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\ ABSTRACT

The‘;feé of job satisfaction has received a great deal of
atéeﬁtion in  the past  sixty ~ years in sociological
litérature. Even with all the work which has been completed
in the area there is still degate over the definitio;,
measurement, causes and ‘coneqﬁenceé of job saﬁisfaction.
With the issue of quélity of working life becoming m&re
prominent in today's workplate, it -is timely to regiew past
,rese%rch and investigate the relationship between specific
aspects of 'the job and job satisfaction.

Thig thesis ekplores the‘relationship between personal
characteristics, task characteristics and . job satisfaction
by contrésting twé groups of Postal workers. One group, the
automated ' letter-sorters, work in a highly routinized
factory-like éhvironment; while the other‘group's‘members
function relatively autonomously. These two groups can be
seen - . as pqiar opposites  on a continuum of work
,routiniéation. |

The data were collected through a survey of all 1,529
Edmonton. area pbstal _workers..lIn‘ total' 926 complgted
queétiohﬁaries_ were. returned and analyzed. The two gfoups
differed' significantly in terms of their  personal
characteristics, work histories andvtask characteristics.

After documenting these differences between the two
groups three separate'fegression equations were undertaken.

The first equation found that work group and four task

characteristics accounted for 50.08 percent of the variance

iv



-

in job satisfaction, with the amount of variety/challenge

~

accdunting for the largest share of the wvariance. Other
»

reg?essioh equations'were undertaken to examine the two work
groups separately. The results of these reqression equations
indicated that for routinized workers, months on .shift,
Qvertime hours per keek,~vériety/chailenge, supervision and
autonomy, éxpiained about 68.37 percent of the variance in
job 'satisfactibn. A third regression found that 45.56
.percént‘ of the variance in non-routinized workers' level of
job satisfaction could - be accounted for by,
variety/challenge, superviéioh pay and co-workers.

These finding suggest ‘tﬁat there are significant
differences between two group's, both employed in the‘same
organization, in\terms of £heir levels of job satisfaction
due in part to specific characteristigs »of the work
perfqrmed.'This research indicates that task characteristics
should be coﬁsidered an imgprtant element in determiniﬁg’jpb

satisfaction. There also appeaﬂ% to be a strong relationship

between the level of routinization and job satisfaction.

S
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" 1. INTRODUCTION

Probably, no single topic in industrial sociohsgy has
feceived as much'acpéntion in the last sixty yearg as has
job” satisfaction. Even with all of the sthdies which‘have
been completed over that time, there is' still disagreement
over * the definition, measureﬁent, causes | and the
consequences of job satisfaction. Concurrhﬂfly, labour
procéss research, which'hag developed a prominent place in

the socioiogy 6f work since the publication of Braverman's

book Labour and Monopoly Capital in 1974,. has focused

considerable attention on the issue of control over the
labour process. Labour process theorists are .not only
concerned with the issue of control over the labour process
but aléo with the overall quality of the individual's work
‘experience. This' thesis will address these 1issues by
investigating the relationship between job satisfaction,

-

measures of employees' overall work eXperience and task

characterié{ig;,- In doing so, we will be investigating the
issue of control over the labour process as raised by
~writers in the neo-marxist labour process tradition.
The need for this type of interpretive apprdéch has
\
become more timely in the light of the work of Braverman
(1974), Nightingale (1982), Rinehart (1978) and Blauner
(1970) who suggest that there is a continual drive within
twentieth century capitalism towards what Braverman called
the "routinization of work". This view was echoed by M. J.

Smith (1987:16) when he stated that "breaking work down into

v



simple units (which has been the main outcome of the
rod;inization of work) to reduce memory work and increase
the pace of processing, produces a loss of skill and ha%
brought about low-satisfaction jobs. ... and poor worker
health" (also see Caplan et. al.; 1975, Margolis et. al.,
1974; Smith et..al., 1981). If, in fact, jobs are becoming
more routinized, which is & more general empirigal question
itself, thgn the effect that this process and type of work
-arrangement is having on those who are preforming the work
needs to be closely investigated.

In the 1light of these concerns,-the purpose of this
tﬁesis‘is to explore the relationship between personal
characteristics, task characteristics and job satisfaction.
The central research guestion guiding this study is whether

' i
the degreé of task routinization wi&l influence the
satisfaction people derive from their job. To explore this
we will look at the relative impact of personal and task
characteristics on job satisfaction between two groups of
blue collat workers who are polar opposites in terms of .
routinization. The second issue of 'interest concerns the
specific determinants of job satisfaction for two groups of
workers. This will enable us to empirically identify the
specific characteristics of routinized work in tegms.of work
tasks. This thesis wiil therefore augment our wunderstanding
of the relationship between job  satisfaction and task

characteristics by defining the specific determinants of job

satisfaction. On a practical level, this work will aid
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" workérs, managers and unions in,thefr efforts to improve the

quslity of wotking lﬂfe.
One of othe most useful ways to investigate the
relationship 'between - job satisfaction and  task

characteristics is by comparing two groups within a ,single

~

N,

organization who Yre petforming widely divetgent tasks.

Details on the two groups we will exémine are provided in .

the next chapter. However, for now it is important to’ point

™~

out ._thet the  first group, the Letter Carriefs; have

'reiativelynautonomous jobs _while * the second group, the.

- Coders, is compriseéd of highly routinized, machine-paced

workers. By chosing these two groups we are able to maximize-

thelr task charac%@rlstlcs dlfferences to- alloﬁ\us to study
‘the specific characterlstlcs fﬂ?tﬁm work whlch influence’ jOb
bvsatlsijtlon Generally, factors .such QE* the’ amount of
declslon—maklng power, closeness 'ot supervision and the
Aamount of soc1al 1nteractlon with co- workers, have all been

11nked with the reported level of jOb satlsfactlon as well

as being representatlve of the level of work routinization

in a job. It is possible that thesé factors influence”

'distinot-'blue collar work groups differently. Through the

-

examination of these variables, among” others, it  may ‘be

.

possible to gain a better rundefstanding“ of the complex

1nterrelatlonsh1p between job satisfaftion and peroeivéd
work characterlst1cs.

Two ma]or types of explanations .for- any. differences

between »group' s -levels of job satisfaction can be found in

AN



the literaturé The first 1s that the one group may have

a

dlfferent personal characterlst1cs such as’ thelr age, sex,..

‘marital status, number of children, educatlon, family income
(i /

and non-work social support. This explahat@bn segems to Dbe
inadequate in that it does not allow‘fg@ the assocationjof

job Satisfaction with characteristicsgfof the work béing

performed (Kalleberg, 1977:124; cf. Vfoom 1964).

’

: . . / . " ) . . .
The second traditional explanation "views variation 1in
N ","7

job satisfactioh ‘characteristiqﬁ solely as;a function éf
differences in the nature- Lbf jdbs people .perform”,
(Ralleberg, 1977:124). A mﬁjof probl®n with this type of

explanétion 1is that it ,dées' not allow’ SOr“individuai
‘differences ih the -amount of satisfaétionApedple take in
same job. If this reasqping were correct then it.lqan be
assumed that all wﬁékers in__a particular # uid be

v o l
equally satisfied. In addition® Goldthorpe (1968) argueSn;‘
/ .
that to understahd a worker's level of job'satisfaition, a

researcher must’ also understand the ' "meanings that

individuals 'iﬁpute to their work" .(Kalleberg 1977:124).
/ . 7,

. \ / . . :
Given ‘the wedknesses of these two approaches and in light of
. \ / }’ N B o

Goldthorpe's critiqde, we must try and consider how
'intrinsic and extrinsic job :charactéristics influence
satlsfactkon

a

This ghe51s will use self-reported measures of Jjob <

characterlst'cs ~and - job satisfaction since. objective
. measures wver not taken dur1ng the survey, which is -

consistent, wit much of the prev1ous research. Furthermore,
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it 1is the workers' perceptions of thé‘# job situation which

is of coricern to this study because the same objectively

measured conditions can have different effects on different
workers depending on their self-perceptions and 1individual
frame. of reference. It is the individualized worker's

responses to the job's characteristics that 1is the major

concern of this study. Later, we will argue that

self—reported measures should _accurately reflect the way

workers percelve thelr job COﬂdlthﬂS and jOb satlsfactlor
A
Our worklng hypothe51s is that the more routlnlzed the

tasks workers‘«perform, _the lower their 1eve1 of Jjob
' »
statlsfactlon One explanatlon is that the Letter Carriers

the least routlnlzed workers, will be different from the

Coders }n thelr baSlc demographlc charactev&stlcs Therefore

'we w*ll control for demographic characteristics to see if

this explalns any dlfferences in rthe _scores En the job
satisfactloniscalep‘Older workers hay be more satisfied with~
their jobs, or they may have selected themselves into jobs
they feei mdre‘comfortab%e with, Married workers may be more
\
satlsfled with thelr joﬁgﬁbecause they have greater economlc
pressures, which force théi)yo adapt to the ]Ob than single
workers. B

The second explanation is that the job characteristics

affect the job satisfaction scores for all workers:/To test

2 : . . o : ) . . .
,this idea, we'will examine the amount of the variance in job

{isatisfaqtion"which can be accounted for by characteristics

L

of the work. This will indicate if task characteristics



determine job satisfaction and\if SO, théh specific task
characteristics have the stronges£ effects.

Finally, this study wili determine }if, for‘the twe
groups, different task charactefistics _Lay be influenci;g
each work group's level of job satisfa;tionf This reqguires
us to document differences in the job satisfaéfion " scores
while using job characteristics_in a’regression equation and
coﬁérolling for the pefson's‘ occuﬁational group, eithe;
-Letter Carrier -or Coder; This will help determine if there
,aré differences in the task characterfétics scdres of the
groups in relation to their job satisfaction levels. The

Codefs, as the most routinized workers, - may be less

satisfied with their jobs than the Letter Carriers.

A. Chapter Outline E .
In order to .gain “an understanding of the complex
interactions among task characteristics and jobAsatQSféction

’

occurring within the workplace, it is necessary to examine

b
conducted by previous investigators. To this end, Chagfer
‘ /

some theoretical and empirical research which has b%7n

Two-wili tie together some of the s;fands of other reqéarch
to determine pointé + of convergence "and disagféement
regarding the effects of various personal and task
characteristics on ‘job satisfaction. .
The third chapter will describe the data and methods
-used. in the Post Office study. This study provides’an

excellent opportunity to contrast two separate groups, who



work within the Post Office, but vary dramatically in the
types of 'tésk they perform. It is this vari%pce thch will
be critical in this scudy since it provi&gs an opportunity
to clearly delineate which knoﬁn tasg,characteristicé are
relatea to job satiéfactfpn.

‘The - fourth chapter will describe the results of'our
analysis of the differences betweehvthe £wo éroﬁbé,~ Coders
‘and  Letter Carriers, regardingl the%r level of Jjob
satisfaction. This chapter will document acy différénces
between the ’th groups and prbvide‘a series of regreséion
eqguations to dEtérmine the extent to which key persohal and"
task '%haractérisﬁ&c \vaﬁiables influence job satisfaction.
Thé'éécond objecti;e‘.of &this _chapter is to separately
detérmine wﬁrch ccsk ' charactgristics influence the

~

routinized and the non-routinized droup's level of job
T ) . 4 \\
satisfaction. : . s

The final chapter will summarize the resulf?\\pf‘»this
. .\\\

study and sugéest some possible directichs for fﬁture
research. We will attempt to determine ‘the type of ‘task
characteristics which will  influence workers' 1levels of
satisfaction in an effort to p;cvide more information on
this relationship. Once this relationship has been mapped
out, it can be used to . alter the workplace to }maximize

workers' level of job satisfaction.

™~
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I1. A REVIEW OF ‘RELEYANT LITERATURE

.Questions such as what is _job satisfaction, how can we
Iy _"',‘ m |
ER R

improve it and what are its determinants are all being asked

by managers, unions - and public policy-makers alike in a
effort to better the quality of workinngife of the average
worker} as well as to enhance productivity. In an effort to
contrigute to this discussion, it is necessary to look at
two_separateﬁaspeéts‘df job satisfaction. Fi;st, what 1s job
satisfaction, since if it cannot be objectively defined;then
it - cannot measure or altered.. Secondly, "what 1is the
relationship between the specific characteristics of the
work performed and jbb satisfaction. If managers and unions,
thrbugh*the collective bargaining piocess, wish to 1improve
the satisfaction level of emplqyeés, they must be at least
reasonably confident of the work characteristics which are
linked to either increased 6r decreased job gatisfaction,
This chapfen will define ;hat is mganﬁ “by  job
satisfaction and wili review pre§ious.resea:gh whiéh hés
_t'52_,_‘re?,l;a'§"i’o§sh’§p- to

, E S e
task characteristics. In addition, given oumsinterest in

shed some light on job sétisféction and“i
routinization and the links between .fggtin}%édﬁi,task
- characteristics and :job satiéfaction, we Qili glgo’examine
the element which 1is central of routinization, ‘namély
control. There appears to be a relationship between job
satisfaction and the concept . of - control,  and ‘more

specifically "the level of routinization, since there is

evidence to .suggest that those workers who do not control

MRV
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\ .
\
the work process are less satisfied than more autonomous
,workers. What we are attempfing to do\, then, is to provide
an operationalizéﬁion of control and determine what there is
in a job which contributes or detracts .from this.

A. Job Satisfqgtion‘ f
| Befofe we prOCééd.further, it is nééessary to clearly
dgfiné job sétisfaction._Job satisfaction has been defined
agithe "pleasurable emotional state resulting from the
appraisal of one's Jjob as achieving gr facilitating tﬁe
achievement of one's work values” ?Locke, 1976:1300, cf.
% .
Kallebérg, 1977:127). Most definitions of‘job satisfaction
contain two elements, first a subjective evaluation of the
working conditioﬁs and éecondly, how well éhe job meets the
worker's perceived needs. The perceived  level  of
satisfaction is actually a balance between the workers needs
and the rewards obtained from performing the job (Kalleberé,
1977:126). The worker's level of satisfaction is the result
‘Of the perceived conditions of the job whicheare interpreted
by the . worker's frame of reference.n The level of~
satisfaction is'dépendent upon a series of conditioné which
may change over a relatjvely short period of time since the .
workplace and the individual are dynamic, rath%i than'static
entities. In summary, job satisfaction can be considered a
transient, subjective staté;v rather than an static,

objective condition. The "worker can accurately describe his

satisfaction level at one point in time in comparison to



other times and different jobs.

\The nextséquestion is how to effectively measure job
satisfaction. One of the most commonly used methods of
measuring job satisfaction has been to ask a general type of
question (Burstein et. al., 1975; Quinn and Staines, 1979).
}Information on general, or global, job satisfaction can be
gafhered‘ by asking gquestions such as "in genefél how
satisfied - are you with your job?". This approach assumes
‘ that.queétionnairés can measure, with wvarying degrees of
ac;urécyt the level of satisfaction relative to other
workers. This does not ‘argue, héyever, that the giobal
“measure of . job satisfaction is :unidimensional in cause,
rather that \this measure provides a picture of the

employee's general level of satisfaction. fhege%ore although

7

the work satisfaction level is a single concept, ' f%»&Qsp a
composite of 'numerous causes including a worker's
perceptions of the task design, social support from

co-workers, task,variety, autonomy and intensity of work. In
other words, even’ though-‘job satisfaction 1is a complex
subjective state, workers can make general statements
regarding levels of satisfaction because he/she has .either,
consciously or unconsciously evaluated the job in terms of
his/her own frame of reference.‘This approach has been used
by researchers such as Gruenberg (1980), Lemkau and Pottick
(1984) Jurik and Halemba (19845 inan effort to-measure the

global level of work éatisfﬁction.
[ N
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The major problem with the single subjective measure
approach is that there may be a discrepanc§ between what a
worker 1indicates are his/her attitudes and the actual
behaviour on the job, as measured by more specific job
satisfaction questions. The 1975 Canadian Work Values Study ﬂ
found that 89 percent of all workers-surveyed reported\ that
they wére at least somewhat satisfied with their job
(Burstein et. a1., 1975:28). When the same people were asked
if they would .chose the same type of work again, a more
specific ' attitudinal measure, only 50 percent replied that
they would take the same type of work again while 31 percent
reported that they would definitely take some other type of
job. When asked whether or not they would recommend the job
to a 'good friend;v59 percent said that they would but 41
percént feplied that ﬁhey would have have doubts or would
not recommend it (Burstein et. al., 1975:29).

Clearly the global job satisfaction measure elicits a
- positive response while other measures, such as "Would you
take the same type of wbrk again?", may indicate a less
positive appraisal of the work. It has been éuggested ‘that
the global type of question is generally answered positively
because‘a negative° responds would threaten the worker's
self-esteem (Burstein et. al., 1975:28) and his/her
rationale for staying in ab position which makes him/her
unhappy. A strong normative element exists which directs the
worker towards admitting job satisfaction rather than .job

dissatisfaction., A second explanation could be that better

. F

]
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jobs may not be preceived as being availableftherefore the

more positive responses to the global satisfaction gquestion

are "pragmatic: judgements of one's position expressed
vis-a-vis the'%arrow range of available jdbs" (Rinehart,
1978:7). | :

?}d be possible 1f all constraints were
vgﬁgvidual was totally free to chose another
L;@ﬁe more. specific questions are answered
less positively . since they reference the worker's
perceptions of not only their job satisfaction but also. the
worker's view of how well their job compares to other jobs.

Another problem with using a 'global measure 1is that
since Job satisfaction is ‘relative to the individual's
reference group and to his/her own expectation, two workers
ﬁay evaluate the, same job very differengly. This lack of
control ower the background and referenc; group of the
subjects is a problem which can be partially controlled‘in
this studywesince the two groups under investigation «can be
held constant in terms of age, sex and education, all
variables found to be related to satisfaction.

In. summary then, the global»tYpe of job satisfaction
measure has strengths ahd weaknesses but the question, "In
general how satisfied are you with your job", has been'found

by researchers such as Quinn and Staines (1979:204-232) and

Petty (1984), to produce a wide degree of variance between
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groups, especially if the two groups were very different 1in
their characteristics. Th study 1s directed towards
determining overall satisfaction and which aspects of the
job influence that overall level of satisfaction. We
therefore need an general measurelof job satisfation rather
than a measure which may be specific'to one type of work or
set of tasks. As % result, the élobal measure of job
satisfaction will be Qsed as the dependent variable in this
study.

As a starting point, we will now turn to the
traditional correlates of job satisfaction--agé, se# and
education--which have been found to be related' to Jjob
satisfaction by other researcher;. Among these personal
characteristics, age has been the most widely researched.
Younger workers generally réport less Satisfaction than
their older éounterparts. Burstein et. al. (1975:43)
suggésted that age was the strongestldemographic predictor
of job satisfacgion. Three.explanations have been offered
for this finding, first that yqungsr workers have different
valués and aspirations which are noglbeing met by the job.
(Krahn, 1983:230; cf. Wright and Hamilton, 1978).. Second,
older workers may demand less %rem their jobs and ‘as a
result are more easily satisfied (Wright and Hamilton,
1978). This lowering of expectations results from a
resignation of the worker fo the conditiohs of the job.-

Finally, the older workers may have moved into better “jobs

because of their greater seniority within an organization

|
\
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(Rinehart, 1978:8). Although no one explanation has been
rSatisfactorily proven, there 1s agreement that age is
correlated to job satisfaction. |
‘The 1973 Work Values Survey found that in general men
and womén were about equally satisfied with their jobs
(Burstein et. al., 1975:55-56). A further anaiysis uncovered
that .ﬁemales were more satisfied with their supervisors and
less satisfied with their benefits and promotion
opportunities (Burstein et al., 1975:57). Northcott and Lowe
(1984) also found that there were significant differences
begween male and female. workers" joB satisfaction. An
initial explanation 1is that women may bring: lower
expectations to the job and thergfore are more easily
satisfied then men (Murray and Atkinson, 1981:50). This
explanation was disputed by Miller (1980) who found some
gen@gr differences but concluded that "job conditioné are
more strongly rélatedJ to job ‘satisfact}on than are the

social charactenistics of the workers or the predispositions

they bring to the  job" (Miller 19Rr0:361). These findings — -

suggest that gender may be an important variable in relation
A
to Job satisfaction. An important caveat to in studying the

,rg}ationship between age, sex and job satisfaction 1is that

these var%abIggmhhaQé‘Eééﬁ‘fvund~te~ha¥e~small“eiﬁegLs_thywf~—~ff

in large samples. Therefore we do not expect that they will
have = an major effects in this sample but these demographic
variables do provide an initial starting point for the

analysis.
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The most straiéht—forward link between education and
job satisfaction suggests that the lérger an individual's
investment in education, the more they expecw their job to
be rewarding and satisfying. As a result, the same job which
may be satisfying to a less educated persoﬁ, may be very
dissatisfying to a more educated individual (Zeitz,
1983:1091). This .relationship was suggested by Blauner who
argued that education created within aA individual higher
order neefls (1964:29). Reseachers .such as Glenn and Weaver
(1982) haye tried to support this hypothesis but, as yet,
the results are still ambighous.

