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ABSTRACT

‘. -
’ N

. . \

.

Although the- construct of JOb satnsfact:on has beer the sub-
ject: of extensuve research durlng the 1ast four decades, itis eV|dent

from the ltterature that conceptual and methodologlcal defIC|enc1es per—
siSt Foremost amond Lhese defIC|enctes ls the frequent fallune of in-
yestlgators to establish the rellablllty and validity of the various B
l.measuresjusedh leen the- |mportance of the JOb satlsfactlon toplc and
‘th; statuJ of current measurement valldatlon studles were udentnfued

B as-an |mportant subJect to pursue. The obJectlve |n “this study was

3

to examlne the psychometrlc propertles of an'lnstrument desngned to

“ o

»

.measure the JOb satlsfactnon of nur5|ng personnel . .4} S ' s .

-

*-

D ,

Erlorl |t was postulatéd that the |nstrument chos?n for

thIS study measured two djmenS|ons of JOb satlsfactlon, namely

.

|ntrin5|c and extrnnsnc, and that these factors reflected satlsfactIOn

“

wnth the JOb content and JOb context respe@ilvely The format of the

questlonnalre provnded three separate measures of JOb satlsfactlon and
;one measure of JOb dlssatlsfactlon. 'AW] scores were examlned to
determlne if conceptually dlstlnct measures ylelded emplrically compar?

able-resultS.f

- The’ |nstrument Was admtnlstered to the supervnsory and ‘non-

superVIsory nursung staff of an’ acute care cancer tnstltute. A 6] per-‘

. cent response rate was-obtained from a total surveyed group of 102 nurses.“

To analyze theSe data varlous statlstlcal models were em-

ployed |nclud|ng Cronbach’ (1951) alpha coeff|C|ent factor analysrs,f

analysls of vartance, and the determlnatIOn of blvarlate and multlple

COrre}ationhcoefchlents.' Oyerall these ana]yses 5uggested that the

instrument measured,a_unidimensjona} construct‘of job:satjsfaction

N . . 3 ot

i v\< R ‘ v



[

’

rather than the two - dumenslonal construct postulated prtorn
Of the four scorlng technlques assessed the measure of need
.fulfullment demonstrated the mos t conSIstent evidence of valldlty for a

single-measure. Further, it 'was found that these scores, when welghted

by.a meaSUre‘of importance, dld not provude a more valnd measure of JOb_

- )
. - d e .

satlsfactlon than unwelghted scores. Multlple regre55|on analyses,
Ahowever, |nd|cated that varlous llnear‘combnnatlons of need fulflllment
and job dlssatlsfactlon'scores were superlor to the snngle measure of
need fulfilliment for the predlctlon of several crlter|on varlables. lt
was concluded therefore that th|s comblnatlon of scores provnded ‘the
Vmost comprehensuve measure of nurses' JOb satlsfactlon. : | “

| Recommendatlons ar|S|ng from the stud§ pertaln to the metho—
.dology for future evaluatlon of" the lnstrument s valldlty , The incor-
poratlon of crlterlon related valldatlon was strongly encouraged since -
few |nvest|gators report valldatton at thns level. However, it was
noted that the selectlon of crnterlon meaSUres may be problematlc,_ahdf
\nn view of the results obtauned in-this |nvest|gat|on the use of :
'absence and tenure as crlterlon var:ables must be questtoned <To
tsuff|C|ently evaluate the construct valldlty of the measure the use of
,Campbell and Flske s multltralt multlmethod model was recommendedv' ln
vthls regard |t was suggested that the factor analytlc technlque could
provude useful |nformat|on concernlng the structure of the Job satis- -

-

factlon varlable provuded multlmethods were used to assess the construct

of interest.’
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CHAPTER |1

" INTRODUCT ION

STATEMENT AND |MPORTANCE OF PROBLEM

Few . topvcs wuthln the field of socnal sciences have been
the subject of more intensive'discussion rn~the luterature than that.-j
’ ot job satisfaction'(Locke, 1976 Katz 5 Van Maanen, 1977) The sus;'
tained lnterest in thls toptc over several decades |s re]ated to the
centralnty of work in the llves of most tnd|V|duals and the consequent
desire to understand workfrelated behavlour.' .
“Original interest |n employees' work attitudes stemmed -from

the belief that job satisfaction. lnfluenced productivuty (Korman, 1971 -
Locke, 1976 Landy & Trumbo, 1980) More recently however;‘job satis-
faction has been examined as a tbpic worthy of study in ltse]f This
approach is congruent #ith the current lnterest of psychologasts jn
human affective experlence and the desnre of th:oret clans to |mprove ;-_~
understanding of motlvatlon and behavTour (Smntw, Kend 11 5 Hu]ln,
.1969) . f A T

" Despite |nten5|ve study of the job satlsfactlon phenomenon -
over the. past fufty years, our understandlng of this construct has‘not )
lncreased substantlal]y Job satlsfactlon to date;.has not ‘been well
conceptuallzed and a .large part of the research llterature has lacked
a theoretlcaT orientation (Locke, 1976) '

",ln|t|ally, work satnsfactnon was descrubed as a- unldlmen- -
sional concept. This vnew has been rep]aced gradua]]y by- the current .

multidimensional conceptlon of job satrsfactlon as .an attitude derlved

from the characterlstlcs of the jOb content .the JOb context, and the

individual (Hibberd, 1972; LongeSt, 1974 Myrtle & Robertson, 1979)



o 'lncreasing.recognltion of the multidimenslonal natureyof joh-
. _ cT o
Satusfactlon has resulted ‘in a trend towardrthe.development'of more

"complex explanatory models and the employment of varylng operatlonal
strategles (Gruneberg, 1979).. To- date, the llterature has falled to
demonstrate the superlornty of any one approach (Welsman, Alexander,

& Chase, l980) ' However, the past a55umpt|on that all methods valndly
measure the same phenomenon is now belng questlonedvln a critical

. evaluatlon of both theory and methodoloqy (Evans, l972 Nord l977,

ARonan 8 Marks, l973 Wanous g Lawler, 1972)

A revnew of the JOb satlsfactlon llterature suggests that4

) \)" - Y
the basrc questlon of construct valldlty has not been addressed

._(SchWab~ 1980 Wanous & Lawler, 1972)« As Locke'(l976) has emphasnzed
l.”the chonce of a measure must‘be defended on the grounds that it
vactually'mea5ures what ‘the lnvestlgator set out’to me35ure“ (p. l300);v
Unfortunately,~satlsfactlonv|nstruments have frequently\falled to meet
this fundamewtdl requlrement ‘and an, assumptlon of valldnty has often |
‘been made solely: on the basus oflthe lnvestlgator s clalm that the )
H'.scale |s.an'”obvnous”'measure of the satlsfactlon construct ( Smlth et

'al., 969) Moreover new lnstruments were often cons:dered equuvalent

to other measures of satlsfactlon wuthout any demonstratlon of -conver=-"

i
t

.gence much less any attempt “to document the lnstrument s abllxty ‘to

1d|scr|mtnate among\theoretlcally uncorrelated ¢onstructs and phenomena

‘
’

l_:.(Wanous 8 Lawler, l972) xi . .1 '.,'d; '.' : .

In part, the problem is attrubutable to the fallure of in-

. vestugators to specnfy the conceptual basis from whlch the |nstrument
was developed (Schwab l980) A well artlculated theory deflnlng the
- nature of the coﬁstruct and postulatnng llnkages to other varnables.

is a prerequlsite to,the evaluatlon of va]nclty (Smlth et al., 1969)



¢
o

Although JOb satlsfactlon has been studled wndely in the
bu51ness and lndustrLal sectors, untll recently research dlrected

ttbward health care workers has been relatlvely llmlted (Glnzberg,
\

'vPatray, Ostow, & Brann, 1982) The renewed |nterest in. the tOplc as'

—

: |t per/alns to the nursung profeSSIon has been prompted by duﬁflcultues"

l/.

with recruutment and retentlon, professnonal d|5|llu510nment and role

\

istress (Brlef Van Sell Aldag 5 Malone* l979 Dear, Wensman, Alexander‘

& Chase, l982 Kramer & Schmalenberg, 1978 Peterson, 983),

\

Nlthln the héalth care._ fleld JOb functlons and employee

\\

: expectatlons\concernlng those functlons are’ changlng rapldly At
.(Glnzberg et ad l982 Klelnknecht & Hefferln 7982 Sovie, 1982)
..The |ntroduct|on of new roles; the’ |mpact of specnallzatlon, and the i
'lncreaSIng sophustlcatlon of medncal technology are but three of the

: factors whuch have strongly lnfluenced the work attltudes of nurSIng

'

staff (Slavntt Stamps, Puedmont & Haase, l978) N

MaJor alteratlons ln JOb structure ‘and functlon suggest pro= =
bable changes in nurses attntudes toward thelr work, lndeed, the
lnterature lndlcates that nurSes are 5ubscr|b|ng to a new work ethlc,

' one whlch is not founded on “unquestlonlng dedication to authorlty

o or trudltlon“ (Friss, 198] p- lh) but rather is rooted in the bellef

that both characterlstlcs of the JOb as well as the work envuronment
’ " 1l
should be conducnve td the achlevement of satlsfactlon

Negatlve aspects of JOb dlsratlsfactlon; such as turnover

absenteeism and role stress underllne the need .to. obtaln rellable and

valld nnformatlon about the JOb satlsfactlon phenomenon Unfortun-'

. ately, the multlpllCltY of lnstruments uSed to assess nurses work

\.attltudes suggests the: p055|b|llty that not all methods valldly measure

\



:

. Although Munson and Heda (1974) demonstrated some support for" the

P

the same construct lt-is therefore lmperatlve ‘that nursing re-

) searchers address the issue of rellablllty and valldlty if, substantlve

lnformatlon concernlng thns tOPIC is to be obtalned

The ratlonale underlylng thus s tudy ‘is that of the necessnty “

!

of evaluatlng the psychometrlclpropertles of :nstruments employed to’

-~/

measure the JOb satlsfactlon “of” nursnng personnel The appllcatlon of -

theory and data derlved from occupatlonal groups within the industrial

: and busaness sectors may not be approprlate to “the - unlque tasks and

- organlzatlonal enV|ronment of reglstered nurses (Ullrlch -1978).

The nnstrument selected for assessment in thIS study was

‘ developed wuthln the theoretlcal model of Porter & Lawler (1968) and -

modlfled for use, in a nursnng populatlon by Manson and Heda (l97h).

.

.':valndlty of their measure, several other |nvest|gators ‘have employed
the Porter & Lawler format wnthout evaluatlng the psychometrLc pro-
. pertles of the scale (Benson 8 Whlte, 1972 Carlsen 8 Malley, l981

:Cleland Bass, McHugh 8 Montano, l976 Rozell l977) The con-'

- clusnons reached by these |nvest|gators may therefore not be - . .. }d

1 P
.

warranted

’

‘,the Munson and Heda" (1974) |nstrument Statlstzcal technlques used to

. assess crlterlon related valldlty lncluded correlatlon and multjple L

» ‘ -

regressnon analyses To estlmate construct valldlty the models of .

"factor analys:s and analys»s of varlance between known groups were -

: selected The format of the lnstrument prOVIded four separate measures

of JOb satlsfactlon All of these scores were examlned to determxne o

o

if conceptually dlstlnct measures ylelded emplrlcally comparable results ,

' The obJectlve ln this study was to examlne the valldnty of .



LIMITATIONS AND ASSUMPTIONS

The flndlngs ln this. study should be conSIdered 'Iight of .

the foIIownng Ilmltatlons and assumptuons

"The use of a multltralt-multnmethod mode 1 for the assess-
‘ment of construct valjdlty has been advocated by CampbeII énd Flske -

I‘(I959) ‘Although twa forms of valldlty were assessed - crsterlon— “

x

related and construot - the lnvestlgatlon was restricted to the. eval-

\

N\
\

C\u< ‘ a sungIe tralt by a snngIe method

TN
: Other Ilmltatlons pertanned to the content vaIudlty of the

v

: study Ind|VIduaIs requested to. assess the measure in these respects
) were not randome seIected therefore Ilmltlno thelgenerallzablllty of
the content vaIIdlty.estlmatesf | o
The study'Qas»restrIcted to registered"nurses employed in
t one hospltaI settlng The sUbjeCtshuere not:randomeISeIeoted and
’ therefore tha flndlngs are. not generaInzabIe beyond this suhject group
A further Ilmntatlon rests in the Cross- sectuonaI nature of \\
- the study.. Measures of job satlsfactlon were taken at a snngIe polnt
\ . in time. COIf JOb satlsfactnon is a dynamlc and non- statlc attltude
ithen Iongltudlnal measurement of th:s varlable wouId be preferable
For ‘the purpose of this study it was assumed that JOb satis-
Ifactlon evoIved from characteristics of the work envnronment. AIthoughi
job_satiSfaction may be reIated to.factors~such askfamlllal responsi-
biIities,‘and life-cycle stage, this investigation was restricted to

examlnlng the Ilnkages arising from thé“workplace.

<

It was further assumed that failure to assure the respondents

of anonymity did not influence subject responses.



DEFINITION -OF TERMS

’ Terms which may be unjque~to this study'were defined as -
follows: . -
.lob satisfactlon:. perSEStent'feelings-toward discrlmlnahle aspects
of the JOb sntuatlon These feelungs are th0ught to. be
'assoc1ated wnth perce|ved dlfferences bétween what i's

expected and what is experlenced in relatlon to the

‘alternatlves in a glven S|tuat|on (Smuth et al- l969,

p. 370 s ]”

-

-\Role amblgunty “lack of the necessary lnformatlon avatlable to a’ '

gnven organlzatlonal p051tnon” (RIZZO Hpuse, 8 Llrtzman,

1970 P lSl)

‘ ‘Absenteensm " the number of days.absent due to lllness or other.
personal reasons, but excludlng daysAoff statutory holldays,

‘vacation,-or-educatlonal~leave; |n,the year'preceding~the_,

study; .

'Tenure' the. duratlon of - current employment '

\

Intent to leave the employee s intention. to termlnate current

employment wnthln three years from the date’ of the study

.

OVERV I EW- OF THEVTHESrs'.'

The follownng chapter contanns a review of the llterature

'
v

pertinent to the measurement of JOb satlsfactlon among nursnng per-
-sonnel Chapter Ill is comprlsed of the methodology of the study and '
a descrlptlon of the research lnstrument Chapter ARY provndes a-

presentation and discussion of the research flndlngs. In the con-

cludlng chapter a summary of the study and recommendations arising f rom
. ’ . o e B L . ‘ . 2 o~



v

the investigation are presented.



L CHAPTER I

SELECTED LITERATURE REVIEW -

’ 'lNTRODUCTION

-~ 'An lmmense body of literature exusts 1n whlch an eyal-:
'uatnon of the theoretlcal and methodologlcal |ssues relevant to JOb \
satusfactlonvls undertaken. The lntent of ‘this revnew is not to- : )
dlSCUSS thrs llterature in detall but rather to provude a brlef over-
view of the sallent ISSUGS as they relate to the purpose -of the |
study. The review is therefore restr|cted to the follOW|ng topucs
1) hlstorlcal perspectlve;‘ 2)‘ theoretlcal |ssues, 3)‘ methodolo-
gical lssues; h)_vjob satisfactron ln nur51ng§ ‘S)_‘selectedvcorre-b;

lates of job satisfaction{'and -6) ' measurement theory.

¥

HISTURICAL PERSPECTIVE

The concept of JOb satlsfactlon has'been descrlbed as .a
research toplc characterlzed by amblguaty, confllctung<op|n|on and
‘methodologiCal nuance (Katz & Van Maanen, 1977) This construct
" has been the subJect of extensuve research. Locke (1976) estlmated
that over 3000 art;cles devoted to- the toplc have been publlshed It
|s ‘evident fsom even a 5uperf|c1al revnew of th:s extensnve llter-.
‘ature that work satlsfactlon is a complex phenomenon and one wh:ch has_
been of lnterest to‘numerous |nvest|gators since the turn of the'
4century (Brayfleld & Crockett l955, Vroom, 196h) |

- .« -

Systematnc attempts to study the nature of job satlsfactnon

-

. date back to the 1930' (Hoppock l935) However,'the |mportance_of
employees work attltudes in determlnlng JOb behavnour was recognlzed

.much earller as evndenced in the Screntlflc Management theory pro-l

t



posed by Taylor in 1912. Proponents of the theory postulated that
high economlc rewards akd appropriate environmental COndItIOﬂS resulted
in employee satlsfactlon and 1mproved productxvnty . The: |nf1uence of
‘phySIcaI worklng condttaons‘on satlsfactlon and. productnvnty was- the
focus of research for we}l over a decade Fo]lowung the |n|t|al work of
" Taylor (]970). | | B

It was - not until'pubiication of the,Hawthorne Studies‘con;
ducted by Mayo and hlS colleagues in the 1920 s that a new focus of
research emerged Although thlS series of studles was. lnltlally in-,
tended to examlne the effects of enV|ronmental condltlons on employee v
productnvnty, there was a gradual shlft in focus from phys:cal worklng |
H..conditionS‘tovthe importancg-ofpemp]oyee attitudes as'determunants'of /7:$ ‘
productivity It was concluded:trom‘the'Hawthorne Studies that.re-
latlonshlps among co-workers, and supervnsory practlces, were central
factors in the development of Job satlsfactlon It was further con- -
cluded that_employees perceptlons of the work;env:ronment, rather than
the rea]:ty of that envuronment were more‘jnfluentla! in determtnlng
:JOb attutudes (Landy 3 Trumbo, 1980) |

The outgrowth of these and other studles was the development
.of the Human Relatlons movement characterized by the assumptlon‘that:
worker product|V|ty i's dependent on JOb satlsfactlon whnch in turn is -
a'function of the qualwty-of human re]atxonshlps wtthlnaorganlzatlons
(Gruneberg, 1979) |

‘ Concurrent wlth Mayo s work was a study undertaken by

_Hoppock t1935) who sampled over 500 employees and concluded that mul-‘

tlple and dlverse factors contrlbuted to employees' work attitudes.

- Among the factors Clted by Hoppock'(l935)_were prev10usly studied



'.var|ables such as fatlgue monotony, and 5upervnsnon as well as

ﬂ"factors such as achlevement which have only recently been descrlbed

t

Cy

fHoppock S re5ults provnded the first suggestlon of the complex and
ﬂmultldlmen51onal nature of Job satlsfactlon Unfortunately, the“
Hawthorne Studles rather than those of Hoppock (1935) ‘influenced the
trend of research over the follownng two decades and work satlsfactlon
_contnnued to be treated.as a unndlmenSnonal construct (Carroll l973i‘
{_Locke, 1976)

The publlcatlon of a monograph by Herzberg, Mausher,- and
‘Snydermaniun 1959 marked a shift away from the Human Relatlons move-v
‘ment to a new pe:spectivefof job‘satisfactiop in whlch'attentlon_wasm'

. L] . -
focused on the work content. Herzberg ‘et al.' s (1959) theory under-

llned the dlstlnctlon between factors c0n51dered extrunsnc to the

substénce -of the Job or those related to the work envuronment, and

factors consndered lntr|n5|c to the work |tself ~Although Herzberg' s,i-

theory has not been extens:vely supported it d|d serve the |mportant

functlon of emphasuzqng Jjob character|st|chasv|nfluent|al determinants

of job satisfaction. o /." SO o T

I

In summary,.three hlstorncal trends in the study of- JOb

satisfactlon have been dentlfled (Locke l976) The,earllest .the-

Phy51cal Economic SchOOl, V|ewed JOb satlsfactlon solely as a conse-y’jﬂ

quence of economic and'envnronmental work factors The Human Relatlons
.School, on- the other hand, emphasnzed the role cf ajhe5|ve work groups
and satlsfactory 5uperv1510n in the development of pos:tlve work

, attltudes The thlrd trend described by Locke (1976) as the Work

Itself School suggested that Job satlsfactlon develops from the growth '

-

of sklll and responsnbllnty made possnble by challenglng JObS " Each

- 10.



' snmpllstuc view with the more complex assumptuons held‘by Tater re-

1979, Wanous & Lawler, 1972)

of these approaches may be crntncnzed for thenr tendency to examlney-

" job satisfaCtlon wuth|n a narrow. context around a llmnted Set of con- -

-ceptual variables However, some progress ‘toward understandlng the .

JOb satlsfactlon construct is evldent in comparlng Taylor s rather

searchers.

© . THEORETICAL [ISSUES . e ——

A stngle theory of ‘work motlvatlon whuch lntegrates a .

variety of causal varuables into a unlfled framework to explaln JOb

satisfaction has not been developed ‘to- date. Accordingly, several

°

. -conceptual deflnltlons of the job satlsfactlon construct - persnst in

the literature The term has most commonly been descrlbed as .an

:affectlve attutude or orientation on the part of |ndlv1duals towards:

thelr JObS (Lawler, l977) DeSpite the variation in definition
current theor|st5 appear to be |n agreement that job- satlsFactnon is a

multud:mensuonal phenomenon and is a functlon oﬂ the job content,

.the JOb context, and.the. lnd|V|dual (Landy & Trumbo, 1980; Longest,

974)

Although'a single‘comprehensive.theory of job satisfaction .

) does not appear to exist at thls time a number of theorles have been "

I

advanced which possess sngnlflcant explanatory power (Steers & Porter,

l979) . These models may be vnewed as complementary -rather than con-

tradlctory ln that they |ncorporate dlfferent varlables -and account

for varlous |nteract|ve effects among the varlables (Steers & Porter,

L Theorles in current use ~can be lelded |nto two, categorles

procéss theorles and~content theories (Campbell, Dunnette, Lawﬂer 8



R . - - . . o . . _

Weick, 1970) Content theorles Ldentnfy those needs or values :

believed to. be mos t conduc1ve to -job satlsfactlon (Gruneberg, l979,

P

:_Locke, 1969) ' Maslow s need hlerarchy theory -and the two factor
theory proposed by Herzberg, Mausner, and Snyderman (1959) are repre- L
sentative of this approach BOth of these models, thCh are based on
-needs . theory, have had.a SIgnlflcant rmpact on the lnvestlgatxon and
understandlng of work attltudes (Gruneberg, l979) |

The essence‘of_needs-theory as. ut relates ‘to JOb satns— SRR
faCtion is-that the latter is a tunctibn—of the extent to whrch in-
.dividual needs are met‘by characterlstics of the job.lseiler |3
W|ll|ams, 1972) Although work envlronment‘varlables are taken into

account in these models, the emphasis is placed on characterlstlcs

of the'lndividual. ‘ ' S SR
‘The.need4satlsfaction model'is the‘theoretical frameuork
:most commonly employed in the study of job satlsfactnon (Gruneberg;
1979, Salancnk & Pfeffer l977) Maslow,s theory, snnce its formu-
latlon§ has served as one basns for job sathfactlon research, and
has prOV|ded an.explanatlon for human motlvatlon |n Wthh needs are .
related to general.behavnour:(Wahba_& Brudwell, 1376). Maslou_(l95h)
postulated-that man has.five.classesMOfyneedS‘which are ordered in anl

aSCendlng structure from phys:ologlcal to security, socnal, esteem,

and ultimately self—actuallzatnon.‘ Only when lower order needs are’ VR

satisfied, at least in part will higher-level needs.emerge. Although

the theory was not developed for the purpose of explanlng JOb satls-

-

Moreover, it has been employed in the development of more complex

models intended to better,explaln the JOb sathfactLOn-phenomenon,

3

fact ion |t has been used extensnvely ‘to that end (Gruneberg,~1979) oL
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’

A second theory which' has strongly |nfluenced the djrectlon

of JOb satusfact|0n research is the two factor theory postulated by -
Herzberg et al (1959) “The theory asserts that a qualltatlve

dffference exlsts between the determwnants of JOb satlsfactuon and

’

JOb dussatnsfactnon Accordlng to Herzberg et al (1959)'these i
[phenomena represent two mutually exclu5|ve domanns and;doznot_ewlst
as opposnte ends of 'a blpolar contlnuum .i ' "\. i‘ |

The dual factor theory llke all need theorleL ; fohnded.
on the assumptlon.that lndkvnduals-possess certaln lnnate needs

¢

whnch must be satisfied (Landy & Trumbo, l980) Herzberg (l959)
classnfled these needs in two categornes and deflned them as motl- -

‘'vator and hyg:ene factors Motlvator factors are those varnables.

