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CHAPTER I 

REVIEW OF THE LITERATURE 

Introduction 

Americans live in a work-oriented society. Men, and an 

increasing number of women, spend large parts of each day in 

work or work-related activities. Super (1957) estimates that 

in addition to the actual work activity itself, the travel, 

meetings, preparations, study, and work-oriented social 

activities will normally add up to ten hours per day. Work 

therefore clearly consumes a larger part of the day than any 

other activity in the life of the fully employed person. 

Hut the place of work in a person's life cannot be mea

sured purely by the time spent in work and work-related 

activities. Work additionally provides a livelihood and 

security. But perhaps even more important, it provides a 

way of life. To a large extent it determines an individual 

and his family's style of life and social status. It in

fluences his social and work values and attitudes, his daily 

and weekly schedule, the place he lives, the friendships he 

develops, the type of family life he leads, the clothing and 

language he uses, and his general social behavior (Super, 

1957) . 

Work can provide stimulating and interesting activities. 

It can also provide an important sense of individual worth 



and satisfaction. Research has demonstrated that adjustment 

in work is also related to general life adjustment (Crites, 

1969). 

One of the major concerns of vocational psychology is 

the description, measurement, prediction, and facilitation 

of work adjustment. The area of work adjustment has stimu

lated extensive theory and research in the hope that a better 

understanding of work adjustment could provide many of the 

answers to problems posed by work: vocational choice, voca

tional development, job success, job satisfaction, job 

tenure, and general life adjustment. 

Through the extensive theory and research in work ad

justment, several ideas appear to have been generally estab

lished in the field. First, in a democratic society such 

as ours where the individual can choose his occupation, 

vocational guidance is one of matching the individual and 

the job. Second, both job success (performance) and job 

satisfaction are the commonly accepted indices of work ad

justment. Third, there is general acceptance that although 

both job success and job satisfaction are outcomes and 

measures of work adjustment, they are not independent of 

each other. Fourth, with the considerable amount of theoriz

ing and research in work adjustment, there has developed the 

need for a comprehensive conceptual framework to organize 

the data in both areas, and to give direction to further 

theory and research (Crites, 1969; Lofquist & Dawis, 1969). 



Nowhere is research in work adjustment more needed than 

in the military career fields. With the advent of the All-

Volunteer Army, the maintaining of sufficient strength in 

the active Army has become a major concern. The Army has 

to compete in an industrialized, educated society, where the 

abundance of good salaries, good working conditions, and 

good career programs in civilian life are highly attractive. 

Career retention of highly skilled and expensively trained 

officers and men in an all-volunteer, peacetime Army has 

indeed become a major challenge for the Army. 

Upon assuming the job as Secretary of the Army in 1973, 

Howard H. Callaway conducted an extensive personal tour of 

United States Army installations and units throughout the 

world. He talked informally and off-the-record with Army 

personnel at all rank levels and in numerous assignments and 

duties. His basic motive for the tour was to determine what 

factors in the Army were major contributors to personnel not 

choosing the Army as a career, or deciding to leave the Army 

after initially choosing it as a career field. Secretary 

Callaway concluded from his extensive discussion with Army 

personnel that there was a general theme throughout. This 

theme was job satisfaction. More pay alone was not the 

answer. If the Army could make every man feel his job was 

meaningful and the work he was doing was worthwhile, then 

the All-Volunteer Army would work (Delong, 1973; Shanahan, 

1973) . 



In the remainder of this first chapter the focus will 

be initially on a review of the theoretical and research 

literature on two important issues in work adjustment: 

(a) matching individuals and jobs, and (b) the relationship 

between job success and job satisfaction. This review will 

be followed by discussion of (c) a new comprehensive model 

of work adjustment that attempts to address these two issues, 

(d) the rationale for testing this model with a military 

population, and (e) a statement of the problem that will be 

the focus of this dissertation. 

Matching Individuals and Jobs: 
The Good-Fit Principle 

Historical Perspective 

A very prominant concept in current psychological 

thought states that personal adjustment is a function of the 

degree of congruence between the individual and his environ

ment. There is varying terminology for this concept: "con

gruence," "correspondence," "equilibrium," "similarity," 

"agreement," "balance," "good-fit." The good-fit concept 

has found wide acceptance in vocational psychology, particu

larly in the areas of work adjustment (job satisfaction and 

job success), personnel selection, vocational counseling, 

and vocational choice and development. In vocational psy

chology, the concern has been with the congruence of the 

individual's abilities and needs on the one hand, and the 

work environment on the other. 



The good-fit approach to vocational counseling and per

sonnel selection can be traced back to the first decade of 

this century. Frank Parsons (1909), considered by many as 

the father of vocational guidance, formulated the earliest 

model for matching men to jobs. The model was based on the 

assumption that vocational adjustment was a function of the 

agreement of a worker's capacities and characteristics with 

the demands of the job. Parson's model became the conceptual 

cornerstone for vocational guidance and selection, and voca

tional research for almost two decades (Horgen, Weiss, 

Tinsley, Dawis, & Lofquist, 1968; Crites, 1969; Lofquist & 

Dawis, 1969). 

Following Parson's model, Viteles (1932) developed the 

job psychograph as part of a method of job analysis. This 

was an early attempt to describe the work environment in 

work-personality terms. Viteles measured what he described 

as "mental ability traits" on a five-point scale as to the 

extent to which they were essential for success on the job. 

The ratings on these traits were portrayed in profile form 

on the Psychograph. This graph was incorporated into the 

job description and specified the mental ability requirements 

necessary for job success. However, these traits were limited 

to descriptions of job abilities. 

In the early 1930's, work began at the Minnesota Employ

ment Stabilization Research Institute to identify the 



differences in ability patterns for various occupations. 

The eventual goal of the work was to determine if these 

identified patterns could be used for selection and place

ment of individuals (Dvorak, 1935). Dvorak continued this 

work at the US Employment Service and the Department of 

Labor. This later work resulted in the development of 

(a) the General Aptitude Test Battery, a multifactor test 

battery to describe individuals in terms of job-relevant 

aptitudes, and (b) the corresponding Occupational Aptitude 

Patterns, descriptions of work environments in terms of 

work-relevant aptitudes required (Dvorak, 1956; US Depart

ment of Labor, 1966). Two other aides to vocational coun

seling and job placement were also developed during this 

period: (a) The Minnesota Occupational Rating Scales 

(Paterson, Gerker, & Hahn, 1941, 1953) and (b) the Worker 

Trait Requirements for 4,000 Jobs (US Dept. of Labor,1956). 

The former described 432 occupations in terms of seven 

abilities based on the rating of experts in the fields. The 

latter was based on ratings by occupational analysts and did 

include some data on interests, temperaments, and working 

conditions. Further, during World War I, the Army Alpha and 

Army Beta Tests were developed to meet the need for an aid 

to selecting men for service. The tests were also used as 

an aid in assigning duties appropriate to abilities (Horgen, 

Weiss, Tinsley, Dawis, & Lofquist, 1968; Crites, 1969; 

Lofquist & Dawis, 1969). 



These early attempts at fitting men to jobs dealt pri

marily with matching the person's work abilities or aptitudes 

to the ability requirements of the job. As Crites (1969) 

pointed out, during the early stages of vocational selection 

and counseling development, emphasis was on "putting square 

pegs in square holes and round pegs in round holes." This 

was the prevailing philosophy up through World War I. Little 

attention was paid to the individual's needs, interests, or 

values, all of which are today recognized as major aspects 

of the work personality. 

Crites (1969) attributed the major modification of the 

"square peg-square hole" concept after World War I to three 

major objections raised to it and its underlying assumptions. 

First, both men and jobs were changing and flexible, and 

work adjustment was in part brought about by a dynamic inter

action of men and jobs. Second, failure or lack of voca

tional adjustment in many instances was due to personality 

variables, and not to a lack of work abilities. Although 

personality and non-intellectual variables were considered 

to some extent by proponents of the square peg-square hole 

concept, it remained for the new psychodynamic approach to 

vocational adjustment to more fully establish their impor

tance. Third, there was the realization that vocational 

adjustment was a developmental process, and not a point in 

time phenomenon (Crites, 1969) . 
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What was to emerge from this critical look at the 

square peg-square hole concept was a new concept of "voca

tional fitness." This view recognized that an individual 

was suited for a number of occupations, and occupations 

were suitable for different types of individuals. It was 

perhaps best stated by Super (1953) as the multipotentiality 

of the individual for different occupations, and by the 

heterogeneity within occupations for different individuals 

(Crites, 1969). 

Another line of investigation in vocational behavior 

which developed after World War I was also to have a sub

stantial influence on the contemporary approach to the good-

fit principle. This was the research in the measurement and 

investigation of vocational interests, needs, and values. In 

1927, Strong published the first edition of the Strong Voca

tional Interest Blank (SVIH). This was followed by the work 

of Kuder (1956, 1958) who developed a series of interest 

inventories, by Clark's (1961) Minnesota Vocational Interest 

Inventory (MVII), and by Holland's (1958) Vocational Prefer-

ence Inventory (VPI). Also Roe (1956) was investigating the 

area of work needs, and Super (1957, 1962) the area of work 

values (Crites, 1969; Lofquist & Dawis, 1969). 

A third major influence on the contemporary good-fit 

concept was the humanistic movement in psychology. With the 

advent of this movement during the second quarter of this 
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century, the influence of the early humanistic personality 

theorists (Allport, 1937, 1955; Maslow, 1954; Murrey, 1938; 

Rogers, 1942, 1951) was felt in many areas of theory and 

research in vocational psychology and occupational sociology. 

The emphasis on individual needs, values, or self-concepts 

(depending on the theory) was to have especially strong 

influence in the area of vocational counseling. The impli

cations for vocational counseling were: (a) the identifica

tion of the needs, values, or self-concept, (b) the matching 

of these to a work environment in which they could be ful

filled, and (c) the assumption that this matching would 

result in job satisfaction and work adjustment. 

In summary, the good-fit principle became a widely 

accepted concept in many areas of vocational psychology dur

ing the first half of this century. It was natural then, 

that the concept was to find expression in many of the major 

theories of vocational choice, vocational development, and 

job satisfaction that have been developed since the 1950's. 

The Incorporation of the Good-Fit Principle 
into Theories of Vocational Development 

The major contemporary theories of vocational choice or 

development all incorporate in some way the concept of match

ing the individual and his work environment (Osipow, 1973). 

Presented below are the basic concepts of the major voca

tional choice and development theories, and the ways in which 

these theories have incorporated this matching concept. 



10 

Roe's (1956) need fulfillment theory is based in part 

on Maslow's (1954) need hierarchy concept. The theory sees 

the individual's needs as acting as both motivators and 

determinants of his choice of occupation. Unfilled needs 

influence the individual's vocational decisions. The amount 

of the influence of any type of need depends on the strength 

of the need, its place in the hierarchy of needs, the degree 

to which more basic needs have been satisfied, the amount of 

delay between the arousal of the need and its satisfaction, 

and the value that the satisfaction of the need has in the 

individual's immediate environment. 

Two other concepts combine with the need concept to 

form the basis for Roe's theory of career choice; genetic 

endowment and child-rearing practices (pverprotective, re

jection, acceptance). Based on the interaction of these 

three concepts, people develop general life orientations 

either toward or not toward persons, and make vocational 

choices appropriate to these orientations. Roe felt that 

occupations were an extremely important source of need satis

faction in our culture, and that one reason occupations have 

become such an important part of our culture is because they 

fill so many needs (Crites, 1969; Osipow, 1973). 

Super's (1957) self-theory sees all vocational devel

opment, choice, and behavior as an attempt to implement the 

self-concept in vocational terms. The person strives to 
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implement his self-concept by choosing to enter an occupa

tion (or enter training for an occupation) that he sees as 

most likely to permit his self-expression. Work and life 

satisfaction depends on the extent to which the individual 

finds adequate outlets for his abilities, interests, per

sonality traits, and values. Work and life satisfaction 

depends upon the establishment in a type of work role which 

his vocational growth and exploratory experiences has led 

him to consider congenial and appropriate. The vocational 

growth and exploratory experiences involve a process of 

synthesis between the individual and social factors, and 

between his self-concept and reality (Crites, 1969; Osipow, 

1973; Super, 1957). 

Holland's (1966, 1973) theory of vocational choice en

visions the pairing of the individual's personality type or 

pattern with an appropriate occupational environment. Both 

personality types and occupational environments are weighted 

on six dimensions (realistic, investigative, social, artis

tic, enterprising, conventional). Hy pairing the personal

ity type with an appropriate occupational environment, there 

will result for the individual greater achievement, satis

faction, stable vocational choice, and personal stability. 

A person's vocational behavior is explained by the inter-

action of his personality pattern and the occupational 

environment pattern. 
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Holland makes two important assumptions about the rela

tionship of interests and personality. First he, like Roe 

(1956), makes the assumption that interests are personality 

variables. Second, he assumes that personalities can be 

described by a person's expressed and measured vocational 

interests. In his original theory he developed a system of 

six occupational personality types based on measured voca

tional related interests via the VPI. In his more recent 

works he has come to view these six occupational personali

ties as not merely vocational orientations, but as general 

personality styles or styles of life, only one facet of 

these being vocational (Crites, 1969; Osipow, 1973) . 

Ginsberg (Ginsberg, Ginsberg, Axelrad, & Herma, 1951) 

sees vocational choice and development as a compromise be-̂  

tween the individual's interest, capacities, and values on 

the one hand, and the opportunites and limitations of the 

work world on the other. The individual strives to make an 

occupational choice that will maximize his satisfaction. 

This process of compromise, or fitting himself to the work 

environment, begins in the second of three stages in voca

tional development (the Tentative Stage) and culminates in 

the third or Realistic Stage (Osipow, 1973). 

Even the Psychoanalytic approach to vocational choice 

can be seen as incorporating the concept of matching men 

and jobs. Drives in the individual may be met by the 
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processes of identification or sublimation, both of which 

can be expressed by vocational choice. In identification, 

the individual identifies with an authority figure (such a 

a parent or adult model) by selecting a similar or sex-

related (i.e., male or female type) occupation. In sublima

tion, impulses may be expressed in socially acceptable ways 

found in the world of work (Osipow, 1973). 

The Incorporation of the Good-Fit Principle 
into Theories of Job Satisfaction 

Job satisfaction is one generally agreed upon index of 

both work adjustment and the congruence of individual and 

job (Crites, 1969). Most theories of job satisfaction, 

whether classified as need, value or self theories, incor

porate in some manner the concept of job satisfaction as a 

function of the correspondence between the individual and 

his work environment. 

Several theories of job satisfaction are based on need 

theory. Schaffer's (1953) theory is best summarized in a 

central hypothesis: 

Overall job satisfaction will vary directly with 
the extent to which those needs of an individual 
which can be satisfied in a job are actually satis
fied. The stronger the need, the more closely will 
job satisfaction depend on its fulfillment, (p. 3) 

Morse (1953), taking an almost identical position to 

Schaffer, stated that the amount of vocational satisfaction 

experienced by the worker is a function of two factors: 
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(a) how much of his needs are fulfilled by his job, and 

(b) how much they remain unfulfilled. The strength of the 

need (need level) in the individual is also a factor in 

how much a job environment will provide job satisfaction. 

Porter and his associates (Porter, 1964; Porter & 

Lawler, 1965, 1968) based their theory on a modification 

of Maslow's hierarchy of needs concept. Using five cate

gories of needs (security, social, esteem, autonomy, and 

self-actualization), they hypothesized that job satisfaction 

should occur when the opportunities for need satisfaction 

that are present in the job correspond with the individual's 

position in the hierarchy of needs. Essentially then, job 

satisfaction is present when an individual's current needs 

are matched by the need satisfaction opportunities of the 

job. 

Herzberg's (Herzberg, Mausner, & Snyderman, 1957) 

Motivator-Hygienic or two-factor theory of job satisfaction 

is another type of need theory. Classifying needs into two 

types (physical and psychological), Herzberg postulated that 

physical needs must be met or job dissatisfaction results. 

Meeting these hygienic or job context needs (working condi

tions, salary, supervision, company policies), however, does 

not result in increased job satisfaction. Job satisfaction 

results from meeting the psychological (motivator or content) 

needs of achievement, recognition, the work itself. 
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responsibility, advancement. However, failure to meet the 

psychological needs does not result in job dissatisfaction, 

only lack of job satisfaction. The theory subscribes to 

the good-fit principle for both elimination of job dissatis

faction and increasing job satisfaction (Blum & Naylor, 

1968) . 

Two theories of job satisfaction incorporate the concept 

of congruence between values and the work environment. The 

theorists, however, make little real distinction between 

needs and values. Locke (in press), believing the focus of 

man's values is to satisfy his needs, sees job satisfaction 

as resulting from the perception that one's job fulfills or 

allows the fulfillment of each important job value, providing 

and to the degree that the values are congruent with one's 

needs. Katzell's (1964) theory of vocational motivation is 

commonly referred to as an adaptation-level or expectancy 

theory, but it does incorporate the good-fit principle when 

referring to job satisfaction. Katzell sees satisfaction as 

the outcome of the interaction of job occupant and his job 

environment. The job occupant possesses personal values 

(which Katzell equates to occupational needs), and the job is 

instrumental in providing reinforcement or fulfillment of 

these values or needs. Job satisfaction is thus a function 

of the extent to which the job features match the values of 

the job occupant. 

V 
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Hrophy (1959), a student of Super, developed a theory 

of job satisfaction (incorporating both self and role con

cepts) in an attempt to operationalize Super's self-concept 

theory in the area of job satisfaction. The theory is based 

on several interlocking propositions, some of which can be 

characterized as good-fit concepts. Essentially, the good-

fit portion of the theory states that job satisfaction is the 

function of the congruence between (1) self-concept and per

ceived occupational role, (2) ideal occupational role and 

perceived occupational role, and (3) self-concept and ideal 

occupational role. 

The incorporation of the good-fit principle into many 

of the major theories of vocational choice, vocational de

velopment, and job satisfaction was to have a major impact 

on research in vocational psychology. During the 1950's and 

1960's the importance of empirical validation of theories 

was being recognized in applied psychology. Beginning in 

the 1950's, vocational theories were to become the catalyst 

for much of the significant research in vocational psychol

ogy. The widely accepted good-fit principle was being put 

to the empirical test. 

Review of Research on the 
Good-Fit Principle 

Overview 

In spite of the fact that many theories of vocational 

counseling, vocational development, and work adjustment 
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subscribe to the good-fit principle, the research results 

provide only moderate support for the concept. The majority 

of the research directly related to this principle has been 

concerned with the prediction of job success or performance 

based on measures of the individual's abilities or aptitudes. 

A lesser amount of actual empirical research has dealt with 

the prediction of job satisfaction based on matching of the 

personality with the work environment. 

Job Success Research 

The concept of good-fit has been the basis for extensive 

research by industrial, vocational, and counseling psycholo

gists in an attempt to facilitate the prediction of job 

success or job performance. The relationship of numerous 

measures of the individual's abilities or aptitudes to his 

subsequent work performance or success have been investi

gated. The most commonly used predictor variables have been 

aptitude tests. The types of aptitude tests are too numerous 

to mention here, but there is a very wide variety of general 

and specific aptitude tests in a wide variety of written, 

manual, and verbal formats. Other predictors that have 

frequently appeared in research are school grades, intelli

gence tests, educational achievement tests, and biographical 

data (Anatasai, 1968; Crites, 1969; Cronback, 1960). 

The most commonly used criteria of job success have been 

supervisor ratings and levels of production or performance 
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(Ghiselli, 1966). Supervisor ratings, by their nature sub

jective, have been ratings of such variables as quality of 

work, job suitability, and promotability. Production or 

performance ratings have commonly been objective measures of 

production level or quality of performance for the individual 

or the work group. Other criteria that have appeared in the 

literature include salary or earning level, level of job 

advancement, interest in work, and such other variables as 

absences, tardiness, accidents, and disciplinary action 

(Crites, 1969; Ghiselli, 1966). 

The validity coefficients for predicting job performance 

that have been reported using the traditional prediction 

model (correlation) have been generally low. A series of 

reviews attest to this fact. Carruthers (1950) tabulated 

over 200 validity coefficients between clerical test scores 

and occupational performance in 40 clerical occupations. 

The majority of the coefficients (76%) fell in the .20's to 

.70's range. Approximately half the coefficients were be

tween .30 and .60, with the median in the .40's. Severin 

(1952) summarized 270 validity coefficients (from studies 

dating back to 1908) for both personality and non-personality 

tests. He found that non-personality tests (intelligence, 

performance, achievement) gave higher correlations (median 

of .33) than did personality tests (median of .15) for 

predicting both production records and ratings of job 
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performance. The median correlation for all kinds of test 

was only .25, with 83% of the coefficients falling below .50 

Ghiselli and Harthol (1953) reviewed 113 studies (dat

ing back to 1919) which dealt with the validity of personal

ity inventories in employee selection. Mean validity coef

ficients for eight occupational groups ranged from .14 to 

.36. Strangely enough, higher coefficients were found in 

some occupations in which personality factors would appear 

of minimal importance (e.g., clerks, trades, and crafts), 

but lower for other occupations in which personality factors 

could reasonably be expected to be more important (e.g., 

supervisors, foreman). 

Ghiselli (1966), in his frequently cited review of the 

predictive validity of aptitude tests, published all the 

reasonably solid coefficients he could find, classifying 

them both with respect to kinds of tests and types of occu

pations predicted. The range for the average validity co

efficients was .27 to .59 for training criteria, and .16 to 

.46 for proficiency criteria. Ghiselli (1966) concluded his 

summary of the review by stating: 

While the general predictive power of aptitude tests 
in forecasting occupational success is by no means 
zero, it is far from impressive. For all tests and 
jobs as a whole, a coefficient of the order of .30 
describes the general validity of tests for train
ing criteria, and one of the order of .20 gives the 
value for proficiency criteria. . . . Taking all 
jobs as a whole, then, it can be said that by and 
large the maximal power of tests to predict success 
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training is of the order of .50 and to predict 
success in the job itself is of the order of .35. 

(pp. 121, 123) 

In summary then, many studies have reported some corre

lation with criteria which are statistically significant. 

However, the correlations were for the most part predictively 

weak from a practical standpoint in that they accounted for 

only a small proportion of the variance in the criterion 

variable. For instance, Ghiselli's (1966) average of the 

maximal validity coefficients of .50 for training criteria 

and .35 for proficiency criteria accounted for only 25% of 

the training criterion variance and 12% of the performance 

criterion variance. 

