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The Minnesota Studies in Vocational Rehabilitation

The Minnesota Studies in Vocational Rehabilitation are a series of mono-
graphs published by the Work Adjustiment Project, concerning research studies
being conducted on the general problem of adjustment to work. These studies,
begun in 1957, have two objectives: (1) development of tools for predicing
on individual's work adjustment; and (2) exploration of the process of adjust-
ment to work. These primary goals are embodied in a conceptual framework
for research, entitled A Theory of Work Adjustment (Dawis, England and Lof-
quist, 1964; Dawis, Lofquist and Weiss, 1968). This theory focuses on interaction
between the work personality and the work environment as a way of conceptu-
alizing the process by which an individual adjusts 1o work.

The Theory of Work Adjustment states that vocational abilities and voca-
tional needs are the significant aspects of the work personality, while ability
requirements and reinforcer systems are the significant aspects of the work
environment, Work adjustment is predicted by matching an individual’s work
personality with work environments. How well -an individual’s abilities corre-
spond to the ability requirements of the job will predict the satisfactoriness of
his work, and how well his needs correspond 1o the reinforcers available in
the work environment will predict his satisfaction with his work.

Measurement devices are required 1o make the Theory of Work Adjustment
operational, A worker’s abilities can be measured with the General Aptitude
Test Battery (U. S. Department of Labor, 1967b). His needs may be assessed
using the Minnesola Importance Questionnaire (Weiss, Dawis, England, ond
Llofquist, 1984; Weiss, Dawis, Lofquist, and England, 1966a,b; Gay, Weiss,
Dawis and Lofquist, 1970). Ability requirements for jobs are described by Occu-
potional Aptitude Patterns (U. S. Department of Labor, 1967a), while job rein-
forcer systems have been described by Occupational Reinforcer Patterns (Bor-
gen, Weiss, Tinsley, Dawis, and Lofquist, 1968a,b). The worker's satisfaction can
be measured with the Minnesota Satisfaction Questionnaire (Weiss, Dawis, Eng-
lond, and Lofquist, 1967), and his satisfactoriness with the Minnesota Satis-
foctoriness Scales.

Summary

The present monograph describes the development of the Minnesota Satis-
tactoriness Scales (MSS), and is intended to serve as a manual for use of the
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MSS. 1t includes norms on several occupational groups, and discusses the use
and interpretation of the MSS with respect 1o these norms. Technical data are
also presented concerning the reliability and validity of the MSS.

The MSS is o 28-item questionnaire designed to be completed by a worker's
supervisor, 1t takes about five minutes to complete, which makes it feasible 10
administer by mail.

A completed MSS is scored on five scales. The General Satisfactoriness
score is an overall score derived from all the items on the MSS. The other
four scales represent different aspects of satisfactoriness and are: Performance,
Conformonce, Dependability, and Personal Adjustiment. They are based on
different sets of items in the MSS.

The MSS was developed from supervisor ratings of 2,373 workers. Norms
are available for the following occupational groups: Professional, Managerial
and Technical; Clerical and Sales; Service; Machine Trades ond Bench Work;
and Workers-in-General.

The five MSS scales showed a median internal consistency reliability of .87.
Median test-retest reliability for several job groups over a two-year interval
was .50. The two-year study also provided evidence for validity of the MSS.
Among satisfied workers, those with satisfactory scores on the Performance
scale of the MSS were less likely 1o leave their jobs during the two years than
were workers with unsatisfactory scores. More detailed information on the
refiobility and validity of the MSS may be found in the Technical Section.

Implications for Vocational Rehabilitation Practice

The MSS con be used by an agency or a counselor in follow-up studies
which evaluate the quality of counseling outcomes. It can be used to evaluate
the effectiveness of job placement, or the success of specific training programs.
It can be used as an aid in counseling, as for example in determining o
counselee’s misperceptions of himself as a worker by comparing his own reting
of his satisfactoriness with that given by his supervisor,

In interpreting an individual’s MSS scores, care should be taken to refer
to the most appropriate norm group. Section IV of this manual contains per-
centile tables for each of six occupational norm groups, showing percentile
scores corresponding fo the raw scores an individual might obtain on each of
the five scales of the MSS. In general, percentile scores of 75 or above indi-
cate highly satisfactory ratings on the scale concerned. Percentile scores of
25 or below indicate poor satisfactoriness. Percentile scores between 26 ond
74 represent average satisfactoriness.
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Copies of the MSS and authorization 1o use it may be obtained by wiiting

