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ABSTRACT .

1

The purpose of this study was to examine'the relatlonShips :

between Job satlsfaction and career stages for managerial women in, the .

‘ﬁpublic -service: Job satisfaction was considered to be a pos1t1ve

3

t1onal reactlon associated with factors ih the work setting This

reaction was measured by the Cornell Job- Descriptlve Index Career;

‘stage was deflned by the respondents anSWers to the Career Stage '

. NN

AInventory. an 1nstrument developed For thls study.

The research{data for the study were collected by means of a

«*

self—adnnnistered data collecting schedule that was distr1buted to the

a potential respondents Responses were rece1ved from thirty-two women

who were employees of selected lelsure servlce del1very departments of

£

the Alberta prov1nc1al government and the Edmonton municipal govern-

ment, R S e .

L8

Data that were collected were analyzed to address the follow-v'

'1ng problems N : R L ‘,‘ S N

-

Problem'l, Are ‘there discern1ble ‘career stages evident for .
: : manager1al women employed in. the public serv1ce’

- Problem 2. Do managerlal women” vary “in the 1dent1f1cat1on of
- . sources of job sat1sfact1on as a function of
- career stage? . :

Problem 3. Do managerlal -women vary. in the importance -that -
Lo - “they place upon ‘the sources of.job satisfactlon as -
a functlon of career stage? . :
Problem 4. Are there s1gn1f1cant relat1onsh1ps between the o
‘ " sources:- of job sat1sfaction and the importance of .
the seurces for women class1f1ed by career stage? S

- A

These data were analyzed using the Student s t test the Pearson

.



|

product-moment correTation. and the analysis of var1ance A signifi-
".‘t #ean1ngfu1 relation-
gt 3t the .05 and .01

-cance: level of .10 was accepted as\ev1dtﬂ

- ship, and relationships found to bu*;}ggﬁy
e s "‘.\ - -
>r1evels of confidence were also rw"u

ProbTem 1 was tested by the use of a discr1m1nant analysis

\
\

and the resuTts were supportive of the theorettca] concept and found-
ﬁatfons of career stages The only. discriminating source of job sat-

,isfaction for the career stage groups was found to be _gx, with //
' djfferences between the Midd]e and Early, and M1dd1e and Late Estab-//

1

/
.,lishment Career Stage groups In terms of 1mportance variable;;///

' '_isignificant dlfferences between the Ear]y and Midd]e Establishment

o ,Career Stage groups for the var1ab1es PromotionaT PoTicy and Coworkers h

swere discovered

‘\

_ - The Promotiona] Policy, as a source 'of job sat1staction, was -
= found to be a major contributor to OveraTT Job sat1sfact10n, regard-
'Tess of career stage. L“9 ‘hf. ‘f}/ ‘_“ s “ ‘
The maJor theoretica] preoccupation of each career stage

| group was determ1ned and the assumptions were supported by the
fcorrelatvons disc]osing the major components of 0vera11 job sat1sfac}-”

,xAi:t1oh The maaor contributors to Overall job satisfaction for each
- "ﬁ career stage group were (a) for the Ear1y Estab11shment - Coworgers,

A f(b) for ‘the Middle Establishment - Promotiona] Policy, and (c) for

‘the Late EstabTishm%nt - S E 1sion.
None of the source ar 1mportance of source variab]es were ’
- found to discr1minate across aTT groups on1y compar1sons between 7

o ,groups of two prowlded any s1gn1f1cant results

]
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. sources and career stage were descr1bed and d1scussed \\<\ ‘

CHAPTER Y .

INTRODUCTION A _'f L.

Th1s study examined the re]at%onéhips between<the var1ab1es
job sat1sfact1on and career stage for managerfal women, empToyed in
selected public 1eisure service agenc1es Pr1mar11y, this- study
focussed on* four mAJor .areas of 1nterest F1rst, 1t was conterned

w1th the deve]opment and “the applfcabi11ty of an 1nstrument by wh1ch

o career stages cou]d be ascerta1ned Second the study was an appll-

; cat1on of,an estab11shed instrument to measure the degree of sat1s—_-

fact1on assoc1ated W1th f1ve aspects (sources) of the*work s1tuat1on;
Th1rd the 1ntensqty of the 1mportance that was p]aced -upon the f1vé o
sources of Job satisfact%on was determ1ned : Fourth »the re]at1onsh1psb

between the sources of Job sat1sfact1on the 1mportance of those

- IS

'1“Neea for the Study

T One of the s1gn1f1cant aspects of th1s study'was 1ts cons1der- .

at1on of women emp]oyed 1n manager1a1 positions and how they perce1ved

i] the1r work env1ronment Re1f Newstrom and Moncza (1975 269)‘remarked:

"stud1es have found it more convenient to ask men, such as a graup

- . of personnel directorsy what they think women's. attitudes are, or

.- .to use-a.sample of women from the general population most of whom
are not ‘managers - and have no asp1rat1ons to become managers. :

A genera] assumptlon 1n\the study of vocat1ona1 behav1or has

been the notion that research ut111z1ng‘ma1e samp]es wou]d prove to. be -

' equa11y app11cab]e for fema]e samp]es (Prescott 1978.899) However,”
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' this'asébmption requires examination Thus, not only will this study- :

'Aexam1ne on]y fema]es, but a]so a.further study, using the methodology
-‘of th1s study cou]d consider variat1ons between males and fema]es in’ j‘

f the 1dent1f1cation of, sources of job sat1sfaction and characteristjcs

Ty e, . - -

.of career stages SR A Y
W '1‘

The theoret1ca1 bases oﬁ‘career stage recogn1ze that there
may be subt1e d1ffenences, attributab]e to sex, for part1cu1ar events
in each stade, but that common goa]s, 1nterests and'central preoccupa-'

‘,t1ons will st111 be present (Rapoport and Rapoport 1975: 193; .

A

~-.,"Levmson et a1 1978-9) In d1scuss1ng the re]evancy of career -°

e

: stages for’women, ‘Levinson et al. (1978:8- 9) conménted'

The- cha]]enge of development is at- 1east as great for- women as for -
men. -.They go through the same developmental periods as.men, I :
_,be11eve, but: in partially different ways that reflect the differ-- .,
ences in biology and social circumstances. The per1ods themselves
may  be dlfferent in some respects for women. :

; The initial probYem that was addressed conterned the v1abf11ty «
of 1dentrfy1ng career stages for women To examine the nature of.

| career stages, the cohstructs proposed by Rapoport“and Rapoport (1975);h‘

~Sheehy (1976), Da]ton Thompson and Price (1977) and Lev1nson et al.

(1978) have been comp11ed»1nto a s1ngle instrument, the Career Stage N

',i'InVentory Thﬁs, a second reason for embarking tpon this study was to

‘*m1ned

- develop and app]y an" instrument by wh1ch career stages cou]d be deter-
'“The’third reason for undertaking the study was to,discoverA

: ;whichiaspeots'of thetwork'environmentAWere satisfying for women and

'g \how fmportant these aspects were to the respondents A number of

-

'researchers have suggested that there are few or no sex djfferences 1n

+
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e the experience of Job satisfactTOn 1f var1ab1e

| are held constant or- partia]]ed out (Weaver. f

,t3l

‘'such’ as salary levels

i? 265) Other

research has found sex to be a poor predictor 0 Job satisfaction.'”'

but that sex d1fferences do exist (A]derfer and Guzzo, 1979 351;358
Ferratt and Short, 1979 235)

e f

Many stud1es have found that Job~sat1sfactnon var1es w1th the “'.'

age of the respondents (Otis and Sa]eh 1964, Glenn Tay]or and S

Neaver. 1977 Schwab and Heneman 1977 Gould 1979) An examination i ;-“

of” tbe re]at1onsh1ps between Job sat1sfact1on and age for manager1a1

women, particu]ar1y 1n the context of career stages has not been

read11y undertaken by researchers This study cons1dered th1s area ofai‘

| research to be an 1mportant reason fqr 1ts re]evancy As Os1pow :

(1973 254) -observed: . o - S ;_ o

5

' jThe most apt way to summar1ze current understand1ng about career’
‘development of women is to make sevéraj assertions. F1rst the
study ‘of .women's careers”is a highly t1me1y endeavor Second

;,there are data which’ 1nd1catefthat women's’ careers are not sub—

stantially different from men's, and at the same t1me, data do - ; "

ex1st suggest1ng Just the oppos1te conc!us1on '
Thus, an 1mportant resu]t of this- study was the 1dent1f1cat1on of

1mp]1cat1ons for the study~of manager1a1 women

The f1na1 rieed for th1s study is couched in. terms of the im= "ﬁ:

pact of work - c1rcumstances on the enJoyment of the total qua11ty of -~

Q1fe, that 1s, an appreclat1on of non -work - act1v1t1es such as fam11y

-~

a d recreatlon The qua]1ty of the work env1ronment has been found to_7

“be't cr1t1ca1 1n the overa]] exper1ence'of ]e1sure Murphy (1974 182)
supported the not1on that satisfact1on w1th 11fe 1s a. result of both

.2 sat1sfy1ng work 1ife and lelsure t1me ' Furthermore Murphy

‘e .



(1974 182) cites Parker as stating
; People who ‘are minima]]y 1nvoived in their work are s1m11ar1y ;
" uninvolved in their leisure, and that frustration in-one area’
accompanies frustration in another.. .Fulfillment in both work
. and leisure seemingly will require a coordinated program to -
-~ realize human potentia1 s T
i However, it must be noted that this comment refers to on]y one of the .'
'“three mode]s proposed by Parker with the other modeis suggesting that
the work 1eisure relationship may refTect separate facets of an
ind1v1dua1 3 11fe, or may represent a. contrast with def1c1ts in one
area . being compensated for‘in the other (Murphy, 1974 186) As such
»the quality of working 1ife, which may be expressed 1n terms of satis-'-7
i faction with the Job may have important impiications for other facets

of an 1nd1v1dua1 s 11fe

'5The-Case’Study'Approach“p

.
' A case study method of 1nqu1ry was emp]oyed in this study
-ThQ_JUSt1f1cat10n for this methodoiogy has - been discussed by Sa]ter
.'(1967 71) He suggests that a. case,’as an acting unit, may test re]a- :
f ;tions that are reievant only 1n the contest of that case study :Av -l.
second condition conerns the use of a case as ev1dent1a1 materiai thatt

. -may have suggestive usefuiness for other cases Furthermore, the casez"

| .study has been described as the best method of obtaining a great deai

‘V"of 1nformation about a subJect through the intensive examination of

‘ki,the spec1fic factbrs relevant to the’ study (Doby,.1967 241)

The subJect for the case study was that group of managerial )
'.women empioyed in seiected 1eisure service agencies The re]ationships

’1between job satisfaction and career stage ‘as 1dent1f1ed in, th1S study,
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" were considered to be pert1nent to the members of the case and to have'

: t‘fthe potentia] fOr extrapo]at1on to other—cases as 1mp11cations for

’future research

.Statemént of the Probiems

_ The purpose of the study was to exam1ne describe and d1scuss
‘2: the re]at1onships between the depedent varwab]e JOb sat1sfact1on 1n‘y
‘”terms of - var1ous sources of JOb sat1sfact1on (work Itse]f Pay, Promo-
t1ona1 Po]1cy, Superv15ton and Coworkers) and the 1mportance p]aced upon
_those sources, and the 1ndependent var1ab1e of career stage for the .
'jmanager1a1 women emp]oyed 1n 1e1sure service de]wvery departments of the
'Government of A]berta and ‘the C1ty of Edmonton ' The'problems,addressed :
:_by the study were as. foltows: . ' ' | |

: t . Problem 1. Are theré d1scern1b1e career stages ev1dent for
S Lo ,manager1a1 women employed in the pub11c serv1ce?

Probfem'Z. rDo managerTal women vary in: the 1dent1f1cat1on of
. -~ sources of job sat1sfact1on as‘a funct1on of -
career stage7 o :
"Prob1em?3. Do managerlal women vary in the 1mportance that fa
) : ~ they place upon the sources of job-satisfaction -
as’ a funct1on of career stage? :
Problema4. Are there s1gn1f1cant re]at1onsh1ps between the S
- -~ sources of job satisfaction and the importance of "
- . the sources for: ‘women c]ass1fied by career stage?
These prob]ems are stat1st1ca]1y exam1ned in Chapter 6 with
the except1on of Prob]em 1, wh1ch 1s exp]ored in Chapter 3 as part of .

- the development and exp]anat1on of- the Career Stage Inventory

y



Definition of Terms

- S w : : 4
“The following series of definitions has been included to \

provide a semantic baSe for nterpret1ng the major terms emp]oyed in ‘\\
Lthis study. Both the conceptu 1 and the operational definitions have ﬂ
been provided.:

Job Satisfact1on - refers conceptu lly to the emotiona]/att1tud1na1

react1on to the psycho]og1ca1 physi lTogical and env1ronmenta] circum=
stances of the work setting (Hoppock, 1977). Job satfstaction was

: jdeterm1ned from the responses to the five sources as operat1ona1]y
"1dent1f1ed by the Job Descr1pt1ve Index These sources are: | ‘

] Nork Itself - descr1pt1ve of aspects of the work act1v1ty ’

2. Superv1s1on - descr1pt1ve of the re]at1ons with: the~ '
‘ superv1sor _ :

3¢ Pay - descr1pt1ve of the adequacy of the pay.

4. Promot1ona1 Policy ~ descriptive of the opportun1t1es
for advancement .

- 5. Coworkers - descr1pt1ve of the re]at1ons ‘Wwith coworkers
.(Sm1th ‘Kendall and Hulin, 1969:29, 83) .

‘OveraT] Job Sat1sfact1on -.is defined conceptua]]y as the genera]

fatt1tude towards the c1rcumstances of,the work sett1ng without

' 'iconsfderation for specific e1ements (e.g. the'five sources previously

’ mentiohed) 0vera11 Job Sat1sfact1on was def1ned operat1ona11y as the
‘e'grand total of the sums of the va1ues ass1gned to the f1ve sources of
'Job sat1sfact1on ' -

1Importance of Sources of Job Sat1sfact1on - cons1ders that 1nd1v1duals‘

’“,place d1fferent va1ues of 1mportance upon e]ements of the work sett1ng

o (Locke 1969 328 9) The Importance of Sources of Job Sat1sfact1on was’
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’ O Donne]l 1959 35 8)

3 o . \ . -

the f1ve sources -

"Career Stages - refers conceptua]ly ‘to a series of pe 1ods 1n an

individua1 S career progresSion - The periods (career tages) were

.

found”’ to have unique character1st1c§ with regard. to the specif1c goa]s;

fnterests and centra1 preopcupatiqns of the 1nd1v1dua1 Career stages

_‘Were determined operationa]ly by the summated scores on the Career
) . . \
Staqe Inventory. ,af ; SR : j \'

~

Manageria1 Women - were def1ned conceptua]Ty as women who were

emp]oyed in pos1t1pns of authority that 1nc1uded both adm1n1strat1ve
and supervisory responsfbi]ities Operat1onal]y, manager1a1 wOmen
were se]ected on the basis. of the1r responses to the fo110w1ng SiX

L3

statements descr1b1ng manager1a] funct1ons (adapted from Koontz and

$

-

1...I provide p]ann1na input "into some of the programs,
po]1c1es and procedures’ 1mp1emented in my diyision.

. 2;‘~I organ1ze and assign tasks to my subordinates
3.1 make staff appra1sals

4. |1 have input 1nto the se]ect1on of cand1dates for staff
positions. ] ‘ o

5. I provide d1rect1on for subord1nates through superv1s1on
: and guidance of -their. tasks

;16. I prov1de input into the d1vision}through budgets; staffing
. hours records, 1nventory control, etc.

The respondents were cons1dered to be managers if they indicated that
they spent at 1east some of the1r work t1me in a minimum of three of the

above listed act1v1t1es ~ This requ;rement insures that the respondent



had either/or‘!upervisory and administrative aspects ta her job.

‘ Leisure ServicL Delivery‘Departments - refer to'spec1f1C‘departments

of the Government of Alberta and the City of Edmonton that “prov1de

outdoor act1

/

_services relating to each of five broad categories of le1sure activity:
ities; sports and physica] recreation activities. cu]tur-' ’
al, art1st1c/and heritage pursuits. social activities, and travel and.

tourism" (Burton and Kyllo, ]974 2).

Delimitations

The-study consisted of managerial women employed in public
leisure seryice‘agencjes in departments having one or more of the cat-
egories oﬁ Teisure activity as outlined in the preceding definitions.
The goyernment agencies”that were approached for the study were the
*Government:of'ATberta and the City of Edmonton. .The three provincial
: departments were Recreation‘and Parks, Culture, and Tourism and. Small
/Business' The c1v1c department was Parks and Recreat1on A reason for
select1ng public agencies was the apparent cons1stency between depart-
mehts for such factors as pay sca]e and promot1ona1 pochy, factors
which could not be kept consistent if pr1vate agenc1es-were 1nc1uded

The approach taken by th1s study was a descript1on of a case,

a group of managerial women (referred to as. the samp]e in th1s study).
There was no attempt to make 1nferences or extrapo]at1ons to a 1arger,A
.popu1at1on " However, due. to the potentTal methodo]ogy that this study
has 1mp11ed through the report1ng of probab111ty statements represented
by levels of conf1dence and s1gn1f1cance, poss1b1e ut111zat1on of the 4

results and procedures are d1scussed in terms of possible 1mp11cat1ons



in Chapter 7.

AThe levels of confidence that are reported reflect's1gn1ficant}
results at the .10, .05 and .01 levels.

An additiona] delimitation of this study is the employment of -
the previously mentioned definitions, including both the conceptual and

operational aspects.
‘Limitations

The major 1initation of the sutdy was Tts reliance upon the
Executive Assistants of the departments contacted in the provincial
government and the Personne1 Officers of the ctvic Parks and Recrea-
tion department for the identification of potent1a1 respondents Only
‘two of "the potent1a] respondents dec]1ned participation in the study
| Another ]1m1tat1on of the study was the size of the sample.
It_is important to'note'that_the respondents participating in this
‘study reflect a near total popu]atton.of all possible respondents -

fulfilling the managerial definition expressed on page 7.

Nature of the Study

The objective of the study was to determine if any.relatiqn-
.ships between the dimensions of job satisfaction and career stage
existed. The study’is-classﬁfied as descrigtiv fo]]owing the critér-
ion provided by Se11t1z, Jahoda, Deutsch and Cook - (1959 50)
Since stud1es'w1th these second and third Durooses [to portray
“accurately the characteristics of a particular individual, situa-
tion, or group (with or without specific initial hypothes1s about

- the nature of these characteristics); to determine the frequency
with which something occurs or with which it is associated with
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something else (usually, but not always, with a specific initial
hypothesis)] present similar requirements for research design, we
can treat them together; we shall call them descriptive studfes.

The approach of this study was to,treat essentially qualita-
tive data quantitatively. As Locke (\969:33\) has remarked on the

measurement of job satisfaction, a qualitative phenomenon:

Intensity of satisfaction and value importance cannot be measured
Tn terms of any known physical (or psyc%o1ogica1) units. It would
be an error to conclude from this that these concepts are not
meaningful, however. By introsbection it can be observed that men
experience different degrees of satisfaction and dissatisfaction
and do value things to different degrees. (It should be possible
to rate these factors on an ordinal scale.)

McClintock, Brannen and Maynard-Moody (1979:612-628) suggest
that the strategies of qualitative and quantitativé research designs
can be integréted in a single study. The method that they outlined
consisted of three procedures:

(1) the definition, enumeration and sampling of units of analysis
within the case study that are theoretically meaningful and repre-
sent the phenomenology of informants; (2) stratified sampling of
_data sources based on theoretical grounds and on features of the
case, crossed with-a stratified sampling of the units of analysis;
(3) the optional creation of a quantitative data set consisting of
standardized codes for variables pertaining to each unit of
~analysis (p. 613).

Procedure 1 has_been followed in Chapférs 4 and 5 in terms of describ-
ing thé frequencies, central tendencies and ranges of responses to the
déta collecting schedule. The second'procedure is exemplified in Chap-
ter 5 when the total sample has been stratified iﬁto groups on the

basié of career stage. The final procedure is described in Chapter 3,
in the déve]Sbment of the Career Stage Inventory; in Chapter 4, .in the
examination of relationships between dependent and independent variables

for the total sample; and in Chapter 5 in the consideration of inter-



11
and intra- group relationships.

Qutline of the Study

’\
The primary review: of the re]ated research is presented in

Chapter 2. Add1t1ona1 pertinent 11terature and research is 1nc}uded

in Chapter 3 with regard to the validity and development of the instru-
mentsﬂthat have been~employed. Chapter 3 e]aborates upon the instru-
_mentation and methodo1ogy that has been used in tne study.

The sample, in its entirety, will be described and discussed
usjng descriptive statistics (frequency, central tendency and range)
and an inferential statistdcaiotest (Pearson productfmoment corre1a-
tion).i The stratified groups are a]so'described by désCriptive and
inferentialxstatistics in order to portray the nature of the'inter—
and intra- group re]ationships.',Ihese descriptions are presented:in
Chapters 4 and 5, respectively. | k - '

The problems that have been addressed in this study (see p. 5) y
are statistica]1y considéred in Chapter 6. 'Three stattstica] tests, |
the Pearson product moment corre1atlon, the analys1s of var1ance and
the Student s t-test are used in determ1n1ng re]at1onsh1ps

The final chapter is a preSentation of a discussion of the
‘ resu]ts of the study. Th1s discussion takes the form of suggest1ve

1mp11cat1ons for future app11cab111ty and research
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" CHAPTER 2

_ REVIEW OF THE RELATED RESEARCH N

—

Introduction

The rev1ew of the related research focuses upon two central

®

themes career stages and the experlence of job satisfaction. The re-

1at1onsh1ps between need fu]f?11ment and Job sat1sfact1on and career

_stages are fundamenta] in the review of 11terature

Gould and Hawk1ns (1978: 435) supported the notion that "jndf-i.

F‘g:v1dhals progress through dlst1nct1ve stages in thelr organ1zat1ona1
scareer and each stage has d1st1nct1ve deve]opmenta] needs for the

' find1v1dua1" This chapter 1dent1f1es the. theoret1ca1 approaches used
in determ1n1ng careerNEtages and “how developmenta] needs are re]ated

‘ .to sources of . JOb sat1sfact1on

Job sat1sfact1on has been descr1bed and d1scussed as an emo- a

tional response to aspects of the work env1ronment and to the work

"( act1v1ty 1tse1f (See p 6) Minuk (1980 14), remark1ng on the re1a-'

it1onsh1p between ‘the wark c1rcumstances and JOb sat1sfact1on, found

the 1nteract1on between one' s work s1tuat1on and the needs of the
- individual may" therefore be reflected in the ‘levels of job satis-
faction of the individuals involved. Thus, job satisfaction might
be considered as a dependent variable while various demographic
- characteristics might be cons1dered as 1ndependent var1ab1es

In the context of this study, Job sat1sfact1on 2 dependent var1ab1e,
is cons1dered 1n re]at1on to the: 1ndependent var1ab1e of career. stage

In order to more fully apprec1ate the nature of‘the reTat1on—

1‘sh1ps between the dependent and 1ndependent var1ab1es, the rev1ew of
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3

‘the research re]ates to JOb sat1sfact1on in terms of (a) need fuT;

f1]1ment, (b) the Canad1an context and. (c) career stages o

Need: Fu’]fﬂvf]ment- and Job Satisfa'ction

Def1n1ng Job Sat1sfact1on

Trad1t1ona11y, Job satlsfact1on has been defﬁned as the totaL
'fee]ings that.a person has‘about h1s/her qob. vTh1s jncludes the
nature-ofAthe WOrk itse]f‘ the pay.,.. therpromotfonal.poiicy, and the .

‘ re]at1onsh1ps with coworkers and . superv1sors (Sm1th Kenda11 and Hu11n,
_]§69 Gruneberg, 1976) Hopp0ck (1977) def1ned JOb sathfact1on as
- any comb1nat1on of psycho]og1cal and env1ronmenta1 c1rcumstances that
'icause a person to be ab]e to say that they are satxsf1ed w1th the1r

';'job. The concept of job sat1sfact1on has been suggested by Locke '

(1976 1300) -to mean a p1easurab]e or pesitive emot1ona] state resu]ting

_ofpom the appraisalvof onefs joh.

L'Def1n1ng Need Fu1f111ment

Job sat1sfact1on has been 1nvest1gated from a perspect1ve that 7

| assumed re]at1onsh1ps between needs, va]ues, expectat1ons and percep-

o ‘t1ons of the work s1tuat1on (Locke 1976 1302) Locke (1976) concluded

'that JOb sat1sfact1on resu]ts from the oercept1on that one's Job ful-
fills or ‘allows fu1f11]ment of 1mportant JOb values (e.gt chal]enge)
prov1d1ng those values are congruent w1th the 1nd1v1dua1's needs '

h (e'g se]f esteem) The “concept of need fu1f111ment is reviewed
through a presentat1on of the theor1es proposed by Mas]ow Herzberg

'and A1derfer Needs, in the context. of th1s study are def1ned as



14
"~ "an 1nd1v1dua1 'S preference for part1cu1ar cond1t1ons or outcomes of

work? (P1nto and Dav1s, 1974 339)

Mas]ow S Need H1erarchx

Mas]ow S. Need H1erarchy is presented 1n the rev1ew of re]ated
‘research because of its- p]ace as""one of the c]ass1c theories in the
_ ‘f1e1d of mot1vat1on (w1e1and_and~U11r1ch 1976 138) Furthermore,f
| ”_Murphy (1975:184) remarks: | ' |

Mas]ow s theory of human needs re]ates to the 1mportance of in=- '
-tegrat1ng our need-satisfying efforts into. balanced 1ives and a

fused work-leisure relationship. = As human beings, we have import--
_ant needs that extend beyond .the satisfaction of lower-level .
“security and material wants, and truly fulfilling work and 1e1sure,

must integrate all our needs in a way which g1ves our 11ves
._ba]ance comp]eteness, and. purpose

The bas1c pr1nc1p]e of Mas]ow 5 Need H1erarchy is that peop]et

V,.‘are mot1vated to fu1f11] spec1f1c needs 1n a h1erarch1a1 manner "The o

fprogress1on of needs compr1s1ng “the’ h1erarchy are dlsplayed in F1gure
;1 on page 15.- Referr1ng to F1gure 1, the h1erarchy progresses “from
"phys1o1og1ca1 needs" as the lowest " need to "se]f actua1lzat1on" eshn
the h1ghest The des1red outcome or cond1t1on for:eachvcategory of .
need is 11sted d1rect1y below- the need type -Be]ow the desired'out—
:xcome is a "tist of poss1b]e tools or methods by wh1ch to ach1eve the -
outcome. For exampde,,a_?self actua11zat1on need" means that an in-
divtduaf seeks "fu1fi]1ment ofnpotential“ through the "maximum:use of
- shii]s and abiiities" | | kN |

The Need H1erarchy has been d1scussed 1n terms of two assump- 3

~tions. Hall and Nouga1m (1968 13) remarked;
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First, Mas]ow predlcts a process of success1ve prepotencyeamong

#} the f1Ve levels. For a given individual at a-given point in. time,

one class of rieeds will be more salient than any. other. Then, as
' those needs become satisfied, needs.at the next higher level will
become stronger (i.e., more sa11ent) The important character-
istic of the hierarchy is its prediction of a decrease in the
strength. of a given need fo]10w1ng its sat1sfact1on

FIGURE,]

~Schematic RepreSentation of Mas1ow's Need Hierarchy

4

SELF ACTUALIZATION NEEDS

‘ Fulf1]1ment of individual ootent1a1
(max1mum use ‘of sk1lls and ab)11ty)

ESTEEM NEEDS

‘Self respect and worth o -~
(ach1evement, status and ‘power)

SOCIAL and BELONGINGNESS NEEDS -. o

Interact1on with and acceptance by others
(affection, aff111at1on, fr1endsh1p and love)

' SAFETY NEEDS

S : Protect1on of 1nd1v1dua1
(she]ter, protection from env1ronment)

PHYSIOLOGICAL NEEDS

S T Basic survival
- (dr1nk food air and sex)

- Souroe::adapted from_ded]emist'and,Hitt'(198]:137)'”

| The progress1ve f1ve Tevel h1erarchy has not rece1ved support from all 2

researchers (Schne1der and A]derfer, 1973 wahba and Br1dwe11 1976)

.ASchne1der and: Alderfer. (1973 502) found that "the scales for assess1ng ”:

fthe Haslow constructs did-not emerge w1th cons1stent c1ar1ty in any of !

'the stud1es“ wahba ‘and Br1dwe11 (1976 234) conc]uded that the most

prob]emat1c aspect of Mas]ow s theory was 1n the conceptua] def1n1t1on

>
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of needs.. In this. 11ght they formu]ated a number of quest1ons

Does need- have a psycho]dg1ca1 and/or physro]og1ca1 base? Does a
need come to.existence because of a deficiency only or does need
a1ways exist even if it is gratified? How can we identify, iso-
: 1ate and measure differeht»needs? . N

e

It has been suggested that changes in need strength may be a
funct1on of career stage character1st1cs and ‘not re]ated to a
"universal® need h1erarchy (Ha11 and Nougaim, 1968:26). A]though
these and other questlons have been ra1sed concern1ng the va11d1ty of
the h1erarchy, wahba~and Br1dwe11 (1976 235) commented that: '

Maslow's need’h1erarchy theory has proven to be a uséful theory
in generating ideas, .and as an 2 priori-togical framework to
explain diverse research f1nd1ngs namber of wr1ters have
"~ attempted to reformulaté Maslow's need hierarchy." .Most notable
" of these reformulations is that of Alderfer who proposed a,
theory based upon three related needs-in the organ1zat1ona1 set-
ting:- ex1stence re]atedness and growth

L

_ A1erfer's'E§G'Theory'

¢

Thexidea‘of‘a need'hierarchy'occurring during the career
years has been suggested by A]derfer 1n-terms of three categor1es of.
"needs E51stenc Re]gtedness and Growth (ERG). Alderfer (1969:145)
'suggested that'an 1nd1v1dua] S needs 1nc1uded° N :

' : obta1n1ng h1s mater1a1 ex1stence needs, ma1nta1n1ng his interper-
sonal relatedness with smgn1f1tant other people, and seeking
opportun1t1es for- his un1que persona] development and growth.