Individuéi work experience, in‘ additién to personalv
characteristics, may be correlated with the level of job
satisfaction. Factors such as seniority, whether the worker
is employed full or part-time, shift‘anduamount of overtime,

‘all intuitively seem to be related to the individual's level
of job satisfaction. We-might expeQE\E?at‘wofkers who have
been with the: organization ‘a long t{ﬁe;~«§ measure of
éenidrity, would have a "higher level of job satisfaction
than newcomers. This may be due to the féét that there is an
adaption process where th; wbrker's gqals and aspirations

”éféf;djusteﬁ to reflect(the available job rewards. Or there

“may be a selection process opergtiné,}where only workers
satisfied with the job stay there for long periods of time.

This must be viewéd,cautiously.as tde‘question\of time on

the Jjob can become a tautological explanation of job

. ¥ ) .
satisfaction. If a worker 1is satisfied, they will stay with .



16
R

a job. A worker who has stayed on the job for an extended
period of timé is satisfied. To avoid this tautology, being
émplqyed for a longer period of time at one job should not
be considered a direct measure of job‘satisfaction.

Past researchers have collected . informatiqn on
seniority but have rarely examined its relationship to job
satisfaction. Caplan et. al.linquireé about’the length of
service in a job but used these data only to provide a
measure of the ahéunt of knowledge an individual had
developéd regarding hqw to pgrform the job (Caplan et. al.,
1980:31). They did not attempt to correlate job
dissatisfaction aﬁd stress with length of time on the job.
Similarly, Quinn ahd Staines (1979) asked their sample "how
many years altogether hg;q you worked for your present
employer"” but they did not attémpt to find any relationship
between job safisfaction and this guestion (Quinn and
Staines, 1978:313). Nightingale, in h;s guestionnaire, asked
not only "how many years have you been working in this
organizqgion“ but &lso "how many years have you been working
inkyour’present position” fNightingale, 1982;5ppendix 111,
page 11). From these studies, it becomes clear that although
seniority data, as measured by length of time either in the
6rganization or 1in é position, is reguiarly collected by
social researchers, it 1s rafely used as either a control or
explanitory variable in regards to job satisfaction. This is

v

criticism of past studies since, as was mentioned earlier,
: , o

intuitively, 1length of time on the job, ¥ike age, may be
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related .to job satlsfactlon In fact, in some studies.age

may have been used as a poor proxy for length of time on. the

job since olders workers are generally assumed to have been

‘rworklng for an organlzatlon longer. Given these concerns we

will examine age and length of time on the job as separate

L]
varlables, wh1ch may be related to job satlsfactlon

A second work factor which may be related to job

~satisfaction is the'question of the effects of shift work.

The iSsne of shifts, and their affect on work performance
and attitudes, has received considerable?hgttention in the
fliteraturef (Finn, 198f{ Nilsson, 19%8; Tilley et, al.,
1982)5,Research indicates that shift, work can be inhereantly
‘stressful, especialiy rotating and night shift’because of
the less fixed ‘work schedule. This can result in  a
disruotion of sieep patterns, famiiy relations‘due to the

changlng hours, and a general 1loss of outside social

contact all factors which have been linked to an increased '

stress level and a resultlng decrease in the level of job
satisfaction. Tllley et. ai. (1982) suggested that shift
work can reduce therspeed at which tasks are performed. This
has serious ramifications'ﬁfor the .Coder§~since they are
‘performlng routlnlzed task whlch 'reqnire manual dexterity

.anH concentratlon Keeping = these findings in mind, it

becomes clear that jOb satlsfactlon may be related to- shift

_ work and sthat.'we must con51der é@lft work as a variable in

further analy51s.

]



E

&5

18

Finally, the amount of overtime an individual may have

‘to work ‘might be related to job satisfaction. If a worker

-was required to work extra overtime and did not wish' to do

so, we”can’might expéct that their level of job satisfaction

might decline. Correspondingly, gpﬁtlthe worker wanted

b bi‘\
syt

[N . :
. o, . 4, . . X P - .
‘overtime, due to its link to an increased financial reward,

"and was denied the ovértimek then they might also express a

decrease~in job satisfaction. Overtime work therefore'may be
a proxy fgr intrﬁhskc ‘versus extrinsié work values
(Kalleberg, * 1977). Conversely, ovgrtime"work may be "a
measure of organizationél pressure and work intensity.

In summary, global and facet specific questions have
been used to measure job satisfaction. The ' facet-free

-

measures ‘have the advantage of tapping the worker's larger

frame of reference. On the other hand, the ‘facet-specific
v !

questions are 1linked to whether or not the individual is

‘satisfied with particular aspects of the job, such as wages,

co-workers or supervision. Personal characteristics such as

age, sex and education have also been found to be related to

job satisfaction.vThese effects have been found to be rather
small by other researcher so we do not expect that personal
éhatacteriséics ‘will ~ have” a major J relationship on
Satisfaction, Personal'characteristicé do however provide a
useful start&név pecint for the analysis. Although.rarely
discussed in light of their effect on job'satisféction, work’

experiences such as seniority, shifts and.overtime, may be
2

. .
related to workers' level of Jjob satisfaction. We will

.
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‘,therefore examine - pergénig ~characteristics and = work
experiences to - determfné if these /va;iébles are in fact
related to job satisfaction; We now Wiil investigate several
key studies of job satisfaqﬁion'to determ;ﬁé'what they found
regarding the relationship between workinq cénditibns, task
character'st{cs and Jjob satisfattibn.

B. Control and Task Characteristics

- During the 20th century, 3job satisfaction has been
épproached from many different pg;spectivés:in an effort to
ciarify _the issue and imprdve job satisfactioh; The

- Hawthorne study, perhaps the earliest study of motivatibn‘
and the subjective -experience' of Qork, found that Qorker
attitudes. influenced theif' productivity  and work
organization (Rothelisberger and Dickson, 1939). This is an
important point;rindicating that these studies and much of
the work  §0~ follow - was, aimed at, 'not necessarily, the -
altruistic goal of creating a satisfied work force, _but at:
‘creating a hore Qroductive work force. The Hawthorne
.research also provides the first tenative connection beﬁween
job satisfaction and the coq;ént‘of the work itself. The

~desire to increaée productivity contigues to be oﬁe of the
major motivating factors in étudf&ng job satiSfa;tion.
How%ver,'with the growth of the _Quality of Working Life
‘movement around @ the world and especially 1in Sweden

(Goranzon, 1982), satisfaction is beginning to be studied in

an effort to assist the worker in leading a more satisfying
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lifeﬁ

One branch of the Humén Relations school, prominent
until -the 1960's (Locke, 1976), stressed the importance of
the leadership style in effecting productivity and job

satisfaction. This approac#i suggested a more democratic

- management style as opposed to (&he more traditional

o

authoritarian style. The major drawback was that managers

saw this &s a reductiohrin their perogative to manage and

‘resisted the proposed changés. In the* late 1960's,

incEnsiStent research fingings led to the modification of
the Human Relations school into the Human. Resource approach,
which held that the productive worker was satisfied (Petty
et. al., 18984:712) As late as 1984, there is evidence to

suggest that although-fhe research on the linkage between.

'job satisfaction and task characteristics has been underway

since  the 1920'5, researchers are still unclear as to the
exact relationship _between‘ job satisfaction and task
characteristics (Petty ét. al., 1984:712).

Central go both of 'these approaches is the broad
question:of who controls the production‘process. Since the

publication of Braverman's book.in 1974, there has been a

ﬁ%@neat number of studies focusing on control of the . labour
L

process. This .research assumés that control implies a
hierarchy of responsibilities and - duties (Thompson,
1983:150), with those at the top directing subofdinates
towards a desired end. Central to recent labour process

theories and to the routinization of work is the idea of the
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systematic deskilling of work (Braveman, 1974). In short, as
jobs become more routinized, they become more fragmented
resulting 1in- a loss' of worker's .control over the work
process (Thompson, 1983:91) .
Two major problems with thié type of research have been
- identified. First, it is stiIIr unclear how uniformily
changes int;oduéed by ' management into the iabouf process,
such  as automation and‘j the = reorganization and
rationaiization of productioﬁ, impact on workers. A change
in the prodUcfibn process results in. a reduction. of the ™
differences among erkers 50 that skili levels and rewards
become more similar. Braverman afgued thétiwthe giant mass
of workers ,;.f'are relaEiQelyvhémogeneouS as to (the) lack
of developed skills, low pay, and interchangeability of
. person and function" (Bravétman, 1974:359) ., |
Secondly, "systemafic ‘definitions of - skills are
suprisiﬁgly hard to come by in the'litefature on deskilling"
'(Thompson,v1983:92).”Even given these;.éoncerns, the whole
direction of the sociology of Qork research has been
reoriented through these labour process studies. Therefore
we are addressing both a  traditional concern 1in the
litera%ure and key issues in the new research on the labour
process. Specifically we address some of the concerns of the
new.lab0ur process literature by trying to empiricially
define the task components of routinized work.

The issue of control over -the production process is

central to the investigation of job satisfaction.in that

r



22

5

control which has iShifted away from the worker has been
viewed(as resnlting in "vast discontent, dissatisfaction,
resentment; - ffustration' and boredom" with work (Edwards,
1979:154) . ;Kohn‘s research  (1976)  suggests that
'self-directed work‘—rwhich involves'initifiative, ihought
‘and independent judgemenfg-increases worker satisfaction and
reduccs alienation. Self-directed work can be considered the
antithesis of assembly line work, where the workers'
activities are machine paced; closely supervised and highly
fragméntea’sb that the worker is allowed no sense of control
over the production process.

It is believed chat routinized tasks ace characterized
by a lack of autonomy, decision-making, responsibility and
challenge because tné"automated equipment and the préduction
methods removes the ‘ability to make significant decisions
regarding the prodUction.process{ The result is that the
norkers ‘are able to derive little satisfaction from their
work. Routinization is defined as a work design which allows
the worker little control over the work process. The
;outinized job is characterized By the-fact that the same
actions dre continually repeated within a short period of
‘time (Kohn, 1976:119). The fragmentation of work  has
increased productivity within the workplace but has also had
physical and mental consequences for the worker ‘involved
~with the process;,ns Gardell noted "mechanization which did
away with a considerable amount of physicsi toil,  also

entailed increased noise, monotonous work situations, -
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stress, lack of freedom and “social isolation” (Gardell,
1980a:3).

Past research has examined these aspects of routinized
work by studying a homogenous group of worke;s. Rather than
looking at a single, wuniform group, we will compare two
g;oups which represent both ends of the continuum in terms
of their level of taskkroutinization. Possibiy, changes in
blue collar work are not; as égggegted. by lanur process
theorist, uniform across all workers. There may‘be different
effects for groups which differ in their task
charaﬁterigticé.

Several recent Canadian studies have investigated “the
relationship between job demands.and satisfaction. Tﬂé Work
Values Study (1975) identified that hqving an interesting
job vwas, what mattered most to workers (Burstein et. al.,
1975:29) and that control and creati;ity are key elements of
interesting work. Coburn (1981) suggested that work
~alienation, a concept which'OQerlaps with job satisfaction
and was defined as low autonomy; decreased levels gf task
variety and low challenge within a job, was associated with -
low job satisfaction. These studies found that the design of
the workplace had a direct impact on both the employee's
physical and mental heaith, such as a 1increase in the
employee's stress'lével. Taken with tle results of Caplan
et.. al.  (1980), this suggests that a worker's health and
overall level of satisfaction may be«négatively affe&ted by

highly routinized work, ie. work which offers . little
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opportunity for control over the work process.
Exagtly what specific job characteristics contribute to

&
eitherysatisfaction or dissatisfaction is still contentious.

This is a central issue since we hope to empirically
estagﬁish which task characteristics are »important in
contributing to job satisfaction.

The  second major issue 1s ©precisely which task
characteristics contribute to variations in satisfaction.fof
different groupsfofiwo;kers. Previous contributions to this
debate can be placed into two broad Categories, regarding
~the relative importance of the intrinsic factors versus the
extrinsic factors’contéﬁned within the work situation. On
one hand, Baron and‘Biebly (1982) argue that aspecis suéh as
skill requirements, variety, physiéal4mobility and control
"affect satisfaction. Locke (1976:1323-1324), on the other
hand, notes that mbre objective factors such as pay,
.promotionél opportunities, and working conditions effect the
level of satisfaction. Bertill Garaell and others (Gardell,
1980b:7} Caplan et. al., 1975) suggest tﬁat guantitative
overload, qualitative underload, lack of control and lack of
social support are the important aspects 1in a personis
perception of the job situation. Although various
reseérchers may differ on the‘factors'Qheyrbelieve influence
satisfaction, it seems clear that highly routinized work 1is
related to job .dissatisfaftion (Caplan et. al., 1980;
Gardell, 1980a; Kofnhauser, 1965) and  other related

outcomes, such as bpoor mental and physical health (House,
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et. al., 1979).

‘A major critique of Kalleberg‘s influential research is
that he did not control for the type of work which the
individual was involved in (Kalleberg, ﬁ977). He assumed
that all Biue collar work hadv the same effect on job
satisfaction for all workers, irregardless of the production
process the individual was. involved with. This study will
differentiate betweén two blqe - collar wo%k groups to
deteémfne I'f the characteristics of the type of work
pefformed are related to job satisfaction.

Part of the purpose of this study therefore is to
determine what specific jéb characteristics are linked with
job satisfaction while examining two separate groubs in
order to fill this éab in tﬁé literature. We thus go beyond
existing research to empirically determine the task
characteristics which are related to job satisfaction for
two separate groups, who work within the same organization
thApefform very different types‘of work. This will help
establish an émpiricially based’ definition of routinized
work as well as identifying which task characteristics need
to be changed to improve workers' quélity of working life.
Thesé characteristics, and their relationship to job

satisfaction, may vary between blue collar groups.
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C. Summary
" This review of the literature has shown that job

satisfaction 1s a unitary concept with multi-faceted causes

(Kaiieberg, 1977:126), which can be meésurpd two  separate

ways. Both the facet specific and the global measures have

advantages and disadvantages which need to be considered
when interpreting the reéulting data.

Now, from the literature review, we have identified two
issues which are eséential in clarifying our understanding
the sources of variation in. job satisfaction. The 1issues
iﬁgiudé:
1.‘_Which ~ specific task characteristics influence. the

 w9rker's level of job satisfaction?

2. Are-ihe tésk characteristics related to job satisfaction
consistent for all blue collar workers? is the work's
level of routinization a major factor in determining job
satisfaction?

This stuay will clarify these issues by examining the

Coders, who perform routiniéed tasks and comparing their job.

satisfaction and task characteristics to a ’'group which

performs non4routinizéd work--the . Letter Carriers. On a

. pracﬁical level this thesis will assist anyone interested in

ihproving quality of working life by identifying specific’

task characteristics which‘ .- are linked to job
satisfaction/dissatisfaction. The next chapter will outline
the methodology wused to‘obtain Ehé data and "~ will describe

the personal and task characteristics of the Coders and the
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Letter Carriers.




I11. DATA AND METHODS
A review of the relevant literature reveaied that little
Canadian work had been done in the area of job satisfaction
énd job characteristics., In an effort to increase the body
of knowledge available to researchers concerning Canadian
workers, a study was funded by Labour Canada, the University
of Alberta's éentral Research Fund aﬁd the Alberta
Government's Summer Temporary Employment Program to

investigate working conditions and job stress among Edmonton

Post Office Workers, directed by Drs. Lowe and Northcott. In

order to initiate occupational health programs designed to

increase Jjob satisfaction, more needs to be known regarding

the task characteristics  which contribute to job «

satisfaction/disgatisfaction. .

The data for this researéh were provided by a survey of
the members of the Canadian Union -of Postal- Workers
(Edmonton Local) (CUPW) and Local 15 of the Letter \Cafriers
Union of Canada (LCUC). The available literature was
surveyed and in consultation with the two unions, an
instrument consisting of eighty-two questions was de&elopea
and mailed to 753 CUPW and 776 LCUC_mempersAduring March of
1983 (Lowe et. al., 1983). The questionnaire included
fifteen sections asking about a varietyaof different topics
including: basic demographic data, job satisfaction, wdrk
experience, work  schedule, working conditions, job

characteristics, discrimination and sexual harassment, child

care methods, perceptions regarding the representing wunion,

/
28
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social relationships, financial status, physical health,
both prescription and non—prescriptioh drug use, work
pressure, and lifeétyle.

Key measures, such as those dealing with the task
characteristics and Jjob sétisfaction were drawn out of
previous studies,‘ and have good reliability and validiéy.‘
Once an initial draft of the questionnaire was developed, it
was circulated to both unions' execﬁtive for comments. Their
respective comments were taken into consideration and the
questionnaire was revised again. * Their comments, at - the
pretest stage, and identification of what they felt were the
kéy issues facing postal workers were invalhabie in the
final preparation of the instrument. As well,rtheir comments
confirmed the face validity of the instrumeq; used in the
study.

During the diSCUgSionS with the CUPW execdutive it
became clear that the union felt a more complete
understanding of the special proSlems-'fac{gé éhe inside
workers, who work inside a large factory-like complex, could
oniy be gained by comparing. them with other workers,
especially the Letter Carriers, membeks of LCUC, who had a
good deal of automony over their individual daily work
routines. They also suggested that the Coders, a'small group
of inside workers, would likely be of great interest given
the repetitive type of work they performed. It was from
these meetings and our tours of the main postal plant that

__________________ f

“See Appendix 3 for a copy of the flnal codebook wthh
contains the complete questionnaire.
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the comparative strategy, whi&h is wused throughout tyis
researqh, was develdped.

The questionnaire was pretested on a groﬁp of thirty
CUPW memSers and thirty LCUC members, who were mostly union
stewards. ﬁnion3¥ stewards were chosen as the pretegt
;espondents to assure a high pretest response rate and
because of their general knowledge of the working conditions
within the Post Office. The results were then briefly
analysed and the Qquestionnaire was revised. The data were
included in the final resulté of the survey “since the
questionnaire .underwent only minor revisions -after the
pretest. |

.In order to solicit the highest possible response rate,
a five stage mail odt procedure was used (Herberlein and
Baumgartner, 1978;% Initially>each union's executive mailed
a letter to all members advising them of the survey and
requesting the individual's cooperation.? About one wegkm.
latér, the research team pailed out a package conté%ging a
letter, a questionnaife, a postage-paid business reply
envelope and a postage-paid post card. The package was
mailed to each union member's home address. The list of
ehbloyees was taken from both unions' membership lisé‘%nd
included all Ebose people working 1in Edmoq;gnilqszfrwood
Park, Spruce Grove, St. Albert, Fort Saskatchewan aﬁd‘Leduc,
in total 1,525 employees. This was therefore a survey of the
total population rather ~than a sample of Edmonton postgl

A copy of this ahd suBsequent letters are included in
Appendix 1. ' ) ~

‘

-



workers..
The survey package contained an introductgry letter

¥ from the researcﬁ team on‘University of Alberta letter—héaa;
, and briefly descibed the survey while requesting the

individual's céqperation. The letter also ., included a

telephone number so that respondents could ask the survey

<

team’ any questions regarding the guestionnaire. The use of

*\ " an introducﬁory letter has beéq shown to increase the
respénse “rate of mailout survey participants (Heberlein and
Baumgartner,’ 1978).

i The questionnaire itseif.ﬁégfin the form of a booklet;
'approxi@atély five by seven ihcﬁgé in size with a brown
“cover .and the University ’ofiAlberta logo embossed on the

front cover. The * return ‘envelope was a self-addressed,

ﬁostage stamped brown mailing envelope and was addressed to

4 L0 , .
Dr. G. Lowe and Dr. H. Northcott, the principal
,investigétors; Department of Sociology, ‘University ‘of
Alberta.

