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This Bulletin is dedicated to Professor Donald G. Paterson who re-
tires from the University of Minnesota faculty in June of this year.
After his eorly career of important achievements at the Ohio State
Universily, in the U. S. Army, and in the Scolt Company, Professor
Paterson came to the University of Minnesota in 1921 with the in-
fention of devoting himself to the development of applied psychology.
His impact has been tremendous.

Among his many accomplishments are: a personal publication
rate of one publication every two months over his career to date as
a psychologist; service as secretary of the American Psychological
Association for six years; founding and actively participating in the
Minnesota Employment Stabilization Research Institute; and actively

working as a founder and active member of the Industrial Relations

Center.

Most important, Professor Paterson has served as the major ad-
viser o more than 90 Ph.D. students and qpproximately 200 Masters
degree students. The authors of the present Bulletin owe their train-
ing and interest in applied psychology to Professor Paterson. We are
happy to report that he will continve to serve the IRC in an advisory

capacity.
T.8.S. RV.D.
G.W.E. LH.L

Copyright 1960
by the
University of Minnesota



Table of Contents

Overview : 1

I. Introduction . 3
II. The Literature on Job Satisfaction ............... ST 5
“III. The Literature on Morale and Employee Attitudes ... . 19
IV. Related Literature on Worker Motivation ... .. 32
V. The Literature on Behavioral Criteria .. ... ... 40
VI. The Literature on Vocational Fitness .. ............. . . 51
VII. Summary and Conclusion 56

References 61




Overview

The development of a research framework within which rehabili-
tation outcomes can be studied meaningfully requires a compre-
hensive definition of work adjustment. The following major con-
clusions from the literature provide a conceptual basis for studying
rehabilitation, occupational, and counseling outcomes.

1. Work adjustment is Iinferred from two primary sets of indi-
cators: “satisfaction” and “satisfactoriness.” “Satisfaction” includes
overall job satisfaction and satisfaction with various aspects of the
individual’s work environment (his supervisor, his co-workers, the
company or institution for which he works, his working conditions,
his hours of work, his pay, and the type of work in which he is en-
gaged). It includes the satisfaction of his needs and the fulfillment
of his aspirations and expectations. It includes the congruence of
his vocational interests with the interests of most “successful” peo-
ple working in his occupation. “Satisfactoriness” is indicated by his
productivity and efficiency, and by the way he is regarded by his
supervisor, co-workers, and the company or institution for which
he works. It is negatively indicated by his absences and tardiness,
by the accidenis that he has. and by his ability to stay on the job
for a satisfactory period of time. It is also indicated by the con-
gruence of his abilities and skills with those demanded by the job.

2. The individual should be the basic unit in the study of work
adjustment. While group comparisons are enlightening, differences
among individuals and differences within the individual may be
more significant. These possibilities emphasize the need for studies
of individuals. ,

3. Work adjustment occurs over a period of time. Actually, the
working years of an individual constitute the period during which
work adjustment takes place. “Satisfaction” and “satisfactoriness”
may differ in the same Individual for different periods of time.
There may be cycles of satisfaction and dissatisfaction, and cycles
of satisfactoriness and unsatisfactoriness In the work history of the
individual. Changes in satisfaction and satisfactoriness may be the
more significant aspects of work adjustment. Consideration of the
requirement of reliability in measurement also argues for long-term
study of individuals.

4. Work adjustment patterns may differ for different occupations.
The set of criteria that is relevant may differ from occupation to
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A DEFINITION OF WORK ADJUSTMENT

occupation. Even if the set of relevan? criteria were the same, the
pattern of interrelationships among the criteria may differ from
occupation to occupation.

S. The study of interrelationships among criteria is probably the
most neglecied aspect of research In this field. The potential rewards
of such study are very attractive when it is considered that it might
be possible to determine a minimum number of criterion variables
that would account for most of the variability in work adjustment.
It is quite obvious that rehabilitation, occupational and counseling
research would be greatly facilitated by such a development.

6. Work adjustment is likely to be affected by such factors as
the individual's age, sex. education, training, personality. and ad-
justment outside the work situation. The same degrees of satisfac-
tion and/or satisfactoriness conceivably may reflect different de-
grees of work adjustment for different ages or sexes, or levels of
educational attainment, etc. Consideration of these correlates is
necessary to an adequate understanding of work adjustment.



A Definition of Work Adjustment

l. Introduction

Bulletin I of the Minnesota Studies in Vocational Rehabilitation
presented an annotated bibliography of evaluation studies in voca-
tional rehabilitation. This bibliography brought to light the paucity
of research on evaluation or outcome criteria, not only in vocational
rehabilitation, but even in the field of counseling. Since many (if
not most) research problems in vocational rehabilitation involve
evaluation criteria, it became apparent to the research staff of the
Vocational Rehabilitation Research Laboratory in the Industrial
Relations Center that progress in vocational rehabilitation research
could be made more rapidly after intensive study of the criterion
problem. Consequently, this problem was designated the core re-
search problem for the laboratory.