Each of these needs has two components - a process and a target Ai-

derfer and Guzzo (1979: 352) exp]ored d1mens1ons of JOb satisfaction

using the ERG theory. The re]at1onsh1ps between the Tevels’ of'needs

‘and\the.sourCes of»job‘satfsfaction are disolayed in‘Figure 2‘on

N

-page 17:



" FIGWRE 2

Re]afionships«Betwaen ERG and Sourégs offJob'Satisfactioh_ . 
Need Lével (ERG) Source of Job ~ . - Causes of )
- . Satigfaction - Satisfaction ° Dissatisfaction
Existence | Pay . TFair Pay . Inadequate for .
R ) T ' . Tuxuries -
Relatedness CoWorker5§* Positive Negative
. - : _ interactions . ° interactions,
-Supervisor Open attitude' Witholds key
’ C h ..« information -’
Growth © | Work Itself . Challenging Restricts use
n 7 ' of abilities
Promotional - Fair chance  Unfair and
‘Policy - for advantementj-infrequent

Source: adapted from Alderfer and Guzzo (1979:352)

,Figdre 2 suggests that"job satisfaction and\di#satisfattionvare
inf]ueﬁcediby thé context of'thé sodrcef For examp]e;bpay_may be é
sourcé:bf‘job“sétisfactﬁon:if it is péfcéived to be fair and equitable, .
but ff pay does not broQide.for a few lhxuriés.in:]ife, it may becpme
é source df'dissatisfactfon, deSpite Herzberg's TworFaétor Thgdfy (See
page ?9).‘ ” | - _

~A1derfer and Guzzo (i979:347)"foundvthat the ERG cagégorieé

~ produced "meaningful patterné of reTationships'betwgen each measure of

' enduring~desires and life cycle". fhe ERG categoriesvappear to have
parficu]ar relevance forvihc]usioﬁ in this study because of their
compatibi]ity witﬁlthe sourcés of job satisféction Comprjsing'the Job -

bDescrjpiiVe Indéx, the 1nstrﬁmeht emp]dyea in .this study tb measure

_ job satisfaction. . To this end, Schneider and Alderfer (1973:502)

Lox
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:observed that o

‘:fcorrelat1ons between Maslbw ERG and JDI reveaTed that the two

. measures’ derived from need satisfaction theories.correlated as

.. highly with-JDI as they,did-with.each other,..Furthermore, on -

. intuitive grounds,, the ERG scales seem to be more mean1ngfu11y

- related to the JDT'scales than the Maslow scales” are. .
‘The ERG theory. has also- been app11ed to the study of career stages
;Alderfer and Guzzo (1979 349) 0t111zed the age def1ned deveTopmenta]
per1ods out11ned by Lev1nson et aT 1n a- study of the endur1ng des:res ‘
and" needs of 1nd1v1dua15 ATderfer and Guzzo (1979) conc]uded that
— Ex1stengg need was not reTated to any 11fe stage per1od _,They ‘
‘suggested that the’ pay recelved from work1ng is. not perce1ved as f
:e1ther a sat1sfy1ng or- d1ssat1sfyrng eTement The Re]atedness need
:‘1nd1cated that the superv1sor was cons1dered ‘to be‘an 1mportant need
“unt11 approx1mate1y age forty-s1x : The Re]atedness need w1th regard )
- to the cowbrkers seemed to be unre]ated to any career stage group
;a]though the h1ghest dgs1re for assoe1at1on w1th others was fOund to
be for the age group th1rty six to’ th1rty-n1ne years Growth needs '
(1 e, s promot1ons and chaTTeng1ng work) appeared to dec11ne 1n 1mport-
. fance as the age ‘of the respondents 1ncreased N | |
ATderfer and Guzzo (1979 335) also found two s1gn1f1cant

'd1fferences between ma]es and fema]es in the reTat1ve strength of -
~'needs- The first s1gn1f1cant f1nd1ng was that fema]es p]aced a Tower
ides1re for Ex1stence (i.e., pay) than d1d maTes, and second fema]es
: expressed a greater des1re for ReTatedness w1th the superv1sor than
}d1d maTes ‘ J |

The A]derfer and Guzzo (1979) and the Schne1der and ATderfer

- (1973) stud1es haveasupported the purposes of . this study
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Herzberg’s Two Factor=Theory

Another maJor ‘theory that has had s1gn1f1cant 1mpact on the -

19

study of Job sat1sfact1on, part1cu1ar1y with regard to the 1dent1f1ca-'

;t1on of numerous intrinsic and extr1ns1c components is Herzberg s Two
'Factor Theory (H1nuk, 1980: 48). The under]ying assumpt1on of the Two

Factor Theory is that there are essentially two classes of variables -
i

one set can sat1sfy, but not contr1bute to d1ssat1sfact1on, the other
set can cause d1ssat1sfaction but can not contr1bute to satisfaction.
" As Herzberg (1959 111) remarked:

It was noted in the review of the 11terature that d1fferent re-
sults were achieved when the study design was concerned with what
made people happy with-their jobs as opposed to job dissatisfac-
tion. - The factors in.our study that make people happy with their
. Jobs turned out to be different from the factors that ‘made peop]e
unhappy with .their jobs. ) _ ’

The conclusions generated by‘Herzbeng et al. have been sumhariied'as '
follows: | |

1. Every individual has a set of needs. One set labeled hyg1ene .
needs relates the physical and psychological environment
- in which the work is done. These needs would be met by co-
workers, supervisor, working conditions, and company. policies.
, The second set of needs, labeled motivator needs, relates to
N the nature and challenge of the work itself. - These needs are
met by the st1mu1at1on prov1ded by the job duties and respons-
1b111ty
2. When hygiene needs are not met, the 1nd1v1dua1 is dissat1sf1ed.
- When. the hygiene needs are met, the individual is no longer
d1ssat1sf1ed (but is not sat1sf1ed either).

- 3. When motivator needs are not met, the individual is not. sat1s—
fied (but not dissatisfied e1ther) When motivator needs are
met, the individual is satisfied (Landy and Trumbo 1980:399).
A maJor criticism of the Two Factor Theory is the assumpt1on

that 1nd1v1dua1s have the ab111ty and desire to "report accurate]y on»

the cond1t1ons which make them satlsf1ed or d1ssat1sf1ed w1th the1r
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jobs" (Blum and Naylor, 1969:378). Furthermore, Blum and Naylor
-(1969 378) have suggested that: . | »

~ When a person is. asked to te]] about someth1ng good he iy apt to
. attribute the causes of these to his own accomp11shments and
achievements (motivator items)... When someone is asked to te]T
about: an unpleasant or dissatisfying work’ exper1ence, he is more
>apt to blame others for this (hyg1ene 1tems) '
'_v ATthough the Two Factor Theory has ‘been subJect to cr1t1c1sm by re- -
searchers, particularTy 1n terms of its s1mp11f1cat1on of factors
1nvoTved 1n the measurement of Job sat1sfact1on, it has been suggested o
that Herzberg $ theory has value as a base from wh1ch 1mp11cat1ons

about organ1zat1ona1 behav1or may be formu]ated (M1dd1em1st and H1tt,A

.‘1981 144) _

A

Job Satisfactﬁon in’ the Canadian Context o

" One of the major stud1es of JOb sat1sfact1on in Canada is the__"

Canadian Work VaTues proaect.of the federaT department of Manpower'
k and Tnmigration “The study was undertaken in 1974 w1th more than one a
-thousand emp]oyed Canad1ans comprﬂs1ng the samp]e The results of
‘that study relevant to th1s study are presented in the foT]ow1ng three?"
" TTabTes | ) | | |
The flrst of the TabTes, appear1ng on the next page, “shows. the
reTat1ve rank1ng of various sources of Job sat1sfact1on for the sample'
;as a whoTe The five: sources of Job sat1sfactaonuthat w111 be empTOyed
in th1s study have been 1nd1cated in the TabTes As ev1denced 1n_'
Tab]e ], the” greatest source of - Job sat1sfact1on for the sampTe As the

ava1]ab1]1ty of the resources and too]s to be ab]e to do the JOb

‘ Converse]y, the greatest source of d1ssat1sfact1on 1dent1f1ed by the o
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TABLE

Sources Ranked by Average 'Satisfaction chr@s (N=929)

Rank - , Source : Average Sat1sfact1on
o S - . L ' Score*
1 Non-human resources to do job......covuvu.... .. 3.16
2 Personal relations (Coworkers).......... A '3.15
3 " Human resources to do job........ ettt 3.10
4 Supervisors (Supervision)...... et eeeereeaeae 3.02
5 Financial considerations (Pay)..........evuen.. - 2.92 -
6 Comfort and .convenience of work (Work Itself).. 2.91
7 . Challenge and growth. ... iivii it e i, 2.86
8 "kPromot1ona1 opportun1t1es (Promotlonal Policy). 2.60

OVERALL AVERAGE (Overall Job Sat1sfact1on) ..... 2.97

. i

*.noted that:

*Maximum scoyre ‘is 4. 00
i Note: Sources enclosed in parentheses refer to the sources

o 1dent1f1ed in‘this study.

Source “adapted from M. Burstein et al., Canadian Work

Values.. Manpowerﬁand me1gration,']975:32t

\

‘samp]e is the opportunity for prqmotiqns. Burstein et al., (1975:32)

i

promot1ona1 opportun1t1es are s1ng]ed out as the most dissatisfy-
1ng element in the Canadian work scene. The factor score of 2.60
is considerably lower than that accorded other scales and signals
retative unhappiness with the chances of promotion, with their
fairness and with the concern of the emp]oyer about giving’ every
one a chance to get. ahead )

Tab]e 2 refers to the re]at1ve 1mportance that is p]aced upon

-the sources of JOb sat1sfact1on It is necessary to recogn1ze that
i'there are d1fferences in the ranked order of sources of satisfaction
and the 1mportance of those sources for the sample. As Tab]e 2
N exempleles,,the supervisor is the second most 1mportant sourté of job .

;sat1sfact1on and .the working cond1t1ons are cons1dered to be the

least 1mportant Burste1n et al. observed_that "persona] relations
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TABLE 2

Sources Ranked by'Average Importance Scores (N=929)

Rank . Source Average Importance
Score*

1 Non-human resources to do job..... e PR 3.59

2 Supervisors (Supervision)...... et 3.37

3 Human resources to.do job.........cceeuvnvunn.. . 3.36

4 Promotional opportunities (Promotional Policy). 3.31

5 Challenge and growth..........covieernnnnnn... 3.31

6 - Financial considerations (Pay)................. 3.30

7 Personal relations (Coworkers)................. 3.17

8

Comfort and convenience of work (Work Itself).. 2.90

*Maximum score is 4.00
Note: Sources enclosed in parentheses refer to the sources

identified in this study. S
: Source: adapted from Burstein et al. » Canadian Work
Values..., Manpower and Immigration, 1975: 32

such as being given the chance to make fr1ends as we11 as the comfort

and convenience of working conditions are ranked cons1derab1y ]ower

- than the other factors" (1975.31). The data presented in Tables 1 and~

- 2 suggest that' Canadians respondlng to the survey value the resources
to do their work, and that the presence of those resources - 1s cr1t1ca]
for job satisfaction. ’

Table 3 refers to the scores and re1a11ve ranking of both the
sources of sat1sfact1on and the importance of those sources for women
in the samp]e The scores provided by .the. tota] samp]e have been
1nc1uded 1n the Tab]e for compar1son purposes. \I \terms of the rank-
ing of sources of satisfaction, the only d1fferenci between the groups
is in the p]acement of the "Comfort and convenience of work“ and the |
s“F1nanc1a1 cons1derat1ons" sources, w1th the female group‘rankjng

"Financial considerations" below "Comfort and convenience of work", a

/’
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reversal of the sample rankings. A possible reason for this differ-
ence may be that women rgceive a lower rate of pay than men which
would reduce the satisfaction associated with pay.

The comparison of rankings of the importance placed upon the
sources of job satisfaction revealed a number of differences. Of
- particular note is the ranking of "Promotional opportunities". While
the opportunity for promotions is ranked as fourth in importance by
the general sample, it is considered by the female group to be only
sixth in importance. This result may be a consequence of a perception
by women that the potential for advancement in organizations is
limited. If the opportunity is 1im1ted, and there is recoqnition of
this ]1m1tat1on, then promotions would diminish in importance relative
to other factors which are obtainab]e, such as relationships with
oéhers in thé,organization.

The resuits of this study will be discussed in terhs of impli-
cations in association with the findings generated by the Canadian

Work Values... in Chapter 7.

Career Stages

In discussing the concept of life stages, Levinson et al.
(1978:6) méke the'distinction between 1ife course and Tife‘cycle. The
1Hife éourée is‘“the flow of the individual 1ife over time - the pat-
tern1ng ~of spec1f1c events, relat1onsh1ps, achievements failures and
asp1rat10ns that are the stuff of 1ife". L1fe cycle, on the other
hand, "suggests that the 1ife course had a particular character and

follows a basic sequence". Furthermore, the life cycle is characterj

Al

v
NP



| 2
ized’ by havihg a-heginning and an end, and is?a;series ot stages with
d%stinctive identities. Dalton, Thompson and Prtce’(19775139), in ah
/‘investigation of career development, Afound that distihctive stages
emerged They described these stages in the fo]]ow1ng manner

Each stage differs from the others in the tasks an individual is,

expected- to perform well in that stage, in the types of’ relation-
ships he engages in, and in the psychological adjustments he must
‘make (Dalton, Thompson and Price, 1977'139)

The notion of distinctive deve]opmenta] stages. through which 1nd1v1d-'
-ua]s progress during their career has been suggested by Gould and
Hawkins (1978) and Sheehy (1976). ’ | |

In the area of career stage hesearch,‘there appears to be.
considerable overlap between theories with regard to the general con-
tent of the various stages For examp]e what one theory ca]]s the
 Establishment perfod (Rapoport and Rapoport 1975.186) another refers
to as the‘Aduithood'per1Qd (Lev1nson et al. 1978:56-63){v This o
dilemma is exemplified by Hall and Hall (1976:3):

Stage one, the teens and ear]y twent1es, is a per1od of exp]or1ng
different careers (Super and Bohn, 1970); a time of getting into
the adult world or GIAW (Levinson et al., 1974); and a time for

« establishing-an identity (Eﬁ1kson, 1963). - The second stage, -the
late twenties and thirties, is a period of trial jobs and getting
established (Super and Bohn, 1970); settling down, or "SD" (Levin-
son et al., 1974); and intimacy or forming commitments (Erikson,
]963) In the fort1es, the third stage, the person cuts any
remaining ties with mentors, becoming one's own man or “BOOM"
(Levinson et al., 1974), and enters midcareer. This can be a
period of either growth, decline or p]ateau depending on personal
factors. It is a time when the person is coficerned with producing
something of ]ast1ng value...In the final stage, 1ate career, a '
period of decline is hypothes1zed (Super and Bohn, 1970), and the
person comes to terms with rea11zat1on of the "one and only" 11fe
~cycte.

Thé‘stages that were employed -in this study have been referred

to as the Early, Middle and Late Establishment Career Stages. AThese
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hstages have beén termedw"estabiishment“tbecause of‘the'connotation-
assoc1ated w1th it: it means “to be on a firm or stabIe bas1s, to
.1nsta11 .or. sett]e in a pos1t10n, pIace or bus1ness, and to cause to
.be accepted or recogn1zed“ (Random House D1ct1onary, I978) ‘ A
comp]ete descr1pt1on of the character1st1cs of each of the career a

stages is undertaken in Chapter 3 as part of the deve]opment of the

Career Stage Inventory

Accord1ng to Van Dusen and Sheldon (1976), life (career)f
stages may be- y1ewed as cohort movements This perspect1ve suggests
that age groups move through determ1ned phases Most spec1f1caIIy, '
they 1dent1f1ed three components of change assoc1ated w1th career
»stages '

1. those related to the ‘aging - process,'
~ 2. those related to the external, (work) environment; and -
3.. those related to the repIacement of one group of people with
. another (Van Dusen- and Sheldon, 1976: 106?
It has been proposed that the career stage of an 1nd1v1dua1

'1s an 1mportant moderator 1n the reIat1onsh1p between performance and

'v'JOb sat1sfact1on Gou]d and Hawkins. (1978:448) emponed the Job

Descr1pt1ve Index as a means to measure. JOb sat1sfact1on through a-
number of . sources, and found that career stage (as def1ned by tenure.
»;1n the organ1zat10n) influenced the performance ad reported

: 'sat1sfact1on w1th the f1ve Job Descr1pt1ve Index items. The resuItS-
of the Gou]d and Hawk1ns (1978) study prov1de an examo]e of the
-1mportance of cons1der1ng such- var1abIes as career stage ‘in the B

(
examioation of job satisfaction. '
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.»:Summary '

Job sat1sfact1on has been defined as-a pos1t1ve emot1ona1
'react1on to the psycho]og1ca1 phys1olog1ca1 and env1ronmenta1
, c1rcumstances of the work settlng The exper1ence of Job sat1sfact—d
t1on has been determ1ned to be a resuTt of the fu1f111ment of
certaln needs. A need, in the context of: th1s study, has been
N def1ned as the preference for part1cu1ar outcomes or cond1t1ons,(and :
“was d1scussed in terms of the MasTow Need H1erarchy, Herzberg S. Two,
Factor Theory and A]derfer s ERG Theory

The review of the re]ated research on JOb sat1sfact1on,
'Aithr0ugh the d1scuss1on of the need theor1es, revea]ed ‘that there
1s not a consensus in the f1e1d w1th regard to the sources of
sat1sfact1on as opposed to the sources of d1ssat1sfact1on (mot1vat?
' ors~versus hyg1enes) and whether or not sat1sfact1on is a resu]t of
‘the fu1f111ment of needs that are h1erarch1ca11y determined. L

Job sat1sfact1on, in the Canadian sett1ng, was rev1ewed in

terms of the resu]ts of the Canad1an Work Va]ues F1nd1ngs of a

“Work Ethic and a Job Sat1sfact1on Survey, a study undertaken in 1974

by the federa] department of Manpower and Imm1grat1on ’ Thes study
found that: the most sat1sfy1ng element tn the work sett1ng was. the
ava11ab111ty of adequate non- human resources to do. the Job foT]owed
c}osely by sat1sfact1on with. persona] re]at1onsh1ps The Teast
.satisfying aspect for the total sample and for women as a separate

group ‘was the opportun1ty for promot1ons and advancement in the

organ1zat1on " The 1east 1mportant work factor for the two groups
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’-’wasbthe~c0mfort-and conventence‘of'the work ttse1f and'thé most h
1mportant Was the ava11ab111ty of non- human resources to do the JOb
:The second most 1mportant factOr for the two groups was the re]at1on-
.‘sh1p w1th the superv1sor o f’,}A: I
The research regardwng career stages was found to produce
”cons1derab1e over]ap between theor1es 4interms’ of the bas1; character—
"f1st1cs of each stage ~ The. deta11ed descr1pt1ons of the character1st— A
‘1cs of each career stage 1dent1f1ed by thlS study (Ear]y, M1dd1e and -
j‘Late Estab]1shment) will be presented in Chapter 3 as part of the f,[
';development of the Career Stage Inventory The br1ef descr1pt1on of
v.the re]evant career stages 1nc1uded Jin th1s chapter suggests that
7 there are d1scern1b1e d1fferences between stages in terms of

i

I1nterests, goals and needs




 CHAPTER 3
‘nETHODOLoe‘y" R S e
To expTore ‘the probTems presented 1n Chapter 1 (page 5) data |
”‘were collected from fema]e managers emp]oyed 1n 1eisure service de]iv- S
ery departments of the A]berta prov1nc1a1 government and the Edmonton
- munic1pa1 government The three departments chosen from the provinc1a1.
ggovernment were Tour1sm and SmaTT Bus1ness, CuTture, and. Recreat1on
- and Parks The department from the mun1c1pa1 government was . Parks and
; Recreat1on These departments were selected under the gu1de11ne pro-,,j_
'v1ded on’ page 7 | ) , ‘
' The three 1nstruments emp]oyed 1n this study, the Job Descrip— '
Wt1ve Index (JDI), the Impbrtance of Sources of Job Satisfaction (ISJS) N
. and the Career Stage Inventory (CSI) w111 be. descr1bed and discussed
j1n terms of the rat1ona1es underTying each 1nstrument and how each |
’1nstrument has been appTied - The methods of adm1n1ster1ng the 1nstru- .L
- ments and the procedures fo]Towed in treat1ng the data are also des-
' cribed 1n “this. chapter | | | "; |
| The data that'were coTTected us1ng the: CSI are presented in .
this. chapter to further exp11cate the deve]opment of the CSI The -
“data coTTected by the JDI and the.ISJS w111 be. 1ntroduced in both

Chapters 4 and 5.

" Instruments Used

The 1nstrdments have been'designed,to”obtain‘datafconcerning:*
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1‘(a) the sources - of JOb sat1sfact1on, (b)'the tmportance'placed upon |
“rthose sources, and (c) the career stage of each'respOndént The‘in-
struments are d1sp1ayed in: Append1x A, in the body of’ the Data CoTTect-

'n 1ng ScheduTe

'~ Career Stage/Inventory (CSI)-

The CSI was deve]oped for th1s study from the theoret1ca1
assumpt1ons made in the career stage research of Rapoport and Rapoport~3

(1975), Sheehy (1976) DaTton Thompson and Pr1ce (1977) Hennig and

‘.'Jard1m (1978) Lev1nson et al. (1978), and ATderfer and Guzzo (1979),\‘.'

Essent1a11y, these theor1es contend that 1nd1v1duaTs can be grouped ‘
‘ -together on the_ba51s)of~common1y‘shared-attTtudes about their career -
:deveTopment : 4 \ | B o o -
‘ The techn1que for determ1n1ng career stages that has been most- ;
v w1de1y empToyed 1s that of b1ograph1ca1 recaTT 1nterv1ews (Rapoport and”
' ~Rapoport 1975 14; Sheehy, 1976: 23 DaTton, Thompson and Pr1ce 1977
139,,and Lev1nson et aT , 1978: T4) | However there have been attempts
£ made to consoT1date the pr1mary po1nts presented by these researcher5~'f
v1nto a shngTe descr1pterﬁof career stage Of partlcuTar note is the i
'Teffort,of Goqu and Hawkins (1978) in the ass1gnment of respondents to
.'career'stage groups on the”bas{s‘Of-Tength of tenure in an organ1za7
tion. They have'concededﬁthat they;“recognize'the.arpitrariness'in-
:voTved in ass1gn1ng tenure cutoff po1nts to each career- stage but - (we)'
:have attempted to estab11sh these po1nts through a rev1ew of prev1ous

research" (Goqu and Hawkins:, 1978 348). This study foTTowed the ‘

\ Gould and Hawk1ns precedent of consu1t1ng ex1st1ng research in order
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to formu]ate theoret1ca1 foundat1ons for determ1n1ng membersh1p in a
career stage group However, rather than seTect1ng a 51ng]e 1nd1cator -
of any one career stage the CSI 1s des1gned to define- career stages'
for the respondents on ‘the basis of the1r responses to statements
refTect1ng the maJor theoretlcaT assumpt1ons (See pp .32- 6)

The reasons for deve]op1ng ‘the CSI were first, to transform -
‘a ser1es of att1tud1na1 and perceptuaT responses into a form that
tcou]d be quant1tat1veTy 1nterpreted By quant1fy1na the responses,
numer1ca1 compar1sons and operat1ons w1th other 1nstruments such as
the JDI and ISJS cou]d be undertaken Second, the CSI was deveToped 'h
as an 1nstrument that woqu operationa]]y def1ne career stage The
;'results of the CSI have been used to pTace respondents 1nto groups so
:vthat ProbTems 2, 3 and 4 (See page 5) can be addressed _ |
o ‘ The resuTts have allowed the pre11m1nary probTem, "Are there J
Jd1scern1b1e career stages ev1dent for manager1a1 women empToyed 1n the~

'pubT1c serv1ce7" to_be.cons1dered and-d1scussed.

. DeveTopment“‘

The CSI arose from a deta11ed exam1nat1on of the bas1c charac- o
ter1st1cs of career stages TabTes 4, 5 and 6 d1spTay the twenty one :

~CSI statements pTus the under1y1ng theoret1ca1 foundat1ons that served

. as the bas1s for the CSI The researchers assoc1ated w1th each of the

‘theoret1ca1 foundat1ons are also acknowledged These three Tab]es
ﬁreflect the final product of_the cons1derat1on of the character1st1cs
of career stages that were used for this study The f1rst draft of the

. CSI appears 1n Append1x C as part of the 1n1t1a1 p1Tot study The
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‘-statements presented 1n Tab]es 4, 5 and 6 ref]ect‘the revisions made
ffor c1ar1ty of presentat1on A1though the statements were random]y
"p]aced w1th1n the f1na1 ver51on of the CSI, -for ease of d1scuss1on,
‘ the statements have been grouped under each of the theoret1ca1]y
tappropr1ate career stages » .

Tab]e 4.1s a presentat1on of the theoretical character1st1cs
'that have been 1dent1f1ed with the Early Estab11shment Career Stage
- . The Table outl1nes f1ve genera] theoret1ca] foundat1ons and the corre-

' spond1ng CSI statements The theor1sts respon51b1e for the descr1p-

',' t1on of the foundat1on are acknow]edged accord1ngly

The Early Estab11shment Career Stage may be character1zed as .
 a per1od of tran51t10n from ado]escence to adu]thood It 1s an
'lexp1oratory t1me when 1mpress1ons’are formed, 1deas are’ exerc1sed and"
occupat1ona1 patterns are beg1nn1ng to develop (Ha11,and Nougaim,
‘\1968 45 Sheehy; 1976 123 and Levinson et a] , 1978;78) There is a
great need to be accepted by the group of assoc1ates and coworkers j L
(Ha]] and Nougalm,v1968 45; Henn1g and Jard1m, 1978 61) ‘ At the end
nof the Ear]y Estab11shment Career Stage .the 1nd1v1dua1 ts Seen as a .
S'str1ver for both stab111ty and achievements in the career sector of
-their Tlves (Rapoport and Rapoport 1975 191) “ |

| Tab]e 5 1s a cont1nuat1on of the presentat1on of the bas1c f-
"character1st1cs assoc1ated w1th career stages, in th1s case the M1d-
’d]e Estab]1shment Career Stage | The theoret1ca1 assumpt1ons are-again
1dent1f1ed with the CSI statements and w1th the theor1sts assoc1ated

with the concept

After the exp]oratory phase of the Ear]y Estab11shment Career -~
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: Stage.‘there,is'a tendency for mhe‘individual to settTe down,, to form _'
more sobstantial and‘definitive roots'(Rapoport and; Rapoport, 19755210;
Sheehy, 1976:213; Gould and Hawk1ns, T978 346 Levinson et al., 1978: -~
' 140) Th1s perlod is. aTSo fraught w1th conf11cts in the percept1on of
the rate of progress that an 1ndiv1dua1 views h1mse1f ‘as, mak1ng (Ha]]

and»Nouga1m 1968: 328 Sheehy, 1976: 213 Lev1nson et al., 1978: 140)

: ,There is still t1me for: changes in the career patterns, but often therep

is a feeTTng of dissat1sfact1on in the d1screpancy between asp1rat1ons
:and accomp11shments (Lev1nson et a] 1928.151).

The theoret1ca1 foundations of the Late EStabTishment—Career'
' 'Stage have been 0ut1ined.inhTab1e 6. Fiveimajor traitstare'identified‘
in the correspondfng nine}CSI statements. JThe'approprfatedtheorists o
‘have been acknowledged in the context of their assumptions.“’

'The Late EstabTTshment Career Stage has a.COncentration’On thed'
| goaTs of maTntenance of the status quo'and upon preparation for future
pyears (HaTT and Nouga im, T968:29) This per1od is ne1ther as- turbu-' ‘

lent nor- as confTuct r1dden as- the two preced1ng stages There
:appears to be a reswgnat1on to the patterns of 1nterdependenc1es that
the 1nd1v1dua1 and organ1zat1on have estab11shed (Lev1nson et al.

1978: 192) A]though there ‘is.an 1ncrease in: the amount of respons1b-
1T1ty that is shoquered dur1ng th1s stage, 1t seems that the 1nd1v1d-
| uaT has been gradua]]y groomed to take on the roTe of mentor and adv1s-_
or for new and younger emp]oyees (Ha]] ‘and Nouga1m 1968.28 Sheehy, |
‘ 1976 405 Dalton, Thompson and Pr1ce ]977 140) The 1nd1v1dua]
';usuaTTy views his/her job as a symbol of h1s/her accompT1shments

| (Henn1g'and Jard1mﬂ 1978.174; Lev1nson et aT.,11978:192),
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The theoretical foundations that are discussed in this chapter
do not acknowledge whether or not the constructs are applicable to wo-
men. However, earlier it was suggested that the theory of career
stages, based on the existing research utilizing male samples, has
applicability also to female samples (See'page 2). Furthermore,
Terborg (1977:658), in a review.of research on women in management,
remarked that; |
. It does appear that women who pursue nontraditional careers
(i.e., managers) reject sex role stereotypes and that once in
those positions, they have needs, motives, and values that are
similar to men who are also in those pos1t1ons
Treatment
| The first step 1n c]ass1fy1nq respondents 1nto career stage
groups was to sum the va]ues assigned to each of the respondents to the
csI. This was done to isolate and identify patterns of responses that
1nd1cate the spec1f1c concerns of those at each stage ThevrespondEnt
was requested to 1nd1cate to. ‘what extent any one of the CSI statements
are descr1pt1ve of her career deve]opment at the present time. The
vposs1b1e responses are: Strong]y Agree, Agree, D1sagree Strong]y D1s-
' agree and Undec1ded A value range correspond1ng to the responses _
enta11ed ass1gn1ng va]ues 5, 4, 3 2 and 1, respectively. Therwe1ght-
ing procedure emp]oyed for the CSI is a‘departure from the generally.
accepted practice of’aSSjgntng‘the-”Neutral" or undecided response a
'tra1ue-corresponding to the midpoint of the scale. The reasons-for
"using a weighting system'that considers;the neutral response to be less
than a strongly disagree are:related to the nature of ‘the phenomena

under examination.
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; dLik and Matthews (1974:365) defined the study of "a sequence
of stages through which an individual, an interpersonal relationship, a
group, an organization or perhaps a social institution passes™ as a
"developmental" process. A major contention of their research is that:
as development proceeds, earlier traits are dropped and new traits
are acquired. Developmental stages may thus be thought of as
points in time during which certain sets of traits are present.

