apply to your job, while others applied less or not at all, Could we now go through a small nuuber of these items again, together with a few new ones, but this tine thinking about how tuch each feature is present in the job_thot you are doins."or this we use a different scale which is reproduced below, 

1, There's none of that in ny job. 
2, There's just a little of that in uy job. 3, There's a moderate azount of that in ny job. 4, There's quite 2 lot of that in ny job, 5. There's a great deal of that in my job, 

4.1 The freedom to choose your own method of workings 44%. . 1234 5 38 4,2 The anount of responsibility you are given... 6 eee eo ol 25AS 39 4.3 The recognition you get for good work, . , . 2 Me Ges of 250% 5 40 4.4 Being able to jude your work performance right away, when Betnally Aotie ENGNZOR. ses so ees Gs eee Cle aly 712545 4L “A.5 The opportunity to use your abilities, . Me eHel oneltece (see leer Sek 5 42 4.6 The anount of variety in your job... . ele eS ele ol 25 45 43 ‘Ae7 Your chance of promotion... 44... s+. ee 6 oe ee 1254 5 4h 4.8 The attention paid to suggestions you make. 6 erties «eee oS 45 45 4.9 The feeling of doing something which is not trivial; but really WeMalULI Oa sgs + SMe k cl ehe lee iedetan Wiel © teil IN) J acs he 46 4,10 Doing a whole and complete piece of WOXK Sse eles + «04 ol'2 5 ALS 47 

Loe  



  

APPENDIX 4A (Con 

QUE: Page Three, 

  

Now let's look at the things that matter to you ina job.What things are inportant in a job and what things are less injortant in your opinion?I'd like you to think about paid work in general - any paid Job you night do or might like to do, not just your present job, 
I'm going to rention a nunber of characteristics which you might look for ina job.Please indicate, with reference to the seale set out below, how important each one is to you when you think about jobs that you might like to have, 

  

  

Not important hee at all important 
2.Not particularly important I'm not sure about its importance 3, Inportant i woderately inportant 
5. Fairly important 

. Very important 
7. Extremely iapotbaat 

  

      

  

    
de Using your slilla to: the maximum, ..-.. 0.000050 0 12545 67, 3-2 Achieving sonething you personally value... ... 1 Le pe 5) 6.7. 5.3 The opportunity to make your own decisions, . . $74 e ec eielsl 2.9 8 56.7 ee Cuaianssoe work, 6 6 cs « 6 Bie 4 ly 0 ccais cee L2354567 5.5 the opportunity to learn nex 2354567 5.6 tietending your rang 234567 

So far we have thought a great deal about your work and your job.For this set of itens I would like you to consider sone wider aspects of your life that go beyond work, although they may include it, 
Most people these days have something to worry about, sometines big things, some sometines quite stall things."/ould you think back over the past few veel and let ne know to what extent you have been worried or concerned about various circun cireunstances that affect your life, 

‘ The scale to be used for this section is set out below, 

  

  

  

  

  

1, Not at all concerned 
2. Just a little concerned 

aly concerned 
vorry a little 

5. yuite worried 
6) Vory worticd 
7. ixtremely worried 

   

      

6.1 Not having ennoush woney for Say to doy living... 33 4 wel 2S kB 67 6.2 Your imuediate family... ...... ees, © ojo 6 ils ote 11215 456 7 Ged Yous Hen Tle  S eee s 1) ih eee ne ee etn rue De CRESS CLO ea as eee nese, aM ee Uae iy ore ee 6.5 Mow thing are going at work... , pie: ie) fetes! ¥ |¥ lem. ons, ce Ay O0S SB GZ 6,6 Britain's ccononic future, . . . Oh 4), eulaneeey stelle wes tees toons I onan 6.7 In general, how worried or concerned do you feel these days?, 12354567 
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APPENDIX 4A (Continued) . 

QUZSTICN SEVEN tage Four, 

Finally, will you consider soe otter aspects of your life at the present 
monent, aud indicate how satisfied you feel about each one in turn? 
Please use the scale set out below, 
  

