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The Minnesota Studies in Vocational Rehabilitation

Purpose and Method

The Minnesota Studies in Vocational Rehabilitation, better known as the
Work Adjustment Project, are a continuing series of research studies being
conducted on the general problem of adjustment to work. Specifically, they
focus ‘on the work adjustment problems relevant to vocational rehabilitation
services. These studies have two objectives: the development of diagnostic
tools for assessing the work adjustment “potential” of applicants for vocational
rehabilitation, and the evaluation of work adjustment outcomes. These primary
goals are embodied in a conceptual framework for research, entitled the
Theory of Work Adjustment. This theory uses the correspondence (or lack of it)
between the work personality and work environment as the principal reason
or explanation for observed work adjustment outcomes (satisfactoriness, satis-
faction, and tenure). The theory states further that vocational obilities and
vocational needs are significant aspects of the work personality, while ability
requirements and reinforcer systems are significant aspects of the work environ-
ment. Work adjustment is predicted by matching an individual’s work person-
ality with work environments. In other words, work adjustment depends on
how well an individual’s abilities correspond to the ability requirements in work,
and how well his needs correspond to the reinforcers available in the work
environment.

Work Adjustment Project research has been directed at testing the useful-
ness of the Theory of Work Adjustment in counseling with rehabilitation clients.
For example, it has been shown that vocational needs are measurable and
can be measured separately from measured satisfaction. In addition, it has
been demonstrated that satisfaction in a variety of work environments can be
predicted from the correspondence of measured vocational needs and either
estimated or inferred job reinforcer systems. It has also been demonstrated
that satisfaction and satisfactoriness are measurable indicators of work adjust-
ment, and that they can be measured independently of each other.

Current research in the Work Adjustment Project is aimed at improving
available measures of vocational abilities and vocational needs, in order to
provide vocational rehabilitation counselors with better tools for evaluating
the work personalities of vocational rehabilitation applicants. More efficient and
economical methods of describing ability requirements and reinforcer systems
in work environments are being developed. In addition, research continues on
testing, developing, and modifying the Theory of Work Adjustment and its im-
plications for a psychology of disability.
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The present monograph presents the methodology used for the measure-
ment of Occupational Reinforcer Patterns (ORPs) for 81 occupations. The ORPs
that were developed are presented in Monograph XXIV of this series. These
ORPs are based on the judgments of 2,976 immediate supervisors of jobs in
several hundred firms. Monograph XXIV presents the 81 ORP profiles, as well
as other information describing these work environments, and indicates how
the ORP information might be most useful to counselors. The present mono-
graph, as a companion volume to Monograph XXIV, reports technical data
concerning the development, reliability, and validity of the ORPs.

Data for the ORPs were obtained by asking supervisors of the 81 occupa-
tions to complete the Minnesota Job Description Questionnaire (MJDQ). The
MIDQ contains 20 scales that parallel the scales in the Minnesota Importance
Questionnaire and the Minnesota Satisfaction Questionnaire. To complete the
MIDQ, the supervisor is asked to rank the reinforcer characteristics of the job
he supervises. MIDQs were administered to the supervisors by mail. ORPs were

developed only for occupations for which 20 or more completed MIDQs were
obtained.

Results

Reliability studies showed that ORPs developed from sub-groups of super-
visors for an occupation were very similar to those obtained from other sub-
groups of the same occupation, and to the ORP obtained from the total
occupational group. These data reflected the high amount of agreement among
supervisors for almost all occupations. Evidence for the validity of the ORPs
was obtained from occupational differences and similarities among the 81
ORPs. Significant differences in scale values for all occupations were found
on all scales, on a scale-by-scale comparison of mean scale scores. The group-
ing of similar ORP profiles resulted in nine occupational clusters. These clusters
represent meaningful occupational groupings.

These studies suggest that supervisor ratings provide reliable and meaning-
ful ORPs. The use of the MJDQ appears to be an efficient, reliable and valid
method for obtaining ORPs for a variety of occupations.

Implications for Vocational Rehabilitation Practice

The Theory of Work Adjustment was developed as a model for predicting
vocational rehabilitation outcomes. The theory specifies employment satisfac-
tion and employment satisfactoriness as indicators of the quality of work adjust-
ment achieved as a result of vocational rehabilitation. Using this model, job
satisfaction and job satisfactoriness can be viewed as indicators of the success
of vocational rehabilitation. Vocational rehabilitation counselors are concerned
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with assisting counselees to choose occupations for which adjustment is likely.
Adjustment, in terms of the theory, is indicated by satisfaction and satisfactori-
ness.

