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ABSTRACT 

The purpose of the study was to examine aspects of job 

satisfaction among Hispanic and non-Hispanic food service 

workers, so that employers might devise better working 

environments and benefits to increase employee retention 

and longevity. Food service workers from state schools and 

state hospitals in Texas completed questionnaires 

administered on-site by the researcher. Participants 

included 640 persons. 111 of whom were Hispanic. Job 

satisfaction was measured using a numerical rating scale. 

Sixty-eight items measuring the total job satisfaction 

score were grouped in three areas: the work itself, 

relationships with people at work, and compensation and 

benefits. 

An additional part of the study was a two-step rank-

order measurement of benefits that were available and a 

list of possible benefits. Seventy-one supervisors of food 

service workers completed this part of the questionnaire. 

The data were analyzed using ANOVA and MANOVA. For 

the Hispanic subsample, demographic variables which were 

related to greater job satisfaction were age (under 30), 

number of children (three or less), family's total income 

(more than $15,000), level of education (above high 



school), and length of employment with the current employer 

(less than five years). 

Hispanic employees were more satisfied with the work 

itself and with their compensation than non-Hispanies. No 

significant differences were found for Hispanies and non-

Hispanies in their satisfaction with relationships with 

people at work. Hispanic and non-Hispanic managers were 

more satisfied with the work itself, relationships with 

people at work, and benefits than were non-managers. 

Analysis of the rank-order scale of present benefits 

and possible benefits showed that day care and free meals 

were less important to both Hispanic and non-Hispanic 

employees than supervisors perceived. Dental insurance, 

support for further education, and job training were more 

important to both Hispanic and non-Hispanic employees than 

supervisors perceived. 

Adult education courses in vocational education are 

needed for additional job training, career development, and 

personal development. Recruitment of Hispanies into 

occupational home economics food-related courses in 

secondary and postseeondary schools is critical. 

Replicating the study in the private food service sector is 

recommended. 
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CHAPTER I 

INTRODUCTION 

Over the centuries, employment has changed. In early 

history employers or masters owned their workers and called 

them slaves. The slaves received very little in the nature 

of remuneration except for residency in the slave housing. 

In spite of unusually miserable existences, extraordinary 

feats were accomplished with slave labor, such as the 

building of the Egyptian pyramids, the Athenian and Roman 

architectural sites, and cultivation of extensive acreages 

of cash crops. However, tension and finally conflict 

between the slaves and their masters gradually eroded the 

institution's ability to own individuals to do work 

(Dockes, 1982). 

Work conditions in the U.S. have changed dramatically 

since the emancipation of slaves in the mid-nineteenth 

century. Government regulations of labor now provide a 

safe and reasonable environment in which to work. Today's 

benefit packages are a stark contrast to the long hours and 

unsanitary working conditions under which men, women, and 

children labored during the early years of America (Davis, 

1966). 



Most employees are seeking elements of satisfaction in 

their work. No longer are employers' promises to provide 

remuneration for tasks in reasonable environments adequate. 

Laborers in the twentieth century will benefit from job 

satisfaction programs (Kerr, 1979). 

Need for the Study 

The food service industry, providing food and 

beverages in a variety of environments for people eating 

away from home, has undergone a change in its labor force. 

This segment of commerce has experienced phenomenal growth 

and a need for increased numbers of employees (National 

Restaurant Association, 1990). A growing population and 

economy, rising incomes, increased leisure, and more dual-

career people combining family responsibilities with jobs 

are factors that contribute to growth among food and 

beverage preparation service occupations (White, 1988). 

Abramson (1987) projects that eating and drinking places 

will have 2.5 million employees by the year 2000. 

Due to the large numbers of jobs in restaurants, high 

employee turnover, and the growth of many food service 

occupations, such as bartender and waiter and waitress, 

both full- and part-time jobs will be plentiful. 

Opportunities are also good for persons with degrees in 

restaurant or institutional food service management who 

seek management positions (White, 1988). 



Based on demographic research, the labor force is 

expected to expand by nearly 21 million, or 18% during the 

1986-2000 period (Kutscher, 1988). Compared with the 

previous 14-year percentage of 35% growth, this represents 

a slowing of growth. The projected rate of growth is 

slower partly because the number of young people who are 

old enough to enter the labor force will decline. The 

labor force in the year 2000 will have more Blacks, Asians, 

Hispanic and female workers and fewer young workers. The 

fastest growing segment in the labor force will be the 

Hispanic group (Kutscher, 1988). 

The Hispanic labor force will grow from 8 million in 

1986 to 14 million in 2000 with the Hispanic share of the 

labor force increasing from 7% in 1986 to 10% in 2000. 

Immigration plus the rise of native-born Hispanies will 

contribute to the growth (Abramson, 1987). In Texas, the 

Hispanic population numbers 2,584,000, which is 21.1% of 

the total Texas population (U.S. Department of Commerce, 

1989) . 

The percentage of growth of Hispanies and other 

minorities in the projected labor force complicates their 

present positions in the job market, where whites have 

always had a lower unemployment rate. There is also a 

difference between Hispanic and non-Hispanic current 

occupations and the projected changes in occupations where 

people will be needed (Kutscher, 1988). 



Leaders will need to be sure that all youth, 

particularly minorities, are given sufficient training to 

facilitate their entry into the job market. In addition, 

they need to furnish them with skills needed to qualify for 

job advancement. Education and training can help provide a 

solution to labor market problems (Kutscher, 1988) . 

Hispanic workers, as a growing population, have 

potential for the food service industry. If employers 

could acquire an understanding of their cultural values, 

and thus what contributes to their job satisfaction and 

desired benefits, the chances are improved that the 

Hispanic population might become the loyal, hard-working 

employees that are needed. 

Statement of the Problem 

Since Hispanic food service workers will play a vital 

role in the work force, retention and satisfaction are 

important. Employers need to begin measuring various 

aspects of job satisfaction for Hispanic food service 

workers in order to devise better working environments and 

benefits to increase retention and longevity. The 

objectives of the study focus on identifying factors 

affecting Hispanic food service workers by: 

1. Identifying the personal characteristics of 

Hispanic and non-Hispanic food service workers. 



2. Assessing Hispanic and non-Hispanic food service 

workers' levels of satisfaction with the nature and 

characteristics of food service work. 

3. Assessing Hispanic and non-Hispanic food service 

workers' levels of satisfaction in their relationships with 

supervisors and other co-workers at their places of 

employment. 

4. Assessing Hispanic and non-Hispanic food service 

workers' levels of satisfaction with the compensation and 

benefits at their places of employment. 

5. Identifying demographic and personal factors which 

may contribute to job satisfaction among Hispanic and non-

Hispanic food service workers. 

6. Determining whether a difference exists between 

Hispanies and non-Hispanies regarding their satisfaction 

with employment in food service. 

7. Determining whether Hispanic food service workers 

differ from non-Hispanic food service workers regarding 

employment benefits that are desired but are not currently 

available. 

8. Determining whether the job level of Hispanic and 

non-Hispanic food service workers is related to job 

satisfaction. 

9. Determining whether supervisory personnel are 

aware of the employment compensation benefit preferences of 

Hispanic and non-Hispanic food service workers. 



Hypotheses 

Five hypotheses were formed from the study objectives: 

Hypothesis 1. There are no significant differences in 

job satisfaction scores of Hispanic and non-Hispanic food 

service workers based on the variance in demographic and 

personal factors which include gender, age, marital status, 

number of children, number of people in household, and 

number of people contributing to household income. 

Additional demographic and personal factors are employment 

status of spouse, family's total income, level of 

education, participation in food-related home economics 

courses in secondary school, size of community of 

residence, job level, length of employment with current 

employer, length of employment in other food service jobs, 

number of hours worked, and current employment in another 

job. 

Hypothesis 2. There are no significant differences 

between Hispanic and non-Hispanic food service workers 

regarding overall job satisfaction and specifically the 

attributes and characteristics of the work; relationships 

with supervisors and co-workers; and compensation and 

benefits. 

Hypothesis 3. There are no significant differences 

between Hispanic and non-Hispanic food service workers' 

preferences regarding employment benefits that are desired 

but are not currently available. 



Hypothesis 4. There are no significant differences in 

job satisfaction scores of Hispanic and non-Hispanic food 

service workers based on their level of employment. 

Hypothesis 5. There are no significant differences in 

preferred employment compensation and benefits of Hispanic 

and non-Hispanic food service workers as perceived by 

supervisory personnel and actual preferred employment 

compensation and benefits of Hispanic and non-Hispanic food 

service workers as reported by Hispanic and non-Hispanic 

food service workers. 

Definition of Terms 

For the purpose of the study, the following 

operational definitions were used: 

Benefits—payments made or entitlements available in 

accordance with a wage agreement. 

Combined Sample—all persons who completed 

questionnaires including Hispanies. The notation C will be 

used throughout the study to indicate combined sample of 

Hispanic and non-Hispanic food service employees. 

Compensation—something given or received as payment 

or reparation, as for a service. 

Food Service Workers—paid employees working in 

businesses or institutions where food is prepared and 

served to customers or clients. 

Hispanies—persons who indicated their ethnic group as 

Hispanic. Major national Hispanic groups identified in the 
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U.S. Census Reports are Mexicans, Cubans, Central and South 

Americans, Puerto Ricans, "Other Spanish," and those of 

Hispanic descent. The notation H will be used throughout 

the study to denote the Hispanic food service employees 

subsample in this study. 

Hospitality Industry—industry comprised of 

restaurants, hotels, institutions and related businesses. 

Job Satisfaction—scores on a measure that indicate 

an emotional state resulting from the appraisal of various 

aspects of one's job or job experiences (Locke, 1976). 

Level of Employment—respondent's job title including 

whether labor/workers or management/supervisors. 

Non-Hispanics—persons who indicated their ethnic 

group as other than Hispanic, such as white or black. The 

notation NH will be used throughout the study to indicate 

the non-Hispanic food service employees subsample. 

Respondent—individual who voluntarily participated in 

the research project. 

Turnover—number of times workers are hired by a given 

establishment to replace those who have left. 

Assumptions of the Study 

The following assumptions were made regarding the 

study: 

1. Job satisfaction could be measured through total 

scores which correspond to the concepts listed on the 

instrument. 



2. Individuals had an understanding of job 

satisfaction and communicated their perceptions through 

self-administered questionnaires. 

3. Respondents accurately reported background data. 

4. Respondents thoughtfully and accurately assessed 

their attitudes and feelings toward the characteristics of 

their jobs. 

Limitations of the Study 

Results and conclusions suggested by the present study 

must be viewed in light of two important limitations: (1) 

the design of the study, and (2) the generalizability of 

results and conclusions of the study. 

Respondents in the study included institutional 

employees who voluntarily agreed to participate in the 

study. Therefore, participating respondents who completed 

questionnaires did not represent a random sample of all 

employees. Results and conclusions were based on 

information provided by a self-selected group, and 

therefore, may not be representative of all employees in 

the institutions or all Hispanic food service workers. 

Data were collected using a self-reporting instrument 

and, thus, were subject to bias. All employees of the 

institutions used for the study were required to read in 

English in order to be eligible for employment; however, 

there may have been a few with limited knowledge of the 

English language. Finally, care was taken to protect 
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anonymity, but there may have been some participants who 

feared their identity might be revealed and, thus, answered 

as they believed employers or supervisors might have found 

acceptable. 

An additional consideration may be how the Hispanic 

people identified with the concept of national origin. 

According to the 1980 U.S. Census Report, approximately 92% 

of the Hispanic population in Texas were either of Mexican 

descent or from Mexico (U.S. Department of Commerce, 1983). 

Therefore, the results and conclusions based upon this 

particular population may not necessarily be generalized to 

other Hispanic groups, such as Cubans and Puerto Ricans, in 

other locations outside of the state. 

Summary 

The study was designed to examine the relationship of 

job satisfaction of Hispanic food service workers with 

demographic information, with the attributes of the work, 

with the relationships with co-workers and supervisors, and 

with compensation and benefits. In addition, the question 

of whether Hispanic food service workers differ from non-

Hispanic food service workers regarding employment benefits 

that are desired but not currently available was examined. 

Another question concerned whether the job level of 

Hispanic food service workers was related to job 

satisfaction. Finally, the question of whether supervisory 

personnel were aware of the employment compensation benefit 
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preferences of Hispanic food service workers regarding 

compensation and benefits was examined. 

The need for the study was discussed in Chapter I. 

The hypotheses, assumptions, limitations of the study, and 

terminology important to understanding the report were 

presented. A review of literature including theories of 

job satisfaction, a discussion of the labor shortage and 

how the Hispanic population could help alleviate the labor 

shortage in the food service industry are included in 

Chapter II. 

Described in Chapter III are the research procedures 

utilized in the study. Chapter IV presents the results of 

the study. Chapter V provides interpretations of the 

results, draws conclusions and implications from the 

results, and presents recommendations. 



CHAPTER II 

REVIEW OF LITERATURE 

The purpose of the study was to examine aspects of job 

satisfaction among Hispanic food service workers, so that 

employers might devise better working environments and 

benefits to increase retention and longevity. Delving into 

the aspects of job satisfaction, the labor shortage in the 

food service industry, and the role of Hispanies is 

appropriate. 

Chapter II begins by reviewing the literature 

concerning job satisfaction. Specifically, the following 

areas are addressed: classic theories of job satisfaction, 

job satisfaction of minorities, job attachment, turnover, 

and job satisfaction between managerial and non-managerial 

employees. Finally, writings of proposed solutions to 

increased job satisfaction are presented. 

In the second section, the literature concerning the 

staffing of the food service industry is reviewed. 

Specifically, the following areas are addressed: food 

service labor shortage, solving the labor shortage crisis 

in the food service industry, and alternative labor forces. 

12 
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Hispanies and the food service labor shortage are 

discussed next. Specific topics include: immigration into 

the United States, acculturation, economic status of 

Hispanies, and Hispanies' entrance into the food service 

industry. 

Job Satisfaction 

Organizations recognize human resource management as 

an increasingly important segment of business necessary to 

achieve their goals. People are vital to the completion of 

most tasks within an organizational framework. An 

individual's knowledge, skills, and abilities are blended 

to perform job activities to attain organizational goals. 

The degree to which people effectively contribute to an 

organization depends somewhat on the focus and priorities 

of management. When management recognizes that a dynamic 

interaction exists between human resources and the 

objectives of the organization, the possibility of 

enhancing the effective utilization of human resources is 

increased (Williams, DuBrin & Sisk, 1985). 

Since the early twentieth century, the concept of 

personnel administration has evolved from its narrow scope 

focused on placement and discharge of employees. 

Management of human resources has expanded its perspective 

to include the understanding of human behavior, personnel 

functions corresponding to organizational goals, and 
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awareness of economic, social, and legal constraints 

(Williams, et al., 1985). 

People who like their jobs seem to be more productive 

than those who do not. There is a difference in what a 

person can do and what a person will do. What people will 

do in part depends on motivation forces in the work 

environment. Therefore, the study of factors of job 

satisfaction have gained the attention of researchers 

(Steers & Porter, 1983). 

Classic Theories of Job Satisfaction 

The traditional job satisfaction model includes the 

total body of beliefs and feelings that people have about 

their jobs (Gruneberg, 1976). Locke (1976) contends that 

job satisfaction is a pleasurable and positive emotional 

state resulting from job experience. Job satisfaction 

seems to be largely dependent on the extent of meeting the 

needs and wants of workers. Their wants are defined as the 

things or conditions desired to provide satisfaction 

(Steers & Porter, 1983). 

Elton Mayo led a group of researchers who were 

attempting to determine what effect the physical 

environment such as lighting might have upon worker fatigue 

and productivity among the employees at Western Electric. 

However, it was discovered that productivity was not 

entirely the result of various aspects of the physical 
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environment. Productivity increased when the employees 

thought that management was paying attention to them. Mayo 

concluded that the attitudes employees had toward 

management, their work group, and the work itself had an 

effect on productivity (Adair, 1984). 

Although Mayo's research centered on productivity, 

these studies were the first to identify that people at 

work interacted socially and informally, both with each 

other and with supervisors. An end result of the studies 

was the implementation of a counseling program to which 

workers could come and attempt to solve their personal 

problems. The counseling program groups led to a higher 

morale among employees (Herzberg, Mausner, & Snyderman, 

1959) . 

Maslow (1970) developed the need-hierarchy theory 

ranking human needs according to a priority. First 

priorities are the satisfaction of physiological needs, 

safety, and a sense of belonging. As soon as the lower 

needs are satisfied, the higher needs of esteem and self-

actualization become more important. According to Maslow, 

management personnel could evaluate workers to determine 

their levels in the hierarchy and begin to meet their needs 

to maximize human potential as well as to improve the 

organization (Maslow, 1970). 

Locke (1976) conceived the idea that value fulfillment 

was part of job satisfaction. Locke discussed values as 
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what a person consciously or subconsciously desires, wants, 

or seeks to attain. While needs are inborn, values are 

learned. He also noted that values differed between 

individuals. 

Locke and Latham (1984) also investigated goal-setting 

theory. They proposed that employees who set or accept 

challenging goals perform better than those who set or 

accept easier goals. Researchers concluded that 

individuals invariably set goals and that management could 

channel those goals to advance the organization. 

Likert (1967) proposed that job satisfaction was 

related to the organizational distance between workers and 

decision-makers. Satisfaction is linked to the degree that 

individuals, from their working positions, feel they can 

influence or exercise authority over their own work. 

Likert concluded that employees want their organizations to 

use participative methods. 

Lewin's theory of job satisfaction focused on 

individual differences in employees and on their informal 

groups. He found that group consensus was vital in 

achieving individual conformity to a given behavior. His 

ideas spurred the emphasis for participative management as 

he encouraged policy change to increase decision making 

within working groups in pertinent areas (Lewin, 1947). 

Another idea associated with job satisfaction was the 

incentive payment system. An employee was assumed to have 
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attachment to the cash equivalent of work, the achievement 

of such to yield a positive attachment to work (Dubin, 

Hedley, & Taveggia, 1976). This agrees with the 

reinforcement theory using operant conditioning to 

influence behavior for a desired outcome. When 

reinforcements or rewards follow performance, job 

satisfaction and performance improve (Kreitner, 1983). 

Equity theory states that when individuals perceive 

inequity in the workplace, they will strive to reduce or 

eliminate it. For instance, employees may increase or 

reduce production, they may seek more pay or rewards, they 

may cjuit their jobs, or they may get others to change. Th€ 

strength of motivation is proportional to the magnitude of 

perceived inecjuity (Adams, 1965) . 

Vroom (1964) reported on the Expectancy Theory. His 

idea was that what affects job satisfaction depends not 

only on the nature of the job, but also on workers' 

expectations of what the job should provide. His 

definition of expectancy was a belief concerning the 

likelihood that a particular act will be followed by a 

particular outcome. Thus, expectancies are beliefs such a 

"hard work leads to quick promotions." He added that 

expectations could vary widely depending on the background 

of individuals. 

Although many researchers have contributed to the bod 

of knowledge of job satisfaction, Frederick Herzberg is or 
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of the leaders. Herzberg looked at two ideas in his study 

of work satisfaction. His two-factor theory is known as 

the motivator-hygiene theory. The factors that produce job 

satisfaction also satisfy the employee's need for self-

actualization and are called motivator factors. Herzberg 

lists motivator factors as achievement, recognition, work 

itself, responsibility, and advancement. 

Although hygiene factors may be important, they are 

not motivators. Hygiene factors such as company policy and 

administration, supervision, salary, interpersonal 

relations and working conditions describe the employees' 

relationships to the context or environment in which they 

do their jobs. Satisfaction in hygiene factor areas alone 

will not result in realizing desired goals. However, not 

paying attention to the hygiene factors can quickly result 

in dissatisfaction (Herzberg, et al., 1959). 

Herzberg concluded that job satisfaction stemmed from 

the job content and the intrinsic nature of the job. The 

hygiene factors continually needed attention and 

improvements. Working on the motivator factors, however, 

could create conditions of psychological growth in the work 

environment to enable decision-making and application of 

skills. Herzberg suggests using the technique of job 

enlargement which relates motivators to levels of 

psychological growth. For example, the job must allow for 

some achievement opportunities and these achievements must 



19 

result in employees knowing more about their jobs than they 

did previously (Herzberg, 1966). 

Although Herzberg's well-formulated theory has 

stimulated further research, it has also provoked some 

criticism. Research findings led Hulin and Smith (1967) to 

support the traditional model of job satisfaction which 

says that any variable can be a satisfier or a 

dissatisfier. No evidence was found which would support 

the argument that satisfaction and dissatisfaction are 

different. They analyzed data from 670 office employees, 

supervisors, and executives employed by the same company 

and subsequently rejected the two-factor theory (motivator-

hygiene) . 

Even though Herzberg's theory met with controversy, it 

was simple to grasp and offered specific recommendations 

for action by managers. Jobs have been redesigned to 

maximize the motivator factors. Herzberg was one of the 

first to point out that money was not the most important 

aspect of job satisfaction which was a new idea for the 

times. The theory and research stimulated by Herzberg have 

contributed to a better understanding of employee 

motivation (Steers & Porter, 1983) . 

Chitiris (1988), in his study of 287 hotel employees 

of various levels in 20 hotels in Greece, applied the 

Herzberg theory to the hotel industry. Herzberg's view 

that motivators should lead to motivation and to improved 



20 

performance and increased productivity was not supported in 

the case of the Greek hotel industry. Not all of the hotel 

jobs were of such a nature as to provide motivators and 

thus, the staff in the restaurant, kitchen and housekeeping 

departments seemed to be more concerned with the hygiene 

factors. If hotel productivity level is to be increased, 

the fact that hygiene factors account for a large variation 

in productivity level should be taken into consideration 

when motivating schemes are to be applied. He concluded 

that when an organization does not allow the workers to 

satisfy most of their needs for achievement, recognition, 

the work itself, or advancement, other factors such as 

company policy, administration, working conditions, and 

salary become more important. 

Myers (1964) also applied Herzberg's theory to test 

employees' satisfaction in their jobs. A study of 282 

employees of various levels at Texas Instruments, an 

electronics and computer manufacturing corporation, was 

conducted in 1961 due to expression of increased 

dissatisfaction. Specifically, employee needs for 

maintenance and motivation were examined. Results 

indicated that maintenance needs included security, 

orientation, status, economic position and physical-social 

environment. Motivational needs included growth, 

achievement, responsibility and recognition. The author 

concluded that supervisors had a role to provide conditions 
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of motivation while satisfying maintenance needs (Myers, 

1964). 

Weaver (1977) conducted a job satisfaction survey 

using data from 633 persons employed full-time, who 

completed the National Opinion Research Center's General 

Social Survey. He looked at the areas of salary, race, 

gender, occupational prestige, supervision, and work 

autonomy. Results showed a positive, but weak, 

relationship between job satisfaction and gender. Salary, 

race, occupational prestige, and work autonomy were related 

to job satisfaction. The study affirms that supervisory 

status makes an independent contribution to greater job 

satisfaction. 

Several other researchers have identified elements of 

job satisfaction. Friedlander (1963), administered a 

(juestionnaire to the engineering, supervisory, and salaried 

employees of a large midwestern manufacturing company. 

From the sample of 600 of 10,000 employees, he reported the 

following underlying groups of job elements important to 

job satisfaction: social and technical environment, 

intrinsic work aspects, and recognition through 

advancement. Social and technical environment included 

aspects of supervision, of the work group, and of the 

working conditions as a source of satisfaction. Intrinsic 

work aspects consisted of the development and full use of 

thP workers' capacities and talents in performing iobs. 
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Recognition through advancement encompassed the challenging 

assignments and increased responsibility that generally 

accompany tangible evidence of recognition, such as 

increased salary and advancement. 

Brayfield and Rothe (1951) developed an index of job 

satisfaction using a Likert-type scale which had a 

reliability coefficient of .87. The index included 18 

statements about jobs and the respondents were to choose 

the phrase which best described how the they felt. An 

example of a statement was, "Most days I am enthusiastic 

about my work." The choices of responses were "strongly 

agree, agree, undecided, disagree, or strongly disagree." 

Smith, Kendall, and Hulin (1969) developed the Job 

Descriptive Index (JDI). The instrument identified factors 

leading to job satisfaction and divided them into 

categories of work, supervision, pay, promotions, and co

workers. Locke (1976) described it as the most carefully 

developed scale to date. 

Cripps (1986) surveyed 945 Hispanic and Anglo women on 

the relationship of job satisfaction and family life 

satisfaction. The following factors were related to job 

satisfaction: number of hours worked per week, work 

schedules, meal and break times, parking arrangements, and 

the amount of time it took to drive to work. 