10:
Vocational Psychology Research
406 Elliott Hall
University of Minnesota
Minneapolis, Minnesota 55455

Requests should include a description of how the instrument is to be used, and
the professional quolifications of the persons who will use ..
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Manual for the Minnesota
Satisfactoriness Scales

Section l. Description and Use

Description of the Minnesota Satisfactoriness Scales

The Minnesota Satisfactoriness Scales (MSS) comprise a 28-item
raling questionnaire designed to assess the satisfactoriness of an
individual as an employee. A copy of the MSS appears in Section
111, pages 31-35. A sample item is “Compared to others in his work
group, how well does he follow company policies and practices?”
Three response alternatives are provided for rating an individual
as being better than, about the same as, or not as good as his fellow
employees. The last item, however, provides for indicating an indi-
vidual's standing in his work group.

The MSS yields scores on a General Satisfactoriness scale and
on four other scales. The General Satisfactoriness scale is comprised
of all 28 items. The other scales — Performance, Conformance, De-
pendability, and Personal Adjustment — are made up of different
sets of items from the questionnaire. The Performance scale con-
cerns the employce's promotability, and the quantity and quality
of his work. The Conformance scale reflects how well the worker
gets along with supervisors and co-workers, and observes regula-
tions. The Dependability scale refers to the frequency of discipli-
nary problems created by the employee. The Personal Adjustment
scale pertains to the worker’s emotional health.

Administration

The MSS is designed to be completed by a worker's immediate
supervisor. It may also be filled out by a fellow worker, or the em-
ployce himself.

The rater nced only follow the directions printed on the form.
He must be familiar with the worker whom he is rating, and the
workers with whom he is comparing the ratee.

No time limit is imposed, but most raters complete the MSS in
about five minutes.



MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

In case the employee being rated is the only one in his job cate-
gory, the rater should be instructed to compare the employee with
others who have done the job in the past.

The rater should be careful to answer all items, and to choose
only one response alternative for each of the 28 items. Each com-
pleted form should be checked to be sure that no item has been
inadvertently overlooked.

Scoring

. The first 27 items are scored 1, 2, or 3, depending on the response
alternative chosen, such that a higher score indicates greater satis-
factoriness. The last item is scored 4, 3, 2, or 1, with 4 corresponding
to the most favorable response. Thus, a person rated most favorably
by his supervisor on each item would get a General Satisfactoriness
score of 85. If rated as low as possible, he would score 28,

‘Table 1 lists the scoring weights assigned to each response al-
ternative on the MSS for the items comprising each of the five
scales. An individual's score on any scale is the sum of the weights
for the responses to each of the items constituting that scale. For
example, a check in the right-hand box (“better”) for item 1 is given
a weight of “3” on the Conformance scale. A check in the middle
box (“about the same”) for item 2 is given a weight of “2"” on that
scale.

Each item, except item 9, appears on the General Satisfactoriness
scale and on one other scale. Item 9 is scored only on the General
Satisfactoriness scale. The number of items and the range of pos-
sible raw scores for each scale are shown in Table 2.

The hand-scoring form shown on page 35 is designed to facili-
tate hand scoring of the MSS. Complete scoring of the MSS should
include the conversion of raw scores to percentile scores and the
computations of the “confidence band” for percentile scores as pro-
vided for on the hand-scoring form.

Norms

The norm tables in Section IV correspond to five occupational
groups described in the Dictionary of Occupational Titles (DOT;
U. S. Department of Labor, 1965). Separate tables are presented for
male and female clerical and sales employees, since significant sex
differences in MSS scores were found for this occupational group
(see page 28).



Table 1. item weights for scoring the Minnesota Satisfactoriness Scales
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MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

Teble 2. Number of items and possible range of scores on the Minnesota
Satisfactoriness Scales

Number Possible

of Score Range
Scale Items Minimum Maximum
Performance ... s soseosssees snnn 9 9 a8
Conformance ... 1 7 21
Dependability .. ... .. 4 4 12
Personal Adjustment .. ... 1 7 21
General Satisfactoriness .. ....... 28 28 85

Not all the DOT occupational groups were represented in the
MSS development group; therefore, one norm table was prepared
for a Workers-in-General group. Individuals within each of the five
other norm groups were randomly selected and combined into this
Workers-in-General norm group in proportion to their frequency
in the total labor force in the United States (U. S. Department of
Labor, 1968). See page 48 for a description of the composition of
the Workers-in-General group.

