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ABSTRACT

This thesis describes an attempt to develcp a causal analysis of
the concept of jcb satisfaction by answering the question: "What is jcb
satisfaction?" Two competing approaches have been identified in the
literature. Firstly, a sccio-technical approach which argues that the
technological framework of an enterprise is a fundamental determinant of
what an employee does at work and the amcunt of interest and satisfaction
he derives from his job. Although, the importance of *his approach is
acknowledged, the author contends that, it fails tc take account of a
werker's orientation to work which determines how he perceives the job
situation and those rewards he will value.

An alternative approach, the social action approach, which provides
the framework for this thesis contends that, in order toc understand the
causal basis of job satisfaction, the way a worker orders his wants and
expectation relative to the employment situation, shculd be the most
important independent variable that a scciological perspective should
advance in any thecretical model of job satisfaction. This conceptualisa--
tion gave rise to the hypothesis that; "Jcb Satisfaction is a positive
function of the attaimment of work values. The more important the value,
the more strongly will Jjcb satisfaction depend on its fulfillment”.

Although the hypothesis was suppcrted, work-value congriency
explains only 8 percent of the variation in job satisfaction. Moresover,

it was not able to affect the relationship between technclcegy and jcb
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satisfaction which indicates that the socio-technical approach might
hold more explanatory power. This was explained as a result of the
measurement of orientation to work lacking comstruct validity. In
order to provide support for the social action approach it is suggested
that future researchers should adhere to Bennet's admonition that no
single method should be used to measure orientation to work.

iv



This thesis is affectionately dedicated to my Mum, a seemingly
non profit sole proprietorship whose only organisational goal was to
help her son obtain a higher degree.



The affirmation that "no man is an island" is especially true
in the field of research and writing. It is therefore with great pleasure
that I record my intellectual debt to my supervisory ccammittee - Doctors
G. Rosenblum,F. Jones and G. Knight without whose help and encouragement
this thesis would not have been possible. Their academic guidance is
especially valuable in terms of critical, incisive questions which at
several stages kept me on track. Special thanks are due Dr. G. Xnight
who macde the data on which this thesis is based available.

I am also grateful to Dcctors P. Pineo and P. Tancred-Sheriff
who although not members of my supervisory cormittee went out of their
way to help me with the statistical analysis and references respectively.

As a foreign student, I owe a debt of gratitude to two categories
of friends. First, my Canadian friends and colleagues - Jane, Mike,
Mary-Therese, Sandy, George, Debbie, Dave and John; secondly my African
friends - the Browns, Sowas, Asank, Zasha, Cedric and warm buddies such
as Banful, Bayo and Ms. Barkara Lamo - all of wham have provided rme a
hane away fram hame.

There are also clerical and editorial needs that one has in the
endeavour of a thesis. For her patient typing, I am grateful to BEelen,
our graduate secretary who found time to type not only this thesis, kut
most of my term papers.

To each and every member of this crew my heartfelt thanks.



TABLE OF CONTENTS

Page

Abstract ....... © 90050000 0E00O00CO00000DEOOOSCSTRTO CRCRCIC R B BB R ) iii
Acknowledgements ..cceee R g O DO NOTGOOTROT vi
Iast OF TAD1ES  wowwu awmmmeswes oo orn s bwwmyep o o vii
I‘ist Of Figl.lres .............. 2 0 9 9 00 9O 0O OO0 S OE QS E RO N0 S OGBS DS * e j—}c
Chapter One

Emergence of the Problem and Review of the Literature . L
Chapter Two

Job Satisfaction: A Social Action Approach

a. Statement of the Problem ..cceesasss ADGGOODCOHOATC wes 31

b. Relevance of the Study .ccccecccsccccsscasass « 1o catet mi v 10 35

c. Hymtrlesis ........... 9 @ & 9 ¢ 8 0 Q09O QO OO OO OSSO RS Ee ® ® e 09 9 B8 39

d. kmolwy .............. LN BN ) .. ® & 9 6 0 ¢ 08 0 e O8O OGS e ¢ @ 0o 41

e Limitations of the StUAY «scsussssssunasseesvssans ees 49
Chapter Three

Data Analysis and Interpretation of ResultS ..ieeeescceccs 53

a. Orientation to Work and Background VariableS ...e.ee.. 55

b. Job Satisfaction and Orientation to WOork ....ceeee s s DI

c. Jcb Satisfaction and Technology ..eceeess U GO R 75
Chapter Four

Sumary and Conclusions

a. Smm’ a4 8 6 0 09 & e 90 a ® ® 5 @ 9 0 ¢ 0 08 09 0 00 0 2 8 0 08 000000 9 00 L ] 86

B: TONCluSion ssseissssesssssmuniieny S sthessssisenssee 91
ADPENANI B oo vowwidwieis smieeise ool s i sie) s aies e1el /el e el eTers s wieiiee %6
BIDNICTIATNIN vov0ia wioie o w s isie s om0 a2 0 )10 [3x i o 5 02 91 e 10 “oTiao: o a1 i o toi ) o 103

vii



Table Page
1. Orientation to Work by Age 56
2. Orientation to Work by Age by Number of Dependents 57
3. Orientation to Work by Education 58
4., Orientation to Work by Social Class 59
5. Orientation to Work by Religion by Social Class 60
6. Orientation to Work by Cammnity Background 61
7. Orientation to Work by Cammunity Background by Religion 62
8. Orientation to Work by Skill Level 63
9. Orientation to Work by Present Job by First Full-Time Job 65
10. Orientation to Work by Father's Occupation by Father's
Education 67
11. Orientation to Work by Technology 68
12, Job Satisfaction by Work-Value Congruency 71
13. Job Satisfaction Scores for Intrinsically and Extrinsically
Oriented Workers 73
1l4. Contribution of JD1 Scores to Over-All Job Satisfaction 74
15. Job Satisfaction by Industry 76
16. Job Satisfaction by Technology by Orientation to Work 77
17. Orientation to Work by Industry 79
18. Extrinsic Satisfaction by Industry 81
19. Intrinsic Satisfaction by Industry 82

LIST OF TABLES

viii



LIST OF FIGURES

Figgge

1.1 Diagrammatic Representation of Sccio-Technical Approach

2.1 Interrelationship of Key Variables

ix

6

41



CHAPTER CNE

EMERGENCE COF THE PRCBLEM AND REVIEW OF THE LITERATURE

For over forty years, the concept of job satisfaction has been
a topic of research and debate in the behavicral and social sciences and
can be found in different traditions. These include (a) nineteenth and
twentieth century Marxist theory with its preoccupation with the plight
of the worker and the problem of alienation in industrial-capitalist work
setti.ngs,'l(b) non~-Marxist conceptualisations of the concept of alienation
and its relationship to technology;2 and {c) organisational socioclogy and
psychology with its concern for worker satisfaction and motivation as a
vehicle for increased productivity and organisational e:Efect."wem-‘:ss.3
The present study which is a continuation cf the third tradition is an
atterpt to develop a conceptualisation of job satisfaction which will
highlight the causal mechanisms underlying the concept.

As a major variable, job satisfacticn has keen used as both an
independent and dependent variable based on the hyrcthesised relaticnship
between employee satisfaction and organisational effectiveness though
job satisfacticn is not the only variable. However, in spite of the lack
of consensus on the link between job satisfaction and organisaticnal
effectiveness it is the opinion of the author that as a variable, job.
satisfaction is worthy of study. As soon as worker satisfaction becames
the concern of the behavioral scientist, it is necessary to ask, "what
is Job satisfaction, and what are the sources of jcb satisfacticn within
an organisation and why"? The purpose of this chapter is to trace the
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emergence of job satisfaction as a problem and to review and evaluate the
two currently dominant approaches to the interpretation of work attitudes
and job behavior.

Job satisfaction as a problematic dates back to the Human
Relations School. This movement which came into praminence during the
Thirties had as its central arcument the view of social man seeking
satisfaction primarily by membership of stable working groups. The
Western Electric Studies which were to provide an element of humanism
into the organisation of the workplace began as a study of illumination,
then incentives and rest pauses on productivity. Through interviews with
over 20,000 workers, these studies pointed out the importance of the
informal group and supervisory practices in shaping the attitudes,
feelings and performance of employees. Basically, the worker was seen
asyhaving econamic, social and psvchological needs all of which had to
be satisfied in work.’

Much of contemporary industrial sociclogy has focused, and still
does focus, on the nature of an_individual's reaction to the work situaticn.
Consequently, behavicral and attitudinal responses by the individual
emplovee have been studied extensively in terms of such variables as
productivity, turnover and job satisfaction. This measurement of what
people do on their jcbs and how they feel and think about it has been
accamranied by a search for causal factors.

In his seminal book, Blawner focused on the concept of alienation
or dissatisfaction and attributed it to the type of technological situation
in which the worker finds himself. He argued that what he calls structural

differentiaticn within industry has led to a situation where "The industrial



system distributes alienation unevenly among its blue-collar labour force
just as our econamic system distributes its income unevenly".5 The most
important distinguishing feature which gave industry its distinctive
feature in Blauner's view was technology. On this basis, he argued that,
differences in technology largely account for differences in the degree
of alienation among the work force.

Bowever, Blauner was not cblivious to the influence of impersonal
factors when he asserted that "... despite my emphasis on imperscnal factors,
this study does not follow a totally deterministic approach... the
character of the labour force in particular industries and the personalities
of individual employees influence their subjective and behavioral responses
to objectively alienating conditions".6 This realisation should have
pramptad Blauner to focus on the way in which personal factors {orientation
to work) mediate between the individual and technology, but he failed +o
adequately develop such analysis in his subsequent chapters.

Operating in a different framework, Goldthorpe et. al. have
acknowledged the importance of technology in influencing job satisfaction,
but argued that technology per se cannot influence jcb satisfaction. In
an analysis of what Goldthorpe called "deviant case" he argued:

"Most previous writers we would suggest have
tended to over-simplify the problems of workers'
response to the stresses and constraints of
asseambly line technology (and have tended to
assume greater uniformity in this respect
than tends to be the case) because they have
left out of account cne important variable;
that is, the orientations which men bring to
their employment and which mediate between
the objective features cf .the work situation
and workers' actual experience of, and
reaction to, this situation".

Goldthorpe argued further that the starting point for an explanation of



job satisfaction did not lie with the technology, which was to be seen
as a limiting fgctor, the importance of which would vary according to
the workers' perception of the situation "but rather with the orderings

of wants and expectations relative to work and with the meaning, thus
given to work..."."

Thus, there is now a debate among industrial sociologists as to
which of these two variables - technolcogy or orientation to work holds
more explanatory power. in explaining job attitudes and behavior. in the

crganisatiocn.

TEE SOCIO-TECHNICAL APPROACH:

Adgvocates of the socio-technical approach argue that the tools
and machines of production are a primary determinant of work attitudes
and job behavior because they structure the tasks which workers overform;
that is to say the technological framework of an enterprise is a
fundamental determinant of what employees do at work, how they do it and
the amcunt of interest and satisfaction they derive fram their jobs. Thus,
acdvecates of this apprcach are concerned with an elabcration cf the
consequences of different types of technology for jcb satisfaction and
work group behavior.

Underlving the approach of this school are certa:n cntological
assumptions about the nature of man and his needs propounded by philosorphers,
socioclogists and psychologists. Scholars such as Marx, Maslcow and
Herzberg have been primarily interested in what man is capable of becoming
and it was basically against those features of society which have prevented
man from achieving Marx's vision of creative individuals that his

critique is levelled. Of these, it is through productive activity that



individuals develop their self-realisation as human beings. Man's
alienation in Marx's view is expressed in the fact that the forces,
products and creations of man which should be extensions of his
personality and therefore should serve directly to enrich it are split
off from man as they came to acquire an independent status and eventually
dominate him.9 Thus certain types of technologies or relations in which
those technologies are put to use prevent man's self-realisation.
Operating in a different framework, Maslow formulated a need-
hierarchy theory in which he postulated certain concrete needs that must
be satisfied if individuals are to be job satisfied and motivated. The
five need categories are rhysiological, safety, belongingness and love,
esteem and the need for self-actualisation, More important to his need
categories is the process by which each need category is activated. To
Maslow these need categories exist in a hierarchy of prepotency such
that higher order needs are less important than lower or more basic needs.
This implies that the emergence of ancther higher order need depends
on the satisfaction cf the lower-level needs whose importance decreases
on its satisfaction. However, in Maslow's view satisfacticn of these
prepotent needs would not be enough to erase a feeling of discontent
tnless the individual is doing what he is.§}F§edﬁfor; a need which he
calls self-actualisation. In his words; "A musician must make music, an
artist must paint, a poet must write if he is to be ultimately happy.
What a man can be he rmust be. This need we call self-actualisaticn".10
Deriving fram Maslow's formulation, Herzberg pointed out that the
nature of work that employees rerform is hasic to the fulfillment of their
self-actualisation need. The search for causality until recently has been

concentrated on evervthing except the task elements and characteristics



associated with the job itself. Eerzberg's finding indicated the need
to direct efforts at task elements because he fourd factors intrinsic to
the job are more important in determining the behavioral and attitudinal
respcnses of workers.ll

Thus following the work of these scholars it is being argued that
the nature of the jcb that an employee perfomns is an important factor in
determining whether he experiences satisfaction or dissatisfaction in his
wcrk. Adwvecates of the socio-technical approach argue that jcb satis-
faction is differentially distributsd by the sxtent to which the
technological demand of rarticular jcb situation provides opportunities
for the self-actualisation needs of workers. Expressed schematically

the argument of the technclogical school could be represented thus:

MG, 1.1

ALTENATICN

e

e

TECHNOLOGY- > JOB CHARACTERISTICS

JOB SATTISFACTICN

STUDIES CF THE ASSEMELY-LINE

Operating in the framework of the technolegical school Walker and
Guest studied assembly-line work and the satisfactions that autcmobile
workers derive fram their jobs. A representative sample of 180 workars
were interviewed in their homes with a schedule designed tc elicit
information about attitudes and cpinions about their jobs, working
conditions, pay and pramotions. The authors were of the opinion that

besides creating a higher standard of living, machines and the methods



of organising men around them, have created a new situation for modern
man and it was this environmment which the authors sought to explore.

They hypothesised that the assembly-line is the classic symbol of the
subjection of man to the machine in the industrial age and set cut to
define the characteristics of auto assembly work. They listed these as:
machine-paced, the use of predetermined techniques, repetitious and
minute subdivision of the product which calls for only a limited degree
of attention so that the work can be dorie autamatically. Moreover,
workers do not work in groups or teams rather each performs an individual
task. These characteristics, according to the authcrs, apply mainly to
the immediate content of the worker's job and that any study of job
satisfaction which amitted such factors would be of little value. Thus
their goal was to inquire into the nature of job satisfaction and to seek
the effects of the nature of the production system (technology) on the
job satisfaction of their sample.

In their findings, the authors reported that 80% of the workers
liked their job for its econamic benefits. They also found correlations
between short absences and the "mass production characteristics" of
jobs on the assembly iine. Absenteeism was found to be highest cn the
jcbs that required the least skill, were most repetitive and which gave
workers the least chance to express themselves. Technology in the view
of the authors is a potential source of worker deprivation and dissatis-
faction.