Wanous and Lawler (1972) suggested that it was 

i-»occ:-{h»i o 1-0 -v/piliĉlv measure people's satisfaction with 
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different facets of their jobs. They identified 23 facets 

such as self esteem or respect, opportunity for growth, 

prestige of job inside company, amount of close 

supervision, opportunity for independent thought, feeling 

of security, opportunity to do challenging work, 

opportunity to get to know others, freedom on the job, 

variety on the job, pay for job, feeling of accomplishment, 

opportunity for close friendships, opportunity for 

promotion, and amount of respect and fair treatment. 

Stone and Porter (1975) gathered data from 556 blue-

and white-collar workers in a western telephone company. 

Instruments designed to measure job satisfaction, 

organizational commitment, performance motivation, and 

sources of organizational attachment were used. They found 

that an individual not only has opinions about the work 

itself, but also such factors as pay, benefits, and 

satisfaction with promotion prospects. 

Kalleberg (1977) used data from the 1972-73 Quality of 

Employment Survey conducted by the Institute for Social 

Research of the University of Michigan. The 1,496 

respondents related job satisfaction and the following six 

dimensions of work: intrinsic, convenience, financial, 

relationships with co-workers, career opportunities and 

resource adequacy. An intrinsic dimension included 

characteristics associated with the task itself such as 
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use their abilities, and whether workers can see the 

results of their work. The convenience dimension 

encompassed such comforts as convenient travel to and from 

work, good hours, and pleasant working conditions. The 

financial dimension included salary and benefits. 

Relationships with co-workers included such items as 

whether the job permits chances to make friends and whether 

co-workers were friendly and helpful. The career dimension 

included whether the chances for promotion were good, 

whether promotions were handled fairly, and whether the 

employer was concerned about giving everyone a chance to 

get ahead. The resource adecjuacy dimension of work 

represented workers' wishes for adecjuate resources with 

which to do their jobs well. 

In a study of job behavior and satisfaction, Locke 

(1976) indicated that behavior was a reflection of job 

satisfaction. Turnover and absenteeism (especially 

unexcused) were more strongly indicative of unhappiness on 

the job. 

The (juestion of whether better performance leads to 

job satisfaction was researched by Lawler and Porter 

(1967). They suggested that employees derived rewards from 

good performance such as the feeling of doing a good job, 

or increased pay or promotion. Therefore, a good 

performance was satisfying. 
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Lindahl (1949) developed a rank-order instrument to 

evaluate workers by rating key factors in their job 

satisfaction. In turn, foremen rated the factors as they 

thought the workers rated the factors. Hersey and 

Blanchard (1977) used this instrument as an example in 

their textbook in a chapter that focused on motivation and 

behavior. Cangemi and Guttschalk (1986) reported on the 

use of this instrument to measure the desires of 3,500 auto 

workers. In all reports of the use of Lindahl's 

instrument, employees and supervisors rated factors 

differently. Supervisors thought good wages would be the 

most important factors while workers rated full 

appreciation of work done, feeling a part of things, and 

sympathetic understanding of personal problems as their 

most important factors. Wages ranked fifth in importance 

(Lindahl, 1949) . Jurgensen (1947) reported similar 

results. At that time, union agreements were based on 

higher wages and workers did not regard higher wages as the 

most important thing. 

Research on job satisfaction is useful for building a 

base of knowledge for management strategies and for future 

study. Gaining a background of job satisfaction studies 

enables progression from theory to understanding and 

application. 
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Job Satisfaction of Minorities 

Increased focus on human rights and ecjuality has made 

the study of minorities of greater interest to 

corporations, government agencies and smaller businesses. 

Several studies on minorities involved in employment 

environments will be reported. 

Hamner, Kim, Baird, and Bigoness (1974) conducted a 

study where 36 undergraduate business students were asked 

to assume roles of grocery-store managers who were hiring 

stock clerks. They were to rate combinations of male-

female and Black-white performers in a work task which was 

stocking a grocery shelf. They found that sex-race 

stereotyping tended to influence the assessment of behavior 

on work-sampling tasks even when objective measures were 

defined. Black raters tended to rate Black ratees higher 

and white raters tended to rate white ratees higher. 

Female ratees were rated higher than male ratees on overall 

task performance. 

In a study of white and non-white females conducted by 

O'Reilly, III and Roberts (1971), data indicated that a 

frame of reference an employee brings from a culture or 

subculture influenced job perception and facets of the job 

which were satisfying and dissatisfying. Three of the most 

frequently used job satisfaction measures (Job Description 

Index, GM Faces Scale, Brayfield-Rothe job satisfaction 
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employees divided into the following occupational levels: 

registered nurses and supervisors, licensed vocational 

nurses and technicians, and aides and clerks. In all three 

categories, whites were more satisfied than non-whites. 

Katzell, Ewen and Korman (1974) compared white and 

black workers' attitudes in similar blue-collar jobs: they 

also compared those attitudes and performance criteria. 

Overall, Blacks were more satisfied with their work than 

were whites, but not markedly. Blacks and whites 

evaluated their own job performances rather favorably. 

Both were moderately optimistic about good work leading to 

rewards and both were similar in their assessments of 

various life goals, with happy family life, self-

improvement, and a good job ranking relatively high. 

Enjoyment of spare time and friends ranked relatively low. 

Both groups rated pay and advancement highest in importance 

and opportunity for a better job elsewhere lowest. From 

the same basic study, Gavin and Ewen (1974) noted that 

their results might reduce misgivings of employers 

regarding special morale problems with Black employees 

because both studies showed there is little difference in 

job attitudes of Black and white employees. 

Job Attachment 

To retain employees, management needs to determine 

critical factors in retention versus separation from 
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employment. Dubin, et al. (1976) noted that most research 

attempted to specify the most important sources of man-

work linkage. The following section presents several 

factors that researchers have identified as important in 

job attachment. 

Pay. Dubin (1958) stated that it is almost self-

evident that money attaches people to their work as 

financial rewards serve as means for valuing and rewarding 

work done. Money enables purchase of needs and wants, thus 

linking the employee to the larger society. Fein (1976) 

agrees that pay is the major reason for work, but also 

notes that it is not the sole motivator. 

Self. Individuals are able to express themselves in 

work. Work in this way relates to self-image. When one 

can identify with the outcome of an effort, even when 

several have participated, the self is expressed (Woodward, 

1965). 

Routine. Kilbridge (1961) includes routine as a 

source of work attachment. He found that individuals have 

varying degrees of need for repetition as a source of 

security in job environments. However, Kilbridge's study 

noted that factors related to the repetitive nature of work 

did not affect turnover, absenteeism, and transfer as much 

as other work situation characteristics. 

Autonomy. Shepard (1969) indicated that autonomy was 
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opportunity to make decisions about work. It was concluded 

that individuals have a wide range of need to experience 

autonomy on the job. 

Personal Space/Things. Individuals were observed to 

have some sense of territoriality or possessiveness in 

their workspaces. This is thought to be an expression of 

security in that people have a place in the organization 

(Dubin, et al., 1976). 

Perguisites. Percjuisites were described as features 

of work that are payoffs for working. Although most 

perquisites are used within the work environment, such 

things as limousine service or country club membership 

could be included. Examples of percjuisites are a 

secretary's large, private office; a military person's 

ability to purchase goods at a substantial savings in the 

post exchange store; or an airline flight attendant's free 

flight travel for self and family. Perquisites seem 

significant in increasing attachment to work and they are 

historically difficult to reverse once granted (Vollmer & 

McGillivray, 1960). 

Power and Authority. Weber (1947) described power as 

the ability to carry out a course of action regardless of 

opposition. Power was a payoff serving to increase 

attachment to work. Power is thought to be necessary for 

the function of systems and sought for the need for others 
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authority, described as the right to make decisions for 

determining the behavior of others. Simon (1947) found 

that people will work hard to attain power and authority on 

the job. Weaver (1977) confirmed these observations in a 

nationwide survey which found that supervisory status made 

an independent contribution to job satisfaction. 

Status. Status is an expression of a basic form of 

human interaction concerning ecjuality or inecjuality, 

distributing individuals into a hierarchy (Dubin, 1958) . 

Dubin, et al. (1976) summarized several studies indicating 

a positive relationship between occupational status level 

and job satisfaction. Next to monetary remuneration, 

status seemed to be the most systematized form of payoff. 

Turnover 

Turnover, or the measure of employee departures as 

related to retention, is an area of great interest to 

employers. Employees are costly to replace and retrain. 

Minimizing turnover is economically advantageous to 

organizations. Fernsten and Brenner (1987) indicated that 

there is a consistent negative relationship between overall 

job satisfaction and turnover. 

Watts and White (1988) observed that the intent of 

reducing turnover is to retain good employees, but the more 

common result is retention of marginal employees. They 
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concluded that some turnover could be beneficial but the 

reasons for separation should be monitored. 

Watts and White (1988) expanded on several factors 

thought to decrease job satisfaction and lead to 

resignation. Sometimes it was the perceived lack of 

opportunities for promotion. Other times it was 

unhappiness with co-workers or supervisors. Those 

expressing dissatisfaction with task repetitiveness, lack 

of job autonomy and lack of job responsibility, were more 

likely to leave. Dissatisfaction with pay was not a 

factor. Several personal factors lowered job satisfaction. 

Younger individuals with short tenure were more likely to 

leave. Less satisfied workers tended to have higher levels 

of anxiety, emotional instability and aggressiveness. 

Watts and White (1988) found the employees' commitment 

to the organization and their jobs more directly reduced 

turnover than elements of job satisfaction. Commitment is 

a result of individual identification and involvement in 

the organization. The authors concluded that commitment is 

also influenced by the quality of employees' job 

alternatives and magnitude of investment in the job. 

Johnston, Futrell, Parasuraman, and Sager (1988) 

studied turnover in salesmen. They studied differences 

between "remainers" and "leavers." Remainers had a higher 

concern with accomplishment, interesting work, ability to 
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company policy, job security, working conditions, 

supervision of others, and status. The study indicated 

that (1) performance directly influenced actual turnover, 

(2) persons who had "leaver" tendencies were likely to 

leave within six months but this likelihood decreased the 

longer they were employed, and (3) there is a negative 

relationship between job satisfaction and the tendency to 

leave. The authors concluded that lack of satisfaction 

with work was the single best predictor of tendency to 

leave. 

Fernsten and Brenner (1987) investigated job 

satisfaction and turnover among 337 non-managerial hotel 

workers. Participants were service workers who worked for 

an hourly wage. They found that lower overall job 

satisfaction was related to the decision to leave both the 

hotel and the hospitality industry. Factors more 

consistently influencing intention to leave the hotel and 

the hospitality industry included dissatisfaction with pay 

and promotional opportunities. However, dissatisfaction 

with the work itself had the strongest influence. 

Job Satisfaction Between Managerial 
and Non-Managerial Employees 

Some research studies have focused on job satisfaction 

with employees from different employee ranks. Hartman and 

Pearlstein (1987) asked what management perceived that non-
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in companies in the top 500 fastest growing small and mid

size corporations in the United States rated by INC. 

magazine. Results indicated that too often. Chief 

Executive Officers (CEO) thought that their employees would 

make the same choices as the CEOs themselves would. The 

executives overrated recognition of accomplishment and 

control over work as employee priorities and underestimated 

areas of new skills accjuisition, convenient schedules and 

worksite locations. CEOs also underestimated employees' 

needs for fairness, respect, and loyalty; but when pay, 

benefits, or profit sharing were mentioned, the line was 

clearly drawn between management and employees. CEOs 

underestimated how much employees resented not sharing in 

the company's success. The authors concluded that it 

seemed difficult for CEOs to see the relationship between 

sharing the profits and the company's continued success. 

Porter (1961) conducted a study of 139 bottom- and 

middle-level management personnel from three different 

companies. He investigated their perceptions of job 

satisfaction in the areas of security, social interaction, 

esteem, autonomy, and self-actualization. The greatest 

differences between bottom and middle management were in 

esteem, security and autonomy and in these areas middle 

management respondents were more satisfied. 
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Proposed Solutions to 
Increased Job Satisfaction 

While further research will likely continue to focus 

on reasons for job satisfaction, ideas for methods to 

improve work satisfaction are being suggested. The impetus 

to develop new ideas comes from the management's need to 

stem the turnover and replacement costs and thereby reduce 

the cost of human resources. 

Job enlargement has been popular as a way to create 

more meaningful work. This process recjuires management to 

change the work environment with restructuring of 

production, tasks, and performance. To meet success, 

workers need to participate in the process. Dissenters to 

the concept of job enlargement have reported that the only 

change is in increasing the overall workload which is not 

well-accepted by many laborers (Fein, 1976). 

Job enrichment has apparently met with better success 

than enlargement at helping job satisfaction. Examples of 

job enrichment activities were (1) removing controls while 

retaining accountability, (2) increasing accountability of 

individuals' work, (3) increasing job freedom, (4) 

completing performance evaluations directly with the worker 

rather than through a supervisor, (5) introducing new 

and/or more difficult tasks, and (6) increasing 

specialization in jobs to make workers more expert at their 

job responsibilities (Fein, 1976). 
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Locke (1969) concluded that certain factors could be 

manipulated in the job environment to increase 

satisfaction. His factors were autonomy and recognition, 

development of work modules, objective skills, use of new 

tools, equipment and procedures, goal setting, cohesive 

work teams, increased participation in decision making, pay 

increases, and reorganization of work tasks to improve 

physical (time) efficiency. 

Porter, Lawler, and Hackman (1975) also discussed the 

improvement of job satisfaction by restructuring the job. 

Their study highlighted the following characteristics of a 

motivating job: the worker feels personal responsibility 

for a meaningful portion of work; worker views outcome 

intrinsically meaningful or worthwhile; and worker receives 

feedback about what was accomplished. 

Hartman and Pearlstein (1987), in their study of 500 

of the fastest growing small private companies, revealed a 

large percentage of unhappy hourly employees who felt that 

they were not part of the team. Only 21% felt as if they 

shared in the growth of the company and only 34% had a 

sense that their ideas counted for much; 23% believed that 

management cared enough to consider their interests. Few 

found their jobs rewarding (26%) , adequately paid (31%), or 

leading to advancement (19%). Hartman and Pearlstein 

proposed some solutions to address the issues of 

dissatisfaction. One solution encouraged sharing the 
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company's future growth with promotions from within and 

pension plans. Another suggested better sharing of 

information and keeping employees abreast of how the 

company was doing and what plans were in the offing. 

Another suggested sharing the financial success by allowing 

increased ownership of the company, such as stock options 

and profit sharing. 

Fein (1976) made suggestions that could help meet 

workers' needs. He noted that income and job security, 

preconditions for fostering the will to work, are most 

highly prized by workers. Workers must have a real stake 

in the progress of the enterprise, and work involvement 

should be encouraged and rewarded. He concluded that 

programs should be designed to meet the needs of the 

workers. 

In this section, classic and contemporary literature 

concerning job satisfaction have been explored. 

Specifically discussed were classic theories of job 

satisfaction, job satisfaction of minorities, job 

attachment, turnover, and job satisfaction between 

managerial and non-managerial employees. Finally, writings 

of proposed solutions to increased job satisfaction were 

presented. The information in this section has provided a 

general base of literature to look further at the food 

service labor shortage and at Hispanies as a food service 

industry resource. 
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Human Resources in the 
Food Service Industry 

In the second section the literature concerning the 

staffing of the food service industry is reviewed. 

Specifically, the following areas will be addressed: food 

service labor shortage, solving the labor shortage crisis 

in the food service industry, and alternative labor forces. 

Jobs in the service sector are predicted to increase 

faster than overall employment growth between 1986-2000 

(Kutscher, 1988). Due to this growth, as well as a high 

turnover rate, jobs are expected to be plentiful (White, 

1988) . A growing population and a larger economy along 

with increased incomes and more leisure time enable people 

to spend more money for services (Kutscher, 1988) . 

The food service industry, part of the service sector, 

is expected to show rapid growth in all levels of jobs. 

The Occupational Outlook Quarterly (Sargent, 1988) projects 

management jobs to increase by 28% from 470,000 in 1986 to 

over 600,000 by the year 2000. The best opportunities are 

likely to be for those who have earned college degrees. 

Kutscher (1988) estimates increases in waitstaff (3.5%), 

counter help (2.1%), food preparers (1.5%), restaurant 

cooks (1.1%), and dining room and cafeteria attendants 

(0.9%) during the same time period. Job seekers are likely 

to find the food service industry as a viable choice for 

employment in the next decade. 
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Food Service Labor Shortage 

Food service operators have identified the labor 

shortage as the greatest challenge of the industry with an 

increased focus on hiring and retention tactics. The 

dwindling labor pool has caused increased competition for 

the few people available (Prewitt, 1989). 

Teenagers comprise a large part of the low-paid staff 

in the food service industry. Presently, 38% of working 

teenagers who are 16 to 19 years old are in the food 

service and/or retailing industry (Sargent, 1988). 

Adequate numbers are becoming harder to find because of a 

lower birth rate since the early 1970s. This trend will 

continue when the births drop from 3.9 million at the end 

of the 1980s (the highest in 25 years) to around 3.4 

million by 2000 mainly because there will be fewer women in 

prime childbearing ages (Kiplinger & Kiplinger, 1989). 

While managers in the food service industry are 

reporting a lack of applicants, observers see it as 

possibly a shift in the labor force. Sargent (1988) 

observes that the labor shortages in the 1990s will more 

likely be due to an incongruity of educational level and 

worker skills among various occupations and regions of the 

country than an actual general shortage of labor. There 

will still be people available but not the traditional food 

service labor force of teenagers. Food service operators 
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includes minority groups, older persons, and disabled or 

nandicapped people. 

The incongruity between applicants and available jobs 

is apparent and has been observed for reasons beyond the 

dwindling number of teenagers. Sargent (1988) states that 

the deficit results from a slow adjustment in labor supply, 

labor demand, and wage rate. When wages do not keep pace 

with living costs, trained people are not attracted to 

available positions. Job seekers have the advantage of 

negotiations for salary, training and fringe benefits. 

Food service and minimum wages seem to go hand-in-

hand. There is also an image problem of the industry 

tending to overwork employees with typical work weeks of 

more than 4 0 hours. Prejudices toward the nature of the 

work deter potential employees from applying (Prewitt, 

1989) . 

Recruiting and retaining employees are challenges. 

Lydecker (1988) calculated the cost of one trained employee 

of the Burger King fast food hamburger chain to be 

approximately $1,100. With industry-wide turnover rates of 

non-management staff between 200 and 300%, the food service 

industry is seeking ways to reduce costs as much as 

possible while maintaining staffing levels (Thornton, 

1989). Employers anticipate an increased cost of business 

due to increased salaries, recruitment efforts, and 

training programs (Sargent, 1988). 
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Solving the Labor Shortage Crisis 
in the Food Service Industry 

Current problems have required food service industry 

managers to respond with innovative techniques to attract 

and retain employees. Many techniques are variations of 

past attractors, while some ideas have been more original. 

Varied recruitment methods are vital to attract 

applicants. Improved use of traditional media such as 

classified advertisements and notices posted in 

establishments can be helpful. Increased publicity through 

non-traditional media, as well as use of personnel agencies 

and cash bonuses, are examples of the increased effort to 

retain current employees and to attract new hirees 

(Sargent, 1988). 

Recruiting new people into the organization is not 

enough. Reducing employee turnover has also received much 

attention by management staff. Conclusions of a survey by 

Lampe (1989) supported the belief that pay needed to be 

higher than prevailing rates to keep employees. He also 

encouraged rewarding good behavior with length of service 

recognition, awards banquets (with media exposure), free 

meals, and medical and dental benefits. 

Woods and McCauley (1989) urged management to 

determine why employees leave. They suggested an 

assortment of general long-term approaches to retention 

including socialization, training, career growth 
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development, quality circles, profit and incentive 

programs, child care provision, family counseling, 

competitive pay, and creation of work environment to 

support non-traditional employees. 

Many organizations use both traditional and non-

traditional benefits to retain employees. Sargent (1988) 

made many suggestions for increasing fringe benefits. 

Traditional benefits such as health and life insurance, 

vacation and sick leave, and retirement plans should be 

available as well as newer benefits including Employee 

Stock Option Programs (ESOPS), child care, access to 

recreational facilities, and tuition for education. 

Sargent also suggested paying for or providing 

transportation to and from work. He thought that job 

satisfaction would improve if employees had flextime, 

opportunities for promotion, improved working conditions, 

and improved training. 

Some individual units or franchise groups of the 

industrial giants are implementing the less traditional 

programs. One Burger King franchise in Detroit spent 

$10,000 in one year to defray education expenses for 

employees. Payment for courses at a community college was 

dependent on how many hours the people worked. if people 

worked 26 hours to full-time, they earned tuition for three 

courses. People working fewer hours could take one or two 

.1. — J 
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from 240% to 58%; in addition, tardiness was diminished and 

morale increased (Thornton, 1989). 

Educators Rinella and Kopecky (1989) recommended 

setting aside monies used historically for turnover costs 

($500 to $1,500 per case) to subsidize employee education. 

They saw a side benefit to the industry in that food 

service jobs would become directly linked to education and 

the achievement of future personal goals. 

An innovative Burger King franchise in Michigan pays 

workers an allowance of up to $1.50 per hour for day care. 

In addition, workers are allowed 15 minutes for driving 

time to and from the day-care provider (Evans, 1989). 

Training and development have received increased focus 

as a benefit. McDonald's "McMasters" program offers 

training in food service operations to persons older than 

55. The program is available in many cities in partnership 

with state or local government agencies (Evans, 1989). 

Grossman and Magnus (1989) reported in a survey of 614 

various business organizations that employers spent 38% 

more on training in 1988 than in 1986. Eighty percent of 

the surveyed companies provided new employee orientation. 

Other types of training provided included supervisory 

skills and development, management skills and development, 

and job-related skills. 

Lampe (1989) supported consistent orientation and 

training with emphasis on personal growth. He stated that 
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employees who understand their jobs and know how they fit 

into the restaurant would probably stay around longer. 

Taco Bell, a fast food company specializing in Mexican 

foods, has encouraged unit management to be more self-

reliant and operate with more autonomy. The goal is for 

employees to develop higher desires to achieve (Telberg, 

1989). 

Job restructuring is receiving some attention in the 

food service industry. Cross training programs increase 

job capabilities and provide opportunities to award and 

reinforce good performance. Employees are happier with 

tangible rewards, job and personal growth, and self-esteem 

(Lydecker, 1988). Restructuring jobs to decrease the level 

of skills recjuired in special positions where employees are 

in short supply is another strategy. Employers can then 

use less educated individuals who are available in greater 

numbers (Sargent, 1988). 

Alternative Labor Forces 

The National Restaurant Association (1989) challenged 

the food service industry to develop strategies and 

programs to give employers an advantage in drawing and 

retaining workers from non-traditional or underutilized 

populations. Minorities, women, older adults, 

disadvantaged youth, and disabled people are potential 

resources for the food service industry. 
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Some of these people face barriers that may interfere 

with their chances to succeed in the workplace. All of 

them need training in job skills. Some have special needs. 

Women need child care, health care or flexible scheduling 

because of family responsibilities. Disadvantaged youth 

and disabled persons need training in basic skills as well 

as job skills. Older adults need health care benefits and 

flexible schedules (National Restaurant Association, 1989) . 

Kutscher (1988), in projecting the occupational 

outlook for the year 2000, noted that the decrease in the 

16-19 age group provided more opportunities for minorities 

to increase employment rate. He stressed the need for 

minorities to receive adequate education and/or training. 

He commented that the availability of jobs was sufficient 

for those with high school diplomas. However, those not 

completing high school would experience difficulty finding 

good pay and advancement. 

Walker (1987) described the political environment as 

conducive for pushing legislation to solve problems of the 

poor. He perceived society as becoming polarized into the 

"haves" like the baby boomers and "have nots" like Hispanic 

and Asian illegal aliens. Walker thinks that both groups, 

being concerned about their personal welfare, will push for 

legislation to solve such problems as inner-city high 

school drop-outs and the illiteracy rate. This could 
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increase the availability of training for immigrants, and 

thus create a new source of trained low-wage earners. 

An opposing viewpoint presented by Romeo (1989) 

explored the possibility that industry is not recruiting 

minorities due to stereotypical misconceptions of abilities 

and aspirations of minorities. According to Romeo, some 

employers may think minority people do not want to work or 

do not want to learn. At the same time, many minority 

people may not seek food service jobs due to preconceived 

ideas about the food service profession and opportunities 

for advancement. Some have the idea that restaurants are 

"sweat shops" offering little long-term opportunity. Other 

deterrents include low pay, discrimination as reported by 

their friends, and lack of minority role models (Martin, 

1989) . 

Currently, there are positive feelings of industry 

growth, combined with concerns about finding enough workers 

for the food service industry. The industry is responding 

with new ideas for hiring and retaining employees as well 

as exploring a potential labor supply from previously 

underutilized alternate labor forces, including minorities, 

immigrants, and older workers. 

Hispanies and the Food Service 
Labor Shortage 

The food service labor shortage can provide employment 
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discussed include: immigration into the United states, 

acculturation, economic status of Hispanies, and Hispanies' 

entrance into the food service industry. 