\

whlch arise from the content’ of the . work and are |ntr|n51c to the
work utself These factPrs'are consndered satlsflers and |nclude
achlevement, recognltlon, responsnblllty, growth " and advancement.
In contrast, hygtene factors are assoclated wlth dlssatusfactuon and
refer to JOb context varlables or the extrln5|c aspects of the JOb

~such as supervrsnon, lnterperSOnal relationships, and worklng ‘con- ...

ditions.

In effect, Herzberg s categorles compressed “the flve level
.need hlerarchy of MASlow (Munson & Heda, 197h Whlte & Maqunre, 1973)

‘The motlvators are comparable to Maslow s hlgher level needs whereas‘~

the hyglene factors correspond to the lower level needs. Herzberg
|

(1959) postulated that since the hyglene factors wer# related to

basic needs they did not allow for psychologlcal growth and therefore

.did not fulfill employee needs relevant‘to.work'satlsﬁactron.“

x

In essence, Herzberg et al: (1959)~viewed,job satisfactfon as

~

-

13.



. a dichotomous rather than continuous“variable The dual factor'“

"theory thus generated a substantual amount ‘of research and evndence .
1,Lhas been’ presented whlch both supports and refutes the hypothe5|s
llb(Bass 5 Barrett ]981 Carroll 1973 Gruneberg, l979) S ~; 2 R

{he most common crnthue of Herzberg s work centers on_thel‘:"

methodology The theory appears method bound that |s, use of the

-

- crltlcal 1nc1dent technique s necessary to conflrm Herzberg 'S

~ . .

flndlngs ‘ The use of other data COllECthﬂ proceaures fauls ‘to vernfy )
the theory (Landy & Trumbowk1980 Locke, 1976 Korman, l97l Mltchell
1979, Neumann, 1972) Further crlthtsm has been dlrected at the lack
oF consnstency wuth whnch the theory has been stated‘ Kung (1970)

'asserts that no less than flve,separate versnons of the theory have

.«

been reported |n the llterature ,"-' - :"g - Tl ’ :

:”»; (.‘ld' whnle the two‘fc r theory is nob wrthout llmltatlon’

Herzberg (1959) and hlS colleagues made a: maJor contrrbut»on to the

- e . T ¢ R

'f study of JOb satlsfactlon by thelr emphasxs on the |mportance of

1f{v |ntr|n51c factors :n the development of JOb satlsfactlon Un]lké

earl:er theorusts Such as Mayo (1953) who emphasuzed human relatlon- A

-~ -

':: shtps as’ the sole determlnant of-job satlsfactron, Herzberg (l959)

~

‘re-focused attention on. the work rtself Although most studles have . fi?

A

‘ not supported the hypotheSIS that the~sources of job satlsfactron and

C e -

JOb dussatnsfactlon are separate and dnstJnct many researchers are in.

- '\\' . < ., - T

agreement that motlvator Factors are of greater |mportance than ’u
‘ LY

s~

- v -

hyglene factors as determlnants af both Jdb satlsfactlon and d)ssatls L R

L3N

: factlon (Gruneberg, 1979¢Warr kY Wall 1975) | '[ ' - ;

- -

. In contrast to the content theorles exemplnfled by the wbrk

b3

of Maslow (ISShl and Herzberg et al (1959), process theor;es -of job
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satisfaction seek to explain the manner in which personal variab]es
interact Qith job characterisf?cs to produce job satisfaction. The
equity and expectancy (instrumentality) theories fall into this
category. Equity theor* as described by Adams (1965) focuses on the
relafionshig‘bétween personal.characteristjcs such as tolerance for
feelings o%ﬂiqequity, and organization characteristics such as reward
practices. In essence, the degree of job satisfaction is determined
by the simiiarity between an_individua]'s expectations and the rewards
offered bf the job.’

, Whereas equity theory centers on personal and organizational
variables, expectancy theory incorborates a third major set of
variables, those pertaining to job characteristics. ”instrumentality
theories hoPthhat individuals choose to expend energy in situations
that brovide an opportunity to achieve a desired rewa}d“ (Landy &
Trumbo, 1980, 381). Thus, motivation is related to three vari-
ables: ?XpeCT7ti0q of reward, the value of reward, and the effort
required to achieve reward. ”

Instrumental ity and need theories differ in a number of re-
spects, the mOSt‘important of which is the emphasis on cognition.
Whereas the need theories afe‘centered on innate characteristics of
the individual, expectancy theories recdgnize the cognitiVe processes
querlying‘the individual's achievement of work rewards and u1timate‘

work satisfaction (Landy & Trumbo, 1980; Steers & Pérter; 1979).

The cognitive emphasis in the instrumentality theories has

1
N

prompted several researchers to develop job satisfaction models based
on this theory. One such conceptual framework which has been used

extensively since its development is the model designed by Porter &



Lawler (1968). These |nvest|gators deflne satisfaction as a functlon

of ”the extent to whlch rewards actually received meet or exceed the
3
'percelved eQU|table level of rewards (Porter & Lawler, 1968 p. 31).

Satlsfactlon |s therefore vaeWed as a derlvatlve varlable

-and as such Porter and Lawler (1968) argued that a measure of satls-_

faction must, lnc]ude both an equniable as well as an actually

received' component. “Attltude lnstruments that snmply ask the 'how

, ’

satisfied are you with ____;?J type of questlon obscure the operatlon.'

of these two components”,(borter & Lawler, 1968, p. 170). Further—_
more; Porter and Lawler'(f968)_contend.that~the psychologica]‘deter-
minants and consequenceslof these‘tWOdstates probably differ‘and con=
sequently requnre a two‘part measurement of, satlsfactlon AcCording]y,
the |nstrument deS|gned by these .authors lncorporates measures of the
respondent s rating of avallab]e rewards as well as a ratlng of per-
ceived equitable rewards.

The scale was co:  :-ucted to measure satisfaction over five

need areas - security; 50cial esteem, autonomy, andnself-actualization.

With the exceptlon of the autonomy category the need areas were’
patterned after Maslow s hlerarchy The modlflcatlon ‘was defended by

Porter (1962) on the basus of hlS assumptlon that contemporary

.

organizations have satasfled phyS|olog|caI needs and the |nc]u51on of
this category is therefore unnecessary., Autonomy-needs, defined inﬁ
terms ofhindependent‘decié[on-makfng, oart1cipatfon in goal-setting,
and level of authorfty were'considered much more,relevant'toycurrent
organizational employees and were thus incorporated in the instrument.

In addition to specnfylng the need areas belleved to in=

fluence job‘satlsfactlon, the Porter and Lawler (1968) model alsa

16 -
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postulated a d|st|nctlon between the type of rewards sought by:

employees '.lntrtnsnc rEWards are those whuch satlsfy the hlgher order
needs descrlbed by Maslow (l95h) and which are ascrlbed to the in-

'd:Vldual by humself rather than by others (Landy & Trumbo, 1980)

Intrlnsxc rewards are. SUbJeCtlve and frequently relate to the content

cea

of a job.' In contrast extrlnsnc rewards are- those admln\stered by
an external agent They are derlved from the work context " and often
are afflxed to the posntuon rather than the employee flllrng the

tp05|t|on (Austln, 1978) ‘&.v f‘ ;,',' - ) ,‘f . R

The JOb satlsfactlon llterature has repeatedly suggested the

exustence of .an: lntrlnSIC/extr|n54c dlchotomy in the nature of JOb

satlsfactxon and the probablllty oF a stronger relatlonshlp betweenA\

|ntr|n51c rewards and the mot:vatlon of professnonal workers (Aust[n,

~

'l978 Everly‘s Ealcnone, 1976 Wernlmont 1966) Whether or not a

’,

partncular reward category |s consnstently related to occupatlonal
level has not'yet~been determlned The 1nclusuon of " the dlchotomy

the Porter’andpLawler'(l968) model allows for further |nvest|gat|on

ARERY

of thIS hypothesns.v' . . . o ‘ . ] R

n summary,'rt 15~apparent that understandnng of the job

satnsfactnon phenomenon is far from complete Progress however, is

-

evudent in the movement from a uanlmensnonal ‘to multld;menSIonal

'

conceptuallzatlon of the construct Moreover models have gradually
'evolved which: encompass multlple varlables and have causal |mpl|ca-
'tions. Thus, while agreement is lacknng concernlng a snngle explan-

atory theory, the theoretjcal controversy has generated a number of

perspectlves from: whlch to view job satlsfactlon and to better. under-

-

stand this work attltude.



' METHODOLOGICAL ISSUES

The measurement of any construct presupposes a conceptual
deflnltlon of the phenomenon to be: studled (Locke, 1976) - The -multi-
‘pllccty of deF|n|t|ons assngned to the concept “of JOb satlsFactlon,

‘ and, converse\y the fallure to adequately deflne the varlable have |

.reeulted ina range of conceptual a]ternatlves and methodologlca]

variations.’ d" ‘ ’ , o B ,v \
The fundamental'issue is conceptual.' Until a comprehensive

theory of job satlsfactlon appllcable to dlverse occupatlonal groups

is developed varylng methodologies ‘will be employed for the measure-

' men t of this construct. -The use of multlple measures- has been described

iby several authors (Cheloha & Farr, 1980 Seashore & Taber, 1975)
Smith»et al., (1969) contend that if more than‘one aspect of some
psychological process. is thought to exist heterogenohe measures
should be used in order to reflect each aspect. They.further assert
that some constructs may not be adequately represented by a single
operatlonal measure due to thcir complex nature and the llmltatlons
.of specific measures. It may be advantageous in these situations to
use multiple measures in an attempt fo obtain evidence fOr.convergence
on_the construct. |f different types of job satisfaction egist it
_would be reasonable to expect that different and noncomparable
measures will be valid (Seashore & Taber,;1975). Although multiple
operational definitions of a construct may be advantageous it is
imperative that the empirical relationship between definitions be.es-
| tablished (Breaugh, 1980) .

The techniques employed for the collection of job satis-

faction data are diverse and .include inferential methods, critical

z
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jncident reports,'ranking tasks, interviews, and ratings (Fournef;

Distefano & Pryor, 1966; Korman, 1971; Wanous & Lawier, 1972). Oé_
these‘techniques the rating procedure has beén.usea most consistently

and ap;ears to offer several‘advantages (Ronan ¢ Marks;.]973). In

éddition to allowing direct subjective estimates of each job atfri-

bute,.it permits the use o% a widé range'éf statistical analyses

and the assessment of a scale's psychometrié properties. For these

reasons Ronan and Marks (1973) conéluded that the rating.ﬁ}ocedure

is the preférred technique.for use'in\exploring the structﬁ;e of job
satisfaction. |

In reviewing the vérious approaches to job satfsfaction

measurement Seashore and Taber (1975) classified the data obtained as :
primary or derived. Primary data were defined as the raw responses

given by_individuél respondents to a series of uyuestions. This type
. 6f data was furthér descfibed as facet-free or facet-specific. {he:

former are obtained when respbndents are asked to provide a global

rating of job safisfaction without advapce.specification of the facets

to be considered. Facet-specific data, on the other hand, are ob-

tained when respondents indicate their satisfaction with distinct job
attributest ;he pperatiohal éfrategies employgd to obtain these data

vary according to Uhdérlying theory and &ay take the fo]lbwing forms:

a) the amount of the facet provided by the job [is now); b) the

amount of the fécet the respondent”wodld like to recéivev(would like);

c) iﬁe_émbunt of the facet the respondent be]ieves should be pro-
videdi(should b;)}vahdf d)j the importance;of the Facef to the res-
».pondeni'(jmpoftancg)./i.‘ |
| | A.Iimftation‘6frfapet-épecificlmeésures_is the control of



the investigator. over the'range and nUmber of facets lncluded‘in the

lnstrument' There is an. apparent lack of: agreement among theorlsts

concernlng the doma1n of relevant facets to be sampled (Seashore &

Taber, l975) i The consequent varnatlon |n facet. selectlon and de- :

finition has contrlbuted to the |nconSIstent results obta»ned |n thas

fleld of research - The formulatlon of an lnclusnve defunltlon of

-

relevant facet< and the approprlate sampllng of thus domaln would im-
:prove content val«dlty and would fac:lltate the cdmparlson of results

across studles.

rd

It IS\lmportant to note that some confusuon lS occaS|onally
g -

or components of 1ob satlsfactlon, and the “dlmenS|ons“ of the, conStruct -

Facet data may be ascrlbed to factors or dlmenSIOns on elther a.
theoretlcal or emplrlcal basns. “The former reflects the desugner 5
lntentnons or lnterpretatlons wrth respect to the meanlng of facet

‘

ltems; and the latter reflects the emplrlcal statlstlcal clusterlng.

or factoplal welghts of the ltems” (Seashore & Taber, l975, p. 338).}.1

ﬂherefore facets may or may not equate wi-th dlmen510ns lt has yet,'

futo be establlshed whether facets reflect mult|d|men5|onal|ty or are

snmply a contrlbutlng source to a unldlmen5|onal factor labelled asi¢,

. job satlsfactlon.~
The second class»flcatlon of JOb satlsfactnon data lden-

'tlfled by Seashore and Taber (l975) ‘was deflned as derlved data As

n

the name lmplles these data evolve from prlmary data and |nclude '

factor scores. as well as addltlve multlpllcatlve and dlscrepancy

scores. Both subtractlve and. multlpllcatlve models conceptuallze JOb
. . N ;
satnsfactlon as a direct functlon of the extent to whlch the work

N . L . -~
. -

'

apparent in. the llterature cOncernlng the dlStlnCthﬂ between ”facets o
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environment-is congruent with an“employee'stneed structure.(Korman,r
1971). e -

The subtractlve or dnscrepancy model has been wudely employ

ed to assess JOb satlsfactlon Most commonly, |nvest|gators elicit

~

respondents atfltudes regardlng a number of JOb attrlbutes V|a a

-‘rating'SCale; A priori it has been declded that two of the questlon'
formats are conceptually linked. The construct is then purportedly
' measured by subtractlng one of these 1linked, ratlngs from ‘the other

The support offered.for thIS statlstically unrellable approach is the

' supposed sophlstlcatlon of the derived score as opposed to a dlrect

measure. The ratlonale underlylng the use of dlfference scores is the,

|mpl|catlon of ”a'ratuonal self-assessment of feeling' (Wall & Payne,
1973 p. 326) and the ldea that "a dlscrepancy value more nearly
reflects the- posntlve or negatlve feellng ‘stateé of the respondent”
_(Ronan € Marks, 1973, p. 8).

The use of dlfference scores in organlzatlonal behav1our
research has perSIsted in splte of the concerns expressed by several
authors regardrng probiems assocnated with this measurement technlque
(Nerts € Llnn, ]970 Wall 3 Payne, 1973; Cronbach 8 Furby, 1970)
‘These problems include potentlal unrellablllty, systemlc correlatlon
with - the components, spur|ous-correlat|on with other varlables, and
-the psychologlcal ‘constraints’ lnfluenC|ng the response format (Johns,
1981; wall & Payne, 1973) . Foremost among these llmltatlons is the
questionable reliability of a dlfference score thCh is a‘functlon
of the correlatlons; varlances, and rellabllltles of the component

scores. Accordingly, the rellablllty of the dlfference score |s un-

‘biased only when the correlation between the component parts is zero

S 21
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(Johns, l98l) When a posntlve correlatlon exlsts between the com-

4

ponents- the dufference score rellablllty is attenuated, when- the

correlation'is.negative the reliablllty is magnufled. lt'ls.unllkely.

'

,that'the‘component scores will be”uncorrelated due'tovthe‘subjects‘
'general response style and the psychologucal tendency for subJects’

-not to rate the “should be” item less than the ”lS now' 'ntem,(dohns,

1981; yall & Payne, 1973).

"
a.

'leference'scores have been crlticized not only on the basis
of rellablllty but also on the basis of valldlty |
) The clalm that an index (Such as a dlfference score) has
valldlty as a measure of some con‘truct carries a consid—
~erable burden of proof. There ls little reason to believe,
.;and_much'empirical reason to disbelieve, the cohtent ion
that some~arbitrarily:welghted function of tWo'variables
will arbltrarily define a construct- (Cronbach & Furby,-
1970, p. 79).
It is inadequate for researchers to claim that a difference«measure

is construct valid by virtue of the fact that the component measures

have been reported as such. Rather, it is |ncumbent upon |nvest|-

gators using this methodology to demonstrate that a distinct construct

is measured by the dlfference score whlch IS separate from the con-

structs measured by the component parts (Wylle, 197b Johns . 1981).

N

It would seem. apparent from the foregonng duscu55|on that
the dlfference score cannot and” should not4be vuewed as more than the’
sum of its parts. Unfortunately, thls concluSnon has not’. been reached
by many researchers to date'and the persnstence of thls‘methodologlcal
bapproach is evident throughout the literature: .

y . .

\\

+
v
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“The multlpllcatlve model, 1ike~the discrepancy model, haa
been w1de1y used and has provoked a certaln degree of controversy
The issue_pertarnszto the use of tmportance rat@nésA(the personal
importance'attached to a job-characterjstic) as necessary components
of job satnsfactlon measures.

The use of lmportance we|ghts has been refuted on both
tneoretical and empirrca] grounds. Conceptually, many.theornatsl
assert.that importance.is included in, and reflected by, the aatis-'
faction ratings (Lawler, j977; Locke, 1969; Smith et al., 1969).
Thus, it is redundant to further weight thia score py;a separate
measure of importance. EmpirfcaL evidence to.support this contention
has been provided by a number of etudies in which neither tne psycho-
metric properties of the scale nor the correiation of the scale with
other variables were improved when importance wefghted measures were
used (Smith et al., 1969; Wanous & Lawler, 1972).

Other theorists have argued that the above position is un-
reasonable if‘an attitude such as job satisfaction is believed to
possess the four components of direction, magnitude,'intensity, and
sallence described by Scott (1969). Given these criteria, emphasis
by organlzatlonal theorists on magnitude and dlnectlon on]y would
seem unwarranted (Evans; 1972).

A conclusive answer to the measurement queétion as it per-
tainsdto job satisfaction theory has not been determined. The funda-
mental prerequnsnte to future progress in this area is an evaluation
of the c0nvergent and dlscrnmlnant valldnty using “the methodology
prescrlbed by Campbell and Fiske (1959). - Evidence of convergent

validity is obtained when two maximally different measures of the same



conStrUctdare found to:be high}y Corre]ated..oHowever; thedestablish;
ment of_ConVergent yalidity'aIOne'is.not“sufficjenti the related }SSué
of disériminant-validity must also- be addressed. Campbel ! andfFiské
(1959) asserted'that "in order to estimate‘the relative contr{but}ons
of tralt and method variance monre than one. t&a&t as well as. more than
one method must be employed in the valldatlon process“ (p 279)
Only when bot h convergent and’ dlscrlmanant valrdlty are assessed can '
the vaniance attriouted to tne_construct.of jnterest bevseparaged\ A ; .
from the variance of'otnen traits and the_methods used for measure--
ment. ) . |

in View.of the preceding d[soussion.it is apparent\tnat
"an evaluation of the: research pertaining to job'éat[sfaotion-must oe'
undertaken within the constraints imposed by theorefioaf-and.metho-

dological uncertainties. . S \

JOB SATISFACTION IN NURSING
A review of the hursing literature,pertainind to.job satis-
faction suggests that the topic‘has been one of prime interest to'both 

nurses and admlnlstrators for several decades (Dlamond & Fox, 1958

\

Nichols,-Springford; & Searle,'j981; Plaweckn & Plaweckv, 1976

~ Stember, ferouson, ConWay.G Yingling, 1978).