To set the stage for research planning, past research involving the
use of evaluation criteria was reviewed. It included literature on
criteria used in vocational rehabilitation and in several fields of
applied psychology (counseling, industrial, personnel, occupational
and vocational psychology). The review also included literature on
the more commonly used economic and sociological criteria.

From this review the concept of “work adjustment” was devel-
oped to designate the general area encompassing evaluation criteria.
This concept seems to be particularly relevant to the evaluation of
vocational rehabilitation outcomes. For example, the effectiveness
of vocational rehabilitation counseling techniques might be assessed
by the subsequent “work adjustment” of counselees.

The appropriateness of “work adjustment” as a concept integrat-
ing the various evaluation criteria is strongly suggested by the re-
search literature. Studies of job satisfaction show there are many
workers who are dissatisfied for different reasons. Studies of voca-
tional choice show there are those who would prefer working at
jobs different from the ones they have. Attitude studies and studies
of industrial conflict frequently point toward various areas of low
morale among workers. Counseling interviews and exit-interviews
have uncovered a variety of adjustment difficulties that concern
workers. Studies of productivity and efficiency reveal wide differ-
ences in job performance. Job mobility studies show a diversity of
work history patterns. Work and the worker do not always “fit.”
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A DEFINITION OF WORK ADJUSTMENT

“Work adjustment” conveys a broader meaning than the adjust-
ment of an individual to his specific job tasks. It is the adjustment
of the individual to his world of work. It includes the adjustment of
the individual to the variety of environmental factors that surround
him in his work, his adjustment to changes in these factors over
periods of time, and his adjustment to his own characteristics. Thus,
the adjustment of the individual to his employer, his supervisor,
his co-workers, as well as to the demands of the job itself, his ad-
justment to changing job market conditions, and his adjustment to
his own aptitudes, interests, and temperament are all encompassed
in the concept of work adjustment. ‘

However, arriving at some conceptual notions regarding work
adjustment is only a preliminary step in the research process. It is
necessary to define the concept more rigorously if it is to aid sub-
stantially in the planning of research. It is necessary to define the
concept in operational terms, that is, in terms of the specific vari-
ables, instruments, and procedures that actually can be used in
research.

This bulletin reviews the different variables that have been used
to indicate various facets of work adjustment. The instruments used
to measure these variables are evaluated, and their correlates are
examined. Then a research-oriented definition of “work adjustment”
is developed in terms of variables, instruments, and procedures.

The bulletin is organized around the literature—psychological,
sociological, and economic—which appears to be pertinent to the
definition of the concept of work adjustment described above. Part
II reviews the literature on job satisfaction. Part III discusses stud-
ies on morale and employee attitudes. Part IV presents related lit-
erature on the topic of worker motivation. The literature on be-
havioral criteria is the subject of Part V. Part VI discusses voca-
tional fitness as an indicator of work adjustment. Finally, what has
been learned from the literature is summarized in Part VII, and a
research definition of work adjustment is advanced.



ll. The Literature on Job Satisfaction

The development of a definition of work adjustment might profit
by a suggestion from Heron (1954c). Heron speaks of two comple-
mentary aspects of occupational adjustment: satisfaction and satis-
factoriness. The former views adjustment from the individual's (i.e.,
the worker’s) vantage point; the latter looks at adjustment “from
the outside,” that is, from the employer’s viewpoint or from an
expert's point of view.

Important indicators of work adjustment, therefore, might be
found in the literature on job satisfaction.

One problem is readily apparent from even a cursory survey of
the literature on.job satisfaction. Hoppock, in Job Satisfaction
(1935), reviews 32 studies done prior to 1933 and remarks that al-
though there was much opinion about job satisfaction, there were
not too many “factual” studies. Some twenty years later, Stagner,
Flebbs, and Wood comment: “The number of studies dealing with
job satisfaction has become so large that the newcomer to the field
may well be appalled” (1952, p. 293). Current reviews (e.g., Robin-
son, 1956; 1957; 1959) are convincing testimony to the extraordinary
volume of job satisfaction literature.