^^b Satisfaction Research 

No reviews of the literature were found by this author 

which specifically dealt with the research on the relation

ship between job satisfaction and the good-fit principle 

(i.e., matching the individual's personality, self-concept, 

needs, interests, or values with the reinforcement patterns 

in jobs). Since 193 5 Hoppock and his associates have pub

lished in The Personnel and Guidance Journal and Journal of 

Vocational Behavior 24 annual or biannual reviews of job 

satisfaction literature. The emphasis in the research on 

job satisfaction has clearly not been in its prediction 

but in such areas as (a) defining it, (b) measuring it. 
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(c) identifying its dimensions, (d) identifying individual 

and environmental characteristics contributing to or corre

lating with it, (e) identifying differences among occupa

tional fields and levels, and (f) investigating its 

relationship to job performance and organizational effec

tiveness. 

However, several studies have appeared in the literature 

investigating the relationship between job satisfaction and 

the fulfillment of needs, self-concept, personality, and 

interests. One of the earliest studies relating job satis

faction to need fulfillment was conducted by Schaffer (1953). 

Schaffer constructed an occupational attitudes survey ro mea

sure: (a) strength of 12 of Murray's (1938) needs, and (b) 

the degree to which each need was satisfied by the Individ-

ual's job. Hoppack's Job Satisfaction Blank was used as a 

measure of overall job satisfaction. For his population of 

72 males (in professional, clerical, and sales jobs), Schaffer 

obtained an r_ = .44 between overall need-satisfaction (the 

mean of the subject's 12 need-satisfaction scores) and over

all job satisfaction. By weighting the need-satisfaction 

scores with the rank order of the parallel need-strength 

score, he increased the correlation to r = .48. This in

crease in size of correlation was nonsignificant. Investi

gating further the relationship of overall job satisfaction 

to strength of need, he found a correlation with overall 
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job satisfaction of .54 with the highest ranked need, .58 

with the two highest needs, .57 with the three highest needs, 

.51 with the four highest needs, and .49 with the five high

est needs. Further additions of needs ranked by importance 

resulted in a continuing decline in correlation coefficients 

until ,44 was reached with 12 needs. 

Ross and Zander (1957) investigated need-strength and 

need-satisfaction as it relates to job tenure. Their study 

was based on the assumption that the needs of persons who 

quit their jobs were less well met than the needs of people 

who remained on the job. The authors initially administered 

a measure of need-strength and need-satisfaction for five 

needs (affiliation, achievement, autonomy, recognition, and 

fair evaluation) to 268 0 female skilled workers in 48 sec

tions of a large company whose branches were in several 

cities. Four months later, the authors identified 169 of 

the sample who had resigned from their jobs. The comparison 

of the need-satisfaction of two groups (169 who left the job 

with 338 who remained on the job) involved three basic steps: 

(a) subtracting the need-satisfaction scores from the need-

strength scores for each individual, (b) summing the result

ing values to obtain an overall dissatisfaction score, and 

(c) subtracting the dissatisfaction score for each resigned 

subject from the mean of the dissatisfaction score of two 

randomly selected subjects who remained on the job. 
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Ross and Zander found that the workers who remained 

experienced significantly less dissatisfaction with recog

nition (p = .0025), autonomy (£ = .025), and achievement 

(£ = .05). No significant differences between the groups 

were found in the strength of these needs, but significant 

differences were found in the extent to which the groups 

perceived the recognition need (£ = .0025) and the autonomy 

need (p = .025) as being met by the work environment. 

Blai (1963) used a sample of 470 federal employees 

distributed over 29 types of jobs in five major occupational 

groups (Professional, Management-Official, Clerical, Service, 

Trades Manual). He used a multiple choice instrument to 

measure satisfaction on 14 needs representing all of Maslow's 

hierarchy of needs. A single estimate of overall job satis

faction was obtained from a seven-statement multiple choice 

questionnaire. The correlation of a composite need-

satisfaction score (weighted by need strength) and the over

all satisfaction score was r = .58. 

Kuhlen (1963), using a group of 108 male and 95 female 

high school teachers, administered (a) The Edwards Personal 

Preference Schedule (EPPS) as a measure of 14 vocational-

relevant needs, (b) the Personality Types and Occupation 

Questionnaire (PTO) as a measure of degree of satisfaction 

of the 14 needs a hypothesized person could expect from the 

teaching profession, and (c) a single item, eleven-point 



24 

measure of overall satisfaction with career. Discrepancies 

between each subject's 14 scale score on the EPPS and the 

PTO were summed and correlated with the career satisfaction 

score. A correlate of r = .25 (p = .01) was obtained for 

the male sample and an r = .02 (ns) for the females. 

Two studies were found dealing with only a single need. 

Morse (1953) reanalyzed data available from a previous survey 

of 802 white-collar males working in accounting departments. 

She found a significant rank order correlation (r = .99) 

between (a) expressed satisfaction with chances of promotion 

and (b) the difference between need-strength for promotion 

and perceived chances for promotion. The latter score was 

based on a formula she developed and was called a predicted 

satisfaction measure, while the former she called an actual 

satisfaction measure. For the rank-order correlation, sub

jects were assigned to one of 14 groups on each of the two 

measures based on their scores on the measures. Vroom (1960) 

found among 108 supervisors in a parcel service company that 

the relationship between participation in decision making 

and job satisfaction was significantly related to the mea

sured strength of independence need, and the degree of 

authoritarianism. 

The research on Roe's Theory has not been directed 

toward the study of need fulfillment, but primarily toward 

examining two other concepts: (a) person- and non-person 
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orientation and its influence on vocational selection, and 

(b) the influence of early childhood rearing practices on 

the development of an orientation and subsequent vocational 

choice. In the many studies done on Roe's theory that were 

reviewed by Osipow (1973), concentration on orientation and 

child rearing factors obscured any results that may have 

been seen as supporting or not supporting her concept of 

need fulfillment. Osipow (1973) concluded his review of 

the research by stating: 

The results of most of the research, however, have 
not supported the specifics of Roe's model. What 
remains after attempts at empirical validation is 
a general statement that individuals are either 
person- or non-person oriented in their interests 
and that their orientation influences the choice 
of their vocation, (p. 35) 

Although the work of Porter and his associates (Porter, 

Porter & Lawler, 1965, 1968) is based on Maslow's need hier

archy and the theory postulates a relationship between job 

satisfaction and need fulfillment, the direction of their 

research has not been to substantiation of the relationship 

between need fulfillment and job satisfaction. The research 

has been primarily concerned with vocational motivation as 

it relates to organization hierarchy variables (e.g., levels 

of management, office managers vs field managers, flat vs 

tall organizational structures) and is more the subject mat

ter of organizational psychology (Crites, 1969). 

Osipow's (1973) review of the research on Super's self 



26 

theory with respect to implementation of self concept through 

vocational choice and development, points out a weakness in 

the research on many of the vocational development theories. 

Most of the research deals with student populations and in

volves testing the theories by measured vocational interest 

and choice of college major. Few studies have dealt with 

employed subjects and job satisfaction or job adjustment. 

However, Osipow does conclude from his review of 19 studies 

that there is considerable convincing research to support 

the theory that self-concept plays an important role in oc

cupational preferences. 

Only one study was found which actually used employed 

subjects in testing Super's self-concept theory as it per

tains to job satisfaction. That study stemmed from Brophy's 

(1959) theory of job satisfaction. Brophy's (1959) approach 

was based on the assumption that vocational satisfaction was 

a function of the agreement among the self-concept (both 

real and ideal), and the occupational role one perceives 

himself as playing in his work world. Brophy hypothesized 

that occupational satisfaction was inversely related to the 

discrepancies between (a) self-concept and perceived occu

pational role, (b) ideal occupational role and perceived 

occupational role, and (c) self-concept and ideal occupa

tional role. Brophy used three instruments to test his 

hypotheses: (a) a three-item vocational satisfaction scale. 
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(b) the Bills Index of Adjustment and Values to obtain a 

measure of self-concept on 49 different traits, and (c) an 

occupational role scale, using the same 49 traits to mea

sure perception of occupational role and ideal occupational 

role. Using a sample of 81 female staff and supervisory 

nurses (about 50% had four or more years experience), all 

three of his hypotheses were supported. He obtained the 

following correlations: (a) -.41 (p = .001) between voca

tional satisfaction and the discrepancy between self-concept 

and perceived occupational role, (b) -.45 (p = .001) between 

vocational satisfaction and the discrepancy between ideal 

occupational role and perceived occupational role, and 

(c) -.28 (£ = .05) between vocational satisfaction and the 

discrepancy between self-concept and ideal occupational role. 

Brophy's frequently cited findings (Crites, 1969; Osipow, 

1973; Super, Starishevesky, Matlin, & Jordaan, 1963) provide 

some of the strongest empirical support for both Super's 

Self-Concept Theory and the good-fit principle. 

Unfortunately most of the research on Holland's theory 

has used student populations as sources of subjects and has 

dealt with the congruence of personality types (based on 

measured vocational interests) and college majors. Only four 

studies have been reported using employed subjects. Lopez 

(1962) investigated the six vocational models (personality-

vocational environments) for a sample of 124 administrative. 
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technical, and supervisory personnel with the Port of New 

York Authority. Using a highly complicated procedure in

volving both supervisors' and subjects' description of the 

subject's job type and the subject's personality type (by 

the VPI), he could find no significant relationship between 

the congruence of job type (work environment) and personality 

type on the one hand, and job satisfaction (based on a 105-

item questionnaire filled out by the subject) on the other 

hand. However, there was some support to suggest that job 

satisfaction was positively related to personality-

environment congruence in four of Holland's models: Real

istic, Intellectual, Social, and Enterprising. Osipow (1970) 

found that most of a group of clergy were of one type (Social) 

but were working in another setting (Conventional). Lacey 

(1971) found that VPI results and occupational activity were 

consistent for all but the Realistic Types in his sample of 

230 males established in occupations representing Holland's 

six vocational environments. 

Hughes (1972) found with his sample of 400 males (who 

had worked in their present employment for at least three 

years) that the results did not support the hypothesis that 

people worked at jobs congruent with their personality type. 

In this study subjects had been typed according to Holland's 

six personality types as determined from results of not only 

the VPI, but also the SVIB, Sixteen Personality Factors 
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(16PF) and a self-rating personality scale. Osipow (1973), 

in his review of the literature on this area, concluded 

that more research was needed before the question of how 

well Holland's theory fits the world of work can be answered, 

Osipow (1973) reviewed several studies investigating 

the psychoanalytic concept of identification as a basis for 

vocational choice. The results of studies by Crites (1962), 

Steimel and Suzidelis (1963), Stewart (1959), and Sostek 

(1963) lend some support to the theory that identification 

with one parent leads to more interest in occupations (as 

measured by vocational interest inventories) seen as charac

teristic of the sex of the parent (e.g., masculine or femi

nine occupations). Hollander (1972), however, in the in

vestigation of this identification concept, found no high 

correlations between the SVIH profiles of their father. 

Further, Tipton (1966) found no differences in frequency of 

having parents who were teachers for groups of education and 

noneducation majors. Hut education majors did exhibit a 

stronger identification with the teacher model. 

Osipow (1973) summarized his review by stating: 

The results of these studies seem to imply the con
clusion that identification with a parent or adult 
model is indirectly important in the vocational 
choice process, but no direct relationship has been 
demonstrated, and the findings of the studies are 
not entirely consistent with one another. Unfor
tunately, the measures of identification are not 
powerful, and they have nearly always been related 
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to interest inventory scores rather than other 
behaviors, such as vocational selection or attain
ment, (p. 123) 

Vocational Interest Research 

The extensive work that has been done in the area of 

measuring vocational interests and their relationship to 

vocational choices and vocational satisfaction can be seen 

as generally supportive of the good-fit principle in matching 

individuals and occupations. Interests are classified as 

personality variables in the same general category with 

motivations, wants, drives, values, needs, and desires (Darley 

& Hagenah, 1955; Holland, 1966, 1973; Strong, 1943; Thorndike, 

1935). Holland has even gone so far as to develop a promi

nent theory of personality based on measured vocational 

interests. 

A large amount of the research on relating vocational 

interests to vocational choice and satisfaction has been 

undertaken as part of the efforts by vocational interest 

inventory authors such as Strong (Strong Vocational Interest 

Blank), Kuder (Kuder Preference Record), and their associates 

to provide some evidence for the validity of these instru

ments. There has been extensive validity research on the 

Strong Vocational Interest Blank (SVIB). The research re

sults provide support for its concurrent validity in dif

ferentiation of occupational groups, and for its predictive 

validity in predicting continuance or persistance in an 
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occupation. The evidence for its prediction of job satis

faction is somewhat less conclusive (Layton, 1958) . 

Herdie (1960), in his review of validity of the SVIH, 

cited numerous studies that provided concurrent validity sup

port. Hagenah (Note 1) found that 7 5% of his group of 79 

lawyers scored high (A or H) on the law scale. DuBois and 

Watson (1950) found that 86% of their group of 129 proba

tionary patrolman had A or B scores on the policeman scale. 

Kates (1950) reported that 69% of his group of 100 government 

office workers had A or B+ scores on the office man's scale. 

Kriedt, Stone, and Paterson (1952) found that in several 

subgroups of 429 industrial relations executives in high 

level jobs, 87% to 63% of the groups obtained A or H+ on the 

personnel director scale. Herdie (Note 2) found that with 

his group of 18 successful investment salesmen, of the 54 

possible selling scores in the SVIH, 98% of all scores fell 

in the A or H+ categories. For a comparison group of 6 non-

salesmen, only 33% fell in the same categories. Strong and 

Tucker (1952) reported that in a nationwide sample of physi

cians, 82% obtained A or B+ on the physician scale. Sarbin 

and Anderson (1942) investigated the relationship of job 

satisfaction and the SVIB among a group of 76 men and 24 

women drawn from all occupational levels. They found that 

82% of the males and 8 0% of the females who expressed job 

dissatisfaction showed no primary pattern of measured 
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interest in the group of occupations which embraced their 

occupation. Seventy percent of the dissatisfied men ex

pressed dissatisfaction with the occupational field rather 

than the particular job. Inappropriate vocational choice 

(lack of primary interest pattern for the occupation) was 

the most frequent reason diagnosed for job dissatisfaction 

with this sample. Thorpe and Campbell (1965) surveyed 768 

graduates of the University of Minnesota approximately 25 

years after graduation. Current SVIB results were evaluated 

on a six point scale by experienced vocational counselors as 

to their congruence with current occupation. Correlation 

between the congruency rating and measured job satisfaction 

(Happock Job Satisfaction Blank) was £ = .21, significant 

at p = .001. 

However, not all studies of the SVIB have provided con

current validity support. Schletzer's (1966) sample of 185 

professionals (accountants, dentists, engineers, journalists, 

lawyers, physicians) were administered the SVIB and four 

measures of job satisfaction. Only one of the 56 possible 

relationships between the appropriate occupational interest-

scales and the job satisfaction measures was significant. 

Krindt (1949) found with his group of psychologists (N=92) 

that only 56% scored A or B+ in the psychologist scale as 

compared to 82% in the original criterion groups. Inciden

tally, Krindt did go on to develop a new set of scales for 
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psychologists divided into clinical, experimental, guidance, 

and industrial subspecialties. 

Several long-term follow-up studies of the predictive 

validity of the SVIB have been undertaken by the instrument'S 

author. In all cases. Strong used as his criterion continu

ance or persistence in an occupation. Strong felt that there 

was no satisfactory measure of job satisfaction at the time 

(early 1950's) and therefore believed it was preferable to 

substitute the criterion of being engaged in an occupation 

(Strong, 1952a). 

Perhaps the most well known of Strong's follow-up 

studies was his 18-year longitudinal report on the interests 

of 663 male college graduates of Stanford University (Strong, 

1955). Results of SVIBs taken while in graduate or under

graduate school were compared with occupations engaged in 

18 years later. The average for the sample was a H+ rating 

on the appropriate occupational scale. In an analysis of 

the total SVIH profile by five experienced counselors, two-

thirds of the sample were judged to be in occupations con

sistent with their profile scores. 

Strong (1951) also conducted a 20-year follow-up of 345 

college male graduates of Stanford University. He found 

that at the end of 20 years, 86% were in occupations con

sistent with their college SVIB results. In still another 

20-year study by Strong (1952b) of 108 medical students from 
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Stanford, 65% had an A rating on the physician scale in 

undergraduate tests, while 13% had B+ scores. 

McArthur (1954) conducted a 14-year follow-up of 60 

college sophomores at Harvard College. On this group 66% 

were judged to be in occupations consistent with their 

appropriate SVIB occupation scales (with 45% having A ratings 

and 21% H+ ratings). Campbell (1973) reported on two 10-year 

follow-up studies. For a group of high school students who 

scored high on sales occupational scales, 40% were in sales 

jobs 10 years later, and another 12% were in business per

suasion types of jobs (e.g., public relations, marketing). 

For a sample of high school students scoring high on the 

science scale, 37% ten years later had engineering degrees 

and were in engineering jobs, while 40% were in occupations 

clearly technical in nature. Both groups had a hit rate of 

3 to 1 which the author saw as in line with the SVIH liter

ature which suggests that, in general, about 75% of college 

students wind up in jobs that are consistent with their 

SVIH profiles. 

At least one attempt has been made to relate job satis

faction to prior SVIH scores. Schletzer's (1966) sample of 

185 professionals were administered four measures of job 

satisfaction which were compared with scores on the appro

priate occupational scale of a SVIH taken while the subjects 

were in their senior year of high school. None of the rela

tionships were found to be significant. 
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Layton (1958) felt that Strong's (1951, 1952b, 1955) 

and McArthur's (1954) research demonstrated that the SVIH 

consistently predicts continuation or persistence in an 

occupation. That is, if a person had an A rating on an 

occupational scale, the chances are three to one that he 

would go into and stay in that occupation, whereas if he 

had a C rating, the chances are only one in five that he 

would do the same. 

Several studies involving the Kuder Preference Record 

(KPR) have provided concurrent validity evidence for a posi

tive relationship between measured interest and job satis

faction. Hahn and Williams (1945) investigated the rela

tionship between job satisfaction and scores on the Clerical 

Scale for three clerical groups of women Marine Corp reserves 

(N = 386). Significant differences were found between satis

fied and dissatisfied workers in all three groups. Hray-

field's (1946) study of six groups of clerical workers 

(N = 231) in a large industrial concern, found significant 

relationships between job satisfaction and scores in pref

erence areas that could logically be expected to be related 

to each group's work. DiMichael and Dubelstein (1947), us

ing 146 Vocational Rehabilitation counselors, found signifi

cant relationships between preferences and satisfaction both 

with the job itself and specific aspects of the job. The 

Social Service Scale was significantly related (p = .05) to 

job satisfaction. Additionally, subjects with high Social 
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Service or Persuasive Scale scores tended to like interview

ing clients more than subjects with low scores, while sub

jects with high Clerical Scale scores tended to prefer the 

clerical aspects of the job over those with low scores on 

this scale. Jacobs and Traxler (1954), investigating 578 

accountants, found that the satisfied subgroup scored (a) sig

nificantly higher than the dissatisfied subgroup on the 

Computational and Clerical scales, and (b) significantly 

lower on the Outdoors, Scientific, and Artistic scales. 

At least two studies of the Kuder Preference Record 

also attest to its predictive validity for subsequent job 

satisfaction. McRae (1959) followed up 1164 former high 

school students seven to ten years after they had taken the 

KPR. The sample was divided into two groups according to 

whether their job was consistent with one of their two high

est measured interests in high school. The groups were 

further subdivided into three levels according to degree of 

expressed job satisfaction (high, average, low). McRae 

found that 62% of the "consistent group" were highly satis

fied, while only 34% of the "inconsistent group" were 

highly satisfied, this, difference being significant at the 

.001 level. He further found that the proportion of dissatis

fied workers in the inconsistent group was three times that 

in the consistent group (25% and 8%,respectively). An 

earlier, less extensive study using the same paradigm 
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(Lipsitt & Wilson, 1954) obtained similar results. In their 

study, 75% of the consistent group expressed a high degree 

of satisfaction with their jobs, while only 41% of the in

consistent group did. Twenty-two percent of the inconsis

tent group expressed dislike for their work, while only 8% 

of the consistent group did the same. 

In a very recent study (McLaughlin, Note 3) using Proj

ect Talent data, 801 subjects were followed up 11 years after 

taking a Project Talent developed interest inventory. There 

was a significant relationship between measured interest and 

later job satisfaction for the subjects falling in the two 

professional subgroupings, but not for the subjects falling 

in the three non-professional subgroupings. These results 

tend to support a hypothesis in vocational psychology that 

at higher occupational levels where work rewards tend to be 

more intrinsic, interest scores are related to job satis

faction, while at lower levels rewards are more extrinsic 

and therefore interest scores are less related to job satis

faction (Layton, 1958). 

The general conclusions that have been drawn from the 

research is that people who enter occupations in which they 

are interested (or have intejrests in common with established 

people in the occupation) are more prone to remain in the 

occupation and express satisfaction with it (Campbell, 1966; 

Clark, 1961; Holland, 1958, 1966; Kuder, 1956, 1958; Layton, 
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1960; Strong, 1943, 1955). Crites (1969) reported that by 

and large, the empirical results support the theory that if 

a worker is interested in his job, then he will be satisfied 

with it. He felt that the conclusion to be drawn from the 

accumulated research on the interest-satisfaction relation

ship is that there is a low positive correlation between the 

variables. He also believed that if the many extraneous 

factors that are related to both interests and satisfaction 

were held constant, it was possible that correlations between 

the two variables would be more consistently in the .40s and 

.50s. 