Tools for the prediction of employment satisfactoriness have been available
for some time. An individual whose ability test scores, measured on an instru-
ment such as the General Aptitude Test Battery, correspond to the Occupational
Aptitude Pattern of a job is predicted to be satisfactory on the job. Similar
tools for predicting job satisfaction in an occupation have not been available
to vocational rehabilitation counselors.

The Occupational Reinforcers Patterns presented in Monograph XXIV
complete the set of predictor variables specified by the Theory of Work Adjust-
ment for the prediction of both job satisfaction and job satisfactoriness. These
ORPs provide the vocational rehabilitation counselor with descriptions of work
environments in terms of differential potterns of reinforcers for different occu-
pations. '

The Work Adjustment Project will continve to develop and refine ORPs with

porticulor emphaosis on increasing coverage and examining validity of the
ORPs.
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The Measurement of Occupational
Reinforcer Patterns

Introduction

The concept of congruence between the individual and his envi-
ronment is a frequent theme in the literature of psychology. The
pervasiveness of this concept is reflected in a recent review by
~ Pervin (1968), who traced several of the diverse ways in which
performance and satisfaction have been studied as a function of
individual-environment fit. This theme has been equally prominent
in both the theoretical and the more applied writings of psycholo-
gists. One of the first explicit theoretical uses of the congruency
concept was in the personality theory of Murray (1938), which
treated individual satisfaction as a function of the correspondence
between needs of the individual and characteristics of the environ-
ment (“press”). In applied areas such as vocational counseling, vo-
cational choice, academic performance, and job satisfaction, there
seems to be substantial implicit agreement that a “good fit” between
the individual and his environment facilitates individual adjustment.

In vocational counseling, the classic use of the concept of in-
dividual-environment fit is Frank Parsons’ (1909) man-job matching
model, which has influenced research and practice for decades. In
the matching of individual abilities with the performance require-
ments of jobs, Parsons’ thinking was followed by such developments
as Viteles' (1932) Job Psychograph, the Minnesota Occupational
Rating Scales (Paterson, Gerken, and Hahn, 1941), the Occupational
Ability Pattern (Dvorak, 1935), and the extensive research of the
United States Department of Labor in the development of the
General Aptitude Test Battery and the corresponding Occupational
Aptitude Patterns (U.S. Department of Labor, 1966).

Several recent studies (e.g., Pace and Stern, 1958; Astin and Hol-
land, 1961; Astin, 1963, 1965) have examined the differential psycho-
logical characteristics of college environments with the eventual
hope of helping an individual select a college which is optimal for
his intrapersonal needs. A similar concern with the congruence be-
tween the characteristics of the individual and the environment has
been present in the research of Holland (1959, 1966). In vocational
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MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

interest measurement, the development of the Strong Vocational
Interest Blank (Strong, 1943) and the Minnesota Vocational In-
terest Inventory (Clark, 1961), rests on the assumption that job
tenure is a function of the similarity of an individual’s likes and
dislikes with those of his work associates. Super’s theory of career
development (1963) emphasizes the matching of the individual’s
self-concept with his concepts of occupations.

The Theory of Work Adjustment (Dawis, England, and Lofquist,
1964; Dawis, Lofquist, and Weiss, 1968), which is the basis for the
present study, explicitly hypothesizes that work adjustment is a
function of the correspondence between the individual and his work
environment. Furthermore, this theory proposes that “satisfactori-
ness is a function of the correspondence between the individual’s
abilities and the ability requirements of the work environment . ..”
and that “satisfaction is a function of the correspondence between
the reinforcer system of the work environment and the individual’s
needs.” Much research in vocational psychology has been devoted to
the determination of the ability requirements of occupations. Little
effort, however, has been directed to the investigation of the rein-
forcer systems of occupations. A major concern, therefore, of the
Work Adjustment Project has been the measurement of Occupa-
tional Reinforcer Patterns (ORPs).