The rpost cards requested the employee to print his/ﬁer

' namé and.‘return thé ,bost card  separately from the
ques_tionnaire‘'.'3 This allowed the research team to eliminate
those who had responded to the guestionnaire from the
mailing list without v;élating “cqnfidéntiality. The
maintenance of cénfidentiality was a major concern given the

the wunion executives' description of the then current

atmosphere within the Post Office. The post cards were green
[ ) ‘ -

A copy of this post card is included in Appendix 1.

o
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or blue in colour to enable the research staff to quickly
find the respondent’s @éme on either the LCUCror CUPW
mailing lisf. . | |
Approximately one week.vlater, a third mailing which
consisted = of 'a follow-up letter,f‘was mailed to all
'questionnaire . recipients. Approximately two weeks later a
second guestionnaire -was mailed té all non-responding - union
‘membersﬂ Finally, a follow-up letter was mailed one week

later to all individua who had not yet returned a

qﬁestiénnaireQ.

" This procedure resulted in the return of 992 completed
‘and usable questionnaires, 514 from CUPW and 478 from LCUC.
Thisfproduced an overali response rate of 65 percent, with
CUPW'; rate being 68 percent, about 6vpercent higher thaa
the response rate EOr LCUC. It .is believed that 'theb hf@ﬁ%?
response rate from CUPW members reflected their greater
concern with issues addressed within the survey.

Two large caveats must be made atﬂthis point regarding
the interpretaﬁion of the resulting data; The first isv;that
there 1s no means of testing whether or not the 65 percent
who returned the guestionnaires are in any way different in
terms of personal characteristiés‘from‘those union members
who did not return the questionnaires._lt is possible that
thefe is some bias intreduced into thetfesults because.thOSQ
peoplé who didvnﬁt respond may . have been differeﬁt from
_those whb did respond. Consultations with vbbth uﬁion's

executive, after the survey was .completed, indicated that



A4

33

.
they felt that the survey results, especially 1in terms of
the age ~~and sex distribution of members, accurately

reflected the known unions' composition. This 1is highly"

speculative though since neither union maintained any

demographic information on its members.

" Second, Edmonton Postal worke;s may not  be
representative of all Canadian postal ‘workers, nor Edmonton
or Canadian blue—cpllar workers -‘in general. Therefore.
generalizations to a broade:aﬁopﬁlation zcan .only be made
with caution. The findings .do- possibly suggest general
trends within the Post Office though, giveh_'the fact that

the structuring of work and management practices in Post

Offices across Canada are very similar.

" 'A. Work Structure of the Edmonton Post Office

~

A stﬁdy‘of Canada Post is useful because of the very
clear contrast betﬁeen the work groups, based on the fype of
worﬁ.’phat each group\vperfbrms. This provides -a clear
contrast between the work groups in terms of their level of
task routinization. In fhis way the Post Office providés a

continuum of routinization from the relatively automonous

§

Letﬁer“Carriers, at one end of the scale, to* the automated
. & - c

_inside workers, ats the other end on a scale of job

o

foutinization. Members of the Letter Carriers, especially

the Letter Carriers, have very different working conditions
from members of the Canadian Union of Postal Workers, ‘the

.inside workers who sort the mail.
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After discussion with the wunions, it was decided to
concentrate on two specific.groups within the Post Office,
the ‘Coders and the‘.Letter Carriefs,. due to the extreme
difference‘in the characteristics of the tasks they preform.
This 1is of interest since both groups work within the same
organization. As Qas stated above, the Coders have very
little ‘control, ie. autonomy, over the work process whiﬁgy
the Letter Carriers have a great deal of control over their
work day. These two ~groups provided a ‘picture of fbe
extremes in routinization as .well, since the Coders perform
theL“same _operations throughout the work shift whifé‘the
Letter Carriers‘perfofm a wide range of task, from sogting

mail to’ its hand delivery, within the samé shift. As a

result of this difference, these two groups were chosen to

represent what might be considered polar opposites on

measure of "routinizationw autonomy and  task

;

The Letter Carriers use almoét no advanced technology,
have  little direct. supervision and function fairly
autonomously when they are on their delivery route. The
Letter Carriers work an eight hour day divided by a thirty

minute lunch hour and two ten minute coffee breaks. The

actual hours of‘~work vary depending on the volume of mail

and weather conditions, "with each Letter Carrier being
assigned .a route to complete each dayl The routes are

designed so thét those with a smaller _Qolume of mail

-.encompass larger distances while the routes of those with a
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high volume of mail are smaller in size. Havingia large
volume of mail on a Letter Carrier's route would mean that
the worker might have to spend as much as two and one half
hours in the horning and a hour in the afternoon preparing
by hand the route's mail for delivery.

The inside workers preseﬁt' a dramatically different
picture. They work inside a large factory—like "plant", and
are closely supervised both by their direct supervisors and
by ﬁidden security.persdnnel. The yprkeré are also monitored
electronically or from behind One;way mirrérs;~5mith et. al.
(1981) havé shown vthai close superviéion and negétive.
feedbéck are related to high levels of stress’ aAd,
.indiredtly, to a lower level of job satisfaction. One would’
thus expect that the inside workers would Have lower job
satisfaction than the Letter Carriers.

The inside workers have little discretionary aecision
: makiné _power” with regards “to the way they perform their
jobs. In fact, the distinction betweenv the 1inside workers
and the Letter Cafriers can be seen, in the sociological
sense, as the difference in their ability to control the
production process. Work within parts of the plant is
similar to that.éf an assembly line as mail .is delivered
into t@e? building, coded and sorted mechanically, and
finally‘bégged, either to be sent to the -Letter Ca;riers‘for
home or office aelivery or shipped‘to other ldcations.

Within CUPW there‘is a small group, célled the Coders,

who are of special interest because of the characteristics
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of the job they do, since the ﬁaék'characteristics clearly
‘affect the worker's level of autonomy. The Coders operate
tze four . machines wused in automated létter sorting, the
Lé;ter Sortipg Macﬁine (LSM), the Optical Character Reader
(OCR), ‘'the Flat Sorting Machine (FSM) and the Group Desk
Suite (GDS) (Northcott aﬁé:Lowe, 1984); Psing the LSM and
the OCR involves feeding mail into and taking maii out of
machines after they have either}been sérted automatically or
read by the bpéic code reader ahd a yellow bar tag applied.
The speed at which these mach;neé process mail requires a
rapid work pace, with a short task cycle qu7the‘opera£or.
The FSM requiﬁes the operatoré to.pick\;gg;\the larger
pieces of mail and type four of a six character bosfal code™
upon the item. Working at” the GDS, the Coders type é sii
character postal code on the front of each letter. Thisvbér
code is thén read by the automated sorting machinery. %hig"
operaﬁion allows letters to be sorted more rapidly since the
process is fully automated. The pace is intensive as‘ietters
are dfoppeéd in. front of the Coders, who are seated at
individual desks along a track and‘theQ then type in the
code. The first letter‘is removed mechamically ana anothér
talls from the‘track directly above the coder's head. GDS
and FSM” operators are - expected to procéss 1800 pieces of
mail per hour over the course of the eight ‘hours shift.
Their output‘ is recorded ag@ posted daily (Northcott and
Lowe, 1984)vthereby introducing an element of competition

émong the workers and possibly reducing the level of job
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satisfaction because of figidly define performance goals.
The shift involves an eight “hour day 1including a thirty
minute lunch break and two fifteen ﬁinute coffee breaks/and
a five minute break’each hour (Northcott and Lowe, 1984).
The workers rotate  between equipment weekly,'for those on
day and evening shift, and monthly for those Qorking the
night shift. '

In summary, the working conditions of the Coflers and
the Letter Carriers are Strikingly different.vThe Coders
work in a highly routinized, automated environment while the
other " group works outgide, unaér their 6wn'con£rol. The
Coders lack of- decision making power, the closeness of
supervision and the lack of sdcial interaction with other

workers may have 'a negative effect on their job perceptions.

noise level 'within the plant makes conversation very

difficult, the amount and guality of social

re:

interactions. Given that job requires a short work

cycle, they should score lower when asked t
'task variety compared to the>Letter Carriers who perform
-wide variety of tasks during the wOrk;aay. Because of these
differences, these two gréups were chosen to represent the
extremes along a routinization continuum. The central
concern of this research arises from the expectation that
the different task characteristics of the tw§ groups wiil

result in varying degrees of job satisfaction. The main

issue is whether or not the inside workers,. specifically the

Coders, have a lower reported level of job satisfaction, .

easure their
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4

when compared=to‘the Letter Carriers, because of the degree

1 :
of routinization in their work tasks.

5. Operational Definition Of variables

Various measures where taken ~from the éurvey in an
. effort to  operationally défine the concepts of task
characteristics and job satisfaction.

Jog Characteristics were measured along - seven
dimensions: Supervision Summary Score, Autonomy Summary
Score, Intensity Summary Score, Cé—Worker Summary Score,
Variety/Challenge Summary Score, Rewafds Sﬁmmary‘ Score and
Time Pressure Summary Score. These seven dimensions were
developed through a factor analysis of twenty mnine job
descriptioﬁ'items, gach scored on a 7-point Likert scale and
adapted from-the U.S. Quality of Employment Survéy (Quinn.
and Staines, 1979) (See T;;le 1). Only those items with a
faétor loading of .4 or greater were included. In an order
to simplify the twenty nine ifems into rglevant scales, the
intercorrelations among the items were factor analyzed using
a principal factor procedure within %ESSX. The resulting
atrix was pfoduced by a varimax _rotation of  the
intercorrelad Ralleberg, 1977). This procedure produced
six factors which seem’ to ha nderlying commonality. To
these we added a seventh dimension, a bination of
separate questions wﬁich appea;ed to have -an underlyin

commonality.
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Supervision, alpha=.90, consisted of: discipline handléd
fairly, supervisor gets people to work together, supervisor
vconcerned about employee welfare, supervisor is friendly,
supervisor isvcompetent, sﬁpervisor is helpful to me, and
supervisor treats some employees better than others.

The Autonomy Sumﬁary Scale had an alpha of .65, and
consisted of: I 'can décide what I do, decide when to take
breaks, determine work speed, decide how job gets done. The
Intensity Summary Scale consisted of the spatements: work
very hard and work very fast, and had an alpha of .72. The
Co-Workers Summary scale reported an alpha of .68 and
consisted of the questions,. co-workers téke a personal
interest in me and co-workers are‘ helpful. The
Variety/Challenge Scale combined the gquestions: my job lets
me use my skills and abilities, I can be creative, my work
is meaningful, the work is interesting, reshlting in an
alpha of .78, . ‘)

B Rewards Summary Scale consisted of: good pay, good jqp
security, good frihge benefits and reported an alpha of .53.
Given this low alpha, we decided tOQZeparate these items in
later analysis to determine which of the three statements
_Were most strongly related to job sat¥§¥;¢£ion.

The last Summary Scale, consigyiﬁg of the remaining
three'quéstions, did not produce what might be a considered
discrete task characteristic or dimension. However the
literature suggests that role -conflict and time pressufe

(House et. al., 1979 and Caplan et. al., 1980) were key
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variables in this discussion. As a result, time pressure and
role conflict were included using; "never enough time", "in
my job I can't satisfy everbody" and "free from conflicting
demands". These three items had an alph% of .46 but were
grouped together because of thefr postulatéd relationship.
To summarize, these scales are composite measures
developed from a twenty-nine item job description scale. The
five composite scales were created after a factor analysis
was completed. Financial rewards and benefits were kept
separate due to their low alpha. The time pressure summary
score consists of items which did not factor into any of the
other items but are included because of their salience to
job satisfaction.
~Job Satisfaction was measured using five separate
questions: In general, how satisfied are you with your job?
Would .you chose the same type of wofk again? If you had an
opportunity to take a similar job at the same pay in another
organization would you take it or stay in your current job?
How likely 1is it.you will make a genuine effort to find a
new job with anpther employer in the next job? I could get a
‘better job if I quit working for the Post Office? These five
scales have a reliability coefficient of .64 within the
entire survey population. This sthdy argues that items tap
the worker's perceived level of satisfaction with the job,
rather than either their planned or actual behaviour. The
five were chosen because a myriad of factors, such as family

relations orllack'of job opportunities, could influence the
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workers actual behaviour. ,

After a review of the relevant literature, and
considering the relatively l&w alpha for the five items, we
decided to use only the question "In general how satisfied
are you with your job?" as the dependent measure because it
has been shown by other researchers to offer good varianée
between discrete groups of workers. We should also recoénize
thét the survey only questioned those people who stayed with
the job, which might inflate the job satisfaction scores,
because those people who were very dissatisfied have
probably alreadylleft the workplace. Presently, therke is no
way to study those people who have left, although this would
be of great interest.

In summary, this study will use the data collected by
the 1983 study of ‘Edmonton Post Office Workers. A total of
1,529 émployees were originally surveyed, of which 992
completed and returned the survey, an overall response rate
of 65 percent. All members of Dboth \CUPW and LCUC were
origiﬁélly survey and therefore the results, are %f a togél
population rather than "of a sample. In the following
chapters significance#  levels are reported to test the
possibility that some random process accounted for the
observeq differences among the two groups, the Coders and

the Letfer Carriers. It must be remembered that this was a
survey of the total population, all Edmonton Postal workers,
rather than a sample therefore any differences would be

significant. All analysis was completed using version 2 of
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SPSSx (Nie, 1983), the ;statistical analysis package

‘“xpn\-

currently operating on the University of Alberta's Amdahl

computer system., The following section will examine the

o N e

SR

personal and work characteristics of the respondents tq;is
_ » : Y L
determine if there aré'any significant differences betwg?ﬁf,:fb
the two groups. '}éi"'A ;f
o'“fﬁj
C. Personal Characteristics of Respondents .
In order to understand the two separate workgroups, it
1s " necessary of get a general picture of the members’
personal / characteristics and theif work history. The
0 @

persona characteristics of the repondenté may be expected,

, to influence thelr level of job satisfaction. '

. ~5 I
Table 2 illubtrates the personal characteristics of the .| #&

survey's respondents. - Q )

The respondents were 55.1 percent male aﬂh 44.9 percent’

in some

female (See Table 2). The Coders were 65 percent female
while the Letter Carfiers were 60.8 percent male. This
diffe;ence was gtatistjcally significant at p2.000. Overall
these wunions are composed of}a higher proportion of women
than most other 1labour ofganizations. Statistics Canada
reported that about 30 -percent of all union members and
about 34 percent of all public sector employees were women
(Statistics Canada, 1982:62). Based on these results, sex

must be considered as a control wvariable .in further

analysis.
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"CHARACTERIS?ICS CODERS CARRJIERS TOTAL SIG.

Gender , . . ¥ % %
Male o 35.5% 60.8% 55.1%
Female v Vo 64.5% 39.2% 44.9%

Mean Age (Years) ‘ 28.9 35.3 33.8 * K %

‘Mean Education (Years) 12,7 12.2 12.3 *

Martial Status - : : * ¥
Single 45.7% 26.6% 30.9%
Married or Common-Law 45.7% 66.9% 62.0%
Divorced, Widowed, Separated 8.5% * 6.6% 1%

"Mean Number of Dependent ¢ .78 .56 *

Children '

Number.of Réspondents 94 320 414

Table 2

Characteristics of Respondents

Work Groups

45

* Difference among the two work groups was significant
p>.05, using a two tailed 51gn1f1cance test.

kK leference significant at p2.01,
xx*x Difference 51gn1f1cant at p2.000.

at
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The  mean age of'ghe respondent was 33.3 years; Coders
were 28.9 years of age while Letter Carriers were about 35.3
years old.. Thisg diﬁference was significant. The average
yeérs of education was 12, with the Coders reborting_ 12.7
years of  education although the differencé was not
statistically significant. About 62 pércent of }’the
respondents reported being married or living in a common-law
relationship. Less than half of the Coders reported being
married 'while 45.7 5ércent had never married. Onlf 26.6
percent of the Letter Carriers reported being single_ and
this differehce‘between the two groups may reflect their age
difference. About 7.1 peréent réported being divorced,
widowedl or.séﬁarated but this result depended on thé groub,
with 8.5 percent of the Coders be?ng ”divorceq, widowed or
Separaied compared to 6.6 percent of'tm@”Letter'Carrie;s.
Thé ﬁresenf étudy includes 94'Coders and 320 Letter Carriers
for a total of 414 respondents. | »

Ih summary, the £ypical Coder was femaie, younger, had
been in -gghool - slightly longer énd were ‘evenly divided
.between the single and curréntly married categories, The.
Lettefl Carriers were predominately male, averaged 34 years
of agé, had been in school 12 years aﬁd were married.w
Clearly from Table 2, the factors of age ahd-sexlmust be
included in any further analysis given ‘the dramatic

differences between the two groups. e
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D. Past and Pfesent Work Experience

The survey provided a detailed history of the
respéndent's past and present work experience and these data
are reported in Table 3. Overall,-Letter Carriers had over
twice as much seniority with Canada Post as £he Coders, an
average of over ten yeérs combared with 4.2 years (See Table
2 for average.,age). Both -groups had been working in the
Edmonton Post Office during their time with,Can;da Post, as
the result of Table 3 indicate. The Letter Carriers had been
employed in Edmonton almost ten yeérs, only 5.8 months less
than their total time with Canada Post. The Coders had also,
on- average, worked in thé Edmonton Post Office 5 months less

than their total time with the Post Office. » R

Turning to the average amount of time

present job classification, the Coders  had

classification for an average of 3.4 years wh' £ Letter

Carriers ' had been in the classification o e“years,

Finally, the, Coders had ibeen -employed in their current

section or depot about three yeaf@, compared to. the Letter

Carriers almost six years. N '

- These results’ suggest - that most of the respo;dents
tgndea to Spendvtheir t&me with Canada Post, at least at the
time of the éurvey, in one location, ie. there is little
movement been cities., The Coders had generally beeh employed
half as long as other CUPW members. As a result, the Coders
are less likely;to have developed enough seniority to move

-]

“into thg?ﬁmore desirable positions with the main plant. On

.
.

v

¥
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Respondents' Work Experience

Work Groups

i
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Reporting 1 or More Problems
with Hours Worked. '

Work Experience CODERS CARRIERS TOTAL SIG.

. Mean Length of Employment

“(Months)
With Post Office. - 50.8 125.4 108.6 X ¥ %
With Edmonton Post Office. 45.8 119.6 102.6 * % %
Present Job Classification-. 41,1 108.3 83.0 o x¥x
In Present Section, Station 33.6 71.9 63.0 * K %

or Deport.
Percentage of Employees Who 96.6%  99.7% 99.0% *
Are Permanent.
Percentage of Employees Who 00.0% 6.6% 5.2% *
Work Part Time. ‘

Shifts 4 : . * % X
Day 28.7% 96.9% “81.4%
‘Afternoon 41.5% . 9.4%
Night or Rotating '29.8% 3.1% 0 9.2%

Mean Number of Months on 24 .1 113.4 93,1, xxx

Present Shift. :
Average Overtime Hours
Worked Per Week. : :
Reported o .9 1.8 * % %
Unreported SR .2 .3
Percentage of Employees '32.6% 15.0% 18.9%  *x

X



Table 3
Respondent's Work Experience

(Continued)

Work Groups
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at pz.05, using a two tailed

** Difference significant at p>.01.
**x* Difference significant at p>.000.

. f:% . :
ey

ey
W

significance test.

o LETTER
Work Experience CODERS CARRIERS TOTAL SIG.
Specific Problems Reported: _ * ok
Problem With Shifts 70.0% 18.0% 37.5%
‘Problem with Overtime 13.3% 18.0% 16.3% »
Problem with Route Evaluation 42.0% 27.5%
Problem with Hours Worked 14.0% 8.8%
- Other » ; 13.3% 8.0% 10.0%
” )
Number of Responaenis 94 - 319 413
>
* ~ Difference ‘amohg the. three work groups was significént
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the other hand, the Letter Carriefs have a lohg period of
association with the Post Office and likely could have moved
into other positions if they were so inclined. The fact that
the Letter Carriers have been in their current job for as
long as they had indicates that this group, on the whole, is
generally satisfied with the job. Correspondingly, if the
Coders haye not had enough time to move into more desirable
<positioﬁs; their job'satisfattion scores might'be lower. The
Letteerarriers, since they have had this opportunity and
have not moved, should bé more satisfied with their job,

although this is speculative.