Concluding Comments 

Taken together, the theories and studies reviewed here 

which deal with the good-fit principle of matching the psy

chological aspects of the personality (be they need, values, 

self-concepts, or interests) with an appropriate environment, 

suggest considerable theoretical agreement and moderate em

pirical support for the principle. Positive and significant 

relationships were reported in most studies. In the five 

studies reviewed that reported correlation coefficients, the 

range was from .02 to .58 and an average of .32. However, 

just as in the case of predicting job success from measured 

abilities, the correlations have been predictively weak from 

a practical standpoint, accounting for at the most 34% and on 

the average 10% of the variance in the criterion. 
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As a way of concluding this section on the research on 

the good-fit principle, four points of relevance to research 

in this area will be made. First, Crites (1969), Guilford 

and Fruchter (1973), and Strong (1958) all cautioned that 

numerous uncontrolled factors contaminate success and satis

faction prediction, and limit the size of the validity coef

ficient obtained. Guilford and Fruchter (1973) made the 

point that correlation is always relative to the situation 

under which it is obtained and should be interpreted in 

light of the circumstances. Validity coefficients can be 

expected to range between .00 and .60, with the majority 

in the lower part of the range. Therefore, any significant 

correlation is considered of some use. According, in the use 

of tests for vocational guidance and selection, it has been 

the custom, originated by Hall (1928) over forty years ago, 

to accept any test with a minimum validity coefficient of 

.45. More recent experiences have shown that this standard 

may itself be too rigid (Guilford & Fruchter, 1973). 

Second, Strong (1968) felt that the low validity coef

ficients found in predicting job success and job satisfaction 

were due at least in part to the inadequacy of their measure

ment. These inadequacies are found in both the construction 

of the measurement instruments and in the theory underlying 

the criteria. 

The third point to be made is that few studies have 
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actually incorporated measures of correspondence as pre

dictors of job success or job satisfaction. Traditional 

research in the prediction of job success has dealt with 

the relationship of abilities or aptitudes to performances. 

Rarely have they involved some measure of ability require

ments of the job and the correspondence of ability-ability 

requirements (i.e., job-fit) as a predictor of job success 

(Carlson, 1965). Hetz (1968) made the same observation 

about the research in personality-work environment fit. 

Only five of the studies reviewed have actually used a cor

respondence measure (Kuhlen, 1963; Lopez, 1962; Morse, 1953; 

Vroom, 1964). Three studies assumed a relationship between 

individual-environment correspondence and job satisfaction. 

These studies (Hlai, 1963; Ross & Zander, 1957; Schaffer, 

1953) used only measures of need-satisfaction. The three 

remaining studies did not involve measure of job satisfaction 

(Hughes, 1972; Lacey, 1971; Osipow, 1970). 

The final point to be made is that in these studies of 

personality-environmental fit where separate measures of 

individuals and environments were made, the measures could 

not be considered independent. Subjects were asked to pro

vide successive measures of the self (needs, self-concept) 

and the environment (need reinforcement, occupational role). 

In no case was there a direct, external measurement of the 

work environment. The measurement was actually one of the 

environments as perceived by the subjects. 
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The Job Success-Job Satisfaction 
Relationship 

Historical Perspective 

The relationship between job success and job satisfac

tion is an area that has attracted the attention of many 

vocational and industrial psychologists. With the advent 

of the human relations movement in American industry, it 

was commonly, but too readily, assumed that a satisfied 

worker was also a productive worker, and that employee satis

faction would directly affect both the quality and quantity 

of individual and group output. That is, the higher the 

satisfaction, the higher the production (Seigel & Howen, 

1971). Although the direct relationship between the two 

remained to be proven, it was becoming common in vocational 

and industrial psychology during the 1940's and 1950's to 

see both job success and job satisfaction as components of 

vocational adjustment, and to assume that there was a rela

tionship between them (Crites, 1969). 

Research Results on the Success-
Satisfaction Relationship 

At least five reviews of the literature on the relation

ship between job satisfaction and job performance have been 

published. The earliest and perhaps most frequently ref

erenced review in the area is one by Brayfield and Crockett 

(1955) on the relationship of employee attitudes (satisfac

tion) and employee performance. The authors examined 40 
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studies investigating such variables as job performance (pro

duction, supervisor ratings), job withdrawal (absence, acci

dents, employment stability), individual attitudes, group 

attitudes, single attitude measures, and multiple indices of 

attitudes. Their conclusions were that regardless of the 

type of analysis or measure, job satisfaction was related to 

absences and employment stability, but not to job perfor

mance. Herzberg, Mausner, Peterson, and Capwell (1957) had 

a different interpretation of the literature. In their re

view, which covered many of the studies mentioned by Bray

field and Crockett (1955), they concluded that the data 

showed about one-half of the studies reported workers with 

positive job attitudes were better producers than workers 

with negative attitudes. They also concluded that (a) posi

tive job attitudes were unequivocally related to the worker's 

tendency to stay on the job, and (b) the belief in industry 

that positive job attitudes are a benefit to industry was 

supported by much of the experimental evidence. 

Katzell (1957), in comparing the findings of these two 

reviews, determined that the divergence of their conclusions 

was due in part to differences in what the authors considered 

confirmatory evidence. Brayfield and Crockett (1955) ac

cepted only statistically significant findings, while 

Herzberg et al. (1957) looked for suggestive trends in the 

data. Crites (1969) felt that the most parsimonious 
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explanation for the difference in interpretation of the re

sults was that the studies covered in the reviews were not 

clear-cut or definitive enough to be subject to one un

equivocal interpretation. 

A third review by Kahn (1960) involved only three 

studies conducted by the Survey Research Center at the Uni

versity of Michigan, but these studies were broad in scope 

(insurance, railroad, manufacturing companies) and based on 

large samples. Intrinsic job satisfaction, as well as satis

faction with company and supervisors were investigated in 

relationship to both individual and group productivity. None 

of the relationships proved significant. 

In a more recent review, Vroom (1964) compared the 

results of 20 studies conducted in the previous 15 years. 

He found that the median correlation between satisfaction 

and success was .14, with a range of -.31 to .86. Most of 

the correlations were close to the median. Correlations for 

individuals or groups showed no appreciable difference. 

Vroom (1964) summarized his findings with the remarks: 

There is no simple relationship between job satis
faction and job performance. Correlations between 
these variables vary within an extremely large 
range and the median correlation of .14 has little 
theoretical or practical importance. We do not yet 
know the conditions which affect the magnitude and 
direction of relationship between satisfaction and 
performance. Obtained correlations are similar for 
analysis based on individuals and groups and do not 
seem to depend to any appreciable extent on occu
pational level of the subjects or on the nature of 
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the criterion (objective or ratings) employed. . . . 
The absence of marked or consistent correlation be
tween job satisfaction and job performance casts 
some doubt on the generality or intensity of ei
ther effects of satisfaction on performance or per
formance on satisfaction. It also suggests that 
the conditions which determine a person's level of 
job satisfaction and his level of job performance 
are not identical. Some conditions may produce 
high satisfaction and low performance, others low 
satisfaction and high performance, and still others 
high satisfaction and high performance or low sat
isfaction and low performance, (p. 186) 

Fournet, Distefano, and Pryer (1966) reviewed the period 

since Brayfield and Crockett's (1955) survey, and drew much 

the same conclusions as did Hrayfield and Crockett. They 

further said that under conditions where productivity is 

seen by the worker as a means of achieving an important goal, 

and when the goal is achieved, then high satisfaction and 

high production will occur together. Under other conditions, 

the relationship may be negligible or negative. 

Crites (1969), in summarizing the findings of the five 

reviews, concluded: 

The general concensus among those who have reviewed 
the accumulated findings on the relationship between 
satisfaction and success is that these two variables 
are not consistently and systematically associated 
with each other. Rather, the relationship which 
obtains between them, if indeed there is one, is 
complex and contingent upon the presence or absence 
of other factors. . . . Satisfaction is consistently 
related to job tenure (or absence, job turnover) but 
only infrequently associated with success (as indi
cated by various measures of job performance). 

(pp. 520, 525) 
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The Moderated Relationship Approach 

Historical Perspective 

The failure of researchers to obtain meaningful validity 

coefficients in predicting job success and job satisfaction 

has resulted in exploring methods to improve their predic

tion. Aside from attempting to improve the measurement of 

these variables (Rundquist, 1969; Strong, 1968), one of the 

more promising lines of inquiry has been the examination of 

factors related to job success and job satisfaction which 

influence their prediction. This line of inquiry has re

sulted in large part from the observation that vocational 

groups which are more homogeneous on some third variable 

tend to have higher correlations between predictors and 

criteria. This same observation in another area of predict

ing human performance (college grades) had led to much the 

same conclusion. The conclusion is that by introducing 

additional variables to reduce the heterogenity within the 

studied correlational groups, prediction could be improved 

(Crites, 1969). 

At the same time, the failure to find a simple, direct 

relationship between job performances and job satisfaction 

has prompted a closer examination of the relationship both 

theoretically and empirically. Most of the approaches to 

explaining the relationship envision some additional vari

able or variables having a moderating affect on the 
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relationship (Blum & Naylor, 1968; Crites, 1969). In essence 

then, the research in both areas, good-fit and success-

satisfaction relationship, have converged at the same point. 

Both lines of research are now examining the moderating af

fect or influence of one or more additional variables on the 

relationship being investigated. 

One of the early and most prominent investigators of 

the moderated relationship in predicting job success was 

Ghiselli (1956, 1960a, 1960b, 1963). In a series of studies, 

he examined various predictors, criteria, and groupings of 

subjects (according to either their validity coefficients or 

scores on some third variable). He was able to demonstrate 

empirically that (a) some individuals and groups were more 

predictable than others, and can be differentiated in terms 

of their predictability, and (b) that therefore the linear 

assumption of people being equally predictable is not uni

formly tenable. This phenomenon of differential predictabil

ity he attributed in part to moderating variables, because 

by increasing the homogeneity of groups of individuals on a 

moderator variable, one could frequently obtain a reduction 

in the error variance that occurs between the predictor and 

criterion variables. 

Since this early work of Ghiselli (1956) and others 

such as Saunders (1956), Guetzkow and Forehand (1961), and 

Dunnette (1969), numerous statistical models have been 
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developed to measure and identify moderator variables. These 

models are perhaps best summarized in an article by Zedeck 

(1971). According to Zedeck, there are three basic cate

gories of moderated relationship models. 

The first category involves models that explore differen

tial validity. These examine the influence of a third vari

able (either qualitative or quantitative) on the predictor-

criterion relationship. The third variable is used as a 

basis for splitting the total group into subgroups. Tradi

tionally, subjects in a group are dicotomized or tricotomized 

into subgroups according to the values they exhibit on the 

third variable. The validity coefficients of the subgroups 

(e.g., their correlations between predictor and criterion) 

are then compared for significant statistical differences. 

This type of model is very frequently used in moderator rela

tionship research since it is the most easily understood and 

interpreted. 

The second category involves models that explore differ

ential predictability. These models also identify subgroups 

with differing validities, but the subgroups are identified 

on the basis of their predictability, not on a third variable 

A subgroup which differs in predictability with respect to 

the particular predictor-criterion relationship under study 

is identified by noting that the individuals in this sub

group have larger deviations from the regression line than 
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do the more predictable individuals in the rest of the total 

group. 

The third category of models involve moderated regres

sion techniques. These models do not involve either sub-

grouping or identifying groups with differing validites. 

They involve testing whether a higher order term in the mod

erated regression equation contributes to prediction beyond 

that of the ordinary linear regression equation without the 

higher-order term. In essence then, a moderated regression 

equation is developed for the total group which provides im

proved prediction over the ordinary regression equation by 

incorporating the higher-order term. An example of a higher 
2 

order term would be a xz^ cross-product or x . 

Zedeck (1971) concluded his article by discussing sev

eral post-hoc observations of the data that are necessary 

to insure that any positive results obtained are not attrib

utable to factors other than the moderating variables. He 

recommended comparison between the subgroups on the following 

characteristics: (a) standard error of estimate, (b) slope, 

(c) normality of distribution, (d) skewness, and (e) restric

tion in range. He also recommended using the moderator vari

able as an independent predictor in an ordinary multiple 

regression equation to see if this procedure would produce 

equally good results as the subgrouping approach. 

The majority of both the theoretical and research 
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literature on the moderating variable approach has dealt 

with the success-satisfaction relationship, and not the 

good-fit principle. However, by examining the data from 

slightly different viewpoints in many studies, the same 

variable could be interpreted as moderating both relation

ships. 

Theories on Moderator Variables 

There has been much theoretical speculation about the 

involvement of a third variable in the job success-job 

satisfaction relationship. Brayfield and Crockett (1955), 

Fournet, Distefano, and Pryer (1966), Katz and Hahn (1952), 

and Locke (1970) hypothesized that the relationship is in

fluenced by the individuals' goals. If productivity is seen 

as a means of achieving his goals, then it will be highly 

related to job satisfaction. Morse (1953) envisioned the 

third variable as the strength (intensity and magnitude) of 

the individual's needs, a factor that is present in the pre

diction of both success and satisfaction. If the return or 

rewards from high productivity meet his needs, then produc

tivity would be highly related to satisfaction. Katzell 

(1964) sees the relationship between job production and job 

satisfaction as associated with the extent to which produc

tivity meets the worker's values. Since job satisfaction is 

a function of how the work environment meets the values of 

the worker, it will be highly related to production when 

productivity involves important values to the worker. 

iTEXASTFCM Ijpn.-pv 
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Triandis (1959) postulated "pressure for high produc

tion" as a third variable. Along the continuum of possible 

job satisfaction-job success relationships, the relationship 

may be positive, negative, or nonexistent, depending upon 

the pressure to produce. Since supervisors play an impor

tant role in stimulating both production and satisfaction, 

Viteles (1953) held that "quality of supervision" was one 

variable that moderated the success-satisfaction relation

ship. Porter and Lawler (1968) suggested "rewards as a 

moderator. Both the importance of the reward and its per

ceived linkage to actual performance were seen as determin

ing the degree of its moderating affect. One could readily 

deduce from all the suggested moderating variables above 

that the variables could also have a moderating affect on 

the correspondence between abilities and the ability require

ments of the job. 

Research on Moderator Variables 

A host of variables have been investigated for their 

moderating affect upon the success-satisfaction relationship. 

Some of these are as follows: self-esteem (Korman, 1968; 

Siegel & Howen, 1971), perception of pay equity (Pritchard, 

Dunnette, & Jorgenson, 1972), monetary rewards (Cherrington, 

Rietz, & Scott, 1971; Porter & Lawler, 1968; Zalenznik, 

Christenson, & Roethlisberger, 1958), work abilities (Lawler, 
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1966), degree of individual ability-job ability requirements 
r 

fit (Carlson, 1969), motivational types (Landy, 1971), job 

values (Nathanson & Becker, 1973), and characteristics of the 

work environment and community (Cureton & Katzell, 1962; 

Hulin, 1966; Katzell, Barrett, & Parker, 1961). Most of 

these studies reported some significant moderating affects. 

The Need for a Theory 

The review of the literature contained in the preceding 

pages covers just a small part of the extensive theory and 

research in work adjustment. The good-fit principle, the 

job success-job satisfaction relationship question, and the 

moderated relationship approach are just three of many impor

tant issues being investigated in the area of work adjust

ment. With this extensive amount of theorizing and research 

in work adjustment, it is readily apparent that there exists 

a need for a comprehensive conceptual framework to organize 

the data in both areas, and to give a focus of direction for 

further theory and research. One attempt to provide the 

necessary conceptual framework has been made by a group of 

psychologists at the University of Minnesota with the devel

opment of the Theory of Work Adjustment (Crites, 1969; 

Lofquist & Dawis, 1969). 

The Theory of Work Adjustment 

Introduction 

One of the most promising and most comprehensive theories 
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in vocational psychology is the Theory of Work Adjustment. 

During the late 1950's, a group of psychologists (George 

England, David Weiss, Lloyd Lofquist, Rene Dawis) at the 

University of Minnesota initiated a program of research on 

work adjustment financed primarily by grants from the Depart

ment of Health, Education, and Welfare. This research en

deavor was called the Work Adjustment Project, and by 1964, 

it had developed the Theory of Work Adjustment, the concep

tual framework for its research. 

The Theory of Work Adjustment has incorporated the best 

of earlier theories and research findings in major areas of 

vocational psychology. It can be characterized as a devel

opmental, interaction, dynamic, and behavioral approach to 

work adjustment. It was the first theory to consider job 

performance and job satisfaction as equally important dimen

sions of vocational adjustment. It incorporates the good-

fit principle, the moderated job success-job satisfaction 

relationship, and the relationship of job tenure to both of 

these. 

The Work Adjustment Project developed the theory with 

the idea in mind of facilitating research in work adjustment 

It stated the theory in formal operational terms, in the 

form of propositions and corrolaries. It developed instru

ments to measure the variables in the theory and to test 

hypotheses deduced from the postulates and corrolaries. The 
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theory and the instruments were designed to facilitate re

search in actual work environments. Finally, the developers 

of the theory have encouraged research on the theory outside 

the Work Adjustment Project (Hetz, 1965; Carlson, 1965; 

Crites, 1969; Lofquist & Dawis, 1969; Warren, 1970). 

Overview of the Theory 

The Theory of Work Adjustment is based on the central 

concept that adjustment is a function of the correspondence 

between the individual and his environment. In other words, 

adjustment is a function of the degree to which the relation

ship between the individual and his environment is recipro

cal, mutually responsive, complementary, harmonious, suit

able, and in agreement. Two basic assumptions of the theory 

are (a) the individual seeks to achieve and maintain cor

respondence with his environment, and (b) work represents 

a major environment to which most individuals relate. 

The Theory of Work Adjustment focuses on the interaction 

between the work personality and the work environment as a 

way of conceptualizing the process by which an individual 

adjusts to work. The two significant dimensions of the work 

personality are vocational abilities and vocational needs. 

The two significant dimensions of the work environment are 

ability requirements and need reinforcer systems. Since work 

adjustment is a function of the correspondence between the 
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individual's work personality and his work environment, work 

adjustment therefore depends on (a) how well an individual's 

abilities correspond to the ability requirements of the 

work environment, and (b) how well his needs correspond to 

the reinforders available in the work environment. 

The degree of correspondence between the work personal

ity and work environment are the basis for three observed 

work adjustment outcomes: (a) job satisfactoriness, (b) job 

satisfaction, and (c) job tenure. Level of satisfactoriness 

is primarily a function of the degree of correspondence be

tween the individual's work abilities and the ability 

requirements of the work environment. The level of satis

faction is primarily a function of the degree of correspon

dence between the individual's work needs and the need 

reinforcer systems in the work environment. Job tenure, the 

third work adjustment outcome is a joint function of ability-

requirement correspondence and need-reinforcer correspon-

ence (i.e., satisfactoriness and satisfaction). 

The Theory of Work Adjustment maintains that satisfac

toriness and satisfaction are both outcomes and indicators 

of work adjustment which can be independently measured. How

ever, the theory postulates a moderated relationship between 

the two. The concept of the moderated relationship is stated 

in the following terms: (a) satisfactoriness moderates the 

functional relationship between satisfaction and need-
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reinforcer correspondence and (b) satisfaction moderates the 

functional relationship between satisfactoriness and ability-

requirement correspondence. 

The behavioral aspects of the theory are found in the 

fact that the theory builds on the basic psychological con

cepts of stimulus, response, and reinforcement. It defines 

abilities as basic dimensions of response capability gener

ally utilized by the individual, and defines needs as pref

erences for responding in certain stimulus conditions which 

have been experienced to be reinforcing. 

The individual-environment interaction aspects of the 

theory lies in the definition of correspondence. Corres

pondence is in terms of the individual fulfilling the 

requirements of the work environment and the work environ

ment fulfilling the requirements and needs of the individual. 

There are many different kinds of work environments and many 

different kinds of individuals, and both are constantly 

changing. Thus each individual-work environment relation

ship is idiosyncratic. 

The developmental and dynamic aspect of the theory are 

found in the definition of work adjustment and tenure in a 

hemostatic or equilibrium context. Work adjustment is the 

continuous and dynamic process by which the individual seeks 

to achieve and maintain correspondence with his work environ

ment. Achieving and maintaining correspondence with the 
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environment are basic motives of human behavior. Although 

it is recognized that both indices of work adjustment (sat

isfactoriness and satisfaction) will fluctuate with changes 

over time in both the individual and the work environment, 

the failure to establish at least minimal correspondence will 

result in the individual leaving the work environment. 

Either he will quit or be asked to leave. 

Tenure in the job is seen as a function of the stability 

over time of the correspondence between the individual and 

the work environment. The achievement of minimal correspon

dence enables the individual to remain in the work environ

ment. In remaining, the individual will achieve a higher 

degree of correspondence and stabilize the correspondent 

relationship. As correspondence increases, the probability 

and projected length of tenure increases. 

A major advantage of the Theory of Work Adjustment is 

that the theory has been formally stated in operational 

terms to serve as a basis for research. These operational 

terms consist of nine propositions and five corollaries 

which suggest research hypotheses to test the usefulness of 

the theory in understanding work adjustment. The proposi

tions and corollaries are contained in Appendix A (Hetz, 

1968; Carlson, 1965; Dawis, Lofquist, & Weiss, 1968; Lofquist 

& Dawis, 1969; Warren, 1970). 
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Measurement and Instrumentation 

A major advantage for research in the theory is that 

the Work Adjustment Project has developed instruments for 

measuring variables in the theory and testing its proposi

tions. Three of these instruments are the Minnesota Satis

faction Questionnaire (MSQ), the Minnesota Importance 

Questionnaire (MIQ), and the Minnesota Job Description 

Questionnaire (MJDQ). These three instruments contain 20 

parallel dimensions (scales) for the measurement of job 

satisfaction, vocational needs, and occupational need rein-

forcers respectively. With these three instruments the 

measurement of need-reinforcer correspondence and job satis

faction are possible. 

Minnesota Satisfaction Questionnaire. The MSQ (Weiss, 

Dawis, England, & Lofquist, 1967) is a measure of the satis

faction of the individual's vocational needs through his 

work. It is a 20 scale, 100-item questionnaire which re

quires the individual to rate his degree of satisfaction on 

a five-point scale for each item. Possible scores range 

from 5-25 for each of the 2 0 scales based on the answers to 

the five items in each scale. A General Satisfaction score 

can be obtained by either totaling all item responses, or 

totaling the responses to 2 0 items which have been shown by 

previous research to be most highly correlated to the 20 

scales. The 20 satisfaction scales are listed in Appendix H. 
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The authors of the MSQ reported Hoyt internal consis

tency reliability coefficients ranging from 197 to .59 over 

27 groups of workers for the 21 scales (including the General 

Satisfaction Score). Eighty-three percent of these were .80 

or higher. Median Hoyt coefficients for the 21 scales ranged 

from .93 to .78, with the General Satisfaction Scale medium 

at .88. Stability (test-retest) correlation coefficients 

after one week for a group of 75 workers ranged from .91 to 

.66, with a medium of .83. The General Satisfaction Scale 

had a one-week stability coefficient of .89. One year sta

bility coefficients for a group of 115 workers ranged from 

.71 to .35 with a medium of .61. Stability coefficient for 

the General Satisfaction Scale for the one year interval was 

.70 (Weiss et al., 1967) . 