I'm dissatisfied 41, Extreucly 
2. Very 
3. Moderately 

I'm not sure he 
I'm satisfied 5. Moderately 

6, Very 
7. Sxtremely       

7.1 The house or flat that you live in... ¢+....02200.e1 
7.2 Tho local district that you live in... ....0006ee el 
7.3 Your standard of living; the things you can buy and do... . 1 7.4 The way you spend your leisure time, .......e.e2 0 el doo Your present state of health. 0050, . 0 is ess oe ss ok 
7.6 The education you have recieved. ..... +s Si Sas iano eo) oh 7.7 What you are accouplishing in life... ....02eeeee] 7.8 What the future holds for you... 256s eee eee ee cel 
GO Note sdelalolize. (oe. ciccils ietal's Fe aie Ole Sant ene Soe eel MOMESLOITL AAO as Fete Vaile, 52,0 eke peice Te ele cities tek the pr cueht govorntonts 2 is wiel ace ale aloes, 0 mies 6 ol Freedom and democracy in Sritain today, .......... 1 The state of law and order in Jritain today.........1 The moral standards and values in Britain today, ......21 

Britain's reputation in the orld today. ..........1 Taling everything together, your life as a whole these days. 1 Y
Y
 

y
Y
N
 

H
e
e
 

E
e
 

A
U
S
P
U
y
e
S
 

  

g IGET 
  

. Yery happy 

. Fairly happy 

. Not too happy u
n
p
e
 

      

8,1 Taking all these things together, how would you say things 

D
N
 
Y
D
N
N
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O
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N
Y
N
Y
N
N
H
N
N
H
D
 

O
P
E
 

OP
 
UP
 G
T
 

GP
 G

E 
U
t
 
G
G
 

P
P
S
 

B
U
G
 
I
a
a
a
a
a
»
e
w
g
u
w
e
s
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D
A
D
A
A
D
A
A
A
N
D
A
N
A
A
A
G
A
 

N
N
N
 

were) GHOHe GAY). tei 6) pe ay oss Ye see neiy \s Mens A epee lials WS 67, 

Thankyou _for completing this questionnaire. 
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Appendix 5A 

The amended version of the Work and Life 

Attitudes Questionnaire used in the Main Study 

  

  

This questionnaire is part of a research programme which 
| is being carried out to find out how staff at PED feel 

about their jobs and working environment. 

It offers you a very real opportynity to voice your 
opinions, and it is completely confidential. 

BEFORE YOU START, COUiD YOU TELL ME A LITTLE ABOUT YOURSELF? 

What is your full job title? 

Which Department do you work in? 

How long have you been at PED? 
(to the nearest whole year) 

How old are you? 

What grade is your job? 

Are you Male / Female (delete which is not appropriate) 

Now turn over to start the auestionnaire - 

  

180



Appendix 5A ( continued) 

Page One. 

Question One. 

  

For some people work is just a means to get money, it's Something they have to put up with. For others, work is the centre of their life, something that really matters to them, 

I would first of all like to ask you about your reactions to work in general, and whether actually doing work is important to you Personally. By 'work' I mean having a paid job. 

Here are some statements which people have made about work and working ia general. Without limiting yourself 
to your present job would you indicate how strongly you agree or disagree with each comment in turn, using the 
scale below. 

Remember that I am asking you about paid jobs in general, : 5 Perc jobs _in general not simply your present job. 

1. I disagree strongly.     
2, I disagree a lot. 

3. I disagree a little. 

—'. I'm not sure. 

5e I agree a little. 

6. I agree a lot. 

ee I agree strongly. 

Beams) V6.5 hg dine 2 Even if I won a great deal of money 
on the pools,I would still continue 
to work somewhere. 

Pee Sieesre, Wy 6 eG on a7 Having a job is very important to me. 

Leen Soe 6 6 7. I should hate to be on the dole. 

to 2 See 5. 6 Oe I would soon get very bored if I had 
no work to do. 

a Ce Lown We te. 1G 7 The most important things that happen 
to me involve work. 

ton 2st Se Bank 7 If unemployment benefit were really high I would still prefer to work. 
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Appendix 5A (continued) 

Page Two. 

Question Two. 

Now can we move a little closer to how you personally feel about Your present job? Again I would like you to think about a number of statements that people have made about work, but this time think about your Present job, not work in general. Please indicate on the scale below how strongly you agree or disagree with each comment. Remember that I am asking you how you feel about your present job. 

1. I disagree strongly. 

2. I disagree a lot. 

3. I disagree a little. 

4. I'm not sure. 

5. I agree a little. 

6. I agree a lot. 

ese I agree strongly. 

Le Fe te SG 7. I feel a sense of persona: satisfaction 
when I do-this job well. 

ty ee Bee he St 6 ee Ny opinion of myself goes down when 
I do this job badly. 

ase 2S eas ea I take pride in doing my job as well 
as I can 

ewes Bie PEN BIBI Geog, I feel unhappy when my work is not 
up to its usual standard. 

Rees Sime by Oh et Giuek I like to look back on a day's work with a sense of a job well done. 
De BOGS re Grae), I try to think of ways of doing my job 

more effectively 
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Appendix 5A_ (continued) 

Page Three. 