Very few of the Postal workers were temporary, with an

average of 99.0 percent of survey respondents'  being.

permanent employeeé.N It 1is possible for an employee to be
cléssified as permanent pé;t—timé and about 6.6 percent of
‘the Letter Carriers reported belonging to this category,
compared to none of the Coders. Theée people worked an
average of 23.3 hours per week, with the four Coders who
answered this qQuestions reporting an average work week of 32
hours. The four Coders who answered this question_méy have
beéen uﬁsuée of the guestion since nO'Coders.reported Qorking
part—time. In general, the respondents were permanent
empléyees who did not work part-time. Given the* fact thét
these data are guestionable with‘regards to the Coders and
that very few of the Letter Carriers reported being
Q

temporary, these wvariables will be excluded from later

analysis.
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Turning now to the qguestion of shifts, the survey
respondents worked significant different shifts depending on
their jobs. Only(,28.7 percent of the Coders worked during
the day, compared to 96.9 percent of the Letter Carriers.
Approximately 41.5 percent of the Coders worked in #he
aftérnoon, as compared'to none of Letter Carriers. Only 3.1
percent of Letter Carriers worked during rotating or night
shift, compared to'29.81 percent of the Coders. Coaers had
been on this shift an a&erage of 24 months and LCUC members
over 113 months. This iMicates that the LCUC workers have
been on their present shift longer‘ahd therefore had mére
time to radapt' to the féutine,'as well as 96.9 percent of
them working only during the day shifp{'The Codérs on the
other hand, were4 more evenly distributed ovér the three
shifts and had been working these shifts for less fhan four
years. The Coders worked about 5.1 hours of reported
overtime per week, and .6 hours of uﬁrepo;ted overtime per
"week. This is over five times as much overtime as tﬁe Letter
Carriers repdrﬁed.

Almost ohe-ﬁhird of all Coders reported a problem with
the hours they worked; compared to 15 percent of the Letter
' 'PCérriers. Of the Coders who reported é problem with the

hours they work, 70 pércent identified shifts and overtime -
hours, supporting the hypothesis that shift work was indeed
. ~roblem. About 15 percent of the Letter Carriers‘(repdrtéd

coblem with the hours they worked, which included;shifts,

‘overtime and a problem with route evaluation. The Letter
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Carriers have:a specific route to complete each working day
and are given so much time to deliver their mail based on
the amount of walking and(the number of stops to be  made.
About 42 percent of the Letter Carriers reported this route
evaluation as a major source of problems with the hours they
worked. In summary, the Coders réported problems stemming
from the shifts they worked while the Letter Cérriers
reported that their major problem Was‘route evaluation and
then shifts.: Thig is the first indication that task
cha§§cteristics created specific problems for members of

‘that grdup.

E. Summary

It is clear that theré are significant‘ differences in
the personal characteristics ‘and work eXperience of the
members oﬁzghe two work groups. The Coders are typically
female, younger and have slightly more education. They have
‘been employed by anada Post for less time ahd report more
problems with shifts while working more overtime than other
dpostal workers. The typical Letter Carrier is predominately
male, six years older than the Co@érs, has completed less
education, and is married. They hqa been with the Post"
Office over twice as long as the Coders, 125.4 months versus
50:8 months, worked 1predominately day shift and Aworked
little overtime. Only 15 percent of the Letter Carriers
suggested‘ghat they had any problems— with the hours they

worked, with these problems consisting of shift, overtime’

TN

.~
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~and route evaluation. Over 32 percent of the Coderé reported
problems with the hours they worked, dealing almost
extlusively with the shift they worked.

In the following analysis, because of tﬂé th group's
differences in age and sex composition, these‘variables will
be used as controls in an effort to minimize the effects of
age and sex on the results. The work experience results
suégest tﬁét because the Coders as a group have been
employed less time Qith the corporation and as a result they
have been unable to move }nfol"better", ie. more satﬁsfying
positions, since they are ‘forced to competé for these
positions against more senior workers.*

In the following chapter, the subject of task
characteristics and job satisfaction, as it relates to the
Post Office will be investigated. This is critical since the
basis of this research is that the two groups will preceive
their'jobs as havihg different characteristics when measured
on the task characteristics scales. Also the chapter will"
describe the job satisfaction scales and link them to task

characteristics.

‘The area of past work experience within Canada Post, for
example where workers were previously employed in the Post
Office, was not fully investigated by this study. It would
be interesting to determine if people in the jobs perceived
as more satisfying and less stressful had been Coders
earlier in their workiny careers. :



IV. TASK CHARACTERISTICS AND JOB SATISFACTION ‘

The lést chapter documented the differences between the
Coders and the Letter Carrkers in terms of their personal |
characteristics and work experiences. This chapter will
investigate each group‘s perception of their task
chafacteristicé and  their reported level. of job
satisfaction. We will also examine the relationéhip between
the dependent variable (job satisfaction) and independent
variables (task characteristics, work experience and
personal characteristicé). By doing so, we will gain a more
complete understanding of how the Coders and Letter Carriers
perceive their jobsqrand, more importantly, how the two
groups differ in their"peréeptions of job satisfaction. This
étudy hopes to document which task. characteristics are major .
contributing factors towards an individualﬂs reported level
of joB satisfaction. ’ |

In theorefical terms, authors such as Caplan et. al.
(1980),- Baron and Bielby (1982), Gardell (1980a), Kohn and
Schooler (1982) and Levi et. al. (1981) will be examined té
gain an understanding of the work characﬁerisfics they have
found to be related to routinization and job saEisfaction.
Finally, the results frém the five job satisfaction measures
will be'analyzedfto determine if there are( any differences
in the two groups' level of job satisfaction. It is expected
thét ~task characteristics will strongly influence the
. reported . level of job satisfaction. The theoretical

significance of this study will be its clarification of the

T 54
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concept of routinization by suggesting relevant empirical
definitions. Secondly, we attempt to find evidence of the

links between task—ehar

was shown in the literature review, this is sti f

cteristics and job satisfaction. As

cohtroversy. This information could be used, on axpractical
level, to improve the worker's job satisfaction andz_thgir
overall quality of working life b§ adjusting t%e taég
characteristics to maximize workers'.job satisfaction,
Another theme which runs through this section coﬁcerns
the guestion of the degree of cogzrol workers exercise over
the production process. This is a key 1ssue in the recent
labour process studies (Braverman, 1974; Thompson, 1983;
Edwards, 1979) which address, on a theoretical level, the
question of the degree to which workers control the
production process operating in the contémpora;y wd?kﬁl ce.
This concept first became an issue at about the turn of “the
nineteenth century with the beginnings of the deskilling of
the labour process. Before this t}me most products swere
constructed and _assembled by a craftSman, who was
responsible for each step in the work process. With .the-
standardization of production techniques and the advgnt ofi
the assemblg line, control shifted to the supervisor and to
thé machine, who were responsible for the allocation of
tasks and the diréction of the work flow. This introduced a
new elemeht into the work process, direct supervision of the
workers by an extérnal agent. The result is that the typical.

blue collar worker may have no direct control over their day
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to day work operations, A caveat in our researgh 1s that
this study measures lack of control, ie. routinization,
which may be different from the amoynt of control.

These issues are not unique gd the new labour process

theorists such as Thompson (1983) and Edwards (1979). For

supervisory element as the work becomes more automated. "The
larger the machine, presumably the more people it replaces,
and thisveliﬁinates rules about how workers are to interact
and cooperate and coordinafe their activiéies" (Perrow,
1872:24).

The le . of task routinization has been strongly

linked to ti: worker's reportegd Jggvel of satisfaction. Thé'
level of routization, whic fore the beginnings of the

assembly-line was a non-issue, has become important in
explaining not only job satisfaction but also questions such
as workers' physical and mental health (eg. Cablan et.‘tal.,
1980) and employee absenteeism and turnovers. The question
of work routinization needs to be fully investigatediﬁto
understand how};he contemporary workplace, often typified by
a Ahiéhly rountized and structured work sched&le, is
affecting those working in this environment. The Post Office
provides an -excellent opportunity to . investigate
routinization since the two different groups, the Céders and
Letter Carriers, work within the same general environment

but have very different task characteristics.
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A key difference between the the Coders and the Letter
Carriers is in their relationship to technology. The Coders
are machine%ysers and tenderﬁ, while the Lettgr Carriers use
little or no technology';o perform their dggly tasks. The
key element then 1is the two groups' relationship to
machinery and the types of control w@ich the machines

}ntroduce into the work process. Thompson (1983) arques that

“once the machine becomes the controlling agent, rather than

the worker as in ear}iegxpggﬁuction system, or management,

"the work quota is no longer laid down ’nﬁé§6tfatedmkgg§
. \

imposed by a human authority which remains open to argument,

-

it 1is ordered by the machine itself, imposed by the
inexorable programmed advance of the assembly line"

(Thompson, 1983:147). Technology becomes the guiding agent

s ) ot '_‘ ) LN N s . s
of the “productlon process with workers and managers being

A --',Mr -“.

removed from contrﬁl of ;the laboum? grocess. The machine

becomes af proxy ﬁfpr

r » m

munag%F§Wt and ugimoreWQWfflcult to

ok
w.

A%

g Spé\lally .c&mputers,

; : };,‘; - 3L :
re51st. As machlnes 1n geh%*

vw

take more and moreacontrol in lw‘usffﬂ the result can “be a -
8 "; -

loss of wo:kers ab;;zmyyt@ confrdi Wls/her jOb to the point

J)

A‘%siﬁbe jOb satlsfactlon may be related to

ERE A , ,

\Wg'Jncreased level of job  dissatisfaction

(Thompsonrﬂ*f9§3$§50). Tf this prop051tlon is correct then
wp 78 ;;: SUE :

"i

the Coden‘«? OPe mechanlzed productlon technlques should be
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A major empirical study by Caplan et al. (1980),
underlined this relationship by finding that job
dissatisfaction was most strdngly related to

"underutilization of skill and abilities, simple and

repetitive work, low participation in making
decision which affect one's work, ~job insecurity,

and poor social support from one's immediate

superior and from others at work" (Caplan et. al,

1980:1).

A low level of skill usage ané a high 1level of repetitive
work are task characteristics whicg define the Coders'’
overall job experiences. As a result, it can be expected
tHat the Coders will report a high score on these measures,

while the Letter Carriers will report a lower score,

”“Egbeeiallyxpn the variety and challenge summary scale. These

——
—

factors may be inéf?ﬁﬁental\ig“contributing to the workers'

overall level of Jjob satisfact i

. In summary, there has
«-\4 T

of the production
\
rocess’, in some industries, from the workers to mgnagement
p rie g

and technology with a possible corresponding decline in

workers' level of job satisfaction.

3

A. Task Characteristics
As was reported in Chapter 3, this research used six
summary scores and the three reward items, developed from

twenty-nine items, to measure the charactemistics of the

work the two groups performed. 4 \

N {,a-f ’
Caplan et. al. reported that supervision and "poor

&

- ‘ . . N
social support from one's immediate superior"” ﬁCaplan et.

al., 1980:i) influenced the respondent's level of job
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saﬁisfaction. Examining the type/éf,work the Coders éo, ﬁt
is cleér that their SUpervisgon is direct. Morebvér; these’
workers are monitored electroniéally and from.behind ongxhay
miffors. In'contfést; Letter Carriers reported 1less direct

supervision due to the fact that for a large part of the‘day‘

they are on their- delivery routes. Table 4 reports the

'summary‘*score on the .supervision measures. The Coders
: ( , ‘ .

reported a summary score of 3.48, that is, they are likely
to. agree that their supervisor 1is competent. The Letter

Carriers were fiore positive in their evaluation of their

¢ S

: . Y . ) . ;'\, i ’.
supervision since they reported a summary score of 4.41 on'a

a8

scale of 1-"Strongly disagree", 4 "Neutral" and 7. "Strongly

agree"} . The difference Between ~the two groups was
N , i ] A v .
significant (p2.000). Given this major difference, it is

'clear that Coders do not perceive their supervisor as being

as éoépetent, helpful and/or supportive as do the Letter
Carpiers; Possibly, the" e;eﬁent of continous persoﬁal and
electrbni%}moﬁitoring, whicﬁ thé,Coders;experience ~angd the
Letter Carriers ao not, may,havekanleffect. i.f . @g

| An explanaﬁion of this finding ‘may be that more
supervision uimplies less contrpl over the wqu pace by

individual workers. In a highly routinized environment, the

-

~

“supervision is more direct and the Coders are less likely to -

offer a positive description of their task characteristics.

N

They. therefore view their supervision more negatfvely than

the Letter Carriers, who are generally free of supervision

|

while they were out delivering the mail.

ES

1

o — h7
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Table 4
Summary Scores of Task Characdteristics

Work Groups

o
S LETTER :
* CODERS CARRIERS TOTAL SIG.
Supervisioh Summary Score 3.48 4.41 4,20 .
Variety/Challenge Summary 2.37 3.61 - 3.33 * K K
Score .
Work Intensity Summary Score 4,96 4,92 4.93
" Autonomy Summary Score 2.81  4.51 4.12  xx%
Pay is Good o 5.93 5.26 5.41 _ *x*
Good Job Security 4,93 4.85 4.87
Good Fringe Benefits = 4,11 5.20 4.95  xxx
Co—Workefs,Summary Score 4.04 ' 4.07 . 4.07
Time Pressure—-Role Cqﬁflict 3.77 3.95 . 3.91
_ Summary Score o "
| - |
Number of Respondents 94 318 : 412

!

'This table report# the mean 'scores on a scale from 1 to 7,
where 1 is "Strongly Disagree", 4 is "Neutral"” and 7 is
"Strongly Agree". _ : . ‘

* Difference among the two work groups was significant at

. p>.05, using/a two tailed significance test.

** Difference significant at p2.01.

x*** Difference sigFifi¢ant at pz.000.

S
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4 Previous research has suggested that for a job to be

satiifying, it should possess an element of variety and
challénge.w Baron and Bielby (1982:176,178) reported that
skill requirements, which we did not tap, and variety are a
direcr measure of. the routinization of the job and of the

level of the complexity of the tasks, KOhnl and Schooler

5

(1982) ~ also determined that challenge. or occupational

"

self—direétion!- was "facilitated or inhibited (by. the)

substantive  complexity, - closeness of supervision and

; /

routinization” (Kohn and Schooler, 1982:1259) of _ihe job.
These flndlngsA suggeét that"the amount of ?grfety and
challenge W1th1n a jobd@s related to workers overall level

i

of satlsfact;on. One Npart of the concept.of routinization

P

therefore 1is a 1lack of variety or challenge ing the

workplace. In short, workers employed 1n h1ghly rout1nlzed

Y ) Ak}

jobs mill llkely have a 1lower reported level of job

- -satsifaction. It can 'be expected that -the Coders _will

perceived rhat the variety (the number, of different jobs
tha@?@dO) and personal challenge (the amdunt of creative
effort requ1red to perform a task) inherient in'tkeir tasks

is low compared to the Letter Carrlers and -as a result they
TCow
may report a lover level of job satlsfact1on

\
]

One o the largest dlfferences observed in Table 4 is

A

between o Coders and the Letter Carriers on the .
varlety/ohallehge summary score. As,expected,JCoders‘ranked
their jobsjas allomlng very little varieff and challenge (a
summary. sLore of 2.37). The_LetterACarrlers ranked their

/

/
!

/

/



tasks as only slightly uncreative and have a variety of

tasks to perform (summary score _of‘ 3.61). Again, these

differences were significant (p>.000). This provides strong -

evidence that the two groups are = significantly diff@reht
along a key:  measure of routinization, one which ther

ﬂ N
researchers have 1linked to the 1level .of employee job

. . * . :&
satisfaction. , :

’

To reiterate, routinization can .be operationally

defined as the lack of challenge in a job or the requirement”

that the same task is repeated oVér'ahd over, coupled with a

closeness of supervision. From Table 4 it is clear that the

Coders report a” significantly a lower level o{ﬁ«variety and
challenge, are more dissatisfied with their supervisibn and
reportJless autonomy'than do the Letter Cérriers.

Locke (1976) ‘reported that cﬁallenge‘was a critical

element in a person's job satisfaction since it provided a

3

sense of accomplishment when a challenge was successfully

met (Locke,'ﬁ976ff320). Correspondingly, 1if the <challenge

]

was too great, this creéted_job;dissatisfaction because the

individual was unablefwko” fullfil the objectives. The

undérlying - assumption is that'the worker has some control

‘over the outcome” of the challenge. Highly routinized workers

have the elehent of challenge effectively removed since they

have no control over the production process. Locke (1976)
illustrates that_varietY/challenge are>cfitical'elements in

an individual's level of work satisfaction. As evidenced by

O

B3
@ﬁﬁéble 4, the Coders have a low level of Variety/challenge

*
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4

and therefore can be expected to have a lower level of job
éatisfaction than Letter Carriers,

Turning to the next item, work intensity measures how
hard and hdw fast individuals are required to work in a job.
If 1individuals are required to work very hard for extended .
periods of ‘time, it would be expected fhat they would report
a fhigher level of work intensity. Both groups reported that
their jobs required them to work relatively hard and fast,
Coders' summary scorer of 4.96 compared with the Letter
Carriers' score o£‘4.92. It may be possible. that the two
groups work quickly out of personal choice but it seems more
likely that they are required to do so because of ﬁh@z Qay
‘tasks ®re designed. One piece of evidence to support this‘is’
the fact thét the major problem for Letter Carriers was
their route evaluation. The route evaluation, as was stated
earlier, was the route each‘Letter Carriet was allocated to
complete during thé Qork day.

Turning to thev Qo&%rs, it is . clear that thesé
machine-paced workers are required t%g berform up to the
standards of the eqdipment they operate. The Coders are alsé
taced with the posting of the day's pertormance which might
induce an element of competition and stress while pushing
'them‘ to work faster. As a result, it can be é#pected that
;work ‘intensity may be' a factor in job satisfaction.
Certainly the superVision{ which has already been éhowﬁ to
more direct for the Coders,fhayfprevent the lessening ofuﬁhe

their work pace.
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Similarily,w,bohh groups repdrted.a.nearly equal amount
of work'intensity, 4.96 compared to . 4.92 for the Letter
Carriers.. Even so, the Coders still rep@rted that they had
to work faster and harder than their counterpar}s, although
the dlfference was only .04, This may supp&rt the autonomous
flndlng Since it is p0551ble that the Coders are not work?hg

harder out of choice but due to the work paee imposed by the

equipment they operate.

If a job is heavily routinized, it can be expected that.

the workers would report that they had 7less automony

(freedom to take breaks, dé%iding their work pace and

responsibility in deciding how the job should be completed)‘:

than other jobs with more automony. The degree of automony
has been shown tovbe linked to the level of job satisfaction
since it indicates the amount of control over the product%on
process the wdrkef maintains, This proposition is supported

by Table 4, wﬁich shows that the Coders reported an average

score of 2.81 on the autonomy summary Scdre, compared ' to

4,51 for the Letter Carriers.
- This findiné suggests that the Coders feel that fhey
have very 1little control over their work while the Letter
Carriers feel generally.positive about their autonomy. This
is to ‘be expected given the fact that the Le;ter Carriers
are away from superv1s;02 a good deal of the day and are
generally free to dec1d§ specifically how their tasks are to

be complefed. The Coders, on the other hand, are under

supervision all - day, are assigned to work on a



. Carriers' summary “sc

~coc-workers, Coders' scor

65

specific machine -for that déy and have a fixed production
quota to meet. o

Follow1ng the‘ results of the earlier factor analysis,
the financial items were examined separately. On the whole,
both groups are generally positive regarding their financial
rewards, that'is the pay, fringe benefits and job security.
The Coders were more positive in agreeing tﬁat their pay was
good, compared to the Letter Carriers, 5.§3 and 5.26. The
Letter Carriers rated their fringe benefits more highly than
the Coderé, 5.20 and 4.11 respectively. The differeﬁces
between the two groups were significant at p2.000 on these
two 1tems, despite' the pay rates and benefits being
relatively similar between the two groups. Both groups
generally agreed that their job sécurity was good, althouéh
the Coders repofted a slightly higher level of agreement
than the Letter Carriers, 4. 93.'compared to 4.85. This
dlfference was not statlstlcally s;gnlflcant

The co-workers summary scalevois“‘a> composite of two
ifemsa "do co-workers take a personal interést in you" and
"are'the§ helpful to you". These measure workers' perception
of the level of social support thHey receive ffom dther
workers. This scale provides a picture of how welly workers
feel that they are getting alohg‘with'their fellow workers
and there is éeneral;y little differencé between the two

groups. Both grodps: arergene;ally neutral regardlng their

‘compared to the Letter
}Thlsfxs an'iﬁteresting

. ) ﬁ”-' o S B
Ay, T .
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result in that the Letter Carriers spend a good deal of time
.alone while delivering the mail. As a result, one would
expect them to rank their co-worker support as lower than;
that of the Coders, who work with the saﬁe people for the
whole shift. The quality, as well as the frequency of social
contacts, may iﬁfluence this measure and COUla account for
these results.