Evidence for the validity of the MSQ is based primarily 

on concurrent validity studies of differences in occupa

tional group satisfaction. One study demonstrated by a 

one-way analysis of variance a significant difference (at 

the .001 level) between the satisfaction level of 25 groups 

on all 21 scales. Another study demonstrated significant 

differences (at the .05 level or less) on 11 of the scales 

for disabled and non-disabled workers (Weiss et al., 1967). 

Minnesota Importance Questionnaire. The MIQ (Gay, 

Weiss, Handel, Dawis, & Lofquist, 1971) is a measure of the 

individual's vocational needs. It is a 20-scale, 210 item. 
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ipsative instrument based on a pair-comparison format. Each 

of the 20 scales is represented by one statement which is 

paired once with each of the 19 other statements resulting 

in 190-item pairs. The remaining 20 items require an ab

solute judgment (yes-no) of whether the 20 statements (needs) 

are important to the individual. The scores on the 20 need 

scales are adjusted scale scores; i.e., ẑ  scores adjusted 

to the individual' s absolute zero point based on the ẑ -scores 

of his absolute judgment responses. Adjusted scale scores 

have a potential range of -4.0 to +4.0. The 20 need scales 

are listed in Appendix C. 

The authors of the MIQ reported Hoyt internal consis

tency reliability coefficients ranging from 195 to .30 over 

nine groups of subjects for the 20 scales. Median scale 

reliability coefficients ranged from .77 to .81. Scale 

stability coefficients (test-retest) for a group of 283 

subjects over a six week period ranged from .83 to .65 with 

a median of .75. Profile stability coefficients for the 

group ranged from .97 to .19 with a medium of .87 (Gay et 

al., 1971). 

Evidence for the validity of the MIQ is of several 

types. Discriminant validity was shown by a very low cross-

correlation of MIQ scales and the General Aptitude Test 

Battery (a measure of vocational abilities) with few coef

ficients exceeding .30. Evidence of convergent validity was 
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reported by a study which found canonical correlations of 

.78 and .74 for two groups of subjects between the Strong 

Vocational Interest Blank and an earlier form of the MIQ. 

The MIQ has also demonstrated concurrent validity in its 

ability to differentiate between occupational groups, be

tween disabled and non-disabled workers, and between em

ployed and pre-employed groups (Gay et al., 1971). 

Minnesota Job Description Questionnaire. The MJDQ 

(Horgen, Weiss, Tinsey, Dawis, & Lofquist, 1968) measures 

the kind of need reinforcers available in specific jobs 

(work environments) and the levels at which they exist. 

It is a 21-scale, 42-item, ipsative instrument, based on 

a multiple rank-order format. In the first 21 items, 21 

statements (one for each of the 20 parallel need scales 

plus an Autonomy scale) are presented in blocks of five for 

rank-ordering as to how they describe the job. Hy this 

multiple rank-order method (a modified pair-comparison 

format) each statement appears only once with each other 

statement. The last 21 items are absolute judgment items 

requiring the individual to indicate whether or not each of 

the 21 need reinforcers are descriptive of the job. Scores 

on each of the 21 scales are adjusted acale scores computed 

by the same method as in the MIQ. The 21 scales are listed 

in Appendix D. The only reliability and validity data on 
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this instrument is that discussed in the following section 

on Occupational Reinforcer Patterns. 

Occupational Reinforcer Patterns. The Occupational 

Reinforcer Pattern (ORP) for a particular job is based on a 

consolidation of judgments (MJDQ results) of a group of 

individuals familiar with the job. The ORP is expressed in 

adjusted scale scores, computed by the composite-standard 

method, a multi-step computational system developed by 

Guilford (1954). To date 148 ORPs for specific jobs have 

been developed (Horgen, Weiss, Tinsley, Dawis, & Lofquist, 

1968, 1972; Rosan, Handel, Weiss, Dawis, & Lofquist, 1972). 

The authors reported split half reliability coefficients 

for ORPs in 81 occupations ranging from .98 to .78 with a 

medium of .91. Evidence for the concurrent validity of 

ORPs was derived by two methods. One study demonstrated 

significant differences in the mean scale scores for 81 oc

cupations through a one-way analysis of variance. In a sec

ond study, cluster analysis of the total profiles (ORPs) of 

the 81 occupations yielded nine distinct clusters. These 

nine clusters, accounting for 59 occupations, demonstrated 

an ability for differentiation between families of occupa

tions (Horgen et al., 1968). 

Several methods for developing ORPs have been explored 

by the Work Adjustment Project. These include (a) direct 
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observation by trained observers, (b) estimation by super

visors, (c) estimation by job occupants, and (d) inference 

based on results of the MIQ and MSQ. The method selected 

by the Work Adjustment Project was supervisor ratings. 

Supervisor ratings have the advantage of (a) being an inex

pensive, external, and independent measure of the job rein

forcers, and (b) being completed by an outside expert close 

to the job who has observed several employees in the job 

over a period of time (Horgen et al., 1968; Warren, 1970). 

Correspondence. The profile analysis method selected 

for computing a correspondence score is the "D-square" 

2 

statistic. The D is the sum of the squared differences 

between each of the 2 0 scale values on an individual's MIQ 

profile and the corresponding scale values on his job's 

ORP profile. The 21st scale on the ORP (Autonomy Scale) 

is not used as there is no parallel score on the MIQ or MSQ. 
2 

The D statistic was selected because it takes into account 

the score level and variability of the profile (elevation, 

scatter, shape). Since correspondence is conceptualized in 
2 

terms of scale level differences, the D statistic was con

sidered the most appropriate (Carlson, 1965; Gay et al., 

1971). 
Concluding Comments 

In concluding this section, several comments will be 
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made relative to the interpretation of the Theory of Work 

Adjustment. First this author finds the terms satisfactori

ness and satisfaction confusing when discussing the theory. 

Therefore, throughout the remainder of this paper the term 

"job success" will be substituted for "job satisfactoriness." 

In substituting the term success for satisfactoriness, it is 

stressed that no surplus meaning be given to success over 

that inherent in satisfactoriness. This is imperative if 

the research results are to be interpreted within the frame

work of the Theory of Work Adjustment. 

Second, the Theory of Work Adjustment specifies rela

tionships under ideal conditions. Work in most societies 

take place under less than ideal conditions. Several other 

factors can influence vocational behavior, and prevent the 

organization or the individual from acting strictly in 

accordance with the theory. Examples of these factors are 

outside labor market, skilled manpower available, knowledge 

of outside jobs available, and family pressures. Investiga

tors should identify these factors and their influence on ^ 

the work situation being investigated, and interpret the 

research findings accordingly (Carlson, 1965). 

Third, lack of correspondence is treated as a unidimen-

sional concept. No distinction is made between over or 

under correspondence. That is, in the case of lack of need-

reinforcer correspondence, an individual can have either 
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(a) needs in excess of what the job can reinforce, or (b) 

needs less than can be reinforced by the job. Both result 

in less job satisfaction. in the case of lack of ability-

requirement correspondence, an individual can have (c) abil

ities in excess of what are required by the job or (d) abil

ities less than are required by the job. Both result in 

less job success. 

Research Results on the Theory 
of Work Adjustment 

Research on the Good-Fit Principle 

The Theory of Work Adjustment's position on the good-

fit principle is contained primarily in Propositions II and 

III (Lofquist & Dawis, 1969). 

Proposition II: Satisfactoriness [Success] is 
a function of the correspondence between an indi
vidual's abilities and the ability requirements 
of the work environment, provided the individual's 
needs correspond with the reinforcer system of the 
work environment, (p. 50) 

Proposition III: Satisfaction is a function of 
the correspondence between the reinforcer system 
of the work environment and the individual's needs, 
provided that the individual's abilities correspond 
with the ability requirements of the work environ
ment, (p. 53) 

Since the present investigation is concerned with the 

prediction of job satisfaction, only the research relevant 

to Proposition III will be reviewed here. Four key studies 

testing Proposition III have been conducted by the Work 

Adjustment Project and graduate psychology students at the 

University of Minnesota. 
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This earliest study (Weiss, Dawis, England, & Lofquist, 

1964a) was conducted as part of the construct validation 

of the MIQ. Instruments used were: (a) the MIQ for the mea

sure of needs, (b) an early version of the MJDQ for the 

measure of reinforcer patterns, and (c) the MSQ for the mea

sure of job satisfaction. Subjects were drawn from a pool 

of 1,417 individuals whose jobs had been rated for their 

need reinforcer patterns by the authors. The subject pool 

was drawn from 19 occupations ranging from unskilled to semi-

professional. 

The experimental design called for an analysis of job 

satisfaction scores on 16 scales for groups of workers cross-

classified by need level and reinforcer level on the parallel 

sea! 

workers were required: (a) high-need-high reinforcement, 

(b) high-need-low reinforcement, (c) low-need-high reinforce

ment, and (d) low-need-low reinforcement. 

The experiment used extreme scores, that is, the only 

subjects selected from the sample pool were those who had 

need and reinforcer levels that fell in either the upper or 

lower quartile. This grouping procedure was accomplished 16 

times, once for each set of need-reinforcer pairs. Four 

scales of the total 2 0 had to be eliminated due to problems 

of intra-job comparison of reinforcer levels. The dependent 

variable measure was the group mean satisfaction score for 

issified by need level and reinforcer level on the parall< 

lies on the MIQ and ORP. For this purpose four groups of 
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the appropriate satisfaction scale. Thus there was a scale-

by-scale four-way analysis of job satisfaction. 

The general hypothesis of the study was that mean sat

isfaction scores would be highest for the high-need-high 

reinforcement groups, and lowest for the high-need-low rein

forcement groups. The results supported the hypothesis. 

Mean satisfaction was significantly greater for the high-

need-high reinforcement group on 12 of the 16 scales. Ten 

of these differences were significant at p = .001. 

Additional analysis of the frequency distribution re

sulting from the cross-classification of individuals by need 

and reinforcement levels also supported Proposition III. 

Twelve of the scales supported the assumption that people 

who remain in jobs have at least minimal correspondence 

between needs and reinforcers. On these 12 scales there 

were significantly more high-need people than low-need people 

found in high-requirement jobs and significantly more low-

need people than high-need people found in low-requirement 

jobs. Ten of the scales were significant at £ = .001. 

Two other analyses, however, did not support Proposi

tion III. First the general hypothesis dealt only with the 

under-correspondence of needs and reinforcers. No hypothesis 

was stated about over-correspondence. However, had such a 

hypothesis been made, the findings would not have supported 

it. On 15 of the 16 scales, low-need-high reinforcer group 
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means were significantly greater than low-need-low rein

forcer group means. Thirteen of these were significant at 

£ = .001. The second analysis that did not support the 

proposition was that on 10 of the 16 scales the satisfaction 

level for high-need-low reinforcer groups was higher than 

for the low-need-low reinforcer group. Six of these differ

ences were significant at p = .001. 

In the second study (Golden, Weiss, & Dawis, 1968) the 

authors partially replicated the previous study. However, 

they used as a measure of reinforcers the ORPs based on 

employee ratings. They found significant differences between 

the mean satisfaction of high-need-high reinforcement groups, 

and the mean satisfaction of high-need-low reinforcement 

groups of 18 of 20 scales. They also found that on 13 

scales, the satisfaction mean of high-need-low reinforcement 

groups were significantly lower than the low-need-low rein

forcement group. 

The primary purpose of the third study (Betz, 1968, 

1969) was to compare several statistical measures of need-

reinforcement correspondence in terms of their effectiveness 

as predictors of job satisfaction. The measures of corre

spondence compared were: (a) the D statistic, the square 

root of the D^ statistic, (b) the Spearman's Rho, and (c) 

three types of G-index or "correspondence bands" suggested 

by Holly and Guilford (1964). These three types of 
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"correspondence bands" are: (1) plus or minus two standard 

errors of the mean (+ 2SE^); (2) plus or minus one standard 

deviation (+1SD); and (3) the first and third quartile 

values. Instruments used were the MIQ, the MSQ, and the 

MJDQ. Separate ORPs were obtained based on supervisor and 

employee ratings. 

The sample used consisted of three all-female groups: 

cashiers (N = 67), checker-markers (N = 47), and sales 

clerks (N = 72). All subjects had been employed by the same 

store chain for at least 12 months (range 12 to 67 months). 

Computational procedures involved using raw scores on 

all instruments. The two ORPs for each group were the 

average ratings of the supervisors and employees respectively, 

Statistical procedures involved a "hit rate," Phi coefficient 

format. This procedure is based on the proportion of sub

jects for whom there is agreement in predicted and actual 

satisfaction levels when both correspondence and satisfaction 

scores are dichotomized at the median. The proportion of 

people falling into the same categories on both dimensions 

(high-high and low-low) are calculated. The significance of 

the phi coefficient is based on the improvement over chance 

(50%) of the proportion of subjects for whom satisfaction 

level was correctly predicted from the correspondence scores. 

This procedure was repeated for the total group and the three 

subgroups for both types of ORP and the five types of cor

respondence measures. This resulted in forty 2x2 tables. 



69 

When using supervisor-based ORP (the method selected by 

the Work Adjustment Project), no significant results were 

obtained for the Rho statistic, the D-statistic, the quartile 

method, or the + ISD method. Only one significant finding 

with the + 2SE^ was found, and that for the cashier group 

(£ = .05). This single significant finding, being one of 20 

computed on supervisor-based ORP, could have been expected 

by chance alone. Post-hoc observation of the data, however, 

did reveal that there was a positive, although nonsignifi

cant, relationship between correspondence and satisfaction 

for all groups in all combinations. The G-indices showed 

the stronger relationships. 

When using employee-based ORPs, four of the five cor

respondence measures produced some significant results at 

£ = .05. Only the Rho statistic produced nonsignificant 

results. The four other correspondence measures produced 

significant results for the total group and either one or 

two of the subgroups. Both the + 1 SD and the quartile 

methods produced significant results for the whole group 

at £ = .001. 

Hetz concluded that the results provide substantial sup

port for Proposition III, and that G-indices (correspondence 

bands) computed on employee-based ORPs appeared to provide 

the best measure of need-reinforcer correspondence. However, 

these conclusions must be accepted with caution, since several 
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features of Hetz's design may have unduly influenced the 

obtaining of significant results. First, the G=indices are 

a less powerful measure of correspondence than the D^ sta

tistic. Second, Hetz also used raw ipsative scores in her 

computations. Warren (1970) pointed out that using purely 

ipsative scores may result in obtaining more significant 

differences than would be obtained with adjusted scale 

scores. 

A third feature of Hetz's results is that almost all 

significant findings involved employee-based ORPs. Several 

investigators have questioned the objectivity of employee 

ratings of the work environment. Triandis (1959) found that 

workers sometimes rated their jobs more favorably than people 

outside the job (managers, other workers), and that managers 

made finer discriminations between jobs than did workers. 

Golden, Weiss, and Dawis (1968) found a higher correlation 

between rating of work environments (MJDQ) by workers and 

their parallel job satisfaction ratings (MSQ) than when work 

environment ratings by supervisors were used. Horgen et al. 

(1968), in deciding on the supervisor-based ratings for de

veloping ORPs to implement the Work Adjustment Project 

research, felt that employees projected their individual 

needs when rating the environment, and were less objective 

toward and more personally involved with their jobs than out

side raters. It is possible, then, that Betz has obtained 
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significant results at the expense of foregoing an objective, 

independent measure of the work environment. 

In the fourth study (Warren, 1970), Proposition III was 

investigated using the standard correlational prediction 

model for three groups of subjects: (a) telephone operators 

(N = 79), (b) telephone service repairmen (N = 90), and 

(c) vocational rehabilitation counselors (N = 194). She used 

the standard instruments (MIQ, MSQ, and MJDQ), and the stan

dard correspondence computations (adjusted scale scores and 

2 D statistic). Two ORPs were computed for each occupation. 

One was supervisor-based, and the other was employee-based. 

The validity coefficients between correspondence scores 

and overall job satisfaction scores for all groups were very 

low. Regardless of whether the ORP was employee based or 

supervisor based, they ranged from -.07 to +.15. Eta coef

ficients were also computed and obtained similar results. 

The eta coefficients ranged from .11 to .24, none being sig

nificant. Interestingly enough, there was little difference 

in the magnitude of coefficients between employee-based and 

supervisor-based ORP. For both pearson product moment and 

eta coefficients the difference was no more than .02 in all 

but one case. This one case had a difference of .04. 

Warren, in analyzing the data in additional ways, found: 

(a) job reinforcer ratings obtained from supervisors and 

employees for the same job were found to be generally similar 
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in terms of relative order of reinforcers in the job, but 

not in terms of absolute level of the reinforcers, (b) a 

comparison of the reinforcer ratings of high satisfaction 

employees and low satisfaction employees provided signifi

cantly different mean ratings on many of the 2 0 scales, 

(c) job satisfaction prediction was not consistently im

proved by taking the direction of the score differences 

(over-vs under-correspondence) into account, and (d) job 

satisfaction prediction was not significantly increased when 

only those needs considered important to the employees were 

considered. 

Warren concluded that the results provided little sup-

2 

port for Proposition III using the D as the measure of cor

respondence. She pointed out that by squaring the difference 

2 

scores, as is done in the D statistic, large scale differ

ences are exaggerated (Cronbach & Gleser, 1953). Warren 
recommended that in further research on correspondence, the 

2 
D statistic (square root of D ) be used, since it had all 

2 

the advantages of the D statistic without this disadvantage. 

Taken together, the research conducted under the auspices of 

the Work Adjustment Project provided only moderate support 

for Proposition III. There appears to be some suggestion 

that the concept of need-reinforcer correspondence as a mea

sure of job satisfaction does not function similarly at all 

levels of needs, reinforcers, and satisfaction. Nor does it 
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appear to function similarly for over- and under-correspon

dence. It would appear that in the case of higher levels of 

need, the need-reinforcer relationship functions according 

to the theory. The lower need levels, however, do not seem 

to operate in accordance with the theory. 

Two factors may be influencing this inconsistent oper

ation. First, Hetz (1968) surfaced the question of what the 

critical point (optimal minimal correspondence point) really 

means. If we assume that every worker on the job is at least 

minimally correspondent with his work environment, then we 

must assume that there are potential levels of dissatisfac

tion lov/er than this point, but that they are not being mea

sured in research since the worker is not in the work environ

ment. What this means is that a restriction-in-range factor 

is operating in predicting job satisfaction from need-

reinforcer correspondence. Only the upper part of the range 

(minimally correspondent to highly correspondent) is being 

investigated. If the total range was available for measure

ment, it may be that higher validity coefficients between 

need-reinforcer correspondence and job satisfaction would be 

obtained. 

A second factor that may be influencing the inconsistent 

operation of need-reinforcer correspondence as a predictor of 

job satisfaction is the existence of third variables moderat

ing the relationship between the two. If the prediction 



74 

coefficients are higher at some parts of the relationship 

continuum than at others, some moderator variable or vari

ables may be influencing the overall relationship. One 

moderating variable that has been suggested by Proposition V 

of the Theory of Work Adjustment is job success. To date, 

the influence of job success on the need-reinforcer rela

tionship has not been investigated. 

Research on the Job Success-Job Satisfaction 
Moderating Relationship 

The Theory of Work Adjustment's position on the success-

satisfaction relationship is contained in Propositions IV 

and V (Lofquist & Dawis, 1969). 

Proposition IV. Satisfaction moderates the 
functional relationship between satisfactoriness 
[success] and ability-requirement correspondence. 

Proposition V. Satisfactoriness [success] 
moderates the functional relationship between 
satisfaction and need-reinforcer correspondence. 

(p. 53) 

Two studies have been published testing Proposition IV, 

while none have been published testing Proposition V. Al

though the present investigation is concerned with Proposi

tion V, the research results on Proposition IV will be 

reviewed here due to their relevance to the methodology and 

research on Proposition V. 

In the first study, Carlson (1965, 1969) tested Proposi

tion IV using (a) the Hoppack Job Satisfaction Blank as a 
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measure of overall job satisfaction, (b) the General Apti

tude Test Battery (GATB) as a measure of worker abilities, 

(c) the Worker Trait Requirements (WTR) as a measure of 

ability requirements for the job, and (d) a five-item super

visor ratings as a measure of job success. The GATB is a 

paper and pencil test that measures nine job related abili

ties. The WTR provides ratings of job requirements (by job 

analysts) in terms of the same nine abilities. The measure 

of correspondence (predictor variables) used in this study 

was the absolute difference scores between the nine parallel 

scales. 

The research population consisted of two groups, 254 

blue collar and 252 white collar workers who were volunteer 

participants in the Work Adjustment Project. The author 

used a differential validity moderator model, trichotomizing 

both groups into high, middle, and low job satisfaction sub

groups based on their scores on the job satisfaction blank. 

His grouping procedure involved unequal n's since the author 

wished to minimize the variance within any one subgroup and 

maximize the variance between subgroups (see Table 1). 

The coefficients of multiple correlation between ability-

requirements correspondence and success for the total blue 

collar and white collar groups were .21 and .08, respec

tively. Both of these values were nonsignificant. When 

the job satisfaction score was included as a predictor 
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variable with the ability measures, the multiple correlation 

coefficients were still nonsignificant (.25 and .19) 

The effects of job satisfaction on the functional rela

tionship between ability-requirement correspondence and 

success were, however, reflected in the multiple correlation 

coefficients for the three subgroups. Coefficients of .56 

and .53 were obtained for the high satisfaction subgroups 

in the blue-collar and white-collar groups, respectively. 

These were statistically significant at £ = .05. The two 

remaining subgroups for both groups reported higher coef

ficients than the total groups (range .23 to .37), but they 

were nonsignificant. The author concluded that the results 

of his study supported Proposition IV. 

The author also analyzed the data in several other ways. 

