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The Measurement of Vocational Needs

Summary

This bulletin reports on the development of two questionnaires
as measures of vocational needs. The first questionnaire developed,
the N-Factors Questionnaire (NFQ), consisted of 48 two-response-
choice items, 4 items for each of the following 12 scales: Achieve-
ment, Authority, Co-workers, Creativity and Challenge, Depend-
ence, Independence, Moral Values, Recognition, Security, Self-ex-
pression, Social Service and Social Status. The questionnaire was
completed by 1,014 employed individuals. Analysis of these data in-
dicated that, while the scales were sufficiently independent of each
other to be inlerpretable as unique dimensions, only five scales had
adequate reliabilities.

The second questionnaire, the Minnesota Importance Question-
naire (MIQ), was developed by revising and expanding the NFQ.
The number of scales was increased to 20, the number of items to
five per scale, and the number of response choices to five per item.
The NFQ dimensions were incorporated as scales in the MIQ, and
the following scales were added: Ability Utilization, Activity, Ad-
vancement, Company Policies and Practices, Compensation, Re-
sponsibility, Supervision—Human Relations, Supervision—Techni-
cal, Variety and Working Conditions. The MIQ was completed by
2,308 employed individuals. The MIQ scales were shown to have
high reliabilities. While the scale intercorrelations were higher than
desired, analysis indicated that there was sufficient specific variance
in most of the scales to permit their being interpreted as relatively
unique dimensions.

MIQ results were analyzed further to determine whether or not
its scales differentiated groups in accordance with expectations de-
rived from the Theory of Work Adjustment, and whether or not
differences existed between disabled and non-disabled workers.
Following are the principal findings from these analyses:

1. Disabled and non-disabled workers differed in both level and
variability on several of the MIQ scales. Generally, mean scale
scores were higher for the non-disabled, but variability was
greater for the disabled. Relative rankings of nceds also dif-
fered for the two groups on some scales. Disabled and non-
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MINNESOTA STUDIES IN VOCATIONAL REHAGILITATION

disabled workers differed little in the factor structure of thejy
needs as measured by the MIQ. There was some indication
that “status” needs (Authority, Independence, Social Status)
were stronger for the disabled (i.e., these constituted more
preferred reinforcers), while work-oriented needs (Achieve.
ment, Advancement, Company Policies and Practices, Co.
workers, Moral Values, Security, Social Service, Supervision-
Human Relations, and Supervision-Technical) were stronger
for the non-disabled. Response to the MIQ was slightly more
reliable for the disabled than for the non-disabled, but for
both groups, all scale reliabilities were high.

. Occupational differences were observed in level, variability.
and ranking on many of the MIQ scales. The managerial group
had the highest mean and the smallest variability in scores on
Ability Utilization, Achievement, Advancement, Compensa-
tion, Creativity, Recognition, Responsibility, and Variety. High
mean and low variability also characterized the response of
skilled white-collar workers on Security and Working Condi-
tions, and of the nonskilled white-collar workers on Moral
Values and Activity. The nonskilled blue-collar workers gen-
erally showed the largest variability and the lowest means.
Security was ranked highest by the non-managerial groups.
while the managerial group ranked Advancement highest. All
groups ranked Authority, Independence, and Social Status as
least important. The factor structures underlying response to
the MIQ were similar for the three non-managerial groups.
Covariation on the MIQ scales could be represented on two
dimensions for non-managerial workers. For managers, how-
ever, three dimensions were required. The four occupational
groups showed high reliabilitics on most scales.

. Presence or absence of employment experience was related to
response on the MIQ. A pre-employment group of college stu-
dents differed from an employed group of skilled white-collar
and managerial workers in means, variabilities and ranks of
scale scores. On all but one scale, means were lower and vari-
abilities greater for the pre-employment group. While the two
groups also differed in their rankings of scales, both ranked
Ability Ulilization first and Social Status last. Three dimen-
sions were required to account for scale covariation for the
pre-employment group; but the factor structure obscrved was
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different from that of either the managerial or the skilled
white-collar groups.

These findings are consistent with predictions from the Theory
of Work Adjustment concerning occupational differences and em-
ployment experience differences in need patterns. They thus con-
stitute construct validity for several of the MIQ scales. In addition
to these first evidences of validity, scores on the MIQ scales were
found to be sufficiently stable (test-retest reliability) to warrant its
further use as a research instrument.