Interpretation

Percentile scores. Raw scores for each MSS scale should be con-
verted to percentile scores, using the appropriate norm table in
Section IV. An individual’s percentile score on any scale indicates
the percentage of workers in that norm group whose raw scores are
equal to or lower than that of the individual.

The use of the Workers-in-General norm table may be illustrated
by the example of a man who is employed as a farmhand. Since no
MSS data are available on agricultural occupations, the Workers-
in-General norm table is the best one to use to convert this worker’s
MSS raw scores to percentiles. The presumption is that, lacking
more appropriate norms, the “best” group to use as a comparison
group for the satisfactoriness ratings of this individual is the av-
erage for those workers on whom MSS data are available.

In interpreting percentile scores, percentile scores of 25 and be-
low may be considered as unsatisfactory, 26 through 49 as somewhat
satisfactory, 50 through 74 as satisfactory, and 75 and above as very
satisfactory.

Confidence bands. If it were possible to have 100 immediate
supervisors each fill out an MSS on a particular worker, not all of
them would be likely to answer the questions in the same way. The
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raw score totals for any given scale would be likely to show some
variation. They would form a distribution for which a mean and
standard deviation could be calculated. About two-thirds of these
100 raw score totals could be expected to fall within one standard
deviation from the mean. This range of scores could then be used
to define a “confidence band” around the mean score. The confi-
dence band would delineate a range within which one could be
“confident” that the mean score would be found.

For any actual worker, however, there is normally only one
supervisor, hence one MSS, and one score for each scale. However,
a confidence band around each scale score can be determined. The
standard error of measurement (S.E.M.) for a scale, added to and
subtracted from the obtained score, defines the upper and lower
limit, respectively, of the band within which the true score should
be found in two-thirds of situations similar to a single rating. These
“confidence bands” therefore should result in a more accurate in-
terpretation of an individual’s scores on the MSS scales, both in
the comparison of different scale scores for the same individual, and
in the comparison of several individuals on a given scale.

Illustration of Scoring and Interpretation

On the following pages are two completed MSS forms for hypo-
thetical workers. For each worker, there is also a completed hand-
scoring form for the MSS.

Carla Carlson. Carla Carlson’s MSS, as completed by her im-
mediate supervisor, is shown on pages 7-8. On item #1, the left-
hand response alternative “not as well” is checked. As indicated in
Table 1, this response is given a scoring weight of 1. Using the hand-
scoring form for Carla’s MSS (see p. 9), a “1” is placed in the two
outlined boxes for item #1 (for the “Conformance” and “General”
scales). Similarly, weights are entered in the boxes for items 2
through 12. A “3” is written for item 20, even if the first (i.e., left-
hand) response was marked. The box for item 20 shows an “r,”
which means to reverse the scoring weights for item 20 (see Table
1, page 3). Scoring weights for items 21 through 27 are similarly
reversed, as indicated on the hand-scoring form. For item 28, Carla’s
score is 2, since the second alternative from the bottom was marked.
This item (28) has four alternatives (see Table 1, page 3, for scoring
weights).
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After all the boxes on the hand-scoring form have been filled in,
the score for each satisfactoriness scale is obtained by summing up
the item scores in each column. These scale scores are then con-
verted to percentile scores by reference to the appropriate norm
table in Section IV. The percentile scores for each scale are then
written onto the hand-scoring form in the boxes labeled “Percentiles
of Scale Score Totals.”

For example, Carla Carlson’s job as a sewing machine operator
seems best referred to the Machine Trades and Bench Work norm
table. On the Performance scale, Carla obtained a score of 13, which
corresponds to a percentile score of about 12 (midway between the
percentile scores for scale scores of 12 and 14). So, 12 is written into
the box in the column for the Performance scale in the row labeled
“Percentiles of Scale Score Totals.”