He found first that the ability scores alone did not sig

nificantly predict job success for either whole group or any 

of the subgroups. He also restated Proposition IV and re

analyzed the data using levels of correspondence as the 

moderator between job satisfaction and job success. Again 

he trichotomized his groups, this time according to high, 

middle, and low correspondence scores (which he termed de

grees of job-fit). The results were generally the same for 

this method of analysis as for the original analysis. For 

the total blue-collar group, the correlation between job 

satisfaction and job success was .17. For the white-collar 
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group it was .13. However, the correlation for the high 

correspondence blue-collar and white-collar subgroups were 

.55 and .17, respectively. The former coefficient was 

statistically different from the .17 obtained with the total 

blue-collar group. None of the middle and low subgroups 
i 

produced significant correlations. 

The author further factor analyzed the nine ability cor

respondence scores into three factors: cognitive, percep

tual, and motor. Again he trichotomized his two groups into 

high, medium, and low subgroups on each of these three factor 

scores. He found significant correlations between job suc

cess and job satisfaction in all the white collar high 

correspondence subgroups, and in two of the three blue collar 

high correspondence subgroups. None of the middle and lower 

subgroups produced significant correlation. 

Carlson concluded that the data in this alternate frame

work was as consistent with the Theory of Work Adjustment as 

when the data was analyzed in the original framework. In 

both frameworks, it was the combination of high satisfaction 

and high ability which led to high success. The absence of 

either high ability or high job satisfaction could result 

in less job success. Arriving at the same results by the 

alternate approaches tended to strengthen the conclusion of 

the original analysis. 

In the second, more recent test of Proposition IV (Betz, 
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1971), the research population was divided by sex. The two 

groups consisted of assemblers (196 males, 183 females) in a 

large manufacturing concern. Since all workers were em

ployed in the same job, ability requirements were held con

stant. Therefore, ability level could be used as a predictor 

of success. 

The measurement instruments used were (a) the MSQ as a 

measure of overall job satisfaction, (b) ten subscores from 

the Employee Aptitude Survey as the measure of abilities, 

and (c) two measures of success (average productivity for a 

four-week period, and supervisor ratings on a ten point 

scale). The success measures were relatively independent, 

correlating .42 and .24 for the male and female groups, re

spectively. The two groups of subjects were randomly se

lected from larger pools of volunteers so that there were 

approximately equal numbers of subjects from each of the ten 

supervisor rankings. Thus the entire range of supervisor 

evaluation of performance was represented in both groups. 

Male and female groups were then trichotomized into high, 

middle, and low satisfaction groups of equal size according 

to their overall scores on the MSQ (see Table 2). 

For the all male group, the multiple correlation between 

the ten ability scores and the two criteria of production and 

supervisor ratings were .43 and .44, respectively. Both of 

these were significant at £ = .01. When the job satisfaction 
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was used as a predictor variable with the ten ability scores, 

the multiple correlations were .47 and .46, both also sig

nificant at £ = .01. For the high satisfaction group, the 

coefficients were .63 and .69, respectively, both statisti

cally significant at £ = .01. The coefficients for middle 

and lower satisfaction groups ranged from .52 to .33 and 

were not significant. 

For the female group, the multiple correlations between 

the ten ability scores and the criteria of production and 

supervisor ratings were .26 and .27, respectively. Neither 

coefficient was significant. The addition to the multiple 

correlation of the satisfaction score did not increase the 

coefficients. For the high satisfaction group, the coef

ficients were .63 and .34, respectively. Only the former 

was significant (at £ = .01). The coefficients for middle 

and low satisfaction groups ranged from .42 to .29 and were 

not significant. 

The author concluded that the results tended to support 

Proposition IV, at least for male workers. The relatively 

low coefficients obtained for females suggested a sex dif

ference in either the prediction of success, or in the pre

dictor and/or criterion data for the female sample. 

The results of these two studies provide strong support 

for Proposition IV of the Theory of Work Adjustment, at 

least as it applies to a wide range of male workers. The 
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similarity of findings over different predictors, criteria, 

measures of job satisfaction, and methods of testing the 

proposition is impressive. The evidence suggests that some 

measure of job satisfaction (or job motivation), along with 

measures of abilities and ability requirements is necessary 

to both predict and enhance job success. It also suggests 

that the moderating effect of job satisfaction should be con

sidered in developing aptitude and ability requirement pat

terns for work environments. 

As pointed out earlier, the Work Adjustment Project's 

research on the moderated job success-job satisfaction rela

tionship has to date been concerned with the moderating 

effect of job satisfaction on the prediction of job success. 

No research has tested Proposition V, which deals with the 

moderating effect of job success on the prediction of job 

satisfaction. It cannot be assumed that the results of the 

two studies on Proposition IV provide any validity support 

for Proposition V. 

The testing of Proposition V could involve a differen

tial validation model similar to the one used in the Propo

sition IV studies. However, the research design could test 

the effects of job success as a moderator variable on the 

prediction of job satisfaction from need-reinforcer cor

respondence. 
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Military Population 

Application to the All-
Volunteer Army Program 

On the surface, the Theory of Work Adjustment appears 

to be an excellent model for the investigation and predic

tion of career adjustment in the All-Volunteer Army. The 

concept of tenure can be easily equated to the concept of 

career retention of military personnel. The career reten-

tion of military personnel is the cornerstone of the All-

Volunteer Program. The Theory of Work Adjustment would 

provide for the analysis of career retention in terms of job 

success and job satisfaction, and the interaction of these 

two variables. Extensive study has been conducted of fac

tors involved in success and satisfaction in the military. 

Seldom, however, has the interaction of these two variables 

and their relative influence on career retention been inves

tigated. 

The Theory of Work Adjustment has not as yet been applied 

to the military work environment. No tests of the proposi

tions have involved military personnel, and no ORPs have 

been developed for military jobs. While the concept of 

matching individual to job is not unknown in the Army, the 

initial assignment of men to duties upon his entering the 

military service is dictated not by his measured vocational 

need, but by his abilities, the manpower needs of the Army, 

the individual's expressed interests, and what he can be 
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talked into by the Army recruiter. It is rare to find the 

use of a measure of vocational needs such as the MIQ. How

ever, by establishing ORPs for various military jobs and 

introducing the use of the MIQ, pre- and post-enlistment 

career counseling by both civilian and military counselors 

could be facilitated. 

A Powerful Test for the Theory 
of Work Adjustment 

Research on the Theory of Work Adjustment using military 

subjects could be viewed as a very demanding test of the 

theory. This is because the military career field has sev

eral characteristics not often found in civilian career 

fields. First, military personnel do not have the option of 

quitting their job whenever they become dissatisfied. The 

option of requesting transfer is open to them, but leaving 

the job would subject the person to a military court martial. 

Military personnel normally have to wait until their enlist

ment ends or the military gives them a transfer before they 

can leave a job they dislike. 

There are also numerous strong incentives for the indi

vidual to remain in the service. The early retirement pro

gram (20 years) is perhaps one of the best known. After 

contributing a number of years to the service, the dissatis

fied soldier must seriously consider the option of remaining 

in the service for the rest of his 20 years and then going 
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on to another job. Another incentive is the periodic trans

fer to new assignment, which can entail changes in work loca

tion and duties. If the soldier is dissatisfied with his 

job, he knows that he will eventually be transferred at the 

end of his current tour of duty. This periodic transfer also 

provides the incentive of being assigned to varied duties, 

work environments, and geographic locations during his career 

in the military. Still another incentive is the strong sense 

of security and identity the military career field provides. 

Dissatisfaction with a job may not be enough of a reason for 

the soldier to give up the security and the group identity 

he has achieved. Needless to say, the military fosters these 

feelings to encourage military personnel to make a career of 

the service. There is thus an extra high cost in quitting 

the military as a career field. 

A third factor that must be considered in studying the 

military career field is that it is as much a "way of life" 

as a career field. Although there are civilian career fields 

that can be viewed in much the same way, such as the priest

hood or perhaps police work, none are more a way of life than 

the military. The military person's rank and duty have a 

more direct and a wider influence on his style of life than 

do the job characteristics of most other professions. His 

job status is thus more inescapable when engaging in other 

areas of his daily life. 
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All of these factors mentioned are strong incentives 

for the dissatisfied military man to remain in the service. 

It is therefore possible that the critical point for minimal 

correspondence between needs and reinforcers is lower in the 

military. If this is the case, then there is less of a re

striction in range factor with a military population. This 

would mean a better test of the correspondence principle 

could be made with a military sample. 

By applying the Theory of Work Adjustment to a new pop

ulation such as the military, the generalizability of the 

theory is also tested. One of the current weaknesses of the 

theory is that it has been primarily applied to the lower 

occupational levels: the blue collar, clerical, and semi-

professional occupations. By testing its propositions with 

samples drawn for a wider range of work environments, the 

external validity of the theory is put to a more stringent 

test. 

Statement of the Problem 

One of the major concerns of vocational psychology is 

the description, measurement, prediction, and facilitation 

of work adjustment. Four concepts that have received gen

eral acceptance among theorists and researchers in the area 

of work adjustment are that (a) work adjustment is related 

to the good-fit or congruence of the individual and his job. 
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(b) job success and job satisfaction are the major indices 

of work adjustment, (c) the relationship between job satis

faction and job success is complex and not fully understood, 

and (d) the extensive theorizing and research on work adjust

ment has brought the field to the point where a comprehen

sive conceptual framework is needed to organize the theoret

ical and research sides of the field and to give direction 

to further theory and research. 

The good-fit principle has resulted in extensive theoriz

ing and research on matching people to jobs according to 

their abilities and personalities. It has been incorporated 

into most major approaches to vocational counseling, most 

theories of vocational choice and development, and most per

sonnel selection procedures. In spite of this wide theo

retical acceptance of the concept, research results on the 

good-fit principle have been disappointing. The prediction 

of the two indices of work adjustment (job success and job 

satisfaction) based on the matching of the individual to the 

job according to his abilities or his personality have 

rarely produced a validity coefficient above.50. Most have 

fallen in the .20 to .40 range. 

Extensive research has also been conducted on the rela

tionship of job satisfaction and job success in an effort 

to determine the characteristics of the relationship. Valid

ity coefficients based on the traditional linear correlation 
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model have been generally low. The idea of a simple, direct 

relationship between the two has now been discarded. 

The current trend in both theorizing and research on 

the good-fit principle and the success-satisfaction relation

ship is the moderator variable approach. This approach ex

amines the influence of additional variables on the rela

tionship under investigation, in an effort to both increase 

our understanding of the relationship and to facilitate 

prediction of job success and job satisfaction. 

The recently developed Theory of Work Adjustment is an 

effort to provide a comprehensive, conceptual framework for 

the study of work adjustment. It incorporates the best of 

earlier theories and research findings, and is stated in 

formal operationalizable terms easily adaptable to empirical 

research. Within the theory are propositions concerning the 

good-fit principle; the prediction of work adjustment, job 

success, job satisfaction, and tenure; and the moderated 

relationship between job success and job satisfaction. 

Nowhere is research in work adjustment more needed than 

in the military career fields. With the advent of the All-

Volunteer Army, the maintaining of a sufficient number of 

highly skilled, expensively trained, and career-oriented 

personnel in the active Army has become a major challenge. 

The Theory of Work Adjustment appears to be a good model for 

the study of work adjustment in the military, and for the 
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analysis of variables instrumental to career retention of 

military personnel. 

The present investigation is concerned with the predic

tion of job satisfaction, within the context of the Theory 

of Work Adjustment, for a sample of military personnel. The 

relevant parts of the theory for this investigation are 

Proposition III and Proposition V. Proposition III states 

that job satisfaction is a function of need-reinforcer cor

respondence. Proposition V states that job success moderates 

the functional relationship between need-reinforcer correspon

dence and job satisfaction. 

Proposition III has been empirically tested at least 

four times. The research results provide moderate support 

for the proposition. The research results also show that the 

relationship between need-reinforcer correspondence and job 

satisfaction does not function similarly at all levels of the 

three variables involved. This suggests that need-reinforcer 

correspondence is not a consistent predictor of job satisfac

tion along the full continuum of need-reinforcer correspon

dence. 

One possible explanation for this phenomenon is that the 

relationship between need-reinforcer correspondence and job 

satisfaction as moderated by other variables. A variable 

that has been suggested by Proposition V is job success. To 

date the moderating effect of job success upon the 
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relationship between need-reinforcer correspondence and job 

satisfaction has not been tested within the context of the 

Theory of Work Adjustment. However, two tests of a companion 

proposition provided support for the moderating effect of 

job satisfaction on the relationship between abilities-

requirement correspondence and job success. 

The testing of Proposition V is seen by this author as 

the original contribution to the field of vocational psychol

ogy that will be made by this dissertation. An additional 

contribution made by this investigation will be to apply 

portions of the theory to a work environment (the military) 

to which it has not been applied before. This is seen as a 

further test of the theory's generalizability. 

The specific questions to be investigated in this dis

sertation are: 

(1) Is need-reinforcer correspondence an effective 

predictor of job satisfaction for military per

sonnel? 

(2) Does job success moderate the functional relation

ship between need-reinforcer correspondence and 

job satisfaction? 

(3) If job success does moderate the relationship, what 

are the characteristics of the moderating effects? 



CHAPTER II 

METHODOLOGY 

The purpose of this chapter is to outline the methods 

for addressing the three questions which were the focus of 

this dissertation. In order to accomplish this purpose, 

the chapter is organized into three sections: (a) a descrip

tion of the military sample used in the research, (b) a 

description of the variables involved in the investigation 

and the instruments used to measure each variable, and (c) a 

description of the procedures used in addressing the three 

questions. The latter section includes the description of: 

(1) the procedure for collecting the data, {2) the procedure 

for the analysis of the data in addressing the first ques

tion, (3) the procedure for the analysis of the data in 

addressing the second and third questions, and (4) post-hoc 

analysis of the data. 

Population 

The sample selected for this study consisted of 190 male 

Army enlisted personnel assigned to a medium-sized combat 

unit stationed at a large Army post in the southwestern 

United States. All subjects were performing essentially the 

same job, that of the Military Occupational Speciality of 

Armor Reconnaissance Specialist (MOS llD). The Armor 

91 
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Reconnaissance Specialist is assigned to the Armored Cavalry 

Squadron in various positions throughout the unit. The 

majority are assigned to the Scout Section of the Armored 

Cavalry Platoon of the Armored Cavalry Troop. Others are 

assigned to (1) the Headquarters Section of the Armored 

Cavalry Troop, and (2) the Air Defense Section (Redeye), the 

Intelligence Section (S-2), and the Operations Section (S-3). 

All of the latter three sections are located in the Squadron 

Headquarters Troop (US Army Armor School, undated). 

Within the MOS IID, the Specific job requirements will 

vary somewhat with the individual's military rank, skill 

level, and his specific job position. However, the MOS is 

a distinct job specialty area, with its own career ladder 

extending from Private (E-1) to Sergeant Major (E-9). Spe

cific duties for each level of the MOS are detailed in Army 

Regulation 611-130 (Department of the Army, 1973). 

Within the sample of Armor Reconnaissance Specialists 

used in this research, the military rank ranged from Private 

E-1 to Sergeant E-6. The sample consisted of all MOS llD 

personnel below the position of section or platoon sergeant 

who could be released from unit duties for the purpose of 

participating in this research. Approximately 50% of the 

IID personnel assigned to the unit participated as subjects 

in the research. The sample had a mean age of 21.6 years 

(SD = 4 years) and a mean educational level of 11.6 years 
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(SD = 1 year) Descriptive characteristics of the sample's 

military service are presented in Table 3. 

Variables and Instruments 

In addressing the three questions which were the focus 

of this dissertation, the following variables were examined: 

(1) job satisfaction, (2) vocational needs, (3) occupational 

reinforcer patterns, (4) need-reinforcer correspondence, and 

(5) job success. Listed below are descriptions of the methods 

and instruments that were used to measure these variables. 

Job Satisfaction 

The measure of job satisfaction was a modified version 

of the MSQ. The wording of some of the items was changed to 

make these items more relevant to the military work environ

ment (see Appendix E). The subject's job satisfaction score 

was a general satisfaction score obtained by totalling all 

item responses. This general score had a range of 100 to 

500. 

Vocational Needs 

The measure of vocational needs used was the Minnesota 

Importance Questionnaire. Adjusted scale scores for the 20 

scales on the MIQ were obtained on each subject. 

Occupational Reinforcer Pattern 

The ORP for MOS llD (Armor Reconnaissance Specialist) 
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TABLE 3 

DESCRIPTIVE CHARACTERISTICS OF THE SAMPLE'S 
MILITARY SERVICE 

Characteristic Percent of Sample 
(%) 

Time in service 
One year or more 
Two yars of more 

Time in current rank 
Six months or more 

' One year or more 

Current enlistment 
First 
Second 
Other 

Vietnam veteran 

Time in MOS IID 
One year or more 
Two years or more 

MOS IID is primary MOS 

School trained in MOS llD 

Time in current job 
Six months or more 
One year or more 

Supervisor has previously held 
subject's job position 

Desire to quit Army today 

Intend to reinlist in Army 
No 
Undecided 

Intend to reinlist in MOS IID 
No 
Undecided 

77.3 
43.8 

60.8 
28.4 

71.1 
25.3 
3.7 

12.6 

63.1 
28.9 

89.8 

66.5 

56.4 
37.6 

71.5 

41.2 

26.3 
43.2 

55.7 
23.4 
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was established on the basis of the results of a modified 

version of the Minnesota Job Description Questionnaire. 

The wording of some of the items was changed to make the 

items more relevant to the military work environment (see 

Appendix F). 

The MJDQs were completed by the 32 platoon and section 

sergeants of the platoons and sections from which the 190 

subjects were drawn. Based on the researcher's consultation 

with key unit personnel, the senior sergeants in the Armored 

Cavalry Platoon, Air Defense Section, S-2 Section, S-3 Sec

tion and Troop Headquarters Section (Ns = 27, 1, 1, 2, & 1, 

respectively) were determined to be the individuals most 

familiar with the occupational reinforcement in the job. All 

of the supervisors except the Troop Headquarters Section 

sergeant were working in MOS llD, and 27 of the supervisors 

had been awarded MOS llD. Further demographic data on the 

supervisors is contained in Table 4. 

The ORP for MOS llD was expressed in adjusted scale 

scores for the 20 scales of the ORP. The ORP was computed 

by the statistical procedures adopted by the Work Adjustment 

Project at the University of Minnesota. This procedure is 

the composite-standard method, a multi-step computational 

system described in Guilford (1954) and Horgen et al., 

(1968). 
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TABLE 4 

DEMOGRAPHIC CHARACTERISTICS OF SUPERVISORS 

Characteristic X SD Minimum 

27.00 

9.00 

.50 

.25 

.08 

Maximum 

48.00 

14.00 

23.00 

21.00 

3.75 

Age 34.56 5.17 

Education level 12.22 .87 

Years in MOS llD 7.83 6.08 

Years supervising 

soldiers in MOS llD 7.33 5.16 

Years in present unit 1.17 .83 

Months supervising 
subjects 5.60 4.02 1.00 18.00 

Need-Reinforcer Correspondence 

Two methods for computing need-reinforcer correspondence 

were used. Both computations involved the adjusted scale 

scores of the individual's MIQ and the ORP for MOS llD. The 

2 

first procedure was the D method adapted by the Work Adjust

ment Project. The second was the D method (the square root 

of D^) suggested by Warren (1970). Each measure of correspon

dence resulted in a single, absolute value score. However, 

unlike the scores on the other instruments used, large 

scores indicated a lesser quantity of the variable than did 

small scores (i.e., a large D^ or D value indicated less cor-
2 

respondence than did a small D or D value). To facilitate 
interpretation of experimental data and correlation 
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coefficients, the correspondence scores were transformed to 

conform to the principle of low to high scores equaling 

small to large quantities of the variable being measured. 

The transformation procedure involved subtracting all cor

respondence scores from a value larger than the largest 

score. 

Job Success 

Two measures of job success were used. The first was 

a subjective evaluation of the subject's job performance, 

the second an objective evaluation of the subject's job 

efficiency. 

Military Job Success Scale (MJSS). The MJSS is a sub

jective measure of the job performance of the Armored 

Reconnaissance Specialist in his military work environment. 

It was designed specifically for the purpose of this dis

sertation research, and is a synthesis of items from the 

following sources: (a) the Minnesota Job Satisfactoriness 

Scales (Gibson, Weiss, Dawis, & Lofquist, 1970), (b) the 

Minnesota Importance Questionnaire, (c) the Minnesota Satis

faction Questionnaire, (d) the Enlisted Efficiency Report 

(Department of the Army, 1970), and (e) the job description 

for the Armored Reconnaissance Specialist (Department of the 

Army, 1973). The Military Job Success Scale is a 12-item 

questionnaire on which a supervisor takes the individual on 



98 

a five-point scale on 12 dimensions related to work per

formance. The individual's score on the MJSS is a total of 

his subscores on the 12 dimensions, and has a range of 12 

to 60 (see Appendix G). 

The MJSS was completed on each subject by his platoon 

sergeant (if he was assigned to an Armored Cavalry Platoon) 

or by his section sergeant (if he was assigned to either an 

Air Defense, S-2, S-3, or Armored Cavalry Troop Headquarters 

Section). Based on the researcher's consultation with key 

unit personnel, it was determined that the subject's imme

diate platoon or section sergeant was the supervisor most 

familiar with his job performance. Demographic data on the 

32 supervisors is contained in Table 4. 

MOS Proficiency Test (MOS Test). This test was used 

as an objective measure of job (MOS) proficiency. The MOS 

Proficiency Test is taken annually by all enlisted personnel 

who have obtained the rank of Private First Class (E-3), 

have been in the service at least 18 months, and have served 

in the MOS for at least 90 days. The test is designed to 

examine the soldier's ability to apply his MOS knowledge, 

training, and experience to hypothetical job situations and 

job problems which he may encounter while serving at his 

rank and skill level in the MOS. Thus the soldier must know 

more than just the duties required in his present MOS posi

tion. 
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The test, in a 12 5-item multiple choice format, is pre

pared by Army personnel psychologists based on relevant 

material provided by the Army school that conducts the MOS 

training. The test is characterized by (a) a high ceiling 

(only 1% make maximum scores), (b) wide variability in 

scores, and (c) little problem of skewness among test scores. 

It is given annually to a large number of subjects and is a 

purely objective type test. It is revised annually and is 

a closely controlled test to insure its confidentiality. 