  

n Three. 

The next set of items deals with various aspects of your job. 
I would like you to tell me how Satisfied or dissatisfied you are with each of these features of your present job. 

Each item names. some aspect of 
how satisfied or dissatisfied 

your present job. Just indicate 
you are with it by using the scale below. 

1. I'm extremely dissatisfied. 

<a TE ee em Wary dissatisfied. 

3. I'm moderately dissatisfied. 

4, I'm not sure. 

5. I'm moderately satisfied. 

—— 6. I'm very satisfied. 

2. I'm extremely satisfied. 

ie 253), 4 VSO 3 The physical work conditions. 

POS Site Goer The freedom to choose your own 2 method of working. 

te gd) oe 15 6 Your fellow workers. 

2 ra 5 Gay 7. The recognition you get for good work. 

Lee Sy oN ES e. 3m Your’ immediate boss. 

be ees. 6h 07. The amount of responsibility you are given. 

D2 ae. > ROLLY Your rate of pay. 

2 eS 6G Your opportunity to use your abilities. 

i S13 > Fh ese 6 2 Industrial Relations between management 
and workers in your rirm. 

de ere ee te 5G ee: Your chance of promotion. 

2 2 5 a 5G The way your firm is managed. 

a v2 5 eo ukD The attention paid to suggestions you make. 

ceeq >) tS Gaaae Your hours of work. 

LenS has 6) Ag The amount of variety in your job. 

Ai, So Saree) Oe og. Your job security. 
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Append 

  

Page Four. 

Question Four. 

5A (continued 

You may have felt in the last section that some of the 
job features mentioned were not present in your job very 
much. It is likely that some of the aspects did apply to 
your job, while others applied less or not at all. 

Could we now go through a small number of these items again, 
together with a few new ones, but this time thinking about 
how much each feature is present in the job that you are 
doing. 

For this we use a different scale, which is reproduced below. 

  

Bye 2h Se wht 

TEs 2 pe ee 

tee) oe ie 

See eo. att 

ares | 

Dae) 5 a 

tees oat 

Ler) *. 

Ae eee ot 

ai, aaa ee 

  

——---_— 1. There's none of that in my job. 

ie 
5 

w
u
 

w
w
 

2. There's just a little of that in my job. 

There's a moderate amount of that in 
my job. 

There's quite a lot of that in my job. 

5. There's a great deal of that in my job. 

_The freedom te choose your own method 
of working. 

The amount of responsibility you are given. 

The recognition you get for good work. 

Being able to judge your performance 
right away, when actually doing the job. 

The opportunity to use your abilities. 

The amount of variety in your job. 

Your chance of promotion. 

The attention paid to suggestions you 
makes 

The feeling of doing something which is 
not trivial, but really worthwhile. 

Doing a whole and complete piece of work. 
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Appendix 5A (cont nued) 

Page Five. 

Question Five. 

Now lets look at the things that matter to you in a job. 
What things are important in a job and what things are 
less important in your opinion? I'd like you to think 

about paid work in general - any job you might do, or 
might like to do, not just your present job. 

I"m going to mention a number of characteristics which 
you might look for in a job. Please indicate, with 

reference to the scale set out below, how important 

each one is to you when you think about the job that 
You might like to have. 

Not at all important. 

. Not particularly important. 

I'm not sure about its importance. 

Moderately important. 

Fairly important. 

Very important. 

Extremely important. 

  

dee yon Se G6) Using your skills to the maximum. 

elie: Vin bs Veen Achieving something you personally value. 

Awiite comes 5G vai The opportunity to make your own decisions. 

dexege ss) Mie. 5/16 4 Challenging work. 

den Beara  Sieeehe may! The opportunity to learn new things. 

Tce 03) 4 bn 6. 7 Extending your range of abilities. 
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Appendix 5A (continued 

Page Six. 

Question Six. 

So far we have thought a great deal about your work and 
your job. For this set of items I would like you to 
consider some wider aspects of your life that go beyond 
work, although they may include it. 

Most people these days have something to worry about, 
sometimes big things, sometimes quite small things. Would 
you think back over the past few weeks and let me know to 
what extent you have ocen worried or concerned about the 

various circumstances that affect your life. 

The scale to be used in this section is set out below. 

1. Not at all concerned. 

Just a little concerned. 

Mildly concerned. 

Worry a little. 

  

~ sna 5e Quite worried. 

6. Very worried. 

ree Extremely worried. 

S47 Ze us Not having ennough money for day to 

day living. 