The Theory of Work Adjustment is not the first theory to state
that job satisfaction is a function of the correspondence between the
individual and the work environment. Several theorists, such as
Argyris (1957), Herzberg, Mausner and Snyderman (1959), and Hulin
and Smith (1965), have included this assumption in their theoretical
formulations. However, the various job satisfaction theories have
differed widely in the explicitness with which expected empirical
relations have been stated and in their proposals for measurement
of the individual and the work environment.

One of the first efforts to relate job satisfaction to fulfillment
of needs by the work environment was that of Schaffer (1953). In
Schaffer’s study, need-satisfaction scores were interpreted as meas-
ures of the extent to which the work environment fulfilled the
needs of individuals. In commenting on Schaffer’s work and related
kinds of job satisfaction research, Darley and Hagenah (1955) make
the following statement:

In principle, at least, Schaffer was seeking a common vocabu-
lary which would on the one hand contain a set of dynamic
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THE MEASUREMENT OF OCCUPATIONAL REINFORCER PATTERNS

needs . . . and on the other hand describe the capacity of jobs
to meet these needs. These terms would then acquire meaning
by their relations to the criterion of over-all job satisfaction.
The next obvious step is for some investigator to devise a
new kind of job analysis system — an analysis that gives at
least a first approximation of the extent to which families of
occupations can satisfy some accepted set of intrapersonal
needs. (p. 169) ’

In a sense, the present study is a follow-up of Darley and Hage-
nah’s research mandate. The results of this study provide a first
approximation to the identification of families of occupations with
similar need-satisfaction systems.

Empirical studies of job satisfaction as a function of individual-
environment fit have been reported by Morse (1953), Gordon (1955),
Ross and Zander (1957), Froelich and Wolins (1960), Porter (1961),
Blai (1963), and Kuhlen (1963). The first Work Adjustment Project
studies of occupational reinforcement were reported in Monographs
XVIII and XIX of this series (Weiss, Dawis, England and Lofquist,
1964, 1965). Unlike many previous studies, the present research
framework permits measurement of individuals and work environ-
ments explicity, independently, and on a comparable measurement-
scale. This methodology has the potential advantage over previous
- efforts of permitting the prediction of job satisfaction in advance of
employment or before change to different jobs. Consequently, this
method of matching men and jobs has distinct promise for use in
vocational counseling or personnel placement.

The preceding monograph in this series (Borgen, Weiss, Tinsley,
Dawis, and Lofquist, 1968) presented ORPs for 81 occupations. The
present monograph describes in technical detail the research that
was the basis for these ORPs.



Research Strategy for the Measurement of ORPs

Methods for the Development of ORPs

Occupational Reinforcer Patterns (ORPs )may be developed by
any of three methods: direct observation, estimation, and inference.

" Direct Observation. It would seem feasible to train observers to
observe the worker on the job, determine what appear to be the
effective reinforcers for the job, and determine the relative
strengths of these reinforcers. However, the direct observation
method poses several difficulties. First, very little as yet is known
about occupational reinforcement and how various reinforcers
operate, making it difficult to train an observer to observe these re-
inforcers. Secondly, it does not seem feasible to observe directly
some of the kinds of reinforcers which have been hypothesized by
personality theorists to be present in various jobs, e.g., fcelings of
achievement and security. A third difficulty is that even when rein-
forcers, such as working conditions, may be directly observed, the
method does not provide for individual differences. Thus, working
conditions may be rated “excellent” (of high-reinforcement strength)
by the trained observer, but they may be ineffective as reinforcers
for some employees.

Estimation. A group of judges may be used to identify effective
occupational reinforcers and to estimate their relative strengths.
Such estimation may be done by individuals on the job or in posi-
tions closely related to the job (such as supervisors or members of
the personnel department). It may be assumed that these individuals
possess a thorough knowledge of the job derived from continued
direct contact with the job. However, the estimates of employees
may not always coincide with those of their supervisors, or of the
personnel department staff. The frame of reference of the individual
making the estimates may be of critical importance.

Another group of “judges” is suggested by the procedures that
were used in the development of the job psychograph and of such
tools as the Minnesota Occupational Rating Scales (Paterson, Ger-
"ken and Hahn, 1953) and the Worker Trait Requirements (United
States Department of Labor, 1956). For these instruments, estimates
of the abilities required in the performance of a job were made
by vocational psychologists and other “outside experts” rather than

4