- The neutral score the Coders reported can be attributed
partly to the large amount of noise created by the mail
sorting equipment which inhibits the Coders from having
informal social contacts whilevworking. A substahtial number
of the Coders add to that noise, and thereby increase the
sense of isolation from other wdrkers,\by wearing portable
radios. These devices may heighten the sense of isolation by
adding music to the alreédy loud noise of the operating
machinery. These fadios also indicate a certain amount of
escapism from the current work situation since they provide
a diversion from the job. Possibly the widespread use of
"walkman" radios indicate a job adapation pattern which is
being used by a large number of the Coders to escape the
type of;;ork they perform.

Finally,' éhere is evidence to suggest that time
pressure and role conflict may reduce the level of job
satisfaction. fﬁe two groups feel that there are some time
pressures, ie; there 1s not enough time in the day to get

everything done, and some role conflicts. The Coders

reported more time pressure and role conflict, 3.77, than
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did the Letter Carriers who reported a score of 3.95. The
Coders are paced by the machines they operate and ag, a
result feel that there'are certain pressures to propes; a
given volume of mail. Both groups' score would be expected
to increase if the survey had beeqﬁﬁaken at péak periods in
year for mail volume, for example Chﬁisﬁﬁéérbxn“jusﬁ~—ﬁefo:e
the end of April.when income tax returns Qere;due. ‘

To summarize our discussion of task chéracteristics,
generally the Coders reported very different perceptions of
all aspects of their job when compared to . the Letter
Carriers. Especially prominent were the scales of
supervision, variety/challenge and automony. These three
items are directly 1linked to the work's leveliof;;ask
routiniéation.since supervisian indicates ' how cloSely“the
‘worker's actions are govérned by’an external source. The.
lack of variety/challenge is a halimark of the routinized
type of work structure with the employee required to tend
the machine and to function as an extension of the machine.
It 1s especially salient for-those Coders who run the Optic
Code Readers (OCRs) sincéyéld *he Optic Code Readers require
is someone to insert the mail in-a burdle into the machine
and remove the letters once the machine has processed the
bundle, theg%by‘reducing the workers to the role of machine

tenders. Theﬁ%ﬁhtomony summary score showed the largest

ps
v

differenqe Jjetween the two - groups as the Coders reported

having véryqliﬁtle decision-making power on their job while

7

the Letter Carriers were relatively free to decide how their

Y
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work was to be adcomplished.

Overall, we can conclude that the Coders' ' work . 1s
highly routinized while the Letter Carriers pérceive their
job as more wvaried and open, in terms of the task
characteristics. The next section will invéstigate the two
group's géﬂres on the Jjob satisfaction scales and then

determine if there 1is_ any relationship between the task

haracteristics of each group, and their level of job

satisfaction. relationghip 1is critical to identifing

which aspects of the jog\\;;g\\ﬁifeciiz\\ifficting the’
¥ employee's level of job satisfaction. Only by kn;;Tﬁ§\wh$eh;\;\\

' characteristics strongly affect job satisfaction, can the-

workplace,be altered to be more satisfying to the worker.

B. Job Satisfaction
The QUestion of job satisfaction is a major concern in
the occupatioﬁal literature (Locke, 1976; Nightingale, 1982;
Lowe, 1981; Burstein, et. al., 1975), especially given the
growing concern with improving the quality of working 1life.
It 1is necessary to understand the theoretical changes which
job satisfaction research has undergone in the last seveﬁty
years to appreciate the present assumptions being used in

" this research.®

F.W. Taylor, possibly one of the earliest students of
Qork motivaﬁion, felt that workers were rationally motivated
individdals who wisﬁed "to have the highest possible earning

*See Thompson, 1983, Chapter 5 for a thoroﬁgh discussion of
the aspect of control. '
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with the least of fatigue" to be satisfied and productive
(Locke, 1976:1%98). This approéch gssumed thgt the worker
was a totally rational being who weighed the costs“‘against
the benefits of pérforming t o job and 1if thése benefits
outweighed the cost, the worker was satisfied. This approach
ignored . the cognitive and social elements of workers and
fell into disfavour, largely due to the- fact that the
workers did not tend to react totally as rafional beings.
Taylor's research was directed towards inc?easing the
productivity of the workforce and his assumptians regarding
the factors motivating the worker held sway 1into the late
1930'5. It was only when later research moved away from
these ideas that the question of job satisfaction began to
be studied. ‘ T

As a result of a dééire on the- part of managers to
creaté a more;productiVe, and satisfied, workforce and the
failure of Scientific Management to- accomplish fhis,
industrial sociologist began to explore job;satisfaction
‘more fuily.' ’ The Hawthorne research (1927-1932)
(Rothelisberger and Dickson, 1939) established the ability
of ﬁhe group dynamics and social relations gererally to
influence the production process. .They also investigated the
effect of maragement styles in "shaping employeeh attitudes
and performance” (Locke, 1976:1299). Their‘findings guided
management practiées fér almost two decades with their
emphasis on the strength- 6f ;he work group to govern the

productivity and satisfaction of the individual members
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(Tausky,‘1979).

The Human \Relations school, which emerged from the
Hawthorne studies, began to gain widespread prominence after
World War II. By the early 1960's, industrial sociology
began to move away from the group dynamics approach. This
§choolv of thought stressed the importance of leadéfship in
vdeveldbing a productive and therefore satisfied group of
workers and advoéatéd participafdry management. This meant
that workers were invited to assist in the development of
the work process and shared control of the proauction
process. This new deveiopment in industrial sociology met a
good deal of resistance from'management who saw this as a
reduction 1in fheir control and authority.

The Humén Relations approach gave rise to another wview
of job satisfaction which concentrates on the work itself as
a factor in producing a more satisfied individual (Petty et.
al., 1984). The major flaw in, concentrating solely on task
characteristics as the factor which results in a satisfied
worker is that other variables,:suéh as the worker's age,
sex, and edu :tion a}l'appea{,to_hagsfg m;nor bearing on the
overall level of satiéfactipn (Tausky, 1979; Burstein et.
al., 1975) Other research shows thét external factors, such

as the person's home life and social support network, will

influence the way the job is perceive. Meissner (1971) has

arqued that satisfaction is not a unidirectional variable in
thgg“" job  satisfaction is linked to overall life

satisfaction. We believe that since the respondents in this

o
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study have " only the work tﬁgy do 1ﬁ)coﬁmon that this isg a
major underlying element, in. eur&gab satxsfacéﬁ%n which is
not to discard tﬁe p0551bla¢ efﬁﬂcbs of other sources ‘ of
tension or dlSS&tleaCtle5 Ungertgnately this study lacked
the background data to fully investigate external job
factors and their impact on ﬁg;,respondent's reported level
Qf job setisfaction. i €
Recall that we previously defined job satisfaction as a
transient subjective state in which ‘the worker assesses‘ the
achievement of his/her work goals (Kallebefg,'1977:127; cf,
Locke, 1976:1300). This definition contains two separate
dimensioh of job satisfac;ipn, as reviewed in Chapter I
above. First, 1in general how satlsfled: thé:.lideldual
reports being with their jobs (a dlrect global measure ofg
job satisfaction). Second, do'they like the job .enough ,fo
try that type of work again (another agpect of 'jbpe

satisfaction). These two facets are viewed separately ~in

that a worker may be very satisfied with his/her currehii

Ry
position but still curious to "see if the grass is"’ greener -
. . W

somewhere else", ie. to 'move to what is perceived as a more’; .. .

W

satisfying job somewhere else. The worker may also believe

PRI

that although they intensely dislike tﬁeir,job, there ére o
better jobs available given the current labour 'ﬁafké%7
conditions. The second facet can be tapped if the respondeﬁt
is questioned regardingiwhethef or not they‘ have actively
searched for a job within the last year. This revééis their.

perception of the job, in addition_ to the individual's

h 4
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ﬂhndersggnding of the current labour market situation.

We wutilized five separate measures of job satisfaction
in an effort to measure workers' overall 1level of Jjob
satisfaction and the.type of action they wowld t;ke 1f the§<
had an opportqnitywto«change their job§: Table 5 reports the

results of these five job satisfaction measures. Clearly the

Coders are less satisfied with their jobs than the Letter

Carriers, 3.71 compared to 5.24 on a general job
satisfaction scale of 1 "Very Dissatisfied", 4 "Neutral" to
7 "Very Satisfied". These results™ were significant at

pz.OOO.‘This suggest that, for wha;eQer the reason(s), the
Letter Carriers were much more satisfied with their jobs
thal were the Coders. The second measure strongly confirms
this finding with a’fuli 63 percent of ?ll Letter Carriers
willing to chose the’ séme type vof work again. Only 26
peréent of the Coders would choose that type of work again.
_ The thirdlvariable, "Woﬁld‘you'take a similiar job at
thi same pay 1in another}orggﬁgzation", measures workers'
satisfaction with Canada Post rather than with the work
itself. Once again, the Letter Carriers are generally
satisfied with the organization as only about 27 percent of
all Letter Carrieré would éhanget organizations = while
remainingvih the same jobs. Tﬁe¢Coders, on the othexi hana,'
~are about equally split betyeen likig?vthe job and disliking
the Post Offite and disliking the job and liking the

~ A
organization. Possibly this 1is die to the widely known

pilitancy of the Coders' union, the Canadian Union of Postal

R



‘ Table 5
} Job Satisfaction Scores
wOrk Groups
o : | 'LETTER -
VN Job SatisfactionvMeasures CODERS CARRIERS TOTAL - SIG.
. o ) < :
: ' ' .0 ) . J"' o . .
Overall Satisfacfion Score' 3,71 5.24 4.89  *xx
Percentage Who Would Chose the 26 4% 63.4% 55.0% ¥k X
Same Type of Work Again : '
' Percentage Who WOuld Take A S 51.1% v26.6% L 32.1%x e
Similiar Job at the Same Pay - ‘ ;
in Another Organlzat1on -
How Likely Is It You Will Make 2.98 2.16 ° 2.35  ¥xx
a Genuine Effort to Find A New L ‘ ' |
Job With Another Employer in R
,  the Next Year’ _ . ' oo
. NP i o ! v
1 Could Get A Better Job’If I 3.19 2.89 . 2,96
Quit Work1ng For the Post :
Off1ce v
o Number of Respondents 94~ 318 Ca12
; . a 2 T ‘ . | | N
-'This Question reports the mean scores on a scale from 1 to
) 7L,where 1 is "Very Dlssatlsfled" 4 is "Neutral" .and 7
- is %Véry Satisfied". | -
FThls Questlon reports thE .mean scores on a scale from 1. to
'-jwjd¢ ~ 7, where 1 is."Very Unllkely 4 1s "Neutral" and 7-is
R "Veryﬂleely" i A
“2This Question reports the mean scores on a scale from 1 to
Ny K_wv =7, where 1 is "Strongly Dlsagree" 4 is "Nelutral™ and 7

s - . is "Strongly Agree" ’ . AR, ' B

, [N
L, s
.

T fegence among the t#o work groups was 51gn1f1cant at
. pz2.Q5; usingra two tailed: srgnlflcance test. )

Difflerence sngnlfacant &t pZ.OJ e 8
leferenzé significant at p> OOO T
- : o : ”
‘fr * Pl .‘ ; g L]
. A [ ~ ‘ . ¢ ~
R ] -\“ {
R P -

-t
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Workers, compared to the "less militant Letter Carriers's

union, Letter Carriers Union of 'Caqada (Parrot, 1984).

k]
k]

Taking the last two.variables into account, chosihg the same

-type of work agaln and mov1ng into a dlfferent prganlzagﬁ?n

\ 1Y
.1t is clear that the Coders are less satlsfled with" thelr

present job when‘compared to the Letter Carriers.

The fourth ‘question, -"How  likely are YOu.to_make an
effort to flad anoﬁbem job W}thlﬂ the next year" - is a
l
*x.
measure of *gﬂe ﬂ*wrw%rs ;mrceptlon of the labdur market as
s 0%
well as thelr level of dlssatlsfactlon Those workers who:.
“rn .
are very fdlssatlsfled ‘would be 1ikely to actlvely seek

) another job even if the prevailing market conditions Mere

[}

poor . Table 4 1llustrates that the Coders are 51gna§1cantly

(2 98 compared to 2.16) more likely. to search ‘for another

Q"
L4

jOb but generally both groups are constrained by their

gy perceptlons oI tﬁe number of avallable "better" ]ObS ‘Given

(]

: “é%hat z"thls this{ SprVey was completed durlng the 1982a 983-
lrece551onz it seems unllkely that elther group was llkely to

. try to ﬁlnd ‘another, job at- that time.

Ll ‘o

The last,Job satlsfactlon 1tem4tr1es to estimate the

*,respondent S level of ]ob satlsfactlon whlle con51der1ng the

LR R

constrains oé ex1st1ng labour % rket condltlons The Coders

are more- llkely to agree that they could get a better ]ob 1f

»

"they qu1t‘%he Post Offlce a scoreéof 3.19 compared €6 thew
Letter(\Carrlers;vAsoore of 2. 89. Agaln ‘both groups are
. o i s o
P ’ L . . | ‘ . .
generally. negat1ve~£1@wgg%rmaa@of thlS question possibly,

’betause.'of

here were not that

4
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cmany./better jobs ava1lable at the time -of the survey because
of t#e rece551on |

In summary, ‘it.dappears that the Coders are less
satisfied with their jobs in general, less likely to chose
the same type of work. again and more likely teo be
dlssatlsfled with tne Post Offlce than the Letter Carriers.
Both groups 'were, on average, unlikely to try'to tind
another job within the next year, indicating /that they
perceived that,H at the time of Epevsurvey, th re were few
better jobs available. Also\ooth groups may lack current
accurate 1nformatlon regarding the present labour market

condltlons.

# - To understand the Postal Workers' job-satisfaction ,
- , : : /

scores it-is necessary to.compare them to a other groups ‘ of | /
@workers Through Qs"i';'he use of Edmonton Area Survey (E.A.S. )////f\\\’/
data, ‘as reported by Lowe et. al..(1984), we can gain an s

u%derstanding of the".gostal workers' level of jOb
\satisfaction,in cS%pgfiéoﬁ to a laroer popuiation (Table 6).
Tﬁéf Postal study and ‘the 1983 Edmonton Area Study contalned
1dent1cal jOb satlsfactlon questlons so the flndlngs are
dlrectly/}comparable‘ Our analy51s of the E. A S. data set
found that 82 perc@%t of the sample responded p051t1vely to
the general, questlon "how sathsfactlon are you»w;th-your
joo}‘ compared to 64.4 peggent ot. the, Postal ‘workers. L
Turningd to the two - groups of Postal workers, we see that P
29.8 percefst’ of the Coders reported aé’f%as* some positive
job satlsfagtlonﬁ compared Fto: 74.5 percent of the Letter

L e o

@

T
% ey
/, ‘ / . q%j
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o Table 6
ﬂpostal Workers' and E.A.S. Respondents Job
Satlsfactlon Scores”’

Postal ‘Workers

‘ LETTER ‘ .
Job Satisfaction Measures CODERS CARRIERS TOTAL E.A.S.
Overall Satisfaction Score’ 29.8%  74.5% . 64.4% 82.0%
Percentage. Who Would Chose the 26.4% 63.4% 55.0% 60.0%
Same Type' of Work Again
Percentage Who Would Take A 51.1%  26.6%  32.1% 17.0%
Similiar Job at the Same Pay - o
“in Aﬁfther Organization - v

How Likely Is It You Will Make 26.6%.- 14.1% 17.1% 24.0% 5,

a Genuine Effort to Find A New - ‘
Job With Another. -Employer in
the Next Year*

' . R . "
h Number‘of'RespondentS‘ - 94 318 412 173°

-'Percentage of respondents who reported at least some job
satisfaction,

*Percentage of respondents who reported that it was at least
somewhat likely that they would look for another job.

*Selected white cbélar and blue collar sub-sample of 1983
E.A.S. Survey

'
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Carriers. The Coders are considerahly less likely to report
‘that they were satisfied with their job than the. population.
The Letter Carriers, on the other hand, reporteo job
satisfaction at a level -similar to the populetion as a
whole. The Coders reported an extremely low level of job
satisfaction when compared to either the Letter Carrlers or

the general.Edmonton.popuzatlon.
The difference betweeh the 'Coders and the general
pogﬂ@atlon 1s made more dramatlc if one compares the Coders
eto the 1969, 1973 and 1977 Michigan studies as reported by

, . . : .

Quinn and Staines (1979). These researchers found that,

. dependlng on the year lfetween 85 5 percen? end 90 percent

of thelr sample of the lmerlcan worklng populatlon reported
t belmﬁ*at least sompwhat satlsfled w1th thelr jOb (Quinn apg..
.S"ftal‘n;esh‘, 197%@310 - in ‘ contrast to.ﬁ 2'95.8 ”percent- of & ?
Coders. In addtgion,f?ﬁe Caﬁgdiéh&yorﬁﬁmyalues ‘Study found
that 89 percent pf their sample offpaneaiah.workers were at
least somewhat satisfied with thgﬁr johs (ﬁurstein et. al.,
'1§7%:28): Clearly ﬂthe’Coders}arééﬂiés setisfieg with the}r
Job than would have been'ekpectedq'in a frandomly selected
sample ofJ North Amerlcan workers.. The magn1tude\pf thesﬁ

\

"difference between thb Coders and ‘the rest of the worklng

¥

population suggests that they are very dlssatlsfled w1th

. their jObS comparad to’ the general populatlon -?‘\ ;

The second= questlon on Téble 6 shows that there are )
51gn1f1cant d1fferences between the “-wo grOups of Postal

, Lyorkers and.'thé general populatlon regardlng whether’ they

£l
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woulg chose the same type4of work again. About 26, 4 percent
of the Coders would chose the1r present job agaln compared.
“to 63.4 percent of /the Letter Carriers. Approx1mately 60
percent of the/genef/i Edmonton population reported that
they wduld chose the same type of# job again.

While 17 percent of the E.A.S. sample would take,‘a

similar job inanother organlzatibn, over half of the Coders

ompared to 26.6 percefit of the Letter

e L
}"l

» indicates that the Codefs are much less

1 e organization they current work for eltherA

the Letter Carrlers ‘or the general populatlon~ There may be

fry

“two explanations for this, one that thes Coders are “more

militant than the Letter Carriers and therefore less.

B : @

satisfied with Canada Post. This‘explanation is supported in'
the, article by J:C. _Parrot, CQPW'S national leader, who
stated that the "struggle's should . continue against"éost
'»,idﬂifce management (Parrot 1984).’85cq‘h; there may be task

’dﬁaracterlstlcs, which are siicific'to the Coders, such -as

»

e the .closeness of supervision or lack of aUéonOWYI which may

be related to their desire to leave the'organization.
/\ \ . ] . . ] B . .AP ) .
In line with their relatively. low level of job

satisfaction, the Coders were more likely to feel that they

,”would make a‘ .genuine effort. to flnd’another job in the(~

4

coming year than e1ther of the other two groups About .26L6
percent of the quers replled that they 1ntendedyto do- so,
' _compared “to  14.1 percent "of  the Letter~ %eérjbréf ‘whb)%

3

: . o . ‘ ey E
reported a -significaptly higher lewel of job satisfaction.

S . & %)
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. actlvely seeklng another job. B A

job.

79

When compared to the generadl worklng populat1on ‘lt appears

i «)‘
that the.Coders are closer to represent1ng the ‘norm of 24

percent than fthe' Letter -Carrlers This may be in fact a
s

b
measure of just how satlsfled the Letter Carrlers are, since

they ' *were’qmte ~a bw less llkely, than %he general’

population, to feel that they would “be searchlﬁﬁ for another

job in the next year : All %hree groups ~ low level of
T a3 :

| planning to seek another job may have be "due to . thé fact

that cthese Surveys were taken in the m1dst of: the 1982ﬂﬂ§§5?'