When population increases do not keep pace with 

employment needs, there is a search for alternate sources 

of labor supply. One sector of potential employees is the 

growing number of Hispanies, who are relatively new as a 

significant population group in the United States (National 

Restaurant Association, 1990). 

According to the U.S. Census Bureau, the Hispanic 

population is greater than 20 million (Dunn, 1989). Prior 

to the 1970 census, the concept of Hispanies as a 

population group barely existed (Davis, Haub & Willette, 

1988). The number of Hispanies grew by 30% between 1980 

and 1987, four times faster than the U.S. population as a 

whole (Schwartz, 1988). The Ford Foundation (1984) 

observed that the Hispanic population continues to 

increase, and probably will equal the Black population in 

the future. Although the Hispanies are likely to become 

the largest minority, growth could be slowed by stricter 

immigration rules (Dunn, 1989). 

A rapid increase in the Hispanic population is likely 

due to two main reasons. Since the fertility rate is 2.5 

children per female for Hispanies compared with 1.8 

«K^ij r: -I-. <r̂ -«. +-»-.̂  rtwoT-Aii TT .c; - noDulation. larger 
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L988). Hispanies have a median age of 25.1 years, compared 

:o the national average of 31.9 years (Schwartz, 1988). 

Besides a higher birth rate, high rates of both legal and 

andoeumented immigration exist (Davis, et al., 1988, and 

Ford Foundation, 1984) . 

Hispanies are largely concentrated in metropolitan 

areas in the southern half of the U.S. Eighty-three 

percent of the Hispanic population is found in urban areas 

(Ford Foundation, 1984). California is estimated to have 

the largest Hispanic population (34%) followed by Texas 

with 21%. Other states with significant concentrations 

include New York (10%), Florida (8%), Illinois (4%), and 

New Jersey (3%). The remaining 20% are widely scattered 

geographically (Dunn, 1989). 

Immigration into the United States 

Mexican immigration has depended largely upon 

fluctuations in the U.S. economy. Due to Hispanies' 

willingness to work for low wages, they have been welcomed 

in times of economic prosperity and rejected during 

economic downturns (Acosta-Belen, 1988). 

The initial influx of Hispanies to the U.S. occurred 

between 1880 and 1910 when workers from Mexico were sought 

by companies chiefly involved in mining, agriculture, and 

railroad interests. A willing group came to the United 

States, departing from a country experiencing coincidental 
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ocial, political, and economic disruptions. The Mexican 

rorkers were sent back to Mexico during the Great 

lepression but were called back to assist in the World War 

:i effort. Immigration continued past the 1940s due to a 

frowing population and the Mexican economy which was not 

generating enough jobs and/or pay for jobs in Mexico (Ford 

foundation, 1984) . 

The number of Hispanic immigrants continued to 

iccelerate into the latter part of the twentieth century. 

Acosta-Belen (1988) noted that 24% of all Hispanies in the 

J.S. arrived between the mid 1970s and 1980s, which created 

in increasing awareness of their presence. 

Hispanies will continue to increase in number in the 

J.S. labor force from eight million in 1986 to an estimated 

fourteen million in the year 2000. This is projected to 

Increase the Hispanies' share of the labor force from 7% in 

L986 to 10% in 2000. The increase will be the result of 

Immigration as well as more who are native born in the U.S. 

(Abramson, 1987) . 

\cculturation 

Hispanic people immigrating to the U.S. have faced the 

challenge of bridging the gap between cultures to maintain 

:heir heritage while adapting to a new nation. Acosta-

Belen (1988) commented on the composition of the Hispanic 

jroup by saying that Mexicans, Mexican-Americans, or 

file:///cculturation
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3anos represent a variety of historical experiences. 

t came to the U.S. after World War II, but many settlers 

the Southwest date back to the 16th, 17th, 18th, and 

h centuries. Naturalized citizens and a transient 

ulation with and without work permits are present in the 

up mix. 

A report from the Ford Foundation (1984) discussed the 

ilarities and differences of Hispanic people. Hispanies 

comprised of distinct Spanish-origin groups 

centrated in different locales, tied together with 

imon cultural backgrounds, languages, and religion. They 

isent distinct social and economic profiles. One of the 

latest similarities of Hispanies is a common language 

it increases group identity (Davis, et al., 1988, and 

•d Foundation, 1984). However, Michael Zamba of the 

:ional Association of Latin Elected Officials observed 

it Hispanies are not united politically likely due to 

:ferent countries of origin (Dunn, 1989) . 

Valencia (1989) conducted a research study to find out 

there are differences in the cultural values held by 

ipanies and non-Hispanies in the U.S. He obtained 492 

iponses from a mail survey sent to New York, San Antonio, 

i Angeles, and Miami, which are the cities having the 

•gest concentrations of Hispanies. First, the survey 

isured individual preferences for terminal values such as 

lily, security, self-respect, and freedom. Second, modes 
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of behavior such as ambition, independence, and 

responsibility were measured. The principal finding was 

that the two groups have different value orientations. In 

discussing the findings, it was noted that Hispanies have 

been resistant to acculturation into mainstream American 

life and have preserved much of their culture, language and 

traditions. Hispanic culture is constantly reinforced by 

new immigrants from Latin America. 

Acosta-Belen (1988) also reported on the pattern of 

Hispanic resistance to assimilation and a strong sense of 

ethnic consciousness. Hispanies perhaps resist the 

pressure to assimilate but also are aware of the need to 

improve their status in the United States. In an attempt 

to reconcile assimilation, the Ford Foundation (1984) 

suggests: 

Newer models [of assimilation] stress that 
acculturation can occur independent of 
assimilation and integration into the mainstream, 
through the processes of mass culture—educational 
systems, religious systems, and the mass media. 
In this way, ethnic identity may be preserved 
through language, cultural expression, and ethnic 
ties, but values, beliefs, norms, and attitudes 
are those of a dominant culture, (p. 39) 

Economic Status of Hispanies 

Acosta-Belen (1988) reported that both documented or 

undocumented Hispanies in the U.S. frequently experience 

poor work conditions. Lack of knowledge of the English 

language and job skills prohibit their being suitable job 
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didates for desirable positions. Since Hispanies are 

hly concentrated geographically, their presence exerts 

ther pressure in the job market. Hispanic males are more 

ely to be intermittently employed, to accept part-time 

k when full-time work is preferred, and to work in 

•ginal blue- and white-collar jobs than white males (Ford 

indation, 1984). Acosta-Belen (1988) indicates that the 

;. society favors European immigrants over non-European 

ligrants for employee candidates. The Ford Foundation 

)84) confirmed that Americans favor European immigrants 

jr non-European employees. 

The 1981 Hispanic median income was above Blacks 

L6,401 vs. $13,266) but substantially below the non-

spanics ($23,517) (Ford Foundation, 1984). In 1987, the 

iian family income for Hispanies was $20,310 compared to 

2 U.S. median of $30,850 (Dunn, 1989). The Hispanic 

Dnomic situation has not improved relative to non-

spanics in the last 15 to 20 years (Ford Foundation, 

34). One reason for lower incomes is higher proportion of 

males heading households among Hispanies, due to a high 

te of separation or divorce. In 1981, 14% of Hispanic 

men age 15 and over were separated or divorced compared 

th 10% for all women this age (Davis, et al., 1988). 

Unemployment rates among Hispanies correspond to the 

ports of lack of income. In 1987, comparative 

employment rates reported Hispanies at 8.8% compared to 
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.0% for non-Hispanies. Three reasons for the high 

lemployment rate among Hispanies include: large numbers 

ive immigrated to the U.S. in recent years and are labor 

arket entrants; concentrations in jobs which are especially 

alnerable to business-cycle turndowns; and low levels of 

iucational attainment (Cattan, 1988). 

Thirty-seven percent of Hispanies who are 18 to 19 

ears old are neither high school enrollees nor graduates, 

ompared to 16% of non-Hispanies. The achievement gap 

eginning with preschool is widest for Hispanies. Since 

rade level advancement is poor, the Hispanic student is 

ore likely to drop out of school (Ford Foundation, 1984). 

ccording to the 1988 Census, only 43.1% of Hispanies in 

exas graduated from high school and 7.5% finished college 

U.S. Department of Commerce, 1989). 

Poor performance in school may be related to family and 

ocioeconomic background, nativity, and English language 

bility. Parents with higher incomes and education levels, 

aise children who do better educationally. Hispanies who 

re born in the U.S. perform better in school than those 

orn elsewhere. Knowledge of the English language also 

ncreases the rate of high school completion and college 

ntrance (Ford Foundation, 1984). 

Hispanies' low level of educational attainment has 

ontributed to inadequate job skills. Knowing this, newer 

ndustries have chosen not to develop in areas with high 
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concentration of Hispanies. New industries are looking for 

i skilled labor pool which leaves many unskilled immigrants 

without opportunities (Cardenas, 1988). 

Action from both U.S. employers and Hispanies seems 

necessary to improve the work situation. The Ford 

Foundation (1984) concludes that Hispanies need: 

. . . greater knowledge and understanding of their 
economic, social and political situation and of 
the roots of their disadvantage, and the 
development of an infrastructure that will 
increase their participation in the mainstream of 
society, (p. 63) 

Hispanies' Entrance into 
the Food Service Industry 

The bleak picture of the Hispanic economic plight may 

be changing. The food service industry, in a time of 

growth, is beginning to realize the need to seek out 

Hispanies for employment. The Hispanic work force is a 

significant factor in the states of California, Texas, 

Florida, and Illinois due to higher concentrations of 

Hispanies. Between 1983 and 1988, Hispanies employed at 

eating and drinking establishments increased from 6.3% to 

9.9% (Martin, 1989). Twenty-nine percent of all new workers 

in 1990 will be Hispanic, and that number is projected to 

increase by 4.1% by 2000 (Benfield, 1989). 

Managers are urged to prepare for the influx of 

Hispanic workers into food service. Benfield (1989) 
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icouraged management to learn Spanish, to attempt to bridge 

le cultural gap, and to provide comprehensive training. 

In 1989, the National Restaurant Association outlined 

Lve major issues that management should address to decrease 

le labor shortage by filling open jobs with Hispanies. 

irst, it mandated a change of image. Potential Hispanic 

oaployees observe others settling into unskilled jobs and 

aving little chance for advancement. This diminishes the 

ppeal to other potential employees (Romeo, 1989). To 

everse the negative image of the industry, management 

hould design public relations programs to boost the 

ispanics' image of the industry including focusing on those 

romoted to supervisory or other management positions or to 

hef. Such campaigns may further enhance the employer's 

mage by using the Hispanic media to communicate with the 

ommunity. 

The second issue management should address was 

ncreased focus on recruitment at the grass roots level, 

ne-to-one recruiting is more effective than mass appeal, 

ontacting Hispanic organizations and schools provides 

dditional resources. 

Third, cultural values should be considered. An 

nderstanding of and sensitivity to Hispanic culture will 

nhanee recruitment. Managers and supervisors should know 

he importance of family bonds and traditional roles of men 

nd women in Hispanic culture. For example, it is 
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traditional for men to be the chief income earner. 

Furthermore, if conflict arises on the job, male workers 

prefer to quit rather than discuss the problems openly. 

Fourth, career opportunities should be specifically 

publicized focusing on promotion from within and career 

ladders. Hispanies look with interest on moving up through 

an organization. 

Finally, wages, benefits, and targeted support services 

should be greatly improved. Employees might enter and 

remain in food service if they had a chance for increasing 

pay, health and child care benefits, flextime and/or 

stability of scheduling transportation or reimbursement for 

travel to work. Bilingual orientation and training on 

"English as a Second Language" (ESL) are also regarded as a 

benefits (National Restaurant Association, 1989). 

In summary, Hispanies represent a large and growing 

employee pool in a number of geographic areas. If employers 

strive to improve the image of food service employment and 

if they exhibit concern for and sensitivity to the Hispanic 

culture and values, they can discover the benefit of a 

dedicated and loyal work force. By further consideration of 

compensation, benefits and other support services, employers 

can offer long-term career opportunities for a needed labor 

pool (National Restaurant Association, 1989). 
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Summary 

The review of literature provided an overview of 

irrent research on several topics. First, there was a 

.scussion of work and job satisfaction theory and current 

jseareh. Next, the rapid growth of the food service 

idustry and resulting labor shortages were discussed in 

elation to problems and solutions for maintaining an 

iequate work force. Finally, the role of Hispanies in 

ridging employment gaps was explored. 



CHAPTER III 

METHODOLOGY 

The purpose of the study was to measure aspects of job 

atisfaetion of Hispanic food service workers so that 

mployers might devise better working environments and 

enefits to increase retention and longevity. Chapter III 

s divided into five sections which are: population and 

ample, instrument construction, pilot study including 

eliability measures, techniques of data collection, and 

ata preparation and analyses. 

Population and Sample 

Food service workers of the Texas Department of Mental 

ealth and Mental Retardation (TDMHMR) who were employed at 

he state schools and state hospitals within Texas were 

elected for the research. The group was chosen because of 

ize, variety of locations, ethnic mix, and availability, 

n inquiry was made to Ms. Sharon Hunter, the Chief of Food 

ervice for TDMHMR, to secure permission to use the food 

ervice workers. Dr. V.P.O. Rao, Regional Dietitian with 

DMHMR, responded positively on her behalf. When a 

reliminary questionnaire and outline of the study were 

ent to him, he recommended approval. After minor 

57 
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revisions of the questionnaire for ease of interpretation, 

a formal request was made to Ms. Hunter. After her 

approval, another formal request was submitted to the 

Commissioner of TDMHMR, Dennis Jones (Correspondence in 

Appendix A) . A criterion set by the TDMHMR staff was that 

only volunteers would participate between the hours of 

8 a.m. and 5 p.m. 

Six-hundred-forty food service workers (C, combined 

sample) in state schools and state hospitals in Texas 

participated in the research. Of these 640 food service 

workers. 111 were Hispanic. In the study, they comprise 

the Hispanic subsample (H). Included in the combined 

sample (C) were 71 supervisors, of whom 11 were Hispanic. 

The following demographic information was collected: 

gender, ethnic group, age, marital status, number of 

children, number of people in household, number of people 

contributing to household income, and employment status of 

spouse. Additional demographic information was family's 

total income, level of education, participation in a food-

related course in home economics in secondary school, size 

of community of residence, job level, length of employment 

with current employer, length of employment in other food 

service jobs, number of hours worked, and current 

employment in another job. 
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Instrument Development 

A review of literature revealed few instruments that 

met the criteria of being both theoretically compatible 

with the study and adaptable to the general nature of the 

population under consideration. Therefore, a questionnaire 

was developed and constructed by adapting features used in 

questionnaires by other researchers. 

Several instruments from the literature were used in 

developing the questionnaire. The first was the Job 

Descriptive Index (JDI) developed by Smith, et al. (1969). 

This instrument identified items leading to job 

satisfaction and divided them into categories of work, 

supervision, pay, promotions, and co-workers. 

Cripps (1986) identified additional items as being 

significant. The items were: number of hours worked per 

week, work schedules, meal and break times, parking 

arrangements, and the amount of time it takes to drive to 

work. 

A second instrument based on Lindahl's (1949) work was 

adapted to survey both entry-level hourly employees and 

their supervisors. Lindahl developed the instrument as a 

rank-order evaluation of how workers would rate key items 

in their job satisfaction. In turn, the foremen rated the 

items as they thought the workers had rated the items. 

A numerical rating scale was selected to measure the 

responses of the food service workers participating in the 
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Study. A numerical rating scale is a systematic procedure 

for individuals to report their judgments toward a set of 

characteristics. A rating scale can serve as a "common 

frame of reference for comparing all [participants] on the 

same set of characteristics" (Gronlund, 1985, p. 391). The 

four-point rating scale consisted of l as "never," 2 as 

"some of the time," 3 as "most of the time," and 4 as "all 

of the time." 

After the literature had been reviewed and the most 

appropriate concepts selected, the researcher adapted them 

to the situation. The data collection instrument included 

a demographic section and five major parts which were: the 

work, the work environment, the people at work, 

compensation and benefits, and possible benefits. (A copy 

of this instrument is in Appendix B.) 

Demographics. The demographic section was designed to 

obtain data about personal background information including 

gender, ethnic group, age, marital status, number of 

children, number of people living in household, number of 

people contributing to the household income, employment 

status of spouse, family's total income, level of 

education, participation in a food-related course in home 

economics in secondary school, and size of community of 

residence. The section also included data related to the 

person's work including job level, length of employment by 

current employer, length of employment in other food 
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service jobs, number of hours worked, and current 

employro®ri"t in another job. 

Part I: The Work. The first section of the 

instrument was designed to measure employees' satisfaction 

with the work itself. Most of the items came from the Job 

Descriptive Index (JDI) by Smith, et al. (1969). Itoms 

were adjusted to the projected population's reading level 

(Webster's Elementary Dictionary, 1986, and Laird, 1985). 

Part II: The Work Environment. The second section of 

the instrument was designed to measure employees' 

satisfaction with the work environment. The items were 

developed by another researcher and not reported in this 

study. 

Part III: The People at Work. The third section of 

the instrument was designed to measure people's 

satisfaction with other people at work. Most of the items 

came from the Job Descriptive Index (JDI) by Smith, et al. 

(1969) in sections pertaining to supervision and co

workers. Items were adjusted to the projected population's 

reading level (Webster's Elementary Dictionary, 1986, and 

Laird, 1985). 

Part IV: Compensation and Benefits. The fourth 

section of the instrument was designed to measure 

employees' satisfaction with compensation and benefits. 

Items in Sections A and B on pay and promotions came from 

the Job Descriptive Index (JDI) by Smith, et al. (19̂ .5). 
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Items were adjusted to the projected population's reading 

level (Webster's Elementary Dictionary, 1986, and Laird, 

1985). The items in Section C came from a list of current 

benefits furnished by TDMHMR with the addition of items 

reported by Cripps (1986) as significant items for people 

of a similar population. 

Section D of the instrument was designed to measure 

additional possible benefits. In order to secure a 

realistic list of benefits employees might choose, current 

classified advertisements for food service workers, which 

listed benefits offered, were surveyed in the Dallas 

Morning News (June 4, 1989). 

Since part of purpose of the study was to help 

employers devise better work environments and benefits to 

increase retention and longevity, a second instrument was 

included to survey management employees. The instrument 

included an indication of management position and listed 

the same possible benefits as the previous instrument. It 

was designed to see how well management employers knew how 

their employees felt about benefits. It measured how 

management employers thought employees would rank the 

possible benefits. The items were adapted from Lindahl 

(1949). (A copy of this instrument is located in 

Appendix B.) 

Both the researcher and committee chairperson reviewed 

the early questionnaire drafts. A complete form was 
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prepared and submitted to a panel of experts for additional 

comments and suggestions. The experts included professors 

of home economics at Texas Tech University and one 

statistician. Suggestions from the experts were used in 

further revisions aimed toward establishing content 

validity. The questionnaire was then prepared for a pilot 

test. 

Pilot Test 

A pilot test was conducted to provide data on the 

reliability of the Job Satisfaction Survey as well as to 

check procedures for administering and using. Lubbock 

State School was the site for the pilot test. Fifty-eight 

food service workers including 22 Hispanies participated. 

The volunteer group represented the food service workers 

who agreed to participate in the pilot test. Data from the 

pilot test were not included in the larger study. 

Reliability was calculated on each subscale of the 

questionnaire as well as the overall job satisfaction score 

for the 58 pilot test respondents. Cronbach's Alpha for 

internal consistency resulted in reliability estimates of 

.86, .93, and .88 for the subscales and .95 for the overall 

instrument. Table 1 (Appendix E) presents the reliability 

coefficients for the pilot test. (Appendix C provides a 

reference linking the questionnaire with the corresponding 

question numbers in Table 1.) 
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Reliability was also calculated on the three subscales 

as well as job satisfaction scale for the 22 Hispanic 

respondents. Table 2 (Appendix E) presents the reliability 

coefficients of Hispanic respondents in the pilot test. 

A summary of frequencies and percentages of 

demographic data from the pilot test is presented in Table 

3 (Appendix E). All of the statistical procedures planned 

for the larger study were performed on the pilot test data 

to certify they were running correctly. 

Following the pilot test, final revisions were made by 

the researcher. Revisions included elimination of a 

practice sheet and simplifying instructions given by the 

researcher. 

Administration of the Job Satisfaction Survey occurred 

July through September, 1989. Reliability coefficients 

ranged from .89 to .92 on the three subscales of the 

instrument with an overall reliability coefficient of .96. 

These reliability coefficients were well above the .80 

needed for the Cronbach Alpha test for internal consistence 

(Gay, 1981). Table 4 (Appendix E) states the reliability 

coefficients for the combined sample. For the Hispanic 

subsample, the reliability coefficients on the three 

subscales of the instrument ranged from .89 to .83 with an 

overall reliability coefficient of .95. These reliability 

coefficients are displayed in Table 5 (Appendix E). 
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Data Collection 

Data for the study were collected in July, August, and 

September, 1989. The researcher trained a co-researcher to 

assist with the data collection. 

Texas has 13 state schools and eight state hospitals. 

(One state school was used for the pilot test; one state 

school chose not to participate in the study.) The 

remaining 19 schools and hospitals served as data 

collection sites and were personally visited by a 

researcher on a scheduled day. The state schools visited 

were in Abilene, Austin, Brenham, Corpus Christi, Denton, 

Fort Worth, Lufkin, Mexia, Richmond, San Angelo, and San 

Antonio. The state hospitals visited were in Austin, Big 

Spring, Kerrville, Rusk, San Antonio, Terrell, Vernon, and 

Wichita Falls. 

Researchers made appointments with Chiefs of Food 

Service at each of the facilities. When possible, 

researchers visited several facilities on four or five 

consecutive days. The number depended on geographic 

locations and schedules of employees. On the appointed 

day, the researcher arrived at the time suggested by the 

Chief of Food Service. All questionnaires were 

administered between 8 a.m. and 5 p.m. of the given day. 

Oral instructions were given by the researcher. 

TDMHMR requested that each presentation of instructions 

include the statement that "this is voluntary." The same 
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script outline was followed by both researchers. (A copy 

of the script outline is in Appendix D) . Break times 

usually were used for administration of questionnaires. 

When there was not a common break time, workers came to the 

break area as they had a few minutes free from their tasks. 

They came in groups ranging from 2 to 20. Each time, the 

instructions were repeated. All participants were given 

the pencil they used for completing the questionnaire and a 

piece of candy. No follow-up was needed since 

questionnaires were collected by the researcher while on 

site. 

Analyses of Data 

Data obtained from the questionnaires were transferred 

to coding sheets for computer reading and data analysis. 

Each questionnaire was numbered to match its coding sheet 

in case the coding sheet was damaged. 

The summary statistics and analyses used to test the 

hypotheses were calculated through use of the Statistical 

Package for the Social Sciences (SPSS Inc., 1988). 

Programs were run at the University Computing Center, Texas 

Tech University. Frequency counts and percentages were 

tabulated for the demographic characteristics and work-

related information. 

The hypotheses were tested by using the MANOVA and the 

ANOVA. A summary which shows the null hypotheses and 
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;atistical procedures is presented in Figures 1 through 5. 

,r statistical analysis, it was necessary to collapse some 

jmographic information in order to have fewer, but larger 

roups. The MANOVA compared demographic factors with the 

jpendent subscale items reflecting the work, the 

»lationships at work, and the benefits sections of the 

lestionnaire. The ANOVA compared demographic variables 

Lth the dependent variable of the total job satisfaction 

:ore. A MANOVA was run on the Hispanic food service 

Drkers' satisfaction with the subscales of the work 

tself, relationships at work, and benefits and 

Dmpensation. The ANOVA was run on the Hispanic food 

srvice workers' overall satisfaction with a total job 

atisfaetion score. For comparison purposes, the MANOVA 

nd ANOVA were also run on the combined sample. 

Summary 

Chapter III presented the overall design of the study. 

Dod service workers from state schools and state hospitals 

n Texas comprised the population and the sample consisted 

e 640 volunteers. Of the total sample. 111 were Hispanic. 

The instrument was adapted from several instruments 

Dcated in the literature. The demographic section was 

Dllowed by five major parts which were the work itself, 

le work environment, the people at work, compensation and 
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mil Hypothesis Statistical Procedures 

1. There are no significant 
differences in job 
satisfaction scores of 
Hispanic and non-Hispanic 
food service workers based 
on the variance in 
demographic and personal 
factors which include: 

a. 
b. 
c 
d. 
e. 

f. 

h. 
• 

1. 

3-

k. 