Another problem that confronts the reviewer of job satisfaction
research is the increasing tendency in recent years toward am-
biguity in defining “job satisfaction” and the use of this term inter-
changeably with “morale” and “employee attitudes.” Some writers
carefully distinguish between job satisfaction and morale, usually
on the basis of reference to the work group. For example, Blum
(1956) differentiates these terms, defining “job satisfaction” as re-
ferring to over-all attitudes about (a) the job, (b) factors related
to the job, and (c¢) life-in-general, and “industrial morale” as a
“by-product of a group,” a “feeling of group solidarity; need for a
goal; observable progress toward that goal; and individual partici-
pation in meaningful tasks necessary to achieving the goal” (1956,
pp. 125-126). Strong (1958) also states a preference for using “job
satisfaction” in reference to the individual, and “morale” when
talking of the group. He refers to job satisfaction and morale as
“two attitudes toward one’s job.”

. Katzell (1958), on the other hand, regards job satisfaction as a
necessary and integral part of morale. He advises that measures of
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job satisfaction pe designed to get information.relevant to the
hypothetical construct “morale” rather than being a “catch-all of
questions about this or that” (1958, p. 74).

In striving toward a definition of work adjustment that includes
job satisfaction, it might be enlightening to begin with an examina-
tion of the various ways by which job satisfaction is measured.

The measurement of job satisfaction—Brayfield and Crockett as-
sert, “. . . we have found it necessary to assume that the measuring
operations define the variables involved” (1955, p. 397). Blum ex-
presses this opinion: “Reviewing the many studies in the area almost
leads one to the conclusion that job satisfaction is anything that an
author measures when he thinks he is measuring job satisfaction”
(1956, p. 124). It would seem, from these comments, that any satis-
factory definition of job satisfaction would depend on an analysis
of the measures used and their correlates.

Studies reviewed by Hoppock (1935) used several types of meas-
ures to get at job satisfaction. Some of the pre-Hoppock investigators
used lists of attitude statements to get a total attitude score. Others’
used observation, checklists of likes and dislikes, interest measures,
interviews, and self-ratings of satisfaction about certain areas or
jobs.

What are job satisfaction measures supposed to investigate?
Hoppock (1935) states that measures can be (a) about the job as
a whole, or (b) about different aspects of the job. With the first
alternative, the individual makes a global decision based on the
factors he considers relevant. While these factors may actually differ
and/or vary in importance with different individuals, Hoppock be-
lieves that the individual’s over-all feeling may be more meaning-
ful than some system of weighting the various factors. He feels that
the weighting of different job aspects in a predetermined manner
does not reflect the significance of these aspects to the individual.
Hoppock also feels that “the mere summation of satisfaction with
various aspects of the job is not equivalent to satisfaction with the
job as a whole” (1935, p. 274). He points out that job satisfaction,
while depending on many aspects of the job, could be thought of as
one variable,

Hoppock mentions two methodological problems: (a) developing
a technique of measurement independent of the worker’s willingness
to tell the truth, and (b) obtaining a sample representative of all
occupations and ages. He states that no earlier study (prior to 1933)
overcame these problems, and he himself did not solve the first
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problem. (The first problem may have no solution aside from taking
those steps that would appear to yield maximum cooperation with
the investigators.)

From his own observations, Hoppock concludes: “When the in-
dividual is better off than his neighbor, he is satisfied and when he
is worse off, he is dissatisfied” (1935, p. 10). Hoppock also feels that
most individuals end up in a job area that at least partially agrees
with them, although he admits that satisfaction at the time of his
study—1933—undoubtedly depended to a large extent on simply
having a job.

Hoppock’s job satisfaction blank (1935) has four 7-choice items
asking how the individual liked his job, how much of the time he
felt satisfied with his job, how he felt about changing his job, and
how he felt he compared with other people in relation to satisfaction
with their jobs. One question compares satisfaction with one’s job
with the things he does in his spare time. Another asks about his
choice of “all the jobs in the world.” Two questions ask about chang-
ing jobs. The last question is: “Are your feelings today a true sam-
ple of the way you usually feel about your job?” The corrected re-
liability reported for this scale was .83, only .04 lower than that of
Hoppock’s earlier, 100-item questionnaire.

Post-Hoppock measures of job satisfaction are not much different
from the earlier types. It is questionable whether any of them im-
prove on the Hoppock blank for getting the information wanted.
For example, in spite of its more sophisticated development, the
Brayfield-Rothe scale of 18 Likert-type items correlated .92 with
the Hoppock scale for a group of employed persons in a personnel
psychology class (Brayfield and Rothe, 1951).

The underlying rationale of the Brayfield-Rothe blank differs
somewhat from Hoppock’s reasoning. The expressed approach of
Brayfield and Rothe centers on the assumption that job satisfaction
can be inferred from a “quantification of the expression of feeling”
toward work (1951, p. 307). They state a preference for an index
of “over-all” job satisfaction rather than sub-indices of specific as-
pects of the job situation. (In this respect, they are in agreement
with Hoppock.) Brayfield and Rothe’s items reflect this preference
for an “over-all” index, as in, for example: “My job is like a hobby
to me,” and “Each day of work seems like it will never end.”