. ! ‘M‘a‘

“\t; \"’\ , I
: a%ifage. Possibly therefore there was feeling prevalent in

th Sopulatlon that there were few johs available. This

guestion could easily be addressed by conducting a follow-up

%tudy to‘determlne 1f,a higher percentage of Coders, Letter

Carriers ,and@he populatlon as a whole are now plannlng to
W ' =

To summarlze - Table _ 6, it appears that'a much smaller

percentage of the Coders were satlsfled with their job than

-would have bee?expected in tlpopulatloﬁ MOders, 13

comparison to other groups, were not Satleled with their -

jobs, | did »inot like -the work spe%£ cally nor the

organ1zat10n they worked for and were sllghtly more likelﬁ“

to actlvely try to flnd another jOb The tter Carriers on

the other hand, seemed 59 strongly f_like . ‘the ‘work,

&

1rregardless of- the.'organﬁzation'.theyw worked for and

' p0551bly a% a result were unlikey to want to find "another

.

‘recession when the unemployment rate wa hl%héf than”“
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In an effort to reduce the the number of dependent
variables, an ann&ysis of the five ijob satisfaction = items

was_undertaken. Table 7 indicates that_the five items do not
m\ , A

i,

correléfe;strongly with each other or with work group. Thls
suggests that the five items were dlfferent dlmen51ons of an
individual's overall subjective experlences of "~ work,
Cereainly other ‘researcﬁers‘ may wish to investigate these
'separate elements within job satisfaction, in an ‘effort to

"more fully assess the impact of the four jOb satisfaction

" g&‘w § 4
questlons‘on the global job satlsfactlon measuyre, WQ “have

& pr . ¥
3 g ' v(}ﬁ' '%:‘ # o v" SEEL ‘3-:" G\“’)

M‘Chdeen .to ‘use a single,‘global meaSure which is entlrely.
consistant with other -reseath in the area of . job

satisfaction. In particular,, Pefty et. al. found ‘that the

cd

global type of Jjob satisfaction measure, rather than

facet-specific measures, was most strongly related to job .
. N A
» W

' performance (1984:719). Secondly, as was stated earlier, thelfu~?

P
v e

inter-item reliability coefficient between _ the five{foﬁ
satisfaction measures was a little Joy, especially" for a

dependent variable, (alpha:=.64) to allow the five items to

L]

be used as a single scale. Other researchers may wish t38

“ : AN
examine various  facet-specific 'measures to determine “the

b

causal relationshig., between’ satisfaction and the more; ;
specific vmeasures. This type of research would further

. N . -«
enhance our understand1ng of the complex interrelations

between job satlsfactlon,and its various facets.

L
L]

An initial regre551on equation was performed in an

effort to detefmineAthe ability of the global facet-specific
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Table 7 :
Correlation Matrix of Job Satisfaction Measures and
Work Group With The Global Satisfaction Item

Measure 1 2 3 4 5 6
1. Global Satisfaction 1.“ .49 -.22 .38-.28 .39 .
2. Would You Chose the Same Type ' 1.00 -.30 .30-.25 .31 ﬂk,‘
of Work Again? ‘ '
3. How leely Is It You Will Make .30-.17
a Genuine Effort to Find A New Job
With Another Empldyer&‘p the Next
Year? . 4

' . - B S
4. Would You Take A Similiar Job . 1.00-.12 .22
at the Same Pay in Another- xﬁg" S
Organization? ' ”
5. 1 Could Get A Better Job If 1 D o 1.00-.08x
Quit Working For the Post Office. ) o '
. N ' :
6. Work Group (1=Coder,'2=Letter _ 1.0 "
Carrier) ’ ' T o

Number of Respondents 412

*P2.05, all other Pearson Correlatlons are significant at
p> 00. '

&
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jeb' satisfaction measures to‘predict the global facet—free
item.,Table 7 found that 36 perceht of the variance 1in the
global job satisfaction item cehld be explained using the
other four job satisfactionwitems'ena work group. Given that
64 percent of the variance in the global job satisfaction
item, "in general how satisfied 'are you with your job",
could: be hS% be .explained. by the the other measures, it was
decided to use the global job satisfaction . item as the

P

dependent variable for the rest oﬁ’hthe” anaiysis. This

decision follows similiar analysis. by Gruenberg (1980),

Lemkau and Pottick (1984), Jurik and Halemba‘(1984) and

~Murray and Atkinson (1981)'who.ail”u53d a single, global job™

satisfaction item as the dépendept measure of. job
Satiefaction A regre551on equatlon,rcompleted in Table 8,
feund that ch051ng the ‘same type @; work: again was strongly
related to’ mhe global job satlsfactlon(;easure !

In summary, the Coders are con51derab1y less satisfiéd
‘with their current job,then the Letter Carriers. They are

less like}y to choose the same type of work again and more

likely to be dlssatlsfled~‘w1th the Post. Office as an
N .

organization. It is possible that this dlssatlsfactlon with |

the PostW0ffice is a function of thelr work rather than any
i

spec1f1c' policies of the organization. It is also possible

thatlthe Ceders'are a more militant® group,' beihg yeunger,

hnder constént direct supervision and having lese aﬁtomony

and as a result are more dissatisfied with the organization

as a whole. The next phase of the research will investigate

N



o _ : Table ‘8
Regression “bf All Job Satisfaction Measures and

83

Work Group On The Global- Satisfaction Item
Variable b SE b Beta r Sig.
Work Group : - ’ .0199 1757 .2561 .39 .00
Would You Chose the Same Type .6679 .1453 .4998 .49 .00
of Work Again?
Would You Take A Similiar Job  .7576 .1540 .2128 .38 .00
at the Same Pay in Anoth
Organization?
1 Could Get A Better Job If I -.1528 .0417 -.1521 -.28 .00
Quit Working For the Post
Office. .
, ) .
Constant | .7409 .3434 .00
Summary R? ' .3639
Number of'gespondeﬁts o= 412 o
oy e s Ry i i\
. & .
4& .
) " -
: x L}? < %
o '%ﬁﬁfa
e S
Y
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;équatlons. ‘The purp_ﬁ

male, Letter Cartiers. Since it is_.now clea

L : ‘ "

. s Lot PR l‘»l
the link between the worker's level of job satisfaction

N apdl
the characteristics - of.}their, jqbs. More specifically;‘we_~
will test the central reéearch‘question of whether .or _not
task characteristics - ar(—::"‘*"’:‘:_::cvii‘rectly‘T reieted to job
satisfaction and if'éo, in wﬁat wayé. w |
| ng
C. Job Satisfaction and Task ‘Characteristics

The last chapter suggested that there are significant
differences 1in the personal characteristics of the ‘two
groups, the Coders and Letter Carriers, namely in their
composition by sex, by age and length of time=on~Qbe;job.
The Coders are tvplcally younger femahes, who had worke d fer

the Post_Offlce for less t;me than,the_o;der, predéminatelv

“that there are

important differences in the personal,4work experiences and
perceptions of task characteristics of the Coders and Letter

-
v

Carriers, it necessary to examine the inter-relationship¥.

‘between Qgsk characteristics and ‘job satisfactign. In doing

\

50, .we will gain”ﬁ‘more complete dnderstand)eg of how each

o
. -

3

. group percelves the job and how that p@@ceptlon ‘is related .

to job satlsfactlon AR o .

>

® The relatlonshlp between -job éatasﬁagtion and the
‘h < ¢~ N v ‘:.‘ h - . N .

[ RN R e e
demographlc and task chara g;rlstfcse tk W QFGPPS«yfllﬁw,

be estlmated thrdp%%.

f$o~examine ‘the overell effect of task shataetéglstxcs whlle

. N . .

. "
controlllng for personal: characterlstlcs.and work' gronp The,.»

E

.
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regression equation answer two quespions{-firsﬁq whether or

not work group ‘has any effect on qhe level of job

-

satisfaction, and . second,.i fsonal charqbterlstlcs have

‘f

an effect on job satisfactid ‘file contrdlllng f r task

characteristicd and work ‘hp. Finally, the regre551on
analysis will suggest if tasﬂ chara%terlstlcs have an effect
on Ijob ' satisfaction, &Egle all Aother variables are-held

constant. This will be done by entering ,;hree//geparate

blocks of wvariables (work group, personal characteristics,

&
work experiences and task characteristics) into a stepwise
-, ‘ : :
regression equation. This will force work groups ‘into the

. . \ oL
equation first, followed by personal characteristics and

finally by task characteristics. By following this procedure

ub

w& can determlne if specific job or personal characterlstlcs
have an effect on the glo?i; job satlsfactlon measure of "in
general, how satisfied are you with your jOb", ® Given the

findings of previouS‘presearchers, the first regression is’
the next logicalrstepfin‘tge)analysis of the Postal data.

The secohd regression equation will examine the Caders

7,
and Letter Carrlers separately to determlne f different ]ob

dﬁ ~ - v g

.character15t1cs~ may be 1nfluenc1ng the h flnalfw job

satlsfactlon score, for each group This will ‘indicaee\ 1f

dlfferent factors are- related to each group' slglobal job
'y

;1sat15faﬁ¥1on score.EVarlableg such as age (Rxhehart 99787 s

Bursteln et. al., 1975; _erght "and Hamllton, 1978) sex ”
(Bursteln et al., 1975; Murray and Atkinsor, 1981; Miller,

i

1980), education (Zeirz, 1§83;‘Glen and Weaver, 1982) andﬂ;
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. ’ e ' - - .
length -of time on the job (Caplan, et. al., 1975), just to

name a few, may be related to the fihal Jjob satisfaction

item. ThlS '1s a post-hoc analy51s and therefore there are no -

hypothe51s as to the direction of the slopes. Flngllx, a z
score will be computed to determ¥ne if there are éigniticant
differencesvbetween‘partial slopes |

Table 9 reports a reduced form equatlon and suggests
three ma jof observatrons The first flndtng is that% work

group accounted for 14 percent of ‘the variance in job

-

satisfaction, in the fir" step. Once task characterigtics

are introduced liewever, work- group dropped to explaini%g

5.07 percent of allwthe vagiationp in job satisfaction. This

was calculated by multiplying the zero order corrélation by
the beta welght. For example, the béta welght oﬁu%grk group
was .j334, and the zero- order correlation between %Work g*oup
aud job satlsfactlon was -. 38 thereiore .1334X.38f5.07%. Ehis
ls the total amount “of 'var1ance .in job/dsatiet%ction
egplained by work-group. Bx elng“ the , samg ;equatio&~ aﬁd
dividing it bfﬁhthe R?: we can determlne what percentaﬁe of .

the change in. R? \uas cdug‘ wo:k group -For example

.1334%.38/. 5008=10.1%, therefore 10.1 pe"amt of the Rl was

b =

, attrlbutable to work- groué Note the dlfference between the

. satlsﬁactlon was 11nked to work group, while 10,1 percent of

two equations. About 3i percent \of the varlance “‘in job

»

-~
the total R*.was attr1butab1e to work group The R? change

v ™
for work group at_first glance appears to be high but this

was due to the fact that it was forced intg the regression v

i

[\ . “ - b . [
. . * -7 k4 : N -

. - 4 - M
. .



- Table 9
Regression of Work Group, Personal Character15t1cs and

Task Characteristics On The Global Satisfaction Itemx*’
i N _ , 2
lﬂl ‘, ‘\ o v R?
Variable . '\ b SEb. Beta r Change Slg

| |
' .

A Task Characger1st1cs ' o , ' .
Ty Var1ety/Ch411enge Summary‘ .483 .0514 .4166 .58 .2240 .00

&
4 Hork Group | . [.5523 .1947 .1334 .38 .141)) .00~

Score | , ! i .
Pay is Good,/“ : "j <297 .0472 .2532 .25 .0891 .00
Supervision Summary Score = .276 .0640 - .1868 .45 .0353 .00
Autonomy Summary Score . 150 .0540 .1328-.47 .0114 .01
Sy . ’ ‘ :
Summary Constant - . = - =-,5408 ,3557. ! .13
Summary R? o .3008 :
Number | of Respondents 344 | 7.

5
* Only variables which are significant at or above p2.05 are
reported. As a result the personal characteristics of; age,
sex, marital status, educatign, and the work experience
characteristics of; Time With Post Office, Time with
Edmonton, Post Office, Time at Classification, Time In
Section, Time On Shift, Preferred Shift, Overtime Hours .Per
Week, were not  included 1in the equatien. The Task
Characteristics of; Time Pressure—Role Conflict, Co-workers,’
Work Intensity, Fringe Benefits and Job Security were also
not included. o i ’
o

- Note: Reduced Form Equation’
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equation first ~and this resulted in a largge change in'the(

RZ,

\ ~ ) . R .
Even after the addition of task Qbaracteristics about 5

percent of ‘the:. change -in job §5ti$faction was still

' éttribﬁtable to work group. Work gﬁoup*is~therefor§ still a

significant variable in the eéuation, possibly because it is

a prpxy‘for other unmeasured aspecté of the job.

‘The second major observation 1is ‘that the personal
) kS . ¢ 1
\\' . . . .
charateristics of the two groups did not have a significant
. ™~ ~. ¢ .
net .effect on job satisfaction. A probability level was set

. 14 ‘ . }
at .05 and none of variables found by other researchers to

be significaht (age, sex, marital status, education, length

of time on the job, or amount gf overtime) ’e}ntereg into the

equation. This supports _oiher research in that'_fthggg -

characte?istics have only been found tOThéVé/bery small -

effects in large samples (Burstein et. al.., 1975; Murray and
. . , o ;
Atkinson, 1981; Miller, 1980).

The'final observation supports the hypdthesis that task

characteristics are 'a major contributing factor 1in job

‘satisfaction. About 24.2 percent of the total  variance in

.job "satisfaction ‘can be explaineé by the degree of variety

and éhallenge within a job. Thié variablé> explains about
48.3 percent of the R?*. From the slope (beta=.4166) we élso

see support for the proposition proposed earlier that as’ the

amount of variety and challenge increases in a job, so does .

the\level of job satisfaction. We maj also be able to assume
A : ' :
therefore that as the job's variety and challenge decreases,

&
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s&ﬂT;oeé the level of job satisfaction. Given, this result,
the Coders, who h@d a‘lower leyei of variety ané cﬁalienge,
havé-a iowér le§el of jobAsatiSfaqtion; even afte} all other
variables.are held constant. |

| The importance of the pay being preceived-as - good is
also stressed in Table 9, explaining about 6.4 percent ‘of
~all the variénce in jobfsétiéfaction‘indepéndent of work
group and personal characteristicé. Good pay naccobnted for

about 16.8 percent of the change in the R?, meaning that it.

was second only.to vériety/chaII;H;QN{H\be{izntaée change of
R?. YWe see a moderate relationship (beta=.2532) in that the
‘better the pay ié~perceived, the greafer the likelyhood that
there wiil’be an increase in job satisfaction.

"The type of‘superyision-is also shown' in Table 9 to be
‘positively related to 'job sétisfactibn (beté=.1868)1
explqinfng) about $.4 égrcent of.  the ;Change in jqb
satisfaction,. In/L general if workers félt that their

supervisor was competent, then they are more likely to be

satisfied with the job in general.

e . ' L . . ]
’ The third largest task characteristic effect was due to

. the autonomy summary score (beta=.1328). About.6.2 percent
\3?\t§ejvariance in job satisfaction was due to the lével of
autonéay‘ an individfilal was given on the Job. This variable
‘accounted for the remaining 12.5 percent of R?. Although the
zero—Oraer correlation was high,'it appearé that thefe was
~only a weak positive relétionship between an incfease"in

“autonomy and an increase in job satisfaction.
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The yremainiﬁé.tesk‘cha:acteristics; time pressure—agle
conflict, work intensity, co- workers, fringe- oehefiEQV*andf
job securlty did not enter 1nto the regre551on equaiﬁon. "\

In total, work group and four task characteristic items
exp}ained 50..08 percent of all the va:iahceb in job
satisfaction. Although'there are cleafly other faeﬁorg in
operafion, half of the total variance in job sapisfacpioq
cah.be explained by theé five items. o

In eumméry, Table 9 \indicates ‘that four task&/
characteristics explain about 45 percent of the bﬁange in

éob satisfaction. The difference between work groups.
accounts for about 14 percent of the change in 5ob
Satisfaction initially but when task characteristics are
added into the equation, this declined to 5.1 percent. This
iodicates that other variables' such as the overall work
%nvironment; the union, and the differen£ pHysicalesetﬁingé,
thch are not measured by thie survey are still accounting’
'for some of the ohange in setisfaction. Over 31 percent of
the change in job satisfaction, .and about 60.7%_of‘the,tota10
R?, were attributable to variety and autonomy. These two
'variabies can be 1linked to the level of routinized work,
Since ‘as we have shown earller"satisfying work is believed
to be varled and challenglng, while contalnlng an element of
autonomy. If this proposition is correct then, in the next
regres;ion1 equation these two variables should havev,a
siénificant effect on the rouelnlzed workers', " ie. the
Coders', level of jOb satlsfactlon while having less, or no

4
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effect on the .non—rbutiniééd'-Lette; Carriers. The next
‘sec%ion‘will egtimate the same Yegression equdtion'for each
woik grgup to determiné if there are different determinants
of job satisfactioh amoung Coders and Letter Cérriérs.
D. Job Satisfaction and Taék Characteristicsﬂby Group
Given that we have documented a significant difference
in tTé personal. and task characteristics of the two ngUps,
it is uéeful to'extend’fhe analysis to study how specific
job chafécteristics influeﬁcé the satisfaction level of each
group.'Cléérly from Table 9, we seé that wbrk group 1is an
important variabie invexplaining job satisfactfon. The next
step iﬁ? théfvanalyéis \will examine the - work \groupg
lindiyidually to detérminé the different factdrs affecting
job satisfaction. Previous 'reséafch (Thompsoﬁ,b?j§83) has
examined workers as“a homogeous group but it is possible
that work groups respond ‘différently. to the prdduction-
‘process and report different job satis{éctionbleve;g. This
step moves beyona simply‘looking at the ‘cprrelates of job
,\/satisf;ction and. attempts to determine, for specific types
'of work groups, which task characteristics 1influence job
satisfaction, Cohsequently we estimated é regression
| equation, including all the Table 9 variables with the
excéption of work grbup, for the Coders and the Letter
Carrjiers separately. In these two regression‘.equations all

variables were entered simultaneously ''to determine which

were the most critical in explaining ‘the job satisfaction
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for either the Coders or ‘the Letter Carriers. We will

.separately discuss the two groups, looking at the task

Coders »

»n

characteristics which effected each group's level of j9b

~

" satisfaction.

I

-

Looking at the results of Table 10 for the Codefs, we

see that personal characteristics had no significant effect

¥ ‘
on their level of job satisfaction. The only variable with a

relatibely large beta was marital status (beta=.3252,

siénificance=:09). The relationship, although it was not .
) _

~—

significant, indicated that if the Coders were married, then
they were more likely to feel satisfied with their ﬁobs.
Again this is at best a tenious relationship.

Turning to the Coders' work.}experiences, Table 10

indicates that months on shift and overtime hours per week

were -related to job satisfaction, The longer they had been

on a particular shift, the more likely they were to be

satisfiéd with the job (beta=.3669). Although the beta was
high,'because the zero-order correlation was'low, r=-.0689,
the 1length of time on shift ekplainéd aLbut 2.53 perceﬁt of
the variance in job satisfact}én' and accounted for 3.7
percent of the chahge in the Coders' RZ,

This finding supports the work of Levi who reported

that "the endocrine system does. indeed start to adapt to the

environmental_demands induced by shift work" (Levi et. al.,

¥

1981:22) after approximately three weeks. Possibly the
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lenger the individual had worked a particular shift, the

more time the worker had to adapt to the physical and

’

psychological demands of that shift. With this adaption
comes an increase in ‘the level of job satisfaction. A second

explanation might be that the Coders are a self-selected

group in that those workers who did not like working shifts,

left the group. This seems unlikely though given that the

regre531ng controlled for. length of time on the ]ob !