Furthermore, the acquisition of traits and the dropping of traits
occurs in the same ordered sequence.

This contention is interpreted to mean that the strong rejection of -
traits that are not characteristic of the career stage of the respond-

ent is greater evidence of membership in that stage than is a neutral

response. The réjection (as evidenced $ the response Strongly Dis-

agree) of a particu1ar'itém may be ung ‘;ﬁ§od to be the dropping of
past traits or the failure to acquireﬁ v traits before the respon-
dent is ready. Additional support for the weighting system that has
beeﬁ used fﬁythis study is provided by Sherif and Sherif (1970:300) in
a study considering the strength of attitudes. Sherif and Sherif
(1970:300) defined attitude as:
the person's consistent and characteristic categoriiations, over a
time span, of relevant objects, persons, groups, or communications
into acceptab]e and objectionable categories..
The CSI is concerned with identifying an 1nd1v1dua1 s attitudes in terms
of the categorization of their perceptions regarding career stage char-
acteristics. A major finding of the Sherif and Sherif (1970:302) study

was that:

The latitude (mean frequency) of noncommitment (undecided response)
is inversely related to extremity of commitment, approaching zere
for persons with the most extreme commitment...there is evidence
for data on rat1ngs of personality dimensions that the person
highly involved in a particular personal characteristic is likely

S it
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to‘give extreme rdtihgs on thaf,diménéion. '

Thié.finding suggests that indi?iéUé]s who arevmére;strongly_cﬁaracter-
ized by a particular career stage would exﬁibit faiffyldecisivé reépon~ ‘
ées as qﬁposed tﬁ a neutral or undecided respohﬁe. TheviﬁdiViduals
responding in an undecided manner can, at best,.be'mafginé11y'consfder-“\
ed to be demonstrating traits relating to a parfiéula?'career stage.’
‘Thereforé, an assumpption of this study, based on the presented research,
fs:that the rejection of a theoretically cbnstructed.céreer stégs
characteristic is a greaéer indicator of the 1ndiv1dﬁa1's career stage
than an artificially inflated score. ‘ |

The responses to the CSI, after receiving a value, were ther
summed. Each respohdent was awarded three écores, one corresponding to
each of the three career stages. The highest total of the three scores
-was taken to indicate memBérship iﬁ fhgt particular career stége group.
In order to address Proé]em 1 (See page 5), *wo additioné] tests were
performed on. the data, the Pearson product-moment correlation and the
discrimfnant analysis,

The first statistical test that was performed on the data was
the Pearson product-momeht correlation to test for the inferna1'consist-

a4

ency of the statements contributing to each of the carder stages.

Popham and Sirotnik (1973:80), in discussing the use of correlation,
particularly the product-moment technique, stated:

CorreTation techniques provide the statistician with a procedure
for quantifying the nature of relationships between two or mex:
variables...the strength and direction of a relationshipbetwden
two variables is described by the value of r which rangés from a
perfect relationship of +1,00 to a nonexistent relationship of
zero.
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Th1s techn1que was’ chosen because of its p1ace as "the most w1de]y

“ﬁemp]oyed measure of. stat1st1ca1 corre]at1on" (Popham and S1rotn1k

“‘1973 68). Correlat1on techn1ques produce statistics that measure the

goodness of f1t" of the data to a regression 11ne and ana]yzes the

‘*,re]atjve strength and d1rect1en of the stat1st1ca1 re]ationsh1p be-
etween'variables (C]aycamp, 1974:394)."" In terms of th1s study, the_ CSI
| statements, appear1ng in Tab]es 4, 5 and 6 and the final vers1on oﬁ

“the CSI are understood to represent elements that compr1se career.

stages After the summat1on procedure, the CSI statements are cons1d—A

ered to be variab]es f0110w1ng the gu1de11ne suggested by N1e et al.
(1975.2) that def1nesﬁfvar1ab1e" as :the resu]t of a measurement hav1ng'
-been performed on a case. The ass1gnment of va]ues to the CSI state-
ments a]]ows the statements to be cons1dered as var1ab1es |

The corre1at1ons that have been- presented in the fo]]ow1ng

. Tab]es are the corre]at1ons between the var1ab1es that have been

" identified as theoret1ca11y cons1stent with a- -given stage, and a vari-

ab1e des1gned as representat1ve of the career stage The\var1ab]e
representatmve of the career stage was determ1ned to consist of"the
‘theoret1ca]1y der1ved statements appear1ng in Tab]es 4 5 and 6. The
gresults of the corre]at1on are suggest1ve of the 1nterna1 con51stency
" of the uar1ab1es contr1but1ng to each of the career stages A com-
p]ete matr1x of the corre]at1ons between the twenty-one career stage
var1ab1es and the three var1ab1es represent1ng each of the career

stages is d1sp1ayed 1n Append1x D. To support the theoret1ca1 group—'

ing of the career stage var1ab]es, on]y the corre]at1ons found to be

y ’ g}ﬁ“ﬁv
519n1f1cant at the -.10;..05 and 01 levels of conf1dence have been -
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'reported;,‘The .TO Teveltof confidence has_been included throughqut»
the study because, to quote Myers:(1979;48), “1n‘research in which the
variabfes inf1uencing hehaviorgare 1ess we]]'understdcd’ the experi-
B menter m1ght be w1111ng to take a greater r1sk of Type I error to

avoTH"TssTng‘a‘prom1s1ng 1ead" Re]at1onsh1ps that have not been

(// des1gnated as: s1gn1f1cant at ‘the . 10 1eve1 can. be assumed to be not

/ s1gn1f1cant for th1s study |

kg_\_ﬁﬁ‘*‘\\rab1e 7 1nd1cates the s1gn1f1cant corre]at1ons for the vari--

ab]es contr1but1ng to the Ear]y Estab11shment Career Stage

TABLE 7

Correlat1on Coeff1c1ents for the Early Estab11shment Career Stage
~ Variables (n 32) _

' CareerlStage‘Variables . . . _ - I Early

1. 1 feel a strong-neEd to be accepted by .my coworkers 70C
2. It is important to me that I have stability in'my career. .62f

3. 1 am in the process of developing beginning competencies. .35

,asigniticant‘at:.lo 1eye130f‘conftdence..
;bSignificant at .05 level of confidence.
9signﬁficant at .01 level of confidence.

In the case df the‘Ear1y Establishment Career StagevvariabIes, three .
Variab1es.nere found to he significantly conretated with the'variab1el
representative»efythat stage- These uartah1es'ref]ect a;concern nith{
(a) acceptance by ceworkers,,(b) a stable work env1ronment and (c)itheA,

ddeve]opment of sk111s that could 1ead to future advancement

o The greatest corre]at1on is between the ”acceptance by

coworkers" var1ab1e and the Early Estab11shment Careenrﬁtage variable.
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'Thfs strong relationship is cdnsﬁstent with.the thedreticaT,assump; |
tion thatythe major'preoctupatjon_qf this stage‘would be.on,deveJdp-l . 7‘
"ing Tnterpersona1_re1ation5hips with COerkersr(See page -32)..
o TabTe 8d15’a'presentation”of‘the significant correlations

'-between the career stage var1ab1es and the M1dd]e Estab11shment Car—

 eer Stage var1ab1e

TUTABLE S

Corre]at1on Coefficients for the M1dd1e Estab11shment ‘Career Stage
A . Variables " (n=32) :

-~

LA

. Career StagewVariables

1. Promotions are foremost in my mind. :
2. Advancement in my career is a- current . cons1derat1on

=

lon T
00} ~J [« %
Ol A

—

o .

Ji'

43.-My career goals are clearly set in my mind. .39
mhé. I sometimes feel disappointed because there is a . a
¥ “discrepancy between my aspirations and accomplishments. .30

‘5. One of my major goals is to advance through 1evels of : c

& _ .75

the organ1zat1on

Ssignificant at .10 Tevel of confidence.
bs1gn1f1cant at 05 1eve1 of conf1dence
\ s1gn1f1cant at .01 1eve1 of conf1dence

The'major cohcern of individuals in the Midd]e Estab]ishment Career
“Qtage group, theoret1ca11y, is w1th advancement and promot1ons in the
organ1zat1on (See pageﬂ32) A Three statements in Tab]e 8 referr1ng
. to promot10ns and advancement corre]ate h1gh1y wnth the var1ab1e
M1dd]e Estab11shment Career Stage The other s1gn1f1cant corre1a-<
~'t1ons suggest that. the M1dd1e Estab11shment Career Stage can be
character1zed as a time’ when career goa]s have been formu1ated and .

there 1s a consc1ous evaluation of past ach1evements and present

[
A
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o statue _ |
The s1gn1f1cant correTatTons between the career stage var1ab1es

-theoret1ca11y assoctated with the Late. Estab11shment Career Stage and

the variable representat1Ve of that stage js,d1splayed in Table 9.

S,
4

TABLE 9L\

Corre]at1on Coeff1c1ents for the Late Estab11shment Career Stage
Var1ab]es (n 32) : :

Career Stage Variab]es . o - Late
1. Keeping my present pos1t1on 1s more important than -
seeking advancement. . . \ : =48,
2. T feel that I really know myself. o ‘ 33
3. One of my current .sources of sat1sfact1on is he1p1ng ‘ .a
new employees to advance in the organ1zat1on . - .33
4. 1 consider my career to be the maJor symbol of my - .. , b '
accomplishments. - ..38
5. I now have the most respons1b111ty that I w111 ever a
' have in my career. - .33
6. I have a strong'need to feel that I am 1nf1uent1a] in b

the organ1zat1on 437

o |

asignifipant at .10 level of confidence. ™ \
bsignificant at .05 level of ‘confidence. o \ S
significant at .01 Tevel of confidence. '

The emphasis in -the significant correjattoné in Table are two-fold.
~ On one hand, the individual is reflective of'his/her'd?&f accomplish-
nents (statenents 1,?2;‘4 and 5), and on the other, the individua1'is‘
interestediin-maintaining position'and prestige in the organizatﬁon
by assuming the mentor role and cont1nu1ng to have an 1nf1uence in

the organ1zat1on (statements 3 and 6) The most-significant corre]a-

tion was for the statement cdncerned with maintaining the status<qud



44
ratber'tﬁan‘seeking aanneement'and promotfdn Th1s dec11ne in -con-"
cern for advancement may be the most. 1mportant d1fference between the
Late Estab11shment Career Stage and the other two stages
| Table 10 is a presentat1on of the - rema1n1ng var1ab1es that
were not sﬁgn1f1cant1y corre]ated w1th the theoret1ca11y appropr1ate .

career stages.

TABLE 10 °

g

NonfsignificantjCareer Stage,Statement'Variab1esr(n=32),

- Career 'Stage Variab]es v . Theoretical - r
‘ - o .. Stage : -
1. I have not yet f1rm]y determ1ned my ‘ . a
‘ career goals. , . Early .27
2. It is important to me to make a I B
commitment to my career. - ' Early . .27

3. I have a strong need-to estab11sh non-
. .career responsibilities such as '

marriage or home ownership. . - Middle 4
4. To a large extent, .I have not yet fully - AT
- tested my capab111t1es and limitations. . Middle =~ - - -.04
5. I'derive a sense of ach1evement from o P
~.my job. - Late ‘ ~.10

6. Most of the t1me, I do not feel conf11ct
between my career and non-career

responsibilities. - . Late . .03 ;
7. One of my immediate concerns is to _ '
'.prepare for retirement. o . Late . - - .06

Statements 1} and 2 aré euggest1ve of mak1ng comm1tments and ch01ces
that may be seen by the 1nd1v1dua1 to be 1rrevocab1e, The Tack of .
s1gn1f1cant corre]at1ons for th1s statement may 1nd1cate that, for.
“-this part1cu]ar management group, career goals and commi tments - have‘
" been determined ear]y in the career. h1story The' Middle Estab11sh-

ment Career Stage statements, 3 and 4, refer first, to the 1nd1v1d—"
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ual's desire to estab11sh roots unre]ated to work 0b11gat1ons The
“respondents may have a]ready estab11shed marriages and househo]ds
" ‘Seco , statement 4 suggests that there is. 11tt1e re]at1onsh1p be—h
tween career stage and an 1nd1v1dua1 S, percept1on of hls/her ab111t1es
and 11m1tat1ons ' ‘ ;‘ ' -

Statements 5 6 and 7 ref]ect theoret1ca1 assumpt1ons re]ated
"~ to the Late Estab11shment Career Stage The respondents did not f1nd
- their. JObS to be a.source of ach1evement, yet Table 9 indicates that '
) this group has 1dent1f1ed the” "career as a maJor symbo] of my accomp—
11shments" A poss1bTe reason for this d1vergence cou]d be that al-

~ -

though "accomp11shment" and "ach1evement‘l are equ1va1ent the ”career"

. as a symbo1 may be perce1ved d1fferent1y from a "Job"‘1n prov1d1ng a

’d1rect sense .of ach1evement
Statement 5 was found to corre1ate s1gn1f1cant1y w1th the ,

.Ear]y and Mldd]e Estab]1shment Career Stages negat1ve1y at the 100
1eve] of conf1dence (See Append1x D) This ‘result suggests thatv‘
‘respondents 1n these two groups have found that thewr JQbS do NOT
r‘.prov1de a sense of ach1evement ' ‘
, Statement 6 was s1gn1f1cant1y corre]ated w1th the Ear]y
1Estab11shment Career Stage) also in a negat1ve direction.. It'is not
unexpected that, for individuals entering the work force, there may .
be a greater fee]ing of conf11ct than for those 1nd1v1dua1s who have
reso]ved their conf11cts over time. '

7. ‘The most surpr1s1ng resu]t is the i ' signiftcant corre]a-;
tion’ between statement 7 and the’ Late Establisiunent Career Stage 'If.,

ret1rement is cons1dered to-be a ‘distant and/or unp]easant occurence,
7 :
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then it wou]d not be a state for wh1ch the respondents were prepar1ng
-As shown in Table 22 (p 81) the mean’ age for respondents in the Late

| Estab]ishment Career Stage group 1s th)rty S1X years, and as such, the
-krelatively young ages of the respondents ih th1s group may ref1ect
that they are not . real]y near ret1rement age, hence they are not
‘making ret1rement preparat1on a- pr1or1ty | '

The results of the corre]atlons are supportive of the 1nterna1:
’cons1stency of the career stage varﬁab]es w1th the theoret1ca11y
~appropr1ate career stages ' It appears that the theoret1ca11y grouped
: statements do ref]ect the appropr1ate career stages A comp]ete
Ttable (Table 55) of the corre1at1ons emphas1z1ng the re]at1ve strength .
of the re]at1onsh1ps between the CSI statement variables and the
'; career stage var1ab1es is presented 1n Append1x D.

The second stat1st1ca1 _test performed on the data was a
’ Id1scr1m1nant ana]ys1s Morr1son (1974:442). explained:
the objective of d1scr1m1nant analys1s is very simple, On the
-basis of a set of independent variables, we wish to classify
“individuals...into one of two or’ more mutua11y exc]usive and
exhaust1ve categor1es or c]asses - . ‘ .
The d1scr1m1nant ana]ys1s as-a c]ass1f1cat1on technique, was employed
“to determ1ne 1f the theoret1ca1 group1ngs of respondents by career
stage cou]d be emp1r1ca11y supported As K]ecka (1975 445)-remarked:
A great dea] has already been sa1d about the analytic uses of _
“discriminant analysis, but it is also a powerfil classification
-technique. By classification is meant the process of identifying
the 11ke1y group membersh1p of a case when.the only information
known is the case s values on the d1scr1m1nat1ng var1ap1es

. V4
~ The results- re]at1ng to group membership are reported an th1s sect1on

through the‘presentat1on of theascatterplot of. the respondent s group
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1menbership,fand‘by’the'gontinoency tan]e.for predicted and observed
. groups. | " i | | ‘ o | |
o “ngure.3 (See phged48)‘is the scdtterp]ot of respondents in
career stage groups. This drephic‘reoresentationtindieates that the
v_respondents appear to c1uster into d1st1nct and - theoret1ca11y appropri-
: ate_gnoups.' An'except1on-1s a:respondent from the,Ear]y group who |
' appears‘tO'aCtuaiTv be a menben of tne Midd]é group. The canoniea1
d1scr1m1nant funct1ons cons1st of two we1ahted 11near comb1nat10ns of
var1ab1es ‘from the CSI which serve to max1ma11y d1scr1m¢gate the three
career stage groups (Spencer ‘and Bowers, ]976 108)

In order to determ1ne how successfu] the theoret1ca] grouping
of the respondents was a cont1ngency tab]e of the pred1cted (theoret— _
v.1ca1) group membersh1ps and the observed (stat1st1ca1) memberships 151
breSented in Tab1e~T1t _Kiecka'(1975:445)Zcommented‘on the comperison'

' Ve1Ue of the eontingenCy table: | o
By c1ass1fy1nq the cases used- to derive the funct1ons in the first
‘place and comparing predicted group membership with actual.group
membership, one can empirically measure the success in discrimina-
tlon by observ1ng the proport1on of correct c]ass1ficat10ns
Table 11 (See page 49) is a d1sp1ay of the predicted and actual group

o membersh1ps for the respondents
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TABLE 11

D1scr1m1nant Ana]ys1s C]ass1f1cat1on Results for Career Stage
Groupings
‘ Predicted Group (n=32).
Early  Middle Late
_ n=10 - n=13 = n=9
o . Early 9 1 0
. Observed -Group  * 4. 1. o Coq
(n=32)" Middle o | Q g 13 | 0
Late - 0 0 9

The resuTts of  the discriminant analysis compared~to¢thevpred1cted, ‘
theoreticalkgroupings indicate that only one caseruas not:conSistentj
'hly'grouped It appears that a respondent origina11§ ctasSifted as an '
Ear1y Estab11shment Career Stage group member is actually a member of‘
the: M1dd1e Estab11shment Career Stage group. Both the Middle and
fLate Estab11shment Career Stage groups were cons1stent in the
.predwcted and observed group1ngs The d1scr1m1nant ana]ys1s, as a
measure of success in the c1ass1f1cat1on of respondents into groups,
$upported the theoret1ca1 groupings by reporting that on]y a. s1ng1e
respondent was 1ncons1stent1y c]ass1f1ed

F,The;results of the correlations and discrtmimyg;;uuﬂysjs
Tend support to the theoretica}]y constructed.CSI as a viable tool
to determine career stagesb In respOnse to the first prob]emi
1dent1f1ed in th1s study, "Are there dnscern1b1e career stages
evident. for manager1a1 women emp]oyed 1n the public serv1ce7“ the.

‘statistical tests app11ed to the CST” support the not1on that the

respondents in th1s study can be d1fferent1ated on the bas1s of
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career stage.

Job Descriptive Index (JDI)

Job satisfaction has been<conceptua11y defined as a, positive
emotional reaction to the psychological, physiolngical and environ-
o i
mental circumstances of the work setting (Chapter 1, p. 6). The
operationa] definition refers to the responses to questions which are
' representat1ve of the work sett1ng “The fnStrument utitized to
obtain the react1on as a measure of job sat1sfact1on was the Job
Descr1pt1ve Index (JDI) ‘as deve]oped by Sm1th Kenda]] and Hulin
ff(]969). Vroom (1964:100) comment1ng on an ear11er pub1lshed version
~of the JDI remarked that: . -

(The JDI)'1S without a douht the most carefully construc. i

measure of job satisfaction in:existence today...The extensive

methodological work under1y1ng this measure as we]] as the

available norms should insure its w1despread use in both

research and pract1ce L ) . R A
Further support for the JDI as an 1nstrument to measure Job satisfac-
" tion is prov1ded by Imparto (1972: 399) who remarked that the "JD1

appears to be free of response set, acqu1escence and 5ca1e order-

_ﬂ‘effects"., .

S a11d1tx
The va]1d1ty of the JDI has been researched by Evans (1969a)

- in a~test of the convergent and d1scr1m1nant va11d1ty of the JDI.

fEVans (1969a’103) compared scores on the JDI with scores on a goa]-

o atta1nment quest1onna1re He suggests_that the scores shou]d be / _

related, yet not as strong1y.as would different measures of satisfac-
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 tion. Convergent validity was shown by a high correlation between

- the two 1nstruments on the same variables. Discriminant validity was

shown by the high corre]ations between the same variab]es of each.

instrument, correlations that were higher ‘than with any other variable.

Reliability

The reliability of the JDI has been established by Schneider
and Dachler (1978) 1n’a;time—baseq study ofithe JDI. They administer-
ed the JDI twice in'a peripd of sixteen months to a group of managers
and a group of nQn-managers. The intercorrelations between the re-
- sults o€ the two administrations showed that the JDI.maintained

stability and independence of variable scores over time (Schneider

and Dachler, 1978:652).

Description
Locke (1969:331) observed that the most widely accepted

prpcedure)for assessing job satiefaction is to>have "individuals rate
their satisfaction with a fixed number of elements (e.g., pay, work,
supervjsor;'etc.,) and to sum the retings..;“. The JDI fo]]ows'this‘f
. pnocedure\by meaéuring,five individua1 sources of job safisfaction
_rather than cons1der1ng job satisfaction to be a s1ng1e measure or
entity. This has been supported by Schwab and Heneman (1977: 212) who?;'

conc]uded that the re]at1onsh1ps between age and JOb sat1sfactibn“

could most read1]y be understood when a set of several d1fferent»
.,sources of JOb sat1sfact1on rather than a single measure of overa11

job satisfaction is empJoyed “The support for mu1t1p1e sourcesvof

job satisfactior as a more-accurate indication of‘sat1sfact19
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work is thé Justification for utilizing the JDI for describing and
examining relationships in the context of this study.

The five sources of job satisfaction identified by the JDI
are: (a) Work Itse]f,'(b)'quervision, (c) Pay, (d) Promotional Policy,
and (e) Coworkers. °*

The JDI was developed from a triadic survey that asked
respondents to indicate if the quéstionnaire itemg described:
(a) their best job, (b)- their worst job, and (c) their present job.
Items which had been consistently identified with the best and worst
jobs were retained for the final form of the JDI, which addresses the
respondent's perception of his/her present job. N

Respondents were required to designate "Yes" or "No" if an
item describes a particular aspect of work. A third possible response
is "Undecided". To determine satisfaction scores, all items were

assigned values then summed. A sixth category, consisting of the

‘grand total of all the items in the index7WéS'ﬁﬁded and has been

9

M]abe1]ed "Overall Job Satisfaction". In assigning values to the re-

‘gbonées to each item, the scoking sheet provided by Smith, Kendall and

Hulin (1969:83) has been used (See Appendix B). For this study, the

direct scoring method (Table 12) utilized the traditional as opposed
to the revised weighting system. The employment of the traditional
weight is a departure from the method used in the Smith, Kenda11\dﬁav“
Hulin (1969) version of the QDI. The first reason for undertaking
this chénge is that the revised weighting system makes the assumption
that the "Undecided” response is more a reflection of dissatisfaction

than neutrality (Smith, Kendall and Hulin, 1969:79). Thié study makes
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the‘assumption thai an "Undecided" response is a neutral response and

should not be Weighted in either direction,
e | ‘ . ‘
The second reason for using the’traditiona] system is that'it
N _ sing,

v represents a more easily 1nterpreted scale. The use- of "0" as a value

may lead to d1ff1cu1t1es in data 1nterpretat1on when those data are
subJected to b1var1ate ana1y51s | | o
Thirdly, by‘us1ng the traditionaivmefhod; the\JDI~has;been
nade'comparab1e to the ISJS-in‘scoring systens Thfs‘means that'a
score of 3 on each’ scale ‘indicates that the 1nd1v1dua1 is highly: sat- »
isfied and. f1nds the source to be very 1mportant Conversely,

score of 1 wou1d suggest that the 1nd1v1dua1 is dissatisfied and

p]aces no 1mportance upon the source. A score of 2 ref]ects a neutral

pos1t10n in- terms of satisfaction and a somewhat 1mportant va]ue

TABLE 12

Traditional and Revised Weights for'Direct Scoring of JDI Items

Response o Trad1t1ona1 Weagpt . Revised Weight

Yes to a Positive Item 3
No to a Negative Item o 3
? to any Item ‘ 2
Yes to a Negative Item : 1
No to a Positive Item 1

cCOoO—ww

i A neakneSS in-the reporting oF the administrafionrand dereT;.
opment ¢ the JDI was the fai1ure of the researchers to address the
prob]er missfng responses In this study, m1ss1ng values were ;
treated by the method of proport1ona] ass1gnment as descr1bed by :

Babbie (1979:407). The formula that has been used to.calculate miss-
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ing value is:
ACTUAL RESPONSE SCORE - . . 3% '
| X | MAXIMUM SCORE ¥ ScORE
X - POSSIBLE FOR ALL - = FOR

o 5 ITEMS ‘IN INDEX . INDEX .-
MAXIMUM SCORE POSSIBLE : .

:(U

For example: an 1ndex'might'consist‘of nine items with a maximun
summed«velue'of 27 (responses are scdred 1, 2’or 3) A respondent

prov1des answers -to five 1tems resu]t1ng in a score of 10. The“

% max imum value for_the five 1tems is 15. When these values are .

inserted into the formula:

10 -

— X 27 = 18

15 ’ '

The value that would be=assﬁgned tovthe.respondent for thatﬁindex
would be 18: | |

The JDI has been used in th1s study as an 1nstrument to )

| measure the degree of JOb sat1sfact1on that respondents have exper—

.1enced 1n»the f1ve areas‘of work In add1t1on, the 0vera11 Job

‘,Sat1sfact1on has been ca1cu]ated w1th the resu]ts appear1ng 1n,

Chapters 4 and 5

‘Impdrtdnce'of Sources of Job
Satisfaction .(ISJS)

The'ISJS has, beenvinc1uded in this study to prbvide'an |
1ndependent measure of the 1mportance that respondents p1ace upon the

sources of JOb sat1sfact1on The'use of suchﬂan»1nstrument,'1ndepend— '
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vent of the actua] measure of JOb sat1sfact1on has been supported in

- such: studaes as the Canadian work Va]ues (BUrste1n et a] , ]975)/ '

A reason for determ1n1ng the 1mportance of. sources of job satisfaction
is that by 1dent1fy1ng the cr1ter1a of va]ues that are assoc1ated
thh a JOb the cond1t1ons perce1Ved as desirable in a JOb may be
' determ1ned (Burste1n et a] 1975 29)‘ Furthermore, ‘the d1ffer-v
: ences between e]ements 1dent1f1ed as ‘sources of job ‘satisfaction,
and those cons1dered in terms of 1mportance to the 1nd1v1dua1ihas been
~ exemp11f1ed prev1ous1y in Chapter 2 (See pp. 2] 24) . For this reason,
" the ISJS has been presented as an-instrument un1que from, yet comp11—
mentary to, the scoring and 1tem1zat1on of the JDI. ’
Evans;(1969b.100) 1dent1f1ed as a drawback infmeasurtng the
‘1mportance of sources of job. sat1sfact1on, the "tendency for every
' respondent to report that-every goa1 or facet of the job 1s of equal
1mportance to him, - w1th a consequent restgjct1on of the range of .
var1at1on 1n the measures" | ~ The assumpt1;n underlying th1s statement
is that there s 11tt1e var1ab111ty in the respd@@@s to quest1ons
’,'addre551ng the degree of 1mportance p]aced upon sources of job
sat1sfact1on However Locke (1969: 398-9) remarked that‘"Ind1v1d-
uals ho]d their: va]ues in a h1erarchy, they value some th1ngs more
‘than others. Furthermore ‘men d1ffer from each other in the degree
to which'they value th1ngs" Th1s study cons1ders the. quest1on of
variation in the assjgnment-of 1mportahce to sources of job satisfact4

ion in Problems 3 and 4 (See page 5).
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Description

The IS3S 1s s1m11ar to the JDI in terms of the sources ‘that-

. are identified and the we1ght1ng of scores. -L1ke the JDI, the ISJS

, def1nes the f1ve areas of sat1sfact1on assoc1ated w1th the work set-

t1ng as (a) work ItseTf (b) Superv1s1on, (c) Pay, (d) Promot1ona1

‘ Po]1cy, and ( ) Coworkers However, the '1SJS. asks the respondent to

1nd1cate what degree of 1mportance that she pTaces on the f1ve

;sources A three po1nt scale was . dev1sed w1th the poss1b1e responses -

" be1ng.,(a) Very Important (b) Somewhat Important, and (c) ‘Not at aTT

Important The welght1ng for the responses was 3 2, and T, respect-

'ive]y Th1s method of d1rect scor1ng aTTows for d1rect compar1sons

to be made w1th the JDI fo]]ow1nq the gu1deT1ne prov1ded on page 53.

The ISJS has been 1ncTuded in this study as a means for deter-

m1n1ng the 1mportance of sources of JOb sat1sfact1on The results of .

- the ISJS were used to exam1ne poss1b1e re]at1onsh1ps between career

stage and- the 1mportance of sources of Job sat1sfact1on . In add1t1on,
the ISJS and the JDI were emp]oyed to cons1der potent1a1 re]at1onsh1ps

between sathfact1on with and 1mportance of the f1ve sources

'Data'CoTTection ;

The foTTow1ng section descr1bes the procedures that were under-

taken in the administration of the Data CoTTectang ScheduTe The”

o first step 1nvo]ved the pre- test1ng of the scheduTe by adm1n1ster1ng

it. to a sample group (who wou]d not be part1c1pat1ng in the f1na]

-study). The resuTts were cons1dered and the approprlate revisions

were made The second step was to adm1n1ster the schedule to the tar-
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' get group.