In their study, Walker and Guest like other advocates cf the
technological approach had an image of what an ideal job is and the needs

of human beings. Thus, certain types of technology are said to be ideal



to the extent to which it satisfies or provides opportunities for the
self-actualisation needs of workers. Such explanations of worker
attitudes on the basis of the dehumanizing nature of technology with
which they work is inadequate because it is not all workers who seek to
satisfy the need for self-actualisation in work. They remarked that "In
all of this classification of the autamobile assembly-line workers' job
have clearly been concerned not with an engineering analysis but with
factors which have an effect on satisfaction or dissatisfaction, with
the immediate job. Mechanical pace, repetitiveness, minimum skill
requirements and the cther job characteristics were all found reflected
in attitudes and feelings".12
If Walker and Guest had not adhered to a priori assumptions of
an ideal job and the needs of man they could have ccnsidered the view that
a low level of work involvement and a highly extrinsic orientation could
co~exist with a high measure of job satisfaction. From the author's
conceptualisaticn of job satisfaction which is informed by the social
action approach of Goldthrope et al, it is held that workers have certain
orientations to work which define what they expect or want fram their
job situation. Thus orientation to work, as Goldthorpe et al emphasised,
mediates between what could objectively be seen as alienating, caused by
the technologically detexmined job characteristic and the workers experience
of such a situation. Such a perspective coupled with an attempt to
camprehend the structure of group relations in organisations in temms of
the wants and expectations of individual employees would ensure that
researchers probe into the empirical evidence about different attitudes

and behavior patterns between groups and their differing reactions to



the same technology.

BLAUNER: TECHNOLOGY AND ALIENATICN

A path breaking effort in the attempt of the technological
school to link technology to job satisfaction was carried out by Blauner.
Hitherto, mcdern factory with its extreme specialisation has been said
to rob jobs of any intrinsic meaning and satisfaction because of the
fragmentation of work tasks. Thus modern technology was assumed to be
alienating which even prompted Marx to condemn the historical process
through which industrialisation robbed the craftsman of self-expression.
He notes that, "the autcmation itself is the subject and the workmen
are merely conscious organs co—ordinated with the unconscious organs of
the autamation and together with their subordination to the central

L Thus industrialisation in Marx's view, turned wcrkmen

moving power",
into cogs in the machine, powerless to enhance their self-worth except
through the "alien intermediarv", money.

Blauner, challenged the Marxian assumption that advanced techncloc
has resulted in alienation. Going beyond the tendency to regard modern
industrial work as an entity, and then argue for or against the opinion
that such werk leads to alienation, Blauner asserts that there exists
critically different types of work enviromments within modern industry
and this diversity in industrial enviromments leads to a variation in the
type and intensity of alienation. He therefore argues that:

"Yet within modern industry a vast process
of structural differentiation has taken
place. Although same cammon features link

all mocdern employment situaticns....
modern factories vary considerably in
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technolegy, in division of labour, in econcmic

structure and in organisational character.

These differences provide socio—-technical

system in which the cbjective conditions and

the inner life of employees are strikingly

variant. In sare industrial enviromments,

the alienating tendencies that Marx emphasised

are present to a high degree. In others they

are relatively undeveloped or have been countered

by new technical, econcmic and social forces".
He writes further:

"The present investigation is an attempt to

demonstrate and to explain the uneven distri-

bution of alienation among factory workers in

American industry". 14

Blauner's theoretical framework, derived fram Seeman,l5 is a

multidimensional conceptualisation of alienation - powerlessness, meaning-
less, social isolation and self-estrangement. He hypothesised that when
the werker lacks freedam and control (powerlessness), when his role is
so specialised that he becames a cog in the organisation, {(meaninglessness)
and when he is isolated from a cammnity of work, of personal relations
at work (isclation) the consequence is that the worker does not experience
work as fulfilling activity and rather becomes a means rather than a

fulfilling end (self-estrangement).
In valicdating his hypothesis, Blauner applied his alienation

cencept to four blue-collar work settings differentiated by their
technoleogical situations - the craft industry of printing, machine industry
exemplified by textitles, assembly line exemplified by the auto-industry
and continuous process industry by chemicals. Using Elmo Roper's 1947
work attitude study for Fortune magazine, he compared attitudinal measures
of alienation (job dissatisfaction) for the emplovees in the above
industries. He reported that those in the technologically advanced

chemical industries as well as craftsmen in the printing trades were less
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alienated than those in textile and autamobile industries. Blauner, there-

fore interpreted his finding as evidence supporting an inverted U-curve

relationship between technological advancement and alienation. Essentially

then, he succeeds in drawing attention to the fact that workers' alienation

is unequally distributed across various technological settings, and that

in those work situations that the worker has control, autonamy, variety

and challenge - in effect in those that possess the characteristics of

the ideal job the worker is likely to be satisfied whereas in job situations

that lack these characteristics the worker is bound to be dissatisfied.
Since the publication of his work, /\J_/t\Eas\ witnessed a flurry of

researches purporting to support his findings and others criticising it.
In a study of oil and chemical refinery workers, Vamplewl‘5 finds support

for Blauner's position. In broad terms, the study was to test two con-
flicting sets of hypotheses about work in a technical setting. Firstly,
there is the assertion that the work is dehumanising since it removes men
from the product and process of production, and also the worker is subjected
to stress engendered by feelings of powerlessness. Alternatively, freedam
fram machine damination is said to lead to more enriched work, and also,
challenging and interesting work gives oparators meaning in work, which

is contrary or rather an antithesis to the assembly line. In Blauner's
study he cepicted the work situation of chemical operators as involving

a high level of responsibility. Generally, Vamplew's findings provide
ampirical support to Blauner's characterisation of chemical proccess work

as enriched, challenging and interesting. To Vamplew the technology and

organisaticn gives rise to a markedly dirfferent work envirorment in terms

of intrinsic interest and job satisfaction fram that of the asserbly line.
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Fram the replies of the operators Varplew ccncludes that, "a
considerable enthusiasm was felt particularly for the content of the
job. The opportunity to learn and the interest and challenge of the
process were among the most liked or appealing features of the mrk".l7
He quotes scame of the operators as saying "It (the work) heolds your
attention, your interest is held all the time. I don't care how long
you are in here, you are always finding out samething new, a new way of
doing samething. And you get great satisfaction cut cf solving a problem"].'8
Another worker is quoted as saying "if samething goes wrong I get a great
deal of satisfaction when I stop and work out what has caused it - work

it out on my own and then put it righ ".19

Thus fram his £indings,
Vamplew, like Blauner, argues that the opportunities provided by the
technological demands of one's work are very fundamental in determining
his level of job satisfaction.

Besides Vamplew, Cotgrove20 in a study of five chemical process
plants in Britain, provides empirical support for Blauner's contention
that workers in automated work settings are iess alienated than those in
mass-production systems. He focused his analysis on the central core of
alienation - self-estrangement which is characterised by an instrumental
involvement. To Cotgrove, two characteristics of the work stand out -
firstly, the enthusiastic reports of the opportunities which the work
provided for learning and personal growth and secondly, the generally high
level of interest and absence of monotony. According to Cotgrove, wherever
the operatives spoke it was almost always about the chance to learn, the
interest of the process and the opportunity to use their own intelligence

and initiative. A worker is quoted as saying, "You've got to use your
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brains. If there is trouble you've got to use your brains, If there
is trouble you've got to find the cause. If there is a fault with the
punp it is no good calling the fitter and saying the pump is not working,

you've got to tell him just what is wrong".Zl

To Cotgrove, if an
instrumental involvement in work is the major criterion of alienation,
the evidence fram the chemical process worker can be taken to mean that
he is certainly less alienated than most factory workers in the sense
that the job provides considerable intrinsic satisfaction. His findings
broadly confirm Blauner's conclusion that "the chemical worker is less
likely to be subjectively alienated than the autamobile worker”.

In ancother study, Wedderburn and CJ:(:ﬂ'lp‘ton,22 focused on workers
in a large chemical camplex. The authors hypothesised that structures,
attitudes and behavior in the different works at Seagrass were influenced
by what they termed technology. They therefore treated the production
process as a crucial independent variable using the Woodward classification

of technology. 23

In the continuous flow production works, it was found
that operators found their jobs interesting and felt cverwhelmingly that
the amount of discretion they had in their work was adequate. On the
other hand, workers in machine-paced jcbs found their jobs boring and
felt they had no freedam and could not try out their own ideas. The
Seagrass study in the view of the authors confirmed the point that & way
which technology, crudely defined, did influence attitudes was through
its effects upon the work environment making it more or less pleasant and
also through its effect on the content of the tasks which had to be done.

Besides the blue-collar work situation, Blauner's ideas have been

applied to the white-collar setting, In an erpirical test of Blauner's



14

ideas on alienation, Kirsch and Lengerman24

applied it to alienating

job conditions and feelings of self-estrangement in a study of three
types of workers in a white-collar setting. Instead of focusing on
differences in alienating conditions associated with different industrial
settings, the authors focused on differences in alienating conditions
associated with different types of jobs within a white-collar setting.

In testing the relationships between alienating conditions and feelings
of self-estrangement among their sample of white-collar workers, the
authors distributed a pre-tested 57 item questionnaire to 150 employees
in the operations divisicn of a large bank. Three types of employees

who differ in their exposure to alienating conditions were used as
samples - carputer personnel, clerical workers and machine operators.

The measures of alienation in their study were powerlessness, meaningless-
ness and lack of pramotion opportunity as objective alienating conditions,
and that of self-estrangement as subjectively experienced alienation.

The basic underlying hypothesis of their study was that white-
collar jobs differ in the extent to which they subject workers to
alienating conditions. Their analysis supports the contention that just
as there are different types of industrial settings, so too are there
different types of white~collar jobs within the white-collar setting, which
differ in their cbjective features in a way that scame workers are
consistently more subject to alienating conditions than others. The
authors also found substantial differences in levels of self-estrangement
but also the applicability of these ideas to the white-collar setting of
modern office work.

In a study in which he focused on man-machine relationships rather
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than the interindustrial camparison, Sheppard,25 provides empirical
support for Blauner's finding. He replicated Blauner's study among a
total sample of 305 factory workers. In his study Blauner pointed out
that there is no technological homogeneity in any given industry or
firm, which poses the problem of internal technological differences in
various firms and industry. Following this line of reasoning, Sheppard
argues against the practice of combining different man-machine relation-
ships into one category. In order to discern the effects of job content
on worker attitudes in different technologiczl environments, workers
in his study were selected by the quota method. The automated workers
were refinery control room monitors, whilst the craft and mechanised
workers were from an automobile assembly plant. The author, like Blauner,
reported an inverted U-pattern on the alienation scales. Though his
findings support Blauner, he nevertheless emphasised that, variations

in attitudes to work cannot be campletely attributed to jcb content and
technology.

E‘ullan26 also reported on the link between techrnology and worker
integration. The literature in the technological framework has suggested
a linkage between the type of technology and organi_fiational structure and
also the satisfacticn of the worker. Fullan cn the 4ther hand examined
how industrial integration in the organisation varies according to the
type of technology, characteristic of the organisation. Defining
integration in terms of the degree to which industrial workers feel
isolated or related through interaction, Fullan reported on a sample of
1491 Canadian factory workers working in 3 different socio-technical

systems - craft, mass and continuous process. He hypothesised that
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technology influences the type of relationships that a worker has with

the organisation ancd that the level of integration of the worker in the

organisation will be highest for oil workers, followed by printers and
lowest for autcmobile woarkers.
Fullan tested his hypothesis using 4 indices of integration -

individual attitudes toward his fellow workers, first line supervisors

’

labour-management relations, the status structure of the organisation and

the campany. As hypothesised, Fullan found that oil workers were the
most integrated in terms of fellow workers, first line supervisors,

labour-management relatn.ons, status structure of the orgamsatlon and

/} )( e o - \(, ¥ G PR e
evaluation of th%lpan The same patterh was observed among these

y 44:

workers on a measurs of labour turnover which has been used as an :Lndlrect

measure of work dissatisfaction. He tended to agree with Blauner that
social integration can mitigate the effects of cbjectively alienating
work which he found to be the case among textile workers.

This contention was supported also by Fullan's own previous
workz7 in which he found that oil workers in spite of the fact that

certain aspects of their work are potentially alienating (e.g. lack of

control cver work process) score lowest on an index measuring the degree

of subjectively experienced alienaticn. Essentially, a marked degree of

alienation inhibits integration. On the basis of his findings, he

concluded that theugh technology may not be the only determinant of

worker integration in the organisation, it is one of the most important

factors which facilitates or inhibits integration.

Though Blauner's finding has been generally supported, a few

researches have provided conflicting results. In a study concerned with

2T
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worker alienaticn in autamated plants operating in continuous process
industries, Susnan28 challenged the validity of Blauner's finding that
reduced worker alienation is always associated with autamated technologiz.
Basically, Susman's study was guided by 2 concerns: (a) Is the low level
of worker alienation acbserved in continuous process industries due
solely to the presence ¢f autamation or are there other characteristics
of the work process which could account for this cbservation; and (b)
Does alienation continually decrease as plants became more autanaﬁ
In seeking an answer to the problem of what causes people to be alienated
fram their work, Susman used 3 indices of alienation:meaninglessness,
norrlessness and powerlessness. Using a questionnaire, the author focused
on such continucus process industries as petroleum, refinery, industrial
chemicals and plastics, cement, electric power, beverages and gypsum.
In his camparison of discrete and continuous process jobs, Susman
reports an increase in nomlessness, powerlessness and meaninglessness
as the degree of autcmation reaches higher levels. Susman's finding
basically contradicts Blauner's, with regard to the presumption of
continued job improvements associated with increasing levels of autamation.
The most recent criticism of research on alienation is directed
at the evidence Blauner presented in suppcrt of the inverted U-curve
hypothesis. Berg et £29 centend that Blauner's data do not consistently
support the hypcthesis. In another study by Hull et il.'30 it is asserted
that Blauner's U-curve hypothesis is supported if the textile category
is excluded, and pcinted out that most replicatiorsof Blauner's U-curve
hypothesis have amitted this category, for example Fullan (1970).

.
Form,3“ operating in a technological perspective sought to
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introduce same clarity into the contradiction between findings on

worker satisfaction and the theorising about it. Basically, the
fundamental questions this concern led him tc were: Do auto workers
hate working and seek to escape it? Do they despise the factory
enviromment? Does increasing mechanisation make autamobile workers more
discontented with their jobs? Do workers with equal skills evaluate
their jcbs in the same way irrespective of the recency of industry in the
country? Form's research which was designed to answer these questicns
focused on autamobile workers in four countries (U.S. Italy, Argentina
and India).

Using technology and its asscciated job characteristics as
independent variable, Form found that workers in all fcur countries
regardiess of their skill and job routines or the complexity cf plant
technology, tend to be generally satisfied with working, factcory employ-
ment and their specific jobs. Also he found degree of satisfaction
varies directly with the amount of skill and control over work coperaticn,
though a number of factors external to work may influence job satisfaction
(for example age, marital status, etc.). His finding, that skilled
workers find werk satisfying and do not need social interacticn whilst
the unskilled find jcbs more satisfying when they have high opportunity
o interact with work mates supports a socio~technical view of jabs
satifacticn.