", Viewed in economic terms, nurses account for a significant

proportion. of manpower expenditures within health care institutions. -

-

The relat|0nsh|p between nurses work attitudes and-such costly con=
cerns as absenteelsm, turnover, and decreased producttvnty underscores

the |mportance of obtalnlng valid |nformat|on about thls phenomenon

"y JOb satls-'

Arthough the economlc |mp]|cat|ons of nurses

faction are significant,~of.greater import'iS‘the'probable influence

-



\

\

of work attitudes on the quality of patient care (Myrtle & Robertson,.
1979; Weisman et-al., 1980). The finding of -a positive relationship
between. job Satisfaction'and.nursing performance suggests the salience

_of”this topic for both the employee and the'organfzation (ﬁeisman'et
al., 1980) UnFortunately, while the lftérature reveale an abundance
of persona] opinion concerning thls subject there is a lack of

empnrlcal data in comparison to other occupatlonal groups (Benton &

Whlte, 1972; Vhite & Maquire, 1973)

An evaluation of‘the.research that has been undertaken re-
veals a gradual evolution over the past.four decades in the research
focus aed desfgn as Qell as the sample size.and composition.
| The initial attempts ro empirically determine the degree of’
nurse‘s-| job satisfaction were uﬁdertaken epproximate}yrforty years.
‘aéo (Nahm; LSLO).. An un&er]ying concern in ghese_stu&jes was the
escalating turnover refe among nursing personnel (Fletchet, 1957§

Maryo & Lasky, 1959). As the problem was most evident;in acute care

>~ w

- RN

facilities the focus offinvestigatione was pre&ominan;ly on hespital
emp]oyeeé (BUllock ‘l953§ Nright, 1957). in general, thesexsfudies
were lntended to assess the level of work- related satlsfact!On attalned
by non- 5uperV|sory ﬁursnng personnel -Like the lndustrlal research
of that perlod they were characterized by a practlcal productrV|ty- .
relaged focus and a unidimensional .view of the job satisfaction con-ﬁ
struct (Slavitt et al.{-]§78). \ N N

While the eerpose'and setting of the investréétions were com-

paraele aeross studreé; the de;igneand methodology of ‘the research

varied considerably. Data co]]ectionvtechniques‘ranged from ‘inter-

views to questionnaires. In the latter instance both self-developed -



instruments and gUestionnaires'originally designed“for use iniin-A
; dustrial;based research were employed (Fletcher, 1957;‘Grivest,'l958)}
4 For the most part the. satisfaction construct was not well-
-COHCEIVed and the research lacked a theoretical orientation. There
were however, -some exceptions, notably the work of.Grivest,(l958),
Nahm (1940), and Pickens and Tayback (1957). The latter investigators
applied the deflnltlon and instrumentation developed by Hoppock (1935)
in an attempt to evaluate the determlnants of nurses' job satlsfactlon.
In a slightly different approach, Grivest (1958) utilized an inven-
tory developed by the Science Research Associates (1952) to elicit
nurses' attitudes toward their work. This scale reflected the vnew.
:that human relations were the focal determinant of work satisfact|0n
Grivest's study is one of the few during thlS pernod to speclfy the
‘reliability of-an'instrument and to suggest perhaps'a rudnmentary con-
: cern.with validitya | 7
| - In general, the data~reported in this era of research in-
dicated a moderate to hlgh level of. job satlsfactlon among nursnng
Jstaff (Bullock, 1953; Grivest, 1958). | Despite the variation in metho-
dologles and study samples, some consustency in the findings was
apparent. For- both public health and‘h05p|tal nurses, certain factors.
were repeatedlyA?ound to exert a strong influence on jo ‘satisfaction
i;e., intenpersonal relationships, opportunitiesmfor adv ncement, and
opportunities foriprofeSSional growth and development (Diamond & Fox,
1958 Fletcher, 1957 Nahm, 1940; Pickens & Tayback 1957)..
| The results obtauned by these early researchers underllned

the |mportance of examlning nurses -work attltudes and the need to

further explore ‘this -phenomenon. ln consequence the volume of research

P
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' analy5|s and multlvarlate analysus of 'variance (Everly & Falcione,

corre]atlon studles toward multlple varlablé ana]yses of the |nter-.

addressing this topic has gradually‘expanded. However; in compar?son

- ~

to the data avauIable from the |ndustr|al and bu51ness sectors, sub-
stantlve nnformatlon specnf:c to- nursung personnel has remaaned
lnmnted As |nvest|gators have attempted to Flll th|s gap not only

the volume but the pattern of. JOb satlsfactlon research has changed

Foremost among these changes has been the trend toward’ facet specnflcuﬂ

measurement rather'than the use of snngle overall measures to eVaante

nurses' JOb satnsfactnbn

o ' Thus fundamental Shlft in the conceptualnzat:on of. JOb -

-

satlsfactlon has |nfluenced both the desngn and the purpose of recent_

studteS' Whereas the lntent of early research was the sumple global

-

easuremeht OF satlsfactlon, contemporary |nvest|gators are not only

exploring ‘the underlylng structure of the construct bux are also

[ N - .

examlnnng p055|ble antecedents and consequences of thlS phenomenon'

'(Angus, 1979, Bechtold Sznlagyn, 5 Slms, 1980; Burton & Burton, 1982;

N

C]eland et a1., 1976)

In addltzon to the changes |n research focus, a revuew oT\

L=

the recent llterature revea]s the lntroductlon of new and nncreaSIDQIV

complex methodologles - The s:mple tabulatlon of frequencies has béen™

\

replaced by the more sophJstncated analytnca) technlques of factor . '
} -

1976 Newman, 1972 Parasuraman, Drake, 3 Zammuto, 1982). These "

»

changes\ln data analysrs reflect a movement~away from simple bnvarlate

PERY
- - .
. -

_actlve effects of organ;zat1onal and personal varlab]es.

lmprovements in methodology agd desngn have also permltted T

1

the generalizatuon of research flndlngs. In contrast to ~arly in-‘:

. « vy

v

RPN
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vesttgatlonstthc“ were characterlzed by smal1 sample sxze, the - :f

‘o -

s
s = b

recent lntroduct|0n of large 5cale studies- sncorporatlng data from -‘

mu]tnple tnstrtutnohs and nursung 5pec1al|t|es, has allowed |nves—l, -

tlgators to- generallze thelr results beyond the study reSpondents ; .
f-\ o ;r. Lot .
(Godfrey, ]978 Gulach 1982‘ Wande1t Pnerce, 8 W|ddowson, 19817

~

re

Although th |mprovements in methodo]ogy have been sub-‘

- 4

'stantial the most sugnifncant development in- thss body of research
i, »

- has been the |ntroduct|on of a theoretuca] orlentat|0n, whule thlS - .

.t . o~ L -

\ approach to the assessment of nurses work attltudes |s 1|mlted there'

- - -~ -

is someJeV|dénce 1n the llterature of attempts to study job SBtIS\:

-t - h .t

factlon wi thn a- theoretleal framework (Hall Von Endt, & Parker, l981;

-«

-

. P Y o

m * - s

e Redferg, 1980)“ NP el pot R

. N R LS " . -
- - 2 - S
v ~

S “ A number of researehers have empIOYed Herzberg g (l959) dual ff_

-
T . ¥
e 1 . ' L . 1

factor theory to evaluate the deteTmlnants of work satrsfact:on
(Lbngest, ]97# Ullruch 1978). The study samples have ranged from :'AAa.L'h

- Rt s

nEW graduates (Cron|n~Stubbs,“l977) to nursung«superv:sors (White &

a-

e

Maqulre,A1973) and, as_ found |n the lndustrlal sector, the results

\.'.," - - .
B e - - s

-

have been equtvoca[ ”That s, the data beth support and’refute -

., —

Herzberg s blpolar conCeptlon of JOb satlsfact1on JUnFOrtunatelyﬁ

- -

-

further Study usnng the—multltralt multlmethod approach recommended by

-~ e ~ -

Campbe]l and*Fuske (1959) has not been undertaken The app1|cat|on ot

ER S ~ ~ -

. thls methodology mlght well have epraLned ‘the dlscrepancles among re-

LR - -

‘ search flndlngs and provnded an _answer to the frequent criticism that -

B - - s

oo . -
BN - -

Herzberg 5 theorfvls method bound. / . P .

-~

’

T - A second theoretlcal “model frequently employed by nursnng s

~

investngators is that«of Porter and Law]er (1968) who vnewed ;ob datis-

e ’ ~ 7 . o e
factlonvas a’ functlon of existing work rewards medlated by the "o

- -




employees' perception of equity. Researeherslhave employed this
framework for a variety of purposes including instrument development
(Munson £ Heda, 1974), comparison of the effects of nursing service
delivery systems (Carlsen & Malley, 1981), determination of head

nurses |nfluence on satlsfactlon (Rozell 1977) and the correlat fon

of satisfaction with personal and organizational variables (Benton &
wWhite, 1972; Munson & Heda, Sheridan, Slocum & Susman; l972).
While the measurement of job satisfaction within a

theoretical context has been a notable advance, a major“deficiency

A

'per5ists in the failure of researchers to address the issue of- relia-

biTity and validity - Whether usjing self- developed instruments, or

tools deS|gned for use wnth other occupational: groups the fundamental

s

question of instrument validity has largely been ignored (Imberato,:

1972; Nichols, 1974; Longest 1974 Walker 8‘Madsen 1981). * The de- -

finitive approach to cqnstruct validatlon that is,, the measurement of

more than one trait.using more than one method to demonstruate con-

SR

vergence and discriminabiluty ‘has not been employed by nursung re-

searchers. Application of thIS model is essentdal lf the best method
T

'of validly measuring the job’ satisfaction construct |s to be determined.

Without valid instrumentation, substantive conclusions cannot be

0

reached concerning the organizational attitudes and behaviour of.

nurses. The prerequisite for improved understanding of any attitude

is the reliable and valid measurement of "the construct under study

(Schwab, 1980). \_ . ) L.
. . 1 e

‘Failure to cross-validate measures of nurses' job satis-

faction has hindered the comparison of findings. 6espite tne'concep-

4

tual and methodological‘variationvnowever, ahcommonality-is apparent’ - -

29



in the daté. Determinants of job dissatisfaction consistently re-
ported by all categorieswof nurses.are those factors thought to inter-
fere with‘fulfillment of the prqfessional nursing role (McCloskey,

1974; Wandelt et al., 1981). Wandelt (1980) and her ﬁolleagues
coﬁc]udéd from their'extensdi sﬁfvey ﬁhat '""nurses are dissatisfied

in situations and agencies where structufe‘and process elements are
poorly defined ;nd integrated" (p; 5), and in whicﬁ the npfses per-
ceive the outcome to bé careyof poor quality.  Process refers to the
élements thét dffine the rolé'ofithe nurse as a professfonal, whereas
structure perta{gs to the érganizational context within which nursing
care is administered. Strﬁctural variation is extensive within
hospitals aad appears to influence both the level of work-related ~
.séréés and the satisfaction experienced by emp]o&eés (Leatt & Schnéck,
1980; Leatt & Schneck, 1982; Wandelt et al.,'l98[). Job dissatisfaction
arises when nurses perceive the work environment td be incompatible with
professionallnursing practice. |

Unfortunately, the discrepancy between hospitals}-expec-

ta;ion§ and nurses' vfeys of their professional rolefhas persisted
foriseveral decades (Geérgopoloﬁs, 1972). Factors repeatedly assoc-
‘iéted withAdissatisfaction include, lack of administrative support,
inadequate Staﬁfing{ and lqgk of opportunity %or advancement.. Conver-
ﬁseiy, factdrs vieyed as pfofessfonal perogatives such as autonomy, par-
ticipation in decigion-makipg, gnd educationé] opportunities were those
found to.consﬁstentl9 promdte work satisfaction (Godfrey, 1978;

. McCloskey, 1974; Wandelt et al., 1981). |

The adverse consequences of nurses' job dissatisfaction in

both economic and job performance terms points to the importance of



further research. However, progress in this area will be contingent

upon the ability o6fiinvestigatofs to validly measure the job satis-

I

{
faction construct. h

\ .

! : » '

SELECTED CORRELATES OF JOB SATISFACTION
T

The preponderance of job satisfaction research has been

correlational in nature (Locke, 1976). Both individual and organiza-
tional characteristics have been examined. Three variables which have
repeatedly demonstrated an inverse relationship to job satisfaction

_are role ambiguity, turnover, and absenteeism.

Role Ambiguity

Rofe theory has béen used extensively as a concepfua] frame-
work for the examination of individual behaviour within organizations
(Schuler, Aldag, & Brief, 1977; Van Sell, Brief, & Schuler, 1981).

As prqposgd ;y Kahn (1964) and his associates, the theory postulates
that emplo&ee stress resulfs from conflicting;‘incémpatible, or un-
cléa? expectat?ons‘derived from the work.environment.

| The role concept defined within an organizational context
refgrs to ''the expectations applied to the incumbent of a pafticular
position, by the incumbent, and bY‘the role senders within'énd;
beyond the organization's boundaries' (Van Sell et al., 1981, p. 43).

Roles may be consfdered functionél or dysfﬁnctional for both
the ofganization and the employee. One dysfunctional dimension exper=
ienced by many employees has been identified by Kahn et al. (1964) as
role ambiguity. ' This form of role stress accurs ''when individuals

confront single or multiple roles that are not clearly articulated in

terms of behaviours or performance level expected' (Van Sell et al.,

-—"'-—/

©
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1981, p. L4). In eSseﬁce role ambiéuity exists when pertinent role
information is'unavailable to the role occupant,

The salience of examining the role ambiguity cénstruct lies
in its relationship with organizational attitudes énd behaviour.
Accordingly, numerous studies have been designed which explore
possible antgcedents and coh;equences of this phenomenon. The latter
approach has included the assessment of both affective and objective

\

cogrelates‘inc]uding turnover, absenteeism,‘job performance, and job
satisfaction (Johnson é Stinson, 1975;‘Kéller, 1975; Miles, 1976;
Miles & Petty, 1575{ Séﬁdler,i1975). The findings have revealed that
a more consistent relationship exi;£s between role ambiguity and
attitudinal varfables than exists between role'ambiguity and behavioﬁr—
al work outcomes (Van Sell et al., 1981). | ‘

The theoretical proposifions ofigfna]ly specified by Kahn
(1964) and his col]eagueslconcerning role ambiguity have been supported
by an expanding body of empirical research (Szilagyi,'Sims, & Keller,
1976) . Iﬁ particular, the accumulated data'uphold the initial h%Fo-
thesis of an inverse correlation between role ambiguity and the
attitudinal variable of. job satisfaction. Thiéifinding has been con-
sfstent across diverse occupational samples and suggests that émployees‘
work attitudes are negatively influenced by the existence of uncer-
tain;y regarding role behaviour. |

Three organizational characterisfics haQe been ident.ified
which contribute to thfs situation: organizational complexity, rapid
'orggnizational chqnge, and inadequate communication patterns (Kahn,

Wolfe, Quinn, Snoek, & Rosenthal, 1964). Since these conditions are

not uncommon in hospitals a number of investigators have chosen to -
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examine the role,qmbiguiiy,phenomenon in this setting (Brief et al.,
1979; Lyon & Jlvancevich, 1978; Mossholder, Bedeian & Armenakié, 1981;
Randolph & Posner, 1981; Szilagyi et al., 1976).

0rganizétional theorists have displayed a particular ipteresp
in hospitals due to the unique character of their structure and the
consequent creatipn of atypical.role relatioqs among employees
(Szilagyi et al., 1976). Hospitals are viewed as complex organizations
characteriéed by frequent changes in technology apd personnel which
alter social structures and disrupt communication patterns
(Georgopolous, 1972; Lyons, 1971; Posner & Randolph; 1979) . Furthér-
more, it has been noted that hospitals have traditionaily shown less
interest in employees' psychologica]\wel]-being than in the techno-
logical aspects of the work environment (Georgopolous, 1972); Given
these organizational characteristics, the perception of role ambiguity

among hospital employees is not unexpected and has been do;umehted in

several studies (Bedeian & Armenakis, 1981; Brief et al., 1976; Lyons,

A\

1971).

2

The occupational group most frequently studied within the

hospital setfing is the registered nursing staff. A growing body of
research has focussed not only on the extent of role ambiguity among
nurses but also on its relatypnship to job satjsfaction. Successive
studies have demanstratéd an inverse correlation betweehlthese two .
constructS‘Lhen measured in hospital-employed nurses (Mossholder et
al., 1981; Poéner & Randolph, ISSO; Redfern, 1980; Se*bolt, 1980). The

+

% '
_findings suggest that when role-related information is not available

or clearly communicated, role ambiguity and job dissatisfaction are

experienced.



Turnover
Employee turnpver.is a tépic 6%‘both practical concern and
theoreticaf interest to industrial psychologists; Increased recruit-
ment and training costs, décreased productivity; and disruption fn the
social dynamics of an organization constitute some of the negative
consequences attributed to this phenomenon (Muchinsky, 1978). Accord-
ingly, resea}chers have fnvestigated a number of variables believed to
be antecedents to withdrawal behaviour. Comprehehsive reviews of this
‘body of ]iteragure indicate that a consistent and inverse relationship
between job satisfaction and employee turnover has been reportgd
(Brayffeld & Crockett, 1955; Herzberé, Mausner, Peterson, & Capwell,
1957; Mobley, Grifféth, Hand, & Meglino, 1379; Porter-é.Steers, 1973;
Vroom, 1964). 'However, it has been noted that thle'the correlations
have been consistent and statistically significanf théy have typically
aécounted for less than 16 percent. of the variance (Locke, 1976) .
Recently the study of sgtisfaction-turnover relationships
has assumed new dimensions. To increase understanding of the eméloyee
withdrawal process and therefore improve thevprediction of turnover,

:

several investigators have developed mul tivariate models (Kraut, 1975;,

.

Mobley, Horner & Hollingsworth, 1978; Newman, 1974; Parasuraman, ¢982).
The essence of these models is the supposition that cognitive phenomena
intervene between thé emotional state_of job dissatisfaction and the
subsequent behaviour of withdrawal. This hypotﬁesis is rooted in
Fishbein's (1967) model of.attifudes, inteﬁtions, ana beﬁaviour,vand -
Locke's (1;@8) task motivation model which theorize that intention is

the immediate precursor of behaviour. The use of behavioural inten-

tion as an output measure in preference to actual behaviour has been
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commended by sofie investigators as "a means of shedding surplus
variance arising from extraneous and uncontrolled'lnfluencejrwhlle
hlgblighting the volitlonal components of behaviour“.(Nicholson: Wall
& Lischeron, 1977, p. 501). Nicholson et al. (1977) have also:cited: l
a methodological advantaée for the use of a measure of lntent to

leave, as opposed to a measure of actual termlnatlon Namely, thel
frequency of termination for most employees is relatluely llmlted

and therefore requ1r=s longitudinal measurement However, employees
evaluations concerning the likelihood.of tbelr(W|thdrawal are frequent
occurrences. This construct can therefore be examined on an individual
basls and the intention - job attitude relatlonshlp explored in cross-

-

sectional studies. Nicholson et al. (1977) nave concluded that intent
' \ :

to leave measures could be used “not only as a more approprlate aspect

of labour turnover to conS|der |n relation to JOb attltudes, but also

as more‘amenable to analysis on an |nd|v1dual basis'' (p SOl)

"The theoretical relationship of intent to leave and job a -

satisfaction has been verified empirically in"a nuﬁber of studies
(Kraut, 1975, Martin & Hunt, 1980' Mobley ét alt, 1978§ Waters & Roach,
1979) Moreover, in those studies measurlng both employees' propen-

_snty to leave as well as subsequent turnover, JOb satisfaction has been

found to correlate more strongly with the intention to Teave than with -~

actual “termination (Mobley et al., 1978; Waters & Roach, 1979). .

It may be concluded from the research to date-that measures
of employees' |ntent|on to leave are morelconS|stently related'to ;
employees' work attltudes*than are -measures.of ~actual turnover.
Furthermore, the literature indicates that tbe'job satisfaction—intent

'/

to leave relationship is demonstrated for male and female employees

’
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in both blue-colTar and professionql occupations (Kraut, 13975;
,Parasuramén, 1982' Schuler et al., 1977). The relationship has also

been documented in studles of the nursnng populatlon (Mobley et al.

Y
3

| 1978 Neuman, 1974; Redfern, 1980) However, there has been no durect
comparison of married and single nursing employees. The likel ihood
ehat married female employees are less mobile and therefore have
less propensity to leave employment hes not been examined in fhe :
nursnng population. | » . | }
| The relationship between work attitudes and various |nd|-
cators of turnover has been‘confirmed in predlctlve, concurrent, and
ex-post facto studies, across diverse occUpafionalAgroqps, with
multiple attitodinalland behavioural measures (Muchinsky & Tuttle,
\ .

1979). Both overall and facet satisfaction measures support the in=
verse 6orrelation betweeo job satisfaction and furnover‘(Muchinsky &
Tuttle, 1979; Porter & Steers, 1973). |

Turnover indices used most frequently fall into four cate~
gories: length of service, crude turnover rates,’ stablllty-lqstab—
ility rates, and survival end wastage rates (Price, 1977). Llength of
service or tenure of employment although less soohisticated_than other
measures has been cited as one of ehe best predictors of actoal
termination and has been shown consistently tovhave a signff;cant
negative relationship with job sa}isfaction (Muchinsky & Tuttle, 19}9;
Price, 1977; Locke, 1976).

The impact of turnover and its relationship with.job at-
titudes has not only been examined in the.industfial and busihess

sectors but also within the nursing population. The recent escalation

of turnover rates among hospital nursing personnel has resulted in the.

AN

AN
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intensive analysis and evaluation of possible causal factors (Moores,
Singh & Tun, 1983; Munro, 1383; Shoemaker & El-Ahraf, 1983; Ullrich,
1978; Wandelt et al., 1981; Weisman, 1982). In fact, the impetus for
a substantial amount of the current research into nurses' job satis-
faction stems from the attempts of hospital administrators. to reduce
‘nursing attrition. )

As an occupational gronp, prefessional nurses have repeatedly
been found to exhibit hfgh turnover rates with some inveetigators re-
porting 64 to 75 percent Qoluntary turnover'amoné those surveyed
(Fournet, Distefano & Pryer, 1966; Seybo]t,.Pavett, & Walker,(1978).
Early reviews of the nursing literature indicate that negative;JOb
attitudes were streng]y related to nurses' resignations (Dfamond &
Fox, 1958). These findinge are confirmed by contemporary studies in
which a strong negative.relatiOnship between job satisfaction and
turnover is documented (Price & Muellet,_198l; Seybolt et al., 1978;
Seybolt & Walker,.l980 Redfern, 1980). ‘ﬁThis body of research has
shown increasing sophlstlcatlon and methodologlcal rigor.. The use of
conceptual models and longltudlna] designs has clarified understanding
of the'withdrawal proeeés among nurse; and provided strong empirical
evidence for the setisfaction - turnover relationships reported in
other occupationéi groups. ‘The correlation is confirmed by both the
intent to leave and duration of employment measures.

In summary, the predictfonlofﬁwithdrawa] behaviour from an
individne]'s werk attitude has attracted widespread attention in the
field of |ndustrlal psychology. Further understanding of the rela-

tionshnp between organizational attitudes and behavnour is dependent

upon the 'acknowledgement by researchers of the conceptual complexity



of both constructs and the empirical complexity of their inter-
relations. Overall,.the literature would seem to indicate the impor-
tance of job satisfaction as‘a cent;al factor in employees' planned
and .actual withdra@éﬂ behaviour. )
Absenteeism

The research literature pertaining to the withdrawal be-
haviour‘of‘employees has emphasized turnover and treated absenteeism
with subsidiary interest (Steers & Porter, 1979). However, recent
suggestions that the economic impact of abgenteeism may be far more
detrimental to an organization have given rise to renewed efforts‘to
discover the antecedents of this phenomenon (Steers é Porter,_1979).

" Bivariate correlations of absenteeism with organizationaj and/
or a;titudinal variables have characterized the bulk of absentgeisﬁ
research (Breaugﬁ, 1981; Muchinsky, 1977; Steers & Porter, 1979). Of
the attitudinal constructs fréquently measured, job satfsfact}on has
consistently .and repeatedly been found to have an inver;e relation-
ship w&;h absenteeism (quter & Steers, 19%3). Indeed, the satis-
faction;absénce relationship has been one of the more widely re-
searched topiéé in industrial psychoiogy (Cheloha & Farr, f980), No
less than\four major reviews of fhe ]iterature conducted oyer,the past
forty years Have confirmed'thié findingv(Brayfield & C}ockett, T955;
Herzberg et a].,'T957; Muchinsky, 1977; Porter & Sfeers; 1973). Al-
though exéeptions were noted, the reviéwe;s ¢oncludea,that the}data as
a whole supported-the underlying hypothesis that employees who were

" satisfied with their work,environmenf and job characteristics had a

strong desire to ‘attend work.
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wltpln the nursung‘populatlon, turnover has been studned ex-
tensively but few |nvest|gators have studled the~conceptually related
phenomenon’of absenteeism. This fact is " somewhat surprnsung glven the
.probable.influence of abSepteeism on cost containment and the quality
of nursing care (Myrtle & RobertSon? 1979). Moreover, the finding
that absenteeism -is predictive ef turnover~(Lyohs, 1972; Waters's Boach,

~

19795 has profound implicatipns for~increasing staff Tretention if these
flndlngs cah be replicated within the nursnng populatlon . |
Myrtle and Robertson (1979) contend that a hugh absenteeism
rate withln a nursing unit is symptomatic of deficiencies in either the
organizational climate, the work team, or the work content. EvldenceA
available from studie; of'both blue-collar and white-collar workers in
-the lpdustrnal sector supports - thlS contention and -verifies the ex-
. pected linkage between employee job satlsfactlon and work attendance4
(Garrison & Muchinsky, 1977;" Hrebiniak & Roteman, 1973; Porter & Steers,
l973)= Although studies of nurses' absenteelsm are limited, the em-
pirical data which are available support the negativevcorrelatipn of .
absepce behaviour with work attitudes (Jamal, 1981; Neumann, 1972).