A minimum score is required to be considered qualified for 

the MOS. 

General MOS knowledge and experience, plus refresher 

study is considered the best combination for insuring a high 

score on the test. Study guides and reference materials are 

provided the soldier three months prior to the test date. 

The study guides list: (a) the Army publications containing 

the material the questions will be taken from, (b) available 

non-resident courses covering the various duty areas of the 

MOS, and (c) current job requirements for the MOS. 

The MOS Proficiency Test (weighted 60%) is used along 

with present and past Enlisted Efficiency Reports (weighted 

40%) as the basis for the Enlisted Evaluation System. Hy 

this system the soldier's MOS competency (proficiency plus 

performance) relative to all soldiers Army-wide in his grade 

and skill level in the MOS is measured. His relative MOS 
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competency is expressed in an MOS Evaluation Score. This 

MOS Evaluation Score has a major impact on the soldier's 

career. It is considered in determining such things as: 

qualification for promotion, reenlistment eligibility, 

retention eligibility, reclassification eligibility (i.e., 

losing MOS), proficiency pay, selection for military and 

civilian schooling, and future military assignments. Hy 

influencing his promotion and proficiency pay, it ultimately 

influences his standard of living and his prestige status. 

The llD MOS Proficiency Test is based on material pro

vided by the US Army Armor School. There are four levels of 

the test, each appropriate for different combinations of 

skill level and grade. The individual's test score is re

ported in raw score form (range 0-125) along with the aver

age raw score for all others at his grade level in the MOS 

(Department of the Army, 1972; Matarazzo, Note 4) . 

Personal contact with the US Army Enlisted Evaluation 

Center (Finucane, Note 5) revealed the following internal 

consistency data (Stratified Alpha) for the 1975 llD MOS 

Test; skill levels IIDIO, 11D20, and 11D40 had coefficients 

of .87, .88, and .91, respectively. 

No stability studies (i.e., test-retest reliability 

studies) had been conducted on the current or recent llD MOS 

tests. However, there had been one-year stability studies 

of eight other MOS tests since 1972. Test-retest reliability 
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coefficients for these eight MOS tests ranged from .63 to 

.92 with a mean of 74.5 (Finucane, Note 5). 

Personal contact with the US Army Enlisted Evaluation 

Center (Hermansen, Note 5) also revealed that there have 

been two recent attempts to ascertain the validity of the 

MOS Proficiency Test system in measuring job performance. 

Mahnen (1972) obtained a concurrent validity coefficient of 

r = .24 (£ = .05) between supervisor ratings of overall job 

performance (on an 11 point scale) and the 1971 MOS Test 

Scores of 71 Military Cooks (MOS 94H) Occhialini (1972) 

obtained a concurrent validity coefficient of £ = .28 

(£ = .01) between peer ratings or overall job performance 

(the average of three peer ratings on an 11 point scale) 

and the 1971 MOS test scores of 128 Light Weapons Infantry

men (MOS IIH). 

The llD MOS Test is administered annually during the 

months of May and June. The other instruments used in this 

dissertation (MIQ, MSQ, MJDQ, and MJSS) were given during 

the time frame of April through June. Therefore, measure

ment of all variables in the study can be characterized as 

concurrent measures. 

Scores for the IID MOS Test were available on 79 of the 

190 subjects. For the remainder of the 111 subjects, MOS 

test scores v/ere not available due to one of the following 

reasons: (a) the individual did not meet the minimum 
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requirements to take the test or had simply failed to take 

the test (N = 88), (b) the individual could not be recon-

tacted to obtain a signed statement for release of test 

score to the researcher (N = 11), or (3) the test score 

had not been computed due to administrative problems (N = 12) . 

Demographic Data on Subjects 

In order to obtain relevant demographic data on the 

sample, a Biographical Data Sheet constructed for this 

purpose was used (see Appendix H) . 

Procedure 

Collection of the Data 

Administration of the MIQ, MSQ, MJDQ, MJSS, and the 

Biographical Data Sheet was accomplished in the unit setting 

during a three month period. Subjects were seen in groups 

of 15-30 each, in a large classroom provided by the unit. 

Each subject was asked to complete three questionnaires: 

the MIQ, the MSQ, and the Biographical Data Sheet. A select 

number of the subjects were also administered the MJDQ. 

Time required to administer these four instruments was ap

proximately two hours for each group. 

The supervisors of the subjects were seen in small 

groups of three to nine each, during the same three month 

period, in a classroom provided by the unit. Each supervisor 

was asked to fill out two types of questionnaires: (1) the 
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MJDQ for MOS llD and (2) the Military Job Success Scale 

(MJSS) for each of the subjects who was in his platoon or 

section. Depending on the nimiber of subjects supervised, 

the maximum time required to administer the instruments 

was approximately one hour. 

The MOS Proficiency Test scores were provided to the 

researcher by Army administrative personnel after a signed 

authorization for release was provided by the subject. The 

majority of the scores were extracted from the subjects' 

official military personnel files. In a few cases, they 

were provided from central test files located at the US Army 

Enlisted Evaluation Center at Fort Harrison, Indiana. 

Analysis of the Data for 
Question One 

Question One was stated as follows: 

Is need-reinforcer correspondence an effective 
predictor of job satisfaction for military 
personnel? 

This question was essentially directed at Proposi

tion III of the Theory of Work Adjustment (Lofquist & Dawis, 

1969) which states: 

Satisfaction is a function of the correspondence 
between the reinforcer system of the work environ
ment and the individual's needs, provided that the 
individual's abilities correspond with the ability 
requirements of the work environment, (p. 53) 

All subjects in this study were considered to meet the 

requirements that their abilities correspond to the ability 
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requirements of the job by virtue of being awarded the MOS 

IID by the Army. Award of the MOS llD is based on either 

completion of the Armored Reconnaissance Specialist Course 

at the Army Armor School,.or demonstrated performance in 

the MOS during a period of on-the-job training. 

Guilford and Fruchter (1973) reported that it is cus

tomary in the use of tests of vocational guidance and selec

tion to accept any test with a minimum validity coefficient 

of .45, but that this principle may be somewhat rigid. To 

establish for this present investigation a minimum criterion 

for "effective prediction of job satisfaction for military 

personnel" a prediction coefficient of .40 between need-

reinforcer correspondence and job satisfaction was selected. 

In Warran's (1970) test of Proposition III using the 

standard correlational prediction model (Pearson Product 

Moment) with the Work Adjustment Project's method for mea

suring ORP (supervisor-based) and need-reinforcer correspon

dence (D^) , the magnitude of the correlation coefficient was 

low (range -.07 to .13). It was therefore expected that 

further research in this area would not meet the "effective 

prediction criterion" of .40. Accordingly, a restatement of 

Question One in null hypothesis format was: 

Hypothesis I: Need-reinforcer correspondence is not 
an effective predictor of job satis
faction for military personnel, in that 
a minimal prediction coefficient of 
r = .40 will not be obtained. 



105 

In order to empirically test Hypothesis I, the follow

ing measures were obtained: 

1. Each subject's job satisfaction level as measured 
by his general satisfaction score on the MSQ. 

2. Each subject's vocational need levels as measured 
by the 20 dimensions on the MIQ. 

3. The reinforcer levels on the same 20 dimensions 
as measured by the ORP for MOS llD. 

4. Each subject's need-reinforcer correspondence 
scores as^measured by: 
(a) The D_ value between his 20 MIQ scale scores 

and the 20 ORP scale scores for MOS llD. 
(b) The D value between his 20 MIQ scale scores 

and the 20 ORP scale scores for MOS IID. 

5. The Pearson Product Moment Correlation Coefficient 
for the sample correlation between: 
(a) Job Satisfaction and the p_ Correspondence 

Score. 
(b) Job Satisfaction and the D Correspondence Score. 

6. A test of significance of the two coefficient 
values. 

There were in essence two tests of Hypothesis I, one 

2 
involving the D_ correspondence statistic, and one including 

the D correspondence statistic. 

Analysis of the Data for 
Questions Two and Three 

Question Two was stated as follows: 

Does job success moderate the functional relation
ship between need-reinforcer correspondence and 
job satisfaction? 

Question Three was stated as follows: 

If job satisfaction does moderate the relationship, 
what are the characteristics of the moderating 
effect? 



106 

These two questions were essentially directed at 

Proposition V of the Theory of Work Adjustment (Lofquist & 

Dawis, 1969) which states: 

Satisfactoriness [success] moderates the functional 
relationship between satisfaction and need-reinforcer 
correspondence, (p. 53) 

Both Carlson (1965) and Hetz (1971) found a significant 

moderating effect of job satisfaction on the functional rela

tionship between ability-requirement correspondence and job 

success. In both cases there wre higher correlations between 

ability-requirement correspondence and job success for sub

groups expressing higher job satisfaction. It would appear 

that it is a combination of high job satisfaction and high 

ability-requirement correspondence that leads to high job 

success. 

Carlson (1969), in a reanalysis of his 1965 data, found 

further that ability-requirement correspondence moderated 

the relationship between job success and job satisfaction; 

the higher the correspondence, the stronger the relationship 

between job success and job satisfaction. 

Drawing from the results of Carlson (1965, 1969) and 

Hetz (1971), it would appear that the relationship between 

any combination of job success, job satisfaction, and ability-

requirement correspondence is strongest in groups of workers 

where the level of all variables are high. Logically extend

ing this observation to include need-reinforcer correspondence. 
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it could be hypothesized that the relationship between need-

reinforcer correspondence and job satisfaction would be 

stronger at higher levels of job success. 

Accordingly, a restatement of Questions Two and Three 

in hypothesis format was: 

Hypothesis II: Need reinforcer correspondence is a more 
accurate predictor of job satisfaction 
for groups of individuals with high suc
cess scores than for groups of individ
uals with low success scores. 

In order to empirically test Hypothesis II, the follow

ing measures were obtained: 

1. Each subject's job satisfaction level as measured by 
his general satisfaction score on the MSQ. 

2. Each subject's vocational need levels as measured 
by the 20 dimensions on the MIQ. 

3. The reinforcer levels on the same 20 dimensions 
as measured by the ORP for MOS llD. 

4. Each subject's need-reinforcer correspondence scores 
as measured by: 
(a) The D^ value between his 20 MIQ scores and the 

20 ORP scale scores for MOS llD. 
(b) The D value between his 20 MIQ scale scores and 

the 20 ORP scale scores for MOS IID. 

5. Each subject's job success scores as measured by: 
(a) His score on the Military Job Success Scale. 
(b) His score on the MOS Proficiency Test. 

There were in essence four tests of Hypothesis II. These 

involved the four possible combinations of the two correspon-

2 
dence statistics (D_ and D) and the two job success measures 

(MJSS and MOS Proficiency Test). 
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In the two tests of the hypothesis involving the MJSS 

as the measure of job success, the total sample was trichot

omized into low, medium, and high success subgroups based 

on their MJSS scores. That is, the subjects with the lowest 

one-third of the scores were placed in the low success sub

group. Those with the middle one-third of scores were placed 

in the medium success subgroup, and those with the highest 

one-third of the scores were placed in thehigh success sub

group. The range of MJSS scores for the low, medium, and 

high success subgroups were 12-33, 33-43, and 43-60, respec

tively. 

The correlation coefficients between need-reinforcer 

correspondence and job satisfaction for each subgroup were 
2 

obtained twice—once using the D_ statistic and once using 

the D statistic. In addition, in both cases, a multiple 

correlation coefficient was obtained using the correspondence 

statistic and the MJSS score as predictor variables, and the 

MSQ score as the criterion variable. 

Two series of tests of significance were performed. One 

series involved the D_ statistic as the measure of correspon

dence, and the other involved the D statistic as the measure 

of correspondence. Each series included the following: 
1. A test of significance for the multiple correlation 

coefficient. 

2. A test of significance for each subgroup's correla
tion between need-reinforcer correspondence and job 
satisfaction. 
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3. A z test of significant differences between cor
relation coefficients for each of the three 
possible pairs of subgroups. 

In the two tests of Hypothesis II involving the MOS 

Proficiency Test as the measure of job success, the subjects 

(N = 72) having MOS test scores were dicotomized into low and 

high success subgroups. Assignment to subgroups was based 

on the relationship of the subject's test scores to the 

average for his military rank. Subjects whose scores fell 

below their rank (peer) average were assigned to the low suc

cess subgroup, while those whose scores fell above their rank 

average were assigned to the high success subgroup. Two in

stead of three subgroups were used with this success measure 

to insure that a minimally acceptable number of subjects 

were in each subgroup. 

Two series of tests of significance were also performed. 
2 

One series involved the D_ statistic as the measure of cor

respondence and one series involved the D statistic as the 

measure of correspondence. Each series included the follow

ing: 
1. A test of significance for each subgroup's correla

tion between need-reinforcer correspondence and 
job satisfaction. 

2. A z test of significant differences between cor
relation coefficients for the two subgroups. 

Post-Hoc Analysis of the Data 

Additional analyses of the data were undertaken to 
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provide a better understanding of the relationship between 

the variables being examined. This post-hoc analysis in

cluded the following: 

Additional analysis of the moderating effect of job 

success. A second method for tricotomizing the sample ac

cording the MJSS scores was used as a further test of Hypoth

esis V. Subjects were assigned to the low, medium, and high 

subgroups according to whether their scores fell in the 

lower, middle, or upper one-third of the total possible 

range of MJSS scores. That is, the low success subgroups 

had all subjects whose score fell in the lower one-third of 

the scale (12-28). The medium and high success subgroup 

had scores that fell in the middle one-third (29-44) and 

the upper one-third (45-60) of the distribution. The same 

two series of tests of significance conducted on the 

previous tricotomized sample were then applied to this 

present tricotomized sample. 

Examination of non-linear relationships. To determine 

if a significant nonlinear relationship existed between 

variables being investigated, relationships were examined 

by computing eta coefficients and performing tests of 

significance on the eta coefficients. 

Visual examination of total group and subgroup charac-

teristics. Through the media of scatter plots and frequency 
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distributions, further visual anpiwcie TT=O rv,-,̂  ^ 

vxtsudi analysis was made for skewness, 

restriction in range, dispersion and slope in the various 

groupings of subjects. The purpose of this analysis was to 

determine what effects these characteristics had on the 

statistical results of the study. 

Intratest reliability of the MJSS. To ascertain the 

internal consistency of the Military Job Success Scale, the 

Spearman Brown Formula, a corrected split half reliability 

test (Anastasi, 1968) was applied to the scale results pro

vided by this sample. 

Relationship of the two measures of job success. A 

Point-Biserial correlation between the MJSS and the MOS Test 

was computed to determine the degree to which the two instru

ments over-lapped in their measurement of job success. 

Correlation of job success and job satisfaction. Al

though past research has indicated little evidence of a 

direct relationship between job success and job satisfaction, 

linear and non-linear correlation coefficients were computed 

between these two variables to determine if a significant 

linear or non-linear relationship existed for the population 

under investigation. 

Comparison of supervisor-based and job occupant-based 

ORPs. A second ORP for MOS llD was computed based on MJDQ 
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results obtained from 50 subjects. These 50 subjects were 

drawn from 28 of the 32 platoons and sections, and included 

a minimum of five subjects from each of the pay grades E-2 

to E-6. This job occupant-based ORP was compared to the 

supervisor-based ORP to determine if there was a significant 

difference in how job occupants and supervisors perceived 

the reinforcer pattern in MOS llD. 

Survey for additional dimensons of job satisfaction. To 

determine if the three instruments developed by the Work 

Adjustment Project (MIQ, MJDQ, MSQ) were covering all the 

important dimensions of needs, reinforcers, and job satis

faction for this military sample, subjects were asked to 

respond to two open-ended questions added to the end of the 

MSQ. The two questions were (a) "List the three things, in 

order of importance, that you most like about your job," 

and (b) "List the three things, in order of importance, that 

you most dislike about your job." 



CHAPTER III 

RESULTS 

The results of the research are presented here in two 

parts: (a) results of the testing of Hypotheses I and II 

and (b) post-hoc analysis of the data. Descriptive statis

tics of the research variables are in Table 5. 

Test of Hypotheses I and II 

The statistical results of the testing of Hypotheses I 

and II are contained in Tables 6 through 10. Hypothesis I 

(which stated that need-reinforcer correspondence was not an 

effective predictor of job satisfaction for military per

sonnel) was supported by tests of the hypothesis with both 

2 

measures of need-reinforcer correspondence (D_ and D). The 

magnitude of the correlation between need-reinforcer corre

spondence and job satisfaction (as measured by the MSQ) was 

near zero (Tables 6 & 7). 

Hypothesis II (which stated that need-reinforcer cor

respondence was a more accurate predictor of job satisfaction 

for high job success groups than for low job success groups) 

was not supported by any of the four tests of the hypothesis. 

No significant linear correlation between need-reinforcer 

correspondence and job satisfaction was found in any success 

subgroups (Tables 6, 7, 9, 10) and no significant differences 

113 
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were found between the correlation coefficients of any set 

of subgroups (Tables 8, 9, 10). 

A significant multiple correlation was obtained when 

two predictors, correspondence and job success (MJSS), were 

used to predict the single criterion of job satisfaction 

(Tables 6 & 7). This significance, however, is almost 

totally attributable to a significant zero-order correlation 

(£ = .30, £ = .001) between the job success measure (MJSS) 

and the job satisfaction measure (MSQ). In essence then, 

for this sample there was a stronger linear relationship 

between job satisfaction and job success than between job 

satisfaction and need-reinforcer correspondence. 

TABLE 5 

DESCRIPTIVE STATISTICS OF RESEARCH VARIAHLES 

Variable }C SD̂  Mo Md Min Max 

D^ 53.07 15.29 44.73 57.35 .94 69.47 

D 4.80 1.52 4.73 5.05 .51 7.12 

MSQ 303.95 72.49 242.00 301.00 112.00 485.00 

MJSS 37.33 12.45 33.00 37.00 12.00 60.00 
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TABLE 6 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE AND 
JOB SATISFACTION WITH MJSS AS THE MEASURE OF JOB 
SUCCESS AND Df AS THE MEASURE OF CORRESPONDENCE 

Group 

Total 

Total 

MJSS 
Subgroups 

High 

Medium 

Low 

Predictor 

of 
D^ + MJSS 

D2 

D2 

D2 

N 

190 

190 

63 

64 

63 

Job 
Satisfaction 

-.0090 

.3008* 

.1273 

-.1759 

-.0664 

*r^ = p = .001 

TABLE 7 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE AND 
JOB SATISFACTION WITH MJSS AS THE MEASURE OF JOB 
SUCCESS AND D AS THE MEASURE OF CORRESPONDENCE 

Group 

Total 

Total 

MJSS 
Subgroups 

High 

Medium 

Low 

Predictor 

D 

D + MJSS 

D 

D 

D 

N 

190 

190 

63 

64 

63 

Job 
Satisfaction 

-.0084 

.3006* 

.1232 

-.1578 

-.0490 

•£ = .001. 
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TABLE 8 

z VALUES FOR DIFFERENCES BETWEEN THE CORRESPONDENCE-JOB 
SATISFACTION CORRELATIONS OF SUCCESS SUBGROUPS 

Subgroup 
Comparisons 

High—Medium 

High—Low 

Medium—Low 

D! 

1.681 

1.060 

.615 

D 

1.555 

.946 

.604 

ẑ  = 1.96, £ = .05 

TABLE 9 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE AND 
JOB SATISFACTION WITH MOS TEST SCORES AS THE MEASURE 

OF JOB SUCCESS AND D^ AS THE MEASURE 

Group 

Total 

MOS Test 
Subgroups 

High 

Low 

OF CORRESPONDENCE 

Predictor 

D^ 

N 

72 

33 

39 

Job 
Satisfaction 

.0188 

-.0754 

.0811 

z 

.607 

1.96, £ = .05. 
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TABLE 10 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE 
AND JOB SATISFACTION WITH MOS TEST SCORES AS 

THE MEASURE OF JOB SUCCESS AND D AS THE 
MEASURE OF CORRESPONDENCE 

Group Predictor N Job 
Satisfaction 

Total D 72 .0255 

MOS Test 
Subgroups 

High D 33 -.0470 

Low D 39 .0734 
467 

ẑ  = 1.96, £ = .05. 

Post-Hoc Analysis of the Data 

The statistical results of the post-hoc analysis are 

contained in Tables 11 through 18. In the further analysis 

of the moderating effect of job success, the total sample 

was tricotomized by thirds of the MJSS scale (as opposed to 

thirds of the sample itself). A significant negative corre

lation was found between D^ and the MSQ for the medium suc

cess group (Table 11). However, there were still no signif

icant differences found between correlation coefficients 

for success subgroups (Table 13). 

The examination of the data for nonlinear relationships 

between correspondence and satisfaction produced no signifi

cant findings. Results of the non-linear analysis are in 

Tables 14, 15, 16, and 17. 
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Frequency distribution analysis was made of the D^, D, 

MJSS, and MSQ scores. Scores for both the MJSS and MSQ 

were essentially normally distributed with little evidence 

of skewness. Skewness values for these two distributions 

were -.08 5 and -.044, respectively. The D^ distribution 

was highly negatively skewed (S = 1.662). This is attribu-

ted to the method for computing D_ which exaggerates large 

subscale differences (Warran, 1970). However, D (which is 

2 

the square root of D_) , besides being another measure of 

correspondence, is also a common transformation procedure 

used in correlational statistics when a variable is highly 

skewed. The D statistic had an ^ = .979. Since transforming 
2 

D to D did not appreciably increase the correlation between 

correspondence and job satisfaction, and since both the MJSS 

and the MSQ were essentially normally distributed, skewness 

of one or more of the variables cannot be considered as the 

major contributing factor to the low correlations between 

need-reinforcer correspondence and job satisfaction. 

Further, there was no restriction in range factor in

volved with either the MJSS or the MSQ. The full range of 

possible scores on both instruments was covered in the 

sample. The upper and lower limits of correspondence were 

not reached by any of this sample as no subject has maximum 

or minimum correspondence. However, there was a wide range 

of correspondence scores as is evident in Table 5. 
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The magnitude of the linear relationship between cor

respondence and job satisfaction was so small, that any dif

ferences in patterns between subgroups were difficult to 

identify by visual inspection of the bivariate scatterplots. 