Pre-testtng,the DatatCoTTecting Schedule (§_e'Appende C)

A pre11m1nary draft of the Data Collecting ScheduTe was ~admin-
1stered to a samp]e of respondents in order -to ascerta1n the cTar1ty
| of quest1ons and format.. The pre test aTso perm1tted the determ1na-
_jt1on of the effect1veness of the seTf adm1n1stered scheduTe response
- rates and compTet1on of quest1ons
| The pre-test respondents were fema]e empToyees at the ATberta
,Vocational Centre,‘CaTgary; ATberta,_a division of the prov1nc1aT
..Department<of$Manpower and Advahced‘Educatdon - This group was se]ect— :
'ed because of ease of access1b111t{/9nd bedﬁuse they are also members
of a pub11c serv1ce agency. The number of respondents approached was
.tweTve and- each completed and returned the scheduTe The data’ coTTect—.
1ng procedure cons1sted of Teav:ng the - schedu]e w1th the respondents -
'-at the beg1nn1ng of the work1ng day and coTTectTng it at the end of
the day | | "

The respondents were 1nformed that the scheduTe was a pre-

test for another study so that.in add1t1on to thelr own responses to .
the quest1ons, comments’ concern1ng the cTar1ty of questions and pres- |
,’entatton were encouraged. The results of the pre-test were then tab-
ulated and discussed With two outside experts.'\Tn particuTar, the
~items comprfsfng the CSI were reViemed and revised- to.create state—"
ments wh1ch were more d1scr1m1nat1ng than those in the pre -test. The.

JDT and ISJS were onTy aTtered sT1ghtTy in terms of format of

-,presentat1on as can be observeo from referr1ng to the appropr1ate
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sections of Appendix A and C. The content of these two instruments .

was not changed.

Final Data'CoTTectTon, ' |
| Perm1ss1on was obtained from the C1ty of Edmonton Parks and
Recreat1on department and from the prov1nc1a] departments of Tourism
and Small Bus1ness, CuTture and Recreat1on and Parks to coTTect data
pfrom fema]e managers The respondents were se1ected on ‘the bas1s of
Athe scope of the1r managerial . funct1ons as outlined. in Chapfer 1 (See
Ppage.7). The f1na1 data coTTect}on was undertaken in Ju]y, 1981
Each potent1a] respOndent nece1ved a copy of the Data CoTTect-

'1ng Schedu]e wh1ch con51sted of a sect1on on demographlc data and the
«three 1nstruments (See Append1x A) In add1t1on a f1fth sect1on

was grov1ded where respondents coqu make add1t1ona1 remarks regard1ng
their exper1ence of JOb sat1sfact1on Only nine respondents comp]eted
.fth1s portion of the schedule, render1ng too few responses to be con-
151dered representat1ve of the samp]e The comments have been 1nc1uded.

in Append1x E. A ‘ '
— i Accompany1ng the schedu]e was a letter of 1ntroduct1on exp1a1n-‘
ing the purpose of - the study and the. format of the schedule. The -
'fschedules were coded to 1dent1fy Teve] of- government department and
,respondent The schedu]es were left w1th the respondents and were col-
v Tected seven days Tater Each respondent was contacted on the day be-.
fore the scheduled coTTect1on This contact was made to rem1nd re-
.spondents to comp]ete the schedu]e The method of d1str1but1on was

successful g1ven the unanimous response 1n return1ng
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The total number of schedu]es d1str1buted and returned was
~Athirty two Each schedu]e had suff1c1ent responses to be cons1dered
' seab]e for the Gtudy " In eachfcase, the responses_appeared.to be
' c]ear andtunamb1guous.~ | | |

Summar:

Chapter 3 has prov1ded a descr1pt1on of the 1nstruments that -

were utilized. 1n thts study to gather data on the sources of satisfac- o

g t1on in the work place, the 1mportance placed upon those sources, and

the c]ass1f1cat1on of respondents into- career stage groups . The ra-
t1ona1es for us1ng the part1cu1ar 1nstruments, a descr1pt1on of the

"’methodo]ogy of each and in the case of the CSI, the theoret1caT

. foundat1ons have been d1scussed

The data that have been co11ected w111 be presented 1n Chap—'

:ter 4 as part of the descr1pt1on of the samp]e Chapter 5 w111 show

the resu]ts of - the JDI and ISJS 1n terms of respondents grouped acc—“>.7 |

T It was d1scovered that the CsI 15 1nterna11} cons1stent wheng/

| _the Pearson p\oduct moment corre]at1ons were examined. The CSI was

also’ found to be su1tab1e for the c1ass1f1cat1on of respondents 1nto

groups by d1scr1m1nant ana]ys1s

A pre- test of the Data Co]]ect1ng Schedu]e was adm1n1stered tob'

a group of female emp1oyees of a public service agency to test for
: c]ar1ty of presentat1on and form%%,, The resu]ts were cons1dered and

the appropr1ate changes were made to the final schedu]e

o
L
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© CHAPTER 4 . N
~ DESCRIPTION OF THE RESPONDENTS

In the previous chapterl the instruments,empToyed in the Data“‘
Collecting Schedule were descr1bed and discussed Chapter 4 is a.pres-
_entation of the resu]ts obta1ned The responses to the quest1ons re-
lating to demographlc var1ab1esn the Jn1 and the ISJS are- reported in f.
‘this chapter. The d1str1but1ona1 character1st1cs of the data are pres-f
ented in terms of the frequency d1str1but1ons for the demograph1c data .
R and i terms of measures of var1ab111ty and centraT tendency for the

JDI and ISJS data. In addrt1on' the findings w111 be descr1bed as.

- reTat1onsh1ps der1ved through the Pearson product -moment correTat1on

The descr1pt1ons 1ncTuded in th1s chapter refer to the sampTe as a tot-v
'va] group of respondents Chapter 5 W1TT cons1der the descr1pt1on-of
'.the samp]e after the respondents have been c]ass1f1ed by career stage
,._‘ The rat1ona1e for using stat1st1cs descr1pt1ve1y in research
":has.been prov1ded by Se11t1z et al., (1959:410-14): . |

. To character1ze what is "typical” in the group .to get some

- indication of central tendency.

. To indicate how widely individuals in the group vary.

. To show other aspects of how the individuals are d1str1buted
with respect to the variable being measured. '

. To show the relation of- the d1fferent var1ab1es in the data to

ane- another. :

5. To descr1be dlfferences between two or more groups of 1nd1v1du1“_
. a]S B ) , . I, %

[

The first four rationales will be exemplified in this chapter, while
the fifth rationale will be considered in‘Chapter 5 wtth respect to-

"the groups created by assigning individuals on the basis of career

. stage. . S L

60 ‘ o - ) -
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Demggraphicrpata '

The ffrstpsection'Of'the data3co11eeting schedule was
concerned with identifying a number of denographic varﬁaples - The
responses to the demograph1c questions will be d1sp1ayed in th1s

chapter in both tabular and wr1tten form |
Age
The d1str1but1on of responses to the Question of age are

| presented in Table 13.

TABLE 13,

‘Frequency D1str1but1on of Respondents by Age (n 31) .

Age _ T Frequency 1‘_ ‘ Percentage

(98]
w
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“Mean ='34.2 S ‘~:. .Standard Deviat{On = 8.0
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As the preceding Tab]e shows, there is a range of thirty-two years
between the youngest and onest respondent (22 to 54 years) ~ This
range oorresponds c]ose]y to the gu1de11ne suggested by. Rapoport and
Rapoport (T975:186) which'defined the EstabTishment phases of career
development ‘as spanning the ages of approx1mate1y 25 to 55 years.
The mean age for respondents is 34.2 years and the standard dev1at1on
is 8 years. OnTy two respondents were over the»age of 50, while ten
were under- the age of 30. The remaining respondents.ranged in age'

~from 30 to 47 years. One respondent"did'not’disclose her age.

Level of Education

The/range of the levels of education. that have been achieved
by the respondents is displayed in TabTe 14. |

~

' TABLE 14
Frequency D1str1but1on of Respondents by Level of Educat1on J
(n=32) ‘
‘Highest Level of Education Achieved ‘"Frequency’ T Percehtage "

Junior High School (grade 9) -
25

High School (grade 12)- 8

Diploma -(post-secondary, non-university) 8 - . 25
Degree (university) 11 34
Post- graduate Degree. (un1vers1ty) 5 16

The above Tab]e indicates: that the most frequentTy des1gnated category'
is "Degree (un1ver51ty) Seventy- f1ve per cent of the respondents
have rece1ved some post- secondary educat1on, and fifty per cent have
at Teast one un1vers1ty degree It can be concluded that,,oyeraTT,

the respondents are well educated.
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- Salary Rahge

The responses of the subJects for sa]ary range categories is
’shown 1n Tab]e 15. The respondents were_asked to designate the sa]ary
. L e - .

range category that bestﬁref1ected their tota]_annuallincome,

= - TABLE 15

R
0

Frequency Distribution of Respondents.by Salary Range (n=32)

* Saltary Range Category (per year) . Frequency - . Percentage
Under $20,000 . 4 S '3 9
$20,000 to $24,999 . © 13 41
$25,000 to $29,999 . o 7 22

- $30,000 ‘to $34,999 7 6
$35,000 to $39,999 2 6

Over $40, 000

The’sa1arj categories were defined hy increments of $4;999. The’
range'of sa1§ries wes from under $20, 000 to the'category'of $é5 000
to $39,999 per'year ‘ The most frequent]y indicated category was
,$20;OOO to,$é4,999. F1fty per cent of the respondents earned 1ess
,than $25 000 wh11e .the rema1n1ng f1fty per cent had sa]ar1es rang1ng
between $25 000 and $39 000.

" Supervision of Staff

' Respondents were requested to d1sclose the1r superv1sory
respons1b111t1es with regard to the number :of temporary and permanent
staff that they superv1$ed, Table 16 is aud1sp1ay of the d1strTbu-v
- tion of the_respohsesiin termstof the number‘of'temoorery ahd perman-

ent staff supervised.
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TABLE 16

. Frequency Distribution of Respo?dents by Number Individuals Supervised -
. n=32
Number of Individua]s - Frequency ' . Percentage
Supervised Permanent  Temporary Permanent  Temporary
None 8 13 25 41
1tob R | S 50 44,
6.to 10 : -5 ‘ 1 . 16 3
11 to 15 ‘ 2 : 2 ' "6 -3

More than 15 = = 1 2 3 6
- - - : —a-
Vo

~ Considering first the number of- permanent staff supervised Tab]e 16
shows that seventy -five. per cent of the respondents supervised at
~least one permanent staff member. , Twenty=-five per cent had no super-
visory reSponsibi]ity forfany“permanent staff. vThe modal‘response |
Was for the category‘of supervising 1 to 5\indiv1dua1s.

In the case of supervision.ot temporary staff, oniy fifty-nine
| per cent had any such supervisory-responsibi]ity; Tne category of
supervision of i to 5'indiv1dua157was the most frequently indicated
category. It_can_be conoJuded tnat tnere appears to be tuo genera] 1
patterns of supervisory responsibility One pattern suggests that .~”
the responsibilities of some of the respondents entai] the supervis-
“jon of a relatively large staff (e.g., more than 5 individua]s) The
other pattern may be suggestive of an administrative orientation,

v with the number of staff supervised kept to a minimum

. Absence From Work Force

One of the demographic variables under consideration was the



65
1ehgth of absence that the‘subjects may have taken in the course of
their empToyment history. Absence from Work refers to a substantia],h
cont1nuous leave or departure from full and part t1me employment.

This item has been included 1n order to determlne if the age- re]ated
career stages may be subject to the influence of non-continuous
employment. That {s, a siénificant absence may effect the progress-
ion from one career ége to another. Tab]e‘17:shows the distribu-
tion of respondents ¢n tﬁg\basis of the Tength of absence from the

work force.

TABLE 17

, Frequency D1str1but1on of Respondents by Length of
Absence From Work (n=32)

‘Length of Absence | Frequency . Percentage
No Absence - .25 78
Less than 1 year ’ 4 -13
1 to 5 years 2 6

1 3

6 to 10 years

. The'moda1‘resp0nse was for thé,category of No Absence from thé WOrk;
force. !Seveﬁty-eight per ceht of the respohdents had pot‘]eftifhe
.woré force since beginning'a full-time career. Of those fespdndenﬁsA
-who have left the work force, 4 individua]é were absent for less than

1 yeaf, 2 were abgent for 1 toOS yéa}s, and only one individual hés,ﬁ

left the work force for a period excéeding five years. These

observations suggest that factors such as skill re-development,

assoéiated with re-entry into the work force need not be included in
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this study. The relatively small number of women who had left the
‘work force is consistentuwith other studies. Hennig and Jardim
(1978:21), in a study oﬁ5manageria1 women, described their sample of
respondents as follows:
We interviewed forty-five of the company's (a public utility
company) most senior women managers...The ages of the women
interviewed ranged from twenty-seven to fifty-eight, and
with one exception they had worked continuously since leaving
school.
The reasons that were cited for leaving the work force were:

To raise a family - three respondents; To continue my education -

four respondents. .

- Job Descriptive Index Data

The résg]ts‘of-the JDI data are presented in this section.
The‘statfsticéfthat are reported are the measures of central
tendency,VVAriability and ranges for the’réSpondents as a single
group. | ”

| Tabjé lé refers to the levels of satisfaction that we;e
, assdciatea’with géch of the five sources of job satisf§étfon and
the OQerélf,]evel of jdb satisféétion. Considering first tHe level
of éatisféétidn with “Work Itself", the Table displayed on the
fb]iowing3pagé Shows that the mean response was 43.3, with a range
~in scpres’df'29 to 50. Thé,second source of job satisfaction fPay“ L
“had a mean‘va1ue df;21.8.‘v5ati$faction with "Promotional Poiicy“,
the third ;ouhﬁe, had a mean score for the sample pf 17.6. The

- fourth source, satisfaction with "Supervision", had a mean value of



TABLE 18

Descriptive Statistics for Respondents for Sources of
Job Satisfaction (n=32)
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"~ Source

47.5.
va1ue of 49.1.

/

. Mean Standard Deviation "Range

s - ~ (possible)

Work Itself 1 43.3 . 4.9 29 —[50
: ‘ - (18 - 54)

Pay 21.8 4.0 ' - 12 -.27
s . . B (9 - 27)

Promotional Policy 17.6 5.0 -9 - 27
: ‘ S o . (9 - 27)

Supervision 47.5 8.2 - 20. - 54
—_N ' - (18 - 54)

Coworkers 49.1 5.6 3B - 54
: , - _ (18 - 54)
_Overall 177.3 18.0 130 - 205
- (72 - 216)

The f1na1 source of Jjob sat1sfact1on, "Coworkers", had a mean

In add1t1on, the overal] mean for the tota1 scorgs of all

- sources has been 1nc]uded as an xpress1on of “@vera]]“ job satisfac-

t1on.

The mean response for "Overa]]" job’ sat1sfact1on was 177 3.

"The mean values that are associated w1th the five sources and

"Overal]" job sat1sfact10n reflect a tendency for the respondents to

NS

, be toward the sat1sfﬂed end- of the scale (th1s conc]u510n is reached

by cons1der1ng the poss1b1e m1dpo1nt in the range of responses,

“values greater than the m1dpo1nt are ‘more: ref]ect1ve of sat1sfact1on

than d1ssat1sfact1on)

with "Promot1ona1 Po11cy"

An except1on was the mean value assoc1ated‘

The~mean vaﬂue

17 6, occurred at the

- mgdpo1nt of the poss1b1e range, suggestlng that there was a- greater

.1 A
SN PN

A



“urange of actual responses
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. sense of d1ssat1sfact1on w1th th1s source than any of the others
“Promot1ona1 P011cy" also rece1ved the 1owest poss1b1e score in the o
.\“ !

Th1s result is consistent with the f1nd1ngs of the Canad1an

. WOrk Values. . . (Burstein et al., 1975) study. Referr1ng to Tab]e 1

"(See page 21), opportun1t1es for promot1ons were indicated to ‘be ihe ;;.r
'1owest source of Job sat1sfact1on for the tota] samp]e and”fab1e58
. shows that th1s rank1ng was- cons1stent for the1r a]] fema]e samp]e

(See page 53) B ' [ ‘ ‘z S ..;'. g

‘ meortance of Sources of Job~Satistaction.Data

The response rate of the respondents accord1ng to the degree

of 1mportance assoc1ated with the sources of Job sat1sfact10n is /

d1sp1ayed 1n Tabag 19 ; ,{x.;; . o | o
* TABLE 19

v -

Descr1pt1ve Statistics for Respondents for the Importance of
. Sources of Job Satisfaction (n= 32)

e,

Source- . - - . ‘ Mean - Standard DeViation, N Range*
Work Itself - 3.0 1 2 -3
Pay 2.4 5 2 -3
Promotional Policy 2.4 5 2 -3
Supervision 2.6 7 1 -3
Coworkers 2.6 7 1.-3
*The possih]e\range of responses for each source is 1-3.
’ An 1nterest1ng f1nd1ng was the 1mportance p]aoed upon "Work Itself" P

'A1most a]] the respondents 1nd1cated that. the "Work Itse]f" was very
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the re]at1onsh1ps in the work sett1ng

uimpdrtent to them. 'ThefsourCeS“"Payﬁ'and "Promotional Pb]icy“ both

had a mean ya]ue of 2.4, with the response range showing that the

SR
4 £1n1mum degree of- 1mportance was the category "Somewhat Important".

None of the respondents found these two sources to be un1mportant
“SuperV1STon“ and "Coworkers" also had equa] mean values of 2.6 and.
the range 1nd1cated that some respondents p]aced no 1mportance upon'

-

The h1ghest Tevel, of 1mportance was p]aced upon the "Work

“Ttself", fol]owed by "Superv1s1on" and "Coworkers“ Kjfleast ‘

1mportance was p]aced upon "Pay" and "Promdt1ona1 Poli

With reference to the Canadian Work Va1ues (Burste1n et a] ,

1975), an interesting difference 1s~in»evidence;__1n terms of the -
1mportance pleced unon‘sources of job“satisfaction the Capadian
study revea]ed that the 1east 1mportant source was the "work Itse]f"
for both the total and the fema]e samples (See’ Tab1es 2-and 3, pp. 22

o

Canadian study did not differentiate between ocCupational status ‘in
, . . P .

23). A poss1b1e explanat1on for this divergence may be. that the

- the reporting of Tables 2 and 3, a factor that may influence the per-

ception of the desirabi1ity‘of the work activity Even 1f the cha]-

~lenge and growth offered by the JOb (a var1ab1e suggested by the

Burstein study) was compared to the study at hand, the Canad1an study

"ist111 reveals that this is only rated f1fth in 1mportance for‘the

total sample and fourth for the female sample.
~In terms of the rankings of the‘other four sourCes;JTab1e

3 réveals that the respondents of this study have rated theSe sources
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' moment correlat1ons

first to the 1ntercorre1at1ons for the six demographic,variab1es;

70
in a manner stmilar‘to the respondents of the'Burstein (1975) study

The major dlfference lies in the 1nc]us1on of the var1ab]es re]at1ng

" to the ava1]ab111ty of resources to do the JOb These two sources

were cons1dered to be more 1mportant ‘than the rema1n1ng four sources.
However, it-is- 1mportant to note that,‘1n both stud1es, the respondents.

cons1dered the re]at1onsh1ps with others (Superv1sor and Coworkers) to'

' be of greater 1mportance than opportun1t1es for advancement and f1nanc-1,

ial considerations.

Relationships Between Variab]es

Referringvto.the ;i et al. (1959) rat1ona1es (See p 60)'

,hnumber three»and four the/j7r1ab1es that have been presented through

/
the descr1pt1ve stat1st1os in the preceding section .are now exam1ned
for 1ntercorre1at1ons, expressed in terms of the Pearson product-

/The results of this’ test have been used to des-

,cr1be how var1ab1es re]ate to one another.

‘Corre]at1ons Among:hnd Between Demograph1c Data .

and JDT and ISJS Eata

The f1rst series of re]at1onsh1ps descr1bed are: the- 1ntercor—

re]at1ons among the demographic variables, fo]]owed by a descr1pt1on 5

w0

of the re]at1onsh1ps between the demographic data and thevJDIuand
1S0S data. o

J@b]e 20, on the fo110w1ng page, shows the Pearson corre]a-.' .
t1ons for the seventeen var1ab3es under cons1derat1on Referring

BN

only three significant relationships were’djsc0vered.’ "Supervision
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s1gn1f1cant at .01 level of

A

| TABLE 20
Pearson CorreTation Coefficients for Dehogfaphichariab]es
S by JDI "and ISJS Variables (n=32)‘
Variables a 3 4 " 5 -6
1. Supefvision -
.. of. Permanent’ S
- ‘Staff -
‘ 2. Supervision -
T of Temporary . L
‘ Demographic Staff . . .50C
Variables - -3. Salary Range =~ -T2 @ .06 +~
L e 4, Absence From o
_~ “Work Force ~ -.09 -.10 -.26. -
-5, Level of . e e
Education " - +=.21° .02 .45 -.09 - a
6. Age - - . .04 -9 TTTT ~-.05 -.30° -
7. Work Itself . .02 .15 .}2 =10 -.10,. .04
o 8. Pay - ‘ 17a .05 310 .07 -.47 23
ISJS 9. Promotional’ Po11cy .32% -.01, .0k ,02.-.29 .34°
- Variables  10.-Supervision | 13C Oﬁb .03 ..;13.'- zza 08
‘ L 11.- Coworkers o 47 .20, .09 -.3% .19 .,
120 Work Itself .21 318 'lgg?\,.ls.,- 06 .16,
JD& 13. Pay. - S0 .05 17 29 =17 «.37
Variables-: 14. Promotionatl P011cy .05 -.06 -.15- .09 -.21 - 09b
o = 15. Supervision" . .05 06 -.28 .04 -.11 -.39™
' 16.. Coworkers . .02 .18 . .23 .02 -.08 "13
17. Overa1T' Lo a3 a7 0 12 <020 -013 —f20
as1gn1f1cant at .10 ]evelﬁbf confidence.
bs1gn1f1cant at .05 level of conf1dence.
confidence.
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. of Temporary Staff“ was posit1ve1y correlated with "Supervxs1on of
' Permanent Staff" at the .01 level of conf1dence Thls f1nd1ng sug-
gests that there is not a d1v1s1on in the sample on the bas1s of the

‘emp1oyment;statusvof subord1nate staff. Those~respondents who sdper- ]

visé-temporary'Staff also haye~responsibj1fty for bermanent staff.

Two'other Variab1es'that were significant]y*re1ated were

e V ,

1eve]s of educatTon Th1s rela;

The th1rd re1at1onsh1p that was s1gn1f1cant1y corre]ated was

'between "Age" and "Leve] of Educat1on", a negat1ve re]ationsh1p that ‘
 was significant at the 10 1eVe1 of conf1dence Th1s result wou1d |

e

suggest that there is a tendency for' the youﬁggﬁ members ‘of the samp]e ‘
to have a h1gher level-of education than the\o1der respondents.
| Consider1ng the correlat1ons between the f1ve-ISJS var1ab1es
and the demograph1c var1ab1es, it was found that there are s1x signi-
‘1f1cant correlat1ons -The mportance of "Coworkers" ‘was assoc1ated
'pos1t1ve1y w1th both "Superv1sion of Permanent Staff" and “Superv1s1on s‘/
of Temporary Staff" at the - 01 and .05 1eve1s of conf1dence respect-
1ve1y Th1s result suggeSt that those respondents w1th supervisory
}‘respons1b111t1es pgste great 1mportance upon the re1at1onsh1ps w1th

coworkers - and/or those w1thout superv1sory respons1b111ty p]ace 1ess
. i , »



Value}on it‘. The 1mportance of "Coworkers” was a]so s1gn1f1cant1y
fcorre]ated with "Leve] of Educat1on", but ina negat1ve d1rect1on at
| 'the .10 1eve1 CIt can be suggested from th1s that the respondents

w1th the higher 1evels of education p]ace less 1mportance upon the

B »relat1onsh1ps,w1th thelr coworkers Th1s may be exp1a1ned by not1ng

_that although the re]at1on$h1p between educat1ona1 1evels and super-
v1sory respons1b111ty d1d not prove to be s1gh1f1cant, 1t may be that
1nd1vidua]s with high 1eve1s of educat1on tend to be more adm1n1stra—

J t1ve1y and/or technlca11y oriented. : kjf,w ' ' o

. The ISJs var1ab1e "Promotional Po]1cy";ras s1gn1f1cant1y and

f_pos1t1ve1y re]ated to the “Superv1s1on of Permanent Staff". The

ecorre]at1on, on]y m1n1ma1]y s1gn1f1cant suggests that respondents

'who supervise permanent staff place a good deal of 1mportanc ugpon

ol e

promot1ona1 opportun1t1es |
” The 1mportance of the "Promot1ona1 Po]1cy” was a]so re1ated
‘,to "Age"‘ As the age of the respondents increase, soO does the 1mpor-.
‘tance of promot1ons -~ The younger respondents may be more 1nterested
in establishing themse1ves in- the organ1zation than in 1mmed1ate1y
~making advances in the1r career pos1t10ns, wh11e the o]der respondents
may. view promotlons as ev1dence that they are’ va]ued by the organiza-
. tion and are mak1ng progress in their careers
v | F1na]1y, the ISJS variable "Pay" was found to relate negat1ve-
1y to the "Leve] of Educat1oh“ at thé .05 level of conf1dence The
reason for th1s re1ationsh1p may be that the respondents who have a

.h1gh 1eve] of educat1on'(and h]gh'sa1ary) wou]d not f1nd’"Pay" to be

., 4 . a
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of great importance beeause ft was-a'fulfilled.need Converse1y, .
those with lower levels of educat1on find "Pay" to be very 1mportant
Only two demograph1c variables were found to be s1gn1f1cant1y
re]ated to JDI var1ab1es Sat1sfact1on with "Work Itse]f" correlated
positively with "Sa]ary Range“ Th1s re]at1onsh1p suggests that as

the salary 1ncreases, the act1v1ty of work becomes more sat1sfy1ng

- for the 1nd1v1dua1 Th1s may be explained in terms of increased

. e N 7 v\
EE TN by

autonomy, cha]]enge and growth that may accompany more senior pos1t1ons

(the higher the pos1t1on, the greater the sa]ary) "Age? was relgted

hnegat1ve1y with the sat1sfact1on with both "Pay“ arid fShpervis%bnh,
.at the .05 level of confidence. The: younger respondents may find
‘the.pay_to be satiéfying because they may. not have many scales to,
‘compare-thefrlpay to. Conversely, the older respondents may have
found that the pay they rece1ve for the1r work is unsat1sfy1ng when
compared with other groups; _The supervisor may be a great source of
satisfaction fon the younger responde ecause they perceive the
SUpervtsor as the key ipdividual to he them become 1ntegrated in

-the 6rganization. v

;Corre]at1ons for ISJS and JDI Data

The var1ab1es compr151ng the JDI»and ISJS will be examined in
'»‘terms of first, within 1nstrument corre]at1ons and second between
"1nstrument corre]attons in Table 21, on page 75 |
Eocuss1ng on the JDI var1ab1es,»sat1sfaction with "Pay“;was
correlated positively with the “PrOmotiona]lPolfcy" and fSuperviSion"l

<

- .at the .05 and .01 levels of confidence,,respectively. " These rela-’
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‘tionships can be 1nterpreted to mean that as sat1sfact1on with pay
structure 1ncreases, 50 does the satisfact1on w1th the opportunities
for advancement and sat1sfact1on with the supervisor(s), two factors
'thﬁ%imay directly contribute to an increase in pay. Not surprisingly,
satisfactidh withI"Supervision‘rI was positively and significant]y »
related to fPromotiona] Policy" as a sburce of satisfaction, at the
'ﬁ01 level of cbnfidente. Satisfaction with promotional opportunities
.may be a result of the }esponsibility of the supervisors to make
promotions. Conversely, the 1ack of prgmotions may be "blamed" on
the superv1sor ‘ | u

- The "Overa11" 1eve1 of job satisfaction appears to be related
to all of the sources of satisfaction at the .01 level of confidence,
with the exCeption*of'"Péy" which was not significantly correlated.
This suggests that "Overall" satisfaction'can be attributed Fo inter-
persoha] ré]ationships, promotibns as an indication of success, and
the activity of work itse]f.‘ Pay, an exiétence and safety need (See
pp. 15-16), does not seem to make a cohtribution to the total satis-
faction assoéiated with work. Herzberg's Two Factor Theory (See bage
19) considers the pay to'beva hygiene facfor, and'as such, if not met,
will resu]t in dissatisfaction. When a hygiéne need is met, the in-
‘ dividual is no longer dissatisfied,’ but is not satisfied either.
A]derfer (See page 18) suggested that pay was not related to satisfac-
tion or dissatisfaction. o -

Considering the\lgtercorrelat1ons within the ISJdS, Table 21

shows that the 1mportance Bf’"Pay was positively correlated with

A

x\

!
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the importance of "Promotional Poiicy", "Supervisionb and "Conrkers",
all sighifttant at thé .01, 1evel of confideqce. This suggests that
the importance placed upon-thé pay is intimately related to the im-
poktsnce of other hygiene factors (Herzbérg, 1966:119) sUch as
“company pslicy and administratidn,'tnterpersonal retationships...,
supervision". hwork Itself", a motivator (Herzbetg; 1966:115), was'

not s1gn1f1cant]y re1ated to any JDI or ISJS variable, suggesting

that factors perce1ved as mot1vators, in th1s case,- "Work Itself", are

LT

&7
"1ndependent from hygienes ("Promotional Policy", "Pay", “Supervision"
and "Coworkgrs").:
“Only one pair of ISJS and JDI variables w~as significantly

corre]ated,;the relationship between "Work Itself", as ) of

'job satisfaction, and .the importance of "Promotional Policy".. The
lack: of relationships between the two instruments lends support to
the rationale for employing two instruments, one' to measure satisfac-

tion, one to measure importance.
Summar

Chapter 4 was a present;tioﬁ of the results of the Data Col-
lecting Schedule. The responses to the questions ré]ating to demo-
graphic variables,” the JDI and the ISJS’for the total sample have
been described and-discussed in this ghapter. |

The first series of .ar1 ' les under consideration was the
demographic variables. Tre respondents could be described as ranging

in age from twenty-two to fifiy-four years, as‘being well educated,
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and having a salary averaging in the category of $20,000 to'$24,999
vper year. Their supervisory responsibilities in terms bf permaneht
and temporary staff fef]ected an average staff of onéifo five 1na'.
dividuais in each of the two categories.