In ‘pite of variation in constrdct definltion,vthe phenomenon
of absénteeis% has-most.often been operationali;ed as the'frehpency‘of
Withdrawal behaviour and measured accordingly (Hammer & Landau, 1981;
Muchlnsky, 1977) Support for this approach has been demonstrated
in the-work\ol P eaugh (1980) who evaluated multiple absence measures
and found the.freqdency measure most reliable.' It was considered mpre
stable over time than a measure of total days absent, since it was less

sens.tive to a single extended period of withdrawal and more reflective

of voluntary absenteeism.



Although the superiorit} ef,freqﬁency measures has been af-
firmed, multiple definit}ons and measures of absenteeism are pre—~
valent»in the ]iterature (Dalton & Perry, 1981; Fitzgibbons & Moch
1980; . Porter &.Steers; 1973). Considerable variation is also evndent
in tne time intervalAevef which the data are'obtained. Periods as
nrief as %our months have been used-by some researchers (Jamal, 1981),

whereas. others (Ilgen & Hollenbacn, 1977) have extended their assess-

.

.ment over an interval of a year and a half. ‘HaMmer and Landau (1981)

assert that three crlterla the organlzatlonal context, the behaviour
pattern of the research sample, and the index of measurement should
serve asbgu1de1|nes fon‘the selection Qf the_approprnate interval.
A~review of the satisfaction-absence‘literatu;e“feveals
variation not only in absence measures but in satisfaction instruments
as well. Some lnvesttgators (Metzner & Mann, 1953; Van Ze  t© & Kerr,
1953) utilized an overall measure of job_aatiafaction.while others
(Cheloha & Farr, 1980; Fitzgibbons & Mbcn, 1980) .measured facet satis-

faction. Both approaches demonstrated significant'negative correla-

tions. However, Waters and Roach (1971, 1973) and Newman (1974)

found absenteeism to be differentially related to separate dimensions

of job. satisfaction. Their studies revealed significant negative cor-
reiations with fhe intrinsic facet but failed to establish a simfkar
relationship between the extrinsic facet of job satisfaction and the
absence haviour of employees. . - .
As pfevious]y noted the absence research has been bivariate
in nature and the development of empirically derived mu]tivariate
models specifying absence aeterminants‘has been limited.(Fitzgibbons

& Moch, 1980). Given this orientation of the research, little has been

Lo



dfscoveredﬂabout the effect of fntervening variables in explaining the~

. L . ‘
[3

'consistent but rather low, correlatnons between absenteelsm ana\Job

LY

’.satlsfactlon found throughout the llterature (Hammer & Landau, 1981
Steers & Rhodes, 1978) ‘Those models that have been formulated .

‘postulate that attendance mbtlvatnon is determined by an emp]oyees

- job satlsfactnon as well as various |nternal and eXtetnal pressures to

-

;attend (Nncholson et al., 1976;.Fitzgibbons & Moch, 1980; Steers &

. .Rhodes, 1978).. Actording to.these modeTs~attendan¢e'is alsq’inflyenced

. / ’ : o : ' -
by the presence of competing demands outside the work settjng. The. s

fpossnblllty that the satlsfactlon absence relationship is moderated in
populat;ons compr ised of marr:ed female emp]oyees occupy ing mult|p1e

roles has not been‘exten51vely examined.

To date, the literature has largely assumed that job dis-

satisfaction is the primary cause of absenteeism. However, some inves-

‘tigators have failed to verify the satisfaction-absence relationship

and have attributed their findings to COnceptdal_and methodoloyical

uncertainties surrounding the absenteeism construct (l1gen & Holtenbach,

1977; Nicholson, Brown & Chadwick-Jones, 1976). It would appear that

further clarification of the relation- '» between organizational at-
R ' . : .
" titudes and behaviour is dependent upon the impr0ved'conceptualiza-

o

tion of both phenomena, and an evaluation of the role of moderating
! .

variables.

MEASUREMENT THEORY
Reliability ; Lo
Reliability is defined as ''the accuracy (consistency and

stabi]it?) of measurement by a test'" (American Psychoiogical Associa-

P
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tion, 1966 p. 25) rAccuracy inthis sense is the ratlo of true score

'.to observed score varlance (Kerilnger, 1973) and thus reprcsents

4

that proportlon of teSt variance whuch is. systematlc rather than ran-

. -

t o - M " . ’ _~‘ . - .\

- - : Lo .
: . ~

An” estlmate of random or measurement error variance may be

derived from a number of statistsca] technlques._ The maJority of

reliabiTity analyses center on the sampllng of |tems, time, or

-

obsenvers as the sources of ‘error (Schwab 1980) The rellabllity

coeffucnent obtatned thus reflects the equlvaience, homogenelty, ‘or g

stablilty ‘of an |nstrument. Se]ection of the approprlate technlque is

~

guided by the nature oF ‘the data and the researcher s interest

o

knownng the stab|iity of various sources of varlatlon.-

A statlstlcai model Wthh is pertinent to the construct

-

exam:ned in thIS study is Cronbach's (1951) alpha, The aipha‘co-'

y

. efficient is the degree of lnternai consustency or homogeneity'of a f

test and refiects the degree to which a'5|ngle construct'has,been .

measured (Ferguson, 1976)

s -

Even though the reilablllty estimate |s consudered'an in-.

'diéator of conS|stency, it is-only a measure:of stabie varlance and

~ .

may include systematnc, stable contamlnatlon.- Consequently, rell-

- Pl

ability is considered‘a necessary but not sufficient condltion.to S
ensure the validity-of an instrument. - - . S

val idity e

Vaiidlty is the essentlai concept in measurement theory and

has been deflned by Thorndlke and Hagen (1961) as “the extent to ‘which

'a test measures what we actuaiiy wush to measure“ (P.- 160) ... Methodolo-

gically, ‘reliability reflects- agreement between one or more measures

-
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of the same attribut  obtained by maximally similar methods, whereas
validity pertains to the agreement of\independent me thods of\measure—
ment desngned to measure the: same attrlbute (Campbell & Flske, 1959).

“Fundamental]y, a]l procedures for determlnlng test valldlty

a

are concerned with the relationships between performance on the test
and other independently observable facts about the behaviour char-

acteristics under consideration (AnastaEi, 1968, p. 99). The

4

- 'specific procedures employed pertain to the assessment of four types

v

- of validity: face, content, criterion, and construct. In the follow-

ing discussion each of ’these forms of validity will be discussed.

Face Validity

“Face valldlty refers, not to what a test necessarlly
measures, but to what it appears to measure“ (Anastasn, 1954, p. 127).

In a crrtical reviewvof the concepts of face valldlty Mgsuer
(1967) conciuded that three meanings -were commonly attributed to the -
term: _validity by_assumption,vualidity by appearance, and validity by |
definition. Although superficial]y similar, Mosier (1967) cautioned
that the lmpllcat|ons of these meanings were widely dlverse

While expressing a number of reservatlons concernlng ueage
of the term face validity, Mosier (1967) did acknowleage that valldlty
by appearance was |mportant. “It is hlghly deSIrable that a test
possess not only statistical va1|élty, but also, as an added at-
tribute, .the appearance of practicality" (Mosuer, 1967, p 218) Thusii
the acceptability of a test by subjects as well as lnvestlgatqrs fe
Vinfluenced by»the exteut to which it'appears beth praética],and
relevant for the purpose iutehded;'end as such is worthwhile to

es$abl@sh.
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Content Validity

.

adequacy of the content - the substance, the matter, the topics - of

"Content validity is the representativeness of sampling

a measuring instrument' (Kerlinger, 1973, p. 458).
A common methodological approach for obtaining content
L3 ‘J :

validity is-the subjective judgements of individuals believed to be
experts in the content aréa; These experts éva]uate test items in |
terms of their reprgsentatiyeness of the sampling of the universe,
and fhéir'relevgncg to the construct being measured (Kerlinger, 1973).
The exéerts are ggided in their judgement by a definition of the
universe of content, and §n explication of the ratiéna]e underlying
the iﬁstrumen; (Kerlinger, 1973; Selltiz, Wrightsman, & Cook, 1976).
A minimai]y acceptable level of agreement 'among a panel of indebéndent
judges ﬁor>determining théﬁkeyen;ion of any one item“must be égtab;
Vished a priori (Hazlett, 1975). )

The fmporfance of content‘vélidity as a foundation of other
forms of validity has been emphasized.by Ebel (1979). lCriterion (con- *
current and predictive) and cénstruct validation are viewed aé a

logical extension rather than an alternative to the subjective eval-, - .

uation of an instrumcnt's content.®

A4

Criterion-Re!  Validity
Ctiterioﬁ-related vall "’ 2fe ~ to the degree_éf con-
sistency between a test score and an - ¢ ‘nal variablé or criterion

(Kerlinger, 1973). The criterion provides ''a direct and independent . .
measure of that which the test is designed to predict! (Anastasi, 1968,
p. 105). The relationship between test and criterion scores is COm- oL

N



monly expressed as a correlation coefficient and provides an empirical
estimate ef the instrument's validity or the degree to which a pre-
dicted relationship is demonstrated in the study findings. The
essence of this approach to validation lies in the utility of the
instrument as a predictor rather than its ability to measure a specific
theoretical trait. -Campbell and Fiske (1959), however, have clearly
shown that simple convergence (as indicated by a predictive relation-
ship) is indeed insufficient unless appropriate discimination
(divergence) can also be clearly established for those attributes which
shouldlnot{ theoretically;‘have any relationship.
. Two forms of eriterionfnelated validity have been identified:
concurrent'and predictive. The former refers to‘the reTationship
between‘test and crlterlon scores when -both measures are admlhlstered
s:multaneously, the latter pertalns to the correlatlon of scores when
- the crlterlon is measured at a later date (Mehrens & Lehmann,v1973)
Although thlS dlstunctubn has been made on the basns of tlme relatlons
between crlterlon and test measurement Anasta5| (1968) has emphasuzed
.\‘that the term-preductlon may be “used in the broader sense to refer to
predtctlon from the test’ to any erlterlon sutuatron, ‘or- in the more
limited sense of prediction qver a time interval? (n; IOS).

| fThe;eSsential but‘problematicbasneqt'of concurrent_and«

bredlctlue val!datdon is the identizi;atibn of a valid eriterfon.
‘measure. 'Mehrens‘and Lehmann'(l§73) have described three charac=
terlstlcs consndered desnrable in these measures.-‘First the |
criterion should be relevant. Although thIS quallty rests on a

value Judgement lt is |mportant “to ascertain the degree to which the

‘criterion reflects the ultlmate criterion. Second, the/zrlternon must

~
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be reliable since validity is attenuated by the reliability of either
the criterion or predictor measures. Lastly, the measure should be
free from bias or contamination which occurs when the criterion score
is unflueneed by knowledge of the predictor score; (in fact, Campbell
and Fiske (1959) had earlier established this point by emphasizing the
neeo for two or more independent methodslof assessment before any

validity estimate can be established).

Construct Validity

In their semlnal work on construct valldlty Cronbach and
Meehl (1955) def4ned a construct -as" “some postulated attrlbute of

,people assumed’to be reflected in test performance (p. 24]). A con-

struct is a150‘|mp1|cmtly deflned by the network of propositions-

N

(nomologlcal network) in which it occurs (Cronbach & Meeh] 1955). As

such ‘a construct is necessarlly a non- operatlonallzed phenomenon, but

" .one which has the most utlllty because of the |nherent generallzabllnty

prOV|ded by the nomologlcal network. _
The purnose of construct valldatlon is to determlne the
Adegree to whlch the construct, as deflned |n the nomologlca] network
accounts for‘the varqance in test performance. ThlS form of |
validéty;'because of . its theoretical basis, is not '"proven' or
“veruf;ed“ but rather supported or not- supported by the test results

" (Polit 8 Hungler, 1978) ln those |nstances where construct valldlty

is lackLng, the. test and/or the underlying theory has to be questioned

in the |nterpretat|on of results. '

Several statistical techniques to estimate construct

validity have been described (Cronbath & Meehl, 1955). Among these

L6



technnques, factor analytic methodology is prominent in studies de-
signed to assess organlzatlonal behavnqur. Factor analysus is a
descrietive procedure which identifies clusters of related variables.
A series of measures are correlated and then factored by their commoh
variance to deternﬁne the humberbof dimensions the test space occupies.
When these common variances (dimensions) are ﬁhterpretable.giQen the - =
construct Qt interest, -a necessary but insufficient basis exists for
supporting va]idetidh. The underlying dimensions.or traits are\re-h
ferred to‘as factors and are linear combinations of the variebles.in
the data metrix (Pelit £ Hungler 1978). Faemor analysis therefore,
A provides an empirical’ method for assess:ng the dlmenSIOnallty of a
measure, not unllke the use of alpha for establlshxng reliability.
However,Aas |nd|cated'above,-the model provides only necessary evndence,.
nottsefficient evf&ence,ifor theﬁestabliéhhent of construct validity.
Construct‘}a]|d|t;pmay also be assessed by comparing the
test seores of contreSted‘groups (Anastasu 1968; Cronbach & Meehl,
1967) . Support for test valndlty is obtalned when ‘the results vernfy
the researcher s expectatlon that the groups wul] dlffer These ex-

peCtations, of course, are based again on the theoretlcal underpinnings

related to the construct and its associated effects.

SUMMARY OF CHAPTER

N

[n this chapter, selected literature pertaining to the ob-
jectives of this iavest?gatidn was reviewed. Following a deseription
of the hrstorical trends in research, a d%scussion of the current
theoretical and’methodological issues underlying the measurement ofh

job satisfaction was presented. It was noted that a single preferred

conceptual model or operational strategy for the measurement of the
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construct is not evident in the literature; Furthermore, criticism
“has been directed toward fhe fai{ure of researchers to as;ess the
psychometric properties of instruments and it has been strongly.re-
commended that the measurement of job satisfaction be more thoroughly
explored. Future studies éust bevdir;cted toward the validation of
iﬁstruménts using the multitrait multimethod strategy described by
.mpbell and Fiske (1953) if a definitive answer to the measurement’
question is to be found.

iTheéa#seSsmgnt of job satisfac£ion as it pertains to nuréfng

.per§onne] was-élso reviewed and it was noted that the validity of in-
strumentat ion waé infre&uently evaluated. In those studies where re-
searchers did estimate an instrument's validity, the procedure was
',}ihited to a monot%ait‘honomethod approach.

Thé chapter concluded with a review of selected.cofre]ateé
of'job.satfsfactiQn ;ndba discussion of the principlés of measureﬁent
;heory. ‘ .

7 The intenf in this ‘investigation was to validafe a scale
désfgnedrtb.me;surg thé job §atisfacpion of nursing perspnneli The
" folfowiné‘gﬁapfgribontains a description of the instfument‘and the

~

4’ models’emp}oyed to assess the validity of the measure.
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CHAPTER 111 = -

METHODOLOGY

- INTRODUCTION

The purpose of this study was'to evaluate thevvalidity>0f an
instrumenthdesigned to-measprevthe job satisfaetion of nursing'per-‘
sonnel., The data'obtafned from a pilot study were used to develop
an instrument.designed to reflect the intrinsfc and extrjnsic dimen-
sions of the job satisfactfon construct. Content;‘construct, and
criterion—related vafidity‘ofrthe instrument were assesseduin.order
to estlmate the apparent worth of ‘the scale as a ‘measure of these two
facets and/or faetors of job satlsfactlon._ In thls chapter the
_methodologydemployed to estab]j;h these’three valldlty estimates is

presented.

o © ""SUBJECTS OF THE STUDY

E Thns study was restructed to the populatlon of reglstered
nurses. employed by the Cross Cancer Instltute, Edmonton, A]berta The
lnstltute is an actlve t reatment . hospltal desngned for the care of

. Af, -
patlents wnth mallgnant dlsease
The study subJects lnc]uded both staff and superV|sory
nursfng personnel employed in various areas thr0ughout ‘the hospital.
Both full ~time and part tlme nursnng personnel were regarded as

1|g\§;e for partICIpatlon in the study - Part tlme employees were de-

fined s\those who worked’ less than 37.5 hours per week (the normal

“work week for full-time employees)

Nurses employed at the Institute less than- three months were

" excluded from the study.on the assumptlon that valld evaluatnOns of

b



"job satisfaction and role ambiguity would not be obtalned from this '

group. -

INSTRUMENTATION

I. c ‘

-The questlonnalre utlllzed in thls |nvest|gat|on was desugn- -

ed'tohmeasure nurses' job\satiSFactlon, Selected demographlc vari-
ahles‘as.well as measuresvof role.ambiguity} duration of.employment,
‘absenteeasm,'and lntent to leaye the organlzatlon uere also incor-
" . porated ‘so that the crlterlon and construct valldlty models suggested.
by Cronbach and Meehl (l955) could be used to determine the apparent
ValldltY of the JOb satnsfactlon measures B S |

| As |nd|cated lnvthe llterature reylew, no_yalidity\estlmate
can'be'estéblished wlthout'the,use of lndependentdcﬁiteria.irln this‘
"regard thlS partlcular study is sound. however, it has also been
‘noted (Campbell & Flske, 1959) that |ndependent methods, numberlng
- at! least two, must also be employed along with the use of more- than

one:construct so that not only convergence ‘but approprlate dlvergence

caH’be established in that thlS study has |ncorporated only one -

method (a pencnl and paper survey rnstrument) th|s study is not sound.

Holever | |n that Cronbach s and Meehl's (1955) models f, establlshlng'

. nec%ssary condltlons for- valldlty were done, this. study desngn ls_~‘

'justified A prlorl,\lf the 5cale falled ‘to. meet at least the theore-'\

i

tical condltlons lald out by these latter authors,,there would be no

[

: need~to pursue the sophlstncated and costly measures requnred by the

.suff|C|ent design descrlbed by - Campbeld and Flske (1959) of course
lf Fruntful results were obtalned the need for thls addltlonal
research.would_bejapparent,

.
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Job Satisfaction ) | . .

The construct of job satnsfactlon has been studled within the
context of various theoretical models (Korman, 1971; Locke, 1976). ‘A
trend:toward increasingly complex models or the combjnation of models
has become evident fn the past two decades as investigators have recog-
nized the complex nature of job satisfactipn. To date, individual
models have not Séen”found to ekplain a substantial amountlof the
‘observed variation in job .satisfaction (Smith et al., 1969). For this
reason fhé model developed by Porter and La:Ter (1968) which evolned
from both need and expectancy theories was selected for use in this
s tudy. |

The instrument employed to measure jbb satisfaction was

based on the measure designed by Porter and Lawler (1968) and later

modified by Munson-and Heda (1974) for use  in the hospital setting. A

__copy of thé instrument.is,provided'in Appendix I.

The modified instrument of Munson anqueda (1974) was nnm-

» prised of four theoretlcal facets of satlsfactlon “The intrinsic
category consusted of items which were conceptualized, as satlsfiens

of self-actuallznng needs;t The second category, deflned as extrnnsnc;
contained those items related to the context of a job such as working
hours and salary. ltems pe}taining to the satisfaction_of'ego needs
were Classified in'fhe third category of involvement. The final cate-
gory, defined-as intefpersonal, consisted of items reflecting satis-

faction of the need to belong.

-

The format of the questionnaire was identical to the original

) . ) ( 7 . ) ,
Porter and Lawler (1968) measure. Twelve -job attributes were listed

and for each item or attribute a series of three questions were posed;
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(a) How much is there now?; . (b) ‘How much shouid there be?; and

(c) How important is this to you? Subjects were asked to respond to
each question using a eeven point rating scale. The ratings Qere

then utilized to derive three separate scores. The response to
question (a) was considered an evaluation of the goodnessiof job
conditions. The (b) response minus the (a) response was defined as

the measure of deficiency in job conditions, and this meaaure weighted
by the (c) response was interpreted as the dissatisfaction score.
Limited evidence to support the reiiabiiity and construct validity oF
the ‘nstrument has been presented by Munson and Heda (1974). Sufficient

evidence, however, has not been demonstrated in that the convergent

and discriminant validity of the»scale was not assessed.

Piiot Work

In order to"ensure-the appiicability}of the instrument to !
the oncoiogy setting as well as ensure the nurses'.co—operation in
compieting the questionnaire some modifications of the scale and pilot
testing of the same was undertaken. Whereas, the Munson and Heda
questlonnaire was composed of two parts - the flrst contalnlng ques-
‘tions (a) and (b), the second containing question (c) - for the pilot
study, part two was eliminated and all three questions were posed to-
gether. This change was intended to improve subJect co-operation by
reducing the apparent length and time required for completion of the
questionnaire by the respondents In addition, the range of the
ratlng ‘scales was reduced from seven to five in order to minimiZze the
tendency toward a response-set (Guilford, 1954).. For questlons(a) and
(b) the verbal descriptions of ""none at all" and "max imum'' were re-

tained to anchor the extremed of the scale. For question (c) the
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phrases ''not important' and ''most important' anchored the scale and

replaced the individual descriptors (among the less important, of some

importance, middle range of importance, among the more important,

among the most important) used by Munson and Heda (1974).. //

A major investigation undertaken in the pilot study was the
examination of Munson and Heda's scoring method. . As previously dis-
cussed the use of difference scores may be cg idered highly question-

o 29 \ .
5 .assumed that the

. able on the basis of diminished féLigE?1

responses fo'questions (a) and (b) woul.

RALES !
the difference measure would be unreli@bles

“

ponses to questions (a) and ~(b) were instéaafusﬁd.iq a regression
analysis ta determine a residual score defi;;d\as tﬁe“deviation of an
‘observed Y from an estimated Y value. The discrepancy score Was “hus
redefined as a residual_score obtained‘gy uéin§ the requnse$ to
questions (a) and (b) and the predicted respoHse to quéstion (b) to
yield the residual score. That part of the (b) score which cannot be
predicted using the (a) score is th& residual.
All of tﬁe instruMéAt modifications were precipitated by the
_nature of the research -questions, and\the desire to reliably measure.
job satisfaction in a nursing épecialfy not previously invesffgated.
On completion of thg pilot study the construct valﬁdity of
~the instrument was assessed by means of factor analysis. The a priori
assumptidn that the instrument measured four separate facets of job
satisfaction was not supported}"lnstead, two factors emerged which

" were identified as intrinsic and extrinsic and apbeared to relate to

job content and job context factors respectively.