Sheppard and Herrick' 332

study hichlights the influence of
technology in determining job satisfaction. In this study, the authors
focused on the work itself, determined by the technology cf the producticn

prooess to the extent to which it allows for autonamy. responsibility,
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variety and creativity. The authors contended that much of the
dissatisfaction expressed by workers could be directly related to the
kind of job they do, in that certain jobs are undesirable. Thus based
on their conception of the characteristics of a good job, the authors
postulated and in fact found evidence to support their contention that
job satisfaction is more a factor of the technologically determined
situation in which a worker finds himself. They therefore argued for
job conditions which will provide the characteristics of the ideal jcb
and thereby give the worker same job satisfaction. In their cammitment
to a humanised work, the authors allowed this cammitment to cloud their
vision concerning the demands of empirical demonstration.

This concern with the problem of alienated labour fueled by the
technological school has intensified in the recent past and (this concern)
has even been demcnstrated in an action-oriented report titled "Work in
Ame.rica".33

A common conviction of adherents of the technological scheol
is that the workplace must provide the worker with (a) tasks that are
more self-fulfilling and self-respecting and (b) a greater latitude for
exercising personal control over the work itself., But in their study
Goldthrope et al pointed out that the wants and expectations, in this
case, intrinsic rewards, were not as crucial as extrinsic rewards in the
worker's attachment to his job. The Luton study, however, did provide
same support to Blauner's idea in that it was found that most of the
assemblers derived little or no satisfaction fram the characteristics
of their jobs. Nevertheless, Goldthorpe et il_ remarked; "Our findings

reveal that for the workers in these 5 groups, industrial employment
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offers significantly different patterns of satisfaction and deprivation,
and further that these men differ in the stance they take towards wcrk
and the meanings they give to it".34

Implicit in this quote is a perspective on job satisfaction
that allows for the interplay of worker's orientation to work and the
organisational reward system which does not preclude technologically
determined job characteristics. This perspective called the social
action approach argues that the worker's experiences outside work which
he carries to the jcb situation mediates between the objective situation
and how he perceives it. Thus in spite of the technological demands of
the job situation, an important determinant of work attitudes and
behavior at work is the worker's definition of the situation and the ends
to be served, determined by his wants and experiences.

Fram this perspective a weakness of the technological school
is that it does not pemmit explanation of differences in levels cf
satisfaction among workers working with the same technology. Though
Blauner recognised the importance of impersonal factors and their
influence on subjective and behavioral responses to alienating conditions
he didn't include that in his analysis. Following from the social action
approach, an approach which provides the theoretical framework for this
study, a worker's job satisfaction cannot be easily determined by the
technological demands of his job, but also account should be taken of
the worker's orientation to work which determines how he perceives the
job situation. A difficulty with the socio~technical approach is the
conception of an cbjectively alienating condition. To Silve.rman35

implicit in this is a moral judgement about the sort of work which ought
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to be satisfying. A more illuminating approach should rather examine
the ends and conceptions of expectation which men actually do bring to
work and then compare these with the actual nature of their work.

A further limitation of the socio-technical approach is that it
has a universalistic conception of human needs and human nature. Several
studies have pointed out that there is nothing like universality of human
needs though some psychologists and social-psychologists have pointed out
that mature adults strive for self-determination, self-initiative, responsi-
bility and self-actualisaticn. Social experiences contribute to the
shaping of a worker's expectation and needs which by definition is the
worker's orientation to work. As Goldthorpe et al pointed out "wants and
expectations are culturally determined variables not psychological
constants and fram a sociological standpoint what is a fact of major interest
is the variation in the ways in which groups differently located in the
social structure actually experience and attempt to meet the needs which
at a different level of analysis may be attributed to them all".36

Though the author agrees with the contention of the technological
school that job characteristics are important in determinining the Jjob
satisfaction of workers, the relationship between technology and job
satisfaction is not a simple one because there are certain crucial variables
which interact with technology to determine job satisfaction. The problem
of job satisfacticn is then reduced to work related values that are
instrumentally reached through work, because since different workers have
different orientations to work they will be motivated in different ways,
and be satisfied by different objects.

A study which demonstrates this perspective is that by Turmer
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and Lawrence.37 Inthis study, the authors sought to find the effect of
technoloéy on job attitudes and jcb behavior at work. Specifically, the
authors were interested in the variaticns of workers response to the
nature of work which is to a large extent technologically determined.

The central hypcthesis of the study was that, there would be a favourable
response (High attendance and high job satisfaction) to camplex or

involving tasks (High Requisite Task Attributes) and an unfavourable
response (Low attendance and low job satisfaction) to more highly programmed,
less demancding work (Low Requisite Task Attributes). On the basis of their
hypothesis, they developed a scheme for classifying and measuring

relevant task attributes measured in terms of such attributes as variety,
autonomy, interaction, knowledge, skill and responsibility. These
attributes then formed what they termed Requisite Task Attributes (RTR).
Besides the central hypothesis, the authors designed their study in such

a way that they could be able to account for results which are inconsistent
with their hypothesis. These supplementary variables included situational
factors (pay, satisfaction with campany, foreman, and work group); individual
characteristics (age, education, seniority, etc.) and perceived task
attributes (the amount of variety, autocnamy, etc. required by the tasks
perceived by the worker).

The authors were able to find support for their central hypothesis
that favourable responses to high RTA scores would lead to high attendance
especially when the task was relatively complex and demanding. The
confirmation of this hypothesis points to the fact that technology
influences job behavior at least when measured by work attendance.

However, the authors failed to find any significant relationship
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between task camplexity and job satisfaction. When they crosstabulated
job satisfaction with RTA Index scores the primary hypothesis was not
confirmed as there was no significant association between job satisfaction
and RTA index scores. According to the authors, two contradictory
tendencies accounted for the overall lack of relationship between RTA and
job satisfaction which prampted them to focus on supplementary variables.
It was only after they had employed the variables of worker's background
(town or city dweller) that they found a pattern. They found that city
workers expressed more satisfaction with low than with high RTA scores
whereas town workers were more frequently satisfied with high than with
low scoring tasks.

Thus this study points to the fact that though technology could
be very important in determining worker's jcb satisfaction, this relation-
ship is influenced significantly by the worker's background which by
definition is his orientation to work. Thus in spite of the fact that
the sample was exposed to the same technology the ends sought in the work
situation differed which accounted for variations in their response. This
lends support to the author's contention that a worker's orientation to
work and its interaction with the work situation is what determines job
satisfaction and not technology per se.

However, in spite of this position, exponents of the technological
approach have continued to point out what they perceive to be the
unfortunate effects of work simplification. In brief, these writers have
argued that simple routine non challenging jobs often lead to high employee
dissatisfaction and what fram management's point of view pathological

behavior. As a response *o this call, writers of the technological
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persuasion have advocated the redesigning of jobs which would ensure that
all jobs are made to possess the characteristics of the ideal job. The
process of job enlargement then is aimed at producing jobs at a higher-
level of skill with varied work content and relative autoncmy for the
worker.

In their study, Hackman and Lawler38 pointed out that case studies
are not likely to contribute much to the develomment of answers to
whether jocb enlargement is beneficial or not. Using an expectancy theory
framework, the authors identified three characteristics of motivatirg
jobs: (1) Jjobs must allow workers to feel personally responsible for
a meaningful portion of their work; (2) must provide outcames which are
intrinsically meaningful to the individual and (2) must provide feedback
about what is accamplished. Thus they argued that these characteristics
of the job can establish oconditions which will enhance the intrinsic
motivation of workers. However, they recognised the irportance of the
need states of the employees and pointed out that those who are desirous
of higher order need satisfaction would derive satisfaction fram such
jobs. Their study suggests that depending on the characteristics of the
worker job design practices can be appropriate scme of the time though
they are of the view that technology and job characteristics are crucial
to work satisfacticn.

In a review of the literature on job enlargement, Hulin and Blcood
rointed out that individual differences mediate between what should be
considered as objective conditions of the job and the subjective response
of workers. Unlike Turmer and Lawrence, Hulin and Blood based their

operationalisation of individual differences on integration with or
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alienation fram middle class work values. Workers who are integrated
are characterised by aspirations for upward occupational mobility and
personal involvement in work. After a review of the literature the
authors pointed out that, "...the argument for larger jobs as a means

of motivating workers, decreasing boredom and dissatisfaction, and
increasing attendance and productivity is valid only when applied to
certain segments of the workforce... white-collar and supervisory workers
and non alienated blue-collar wz:»rkers;"?9 On this basis they proposed a
contingency model which stresses the mediation effects of individual
value differences.

In a separate wcrk, Hulin argued that those of technological
persuasion who stress the universality of needs and hence the need to
modify job characteristics are in effect projecting their own needs onto
persons who do not share these values. Specifically he writes of such
people as "attributing to all members of a population the values, desires
and aspirations possessed by one's own peer group or subo.ﬂ.i:t.u:e".4O

Though certain writers have not considered the impact of
individual differences with regard to responses to technologically
determined job characteristics, the argument that there are certain
factors that interact with technolegy and therefore affects the relation-
ship between technology and worker response, and should even be treated
as an important independent variable is gaining currency. If one attempts
an understanding of the causal basis of the ccncept of job satisfaction
it becames clear that it could not be understood unless of course in

relation to the work values of the worker and the extent to which the

organisational reward system fulfills these work values. The
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technological approach, though it provides important insights into what
causes job satisfaction, fails to consider fully the impact of cne's
orientation to work and therefore what is desired from the job situation.
Following this line of reasoning it beccmes clear that the way
workers perceive the work situation would be related to the values they
place on perceived organisational reward systems as sources of satis-
faction and dissatisfaction. Workers came to the job situation with
expectations and desires, to understand what makes a worker jcb
satisfied,it is necessary to consider his orientation to work which
should even be treated as an important independent variable. This
point has been emphasised by Goldthorpe et al when they wrote, "It may
be arqued that in any attempt at explaining and understanding attituces
and behavior within modern industry, the probability at least must be
recognised that orientation to work which employees hold in cammon will
need to be treated as an important independent variable relative to
the in plant situation".4l
Thus following this perspective the first task of organisational
analysis is to distinguish the orientation of different members which can
help appreciate their definition of the situation and ends to be served.
It is the contention of the author that when jcb satisfaction studies
start with a conceptual analysis of the concept, then orientation to
work and its interaction with a worker's perception of the organisational
reward system should be seen as primary to an understanding of a worker's
jab satisfaction - a perspective which does not preclude the influence
of technologically determined job characteristics. Thus the selection

of orientation to work does not imply any narrowly deterministic position.
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The author therefore agrees with Perrow's assertion that:
"What is held to be an independent and
dependent variable when one abstracts general
variables fraom a highly interdependent and

camplex social system is less of an assertion
about reality than a strategy of analysis..."

42

The author does not therefore intend to replaca cne simplistic
assumption with another, Instead, he intends to draw attention to the point
that the logical independent variable when ocne considers the conceptual
basis of job satisfaction isorientation to work and its interaction with
the organisational reward system. The trends in the literature therefore
present some direction for a new conceptualisation of job satisfaction
and job behavior. In the next chapter the author offers a conceptual-
isation of job satisfaction based on the social action approach and his

research strategy.
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CHAPTER TWO

JOB SATTISFACTICN: A SOCIAL ACTION APPROACH AND RESEARCH STRATEGY

STATEMENT OF THE PROBLEM

The literature has shown that there are two campeting approaches
to the study of job satisfaction; The first being the sccio-technical
approach with its emphasis on the influence of technclogically determined
job characteristics on job satisfaction, and secondly the social action
apprcach which stresses the influence of wants and expectations, simply
the orientaticn to work that workers bring to their job situation and its
interaction with the perceived organisational reward system.

In formulating the theoretical framewcrk for the explication of
jcb satisfaction, the author has elected to focus on workers' orientation
to work. It is the contention of the author that if progress is to ke
made in our understanding of job satisfaction, attention has to be given
to a conceptual analysis of the concept. Despite all the work deone in
this area—-over 3,300 papers published up to 1976, Lccke contends that
our understanding of the concept has not increased substantially. He
attributes this state of affairs to the atheoretical nature of most of
the researches and alsc their lack of concern for causal relationshipsj.’

The cbiective of this study then is to formalise a conceptualisation
of job satisfaction which will have functional utility. Locke explains
that to understand a phenamenon the researcher must attempt to locate it

within a conceptual framework of analysis. This therefore demands that

31
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the first question a scientific investigator must ask is not "how can I
measure it" but rather "what is it?".2 Larouche and Delorme have also
emphasised the importance of conceptualisation preceding generalisation
of a phenamenon on the basis that "a thecoretical definition is a vehicle
for an implicit conceptualisation of job satisfaction which directs the
method used in order to measure the phenomenon".3
A position along these lines has also been explicitly stated by
Goldthorre et al when they wrote:
"... the question of satisfaction fram work
cannot in the end be usefully considered
except in relationship to the more basic
questions of what one would term orientation
to work. Until one knows samething of the
way in which workers order their wants and
expectations relative to the employment until
one knows what meaning work has for them, one
is not in a position to understand what overall
assessment of their jcb satisfaction may most
appropriately be made in their case" 4
Thus workers order wants and expectations relative to their employment
and it is this orientation which workers bring tc their work environment
that a scciological perspective on the concept of job satisfaction should
advance as the most important independent variable in any theoretical
mocdel of job satisfaction.
The debate on the notion of crientation to work between Daniel
and GoldthorpeD has been cancerned with two basic issues, namely: (a)
"Are workers priorities fixed by forces external to the working situaticn?”
(b) Do these priorities ramain constant cver a periocd of time?" In the
debate Daniel accuses Goldthorpe et al of neglecting internal influence
technology) and overstressing external influences (hame life, econcamic

life and status relation in the family). Though nobody denies the
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influence of jcb context factors in determining job satisfaction, why
these factors are relevant to a worker's job satisfaction cannot be
understood unless one has considered the societal factors shaping an
individual's ordering of his wants and expectations fram work. Such an
approach then allows for an appreciation of the interplay between
external and internal factors in detemmining a worker's level of job
satisfaction.

Such orientations are however socially generated and sustained
because men have no inherent, genetically given orientaion to work.
Tilgher's study,6 demonstrates that the meaning of work has shifted
along with changes in the social order and thus orientation to work is
greatly influenced by the social structure in which one lives and it is
also a result of socialising experiences. Thus it is possible for an
individual's culturally moulded orientation to work to change gradually
overtime, which makes the question of meanings in work problematic.

This however, does not preclude the use of orientation to work in
explaining job satisfaction because the attitudes and behavior of members
of an organisaticn can only be explained when their definition of the
situation and thke ends have been understood.