Plans for improvement of the MIQ are presented, along with de-
seriptions of validity studies which are being undertaken. The pro-
jected development of Occupational Reinforcer Patterns (to com-
plement Occupational Ability Patterns) is briefly described.

The final section presents directions for use of the MIQ and
available norms.



Introduction

The Theory of Work Adjustment! focuses on two sets of variables
—abilities and needs—as important to the description of the work
personality and to the explanation of work adjustment. “Abilities”
refer to dimensions of response while “needs” have reference to di-
mensions of reinforcement experience. Response and reinforcement
are separate concepts, and therefore abilities and needs are meas-
ured as independent, if interacting, systems of variables.

Since World War I, much research in vocational, occupational,
and personnel psychology has been devoted to the identification
and measurement of abilities. Needs, on the other hand, have re-
ceived relatively little attention in vocational research. For this
reason, a major effort has been made in the Work Adjustment Pro-
ject to develop an adequate measure of vocational needs.

This Bulletin reports on the development of two instruments for
the measurement of vocational needs. The first of these instruments
pre-dated the Theory of Work Adjustment and was guided primarily
by previous work in the area. The second instrument was developed
simultaneously with the theory and was guided by a combination of
past experience and present theory.

The Theory of Work Adjustment defines needs as “dimensions
of reinforcement experience associated with classes of stimulus con-
ditions which operate differentially as effective reinforcers.” An in-
dividual's need set grows out of his reinforcement history. While
each individual's reinforcement history is unique, the Theory im-
plicitly assumes that all individuals in a given culture are exposed
to certain common experiences in their history. As a result, certain
common dimensions of the environment will be identifiable as re-
inforcers for most individuals. There will be other environmental
dimensions which have reinforcing properties peculiar to a given
individual or to a small subgroup of individuals in a given culture.
The focus of need measurement reported in this Bulletin is on those
dimensions of the work environment which are common enough to
result in a set of needs that are identifiable for most individuals in
our culture.

In the context of this Bulletin, then, a “nced” is viewed
as a “neced-for-specified-reinforcing-conditions-in-the-work-environ-

' Dawis, R. V., England, G. W,, and Lofquist, L. H. Minnesota studies in ro-
cational rehabilitation, XV. A theory of work adjustment, Industrial Relations
Center, University of Minnesota, 1964,
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ment.” It is further intended that the dimensions to be included in a
need instrument are those which are common to the majority of
working people.

Considerations in need measurement

For the purposes of the Work Adjustment Projecct, certain char-
acteristics were regarded as important and desirable in a measure
of vocational needs.

One requirement for a need instrument is reliability. Scores on
a need instrument should be reliable in two ways: they should be
internally consistent and they should accurately reflect real changes
in what is being measured. Internal consistency reliability is at its
maximum when error variability is at a minimum. Error variability
occurs when an individual’s response to one or more items in a scale
is inconsistent with his general pattern of response on the scale.

The Theory of Work Adjustment states that the need set of an
individual undergoes some changes in structure when the individual
experiences the reinforcers in work. Needs, therefore, are expected
to be less stable for certain groups of people than for others. For ex-
ample, needs for persons with little or no work experience would
be expected to be less stable than those for persons with many years
of work experience and particularly so for the more exclusively
work-oriented needs. Because of these theoretical expectations, it
becomes important that a need instrument accurately reflect actual
need changes as they occur. On the other hand, stability of scores
over time is also important if the need instrument is to be utilized
for prediction. ]

Validity is another basic requirement in need measurement.
There should be repeated demonstration that the need instrument
is in fact measuring what it is supposed to be measuring. One such
demonstration, for example, would be need score differences among
groups of satisfied individuals in different occupations (since, accord-
ing to the Theory of Work Adjustment, a need instrument should
reflect the differential effectiveness of different stimulus conditions
as reinforcers of work behavior.) Furthermore, since validity de-
Pends on reliability, reliability again becomes of prime importance.

Unidimensionality of scales is a desirable characteristic in a
measure of needs. Unidimensional scales facilitate the interpreta-
tion of validily studies. There is less ambiguity in a finding where it
is known that the scale is measuring only one dimension.
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