1. 
m. 

n. 

o. 
p. 

gender 
age 
marital status 
number of children 
number of people in 
household 
number of people 
contributing to 
household income 
employment status of 
spouse 
family's total income 
level of education 
participation in a 
food-related course in 
home economics in 
secondary school 
size of community 
of residence 
job level 
length of employment 
with current employer 
length of employment 
in other food 
service jobs 
number of hours worked 
current employment in 
another job 

MANOVA tests on combined 
subscales of Work, 
Relationships with 
Supervisors and Co
workers, and Compensation 
and Benefits. 

ANOVA tests on scores of 
Job Satisfaction scale 
which include the total 
of the scores of 
subscales of Work, 
Relationships with 
Supervisors and Co
workers, and Compensation 
and Benefits. 

FIGURE 1 

Summary of Null Hypothesis 1 and 
Used in Job Satisfaction Survey 

Statistical Procedures 
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Willi Hypothesis^ 

2. There are no significant 
differences between 
Hispanic and non-Hispanic 
food service workers 
regarding overall job 
satisfaction and 
specifically the attributes 
and characteristics of the 
work; relationships with 
supervisors and co-workers; 
and compensation and 
benefits. 

Statistical Procedures 

MANOVA 

FIGURE 2 

Summary of Null Hypothesis 2 and Statistical Procedures 
Used in Job Satisfaction Survey 



70 

gTri Hypothesis Statistical Procedures 

3. There are no significant ANOVA 
differences between Hispanic 
and non-Hispanic food service 
workers regarding employment 
benefits that are desired 
but not currently available. 

a. Flexible Schedule 
b. Day Care 
c. Dental Insurance 
d. Discount on Bus Service 
e. Free Meals 
f. Uniforms Furnished 
g. Help for Further Education 

(GED or College) 
h. Further Job Training 

FIGURE 3 

Summary of Null Hypothesis 3 and S t a t i s t i c a l Procedures 
Used in Job S a t i s f a c t i o n Survey 
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g^2jI"^^Q^^^^^^ Statistical Procedures 

4. There are no significant MANOVA 
differences in job ANOVA 
satisfaction scores of 
Hispanic and non-Hispanic 
food service workers 
based on their level 
of employment. 

FIGURE 4 

Summary of Null Hypothesis 4 and S t a t i s t i c a l Procedures 
Used in Job S a t i s f a c t i o n Survey 
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N^U Hypothesis .<̂ i-.tistica1 Pr-n̂ edures 

5. There are no significant ANOVA 
differences in preferred 
employment compensation 
and benefits of Hispanic 
and non-Hispanic food 
service workers as 
perceived by supervisory 
personnel and actual 
preferred employment 
compensation and benefits 
of Hispanic and non-Hispanic 
food service workers as 
reported by Hispanic 
and non-Hispanic food 
service workers. 

a. 
b. 
c. 
d. 
e. 
f. 
g. 
h. 
• 

1. 
J-
k. 
1. 
m. 
O-

P. 

Health insurance 
Paid Vacation 
Paid Sick Leave 
Life insurance 
Retirement 
Longevity 
Credit Union 
Flexible Schedule 
Day Care 
Dental Insurance 
Discount on Bus Service 
Free Meals 
Uniforms Furnished 
Help for Further Education 
(GED or College) 
Further Job Training 

FIGURE 5 

Summary of Null Hypothesis 5 and Statistical Procedures 
Used in Job Satisfaction Survey 
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benefits, and possible benefits. A second instrument was 

designed to see how well management knew how their 

employees felt about benefits. It measured how management 

employers thought employees would rank the possible 

benefits. A numerical rating scale was selected to measure 

the responses. 

A pilot test established reliability as well as 

confirming the statistical procedures planned for the 

larger study. A site selected for the pilot was visited by 

the researcher and the procedures that would be used in the 

larger study were used. Minor adjustments were made. 

In the study, data were collected by the researcher by 

visiting each site. The questionnaires were administered 

to volunteer food service workers who were at work between 

8 a.m. and 5 p.m. that day. After coding for computer use, 

the hypotheses were tested by MANOVA and ANOVA. In the 

following chapter, findings of the study are presented. 



CHAPTER IV 

FINDINGS 

Chapter IV reports the findings of the study 

concerning job satisfaction of Hispanic and non-Hispanic 

food service workers. The results from the analyses of the 

data are presented. 

Statistical analyses of the hypotheses comprise the 

next section. For Hypothesis 1, results of the MANOVA 

(multivariate analysis of variance) and the ANOVA 

(univariate analysis of variance) comparing the demographic 

variables to job satisfaction scores of Hispanic and non-

Hispanic food service workers are presented. For 

Hypothesis 2, results of the MANOVA comparing job 

satisfaction scores of Hispanic food workers and non-

Hispanic food service workers regarding employment-related 

characteristics of work, relationships with co-workers, and 

compensation and benefits are reported. For Hypothesis 3, 

results of the ANOVA comparing Hispanic food service 

workers' and non-Hispanic food service workers' preferences 

for employment benefits that are desired, but not currently 

available, are presented. 

74 
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For Hypothesis 4, results of the MANOVA and the ANOVA 

comparing job satisfaction and the level of employment of 

Hispanic food service workers are reported. The MANOVA 

related the job levels of Hispanies and non-Hispanies to 

each of the scores from the work, relationships, and 

compensation and benefits subscales. The ANOVA related job 

levels of Hispanies and non-Hispanies to the total score of 

the three subscales called the job satisfaction scale. 

For Hypothesis 5, results of ANOVA regarding the 

difference between what supervisory personnel perceive to 

be the preferred employment compensation and benefits of 

Hispanic and non-Hispanic food service workers are 

presented. Additionally, the actual reported preferences 

by Hispanic and non-Hispanic food service workers regarding 

compensation and benefits are reported. 

Testing of the Hypotheses 

In this section, the results of the hypotheses testing 

will be reported. Results of each test are presented and 

discussed within the context of the research objective. 

Results of Hypothesis 1 

There are no significant differences in job 

satisfaction scores of Hispanic and non-Hispanic food 

service workers based on the variance in demographic 

and personal factors which include: gender, age, 

marital status, number of children, number of people 
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in household, and number of people contributing to 

household income. Additional demographic and personal 

factors are employment status of spouse, family's 

total income, level of education, participation in 

food-related course in home economics in secondary 

school, size of community of residence, job level, 

length of employment with current employer, length of 

employment in other food service jobs, number of hours 

worked, and current employment in another job. 

No Significant Differences. The results of the MANOVA 

and the ANOVA for the H and NH samples indicated that there 

were no significant differences between satisfaction with 

the work, relationships, benefits or overall general job 

satisfaction and gender, marital status, number of people 

in household, and the number of people contributing to 

household income. Additional demographic factors which 

showed no significant differences were employment status of 

spouse, participation in class offering food preparation in 

home economics in secondary school, number of hours worked, 

and current employment in another job. 

Significant Differences in Hispanic Subsample. The 

MANOVA for the H subsample indicated that there were 

significant differences in age, family's total income, 

highest level of education, length of employment with 

current employer and length of employment in other food 

service jobs and overall job satisfaction. Tables 6 
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through 10 (Appendix E) summarize the MANOVA for Hispanies 

in the five areas where the significant differences 

occurred. 

Age. There is significantly more satisfaction in 

relationships at work in those respondents under the age of 

30 than those who are older. Based on Wilk's criterion, 

the combined dependent variables of work, relationships, 

and benefits were significantly related to age (F(6,198) = 

0.88, p<0.05). 

Family's Total Income. There were higher satisfaction 

scores on relationships at work when the family income was 

$15,000 to $24,999 than when the family's income was less 

than $15,000. The relationship satisfaction remained 

higher with higher income level. Based on Wilk's 

criterion, the combined dependent variables of work, 

relationships, and benefits were significantly related to 

family's total income (F(9,214) = 0.82, p<0.05). 

Level of Education. Respondents who had completed 

education above high school were significantly more 

satisfied than those who did not. The employees who had 

education levels above high school possibly had several 

options for employment and chose this one. Based on Wilk's 

criterion, the combined dependent variables of work, 

relationships, and benefits were significantly related to 

the highest level of education (F(9,241) = 0.87 p<0.05). 
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Length of Employment with Current Employer. Those who 

worked less than five years were more satisfied than those 

who had worked there a longer time. Based on Wilk's 

criterion, the combined dependent variables of work, 

relationships, and benefits were negatively related to 

length of employment with the current employer (F(6,198) = 

0.88, p<0.05). 

Length of Employment in Other Food Service Jobs. 

Respondents who worked in other food service jobs for less 

than nine years were currently more satisfied in their 

relationships at work than those who had worked in other 

food service jobs more than nine years. Based on Wilk's 

criterion, the combined dependent variables of work, 

relationships, and benefits were negatively related to 

length of employment in other food service jobs (F(6,176) = 

0.88, p<0.05). 

Significant Differences for Hispanic Subsample. The 

results of the ANOVA for the H subsample showed significant 

differences in number of children and length of employment 

with the current employer. Tables 11 and 12 (Appendix E) 

summarize the findings. 

Number of Children. The H subsample was significantly 

more satisfied in their work if they had three or fewer 

children than those who had more than three (F(2,109) = 

3.39, p<0.05). The highest level of satisfaction occurred 

when there was one child or no children. 
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Length of Employment with Current Employer. The H 

subsample was significantly more satisfied if they had 

worked there less than five years rather than longer. 

Satisfaction decreased as the number of years increased 

(F(2,109) = 3.91, p<0.05). 

Significant Differences in Combined Sample. In the C 

sample there were significant differences between the 

number of children, family's total income, highest level of 

education, size of community of residence, and overall job 

satisfaction. Tables 13 through 16 (Appendix E) summarize 

the findings of the MANOVA in the four areas where 

significances occurred. 

Number of Children. Those in the C sample with more 

than two children were more satisfied with their work than 

those with fewer than two children. Based on Wilk's 

criterion, the combined dependent variables of work, 

relationships, and benefits were significantly related to 

number of children in a family (F(6,1182) = 0.96, p<0.01). 

Family's Total Income. As family's total income rose, 

satisfaction increased; and, when the family's income was 

$35,000 or more, the satisfaction level was more positive. 

Based on Wilk's criterion, the combined dependent variables 

of work, relationships, and benefits were significantly 

related to the family's total income (F(9,133 6) = 0.97, 

p<0.05). 
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Level of Education. Satisfaction rose as education 

increased and those with a college degree were 

significantly more satisfied. Based on Wilk's criterion, 

the combined dependent variables of work, relationships, 

and benefits were significantly related to the highest 

level of education (F(9,1445) = 0.96, p<0.05). 

Size of Community. Respondents in the C sample were 

more satisfied both in their work scale and relationships-

at-work scale if they lived in a small city of 10,000 to 

50,000 people than if they lived in a large city of more 

than 50,000. Based on Wilk's criterion, the combined 

dependent variables of work, relationships, and benefits 

were significantly related to the size of community of 

residence (F(6,1158) = 0.97, p<0.01). 

Significant Differences for Combined Sample. The 

results of the ANOVA for the C sample showed significant 

differences in family's total income, level of education, 

size of community of residence, and length of employment 

with the current employer and job satisfaction. Tables 17 

through 20 (Appendix E) summarize the findings in the four 

areas where significance occurred. 

Family's Total Income. Respondents were asked to 

report combined family income. The C sample was 

significantly more satisfied if the family was earning 

$35,000 or more (F(2,580) = 3.58, p<0.05). 
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Level of Education. Considering the level of 

education, the C sample was significantly more satisfied 

when they had professional education or job training after 

high school or had a college degree (F(3,631) = 2.74, 

p<0.05). Those without a high school diploma were less 

satisfied. 

Size of Community. The people in the C sample were 

more satisfied when they lived in a small city between 

10,000 and 50,000 (F(2,608) = 4.49, p<0.01). Those living 

in the largest cities were less satisfied. 

Length of Employment with Current Employer. Those who 

had worked less than five years were more satisfied than 

those who had worked five years or more (F(2,624) = 4.04, 

p<0.01). As the years increased, they remained less 

satisfied. 

There were significant differences in some demographic 

variables and job satisfaction. Therefore, the null 

hypothesis was partially rejected. 

Results of Hypothesis 2 

There are no significant differences between Hispanic 

and non-Hispanic food service workers regarding 

overall job satisfaction and specifically the 

attributes and characteristics of the work; 

relationships with supervisors and co-workers; and 

compensation and benefits. 
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The hypothesis was tested by using MANOVA and ANOVA. 

In order to have groups with large enough numbers for 

analysis, it was necessary to collapse demographic 

information assigning the various ethnic groups into two 

groups—Hispanic (H) and non-Hispanic (NH) . 

The two ethnic variables were tested against the three 

subscales of work, relationships, and benefits using 

MANOVA. Table 21 (Appendix E) summarizes the findings. 

Based on Wilk's criterion, the combined dependent variables 

of work, relationships, and benefits were significantly 

related to ethnic group (F(3,594) = 0.98, p<0.01). When 

they were separated, it was determined where relationships 

existed. The H subsample was significantly more satisfied 

than the NH subsample on the work scale. There were no 

significant differences between the H and the NH subsamples 

in the relationships-at-work scale. Finally, the H 

subsample was significantly more satisfied than the NH 

subsample on the benefits scale. The null hypothesis was 

partially rejected. 

Results of Hypothesis 3 

There are no significant differences between Hispanic 

and non-Hispanic food service workers' preferences 

regarding employment benefits that are desired, but 

are not currently available. 
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Hypothesis 3 was tested by using a series of ANOVA 

tests. Tables 22 through 29 (Appendix E) summarize the 

findings on the eight areas. The benefits that were 

desired but not currently available were flexible schedule, 

day care, dental insurance, bus discount, free meals, free 

uniforms, help for further education, and further job 

training. 

The ethnic group variables, Hispanies (H) and non-

Hispanies (NH) subsamples, were tested against each of the 

items in the benefits that are desired but not currently 

available. There were no differences at the .05 level of 

significance. The null hypothesis was accepted. 

Results of Hypothesis 4 

There are no significant differences in job 

satisfaction scores of Hispanic and non-Hispanic food 

service workers based on their level of employment. 

Hypothesis 4 was tested by using MANOVA to compare the 

job levels of Hispanies against each of the subscales of 

work, relationships and benefits. ANOVA was used to 

compare job levels of the H subsample with the overall job 

satisfaction score (Tables 30 and 31, Appendix E). All job 

levels listed were collapsed into two categories, labor and 

management. 

The results of the MANOVA showed significant 

differences between both the work and relationship 
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subscales but not the benefits subscale. Based on Wilk's 

criterion, management was more satisfied than would be 

expected (F(3,92) = 0.92, p<0.05). ANOVA on the overall 

job satisfaction scale revealed that management was more 

satisfied than labor (F(l,99) = 4.62, p<0.05). 

Hispanic management was more satisfied than labor in 

work and relationships at work. There was a significant 

relationship between job satisfaction and level of 

employment of Hispanic food service workers on the work and 

relationship scales but not on the benefits level. 

Management was more satisfied with overall job 

satisfaction, also. Therefore, the null hypothesis is 

partially rejected. 

For comparison purposes, the combined sample was 

analyzed. Tables 32 and 33 (Appendix E) summarize the 

findings. Based on Wilk's criterion, the combined 

dependent variables of work, relationships, and benefits 

were significantly related to job level (F(3,557) = 0.96, 

p<0.05). When the overall job satisfaction scale was 

examined, management was more satisfied than labor 

(F(l,584) = 11.30, p<0.01). Management was more satisfied 

than labor with the work itself, the relationships at work, 

and with the benefits. 
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gesults of Hypothesis 5 

There are no significant differences in preferred 

employment compensation and benefits of Hispanic and 

non-Hispanic food service workers as perceived by 

supervisory personnel and actual preferred employment 

compensation and benefits of Hispanic and non-Hispanic 

food service workers as reported by Hispanic and non-

Hispanic food service workers. 

Hypothesis 5 was tested by using ANOVA to compare 

perceptions of benefits. Tables 34 through 38 (Appendix E) 

summarize ANOVA for the H subsample in five significant 

areas. 

No Significant Differences. The attitudes toward the 

preferred compensation benefits of the H subsample were 

compared with the perceptions of preferred compensation 

benefits of the H subsample by their supervisors. In the 

list of current benefits (health insurance, paid vacation, 

paid sick leave, life insurance, retirement, longevity, and 

credit union), there were no significant differences. In 

the list of possible future benefits, there were no 

significant differences in flexible schedule, discount on 

bus service, or uniforms furnished. 

Significant Differences. There were significant 

differences regarding day care, dental insurance, free 

meals, help for further education and further job training. 

The results of the ANOVA follow: 
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Day Care. Means reflected that supervisors thought 

day care to be more important to the H subsample than did 

the H subsample themselves (F(l,160) = 16.49, p<0.01). 

Dental Insurance. The means indicated that the H 

subsample thought dental insurance to be more important 

than supervisors perceived it to be (F(1,166) = 8.00, 

p<0.01). 

Free Meals. The means revealed that supervisors 

thought free meals were more important to the H subsample 

than did the H subsample themselves (F(1,161) = 17.03, 

p<0.01). 

Help for Further Education. The H subsample believed 

help for further education was of more importance to them 

than the supervisors perceived (F(l,159) = 25.02, p<0.01). 

Further Job Training. The H subsample thought further 

job training to be of more importance than the importance 

the supervisors perceived it to be (F(1,160) = 6.24, 

p<0.01). More job training makes employees have more value 

which may lead to promotions or pay raises. Since there 

were some significant differences in the desired benefits 

of non-management employees and management's perception of 

desired benefits, the null hypothesis was partially 

rejected. 

For comparison purposes, the ANOVA was run to compare 

preferences of the C sample regarding compensation and the 

benefits with the perceived preferences of the supervisors. 
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The results were very similar to the findings of the H 

subsample's preferences and supervisors' perceptions. 

Tables 39 through 43 (Appendix E) summarize findings for 

the C sample in five areas where significance occurred. 

Supervisors perceived day care and free meals to be 

more important to the C sample employees than the C sample 

employees did. When they considered dental insurance, help 

for further education, and further job training, the C 

sample employees thought those were more important than the 

supervisors perceived. 

Other Findings 

A summary of frequencies and percentages of all of the 

demographic information of the 640 food service workers who 

participated in this study is described in Table 44 

(Appendix E). A summary of the most significant aspects 

follows. Following this presentation, the means and 

standard deviations for the Job Satisfaction Scale are 

summarized. 

Demographic Frequencies and Percentages 

The majority of the combined sample were married 

females who had been working for less than eight years in a 

full-time non-management position, did not have any other 

job, and had children. Sixty-six percent had taken a 

course in home economics in secondary school in which they 

learned basic cooking or food service. Almost 45% of the 
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population was white, 33% of the population was Black and 

17% was Hispanic. The two largest individual age groups 

were 21-30 (25%) and 31-40 (23%). Forty-six percent of 

the respondents were over age 41. Most spouses worked 

full time contributing to the annual total family income of 

about $15,000. One-fourth of the respondents had less than 

a high school diploma or GED (General Educational 

Development). Forty-five percent had a high school diploma 

or GED and the remaining 30% had additional education 

beyond high school. 

Job Satisfaction Scale 

Table 45 (Appendix E) presents a summary of means and 

standard deviations of 68 job satisfaction items used on 

the questionnaire. The job satisfaction items were divided 

into the subscales of "Work" which included sections about 

the work itself and the kitchen environment; "Relationships 

at Work" which included sections about supervisors and co

workers; and "Benefits" which included sections about pay, 

promotions, and benefits. Respondents had four choices for 

each question: number 1 indicated "never"; number 2 

indicated "some of the time"; number 3 indicated "most of 

the time"; and number 4 indicated "all of the time." Since 

the choices of 3 or 4 indicated a greater satisfaction, 

mean scores between 2.9 and 4 on Table 45 identify those 
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areas of higher job satisfaction. Conversely, mean scores 

below 2 identify those areas of lower job satisfaction. 

My Work 

The work subscale included items related to the work 

itself and the work environment. Respondents chose the 

level of their satisfaction about the work holding their 

attention, meeting their needs, being interesting and 

creative, having high value, being pleasant and useful, 

offering a challenge, giving a sense of getting things 

done, and having low stress. The means that indicated the 

highest levels of satisfaction were "the work held their 

attention" and "it was useful." The means ranged from 

2.297 and 3.147; there were no means indicating low 

satisfaction. 

In the work environment, which included the kitchen 

area where work was performed, they considered items like a 

comfortable temperature, good lighting, good ventilation, 

having the right equipment to do the job, comfortable 

background noise, pleasant surroundings, whether the space 

was large enough, whether it was a safe and clean place, 

and whether it was a place they liked. In addition, they 

considered if it were a place they enjoyed because of their 

co-workers and if their supervisors were open to 

suggestions. The means that indicated higher levels of 

satisfaction were the "environment having good lighting," 
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"large enough space," and "being safe and clean." The 

means ranged from 2.235 to 3.164; there were no means 

indicating low satisfaction. 

Relationships at Work 

The first section included choices about the 

supervisor. The respondents considered if their 

supervisors asked their advice, praised good work, 

supervised enough, knew their own jobs well enough, left 

them on their own, corrected them in a nice way, 

appreciated their work, treated them fairly, did not try to 

hurt people or make them angry, had good manners, were even 

tempered, smart, hard working, and if they understood their 

personal problems. The means which indicated higher 

satisfaction were that the "supervisors knew their own jobs 

well enough," "left the employees on their own," "had good 

manners," and "were hard working." All means were above 

2.000, indicating no low satisfaction. 

Respondents were asked to make some choices about 

their co-workers. They considered if their co-workers were 

full of energy, loyal, dependable, easy to get to know, 

smart, fun to be with, willing to mind their own business, 

hard workers, friendly, and understanding of their personal 

problems. Although the means tended toward the high 

satisfaction side, none indicated high satisfaction. There 

also were no means indicating low satisfaction. 
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ggnefits 

The benefits subscale included sections on pay, 

promotions, and benefits. Respondents indicated levels of 

satisfaction about whether their pay was enough for paying 

normal bills, paying normal bills and some luxuries, paying 

for almost everything wanted, and paying for almost 

everything wanted and still save money. The lowest means 

of the entire study indicating low satisfaction were 

"paying for almost everything wanted," and "paying for 

almost everything wanted and still save money." Paying 

normal bills was in the average range. Although they 

appeared to be able to meet their normal bills, they did 

not feel they had much extra spending money. 

The subset of promotions included choices such as 

something that I have a chance for, a reward for my good 

work, fairly given, or given regularly. Only the choice of 

"fairly given" had a mean in the mid-range. The other 

choices were all in the low satisfaction category. 

In the benefits section, respondents could indicate 

the level of satisfaction with the number of hours worked 

per week, work schedule, meals and break times, parking 

arrangements, amount of commuting time, number of days off 

per week, and feeling "in" on things. The remainder of the 

benefits were the more traditional ones of health 

insurance, paid vacation, paid sick leave, life insurance, 

retirement, longevity, and credit union. The highest 
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satisfaction means were in the area of benefits. Only 

"meal and break times," "parking arrangements," "feeling 

that I am 'in' on things," and "credit union benefits" 

posted means below the high satisfaction mark. Since the 

employer was a state agency, there were more benefits such 

as health insurance, paid vacation, paid sick leave, life 

insurance, and retirement provided than in most private 

sector food service jobs. They also were satisfied with 

their work schedules and the number of hours worked per 

week. In an institutional setting, the hours and schedules 

are planned ahead. 

In summary, except in the area of pay and promotions, 

all respondents were in the mid-range or higher of levels 

of satisfaction. The highest level of satisfaction was 

with benefits. 

Summary 

Chapter IV presented the results of the study. MANOVA 

and ANOVA were used to test the hypotheses and the results 

were described. Null Hypothesis 3 was accepted. Null 

Hypotheses 1, 2, 4, and 5 were partially rejected. 

Demographic variables were discussed and information 

describing various factors of job satisfaction was 

presented. Frequencies and percentages described 

demographic characteristics of the sample. Means and 
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standard deviations were reported on the Job Satisfaction 

Survey and its subscales. 



CHAPTER V 

SUMMARY AND RECOMMENDATIONS 

Chapter V summarizes the study. Information is 

provided about the problem, objectives, hypotheses, sample, 

instrument design, data collection, statistical treatment, 

results and conclusions. 

Statement of the Problem 

There is a need to measure selected aspects of job 

satisfaction of Hispanic food service workers so that 

employers may devise better working environments and 

benefits to increase employee retention and longevity. The 

objectives of the study were to: 

1. Identify the personal characteristics of Hispanic 

and non-Hispanic food service workers of the Texas 

Department of Mental Health and Mental Retardation 

(TDMHMR). 

2. Assess Hispanic and non-Hispanic food service 

workers' levels of satisfaction with the nature and 

characteristics of food service work. 

3. Assess Hispanic and non-Hispanic food service 

workers' levels of satisfaction with their relationships 
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with supervisors and other co-workers at their places of 

employitisrit. 