The finding that the factor solution did not replicate the

¢
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hypothesized facets of the insfrument suggested that the facets con-
verged or were inconsequenfial as key dimensions of the universe called
job satisfaction. It was concluded that fhe broad categories of job
content and job context may be relatively easier to measure than th;
more refined facets of interpersonal\and involvement characteristics.
Sihce-factor nalysis of the pilot study data did not support
an a-priori postulate tthat four satisfaction dimensions (correlated or
uncorrelated) existed,'the‘questionna}re was accordingly reduced to
&
focus in on two dimensiohs; " To improve construct validity the instru-
ment was reconstructed using factor loadings of each item on eitﬁgr of
two dimensi;qs foknd in the bilot study. Iltems with factors loaa%ngs
.ss than 0.4 were replaced. Newly developed items wére those most
_frequeﬁtly documenped in the literature as determinants of nurses' job
satisfaétfon/dissatisfaction and were consistent with the hypothesized‘
dimensiong.
| The revised‘fnstrument was designed therefore to measure two
i
dimensioﬁs of satisfaction namely, intrinsic and extrinsic, and

acéording]y contained only items relevant to the job content and job

context of nurses employed in a hospital setting. The format remained

identical to that previously noted. For each job attribute, the series

of three que;tions was posed and subjects were asked to respond oﬁ a
five pofnt rating scale.

\EonceptuaITy distjntt measures of sgtisfaction/dissatfsfaction
were derived. First, satisfactioh was operationalized as need Fulfill-
ment or the sum of responses to“questionm(az;how much is there now?

These scores,ére identified as A scores throughout the study. Secondly,

dissc -isfaction was measured as a residual score using the response to

o

pars
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 of the imhlicit weighting ascribed by fhe respondent, then the A

- question (a) to predict the response to question (b) as previously

described. These scores are hereafter referred to as thé B residual
scores. The third scoring technique utilized in the study is'the A
scores weightea by the importance scores. The importance weighting’
was deferminedAgy thé.response to question (c) ”howbimportantvis this
to you?'" These scores are referréd té as the Weighted A scores. The
fgnal measure of satisfaction wés a residual score obtained by pre-
dicting the response td question (a) qsing ﬁhe respons; to'questfon -
(¢). These scores are referred to as the A Residuaf scores. The
rationale for obtaining the A Residual score is the failure of organi-
zational theorists to resolve the issue of importance weightings as
previoﬁsly discLssed. The calculatfon df this sﬁore addresses‘the.

question by deriving a measure of need fulfillment not predicted by -

importance. That is, if importance weightings are redundant by virtue

J

Residual score will be free of that part of the A score influenced by

importance.

Role Ambiguity

An instrument developed by Rizzo et al., (1970) was used to

measure nurses' peré@ptions of role ambiquity. The scale developed by
these investigators evolved from the earlier work of Kahn (1964) and
his associates who -proposed the existence of two separate dimensions

of the role stress construct which they identified as role ambiguity

and role conflict. Role ambiguity was opgfationally defined in terms

of deficigncies in '*(a) the existence or clarity of behavioural re-

P RSN

quirements serving to define role behaviouvi;*and (b) the predictability

of the outcome of one's behaviour! .(House & Rizzo, 1972, p. 479).
B 3, ’

-
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The items comprising the instrument were designed to assess
the subject's certai.ty about work d'uties, level of authority,
allocation of time, relationships with others, as well as the clarity

of organizational'policies and the reSpondeﬁt's ability to prediet

behavnoural outcomes (Rizzo et al., l970) : . f;;ﬂ
The instrument consists of six items to whlch subjects res-

pond on a seven gﬁint scale ranging from very false to very true. The
arithmetic sum of responses (reverse scored) yields the total role ‘

- ambiguity score.

The.reliability and validity of the role ambiguity scale has
2 4] '
been assessed and reported by several |nvest|gators (Breaugh, 1980;

i
House & RIZZO, 1972; Schuler et al,, 1977 Szllagyl et al., 1976;

Keller. l976) The most. comprehensnve examlnatlon of the scale s

. \u ‘>
psychometric- propertnes has been condhcted by Schuler et al (1977)

la" .

These |nvest|gators evaluated theﬁfantor structure, test-retest and
'lnternal rellabllltles, coeffncnents af congruency, and correlatlons

" - with attltudlnal and behavuoural varlables using diverse employee
samples from four separate organlzatlons. Internal consnstency rell-

R 4

abilltles exceeded 0. 7 in all but ome sample, which reflected the
) R

findings of numerous other studies (Bedeian & Armenakls, 198l Posner
& Randolph - 1980; Schuler, 1975). Moreover, coeffncnentS’of'concor- :
dance for role ambngunty, the five facets of satlsfactlon, employee

expectancies, and 1ask characterlstlcs lent support to the scale s

—

construet,validity aS'did the correlations between role ambiguity and
the task charatteristios and expectancy measures.

A modifncatlon of the instrument - the deletlon of tn§'5ﬁxth
&

item - was undertaken in an attempt to improve the clarity of the scale.

o
P

1
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Thus, possible scores for the modified five item measure ranged . from

five to thirty-five. ' . o - - N

Inteht to Leave

+

Recognition of the odnsistent re]ationship between job dis-
satisfaction and an employee's'intentfdn?%o withdraw from‘the orgzniza-
tion has resulted in the‘w?despread use'of this variable in industrial

" research (Kraut,:iéjs; Martin & Hunt, 1980; Waters & Roach, 1979). While
some variation in the'measurement of this construct has been e. ‘ant,

" most frequently respondents are asked to lndlcate, (vna Likert scale)

the probablllty of future voluntary terminatlon from emplayment Re-

ferences to future termlnatlon have ranqu from two to five years, but‘

»rggardless of the time perlod specuf:ed, consustent correlatlons wuth

job'dissatisfaction have been documented (Nicholson, Wall & Lischeron,

. G

1977) .

For the purpose of this study nurses termination'intentions

-

were e]IClted by asklng the subJects to |nd|cate on a flve point rating

- scale the llke]lhood of voluntary termlnatlon of, thelr employment in

,";'i" o .

/ P
5 T

nursnng poput§%1on ag Opposed to other occupational groups suggested

the necessuty of thls change " (Donovan, 1980).

.

P

»v‘,i .
Bl
A

Absenteei si SR R
AL LL L A : ‘ e .
S As suggested in the literature mu]tlple measures of ahsen-

,}" . )

.{eelsm were employed in this study (Breaugh 1980 Cheloha & Farr,,

]980 Muchlnsky; 1977) Three mea5ures Ed casua] absence, general

o




Jamalg l98ﬁh Muchtnsky, 1977).

i

absence;'and the.frequency of absence - were selected on the basis of

thelr prevalence throughout the research literature and thelr demon-

strated relataonshlp to job satlsfactlon (Fitzgibbons & Moch, 1980

/1 ol .'\:"

v 3‘.\\3 i

AL Absence frequency was deflned &s the total number of absance

perlﬁds over 3 one year lnterval f*tasual absegce was defined as the

,: -

‘ftotal ﬁumber of hours abSCnt,‘over a one year period, when the

o

duratuon of each absence was thee days or less. General absence was

deflned as the total number of ‘hours absent over a one year perlod

wio
i ,S

- ‘when the, duratlon of each absence was greater than three days.

4

L 7z

The dlstlnctlon between casual and general absence was based

on the studied Institute's sick leave policy whlch stated that nursesTS__

who were absent periods of three days or less were not requured to
present a medical certlflcates‘.Casual an aneral absence may have
reflected therefore the”dlstinctlentities”of voluntary agd involuntary
wlthdrawal respectlvely

The absenteelsm measures were calculated followung a review

of each SUbJect 5 work attendance record for the year precedtng the

i

vstudy. For those nurses. employed leSs than a year the absenteeism

measures were prorated. = SR . #

. DATA COLLECTION S

Permission was obtained frOm the Director of Nursing,

Cross Cancer lnstltute to conduct the study

The names and work ﬂpcatlons o? the study population were

“obtained from the Darector of Nursing. prlor to the dlstrlbutlon of

Bl

gquestionnaires. In order to correlate the lnd|v1dual satlsfactnon and
&
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prd .
absenteeism data the questionnaires were coded wmericaily for identi-
fication purposes. Personalized questionnai-es fnr each subject were
distributed to the appropriate work setting. . ided with the
questionnaire was a covering lettter (Appendix 1) which explained the

purpose of the study and the importance of response, and also provided

an assurance of confidentiality. B g -

i
A

Participants in the study were selected on the basis of two

criteria: tenure and nature of{employment. Subjects were restricted

to the registered nursing staff employed in supervisory and non-super-
. .

visory positions whc had been emplq@&d in the study setting for greateﬁ
. » Sy

than three months. All 102 subjectsvwho met these criteria received

questionnaires.

ESTABL I SHMENT OF RELIABILITY

Cronbach's ~ 351) a]phé coefficient, a measure of ipé@rnal

consistency, was used to determihe the reliability of the job satis- Lt

faction instrument. Assuming that the questionnaire,measured theit\\'

‘multidimensional nature of the satisfaction construct one woulid expect

N ) B
 he value of the alpha coefficient to be relatively low since the

internal consistency may be interpretéd‘as the degree to which an’
instrument measures a single trait (Ferguson, 1976). As such the

alpha coefficient of each set of items intended to measure extrinsic

and intrinsic factors of satisfaction was also calcu1atedf;;Enagjustéd
B ! . . ( .

for test length (via;Spearman;Brown‘Prophecy Formula) so that com-
parisons could be maéé. | T - &

»The re]iabhlkgy‘;f.the_;ritefion measure,>;ole ambiguity, was
alsé.ass;ssed using;CronbacH's (1951) ajpha coefficieh;. ' 3

R

’

-

-
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ESTABL ISHMENT OF VALIDITY

Content Validity

Content validity was assessed by submitting the instrument to
a panel of three experts for examination of the items with respect to

clarity, ambiguity, ease of .understanding, and relevance of the confent.

. -th
e in addition, the panel was asked to comment on the representativeness
Y. oo . ofathe items as they pertalned to the hypothesuzed facets comprising
the instrument. To faC|1|tate this request the letter accompanylng

the questionnaire described the theoretical model under]ying the

instrument's format and categorized the items_ascribed to each facet.
“The panel was.selected for their expertise in nursing and

organizational Behaviour, as well.as their familiarity with the'study

-
g

setting. Each member was a registered nurse who possessed research LA

L4

experience. Two members held senior administration positions at the L
'bospital étudied, and the third member held an academic position in
" the Department of Health Services Administration, University of Alberta.
‘ Two-thirds agreement as’to the iteﬁ]s worth was requested as

the a priori criterion for inclusion of questionnaire items.
©
Construct Va]idfty

The statistical procedure of factor analysis was one tech-
nique ueed to estimate the construct velidity of the job satisfaction
questignnaire. The intent of this approach was toﬂdetermiﬁe tHeyextent
to which the a priori conceptualization of jobvégtisfaction correspond=- <
ed to empirically derived factors. Both orthogonal and oblique

technlques were employed in an effort to flnd the most lnterpretable

’ LS

solution. |If the questlonnalre measured the multndnmensnonal job

sétisfaction construct as operatlona]azed in this study a two factor

iy /‘}
e, 224
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solution would be expected. B

To further assess the degree of construct validity a one-way
analysis of varianc; was employed to examine the mean differences
between grdups. Nurses employed in a supervisory capacity were
?xpected to report a higher level of job satisfaction thahusiaff

nurses working on in-patient units.

Criterion-Related Validity

The degree of concurrent or predfctive validity attributed °

to an instrument is derived from the correlation of that instrument's

scores with a criterion. The essential, but problematic, aspect of

this approach is the identification of reasonably reliable and valid
criterion measures (Schwab, 1980). In this study, four measures. were
judged to be suitable: absériteeism, role ambiguity,‘intenf to leave,
and teane or duration of current‘employment; These vaﬁjablesvwere'

selected on the basis of 1) their primarily objective nature,

2) their widespread use in empfrical research, and 3) their docu-

Y

. mented psychométric‘propefties.

‘To estaﬁiisﬁ the degree of predictive validity of the job

sapisfattion'quéstigpnqire multiple Eégression analysis was :employed.

Each of the criteﬁionumeaﬁbrés was subjected to analysis with all of
’ g? . v . | - K] .

. the job satisfaction.5core$.' Factb&-séoréé were also subjected to a

B 2 ed, N
~r "

regression\analysiS;togdeféﬁyﬁne,if théi? scores were more predictive

of the criterion measures than the raw sat?sfactf@nfécores;
SUMMARY OF CHAPTER

~

A questionnaire intended to measure-job $atisfacfioﬁ? role
ambiguﬁty,;thent to leave, employee tenure, and selected demographic

@]



/
variables was distributed to supervisory and non-superVY!sofY nursing

staff at the Céoss Cancer institute.
a

A modified forn of the job satisfactibn insgfumenNt developed
by Munson and Heda (1974) specifically for nursfng personnel uas
utilized. Modifications were undertaken with a view @ th€ study popu-
lation, and on the basis of data derived from a pi]of studY. The
content validity of the instrument was -assessed by a p2hel Of nursing
personnel, and -the criterion-related and construct validitY were
evaluated through the statistical techniques of multipIe ré§ression,
analysis of varian;e, and factor analysis.

The results and interpretation of these analYSes dre con-

tained in the following chapter.

“
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CHAPTER LV

<. PRESENTATION AND DISCUSSION OF RESEARCH FINL NGS

ENTRODUCT | ON

- The purpose of this study was to estimate the degree of-

validity of a scale designed to measure the job satisfaction of
. : iy

" registered nurses. The scoring format of the instrument provided three

separate measures of job satisfaction, and one.measure of job dissatis-
faction each of which was examined in terms of its validity. Addition-

ally, two subscores tor each of the four scoring methods were also

b

"calculated, in order to examine the a priori pastulate that the in-

strument yielded a tWo’dLménéﬁonal solution =-i "}yfgxtrjnsic‘and

¥
Ve R
i

intrinsic facet measures of job satisfaction. g4

The reseafch_findings and interpretation of data ahalyées

‘related to these various investigations are prasented in this chapter.

" part-time staff in supervisofy-(excludiﬁg the pirector of Nursing) or

subjects, each of whom received a questionnaife with a personalized

F

Characteristics of Respondeﬁts

Potential respondents had been identified as full-time or

nor-supervisory positions, and who had been emplioyed in the study
. 2 - ’ . . ..' )
setting for greater than three months. These criteria were met by 102

“

covering letter sent to her at the work setting (cf. Appendix I1).
Of the 102 potential respondents, 62 returned usable ques-
tionnaires, yielding A response rate of 61 percent (see Table 1).

Twenty-one of the subjects were responsible for out-patient care and 29 .

-

" were employed on in-patient units; the remaining 12 nurses in the

sample held: supervisory positions.
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ﬁ?'g? The largest proportion of respondents (41.9%) had five to ten

years of full-time nursing experience. The length of nursing exper-
ience at the Institute ranged from six months to 14 years.‘ Approxima-
tely 6 percent of the respondents had been employed two years or less,

27 péfbeﬁt had three Xp five years experience at the Institute, and 16 .
percent reported six to l4 years of employment. | .
Nine-ééSpondents held baccalauréate degrees, 48 we}e educated

. at the diploma level, and the remaining five had obtained other types

.of post-diplomabeducatiéh. Nurses employed part-time represented 45.2 /“v

percent.of the respondents.

In respoﬁse to tHe question concerning intent to terminate
employment within the next three years, 1.6 percent of the respondents
indicatéd that termination was a certainty, 19 percent thought it was
probable, 22.6.pefcent were not 5ure; L4o.3 percent indicated that they
probab]ijould not leave their pregent ;mployment, and ib.L percenf

' were'Fgrnain théy would not terminate employment. o A>{;
‘Further descriptions of the respondents' characteri;tics.are N

outlined in Table 1.

Results of Statistical Analyses

Establishment of Content Validity

As noted in the preceding chapter, aéJa.obtained in the pilot
study had been used to revise~the questionnaire for use in this inves-
‘tigation. An interpretation of the factor analytic sdlution done on
the %ilot study.data suggested that four satisfaction dimensions did
not'exist, but rather that thevitems appeﬁred to relate to two |

dimensions identified as intrinsic sources and extrinsic sources of



g

TABLE |

CHARACTERIST.ICS OF SUBJECTS

n= 62
VoA
RELATIVE
ABSOLUTE FREQUENCY
CHARACTERISTIC FREQUENCY PERCENT
. - l — \/\/\’\
. “\ v
AGE : 20-29 years 30 48 .4
30-39 years 24 38.7
| 40-49 years 7 11.3
. 50 years and over ] 1.6
N
EDUCAT |ON RN 48 774
' BScN 9 14.5
Other 5 8.1
EMPLOYMENT Full Time 34 54.8
STATUS Part Time 28 k5.2
) P~
JOB In-Patient 29 46.8
SETT ING Administration 12 19.3
.Other 2] 33.9
o . \/\/V\L
.Q‘
DURATION OF - 0-2 years 35 56.4
CURRENT 3-5 years 17 27.4
EMPLOYMENT 6-14 years 10 16.2
YEARS 0-4 years 2h 38.7
|.NURSING | 5-10 years 26 41.9 ,
17E§PERIENCE 11-26 years 12 19.3
) ‘/\/\’\q-
INTENT T0O Certainly 10 < 16.1
REMAIN Probably 25 4o.3
Not Sure 14 22.6
Probably Not 12 19.3
~ Certainly Not 1 1.6
\/\/"\L

P
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'validity was- achieved. : J/

66

job satisfaction. The questionnaire had been reconstructed theréfore
and items with factor loadings less than 0.4, dropped and replaced.
Newly developed items (numbers 3, 5, 6, 7, 15, 16] we;e belLéved‘to
be éonsistent with the two hypothesized dimensions‘and equalized the

number of items ascribed to each factor of intrinsic and extrinsic

satisfaction. Thus the revised instrument was comprised of 16 items

which werescategorized as follows:

Items reflecting intrinsic job satisfaction:.
1, 2, 4, 7, 8, 13, 14,16
| tems reflectiné extFinsic job satisfact}on:
3, 5, 6,9, 10, 11, 12, 15 ' S/
This ;evised instrument was submitted to a‘panel of three
judges for evaluation concerning élarity, redundancy, and relevance.

There was complete agreement among the panel concerning the relevance

b

of each item. All 16 items were regarded as focussing in on critical

determinants of job satisfaction and/or dissatisfaction. The panel was

also in complete agreement concerning the allocation of iwems to the
o

intrinsic and extrinsic categories defined by the investigator.
~The judges also agreed that the content of the items were - | -
Y ' ' '

representative of the universe of job satisfactic  or nurses. One

judge suggested an additional item for consideration.but recognized

that it might be specific to the study setting of this study. For this
& ‘ :
reason the item was rejected by the investigator. 5

Thus comments obtained from the three content expéerts who
evaluated the pi 6t study instrument as well as the actual question-

naire utilized in this study sigg od a reasonable degree of content

g
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Establishment of Reliability

The reliability coefficients for the job satisfaction in-
strument were estimated using Croﬁbach’s alpha. For each of the
scoring tecﬁniques employed, the following results were obtained:

A Scores (the sum of responses to the category of guestions
Jabelled (a) '‘how much of the characteristic is
there now cennected with your jeb?“: 0. 83191

Veighted A Scores (the sum of the A scores after each 'was
weighted by the response.to question (c) 'how
important is this eharacteristic to you?'': 0.82862;

*

A Residual Scores (that part 'of the question (a) response
which could not be predicted using the ré:poise to
question (c)ﬁ% 0.82735; |

B Residuai Scores (that;parf of the question (b) response

: “th much ff the characteristic should be connected
with your JOb?” which could not be -predicted using if
the response to questlen (a)) 0.78516.

Cronbach's alpha'is a measure of unifectoredness or internal

consnstency, and the high coefficients obtained were suggestive that

the satlsfactlon |nstrument was greatly influenced by a measure of one

factor. Desplte thls however, the presence of weaker factors, and

3 .

additional factors in the satisfaction scale, could not be reJected

at this stage of analysisf

.

Given the a priori postulate fhat‘the questionnaire measured
an' intrinsic and extrinsic dimension of job satisfaction, the reli-

ability of each set of. these items was also calculated. The alpha co-

efficients of the assumed intrinsic and extrinsic items were obtained -
';‘~" o . . < u s ~:<"r#

. coT oS



for each of the four scoring,ééchniques. Since reliability is a
function of length, the Spéérman-Brown Prophecy Formula was employed to

adjuét the calculated alpha coefficients to the total scale length

(i ve., .number of items was gight for each subscore but the adjustment

assumed 16 items). s
. ’ , , ] % '
Intrinsic A Scores: .8721592
Extrinsic A Scores: .8023815
Intrinsic Weighted A Scores: . °.8684902

Extrinsic Weighted A Scores:| .8217967
’ 4

intrinsic A Residual Scores: .8375929

4

Extrinsic A Residual Scores: .7523004

a
o

Intrinsic B Residua' Scores:  .8719302
Extrinsic B Residual Scores: .8192718
As described in Chapter |1l the questionnaire aLso contained

"a scale to measure the criterion var?ab]e, role ambiguity (See Appendix
I,?p.'th, section 2). Using Cronbach's alpha the reliability of
the role ambiguity scale was ¢§tﬂmated at 0.80459 which éuggesfed a

<

reasonably high degree of internal consistency.

L

: Eétab]ishment of £onstfuct Validity: .Factor Analysis

To be1p'estgmafe the construct Qalidity of the questionnaire
factor énélysis(w;é'uqdefiakeq, This technique Was'empioyed to deter-
ming which,‘if any, of the four.total scores could be consideréd a
poten;ia]ly';alid méasﬁrgvof the satisfaction coﬁsfruct, first by
. détermining'if the deriveé factor solutions were interpretable,>(were

~

.‘consisten;“with theory and other research) and second, by determining

i
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if the strength of the derived féctor(s) accountedifor a rea;onable
proportion of variance.

The four totél satisfaction scdres (A, WeightediA, A Residual,
and ‘B Resfdual) were analyzed using orthogonal and obl}que principal -
axis factor solutions. - Initial analysis of the A and Weight;d~A scbres
produced five fa;térs with eigenvalues (Y's).greater'than one and which
accounted for 65.3 and 63.7 percent’of the variance resbectivély;
However, in both cases only‘onetfactor had an\éigenvalue greater than'

two indicating that possibly only one fac;dr was really strongly present.

On initial analysis pfgthé;A Residual and B.Residual scores three factors

with eigenvalues greater than one (accounting for 90.6 and 81 percent

~

of the variance respectively) were produced but the size of the eigen-
values indicated that probably fewer factors were present. Thus for
\ ‘ ‘-‘.ffi} . v ’ ‘

%

~all these solu

#s factor énalysis was repeated ahd solutions sought

in which the numser of factors were less. C
The most ingerpretable‘solution for the A scores, Weighted A

scores, and A Residual scores Wa§ found with a one factér solution.

For the B Résidua] scores the most interpretable solution was a twé‘ -

Afactor orthogonal vérfmax rotation. Tables 2, 3, 4, and 5 contain

;thgse factor solutions for the A, Weiéhted A, A Residual, and B

Residual scores respectively. Each factor solution for each of these

scores is discussed separately.

A Scores

, The one factor ‘solution had an eigenvalue of 4.7280 and
\ : - , :
accounted for 29.6 percent of the variance in question (a) responses
! -y L . 7 N ) .
(seg Tabl€ 2). Twelve of the 16 items had loadings greater than 0.4

g
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TABLE 2
.tbRTHOGONAL\ ROTATED FFACTOR MATRIX .
. ' A SCORES .