ﬁxﬁ‘ﬂoders also. 5

[ "

orted that the more overtlme hours
per week they worked,m.%”!‘ Vﬂter their- job satisfaction.
This was unexpected since we assumed that if workers were
not satisfied with their job, they would want to work only
the required ntumber of hours. This 1item (beta=.2758)
éxplained about 3 percent of the variance in job
satisfacpion. Possibiy 'since overtime 1s related to an
~“increase in take-home pay, overtime hours provide workers
with & chance to earn extra money. Making extra money might
be viewed positively therefore an increase in overtime hours

was directly related to job satisfaction.

The strongest relationship between job satisfaction and

.;w\‘ ~

all the variables in Table 10 was between job satisfaction
and variety/challenge. As the amount of variety and
challenge 1n a job increased, so did the Coders"level of
job satisfaction. The Coders' beta of .4653 indicates that
27.5 percent of the total variance in their job satisfaction
was accounted for by this ‘itemh elone. Variety/challenge

explaihed about 40.2 percent of the Coders' R?, suggesting
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that it 1s a strongly related to job satisfaction. Looking
at the slope, we see a strong positive rel%tionship between
job satisfaction and. variety/challenge. This finding is
consistent with research described earlier which found that
the more varied and chailenging the tasks, the greater the -
workers' level of job satisfaction.

The foﬁrth significant relationship for Coders is that
éupervision was weakly related to job: satisfaction
(beta=.2728). For the Codefs, whether or not the supervisor
was perceived as being competent and helpful had a weak
effect én the job's level 6f satisfaction, accounting for
about 15.3 percent of the variance in "job satisfaction. A
po#kible explanation may be that they are 1in constant
contact with their supervisors during the day, 'so that
viewing the supervisor as competent and helpful was related
to an increase in work satisfaction. |

Finally, there was a relationship between the~Codérs'
level of autonomy and job satisfaction (beta=.2319). This
item explained about 5.7 percent of the total change in job
satisfaction and about‘8.3 percent of'the Coders‘ R?. This
supports the proposition put forward earlier that the
greater the autoﬁomy of the worker, the . more likely that
they would be satisfied with the work.

For the Coders, a very substantial 68 pefcent of the
variance in job satisfaction can be predicted by using five
significant items;A shift, overtime hours pér wéek,

variety/challenge, supervision and autonomy. About 28
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‘gﬁrcent of the change in job satisfaction, and 48 percent of
the total R?*, was linked to the amount of variety/éhallenge
and autonomy in the work. Table 10 also illustrates that 48
percent of the Coders' Jjob satisfaction, and about 71
percent of‘their R?, was explained by the three significant

task characteristics.

Letter Carriers
Turning now to the ﬁ;tter Carriers, Table 10
1llustrates that. none of‘ the personal characteristics or
work experiences variables has a significant impact on their
evel of job satisfaction. The amount of variety/challenge
{in a job explained about 20 peréent of the Letter Carriers'
level of -job‘ satisfgction and accounted for almost 44
percent of the change in the R? (beta=.4187)! Here we seen
: e&idehce to éUggest that as the amount of variety/challenge
increases, SO doeg the level of job satisfaction. |
The second strongest influence on the Letter Carriers'’
job satisfaction score was whether or not'they perceived the
pay as being"good (beta=.212{). I1f they reported viewing
their pay f?vourably, then the Letter Carriers were more
likely to respond positively to the job satisfaction item.
This item accounted for 7.79 percent of the Change in job
satisfaction ‘and 17.1 percent of the change in the group's
R?. The first explanatic: suggested 1s that the L&ttér

Carriers have been with the Post Office for an extended

period of time therefore they are likely to be payed the
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maximum wage. This must be rejected though since the
equation controls for age and length of time with the
organization.

A second more plausible explanation is that the Letter
Carriers have financial obligations which make their
compensatioh important to them. This is supported by Table 2
whiFh showed that err 66 percent of the Letter Carriers
we}e married and that they typically had dependents.'Both of

.these measures suggest that the Letter Carriers might have,
.an economic need which increased the importance of their-
pay.

The more the supervisor was viewed as competent, the

" higher the Letter Carriers' . reported level of job
éatisfaction. This item accounﬁed for 4.3 pertent of the
fotal vériance in'this group's job satisfaction and about

.9.3 percent of the the R? (beta=.1189).

Finally, for the Letter Carriers the co;workers summary
score was important “in determining job satisfaction
(beta=.1127) and explained 4 percent of the total wvariance
in job 'satsifactﬁon, 8.9 percent of the R?*. This may
indicéte that the Letter Carriers are éxpressively oriented
since the social support received from their co-workers has
a significént positive relationship to the level of job
satisfaction.

To summarize the findings for the Letter Carriers, four

L itéms; uariety/éhallenge, pay,‘supervision and co-workers,

have a significant impact on the reported level of job
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‘satisfaction. These four items explained about 45.56 percent

of the.  total <change. in the Letter Carriers' level of job

satlsfaction.

Intergroup Comparison

The final step in the regression analysis was to
compute a 2z score and significance level to determine if
there were significant di%ferences iﬁ‘zge various betas of
.the, two groups. Looking at/ the personal characteristics
effécts, none of the differences in the partial effects were
statistically sighificant. Three items were significantly
different between the two groups; the number of months “on
shift,i the wgrk mﬁ@tensity score and the overtime hoﬁgs
worked per week. This is what we might expect given that
these three fagtors only influence one of the two groups.

Looking at the months on shift, the difference 1is due
to the size of the difference of the slopes, .0350 compared
to .0@0114. The effects of this 1item was three times as
la¥ge/’for the Coders as for the Letter Carriers, therefore
the difference, althouéh small in real terms, was
statistiéally gignificant.

With regards to work inﬁensity we See an interesting
contrast between the two groups. For the Coders, the more
intense the work, the more satisfied they are with the job.
~On  the ‘other hand, the Letter Carriers are more satisfied

when they did not have to work as hard (note the difference

in,signs on the two groups' slopes). Although the individual
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items' relationship to job satisfaction was small in terms

of this variable, this may suggest a different orientation

to the work. As well, 1t may be that working hard and fast
: | 4

for the Coders makes the work time go more guickly ‘and that

this 1s related to an increase 1in the level of job
‘
satisfaction.

The difference 'in overtime is ‘perhaps the most
interesting finding of Table 10 since we would expect that
‘the group’ with ‘the lowest job satisfaction Score, the
Coders,.would want to spend as little time at work as
possible. Clearly this 1is not'the case. The more overtime
they work, the more satisfied the Coders appear to be.
Possibly, as was mentioned earlier, this is because overtime
hours are directly related to an increase 1in pay. This
aspect of the Coders' work <characteristics needs to be
investigated more fully to compleéely understand the
relationship betyeen job satisfaction and overtime. This
relqtionship was not evident for the Letter Carriers.

The two regression equations .in Table 10 show that
amount of wariety and challenge in a job has a >pervasive

o~

effect on Jjob satisfaction regardless of the group. Within
3 » ’
the groups, a variety of different variables 1influence the

job satisfaction score. These finding raise the strong

possibility that blue collar workers are not a homogeneous
group. This table shows that there are differences between
the two groups in the task characteristics which are related

to job satisfaction and that future research should

'
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1@vestlgated jOb satlsfactlon of groups,based on the type of
‘ work, they do, rather than byllndustry This 1is shown by the
order of importance the variables have in explalnlng job
satisfection.h“ For . the - Coders, - variety/challenge,
supervision, autegomy, oveftime hours then months on shift

' , o . . . ‘ .
3ccount fPr the larges - ercentége«?f:the ,Yériance in job
satisfaction. For ‘th Letter Carriers, veriety/challenge;
‘»good pay;v‘supervision, and co;workerér impect . on joh
jsat}sfaction. In the nent chapternwenwill ljnk these‘resultS'
‘baok to the l%teratore in en 'etfortl to dexplain "these

'ffndings.

E. Summarg\
- This section we have shown that there were'significant
s ) &‘

" $ differences between thHe two. groug*\ln terms v.of their task

. characterlstlcs and level of .job satisfaction. We found that

work group and’task character1st1cs%had a 51gn1f1cant 1mpact
,'on~a7single measure- of jOb satlsfactlon ‘and could explain 50
percent of the variance in the dependent ‘measure.._Personal
h characterlstlcs and ‘work _experiehce did not have a
perceptlble effect on: the level of work satlsfactlon of the
“entire sample. . h - | |
The finding that work’group_nas anjimpOrtant factor~ in
r*determining~joh satisfaction prompted two furtherfregression
.equatione one-for(eaeh work group, to estimate‘ if there
. were group dlfferences in- the varlables whlch 1nfluence jOb

®

\satisﬁactlon. Table 10 showed that only oné variable,

.

=T
{
3
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variety and challenge, stfongly influencg@ both groups' job
B ! / .

satisfaction score. For the Coders an ;ﬁcrease in the months

on shift and overtime hours per were linked to an ‘increase

/

: . /
iajob satisfactiqn. As well, the Coders reported a decrease
in the job satisfaction if they Qélt their supervisor was

not helpful or competent and/ﬁ%ey had a decreased level of
‘automony on the job. These fiyb ‘items explained  about 68

percent of the total vary¥ance in the Coders' level of job
. ) ‘f,’
satisfaction. ’

vTurning to the pétter Carriers, we. found that their
level of job .satisféétion was¥ significantly related to
whether or not the pay was good, possibly indidéting a

greater financial need. Secondly, .the support  that they
received fromigheir supervisor and co-workers was linked to
. ; _

this group's lével of job satisfaction. These variables

accounted for about 46 percent of the variance in the Letter

' 7/

Carriers' ij satisfaction score. |
Findily, Table 10 illustratéd that there were
signif}éant differences Between\ the effects of wofk
charééteristics and task Charac;eristics (m@nthg on shift,
overtime hours per week and the level of work intensit§)‘ on
“the two groups' level "of job‘satisfaption. This was not
“unexpected given the significaht differences between’the two
groups documented earlier in this section. ‘ P |

i



V. CC‘:LUSION'
The con%épt of  job satisféction“cgntinuéé fo be of great
ihterest‘to social scientists cohce;ned with the.effects of
twehtieth_ century work systems (Kalleberg, 1977:124; Petty
et. al;, 1983). -Both streams of 'schplansbip, be it new
labour process or the more managefiallyborientied human
relétipns approach, discuss the imbortanée of the subjective
well-being aqd the subjective xperiences of workeré.
Included;in these concerns are agg;ﬁation, job satisfaction,
how wdpgfeffécts the W6rke§'s personal life, and esbecially~
‘ofbrngéréét ,to the new . labouru process theo}ist, class
cohs§i§b§né§§?(see Braverman, 1974; Edwards, 1979; Thompson,

198?)Q Qﬁé way to improve the work experience and quality of

‘yﬁt&iﬁdﬂflife;;of ﬁhe"employee is by making the work more
\ é;ti$fyng.fCéntral to this approach, and to this study, is
tﬁé; §£ééogngtion of the importance of the job_in the tétal
| lifé §xpefience of the individual and the Qesirability of a
'poéitivé'WOrk experience",(Kallebefg, 1977:124),'

In an effort to conffibute to our understanding of fhé
relationship %&@tween personal = characteristics, "Qork
experiences, task characteristics and job satisfaction, this

,study“has empirically addressed two central issues which
Qere identified in a‘reQiewfof the relevant job satisfaction
literature. These 1issues can now be summarized as follows:
1) Can we empﬁrically‘_define those task characteristics
vwhich are related“ to job satisfaction? 2) Are there

«

differences in the way that a given set of task

102
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characteristics 'infiuenced separate group of workers' level
6f job satisfaction? , - | //‘
'These issues are germane.vgiven the dés{re of social
researchers, particulafly labéur proéess theorists, ‘4to
improve the quality of worging life of biue colla; workers

in general, and ‘more' specifically machihe—paced workers.
&achine—paced workefs are of spécial interest because they
typically have the lbwest leyel of control over the
production system, therefore they disblay the most dramatic
‘effects of routinized work. Even though this study looked at
two groups of blue éollar workers, the issues addressed are
much larger and_concérh the quality of working flfe for ali
workers, but especially those in routinizea jobs.

In orderuto address these.three guestions, data from a
1983 study of Edmohfon postal workers were‘énalyzed, iooking
specifically at two groups, the Coders and the Letter
Carriers, which represent polar opposites.qn a confinuum of
task routinization. The data were the ‘analyzed to determine
the differencgsﬂand similarities in two separate groups: thé

. Coders, who are machine-paced workers 1in a factgry—like

setting in the main post office;

and the Letter Carriers,
who were -rather autonomous in terms 6f their job
characteristics. |

‘We have gone a step beyond previous research, hpving
nbw compared two groups of blue collar workers who wofk.ih
the same organization but have very aiffereﬁt task

characteristics. This approach addresses a major critique of
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previous labour proceSs research, raised by Thompson
(1983:97), in that it has looked at blue collar workers as a
differentiated group. We raised the pOssibilit§\that blue
collar workers are not homdéeneous in termé of their
relation to the prevailimg productién system. As a result,
task characteristics have differenp effects 05 .each work
group's levei of job satisfaction. v()

In this chapter we will highlight the key findings of
our research and then discuss the major results in relation
to_the findings of 6ther reseachers. Finally, we will
suggest some directions for further research in the area of

job satisfaction.

A. Personal ¢héracteristics“aﬁthob Satisfaction

” A’ minor 1issue ’arising from rthe ligéfatpfe‘ review
concerned the impﬁct of personal characterist;EE\spch as
age, sex, marital stétus and number of dependents, on \a\\
group's level of satisfaction. We did not éxpect to find
that tﬂese characteristics had an major effects on job
satisfaction given that other researchers have had to use
large samples to find relatively small effects but this did
provide a useful stérting point fo; éur analysis. Several
social scientists have found that, for a variety of reason,
these <characteristics were related to the job satisfaction
(Burstein et. al., 1975; Caplaﬁ\get. al., '1975; Rinehart,
1978;.. Miller, 1980: Murray and Atkinson, 1981;: Zeitz, ?983j

‘Northcott and Lowe, 1984) .
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We documented gﬁ§§#;the Coders were significantly
different from tﬁé;Aﬁg’§%r ﬂCarriers in terms of age, sex,
marital‘status, educatﬁgg;and'number of depeﬁdent childrén.
The fypical Coder was a younger female who was single, and
better educatéd than the average Letter Carrier. The.avetage
Letter Carrierb was a significantly older married male with
more dependent children. These differences were significani
at p2.01 or l€ss.

Clearly, from the results of Tables 9 and 10, personal
charactefist%cs did not have a significant-impact on the
gfoups' levél of jobmsatisféction. These.‘findings sﬁggest

that work-related characterisfics, rather than personal
attributes, are more important in explaﬁning' variatiﬁns in
'job-jsatiéfactioﬁ ‘and substantiate other research. This was
‘expected givén‘the'findings of researchers such as Northcott
and Lowe (19&5:15:17), who found - that gender had_dnlyxa
weak, bdt significant impact on three,depéndent measureé bﬁf
that task characteristics‘overshadOwedwthese effects.

It would appear that persgnélyéharacteristics may have

BT

R R L
an effect on job satisfaction only 'if other measures are not

included in the equation. Our fin@}hg;? &g?;§gt completely .
dismiss' the importqncé of persoﬁal-cﬁafaééefistics in that
they may indeed be variations aﬁdhé how certain groups of
workers ;espond to task characteristics.’ But under the
conditions inherient in highly routinizea Qbrk the effects

of 'task characteristics were more important in explain job

satisfaction. Personal characteristics may predispose
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certain individuals towards being more satksfied in their
jobs but we found that wunder certain job conditions the
effects of person characteristics were minimized. it is
possible that other significant personaln&paracteristics
were excluded from our analysis. If we éxpanded our
definition to include the“worker's skills, abjlities, work
. hisfory aqd job aspiration, eto., as we discuss5 below, we
may find that. personal characteristics are important in

explaining job satisfaction.

B. Task Chararacteristics and Job Satisfaction

Tbevsecond mojor issue in our research 1is which task
characteoistics affect the job satisfaction of both groups,
of respondents Table 9 1nd1cated that jOb satisfaction was
1nf1uenced by four job characteristics. The single strongest
effect was the amount of varietg and challepge in a job,
which was highly related to job satisfgction. To reiterate,
thi; scale is composed of six items, "the work is
fnteresting, the jobs lets me use my skill?énd abilities,
the job I do is meanihgful to me, t%e job requires that I be
creative, my job requires that I learn new things and the
chances’ for promotions are good". A central porpose'of this
research was to develop a more emplrlcal definition of the
coﬁponents of routinized work.. Clearly, tHeroEore,
_interesting tasks are a key oompohent of non-routinized

work.
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The Canadian Work Values Study ~also found that the
major task characteristic related to job satisfaction was
whetherhgr not the work was interesting (Burstein et. al.,
1975:29-30). "Having interesting - work was of much greater
concern than having chances to make friends, or a good «
salafy or even job secufity" (Burstein et. al., 1975:29).
These researchers asked réspohdents to choose between
‘interesting work and higher pay with the result tha£ "fully
twé—thiras of 1all respondents opted for interesting or
challenging work"™ (Burstein et. al., 1975:29). This question
illusgtrates how important interestingAwork‘is td the average
Canadian worker. Our results Vindicate .tﬁat these postal
workers are no differgnt’in that’ interesting work is very
important to them. This task charactgristics also taps the
workers' chances of using their speéﬁa?agﬁi;lgaand abilities"

, . A ‘ P TR e e
and workers' chancés to be creative on the jogl These are
all factors which are considered elements of the
non-routinized job (Baron and Bielby, 1982:1259).: |

Here we see at least partial empi;ical suppoft for the
argument that ropfinized work is less satisfying than
‘nbn—routinized work and that job satisfaction is directly
affected " by the design of the labour process. The aﬁount of
variety/challenge, autonomy, closeness of. supervision and
pay were related to jéb satisféction. With a routinized job,
we expected that the amount of autonomy and -

variety/éhallenge would be low, the workers would express

dissatisfaction with their supervision while being concerned
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about the pay. Work intensity was the one task
characteristic which did not appear to be significantly
related to job satisfaétion but it was moderately negatively
correlated with the worker's perception of ﬁheir'level of
autonomy (r=-.2379, p=.000). This suggests that ;s autonomy
increases, work intensity declines slightly: |

Locke (1976) suggested that variety and challenge in a
job are important because these task characteristics provide
an iﬁdividual with a sense of accomplishment when . a
challenge ig successfully met. As well, for é challenge to
exist at all there must be an element of uncertainty but for
a production process to be'efficient, there must be little
uncertainty. The need for «certainty conflicts with many
workers' desire to grow and realize their potential (Locke,
1976:1321). This conflict may be seen as a shift of control
over the labor process ﬁrom thé workers, where the workers
were méking decisions anq dealing with the ‘element of
uncertainty to the managers, who work to miﬁimize the
element of uncertainty.

The Coders, who are machine-tenders, have most of the
chalienge removed‘frém the job and as a result are less
satisfied with their jobs. Cofrespondingly, the Letter
Carriers have more <challenge to their work, and more
interesting work, because they havé more‘controlvover their
production and a greater variety in the jobs they perform.

This ié a step towards operationally defining

routinization since previous research has often defined
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routinization as a product of other characteristics or used
6nly a single' measure (Kohn, 1982:1261). Routiniiation,

while an aspect of control, 1is a composite of several

»

elemeth .of the labour ©process, such as the amount of

autonQTy 9ha the.amount of variety and challenge in a job.
.8 ,
The Jjob 'satisfaction literature has indicdated that the

»'autonomy in a job is related to the level of task
routiflgation. In this study we found that autonomy was

7

o
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P 1s suprising given our working hypothesié that
routinized workefs; who have less job autonomy and are
closely supervised, becaﬁse of the nature of tﬁe production
process, would be less satisfied with the job. Although this
relationship is presght, it was a ’Weak one and exélained
about 6 percent of the variamce in job satisfaction.

Interestingly, work intensity was not significantly

related to job satisfaction. It might be because the

intensity of the Jork is a given which the machine-paced
‘worker cannot change, so they have adapted to the work pace.