An unexpected finding was thaf seventy-eight per cent of the
responden£s have NOT left thé work force since beginning their full-
time careers. Only three respondents had an absence in excess of bne
‘year. Of those who had left the work force, three indicated the.
reason as being "To raise a family";Aénd four Statea‘that-they left
"To continue my education'. |
| In terms of JDI variables, phe respondents indicated that they
were satisfied with(a11 the sources of Job satﬁsfaétﬁon with the ex- .
ception of "Promotioha] Policy" which was perceived to be more dissatT
isf}fng than satfsfying; )

The most imporfant source of job~sati§faction was the "Work
Itself" and the least important were "Pay" and “Prbmotiona] Policy".
| The re]afionships between the demographic variables és deterj
mined by the Peérson product-moment correlation revea]ed”tﬁit the in-
dividuals who supervise permanent staff also have responsibi]ity for
femporary'staff. There was a high positive correlation between "Level
of Education" and the "Level of Sa]ar}"‘suggesting that there is a
tendency for high $é1aries-to beiassoCiated with high levels of educa-
tion. | |

With regard to the re]atjonshipSMbg;ﬂgggmthe demogfaphic vari-

ables and the importance of sources of job satisfaction variables, it
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was fgund that the importance of "Coworkers" was highly corrélated )

- with the levels of supervision for both temporary and permanéht ;

staff inYa positive direction, and negatively with "Level of Educa-
tion".
The only significant relationship between dehographic vari-

ables and the sources of job satisfaction was for the source "work .

[tself" with "Salary Range“.z |
| Considering the within-instrument corre]ationsq%or the JDI,
seven significant relationships were found. Satisfaction with "Pay"
was correlated with “Promotiona],Pblicy“ and "Supervision". The saf-

isfaction with ”fromotiona] Policy" and "Sdpervision" were a]ﬁp
éignificantTy correlated. "Overall" job satisfaction was high]yv'
correlated with all the sources of satisfaction with the exceptioﬁ‘
of satisfaction with "Pay".

In terms of the qorre]atibns for the ISJS yafiéb]es,ithe im- -
portance of "Pay" was positive1y'associated with the 1mp6ftance of
“Promotional Policy", "Supervision" and "Cowquers“. The importanée '
of "Promotional Policy" and theAimportance of "SuperVision" were
.~ positively related to tﬁe "éowdrkers" as an importaht source of 3ob

satisfaction.



CHAPTER 5
DESCRIPTIONS OF EACH CAREER STAGE GROUP

‘Chapter 5 is avpresentation of the description of the respon-
dehts'when they have been grouped by career stage characteristics.
The responses relating to demographic data, the JDI and the ISJS are
discussed in terms of the sdb-groups éreated by assigning'thg respon-
dentskto groups by career stage. | | I

Refefrfng to the rationales for using §iatistics déscrjptive1y,
~as outlined on page 60, the fifth rationale, “To describe fhe/differ~u
ences between two or more'groups‘of'individua]sﬁ} will by undér;aken
by considering the distributiona]lchafacteri§t1¢s of the groups. In
this regard, the range, central tendeﬁéy and‘V#riabi]ity of responses
will be reported. - T |

The career stégé groups will be treated as independeﬁf groups,
and will be discussed in terms of characteristics pertinent/té the

given group and through comparisonstetween the gfoups.

Fal

Dembg[apbfc Data

Statisti¢§ descriptive of the respondents grouﬁgdlﬁy Caréer

.v.étages in the Manner described in Chapter 3 (See pp.,39-49) are pre-
 ;énted'in the following tab]és. The numerica1 cbdings'héve beén
/1inc10dgd4wheré?approbriate,jénd the%ihdicéte&_tategofies have been

‘ repohted for ease of interpretation.
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“ - Table 22, <hsp1ayed below, is a presentation of t"e/d‘

't1on of the age df respondents grouped by career stage
TABLE 22 \\\ : 8

Age of Career Stage Groups Descr1b1ng the Mean, Standard Devia
- and Range (n=31) -

‘81

stribu-

tion,

'_Career Stage Group- | ) Mean Standard Deviation Range
Early Establishment (n=i0) = 32.0. ° . 5.7  ° 25 -'33
Middle Establishment (n=12) = 34.8 = - 16.3 22 - 47
Late Establishment (n=9) .36.0 10.9 25 - 54.

/ -

The mean age for resppndents in career stage_groups in
‘ by tncrements ofiapproximate]y two years.  The mean ages for t

gr0ups‘were 32 years for the Early Estab1ishment Career Stage

creases

-

he

group,

3? 8 years for the Middle Estab11shment Career Stage group, and 36

yEars for the. Late Estab11shment Career Stage group Ihe uppe
4 parameters are cons1stent with the theoret1ca] age spanafor ca

;stages Lev1nson et al (1978 56-63) 1dent1f1ed the Age Thirty

r age

reer

Trans1st1on (end of Ear]y Estab11$hment) as ending at’ approx1mate1y

{'age 33, the M1d Life: Trans1stion (end of M1dd1e Estab11shment)

\

end1ng by the -late fort1es, and the Age Flfty T#ans1st1on (end

Late Estab11shment) as draw1ng to a close by the m1d f1ft1es

of-
‘The

«tlower age parameters suggest that entry 1nto a part1cu1ar career j‘

(:\stage is not 1nf1uenced by age, but rather by, ex1t from the prev1ous

: stage A further conc]us1on that can be drawn 1s\that the 1ength of

‘ occupancy in a career stage does not appear to be regu]ated by

set
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Level-of Educat1on

. Thg level of educat1on that has been achieved by the respon-

dents in career stage groups is reported 1n Table 23

w:\‘ \ I ,
| oo TABLEZR o 7-
Leve]s of Education of Career Stage Groups Descr1bing t/e/AVerages
, ~._ and/Ranges (n=32) o
. Career Stage Group T Average ~*- _ Range
B . ' ‘Educational Leve] _ :
| Early Establishment pgg1ploma (post-secondary) ' ”High;Sthool.to
(n=10) AR o ' * Post-graduate
L o T Degree . -
Middle Estab11shment Diploma (post-secondary) - :High Sclool to
(n= 13) o S | . ‘Post-gyaduate
“ Do R ~ Degree’ .
Late Estab1ishment . Diploma (post-secondary) .- -High School to
(n=9) . . .. ., "7 " Post-graduate
T - ' ' \ - Degree :

v

A

For eaohdof’the>three career stage groops"there was'no‘ditfer-
ence 1n the average 1eve] of educat1on of the respondents Thé'aver4‘ L
age response was for the category "D1ploma (post secondary)“ This
f1nd1ng suggests that career stage membersh1p can not be d1fferent1ated '
on the bgﬂ1s of average educat?onal 1evels or by the range of educa—

t1ona§-ach1evement. : ,::A . Q'.v

Sa]&ry Range
| ' The average salary ranges, in add1t1on to’ the m1n1mum and max1—

) mum sa]ary ranges for the career stage groups are presented 1n TaB]e
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24. As the Tab1e‘1ndicate§?\there are«differences'in\both the average

salary ranges and in the minimum and maximum ranges. v
4 ” . N ) a :

Y . ' . «
.

TABLE 24 .

-

_Leve]s of Salar1es of Career Stage GrOups Describing the Averages and

" Ranges’ (n-32)

Career Stage Group , _aAverage o k - Range )
~ Salary Category - :
"Ear1y Establishment $20,000 - $24,999 . $20,000 - $24,999
(n=10) SR o Tt
’ R '$35,000 ~ $39,999
Middle Estab11shment $20,000 - $24,999 : Under $20,000 to
(n=13) - . JRE L $30,000 - $34,999
Late Establlshment - $25,000 - $29,999 ‘ Under $20,000 to-

(n=9) . - e .. $35,000 - $39,999

T =

-

The . 1owest average sa]ary category was for the Ear]y and M1d—=

dle Estab11shment Career Stage groups w1th a range of $20 000 to ;3

$24, 999. The Late Establlshment Career Stage group had a s]1ght1y :

h1gher average $25ﬂ000 to $29, 999 The Towest salary.ranges were

for the Middle and Late Estab]1shment Career Stage'grOups and*the

h1ghest were the Ear]y and Late Establ1shment Career Stage groups

The 1argest range of, sa]ar1es was for the Late Estab11shment

. Career Stage group Th1s range may be attr1buted to’ the fact that

/‘(\
/N

salaries.

the group 1s compesed of o]der respondents who may have the comb1na9

- tions of exper1ence and educat1on that warrant a re]at1ve]y h1gh
jsa]ary, and of some younger respondents who do not have the exper1-‘

~ ence and/or educat1on thattwould_qua11fy them for .more substantial "
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.\/; SuperVISion of Staff

S

Tab]e 25 1s a disp]ay of the number of staff that the respon—
dents, grouped by career stage. supervise on’ a permanent and tempor-

v

’ ary bas1s The average categarical responses are indicated in addi-

\

t1on to the range of responses

- TABLE 25A

" Number of Permanent Staff Superuised by Career Stage‘Groups Describingk
" the Average and Ranges (n=32)

Career Stage Group . . Average Number of - Range -
A ' Permanent Staff Supervised : !,
Ear]y Establishmént . 1 - 5 indtyidugls None to 6 - 10
> {n=10) Lo S T individuals
" 'Middle Estab11shment - .} -.5 individuals - None to 11 - 15
. (n=13) L R g individuals
Late Estab11shment , 1 - 5 individuals - None to More
(n 9) Lo . . .~ -than 15
vn = —
N

For each of the career stage groups, the average number of
Apermanent staff that they superv1sed was in the category of “1 -5
1nd1v$!uals"" Each group had some respondents who had no superv1sory
respons1b1]1ty for permanent staff The maximum number of 1nd1v1dua1s
Vsuperv1sed 1ncreased for the- Early to Late Establishment Career Stage
groups., w1th some respondents superv1s1ng more than 15 permanent

staff members. This resu]t suggests that although the average number
of superv1sed staff remains the same, there are’ more respondents in
the;Late Estab11shment Career Stage group that have respon51b111t¥

for re]ative]y targe numbers of permanent staff than in the other twghi

N

groups. : S 5/
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TABLE 258 - | .

Number of Temgorary Staff Supervised by-Caree Stage Groups Describing
' the Averages and Ranges (n=32)" :

i
|

Career Stage'Croup " - Average Number of o ﬁange

L Temporary Staff Supervised |
%ar]y)Estabiishment o ']'- 5.1nd1viduals "None to More than 15
n=10) - : s : ‘
_ Middle Estab]ishment None + "None to 1 -5
(n=13) ~ o ‘ individuals
~Late EstabTishment 1~ 5 individuals ‘None ta More than 15
(n g) . ) ’ . : ':’4“ ‘

The average response for the Early and Late Estab11shment _
Career Stage groups was in the category of supervising "1 - 5 individ-

ua]s" Both of these groups a]so had ranges from "Vone" to "More )

than 15".  The M1dd1e Establishment’ Career Stage group had an average

| response of superv1s1ng “Mgn and a range of "None tol1 -5 1nd1v1d-

ua]s" ThJS d1str1but1on suggests that the superv151on of temporary -
staff 1s not a characterlstic of the M1dd1e Estab]1shment Career =

Stage group, but is for the other two groups.

Absence From work Force

Tab]e 26 refers to the 1ength of absence that ‘the, respondents B

have taken in the course. of the1r emp]oyment hlstory "~ No respondents

it

in the Ear]y Estab11shment Career Stage group have exper1enced an

) absence from the work force Both the Middle and Late Estab11shment

\
Career Stage Groups had an average response of "Less than 1 year“
The respondents in- the Ear1y Estab1lshment Career Stage group may not

have left the work force because they are st111 1n the formatlve
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- TABLE 6. T
Length of Absence Frgm Nork Force of Career Stage Groups A K
, Describing the Averages and Ranges (n=32) R

N aav Crane Fr Average Length ™ * =« o

Career Stage Group " of Absence - - vﬁange

%arly)EstabT1shment " No Absence : e -

(n=10 .. . Lo

Middle Establishment .~ Less than 1 year - . Less than 1 year

(n=13) B T to1 -5 years -
ﬂ Late. Establishment L Less than 1 year . = Less than 1 year

(n=9) - .- ' ‘ .o 7 to6 =10 years

g

stage when gaining a footho]d 1n the organization 1s 1mportant The
respondents in the other two groups may have. Teft ‘the’ work force to
eontinue the1r‘education and to raise. a fami]y (See page~66)a

s

JOb'Descriptive.Index Data

The foT]ow1ng section is concerned with presentlng the
%d1str1but1on of group responses to the varlab]es compr1sing the JDI
The six var1ab1es that are cons1dered a?e (a) Work Itself (b)
Pay, (c) Promotiona) Po]1cy, (d) Superv1sion, (e) Coworkers and _
- (f) Qvera11 Tables 27 to 32 present the stat1stics descr1pt1ve of

the variables of the JDI by career stage groups.

‘work Itself
The resu)ts for the JDI var1ab1e sat1sfact1on w1th the "work
Itself" are d1sp1ayed in Tab]e 27 _
' There _do not appear toAbe any Targe d1fferences in the mean

respgﬂses for each career stage group w1th the greatest d1fference
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© TABLE 27

" Satisfaction with W

y L Jtself by Career Stage Groups
leExpressed ayt”,rhrl

1ve Statistics (n-32)

~Career Stage Groqp A Ektandard Dev1ation S Range -

iy 4 4 (possible)
Early Estab]ishment 43.4 3.9 L 37 - 50
(n=10) o , . o (18 - 54)
Middle. Establishment 43.5 . 2.3 . 42 - 50
(n=13) - S ' : N (18 - 54)
Late Estab]ishment 2.9 - . 3.5 .+ 38 -50

' . L . - : o -
being a margin of only .6. . The poss1b1e range of responses for this
varfabTe was from a m1n1mum of 18-and a maximum of 54. The actuaT

fv:ranges spanned a 1ow of 37 and a ‘high of 50. This distribution

L suggests that the respondents in each of the three groups are

";satisfied w1th the activity of work since a11 respondents provided

a score greater than the mid-point of the possib]e range

" 'r The mean, stand;rd&BEViation and range ‘for the variaple "Pay"<‘~
’ 5as a’ source of job satisfact1on are presented in Tab1e\28 T 1e 28 “,7

revea]s that the average value p1aceﬂ upon the variab]e "Pay“ as, a

:tf source of Job satisfaction does differ among the career stage gro S .

"The respondents grouped by the Ear]y Estab1ishment Career Stage _ \\ -
}; found "Pay". gave them more satisfaction than d1d respondents 1n the ;\\
: _other two groups The Ieast satisfied group seems to be the Middle S\
:Establishment Career Stage group having a mean response of 19 1. - \\

' This was exemplified by the span of responses from 12 to 25 for. the ' \
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TABLE 28

'Satisfaction with Pay by Career Stage Groups Expressed by
‘Descriptive Statistics (n=32)

Career Stage Group "~ Mean Standard Deviation Range
: (poSsible)

Early Establishment ~ 24.4

(n=10)

Middle Establishment 19.1

(n=13)

Late Establishment 23.2

(n=9)

B K

Middle group, and 23 to 2? for the~Ear1y&group. The'Ea;Ty Establish--
ment Career Stage Group may have found "Péy“ to be a source of
satisfaction because their limited experienée in the work force has
not given them a great "measuring stick" by Qh1cm to compare pay and
responsibilities. The Middle Establishment Caréer Stage group may be
.the least satisfied w1th "Pay" because they equate financ1a1 ‘renumera-
‘tion with tangibte measures of advancement and promotion. A Tack of
satisfaction with the "Pay", for this group, may be intérpreted to
mean ‘that the 1nd1v1dua1 percelves herself .as not advancing in the
'organ1zat1on, a major concern for the: M1dd1e Establishment Career
Stage group. This stage is also characterlzed as a time of making
personal commitments su;h as home owneréhib and starting families. If
the pay is perceived as7insufficient to contribute to thesevgoals, it |

would then be considered to be a source of di§§qgisfaction.

Promotional Po11cy -

L TN

: The descr1pt1ve stat1st1cs for the sat1sfact1on with the

R T N -
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"Promotional Policy" are displayCd in Table 29. ¢

|

TABLE 29 . .
\"\ ' L . ‘ . ‘ . . N '
Y : Satisfaction with Promotional Policy by Career Stage Groups
\\ t Expressed by Descriptive Statistics (n=32)
AN
\\ Career Stage Group : Mean Standard Deviation ~ Range
4 : (possible)
N \\Early Establishment . 17.2 2.8 12 - 26
r1dd1e Establishment 16.8 - 3.5 12 - 27
(R=13 . R (9 - 27)
tLa Estab]ishment 19.3 2.7 13 - 27
 (n=9) : : ‘ - (9 -27)

Y

Y

\

Table 59 indicates that there is a discernible differencexamong the

\ career staee groups in the mean values assoc1ated w1th "Promotiona]

Policy" as h\source of sat1sfact1on The largest mean was for the -
Late Establishment Career Stage group (19.3), and the lowest for the
Middle Estab1ishnent Career Stage group (16.8)l This result suggests
hat the respondehts of the Middle group are not as satisfied with
thi opportunity fon\anvancement as the other groups, although the
ranges of responses fan\theuthree4grpups ane comparable. bvera]],

it appe rs'that at least\a few respondents in each of the groups are

h1gh1y satisfied w1th the ) romotional Po]icy"'and conversely, a few

- are highly d'ssat1sf1ed.r The id-point in the range of possible

scores is'lsiv he means reporte for the three groups - -show that the
’\ MiddTe,and Early oups, on the average are more dlssat1sf1ed than ‘
'satiSfied | The Late gstab11shment Career Stage group was s]1ght1y

~ more sat1sf1ed than -dissatisfied.
v ) Q .
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-Sugerv1sion

The respanses to the variable satisfaction with the
"Supervision" are presented in Table 30.

4

TABLE 30

Satisfaction w1th Supervision by Career Stage Groups
N Expressed by Descriptive Statistics (n=32)

v

Career Stage Group/ " Mean Standard Deviation Range -

_ ' (possib]e),
Early Establishment 47.7 ' 4.9 S 40 - 54
(n=10) (18 - 54)
Middle Estab]ishment 47.4 4.7 37 - 54
(n=13) ) (18 - 54) -
Late Estab]ishmenf 47.4 ’ 3.9 43 - 54)

- 54

(n=9) | T (18

The meanmresponse scores for the satisfaction with the "Supervision"
show no difference across the caféer ;tagé groups. Thé'possib]e< |
range of responses is from a minimum of 18 td a‘mékimum of’Sﬁw The
actual ranges indfcate fhé% Fér each group,.most respondenté haye
found the relat1onsh1p with the supervisor to be sat1sfy1ng Even
the m1n1mum response (37 shgws that the "Supervision" is a

satisfying aspect of the work setting.

Coworkers o | e b
The following table reporfs_the mean, standard deviation and

range for the "Coworkers" as a source of job satisfaction.



TABLE 31

Satisfaction with Coworkers by Career Stage Groups
Expressed by Descriptive Statistics (n=32)

Career Stage Group Mean Standard Deviation Range
(possible)
Early Establishment 49.1 5.0 40 - 54
(n=10) ' (18 - 54)
Middle Establishment 47.6 4.0 37 - 54
(n=13) (18 - 54)
Late Establishment 51.1 1.5 50 - 54
(n=9) . (18 - 54)

The highest mean response was indicated by the Late Establishment
Career Stage group (51.1). Referring to Table 25 (pp. 84-85),
respondents in the Late group were found to héve the largest maximum
~range.of supervisory responsibility for permaheht‘and temporary
stafff‘ TBe satisfaction they appear to derive for "Coworkers" may

be re]atéd to the fact that this group has more interpersonal contact
with subord?nétes than do the other groups. The term “Coworkers’ ‘
does not recognize differences bgtween subordinatéﬁ and equals, in
terms of emp]oyment status, and for this reason it may be assumed
that for this group "Coworkers" includes subordinate staff. This |
assumption is supported by the observation that the least satisfied
group, the Middle Establishment, also had the least supervisory
>'responsibility.' In each group, some respondents gave the "Coworkers"
the highest possible ratiné (54) and the minimum score reported (37)

reflected satisfaction with work associates.
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Overall
The "Overall" level of job satisfaction is pcesented in
Table 32. The‘“qurall“ score con;istsﬁof the grand total of all
the scores of each of the preceding fiviﬂsources. The "Overall*
score is taken to reflect how satisfied the individual is with the

work circumstances.

TABLE 32

Overall Level of Job Satisfaction by Career Stage Groups
Expressed by Descriptive Statistics

v

Career Stage Group Mean Standard Deviation Range
(possible)
‘Early Estab]ishment 192.0 11.6 168 - 207
(n=10) (72 - 216)
Middle Establishment 189.5 : 8.3 177 - 207
(n=13) ) ( 72-- 216)
Late Establishment 195.1 9.0 176 - 206
(n=9) . _ (72 - 216)

Each career stageygroup has 1ndjcated a mean response for "Overall"
.job'satisfaction'in the upper quartile of possible‘responses. In
addition, the range of‘responées alsa fe]] in the highest quartile
'fpr‘each of the career stage’groupﬁ. (This distribution implies that
the "0vera11? level of satiéfactionvwith the job is very high for
the entire sample of resbondents, regardiess of career stage, and

that there are few differences between the groyps for this variable.

Importance of Sources of Job Satisfaction Data

The following section is concerned with.discussing the
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statistics describing the responses to the five [S5JS variables.
The mean, standard deviation and ranges of the responses for each of

the three career stage groups are presented in Tables 33 to 37.

work Itself
The responses to the importance of “Work Itself” are
displayed in Table 33.

TABLE 33

Importance of Work Itself by Career Stage Groups
Expressed by Descriptive Statistics (n=32)

Career Stage Group Mean Standard Deviation Ran
(possible)
Early Establishment 3.0 .0 -
(n=10) ' (- 3)
Middle Establishment 2.9 .3 2 -3
(n=13) \ (1 - 3)
Late Establishment 3.0 .0 -
(n=9) -

3)

Both the Early and Late Establishment Career Stage groups had a mean
resbonse of 3.0 for the importance placed upon "Work Itself". This
means that‘éll the respondents in these groups found the work
activity to be very 1mportan€f In the case df the Middle Establish-
ment Career Stage group, only one individual indicated that the:
"Work Itself" was somewhat important, while the remainder found it
to be very important. In terms of thé'fmportance placed upon “"Work

&

| Itself", there do not‘appear to be discernible differences.

¥
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Pay .
) The 1mportance that has’ been placed upon "Pay“, as a source _
of JOb satisfact1on, is reported in Table 34. T
T
TABLE KL ‘
: D
Importance of Pay by Career Stage Groups Expressed by
o Descr1pt1ve Statistics (n= 32) .

Career Stage Group . Mean , Standard Deviation ,4 | Range
o S o e / " (possible)
Early Establishment - 2.5 5 0 2-3
(n=10) - . L ' (1 -3)

"~ Middle Establishment 2.5 Y A 1-3
(n=13) . - ' (1 - 3)
Late Establlshment ' 2.4 - 5. 2 -3
(n=9) , . o _ (1 -3)

]
"

- The mean responses reported in Table 34 d1ffer only for the Late

©

Estab11shment Career Stage group in relation to the other two. groups ‘
w1th scores of 2.4 and 2. 5 respectave]y Another var1at1on ifs
ref]ected in the range of responses with on]y respondents 4in the

M1dd1e Establishment Career Sta}d indicating the "Pay" is not at

~all tmportant to them.

[}

Promotional Policy

The descriptive statistics for the variable "Promotional
Policy" as an important source of job satisfaction is diseJayed in

Table 35. = = : . /



TABLE 35

Importance of Promotional Po1icyvby Career Stage Groups
Expressed by Descriptive Statistics (n=32)

Career Stage Group ~ Mean Standard Deviation Range

: ' (possible)
Early Establishment 2.1 .7 1 -3
. (n=10) ' - (1.-3)
Middle Estab11shment 2.6 7 1 -3
(n=13) , (1 -3)
Late Estab]1shment 2.4 ‘ .5 ' 1-3

(n=9) T | (1-3)

-

‘Table.35 reveals a no;iceab]e_dif%erence in the mean fesponses to the
.importance placed updn the "Promotional Policy". The highest import—;
ance was placed by res%ondents in the Middle Establishment Career
Stabe group, a result thaf is compatible with the iheereticall
foundations that find prometions and advancemen; to be the majof
concerns of respondents characterized by this stage (See page 42)
The least amount of concern is expressed by respondents in the Early
Establishment Career Stage group. This can be explained by the
“theoretical basis of‘this.stage that suggests that the major
inyerest of the group would be in deve]oping're]atienships, not in

seeking advancement.

Sugervision |
Table 36 displays the responses to the importance placed ,
upon the fSupervision" as a source of job satisfaction. d
The mean responses for the importance of the “SupervfsiOn"

suggest that there is a slight difference among the.career stage
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- TABLE 36

Importance of Sugerv1s1o by Career Stage Groups
Expressed by Deseriptive Statistics (n=32)

Career Stage Group Mean = Standard Deviation Range

: : ' o (possibie)
Early Establishment 2.8 ’ .4 o 2-3
(n=10) . (1 - 3)

- Middle Estab11shment 2.5 .8 , 1-3
(n=13) . : (v - 3)
Late Establishment 2.6 o 7 1 -3
(n=9) - ‘ (1 -3)

groups.’,The most importance has been given b; respondents in the
Ear]y‘Estab]ishmeht'Cereer Stage group (meanvve1ue of 2.8). The
1east importanee has been given by the Middle Estab]ishment Career
Stage group (2.5). lIn both- the Midd]e“and Lete EstabTishment Career
-groups, some respondents have indicated that the "Sdpervision“ is not
‘at all important. However, the minimum response for the Early
Establishment Career Stage group is somewhat important. The Early
.J,Estab]ishment“Career’Stage grodp may identify the supervisor as the
key individual in theirgdesire to improve their skills and/abi]fties

(See, page 40).

Coworkers <
" The mean, standard deviation and range of responses for the
1mp0rtance of "Coworkers" as a source of job sat1sfact1on are

presented in Table 37 on the fo110w1ng page.



TABLE 37 .

Importance of'Coworkers‘by Career Stage Groups
 Expressed by Descriptive Statistics. (n=32) -

N

Career Stage Group . Mean Standard Deviation Range
: ' (possibfe)
Early Establishment 2.8 Y S -3
(n=10) : | : (1 - 3)
" Middle Estab]1shment 2.3 R v -3
(n=13) . , (1 -3)
Late Estab11shment 2.6 .7 -3

(n=9) _f a3

a

Tﬁevresults_fn Table 37 indicate that there is a difference among the
career stages in the mean responses to the importance of the
"Cowbrkers;} The least importance is p1aced'by resbondents in the
Middle Estab11shment Career Stage group (2.3), and the most by -
respondents in the Early Estab11;;ment Career Stage group. -The high
1mportance placed by this group on the_re]at1onsh4ps with cowbrkers
is consistent with the theoreticai fGUndatiéns that suggest that the

v

most pressing concern for th1s group is to be accepted by peers and

/

coworkers (See page 40) _ ’ | ///

SUMMARY

Chapter 5 has been a presentation of a description of/the
AEaréer stage.group§'in terms of three variabie groups: démoéraphic,
DI and ISJS. = , :

A key finding in the discussion of the demographic variables
was that the career stage groups could be differgntia;ed‘on the

basis of the incumbent's ége at the time of depafture from a.
. R [} i
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particular stage,-but that entry into a barticu]arl;tage does not
appear to be reiated to age. A conclusion aris%hg from“thie finding
is that 1ehgth of occupancy in a career stage is not regu1ated'by a
set age or by number of years. _ | |

The career stage groups‘couid not bevdifferentjated'on the
basis of educatfonei credentials since the mean'response for all
Agroupé was the completion of a post-secondary dip]oma.' The largest ~
_saiary range (525,000 to $29,999) was for the Late Establishment
Career Stage group. This fact may be because a combihation of
experience and education?provides for a hfgher salary.

Although the averege"ngmber of perhanent staff seperVised
was .the same for each of the gredbs,‘the maximum range increased from
l the Early to the Late Establishment Cefeer\§tage group. A difference |
was in evidencevin the supervision of temporeﬁy\sgeff‘with respondents’

in the Middle Establishment Career Stage group haviﬁﬁ\an\everage

I
~.
-

response of supervising "No One“.; . T~
| OﬁIy a s}ight difference was apperent with regard;to the
length of absence taken from the’work force. Respondents in the
Early Establishment Career Stage group had experienced no absence.
The maximum range of\1ength of absence increased from the Middle to
LateeEsteblishment Career Stage group. |

Table 38 is a summary of the mean responses for the JDI and

ISJS Variab]es, by career\ifage groups.
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Summary of Mean Responses for JDI and 1SJS Variables

TABLE 38

by Career Stage Groups . (n=32)

99

Variables Career Stage Groups :
' Early Middle Late
- Work Itself 43.4 43.5 42.9
' Pay - 24.4 19.1. 23.2
JDI Promotional : ~ '
Variables Policy 17.2 16.8 19.3
. Supervision 47,7 47.4 47.4
Coworkers 49.1 47.6 51.1
~ Overall. 192.0 189.5 195.1
Work Itself 3.0 2.9 3.0
: Pay 2.5 2.5 2.4
ISJs Promotional
Variables - Policy 2.1 2.6 2.4
Supervision 2.8 2.5 2.6
- Coworkers 2.8 2.3 2,6

The results of the JDI revealed. that there were differences

and similarities, depending upon the JDI variable under consideration.

Sat1sfact1on w1th “Swperv1s1on" and "Work Itself" did not d1fferent1—

‘w-«..‘ﬂ

ate between the ‘career stage groups.

both of these_var1ab1es was in the upper quartile of possible

responses, suggesting a high degree of satfsfac;ion.