The magnitude of any relationship is primarily a function of 

the slope and dispersion. Slopes for subgroups were uni

formly small, ranging from -.038 to .031. Standard errors 

of the estimates, the measure of dispersion, were uniformly 

large. The range was from 17.837 to 11.836 with a mean of 

15.746 for D^, and a range of 5.923 to 3.728 with a mean of 

4.765 for D. 

Intratest reliability analysis of the MJSS by use of 

the Spearman Brown Formula resulted in a corrected split-

half (odd-even) reliability coefficient of .9821. This is 

indicative of extremely good intratest reliability. 

A non-significant Point-Biserial correlation coeffi
cient of r = .023 was obtained between the two measures 

-pb 

of job success, MJSS and the MOS Test. This established 

that for the present sample there was very little overlap 

in the two measures of job success, and that they were there

fore relatively independent measures of job success. 

As stated previously, there was a significant linear 

correlation (r = .3001, £ = .001) between job success as 

measured by the MJSS and job satisfaction as measured by the 

MSQ. The nonlinear relationship (eta = .332, F = .387) was 
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non-significant. For this sample then, job success was a 

better concurrent predictor of job satisfaction than either 

measure of need-reinforcer correspondence. 

Two statistical comparisons of the supervisor-based 

ORP (N = 32) and a job occupant-based ORP (N = 50) were 

undertaken (Table 18). A Pearson Product Moment Correlation, 

which is sensitive to the relative ordering of the scales 

(i.e., sensitive to the similarity in shape between the two 

profiles) resulted in a linear coefficient of £ - .772 

(df = 18, £ = .001). These results demonstrated that both 

groups (supervisors and subjects) rated the 20 dimensions 

of job reinforcement significantly similar in order of 

magnitude. 

The second comparison test, a t. test of independent 

samples, produced a ;t value of 2.722 which was significant 

at £ = .009. This test is sensitive to the profile levels 

(i.e., the differences in average degree of magnitude in 

reinforcement level on the 2 0 scales). This result demon

strated that while supervisors and subjects agreed closely 

on the relative ordering of the 20 scales in reinforcement 

level (as demonstrated by a high positive correlation), 

there was a significant difference in how they saw the mag

nitude of the reinforcement levels in the 20 scales. In

spection of Table 18 reveals that differences were largest 

on the reinforcement dimensions of Recognition, Supervision-
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Technical, Supervision-Human Relations, Advancement, Unit 

Policies and Procedures, Achievement, and Working Con

ditions. 

An analysis of subjects' responses to the two open-

ended questions at the end of the MSQ (on what they most 

liked and disliked about their job) reveal two topics which 

were frequently noted but did not appear to be adequately 

tapped by the MSQ (or by the MIQ as vocational needs and 

the MJSQ as occupational reinforcers). The first had to 

do with equipment—primarily the scout vehicle issued to 

the Armored Cavalry Platoons. Complaints most frequently 

involved what the subjects considered to be poor vehicles, 

old vehicles, and lack of necessary personnel to maintain 

the vehicles. The second major group of complaints was in 

the area of working conditions. The focus, however, was 

broader than simply the physical working conditions as 

measured by the MSQ. The complaints most frequently con

cerned long working hours, excessive work load, having to 

rush work, having too many different things to accomplish 

at the same time, shortage of personnnel, and unwise use 

of time. 
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TABLE 11 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE 
(D£) AND JOB SATISFACTION (MSQ) WITH SUCCESS 

SUBGROUPING HY THIRDS OF THE 
MJSS SCALE 

Subgroups 

High 

Medium 

Low 

Predictor 

D! 

of 
D! 

N 

55 

92 

43 

Sat 
Job 
isfaction 

.1377 

-.1772* 

.0258 

.05. 

TABLE 12 

CORRELATIONS BETWEEN NEED-REINFORCER CORRESPONDENCE 
(D) AND JOB SATISFACTION (MSQ) WITH SUCCESS 

SUBGROUPING BY THIRDS OF THE 
MJSS SCALE 

Subgroups Predictor N 
Job 

Satisfaction 

High 

Medium 

Low 

D 

D 

D 

55 

92 

43 

.1359 

-.1668 

.0509 
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TABLE 13 

ẑ  VALUES FOR DIFFERENCES BETWEEN CORRESPONDENCE-SATISFACTION 
CORRELATIONS OF SUCCESS SUBGROUPING BY THIRDS 

OF THE MJSS SCALE 

Subgroup 
Comparisons D 

z = 1.96, p = .05 

2 

High-Medium 1.799 1.799 

High-Low .538 .410 

Medium-Low 1.053 1.158 

HHRKV 
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TABLE 14 

TEST OF NON-LINEARITY (eta) BETWEEN NEED-REINFORCER 
CORRESPONDENCE AND JOB SATISFACTION WITH MJSS AS 

THE MEASURE OF JOB SUCCESS AND D^ AS THE 
MEASURE OF CORRESPONDENCE 

Group 

Total 

MJSS 
Subgroups 
(thirds of 
sample) 

High 

Medium 

Low 

MJSS 
Subgroups 
(thirds of 
scale) 

High 

Medium 

Low 

Predictor 

D! 

D2 

D^ 

D! 

D2 

D^ 

D 2 

N 

190 

63 

64 

63 

55 

92 

43 

Job 
Satisfac 

(eta) 

.107 

.386 

.286 

.137 

.368 

.225 

.264 

;tion 

(£) 

-.009 

.127 

-.176 

-.066 

.138 

-.177* 

.026 

F 

(eta>r) 

.526 

2.218 

1.090 

.208 

1.870 

.433 

.936 

•p = .05. 
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TABLE 15 

TEST OF NON-LINEARITY (eta) BETWEEN NEED-REINFORCER 
CORRESPONDENCE AND JOB SATISFACTION WITH MJSS AS 

THE MEASURE OF JOB SUCCESS AND D AS THE 
MEASURE OF CORRESPONDENCE 

\ 

Group 

Total 

MJSS 
Subgroups 
(thirds of 
sample) 

High 

Medium 

Low 

MJSS 
Subgroups 
(thirds of 
scale) 

High 

Medium 

Low 

Predictor 

D 

D 

D 

D 

D 

D 

D 

N 

190 

63 

64 

63 

55 

92 

43 

Job 
Satisfaction 

(eta) 

.216 

.427 

.262 

.204 

.417 

.265 

.246 

(r) 

-.008 

.123 

-.158 

-.049 

.136 

-.167 

.051 

(eta < r) 

1.791 

2.291 

.538 

.584 

1.808 

.777 

.778 

*£ = .05 
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TABLE 16 

TEST OF NON-LINEARITY (eta) BETWEEN NEED-REINFORCER 
CORRESPONDENCE AND JOB SATISFACTION WITH MOS TEST 
SCORES AS THE MEASURE OF JOB SUCCESS AND D^ AS 

THE MEASURE OF CORRESPONDENCE 

Group 

Total 

Predictor 

D 

N 

72 

Job 
Satisfaction 
(eta) (r) 

078 019 

(eta < r) 

128 

MOS Test 
Subgroups 

High 

Low 

D 

D' 

33 

39 

241 -.075 

.129 .081 

.519 

.108 

TABLE 17 

TEST OF NON-LINEARITY (eta) BETWEEN NEED-REINFORCER 
CORRESPONDENCE AND JOB SATISFACTION WITH MOS TEST 

SCORES AS THE MEASURE OF JOB SUCCESS AND D AS 
THE MEASURE OF CORRESPONDENCE 

Group Predictor N 
Job 

Satisfaction 
(eta) (r) (eta < r) 

Total D 72 .075 .026 065 

MOS Test 
Subgroups 

High 

Low 

D 

D 

33 

39 

.243 -.047 

.176 .073 

.407 

.217 
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TABLE 18 

MEAN REINFORCEMENT LEVELS ON 20 VOCATIONAL NEED DIMENSIONS 
IN MOS IID AS RATED HY JOB OCCUPATIONS 

AND JOB SUPERVISORS 

Scale 

Ability ut i l izat ion 

Achievement 

Activity 

Advancement 

Authority 

Unit policies & 
procedures 

Compensation 

Coworkers 

Creativity 

Independence 

Moral values 

Recognition 

Responsibility 

Security 

Social service 

Social status 
Supervision-human relations 

Supervision-technical 

Variety 
Working conditions 

Average Job 
Occupant 
Rating* 

.27 

.20 

.26 

.50 

.03 

.03 

-.22 
.60 

-.07 

-.08 

.23 

.20 

.13 

.79 

.02 
-.36 

.11 

.22 

.07 

-.35 

Average 
Supervisor 

Rating* 

.58 

.64 

.54 

1.02 
.02 

.49 

-.20 
.33 

.30 

.24 

.32 
1.00 

.32 

1.00 
.05 

-.08 

.73 

.89 

.22 

.06 

*Ratings expressed in adjusted scale score values. 



CHAPTER IV 

DISCUSSION 

Further Assessment of the Results 

The results of the testing of Hypothesis I definitely 

failed to substantiate Proposition III. For the total 

sample there was virtually no correlation between either 

measure of correspondence and job satisfaction. These re

sults confirm very similar findings by Warran (1970) with 

three separate groups of workers. The D statistic, which 

Warran (1970) suggested might be a more appropriate measure 

of correspondence was tried with the present sample, but no 

real improvement in the relationship between need-reinforcer 

correspondence and job satisfaction was obtained. 

Four aspects of the design for testing Hypothesis I 

made it a fairly powerful test of Proposition III. First, 

the sample was drawn from a work environment (the military) 

in which the Theory of Work Adjustment had not previously 

been tested. Second, there is good evidence to indicate 

that there was less restriction in range on the need-

reinforcer correspondence variable with this work population 

than could normally be expected in other work populations. 

That is, the minimal correspondence point was lower in this 

sample since the job occupant was not at liberty to quit his 

128 
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job as he could in most civilian occupations. This conclu

sion is based on the subjects' responses to three questions 

at the end of the MSQ and the Biographic Data Sheet (see 

Table 3) . In response to the question "If you could get out 

of the Army today, would you do so?" 41.2% answered yes. In 

response to the question "Do you intend to reenlist at the 

end of your current enlistment?" 26.3% said no, while 43.2% 

were undecided. In response to the question "Do you intend 

to reenlist in MOS llD?" 55.9% said no while 23.4% were 

undecided. The responses to these three questions indicate 

that (a) a good proportion of the sample did not like the 

Army as a job and were not seeking the Army as a career, and 

(b) an even greater percentage did not see MOS llD as a 

career specialty in which they wanted to continue. 

A third factor making the research a strong test was 

the fairly normal distribution of MSQ scores. This indi

cated at least theoretically that the MSQ was a reasonably 

accurate measure of overall job satisfaction. This conclu

sion is based on the assumption that overall job satisfaction 

is a variable having a normal distribution in most work popu

lations. Finally, a strong statistical test of the proposi

tion was assured by the very high statistical power of the 

test. Examining the data for the presence of a medium ef

fect size (r<.30) with a sample size of 190 insured a power 

of .98 (Cohen, 1969). 
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In investigating the influence of job success on the 

prediction of job satisfaction (Hypothesis II), efforts to 

treat job success as a moderator variable failed to sig

nificantly improve the correlation between need-reinforcer 

correspondence and job satisfaction. Although success sub

groups appeared to be somewhat more homogeneous that the 

total group (by virtue of larger positive or negative cor

relations) , the differences between subgroups were not sta

tistically significant. 

Several aspects of the design for testing Hypothesis II 

also made it a fairly powerful initial test of Proposition V. 

First, there were two measures of job success, one objective 

and one subjective. Second, these two measures were highly 

independent, as attested to by the low Point Biserial Coef

ficient. Third, the MJSS had very good internal consistency 

and (like the MSQ), a fairly normal distribution for this 

sample. Finally, the data for a medium effect size with 

an N = 63 insured a power of .68. 

A single statistically significant correlation (r = 

-.1772) was found in post-hoc analysis, that being in the 

medium success group (N = 92). However, this relationship 

accounts for less than 4% of the variance, making any pre

diction of job satisfaction from need-reinforcer correspon

dence, even for this subgroup, very weak from a practical 

standpoint. 
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Post-hoc analysis of the data revealed that factors 

such as skewness, restriction in range, and non-linear re

lationships were not major contributors to the low linear 

correlations between need-reinforcer correspondence and job 

satisfaction. Nor were major differences in slope and dis

persion found among subgroups. The very limited linear 

correlations found between the measures of correspondence 

and job satisfaction must be attributed to the existence of 

little or no relationship between these variables. 

The results of the comparison of the job occupant or 

subject-based ORP with the supervisor-based ORP are consis

tent with Warran's (1970) findings. Job reinforcer ratings 

by supervisors and job occupants for the same job were gen

erally similar in terms of relative order of reinforcement 

levels, but not in terms of absolute levels of the rein

forcement. In one respect, the group of supervisors in this 

present study (27 of whom held MOS IID) can be viewed as 

very successful and at least reasonably satisfied job occu

pants who remained in the job gaining both promotion and 

tenure. This view can be taken in any job where supervisors 

worked their way up from job occupant status. It makes 

sense that the supervisors in this study would report sub

stantially more reinforcement in the job as they chose to 

stay in the military and in MOS IID. Platoon and section 

sergeants could be expected to see MOS IID as providing more 
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Advancement and Recognition since they have received both 

in obtaining their positions. Working Conditions and 

Achievement would be expected to be better for the higher 

ranking supervisors. Logically they would see better imple

mentation of Supervision (both Technical and Human Relations), 

and Unit Policies and Procedures since theyare major imple-

mentors of these three dimensions. 

Implications of the Results 

In assessing the implications of the results of this 

dissertation, it is important to look at the implications 

for (a) the research instruments, (b) the methods for 

operationalizing the Theory's propositions, (c) the Theory 

itself, and (d) the use of the Theory as a model for work 

adjustment in the Army. 

When non-significant results are obtained in correla

tion research, one question that arises is "Do the instru

ments adequately measure what they proport to measure?" 

Strong (1952a, 1953) was of the opinion that there were not 

any adequate measures of job satisfaction. Crites (1969), 

after reviewing the literature on dimensions of job satis

faction, concluded that no consistent pattern of dimensions 

had been established. One explanation he felt might be 

that the dimensions vary from occupation to occupation 

partly as a function of situational determinants and work 

requirements. Crites (1969) also concluded that additional 

research was definitely needed in this area. 
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If Crites' (1969) hypothesis is true, and job satis

faction dimensions do vary between occupations and are 

partly a function of situational determinants and work re

quirements, then an instrument such as the MSQ, even with 

its 20 dimensions, may not adecjuately measure job satis

faction in all jobs. There is some evidence from the 

present study to suggest that it may be an accurate hypoth

esis. There are indications that all dimensions of job 

satisfaction in MOS llD were not measured in the present 

investigation. This conclusion is drawn from the analysis 

of subjects' responses to the two open-ended questions at 

the end of the MSQ. Their responses suggest that in mili

tary jobs, the interaction of man and equipment, and the 

volume of workload with its many consequences appear to be 

two important dimensions of vocational needs, reinforcer 

systems, and job satisfaction. 

Inadequate measurement of variables could also con

ceivably be a partial explanation for the failure of the 

current research to find that job success moderates the 

prediction of job satisfaction (Proposition V) , whereas 

previous research (Betz, 1971; Carlson, 1965) has found 

that job satisfaction does moderate the prediction of job 

success (Proposition IV). In predicting job success, one 

is measuring abilities, ability requirements, and job suc

cess. These are variables which are more easily objectively 



134 

quantifiable than the subjectively measured variables of 

needs, reinforcers, and job satisfaction used in predicting 

job satisfaction. Therefore, whereas one explanation for 

research results supporting Proposition IV but not Proposi

tion V could be that the former Proposition is valid while 

the latter is not, another explanation could be that mea

surement of variables are more precise in the former than 

in the latter. Further research is definitely called for 

on Proposition V. 

More research is also needed on the ability of the 

various Minnesota questionnaires to fully measure what they 

proport to measure. Identification of additional dimensions 

of vocational needs, job reinforcers, and job satisfaction 

should be undertaken by the Theory's authors. There is some 

indication that this is being done, at least in the area of 

job satisfaction. Weiss et al. (1967) reported that research 

is being conducted to expand the MSQ from 20 to 30 scales, 

and to develop 23 new scales oriented toward scientific 

vocations. 

The results of this dissertation have their strongest 

and most immediate implications for current methods of 

operationalizing Propositions III and V. As stated previ

ously, the D^ statistic was selected by the Work Adjustment 

Project as the measure of need-reinforcer correspondence. 

It is also the basis for using the MIQ as a vocational 
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counseling tool. Currently, a client's MIQ results are 

sent to the University of Minnesota for computer scoring and 

comparison to the 148 jobs for which ORPs are currently 

available (Gal et al., 1971). The ability of the D^ sta

tistic to predict job satisfaction is a major assumption 

underlying the current method of utilizing the MIQ as a 

vocational counseling tool. However, the present study, as 

well as Warran's (1970) investigation, demonstrated the in-
2 

ability of the p_ statistic to either adequately or signifi

cantly predict current job satisfaction. 

The problem perhaps really rests not in just selecting 

an adequate measure of correspondence, but in the use of 

profile comparison as a measurement device. The whole con

cept of profile pattern analysis is fraught with statistical 

and measurement problems needing attention. Until these 

problems can be solved, there is a real question of the 

utility of incorporating the concept into a theory. 

The implications of the research results for the Theory 

of Work Adjustment itself suggest that some modification of 

the Theory may be in order. With respect to Proposition III, 

the research suggests that need-reinforcer correspondence 

may not be related to job satisfaction either (a) along the 

whole continuum of job satisfaction, or (b) in all work en-
vironment. 

With this present military sample (in which over 40% 
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said they would quit the Army today if they could and about 

60% said they would not continue in their job at the end 

of their current obligation) and would expect to have a 

broader range of the job satisfaction continuum represented 

than in the civilian work samples used in previous research. 

The very low correlations between correspondence and job 

satisfaction found in this sample may indicate that (a) the 

correspondence-job satisfaction relationship is more appli

cable to medium and high satisfaction levels than to low 

satisfaction levels, and that (b) organizational constraints 

may be a variable limiting the validity of Proposition III. 

With respect to the latter, the proposition may be less 

valid in jobs where the worker cannot quit (e.g., in the 

military or under contract) or has a very compelling reason 

not to quit (e.g., early retirement, very good benefits in 

a highly unionized industry, mandatory work for welfare pay

ments) . 

The suggestion that Proposition III may not be valid 

for all work situations is also based on the negligible cor

relations found in both this and Warran's (1970) study. It 

may be that one model of job satisfaction is not valid for 

all levels, fields, or industries of the work world, but 

that as Crites (1969) concluded, job satisfaction is more a 

function of situational determinants and work requirements 

in the particular work situation. 
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The non-significant findings in the multiple testing 

of Proposition V suggest that future revision of the Theory 

with respect to moderator variables may be necessary. The 

Theory probably does not adequately cover the area of moder

ator variables in the prediction of job satisfaction. At 

least this appears to be the case in the military world 

environment. It may be that (a) different variables moderate 

to different degrees in different work environments, and 

that (b) in order to increase the prediction of job satis

faction from need-reinforcer correspondence in a particular 

work situation, specific important moderator variables will 

have to be identified for that particular work situation. 

Much more research testing the Theory's propositions is 

needed, especially by researchers outside the University of 

Minnesota. There is a definite need for testing the Theory 

using different methods for operationalizing the propositions, 

using different measurement instruments, and drawing samples 

from a wider range of fields, levels, and industries in the 

world of work. The Theory should not have to stand or fall 

on research results based on currently adopted instrumenta

tion and methods of operationalizing its propositions. 

The importance of further research on the Theory of 

Work Adjustment cannot be overstressed. In spite of the 

recent negative research findings on Propositions III and V, 

the Theory (a) still has good face validity, (b) is consistent 
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with current theorizing in vocational psychology, and (c) is 

the most promising model today for the study of work adjust

ment. It is quite possible that the poor correlations ob

tained in this and Warran's (1970) study were caused at 

least in part by (a) identified faults in instrumentation 

and operationalizing, and (b) unidentified extraneous vari

ables involved in prediction of job satisfaction which were 

not controlled. Every researcher in the area of work adjust

ment is faced with the reality that inadequate measurement 

of variables (Strong, 1953) and uncontrolled extraneous 

variables (Crites, 1969; Guilford & Fruchter, 1973) can 

obscure the true relationship between variables. The The

ory's authors recognize this fact, stressing that the 

Theory specifies relationships under ideal conditions 

(Carlson, 1965). 

The challenge for future research on the Theory of 

Work Adjustment involves at least five areas: (a) develop

ing better and more comprehensive measures of variables 

such as needs, reinforcers, and job satisfaction; (b) dis

covering a better method for operationalizing correspondence; 

(c) identifying more of the variables that influence the 

prediction of job satisfaction, especially as they affect 

different work situations; (d) drawing research samples from 

a wider range of work fields, levels, and industries with 

varied work situational components; and (e) ultimately 
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revising the Theory to specify relationships under actual 

rather than ideal work conditions. 

The implications for using the Theory as a model for 

work adjustment in the military can in part be assessed by 

answering the questions which were the focus of the disser

tation. This initial research with a military sample failed 

to demonstrate that (a) need-reinforcer correspondence is 

an effective predictor of job satisfaction for military per

sonnel, or that (b) job success moderates the functional 

relationship between need-reinforcer correspondence and job 

satisfaction in a military population. 

While these early research findings are not encouraging, 

before any decision is made to reject the Theory as a model 

for the military, (a) more research with military samples is 

needed, and (b) attempts to modify the Theory to the military 

work environment is called for. 

Before initiating additional tests of the Theory's 

proposition, especially Propositions III and V, some inter

mediate steps are necessary. First, important dimensions 

of needs, reinforcers, and job satisfaction for the military 

work situation must be identified and any new dimensions 

incorporated into the measurement instruments for these 

three variables. Second, other moderating variables must 

be identified. Variables that could conceivably be moderat

ing the prediction of job satisfaction are (a) expectancy 
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(relative deprivation) level of important dimensions, 

(b) initiation rights into the job specialty, (c) family 

pressures, (d) manpower conditions in the Army (expanding, 

shrinking, static), (e) current mission (wartime or peace

time) , and (f) rank status (officer or enlisted). 