4. Assess Hispanic and non-Hispanic food service 

workers' levels of satisfaction with the compensation and 

benefits at their places of employment. 

5. Identify demographic and personal factors which 

may contribute to job satisfaction among Hispanic and non-

Hispanic food service workers. 

6. Determine whether a difference exists between 

Hispanies and non-Hispanies regarding their satisfaction 

with employment in food service. 

7. Determine whether Hispanic food service workers 

differ from non-Hispanic food service workers regarding 

employment benefits that are desired but not currently 

available. 

8. Determine whether the job level of Hispanic and 

non-Hispanic food service workers is related to job 

satisfaction. 

9. Determine whether supervisory personnel are aware 

of the employment compensation benefit preferences of 

Hispanic and non-Hispanic food service workers. 

Hypotheses 

From the study objectives, five hypotheses were tested 

(p< 0.05). Briefly, they related to: 
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1. differences between job satisfaction scores of 

Hispanic and non-Hispanic food service workers based on the 

variance in demographic and personal factors; 

2. differences between Hispanic and non-Hispanic food 

service workers regarding overall job satisfaction and 

specifically the attributes and characteristics of the 

work; relationships with supervisors and co-workers; and 

compensation and benefits; 

3. differences between Hispanic and non-Hispanic food 

service workers' preferences regarding employment benefits 

that are desired but not currently available; 

4. differences in job satisfaction scores of Hispanic 

and non-Hispanic food service workers based on their level 

of employment; and 

5. differences in preferred employment compensation 

and benefits of Hispanic and non-Hispanic food service 

workers as perceived by supervisory personnel and actual 

preferred employment compensation and benefits of Hispanic 

and non-Hispanic food service workers as reported by 

Hispanic and non-Hispanic food service workers. 

Sample 

Food service employees in the 13 state schools and 

eight state hospitals in the Texas Department of Mental 

Health and Mental Retardation (TDMHMR) system in Texas 

comprised the population. Those reporting to work on one 
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given day at each facility voluntarily participated in the 

study, making a sample of 640 persons. Approximately one-

third of the total population was represented. 

Instrument Design 

The Job Satisfaction Survey was adapted by the 

researcher from three other questionnaires. It included 

demographic information and four subscales: Part I—The 

Work; Part II—The Work Environment; Part III—The People 

at Work; and Part IV—Compensation and Benefits. A copy of 

the questionnaire is found in Appendix A. During the 

questionnaire development process, the researcher sought 

input from doctoral committee members and a statistician. 

Data Collection 

Individual site visits were made to each facility. 

The researcher spent one day at each facility. Employees 

reporting to work during the shifts were asked to 

participate voluntarily. At some locations, they 

participated at their community break times. At some 

locations they came individually or in groups as they had 

natural breaks in their work schedules. All questionnaires 

were taken from the site by the researcher. 

Statistical Treatment 

The data were transferred to Scantron sheets which 

were processed at the Texas Tech Computer Center. 
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Frequencies and percentages were used for all the data and 

jjANOVA and ANOVA were used on the portion of the data for 

determining the existence of significant differences 

between variables. 

Results and Conclusions 

The results and conclusions of the study are reported 

in the following section. They are consistent with the 

stated objectives and hypotheses of the study. The results 

of the Hispanic (H) subsample are reported first for each 

hypothesis, followed by the results of the sample. 

Hypothesis 1 

Hispanic Subsample. With the H subsample, the 

demographic variables of age, number of children, family's 

total income, highest level of education, length of 

employment with current employer and length of employment 

in other food service jobs were related to overall job 

satisfaction and to the subscales of work; relationships at 

work; and benefits. 

Age. The H subsample under the age of 3 0 was more 

satisfied in their relationships at work. This coincided 

with the national profile of food service workers where 

most are under 30 years of age (National Restaurant 

Association, 1990) . 

Number of Children. The H subsample with three or 

fewer children was more satisfied with their relationships 
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at work than those with more children. Seventy-five 

percent of the respondents had three or fewer children. 

Family's Total Income. The H subsample was more 

satisfied with their relationships with supervisors and co

workers when their income was $15,000 to $24,000 than when 

the income was under $15,000- According to Maslow (1970), 

food and shelter are the first needs to be met. Naturally, 

people would be more satisfied if they could move past the 

survival stage. The findings concur with Weaver (1977) who 

stated that salary and job satisfaction were positively 

related. 

Level of Education. The H subsample who had education 

beyond high school was more satisfied on the relationship 

scale. Since less than half of Hispanies in Texas in 1988 

had graduated from high school (U.S. Department of 

Commerce, 1989) , those who had achieved this level of 

education might be expected to have more job opportunities 

and chances for advancement. 

Length of Employment with Current Employer. The H 

subsample who had worked in the position for less than five 

years was more satisfied on the relationship scale. These 

findings agree with Vroom's (1964) Expectancy Theory. When 

people start jobs, they expect certain things. If after 

some time their expectations are not fulfilled, they leave. 

T.̂ nr̂ th of Fmolovment in Other Food Service Jobs. The 

Hispanic subsample who previously worked in other food 



100 

service jobs for less than nine years was currently more 

satisfied with the relationships at work in their current 

jobs. Coming to a job with some previous experience would 

give people a higher status among co-workers. This finding 

is supported by Dubin, et al. (1976). 

Combined Sample. Demographic variables including 

number of children, family's total income, level of 

education, size of community of residence, and length of 

employment by the current employer were related to overall 

job satisfaction and the characteristics of the work 

itself; relationships with others at work; and benefits 

received. 

Number of Children. People in the C sample were 

happier on the work scale if they had two or more children. 

Having children may provide satisfaction with family life, 

and this contentment may transfer to other environments. 

Family's Total Income. An increase in satisfaction on 

the relationship scale was evident as the family's total 

income rose above $35,000 or more. This finding supports 

Dubin's (1958) work in which he explained that financial 

rewards serve as a means for valuing and rewarding work. 

Level of Education. Satisfaction on the relationship 

scale rose as the level of education increased and those 

with a college degree were significantly more satisfied. 

White (1988) reported that there are more opportunities in 

food service management for those with a college degree. 



101 

size of Community. For both the work and relationship 

scales, the C sample was happier in a small city or small 

town. It is possible that the convenience to work and 

familiarity of the community influence general satisfaction 

and possibly job satisfaction. 

Length of Employment with Current Employer. Those who 

had worked with the current employer for less than five 

years were more satisfied in their jobs. Watts and White 

(1988) thought the perceived lack of opportunities for 

promotion or unhappiness with co-workers or supervisors 

could lead to dissatisfaction culminating in leaving the 

job. 

To increase satisfaction in most areas, immediate 

attention to items such as making the work more 

interesting, creative, and challenging or by placing 

persons with similar temperaments side-by-side can bring 

quick results. Some areas may require policy changes and 

changes in state funding. These can be improved but may 

take more time. 

Hypothesis 2 

Hispanic employees are significantly more satisfied 

with their work and their benefits than non-Hispanies. The 

findings support Valencia's (1989) findings that Hispanies 

have different value orientations such as placing great 

importance on responsibility and security. 
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Hypothesis 3 

There was no difference in Hispanic and non-Hispanies 

regarding their employment benefits that are desired but are 

not currently available. The groups agreed on which were of 

more or less importance. 

Hypothesis 4 

Both the Hispanic and the general management people 

were significantly more satisfied with work, relationships 

at work, and benefits than were non-management people. The 

study supports work by Dubin (1962), Simon (1947), and 

Weaver (1977) who described satisfaction of people who 

exercise power and authority in their jobs. 

Hypothesis 5 

Both the Hispanic and non-Hispanic employees agreed on 

which benefits they thought were important. Day care and 

free meals were less important to the Hispanic and non-

Hispanic employees than supervisors perceived. Dental 

insurance, help for further education (GED or college) and 

further job training, were more important to both the 

Hispanies and non-Hispanic employees than the supervisors 

perceived. Since 82% of the employees had children, dental 

bills might be sizeable. Help with this expense is a bonus. 

Consistent with Maslow's hierarchy of needs (1970), 

supervisors often fail to think about the importance that 

people attach to improving themselves. Offering 
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opportunities for further education would also help to meet 

these needs. The study supports the recommendations by 

Lampe (1989), Rinella and Kopecky (1989), Sargent (1988), 

and Woods and McCauley (1989) to incorporate more benefits 

such as day care, education of employees, personal growth 

development, and career growth development in order to 

reduce turnover. 

This study supports the theory that employees respond 

to motivators that enhance self-actualization as reported by 

Herzberg, et al. (1959). The study also supports the theory 

that although hygiene factors such as company policy, 

supervision, and salary are not motivators, they are 

important. 

Recommendations and Implications 

The exploratory nature of the study suggests that 

further research is needed. The results have identified the 

following possible directions that future research might 

take: 

1. Replicate the study in another state or geographic 

area. 

2. Replicate the study for black food service workers. 

3. Conduct a similar study in the food service private 

business sector. 
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4. Conduct further studies on the differences between 

what employees want and what supervisors perceive that 

employees want. 

A labor shortage exists in the food service industry. 

Although food service employers are making adjustments, a 

shortfall of 380,000 workers was reported in December, 1989. 

This shortfall is well above the 200,000 estimated for 

January, 1988, a time of year when employee demand is lower 

(National Restaurant Association, 1990). 

Food service employers are challenged to attract and 

retain quality employees. Managers reported that they have 

started to improve training, increase wages and plan to 

improve benefits (National Restaurant Association, 1990). 

Findings support the need for the steps being taken. 

The study indicated that as the level of education 

increased, so did satisfaction on the job. it also 

indicated that workers thought education was more important 

than their supervisors thought it was. 

People who had worked in positions less than five years 

tended to be the most satisfied employees. The steady drop 

in length of employment after five years was illustrated by 

the following frequency counts: 40% of the employees had 

worked in positions less that five years; 20% worked from 

five to eight years; 17% worked from 9 to 12 years; 10% 

worked from 13 to 16 years; and 10% worked more than 17 

years. Usually when people start becoming dissatisfied. 
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ĵiey do not take pride in their work and operate for some 

time at a sub-level before choosing to seek other 

employment. People who like their jobs are more productive 

than those who do not (Steers & Porter, 1983) . 

From the study, implications for vocational education 

programs are apparent. These implications are based on 

principles evolving from the developmental years that 

culminated in the passage of the Smith-Hughes Act of 1917. 

Barlow (1967) believed that these principles remain intact 

and their implementation continues to be appropriate for 

business and industry. Selected vocational education 

principles that are particularly appropriate for this study 

include: 

1. Vocational education is planned and conducted in 

close cooperation with business and industry. 

2. Vocational education provides the skills and 

knowledge valuable in the labor market. 

3. Vocational education provides continuing education 

for youth and adults (p. 64). 

To further support the role and responsibility of 

vocational education, M. D. Miller, a former Advanced Study 

Center Fellow at the National Center for Research in 

Vocational Education (1985), stated that "Vocational 

educators need to strive to establish positive attitudes 

toward learning as a first step in accepting the need for 

and seeking out lifelong learning" (p. 33). While 
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preservice vocational education is crucial, it does not 

improve the competency of those now employed. Davis (1988) 

reinforced this concept in her stance that industry is 

requiring more and more highly qualified workers, 

particularly in home economics. 

Vocational education has been concerned with preparing 

people for employment and for enhancing the training 

potential of the labor force. Vocational education 

addresses any form of education, training, or retraining in 

order to prepare people to enter or to continue work 

(Calhoun & Finch, 1982) . 

Occupational programs have been a part of vocational 

home economics since The Vocational Education Act of 1963 

was passed. Many institutions include secondary and 

postseeondary classes in occupational home economics. The 

occupational cluster (Food Management, Production and 

Services) prepares students for jobs related to production 

and services in institutional and commercial food service 

(Blankenship & Moerchen, 1979). 

In the secondary schools, occupational home economics 

food services classes are a means to upward mobility for 

minority students who might otherwise be unemployed or 

underemployed. Davis (1988) observed that home economists 

must educate for industry, and cooperation between education 

and industry is mandatory. Also, minority students need to 
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be recruited to careers in home economics, especially those 

that are food-related. 

Some of the needs of minority workers were revealed in 

this study. Support for working with these minority workers 

is given by Blankenship and Moerchen (1979). Their 

suggestions for teachers of occupational home economics 

minority students are to: 

1. Help students discover a self-identity that 

includes an occupational role. 

2. Assist students in developing communication skills 

so that they can communicate with employers as well as co

workers . 

3. Acquaint students with members of their own ethnic 

group who are employed in the occupational field for which 

they are preparing. 

4. Help students learn to see the relationship between 

education and income. 

5. Encourage students to develop a high level of self-

esteem by indicating confidence in their ability and by 

accepting them as individuals (pp. 199-200). 

To address the needs of workers in this study, 

vocational home economics educators could be a primary force 

in offering classes on additional job training, personal 

growth development, and career growth development. Since so 

much job satisfaction in this study was attached to 

relationships with co-workers and supervisors, classes in 
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personal development including communication and other 

relational subjects would be appropriate. Courses which 

integrate the improvement of reading skills and the 

attainment of a high school diploma equivalent would be well 

received. 

In the secondary schools, classes in food service are 

appropriate for daily living as well as career development. 

Further identification of the opportunities in the food 

service industry at this level might encourage a Hispanic 

student to graduate from high school and go on to 

postseeondary school. The postseeondary opportunities range 

from vocational schools from which students can immediately 

enter the food service industry to universities where 

restaurant, hotel and institutional management students are 

learning management and training skills. Above all, a 

constant vigil must be maintained to promote a positive 

attitude toward lifelong learning (Miller, 1985). 

Hispanies need to be recruited and retained for food 

service careers through training and education. If home 

economics educators and hospitality industry employers can 

help in these endeavors, they will be more likely to have 

loyal, dedicated workers, who will in turn, better serve 

their customers. 



LIST OF REFERENCES 

Abramson, E. (1987). The changing labor force. 
Occupational Outlook Ouart^T-iy, 21(3), 2-36. 

Acosta-Belen, E. (1988). From settlers to newcomers: The 
Hispanic legacy in the United States. In E. Acosta-
Belen & B. R. Sjostrom (Eds.), The Hispanic experience 
m the United States (pp. 81-106). New York: Praeger. 

Adair, J. G. (1984). The Hawthorne effect: A 
reconsideration of the methodological artifact. 
Journal of Applied Psychology. 69, 334-345. 

Adams, J. S. (1965). Inequities in social exchange. 
In L. Berkowitz (Ed.), Advances in experimental social 
psychology (pp. 276-299). New York: Academic Press. 

Barlow, M. L. (1967). Foundations of vocational education. 
American Vocational Journal, 11(3), 17- 19. 

Benfield, S. (1989). The labor dilemma: What's ahead? 
Food Management. 14.(6), 63. 

Blankenship, M. L., & Moerchen, B. D. (1979). Home 
economics education. Dallas: Houghton Mifflin 
Company. 

Brayfield, A. H., & Rothe, H. F. (1951). An index of job 
satisfaction. Journal of Applied Psychology. 35, 307-
311. 

Calhoun, C C , & Finch, A. V. (1982). Vocational 
education: Concepts and operations (2nd ed.). 
Belmont, CA: Wadsworth Publishing Company. 

Cangemi, J. P., & Guttschalk, G- E. (1986). What employees 
really want from their jobs. Psychology, A Quarterly 
Journal of Human Behavior, 13(2,3), 57-61. 

Cardenas, G. (1988). The changing U.S.-Mexico border 
region: Implications for the Hispanic labor force. 
In E. Acosta-Belen & B. R. Sjostrom (Eds.), The 
Hispanic experience in the United States (pp. 227-
241). New York: Praeger. 

109 



110 

cattan, P. (1988). The growing presence of Hispanies in the 
U.S. work force. Monthly Labor Review. 111(8), 9-14. 

Chitiris, L. (1988). Herzberg's proposals and their 
applicability to the hotel industry. Hospitality 
Education and Research Journal. 11(1), 67-79. 

cripps, J. S. (1986). The relationship between family life 
satisfaction and job satisfaction for employed Hispanic 
and Anglo women. Unpublished doctoral dissertation, 
Texas Tech University, Lubbock, Texas. 

Dallas Morning News (June 4, 1989). Restaurants, Lounges & 
Hotels, Classified Advertising. 

Davis, B. J. (1988). Educating for business and industry. 
In H. B. Williams, Empowerment through difference: 
Multicultural awareness in education. Yearbook 8, Home 
Economics Teacher Education Section, American Home 
Economics Association. Peoria, IL: Glencoe Publishing 
Company, pp. 140-150. 

Davis, C , Haub, C , & Willette, J. L. (1988). U. S. 
Hispanies: Changing the face of America. In E. 
Acosta-Belen & B. R. Sjostrom (Eds.), The Hispanic 
experience in the United States (pp. 3-55). New York: 
Praeger. 

Davis, D. B. (1966). The problem of slavery in western 
culture. Ithaca, NY: Cornell University Press. 

Dockes, P. (1982). Medieval slavery and liberation. 
Chicago: The University of Chicago Press. 

Dubin, R. (1958). The world of work. Englewood Cliffs, NJ: 
Prentice-Hall. 

Dubin, R. (1962). Business behavior behaviorally viewed. 
In C Argyis, et al. (Eds.), Social science approaches 
to business behavior (pp. 223-267). Homewood, IL: 
Dorsey-Irwin. 

Dubin, R., Hedley, R. A., & Taveggia, T. C (1976). 
Attachment to work. In R. Dubin (Ed.), Handbook of 
work, organization, and society (pp. 281-342). 
Chicago: Rand McNally Publishing Company. 

Dunn, W. (1989, October 18). Hispanies' fast growth spells 
& clout. USA TODAY, p.25. 

Evans, D. (1989, January 30). Restaurateurs outline 
recruitment program. Nation's Re.staurant News, p. 4. 



Ill 

Fein, M. (1976). Motivation for work. In R. Dubin (Ed.) 
Handbook of work, organization, and society (pp. 465-
530). Chicago: Rand McNally Publishing Company. 

Fernsten, J. A., & Brenner, O. C (1987). Coping with 
turnover: A strategic approach. Hospitality 
Education and Research Journal, 11(2), 85-94. 

Ford Foundation. (1984). Hispanies: Challenges and 
opportunities. New York: Author. 

Friedlander, F. (1963). Underlying sources of job 
satisfaction. Journal of Applied Psychology. 47, 
246-250. 

Gavin, J. F., & Ewen, R. B. (1974). Racial differences in 
job attitudes and performances: Some theoretical 
considerations and empirical findings. Personnel 
Psychology, 27, 455-464. 

Gay, L. R. (1981). Educational research: Competencies for 
analysis and application (2nd ed.). Columbus: 
Charles C Merrell Publishing Company. 

Gronlund, N. E. (1985). Measurement and evaluation in 
teaching (5th ed.). New York: Maemillan Publishing 
Company. 

Grossman, M. E., & Magnus, M. (1989). The $5.3 billion 
training tab. Personnel Journal, M (7), 54-46. 

Gruneberg, M. M. (Ed.). (1976). Job satisfaction—A 
reader. New York: John Wiley & Sons. 

Hamner, W. C , Kim, J. S., Baird, L. , & Bigoness, W. J. 
(1974) . Race and sex as determinants of ratings by 
potential employers in a simulated work-sampling task. 
Journal of Applied Psychology, 59, 705-711. 

Hartman, C , & Pearlstein, S. (1987). The joy of working. 
INC., 9(12), pp. 61-71. 

Hersey, P., & Blanchard, K. H. (1977). Management of 
organizational behavior (3rd ed.). Englewood Cliffs, 
NJ: Prentice-Hall, Inc. 

Herzberg, F. (1966). Work and the nature of man. 
Cleveland: The World Publishing Company. 

Herzberg, F., Mausner, B., & Snyderman, B. B. (1959). The 
motivation to work (2nd ed.). New York: John Wiley & 
Sons, Inc. 



112 

ulin, C L., & Smith, P. A. (1967). An empirical 
investigation of two implications of the two-factor 
theory of job satisfaction. Journal of Applied 
Psychology. (51), 396-402. 

ohnston, M. W., Futrell, c. M., Parasuraman, A., & 
Sager, J. (1988). Performance and job satisfaction 
effects on salesperson turnover: A replication and 
extension. Journal of Business Research, 16(1), 
67-83. 

urgensen, C E. (1947). Selected factors which influence 
job preferences. Journal of Applied Psychology. 31, 
553-564. 

:alleberg, A. L. (1977). Work values and job rewards: A 
theory of job satisfaction. American Sociological 
Review, 41, 124-143. 

[atzell, R. A., Ewen, R., & Korman, A. K. (1974). Job 
attitudes of black and white workers: Male blue-
collar workers in six companies. Journal of 
Vocational Behavior. 4., 365-376. 

Cerr, C (1979) . Introduction: Industrialism with a human 
face. In C Kerr, et al. (Eds.) Work in America (pp. 
123-131). New York: Van Nostrand Reinhold Company. 

(ilbridge, M. D. (1961). Turnover, absence, and transfer 
rates as indicators of employee dissatisfaction with 
repetitive work. Industrial and Labor Relations 
Review. 15. 331-341. 

(iplinger. A., & Kiplinger, K. (1989). America in the 
global nineties. New York: Kampmann. 

(reitner, R. (1983). Management (2nd ed.). Boston: 
Houghton Mifflin Company. 

(utscher, R. E. (1988). An overview of the year 2000. 
Occupational Outlook Quarterly, 31(1), 3-9. 

:.aird, C (1985) . Webster's New World Thesaurus. New 
York: Webster's New World. 
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5106 79th Drive 
Lubbock,TX 79424 
April 16, 1989 

Ms. Sharon Hunter 
Chief of Food Service 
Texas Department Mental Health 

and Mental Retardation 
P.O. Box 12668, Capitol Station 
Austin, TX 78711 

Dear Ms. Hunter: 

Last September I was in contact with you concerning job possibilities in the TDMHMR 
system. I appreciated you reviewing my resume and advising on what positions for which I 
would be qualified. At that time I decided to continue my teaching assistantship at Texas Tech 
and finish my doctoral degree work in Home Economics Education and Restaurant, Hotel, and 
Institutional ManagemenL 

I am now working on my dissertation with a study on Hispanic employees and their 
supervisors in the hospitality industry. I will be looking at job satisfaction-what do employees 
want from their jobs compared with what their supervisors perceive that they wanL I will be 
surveying all food service workers in a given population and then isolate information on 
Hispanies. 

Once a study is designed, it is imponant to select a suitable population. It occurred to 
me that the thirteen State Schools' food service workers would be ideal. I would like to visit 
each school in early June and administer a questionnaire which would take not more than 15 
minutes. 

Would you be interested in participating in such a project? How would I go about 
securing official approval? As we develop the questionnaire if there are questions you would 
want to include, we could include them. Please feel free to comment on my plan. 

Please be assured that this study will be designed in a format approved by you and our 
university and will be conducted in a professional and responsible manner. We will protect 
the anonymity of all participants and all schools. This information could be helpful to you in 
planning for employee development and other personnel issues. Thank you for your 
consideration. 

Sincerely, 

(Ms.) Marvel Maunder 



118 

Texas Tech University 
Center for 

Restaurant, Hotel and Institutional Management 
Box 4170/Lubbock. Texas 79409-1162/(806) 742-3068 

June 14, 1989 

V. P. R. Rao, Ph.D, R. D. 
Regional Nutridonisc 
Nutrition and Food Service 
Texas Depanment of Mental 

Health and Mental Retardation 
Box 12668 
Austin, TX 78711 

Dear Dr. Rao: 

Dr. Pam Cummings and I were very pleased to meet you a few weeks ago at the 
Lubbock State School. We appreciated your time to discuss our proposed study of job 
satisfaction of food service workers in the State Schools and State Hospitals of TDMHMR. 

Enclosed please find an outline of the study and the questionnaire for your approval 
and for your commissioner's approval. Please note that I may make some changes in it after 
piloting the study. These changes will be in the nature of deletions or adjxistments in format 
for ease of analysis. Nothing would be added. The final questionnaire will be typeset to 
appear in a shorter looking formaL 

I would appreciate it very much if I could secure approval so that I could conduct my 
pilot study at Lubbock State School next week, test-run the data and be ready for the large 
data collection on June 26. After approval, the superintendents and chiefs of food service 
of the State Schools and State Hospitals need to be notified in writing. I will be happy to do 
that or perhaps you wish to. I am enclosing a possible letter for your consideration. 

I plan to gather the data in four weeks time finishing by the end of July, 1989. The 
data will be analyzed and I will finish writing my dissertation for defense in October. The 
information I gather will be made available to you as soon as possible. 

Dr. Cummings and I very much appreciate this opportunity to conduct such an 
important study. Thank you so much for your cooperation. 