The relationship between social-psychological variables {(work
values) their interactions with job context factors and job satisfaction
is especially important for the conceptualisaticn being presented. This
realisation that job satisfaction results from the person-environment
interaction has been expressed by various writers. Schaffer proposed
that job satisfaction is a function of need fulfillment. He wrote;

"overall need satisfaction (i.e. job satisfaction) will vary directly
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with the extent to which those needs of an individual which can be
satisfied in a job are actually satisfied. The stronger the need the
more closely will job satisfaction depend on its fulfill.rnrant".7 Spitzer,
proposed that "job satisfaction is a positive function of goal attaimment.
If the employee attains his goals, he will have high job satisfaction,
but if he does not attain these goals, he will have negative atffect“.8
Russell also maintains that "job satisfaction is a function of the
importance attached by the workers to the extent to which needs are
generally met in the work situation relative to the way in which these
workers have ordered their wants and eq_:ect,at'_i.ons".9 (Orientation to

work) Thus the conceptualisation being presented is consistent with the
data in the field.

In effect the interactionist view represents a conceptual frame-
work which maintains that job satisfaction results from the interaction
between job incumbents ancd their job context. Implicit in this approach
is the notion that levels of job satisfaction are determined by the amount
of congruence between individual work value system and organisational
reward system. Lawrence Pervin expresses a similar view when he wrote;

"A matchor best fit of individual to envirorment is viewed as expressing
itself in high performance, satisfaction and little disturbance in the
system whereas a lack of fit is viewed as resulting in decrease performance,
dissatisfaction and disturbs the system".lo

Thus tc explain variations in job satisfaction among employees
of the same firm demands that the researcher make an effort to understand

their orientations to work and their perception of the organisational

reward system which takes cognisance of job characteristics.



35

The objectives of the author in this study are (a) To determine
the work values of the sample and same of the influences shaping these
work values; (b) To investigate the place of orientation to werk as an
explanatory variable in the study of job satisfaction and (c) Determine
which category cf organisational rewards are important in influencing a

worker's job satisfacticn.

RELEVANCE OF THE STUDY:

Studies of jcb satisfaction are ultimately aimed at making
assessments about people and jobs so that improvements can ke made in the
jobs themselves or that appropriate remedies are taken to ensure a
better fit between the individual and his job. Job satisfaction and its
correlates, have therefore, became the favourite research topic of
scholars interested in organisational effectiveness.

Industry as Roethlisberger remarked,is not ocnly an organisation
for the pramotion of econcmic purposes but also a human organisation in
which the hope and aspirations of individuals are trying to find expression.
Organisations are then faced with two basic functions; (a) that of
producing a product and (b) that of creating and distributing satisfaction
among the individual members of the organisation.

Physical scientists have worked to provide industry with the
technical knowledge to increase efficiency. EHowever, technological
advancement per se cannot assure us of any increased production, and it
is therefore apparent that mankind has nct learned how to organise voluntary

human co-operative effort with the efficiency and dexterity that he
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organises-the assembly line. The implication is that, whilst man has
succeeded in developing technological proficiency, he has not succeeded
in understanding what makes the human element tick at the workplace.

' This, however, does not mean that behavioral scientists have not
beccme aware of this problem. On the contrary, since the pioneering
work by Mayo and Associates, volumes of job satisfaction studies have
emerged, Unfortunately most of these studies have not been theoretically

oriented.,

In recent times, however, a group of scholars have argued that
technology is the foremost factor to be considered in any explanation
of workers' attitudes and behaviour. As a result of her South East
Essex Studies, Woodward concluded that "there appear to be considerable
differences between production systems in the extent to which the
'situational demands' create conditions conducive to human happiness “.12

Though technology is not entirely unimportant in determining
job attitudes, the tendency of attributing to it the role of the sole
explanatory variable should be challenged as being too deterministic.

In their study, Goldthorpe et al pointed out that "technology was clearly
the major factor determining the level of intrinsic satisfaction which
our respondents were able to derive fram their jdbs...but nonetheless
little systematic association was revealed among the workers...immediate
experience of their work situations as technologically conditioned, and
the range of attitudes and behaviour which they more generally displayed
as industrial enployees“.l3 Thus it is evident fram this perspective

that technology per se does not determine an employees job satisfaction.



37

Though it conditions the cbjective features of the work situation, the
way workers are oriented to work mediate their perception and experience
of these dbjective features.

The present study which contributes to this debate adopts the
perspective that if job satisfaction studies begin with an attempt at
conceptual clarification, a worker's orientation to work is a more logical
explanatory variable.

In his study, "Work Values and Job Satisfaction", Milton Blood
reviewed the work of previcus investigators who have discussed work
values as they are related to the ideals of the Protestant Ethic. These
earlier researchers have predicted differences in levels of job satisfaction
fram the knowledge of religious affiliations. He therefore contended that,
if such differences are predictable on the basis of religicus affiliations,
psychological explanation require that they be mediated by same
psychologically measurable differences. If work value differences can
be measured, Blood argues that it should allow for the prediction of
within group differences in job satisfaction as well as between group
satisfaction.

Blood, however was nct sure whether a causal relationship
exists between the work value dimension and job satisfaction but contended
that work values precede and influence job satisfaction. He urged future
researchers to probe the relationship between work values and jcb
satisfaction. He wrote, "whether a causal relationship exists between
the work value dimension and jcb satisfaction is a researchable question.
It seems more logical to the author to assume that work values precede

and influence job satisfaction rather than the cpposite. ture research
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should investigate this relationship".l4

To some extent, the present
study is a response to this challenge.

It is theoretically plausible that the way a person evaluates
work in general should be related tc his attitudes and values. Sameone
who thinks work is an abomination will likely be unhappy even in the
most pleasant work situation whilst a person who feels that personal
worth results only fram self-sacrificing work would likely derive same
satisfaction even in a menial job.

The bourgecning interest in job satisfaction can be linked to
the emerging concern about the quality of life., Humanitarian interest
in what goes on in the work place where the worker spends most of his
working life has been prompted by the realisation that job satisfaction
is one measure of the quality of life in organisations. It is therefore
appropriate to understand the causal mechanisms underlying the concept
of job satisfaction even if it is not directly related to job performance.

However, there is a consensus of research opinion that job
satisfaction is related to employee turnover and absenteeism both of which
are costly to an organisation.15 In spite of this realisation ncthing
could be done unless one is aware of the causal basis of the concept in
order to take practical preventive measures to curb the nagging problem
of labour turnover and absenteeism.

Organisations can then influence job satisfaction by procducing
a congruence between employvee values and perceived organisational reward
system. The ultimate goal of this work then is to make a contributicn

to the current debate among industrial sociologists about the place of

orientation to work as an explanatory variable in the study of attitudes
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(job satisfaction) and behaviour of industrial workers. If this goal is
achieved it will represent a small step in the development of skills to

secure humanity's capacity for spontaneous co-cperation.

HYPOTHESIS

It is postulated that the way workers perceive the job
enviromment will be a function of their orientation to work. Evidence
is therefore sought for the contention that variations in orientation
to work manifested by workers, exert a pervasive influence on the
perception of and response to the relative strength of various job
context and job content factors as sources of satisfaction and dissatis-
faction.,

To test the validity of a model, the associated theoretical
framework must prcvide logically consistent deductions which are amenable
to empirical check. In this study, the formulation of job satisfaction
resulted in a conceptual framewcrk made up of a set of relationships.

The framework developed focused on jcb satisfaction as a dependent variable
and was operaticnalised as a function of the perception that one's job
fulfills or allows for the fulfillment of cne's work values.

In those organisations where employees' values are congruent
with the reward system, such employees will report high levels of job
satisfaction and vice versa. A conceptualisation should however be
tested and in order to do so it must give rise to a hypothesis. My

hypothesis formally stated is that:



Job satisfaction is a positive function of
the attaimment of work values. The more

important the value the more strongly will
job satisfaction depend on its fulfillment.

Besides the primary hypothesis, two secondary hypotheses were
tested. One of these concerns variation in work orientation and levels
of jcb satisfaction. Writers who emphasise the orientation to work
approach in studies of job satisfaction have pcinted out that different
workers have different sources of satisfaction. Thus, same workers
derive satisfaction fram factors inherent in the job (intrinsically
oriented) whilst others derive satisfaction from factors external to the
job (extrinsically oriented). What really matters, then, is satisfying
one's own orientation. In a study by Saleh and Hyde the level of job
satisfaction of the intrinsically oriented group was campared with that
of the extrinsically oriented group. It was found that the intrinsically
oriented group was more job satisfied than the extrinsically oriented
which supports their hypothesis that "Those who are intrinsically oriented
would show higher levels of general satisfaction than those who are
extrinsically oriented" .16 The author wishes to test the validity of
this assertion.

It has been pointed out earlier in the study that human beings
are not born with any inherent, genetically given orientations to work,
but rather, the meanings they attach to work are socially generated and
sustained. This realisation has prampted sociologists to identify the
sccial forces that shape an individual's orientation to work. In a
study by Turner and Lawrence, it was pointed out that an individual's

camunity of socialisation (rural/urban) has an effect on the meaning
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he attaches to work. Their hypothesis formally stated was that "The
large urban cultural setting is associated with a different response to

17

work than a rural or town envirorment”. The author tested the validity

of this assertion with his sample.

METHODOLOGY

As already pointed out, the author's purpose is to provide a
causal basis for the concept of jab satisfaction. Deriving from the
conceptualisation of job satisfaction proposed in this study, it is not
only the value system of workers that determine satisfaction though it
is the principal determinant. An intervening variable is the perceived
organisational reward system. Figure 2.1 depicts a conceptual scheme with
which the authcr investigated the interrelationship among the independent,

intervening and dependent variables.

FIGURE 2.1
INDEPENDENT INTERVENING DEPENDENT
VARIABLE VARIABLES VARTABLE

STITUATIONAL FACTORS:
PAY, SECURITY & ADVANCEMENT N

\
TNDIVIDUAL CHARACTERISTICS \
AGE, EDUCATION, FAMILY
VALUES ' ’ JOB
DESTRES ¢ BACKGROUND, MARTTAL SATTSFACTION

i STATUS, NUMBER OF

DEPENDENTS, WORK HISTCRY,
ETC.

PEPCEIVED TASK ATTRIBUTES
AUTONQVY , USE OF SKILLS
RECCGNITION, ETC.

THE INTERRELATIONSHIPS OF KEY VARIABLES
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THE DATA BASE

To test the hypothesis deduced fram the author's conceptualisation
of job satisfaction a secondary analysis of J. Loubser and M. Fullan's
data on "Industrial Conversicn and Workers Attitudes to Change in Different
Indust‘x:ies"l8 was performed.

The data were obtained from the responses to a face-sheet
questionnaire by 2,832 male employees living in the Oshawa-Toronto-
Hamilton region and working in 17 firms in 6 major industrial complexes -
0il, chemical, electrical,printing, autamobile and steel. These industries
were selected on the basis of expected variation in technclogy and the
fact that they have been the subject of camparable studies in cther
countries. The data were collected by means of mailed questicnnaire
accampanied by the normal follow up and reminder letters to non-respondents,
The response rate which on average was 50.3 percent, ranged from a low
of 35.7 percent for one of the electrical firms to a high of 78.2 percent
for a printing firm.

The standard prccedure for selecting respondents was to sample
the hourly rated workers in direct production, skilled maintenance workers
and immediate supervisors in each firm. The production wecrkers in the
sample, according to the authors, are skilled and semi-skilled because
unskilled workers do not relate directly to the production process and
the questionnaire was found to be inappropriate for them. Thus, acccrding
to the authors, the skill level in the sample is higher than that for the
average Canadian industrial worker. Within all but the 2 large firms

employees in each of the 3 job categories, immediate supervision, skilled
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maintenance and direct production were non-randamly sampled. In the
autcmobile firms, the authors sampled 50 percent of skilled maintenance
and 20 percent direct production workers, respectively, and 5 percent

cof immediate supervisors in the smaller firms whilst all immediate
supervisors in the larger firms were included in the sample. In the
largest Electrical products and Printing firms, they sampled 50 percent
of direct production workers and all individuals in the other 2 job
categories whilst in the steel firm, 40 percent of supervisors and 20
percent of the other 2 job categories were sampled. Generally then the
sample was drawn fram employees engaged in direct production, maintenance
or first level supervision and classified into 4 major occupational
groupings: 147 managers, 274 foremen, 1623 skilled workers and 774 semi-
skilled workers.

On the issue of non-respondents the authors simply eliminated
fram the returns a questionnaire that has one or more pages unanswered.
The questionnaire itself went through several revisions and was pre-tested
on a small nurber of workers in a steel plant in a suburb of Toronto.

The importance of the pre-test was that it provided a way to determine
if the proposed questionnaire would function and if the respondents would

co-coperate in the research effort.

INSTRUMENTATION

For the purpose cf this study the questionnaire was organised

into three main parts:
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a) Biographical and Demographic Variables: These items or variables

were used to obtain information about the personal background of the
workers which might be related to their work values. These variables were
chosen to provide biographical and demographic data which have been
empirically observed to be related to differences in behavicur. Such
items include age, marital status, cammnity background, social class,
level of education, father's occupation and work history.

b) Job Satisfaction: A single measure referred to as satisfaction with

the job in general (JIG) was used to measure job satisfaction. "Taking
into consideration all the things about vour jcb (work), how satisfied

or dissatisfified are you with it?" Responses were based on a Likert

five point scale. Besides the JIG measure, the author used the job
description index measure (JDI). The JDI is an adjective check list which
measures a respondent's satisfaction with separate aspects of the job,
pay, pramotion, recognition, ability to use skills. Smith, Hulin and
Kendalll9 have presented data concerning the vaiidity and reliability

of this measure.

c) Orientation to Work: A single unambiguous question was used to

measure a worker's work value. "When you think abcut taking a job in
another plant or campany, what do you think is the mcst important consider-

ation?" Responses included both extrinsic and intrinsic rewards.

DATA ANALYSIS

All the computation was undertaken using SPSS. In the preliminary

stage of the analysis the author sought to determine the distributional
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characteristics of the variables. This is because an initial examinaticn
of the frequency tables enables the researcher to ensure that each variable
has sufficient variability to be used in subsequent relational analysis.
Additionally, a frequency distribution in the early stages of the
analysis enables the researcher to check the reliability of the data.
This is to ensure that it has been coded, punched, and input to the
desired specifications .20

The next step of the analysis was concerned with eliciting the
respondents work values and the influence of the biographical and
demographic variables on a respondent's orientation to work. To tap
work values, respondents were asked a single unambiguous question and cn
the basis of their responses they were classified as either intrinsically
or extrinsically oriented. "When you think about taking a job in another

plant or carpany, what do you think is the most important consideration?

Higher pay and benefi (Extrinsic)
More interesting work (Intrinsic)
More security (Extrinsic)
More control over my work

pace and quality (Intrinsic)
Better chance to use my

abilities (Intrinsic)
Better opportunities for

advancement (Extrinsic)
A greater sense of accamplish-

ment (Intrinsic)

Though there is no absolute consensus on the categories of work
values it appears that values relevant to jobs and werk fall into 2
categories as pointed out by Herzberg et al. Extrinsic values relate to
aspects peripheral to the job and more concerned with the organisational
environment whereas intrinsic values relate to the job itself.