Future research should also be directed at determining 

(a) if there are significantly different ORPs for the dif

ferent military occupational specialties, or is there a 

single ORP for the Army in general; (b) if job satisfaction 

is related to actual tenure (career retention) ; and (c) what 

is the relationship between job satisfaction and career 

satisfaction. Perhaps one of the most important questions 

this initial research raised was, "Is career satisfaction 

and not job satisfaction the more important variable in 

career retention?" Does such things as twenty-year retire

ment, periodic job transfers, security of the military 

career, professional and social status of increased rank, 

and strong identification with a life style make job dissat

isfaction more tolerable in the military field? Is the 

military job viewed in terms of a limited time span with^ 

the soldier resigned to periods of job dissatisfaction in 

an overall satisfying career? Should job satisfaction be 

considered as a subarea of career satisfaction and investi

gated in that context? 



CHAPTER V 

SUMMARY 

One of the most promising models for the investigation 

of work adjustment is the recently developed Theory of Work 

Adjustment (Lofquist & Dawis, 1969). The theory provides 

(a) a comprehensive model of work adjustment as it related 

to job success, job satisfaction and job tenure, (b) concepts 

for the measurement and prediction of these variables, and 

(c) a model for vocational counseling and job placement. 

Instruments have subsequently been developed by the theory's 

authors to measure job satisfaction, vocational needs, and 

need reinforcement in the job. 

Nowhere is research in work adjustment more needed than 

in the military career field. With the advent of the All-

Volunteer Army, there is an increasing concern for maintain

ing on active duty a sufficient number of highly skilled and 

expensively trained personnel. The Theory of Work Adjustment 

appears to be an excellent model for- the investigation and 

prediction of job success, job satisfaction, and career 

retention of military personnel. To date, the Theory has 

not been tested using a military sample. 

Three specific questions were addressed by this research, 

and involved testing two of the nine propositions consti

tuting the Theory. The first question "Is vocational 
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need-occupational reinforcer correspondence an effective 

predictor of job satisfaction for military personnel?" was 

a test of Proposition III which hypothesizes that job satis

faction is a function of the correspondence between the 

reinforcer system of the work environment and the individ

ual's vocational needs. The second question, "Does job 

success moderate the functional relationship between need-

reinforcer correspondence and job satisfaction?" and the 

third question "If job success does moderate the relation

ship, what are the characteristics of the moderating ef

fects?" were a test of Proposition V. Proposition V 

hypothesizes that job success does moderate this functional 

relationship. Proposition V has not been previously tested 

in any research, and was the original contribution to the 

field of vocational psychology made by this dissertation. 

The military sample consisted of 190 male enlisted 

personnel in the Military Occupational Specialty of Armor 

Reconnaissance Specialist (MOS llD). Subjects, drawn from 

military pay grades E-1 to E-6, were assigned to a medium-

sized combat unit stationed in the southwest United States. 

Subjects were administered (a) the Minnesota Importance 

Questionnaire (MIQ) as a measure of vocational needs, and 

(b) the Minnesota Satisfaction Questionnaire (MSQ) as a 

measure of job satisfaction. Supervisors of subjects (pla

toon and section sergeants, N = 32) were administered (a) the 
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Minnesota Job Description Questionnaire (MJDQ) as a measure 

of need reinforcement present in the job (MOS llD), and 

(b) the Military Job Success Scale (MJSS) for each of the 

subjects under their supervision as a subjective measure of 

job success. This 12-item scale was designed by this author 

for this research and is a synthesis of items drawn from the 

job description of MOS llD, the Army's Enlisted Efficiency 

Report, and several instruments developed by the authors of 

the Theory of Work Adjustment. A second measure of job suc

cess, the MOS Proficiency Test score, was obtained on those 

subjects for which it was available (N = 73), and was used 

as an objective measure of job success. 

The testing of Proposition III (need-reinforcer cor

respondence is functionally related to job satisfaction) 

involved a three-phase process. First, an Occupational 

Reinforcer Pattern (ORP) for MOS IID was derived by a method 

of averaging the MJDQ results from the 32 supervisors. Sec-
2 

ond, two need-reinforcer correspondence scores (D_ and D) 

were derived for each subject by computing the difference 

between his vocational needs (MIQ) and the reinforcement 

levels of these needs in the job (ORP). The D^ was a cor

respondence measure adopted by the theory's authors, while 

D was a correspondence score suggested by the results of the 

most recent research on Proposition III (Warran, 1970). The 

third and final step in testing Proposition III involved 
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computing the correlation between subjects' correspondence 

scores and their job satisfaction (MSQ) total scores. 

To test Proposition V (job success moderates the rela

tionship between need-reinforcer correspondence and job 

satisfaction), the differential validity model for analyzing 

moderation effects (Zedeck, 1971) was employed. This in

volved a three-phase process. First, subjects were divided 

into three success subgroups (low, medium, and high) based 

on their MJSS scores (the subjective measure of success). 

Second, the correlation coefficient between correspondence 

scores and job satisfaction scores were computed for each 

subgroup. Third, £ tests of significant differences between 

subgroup coefficients were computed. A second test of 

Proposition V was conducted using the MOS Test scores (the 

objective measure of job success) . In this test, the sub

jects were divided into two success subgroups (low and high) 

based on whether their test scores fell above or below the 

average for their military grade. The remaining two steps 

of the process were the same as in the first test. 

Non-significant results were found in all tests of 

Proposition III and Proposition V. Correlation between job 

satisfaction and need-reinforcer correspondence (D_) was 

-.009. When using D as the measure of correspondence, the 

correlation was -.008. In testing Proposition V using the 

MJSS as the measure of job success, correlation for subgroups 
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were -.07, -.18, and .13 for low, medium, and high subgroups, 

2 

respectively, using D_ as the correspondence measure. With 

D as the correspondence measure, the resulting correlations 

were -.05, -.16, and .12, respectively. All values were non

significant in themselves and no significant differences 

were found between subgroups. In the second test of Proposi

tion V, using the MOS Test scores as the measure of job suc

cess, correlations for subgroups were -.08 and .08 for low 
2 

and high subgroups, respectively, using D_ as the correspon

dence measure. With D as the correspondence measure, the 

resulting correlations were -.05 and .07, respectively. All 

values were non-significant in themselves and no significant 

differences were found between subgroups. The only signifi

cant linear correlation between any variables for the total 

sample was r = .30 (£ = .001) between job success and job 
satisfaction. 

Post-hoc analysis of the data revealed that (a) factors 

such as skewness, restriction in range, non-linear relation

ships, and differences in slope or dispersion were not major 

contributors to the non-significant results; (b) the MJSS 

had very good intratest reliability; (c) the two measures of 

job success (MJSS and MOS test) were relatively independent 

measures of this variable; (d) job reinforcer ratings by 

supervisors and job occupants were generally similar in 

terms of relative order of reinforcement levels, but not in 
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terms of absolute levels of the reinforcement; and (f) the 

MIQ, MJDQ, and MSQ did not measure all the important dimen

sions of needs, reinforcers, and job satisfaction for this 

military work situation. 

There were implications for the research results on 

(a) the research instruments, (b) the methods for operation

alizing the Theory's propositions, (c) the Theory itself, 

and (d) the use of the Theory as a model for work adjustment 

in the Army. There were indications that all dimensions of 

needs, reinforcers, and job satisfaction were not adequately 

measured by the MIQ, MJDQ, and MSQ. More research is needed 

to identify additional significant dimensions of these vari

ables. The most immediate implications of the research 

results were for the operationalizing of the correspondence 

measure. The D_ statistic has not been found to be an ade

quate predictor of job satisfaction in this or prior re-

2 

search (Warran, 1970). Not only is the D_ statistic usually 

highly skewed, but the current approach of correspondence is 

based on profile pattern analysis, a concept fraught with 

statistical and measurement problems. 

The implication of the research results for the Theory 

of Work Adjustment itself are in the challenge for future 

research in such areas as (a) developing more comprehensive 

measures of key variables, (b) discovering a better method 

for operationalizing correspondence, (c) identifying more 
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of the variables that influence the prediction of job satis

faction in different work environments, (d) drawing research 

samples from wider ranges of job situations, and (e) ulti

mately revising the Theory to specify relationships under 

actual rather than ideal conditionsc 

Finally, the implications for the use of the Theory as 

a model for work adjustment in the military suggest that 

further research and attempts to modify the Theory are 

needed before it can be accepted or rejected. 
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APPENDIX A: THE THEORY OF WORK ADJUSTMENT 

IN OPERATIONAL TERMS 

Propostion I. An individual's work adjustment at any 
point m time is indicated by his concurrent levels of sat
isfactoriness and satisfaction. 

Proposition II. Satisfactoriness is a function of the 
correspondence between an individual's abilities and the 
ability requirements of the work environment, provided that 
the individual's needs correspond with the reinforcer sys
tem of the work environment. 

Corollary Ila. Knowledge of an individual's abilities 
and of his satisfactoriness permits the determination 
of the effective ability requirements of the work 
environment. 

Corollary lib. Knowledge of the ability requirements 
of the work environment and of an individual's satis
factoriness permits the inference of an individual's 
abilities. 

Proposition III. Satisfaction is a function of the 
correspondence between the reinforcer system of the work 
environment and the individual's needs, provided that the 
individual's abilities correspond with the ability require
ments of the work environment. 

Corollary Ilia. Knowledge of an individual's needs 
and of his satisfaction permits the determination of 
the effective reinforcer system of the work environ
ment for the individual. 

Corollary Illb. Knowledge of the reinforcer system 
of the work environment and of an individual's sat
isfaction permits the inference of an individual's 
needs. 

Proposition IV. Satisfaction moderates the functional 
relationship between satisfactoriness and ability-
requirement correspondence. 

Proposition V. Satisfactoriness moderates the func-
tional relationship between satisfaction and need-reinforcer 
correspondence. 
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Proposition VI. The probability of an individual 
being forced out of the work environment is inversely 
related to his satisfactoriness. 

Proposition VII. The probability of an individual 
voluntarily leaving the work environment is inversely 
related to his satisfaction. 

Given Propositions II, III, and VIII, this corollary 
follows: 

Corollary Villa. Tenure is a function of ability-
requirement and need-reinforcer correspondence. 

Proposition IX. Work personality-work environment 
correspondence increases as a function of tenure. 
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APPENDIX B: SCALES ON THE MINNESOTA 

SATISFACTION QUESTIONNAIRE 

i* Ability utilization. The chance to do something that 
makes use of my abilities. 

2. Achievement. The feeling of accomplishment I get 
from the job. 

3. Activity. Being able to keep busy all the time. 

4. Advancement. The chances for advancement on this job. 

5. Authority. The chance to tell other people what to do. 

6. Company policies and practices. The way company 
policies are put into practice. 

7. Compensation. My pay and the amount of work I do. 

8. Co-workers. The way my co-workers get along with 
each other. 

9. Creativity. The chance to try my own methods of doing 
the job. 

10. Independence. The chance to work alone on the job. 

11. Moral values. Being able to do things that don't go 
against my conscience. 

12. Recognition. The praise I get for doing a good job. 

13. Responsibility. The freedom to use my own judgment. 

14. Security. The way my job provides for steady 
employment. 

15. Social service. The chance to do things for other 
people. 

16. Social status. The chance to be "somebody" in the 
community. 

17. Supervision—human relations. The way my boss handles 
his men. 

Bv 
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13, Supervision—technical. The competence of my super
visor in making decisions, 

19. Variety. The chance to do different things from time 
to time. 

20. Working conditions. The working conditions. 
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APPENDIX C: SCALES ON THE MINNESOTA 

IMPORTANCE QUESTIONNAIRE 

1. ^lity^tilization. I could do something that makes 
use of my abilities. 

2. Achievement. The job could give me a feeling of 
accomplishment. 

3. Activity. r could be busy all the time. 

4. Advancement. The job would provide an opportunity 
for advancement. 

5. Authority. i could tell people what to do. 

-̂ Company policies and practices. The company would 
administer its policies fairly. 

7. Compensation. My pay would compare well with that of 
other workers. 

8- Co-workers. My co-workers would be easy to make 
friends with. 

9. Creativity. I could try out some of my own ideas. 

10. Independence. I could work alone on the job. 

11. Moral values. I could do the work without feeling 
that it is morally wrong. 

12. Recognition. I could get recognition for the work I do 

13. Responsibility. I could make decisions on my own. 

14. Security. The job would provide for steady employment. 

15. Social service. I could do things for other people. 

16. Social status. I could be "somebody" in the community. 

17. Supervision--human relations. My boss would back up 
his men (with top management). 

18. Supervision—technical. My boss would train his men 
well. 
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19. Variety. I could do something different every day. 

^^- Working conditions. The job would have good working 
conditions. 
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APPENDIX D: SCALES OF THE MINNESOTA JOB 

DESCRIPTION QUESTIONNAIRE 

1. Ability utilization. Workers on this job make use of 
their individual abilities. 

2. Achievement. Workers on this job get a feeling of 
accomplishment. 

-̂ Activity. Workers on this job are busy all the time. 

4. Advancement. Workers on this job have opportunities 
for advancement. 

5. Authority. Workers on this job tell other workers 
what to do. 

6. Company policies and practices. Workers on this job 
have a company which administers its policies fairly. 

7. Compensation. Workers on this job are paid well in 
comparison with other workers. 

8. Co-workers. Workers on this job have co-workers who 
are easy to make friends with. 

9. Creativity. Workers on this job try out their own 
ideas. 

10. Independence. Workers on this job do their work alone 

11. Moral values. Workers on this job do work without 
feeling that it is morally wrong. 

12. Recognition. Workers on this job receive recognition 
for the work they do. 

13. Responsibility. Workers on this job make decisions 
on their own. 

14. Security. Workers on this job have steady employment. 

15. Social service. Workers on this job have work where 
they do things for other people. 
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16. Social status. Workers on this job have the position 
of "somebody" in the community. 

17. Supervision—human relations. Workers on this job 
have bosses who back up their men (with top management) 

18. Supervision—technical. Workers on this job have 
bosses who train their men well, 

19. Variety. Workers on this job have something different 
to do every day. 

20. Working conditions. Workers on this job have good 
working conditions. 

21. Autonomy. Workers on this job plan their work with 
little supervision. 
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APPENDIX E: MODIFICATION OF ITEMS ON THE 

MINNESOTA SATISFACTION QUESTIONNAIRE 

9. The policies and practices toward employees of this 
company 

Changed too— 
The policies and practices toward men of this unit. 

29. Company policies and the way in which they are 
administered. 

Changed t o — 
Unit policies and the way in which they are 
administered. 

30. The way my boss handles his men. 
Changed t o — 

The way my supervisor handles his men. 

49. The way employees are informed about company policies. 
Changed t o — 

The way the men are informed about unit policies. 

50. The way my boss backs his men up (with top management) . 
Changed t o — 

The way my supervisor backs his men up (with top brass) 

52. How my pay compares with that for similar jobs in 
other companies. 

Changed to—• 
How my pay compares with that for similar jobs in 
civilian life. 

54. The way promotions are given out on this job. 
Changed t o — 

The chance of being promoted in this job. 

55. The way my boss delegates work to others. 
Changed to--

The way my supervisor delegates work to others. 

69. The way company policies are put into practice. 
Changed t o — 

The way unit policies are put into practice. 
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70. The way my boss takes care of complaints brought to 
him by his men. 

Changed to— 
The way my supervisor takes care of complaints brought 
to him by his men. 

75. The way my boss provides help on hard problems. 
Changed to— 

The way my supervisor provides help on hard problems. 

89. The way the company treats its employees. 
Changed to— 

The way the unit treats its men. 

90. The personal relationships between my boss and his men. 
Changed to— 

The personal relationship between my supervisor and 
his men. 

91. The way layoffs and transfers are avoided in my job. 
Changed to— 

The way transfers are avoided in my job. 

92. How my pay compares with that of other workers. 
Changed to— 

How my pay compares with that of workers in civilian 
life doing similar jobs. 

95. The way my boss trains his men. 
Changed to--

The way my supervisor trains his men. 
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APPENDIX F: MODIFICATION OF STATEMENTS ON THE 

MINNESOTA JOB DESCRIPTION QUESTIONNAIRE 

6. Workers on this job have a company which administers 
its policies fairly. 

Changed to— 
Workers on this job have a unit which administers its 
policies fairly. 

7. Workers on this job are paid well in comparison with 
other workers. 

Changed to— 
Workers on this job are paid well in comparison to 
workers in civilian life doing similar jobs. 

17. Workers on this job have bosses who back up their men 
(with top management) 

Changed to--
Workers on this job have bosses who back up their men 
(with top brass). 

18. Workers on this job have bosses who train their men 
well. 

Changed to— 
Workers on this job have supervisors who train their 
men well. 
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APPENDIX G: MILITARY JOB SUCCESS SCALE 

(FOR RESEARCH PURPOSES ONLY) 

Name: 

Unit: 

Job: Armor Reconnaissance Specialist (MOS IID) 

The purpose of this evaluation is to rate the above 
named individual on his performance in his duty MOS. 

The evaluation is CONFIDENTIAL and strictly for re
search purposes. This evaluation will not be shown to the 
rated individual or to anyone else in his unit. It will 
have no influence on his promotion or future assignments. 

It is very important that you rate the individual as 
accurately as possible. There is sometimes a tendency to 
inflate Enlisted Efficiency Ratings (EER) to insure that 
the rated individual is promoted along with his contempo
raries. Since this evaluation will have no influence cpn 
the individual's career, please be as accurate as possible. 

It is normal for as many individuals to fall at the 
lower end of a rating scale as at the upper end of the scale. 
A rating at the lower end of a scale does not necessarily 
mean that the individual is unsuitable or unqualified on the 
trait being measured, but that he is low on that trait when 
compared with others in the MOS. 

In evaluating the individual's performance it is very 
important that you keep in mind the following: 

1. Judge him in comparison with all other individuals 
in the MOS you have known. 

2 Judge him on his performance on his MOS duties. 
Use as a guide the duties listed in the MOS descrip-
tion contained in AR 611-201. Do not evaluate him 
on his overall performance as a soldier. That is 
what the EER is for. 

3 Judge him on his duty performance in all situations 
in which you have observed him (field, garrison, 
training, etc.). 
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Before evaluating the individual, familiarize yourself 
with the rating scale descriptions. Refer to these scale 
descriptions as needed when filling out the evaluation. 

If you have any questions, please ask the research 
officer. 
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MILITARY JOB SUCCESS SCALE 

Lower Lower Average Top Top 
20% 40% 40-60% 40% 20% 

1. Interest/Initiative 

2. Responsibility/ 
Reliability 

3. Follows Sound 
Military Procedure 

4. Adaptability/ 
Flexibility 

5. Analytical Ability 

6. Creativity 

7. Cooperation 

8. Leadership-Technical 

9. Leadership-Human 
Relations 

10. Knowledge of Job 

11. Job Competence 

12. Advancement Potential 
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BACKGROUND DATA 

1. At this time, does the individual being rated have the 

minimum abilities required to perform the duties of the 

MOS? 

Yes No 

2. How long has this individual been under your supervision? 

Years Months 

3. Have you ever held his job yourself? 

Yes No 

4. What important areas of job performance in the MOS do 

you feel this questionnaire did not cover? 

Thank you for your assistance. 
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SCALE DESCRIPTIONS 

MILITARY JOB SUCCESS SCALE 

1. Interest/Initiative: pays attention to what he is 
doing; keeps busy all the time; makes full use of his 
abilities and skills; takes pride in his work; does 
his best all the time; seeks to increase his job knowl
edge and skills; responds to training. 

2. Responsibility/Reliability: accepts responsibility for 
his job and the work of others he supervises; seeks to 
get the job done and takes extra responsibility if 
necessary to get it done; makes decisions when neces
sary; can work alone without supervision, 

2. Follows Sound Military Procedures: follows unit 
policies, procedures, and standard work rules; respects 
the authority of his supervisors; accepts the direction 
of his supervisors. 

4. Adaptability/Flexibility: meets changing work demands 
well; makes quick, sound decisions and takes quick 
action in a fast moving situation; adapts well to 
changes in procedures and methods, performs well tasks 
requiring variety and change in methods. 

5. Analytical Ability: grasps new concepts and ideas 
related to his work; has the ability to analyze and 
solve complex problems in his work situation. 

6. Creativity: willing to try his own methods; thinks of 
new and better ways to get the job done. 

7. Cooperation: gets along with his co-workers, subordi
nates, supervisors, and personnel in other units; has 
a spirit of cooperation; easy to work with; works well 
as a team member. 

8. Leadership-Technical: knows how to supervise; dele-
gates work to others; provides help with difficult 
work problems; trains his men well; has others look to 
him for job knowledge and direction; has ability to 
plan, organize, coordinate, and assign work. 

9. T.f:̂ a(iership-Human Relations: understands the problems 
of his men; handles men well; backs up his men with 
higher echelons; takes care of complaints brought to 
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him by his men; has a good personal relationship with 
his men; others come to him for guidance and advice 
on personal problems; has ability to influence and 
direct others while maintaining their loyalty. 

10. Knowledge of Job; knows his job and the varied func
tions and duties of his job. 

11. Job Competence; can do a variety of job requirements 
well; work is of high quality and quantity; is effec
tive and efficient in his job; work is of high general 
overall value to the unit's mission. 

12. Advancement Potential: is qualified for promotion to 
higher levels of responsibility in the job. 
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APPENDIX H: BIOGRAPHICAL DATA SHEET 

1. Name: 

2. Rank; 

3. Unit: Platoon Troop Squadron 

4. Job title: 

5. Age: 

6. Circle the number of years of schooling completed 

7 8 9 10 11 12 13 14 15 16 

7. Family Status: 

Single Married Divorced 

Number of Dependents 

8. Have you been awarded MOS IID? Yes No 

9. How long have you held MOS llD? Years Months 

10. Have you taken the Proficiency Test for MOS IID within 
the last 12 months? 

Yes No 

11. Time in grade: Years Months 

12. Time in service: Years Months^ 

13. Time in your present job: Years 

14. What enlistment are you on? 

1st 2nd Other (specify) 

Months 

15. Primary MOS 

16. Did you serve in Vietnam? 

Yes No 

17. How did you obtain MOS IID? 

School Trained 
OJT 
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18. Do you intend to reenlist at the end of your current 
enlistment? 

Yes Undecided No 

19. Do you intend to reenlist in MOS IID? 

Yes Undecided No 

Thank you for your assistance. 