Sincerely, 

(Ms.) Marvel L. Maunder 

"An Equal Opponunity/Affirmative Aaion Institution 
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Title of Study 

JOB SATISFACTION OF HISPANIC FOOD SERVICE WORKERS 

Need for Study 

By the year 2000, the hospitality industry will be facing a shonage of food 
service workers because of the smaller population of the younger age group. 
Traditionally, hospitality workers have had turnover in large numbers, but there 
has always been adequate numbers of young people available to fill the need. 
There is a growing population of Hispanies, especially in the Southwestern 
states. The hospitality industry can look to Hispanies to come into food sendee 
even more than before. If employers have some tmderstanding of what 
contributes to Hispanies' job satisfaction and which benefits are important to 
them, there is a bener chance that Hispanies will be the loyal, hard working 
employees that are needed. 

Reason for Study 

Research for Doctoral Dissertation for Ms. Marvel L. Maimder, graduate student 
in Home Economics Education and Restaurant, Hotel, Institutional Management 
at Texas Tech University, Lubbock, Texas. Chairperson of Committee: Dr. 
Pamela Cimimings, Assistant Professor, Education, Nutrition, and Restaurant, 
Hotel and Institutional Management, College of Home Economics, Texas Tech 
University, Lubbock, Texas. 

Population 

ALL FOOD SERVICE WORKERS AT SELECTED STATE SCHOOLS 
AND STATE HOSPITALS OF TDMHMR 

Means of Collecting Data 

Researcher will visit each facility and administer a questiormaire, once in the 
morning, and once in the afternoon in order to catch both shifts. Use of the 
"overlap" days will be planned as often as possible. Plans will be made after 
discussing the best way to survey each school with the individual chiefs of food 
service. 

Statistical Analysis 

(1) Job satisfaction score will be correlated with various demographic data. 
Hispanic population will be extracted. (2) Perceived importance of benefits will 
be analyzed. 
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Texas Tech University 
Center for 

Restaurant, Hotel and Institutional Management 
Box 4170/Lubbock. Texas 79409-1162/(806) 742-3068 

June 16, 19S9 

Ms. Sharon Himter 
Chief of Food Service 
Nutrition and Food Service 
Texas Department of Mental 

Health and Mental Retardation 
Box 12668 
Austin, TX 78711 

Dear Ms. Hunter: 

A few weeks ago, I wrote asking for your help and cooperation in 
conducting a study for my doctoral dissertation at Texas Tech University. I 
hoped to use the food service workers at the State Schools for the population 
for my study. You very kindly referred my request to Dr. Rao and he has been 
very helpful and encouraging. Dr. Pam Cimimings, my faculty advisor, and I 
enjoyed meeting and visiting with him when he was in Lubbock recentiy. He 
suggested adding the State Hospitals to the population which I appreciated. 

Dr. Rao has received my formal request which includes an outline of the 
study, the questiormaire and my plan for collecting the data in the next few 
weeks. He said he will be sharing this information with you and hopefully, 
you will approve of it. 

Dr. Cummings and I greatly appreciate your help in this important study. 
Our hope is that the information will help you and others in our profession in 
attracting and retaining employees. 

Sincerely, 

(Ms.) Marvel L. Maunder 

'An Equal Opportunity/Affirmative Action Institution' 
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Texas Tech University 
Center for 

Restaurant, Hotel and Institutional Management 
Box 4170/Lubbock, Texas 79409-1162/(806) 742-3068 

June 22, 1989 

Mr. Dennis Jones, Commissioner 
c/o Ms. Sharon Hunter, R.D. 
Chief of Food Service 
Nutrition and Food Service 
Texas Deparcment of Mental 

Health and Mental Retardation 
Box 12668 
Austin, TX 78711 

Dear Mr. Jones: 

We are writing to ask for your help and cooperation in conducting a study for a 
doctoral dissertation at Texas Tech University. We wish to use the food service workers at the 
State Schools and State Hospitals for the population for the study. 

Ms. Hunter and her staff have very kindly reviewed the proposal and have been 
available by telephone to expedite this process. Now we seek your approval. I am including 
an oudine of the study, the questionnaire and the plan for collecting the data in the next few 
weeks. 

Upon your approval, we will run a pilot study at one of the State Schools, probably 
Lubbock State School. After a statistical analysis for validity and reliability, some minor 
changes in the questionnaire may be made for clarification. Some items may be deleted; 
however, we will not add anything. Next, we will notify the superintendents and the chiefs of 
food service of the study and your approval of it. Then we will schedule one-day visits to each 
site at the convenience of the chief of food service. Wc plan to collect the data during July 
and August, 1989. it will be analyzed and the report of the study will be available to you as 
soon as the study is completed. 

We greatly appreciate your help in this important study. Our hope is that the 
information will help employers in the food service profession in attracting and retaining 
employees. 

Sincerely, 

Dr. Pamela Cummings Ms. Marvel L. Maunder 
Assistant Professor Graduate Student 

"An Equal Opportunity/Affirmative Aaion Institution" 
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Job Satisfaction Survey 
)IRECT10NS: Place a check ( i ^ l n the appropriate blank. 

1.1 am: 
(1) male 
(2) female 

I My ethnic group is: 
(1) American Indian 
(2) Asian 
(3) Hispanic 
(7) Eastern Indian 

3. My age group is: 
(1) under 21 
(2) 21-30 
(3) 31-40 

4. My current marital status is: 
(1) never married 
(2) married 
(3) separated 

.(4) Black 

.(5) White 
[(6) Middle Eastern 

.(4) 41-50 

.(5) 51-60 
_(6) 61 and over 

_(4) divorced 
_(5) widowed 
JB) other 

5.1 have 

6. There are 

(number) children. 

(number) people in my preserrt household (including myself). 

7. The following people in my household contribute to the family's Income: 
(1) Only me 
(2) Me and my spouse 
(3) Me and a child or children 
(4) Me and my spouse and a child or children 
(5) Me and someone other than spouse or children 

8. It married, my spouse is: 
(1) Employed full time all of the time 
(2) Employed full time most of the time 
(3) Employed part-time all of the time 
(4) Employed part-time most of the time 
(5) Employed very little or unemployed 
(6) Disabled or Retired 

9. My family's total income per year is: 
(1) less than $5,000 
(2) $5,000 to $14,999 
(3) $15,000 to $24,999 
(4> $13.000 m$t^:^99 

10. My highest level of education is: 
(1) grades 1-8 
(2) grades 9-11 ~ 
(3) high school diploma 

or GED 

.(5) $25,000 to $34,999 
](6) $35,000 to $44,999 
[(7) $45,000 to $54,999 
'(8) $55,000 or more 

(4) some professional education or job training after high school 
.(5) bachelor's degree (four year coil̂ .ge_.or miiversrty) 

.(6) 
graduate education beyond bachelor's degree 
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11. In lunior or senior high school, I took the following classes: 
(1) a home economics class where I learned basic cooking 
(2) home economics classes where 1 learned basic cooking and how to use large industrial 

cooking equipment 
(3) no home economics classes 

12.1 live in the following size of community: 
(1) big city of 500,000 or more 
(2) city of 50,000 - 499,000 
(3) small city of 25,000 - 49,000 
(4) small city of 10,000 - 24,999 
(5) town of 2,500 - 9,999 
(6) town of less than 2,500 or rural area 

11 My job title is: 
(1) food service worker 1 (9) dietetic assistant 
(2) food service worker 2 (10) assistant manager 
(3) cook 1 (11) manager 1 
(4) cook 2 (12) manager 2 
(5) head cook 1 (13) dietitian 1 
(6) head cook 2 (14) dietitian 2 
(7) clerk (15) chief dietitian 
(8) dietetic technician (16) chief food service 

(17) other 

14.1 have been employed by TDMHMR (Texas Department of Mental Health and Mental Retardation) 
for 

(1) Less than 1 year 
(2) 1 to 4 years 
(3) 5 to 8 years 
(4) 9 to 12 years 
(5) 13 to 16 years 
(6) 17 to 20 years 
(7) 21 years or over 

15.1 have worked In food service at other places of employment for a total of: 
(1) Less than i year 
(2) 1 to 4 years 
(3) 6 to 8 years 
(4) 9 to 12 years 
(5) 13 to 16 years 
(6) 17 to 20 years 
(7) 21 years or over 

16. My current employment status is: 
(1) full time (40 hours) 
(2) between 21 and 39 hours 
(3) half-time (20 hours) 
(4) less than 20 hours 

17.1 work at another job now: 
(1) no 
(2) yes, 1-10 hours per week 
(3) yes, 11-20 hours per week 
(4) yes, 21 or more hours per week 
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PART I: THE WORK 

Directions: Circle the number which indicates your choice 

1 « never 

2 » some of the time 

3 m most of the time 

4 - all of the time 

EXAMPLE: My work Is interesting 
(3) most of the time 

0> 

> 
Z 

A. MY WORK: 

Holds my attention 

Meets my needs 

Is interesting 

Is creative 

Has high value 

Is pleasant 

Is useful 

Is good for my health 

Offers me a challenge 

Gives me a sense of getting things done 

Has low stress 

E 

'o 
o> 
E 
o 

E 

o 
S 

e 
E 

O 

< 

2 . . . . d ) 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 . . . .3 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

,2 3 4 
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PART II. THE WORK ENVIRONMENT 

Directions: Circle the number which indicates your choice 
e 
E 

0) 

1 = never »- p c 

2 = some of the time € £ ^ 
. ^ • "o — -c 

3 = most of the time i_ «» ° *" 
» P w o 

4 = all of the time v o o = 
z (/> S < 

EXAMPLE: The entire kitchen where 1 work Is a comfortable 
temperature (1) never 0 2 3 4 

A. THE ENTIRE KITCHEN WHERE I WORK HAS: 

A comfortable temperature 

Good lighting 

Good ventilation 

The right equipment to do the job 

Background noise the way I like it 1 

SurrourxJings that satisfy me 

B. THE AREA OF THE KITCHEN WHERE 1 WORK IS: 

Large enough for me to do my job 1 2 3 . . . . 4 

Safe and clean i . . . . 2 3 . . . 4 

A place that I like l 2 3 4 

A place that I enjoy because of my co-workers 1 2 . . . . 3 4 

A place where my supervisor will listen 

to my suggestions to make it better 1 2 3 4 

1 

1 

1 

1 

1 

1 

. . . 2 . . 

. . . 2 . . 

. . . 2 . . 

. . . 2 . . 

. . . 2 . . 

. . . 2 . . 

. . . 3 . . 

. . . 3 . . 

. . . 3 . . 

. . . 3 . 

. . . 3 . . 

. .3 . . 

4 

4 

4 

.4 

. .4 

4 
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Directions: Circle the number which indicates your choice 

1 = never 

2 = some of the time 

3 = most of the time 

4 = ail of the time 

EXAMPLE: My supervisor is smart 
(4) all of the time 

0) 

> 
Z 

A. MY SUPERVISOR: 

Asks my advice 

Praises good work 

Supervises enough 

Knows his/her job well 

Leaves me on my own 

Corrects me in a nice way 

Appreciates my work 

Treats me fairly 

Doesn't try to hurt people or make them angry . . . 

Has good manners 

Is even tempered 

Is smart 

Is hard working 

Understands my personal problems 

B. MY CO-WORKERS ARE: 

Full of energy 

Loyal 

Dependable 

Easy to get to know 

Smart 

Fun to be with 

Willing to mind their own business 

Hard workers 

Friendly 

Understanding of my personal problems 

E 
H 

E 
o 
V) 

E 

a> 

o 

E 

0) 
JZ 

® 

2 3 . . . . 4 

2 . . . .3 . . . .4 

2 3 . . . .4 

2 . . . . 3 . . . . 4 

2 3 4 

2 3 4 

2 3 4 

2 3 4 

2 . . .3 4 

2 3 4 

2 3 4 
2 . . . . 3 . . . . 4 

2 3 . . 4 

2 3 . . 4 

2 3 . . . - 4 

2 3 4 

2 3 . . . . 4 

2 3 4 

2 3 4 

2 3 . . . . 4 

2 3 4 

2 3 . . . . 4 

2 3 .. .4 

2 3 . . . . 4 
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PART IV: COMPENSATION AND BENEFITS 

Directions: Circle the number which indicates your choice 

1 s never 

2 s some of the time 

3 s most of the time 

4 B all of the time 

EXAMPLE: My pay provides enough for paying normal bills 
(4) all of the time 

> 
Z 

0> 

E 

.c 

o 

E 
o 

(A 

4) 
E 

en 
O 

A. MY PAY PROVIDES ENOUGH FOR: 

Paying normal bills l 2 3 

Paying normal bills and some luxuries 1 2 3 

Paying for almost everything wanted 1 2 . . . 3 

Paying for almost everything wanted and still save money 1 2 3 

E 

© 

4 

4 

4 

4 

B. PROMOTIONS ARE: 

Something that I have a chance for 1 2 3 4 

A reward for my good work 1 2 3 4 

Fairly given 1 2 3 4 

Given regularly 1 2 3 4 

C. I AM SATISFIED WITH: 

Numtser of hours worked per week . . . . 

My work schedule 

Meal and break times 

Parking arrangements 

Amount of time it takes to drive to work 

Number of days off per week 

Feeling that I am "in" on things 

Health insurance benefits 

Pakj vacation benefits 

Pakl sick leave benefits 

Ufa insurance benefits 

Retirement benefits 

Longevity benefits 

Credit union benefits 

2 . . .3 . . . 4 

2 . . . .3 . 4 

2 3 4 

2 . . . .3 4 

2 3 . .4 

2 . . . .3 4 

2 3 . . 4 

2 3 4 

2 3 . . . 4 

2 . . . .3 4 

2 3 . . .4 

2 3 4 

2 3 . . . .4 

2 . . .3 4 
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UST IN ORDER OF IMPORTANCE TO YOU YOUR 
CURRENT BENEFITS. RANK FROM 7 TO 1. 

7 = most important 

6 = next most important 

5 to 2 = next most important 

1 = least important 

UST IN ORDER OF IMPORTANCE TO YOU THE 
BENEFITS YOU WOULD LIKE TO HAVE. 
RANK FROM 8 TO 1. 

8 = most important 

7 = next most important 

6 to 2 = next most important 

1 = least important 

Health Insurance 

Paid Vacation 

Paid Sick Leave 

Life Insurance 

Retirement 

Longevity 

Credit Union 

_ nexible Schedule (Different Each Week) 

_ Day Care For Children Available At Work or 

Cash Allowance For Children's Day Care 

Expenses 

_ Dental Insurance 

_ Discount On Bus Service 

_ Free Meals 

_ Uniforms Furnished 

_ Help For Further Education (GED or 

College) 

Further Job Training 
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PLEASE INDICATE YOUR POSITION: 
(1) Chief of Food Service 
(2) Manager 2 
(3) Manager 1 
(4) Assistant Manager 
(5) Chief Dietitian 
(6) Dietitian 2 

After completing the questionnaire, please take the last page again. This time, rank the benefits 
listings as VQU would think most of votir emoloygM would rank thom Thank youl 

D. BENEFIT POSSIBIUTIES 

RANK YOUR BENEFITS FROM 7 TO 1IN THE ORDER OF IMPORTANCE TO YOUR EMPLOYEES: 
7 = most important 

6 = next most important 

5 to 2 = next most important 

1 = least important 

Health Insurance 

PaW Vacation 

Paid Sick Leave 

Life Insurance 

Retirement 

Longevity 

Credit Union 

IF YOU COULD HAVE ANY OF THE FOLLOWING BENERTS, WHICH ONES ARE MOST IMPORTANT 
TO YOUR EMPLOYEES. RANK FROM 8 TO 1 IN ORDER OF IMPORTANCE TO YOU. 

8 = most Important 

7 = next most Important 

6 to 2 = next most important 

1 = least important 

RexiWe Schedule (Different Each Week) 

Day Care For Children Available At Work or Cash Allowance For Children's Day Care Expenses 

Dental Insurance 

Discount On Bus Service 

Free Meals 

Uniforms Furnished 

Help For Further Education (GED or College) 

Further Job Training 
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PART I: THE WORK 

A. MY WORK: 

PlAl Holds my attention 

P1A2 Meets my needs 

P1A3 Is interesting 

'P^^^ Is creative 

P1A5 Has high value 

P1A6 Is pleasant 

P1A7 Is useful 

P1A8 Is good for my health 

P1A9 Offers me a challenge 

PIAIO Gives me a sense of getting things done 

P l A l l Has low stress 

PART II. THE WORK ENVIRONMENT 

A. THE ENTIRE KITCHEN WHERE I WORK HAS: 

P2A1 A comfortable temperature 

P2A2 Good lighting 

P2A3 Good ventilation 

P2A4 The right equipment to do the job 

P2A5 Background noise the way I like it 

P2A6 Surroundings that satisfy me 

B. THE AREA OF THE KITCHEN WHERE I WORK IS: 

P2B1 Large enough for me to do my job 

P2B2 Safe and dean 

P2B3 A place that I like 

P2B4 A place that I enjoy because of my co-wori<ers 

P2B5 A place where my supervisor will listen 

to my suggestions to make it better 
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PART III: THE PEOPLE AT WORK 

A. MY SUPERVISOR: 

P3A1 Asks my advice 

P3A2 Praises good wori< 

P3A3 Supervises enough 

P3A4 Knows his/her job well 

P3A5 Leaves me on my own 

P3A6 (Corrects me in a nice way 

P3A7 Appreciates my work 

P3A8 Treats me falriy 

P3A9 Doesn't try to hurt people or make them angry 

P3A10 Has good manners 

P3A11 •$ even tempered 

P3A12 Is smart 

P3A13 Is hanj working 

P3A1A Understands my persoricil problems 

B. MY CO-WORKERS ARE: 

P3B1 Full of energy 

P3B2 Loyal 

P3B3 Dependable 

P3BA Easy to get to know 

P3B5 Smart 

P3B6 Fun to be with 

P3B7 Willing to mind their own business 

P3B8 HanJ workers 

P3B9 FrierxJiy 

P3B10 Understanding of my personal problems 
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PART IV: COIVIPENSATION AND BENEFITS 

A. MY PAY PROVIDES ENOUGH FOR: 

P4A1 Paying normal bills 

P4A2 Paying normal bills and some luxuries 

P4A3 Paying for almost everything wanted 

P4A4 Paying for almost everything wanted and still save money 

B. PROMOTIONS ARE: 

P4B1 Something that I have a chance for 

P4B2 A reward for my good work 

P4B3 Fairly given 

P4B4 Given regularly 

C. I AM SATISFIED WITH: 

P4C1 Number of hours wori<ed per week 

P4C2 My work schedule 

P4C3 Meal and break times 

P4C4 Parking arrangements 

P4C5 Amount of time it takes to drive to work 

P4C6 Number of days off per week 

P4C7 Feeling that I am "in" on things 

P4C8 Health insurance benefits 

P4C9 Paid vacation benefits 

P4C10 Paid sick leave benefits 

P4C11 Life insurance benefits 

P4C12 Retirement benefits 

P4C13 Longevity benefits 

P4C14 Credit union benefits 



D. BENEFIT POSSIBIUTIES 

P4D1 
P4D2 

P4D3 

P4D4 

P4D5 

P4D6 

P4D7 

Health Insurance 

PakJ Vacation 

PaW Sick Leave 

Life Insurance 

Retirement 

Longevity 

Credit Union 

P4E1 Rexible Schedule (Different Each Week) 

P4E2 oay Care For Children Ava«able At Woric or 
P4E3 

Cash Allowance For Children's Day Care 
Expenses 

PAE4 Dental Insurance 

P4E5 Discount On Bus Service 

P4E6 Free Meals 

P4E7 Uniforms Furnished 

P4E8 Help For Further Education (GED or 

College) 

P 4 E 9 Further Job Training 
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INSTRUCTIONS FOR TEST ADMINISTRATION 

Good morning (afternoon)1 I am happy to see all of you 

today! My name is Marvel Maunder. I am a student at Texas 

Tech University in Lubbock. How many of you know where 

Lubbock is? Good. How many of you have been there? Good. 

I am here conducting a research study for my school 

work. I teach in hotel, restaurant, and institutional 

management and I want to know what you like about your jobs. 

To do this, I will ask you to answer some questions about 

yourself and your work. Don't worry, it is not a test! And 

I want you to know if you would rather not fill it out, that 

is O.K. But, I would really appreciate it if you would! I 

am visiting all the State Schools and State Hospitals in 

Texas and your answers will be added in with everyone else. 

And don't worry, your supervisors will not see your answers. 

I take these with me when I leave today and they never see 

them. I put them into the big computer at Texas Tech which 

adds them up and tells us what they mean. 

Now, let's start with the back page where we have to 

put some things in the order that we like them. Let's work 

on this part together and then you can answer the rest on 

your own. You can talk to your neighbors and ask questions 

of them and of me. Remember, it is not a test. I just want 

to know how you feel about your work. 

While you are working, I have a piece of candy for you. 

When you are finished and I'll pick up your paper. Thanks 

so much. You may keep your pencil as a thank you from me. 
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TABLE 1 

Re l iab i l i t y C o e f f i c i e n t s of P i l o t T e s t for Combined Sample 

' ~ Number R e l i a b i l i t y 
ĉ r̂̂ i-ion of" Instrument of Items C o e f f i c i e n t 

Work Scale 
Quest ions PlAl — P2B5 22 .86 

Relat ionships w i t h People a t 
Work Scale 

Questions P3A1 — P3B10 24 .93 

Benefits Scale 
Questions P4A1 — P4C14 22 .88 

Job Satisfaction Scale 
Questions PlAl — P4C14 68 .95 

n=58 
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TABLE 2 

Re l iab i l i ty C o e f f i c i e n t s of P i l o t T e s t for 
Hispanic Subsample 

cortion of Instrument 

Work Scale 
Questions PlAl — P2B5 

Relationships with People at 
Work Scale 

Questions P3A1 — P3B10 

Benefits Scale 
Questions P4A1 — P4C14 

Job Satisfaction Scale 
Questions PlAl — P4C14 

22 

24 

22 

68 

Number Reliability 
of Items Coefficient 

.94 

.91 

88 

.94 

n=22 
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TABLE 3 

summary of F r e q u e n c i e s and P e r c e n t a g e s of Demographic Data 
from P i l o t T e s t 

Background V a r i a b l e Frequency 
S u b j e c t s * 

Percent 

Sex 
Male 
Female 

Ethnic Group 
American Ind ian 
Asian 
Hispanic 
Eastern Ind ian 
Black 
White 
Middle Eastern 

Age Group 
under 21 
21-30 
31-40 
41-50 
51-60 
61 and over 

Current Marital Status 
never married 
married 
separated 
divorced 
widowed 
other 

11 
46 

0 
1 

22 
0 

31 
4 
0 

4 
20 
12 
18 
4 
0 

12 
30 
2 
11 
2 
0 

1 9 . 
7 9 . 

1 . 
3 7 . 

5 3 . 
6 . 

6 . 
34, 
2 0 . 
3 1 

6 

2 0 
5 1 

3 
19 

3 

0 
3 

0 
7 
9 
0 
4 
9 
0 

. 9 

. 5 

. 7 

. 0 

. 9 
0 

. 7 

. 7 

. 4 

. 0 

. 4 
0 

Number of Children 
none 
1 
2 
3 
4 
5 
6 
7 

7 
14 
11 
13 
7 
0 
4 
2 

12. 
24, 
19 
22 
12 

6 
3 

1 
1 
0 
4 
1 
0 
,9 
.4 

*n=58 
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TABLE 3 (Continued) 

parikqround Variable 
Subjects* 

Frequency Percent 

Following People Contribute 
to the Family's Income 
only me 
me and my spouse 
me and a child or children 
me and my spouse and a child 

or children 
me and someone other than 

spouse or children 

If Married, my Spouse is 
employed full time all 

of the time 
employed full time most 

of the time 
employed part-time all 

of the time 
employed part-time most 

of the time 
employed very little 

or unemployed 
disabled or retired 

Total Income per Year 
less than $5,000 
$5,000-$14,999 
$15,000-$24,999 
$25,000-$34,999 
$35,000-$44,999 
$45,000-$54,999 
$55,000 or more 

7 
7 
12 
9 
11 
7 
1 
2 
2 

23 
19 
2 

19 

4 

0 

1 

9 
0 

8 
18 
13 
5 
5 
5 
1 

12, 
12, 
20 
15 
19 
12 
1 
3 
3 

1 
1 
7 
5 
0 
1 
7 
,4 
,4 

39.7 
32.8 
3.4 

6.9 

15.5 

3 2 . 

6 . 

1 . 

1 5 . 