After determining the work values of respondents, the author



proceeded to examine the influence of biographical and demographic
variables on a worker's orientation tc work. This was done by
correlational tests. Psychological theory has been used to explain a
worker's work values and little relevance has been attached to the social
sources of these values. A strictly sociological approach to such a
prcblem would assume that the values a worker places on various segments
of his jab are primarily a function of his social class, family back-
ground and the specific groups with which he identifies.21 The author
therefore scught for the influence of a worker's out of work experiences
on his orientation to work. However, it is the author's contention that
experiences on the jcb could also affect one's orientation to work so he
examined the influence of job level and technology on orientation to work.
The author wishes to point out that though he examined the influence of
job level on orientation to work, the reinforcing processes by which
jobs affect orientation to work and orientation to work reflect back on
jobs are too complex and beyond the parameters of his data.

To examine the relationship between orientation to work and jcb
satisfaction the author used another question to measure the rewarcds a
respondent perceives to be getting fram his job envircrment. '"Which one

of the following factors would you say is the most important to you in

your relationship to your campany?"

a) The material benefits I get fram my job. (Extrinsic)
b) My relationship and loyalty to the men

who work with me and the ocompany itself. (Extrinsic)
c) The sense of fulfillment and accamplishment

I get from my job itself quite apart from

such things as security and wages (Intrinsic)
d) The feeling of being part of a concern that

is trying to achieve certain goals and that

I am contributing to reaching these goals (Intrinsic)
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Responses to this question were dichotomised into either intrinsic
or extrinsic. The author reascned that it could be possible that same
respondents who indicated an extrinsic or intrinsic orientation would be
in job enviromments whose reward system would be congruent with their
crientation whilst others would be in job environments whose reward
system would be incongruent with their orientation. On the basis of this,
respondents were classified into 3 groups - intrinsic, extrinsic and
mixed. If the hypothesis holds, then those who are either extrinsic or
intrinsic would be jcb satisfied because their orientation to work is
congruent with their perceived organisational reward system whilst those
in the mixed category would be dissatisfied. This is because their
orientation to work would be incongruent with their perceived organisational
reward system.

To test the hypothesis, the author used a multiple classification
analysis (MCA) and the same procedure was used to test Saleh amd Hvde's
hypothesis. To run the analysis of variance (anova), a single question
measuring job satisfaction in general was used as the dependent variable
and orientation to work as the independent. The author used the same
procedure to control for the effect of the biograrhical variables singly
and collectively on the relationship between orientation to work and jco
satisfaction. In order to find the influence of satisfaction with various
facets of the job on general job satisfaction, the author correlated the
JDI measures with job satisfaction in general. Pearson's R was used to
ascertain the contribution of the JDI scores to general job satisfaction.

Sirnce this study has been described as a contribution to an on-

going debate it is necessary to examine the influence of technology or
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job satisfaction. Blue collar workers from three different industries -
printing, oil and automobile were selected to represent three types cf
socio~-technical systems identified in the literature - craft, continuous
and mass producticn systems.

Initially, the authcr correlated job satisfaction with sccio—
technical system as the independent variable. In order to discern the
-causes of variation in jdb satisfaction the run was repeated with
orientation to work controlled. Finally, the author created a carposite
measure for intrinsic and extrinsic satisfacticn and campared acrcss
industries.

Thus for most of the analysis, the author used correlaticnal
strategy for the primary and secondary analysis. This involved both
simple and multiple correlations because in sociological researches,
researchers are usually interested in the investigation of sets of
relationships amcng two or more variables and the type of analysis chesen
depends largely on the characteristics of the variables and also must
be adapted to the purpose and data of the investigation at hand.

Subprogram cross-tabulation designed to handle data analysis
involving cross-classification of variables was used. The study used a
combination of measures but the primary ocnes were Cramer’s V.

The Cramer's V has been found to be the most useful measure of associaticn
for camaring the strength cf relationships involving naminal variables.
Additionally Cramer's V ranges fram zero to unity even when numbers of

rows and colums vary between tables.22 In order to ensure that relationships
are not chance ones the author used significance levels (p) because it

also provides a relevant and useful way of assessing the likelihood that
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a real difference exists and also warthy of interpretive att.ention.23

Finally, in probing the hypothesis that jcb satisfaction is
contingent upon value-fulfillment the author used multiple classification
analysis (MCA). MCA was used because it allows for the analysis of
variance and the estimation of the effect of the independent or the
dependent variable. Additionally, it has been found to be useful when
factors being examined are attribute variables like orientation to work
and job satisfaction and also when the categorised variables are inter-

related.

LIMITATIONS OF THE STUDY:

This study attempts to provide a causal analysis of the concept
of job satisfaction by advancing a theoretical reformulation of job
satisfaction using orientation to work as independent variable. Though
this study, hopefully provides an insight into such a befuddled area
it is limited on two grounds which should be expected when cne fishes in
another's waters.

a) Measuraement of Orientation to Work:

The measurement of the concept is currently a thormy issue as
no adequate measures exist. Though Daniel has criticised the use of
questionnaires and interviews the use of the concept in itself implies
that the author has an idea of what he is looking for. However, the
fact still remains that the measurement of the concept is problematic.
Bennet has suggested the use of a wide-scale questionnaire approach

24
backed up by indepth interviews.
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A second prcblem with the concept of orientation to work is
whether such an orientation can be consistent over a period of time. It

is quite possible for an individual who perceives his job enviromment as
not providing the opportunities for his work values to make a trade—off
for same other items which has good prospects of being attained. This
prcblem notwithstanding, the author was merely interested in measuring
orientation to work at a point in time and same of the factors influencing
hls A

In spite of these limitations, the author is hopeful that they
were not in themselves potent enough to affect the credibility of the
study.

In the next chapter the author presents his findings organised
around these themes - orientation to work and its social correlates;
corientation to work and job satisfaction and finally technology and

jcb satisfaction.
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CHAPTER THREE

DATA ANALYSIS AND INTERPRETATICN OF FINDINGS

As pointed out this study is a contribution to the debate in
industrial sociology about the place of orientation tc work in explaining
jcb satisfaction relative to technology. This debate which has spanned
several journals has led to two distinct schools - the technological
and social action schools. The technological school maintains that
the technologicaily determined job characteristics should be considered
as a fundamental determinant of worker attitudes (jcb satisfaction) and
work behaviour. A corollary of this framework is that each distinctive
technology, be it an autcmated process or autamcbile assembly-line, will
give rise to characteristic work tasks that will determine the job
satisfaction or dissatisfaction of workers in that technological
envirorment., This framework derives its theoretical strength fram
certain ontological assumptions about human needs and therefore jobs that
allcw workers use of their skills, control over the workpiace and oppor-
tunities to be creative would be found satisfying. This is because they
satisfy the need for self-actualisation.

The perspective which provides the framework for this study
recognises the importance of technology in determining job satisfaction
but argues that in order to understand the concept of job satisfaction,
it is imperative to focus on the orientation to work that workers bring
to their job situaticn; because it is this orientation which defines what

the worker wants out of his job situation and consequently which perceived
53
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organisational reward he will find satisfying.

Thus the conceptual framework developed focused on job satisfacticn
as a dependent variable and the orientation to work which workers hold
as a crucial independent variable. This action frame of reference, as
already pointed out, is that chiefly employed by Goldthorpe et al in
their study of Luton workers which indicates that it is possible for
workers to value certain rewards and devalue others depending on their
perception of their work situation.

At the logical level of analysis, this framework provides some
justification for the contention that the mediating influence which
variations in orientation to work exert on job attitudes has greater
explanatory power for an understanding of the causal basis of job
satisfaction than the technclogical approach. Following this line of
reasoning, the author's main purpose in this study was to explore the
usefulness of the orientation to work approach for explaining and clarifying
the absence of consensus among investigators when a causal analysis of
the concept of job satisfaction is the overriding goal of their research
effort.

The data analysis reported here are organised around three themes;
orientation to werk and relationship to background variables; orientation
to work and job satisfaction and finally technology and job satisfaction.
In the first stage of the analysis, the author used a single question to
measure the work value of the raspondents and on the basis of their
responses they were classified as either extrinsically or intrinsically
oriented. Using correlational analvsis, the author examined the influence

of selected background variables on orientation to werk. In the second
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stage, the author employed multiple classification analysis to test his
hypothesis that jcb satisfaction is a functicn of work-value fulfillment.
To do this, a question was used to measure the rewards a respondent
perceives to be getting from his job envircmment and the extent to which
it is congruent with his work value. A new variable, work-value congruency,
was then created as the independent variable whilst a single question
measuring job satisfaction was used as the dependent variable in the
analysis of variance. In the final stage of the analysis the author
investigated the influence of technology on job satisfaction. Workers
from three different industries representing three socio-technical systems
identified in the literature-craft, continuous and mass production
systams were selected. Correlational analysis was then used to examine

the relationship between job satisfaction and technology.

ORTENTATICN TO WORK AND RELATIONSHIP TO BACKGROUND VARIABLES

In the initial chapters it was pointed out that workers are not
born with any inherent, genetically given orientation to work. Thus
whatever meanings they attach to work is a resuit of socialising experiences
both in and outside the work enviromment. The author's concern in this
section of the analysis was to investigate same of the background
variables that could shape a worker's orientation to work which by
definition determines what he desires or expects out of his work situation.

To determine the influence of age obR orientation to work, the
author dichotamised age into those under 40 and over 40. This was because

Palmer has argued that age 40 was a kind of watershed in influences made
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by age.:L The general finding in the literature is that workers who are
under 40 tend to be intrinsically oriented whilst those over 40 are

extrinsically oriented.

TABLE 1

ORIENTATION TO WORK BY AGE

ORIENTATION TO WCORK UNDER 40 40 AND OVER

Extrinsic 62.5 (686) 58.6 (894)

Intrinsic 37.5 (411) 41.4 (632)
100.0(1097) 100.0(1526)

Phi .04 p. .04

However, the present analysis reveals the strength of the
relationship between orientation to work and age to be extremely weak
although statistically significant. (see Table 1).Moreover, the finding
did not confirm those reported in earlier researches since those under
40 are samewhat more extrinsically oriented thanthose over 40. As 90
percent of the sample are married, it is possible marital status cculd
explain the stress on extrinsic rewards. Thus in order to explain the
relationship the author ran the correlation again, this time controlling
for number of dependents. Table 2 iliustrates the findings with number

of dependents controlled.



TABLE 2

ORIENTATICN TO WORK BY AGE BY NUMBER OF DEPENDENTS

ORTENTATICN TO WORK ONE OR NCNE UNDER 40 CVER 40
Extrinsic 54.1 (l64) 55.1 (268)
Intrinsic 45.9 (139) 44,9 (218)

100.0  (303) 100.0 (488)

MORE THAN ONE
Extrinsic 65.7 (522) 60.2 (626)
Intrinsic 34.3 (272) 39.8 (414)
100.0 (794 100.0 (1040)

Orientation to workby age by number of dependents (one or more) phi - .01;
pl N.‘S)

Orientation to work by age by number of dependents (more than one) phi .06,
P.N.S. ) ’

It is evident fram Table 2 that the overall relationship is weak
and that among those with one or no dependent, age does not make much of
a difference since both age categories are almost evenly represented on
the two dimensions of orientation to work. However, among those with more
than cne dependent it could be seen fram the table that those under 40
tend to stress extrinsic rewards slightly more than those over 40 and alsc
regardless of age those with more than one dependent are more extrinsically
oriented than thosewith one or no dependent. Though this finding is
weak, it is similar tc that of Goldthorpe et _a_]; so the author agrees with
their contention that when samples are restricted to married men with
dependents in the young age group there is a high probabilty of encounter-
ing instrumental or extrinsic orientation to Work.2

Besides age, and number cf dependents, orientaticn was correlated,
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with level of education, dichotamisedinto those with less than high school
education and those with high school or more education. The general finding
in the literature indicate that the task-centred opportunities for self-
actualisation are of prime importance to highly educated workers whilst

those with less education tend to stress extrinsic rewards in work.

TABLE 3

ORTENTATION TO WORK BY EDUCATION

ORIENTATION TO WORK LESS THAN HIGH SCHOCL HICH SCHOCOL OR MORE
Extrinsic 62.0 (1211) 54.6 (366)
Intrinsic 38.0 (743) 45.4 (304)

100.0 (1954) 100.0 (670)

Phi .07  p.008

The present analysis indicates a low positive association between
education and orientation to work although statistically significant (see
Table 3). However, the finding does confirm those in earlier researches
since those with high school or more education are samewhat more
intrinsically oriented than those with less than high school education.
The relationship between education and orientation to work could be
explained by the fact that education is a camponent of social class and
since value systems are considered to be characteristics of socially-
stratified groups, highly educated workers who are likely to be middle
class would be intrinsically oriented campared to workers with low levels
of education who are likely to be working class members.

Besides education, the author examined the influence of subjective
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class identification on a respondent's orientation to work. In a study
by Kohn and Schooler it was found that men of higher class position

judge jobs more by intrinsic qualities whilst men of lower class position
more by extrinsic characteristics.3 Although the present relationship

is not strong, the direction of the relationship is consistent with

Kohn and Schooler's finding.

TABLE 4

ORIENTATION TO WORK BY SOCIAL CLASS

ORIENTATICN TO WORK MIDDLE CLASS WORKING CLASS
Extrinsic 58.6 (828) 62.8 (730)
Intrinsic 41.4 (586) 37.2 (432)

100.0 (1414) 100.0 (1162)

Phi .07 p .02

Another background variable identified in the literature as an
influence on one's orientation to work is religicus affiliation. In a
study of a stratified sample of Detroit residents lenski found differences
in work values between four socio-religious groups. His general finding
was that, Protestants were more likely to be cammitted to the ideals of
the Protestant Ethic than Catholics.4 In a table not reported the author
found a negligible positive association between orientation to work and
religicn (Phi .07).

However, religious affiliation is not the only variable used in
explaining orientation to work because researchers have pointed out that

an intrinsic orientation to work is primarily a middle class work value.
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In order to assess the extent to which social class mediates the
relationship between orientation to work and religious affiliation the
author ran the correlation again controlling for social class. Table 5

illustrates the findings.

TABLE 5

ORIENTATION TO WORK BY RELIGION EBY SOCIAL CLASS

ORIENTATION TO WORK MIDDLE CILASS PROTESTANT CATHOLIC

Extrinsic 59.0 (493) 59.7 (188)

Intrinsic 41.0 (343) 40.3 (127)
100.0 (836) 100.0 (315)

WORKING CLASS

Extrinsic 62.2 (402) 68,4 (201)

Intrinsic 37.8 (244) 31.6 ( 93)
100.0 (646) 100.0 (294)

Orientation to work by religion by social class (middle class)
Phi .01 p. N.S. '

Orientation to work by religion by social class (working class)
Phi .06 p .06 ;

It can be seen fram the table that controlling for social class,
the strength of the relationship differs for the two groups. Among the
middle class, religicus affiliation does not make much of a difference
with regards to orientation to work. It could be therefore argued that
middle class affiliation overrides the effect of religious affiliation.
However, there is a slight difference with regards to intrinsic orientation
among the working class, as working class Protestants are slightly more

intrinsically oriented campared to working class Catholics. In the view
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of Hulin and Blood such workers are integrated into middle class work
vaJ.x.:es.5

One of the secondary hypotheses tested in this study was Turner
and Lawrence's finding that workers with a rural background are intrinsi-
cally oriented whilst those with urban background are extrinsically
oriented. Cammmity background was categorised into 3 groups based on
population size - areas with - less than 20,000 were considered rural,
over 20,000 but below 500,000 considered urban whilst areas over 500,000
were considered metropolitan. Table 6 depicts the author's finding when

orientation to work is correlated with cammunity background.