The level of satisfaction with

Satisfaction with "Pay" did differentiate across the groups,

with the Midd]e\Estab]ishment group being the least satisfied,

poss1b1y because they may equate the pay as a tang1b1e measure of

advancement

reflected d1ssatlsfact}on for the Early and Middle groups, and dnly

Tn general

the mean responses for‘th1s var1ab]e

minimum satisfaction for the Late Estab]ishhent Career Stage group{
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_ Small differences weré apparent in the 5verage level of
,satisfaction with the'"Coworkers". The 1eas"satisfied group was the
MiddTe»Establishment, and the most was the L;tg Establishment group.
The term "Coworkers" did not differentiate betﬁeen subordinayes and
peers, therefore, it is not unexpectqd'that thé Léte'Establishment
’Caree% Stage group, having the greatest superv%sofy responsibi]ity,
would find interpersonal relationships to be a source of satisféct¥
~don. | )
‘ The "Overall" level of job satisfaction waslin'the uppef
quartile for each of the three groups. This suggests that the
respondents were qdite sgt{sfied with their jobs, and that career
stage does not influence the Egggl_safisfaqtfon experiehced with the
: Jjob, |
The variable, importance of "Work Itself", was designated By
“each group to be very important and is not effected by career stage.
The importance of "Pay" did ndt.differentiate.between the
career stage groups in terms of mean‘respohsesl However, only
ﬁespondents‘in the Middle Establishment Career Stage group indicated
that the pay was not all iﬁportant. |
' Withvregard to the_importance of the "Promopigna1~Policy",
the Middle éroup found it to be of greatér importance than did the -
Early group. This result is consistent with the theoretical
}odndafions,that suggest the ded]e‘stage would be preoccupied with
advaﬁcement, and the Early Wifh'estab]ishing relationships and

learning skills.

-
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Vo~

¥ [

The 1mportance‘of "Coworkers" revealed that.the Early Estab-
1ishment Career Stage grdup placed a great deal of importance upon
pgrsonaIIreiationships,‘é result consistent with the theoretical
.. foundations. | ' S

It is important to notg that the comparisons that have been
presented in tbig chapter réf1ect descriptive differences betﬁeen'
ihe_careqr stigé'grbups. The’%ol1ow1ng chapter will ;;nsiaér the
differencés Bgtﬁgen the groups in terms ofiséatistica1 significance.

3 ’ \\\

T T



/ » CHAPTER 6 | B
ANALYSIS OF THE PROBLEMS

The purpose of this study is to ana]yze}the relationships
between job satisfaction and the independent variab]é of career
stagé. Chapter 6 is a presentatioh of the problems outlined in
Chapter 1 (See pag¢_5) in terms of statistical analysis.

- Referring to the Selltiz et al. rationales as expressed on
page 60, the fifth ratidnale, "To describe differences between two
or more groups of individuals", is fﬁﬁdamenta] iﬁ considerihg the
major problems addressed by this study. The comparison of‘groups
has been undertaken through the Student's t test, as a test.of the
difference between;group medns, and the qnalysis of variance, as a
test of the difference between group variance.

Pr?blems 2 and §'2ré considered thfough the use o these two
tests, while the fing{.prﬁblem,'the examiqatioﬁ of the re]ationship'\
between the JDI and ISJS variables is addressed by the Pearson pro-
duct-moment\corre1ation. The prelihinary problem, the viabi]ity of.'
an instrument to indicate career stages, has already been considered
in Chapter 3. Only the results of the discriminant éna]ysis will

be presénted in this chapter.

‘. .
Problem 1. Discernible Career Stages

L FA

"Are there discernible career stages evident for manaoer1a1
women employed in the pub11c service?"

i - 102 i -



103

Problem 1 has been examined in the context of the CSI as
preeented & Chapter 3 (see pp. 46-49). The statistical test used
{n supporting the construction of the CSI, the discrimihaht analysis,
has also provided support for:Problem.lf The discriminant analysis,
as a tool with which group classification accuracy can be ascertained,
indicated that the respondents to this study could be grouped by
career stage|characteristics into unique c]ueters. F)gure 3 (page 48),
the scatterplot for the discriminant analysis, graphically portrayed
" the groupings of the respondents by career stage characteristics.
The contingency table (Table 11, p. 49) revee1ed that the predicted
groep (theoretically based) and the observed group (empirically based)
were consistent with the exception of a single respondent. This

resu]t reflects a ninety-six per cent eonsjstency between the two-
groups. |

The question of the cred1b111ty of group1ng respondents by
career stage has been supported both in the rev1ew of the theoret1ca1
foundations of the CSI and by the statistical resu]ts produced in
Chapter 3. In response to the first problem addressed by this study,
‘the statlst1ca1 tests applied to the CSI support tht notion that re-

spondents in this, study can be d1fferent1ated on the bas1s of career
stage. ' . - e .

Problem 2. Relationships Between Sources of
Job Satisfaction and Career Stage

3

"Do managerial women vary in the identification of sources of
Jjob satisfaction as a function of career stage?"
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| | | Problem 2 is addressed by considering the differences in the
’méans and variance§ between career stage groups. The first test,
the f tesf,Awas employed in order to determine if significant differ-
ences existed between career stage groups on the basis of mean - |
scores for the JDI. For the bdrposes of th1§ study, only coﬁpari-
sons which were diséovéred.tb have significant values at the .10,
.05 and .01 level 6f confidence have'been'reported. }n addition,
only the superscript appearing in the table will be defined in the
notes following the tabTe. Tables 39, 40 and 41 report the compari-
son results of ‘the t tests. l : |
The first éomparison, displayed in Table 39, is between ths
Early and Middle Estapljshmebt Careef gtage grdups on the mean scores
for variables comprising the JDI and "0vera11" job satisfaction.

o
b
™

TABLE 39

~ P

*+» T test Comparisons for‘Egr1y and Middle Establishment Career Stage
Groups for the Scores on the JDI Variables: (n=23)

[}

P . Variables . 'Mean Scores : 7
’ - ‘ ‘ ' Early . Middle

" Work Itself ‘ 43.3 43.5 -.06

~ Pay - 24.2 19.1 . 3.51
Promotional Policy 17.2 - 16.8 - .20

Supervision - 47.7 47.4 ‘ .08

Coworkers 49.1 47 .6 .54

Overall : 176.4 174.5 .28

Csignificant at .01 fevel of confidence for two-tailed test.

Referring to Tagle 39, the only significant relationship was

for the satisfactionlwith "Pay", having a t value of 3.51, signifi-
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cant at the .01 level of confidence for two-tailed test. Because
d1rect10na1 hypotheses were not empfqyed in this study, the two-tail
test for significant has been used. ‘The\s1gn1f1cant value in Table
39 suggests tha} the respondents in the Early Establishment Career
Stage grouﬁ weré significantly more satisfieq with tﬁé pay than were
members of the ﬁidd]e group. This may be a result of the Early Es-
‘tablishmént Career Stage group's preoccupation with developing skills
and relationships, and because they, in general, have not been in
the work force as long asﬂmembers of other groups, and may not have
manyyétandards, in terms of salariés, against which to compa}e their
own. In addition, they may be pleased to be earning a salary after
years of schooling, with 1ittie or no pay.

The second comparison, presented in Table 40, is between

the Early and Late Establishment Career Stage groups.

TABLE 40

T test Comparisons for Early and Late Establishment Career Stage
Groups for the Scores on the JDI Variables (n=19)

Variables Mean Scores -t
: Early Late

Work Itself 43.3 42.9 .19
Pay 24.2 23.2 72

- Promotional Policy 17.2 19.3 -.97
Supervision 47.7 47 .4 .07
Coworkers : - 49.1 51.17 -.89
Overall 176.4 183.0 -.72

Note: There were no significant differences revealed.

No significant differences were found in the comparisoﬁ be-
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tween the Early and Late Establishment Career Stage groups for the
satisfaction varfables. A possible reason for the similarity between
the two groups may be that both stages are basically concerned with
maintaining the,status quo. The Early group is satisfied 1f they
are learning new skills and developing relationships and the Late
group is satisfied 1f they are helping younger employees in the
organization. The satisfaction experienced with these sources may
’have produced a "halo" effect to the other sou}ces. with the satis-
faction level for the other sources remaining similar.

The third comparison fs between fhe Middle and Late Estab-

]1shmeqt Career Stage groups and is presbpted below in Table 41.

TABLE 41

T test Comparisons for Middle and Late Establishment Career Stage
Groups for the Scores on the JDI Variables (n=22)

Variables Mean Scores t
: Middle Late

Work Itself ' 43.5 42.9 '35b
Pay 19.1 23.2 -2.79

Promotional Policy 16.8 19.3 -T. 14

Supervision 47 .4 47 .4 -.02

Coworkers 47.6 51.1 -1.54

Overall 174 .1 183.0 -1.31

b

, * ~
significant at .05 level of confidence for two-tailed te%}l

Table 41 identifies a single significant difference between
the two career stage groups, that of satisfaction associated with
"Pay". The t value is -2.79, significant at-the .05 level of confi-

dence for two-tailed tests. This finding is interpreted to mean
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that the subjects in the Late Establishment group dre significantly
more satisfied than are members of the Middle qroup with the JDI var-
fable "Pay". A possible reason for this may be that there is a tend-
ency for subjects to begin to establish homes and families during
the Middle Establishment Career Stage, and as such, may be .under more
financial pressure than the members of the other groups who have not
yét begun these commitments, or have already established them.

The second statistical test that was applied to the results
of the JDI scores was the analysis of variance. The F ratio that
has been reported in the Tables in this chapter is a reflection of
the comparison between the variability due to the independent
variable (between group source of variance) and the variability due
to other unaccounted for factors (within group source of variance).
As the F ratdo increases in size for a given amount of data, signiff-
cant results may be discovered.* The significant F ratio identifies
the independent variables that influence the dependent variab]e;
(Popham and Sirotnik, 1973:159-60). The results of the analysis of
variance is presented in Table Ez, on the following page. ‘

The analysis of variance shows that there is a significant
difference between career stage groups for the JDI variable "Pay".
The F value is 4.70, significant at the .05 level of confidence }or
two-tailed tests. The analysis of variance doés not indicate which
groups are significantly different from one another, but the inclu-
sion of the LSD procedure allows the differing pairs to be identified.

The LSD (Least-Significant-Difference Test) is a procedure

e
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TABLE 42 0
Analysis of Variance for Career Stage Groups by Satisfact{on with
Pay (n=32)
vSOurce of Variation‘ Degrees of Sum of :gsan F
) : Freedom - Squares Sguares
*_Between Groups - 2 67.92 33.96  4.70°
Within Groups , 29 = 209.55 7.23°

Total 31 - 2177

bs1gn1f1cant at .05 Tevel of confidence for two-tailed test.
LSD procedure: identified Middle and Late, and Middle and
arlx as s1gn1f1cant1y d1fferent at the .05 Tevel of confidence.

that determines the sma]]est difference between two sample means such
. ~ ;.

‘that they\are sti]]wsignificantly different.‘.fhe?LSD procedure .has
.beenlusedk:n order to ascertain which groupg diffef significantly as
-~ a resylt of the independeng,wariab]e‘(Smith and Williams, 1976:494).
Kim'and Kahout (1975:427) defined the LSD as the "nost’powerful of
fhe posteriori contrast tests" with the advantage of "exactness.er'
unequal group size". ‘
_The groups that nerejfound to differ signifdcantly were tne
Middlesand Late groups, and the Early and M1dd\e groups. The reasons
for these re]at1onsh1ps may be found in the theoretical foundations

relating to each of the stages First, the Early Establishment

“£areer.5tage group is character1zed as a peribd of uncertainty with

regard to the individual's "belongingness" in the organization and

- with the peer group. Because they are generally the youngest, and

most. recent entrants into the work fqrce; the salary that they are

presently earning may be the fi?gk financial renumeration since
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1eaving school. This ihexperience_may not give them aigood basis
ubon which to Eompare their sa]éry to othér proféssions and individ--
“uals., N B o -

Second, the Middle Establishmedt Career Stage has been typif-

fed as a period of establishing one's S61f in the organiinion_and
in terms of personal commitment. Th; personal commitment may entail
marriage, home owneréhip, starting a family, etc. Each of these
commitments may place a finanéia]kburden on the individual, oﬁe that
can only be al]eviated‘by the pay structure of the organization. The
presence of these burdens, c¢gupled with pay as a symbol of advance-
ment may produce a aiééatisfiéd reaction for individuals in this
group. | \ ey | |

N Third, the individuals who are characterized by the Late
Estab]jshmeni Career Stage are generally o]dér and morevestéb1ishéd
financially and ogchpational}y than’are fhé members of the other two..
'careér stage groups.- When‘the financig] oB]igatiqhs such as home )
ownership and raising a family are fu]fi]]ed:,the need for pay may
become less pressing than for the individual just.embarking in these
ventures., P!

Problem 3. Relationships Between Importance of Sources
~of Job Satisfaction’aqgaCareer Stage

"Do'managerial women vary in the importance that they place

upon the sources of job satisfaction as a function of
career stage?"

N

. The results of the t test comparisons are presented in Tables

Ty ..
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43, 44 and 45,‘:These Tab]és‘reféf to thevcomparisons between the"
.threé career stage groups on the basis of scores on the ISJS vari-
ables.

The first comparison, between the Early and Middle Establish-

ment Career Stage groups, is displayed below.

TABLE 43

T test Cqmpafisons for Early and Middle Establishment Career Stage
Groups for the Scores on the ISJS Variables (n=23)

Variables - Mean Scores t

\ S Early Middle
Work Itself 3.0 2.9 I .87
Pay : , 2.5 2.5 -.15b
Promotional Policy 2.1 2.6 -1.78
Supervision 2.8 2.5 1.24
Coworkers 2.8 2.3

2.13

;~bsignificant at .05 Tevel of confidence for two-tailed test.

The first significant f value kepértedyianable 43 is fqr‘ -
the importanﬁe of thgﬁ"ﬁromdtionaf'Po]icy".' The t value is -1.78, |
significant at the .05 iéve] of confidence. This result éuggests
that respondents in the Middle Establishment Career Stage group
place greater importance upon fhe opportunity'fbr advancement than
do respondents in the Early Establishment Career Stage group. This
is consi;tent with the theoretical foundations that suggeét the cent-
ral preoccupation of the Middle Establishment Career Stage group is
to advance through levels of the organization and that the major con-

cern for the Early Establishment Career Stage group is to make
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commitments and gain stabflity, not to seek mobility.
~The second significant d1fference was for the variable
“Coworkers".‘ The t value is 2.13, significant at the .05 level of &
confidence. The're]ationships with work associates were found to be
more important for the Early Establishment Career Stage group than
for the Middle group. This finding sqpports that theoretical
~ foundation that considers the relationships with peers and coworkers
to be a major consideration forvrespondents in the Eaf]y stage.
The second t test comparison is between the Early and Late
Establishment Career Stage groups; This ¢dmparison 1s presented in

Table 44.

TABLE 44

T test Comparisons for Early and Late Establishment Career Stage
, Groups for the Scores on the ISJS Variables (n=19)

- Varijables A Mean Scores t
: ‘ Early - Late ,
- Work Itself 3.0 3.0 .00
Pay. 2.5 ’ 2.4 .23
Promotional Policy 2.1 2.4 -1.16
Supervision 2.8 2.6 .91
- Coworkers 2.8 2.6 .91

Note: There were nd'significant differences revealed.

-

As Table 44 reveals, there are no significant differences
between the two career stage groups on the ISJS variables. This re-
sult suggests that these two groups can'not be differentiated on the

- basis of the %mpoftance placed upon facets of the work setting. A
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possible explanation for this sfmi]arity mé}ﬂﬁe that both stages are
characterized'as t{mes when maintaining the status quo 1svimportant
and that many of the turbulent aspécfs of the Middle Establishment
‘Career Stage.have efther not yet occurred or have been already
‘weathered. For both of these groups, 1ntérpersona1ire]ationships/'
have been suggested to be very important, and given the relatively
high scorés-assigné;\io "Coworkers" and "Supervision", tﬁfs assump-
tion appears to have me;it. |

The third compafison, between the Middle and Late Establish-
ment Career S;age groups is presented in Table 45, As in the case

of the preceding'comparison, there were no significant differences

revealed in the comparison bétween these‘two groups,

TABLE 45 | |
T test Comparisons. for Middle and Late Establishment Career Stage
’ Groups for Scores on the ISJS Variab]es (n=22) @¢§
'Vériab]es Mein Scores t
Middle , Late :
Work Itself 2.9- 3.0 -.83
Pay ‘ 2.5 2.4 .36
Promotional Policy -2.6 2.4 .65
Supervision 2.5 2.6 .29
- Coworkers 2.3 2.6 .85

Note: There were no significant differences revealed.

The results of the t test displayed in Table 45 shqw that
there are no significant differences bgtween fhe Middle and Late

groups on thé‘responses to the ISJS. As tn the comparison between
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the Early and Late Establishment Career Stage groups, the ISJS vari-
ables did not discriminate betweén the Middle and Late Establishment
Career Stage groups.

This result sﬁggesfs that}the importance of various aspects |
of the work setting varies on]y between the Early and Middle groups-
Con51der1ng the mean scores for each group on the ISJS variab]es, it
'appears that the Late Establishment Career Stage group has mean.scores
that ref]ect a moderate position between the.other two groups. The |
. Late Estab]ishmgnt Céree;‘Stage group appears to be less polarized on

" the importance attributed to the sources than do the other'two
groups.

The ana]ysisvof variance performed on the career stage'groups'
provided two significant findings. The first of these is shown in

Table 46. | ;

TABLE 46

Analysis of Variance for Career Stage Groups by Importance of
Promotional Policy (n=32)

Source of Variation Degrees of  Sum of ‘Mean F

- Freedom Squares Squares
Between Groups 2. . 1.82 .76 1.812
Within Groups 29 : 12.20 .42
Total . 31 13.72 :
a

significant at .10 1éve1 of confidence for two-tailed test.
LSD procedure identified Early and Middle as 51gn1f1cant1y
different at the .10 level of confidence



As revealed in Table 46, the F“Qalue is 1.81, significant at
the .10 IgVe1 of confidence. The LSD procedure idpntified the siénifi-
cantly different pair of groups as the Early and Middle Establishment.

| In addition to the importance of "Promotional Policy”, the
ISJS variable "Coworkers" was found to be signﬁficaht]y different
between the cafeer stage groups. Table 47, below, indicates the
| results of the anmalysis of variance for the "Coworgers" as an jmport-

ant source of job satisfaction.

TABLE 47

Analysis of Variance for Career Stage Groups by Importance
of Coworkers (n=32)

Source of Variation - Degrees of Sum ‘of" Mean F
: Freedom Squares Squares
Between Groups ‘ o2 1.38 .69 1.892
Within Groups 29 10.59 - .37
Total 31 11.97 '

as1gmf1cant at .10 level of confidence for two-tailed test.
LSD procedure identified Early and Middle as s1gn1f1cant1y
d1fferent at the .10 1eve1 of confidence.

Table 47 shows that there was a sigpificant difference be-
tween the Early and Middle Establishment Career Stage groups for
the importance of the "Coworkers". This result is consistent with
the theoretical foundations that identified the coworker as the most
important aspect of the work setting for the4Ear1y group.
| The findings presented,in:the ana]yses of variance are

consistent with the results of the t test.
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Problem 4. Relationships Between Importance of
Sources of Job Satisfaction and the Sources
of Job Satisfaction by Career Staage

"Are there significant relationships between tHe sources of

job satisfaction and the importance of .the sources for
women classified by career stage?”

The Pearson~p(oduct-moment correlation was used to determine
if significant relationsh?ps exist between the variables of the JDI
and Fhe ISJS. The correlations will considef the relationships .
withinvéach of the three career stage groups rather than comparing
differences between the career stage groups. Between group compari-
sons for thé'JDI and ISJS have been discussed in Chapter‘Si

1The correlation coefficients for each of the five ISJS vari-
ables and the six JDI variables are préSented in Tables 48, 49 aﬁd
50. The significant relationships at the .10; .05 and .01 level,of
confiééncé are reported. B '

Table 48, on page 116, presents the correlation coefficients
for tﬁe ISJS and JDI variables for the Early Establishment Career
Stage group. | ) |

HPayl‘

as a source of satisfaction, showed a minimaf]y signi-
ficant positive'corfe1ation with the impcftance of "Supervision".:
ThﬁS'SUQgests that financial renumeration becomes a greater

of satisfaction as thé supervisor-iﬁgreases in *importance, anc
canverse]y, if the pay does not satisfy, then the supervi-

may be responsible for pay ihcféases, may be Va]ued less b, |

employees.

* “Promotional Policy"™ (JDI) correlated positively with the
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importance of "Promotionai Po]icy". This relationship suggests_that
as the opportunity to advance becomes more readily available, that
is, a potential source of'satisfaétion, it also becomes more import-
ant to the individual. If -promotipns are unfair and infrequent, then
the individual may place 1ess value on promotion.

Satisfaction with and impbrtance of "Coworkers" were correl-
ated positive1y at the .70 level of confidences It appears that the
respondents who value their re]ationshfps with coworkers also find
theﬁ to be a great source of satisfaction. |

"Work Itself", a source of satisfaction, was found to correl-
ate positively with satisfaction with "Promotional Policy" and'"Cof
workers": This result suggests that the activity of work becomes
satisfying.if the environment, in terms of work asgocia£e§ is satis-
fying, and if there is'recognit%on of work well done through the grant-
ing of promotioﬁs. "Overall" job satisfaction was found to cprre]ate
positiveiy with satisfaction and importahcé of "Prémotiona] Policy"
.and satisfaction with "Coworkers".

The correlations suggesf that, for respondents in.the Eariy
Estéb]ishment‘Career Stage group, aé "Coworkers" bécome important,
they also become a sobrce of satisfaction. This relationship is
repeated for the variable "Promotional bo]icy": greater importance
s re]ateq to greater satisfaction. The major Eontributors to "Over

all" job satisfaction were sétisfaction with "WOrk;Itse1f", "Promo-

3

tional Po]icy"éghd "Coworkers" and importance of "Promotional Policy".

These correlations suggest that the total experience of job satisfac-

Pt

- o
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tion is intimately related to satisfaction with-the work activitx,
the opportunity for advancement and the relationships with associates.
The avai]gbi]ity\of promotional opportunities is also part of the
total experience of job satisfaction. |

Table 49, on page 118, refers to the correlation coefficients
for the ISJS and JDI variables for the Middle Establishment Career
* Stage group. |
.The importance of "Pay" correlated positively with three
other importance variab]es; "Promotional Policy", "Supervigion" and
"Coworkers'. However, “ng"'was negatively related to "Overall"
Jjob satigéaction. This r;;ult suggests that the importance of "Pay"
is inveq@e]y related to "Overall" job satisfaction, that as greater
‘vaTue is placed upon pay, the oVéra]] éiperience of job satisfaction m
may decrease. This re]étionship may be due tB’pressing financial
concerns characteristic of this stage'sﬁch'és est$b1ishihg a home
and family. Thegsalary>may also be perceived by the indiVidua1 to
be a tangible measufe of progress in the organization. If thé'sa1§ry
expectations have not been met, this may also mean that personal :
advancement goals have not been fulfilled. |
’ The "Promotional Policy", as a source of satisfaction, was
- positively correlated with the "Work Itse]f"\and "Supervision", also
sources of job satisfaction. |
| The significant po§itivexcorre1ations]with "0§era11" job

satisfaction were the importance variables "Supervision" and "Pay".

The JDI variables that correlated positively with "Overall" job sat-



120
isfaction were "Pay", "Promotional Policy" and "Superviston".

It can be concluded that these correlations reflect, for
respondents in the Middle Establishmgnt Career Stage group, a concern
with advancement, symbols of advancemenf, and the potential key to
gaining advancement. As the total job satisfaction increases, the
importance placed upon advancement and the supervisor appears to
decrease. Alternatively, as the 1A%brtance of promotions and the
relationship with the supervisor incréases, the total level of job
satisfaction decreases.

-~ The correlation coefficients for .the ISJS and JDI variables
for respondents in the Late Establishment Career Stage group are
presented in Table 50. "Pay", as a source of satisfaction, was
significantly and positively related to satisfaction with "Work
Itself" and "Promotional Policy". The satisfaction with "Supervis-
ion" was related to the importance of "Supervision" at the .10 leval
of confidenﬁe;

The significant positive correlations with "Overall" satisfac-
tion were the JDI variables "Work Itself", "Pay", "Promoti&na] Policy"
and "Supervision". The only ISJS variable th&t was significantly
related tb "Overall" satisfaction w&s “"Promotional Po]icy", also
positively.

‘The only source of job satisfaction that did not contribute
significantly to the total Jjob satisfaction for the respbndents in
this group was the relationship with "Coworkers". ‘The»greater number

of variables contributing to "Overall" job satisfaction for this
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:group is iﬁterpreted to mean that these respondents are more satis-

fied with the various aspects in the work setting and have not placed

| particular emphasis upon any source of jop‘séf?sfaction as providing
outstanding influence .on overall job satisfaétion
Fo]]ow1ng the out11ne prepared by C]aycamp (1974'398):

A1though the simple corre]at1on coefficient is the mo§t widely
cited measure of association between two variables, r°, the
‘coefficient of simple determination, is more easily 1nterpreted
It measures the proportion of the variance in the dependent
variable that 1s associated.with or "exp1a1ned by", the indepen-
dent variable.’

Table 51 has been developed in order to show the major contributors

to "Overall" job satisfaction for'each of the career stage groups.

TABLE 51

Largest Correlat1on Coefficient Between Overall Job Satisfaction and
Sources of Job Satisfaction for Career Stage Groups (n=32)

Career Stage Group . Source (JDI). 0vera11

: . - r ©R%2 % 100
Early Establishment Coworkers .82% 67.24%
Middle Establishment Promotion c

: Policy - .80 , 64.00%
Late Establishment Supervision .80

X 64.00%

Csignificant at the .01 level of confidence.

The coefficient of simple determination has been multiplied by 100
56 that a percentage can be reported fofiease of interpretation and
comparisonj‘ Table 51 indicates that largest single signifiéant
coefficient between the JDI and 1SJS vériab]és and "Overall" job

satisfaction for each of the three career stage groups.
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As }ab]e 51 revéa1s, the largest correlations were"%etween |
~exclusively JDIL vafﬁabTeg‘and "Overéll" job satisfaction. " The most
significant value for the Early Establishment Careef Stage group was.
“Coworkers". The coefficienf was .82, interpreted to account for
67,24A6er cent of "Overall” job satisf&ction. It is predicted (See

page 32) that the relationships with the coworkers would be the major

gfeatest contributor tg‘“Overa11“ job-satisfaction was the "Promo-

ti;nal Policy". This,finding is also consistent with the theoretical .
charaéteristicsvof'this group as expreésed earlier (See paée'35)§
. The Late Establishment Career'Stage group has designated'w ’
‘"Supervision" as being the greatest contributor to "Oveﬁajl” Job |
satisfactién. The R2 Coefficjéht was .80, héaning'that‘64 per cen£
of the variance in "Overafl“ job satisféction is attributéd to the
relationship with §upékvisors.. The thebreti;a] foundations of, this
stage (See pagé 35) suggest that.é major éohéern for'respondeﬁts in
this grouﬁ would be;in‘aésistihg younger employees to ass%mi]ate
into the organization.. The rp]e of\henior may_]ead'the respondent
to feel a greater_identificationvwith>the‘superv150r than with co-

workers.

- Discussion of the Results
Problem 1, the déVe]meent of the Career_StaQe‘Ihventofy;

f

has been dfséussed in Chapter 3 and will not béaaddnessed in the dis-

i
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cussion of problems in this section. Three career stages have been
_identified, a]]’héving différent<sets_of organizational factors that
are .perceived as more or less satisfying aﬁd important. The findings
of Prob]ems 2, 3 and 4 e1aborate these concerns in terms of identify-
‘1ng the sets of variables for each career stage group.

With regard to Problem 2, it does appear that there is a
significant difference with regard to the identification of certain
sources of job satiéfaction as a function of career stage. Referring
to Figure 4, only one source of job satisfaction was found to offer
some discfiminatiqg value, the Satiéfaction.with:"Pay".‘ The natUre
B of this re]atiéhéhip is dispfayed below and it suggests that there
is a substantial decline in éatiéfactfdn with‘"Pay"_for respondents
in the Middle Estab]ishmeht Career Stage group, re]ative to the other

two groups.

FIGURE 4

“Graphic Representat1on of the Relationship Between Sat1sfact1on w1th
__ax and Career Stage

27.0 o
*24.2 .
_ ‘ - *23.3
Mean Scores for JDI ]8'0 - *19.1 . '
Variable "Pay" .
" 9.0
Farly Middle Late

Caréer Stage Groups
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The results of the t tests and analysis of variance revealed
that there were significant differences in terms of variation and
means for satisfaction with the pay structure between the Middle
Estab]ishment Career Stage group and the other two career stage
‘groups, but not between the Early and Late groups. There do appear
to be some differences between career“stage groups in the importance
that is placed upon the spdrces of job‘satisfaction. The Late Estab-
lishment Career Stage group'was not significantly different from the
other two career stage groups on any importance variable. The Early
and Middle Career Stage'groupé were found to differ in the importance
that was placed upon relationships with coworkers and promotions; The
Early group placed greater importaﬁce upon: the "Coworkers". than did
the Middle grodp, and the Middle group found "Promotional Policy" to
be more important than did the Early ” | ‘

Conceptueily; theseﬁresu]ts are consistent with the charadter-
istjcs»of‘the two stages tﬁat identif1ed relationships with peers end
, tengib1e measures of advancement to be important for the Early and
Middle Establishment groups, respectively.

In response to Problems 2 and 3, it-appears that there are
no sources or importance variables that serve to discriminate across
all three career stage groups. ydnly _comparisons between the Early
and Middle, and Late and Middle revealed sign1f1cant results.