13 
31 
22 

8 
8 
8 
1 

8 

9 

0 

7 

,5 
0 

. 8 

. 0 

. 4 

. 6 

. 6 

. 6 

. 7 

*n=58 
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TABLE 3 (Continued) 

P^yqrnund Variable 
Subjects* 

Freauency 

Highest Level of Education 
grades 1-8 9 
grades 9-11 8 
high school diploma or GED 25 
some professional education or 

job training after high school 7 
bachelor's degree(four year 

college or university) 1 
graduate education beyond 

bachelor's 0 

Percent 

15.5 
13.8 
43.1 

12.1 

1.7 

0 

Took Classes in Junior or 
Senior High School 
a home economics class where 

I learned basic cooking 
home economics classes where 

I learned basic cooking 
and how to use large 
industrial cooking equipment 

no home economics classes 

Size of Community 
big city of 500,000 or more 
city of 50,000-499,000 
small city of 25,000-49,000 
small city of 10,000-24,999 
town of 2500-9,999 
town of less than 2500 or 

rural area 

24 

11 
15 

6 
37 
1 
5 
0 

41.4 

19.0 
25.1 

10.3 
63.8 
1.7 
8.6 

0 

17.0 

Job Title 
food service worker 
food service worker 
cook 1 
cook 2 
head cook 1 
head cook 2 
clerk 
dietetic technician 
dietetic assistant 

1 
2 

36 
8 
1 
1 
1 
3 
0 
0 
0 

62.1 
13.8 
1.7 
1.7 
1.7 
5.2 

0 
0 
0 

*n=58 
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pprVqround Variable 

job Title (continued) 
assistant manager 
manager 1 
manager 2 
dietitian 1 
dietitian 2 
chief dietitian 
chief food service 
other 

Employed by TDMHMR for 
less than 1 year 
1 to 4 years 
5 to 8 years 
9 to 12 years 
13 to 16 years 
17 to 20 years 
21 years or over 

Subjects 
Freouencv 

2 
2 
1 
1 
0 
0 
1 
0 

16 
17 
9 
4 
9 
1 
0 

;* 

Percent 

3.4 
3.4 
1.7 
1.7 

0 
0 

1.7 
0 

27.6 
29.3 
15.3 
6.9 
15.5 
1.7 

0 

Worked in Food Service at Other 
Places of Employment for 
less than 1 year 
1 to 4 years 
5 to 8 years 
9 to 12 years 
13 to 16 years 
17 to 20 years 
21 years or over 

Employment Status 
full time (40 hours) 
between 21 and 39 hours 
half-time (20 hours) 
less than 20 hours 

Work at Another Job 
no 
yes, 1-10 hours per week 
yes, 11-2 0 hours per week 
yes, 21 or more hours per week 

*n=58 

17 
17 
2 
6 
2 
1 
1 

38 
1 

18 
0 

44 
3 
3 
1 

29.3 
29.3 
3.4 
10.3 
3.4 
1.7 
1.7 

65.5 
1.7 

31.0 
0 

75.9 
5.2 
5.2 
1.7 
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TABLE 4 

R e l i a b i l i t y C o e f f i c i e n t s o f Study f o r 
combined Sample 

gp-ction of Ins t rument 

Work Scale 
Questions PlAl — P2B5 

Relationships with People at 
Work Scale 

Questions P3A1 — P3B10 

Benefits Scale 
Questions P4A1 — P4C14 

Job Satisfaction Scale 
Questions PlAl — P4C14 

22 

24 

22 

68 

Number Reliability 
of Items Coefficient 

.92 

94 

.89 

.96 

n=360 
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R e l i a b i l i t y C o e f f i c i e n t s of Study f o r 
Hispanic Subsample 
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Section of Instrument 
Number Reliability 
of Items Coefficient 

Work Scale 
Questions PlAl — P2B5 

Relationships with People at 
Work Scale 

Questions P3A1 — P3B10 

Benefits Scale 
Questions P4A1 — P4C14 

Job Satisfaction Scale 
Questions PlAl — P4C14 

22 

24 

22 

68 

.89 

.93 

.92 

95 

n=69 
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TABLE 6 

Hypothesis 1 - Relationship of Age and Job Satisfaction to 
work, Relationships at Work, and Benefits for Hispanic 
subsample 

age 

Multivariate Test of Significance 

Test Value 
Wilks .88 

Univariate F-Tests 

Variable Sum 
Work 
Relationships 
Benefits 

Work 
< 30 years of age 
31-40 years of age 
> 40 years of age 
Total 

Relationships 
< 30 years of age 
31-40 years of age 
> 40 years of age 
Total 

Benefits 
< 30 years of age 
31-40 years of age 
> 40 years of age 
Total 

DF 
6,198 

of Sauares 
139.70 

1426.76 
815.14 

Count 
40 
23 
41 
104 

Count 
40 
23 
41 
104 

Count 
40 
23 
41 
104 

F Ratio 
2.14 

Sianij 

DF Mean i 
2,101 
2,101 
2,101 

Mean 
64.27 
61.69 
62.02 
62.81 

Mean 
71.05** 
62.47 
64.14 
66.43 

Mean 
63.60 
56.47 
62.73 
61.68 

69 
713 
407 

ficance of F 
.050 

Square F Ratio 
.85 
.38 
.57 

.43 
3.33* 
2.37 

Standard Deviation 
9.33 
11.17 
15.92 
12.63 

Standard Deviation 
11.23 
15.15 
17.07 
14.96 

Standard Deviation 
19.99 
10.91 
15.81 
13.27 

*Signifleant at .05 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 7 

Hypothesis 1 - R e l a t i o n s h i p of F a m i l y ' s T o t a l Income and 
Job S a t i s f a c t i o n t o Work, R e l a t i o n s h i p s a t Work, and 
Bene f i t s f o r H i s p a n i c Subsample 

Family's T o t a l Income 

M u l t i v a r i a t e T e s t o f S i g n i f i c a n c e 

Test Value DF F R a t i o S i g n i f i c a n c e of F 
Wilks . 8 2 9 ,214 1.98 . 0 4 2 

Univar ia te F - T e s t s 

Variable 
Work 
Relationships 
Benefits 

Work 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Relationships 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Benefits 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Sum of Sauares 
494.13 

1158.90 
50.20 

Count 
48 
24 
16 
6 

94 

Count 
48 
24 
16 
6 

94 

Count 
48 
24 
16 
6 

94 

DF 
3,90 
3,90 
3,90 

Mean 
63.43 
65.66 
58.56 
63.66 
63.19 

Mean 
63.68 

Mean i 
164 
386 
16 

Square F Ratio 
.71 
.30 
.73 

1.05 
1.78 
.09 

Standard Deviation 
10.79 
15.26 
13.01 
10.30 
12.52 

Standard Deviation 

71.58** 
69.81 
67.50 
66.98 

Mean 
62.06 
60.33 
61.43 
60.83 
61.43 

14.07 
17.09 
12.29 
15.37 
14.89 

Standard Deviation 
12.62 
15.15 
13.21 
7.30 
12.99 

* * S i g n i f i c a n t l y Higher Than Others I n d i c a t e s Higher Level 
of Job S a t i s f a c t i o n 
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TABLE 8 

Hypothesis 1 - Re la t ionsh ip of Level of Education and Job 
s a t i s f a c t i o n t o Work, Re la t ionsh ips a t Work, and Benef i t s 
for Hispanic Subsample 

T êvel of Education 

Multivariate Test of S ign i f i cance 

Test Value DF F Ratio S ign i f i cance of F 
Wilks . 8 7 9,241 1.48 .154 

Univariate F-Tests 

Variable 
Work 
Relationships 
Benefits 

Work 
GR 1-11 
HS or GED 
HS + Job Train 
College 
Total 

Relationships 
GR 1-11 
HS or GED 

Sum 

m g 

HS + Job Training 
College 
Total 

Benefits 
GR 1-11 
HS or GED 
HS + Job Train 
College 

ling 

of Squares 
461.36 

2322.77 
460.75 

Count 
52 
40 
9 
4 

105 

Count 
52 
40 
9 
4 

105 

Count 
52 
40 
9 
4 

DF 
3,101 
3,101 
3,101 

Mean 
60.92 
63.75 
66.33 
68.50 
62.75 

Mean 
64.15 
65.32 

Mean i 

75.88** 
83.75** 
66.35 

Mean 
60.17 
61.82 
67.55 
64.50 

153 
774 
153 

Square F Ratio 
.55 
.25 
.58 

.41 

.01 

.45 

Standard Deviation 
14.69 
9.59 

12.53 
7.18 
12.58 

Standard Deviation 
16.35 
12.37 
10-67 
9.63 

14.91 

Standard Deviation 
15.31 
10.92 
11.02 
7.89 

**Signi f i cant ly Higher Than Others Indicates Higher Level 
of Job S a t i s f a c t i o n 
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TABLE 9 

Hypothesis 1 - Relationship of Length of Employment with 
current Employer and Job Satisfaction to Work, 
Relationships at Work, and Benefits for Hispanic Subsample 

Length of Employment with Current Employer 

Multivariate Test of Significance 

Test Value DF 
Wilks .88 6,198 

F Ratio Significance of F 
2.10 .054 

Univariate F-Tests 

Variable 
Work 
Relationships 
Benefits 

Work 
< 5 years 
5-12 years 
> 12 years 
Total 

Relationships 
< 5 years 
5-12 years 
> 12 years 
Total 

Benefits 
< 5 years 
5-12 years 
> 12 years 
Total 

Sum of Squares 
516.80 

2269.05 
153.12 

Count 
46 
44 
14 

104 

Count 
46 
44 
14 

104 

Count 
46 
44 
14 

104 

DF 
2,101 
2,101 
2,101 

Mean 
65.15 
61.31 
59.35 
62.75 

Mean 

Mean ! 
258 

1134 
76 

Square F Ratio 
.40 
.52 
.56 

1.63 
.00* 
.65 

Standard Deviation 
9.42 
14.71 
14.28 
12.64 

Standard Deviation 
71.34** 
61.65 
63.00 
66.12 

Mean 
62.89 
60.63 
60.00 
61.54 

10.98 
15.91 
17.50 
14.30 

Standard Deviation 
10.32 
14.98 
16.62 
13.29 

*Signifleant at .05 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 10 

Hypothesis 1 - R e l a t i o n s h i p of Length of Employment i n 
Other Food S e r v i c e Jobs and Job S a t i s f a c t i o n t o Work, 
Re la t ionsh ips a t Work, and B e n e f i t s f o r Hi span ic Subsample 

T.pngth of Employment i n Other Food S e r v i c e Jobs 

Multivariate Test of Signif icance 

Test Value DF F Ratio Significance of F 
Wilks .88 6,176 1.89 084 

Univariate F-Tests 

Variable 
Work 
Relationships 
Benefits 

Work 
< 1 years 
1-8 years 
> 8 years 
Total 

Relationships 
< 1 years 
1-8 years 
> 8 years 
Total 

Benefits 
< 1 years 
1-8 years 
> 8 years 
Total 

Sum oj 
189, 

1357, 
979 

I Sauares 
.81 
.84 
.96 

Count 
38 
34 
21 
93 

Count 
38 
34 
21 
93 

Count 
38 
34 
21 
93 

DF 
2,90 
2,90 
2,90 

Mean 
64.63 
64.47 
61.14 
63.78 

Mean 

Mean 1 

69.02** 
69.79** 
60.28 
67.33 

Mean 
65.07 
61.32 
56.61 
61.79 

94 
678 
489 

Square F Ratio 
.90 
.92 
.98 

.59 
3.20* 
2.86 

Standard Deviation 
11.44 
10.18 
17.56 
12.60 

Standard Deviation 
13.23 
14.27 
17.11 
14.89 

Standard Deviation 
12.14 
12.43 
16.72 
13.33 

•Significant at .05 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 11 

Hypothesis 1 - Significant Univariate Findings of Number of 
Children Relating to Job Satisfaction for Hispanic 
subsample 

Mnmber of Children 

Source 
Between Groups 
Within Groups 
Total 

Group 
0-1 
2-3 
3+ 
Total 

*Signi1 ficant at 

Sum of Squares 
11394.56 

179474.75 
109869.31 

Count 
41 
34 
35 

110 

.05 level 

DF 
2 

107 
109 

Mean 
193.51 
189.35 
170.08 
184.77 

Mean Square 
5697.28 
1677.33 

Standard 
34. 
32. 
53. 
41. 

F Ratio 
3.39* 

Deviation 
.05 
.85 
.54 
,84 
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TABLE 12 

Hypothesis 1 - S i g n i f i c a n t U n i v a r i a t e F ind ings of Length of 
Employment w i t h Current Employer R e l a t i n g t o Job 
S a t i s f a c t i o n f o r H i s p a n i c Subsample 

T.ength of Employment w i t h Current Employer 

Source 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Sauare F Ratio 
13281.13 

179474.75 
109869.31 

2 
107 
109 

6640.56 
1677.33 

3.91* 

Group 
< 5 years 
5-12 years 
> 12 years 
Total 

Count Mean Standard Deviation 
48 
46 
16 

110 

197.37 
177.28 
170.87 
185.11 

26.04 
49.45 
52.47 
42.29 

*Signifleant at .05 level 
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TABLE 13 

Hypothesis 1 - Relationship of Number of Children and Job 
satisfaction to Work, Relationships at Work, and Benefits 
for Combined Sample 

Number of Children 

Multivariate Test of Significance 

Test Value 
Wilks .96 

Univariate F-Tests 

DF F Ratio Sianificance of F 
6,1182 3.61 .001 

Variable Sum of Sauares DF Mean Sauare F Ratio 
Work 
Relationships 
Benefits 

Work 
0-1 
2-3 
> 3 
Total 

Relationships 
0-1 
2-3 
> 3 
Total 

Benefits 
0-1 
2-3 
> 3 
Total 

1471, 
93, 

191, 

.48 

.55 

.06 

Count 
235 
225 
136 
596 

Count 
235 
225 
136 
596 

Count 
235 
225 
136 
596 

2,593 
2,593 
2,593 

Mean 
57.25 
60.14** 
60.87** 
59.17 

Mean 
63.71 
64.52 
63.71 
64.02 

Mean 
58.91 
58.52 
57.43 
58.42 

735 
46 
95 

.74 

.77 

.53 

3.98* 
.19 
.62 

Standard Deviation 
12.95 
13.33 
14.97 
13.65 

Standard Deviation 
15.40 
14.60 
17.63 
15.63 

Standard Deviation 
11.27 
12.28 
14.08 
12.33 

*Signifleant at .01 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 14 

Hypothesis 1 - R e l a t i o n s h i p of F a m i l y ' s Tota l Income and 
Job S a t i s f a c t i o n t o Work, R e l a t i o n s h i p s a t Work, and 
Benefits f o r Combined Sample 

Family's T o t a l Income 

Mult ivariate T e s t o f S i g n i f i c a n c e 

Test Value DF 
Wilks .97 

Univariate F-Tests 

9,1336 
F Ratio Significance of F 
1.41 .175 

Variable 
Work 
Relationships 
Benefits 

Work 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Relationships 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Benefits 
< $14,999 
$15-24,999 
$25-34,999 
> $35,000 
Total 

Sum of Sauares 
883.73 

1782.89 
994.59 

Count 
262 
139 
84 
70 

555 

Count 
262 
139 
84 
70 

555 

Count 
262 
139 
84 
70 

555 

DF 
3,551 
3,551 
3,551 

Mean 
58.24 
60.38 
58.58 
61.65 
59.26 

Mean 
62.65 
64.18 
64.94 

Mean i 
294 
594 
331 

Squc 
.57 
.29 
.53 

ire F Ratio 
1.54 
2.42 
2.20 

Standard Deviation 
15.22 
12.64 
12.51 
11.92 
13.84 

Standard Deviation 

68.20** 
64.08 

Mean 
57.71 
58.39 
57.54 
61.80 
58.37 

Standa: 

16.71 
15.18 
13.28 
15.05 
15.71 

rd Deviation 
12.79 
12.35 
12.02 
10.18 
12.30 

**Signifieantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 15 

Hypothesis 1 - R e l a t i o n s h i p o f Level o f Educat ion and Job 
S a t i s f a c t i o n t o Work, R e l a t i o n s h i p s a t Work, and B e n e f i t s 
for Combined Sample 

Level of Educat ion 

M u l t i v a r i a t e T e s t of S i g n i f i c a n c e 

Test Value DF F Ratio S ign i f i cance of F 
Wilks .96 

Univariate F-Tests 

9,1445 2.03 .032 

Variable 
Work 
Relationships 
Benefits 

Work 
GR 1-11 
HS or GED 
HS + Job Train 
College 
Total 

Relationships 
GR 1-11 
HS or GED 

Sum oJ 
343, 

2001, 

ing 

HS + Job Training 
College 
Total 

Benefits 
GR 1-11 
HS or GED 
HS + Job Training 
College 
Total 

678 

f Sauares 
.66 
.91 
.37 

Count 
150 
268 
134 
48 

600 

Count 
150 
268 
134 
48 

600 

Count 
150 
268 
134 
484 
600 

DF 
3,596 
3,596 
3,596 

Mean 
59.62 
58.45 
59.42 
61.04 
59.17 

Mean 
62.96 
63.09 
64.66 

Mean ; 
114 
667 
226 

Square F Ratio 
.55 
.30 
.12 

.60 
2.73* 
1.47 

Standard Deviation 
15.97 
13.92 
11.74 
9.59 
13.72 

Standard Deviation 

69.70** 
63.94 

Mean 
59.52 
57.27 
59.44 
58.47 
58.41 

Sta 

18.16 
15.08 
13.91 
14.25 
15.67 

ndard Deviation 
14.65 
11.99 
11.19 
9.45 

12.38 

*Signifleant at .05 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 16 

Hypothes i s 1 - R e l a t i o n s h i p of S i z e o f Community o f 
Res idence and Job S a t i s f a c t i o n t o Work, R e l a t i o n s h i p s a t 
Work, and B e n e f i t s f o r Combined Sample 

S i z e of Community of Res idence 

M u l t i v a r i a t e T e s t of S i g n i f i c a n c e 

Test Value DF F Ratio Sianificance of F 
Wilks .97 6,1158 2.22 .039 

Univariate F-Tests 

Variable Sum of Sauares 
Work 
Relationships 
Benefits 

Work 
Big Ci 
Small 
Small 
Total 

-ty 
City 
Town/Rural 

Relationships 
Big City 
Small 
Small 
Total 

Benef" 
Big C: 
Small 
Small 
Total 

City 
Town/Rural 

Its 
Lty 
City 
Town/Rural 

1852.82 
2337.72 
840.95 

Count 
240 
186 
158 
584 

Count 
240 
186 
158 
584 

Count 
240 
186 
158 
584 

DF Mean J 
2,581 
2,581 
2,581 

Mean 
57. 
61. 
59. 
59. 

28 
38** 
94 
,31 

Mean 
61. 
65. 
65. 
64. 

.76 

.86** 

.78** 

.15 

Mean 
57, 
60 
58 
58 

.27 

.08 

.84 

.59 

926 
L168 
420 

Sauare 
.41 
.86 
.47 

F Ratio 
4.96* 
4.94* 
2.82 

Standard Deviation 
12. 
13. 
15. 
13. 

.26 

.32 

.89 

.75 

Standard Deviation 
15, 
14, 
16 
15 

Standard 1 
11 
11 
13 
12 

.09 

.85 

.89 

.62 

Deviation 
.12 
.99 
.89 
.24 

*Signifleant at .01 level 
**Signifieantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 17 

Hypothesis 1 - Significant Univariate Findings of Family's 
Total Income Relating to Job Satisfaction for Combined 
Sample 

Family's Total Income 

Source 
Between Groups 10833.58 
Within Groups 872773.59 
Total 883607.17 

Sum of Squares DF Mean Square F Ratio 
2 

578 
580 

5416.79 
1509.98 

3.58* 

Group 
< $15,000 
$15,000-$35,000 
> $35,000 
Total 

Count Mean 
417 
88 
76 
581 

177.90 
176.72 
190.44 
179.36 

Standard Deviation 
40.19 
38.54 
30.84 
39.03 

*Signifleant at .05 level 
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TABLE 18 

Hypothesis 1 - Significant Univariate Findings of Level of 
Education Relating to Job Satisfaction for Combined Sample 

T.pvel of Education 

Source 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Sauare F Ratio 
12727.60 

971885.65 
984613.25 

3 
628 
631 

4242.53 
1547.58 

2.74* 

Group Count Mean Standard Deviation 
GR 1-11 
HS or GED 
HS + Job T r a i n i n g 
College 
Total 

• S i g n i f i c a n t a t . 0 5 

156 
286 
138 

52 
632 

l e v e l 

129. 
174. 
182. 
188, 
178, 

.43 

.47 

.92 

.57 

.70 

45 . 
40. 
32. 
27. 
39. 

.21 

.73 

.50 

.03 

.50 
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TABLE 19 

Hypothes is 1 - S i g n i f i c a n t U n i v a r i a t e F indings of S i z e of 
Community of R e s i d e n c e R e l a t i n g t o Job S a t i s f a c t i o n f o r 
Combined Sample 

s i z e of Community o f Res idence 

Source 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Square F Ratio 
12915.65 

871226.28 
884141.94 

2 
606 
608 

6457.82 
1437.66 

4.49* 

Group 
Big City 
Small City 
Small Town/Rural 
Total 

Count 
250 
191 
168 
609 

Mean 
174.78 
185.46 
181.57 
180.00 

Standard Deviation 
33.67 
36.83 
44.52 
38.13 

*Signifleant at .01 level 
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TABLE 20 

Hypothesis 1 - Significant Univariate Findings of Length of 
Employment with Current Employer Relating to Job 
satisfaction for Combined Sample 

2\gnqth of Employment with Current Employer 

Source 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Sauare F Ra t io 
12680.39 

975366.08 
988046.48 

2 
622 
624 

6340.19 
1568.11 

4.04* 

Group 
< 5 years 
5-12 years 
> 12 years 
Total 

Count 
267 
237 
121 
625 

Mean Standard Deviation 
183.77 
174.38 
175.31 
178.57 

35.57 
41.38 
44.20 
39.79 

•S ign i f i can t a t . 01 l e v e l 
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TABLE 21 

Hypothesis 2 - R e l a t i o n s h i p of H i s p a n i e s and Non-Hispanics 
and Job S a t i s f a c t i o n t o Work, R e l a t i o n s h i p s a t Work and 
B e n e f i t s f o r Combined Sample 

Fthnic Group 

Multivariate Test c 

Test Value 
Wilks .98 

Univariate F-Tests 

>f Significance 

DF 
3,594 

Variable Sum of Sauares 
Work 
Relationships 
Benefits 

Work 
Non-Hispanies 
Hispanies 
Total 

Relationships 
Non-Hispanies 
Hispanies 
Total 

Benefits 
Non-Hispanies 
Hispanies 
Total 

1667.72 
710.81 
1265.23 

Count 
493 
105 
598 

Count 
493 
105 
598 

Count 
493 
105 
598 

F Ratio 
3.75 

Sianificance of F 
.011 

DF Mean Sauare F Ratio 
1,596 
1,596 
1,596 

Mean 
58.36 
62.75** 
59.13 

Mean 
63.48 
66.35 
63.99 

Mean 
57.77 
61.60** 
58.44 

1667.72 8.93* 
710.81 2.89 
1265.23 8.83* 

Standard Deviation 
13.88 
12.58 
13.75 

Standard Deviation 
15.81 
14.91 
15.68 

Standard Deviation 
12.06 
13.24 
12.35 

*Signifleant at .01 leve l 
**Significantly Higher Than Others Indicates Higher Level 

of Job Sat i s fact ion 
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TABLE 22 

Hypothesis 3 - U n i v a r i a t e F ind ings f o r Importance of 
p o s s i b l e B e n e f i t s t o t h e Combined Sample in t h e Area of 
F l e x i b l e S c h e d u l e 

F l e x i b l e Schedu le 

srjurce 
Between Groups 
Within Groups 
T o t a l 

Group 
N o n - H i s p a n i e s 
H i s p a n i e s 
T o t a l 

Sum o f S a u a r e s 
3 . 4 7 

2 9 9 6 . 3 0 
2 9 9 9 . 7 7 

Coun t 
442 

99 
541 

DF 
1 

539 
540 

Mean 
4 . 3 6 
4 . 1 6 
4 . 3 3 

Mean S a u a r e 
3 . 4 7 
5 . 5 5 

S t a n d a r d 

to
 

to
 

to
 

F R n t i o 
. 62 

D e v i a ^ J ^ 
.39 
.16 
.35 



164 

TABLE 2 3 

Hypothesis 3 - U n i v a r i a t e F ind ings f o r Importance of 
p o s s i b l e B e n e f i t s t o t h e Combined Sample in t h e Area of Day 
Care 

nay Care 

gnurce 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Square F R a t i o 
.00 

3504 .17 
3504.17 

1 
530 
531 

.00 
6.61 

.00 

Group 
Non-Hispanies 
Hispanies 
Total 

Count Mean Standard Deviation 
436 
96 
532 

3.96 
3.95 
3.96 

2.54 
2.69 
2.56 
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TABLE 24 

H y p o t h e s i s 3 - U n i v a r i a t e F i n d i n g s f o r I m p o r t a n c e o f P o s s i b l e 
B e n e f i t s t o t h e Combined Sample i n t h e A r e a o f D e n t a l 
I n s u r a n c e 

n p n t a l I n s u r a n c e 

Source Sum o f S a u a r e s DF Mean S q u a r e F R a t i ^ 
Between G r o u p s . 7 0 1 . 7 0 . 1 9 
With in G r o u p s 1 9 8 2 . 1 5 550 3 . 6 0 
T o t a l 1 9 8 2 . 8 5 551 

(;rQup C o u n t Mean S t a n d a r d D e v i a t i o n 
N o n - H i s p a n i e s 4 5 1 6 . 2 5 1 .88 
H i s p a n i e s 101 6 . 1 5 1 .97 
T o t a l 552 6 . 2 3 1 .89 
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TABLE 25 

H y p o t h e s i s 3 - U n i v a r i a t e F ind ings f o r Importance of 
P o s s i b l e B e n e f i t s t o t h e Combined Sample i n t h e Area of Bus 
Discount 

Bus D i s c o u n t 

Source 
Between Groups 
Within Groups 
Total 

Group 
Non-Hispanies 
Hispanies 
Total 

Sum of Sauares 
.33 

1602.84 
1603.18 

Count 
429 
95 
524 

DF 
1 

522 
523 

Mean 
2.36 
2.43 
2.43 

Mean Square 
.33 

3.07 

Standard 
1. 
1. 
1. 