ITEM ‘ VARIABLE FACTOR ,
NUMBER ‘ DESCRIP_T I.ION | COMMUNALITIES °
1. Professidhal Growth 0.602 0.363
2. Shafe in Gqél Setting 0. 465 0.216
3. Working Hours 0.352 0.124
. Utilize Skills and Abilities 0.564 0.318
5. ‘Supervision _ 0.321 0.103
6. Cd-operatién of Co-Workers 0.241 0.058
7. Authorfty 0.397 0.158
‘8. Personal Accomplishment .0.549 0.302
9. Educational Programs - 0.511 0.261
Fo. Physician-Nurse Relationship 0.520 0.270
11, Nurse-Patient Ratio 0.474 0.224
12. Recognition From Supervisor 0.590 0.250
13. Deternfinat ion of Procedures 0;585 0.235 
L. ACcoﬁntabilitx 0.557 0.310
15. Advancement OppqrEunity 0;646 Otklg-;
16. Independent Judg;ﬁéht 0.639 0.408 . 1

Eigenvalue (2 ) :' ‘4.7;%Q_;ffj' :
Per Cent of Total Variance .f‘ zg;gbx;ﬁ

e

L
oo,



Inispeﬁﬁg;t Judgement.' I

O ) © TABLE 3 | ’
- ORTHOGONAL ROTATED FACTOR MATRIX
_ WEIGHTED A "SCORES
Tem | . " VARIABLE. | FACTOR | =~ -
NUMBER L . "DESCRIPTION - Q- | COMMUNALITIES ©
| 1. . 7|Professional. Growth . 0.522 | 0.272
?%;J Share in Goal Se{ting‘ 0.515 ©0.265
“E{ Working: Hours T 0.4297 0.184
1. |utitize skills and Abilities 10.498 0.248
: 5. Y Super'visiOn.-'.' ‘ | 0.262 0069
6. Co- operatJon of Co \‘,«Iorkers ” ;9.236_ - .0.056 ¢ E
‘a7.‘ Aut“;\é)rlty 'k . | \\ . 0#51 ) ' 0._?:03 »
:/8. Personal AccomPWs‘hrﬁént P 00.249 S
9. Educat ional” Programs | | -0;13\5. ’
10. 'lPhy\s'Uiciah-bi‘urse Rela‘t_ibnﬁs’hip' i g 0255\\
31, ‘Nursé-Patient Ratio % ¥ *0.327. }h
12. Recognition From épp{e‘?:visqr 0.261 . \‘.
13.'” Dété‘ﬁ'ni.ination of brocedures “ '0'.366
/U.-},’. ”‘.,. A::countabl Tlity 3 ) 0.287
'1.15. Advancemenwmlty \ 0.302
|-16: 0.367-

E/_igenvalue g‘k DA = / > "Kﬂ._—i=63757a
‘//// Per Cent of Total Va¥iarce B - 29.0 .
.

oyt
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ITER | -  'VARIABLE FACTOR

' \ ) Lo ) .
NUMBER | = -. DESCRIPTION I | .COMMUNALITIES f
1. Professional Growtiigg - 0.606 fi;‘d‘ 0.367-

J 2. | Share in Goal Setting

(0.5

3.0 Working Howrs - - ST e 0.0,303
N * N : )

k. - UtitizeBkills and ABflities ., 1 0is81 |,

™

5. n.. Supervision - : "{»O,}él

= 6. . |co-operation of Co-Workers © | 0.247"

T =, " — —
Adgharity. *. . T : “| -0.426

-

” ?egsdda]‘Accomplishment oo 0-55?5

- 9. - hEducétibnal.#fagramé . T R R Y/ P
‘ S L L ;

) . .‘:{}1‘«. '. b : 2 oy L ." . . ~ P - .
10.: | PRysician-Nurse Relationship “ 4 0.517-9 =
A & o ] LN @ X E -t A

NUrse-Patienﬁ’Ratio T /0.390

12. ., mRecognis}én’Frgﬁ Superyisor“ O;SOI.

2113, Deferminatiﬁﬂ of Procedures =~ . 9  O.lihb

14, - Accouﬁtabii?ty -] . 1. o0.467

I 15.t . AdvénCement Obpdrtpnfty‘>, : ( 0.686

G

O P - ; - -
16. Independent Judgement K | ~0.669 | . ,O€448.§, s

Eigenvalue (1) e S - 4:61?39;ﬁ,

PeP;Ceﬁt of TotalIVariance, e ' N S ,28_94' B
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P ‘ e
_ r ' TABLE 5 )
A JORTHOGONAL ROTATED FAGTOR MATRIX
- B RESIBUAL SCORES ~  °
: /.
. ITEM \//-' FACTORS , '
.| NUMBER ; > 1l | COMMUNALITIES
e l Pr.‘ofess’f\o‘vnal Growth SNy - 0. IOIY 063;] - 0.409
b2 Share in Goal Setting Q.595 ~ 0&7 0379 F
-3‘._' WOrlfing Houra;' 07;385 -@’ﬁ;gj::,‘*“” ’\@]49 o , i
T Utilize Skills and Abititied” | -0:085 | 0.893 7.9 ,0.805 )
’5 Su.per,v.isi:on N }, - a’: 02210 -0 023 ?. 0. 0, x .
“ 6. ! Cd-épe xtioh oﬁ Co—\rIorkerS' i ',-.e'-OF' 33’14 l\:i’\b L 0 1\33 ' ,
o 7. '}xu,nheruty | Q" 0. 5"8lt'~';‘,;' 1 0.035 'éio3h2 @
8. Personal Acc?mp‘flshment . .f'i{fffb.f.i '0,3148 “ "9.398 E 0,380
: 9. _Educatlon‘al Prégrams " O 0034,,01469 622] )
1. Ph?%iéjanéuu-fse; Relatiopship |° 0.479 | -0.276 |  0.305 f
115 Nursevpa't-'ig“@*t*kacic;"“‘ ‘ _J.,i_;o:'l;z‘s 0. ' B '_0;.21{_‘7 '
Ccfzl | Recagmicics From Sl ; 0. 546 0.088~  .305
: J 13. De:ermi‘natnion‘fo'f' Procedures | _‘:’0',.511«7; | 0253 . 0;331~ .
. _Ac-co_untabil ity \0.5291 0.056 ' 'E)\.088 /
15. | Advancement Opportunity 0.158 | .0.357 . 0.152 .
) . 165.' '_.Ind_eper.n-dént‘ Judgement ° © 0.507 ‘0;373. 1 0.397 )
s Eig,envé,l ue (2 ‘.) 3. 9651@14 ] /8'5353 ax X
wf” Per Cent of Total Variance 1 24.8‘“ 1.6 | |
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~which was defined as satisfa on with work. [tems wigh I

R

'Q\“ s B N '-‘ . o
~ : . By
\'lm

and the ,grouping of these loadi:.as was suggestive of a general factor

» SrND
W st

- 4 N . 1 B, Zall s
than 0.4 (items 3, 5, 6, &  all pertained to extrifisi¢ characteris-
tics ot the job or those componen s related to the woxk e v&ronmeht

as opposed tQ those aspects wh|ch deflne the general nature of a JOb

: Although these items contrlbuted less to the nature of Factor | than

R

a.

»

items wnth higher ]oadlngs, all 16 ltems did corre]ate posntlvely fte

was concluded that this one. factor solutlon was' the most readnly inter-

lpretablemand meaningful since’ multlple factor solutﬂons were not intefe

-pretable beyond the ftrst factor. " oo o K }“ “g§§'
Jh ._Welghted A Scores . ° o o T '
* o . .

v
'S

4

the most nnterpretab]e solutnon fonwthe Welghted A scores was obtained

A

from a one factor solutuon ~ The one factor solutlon_had‘an eigenvalue

« h .
' - 45

of 4. 63757 and accounted- for 29 percent of the variance.'- Fpuréggn of

3

the 16 ltems had loadlngs greater than 0. b The pattern of Ioadings

'was comparable‘to the ne factor solution obtained on aqalysns of the
» .

A storés-and this faCtor aISO appeared to-;>\ate‘to a general factor
AN i . : '

-! e s
whxch was termed satlsfactlon with work/,_;// N '_ .
. ./ S )'w . i
It was again noted that items with ﬂoadlngs less than 0.4 -

-

(item 5 - supervnsnon, item 6 - cozoperat|0ndaf co-workers) pertalned
'S A . . o

A * ~
-, g

to the job context or work énvironment. It appears that contextual
features of:a job'or those periphera1 to the actual content of the job
anf perhaps Iess central to the determlnatlon of satisfaction wnth work

than the job content Howeyer it must be noted that whlle the grouplng

of item Ioadlngs may suggest toplca] areas wnthln the general factor,

there is an internal cons:stency among most items. - V O

'

v
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':itbe mOSt lnterprexékleﬂeo4utron for ‘the, B Resxdua}\

. ":"\u'.f"«

A Residual Scores

a
¥

‘Again the most interpretable factor solution for the A

Res}dual scores was ‘one fac or. The factor had an eigenvalue of
L4,61839 and accounted for 29.8 percent of the variance. Twelve of the

o

16 items had loadings greater than 0.4.and thRe pattern of Joadings was

again comparable to~th§§one factor solution obtained in- 'the A and

welghted A score analyses. Similar to, the grouoing of item loadings

M

“in the A" %nd Welghted A analyses it was noted that items with loadlngs

‘less than O.h (ltem 3 - worklng hours, item 5 - supervision, ited 6 -

co- operatuon 'f fo-workers,_ltem 1] - nurse- pathﬁgt ratio) pertained

e R T

 to eXtrfnit 1"?“\‘;;.Scures of the JOb _ f_giﬁp.“

The groupung Qf ltems in theﬁ%"weidﬁgidvﬁf'andﬁA,Residual a

analyses ‘were suggestlve that dusttnct facets or confﬂlhuto:s to the 4

nonoperatlonallzed construct”of Job\satlsfactlon exlst and vary in

“their centrality and |nfluence on-the dimension. However, giveh“these

2

above solutlons, the existence of multlple facets 9r contrlbutors to

~

the construct de not lndlcate that job satfsfactnon had multnple

6‘4’ !,1

.3 ' k-
* dimensions. Rather these analyses supported a unudumens:onal concep-
tion of work satisfaction. ) Q. Y ‘ . \\\:
r\ . - . . . .
KSI . ‘Y . S
B Residual Score S L

[y

i
N - n

remembered however, that bhese scores, unllke the A, We|ghted A,

and A Residual scores, were believed to be a measure of unmet needs or

“job diésatisfaction. The ¢onceptual difference might explain.in part

‘thlS varnatlon in the factor analysis results. _ ' -

Factor | had an elgenvalue of 3.96514 and accounted for 24.8

75



percent of the variance. The pattern of item loadings, as ‘in"the pre-

vious factor analysis, again revealed a general factor which in this
3 :

e
case was deflned as job dissatisfaction. ﬁﬁctor Il had an eigenvalue

of 1 85353 ‘and accounted for 11.6 percent of the variance. Items with

" -~the hughest loadlngs on this factor (item | - professional growth,
,uv.

item 4 - utilize skills\and abilities, |tem 9 - educatlonal program)

related to nurses' professional grawth, and the factor wasatherefore

" defined as professlonal growth and development It rgs noted that

'Ql_

- ! Lo Rk - L ’ &3
past decade and they now view these'coqppgehts as esse&&igr to thEIF‘

A?actor Il was.not consistent with the a priori postulate of intrinsic/ -

these |tems "had frequentl¥?been réported in the llterature as bclng of

S & : '\"‘ mc-" &

.partvcular lmportance in the determination of rmurses! job- satnsfact:on/

dissatlsfaction& It_wa5‘also noted 1n the llterature that nurses
; N SR . ERT

expectationsrconcerpimg their jobsAhaxe*
. i AT R Y ) DR R

) ged S|gn|f|cantly over the

. ~
» A .
©

)

role as professionals. ‘ I v : ;o

In summary.,, three of four Of’the.factor soiutions were
best approxnmated by a unidimensional factor solutlon This result
was not obtalned in the anaJysns of the B Residual scores. For tﬁese
latten sCores,ﬂthe first_factor paralleled that‘of th:'single factor*
solutlons .in the A %ﬁighted‘A, and A Re;idual.ecoresi‘ the nature on
»

extriﬁsic‘dlmenslons, nor with any- of the four dimenélons‘postulated

L i

by Munson and Heda (l97b) who adapted-the scale for the:ﬁursing popo-

M

Vo

llat10n. Accordlngly,pthlérauthor has concluded thaggsggarate extrtnsnc

- 3
and intrinsic dnmenSlons are not maasured by thxs present instrument,

if”in fact they exist at all as the two dimensional space called job

l)

. ) Tk '

"satisfaction. oo A

T e

It is worthwhile to remind the reader that the‘j:f factor

P
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solutlons for the A Welghted A, and A Resndual scores were consistent

w1th the correspondlng calculated alpha coefftCnents the inter—

k<
<

R

pretatlon of whlch suggested the scores were unldlmen5|onal e

- . FICIRN

Establlshment of Construct: Valldltyj Adalysls of Variance

ll

The apparent un|d|menslonal natur€ o?’the construct measured
'3“ 28 I “ 4:,--
by three of the four scorlng technlques dld not support the a prlorl

i

postulatejthat the questlonnalre measured»a two. d:mensuonal satlsfac— :
HR ' 5 ) . ) S
#

tion construct' but Some eVIdence dnd ex:st that A strong general oA

R 2 - : o

”qfﬁctor,(thought

) . ‘.~ ,.; T . L
- by* Cro eﬁ\ﬁﬁlSSh) however, chtor&soluttons are only T

(necessarygpwt not squuéi@%t) of cons;ruct valldityﬂ’

/ R . N .
u* v o L

Campbell and Fuske (1959) to esgabllsh construct valldlty, some

addltlonal ev:dence was sought , To do thls a one way analysns of

variance model was employed to lnvestlgate the presence of hypothe512ed

et P v
. J;,,, pRone .u_ SRTE e

differénces glven the assumptlon that the questlonnalre was&valld.

v

(oL

i *Specl?icallyvthese analysés were conducted to detennlne if mean

¥ -
differences in job satlsfactlon existed between. nurses employed in a

. supervisory capaclty and staff level nurses-employed on in-patient units.

k]

\.The analysis of variance model was selected due to the dlchotomous

versus fontunuous nature of, the variable (superVIsor-staff) examlned .

If the préceding solutlon arrd lnterpretatlon of the factor

4

N analysis solutions were correct (i.e., the satisfaction construct had

o

- been measured and was unidimensional) it had been,hypothesized‘that

supeersory nurses would have- snghnflcantly greater satlsfactlon than

nonsupervnsory nurses on theltota] A, Wenghted A, and. A Resndual scores.

This. dlfferéhce is purportedlln llterature and by theory (Porter & w -

v A --' ’

¥to be satlsfactgon w:th wqu was present As lndncated S



& :ﬁg Lawler, 1968; Stember et al., 1978). Snce both ‘assumed intrinsic

o) .
; and extrinsic‘items had converged on od%”ﬁactor, Lt-would also be

expected that mean dtfferences on the intrinsic and extrinsic ‘sybscores

uld maintain-the same directional dlfferences between the gagerv150r4
~ ‘,A ‘

and nonsupervisory ‘groups. Therefore,. to conflrm the factor analysis

results a one-way analysis'of variance was performed on intrinsic and

extrinsic subscores as.well as total scores The results of these

R

’

analyses aqgaoutllned in Tables 6 and 7 v,:;vb
Statlstlcally significant dlfferenceS/ﬂn the predicted
'directLon were found between the two groups (superVIsory and nonsuper—'

.Qisory - in-patient) for the total A scores. and total Welghted A scores
e o “w ~
(Table 6). These flndlngs suggest addnt@?.a&;evudence that the factor
‘ p M Y

S

analytlc solution for total A and Welghtétvhﬁigorlnd technnques was

1 indeed.a unudnmensnona] construct of JOb satlsfact‘on. B That'is, the

9

flndlng that the supervugbry nurses exhibited moFe satisfaction with

their jobs than did nurses enployed in nonsUperv:sory (in-patient)
. - p
,pos:tnonS'us consnstent with the studles. reported in the nursing

lnterature. Moreover, comparab]e StUdIeS of the general work popu-'
g . 2 -'

lation have alsdishown that managerial-level st

f@express more favour-
- . Lndy )

ablevwork'attitudes than those at lower fevels. AgnﬁuchA erefore,

[

. e
;;b this. study had some necessad@%evwdence that the Aisgores and Welghted %
) scores-mlght well have been measures of job satisfaction. e /
4 ) ¢ lmportantly, dlrecthnal dlfferences were stlll found betWeen

- M
groups for the lntr:nsnc and Extrinsic A subscores (unwelghted and .

weighted). As discussed before,thJs same dlrectlonal dlfference should
“have been present in the intrinsic and extrinsic Ttems~sin¢e both groups

of items converged on the one. factor (Inteypreted to be job satis—

» L - ,
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faction), and because the total scores of A or Weighted A were found

. to have the directional differences hypothesized-from“theory and = .

¥
[NEC

previous research. [t therefore may be postulated that the intrinsic .

~and extrinsic subscores are not measures, of separate satisfaction, |

- dimensions but rather reflect different contributors or primary

determinants of*the unidimensional job satisfaction'construct. It is

iﬂportant to note; hoWeverﬁ that this additfonal'supportlng evidence'
via the analysns of varlance models only holds true For Total ﬂfscores

(wenghted and unwelghted) .and the Extrnnsnc and trtnssc (welghted or

Au\v< t‘(—) T
unWelghted) A%scorqﬁy In- no in%tance did the A ‘or B Res:dual scores.

. B f 1 ’

* (or any varlatuon o@ these A or'B, Resndual scores) provnde predlcted
dlrectuonal dlf rences._. : e ERREI - St : g
¥

It |s |mportant to note that the hypothesuzed dnrectlonal A

o

differences rnVQIVIng A% y?esvwere found;'desplte'the statlstlcal

-
< .
. [N

pouer-of{the‘study‘bein. ighly limited (duejto thé'sma]l sample

size ut|l|zed) Further conflrmafkon ls provnded é&erefore that the

B - RS N .
9 2 4

4nstrument, in. terms of total A's coreS»or totalRWébghted A scores,seens“*

to have had some construct valldtty for the meaSurement of Job satls-

w

lurSdng wor& place Q)Agaln, however, the reader is

hout a suffICIent methodology (| e., the employment

of t%e Campﬁell and Flske (1959) modéﬂ) thus is only necessary eV dence

. ; .- ‘
;P.leen thls llmltatlon further lnvestlgatlons were pursued fOthIld SR
\Js’ . .. _‘,7 " ' A}

fupon .a’ devéloplng plcture that the gnstrumeqt mlght have some valldnty. '

e

N

'-Drawnng from theory, it was hypothesxzed that Lf Job satlsfactxon had

‘been measured then such a measure would preduct varlous crlterlaﬁthat

e

4 -

! heory |nd|cated were a functlon of d;;tf‘
RS - : .
' ThIS extensnon wnll now he dlscussed under the headlng of crnterron- -‘*i\s

~

l
> ‘ ,



A -

\v'*q-able of role amb:gunty For the Total B Resndual and Tota

related validity.

Establishment of Criterijon-Related Validity R !

e

“To examine the crlterion-related‘validity of the instrument,

[owi . - v

}cégrelatlon coefficients were calculated between the various measures ©

4

be job satfisfaction (total scores as well as 5ubscores) and various.

A0

crlterlon varlables The . correlatlonal model rather -than the analysis .

)

of varlance model was employed due to. the continuous nature of the
: (o ,

e varlables examtned.

From theory (cf. Chapter 1., pp. 31-41) it was postulated

9 N »

” _ .
a drlorldfhat hlgh -job satlsfactjo g;éfes (A, Weighted A, and A

}5and negatlvely correlated wlth hlgh levels of role aqbnguuty, |ntent to
leave, and absenteelsm ' [p light of the derlvat10ﬁ df the B Resndual
. \ .

scores, and the assumptlon these measures ‘were nndlcators of dlssatas-

factuon, the dlrectlon of thé%e correlatlons would be reversed 2 TH%

, ] .
th total scores or subscores were probably valld Tables 8 an

’vtaln the: correlatlons(/f the crlternon manUFES“WIth the tonal,

s / N

. . ‘ : . ‘ 7 N
ahd- subscores respectlvely ,." S ,// 4;; 0-
; w . » PR 1L’”~\’ IR . ﬁﬁ
- v N R
An examJnatlon of the cofrelatlons obtalned betyeen the total

R ‘,h<v« ot
‘xscores andocrlterlon measures |nd|cated that the hughest corﬁelatnons

o '

., for the A and Welghted ‘A scores were’ obtalned WIth the dependentgyar|~""

> - ' I

' A Re5|dubl

- ‘ . )

'scores the hughest correlatlons were- obtalned w'
\ “ )

e varlable of

s P 3 / P "

coe 9 -
FEE casuak,absence , However, “in the la;ter case the. dnrectlonal conrelatlon

Y & ) . ) - ) ) " e s L
o o . ; Ce C® B B

§ : W .
gﬁ ) Ressdual) would be posntnvely cofrelated wlth tenure at the |nst|tute_ 5

Py
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was not as predicted: the relationship between casual absence and
Total A Residual scores was not meaningful. Furthermore the directional

correlations for all of the criterion measures (except general

absence) with the Total A Residual scores were not as predicted and

therefore not meaningful.

0f all the correlations obtained between total scores and

~criterion variables only the correlations of the Total A ‘scores and ~

il

Total Weighted A scores, with role ambiguity and intent to leave were

found to be -Lacistically significant at alpha = 0.05 (one-tailed).

_Given that.the small sample size~limited the power of this study, the

size of these correlations was also examined descriptiveﬂy: It was
evident that the magnitude és well as’ the direction of the correlatiéns
supported the previous findings that>the A qu Weighted A scores were
probably the most valid measures.

The‘correlatlons obtalned between the various suSscores and
the cr?terion‘variables wé}e also examined to dqfefmine if the extrinsic
and intrinsic'subscores maintained this conclusion. The reader will
recall that if extrinsic and intfinsic sdurces,of job satisfaction
actually‘have one commonal ity pé job satisfaction, then both subscores’
should yield results similar to those found for the total scbres.

On examination of Table 9 one will see that for the subscores

of A and Weighted A the pattern holds when the criterion of role
ambiguity is used. In two of four cases it holds true also for the

criterion variable of intent to leave, and while Intrinsic A and =
‘ ‘ .

Extrinsic Welghted A are not statistically sngnufucantly correlated

with intent to Ieave, the probabllltles of the correiatubns are close to
I .

the significance level of 0.05 (0.06 and 0.07 respectiyelylg‘ Once

N§ . g_\_r A VL
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again there appears to be supporting evidence that the intrinsic and
extrinsic scoré; are only contributors to the general one dimensional
construct of job satisfaction.