Thergood pay also appear to bé important to both of the
groups. of Postal workers (Table 9). Burstein et. al.
(1975:30) found that financial rewards were "not valued as
highly as the nature of the work or its orgaﬁization"rand
-our results partly support this finding in that the workers'
perceptions of theif pay do seem’to be moderately related to

job satisfaction but the amount of variety/challenge is more

~~wl
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important. Possibly the Letter Carriers have a greater

financial need since they reported that pay was

significantly relate .o their level of job satisfaction.r

These people were also more likely to be married with
dependent children, suggesting a greater financial neéd.
This raises the fssue, which has been so long debated by
industrial sociology, of the importance of financial or
extrinsic rewards ' comparedv to intrinsic rewards. To fully
explore this issue we would reguire information on workers'
job-related needs and aspirations. Given ‘how both groups:of

£

workers described their task characteristics, it appears

that other task characteristics are more important than the

pay. xhis may be due to the fact that 'post§l workers " are
well paid and earned more than the average blue ccllar
Albertan worker. In 1982 they grossed 24,721.79 dollaré

L]

compared to the provincial average of 14,231 dollars

(Alberta Bureau of Statistics, 1985) . It is possibl&

therefore that pay 1is less -.of an issue to the postal
workers. Possibly if postal workers earned less than the
average worker our finding might have Been different.

Table 9 indicates that the more  favourably the

" supervision 1is valued, the more likely the respondent is to

be satisfied with the job. This may be related to the

closeness of supervision.

- To summarize this issue, only four task characteristics

. . . i '
were strongly related to job satisfaction. The amount of

variety and challenge in a 7job .is strongly related,

(U
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indicating that routinized work 1is less satisfying than
non-routinized work because the labouf process 15 less
interestihg and lacks wvariety. Although autonomy as a
general concept has been widely used by maﬁy social
scientists, it appears that varied and challenging work are
more important in affecting job satisfaction. From Table 9
we also see that the work group was a significant
explanitory variable. This perhaps suggests that work group
may be a proxy for other characteristics, such as
e}periences outgide of work, or union, which were not
éeésured in this study.

In geﬁeral it would appear that the inﬁrinsic'aspects
of the work, such as; its wvariety/challenge, are more
important than‘thg job'qgextrinsic rewards, sUch as pay, in
determining a person'sllevel of job satisfactioh.n At issue
is still whether these results are consistent for both work
gréups. It 1s to this <concern that we now turn our

W
attention.

C. Intergroup Differences ¢

The third issue to be address in this study, one raised
by Thompson (see Thompson 1983:Chapter 4), is the question
of whether all blue collar workgrs are reacting to the same
general task charactefistics. Variety and challenge are
generally of importance in explaining job satisfactiop,
there may be other task characteristics, depending on TR

work group, which are important as well. Table 10 suppor ted
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this argument, the level of variety and challenge in a job
was the ohly’task characteristié which strongly irfluenced
both group's 1level of job satisfaction and the two grohps
differed irr how .their other task cha;;cteristics related to
job satisfaction. To briefly reiterate thé findings of the
last chapter, for the Coders, variety and challenge, months
on shift, supervision, overtime hours per week and automony
were significant 1in explaining over 68 percent of the
variation in their level of job satisfactioh.kWhile for the
Letter Carriers, of the 45 percent of the Jariance in the
levél of Job satisfaction we could explain, variety and
challenge, financial reward, supeévisfénAand co-workers were
moét important. ,However, for the Letter Carriers the
majority of the variation 1in jgg satisfaction 1is still
unexplained. Clearly, different task .characteristicé are’
important in explaining each group's level of satisfaction.
For he Coders we see that the level of
variety/challenge and the léVelﬁgf autonomy were the most
~significant  task characteristiegi This supports the
- routinization argument which states that these ‘%orkers do
not have 'éhough yariety or autonomy and that t%ese
characteristics detract from overall job satisfaction, The
Letter‘Carriers, because they have greater automony in thgir.
jobs, dga not report’ this task characteristics as being
significantly related 'to job satisfattion.; The Letter

Carriers' job satisfaction score is significantly related to

their perceptions of their pay, ipdicating that they are
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more concerned with the extrinsic rewards of the job. Other
evidence only partially supports this Bécause the Coders
indicate that the number of overtime hours per weekrére
strongly, positively related to job satisfaction. Thi% shows

that they too are interested in the financial

characteristics of the job since an increase in overtime 1is

ERY
r

directly related to a larger pay cheque.

The quality of supervision is weakly related to Letter
Carriers' Jjob satisfaction mécore, although they are away
fromshe direct observation of their managers for a good
part éf each worg day. Supervision {; more strongly related
to the Coders' job satisfaction score, possibly due to the
fact they are directiy supervised d&ring the work day.

In summary,rye have found support for the argument that
the task characteristics which are related to 'job
satisfaction differéd between two distinct blue cecllar work
groups. The relationship between task characteristics and
job satisfaction was found to he effected by the amount of
variety/challenge in a job. We have now found empirical
€uppoft fo:' the linkage of routinization and job

~psatisfaction in that the Yroutinized workers reported that
variety and challenge and autonomy were strongly related to
job satisfactiph; The non-routiniaed workers reported that
variety and challenge and supervision were moderately
relateaﬁ to their ievel of Jjob satisfaction. Other task

" characteristics were also significantly related to jJob

satisfaction but these were dependent on, the group and
'
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théfeforé the.yle&el ofv‘roufinization. This suggests that
there ' are idtéggroup differences  in their = task
gharacteristicé andVor&éntation to the jbb.‘

A tangent to our f;séarCh is the current - debate.
regarding the relative importance of intrinsic compared to
extrinsic rewards, as wés)ment;oned above. Kalléberg‘ stated

& . - '

that his ‘"results sugéést that factors associated with the

intrinsic dimension have the greatest relative effects . for

~producing owverall job satisfaction” (Kalleberg, 1977:136).
~ We found partial support for 'gﬂ%s in that variety and
-.challenge was the most impoﬁ%ant task characteristics in

'eXplaining-job satisfaction. It must be remembered that

there was little variation in the two groups income so that

i ;péy'was really a'constant rather than a variable.’ Cléarly

this iséﬁe needs further research to_fclérify this
relationship while remembering that blue éollar workers . are
not homogeneous in ,térms of skills, abilities and

relationship to the labour process. Our contribution. has
: > I

ST
.$/ e

' been to providé empﬁrically—based definitions of the task

characterstics which are related to routinized work.

. Suggestiens For Further Research

Almost any research, especially in the social sciences,

‘seems. to raise more questions than it answers. This research

was intiated from "a footnote 'ip a Kalleberg (1977:135)
article which 5uggestéd£§that the relative effects of the

components’bf'job sastisfaction may need to be modified for
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particular subfgroﬁps within the‘population. We found tﬁat
the some of the task characteristics related to job
satisfaction seemed‘to be telateq to specific groups but our
research 'has uncovered other questions which we do not have
data or resourcesto'addrg?§§¥This section will raise some

of these related job satijfaction issues which may be of

4 .

“interest to other researchers.

. y
It would be useful to replicate this study using global

facet—specifi§ job satisfaction measures as the dependent

variable. This would determine if there were any significant

differences in the findings because of a change in  the job
. 2

satisfaction measure. This would determine if other job.

satisfaction measures are actually tapping different facets

- of work satisfaction, such as behaviour or attitudinal job

satisfaction.

A second question and limitation revolves around what

'is known about the background of “the workers and the

©

relationship " between overall life Satisfaction and Jjob
éatisfaction. Meiséner (1971) has shown job experiences are
related to life satisfaction’ but there is still some
guestion as to how 1life satiéfaction is related to job

satisfaétion. ~On the over hand, White, folldwing Dubin
4 - .

(1956), found that job satisfaction was relatively unrelated

to overall life satisfaction (White, 1981:181,189). Possibly
individuals who are dissatisfied with their lives: are less
likely to be satisfied with their job, irregardless of the

task characteristics of the work. >
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~Another qgé;tibn which needs to be addféssea is are
there differences between the'job-sakisﬁaction.experienéed
by blue collar workers and white cbllar workers. More . wide
ranging research is needed .'té ucoméare the task
éharacteristics of wvery different occupatiohél grﬁups.
Possibly, different task characteristics  effect  the j
satisfa;tioﬁ‘of- people  like clerks, who are réiatively
routiﬁized in their work, but stili have a certain.amount of
discretionary power. On the other hand, one would expect
" that supervisors. have very different ‘task characteristics
"influencingvthe;r level of job sétisfaction. ~As yet ihere
has been little of this ty;e of intergroup comparison. .
" Returning towthe Postal workefs, thrée main issues _ for
N further study might ‘include: are the postal workers
self—selecting into jobs which fulfill their _need%?; How
\Qoes this study relﬁted to what might be occurging in other
~postal plgnts?;vand How do other types of routinized ﬁobs
v . . ' !
compare to the postal Jjobs? The first questions could be
‘addressed by a stﬁdy of those people who were Coders or:
Letter. Carriers but left the job for one reason or another
so that the. people who remained were a ‘self-selected
populétion. Were these péople so dissatisfied aé they left -
job? 1f so, what were ;Ehe task characteristics and
qrganiiational antecedents. which prompted gﬁ?s type of
drastic withdrawal from the work setting. Secéndly, are all

Canadian postal plants similar to the Edmonton plant?

Information from the union officals suggest that, given that
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the work in the Post Office is structure the same across
Canada, that these results may be generalizable to other
postal employees working in, other Canadian centres. Finally,
in; order to increase our understanding of the determinants
of:job-satisfaction; postal workers @hould be compared to
other Canadian.ﬁorkers to determine if the”findings of this
study‘reflect more general trends in the workplace. |

| A' eecond seudy, which &gliows—up those people surQefed
in this work would be of .reat 1interest. A longitudinal
sﬁrvey would address a large gap in the 1iterature since
alhest all study have been a "single shot™, cfoss—sectional

measurement of job satisfacz-ion. It is‘possible that job

: PN
satisfaction is not only task dependent but temporally

dependent as well. 'As yet there have been few efforts to
answer these ‘types of ‘questlonst Finally, it  would be
interesting: to :gather information on the past work
experientes.of the people . surveyed. Afe -there past ‘wofk
experiences‘ which Qould predispose a worker to being more
satisfied or dissatisfied with their present job? ‘The
worker's lasg‘ job may have been lessnsatisfying than their
current job therefore ~they are more satisfied with the
present job; )

On a largef scale, more work needs fo be d;ne in the
area of intervening variables between job satisfaction and
task characteristics. Other researchers‘hawe suggesﬁed that

work stress may have a - significant ‘impact on Jjob

satisfaction (Meister, 1981; McLean, 1974; Cooper and
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Marshall, 1976; Abdelhalim, 1978) but it is still wunclear
exaétly how‘ this relationship is. mediated by the labour
process. This is a vefy largé gap in the literature which
Heeds: to ' be studied to understand the determinants of job
satisfaction more fully. |

Finally, there have | been recent trends ‘towards
meta-analysis of job satisfaction. Petty et. al. (1984) and
Loher et. al. (1985)'are pathfinders in a technique which

may be very'useful iniunde}standing the reé&lts of over 3000
job satisfaction arficles (deke; 1976); which have used a
varibty of different measupésa  while étudying widely
divergent groups dufingldifferent>time periods. Using this
technigue, correlationél‘studies cén bg analyied to attempt
to find constants in the area of jéb'satisfaétion. This is
one of pﬁe most promising developments in job satisfaction
research but is only just beginningbto be developed. Future
students of job satisfaction may wish to conduct fewer
surveys but instead ahalyze the data bf.otheré to detefﬁine
important relationships across a wide variéty of groups.

As' long as work is valued in our society, job
sétisfaction will be an important concern for social
rqéearchers, workers and maﬁagers‘alike. If the causes and
effecté of work satisfaction can be studied and documented,
then social ~scientists will hopefully contribute to

enhancing the quality of working life of all workers.
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VI1. APPENDIX" 1. COVER LETTERS

A, Introductory Letter Sent By Letter Carriers Union of
Can§da ‘ : k L

/"
21 March, 1983
Dear LCUC Member:

| \ , e
Enclosed is a survey on stress. 63
Y

There are many small factors which lead up to health and
safety hazards, and it is often not easy for our Health and.
Safety Committee t« . plﬁp01nt these. Many people have long
suspected that ' the Post Office is a stressful place to work.
~The 1information in this questionnaire 'will .assist our union
‘ in combating stress in the workplace. We are pleased to have
‘Professors Lowe and Nothcott conducting this survey.

[ . hd

Ee assured that confldentlallty will be -respected; neither
management nor the union will see any of the actual surveys.

I encourage you to answer and return the guestionnaire as
soon as possible. Your answers and ideas are important!

L.

Please do not hesitate to call me if you have ahy qguestions.

)

In solidarity,

Laura Lee, :

. Secretary Treasurer, g

Local 15, .

Letter Carrlers Union of Canada

i
1

Ry

Q;> , ' - 128
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4

B. Ihtroductory.Letter Sent By Canadian Union Of Postal

Workers .

L}

Dear CUPW Member ; - March 21, 1983
Enclosed is a survey on stress.

There are many small factors which lead up ‘to health and
safety ‘hazards, and it is often not easy for our Health and
Safety Committee to pinpoint these. Many people have long
suspected that thjPost Office is a stressful place to work.,
The information ##¥ this questionnaire will assist our wunion
in combating str&Ss in the workplace. We are pleased to have
Professors Lowe and Nothcott conducting this survey.

&

Be assured that confidentiality will be respected; neither
management nor the union will see any of the actual surveys.

I .~ encourage.-you to answer and return the questionnaire as
soon as possible. Your answers and ideas are important!- -

. - N
(\77 . 4': ab
’ e

' . ' : B .
Please do not hesitate to call me 5§ you have any questions.

In solidarity,

Karen Lockhart, "
Secretary Treasurer, ’
Edmonton and Area Local,
Canadian Union of Postal Workers



w
[e»)

©

~C. Introductory Letter From Research Team

March 1983

Dear Post Office Worker:

>,

v

Job Stress is a growing concern among workers and their
unions today In one week you and your co-workers at - the
Edmonton Post Office will. receive a questionnarie that
investigates this 1mportant topic.

This study  is being conducted by researchers at the
Unlver51ty of Alberta and has the endorsement of the Letter
Carrier's Union and Canadian Union of Postal Workers.

Your participation will be greatly appreciated. The |
information collected by'a study of this nature can lead to
improved work1ng conditions. The study's success depepds on
the cooperation of all post office workers. We are counting
on you to answer the questionnaire when it arrives . next
week. Your response will be completely anonymous and
confidential. . : ‘

~'Thank you in advance.

Yours sincerely, -

Graham S. Lowe, Ph.D.
Assistant Professor

Herbert C., Northcott, Ph.D.
Associate  Professor

GSL/vec - . -
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‘D. Letter Attached to Questionnaire From Research Team

March 21, 1983

Dear Post Office Worker: .
K .; 5 -

We are researchers at the University of Alberta who
have been invited by your union to conduct a study of job
stress among Edmonton post office workers. The purpose of

.this study 1is to examine various working conditions and
their effects on worker health. ' ‘

All completed questionnaires will be treated with the
utmost confidentiality. To ensure that you remaih totally
anonymous, please do not identify yourself in &ny way on the
questionnaire. Place the completed questionnaire in the
stamped envelope provided and mail it back to us.

~ Along with the guestionnaire you will also find a post

card. Please print your'name on it and mail it back to us
separately from your questionnaire. Thé post card allows us
to cross “your name off the mailing list without our being,
able to tell which questionnaire is yours. '
We operate - as independent researchers. NO personal
ormation will be released to management or anyone else.
stionnaires forms will be destroyed as soon as we have
plyzed the results. The costs of the study have been
rtly met by "no-strings-attached" research grants from
Labour Canada and from the University of Alberta.

A report of our findings will be provided to your union
and to the public. A summary will be made available to all
workers who participate in the study. This report will be of
a general nature, it will be impossible to identify .
individual workers. '

The success of this . project depends on your
cooperation. We would greatly appreciate your taking time to
" answer the questionnaire.

Sincerely,

7

Graham S. Lowe, Ph.D. Herbert C. Northcott, Ph.D.
Assistant Professor Associate Professor
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E. First Follow-Up Letter From Regearch Team

April 1983 ‘ \

Dear Post Office Worke;:

A week agc we sent you a questionnaire on Jjob stress
and working conditions in the Edmonton Post Office.

The success of this research  depends on your
participation. We encourage you to take the time to fill out
the questionnaire and return it to us. :

If you have already replied, please disregard this
letter. ) '

Thank you for your assistance.

Yours sincerely,

Graham S. Lowe, Ph.D.
Assistant Professor

Herbert C. Northcott, Ph.D.
Associate Professor
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F. Second Follow-Up Letter From Research Team

April 1983
Dear Post Office Worker:

Our mailing list  shows that we have not as yet received a
post card from you indicating that you filled out the
working conditions guestionnaire sent to your several weeks
ago. : . o
In gase that your guestionnaire has gone astray, we are

.enclosing a second copy for you to fill out. If you have
already  returned a questionnaire please discard this
mailing. . ' '

The success of, this project -depends on your

participation. We would’ urge you to take 30 minutes to fill
~out and return the questionnaire.
Thank you for your assistance.

Yours sincerely,

//\ X Graham S. Lowe, Ph.D.
: Assistant Professor

Herbert C. Northcott, Ph.D.
Associate Professor
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G. Final Follow-Up Letter From Research Team

April 1983
Dear Post Office Worker:

We are writing you once again to encourage you to fil out
the job stress qguestionnaire that we recently sent you. We
would apprec1ate your returning it to us at - your earliest
possible convenience.

~ If you have have already done so plegse dlsregard this
letter.

The success of " this prOJect depends on your
participation. We copy that you will find the 30 minutes it
will take to answer the questionnaire on the 1mportant tOplC
of job stress.

Yours sincerely,

.Graham S. Lowe, Ph.D.
Assistant Professor

o

Herbert C. Northcott, Ph.D.
Associate Profeéssor
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H. Attached Post Card

Dear Professors Lowe and Northcott:

I have complete the questionnaire and have mailed it
back to you. Please take my name off the mailing list.

(Please print your full name)



VII1. APPENDIX 2. MEANS AND ZERO-ORDER CORRELATIONS
Appendix 2.1
Mean Scores and Standard Dev1at10ns For All
Variables by Group

Coders - Letter Carriers

\O

Variable . Mean Std Dev Mean Std Dev
Personal Character1st1cs . ‘
Age © 28.9 7.2, 35.3 12.1
Education : 12.7 2.3 12.2 2.7
Work Experience . .
Length of Time With Post 50.8 ° 30.4 125.4  105.1
Office ‘
Months With Edmonton Post 45.8 25.2 119.6 104,
Office S .
Months At Classification 41.1 29.2 %108.3 102.0
Months At Section Or Station 33.6 25.5 ©71.9 79.6
Preferred Shift 1.3 .7 N .3
Months On Shift 24 .1 15.9 113.4 104.8
Overtime Hours Per Week 5.1 5.9 9 2.6
Task Characteristics
Supervisor Summary Score 3.5 1.1 4.4 1.1
Variety/Challenge Summary 2.4 o 3.7 1.
Score
Work Intensity Summary 5.0 1.6 4.9 1.5
Score
Autonomy Summary Score 2.8 1.2 4.5 1.3
Pay is Good 5.9 1.1 5.3 1.5
Co-Workers, Summary Score 4.0 1.5 4.1 1.5
Time Pressure-Role Conflict 3.8 .9 4.0 1.0
Score )
Job Security is Good 4.9 1.7 4.9 1.7
Fringe Benefits are Good 4.1 1.9 5.2 1.4
Global Job Satisfaction 3.7 1.6/ iZ 1.5
Number of Respondents - 69 274

Note: All numbers rounded to one decimal place.
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Appendix 2.3
Descriptions of Zero-Order Correlation Codes

Variable
Corr. Code Number Description

1 Var287 Supervision Summary Score

2 Var288 Variety Summary Score

3 Var289 Work Intensity Summary Score
4 Var290 Autonomy Summary Score

5 Var089 Pay 1s Good

6 Var090 Good Job Security

7 Var091 Good Fringe Benefits

8 Var292 Co-workers Summary Score

9 Var293 Time Pressure-Role Confilict Summary Score
10 Var 103 Global Satisfaction Measure
11 Var002 Sex

12 Varf001 Age

13 Var003 Marital Status

14 Var010 Months With Post Office.

15 Var011 Months With Edmonton Post Office
16 Var013 Months At Classification

17 Var015 Months At Section Or Station
18 Var021 Months On Shift

19 Var(022 Preferred Shift
20 Var(023 Overtime Hours Per Week
21 VarQ007 Education




IX. APPENDIX 3. QUESTIONNAIRE CODEBOOK
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