The final problem under considerat1on, the re]at1onsh1p between
importance and levels of satisfaction for each career stage group,

revealed that differgnces could be observed in terms of the
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~ greatest contributions made to "Overall" job satisfacfion, and -that
similarities with regard to the satisfacfion with thev"Promotiona1
bo]ﬁcy“ were also apparent. , B -

The data in Tables 48, 49 and 50 reveal that ;atisfaction
with "Promotional Pd]icy" was sighificantly related to "Ove}all" job
satisfaction fdr'each career stage grbUp. "Promotional Policy" can
be viewed to be a éontinuous source of job satisfaction, regardless
of career stage, particularly if‘pfomotions are perceived by the
individual to be an indication of peernal worth and accomplishment
in'thedorganization. This result may also suggest that a character-
istic of this samﬁTe of managerial women is that they are "career
mihded" in that they have aspirations to progress in fheir jobs.

The critical differénces between fhe career stage groups on
‘the basis of JDI and ISJS variables may be readily observed in Table
51. The gréatest-cohtribution to "Overall" job satisfaction for -
respondents in the Early Establishment Career Stage group was the |
satisfaction with the "Coworkers". This find{ng is consistent///(:::> A
with the theoretical foundations of the Early Establishment Caréer .
Stage that assumes aimajor source of satisfactioﬁ would be found in
the relationships with as:géigtes. For respondents in the Middle
Establishment Career Stage group,. the most significant contribution
to "Overall" job satisfaction was pfovfded by the "Promotional
Policy". Theoretically, the majof concern of individuals in this
stage is with advancemént'and promotions. The most significant

contributor to "Overall" job satisfaction for the Late Establishment
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Career Stage group was "Supervision". This finding may be considered
in terms of the characteristic of this stage that suggest the incum- |
bents would have'a greater concern for new employees, more responsib-
ility for others, and have been cast in the role of mentor. The role
cﬁange fﬁom mentee to mentor may result in the respondent feeling a
stronger identification with the superVisof thqn with coworkers. It
-may be thaf 6ne group of significant relationships has been replaced

with another.



CHAPTER 7
SUMMARY, CONCLUSIONS AND IMPLICATIONS

’Chpater 7 is a bresentation of first, a summary of the instru-
mentation, methodology and findings of thiS study. Second, conclus-
ions. about the instrumeﬁtation and the results of the statistical
tests ﬁpplied in‘thg previous chapters are suggested. Finally, a'num-_
ber of 1mp11¢ations for future résearch and practical applications ére
digc;ssed. | o |

| AThe'four prpb]ems considered by this study were: /

‘Problem 1. Are there discernible éarger stages)evideh for
' managerial women employed in the public service?

Problem 2. Dd”manageriaT women vary in the identification of
sources of job satisfaction as a function of career
stage?

Problem.3. Do managerial women vary in the importance that they

: place upon the sources of job satisfaction as a
function of career stage? '

Problem 4, Are there sign%ficant relationships between the sources
of job satisfaction and the importance of the sources
for women classified by career stage?

Problem 1 was addressed in Chapter 3 as part of the development of the
Career Stage‘Inventory. The Career Stage Inventory appeared to be a
suitable instrument for determining career stage progression, and the
c]assif{cation procedures revealed that respondents could be different-
iated by career stage characteristics. The remaining three problems
were also answered in the affirmative, with significant differences

" apparent between groups for the levels of job satisfaction and the

importance that they associated with the five various elements
. ‘

128
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of the work setting. The meth6do]ogy, instrumentation and results of
the study will be discussed in the next section in the form of a

summary of the study.

Summary -

The first part of thé summary will consider the development
qnd application of the instruments employed in the study. Within the
discuésion of the instrumentation, the relevant results are included.
Th "second‘part of the summary will consiﬁt of a brief description of
the datg collection procedure.

The Carger Stage Inventory (CSi) was developed for this study
from the theoretical assumptionsApresenfed in the career stage b
research underfaken by a number of theorists. The essential co%tention
jn the literature is that individuals can be groupe& into disfinctive
clusters on'the basis of commonly SHQred attitudes and pefceptions
about their career progression. The reasons for developing the CSI
‘were first, to transform a series of attitudinal responses into a .
form that could be quantitatively interpreted. Second, the CSI was
déveloped as an instrument that would opékationg]]y define career
stages.

The CSI consists of twenty-one statements, each reflecting a
theoretical charatteristic of a career stage. An assumption under-
lying fhe development of'the CSI was that respondents could be groubed
into one of three career staQe groups - the Early Establishment Career
Stage group, the Middle Establishment Career Stage group or the Late

Establishment Career Stage group. The basic preoccupation of respond-
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ents iﬁ the Early Establishment group is with developing relation-

stablish-.

ships. with coworkers, while the respondents in the Middle
ment group are mostly concerned with seeking advancement in
organization. Those characterized as Lgéefgstablishment are mor
\interested in assuming the role of a’mentor and in helping others
progress in the organization.

The results of the CSI were statistically treated by two
tests. First, the Pearson produtt-momenf correlation revealed the
internal consistency of the CSI and second, the discriminant analysis
supperted the theofetica] grouping of respondents into the three
‘career stage groups. |

The Job Descriptive Index (JDI) was the instrument utilized
- to determine the degree of job satisfaction that was associated with
five aspegts of the work setting and the total, overé11 level of
Jjob satisfacfion. The JDI addresses the respondents perceptions of
their present job by asking ngem to indiéate (Yes, No or Undecidéd).
if an item describes their jdb. Ttems were assigned vaTuss with '
positive or satisfying e]ements.havingrthé greatest weighting, and
negative or dissatisfying elements havfng the least. Undecided
respbnses were assignedka middle weighting.

The results of the JDI revealed that for the total group, the
activity of work, fiqancia] renumeration, relationships with associates
and supervisors and overall job satisfaction Qere considered to be
more satisfying than dissatisfyiﬁg. The opportunity for advancement
was considered to be more dissatisfying than satisfying. .The

differences between the career stage groups in terms of levels of
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satisfaction were most apparent when considering the correlations
between overall job and the five sources. Thé greatest contributor
to overall job satisfaction for the respondents in thelEarly Estab-
lishment Cafeer Stage group was their re1ation§hips with coworkers,
for the Middle Establishment group promotional opportunities contrf-
buted the greatest to overall satisfaction, and for the Late
Establishment group, the relationships with supervisors was the
greatest contributor. ‘ |

The Importance of Sources of Job Satisfaction (ISJS) was
included in this study to provide an independent meaéure of the
importance that respondents place updn the sources of job satis-
faction.. By identifying the importance of sources, the hierarchial
arrangement of the importance_of characteristics of the job may be
" determined. ; |

The ISJS is similar to the JDI in terms 'of the five sources
that are identified and in the- we1ght1ng of scores. A three point
scale with the possible responses of "Very Important", “Somewhat
Important", and "Not at all Important" was empioyed.

For the total group, the activity ofkwork was found to
receive a nearly unanimous score of "Very Important", vNone of the
respondents stated that the work they did was unimportant to: them.
The 1east important.aspects, as measured by mean scores, were the o
pay sgfucture 3Rd the promotlonal policy, but, as in the case of
work 1fse1f the range of responses did not include the response
“Not at all Important", However, the importance of relationships

with the coworkers and the supervisors did receive some responses
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that indicated these were not important aspects for some of the
respondents.

Only two aspects of the work setting differentiated between
career stage groups in terms of levels of importance. The’Middle”‘
Establishment Career Stage group placed significantly greater»import-fw,
ance upon the opportunities for advancement than did the Early Estabj/
1ishment group, while the Early group placed significant]y greater
importance upon the relationships with coworkers éhan the Middle
group. The Late Establishment Career Stage grouﬁ did not differ
significantly from either of the groups for the importance of sources
of job satisfaction.: |
' in terms of demograbhic data, the total group could be des-
cribed as ranging in age from twenty-two to fifty-four years, as
being well educated, and as having a salary averaging in the category
of $20,000 to $24,999 per year. An unexpected findfng was that
seventy-eight per cent of the respondents had not left the work force

«g{zce beginning their full time cafeers. Only three respondents had
anﬁébéence of more than oné yéér. Of those who had left the work
.force, three indicated thgt they left "To continue my education“, and
four stated thét they left "To raise a family". Theﬁaégiription of
the career stage groups with fégard to demographic‘va(igb1es revealed |
only one major difference. Career stage groups. could be differentiated
on the basis of the incumbent's maximum age'at the time of departure

~from a particular stage, but entry into a stage did not appear-to be
related to age. |

The research data for this study were collected from women
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employed in managerial pgsitions of selected departwents of the Alberta
provincial government and the Edmonton municipal governﬁent. Thirty-
two requndents comp]eted‘a self-administered data co]]ecting'schedu1e
withrthe completed questionnaires being returned a week after delivery.
A1l thirty-two respondents provided sufficiently complete schedules in

which all responses appeared to be clear and unambiguous .
Vs
Conc]usions u Y

Arising from the results of the study, a number of conclusions
in terms of instrumentation and the fesu]ts of the'statistical tests
may be advanced. T

The CSI, which has rqujyed substantial attention in this
study, has béen shown to béman extremely succeséfu1 Tni%fﬂment in the
identification of;career stage-progression.” The strengths of this
instrument are codched in terms of thé ease and cdnciseness of pre;—
entation and application and invthe strong theoretical foundations
upon which it is based. A weakness of the instrument may be in the
limited exposure that it has received with regard to testiﬁg many
diverse groﬁps of both men'and women,

| The JDI; as an instrument to measure job satisfaction, has been
supported in the review of literature as a strong tool by which levels
of job satisfaction may be measured. A weakness of the JDI, particul-
arly in light of the increase in the numbe} of women entering manager-
ial positions, is its failure to address contemporary issues. First,

the JPI does not directly address the problem of sexual harassment, an

issue recently brought to public recognition. A relatedﬁJESue that is
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anly discussed in the general sense is the problem of sexual discrim-
| ination in promotional policy. This subject was mentioned by the
respondents in their comments as a major source of dissatisfaction
("Women are paid less.well than men. Difficult for women to advance
to management positions." "One thing you have not really touched
upon is discrimination against females." "Personnel section still
seems to hand pick candidates.").

A possible explanation for the small number of women in senior
managemené positions may be that there are proportionally fewer women
than men app]ying for these positions. In order to present a moré |
accurate picture of opportunities for women to advance, the number of
women in management positions must be considered in relation to the
number of women who apply. There may be a persistent feeling among
many of the middle and lower management women, particularly those who
were raised in the era of "traditional‘roles" for women, that their
aspirations should not be fér the senior pdsitions. ‘However, the
group that was examined in this study gave the impression that recogni-
tion of their abilities and fhe opportunity for advancement were very
important. This impression is supported by the higher levels of edu-
cation that these women are achieving - they are actively seeking the
credentials that would enable them to climb through levels of the or-
ganization. {

“ Certain other factors shou1d be considered in the study of job
satisfaction. Particularly relevant for inclusion in this study is the
recognition of the economic'climate in which the respondent functions.

This study was conducted during a period of economic expansid\ in both
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the public and private sectors (Spring/gummer, 1981) with little need
for concern about job security given the abundance of employment \
opportunities. In a recessive and/or depressive economy, where Jobs
are not readily obtained and massive personnel reductions become
common, "job security" may take precedence over the sources of job
satisfaction and the 1mpoftance placed upon those sources as identi-
fied in this study.

The ISJS, a simple instrument for the assessment)of the import-

e

ance placed upon the sources of job satisfaction; appeared to be an

effective tool. The ) sults of this study indicated that the activity
§;mt to the respondents. The Canadian Work

of workiwas very imp§$

g
Va]ues...(Bursteinéﬁ,J,;ﬂ
—_— Y
source was the work activity. A possible explanation for this diver-

1975) suggested that the least imoortant

gence may be that the Canadian study did not differentiate between
dccupational groups, a factor that may influence the desirability of
work. Another explanation may be found in the nature of the depart-
ments under consideration (i.e., recreation/leisure delivery servfce)f
The results and consequences of the respondents ' day-to-day work are
éxpfessed in terms of such factors as tourist appreciation of historic-
al sights and the public's involvement at leisure/recreation facilities.
This seems to ref]ect‘a qualitative work envirqnment»as opposed to more
quantitatiyely-oriented departments that may define success and pro-
gress in such terms as number of miles of highway completed. This
contention is supported by the comments of the respondents that reflect
this qualitative component (ﬁBeing involved in varying degrees in

proyiding meaningful experiences to the public." "The opportunity

/

-
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(frequent) to get out into beautiful countky.“).

For the total sample,'the overa11 1éve1‘of Job éatisfaction
was strongly correlated with all the éources of job satiéfgct}on with
. the exception of its satisfaction'with the.pay. This 1is consistent
with the“Herberg de Factor Theory that suggests pay, a hygiene #
factor, would not contribute to sat1sfact1om§ Alderfer and Guzzo
(1979) also found that pay was not re]ated to satisfaction (ot
d1ssat1sfact1on)

that Career stage groups

The results of éhé'JDI kéVea
could not be differentiated dn the Jbasis of satisf-~tion with the
supervisor or'wifh work itself: bdth receiveq scores in the upper
quartile. Satisfaction with pay genefal]y fef]ected dissatisfaction.
for all groups with the Mfdd]e Estab]i§ﬁment Career Stage group
eXpressing the greéater dissatisfaction. The oVeral] level gf job |
satisfactiqn was in the uppef quartile for all respondents; suggesting

that career stage does not influence the total experience of satisfac-

' tion with the job., =

Implications

q
LY

One of the foundations upon which this study wa& designed
concerned the. use of a case study approach to examine cg}tain charac-
teristic; énd re]ationshipsfbccurring for a selected group. It must
be acknowledged that the potential 1mp11cat1ons %ssoc1ated with this
study. may be significant only if one undewﬁtands that this case study
considers the findings to have indicative rather than def1n1t1ve

value. A]though‘the data were treated by inferential statistics
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(t-test, analysis of variance, .correlation) fbr.the purpose~of this

o study the levels of significance and conf1dence reported throughout

“the study, have’ been included so that potent1a1 recommendations and

| implications could be made with some emp1r1ca1 cred1b111ty for future
research. Based upon the resu]ts of this study, the f0110w1ng
reconmendat1ons and 1mp11cat1ons for research -and staffing pnocedures
. are offered. .’ ' -

‘First, future research dee1ing with tne level of’job satis-.
faction experienced by women shdd1d be expanded to include greater
5cqpe*andvvariabi]dty of botn occupational and age characteristics.
This wbu]dnallow for stfongertgeneraliiatidnsVto,the entire popula-
tion of women jn the labor forte;to be developed so that a better -
'understapdingtof.this seghent of '‘the working population could be
fostered. | v o |
| 'SeCOnd1y, and aTso relating to potential research, duplication
of the instrumentation and methodo]ogy employed in this study in a |
1ongitudina1, rather than in a cross-sectional, design may produce
resu]tgzthat,furtner the notion that career stages are sequentia{ and
- progressive. In addition, this approach may add greaten understanding
of the entrance to and exit_tnom stages, a phenomenon that was not
examfned to any,great extent in this study with“the exception of the

consideration of age. A research question that arises from this is:

Are there signtficant events/conditions that trigger the transistion_

from stage to stage?

« . Still, cons1der1ng the potential 1mp11cat1oﬁsh\er career v vu*
Py \

stage research, the concept of a tri-stage career)progress1%§§$hould

.ﬁ’

AT
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receive attention. Although this study strongly indicated that the

respondents fitted into three distinct clusters, other research

(Dalton, Thompson and Price, 1977; Hall and Hall, 1976) suggests that .

a fourth "pre-retirement" stagé may be in evidence. Perhaps another
study, including individuals in ﬁhe age group fifty-five to sixty-
five yearé would clérify the attitudinal and “perceptual character-
istics as eithér a continuation of the Late Establishment Career
Stage, or as an additional and distinct career stage group.

| ~ Further, research in the area of job satisfaction should be
aware of the role of importance in the determinatﬁpn“of the sources
bf'job satisfaction. A finding of thié stﬁdy‘was that -there are
differences between facets of the work identified.as sources of
satisfaction and the importance placed upon those féceté. For
ex;hble, respondents in the Middle Establishment Career Stage group
placed great 1mportancekupon the prombtiona] po]icy,‘yet found_it

to be.a Tow source of jaob satisfaction. Tbis could be,interpreted
to mean that thg opportunitiés for advanée;ent are not satisfying to
the individual because, being a valued facet, it$ absence and/or
infrequency makes it an unfulfilled need.” -

The most dissatisfying element for the respondents in this

_studx, regardless of .career stage, was the promotional policy. This

©

ﬁﬁgTihé was also reported in the Canadian Work Values...(Burstein et
al., 1975). The.implication arising from this finding is that person-

al advancement is being denied to the worker, and that to make the

- work environment a more satisfying setting, employers must consider

J{T«?‘%
this factor. p e S,
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The relationships between career stage and job satisfaction
as evidenced in .this study have a number of‘imp]icati;ns for staffing
practices. First, the inclusion of a psychological/attitudinal
inventory such as the CSI in the assessment of the suitability of
candidates for employment positions ié a revolutionary.concept in the

staffing‘pro?adures for the public service. By matching'career‘stage

2

wfth chaf&@%@é@é_fﬁﬁuof the particular job, two advantages may be
realized. First, by matching the career stage preoccupations with
features of the 5ob, there is a greater chance for the candidate to
derive satisfaction from the job. Fok’example,’an Early Establishment
Career Stage individual would be more satisfied 1Hvan environment that
encouraged interpersonal relation$hips, while a éfdd]e Estab]ﬁ&ﬁ@ent
p;rson would be.more interested in a job that afforded therppéréuﬁity
of advancement. Someone in the Late Estab]ishmenf Career Stage group
would be most satisfied-if tHey could assume the role of mentor and

‘of helping others in the organization. Second, by matching career
stage characteristics to job features, the employer«may realize a
reduction in staff turnover as a result of unfulfilled needs and
1nappropriaté incentives. Furthermore, employers must récognize that
needs chaﬁge over time. The periodic administration of the CSI would n

¥ v
enable these changes to be acknowledged with the ensuing possibility

of changes in job orientation. o

One of the demographic variables under consideration was the

length of absence that respondents may‘have taken in their ehp]oyment
 §}history. The modal. response was for the category “No Absence". Of

. the women who had left the work force, only three had left to raise a
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family. The small number of women leaving the work force, as evidenced
“in thfs study, raises questio@s concerning the potential bias ggainst
hiring women for positions of management because of an aSsumption that
women readily have employment absence and émp]oyment discontinuity.

In"conclysion, it appears that this study has been extremely

successful in identifying the elements that contribute tovsat'
with work, the importance that is placed upon'thos ements, and the
re]at{onships between career stage and“job ‘ isfa§t1on.“ It was shown
that career stage characteristics are important factof ih the con-
sideration of job'satisfactiSn and’ hat this particu]ar variable may

have critical implications for #affing ‘practices.
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L

x QUESTIONMAIRE NUMBER

THE INTERACTION OF CAREER STAGE AND AGE
IN THE EXPERIENCE OF JOB SATISFACTION
BY WOMEN. ADMINISTRATORS
IN PUBLIC SERVICE AGENCIES

DATA COLLECTING SCHEDULE:

PART A, B, Cl
DEVELOPED BY
ROXANNE KIM NELSON
AND REVISED BY
THE THES!S ADVISORY COMMITTEE
PART C
ADAPTATION OF
THE CORNELL JOB DESCRIPTIVE INDEX

THE RESPONSES TO THIS QUESTIONNAIRE WILL BE KEPT CONFIDENTIAL
THE ANONYMITY OF THE RESPONDENT WILL BE RESPECTED THROUGHOUT
THE COURSE OF THIS STUDY AND IN THE susssquen; REPORT OF THE
FINDINGS. THE QUESTIONNAIRE HAS BEEN ASSlGNED f’;tDENTlFICA-.
TION NUMBER SO THAT THE RESPONDENT'S NAME WILL. NoT APPEAR ON - SVAN
ANY PART OF THE DATA. THE FINAL DATA RESULTS y{;L BE DISPLAYED

IN SUCH A MANNER THAT AN INDIVIDUAL'S RESPON& 'QR} NOT BE

DETECTED.
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INTRODUCTION

[

»

This questionnaire is being conducted as part of the Master's
degree program in Recreation Administration at the University
of Alberta. In particular, this questionnaire is concerned
with the examination of job satisfaction as experienced by
women of various ages, at different career development stages,

who are employed in recreation related public service agencies.
. . 1

Note: The term 'job'', as employed in this study, refers to the

e

daily activities that are associated with a term of employment.

A2

The term ''career', refers to the sequences of work experiences
that characterize progressuon in an occupation or profession.

Al though some items or statéMents in the questionnaire may seem
to be similar, they do express important differences in the

tqta] appreciation of the variable that is under consideration.
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PART A. DEMOGRAPHIC DATA

The'demographjc data section of the questionnaire is concerned
with identifying some of the variables which may be associated

< with the‘experiehce_of job satisfaction. This section is divided
into two general_areas of interest - variables that are directly
related to the job and vérigbles that are related to character-
istics of the respondent. Please arswer each of the following

questions.

1. ~What level of government do you work'fOr?

The City of EAmORtON........v.... i ) IR B

The Province of Alberta........oevvuiuveniaanennns T

‘

)

2. What is the name of the department that you work for?

Tourism and Small Bussness ;¢} ..... R
Culture........... e e P N P
Recreation and Parks............. e et eai et

3. What is the name of the division (branch) that you work for?

k. What is your job title?

*

1
iy

5. Briefly describe your job responsibilities.




How many individual

s do you supervise? (permanent, full-time staff)

$

151

How many individuals do you Supervise? (temquary,'part-time staff)

11 to 15....

28 e £ s 8 4 8 8 8 U 8 % s s.a ® 4 e s e e s e S s st s aase st s s

...........................................

.............................................

I I L T T T I I T T R I I I S R N R I )

...........................................

ll

For each of the following statements indicate how much time that
- | " . i .

you speﬁd in

!
|
|
1

| provide planning input into some

each actfvity.

o

ALL OF
MY TIME
SOME OF
MY TIME-
MY TIME

- MOST OF -
MY TIME
NONE OF -

of the programs, policies and pro- a

cedures_implemeﬁted

| érganize and assign tasks to my

subordinates. \

| make staff appraisals. P

| have input int thé_sefection of
candidates for staff positions.

| provide directﬁon
through supervision
their tasks. l

%
1
|

| provide input into the division
through budgets, istaffing hours
records, inventory control, etc. A

in my qivision.

!

4

{

i
/

for subordinates
and guidance of

10

11

14

|




8.

o

‘ S - : A
How long. have you been employed &t your present job?.

-

Less than | year.............. -

I to 5 years.,.... e ettt e,

'l to 15 years.......... e

More than 15 years....... e e U

152

15

9.

What is your salary range?

Under $20,000 per year.....ceoeeuiuieuneneennnnnns EEEE

$25,000 0 $29,999 per YEar. ... ....eeerenrnronnn.. '

$30,000 to $34,999 per year.......... e

$35,000 to $39,999 per year.........uoveunun... e
Over $40,000 per Y

10.

Since beginning your full-time career, have you had occasion to leave the

work] force? : .

(1f No, go to question®3)

] ]'...

If you

answéred Yes to question 10, please identify the reason(s).

To raise a family. ... ... oveiivin i,

To maintain a household............... B,

l11ness or health reasons...... F S P s

Other (please specify)........ P e,

18
19
20
21
22




long were you absent from the

Post-graduate degree......... D P

12. |If YOU answered Yes to question 10, how
labor force as a fulltime employee?
Less than | year........ . ivinvnn.. e e ese e 23‘
] tO 5 years. ..o eereneeroneneeesnncans U
6 O 10 Y@AIrS . . iiereerttrennneennaeeenenennnns S
Il to 15 years...,eveneinennns PR [P
More than 15 years................ [P .
13. What-is your age? ____ years 24 25
4., What'is yo&r marital status?
R I 1 T R - 26
Married....... e et bt eae e, e
DiVOrCed. . e et s ittt ettt e eanerennan e v e
Separated. .. ... ..iveitiit i i e i e
. Widowed. ... i i i i i ettt s
| R 1Y
15. .Do you have any children, and if so how,many.in each catégory? ’
= S s ' 27
o v
bPreschooI (under 6 years)......oeveuunennnn. P - 28
School age (6 to 18 years).......ccovvun.n.. e h_ﬁﬁl;ﬂ 29
Post-school age (over 18 years)....oovuiiniennenn... ____;_ 10
16. What is the highest level of edycagion that ybu have received?
Junior High School (grage'S)@’ ..... e 31
High School (grade 12)_41'“"'7..."; ....... B,
Diploma (college or technical school)............ L.
Degree (university)........... S
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PART B. CAREER STAGE INVENTORY

This section of the questionnaire is concerned with examining
the career stages of women in administration. The statements
in this section reflect characteristicé of particular career
stagés. The intention is to categorize respondents into the
ageropriate stages on the basis of the overall responses to

eéch of the items.

For each of the following statements, please indicate how each

statement reflects your own perceptions of ypur career develop-

ment. Please-respond to each item listed below.

| derive a sense of achievement
from my job.

Keeping my present position is
more important than seeking
advancement.

Most of the time, ! do NOT feel
conflict between my career and
non-career responsibilities.

One of my immediate concerns is
to prepare for retirement.

I feel that | really know my-
self.

It is important to me to make a
commi tment to my career.

Promotions are foremost in my
mind.

One of my current sources of
satisfaction is helping hew
employees to advar - in the
organization.

STRONGLY
AGREE

AGREE

DISAGREE

STRONGLY
"DISAGREE

UNDECIDED

32
33

34,

35

| 367

37

38

39



. 9 .

19.

20.

21.

| cohsider'my career to be the
major symbol of my accomplish-
ments.

| have a strong need to establ-
ish non-career responsibilites
such as marriage or home owner-
ship. -

. Advancement in my career is a

current consideration.

| have NOT yet firmly determined
my career goals.

. My career goals are clearly set

in my mind.

| am in the process of developing
beginning competencies in my job.

need to be
co-workers.

| feel a stro
accepted by

| sometimgs feel disappointed
because there is a discrepancy
between my aspirations and my
accomplishments.

| now have the most rgspohsibility
that | will ever have 'in my career.

. To a large extent, | have NOT yet

fully tested my capabilities and
limitations.

It is important to me that.| have
stability in my career.

One of my major goals is to
advance through levels of an
organization.

| have a strong need to feel that
| am influential in the organiza-
tion. :

STRONGLY
AGREE

AGREE

DISAGREE
STRONGLY

DISAGREE

UNDECIDED

155

10

41

42

b3

s

45

46

b7

48

49

50

51

52
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The‘job descriptive index is designed to measure the amount
and sources of satisfaction and dissatisfaction that may be
3§f§mnd in the‘work setting. This section of the questionnaire
l26d5{§t5 of a number of items that describe characteristics of

each person's job.'

For each of the following items please indicate:

YES - if the item describes the characteristic

NO - if the item does not describe the characteristic

- if undecided i .

~The strictest confidentiality wif} be maintained - co-workers

and supervisors will not have access to your responses.

- T
A. THE WORK |TSELF
| would describe my work aé
YES NO ?
1. FASCINATING |
2. ROUTINE | s s
3. SATISFYING
4. BORING ' |
5. GOOD '
6. CREATIVE
7. RESPECTED
8. HOT
9. PLEASANT
0. USEFUL
11. TIRESOME
12, HEALTHFUL _ Sig.
13. CHALLENGING
14. ON YOUR FEET : i
3



157

‘ YES NO
15. FRUSTRATING 67
16. SIMPLE i<t 68

17. ENDLESS | gl 69
18. GIVING A SENSE OF 70

ACCOMPL | SHMENT

. B. THE PAY
| would describe my pay as
 ves NO

1. ADEQUATE FOR EXPENSES 71
2. BARELY ENQUGH TO LIVE ON 72
3. BAD | 73
L. PROVIDING FOR LUXURIES 74
5. INSECURE 75
6. LESS THAN | DESERVE 76
7. HIGHLY PAID 77
§. UNDER PAID 78
9. GIVING SATISFACTORY 79

INCREASES ‘

C. RELATIONS WITH SUPERVISOR
would say that my supervisor'
YES NO

L. ASKS MY ADVICE 7
2. 1S HARD TO PLEASE 8
3. 1S IMPOLITE | 9
4. PRAISES GOOD WORK 10
5. 1S TACTFUL 1
6. KEEPS UP-TO-DATE 12
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YES NO
7. DOESN'T SUPERVISE ENOUGH 13
8. 1S QUICK TEMPERED 14
9. TELLS ME WHERE | STAND 15
10. IS ANNOYING 16
1. 1S STUBBORN 17
12. KNOWS THE JOB WELL 18
13. 1S BAD ' 19
14. 1S INTELLIGENT 20
15. LEAVES ME ON MY OWN' 21
16. 1S LAZY 22
17. 1S AROUND WHEN NEEDED 23
18. IS INFLUENTIAL 24
_ . RELATIONS WITH CO-WORKERS
I would describe my co-workers as’
YES NO

i 1. STIMULATING' g 25
2. BORING 26
3. SLOW 27
4. AMBITIOUS 28
5. STUPID 29
6. RESPONS IBLE 30
7. FAST 31
8. INTELLIGENT 32
9. EASY TO MAKE ENEMIES 33
10. TALKING TOO MUCH 34
11. SMART ’ 35
12. LAZY 36
13. UNPLEASANT 37
14, ACTIVE 38
15. OFFERING ME NO PRIVACY 39
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YES NO
16. HAVING NARROW INTERESTS 40
17. LOYAL 4
18. HARD TO MEET 42

E. THE PROMOTION POLICY

| would say that the prngx' n policy .
. : \ YES'\  NO 2

|. OFFERS OPPORTUNITY FOR ADVANCEMENT ‘\\ B 43
2. HAS LIMITED OPPORTUNITY . L4
3. GIVES PROMOTION ON ABILITY 45
4, MAKES THIS A DEAD-END JOB L6
5. OFFERS GOOD CHANCE FOR PROMOTION 47
6. 1S UNFAIR 48
7. GIVES INFREQUENT PROMOTIONS Lg
8. GIVES REGULAR PROMOTIONS 50
9. GIVES A FATRLY GOOD CHANCE FOR 51

PROMOTION

(;,‘53
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Cl. IMPORTANCE OF JOB CHARACTERISTICS

This section of the questionnaire is a supplement to-the
Job Descriptive Index. The purpose of this sectioﬁ is to
determine the relative ﬁmportance that you place upon the
‘characteristics of the job. Please indicate for each of the

characteristics listed below, how important it is to you.