To this point all analyses have been restricted - bivariate.
.~0ne might hypofhesfze that any of the criteria might be more related
to a linear combihatioﬁ bf the various total and/or subscores. To
check this hypothesis the regréé;fon'model was employed to gxamihe
the multiple correlations of vaEious total Qcores and sﬁbscores of
job satisfaction with each criterion measure. ‘The Extrinsic A Residual
anc Total A Residual scores were not included in the analyses.since the

-

gigns of the simple correlation;_of these scoreé with the criterion
variables were meaning]ess;

Inspection of the stepwise multiple regression analysi; (see
Tab]es 10 to 15) of the criterion measures with t%e +otal scores and
subscores reveéled the following resulés.‘ For all three measures of
absenteeism - absence frequency; casual_absenée, general ébsence - not
ivone of the'various'job satisfaction scores emerged as a significant
'bredic;or (cf. Tables 13 to 15). For the ériterion variable - role °
ambiguity - the Total A scores, Intrinsic Weighted A scores, Intrinsic
- A score;, and Intrinsic A Residual scores'emerged as significant at

0.05 level of sugnlflcance and together accounted for 26. 2 percent of

the variance in the measure of role ambuguuty (cf. Table IO)

. s

For the dependent variable of intent to leave (cf. Table 11)
the Extrinsic A scores as_well as the Extrinsic B Residual scores
emerged as significant predictors. The inclusion of these two variables

in, the regression equation accounted for 13.72 percent of the variance

in the measure of intent to leave.
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TABLE

10

STEPWISE MULT[PLE REGRESSION RESULTS
DEPENDENT VARIABLE - ROLE AMB[GU[TY

)

89

STEP

VARIABLE
ENTERED

t

R

R
SQUARE

R SQUARE

OF | F

STAT[STICALLY
SIGN {F ICANT
AT © = 0.05

TOTAL A
SCORES

-0.365

0.133

CHANGE

0.133

1,60

9.197

Yes

INTRINSIC
WE IGHTED »A,

SCORES

-0.379

0.143

0.011

2,59/0.728

I

Yes

INTRINSIC
A SCORES

0.397

0.157

0.014

3,58{0.975

Yes

INTRINSIC
A RESIDUAL
SCORES

0.517

0.262\

0.104

L4,57!8.045

Yes

TOTAL
WEIGHTED A
SCORES

0.553

0.306

0.0L4

5,56

3,591

No

EXTRINSIC
B RESIDUAL
SCORES

-0.582

0.338

0.032

6,552.668

No

INTRINSIC
B RESIDUAL
SCORES.

10.583

0.339

0.001

7,54} 0.075

No

EXTRINSIC
A SCORES

EXTRINSIC

WEIGHTED A{.

SCORES

TOTAL
B RESIDUAL

SCORES

* These variables not entered into regression equation as

<C

no additional variance of the criterion is accounted
for by these predictors

\



o TABLE 11
STEPWISE MULTIPLE REGRESSION RESULTS
DEPENDENT VARIABLE - INTENT TO LEAVE

3

STEP

) STATISTICALLY
VARIABLE . R R SQUARE 1 SIGNIFICANT
ENTERED R SQUARE CHANGE DF F AT a = 0.05

EXTRINSIC :
A SCORES -0.276 | 0.076 0.076 [1,60 | 4.947 Yes

EXTRINSIC
B RESIDUAL| 0.371 0.137 0.061 [2,59]4.180 Yes

SCORES

EXTRINSIC T .
WEIGHTED A| 0.388 | 0.150 0.013 |3,58 | 0.884 No

SCORES

TOTAL . '
WEIGHTED A| -0.398 | 0.158 0.008 4,57 | 0.542 - No
SCORES .

TOTAL A
SCORES 0.412 | 0.170 0.012 |{5,56 | 0.802 |  No

INTRINSIC A
B RESIDUAL| 0.449 | o0.201 | - 0.031 |6,55[2.160 | ~ No
SCORES

INTRINSIC
A RESIDUAL| 0.461 0.213 0.011 7554 0.761 . No
SCORES

INTRINSIC
A SCORES

ANTRINSIC
WEIGHTED A
SCORES

Rid

TOTAL
B RESIDUAL ,
SCORES : \

»

‘% These variables not entered into regression equation as

- no additional variance of the criterion is accounted
for by these predictors

\90



TABLE 12

STEPW!SE MULTIPLE REGRESSION RESULTS
DEPENDENT VARIABLE - TENURE

| VARIABLE 'R R SQUARE |
STEP { ENTERED R SQUARE | CHANGE | DF

STATISTICALLY
'SIGN|FICANT

AT o = 0.05

] EXTRINSIC
B RESIDUAL
SCORES

|
(]

. 322 0.103 0.103 1,6016.

925

Yes

2 | TOTAL
B RESIDUAL| 0.437 0.191 0.087 |2,59(6
SCORES '

.353

Yes

3 INTRINSIC
A SCORES | O-Uh6

0.199 | 0.009 |3,58]0.

638

No

L INTRINSIC

SCORES

WE IGHTED A |-0.454 *0.206 0.007. 14,5710.

476

No

5 EXTRINSIC

SCORES

WE IGHTED A|-0.456 | 0.208 | 0.002 |5,56/0.

131

No

6 | TOTAL A _
SCORES 0.479 0.229 0.022 |6,55]1

.538

No

7 INTRINS!C

SCORES '

A RESIDUAL| 0.479 | 0.230 0.000 {7,54)0.

012

No

EXTRINSIC
A SCORES

TOTAL
{1 WEIGHTED A
SCORES

INTRINSIC
B RESIDUAL

1'SCORES

* These variables not entered into regressnon equation as
no additional variance of the. criterion is accounted

for by these predictors

o

91///



TABLE

13

STEPWISE MULTIPLE REGRESSION RESULTS

DEPENDENT VARIABLE - ABSENCE-FREQUENCY

STEP

VARIABLE -,

ENTERED

R
SQUARE

R SQUARE
CHANGE

DF

STATISTICALLY

SIGNIFICANT
AT a = 0.05

EXTRINSIC
B RESIDUAL
SCORES -

0:166

0.028

0.028

1,60

1.704

No

INTRINSIC

A SCORES

-0.222

0.049

0.022

2,59

"1.349

No

EXTRINSIC

'WEIGHTED A

SCORES -

© 0.345

0.119

0.070

3,58

4,582

NO

EXTRINSIC
A SCORES

~0.346

0.120

0.001

h,57

0.039

No

TQOTAL
B RESIDUAL
SCORES

-0.346

0.121

- 0.000

5,56

0.016

No

INTRINSIC
A RESIDUAL
SCORES

0.349

0.122

0.002

6,55

0.110

~ No.

TOTAL
WEIGHTED A
SCORES

-0.350

0.123

0.001

7,5k

0.060

No

" INTRINSIC

WEIGHTED A
SCORES

TOTAL A
SCORES

INTRINSIC
B RESIDUAL
SCORES

* These variables not entered into regreSS|on equation as
no addntlpnal variance of the crnterlon is accounted
for by these predlctors :

92



TABLE 14

STEPWISE MULTIPLE dEGRESSYON RESULTS
DEPENDENT VARIABLE - ABSENCE-CASUAL

- STATISTICALLY "
VARIABLE R R SQUARE S 1GN IF I CANT
STEP | ENTERED R SQUARE | CHANGE | DF/ | F AT a = 0.05

1| EXTRINSIC | .\\\BZ/”// | o
B RESIDUAL| 0.229| 0.052 | 0.0527]1,60(3.321 No
SCORES |

2 INTRINSIC

A SCORES -0.263 | 0.069 0.017 {2,59| 1.067 No

3 | TOTAL | ' - - -
WEIGHTED A| 0.318| o0.101 | 0.032 |3,58] 2.063 No
SCORES |

4 INTRINSIC ‘
: B RESIDUAL | — 0.325 0.106 | . 0.004 [4,57| 0.283 No ¢

SCORES

5 | EXTRINSIC _ b
A SCORES |~ 0.326 0.106 0.001 {5,56| 0.039 {  No

6 INTRINSIC
A RESIDUALY ™ 0.326 | 0.107 0.000 [6,55} 0:017 No

SCORES

7 | EXTRINSIC o
WEIGHTED A |-0.327 | 0.107 | 0.000 |7,54| 0.014 No

SCORES . . '

INTRINSIC
WEIGHTED A
SCORES

TOTAL
A SCORES

TOTAL
B RESIDUAL
SCORES

* These variables not entered into regression equatioﬁ“as
no additional variance of the criterion is accounted
for by these predictors. :




TABLE 15

STEPWfSE MULTIPLE REGRESSION RESULTS
‘DEPENDENT VARIABLE - ABSENCE-GENERAL

! ‘ STATISTICALLY
VARIABLE : R R SQUARE SIGN I F 1 CANT
STEP | ENTERED - R SQUARE | CHANGE | DF | F AT a = 0.05

1 INTRINSIC
B RESIDUAL| -0.163 0.027 0.027 { 1,60 | 1.645 | No
SCORES

2 INTRINSIC '
A RESIDUAL 0.195 0.038 0.011 |2,59| 0.698 No
SCORES

3 EXTRINSIC . ' ~
WEIGHTED A| ©0.215] 0.047 0.008 [3,58 1} 0.514 No

SCORES |

4 | TOTAL : , .
WEIGHTED A | -0.275| 0.077 | 0.029 |4,57 | 1.807 No

SCORES

5 - INTRINSIC
A SCORES | 0.292| 0.086 0.010 | 5,56 | 0.611 No

6 TOTAL - :
A RESIDUAL | -0.302f 0.091 0.006 | 6,55 | 0.338 No
SCORES ) . -

7 | TOTAL , - _
A SCORES | -0.307| 0,094 | 0.003 |7,54|0.183 | No-

8 |TOTAL o
EXTRINSIC B ~0.308 0.095 0.001 |8,53 | 0.043 No
RESIDUAL .
SCORES :

EXTRINSIC B | Vs
A SCORES ‘ |

INTRINSIC
WE IGHTED A
SCORES

| TOTAL {
B RESIDUAL
SCORES

* These variables not entered into regression equation as
no additional variance of the criterion is accounted
for. by these predictors
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In similar fashion, two -significant predictors were tound for
the criterion variable of tenure. Theae were the E*trinsic B Residual
scores and the Total B Residoal scores (cf. Table 12). Together these
independent variables accounted for 19.06 percent of the variance. |

Before the multiple regression model was employed it .
appeared- that the most consistent support had. been obtalned for the .
Total A and Total Weighted A scores as the best measures of job satis-
faction. However, examination of the muftiple correlation results
sugoested that a combination of scores explained the greatest amount of .
variance in the crlterlon variables of role amb:gutty, intent to leave;
and tenure. Furthermore, the analyses revealed that the Total Weighted
A scores were not a s:gnlflcant predictor of any of the criterion
, yariables; In contrast, the Total A scores were the first: varnab]e
to enter the regressnon‘equatlon predicting role ambiguity. It was
therefore belueved that the Total A scores were Superuor to the Total
Weighted A scores and warranted further examination.,.

In view,of‘the multiple correlation,resu]ts of Tabies il
and 12'which‘indicated that Extrinsic A; Extrinsic B Residuaj, and‘
Total B ReSIdual scores (but not Tota] A scores) were significant
predictors of two of the crlterlon variables. (intent to Ieave and
tenure) further analysis was undertaken.

Multiple regression analysis of the subscores and total
scores with the,criterion variables waswrepeated, but in this case the
Total A scores nere forced to enter'the regression equation first |
(see Tahles 16.'and 17). For the criterion variable of fntent to leave
four scores emerged'aa'significant predictors namefy Total ‘A, Extrinsic

B Residual, Intrinsic A, and Intrinsic'We?ghted A. Together; these



TABLE 16

HIERARCHICAL STEPWISE MULTIPLE REGRESS[ON RESULTS -
"DEPENDE!:T VARIABLE - INTENT TO LEAVE ‘

o ! STAT ISTICALLY
VAR ABLE R R SQUARE | S 1GN IF I CANT

STEP ENTERED: R SQUARE MCHANGE DF F AT a = 0.05

1 | ToTAL 1-0.273 | 0.075 -| 0.075 | 1,60 |4.842 Yes
A SCORES \ '

i

S—

2 | EXTRINSIC - |
| B RESIDUAL| 0.330 | 0.109 0.034 .| 2,59 |2.576 Yes
SCORES | , ;

3 | INTRINSIC

A SCORES _0.3“8 0.121 ’0.012 3,58 1 0.814 Yes

i INTRINSIC -
WEIGHTED A|-0.370 | 0.137
SCORES ]

0.016 | 4,57'| 1.087 Yes

\

5 | INTRINSIC S - ] -
A RESIDUAL| 0.425| 0.181 0.044 | 5,56 |3.072 No
4 SCORES S .

6 |TOTAL | o
WE IGHTED A| 0.448 | 0.201 | 0.020 (6,55 1.383 No
SCORES T - v

7 | INTRINSIC _ .
B RESIDUAL| 0.475 | 0.226 0.026 | 7,54 |1.816 " No

SCORES \

JEXTRINSIC : , .
A SCORES | , =

| BXTRINS IC . _
|WEIGHTED A 1 | | \
SCORES ~ |. | | A

TOTAL. -
B RESIDUAL _ . . « “ L
SCORES , i )

* These variables not entered.into regression equation as
no additional variance of the criterion is accounted

for by these predictors



TABLE
HI1ERARCHTCAL STEPWISE MULTIPLE RESRESSION RESULTS

17

DEPENDENT VARIABLE - TENURE

STEP

<

VARIABL..
ENTERED

R

SQUARE

R SQUARE
CHANGE

STATISTICALLY
SIGN IF ICANT
AT « = 0.05

TOTAL

A SCORES

19

0.014

0.014

0.862

No

EXTRINSIC
B RESIDUAL
SCORES

.312

0.097

0.084

5.550

No

I TOTAL"

B RES | DUAL
SCORES

414

0.176

0.079

5.630

No

| EXTRINSIC

WE IGHTED A
SCORES

.430

0.184

0.009

L,57

0.623

No

EXTRINSIC'
A SCORES

. 442

0.196

0.011

5,56

0.799

No

TOTAL
WE IGHTED A
SCORES

b9

0.202

0.006

6,55

0.L4ok

No

EXTRINSIC
A RES IDUAL
SCORES

b9

0.202

0.000

7,54

0.015

No

INTRINSIC
A SCORES

INTRINSIC
WEIGHTED A
SCORES

INTRINSIC
B RESIDUAL
SCORES™"

oy

Rid

* These variables not entered into regression equation as
no additional variance of the criterion is accounted

for by these predictors
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scores accounted for l3.$ percent of the variance which was identical
to the Qariance accounted for by the two significant predictors in the
stepwise multiple regression and therefore‘confirmea the findings of
that analysis which indicated that a combination of scores provided the
best prediction of the variable intent to leave. |

For the criterion variable of tenure, when the Total A
scores were forced to enter the regressfon équation first, they were
not found to be a significant predictor. Thus it was again confirmed
that thé linear combination of Extrinsic B Residual and Total B
Residual scores provided the best prediction of tenure.

The results of the multiple regression anal?ses indicéted

L

that a combinatioﬁ of scores was superior to the Total A sdoresx
o

alone in the prediction of various criterion variables. Therefore to
obtain a comprehensive measure »f job satisfaction these analysgs in-
dicate that a comBinafion of scores should be employedT owe er, if a
less complex measure is desired, the results of this stucy suggest
there is some support for the yalidity of fotal A 5c6re$ > a reasénably
Simp]e assessmént technique.

| While most of the analySes‘repeatedly lent support to the
validity of the Total A scores, the analyses were based on a research
" model that provided only necessary not ;ufficient information for the
determination of cbnstruct validity. . As previously described (cf.
Chapter I1) the‘sgfficient condition for the establishment of the con-
struct validity of a scale is the presence of convergence and discrim-
ination.

Accordingly, a tentative but inadequate attempt to evaluate

the degree of discrimination was undertaken ‘for the A scores. To do
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this the A scores along with thése various demographic variables
believed to be -not related with each criterion were entered into a
multiple regression solution. It was -hypothesized that if indeed the
Total A scores were a valid measure qf job satisfaction then they as a
predictor should (1) predict each criterion better than any selecfed
demographic variable, and (2) should correlaee with each criterion
more strongly than with other selected demographic predictors. From
"the multiple regresgion analyses so undertaken (see Tables 18 to 23)
the Total A scores did.show this evidence of discriminatfon for the
dependent variab}e of role ambiguity in that they ac;ounted for a statis-
ticélly significént amount of variance whereas the other independent
variables (edp;ation, full-time experience, part;time experience) did
not.: Further, the relationships between Total A scores and these demo-
graphic variables remained smaller than did the A scores with.thé
criterion (see Table 24). qu tEe criterion variablé of intent to
leave the Total A scorzs were also found to be a significaat predictor
and to predict the'cri;erion better than any of th; selected demo-
graphic variables of age, education, emplpyment gtatus, ful]-time and
part-time experience (see Table 24). Agéin, the relationships between
the Total A scores and the demographic variables remained smaller than
did the Total A scores with the criter{bn.

For the criterion measures of.absenteeism and tenure the
Jotal A scores were n;t found to be significant predictors.

Before a final conc!usion and recommendation ﬁan be made in
the use of the A scores as a probable useful measure of job satisfactfon‘

for nurses, one major hypothe5|s remains unanswered To this point no

evidence existed to use the raw scores of A as opposed to the factor
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scores (based on the unidimensinnal solution of Table 2). Tnus as a
final step, multiple regression analysis was performed on the criterion
measures using A factor scores and A raw scores as predictors (see
Tables 25-30). Whnle the correlatlons between the criterion measures
'and the!A factor scores are respectively ‘similar to those obtauned

usxng the raw satisfaction scores (see Table 31), the A factor scores

id not emerge as significant predictors for any of ‘the crlterxon
m surés when the stepwise reg;Lssion solution was computed. For the
criterion variables of role ambiguity and intent to leave théﬂtotal raw
A scores were significant predictors and accounfed for 13.29-percent of
the variance and 7 146 percent of the varuance ‘respectively. For the
measure of.tenure and the three measures of absenteensm nelther the
Total A raw scores nor -the factor scores were significant predictors.
Thus it would appear that the Total raw A scores were_probably a more
usefui measure of job satigfaction for nurses than the factor A scorés.
Throughout® the above anaiyses it was evident that while the

Total A scores were found as a probable'valid measure of nurses' job
satisfaction, the lack of statistical verification for the relationship
between Total A scores and tenure or any form of absenteeism was thought
to be evndence of possible |nval|d|ty Further, when the Tdtal A scores
“were found to be stqtustncally significantly correlated, the size of

the relationshlp.appeared to be low and thus again one.questloned the
degree of validity of the A scores. Although only low to mor:rate
correlations between the predictor and criterion vari;bles were achieved
in this study, the results have approached those dncumented in the

literature. Poss:ble explanations for the flndlngs should, however, be

examined before one arbitrarily attributes the results to measurement
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¥
failure of this and other studies.

The low céfrelations obfained for each of the four scoring
techniques and each of the three absence measures may be attributablé
tdbeither'the studyvsample or the research design. The satfsfaction-
absence relationshipg reported in the iiterature have most f}equently
been derived from samples of blue-collar or clerical workers. Fai]gre
to reﬁlicate these findings in a sample of professional employees may
reflect a difference in attitude concerning withdrawal behaviour and
the possibility that professional employees express job dissatisfaction
in a mre direct manner. It has been further noted with regard to
study samples that the magnitude of ghe‘satisfaction-absence relation-
ship decreases when ‘the individual rather than the group is used as the
unit of analysis (Nicholson et al., 1976).

;

A further explanation for the results obtained in this study
is the existence of ~.ie | constraints which influence attendance
and prevent individ: from -cting in accordance Qith perceiVed
satisfaction. As postulated by Steers and Rhodes (1978) external con-
straints such as family responsibilities, personal work ethic, and

;organizatidnal commitmént péssib]y moderate the satisfaction-absence
relationship. The extenf to which thése variab]es hay havé influenced
the obtained correlations was not assessed and was beyond the scope of
this study. - i S

The concept of exterhal constraints relates to Hammér's and
Landau's (1981) assertion that absence data are frequently contamin-
ated by classification errors..,That Js{ the conceptual and operational
distinctions between vb]untary and involuntary absence.are often blurred.

Voluntary absence is defined as behaviour which is under' the worker's

. o
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control as opposed to involuntary absence over which the worker has no
control. Althougﬁ’longfterm absences may be more easily categorized in
thié regard, the nature of short-term absence is difficult to ascertain.
Since job dissati;faction is thought to be more strongly related to
volqntary absenteeism, the imﬁorﬁance-of correctly élassifying short-
term absences is apparent. Ab;enteeism data gvailable for this study
were those recorded by the particular oncoloéy treatment centre. Thus
only the duration and frequency of aSsences were analyzed given that

the specific reasons for absence were not reported. -

A second criticismvof the absence researcr which has been
advanced by Hammer and.Landau (1981) is the methodological difficulties
which arise from the distribution of the data. Frequently, saméle
distributions of absgnteeism are positively skewed and truncated by
‘the presencé of a large number of zero values. With this type of
distribution, the value of the corre’  “ion cqefficient is constricted
and the standard error of the regression weight is adversely influénced.

Tﬁe results of this study not 'only failed to statistically
verify the relationship between Total A scores and absenteeism but
also between tﬁe Total A scores and tenure. Again, alternative explan-
ations for these findings should be examined before attributing the
results to measurement failure.

Although the measure of tenure or duration of employment has

been used often in the study of organizational attitudes and behaviour,
it appears toibe at best, a poor substitute for an actual measure of
‘turnover (Price, 1977). The relationship of tenure ;nd job satisfaction

is probably strongly attenuated by a number of variables. In a sample

~

comprised entirely of female employees it may b=z Hypothesized that



114

duration of .employment is largely influenced by economic factors, the
opportunity for new employment, maternity leave, and the duration of
the husband's ehployment.‘ It is therefore possible that‘nurses not
high]yAsatisfied with their jobs will choose to maintain their current
employment status for a number of reasons unrelated to their satis-
faction with work. It appears that the conventional: measure of tenufe
isﬂnot an appropriate criterion measure in that it does not account for
the various complex f;ctorS'other than job attitudes which are oper-
ative in termination'decisiéns. ‘

Of the various criterion measures employed in the study, the
highést correlations were obtained between the measures of job satié-
faction and rale ambiguity. Although these correlations were the
strangest they may only be described as modest in nature. One explan-
ation for these findings is that nurses,Aas a professional group, may
be unique in their perceptions regarding job satisfaction and role
ambiguity. :”lt may be that they understand and~adapt to the role
ambiguity inherent in their jobs insofar as its effect on their job
satisfactioh“ (Posner & Randolph, 1971, p. 243). It may also be
hypothesized that the nature of the hospital in which the investigation
was undertéken influenced the research findings. The study setting is
a referral hospital in thch teaching and research are emphasized.
The’oriehtation of a hospital and the nature of the various.subunits
may influence the degfee of job structuring and the consequent per-
ception of role stress among employees (Leatt & Schneck,11980; Lyons &
vancevich, 1978). Professionaligm may be a more significant force in

clarifying nurses' roles in a teaching-referral hospital than in a

non-teaching hospital. . It could be hypothesized that in the study ﬁ
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setting close to optihal job structure (as it pertains to job satis-
factign).existed and thus attenqated the correlation between perceiQed
role ambiguity and job satisféction.

o Obviously many possibilities exist to account for the failure

‘to establish a relationship between measured job satisfaction and

criteria such as absenteeism and tenure, és wellla; the failure to es-
tablish a stronger relationship between measuréd job satisfaction §nd
role ambiguity and intent to leave. This author thinks, however, that )
-at the theoretical best, the relationship between nurses' jéb satis-
faction and these criteria i; not that high in any-case. Considering
the‘attenuatioh that measurement error would.normally bring to any
statistical establishment of that relationship, it is evident that

this study constitutes some evidence that the instruments’ Total A

.scores are a reasonable measure of job satisfaction.