1. 52) 354 eC? Your immediate family. 

Loomis a tineoe -6. 07 Your health. 

eu Surtees Feb 2 Growing old. 

ces ea heeae 6 37 How things are going at work. 

Tet epi ome eee a eo® 9 ='7, Britain's economic future. 
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Appendix 5A (continued) 

Page Seven. 

Question Seven. 

Finally will you consider some other aspects of your life at the 
present moment, and indicate how satisfied you feel about each 
one in turn? 

Please use the scale set out below. 

1. I'm extremely dissatisfied. 

2. I'm very dissatisfied. 

3. I'm moderately dissatisfied. 

4, I'm not sure. 

5+ I'm moderately satisfied. 

6. I'm very satisfied. 

7. I'm extremely satisfied. 

as 5 Gian, The house or flat that you live in. 

toe pete 6S BGr ee The local district that you live in. 

Roy 2h Se tikes 25 Gi Hi. Your standard of living; the-things 
i you can buy and do. 

DP 2S Ss 6 og The way you spend your leisure time. 

De keh oe he 61 46) (10) Your present state of health. 

Lota 13 Sith S526) The education you have recieved. 

a es seer Se Ope? What you are accomplishing in life. 

A iota eens SoG? Wnat the future holds for you. 

dee Say) Hee be: Your social life. 

see S. 4 oes Can Your family life. 

202 5ee Fe Se 6 The present government 

a 2S A 5) 6. Freedom and democracy in Britain today, 

Pee. Sete eG The state of law and order in Britain today. 

re Diet i Bg The moral standards and values in Britain 
today. 

a 2 See eS eG Britain's reputation in the World today. 

  

THANKYOU FOR COMPLETING THIS QUESTIONNATRE.       
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SUMMARY OF RESULTS OF TWO-WAY ANALYSES OF VARIANCE, 

i. Analysis of variance due to Job Type and Length 

of Service, 

APPLNDIX 5b 

two factors. 

(FACTOR ONE = JOB TYPE, FACTOR TWO 

and _ the interaction between these 

LENGTH OF SERVICE). 
  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

     
  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

    

  

  

  

  

Scale Sum of Degrees Mean Source Comments 
Squares of Squares 

Freedom 

1. 1.96292 zk 1.96292 0.0851762 | Factor 1 Not 
Work 1.9..6913 1 19.6913 Factor 2 significant 

Involvement 69.2116 ab 69.2116 ewe 
ag interactior: 

1221.41 53 23.0454 Within Cel] 

2. 60.13 a 60.13 Factor 1 
Intrinsic 
Job 39.0099 =z 39.0099 Pactor 2 
Motivation significant 

67.2362 1 67.2362 ee Sicnificant 
Interacticrijat 5% level 

689.75 53 13.0142 Within Cel] 

3. 74.8891 1 74.8891 Factor 1 Hot 
Total Job 23.2072 1 23.2072 Factor 2 ||Significant 
Satisfaction | 25.9404 a 2549404 ee 

Interactior 
7915.5 53 [149.349 Within Cel] 

3.1 1.92323 a i. Tactor 1 
Intrinsic 1.45356 iL 1. 56 Factor 2 
Job 1.14297 ar 1.14297 towers & 
Satisfaction Interactior. 

2352.62 53 44.389 Within Cell 

3.2 : 100.78 2 00.78 Facto 
Extrinsic Job] 36.314 1 35.314 Pacto. Significant 
Satisfaction 16,1879 ily 16.1879 ix 2 

Interacti 
2195.83 53 41.4307 Within Cel] 

3.3 a 
Job Itself a nificant 
Intrinsic a 
Satisfaction 

53 14.6716 

344 1 1.67097 
Working 1 7.88274 ficant 
Conditions 3.83838 i 3.83888 
Satisfaction | Interacti 

944.492 DS, 17.8206 Within Ceil             
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APPENDIX 5B (1) (cont'd). 