Table 6

ORTENTATION TO WORK BY COMMUNITY BACKGROUND

ORIENTATION TO WORK RURAL URBAN METROPOLITAN
Extrinsic 59.7 (650) 60.9 (646) 55.4 (272)
Intrinsic 40.3 (439) 39.1 (415) 40.6 (186)

100.0 (1089) 100.0 (1061) 100.0 (458)

Cramer's V .01 p. N.S.

The present analysis indicates a negligible positive association
between orientation to work and cammnity background and even so, there
is no real differences in orientation to work between the 3 groups.
However, Turner and Lawrence conjectured that size of a cammnity does
not in itself influence work values directly but religiocus affiliation

could mecdiate the relationship. They therefore wrote:



"Frequently this urban rural dichotamy is
associated with religion in that the rural
type of response to work is thought to be
more closely related to the "Protestant
Ethic" whereas the urban type of response
is more likely to be identified with
Catholicism. It can be argued for example
that a rural and Protestant upbringing
tends to pramote an attitude toward living
in which involvement in work and the job
are more highly valued than in a culture
with less stress on individual achievement
and more interest in social and political
activity off the job".6

To test Turner and Lawrence's finding, the author introduced
religion as an explanatory variable dichotamised into Catholic and

Protestant.

IRELE J,

ORIENTATION TO WORK BY COMMUNITY BACKGROUND BY RELIGION

ORIENTATION TO WORK PROTESTANT RURAL URBAN METRO
Extrinsic 59.6 (377) 60.5 (347) 60.6 (171)
Intrinsic 40.4 (256) 39.5.#227)  39.4 (111)
100.0 (633) 100.0 (574) 100.0 (282)
CATHOLIC
Extrinsic 63,7 (1718) 64.5 (178) 60.3 ( 38)
Intrinsic 36.3 (102) 35.5 (. 98) 39.7 ( 25)

100.0 (28 100.0 (276) 100.0 ( 63)

Orientation to work by cammnity background by religion (Protestant)
Cramer's V .01 p N.S.

Orientation to work by cammunity background by religion (Catholic)
Cramer's V .02 p N.S.
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Table 7 reveals that the introduction of religion as a control
variable did not change the pattern markedly amcng both groups. Besides,
the relationship was statistically insignificant and extremely weak.

The author therefore did not find any support for the contention that
ruralities are likely to be intrinsically oriented and hence derive
satisfaction fram intrinsic aspects of the job.

Another influence on orientation to work identified in the
literature is respondent's skill level. A study by Centers and Bugental
reported that the value placed on intrinsic and extrinsic rewards in

work was a function of occupational level.7

TABLE 8

ORIENTATION TO WORK BY SKIIL LEVEL

MANAGERS SKILIED SEMI-SKITIED

Better pay and benefits 18.8 23,5 22,1
More security 10.4 14.1 18.0
Better cpportunities for advancement 28.5 24,0 18.9
Over extrinsic orientation 577 61.6 59,0
Mare interesting work 7.6 9.8 12.4
Better chance to use abilities 16..7 16.3 14.0
More control over workplace 07 2.0 5.9
Greater sense of accomplishment 17.4 10.3 8.7
Overall intrinsic orientation 42.3 38.4 41.0
Number of cases 144 1523 715

Cramer's V .11 p.05

As an analysis not reported here, found differences in orientation

among the three skill levels was to be statistically insignificant and
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weak, an analysis of the camonents of orientation to work by skill
level was undertaken. Among the three skill levels, concern for better
pay and benefits was important whereas the semi-skilled in addition
stress more security. On the intrinsic dimension, the managerial class
appears to be more concerned with a greater sense of accamplishment
than the other two levels. Although there is only a low positive
association between orientation to work and skill lewvel the finding is
in the predicted direction.

In their "Affluent Worker Studies”, Goldthorpe et al asserted
that, the extent of social mobility (highest occupational status achieved)
was important in determining a respondent's orientation to work. They
remarked that, "a fair amount of evidence can be produced fram our
study to lend support to the idea that downward mobility in same forms
at least, may be a source ofa markedly instrumental view of wor ".8 To
examine the influence of work history on a respondent's orientation to
work the author correlated orientation to work with present job,

controlling for the influence of first full-time job.



65

TABLE 9

ORIENTATICN TO WORK BY PRESENT JOB BY FIRST-FULL-TIME JOB

ORIENTATICN TO WORK UNSKILLED SEMI-SKILLED SKILLED FOREMAN WHITE-COLLAR

Extrinsic 62.1 (197) 64.6(462) 65.9(58) 61.3 (19)
Intrinsic 37.9 (120) 35.4(253) 34.1(30) 38.7 (12)
100.0 (317) 100.0(715)100.0(88) 100.0 (31)

SEMI-SKILLED
Extrinsic 57.2 (127) 61.2(255) 51.8(44) 62.9 (22)
Intrinsic 42.8 ( 95) 38.8(162) 48.2(41) 37.1 (13)
100.0 (222) 100.0(417)100.0(85) 100.0 (35)

SKILLED

Extrinsic 58.7 ( 27) 58.6(109) 50.0(22) 53.2 (25)
Intrinsic 41.3 (19) 41.4( 77) 50.0(22) 46.8 (22)
100.0 ( 46) 100.0(186)100.0(44) 100.0 (47)

WHITE-COLIAR
Extrinsic 57.4 ( 31) 55.9( 57) 56.5(13) 53.8 (14)
Intrinsic 42.6 ( 23) 44.1( 45) 43.5(10) 46.2 (12)

100.0 ( 54 100.0(102)100.0(23) 100.0 (26)

Orientation to work by present job by first job (unskilled)
Cramer's V .03 p.N.S.

Orientation to work by present jobby f:.rst job (Semi-skilled)
Cramer's V .06 p.N.S.

Orientation to work by present job by first job (skilled)
Cramer's v .07 p.N.S.

Orientation to work by present job by flISt job (white-collar)
Cramer's v .02 p.N.S.

As Table 9 reveals work history (first job) does not have any
marked influence on the relationship between orientation to work and

present joh
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However, within the skilled and white-collar occupational categories,
there is the tendency among those who have e#perienced dowrward mobility
to be slightly less intrinsically oriented campared to those who are
stable.

A respordent's father's education and occupation have been
identified to be related to his orientation to work. Elder has noted
that a father's occupation should be considered an important factor in
the socialisation process and the transmission of work values to
children.’ Generally, having a well educated father would mean that
the parental values to be transmitted will stress responsibility and
other intrinsic work values. However, social class in North America
(as in most parts of the world) is primarily determined by incame and
education and occupation is considered an index for the two variables.lo
The relationship between social class and orientation to work could
therefore be explained as the cumilative effects of educaticn and
occupational position. To examine the relationship between a respondent's
father's occupation and his work values the author controlled for father's

education and the results are presented in Table 10 below.
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TABLE 10

ORIENTATION TO WORK BY FATHER'S CCCUPATION BY FATHER'S EDUCATION

ORIENTATION TO WORK WHITE-COLIAR  BILUE-COLIAR  FARMER
LESS THAN HIGH
SCHOOL
Extrinsic 61.9 (96) 61.9 (867) 61.0 (230)
Intrinsic 38.1 (59) 38.1 (534)  29.0 (147)
100.0(155)  100.0(1401) 100.0 (37
HIGH SCHOOL OR
MORE :
Extrinsic 48.4 (30) 51.2 ( 64) 53.8 ( 7)
Intrinsic 51.6 (32) 48.8 ( 61) 46.2 ( 6)

100.0 (62) 100.0 (125) 100.0 (13)

Orientation to work by father's occupation by father's education
(less than high school)

Cramer's V .0l p.N.S.

Orientation to work by father's occupation by father's education
(high school or more)

Cramer's V .03 p.N.S

The relationship between a respondent's crientation to work by
father's occupation controlling for father's education is not statistically
significant. As Table 10 reveals, regardless of father's occupation
respondents whose fathers had less than high school educaticn tend to
stress extrinsic orientation. However, among respondents whose fathers
had high school or more education occupation does make a difference with
regards to orientation to work. The relationship between higher education
and occupation of respondent's father (especially white—collar) supports

Saleh and Singh's finding thatthere is a positive relationship between



68

the skill level of the father's occupation and intrinsic work va.].t.vs.-s.ll

As Silverman has pointed out, one of the objections to social
action analysis is that by playing down the importance of organisational
determinants of work orientation, it appears to imply that only factors
external to the organisation are important. He further points out that
a quick reading of the analysis of the Luton material (Goldthorpe, 1966)
could easily lead to the conclusion that the action frame of reference
is correctly and perhaps campletely characterised by an assumpticn that
external factors alone shape orientations to work, a perspective which
the author rejects.]'2

In his analysis of influences that shape an individual's
orientation to work, the author focused on the relationship between
orientation to work and the inplant situation indexed by the worker's
relationship to technology. For the purposes of this study the author
was only interested in variations in orientations that are a result of
a worker's relationship to a specific technology so he used craft, mass

and continuous process production system.

TABLE 11

ORIENTATION TO WORK BY TECHNOLOGY

ORIENTATION TO WORK CONTINUOUS CRAFT MASS

Extrinsic 64.5 (245). 6L.3 (750) 58.9 (277)

Intrinsic 35.5 (135) 38.7 (473) _41.1 (193)
100.0 (380) 100.0(1223) 100.0 (470)

Cramer's V .04 p.N.S.
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As Table 1l reveals regardless of technology blue-collar workers
in this sample tend to stress extrinsic orientation to work.

In this section of the analysis, the author has attempted an
investigation of the factors that shape a worker's work values. As
evident fram the tables, most of the relationships are weak and one can-
not make any substantive inferences fram such relationships. However,
quite a few such as education, skill level and social class showed a
low positive association with orientation to work which indicates that
work values could be the characteristics of socially stratified groups.
An important influence on one's orientatiocn to work could be his class
position which is built on the cumilative effects of educational training
and occupational positicn. Education is improtant in that it provides
or fails to provide the ability for self direction whereas the importance
of cccupational position lies in the extent to which it also provides

or fails to provide the experience of self-directicn in work.

ORIENTATTION TO WORK AND JOB SATISFACTION

The overriding concern of the author in this study is to test
his contention that jdb satisfaction cannot be meaningfully understood
unless it is considerecd in relation to the worker's crientation to work.
For the purpose of this study orientation to work was defined as the
worker's attitude to work as a whole, as well as, specific aspects of
it. Job satisfacticn, the major dependent variable was defined as a
function of the discrepancy between what an individual wants out of his

job and what he perceives the jok situation to ke providing. The primary
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hypothesis then is that job satisfaction is contingent upon work value
fulfillment and the more important the value, the more crucial will job
satisfaction depend on its fulfillment.

A question which directly measures a worker's work value was
asked and it included both intrinsic and extrinsic work value systems.
Besides this question another, which measures the perceived rewards
fram a respondent's organisational envirormment was also employed.

Following the author's conceptualisation, respondents whose work
value is congruent with the perceived organisational reward system
would be satisfied whilst those whose work values are incongruent with
the percelved rewards would be dissatisfied. Using multiple classifi-
cation analysis (MCA), the author investigated the influence of orientaticn
to work, classified into 3 categories on job satisfaction. Table 12

illustrates the findings.



TABLE 12

JOB SATISFACTION BY ORIENTATION TO WORK

CONTROLLING

WORK-VALUE CONTROLLING CONTROLLING CONTROLLING FOR FATHER'S CONTROLLING ALL

CONGRUENCY FOR AGE FOR MARITAL STATUS FOR SOCIAL CLASS OCCUPATION FOR JOB LEVEL CONTROLS
JOB SATISFACTION
ADJUSTED |
ETA BETA
3.60 3.62 Extrinsic 3.61 3.60 3.60 3.60 3.62 3.61
3.54 3.48 Mixed 3.54 3.54 3.54 3.54 3.54 3.56
377 3.86 Intrinsic 3.89 3.93 3.93 3.93 3.87 3.86
Eta .07 Beta .05 Beta .06 Beta .07 Beta .07 Beta .07 | Beta .05 |Beta .05
P. .01 .01 .07 .03 .01 .01 .03

MAIN EFFECTS OF WORK-VALUE CONGRUENCY ON JOB SATISFACTION .08.

a. Job Satisfaction has a grand mean of 3.60

b. The mixed category represents thosewhose work values are incongruent with their perceived organisational

reward system.

71
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Fram the Table we can see that jcb satisfaction has a grand mean
of 3.60. Respondents whose work values are congruent with the perceived
organisational reward system have a mean satisfaction which is more
than the grandmean (3.62 for extrinsic and 3.86 for intrinsic) compared
to 3.48 for those whose work values are incongruent with the perceived
organisational reward system. Thus, whilst those whose work values are
congruent with the perceived organisational reward system have abcve
mean satisfaction those whose work values are incongruent have below
mean satisfaction. This finding therefore provides empirical support
for the author's hypothesis.

In order to ascertain the influence of the biographical variables
on the relationship, the author confrolled for selected variables singly
and collectively, but that did not affect the relationship significantly.
On the whole, work-value congruency explains .08 of the variation in job
satisfaction.

Another secondary hypothesis that was tested was Saleh and Hyde's
finding that workers who are intrinsically oriented would be mcre
satisfied than thcse who are extrinsically oriented. Table 13 which is
a partial reproduction of Table 12 illustrates the author's confirmation

of their hypothesis.
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TABLE 13

JCB SATISFACTION SCORES FOR INTRINSICALLY & EXTRINSICALLY ORIENTED WORKERS

ORTENTATION TO WORK JOB SATISFACTION SCORE
Extrinsic 3.62
Mixed 3.48
Intrinsic 3.86
Beta .05

From the Table we can see that though both groups of respondents
whose work values are congruent with the perceived organisational reward
system are satisfied those who are intrinsically oriented are slightly
more satisfied than thosewho are extrinsically oriented. However, it
should be pointed out that while Saleh and Hyde's study tested their
hypothesis across two job levels and for two educational levels the
present study made no effort to do so.

In the analysis, the author also examined the contribution of
all the facet satisfaction scores (JD1 Scores) to general job satisfaction.
In his 2-Factory-Theory Herzberg postulated that factors intrinsic to
the job are more important in determining a worker's job satisfaction

13

than those extrinsic to the job. Table 14 provides a confirmation of

Herzberg's finding.
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TABLE 14

CONTRIBUTION OF JD1 SCORES TO COVER-ALL JOB SATISFACTION

EXTRINSIC RETATIONSHIP TO OVER-ALL SATISFACTION
(Pearson's R)

Working Conditions +25

Opportunities for Advancement .38

Amount of Pay .26

Amount of Security .30

Amount of Contact .26

INTRINSIC

Recognition .46

Contrcl over Work Pace .38

Amount of Decision-Making & Responsibility .41

Extent to which skills could be used .45

Feeling of Accamplishment »52

It is evident fram the Table that factors intrinsic to the job
are generally more important to job satisfaction than extrinsic facters
which explains why intrinsically oriented workers should be more
satisfied than extrinsically oriented workers.