Other requirements for a job satisfaction scale, according to
Brayfield and Rothe, include: (a) applicability to a wide variety
of jobs, (b) sensitivity to variations in attitudes, (c) ability to evoke
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cooperation from both management and workers, (d) reliability,
and (e) validity. (Blum [1956] notes that reliability and validity,
essential qualities of any measuring instruments, are often over-
looked in job satisfaction measures.)

Other job satisfaction instruments include the Kerr Tear Ballot,
Johnson’s questionnaire, and Morse’s job satisfaction indices. The
Kerr Tear Ballot (Kerr, 1948) has ten 5-point items that are an-
swered, anonymously, by making a tear at one of the five points.
These items cover such areas as attitudes toward supervision, work-
ing conditions, co-workers, income, security, and the company in
general. For example, two of the items are: “Do you have confidence
in the good sense of the management?” and “What effect is your ex-
perience with the company having upon your personal happiness?”
Kerr reports corrected split-half reliabilities of .65 to .82 with a
median of .75. Most studies using this instrument compare Tear
Ballot scores to such behavioral criteria as turnover and job tenure,
frequently resulting in significant correlations.

Johnson (1955) developed a 99-item questionnaire on job satis-
faction covering several work-related factors and primarily designed
for use with teachers. He refers to the instrument as an “adjust-
ment questionnaire” designed for “complete coverage of the factors
and conditions influencing adjustment to work life” (1955, p. 29).
Validity is inferred from the construction of the instrument, that is,
from “a logical analysis” of existing scale items and job satisfaction
literature, from ratings by ten judges, and from work characteristics
rated important by teachers. Johnson reports a test-retest reliability
of .90 and a correlation of .64 with self-estimates of job satisfaction
for a group of 98 teachers.

Morse (1953) reports the use of four 4-item satisfaction indices
derived from items used in a structured interview situation. Each
item correlated highly with the other three items in its group. Morse
states: “This method of developing measures makes the assumption
that the items chosen for one index are all measuring the psychologi-
cal variable which was originally defined” (1953, p. 14). Morse was
interested in judging organizational effectiveness using employee
satisfaction as a criterion. Although she had positive results, she
points to the lack of “operational independence” in her technique
of measuring need-satisfaction and selecting conditions contributing
to need-satisfaction from interviews with the same people.

The problem of over-all job satisfaction vs. satisfaction with
- different aspects of the job deserves some additional consideration.
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Factor analytic studies might throw some light on this problem.
For instance, Schreiber, Smith, and Harrell (1952) factor-analyzed
data on five areas of job satisfaction and ended up with a two-factor
classification: (a) job satisfaction and (b) knowledge of employee
benefits. “Job satisfaction” included items from many areas, but had
a concentration of items related to supervision.

Twery, Schmid, and Wrigley (1958), using a job satisfaction in-
ventory with Air Force personnel, compared three methods of factor
analysis that resulted in these five factors in common: (a) general
attitude toward the job, (b) satisfaction with the supervisor, (c)
satisfaction with the higher echelon, (d) satisfaction with living
conditions, and (e) satisfaction with co-workers. In addition, the
investigators found a tendency for a monotony-variety factor to
emerge.

Bullock expresses job satisfaction as an attitude resulting from
a “balancing and summation of many specific likes and dislikes ex-
perienced in connection with the job” (1952, p. 7). An evaluation of
the job and the company by the worker is the job satisfaction atti-
tude. Thus, according to Bullock, the worker may dislike the major
portion of his work but have a favorable attitude toward the job
when he feels he is attaining desired goals.

The studies cited suggest that for purposes of studying work
adjustment it might be advantageous to have (a) a measure of
over-all job satisfaction (such as Hoppock’s scale) and (b) measures
of satisfaction with the different aspects of the job.

Several other problems are involved in the measurement of job
satisfaction besides those indicated above. Rosen and Rosen (1955)
question the assumption frequently made by investigators that job
satisfaction items about the same subject are equivalent even though
these items may be worded differently. They worded items in three
different ways, designed to investigate “standards, perception, and
evaluation.” The varied wordings stressed, respectively, (a) what
ought to be done, (b) what was seen as being done, and (c) feelings
about what was seen as being done. Their rationale was that “. . .
satisfaction and dissatisfaction are related to the extent to which
desires are perceived as being met” (1955, p. 305). From their study
of union members they concluded that it is not advisable to treat
answers to different-type questions as equivalent.

Strong (1958) questions the use of indirect items in job satisfac-
tion measures. He suggests that the individual be asked whether or

1. For other factor analytic studies of employee attitudes see pp. 24-25, 26-27.
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