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

    

  

  

       
  

  

  

  

  

  

  
  

  

                

3.5 120.027 1 120.027 2.9672 Factor 1 ot 
Employee 32.4317 1 32.4317 0.301746 Pactor 2 Significant 
Relations 7.32989 1 1232989 0.181203 aL ee 
Satisfaction interactior 

2143.92 53 40.4513 Within Cell 

4e 195.584 1 195.584 4.72507 Factor 1 
Perceived 
Intrinsic 2.90711, i 2.90711 0.0702322 | Factor 2 Tot 
Job 10.8035 1 10,8085 0.26112 Hea Significant 
Charecter- Interactior 
istics 2193.82 of 41.3928 Within Cell 

5. 1 24.6483 1.20754 Pactor 1 Not 
Higher Order 2 20.4243 1.00068 Factor 2 Significant 
Need Strength a 61.8071 3.02822 1x 2 

Interaction 
1081.75 33 20.4104 Within Cell 

6. 6.48509 eS 6.48509 0.175563 Factor 1 Not 
Self-Rated 11.921 = 11.821 0.320015 | Pactor 2 Significant 
Anxiety 16.865 1 16.865 0.456564 |1 x2 

interaction 
1957.76 53: 36.9389 Within Cell 

Te 8.34862 2 8.34862 0.0849682 | Pactor 1 Not 
Overall 326.342 1 326.342 3.32135 Factor 2 Significant Life 3.18043 a 3418043 Y0.0323688 | 1 x 2 
Satisfaction Interaction 

5207.56 53 98.2559 Within Cell 

Tel 2.112 - 2.112 0.202166 | Factor 1 
Satisfaction | 
with 65.4224, il 65.4224 6.2624 factor 2 
Personal Life 

7.74608 1 7.74608 0.741475 
AfSignificant 

553.684 53 10.4469 

T.2 17.4675 a 17.4675 0.384456 Hot Satisfaction |__23.934_ 1 23.934 0.526798 “|\Significant with 1.639921 eB 1.63991 0.0350952 f Standards and| Interaction Achievements | 2407.95 53 45.4329 Within Cel] 

Te3 |__ 31.5372 a 31.5372 3.26511 Factor 1 Mot Satisfaction 25.8472 1 25.3472 2.67602 Factor 2 Significant , with 5416509 1 5416509_ 0.534753 Jl x2 , Life Style 
Interaction 

} 511.918 53 9.65883 Within Cell 
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APPENDIX 5B Cont'd). 

SUMMARY OF RESULTS OF TWO-WAY ANALYSES OF VARIANCE. 

Il, Analysis of variance due to Seniority and Length of 

Service, and the interaction between these two factors, 

for 'Commercial Staff! only. 

FACTOR ONE = SENIORITY, FACTOR TWO = LENGTH OF SERVICE, 

  

  

| Sum of Degrees Mean 
{ Scale Squares of Squares PF Source * Comments t Freedom 
‘ 

1. 6.02 6.02 0.20 Factor 1 Not   

| 
| Work 10.16 
Involvement 0.24 

10.16 0.33 Factor 2 
0.24 0.0077 J}1 x 2 

Interaction 
980.41 32 30.64 Within Cell 

Significant   w
h
e
e
 

  

  

  

  

  

  

2, 8.90 1 8.90 0.49 | Factor 2 } i 

  

  

    

  

  

  

  

  

  

  

  

  

      
  

  

  

  

  

  

  

      

  

  

  

  

       

Intrinsic 
Job 134.54 1 134.54 TAT Factor 2 
Motivation : 

6.86 1 6.86 0.38 wx 2 

Interaction 

ificant 576.59 32 18.02 Within Cell 

3. 219.2 1 219.22 1,20 |#actor 1 Rot Total Job 0.61 1 0.61 a 0.0033 |Pactor 2 Significant Satisfaction ° 1 0 0 Tae 

Interaction 
5828.09 ae 162.13 Within Cell 

Bel 58.93 i 1.17 Factor 1 Not Intrinsic 2.40 1 0.047 ractor 2 Significant Job 14.14 D 0.28 Lee 2: Satisfaction 
teraction 

1629.31 32 

3.2 50.7 1 50.77 1.66 tot Extrinsic 0.55, 1 0.55 0.0109 Significant Job 15.26 1 15.26 0.30 
Satisfaction 

i 1617.96 32 50.56 

3.3 11443 | ae a S| Peas 0.078 |ractor 1 Job Itself 5.01 a 8.01 ‘actor 2 nificant Intrinsic 2.96 1 3096 0.22 Satisfaction = 
585.57 32 16.39 

364 1 
Working 1 
Conditions 1 
Satisfaction 

tio: 
32 within Cell 

                   m8 z i Cont'd 
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APPENDIX 5B (IT Cont'd). 

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

    

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

3.5 122.97 1 122.97 t 
Enployee 3.76 i 3.76 f Significant Relations 0.46 - 0.46 

, Satisfaction Interaction { 1464.6 32 45.77 Within Cell 
i 

| 4. 123.36 1 123.36 2.79 | Factor 1 ) Not 
| Perceived 29.14 2 29.14 0.66 Factor 2 » Sisnificant | Intrinsic 28.26 2 28,26 0.64 Lexie 
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