F Ratio 
.10 

Deviation 
.73 
.81 
.75 



TABLE 26 

Hypothesis 3 - Univariate Findings for Importance of 
possible Benefits to the Combined Sample in the Area of 
Free Meals 

free Meals 

Source Sum of Sauares DF Mean Sauare F Rat io 
Between Groups 
Within Groups 
Total 

2 .49 
2267.07 
2269 .56 

1 
531 
532 

2.49 
4.26 

.58 

Group 
Non-Hispanics 
Hispanies 
Total 

Count Mean Standard Deviation 
436 
97 
533 

4.26 
4.44 
4.29 

2.09 
1.92 
2.06 



TABLE 27 

Hypothesis 3 - U n i v a r i a t e F ind ings for Importance of 
possible B e n e f i t s t o t h e Combined Sample i n t h e Area o f 
Free Uniforms 

frpe Uniforms 

SQurce___ 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF 
13.38 

2123.13 
2136.51 

1 
535 
536 

Mean Square F R^t io 
13 .38 3 . 3 7 

3 .96 

Count 
Non-Hispanies 
Hispanies 
Total 

438 
99 

537 

Mean 
4 .81 
5 .22 
4 .89 

Standard Devi^f i^n 
1.97 
2 .08 
1.99 
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TABLE 28 

Hypothesis 3 - Univariate Findings for Importance of 
Possible Benefits to the Combined Sample in the Area of 
Help for Further Education 

Help for Further Education 

Source 
Between Groups 
Within Groups 
Total 

Group 
Non-Hispanics 
Hispanies 
Total 

Sum of Squares 
2.18 

1922.55 
1924.73 

Count 
432 
94 
526 

DF 
1 

524 
525 

Mean 
5.23 
5.40 
5.26 

Mean Sauare 
2.18 
3.66 

Standard 
1. 
1. 
1 

F Ratio 
.59 

Deviation 
92 
.88 
.91 



TABLE 29 

Hypothesis 3 - Univar iate Findings for Importance of 
possible B e n e f i t s t o the Combined Sample in the Area of 
Further Job Training 

Source 
Between G r o u p s 
Wi th in G r o u p s 
T o t a l 

Group 
N o n - H i s p a n i e s 
H i s p a n i e s 
T o t a l 

Sum of S a u a r e s 
8 . 0 1 

2 0 8 2 . 8 2 
2 0 9 0 . 8 4 

C o u n t 
442 

95 
537 

DF 
1 

535 
536 

Mean 
4 . 9 4 
4 . 6 2 
4 . 8 8 

Mean S q u a r e 
8 . 0 1 
3 . 8 9 

S t a n d a r d 
1. 
1. 
1. 

F R a t i o 
2 . 0 5 

D e v i a t i o n 
.97 
.96 
.97 
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TABLE 30 

Hypothesis 4 - Relationship of Job Level and Job 
satisfaction to Work, Relationships at Work,l and Benefits 
for Hispanic Subsample 

Multivariate Test of Significance 

Test 
Wilks 

Univariate 

Value 
.92 

F-Tests 

Variable Sum 
Work 
Relationships 
Benefits 

Work 
Labor 
Management 
Total 

Relationships 
Labor 
Management 
Total 

Benefits 
Labor 
Management 
Total 

DF 
3,92 

of Sauares 
699.45 

1347.70 
165.86 

Count 
87 
9 

96 

Count 
87 
9 

96 

Count 
87 
9 

96 

F Ratio 
2.66 

Sianificance of F 
.053 

DF Mean Sauare F Ratio 
1,94 699.45 4.57* 
1,94 1347.70 6.21* 
1,94 165.86 .97 

Mean 
61.18 
70.44** 
62.05 

Mean 
64.36 
77.22** 
65.57 

Mean 
60.37 
64.88 
60.80 

Standard Deviation 
12.61 
9.35 
12.60 

Standard Deviation 
14.96 
11.85 
15.12 

Standard Deviation 
13.34 
9.45 
13.05 

*Signifleant at .05 level 
**Significantly Higher Than Others Indicates Higher Level 
of Job Satisfaction 
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TABLE 31 

Hypothesis 4 - S i g n i f i c a n t U n i v a r i a t e F ind ings of Job Level 
Re la t ing t o Job S a t i s f a c t i o n For Hispan ic Subsample 

Source 
Between Groups 
Within Groups 
Total 

Group 
Labor 
Management 
Total 

•Significant at 

Sum of Sauares 
6696.69 

141986.05 
148682.74 

Count 
90 
10 
100 

.05 level 

DF 
1 

98 
99 

Mean 
182.42 
209.70 
185.15 

Mean Sauare 
6696.69 
1448.83 

Standard 
39. 
25. 
38. 

F Ratio 
4.62* 

Deviation 
.12 
.27 
.75 
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TABLE 32 

Hypothesis 4 - Relationship of Job Level and Job 
Satisfaction to Work, Relationships at Work, and Benefits 
for Combined Sample 

Multivariate Test of Significance 

Test Value DF F Ratio siqnj f ir̂ ânce of F 
Wilks .96 3,557 5.80 .001 

Univariate F-Tests 

Variable 
Work 
Relationships 
B e n e f i t s 

Sum of Sguares DF Mean Scfuare F R a t i o 

Work 
Labor 
Management 
Total 

Relationships 
Labor 
Management 
Total 

Benefits 
Labor 
Management 
Total 

1053.52 
4155.80 
623.73 

Count 
486 
75 
561 

Count 
486 
75 
561 

Count 
486 
75 
561 

1,559 
1,559 
1,559 

1053.52 
4155.80 
623.73 

5.57* 
17.10* 
4.14* 

Mean Standard Deviation 
58.30 14.27 
62.33** 9.58 
58.84 13.80 

Mean Standard Deviation 
62.44 16.00 
70.44** 12.47 
63.51 15.81 

Mean Standard Deviation 
57.70 12.68 
60.80** 8.98 
58.11 12.29 

*Signifleant at .05 level 
**Signifieantly Higher Than Others Indicates Higher Level 

of Job Satisfaction 
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TABLE 33 

Hypothesis 4 - Significant Univariate Findings of Job Level 
Relating to Job Satisfaction for Combined Sample 

Source 
Between Groups 
Within Groups 
Total 

Group 
Labor 
Management 
Total 

*Significant at 

Sum of Sauares 
16711.33 

862020.88 
878732.21 

Count 
505 
80 
585 

.01 level 

DF 
1 

583 
584 

Mean 
176.03 
191.58 
178.15 

Mean Square 
16711.33 
1478.59 

Standard 
39. 
27. 
38. 

F Ratio 
11.30* 

Deviation 
.94 
.05 
.79 
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TABLE 34 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to Hispanic Subsample in the Area of 
Day Care 

Day Care 

Source Sum 
Between Groups 
Within Groups 
Total 

Group 
Hispanic Employees 
Supervisors 
Total 

*Signifleant at .01 

of Sauares 
108.40 
1044.97 
1153.37 

Count 
96 
65 
161 

level 

DF 
1 

159 
160 

Mean 
3.95 
5.63 
4.63 

Mean Sauare 
108.40 
6.57 

Standard 

to
 t

o 
to

 

F Ratio 
16.49* 

Deviation 

ON
 

W
 

O
N

 
00

 
O

N
 

V
O
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TABLE 35 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to Hispanic Subsample in the Area of 
Dental Insurance 

Dental Insurance 

Source 
Between Groups 
Within Groups 
Total 

Group 

Sum of Sauares 
32.39 
668.08 
700.47 

Count 

DF 
1 

165 
166 

Mean 

Mean Square F Ratio 
32.39 8.00* 
4.04 

Standard Deviation 
Hispanic Employees 101 
Supervisors 66 
Total 167 

6.15 
5.25 
5.80 

1.97 
2.07 
2.05 

*Signifleant at .01 level 
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TABLE 36 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to Hispanic Subsample in the Area of 
Free Meals 

Free Meals 

Source Sum 
Between Groups 
Within Groups 
Total 

Group 
Hispanic Employees 
Supervisors 
Total 

*Signifleant at .01 

of Sauares 
59.22 
556.15 
615.38 

Count 
97 
65 
162 

level 

DF 
1 

160 
161 

Mean 
4.44 
5.67 
4.93 

Mean Square 
59.22 
3.47 

Standard 
1. 
1. 
1. 

F Ratio 
17.03* 

Deviation 
,92 
.77 
.95 



178 

TABLE 37 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to Hispanic Subsample in the Area of 
Help for Further Education 

Help for Further Education 

Source 
Between Groups 
Within Groups 
Total 

Group 

Sum of Sauares 
90.23 
569.66 
659.90 

Count 

DF 
1 

158 
159 

Mean 

Mean Square 
90-23 
3.60 

Standard 

F Ratio 
25.02* 

Deviation 
Hispanic Employees 94 
Supervisors 66 
Total 160 

5.40 
3.87 
4.77 

1.88 
1.91 
2.03 

*Signifleant at .01 level 
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TABLE 38 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to Hispanic Subsample in the Area of 
Further Job Training 

Further Job Trainina 

Source Sum of Sauares DF Mean Square F Ratio 
Between Groups 24.16 1 24.16 6.24* 
Within Groups 615.52 159 3.82 
Total 639.68 160 

Group Count Mean Standard Deviation 
Hispanic Employees 95 4.62 1.96 
Supervisors 66 3.83 1.97 
Total 161 4.29 1-99 

*Signifleant at .01 level 
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TABLE 39 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to the Combined Sample in the Area 
of Day Care 

Day Care 

Source 
Between Groups 
Within Groups 
Total 

Group 

Sum 

Hispanic Employees 
Supervisors 
Total 

*Signifleant at .01 

of Squares 
157.73 

3902.9 
4060.69 

Count 
537 
65 
602 

level 

DF 
1 

600 
601 

Mean 
3.98 
5.63 
4.15 

Mean Square 
157.73 
6.50 

Standard 
2. 
2. 
2. 

F Ratio 
24.24* 

Deviation 
.57 
.36 
.59 
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TABLE 40 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to the Combined Sample in the Area 
of Dental Insurance 

Dental Insurance 

Source 
Between Groups 
Within Groups 
Total 

Sum of Sauares DF Mean Square F Ratio 
55.57 

2294.66 
2350.23 

1 
621 
622 

55.57 
3.69 

15.03* 

Group 
Employees 
Supervisors 
Total 

Count 
557 
66 
623 

Mean 
6.20 
5.25 
6.12 

Standard Deviation 
1.90 
2.07 
1.94 

*Signifleant at .01 level 
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TABLE 41 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to the Combined Sample in the Area 
of Free Meals 

Free Meals 

Source 
Between Groups 
Within Groups 
Total 

Group 
Employees 
Supervisors 
Total 

*Significant at 

Sum 

.01 

of Squares 
112.75 

2489.27 
2602.02 

Count 
538 
65 
603 

level 

DF 
1 

601 
602 

Mean 
4.28 
5-67 
4.43 

Mean Square 
112.75 
4.14 

Standard 
2, 
1. 
2. 

F Ratio 
27.22* 

Deviation 
,06 
.77 
.07 
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TABLE 42 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to the Combined Sample in the Area 
of Help for Further Education 

Help for Further Education 

Source 
Between Groups 
Within Groups 
Total 

Group 

Sum of Squares 
111.97 

2175.16 
2287.13 

Count 

DF 
1 

595 
596 

Mean 

Mean Sauare 
111.97 
3.65 

Standard 

F Ratio 
30-62* 

Deviation 
Employees 
Supervisors 
Total 

531 
66 
597 

5.25 
5.87 
5.10 

1.91 
1.91 
1.95 

*Signifleant at .01 level 
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TABLE 43 

Hypothesis 5 - Significant Univariate Findings for 
Importance of Benefits to the Combined Sample in the Area 
of Further Job Training 

Help for Further Job Training 

Source Sum of Sguares DF Mean Sguare F Ratio 
Between Groups 65.83 1 65.83 16-93* 
Within Groups 2355.74 606 3.88 
Total 2421.57 607 

Group Count Mean Standard Deviation 
Employees 542 4.89 1.97 542 

66 
597 

4 . 8 9 
3 . 8 3 
4 . 7 7 

Supervisors 66 3.83 1.97 
Total 597 4.77 1.99 

*Signifleant at .01 level 
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TABLE 44 

Summary of Frequencies and Percentages of Demographic 
Data from Combined Sample 

Background Variable Frequency 

121 
515 

7 
9 

111 
3 

211 
287 

6 

25 
163 
148 
132 
130 
36 

104 
353 
20 

110 
43 
4 

Subjects* 
Percent 

18.9 
80.5 

1.1 
1.4 

17.3 
.5 

33.0 
44.8 

.9 

3.9 
25.5 
23.1 
20.6 
20.3 
5.6 

16.2 
55.2 
3.1 

17.2 
6.7 
.6 

Sex 
Male 
Female 

Ethnic Group 
American Indian 
Asian 
Hispanic 
Eastern Indian 
Black 
White 
Middle Eastern 

Age Group 
under 21 
21-30 
31-40 
41-50 
51-60 
61 and over 

Current Marital 
never married 
married 
separated 
divorced 
widowed 
other 

Status 

*n=640 
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TABLE 44 (Continued) 

Background Variable 
Subjects* 

Frequency 

Number of Children 
none 
1 
2 
3 
4 
5 
6 
7 
8 
9 

188 
127 
144 
93 
69 
33 
24 
9 
5 
9 

Percent 

18.4 
19.8 
22.5 
14.5 
10.8 
5.2 
3.7 
1.4 
.8 

1.4 

Number of People in 
Present Household 

none 
1 
2 
3 
4 
5 
6 
7 
8 
9 

Following People Contribute 
to the Family's Income 

only me 
me and my spouse 
me and a child or children 
me and my spouse and a child 

or children 
me and someone other than 

spouse or children 

8 
77 
153 
165 
119 
59 
24 
13 
5 
5 

206 
285 
36 

32 

69 

1.2 
12.0 
23.9 
25-8 
18 
9 
3 
2 

6 
2 
7 
0 
8 
8 

32 
44 
5 

2 
5 
6 

5.0 

10.8 

*n=640 
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TABLE 44 (Continued) 

Background Variable 
Subjects* 

Freouencv Percent 

If Married, My Spouse is 
employed full time all 

of the time 
employed full time most 

of the time 
employed part-time all 

of the time 
employed part-time most 

of the time 
employed very little or 

unemployed 
disabled or retired 

261 

26 

10 

12 

35 
50 

40.8 

4.1 

1.6 

1.9 

5.5 
7.8 

Total Income per Year 
less than $5000 
$5,000-$14,999 
$15,000-$24,999 
$25,000-$34,999 
$35,000-$44,999 
$45,000-$54,999 
$55000 or more 

Highest Level of Education 
grades 1-8 
grades 9-11 
high school diploma or GED 
some professional education or ^ob 
training after high school 

bachelor's degree(four year 
college or university) 

graduate education beyond 
bachelor's 

37 
236 
144 
88 
42 
26 
8 

42 
115 
287 

138 

28 

23 

5.8 
36.9 
22.5 
13.7 
6.6 
4.1 
1.2 

6.6 
18.0 
44.8 

21.6 

4.4 

3.6 

*n=640 
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rable 44 (Continued) 

Background Variable 
Subjects* 

Frequency 

Took Classes in Junior or 
Senior High School 
a home economics class where 

I learned basic cooking 
home economics classes where 

I learned basic cooking 
and how to use large 
industrial cooking ecjuipment 

no home economics classes 

Size of Community 
big city of 500,000 or more 
city of 50,000-499,000 
small city of 25,000-49,000 
small city of 10,000-24,999 
town of 2500-9999 
town of less than 2500 or 

rural area 

317 

103 
164 

81 
169 
83 
108 
73 

95 

Percent 

49.5 

16.1 
25.6 

7 
4 

12 
26 
13.0 
16.9 
11.4 

14.8 

Job Title 
food service worker 
food service worker 
cook 1 
cook 2 
head cook 1 
head cook 2 
clerk 
dietetic technician 
dietetic assistant 
assistant manager 
manager 1 
manager 2 
dietitian 1 
dietitian 2 
chief dietitian 
chief food service 
other 

1 
2 

174 
212 
23 
31 
36 
19 
21 
4 
1 
16 
25 
25 
13 
5 
6 
6 
16 

27, 
33 
3 
4 
5 
3 
3 

2 
3 
3 
2 

2 
1 
6 
8 
6 
,0 
.3 
.6 
.2 
.5 
.9 
.9 
.0 
.8 
.9 
.9 
.5 

*n=640 
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Table 44 (Continued) 

Background Variable 
Subjects* 

Freouencv 

Employed by TDMHMR for 
less than 1 year 
1 to 4 years 
5 to 8 years 
9 to 12 years 
13 to 16 years 
17 to 20 years 
21 years or over 

85 
182 
130 
108 
61 
39 
22 

Percent 

13, 
28, 
20 
16 
9 
6 
3 

3 
4 
3 
9 
5 
1 
,4 

Worked in Food Service at Other 
Places of Employment for 

less than 1 year 
1 to 4 years 
5 to 8 years 
9 to 12 years 
13 to 16 years 
17 to 20 years 
21 years or over 

Employment Status 
full time (40 hours) 
between 21 and 39 hours 
half-time (20 hours) 
less than 20 hours 

Work at Another Job 
no , 
yes, 1-10 hours per week 
yes, 11-20 hours per week 
yes, 21 or more hours per week 

*n=640 

186 
150 
80 
60 
40 
22 
31 

561 
10 
52 
8 

505 
28 
38 
35 

29.1 
23.4 
12.5 
9.4 
6.3 
3.4 
4.8 

87.7 
1.6 
8.1 
1.2 

78.9 
4.4 
5.9 
5.5 



TABLE 45 

Summary of Means and Standard Deviations of Job 
Satisfaction Factors on Questionnaire 

190 

Job Satisfaction Factor Mean 
Standard 
Deviation 

My Work: 
Holds my attention 
Meets my needs 
Is interesting 
Is creative 
Has high value 
Is pleasant 
Is useful 
Is good for my health 
Offers me a challenge 
Gives me a sense of getting 

things done 
Has low stress 

The Entire Kitchen Where I Work Has: 
A comfortable temperature 
Good lighting 
Good ventilation 
The right equipment to do the job 
Background noise the way I like it 
Surroundings that satisfy me 

The Area Of The Kitchen Where I Work 
Large enough for me to do my job 
Safe and clean 
A place that I like 
A place that I enjoy because of my 

eo-workers 
A place where my supervisor will 

listen to my suggestions to make 
it better 

*lndieates Higher Job Satisfaction 
**lndicates Lower Job Satisfaction 

Is 

3 . 1 4 7 * 
2 . 7 7 3 
2 . 8 5 3 
2 . 4 5 9 
2 . 8 4 1 
2 . 7 4 2 
3 . 0 7 0 * 
2 . 5 8 2 
2 . 7 4 7 

3 . 0 4 3 
2 . 2 9 7 

2 . 2 3 5 
3 . 1 3 3 * 
2 . 6 1 6 
2 . 9 5 9 
2 . 3 0 4 
2 . 6 2 7 

3 . 1 6 4 * 
3 . 1 4 0 * 
2 . 8 6 8 

. 7 4 6 

. 8 0 0 

. 8 5 0 

. 9 2 3 

. 9 6 3 

. 7 9 7 

. 8 4 4 

. 9 6 9 

. 9 7 9 

. 8 6 6 

. 9 5 0 

. 9 0 4 

. 8 1 7 

. 9 6 0 

. 8 5 5 

. 9 4 8 

. 8 5 2 

. 9 4 9 

. 8 3 6 

. 8 4 8 

2.906 

2.491 

876 

1.023 
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TABLE 45 (Continued) 

Standard 
Job Satisfaction Factor Mean Deviation 

My Supervisor: 
Asks my advice 
Praises good work 
Supervises enough 
Knows his/her job well 
Leaves me on my own 
Corrects me in a nice way 
Appreciates my work 
Treats me fairly 
Doesn't try to hurt people or make 
them angry 

Has good manners 
Is even tempered 
Is smart 
Is hard working 
Understands my personal problems 

My Co-Workers Are: 
Full of energy 
Loyal 
Dependable 
Easy to get to know 
Smart 
Fun to be with 
Willing to mind their own business 
Hard workers 
Friendly 
Understanding of my 
personal problems 

2 . 0 2 1 
2 . 5 0 4 
2 . 8 1 7 
2 . 9 6 7 * 
2 . 9 6 6 * 
2 . 7 9 5 
2 . 7 6 4 
2 . 8 1 5 

2 . 8 1 8 
2 . 9 4 5 * 
2 . 7 8 7 
2 . 8 4 2 
2 . 9 1 0 * 
2 . 5 7 1 

2 . 6 1 8 
2 . 6 0 9 
2 . 7 0 7 
2 . 8 2 2 
2 . 6 6 8 
2 . 7 8 4 
2 . 2 3 8 
2 . 8 0 9 
2 . 8 8 9 

. 9 1 1 

. 9 8 8 

. 9 8 0 

. 9 1 9 

. 8 8 7 

. 9 9 3 
1 . 0 2 1 

. 9 8 2 

. 9 9 3 

. 9 0 8 

. 9 2 4 

. 9 4 0 

. 9 9 2 
1 . 0 6 0 

. 8 0 4 

. 8 4 7 

. 8 1 8 

. 8 4 7 

. 8 2 8 

. 8 4 4 
1 . 0 1 8 

. 8 5 9 

. 8 1 6 

2.542 .953 

*lndieates Higher Job Satisfaction 
**Indieates Lower Job Satisfaction 
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TABLE 45 (Continued) 

Standard 
Job Satisfaction Factor Mean Deviation 

My Pay Provides Enough For: 
Paying normal bills 
Paying normal bills and some luxuries 
Paying for almost everything wanted 
Paying for almost everything wanted 
and still save money 

Promotions Are: 
Something that I have a chance for 
A reward for my good work 
Fairly given 
Given regularly 

I Am Satisfied With: 
Number of hours worked per week 
My work schedule 
Meal and break times 
Parking arrangements 
Amount of time it takes to drive 
to work 

Number of days off per week 
Feeling that I am "in" on things 
Health insurance benefits 
Paid vacation benefits 
Paid sick leave benefits 
Life insurance benefits 
Retirement benefits 
Longevity benefits 
Credit union benefits 

*lndieates Higher Job Satisfaction 
**Indicates Lower Job Satisfaction 

2 . 6 0 7 
2 . 0 4 6 
1 . 6 5 8 * * 

1 . 5 5 0 * * 

1 . 9 7 8 * * 
1 . 9 7 1 * * 
2 . 0 3 2 
1 .820** 

3 . 4 6 6 * 
3 . 1 9 9 * 
2 . 9 4 7 
2 . 7 9 7 

3 . 2 3 7 * 
3 . 1 7 5 * 
2 . 6 6 6 
3 . 1 3 1 * 
3 . 4 4 2 * 
3 . 4 6 5 * 
3 . 3 7 4 * 
3 . 4 1 1 * 
3 . 2 1 0 * 
2 . 8 2 8 

. 9 7 0 

. 9 0 1 

. 9 0 0 

. 8 8 5 

. 9 5 2 

. 9 8 8 

. 9 7 1 

. 9 6 4 

. 8 2 5 

. 9 4 6 
1 . 0 2 1 
1 .097 

. 8 9 4 

. 9 1 3 

. 9 7 3 

. 9 0 3 

. 8 1 2 

. 8 0 4 

. 8 3 8 

. 7 8 8 

. 9 4 4 
1 .202 