In addition to showing the percentile score corresponding to any
score on a given scale, each norm table also shows the amount of
error associated with the scale scores. This is the standard error of
measurement (S.E.M.) printed at the bottom of each scale. The
S.E.M. value for each scale is added to the worker’s score to give
the upper limit of his confidence band, and is subtracted from his
score to give the lower limit of his confidence band. These upper
and lower scale score values are then converted to their corre-
sponding percentile scores by reference to the norm table. The per-
centile scores are then written onto the hand-scoring form in the
boxes indicated.

Carla's score for Performance was 13. The standard error of
measurement for that scale is 1.56 (which is rounded to 1.6). Adding
1.6 to 13 gives an upper value (scale score plus 1 standard error of
measurement) of 14.6, and subtracting 1.6 from 13 gives a lower
value of 11.4, for the confidence band. Rounding these values to the
nearest whole number gives an upper value of 15 and a lower value
of 11, for the confidence band around a scale score of 13. These
upper and lower values are converted to percentile scores by ref-
erence to the Machine Trades and Bench Work norm table, yielding
percentile scores of 20 and 5 respectively. These percentile scores
are then entered in the appropriate boxes at the bottom of Carla’s
MSS hand-scoring form. A similar process is followed for the four
other scales.

All of Carla Carlson’s scale scores, except for Dependability, fall
in the unsatisfactory range (i.e., percentile scores of 25 or below).
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MINNESOTA SATISFACTORINESS SCALES

. Employee Name_Carla Carlson Job:Sewing Machine Operator

Rated by Alice Allison, Supervisor p... 9/14/69

Please check the best answer for each question
Be sure o answer all questions

not about

Compared to others in his work group, how as the
well does he . . . well same better
1. Follow company policies and practices? ... 3] D 0
2. Accept the direction of his supervisor? ... = 0O 0
3. Follow standard work rules and procedures? ... 0 o
4. Accept the responsibility of his job? ... | O |
5. Adapt to changes in procedures or methods? ... [J] 0
6. Respect the authority of his supervisor? ... O O
7. Work as a member of a team? O = 0O
8. Get along with his supervisors? ... A, (3] O 0O
9. Perform repetitive tasks? O [E3| 0
10. Get along with his €0- WOrKers? ..o (| (3] O
11. Perform tasks requiring variety and change in
methods? u]
not about
as the
Compared to others in his work group . . . good same Dbetter
12. How good is the quality of his work? ... o . )
13. How good is the quantity of his work? ... & (] 0
not
If you could make the decision, would you . . . yes sure no
14. Give him a pay raise? o 0
15. Transfer him to a job at a higher level? ............ 0 D
16. Promote him to a position of more responsibility? [ 0O =

— Please continue on the other side —

Vi



MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

Carla Carlson — Sewing Machine Operator — 9/14/69

i Please check the best answer for each question

Be sure to answer all questions |

Compared to others in his work group, how a?’c:: ‘

often does he ., . . less same more
17. Come late for work? ... ... .. : 0 O
18. Become overexcited? ..., -0 0o
19. Become upset and unhappy? ........ .. -0 O
20. Need disciplinary action? ... ... oo . a ]
2], Stay absent from wWoOrk? ... e s e 0 (]
22. Seem bothered by something? ........ccvee ... O 0
23. Complain about physical ailments? . ............. O O
24, Say ‘odd’ things? ... . 0 (] (3]
25. Seem to tire easily? . .0 0
26. Act as if he is not listening when spoken to? ... 0 2| 0O
27. Wander from subject to subject when talking? ... [J = 0

28.

Now will you please consider this worker with respect to his overall
competence, the effectiveness with which he performs his job, his
proficiency, his general overall value. Take into account all the ele-
ments of successful job performance, such as knowledge of the job and
functions performed, quantity and quality of output, relations with
other people (subordinates, equals, superiors), ability to get the work
done, intelligence, interest, response to training, and the like. In other
words, how closely does he approximate the ideal, the kind of worker
you want more of? With all these factors in mind, where would you
rank this worker as compared with the other people whom you now
have doing the same work? (or, if he is the only one, how does he
compare with those who have done the same work in the past?)

Inthetop Yo .../ . ]
In the top half but not among the top Y% 0
In the bottom half but not among the lowest 4
In the lowest % O
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