In this section of the study, the author has provided empirical
support for his hypothesis that job satisfaction is a function of work
value fulfillment and Saleh and Hyde's finding that intrinsically
oriented workers would be more satisfied than extrinsically oriented
workers. In the next section of the analysis the author will examine
the explanatory power of technology relative to orientation to work in

explaining job satisfaction.
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TECHNOLOGY AND JOB SATISFACTION

Since this study was described as a contribution to an ongoing
debate, the purpose of this section is to examine the extent to which
the technologically determined characteristics of the job influence the
satisfaction of workers in 3 different industries - 0il, Printing and
Autarobile, all of which employ different technologies.

In his book, Blauner asserts that "variations in technology are
of critical interest to students of the human meaning of work because
technology, more than any other factor, determines the nature of the
tasks performed by blue-collar employees and has an important effect

14 (dissatisfaction). An important

on a number of aspects of alienation"
assumption underlying the technological approach, as already pointed out,
is the universality of human needs, especially the need for self-
actualisation. On the basis of this assumption, advocates of the
technolcgical approach argue that the technologically determined
characteristics of the job are the most important independent variable
since they determine the fulfillment of the self-actualisaticn need of
workers. Thus in the view of advocates of this approach, job satisfacticn
(alienation) would be unequally distributed across industries to the
extent that their distinctive technologies allow for the fulfillment of
the self-actualisation need of their workers.

However, technology per se does not determine jcob satisfaction
but more importantly it is the orientation of workers and its interaction
with the perceived organisational reward system that determines job

satisfaction. Technological determinists have pointed out the charactertics
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of an ideal job to be those that provide opportunities for the use of
skills, autonamy, control over work pace and a feeling of accomplishment.
On the basis of these characteristics it is expected that workers in the
autamobile industry should be least satisfied since the technologically
determined job characteristics of an assembly-line do not allow such
workers cpportunities for self-actualisation. Table 15 below reports

the author's finding when jcb satisfaction is correlated with industry.>

TABLE 15

JOB SATISFACTION BY INDUSTRY

JCB_SATISFACTION OIL PRINTING AUTQMOBILE
Very Bissatisfied 3.4 (9) 3.8 ( 19) 9.1 ( 21)
Fairly Dissatisfied 10.8 (29) 15.2 ( 75) 19.0 ( 44)
Ambivalent 15.7 (42) 13.0 ( 64) 27.7 ( 64)
Fairly Satisfied 51.1(137) 51.2 (253) 37.7 ( 87)
Very Satisfied 19.0 (51) 16.8 ( 83) 6.5 ( 15)
100.0(268)  100.0 (494)  100.0 (231)

Cramer's V .17 p .000

The relationship between job satisfaction and industry though
statistically significant (p.000) shows a low negative association as
indicated by aCramer'sV.17. However, it is evident from the Table
that workers in the 0il Industry are highest on job satisfaction 70
vercent; followed by Printing 68 percent and least of all Autamcbile
44 percent. With regards to dissatisfacticn workers in the Autaomcbile
industry arehichest 28 percent, whereas Oil is least 14 percent.

Following fram the author's theoretical framework, it would be argued
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that the high satisfaction expressed by Oil workers is the result of
the congruency between their work values and their perception of their
organisational reward system. However, this finding provides a strong
support for the technological explanation of job satisfaction in that
industries whose technologically determined job characteristics allow
for self-actualisation will have workers with high levels of jcb
satisfaction and vice versa.

However, in order to subject this finding to further statistical
test the author introduced orientation to work as an intervening variable.
The table below illustrates the findings when job satisfaction is

correlated with technology controlling for orientation to work.

TABLE 16

JOB SATISFACTION BY TECHNOLOGY BY ORIENTATION TO WCRK

EXTRINSIC
JOB SATISFACTION ORTENTATTION OIL PRINTING AUTOMOBILE
Very Dissatisfied 3«2 ( 5) 4.4 ( 12) 6.1 ( 7)
Fairly Dissatisfied 9.6 (15) 13.1 ( 36) 13.2 ( 15)
Ambivalent 12,7 (20) 12.4 ( 34) 28.1 ( 32)
Fairly Satisfied 58.0 (91) 52.9 (145) 44.7 ( 51)
Very Satisfied 16.6 (26) 17.2 ( 47) 71:9.{ 9)
100.1(157) 100.0 (274) 100.0 (114)
INTRINSIC
ORTENTATION
Very Dissatisfied 4.5 ( 4) 246 { 5) 12.0 { 12)
Fairly Dissatisfied 12.5 (11) 18.4 ( 36) 25.0 ( 25)
Ambivalent 22.7 (20) 14.8 ( 29) 28.0 ( 28)
Fairly Satisfied 42.0 (37) 49.0 ( 96) 30.0 ( 30)
Very Satisfied 18.2 (16) 15.3_{ 30) 5.0 ( 5)
99.9 (88) 100.1 (196) 100.0 (100)
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Job Satisfaction by industry by orientation to work (extrinsic)
Cramer's V .15 p.002 '

Job Satisfaction by industrv by orientation to work (intrinsic)
Cramer's v .21 p .000 '

Controlling for orientation to work did not affect the pattern
found in the zero-order test. In both categories, workers in the oil
industry are highest on satisfaction whilst autcmobile workers are
lowest. Though orientation to work could mediate the relationship
between technology and job satisfaction, workers in industries where
the technology allows for self-actualisation tend to be more satisfied
than those whose technologically determined job characteristics do not
allow for self-actualisation. However, the Cramer's V for the
sub—-samples suggest that with orientaion to work controlled technology
affects extrinsic satisfaction but not intrinsic. This prcbably could
be attributed to the fact that the technologically determined job
characteristics of workers reflected in their skill levels affect such
extrinsic rewards as pay and interpersonal relationships.

Following the author's conceptualisation of job satisfaction,
he did a breakdown of orientation to work by industry to examine which
of the components of orientation to work are stressed by the sample.
This was then camparsed with the perceived opportunities available in
the job situation for the satisfaction of that work value. Table 17

illustrates the breakdown of orientation to work by industry.
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TARLE 17

ORIENTATION TO WORK BY INDUSTRY

Most important consideration
when thinking of taking
another job

INDUSTRY
EXTRINSIC OIL PRINTING AUTOMOBILE
Better pay and benefits 25,7 ( 63) 21.6 (102) 20.9 ( 45)
More Security 9.8 ( 24) 10.8 ( 51) 19.1 ( 41)

Better opportunities for

Advancement 28.6 ( 70) 26.2 (124) 13.5 ( 29)
Overall Extrinsic Orientation 64.1 (157) 58.6 (277) 53.5 1118)
INTRINSIC
More Interesting Work 8.2 ( 20) 8.9 ( 42) 12.1 ( 26)
More Control over work pace & 2.4 ( 6) 2.5 { 12) 9.3 ( 20)

quality
Better chance to use abilities 16.3 ( 40) 18.6 ( 88) 15.8 ( 34)
Greater sense of accamplishment 9.0 ( 22) 11.4 ( 54) 9.3 ( 20)
Overal Intrinsic 35.9 ( 88) 41.4 (196 46.5 (100)

Cramer's V .16 p .000

It is evident from the table that autcmobile workers have the
highest score on overall intrinsic orientation. Thus, following from
the author's conceptualisation of job satisfaction, the dissatisfaction
expressed by the automobile workers could be a result of the unavail-
ability of opportunities for the satisfaction of their intrinsic
orientation. In other words, autamobile workers experiepnce a discrepancy
in their perception of their organisational reward system relative to
their work value and not because their work tasks do not possess the
characteristics of the ideal job.

Since Herzberg, most studies of job satisfaction have abandoned
the traditional view of the concept and instead have came to perceive

it in terms of two set of factors- satisfaction with the nature of the
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job (intrinsic satisfaction) and satisfaction with factors peripheral

to the job (extrinsic satisfaction) .16 Besides camparing job satisfaction

by industry, the author campared levels of intrinsic and extrinsic

satisfaction across industries.

Intrinsic satisfaction was measured by responses to these

questions:

How satisfied are you with the following aspects of your job? -

(a)
(b)
(c)
(@)

The recognition you get from your job.

Your control over the pace and quality of work.

The extent to which you can use your skills.

The feeling of accamplishment from the work you are doing.

Extrinsic satisfaction on the other hand was measured by responses

to the following questions;

How satisfied are you with the following aspects of your job?

(a) The conditions under which you have to work (lighting, etc.)
(b) The opportunities for advancement in your job.
(c) The amount of pay you get on your job.
(d) The amount of security you have on your job.
Each of the measures of satisfaction took the form of a Likert
type scale:

Very Dissatisfied
Fairly Dissatisfied
Ambivalent

Fairly Satisfied
Very Satisfied

The four items were summed for each scale and had a theoretical

range of 5 to 25. The range was arbitrarily divided into 3 categories

with slightly different cut-off points for the two scales. Extrinsic

satisfaction had a range of (5-9) high; (10-15) medium; and (16-25)low

whilst intrinsic satisfaction had a range of (5-9) high; (10-16)

medium and (17-25) low.
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Table 18 shows extrinsic satisfaction by industry.

TABLE 18

EXTRINSIC SATISFACTION BY INDUSTRY

EXTRINSIC SATISFACTION OIL PRINTING AUTOMOBILE
High (5-9) 38.7 (103) 19.2 (950 15.5 ( 36)
Medium (10-15) 56.4 (150) 66.3 (329) 63.1 (147)
Low (16-25) 4,9 (13) 14.5 ( 72) 21.5 ( 50)

100.0 (266) 100.0 (496) 100.l (233)

Cramer's V .18 p .000

Fram the Table we can see that 0il with 39 percent is highest
on extrinsic satisfaction whilst Automobile workers with 22 percent are
lowest.

Table 19 illustrates intrinsic satisfaction by industry. Again
0il has the highest satisfaction (30 percent) and Autamobile workers the
least (34 percent). Because of the slightly different cut-off points
these scales indicate different lewvels of job satisfaction, extrinsic
and intrinsic by industry but Oil consistently shows highest satisfaction

on both scales and automobile workers lowest.
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TABLE 19

INTRINSIC SATISFACTION BY INDUSTRY

INTRINSIC SATISFACTION . OIL PRINTING  AUTCMOBILE
High (5-9) 28.9 ( 77) 26.8 (133) 14.2 ( 33)
Medium (10-16) 58.6 (156) 61.1 (303) 51.9 (121)
Iow (17-25) 12.4 (33) 12.1 (60) 33.9 ( 79)

99.0 (266) 100.0 (496) 100.0 (233

Cramer's V .18 p .000

I'n this section of the analysis the author has attempted to
explore the relationship between technology and job satisfaction and
also to campare the relative explanatory power of orientation to work
and technology in explaining job satisfaction. It is evident fram the
results obtained that workers who are in technological envirorments in
which the job characteristics allow for self-actualisation would be more
satisfied than those whose jobs do not allow for the fulfillment of such
a need. Hence the consistently high satisfaction of oil workers campared
to the consistently low satisfaction of autamobile workers - a relation-
ship which was not affected by the introduction of orientation to work
as a control variable. However, a finding which seems to provide some
support for the author's conceptualisation and therefore explains the
apparent dissatisfaction of autamobile workers was that reported in
Table 17.

It is evident from that table that, autcamobile workers had the

highest score on overall intrinsic orientation, but they are in a job
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enviromment where opportunities for the satisfaction of intrinsic work
values are bleak. Following from the author's conceptualisation of job
satisfaction the dissatisfaction of autamobile workers could be explained
as being the result of a lack of congruence between work values and
perceived organisational reward system - a position which the finding
in Table 12 provides empirical support. In conclusion, then, the
statistical analysis of the data supports the original hypothesis but
provides conflicting support for the explanatory power of orientation
to work relative to technology in explaining job satisfaction.

In the concluding chapter the author provides a summary of the
findings, explanations for the inability of orientation to work to
influence the relationship between technology and job satisfaction,

implications of the study and finally problems for further research.
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CHAPTER FOUR

SUMMARY AND CONCLUSIONS

This study describes an attempt to develop a causal analysis
of the concept of job satisfaction whilst contributing to the debate
among industrial sociologists about the place of orientation to work in
explaining job satisfaction relative to technology. Advocates of the
technological approach argue that the nature of the job that an emplcyee
performs is fundamental in determining whether he experiences satisfaction
or dissatisfaction in his work. In their Luton study, Goldthorpe et al
acknowledged the importance of technology in influencing job satisfaction
but on the basis of their findings, argued that the starting point for
an explanation of job satisfaction did not lie with technology per se
but instead the worker's ordering of wants and expectations which defines
his perception of the work situation and the meaning thus given to work.
In formulating the theoretical framework for this study the author
electad to focus on orientation to work, because in his view, the way a
worker orders his wants and expectations is the most important variable
that a sociological perspective should advance in any theoretical model
of job satisfaction. Fram this perspective job satisfaction is determined
by the degree of congruence between a worker's work value system and the
organisational reward system. This conceptualisation then gave rise to
the hypothesis that "Job Satisfaction is apositive function of the
fulfillment of work values. The more important the value, the more
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strongly will job satisfaction depend on its fulfillment".

A starting point in the analysis was the discovery of factors
that account for variations in orientation to work among the sample.
It was pointed out in the second chapter that human beings are not born
with any genetically, inherent orientation to work and therefore what-
ever meaning they came to attach to work is a result of factors both
external and internal to the job situation. Analysis reported in the
previous chapter revealed that most of the relationships are weak and
statistically insignificant and hence one cannot make any substantive
inferences fram such tables. However, in spite of the generally weak
relationships, there appeared to be a low positive association between
orientation to work and such variables as class, education and job level.

As could be seen from Table 4 workers with middle class background
are more likely to stress an intrinsic orientation to work campared to
those with working class background. This relaticnship could be said to
be the cumilative effect of education and job level because as Blishen
points ocut, class mambership is a function of incame and job levels.
It therefcre appears reascnahle that any explanation of the relationship
between social class and orientation to work must take into consideraticn
the fact that both education and job level are included. Tables 3 and 8
reveal that although respondents with high school or more education and
those in high level jobs are in the minority in both categcries, they
are more likely to stress intrinsic orientation campared to those with
less than high school education and those in lower level jobs.