SUMMARY OF THE CHAPTER

In this chapter the results and interpretation of the data
analyses were presented.

On the basis of the techniques used to estimate content,
construct, and criterién-related validity it was concluded that the
instrument did not measure a two dimensional construct of job satis-
faction as postulated a priori. Rather, the findings seemed to suggest
that the construct of job satisfaction may be unidimensional. 6f the
scoring methods examined, the most conéistent support was démonstrated
for the Total A scores as a reasonably simple assessment technique.
However, the multiple regression analyses indicated that a combination
of scores provfded the best prediction of various criterion variables,

and this combination was therefore superior to the Total A scores as a
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measure of nurses' job satisfaction.

. The results of all analyses were discussed iin terms of the

limitations imposed by the power of the study as well as the monotrait

»

monome thod design.

A summary of the investigation and recommendations for

~future study are presented in the following chapter.



. CHAPTER V
SUMMARY AND RECGMMENDATIONS

The intent of this study was to.evaldate'the psychometric
properties of a scale designed-to méasu;é the job satisfaction of
nursing personnel. It wae apparent from the literature that a number
of theoretical and operational definifions for the construct .of job
satisfaction.have evolved. It was also evident dn review of the Iit;
erature that these definitions were |nfrequently developed within a
conceptual framework and little con5|derat|on was given to the psycho-
metric properties of the various Sperational meaeures. Giyen the
apparent importance of the‘job satisfaction topic, and the status of
current measurement in this area, validation studies were identified as
‘a fundamental prerequfs%te to further research.

In this investfgation a number of aﬁalyses were undertaken to
evaldate the reliability, as well as the content, constrddf} and '
criterion-related validity of a job satisfaction scale. It was.hypo-
thesized a priori that the instfumept measured two separate dimensions
of job satisfaction namely intrinsic and extrinsic, and that these
factors reflected satisfaction with the job content and the job context
respectively. The format of the scale provided three separate measures
of job satisfaction: the A scores were considered a measure of need
fulfiliment, the Weighted A scores a measure of need fulfilliment
weighted by importance, and the A Residual scores a measure of need ful-
“fillment not predicted.by importance. A fourth measure (B Residual

scores) was also derived and these scores were cdnsidered a measure of

unmet needs or job dissatisfaction. All scores were examined to deter-

mine if conceptually dlstlnct measures yielded emplrlcal]y comparable
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resglts.

The questionnaire was administered to the supervisory and
nonsupervisory nursing staff of an acute care hosp{tal. Responses were
analyzed using a number q& statistical techniques which were intended to
provide an estimate 6f théudegrée of reliability‘and‘vélidity of the
instrument.

The content valiaity of the scale was thought to bé limited
due fo the small number of valiaators and the failure tobrandomly
select the panel. However, in spite of these limitations some support
for the scale's content validity was demonsfrated.

) To assess the construct validity of the scale, factor analysis
was employed. The a Eriorj hypothesis that thé instrument measured a
two dimensional construct of job .satisfaction was not sﬁpported. In-
stead, for three of the gcoring techniques (A, Weighted A, and A Residual
scores) a one factor solution was found tb explain best the common
variances among the 16 éuestionnaire items. Other factor solutions were
examined for comparison purposes. These analyseé were inferior to the
one factor solution and no psycho]ogical meaning could be derived from
these solutfons. Furthér suppért for the factor analytic sqlution of
these scores was provided by the corresponding alpha coefficients which
sugéested that the scores were a measure of a unidimensional construct.

Factor analysis of the fourth scoring technique examined in
this study (B Residﬁal scores) yielded a two dimensional solutioﬁ. |
However, the dimensions were not those postulated a priori but rather
consisted of a general\factor defined as job &issatisfaction and a .

second factor defined as professional growth and development.

Although three of the four scoring techniques appeared to
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measure a unidimensional construct of job satisfaction, it was noted
thaf factor solutions provide necessary but not sufficient eyidence of
construct validiéy. Accordingly, additional evidence was“sought by
employing a one-way~analysis of variance model to determiﬁe if expected
mean différences existed between supervisory nurses and staff level
nurses employed on iﬁ-patient units. In view of the content experts
agreement that fntrinsic/extrfnsic dimensions were contained in the
instrumént, and to confirm tge factor analysis results, the one-way
analysis of variance waé performed on intrinsic and extrinsic subscores
as well as on total scores. The finding of statistically significant
dff%erences between the two groups'in‘the predicted direction for the
Total A and Weighted A scores provided aadjtional support for the

factor analytic conclusions that the A and Weighted A scoring techniques

" ‘measured the unidimensional construct of job satisfaction. Furthermore,

the hypothesized directionaaldiffeﬁencesminvplving A scores were found
despite the low statistical power of the study.

The results obtained from the analysis‘of variance and factor
analysis suggested that the A and Weighted A scoring téchniques pro-'
vided the most valid measure of a unidimensional construct of jog satis-
faction. Given the limitation imposed by'the study design, however,
further investigations were pursued. . -

| To assess the criterion-related vélidity of the instrument
bivariate and multiple correlation coefficients were calculated between
the job satisfaction scores (total as well as subscores) and various
“criterion varfables. An examination of the direction and ;aénitude of

the Sivariate correlations supported the previous findings that the

Total A and Weighted A sco?es were probably the most valid measure of



nurses' job sékisfaction._ The results obtained from stepwise snd
hierarchical muitiple regression analyses, however, indicated that a
combination of scores rather than a ;ingle score provided the best
prediction of three of the crﬁterion variables. While.limited support
was obtained/for the Total ﬁ,scores from these multiple regression
analyses no particular support was found for th? Total,Weightéd A scores.
It was concluded thereforevtﬁat thé most comprehensive and valid measure
of nurses' job satisfaction was obtained from the combinatfon of scores;
delineated in the multiple regression analyses. It was also noted
however, that consistent support had been demonstrated for the validity
~of the Total A,scoresxas a reasonably siﬁple and less complex measure-
ment technique and thereforebone'which could be easily employed.
| A{thohgh the results of most analyses suggested some support
"for the validity of thq Total A scores, it was noted that the angl?ses
were based on a research model that provided ne;essaF? but -not sufficient
information to determine construct validity. Theréfore;.a tentative
but inadequate attempt to evaluate the degree of discrimination of the
Total A scores was undertaken. From the multiple regression énalysis
employed for this purpose, it was found that the Totai A scores did show
evidence of discrimination for the critérion variables of role ambiguity
and intent to leavel
As a final eva]uati;n of the utility of the Total A scores,
multiple regression analysis'waé per formed on the.criterion measures
using' A raw scores and A factor scores as predictors. The resq]ts of
this analysis suggested that the raw A scores were probably a more use-
ful measure of job satisfaction for nurseé than the Factor A SCAFES.

Given the small sample size; the monotrait-monomethod design,
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and tne cross-sectional nature of the study, the findingS reported
above must be considered tentative. Furthermore, as Schwab (1980) hae
cautioned "a single assessment of the construct validity of any measure
must necessarily be examined within the context of uncertain knowledge
about the valfdity of measures of other constructs and imperfect eonfid—
ence in the hypotheses as they apply to the sample investigated” (p. 22).
However, the apperent existence of a unidimensional rather than
multldumensnonal construct of job satlsfactlon as measured in this
study has been suggested by other lnveStugators Dyer and Parker (1975)
concluded that ''the distinction between intrinsic and extrunsnc outcomes
is not particularly valid or useful and should perhaps be dlscontlnued”
(p. 458). These investigators also questioned the théoretical basis for
the lntrlnsnc/extrln51c dlstlnctlon and ralsed the important issue of
whether the terms.”repreSent two facets of a sing{e'concept“ (Dyer &
Parker, 1975, p. 458) rafher'than two separate dimensions as frequently
claimed.
Given these findings and conclusions, recdhmendations arising

from this investigation and suggestions for further study are presentdd &

in the following section.

RECOMMENDAT IONS

The theoretical models employed to date in the study of job
‘satisfaction have been relative]y limited in ecope. in many instances
they have been based on dubious or’ ambiguous assumptions'(Seasnore é
Taber,.i975). Further development in this area will require the inte-
gration of exiseing approaches into a more general theoretical frame;
work if understendingrof the job satisfaction const}uctFTs to be

increased.



.122
The results of this study were similar to the findings of
other invéstigators Who Have reported that not all operational defini-
tions of job satisfaction yielded comparaBle results. This finding has
important implications for the intérpreta;ion of job‘sétisfactfon
research in that tHe convergence of various operational measures of job
satisfaction has‘rarely been asséssed. Different operatiénal measures
can and do result in different conClustns regarding the relationship
of job satisfaction to variables épth as éhse&teeism, tenure, and
intent to leave. lf is imperative therefore that nursing researchers
examine the psychometric propefties'of instruments employed to measure
the job satisfaction of nursing perééhnel. Only with the use of
‘reliable and valid séa]gs Qiil knowledge of!the construct_be'expanded.
The demonstration of some support for the va]idiﬁy of the
Total A scores in this study suggests that the.instrument warrants
further evaluation. In ordef to sufficiently ev;Huate the construct
validity of the measure it isfrecommgnéed that the multitrait-multi-
method model be employed to determfne the convergent and discriminant
validity of the scale. _In any furiher résearch it is-also récommendea
that the sample size be increaséd in prder to improve thg power-qf the
study. !
| With regard to the scoring methods used in this investigation
it is suggested that the use of discrepancy scores shou1& con;inue to be
challenged. Thesg scores léck reliability due to the.high‘c5rrelations
- obtained.betweén the original raw scores from which the differences
were computed. Although only minimal support for the validity of re-

sidual scores was demonstrated in this study, these scores are more

reliable than discrepancy scores. The use of residual scores warrants
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N
| further |nvest|gatxon in view of the finding |n this study that they
contributed to the prediction of several criterion measures. The prac-
‘tice of weightinghsatisfgctipn seores by a measure of importance was not
.as well supported by the data as the use of an'unweighted heasure.of
need ful?illment. It appears that a weighted score does not provide a
more palld measure of job satisfaction than its unwelghted counterpart.
The incorporation of criterion-related validation into job
satisfaction studies, is strongly encouraged since few studies report
validation at this level. Particular attention however, must be focused
on the choice of criterien‘measure selected for validation to ensure
the reliability and validity of\the measures; On thevbasis of the
results obtained in this study it is suggested that none of the absence,
measures be used for further research. It\fs EelieQed that the measures
of absence-frequency, casual absence, and general absence are not appro-
priate crfterion variables in that.job satisfaction is”mdhe ijely re-
]ated only to true voluntary absenteeism.. Since .the methodkef\recording
absenceS'in most organizations does not‘tap voluntahy‘absenteeish;’it is
suggested that the commonly used absence measures are of little value ;n\\
criterion-related valldatton studies of job satlsfactlon. It is also
técommended-that the measure of tenure not be\employed in assessing this
form of validity eince numerous factors appea‘ to attenuate the satiSf
faction-tenure relationship.
| Although the optimum dimens ion(s) of job satisfaction has(have).
yet to be defined it is obvioUsAttam the literature that Factohianalysis4
,provides valuah]e insight into the structure of the~construct. kAlthough

factor analysis can provide usefu] |nformat|on concernlng the nature. -of

a variable it must be remembered that this technique does nof/Taentlfy
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dimensions of‘a construct ée} se but rather it identifies dimensions

" within the items,comprising‘the measure. It is suggested that more

gmpirica] suppdrt is needed before a single facfor structure can be

rel ied upon with any degree of confidence. It is recommendéd‘thefeforé
N

thaé the factor analytic féchqique is best used in studies when both

multitraits aﬁd multimethods are available. | .

The recent emergence of inéreasingly'comp[éx theoretiéal
models to expléin job éatisfaction'éppears to. have much merit wfth
respect to the refinements necessary to.exp[ain this compiex construét.
Improved models and theories will continue to emerge through inter=-
active theoretical and empiricél'work. Thus, future validation studies
will be facilitated by the elaboration of ebmprehensive conceptual

frameworks. Theory development in turn, will be advanced by the data

derived from méthodOIOQically sound research.
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" INSTRUCTIONS

Sixteen job characteristics connected with your hospital
~ position are 1isted on pages one to six of the questionnaire.
Each dharacteristic is followed by three questions:

a) how much of the characteristic is there now connected with
your job? '

b) how much of the characteristic should be connected with your
job?

'c) how important is this characteristic to yau?
Please circle the number between 1 (none at all QR not |

important) and 5 (maximum OR rost important) on the scale
following each question which best represents your gpinion.

EXAMPLE

The opportunity to fully use my skills and abilities in my job:

- (a) HOW MJCH of the characteristic (none at all) 12345 (maximum)
IS THERE NOW connected with T
your job? ’

(b) HOW MXH of the characteristic (none at al1) 12345 (maximum)
. SHOULD BE connected with your . .
job? ' ’

-

(c)HOW IMPORTANT ‘is this - (not important) 12 345 (mst important)
dharacteristic TO Ya? °



QUESTIONNAIRE

‘The opportunity for professional
grosth and developrent in my job

(a) HOW MJH of the characteristic
IS THERE NOW connected with
~ your job?

(b) HOW MICH of the characteristic
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is this
characteristic TO YOU?

The apportunity, in my job, to share
in the setting of nursing goa]s for
the hospltal.

{a) HOW MXH of the character'l stic
IS THERE NOW connected with
your job?

(b) HOW MICH of the characteristic
SHOULD BE connected with your
~Job'? -

* (c) -HOW IMPORTANT is this
characteristic TO YOU?

The fairness of working hours (shift

rotations, -days off, rumber of
weekends off) associ ated with y 30b

(a) HOW MJH of the characteristic
* IS THERE NOW connected with
your job?

(b) HOW MIH of the characteristic
' SHOULD BE connected with your
job? E

(c) HOW IMPORTANT is this
- characteristic TO YOU?
| J

-

{none at aﬂ) 12345 (maximum) -

(none at al1) 12345 (maximum)-

(net important) 12345 (most important)

(none at al1) 12345 (maximm)

(none at all) . 12345 (maximum)

(not important) 1234 5 (most important)
.. \ . -

(none at al1) 12345 (maximm)

(none at all) 12345 (maximum)

(not important) 12345 (most important)

»
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4, The opportunity to fully use ry skills

and abilities inmy job.

(a) HOW MXH of the characteristic
IS THERE NOW connected with
your job? .

(b) . HOW MJCH of the characteristic
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is-this
d'taractem's'gic TO YOU?

N -
5. The supervision received in my job.

(a) HO4 MJH of the characteristic
1S THERE NOW cmnec;ed with

your job?

(b) HOW MJH of the characteristic
"~ SHOULD BE connected with your.
job?

(c) HOW IMPORTANT 1is this
characteristic TO Y(l]"

6. The co-operation and assistance
" received from coworkers (excluding
_ physici ams) in my job settimg.

“(a) HOW MUCH of the characteristic
IS THERE NOW connected with
your job?

(b) HON MICH of the characteristic
SHOULD BE connected with your
job? ‘

(c) HOW IMPORTANT is this .
characteristic TO YOU?

(none at al1) 12 345 (maximum)

)

(none at al1) 12345 (maximum)

{net important) 12345 (most important)

(none at all) 12345 (maximum)

(none at all)

12345 (maximum)

(not irportant) 12345 (most important)

(none at al1) 12345 (maxinum)

!

(none-at al1) 12345 (maximm)

(nct irportant) 12345 (most important)
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7.

The authority to direct other staff
members connected with my position.

(a)

(a)

(b)

(c)

(a)

(b)

(cd

HOW MJCH of the characteristic
IS THERE NOW connected with

your job?

HOW MICH of the characteristic
SHOULD BE connected with your

- job? -

HON IMPORTANT 4s this
characteristic TO YOU?

. The feeling of peréona] and worthwhile
accarplishment’ obtained fram
Job.

HOW MUCH of the characteristic
IS THERE NOW connected with
your job?

HOW MUCH of the characteristic
SHOULD BE comnected with y
job? , ‘

HOW IMPORTANT is this
characteristic TO YOU?

. The opportunity, in my job, to
participate in educational progia

HOW MICH of the characteristic
IS THERE NOW connected with

. your job?
HOW MJXCH of -the characteristic

SHQULD BE connected with your
Jjob? ' »

HOW IMPORTANT is this
characteristic TO YOU‘?c

doing my

(none at all) 12345 (maximum)

|
(none at alt) 12345 (maximm)

(not important) 12 345 (most important)

(fene at al1) 12345 (raximm)

(none at aﬁ) 12 345 (maxirum)

(not important) 12345 (most important )

~2 at all) 2 345 (maximum)

(none at all) . 345 (maximum)

(net important) 12 34 5 (most important)
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10. The quality of the physician-nurse

2

relationship in this hospital "(that
is; the amount and type of
professional interaction,
co-operation, and teawork ).

(a) HOW MUCH of the characteristic
IS THERE NOW connected with
your job?

(b) HOW MUCH of the characteristic
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is this

~ characteristic TO YOU?

11. The apportunity to provide an

acceptable standard of patient care
due to an adequate nurse~patient
ratio.

(a) HOW MUCH of the characteristic
IS THERE NOW conected with
your job?

(b) HOW MICH of the charactéristic
' SHQULD BE connected with your

job?.

(c) HOW IMPORTANT is this
characteristic TO YOU?

12. The recognition obtained fram my

supervisor for the work that I do.

(a) HOW MJH of the characteristic
IS THERE NOW connected with
“your job? |

(b) HOW MUXH of the characteristic
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is this
characteristic TO YOU?

(none at al1) 1234 5 (maxirum)
(none at al1) 12 3 4 5 (maximum)

(nat irportant) 12 345 (most important)

(none at al1)  1:23 4 5 (maximum)
(none at al1) 12345 (maximum)

(not important) 12734 5 (most important)

(none at all) 12345 (maximum)
(none at all) 12345 (maximum)

(not important) 12345 (most important)
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13.

The opportunity, in my job, to share
in determination of methods and

- procedures.

(a) HOW MUH of the characteristic
IS THERE NOW conriected with

your job?

(b) HOW MJCH of the characteristic
SHOULD BE connected with your
job?

“(c) HOW IMPORTANT is this

characteristic TO YOU?

14. The accauntability to patients

15,
. to other than administrative

" positiogs,

inherent in my position (that is, my
personal responsibility for the
provision of a profssmnal standard
of rursing care).

(a) HOW MJCH of the characteristic
IS THERE NOW connected with
your job?

(b) HOW MIJH of the characteristic
SHQULD BE connected with your
job?

(c) HOW IMPORTANT is this
characteristic TO YOU?

The opportunity for career advancsre'nt

(a) HOW MUCH of the characteristic
IS THERE NOW connected with

your job?

(b) HOW MICH of the characteristic
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is this
characteristic T0O YOU?

(none at all)

(none at all)

Ll

(not important)

(none at all)

(none at all)

(not important)

(none at all)

(none at all)

'(not important)

143

12345 (maximum)
12345 (maximum)

12345 (mst important)

12 345 (maximum)
12345 (maximum)

12345 (mst important)

12345 (maximum)

1.234 5 (maximum)

12345 (most important)
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16. The opportunity to exercise
' independent judgement in my job.

(a) HOW MXH of the characteristic (none at al1) 12345 (maximum)
IS. THERE NOW connected with
your job?

(b) HOW MUH of the characteristic (none at al1) 12345 (maximum)
SHOULD BE connected with your
job?

(c) HOW IMPORTANT is this (not important) 12345 (most important)
characteristic TO YOU? ‘
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The remainder of the questionnaire is included to determine the
degree to which certain variables are related to job satisfaction.

Please indicate how strongly you agree or disagree with each of the
following five statements concerning your job by circling the
aopropriate number between 1 (strongly disagree) and 7 (strongly
agree)

1. I have cler planned goals and objectives for my job

(strongly disagree) 1 2 3 4 5 6 7 (strongly aaree)

2. I know that I divide my time p}oper1y

(strongly disagree) 1 2 3 4 5 6 7 (strongly agree)

3. I know what my responsibilities are

k\

(strongly disagree) 1 2 3 4 5 6 7 (strongly agree)

4. 1 know exactly what is expected of me

(strongly disagree) 1 2 3 4 5 6 7 (strongly agree)

5. 1 feel certain about how much authofity I have on the job

(strongly disagree) 1 2 3 4 5 6 7 (strongly agree)
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DEMOGRAPHIC INFORMATION

PLEASE CHECK ONE:

AGE

20-29 yrs.
30-39 yrs.
40-49 yrs.

50 yrs and over

PRESENT EMPLOYMENT STATUS

Full Time
Part Time

" YEARS OF NURSING' EXPERIENCE

—

HAVE YOU PREVIOUSLY RESPONDED

TO A JOB SATISFACTION
QUESTION/IAIRE FROM THIS
INSTITUTE?

Yes
NO

JOB SETTING

Staff Murse, Station 30
Staff Nurse, Station 40

Administrator (Head
Murse or Supervisor)

Mone of the Above

—

IF YOU HAVE YOUR CHOICE

WILL YOU BE WORKING IN

Full Time yrs THIS HOSPITAL THREE

Part Time e rs YEARS FROM NOW?
Certainly

EEQEAIEQE Probably -

RN J Not Sure

BSc™ Probably Mot

Other g Certain]y Not

(please specify)

A\

)

i

146



APPENDIX 11

COVERING LETTER

147



PROVINCIAL CANCER HOSPI:'TALS BOARD

PHONE 432-8771
11560 UNIVERSITY AVENUE
EDMONTON, ALBERTA, CANADA
T6G 122

September, 1981

Dear Registered Nurse:

\
: The second phase of the study to investigate sources of
nurses' job satisfaction/dissatisfaction within the Cross Cancer
Institute is now being undertaken. It is hoped that the results of
this study will assist management to address those issues which you
and your colleagues identify as important contrlbutors to the

quality of your jobs.

. The study will have the greatest value to the nursing staff
if the’ opinion of every nurse employed by the Institute is obtained.
Your participation in this project would therefore be appreciated.

A1l responses will be held in domplete confidence. The
questionnaire has been numbered only to ensure that you are not
bothered by reminder letters once you have returned it.

4 ’ ‘
. A self-addressed envelope has been enclosed for your con-
venience. Please return the completed questionnaire in this sealed
envelope to the Head Nurse/Supervisor in your area.

The results of the study will be available to you on com-
pletion of the project. Should you have ‘any questions or coments.
concerning this study please contact me at h32 -2216.

Thank you for your co-operatlon.

Sincerely,

Eileen Hourigan (MN Candidate)
Faculty of Nursing

- University of Alberta
v
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