160

SUMEWHAT
NOT AT

VERY
ALL

1. THE WORK {ITSELF

. THE PAY _
. THE PROMOTION POLICY
. THE SUPERVISOR

. THE CO-WORKERS

v W N

52
53
54
55
56



Al though many aspects of the job in relation to satisfaction
and dissatisfaction have been included in this study, it is by
no means exhaustiye. If there are some aspects of the job that
you find satisfying or dissatisfying, please feef free_to make
comments in the space provided. This part of the questionnaire

is left to your discretion.
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Tpems N the Cornell Job Descriptive Index (JDI)
Y W
Bach of tNe ¢, ¢ scales was presented on a separate page. v
The if""“c‘lon, for e8ch scaie asked the subject to put Y beside an iteam if the
f" Jeycribed tRe particular aspect of his job (work, pay, etc.), N f the
i1®M Q4,4 ot describe that aspect, or ’ 1! he could not decide.
The r?‘m"h shown Deside sach item s the one scored «n the “'satisfied’ direc-
1on er each scale.
WORK ' PAY
flSCin“ (
n ncome adequate for .
\.Y/noutln. g Y normal expenses
SUsatsty Y Satistactory profit sharing
g Berng N Barely live on income
~;""Good N Bad
v ~yCreaty, Y tncomae provides luxuries
~7 _Re3Peacyg N Insecure
~g_rot N Less than | deserve
7 Pledsan, Y Highly paid
S yset .
Uselty N Underpaid
R Tresomg PROMOTIONS
\Y/H..lthf\” ‘ -
~——""Challq, . : Good opportunity for
S -ony "Ring Y advancement
& :\\N/‘!;ru"rur teet .N Opportunity somewhat limited
; at; ) )
\h‘/simblg \ng __E__gromotxonAo: ability
\/gndl.‘ ead-end |O .
Hgives o Y Good chance for promotion
. E;ccoms'“" of N Untair promation policy
Y Plighment -_
~" N infrequent promotions
. - Y Regular promqtions
“ : Y Fairly good chance for promotion
b SUPERVISION : CO-WORKERS
. ‘ ASKS ice Y St ing
latin
\Y/Hlfd Qy advse i Ztlmu ating
N 'Q plea oring
IMPoljy —_— .
\_N/ . L3 ; N Slow
Praisy " — .
<~ S good work Y Ambitious
- Tacﬁm - —
\!/':n" N Stupid
(AN Sy Yenyial Y  Responsibie
= UP-ta.g —_
S~ ate Y_ Fast
OOQSn. : -~ .
\_N/ i t supervise enough Y Intelligent
\N/ge“ck tempered : ’ N Easy to make enemies
. “\.Y/Am‘ Mgq where | stand N_ Taik too much
TH OYing Y __Smart .
: R SWbge, N L
\/Know n azy
\-Y/Bld 3 job well N Unpieasant
N N N
~Tinten; o privacy
- g Y Active
Leavy
Y S me 0N My own N Narrow interests
\/Lazy . AN
e . Y Loyal
Aroun . ——
Y #Nd when needed N Hard to meet

50UfQy, Patrjcia Cain Smith, Lorne M. Kendall and Charles L.
Hu};n, The Measurement of Satisfaction in Work and
W. Chicago: Rand McNally, 1969. p.83

*
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QUESTIONNAIRE NUVBER

. THE. INTERACTION OF CAREER STAGE AND AGE
IN THE EXPERIENCE OF JOB SATISFACTION
BY WOMEN ADMINISTRATORS AND SUPERVISORS
~* IN PUBLIC SERVICE AGENCIES g

. 'y &

DATA COLLECTING SGHEDUL% :

- PART 4, B, C1 B
'DEVELOPED BY
ROXANRE KIM NELSON
AND REVISED BY THE )
: IHESIS ADVISORY COMMITTEE - &=

R
<

; ve\z
PART c '

Y. REPLICATION OF THE
ooamx, JOB DESRIPTIVE INDEX

THE RESK)I‘BES 70 THE QUEBTIONNAIRE WILL BE
KEPT CDNFIDENTIAL THE ANONYMITY OF THE

RESFONDENT WILL BE-UPHELD, THE QUESTIONNAIRE

‘HAS BEEN ASSIGNED- AN IDENTIFICATION NUMBER SO
- THAT THE RESFONDENT'S NAME WILL NOT AFPFEAR ON

ANY PART OF THE DATA. THE FINAL DATA RESULTS: -,

WILL BE DISFLAYED IN SUCH ‘A MANNER THAT AN
INDIVIDUA.L S RESFONSE MAY NOT BE IDENTIFIED

i.-
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 INTRODUGTION

This questionnaire is being conducted as part of fhe Master's
degree program in Recreation Administration at the University
of Alberta. In'paf%icular, this study is‘concerne¢/with job
satisfaction as it is experienced by women emplozfé in admin-
istrative and supervisory positions in'recreation-related
ﬁﬁblié service agencies. 1 aprreciate both the time and
‘attention that you will have-contribufed to the successful
conduct .of this study. All of the information that you pro-
vide will be kept entirely confidential,

Note: The term "job", as employed in this study, refers to the

daily activities associated with a term of employment.

The term "career", refers to the séquence'of work experiences
that characterize progression in an dccupation or profession.

/
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PART A. DEMDGRAPHIC DATA

The demographic data section of this questionnaire is concerned

_With identifying some of the variables which may be associated:

with the experience of job satisfaction. This section of the

- questionnaire is divided into two areas of interest - variables

that are directly related to the job, and variables that are

related to cha.ractéristics of the respondent. Flease answer

each of the following questions.

1. What level of government do you work for? ,- 1.

[/

© 2 Wh:.% the name of the department that you
| WoX

for? . : . 2

T /UIE'LSm and. Small B’LISineSS. se o080

t'ureooocD..,looolgoolttl‘.l'-.tn.c

.Recreation and ParkS.eceeeecsoocsces

—_T

What is the name of the division (branch) that

you work for? ‘ -3

,y/f A

" 4. What is your job title?

e
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5, Briefly describe your job responsibilities.

E)

6. Approximately what percentage of your work day
is spent doing admlnlstrat1ve/superv1sory tasks? é

f» ; 0 to 25 per CeNbteecescceecvesansnans
26 to 50 PeT Centusesesigereencens |
5L to 75 per centiceccessnceacacene e
¢ 76 to 100 per CONLaeaansonsnnnnsess

7. How many individuals do. you supervise7 \ o 7
(permanent full-time staff) g

7/
/

Noge.ll_..'l.l.'..l..l...l’;f“il.Q.".’.

5y

1 to'5%-...-....-....,-....J,.,-.....

6t° 10---.-..-0-;3qf:coon‘:-a"ouo-oo- :‘p
, =1 o 5
llto15.................."....... ‘
More than 15.00.{.-..0.0000.-iocooco'o
. 8. How many individuals do you supefvise? ' 8

(temporary, part-time staff) ‘??

None..ll.‘.l.....‘..-..ﬂv.'.o....l.‘l.

lto‘5..!......'..I.I.....‘.....l‘.

6.to10..l?.t‘.l....{.'.'....‘......l.

11 to 15'...C.l'.......".....l....
e More tha-n\ls..'..l......l‘....l{...ll

RN
S}



) ¥
9. How long have you been employed at your present

job?-

Less than 1 yearesesescssocacsnssans

1 tp 5 years....-..{}.-............

6 to lo y‘ea.rS-.c..':”r.-.........-..-

11 to 15 YeaArS cevevtseccossessvsnss

mre tha‘*l5 years......-..........-

‘ 10 What is your salary range? e

Undér $20,000 per yeRTeuetars '
w«' 3

pus ¥l

10

;

had occasion to leave the work force?

g your full-time career, have you

Y’eS......jt-C.....'I‘.....'...l..l.“

No..'....‘..‘...0..'I...........Q..l..

(If No, go to questiow;(

11

12. If you answered Yes to éuestion 11,.please

Illness or health problemS.ssecsess

Othe'r‘.l.'.ll...ll..l..l...l“‘..‘...

identify the reason(s).

TO raiseafanlnily.l;....l...........

To maintain a household.....-{.-...

s

To continue my eduCatioh..t..."...

(Pléése“sPecify)

12, 13, 14,

15, 16
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13. If you answered Yes to question 11, how long
were you out of the labor force as a full-time

employee?

Less than‘l yeu....'..‘..'....l.l..

1 to 5 yeaIS..-..‘...f.-.--..,.......

6 to 10 yeaIS._.,...._...-..-.......o.

ll tol5 yews........'..;..‘......-.
More than 15 lﬁgrs..}..............

.17

14. What 1is your age? . years

18, 19

15. What is your marital status?

Single;ooooosocooooo.oc*:gi"%o“ito.nocoooo

Married.‘l.-.l..ol...l ‘.,;.«.........'.'
ﬁDivorCed..l;l"..ll.‘...ﬂgﬁC...‘_l_l.l.l

/
Sepa-I:atedaaOcitlnll.liot.nlconcloon

widowved..ivﬂ..“..Q.:..I.'.'I..quOQ..

Other.‘..".................O‘.'..I.

20

. g5l »" iy
e i %
129

16. Do you have any children, and if so, how many

in each category?

Yés.........I..."I...I....I..I....l

No.'.l.l..Q.l......I'.......‘....l.

Preschool (under € years)
School Age ( 6 to 18 years)
Post-school Age (over 18 years)

21, 22, 23,

24

17. What is the highest level of education that you
have received? o 4
Junior High School (grade 9)esccoes
High school (grade 12)eiecessscecscs

Diploma (post-secondary).seesesss s
Degree (University)ececsvececsseascl

Post-graduate Aegre@..ceeeccacscssas

25

by
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PART B, CAREER STAGE INVENTORY

This section of the questionnaire is concerned with examining

the career stages of managerial women. The statements in this

section reflect characteristics of particular career stages.

‘The intention is to categorize respondents into appropriate

stages on the basis of overall responses to each of the items.

statement reflects your own perceptions of your career develop-

ment. Please respond to each item listed below.

s

For each of the following statements, please indicate how each

1.

2,

I derive a sense of achievement
from my Jjob.

Keeping my present position is
more important than seeking
advancenment. o

Most of the time, I do not feel
conflict between my caree-
non~career responsibiliti=-

One of my immediate concer:: is

to prepare for my retirement.

I feel that I know myself.

It is important to me to make a
commitment to my career.

Promotions are foremost in my
mind.

One of my current sources of

~ satisfaction is helping new

9.

employees to advance in the
organization. '

I consider my career to be the
major symbol of my accomplish- !
ments.

€

,'_1

Agree

Stxongly
Disagree Disagree Undecided

!

]

-

L1

]

1 1 F 1

J L

100 N U I U I A I

L]

|

—
L

L1

N
berornd

/)
N B .

|

vy

1
e

_
U
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Strongly Strongly
Agree Agree Disagree Disagree Undecided

I have a strong desire to e§t§b-_ [‘ ‘1 [7 ] [f J [¥ ] ‘[;¥‘1

lish non-career responsibilities
such as marriage or home ownership.

-
-
]

Advancement in my career is a I ]
current consideration.

I have not yet firmly determined 1
my career goals,

—
L] L

My career goals are clearly set [ AJ
in my mind.

I am in the process of developing | |
beginning competencies in my job.

Y Y M1 M m
Ld LJ L

e
-

—
L_J
on  an B nn B un BB B

I feel & strong need to be accept- [ I
ed by my, cosworkers., :

. I sometimes feel disappointed
becayse there is a discrepancy | I
between my aspirations and my
acebmbllshments.

I now have the most respon51b111ty L* 4J [7
that I will ever have in my career.

[
L
C

L]
=

—
ed
r—1
L

.To a large extent, I have not yet
fully tested my cabilities “and | I
limitations.

. It is important to me that I have l I
stability in my career.

1 1 [
]

ili

One of my major goals is to
advance through levels of the [ ] P
organization,

I have a strong need to be L1 ._[ | 1 F__—]

influential in the organization.

r_
L
||
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PART C. JOB DESCRIPTIVE INDEX

The jdb descriptive indicw is designed to measure the amount

and sources of satisfaction and dissatisfaction that may be found
in the work setting. This section of the questionnaire consists
of a number of items that describe characteristics of each
person’s job - the pay, the co-workers, the promotion policies,
the supervisor and the work itself. .

For each item please indicate:
Yes - if the item describes the characteristic.
No - if the item does not describe the characteristic.

? = if undecided.

The strictest ¢onfidentiality will be maintained - co-workers

. and supervisors will not have access to your responses.

CHARACTERISTIC A. THE WORK ITSELF

i

I would describe my work as .
YES N0 ?
1. FASCINATING (I o —
2. ROUTINE o O S R |
3. SATISFYING s |
4. BORING ] C3d 3
5. GOOD J UJ L
6., CREATIVE ] .3 3
7. RESPECTED J L
8. HOT CoO .3
9. FLEASANT o R o I
10. USEFUL - [
11. TIRESOME CoCOCd

o
e
Py
ecmad
prmany
——

12, ‘HEALTHFUL

coand
Ucry

-

’
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YES MO ?
13. CHALLENGING I 2 N i
14..0ON YOUR FEET Ca
15. FRUSTRATING I —
16. SIMPLE BN N O
17. ENDLESS 3 .3 E
18. GIVING A SENSE OF o —

ACCOMPLISHMENT
CHARACTERISTIC B. THE PAY s
I would describe my pay as j .
o . yBs W 2
1. ADEQUATE FOR NORMAL, o — O -
EX PENSES | A
2. PROVIDING SATISFACTORY CCcCdafd
MERIT INCREASES
3. BARELY ENOUZH TO LIVE ON | (NS O N g NN
4, BAD | o
5. PROVIDING FOR LUXUR’&S e R -
6. INSECIRE . [ Y —
7. LESS THAN I DESERVE I — -
8. HIGH I O I
9. UNDER PAID I A
CHARACTERISTIC C. RELATIONS WITH SUPERVISOR
I would say that my supervisor
| YE5. W 2

1. ASKS MY ADVICE R S -
2. IS HARD TO PLEASE | I N G Oy R
3. IS IMPOLITE I S -
L. PRAISES GOOD WORK ] ]
5. IS TACTFUL - -
. KEEFS UP-TO-DATE I o -

~. DOESN'T SUFERVISE EvoucH [ C3J 3
8. .t 1 0]

IS QUICK TEMPERED

174
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goa
0O00s
uao-

9. TELLS ME WHERE I STAND
10. IS ANNOYING:
11. IS STUBBORN

12. KNOWS THE JOB WELL i I s I |
13. IS BAD | ]I
14, IS INTELLIGENT I
15. LEAVES ME ON MY OWN ] . .3
16. IS LAZY o

._.
-
p—
-
—
-

17. IS AROUND WHEN NEEDED
18. IS8 INFLUENTIAL

]
]
]

CHARACTERISTIC D, RELATIONS WITH CO-WORKERS

I would describe my co-workers as

YES MO ?
1. STIMULATING I [ o
2. BORING I N S | \\
3. SLOW N I ~
4. AMBITIOUS o I v N
5. STUPID O s O |
6. RESFONSIBLE I N A I |
7. FAST - J L]
8. INTELLIGENT I O A I
9. EASY TO MAKE ENEMIES o R

.10. TALKING TOO MUCH

,.
=
—
-
—
-

& 11. SMART i Y s I
12. LAZY o R o Y |
13. UNPLEASANT (o e
4. ACTIVE I
15. oFFERING Mo mIvacy - [ (3 [
16. HAVING NARROW INTERESTS (3 3 3
17. LOYAT - - OO g

W
18. HARD TO MEET / [l

}
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\
CHARACTERISTIC E. THE FROMDTION FOLICY \\’
I would say that the promotion policy '

1.

YBS o ?
OFFERS OPFORTUNITY FoR (] [ [J .
. ADVANCEMENT
HAS LIMITED oprorTUNITY (] [ [“‘I e
GIVES FROMITION ON N O .
ABILITY : |

MAKES THIS A DEAD END JoB( ]
OFFERS GOOD CHANCE FOR. [ _J

FROMOTION

IS UNFAIR I

GIVES INFREQUENT 3
FROMTIONS

GIVES REGULAR FROMTIONS [ ]
GIVES A FAIRLY GOOD —

CHANCE FOR FROMOTIONS

00 00 ac

by
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PART Cl.\IMEORTgiﬁg_OF JOB CHARACTERISTICS

"This section is a supplement to tie Job Descriptive Index. The

purpose of thls part of the questionnhire is to determine the
" relative importance that you place upon characteristics of the
Job. Please indicate for each item listed below, how important

-1t is to you.
 VERY SOYEWHAT NOT
| _IMFORTANT  IVEORTANT  IMFORTANT
1. THE WORK ITSELF .4 L
2. THE PAY ‘
3. THE FROMOTION FOLICY !
4. THE SUPERVISOR
5. THE CO-WORKERS
;/ —
/
/
/
~ /
/
/.
_ /
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Do

. Although many aspects of the job inrelation to satisfaction aﬁa

N , S 4
FIR) . -\;\ B

dlssatisfaction have ‘been included in this study, it is. by no ”‘-‘7’ ); .
~means exhaustive. I the;p are some aspects of the job that you H TR
,,find satisfying or dissatisfyinq, Please feel free to make o _‘.'y/
r;comments in the- spade provided This part of*th\\questionnaire .
is left to your discretion. o - .
) . i - - - ‘ . 6 .o » .
{ :
[

Thank you,for % e time and con51deration that you have glven
this questlonn re. A copy of the final results will be sent

tQQyou~for your own interest. -
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TABLE 52 o s

Strength of Cprre]ations Between €SI Variab1es and Ear1y
-~ Establishment Career Stage (n=10) e =

Level of‘canfﬂdence,. _”~> st Variable

S -

"'Qu 1. I have not. yet firmly determined my career
" goals. :
2. It is- 1mportant to ‘me to make a commitment

Not Significant |
. - | ‘to my career:

.10 o L ‘d No. variab]es were s1gn1f1cant at this level ) |

‘ of conf1dence )
| 08 .7 .3.1 am in.the process of deve10p1ng
) ’ beginning competencies. e .

. ; o ~ 4,1 feel a strong need to be accepted by my

01 e e e coworkers. . -

U : 5 It is important to me that I have stab11-
1ty 1n my career.




\ .

#

\‘33

TABLE 53 1_,7"@'3f“ R

: Strength of Corre]at1ons Between csI Variables and Middle

L ¥ 1

Establishment Career Stage (n=13)

L"LeveI of‘Confidence‘

‘ CSI Variab]e

"S;__\

» . . N A"

© " 'Not Significant

1 haveda strong need to establ1sh non- -
career responsibiTities such as marriage .
or, home ownership. = ‘
2 -To a‘large extent, I have not yet fu]]y ’
tested my capabiIities and’. limitations

0.

3.1 sometimes fee]fdisapppinted because T
there is-a discrepancy between my
asptrat]on% and accomplishments

.05.

}4 My career goals are c]ear]y set 1n my

m1nd

.01 -

—

5. Promot1ons are foremost in my mind

6. Advancement in my career is a current
~consideration. ,

- 7. One of my major goals.is to advance

through_leve1s Qf_the_prganizatiqn




B TS

| o TABLES4 .
e Strength of Correlatiqns Between CSI Variables ang Late
'(/// o Estainshment ‘Career Stage (n=9) L
Level of Confidence o L CSI Variable‘; -

»

1. 1 derive’a seﬁse of achievement from my

~Job. ..
b - 2. Most of the time, r do not feel conflict
Not Significant™ .. . between my career and non-career responsi-
I - bilities.
CL , - -3. One of my. immed1ate concerns 4s to prepare
- o . R - for retirement

S 2

4.1 feel that. I really know myself
. . 5. One of my current sources of satisfaction
1O o R is helping new employees to advance in
e Lo ~ the organization.
S . - 6.° I now have the most respons1b1lity that ¢
- I will ever haye in- my career..

- : R 7.'I consider my career to be the maJor
05 R - . symbol of my accomplishments.
i E ..~ 8. I"have a strong need to feel: that I am
influential in the organ1zat1on.

01“ . 9. Keeping n present: position.is more
’ : ‘ - ~ fmportant thdn seek1ng advancement. -

T S ” T
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BT W TABLE 55 ’ | S

w‘,.' o . . . . .

R Correlations Between CSI V?riag;es and Career Stage Variab]es
Moa o o (n=3

. aad
N - . : . o »

L)
N O '

S

Theoretical, . | - o o S :
Career Stage - . . CSI Variable® ' Early -, Middle Late -

S~ e M B

el R " developing begtnning b g
ey © ~  competencies. . .38 L .22 . -3
. 072, It is important to ine oot -

1. 1 am'in the process of - L

C e : “ ~ to make a commitment . s -
e o - - . tomy career. 27 L4022 -.13
.o Earﬁy . §3 é gayeinog yet firmly. .~ = At T
+ -determined my- career b e e T S
. EStabj‘S“meﬂt ~ goals. 27 -2 00 -
N - ‘n;vlt is’ 1mportant to me L R : .
' SN S?'Vﬂq “, ! that 1.chave stability - T

{;;. T .%o din'my career.. - .62 =150 0 .37

" & dmu;‘% 5. I feel a strong neéd «

e St e . to be. accepted by my . 'c DA S S
” L e .goworkers. <0207 o .-18. 0 .07
. “thPwomot1ons are foremost T e e
“ e e T inmy-mind)T < -.02 * . - ..877. .-.15
A -« » +7.- Advancement 1in my’ "career ST T L
' O LRI + - “Current - consider- S e o e
S L ‘1,,%matfon oo -.13 - .49 -.18
oo © L '8U:My career gbals are ¢ - L g '
' o c1ear1y set in my E E j”!_bf% S

e, . B ©omind. © - =6 .39 12

ooy .9, T sometimes fee] T E oo e

: ) disappo1nted because - &7, LM e

_ 7 there is a d1screpancy , Ny S T o
Middle = ‘between.my aspirations n R
Establishment - :and accomplishments. -.19 0 4300 2

.* 10. One of my major:goals ~ ~ - " T, :
- is' to advance through - =~ LR -
levels- of an organfza- RN c o
tion.- - =305 .75 .43
~"11; 1 have a strong need ' ‘ o
* . to establish non-career . ‘, , .
‘respon51b1lit1es such LoE e

_ownership. L. T | B
2. To a.large extent, r e .
: have not yet fully .' T,

PIE

tested myacapab111t1es

- as marriage or. home }7% &7 R

~"and limitations. 21 .08 20

S

EE )



' Theoretical’
Career Stage

- €SI Variable " Early

184

Middle. Eate

 Late
Establishment

13.

14,

15.

Keeping
position
important thaf, SeREINg:-
advancemehf o ";,;;Mg,kmlg
d fee] e R A PR g,
know mys @\ ’ -
One of my- currenf sources -
of satisfaction is helping .
new employees ‘advance 1in
the organization. .28
. I consider my career to
. be the major symbol of .
my accomplishments. .08
. I now have the most
responsibility that I =
.will ever have ?h my -
career. .13
. T have a strorg need to '
. feel that I dm jnfluential
in the organization. .30
.. 1 derive & sense of

b ach1evement from my

job.- EE g
. One of my 1mmediate
_concerns is to prepare
" for retirement. -.17

)

.01 .48°
21 .332

.08 .332

.25 .38

. Most of the time, I do . o

not feel conflict

between my ﬁyreer and :
non-career espoﬁsib111- b
ties. -.35

Jd2 .03

3significant at .10 level of confidence.
bsignificant'at .05 Yevel of .confidence.

»h\

csignificant at .01 level of confidence.
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1. The Job is generally satisfying because it is a new position
allowing for ‘considerable freedom in establishing a direction
for the unit I supervise. I expect ‘a be recognized for good
work and criticized for poor work. rt of the challenge as
well as the frustration 1s n getting the capabilities apd
accomp11shment§ of my team recognized as an important part of
the department
are good capable people who are a pleasure to work with and

there are some who are-lazy and essentially incogpetent, There

are aldo times when the job is more than usually sximulating
‘and times when its routine and not very challenging. . I don't
view this variation as unusual or depressing in the 1dhg term.
Loyalty is a problem because I find most planners are mobile
and don't usually establish strong ties with an organization.
They are also career oriented and try to move up, sometimes
before they are ready. I'll give myself at least two-years
in this job before I think about moving on and/or up.

2. Very often it occurs to me that there are two pr1mary aspects
in my work that"I find most satisfying:-
1. Being involved in varying degrees in providing
meaningful expertences to the public.
2. Being involved in-varying degrees in staff growth
and development. .

3. It was difficult to reply tO'fhe questiOns regarding.promotion

as, with the Government, you promote yourself when you feel
ready. (A1l job opportunitieé'are posted and'you apply).

4. While this job does not offer opportunity for advancement
(except by providing good experience) and ‘I must apply for

s mandate. As in most work environments. there

186

other positions to advance, I very much enjoy the work which is

challenging and diterse.
Management, supervisory work, personnel work and general

, administration does not persona1]y appeal to me.

. One'major and extremely satisfying aspect of this job is the
opportunity (frequent) to get out into beautiful country - -
walk road alignments and get familiar with the mountain and

_ foothill area for which we prepare development plans.

~

emp]oyee s-performance. Outstanding work and mediocre work are

Si Key jssue: annual increments do not .attest to real.merit of

rded equally, Some system of reward for outstanding.
performance should be implemented. Women are paid less well .

than men. Difficult for women to advance to management pos1t10ns

Accessibility factor undermines swift 1mp1ementation of
1nnovat1ve ideas/plans/programs.

1
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6. Part 3 1s very difficult to answer. A job can be all of the

descriptors 1isted. To effectively answer, one should identify

specific aspect of the job duties and respond to each.

One thing.you have not really touched upon "is discrimination

against females. This is very evident in the provincial -
’,governmégt by the opvious lack of females in higher management

positions. This is particularly disheartening when one sees

the levél of incompetency displayed by many of the male senfor .

management. . .

7. The City (Parks and Recreation) personnel section still seems -
- to0._hand pick-candidates for certain positions even though City
Policy encouages the posting of all positions. This can be
- frustrating. - ) ,
More women do seem to be breaking into the executive ranks of
administration within the City. New career paths do seem to-
be open to women.: . . .

- 8. Satisfy: To make decisions on ydurJownw To be able to decide

yourself what is best for the pool. Although knowing if you
need help it's there. To know you have a choice in your own
staff for' the most part. o ‘
Dissatisfying: Doing up a budget and finding you get cut before
it leaves the district. Other people making the decision on
what you need to operate a facility without working in it.

9. My job 1§ very chalﬁenginé and as you may -guess the job itself .

is very important :togme. Inevitably it isn't always without

. frustrations. Although my supervisor leaves me with minimal
supervision, I really appreciate the strong positive "strokes"
‘T get now and again. . I think that's what keeps me from putting -
so much “into mx‘joqz ° o ‘ :
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FACULTY OF PHYSICAL EDUCA
amun‘nuunmnnnutuw o
s | . &
" Department of Recreation A tration
EDMONTON, ALMINTA, CARADA TS0 M0 -’ ' TIRAFROWSE a5
July, 1981. S

Dear Rpspondnﬂt:‘ . .

As part of the Mester's degree program in Recreation Administration at the
University of Alberta, | am conducting a study that will consider the
relationships batween job satisfaction, career stage and age. In particular,
this study is concerned with job satisfaction as it |s experienced by women
employed in administrative and supervisory positions in recreation related
government departments . ‘ ‘

. Although there are many studies on the subject of job satisfaction, few have
focused exclusively on women in administrative positions. This particular
study may have implications for future job design, working conditions and the
understanding of sources of satisfaction that may be found in the work setting.

The formst that will be utilized in this study consists of a three part
questionnaire that Is self-administered. Part A involves a brief examination
of some background information that may be related to the experience of job
satisfaction. Part B consists of a number of statements that charaterize
specific stages of career development. You are asked to determine which
Statements most describe your own development. Part C is concerned with
assessing both” the sources and amounts of job'satisfaction and dissatisfaction
that are associated with your job through the Cornell Job Descriptive Index.

The approximate time involved in completing the questionnaire is 25 minutes.
The anonymity of each respondent and department will be respected in both
the analysis of the data and in the subsquent release of the findings. As a
participant and interested individual, a copy of the final results will be

+« Sent to you and a copy, of the full study to your department.

"l owill appreciate both the time and attention that you will have contributed
to the successful conduct of this study. If you have any questions, comments
or further inquiries, please feel free to contact me at 432-2763.

AW
Sincerely yours,

f/émr v Flm) lehoar

Roxanne Kim ‘Nelson
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14 Plaer  C. N. Tovay
Ofot - . 10004 - 104 Avenue
* vhe Dopntty Minitey - " ; ¢ - Gdmomen, Afberss, Conade

™ os

July 21, 1981 .

‘e

Ms. Roxanne Kim Nelson :
The Unlversity of Alberta v \ .
Faculty of Physical Education

‘ and Recreation

Department of Recreation Adminlstration
Edmonton, Alberta

T6G 2M9

Dear Roxanne: & .

Further to our conversation of Monday afternoon | am pleased
to provide you with a list of women at Culture who are currently
working In odmln!stratjve or .supervisory positions.

By Ry of this letter, | am advising them that as part of your
Masters Degree Program In Recreation Administration, you are
conducting a study that will consider the relationships between
Job satisfaction, career stage and age and that in particular

your study -is concerned with Job satisfaction as it is experienced
by women employed in administrative and suparvisory positions

in recreation related -government departments. You may contact
these employees to determine If they are willing to complete

your confidential survey. ’

I trust that this will be of assistance to you.
Yours sincerely, 5?§§ .
///__\\ N \ ‘ -
S /(D\\&m,
“ Ponna Marie Artuso
Executive Assistant to the

Deputy Minister

Attachment B : : /