Education might be important in the formation of work values

because it raises one's aspiration as to what he can do, a point noted
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by Kohn and Schooler when they wrote; "Educational level is pertinent to
values and orientation insofar as education provides the intellectual
flexibility and breadth of perspective that are essential for self-
directed values and orientation; lack of education must seriously inter-
fere with men's ability to be self-direct ".l Besides education,
occupation as a camponent of social class also determines the extent

to which occupational self-direction would be possible. Kohn and Schooler
have noted that occupational position is important in value formation
because it determines the conditions of self-direction that jobs provide
or preclude. Thus whereas conditions of work at lower social class

levels tend to restrict men to focus primarily on extrinsic rewards, those
at higher occupatiocnal levels tend to stress intrinsic rewards.2 In a
study by Friendlander,3 it was also pointed out that work values are a
primary function of cne's occupational culture, a point which gives same
credence to the view that the values a worker places upon the various
facets of his working enviromment are a primary function of the social
location he occupies- and the groups he identifies with.

One of the secondary hypotheses tested in this study was Turner
and Lawrence's contention that workers with rural background seek satis-
faction from intrinsic aspects of the job and hence are intrinsically
oriented. In this study the author was unable to find any support for
this hypothesis (see Tables 6 and 7).

The relationship between orientation to work and such background
variables as marital status, number of dependents, age, work history and
religion were no where near significance level. However, when the

relationship between orientation to work and present job was run controlling
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for first job it was found that within the skilled and white-collar
occupatiocnal categories there is the tendency among those who have
experienced downward mobility to be slightly less intrinsically oriented
campared to those who are stable (Table 9). In summary, although the
relationship between orientation to work and the background variables
are weak they seem to provide same slight support to Friedlander's
finding that orientation to work is a characteristic of socially
stratified groups.

The overriding interest of the author in this study was to find
support for his contention that job satisfaction is a function of work
value fulfillment; that is to say, workers whose work values are congruent
with their perceived organisational reward system will be job satisfied
and vice versa. As indicated in the previous chapter, two questions
were used to create a variable - work-value congruency which was used as
an independent variable in the analysis of variance. Table 12 revealed
that those whose work values are congruent with their organisational reward
system show above average satisfaction whilst those whose work values are
incongruent with their reward system show below average satisfaction - a
finding which provides empirical support for the author's hypothesis
although work value congruency explains only 8 percent of the variation
in job satisfaction.

Another secondary hypothesis tested in this study was Saleh and
Hyde's finding that intrinsically oriented workers would be more job
satisfied than extrinsically oriented workers. Table 13 which is a
partial reproduction of Table 12 shows that although both groups have

above average satisfaction, intrinsically oriented workers are slightly
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more satisfied. This relationship was explained by the finding in Table
14 which shows the contribution of JD1 scores to overall satisfaction.

As can be seen fram that table, factors intrinsic to the job contribute
more to job satisfaction than those external to the job and hence explains
the higher satisfaction of intrinsically oriented workers.

Since this study was described as a contribution to the debate
between orientation to work and technology in determining job satisfaction,
the author campared the explanatory power of those two variables in his
analysis. As evident fram Table 15 when job satisfaction is correlated
with technology (defined by industry) it provides support for the
argument of the technological school that in those technological situations
which allow workers autonamy, discretion, use of skills, they would
record high satisfaction campared to those which did not allow for such
attributes. This therefore provides explanation for the high satisfaction
of oil workers campared to the relatively low satisfaction of autamobile
workers. In order to provide support for the author's conceptualisation
of job satisfaction, the run was repeated controlling for orientation to
work but that did not affect the general pattern markedly as could be seen
fram Table 16.

Fram these findings it would appear that technology holds more
explanatory power than orientation to work in explaining job satisfaction.
In the last stage of the analysis, the author did a breakdown of orientation
to work into its camponent parts and correlated with technology (industry).
As could be seen fram Table 17, autamobile workers were highest on over-
all intrinsic crientation. Following the author's conceptualisaticn of

job satisfaction, the relatively low satisfaction of autanobile workers
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could be a result of their inability to find opportunities for the
fulfillment of their intrinsic work value, and not because the
technological situation does not provide the characteristics of the
ideal job.

Though the author was able to find support for his view that
job satisfaction is a function of work value attaimment, in conclusion,
it is fair to point out that when the relative strength of technology
and crientation to work is examined it appears technology is more power-
ful in explaining job sétisfaction than orientation to work. In the

next section the author provides an explanation for this situation.

CONCLUSICON

In the previous chapter it was reported that the findings of
this study indicate support for the socio-technical view of job
satisfaction rather than the social action approach. The purpose of
this section then is to attempt a speculative explanation for this
contradictory finding.

From a social action perspective, Goldthorpe et al, pointed out
that inspite of the structuring of tasks by the technical system a
powerful determinant of work attitudes is the worker's orientation to
work which defines the rewards the worker will either value or devalue.
In their Luton study, their sample of workers were characterised by an
instrumental orientation and although they expressed feelings of
discontent with the intrinsic deprivations of their jobs, Goldthorpe

et al asserted that it was unimportant in assessing their overall job
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satisfaction. They stated that "The primary meaning of work is as a
means to an end or ends external to the work situation; that is, work
is regarded as a means of acquiring the incame necessary to support a
valued way of life of which work itself is not an integral part. Work
is therefore experienced as mere labour in the sense of an expenditure
of effort which is made for extrinsic rather than intrinsic rewards".4
A major difference between the Luton study and the present one is the
author's conceptualisation of work orientation as either intrinsic or
extrinsic. A possible reason for the absence of support for the social
action approach could be attributed to the fact that, the sample of
workers in this study came fram a different cultural background, and
since culture is relevant in determining what one should strive to
derive fram work, and what a good job is supposed to be, they expressed
different wants and expectations hence making it impossible to provide
support for the social action approach.

The preceding discussion point at same shortcamings with the
Luton study which invariably might have affected the findings of the
present study. However, since the author conceptualised orientaticn to
work as either intrinsic or extrinsic account was taken of cultural
differences with regards to a workers expectation and wants fram his job.
In thisstudy, orientation to work was made the central variable but as
Daniel has noted the social action approach is fraught with problems of
operational definition and measurement of its key variable - orientatiocn
to work.? A difficult task in hypothesis verification is the development
of accurate measures for the theoretical constructs if results are to

be significant and meaningful. This therefore means that measures should
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exhibit construct validity, that is to say, a measure must reflect a
construct according to the operational specifications set out by the
conceptualisation. This is because the definition of a construct and
its hypothesised relationship with other variables in a system of
relationships places certain requirements on the operation employed to
measure the construct.

Thus although any type of theoretically logical relationships
may be hypothesised, what is important is that the measure acts as
predicted, that is to say, the measurement muist have construct validity.
The definition of orientation to work is suggestive of the fact that
one locks for at least two measures of the concept, which implies that
the researcher should be able to ascertain those things which are least
desired. Besides, one should also be able to assess the extent to which
the employment situation can provide opportunities for the satisfaction
of these desires, because it is possible that when one is unable to
satisfy his desires he will probably make a trade off for something he
has very good prospects of satisfying. These problems then attest to
the importance of Vroom's assertion that a single measure of orientation
to work would be misleading.G' Thus it is not surprising that a poorly
measured variable which was supposed to be central to the theoretical
framework acdvanced was incapable of moderating the influence between
technology and job satisfaction.

Future researchers using orientation to work would have to adhsare
Bennett's view that no single method should be used but instead, whatever
measure is used should be camplemented by others. He advocates the use

of wide-scale questionnaire backed by indepth interviews and on this
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basis, a total measure would be achieved by getting the individual to
respond to a number of items with respect to desire and expectation.
Finally, the score on each measure would be multiplied to achieve a
canposite orientation measure.7
In conclusion, the author hopes that when the idea of orientation
to work as camprising two components - extrinsic and intrinsic is
incorporated into the sccial action approach and with an accurate
technique for measuring it, preferably that forrulated by Bennett it
will improve the explanatory power of the social action approach. The
task of management then would be to try and enhance job satisfaction by
minimising the discrepancy between orientation to work and organisational

reward svstem.
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APPENDIX

First, we would like to ask you same questions about yourself,

Please

answer all questions as best you can by circling one number only for

each question.

1. My sex is:
(1)
(2)

My age at my last birthday was:

(1)
(2)
(3)
(4)
(5)
(6)
(7)
(8)
(9)
My present marital status is:

(1)
(2)
(3)
(4)
(5)

How much schooling have you

2.

3.

4.

(1)
(2)
(3)
(4)
(5)

(6)
(7

(8)
(9)
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Male
Female

single
married
separated
divorced
widowed

leted?

Sare grade school.

Campleted grade school.

Same high School (academic)

Campleted high school (academic)

Sare high school (technical or
business)

Carmpleted high school (technical

or business)

Same College

Campleted College

Graduate or professional training



5.

(1)
(2)
(3)
(4)
(5)

(6)

(7)
(8)
(9)

6.

(1)
(2)
(3)
(4)
(5)
(6)
(7)
(8)
9)

If you had to choose, to which
would you say you belcong?

7.

(1)
(2)
(3)
(4)
(5)
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How much schooling has your father campleted?

Same grade school

Campleted grade school

Same high school (academic)

Campleted high school (academic)

Sane high school (technical or
business)

Campleted high school (technical

or business)

Same College

Campleted Coliege

Graduate or professional training

What is the size of the cammmnity in which you grew up?

Rural district, farm

ILess than 5,000 population
5,000 to under 20,000

20,000 to under 50,000
50,000 to under 100,000
100,000 to under 250,000
250,000 to under 500,000
500,000 to under cne million
One million and over

one of the following social classes

Upper class
Upper middle class

Lower middle class
Working class
Lower class

In this section, we would like to ask you about your job and how you

feel about the work you do.
question, when it applies.
8. What is your present job?
(1)
(2)
(3)
(4)
(5)

(6)
(7)

(8)
(9)

Please check one number only for each

Managerial

Clerical

Foreman

Skilled Production

Skilled Trades (maintenance)
Technicians

Semi-Skilled production (including
inspection) Repairmen

Semi-Skilled Non—-production

Unskilled

Apprentice
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(1)
(2)
(3)
(4)
(5)
(6)
(7)
(8)
(9)
(10)
(11)
(12)
(13)
(14)
(15)
(16)
(17)
(18)
(19)

10. What was your father's main job
lifetime?

(1)
(2)
(3)
(4)
(5)
(6)

(7)

(8)

(9)
(10)
(1Y)
(12)
(13)
(14)
(15)
(16)
an

When you think about taking a
what do you think is the most

1‘, 11.
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What was the last job you had before you tock your present jab?

Same job (as previous one)

Same job title

Professional, supervisory
Professional, non-supervisory
Entrepreneur, large business
Entreprensur, small business
Managerial, high level
Managerial, intermediate
Clerical and Sales, supervisory
Clerical and Sales, non-supervisory
Labour, supervisory or foreman
Skilled Production

Skilled maintenance trades
Semi-Skilled production
Semi-Skilled non-production
Unskilled

Other

Unspecified

Farmers

or type of work during most of his

Professional, supervisory

Professiocnal, non-supervisory

Entrepreneur, large business

Entrepreneur, small business

Managerial, hicgh level

Managerial, intexmediate or low
level

Clerical and Sales, supervisory

Clerical and Sales, non-supervisory

Labour supervisory, foreman

Skilled Production

Skilled Trades

Semi-Skilled Production

Semi-Skilled Non-Production

Unskilled

Other

Unspecified

Farmer

job in ancther plant or campany,
important consideration?

(1)
(2)
(3)
(4)

Higher pay and benefits

More interesting work

More security

More control over my work pace and

quality
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(continued)
(5) Better chance to use my abilities
(6) Better opportunities for advancement
(7) A greater sense of accamplishment

What is your yearly incame from your present job, before
deductions?

(1) under $3,000

(2) $3,000 to $3,999
(3) $4,000 to 4,999
(4) 5,000 to 5,999
(5) 6,000 to 6,999
(6) 7,000 to 7,999
(7) 8,000 to 8,999
(8) 9,000 to 9,999
() 10,000 or more

Does your wife/husband have a steady paying job?

(1) Yes, full time
(2) Yes, part time
(3) No.

(4) I am not married

How many persons (other than yourself) depend on you for more
than half of their support?

(1) None

(2) One

(3) Two

(4) Three

(5) Four

(6) Five or more

If your wife or husband works, please indicate what her or his
yearly incame is.

(1) TUnder $1,000

(2) $1,000 to 1,999
(3 2,000 to 2,999
(4) 3,000 to 3,999
(5) 4,000 to 3,999
(6) 5,000 to 5,999
(7) 6,000 to 6,999
(8) 7,000 to 9,999

(9) Over 10,000



16.

17.

18.

9.

20.

21.

1co

Taking into consideration all the things about your job (work),
how satisfied or dissatisfied are you with it?

(1)
(2)
(3)
(4)
(5)

Very dissatisfied

Fairly dissatisfied

Neither satisfied or dissatisfied
Fairly satisfied

Very satisfied

About how long have you been with the campany?

(1)
(2)
(3)
(4)
(5)
(6)
(7)

Less than one year

1l - 3 years

More than 3, but less than 6 years
6 - 9 years

More than 9, but less than 12 years
12 - 15 years

Over 15 years

How satisfied are you with the following aspects of your job?
Please circle one number only for each aspect depending on how
satisfied or dissatisfied you are with it.

Working conditions

Oppcrtunities for advancement.

Recognition respond gets.

Amount of pay.

(1)
(2)
(3)
(4)
(5)

(1)
(2)
(3)
(4)
(5)

(1)
(2)
(3)
(4)
(5)

(1)
(2)
(3)

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Very satisfied
Fairly satisfied
Not certain



21.

22.

23.

24.

25.

\‘ 26.

Amount of pay (continued)

Amount of security.

(3)
(4)
(5)

(1)
(2)
(3)
(4)
(5)

Not certain
Fairly dissatisfied
Very dissatisfied

Very satisfied -
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Control over work pace and quality.

Amount of decision-making and

(1)
(2)
(3)
(4)
(5)

(1)
(2)
(3)
(4)
(5)

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

responsibility.

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Extent to which respondent can use his skills.

(1)
(2)
(3)
(4)
(5)

Feeling of accamplishment.

(1)
(2)
(3)
(4)
(5)

Very satisfied
Fairly satisfied
Not certain

Fairly dissatisfied
Very dissatisfied

Very satisfied
Fairly satisfied
Not certain
Fairly dissatisfied
Very dissatisfied

101
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27. 2Amount of contact with other workers.

(1) Very satisfied

(2) Fairly satisfied
(3) Not certain

(4) Fairly dissatisfied
(5) Very dissatisfied

28. Which one of the following cames closest to describing what you
do on your job?

(1) Minding and checking a continuous
autamatic process.

(2) Using tools to produce samething
that requires a lot of skill.

(3) Using and controlling a machine
to do a job that requires a lot
of decisions and skill on my part

(4) Using or tending a machine that
does not require much skill

(5) Always doing the same part of the
job on an assembly line while
other workers do other parts of
the whole job

(6) Not a production worker

29. Which one of the following factors would you say is most important
to you in your relationship to your campany?

(1) The material benefits I get fram
my job (such as pay, security, etc.)

(2) My relationships and lovality to
the men who work with me and the
campany itself

(3) The sense of fulfillment and
accamplishment I get fram my job
itself, quite apart fram such
things as security and wages

(4) The feeling of being a part of a
concern that is trying to achieve
certain goals and that I am
contributing to reaching these goals
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