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Lilian Khan

There has been considerable interest in studying people
in industrial situations, particularly exeéutives and super-
visors. The studles were focused initially on the charace
teristiecs of personality traits of the individuals, however,
more recently studies recognize the importance of the situa-
tions in which these people find themselvese.

The present study is of an exploratory nature to detere
mine the relationships among different occupational levels,
of personality and interests, Job satisfaction, and ability
to empathize,

Thirty-seven employees of a furniture company were
given a battery of tests = Allpor£ Vernon's Study of Values,
Bernreuter Personality Inventory, Washburh Social Adjustment
Inventory, Kuder Preference Record, How Supervise, Wonderlic
Personnel Test, Science Research Assoclates Employee Inven=
tory, Bullock's version of Hoppock's Job Satisfaction. The
result indicafed that the executivés were more domineering
and less impulsive than the supervisors and workerse. They
had more self confidence and greater mental ability. They
had more theoretical knowledge of supervision than the super=-
visors and workers. The executives and supervisors were
more satisfied in their jobs than the workers. They were
better able to empathize than the workers.

It was also found that those who were more satisfied

were less theoretical and more economical in their wvalues,
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The less satisfied people were more theoretical and aesthetic.
The more satisfied group was found to be able to empathize
better than those who were less satisfied. The executives and
supervisors tended to show greater abllity to empathize than
the workerse.

This study suggests some factors which might be of
value in an industrial organization. If the workers have
a more complete knowledge of the policies and problems of
the industrial organization, they might be more realistic
and as a result more satisfied. If the workers can be made
more satisfied they might be able to empathize better and
understand the problems and situations of their supervisors
and executives as well as their fellow workers. It might
be of value in the industrial organization to know if there
1s any relationship between these personality and interest
characteristics, degree of satisfaction and ability to eme

pathize, and theilr respective group production performance.
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CHAPTER I

INTRODUCTION

There has been considerable interest in studying people
in industrial situations, particularly executives and super-
visors. The early studies were focused on the characteristics
or personality traits of the individual. More recent
studies recognize the importance of the situation in which
these people find themselves, There has been little study
or emphasis placed on the influences of these characteristics
of the 1n§ividuals and the lmportance of thé situation as
they might be relevant in an industrial framework to such
operational factors as job satisfaction and ability to eme
pathize,

Stogdill's survey (17) on the personality factors assoe
clated with léadership concludes that average leaders of a
group excel the group in intelligence, scholarship, dependae
bility, and socioesconomic status. They have more self
confidence, better insight, more initiative, and a desire to
excel. He also pointed out that the qualities and traits of
the leaders depend to a great extent upon the situation in
which they are placed, and consequently the traits of a
leader vary according to the change in the situation. The
work situation, or the kind of job he is doing, has an effect

on the individual'!s personality or characteristic behavior,



Mason and Clseton (12) discussing the measurement of
executive ability pointed out that executive traits are not
clearly defined by performance or tests of mental ability
unless supplemented by temperament or personality tests,
covering such questions as dominance, submissiveness, extra-
version, and introversion, emotional sensitivity and placidity,
etce.

Since man is not perfectly fitted for a job, because each
has some strong points and some weak points, 1t is important
to know the temperamental traits, personality characteristics,
interests, and reasoning processes of each individual.
Specifically, if a supervisor evaluates his superior's strong
points and understands and tolerates his weaknesses, 1f the
supervisor brings out his own good points and curbs certain
aspects of his personality which might cause conflicts, and
if the executive approaches his subordinates in the same way,
then there might be mutual respect and understanding and
better harmony in the organization (2).

According to Katz (9), effective administration depends
on three basic skills. They are the technical skill to accome
plish the mechanics of the particular job for which he 1s
responsible, the human skill in working with others to be
effective group member, and the conceptual skill to recognize
the relationship of the various factors involved in the situae=
tion, which will lead him to take that action which achieves

the maximum good for the total organization. The relative



importance of these skills vary with the level of administrae
tive responsibility. At the lower level, technical and human
skills are more important, and at the higher level human and
conceptual skills are more important. Thus, it might be
sald that the administrative or leadership skills seem to
change in theilr importance according to the industrial echelon.
It follows that the situations are specific for each status,

A more recent study has been done in an effort to deter=
mine the relationship of biographical facts, mental ability,
temperament, and personality traits to the importance and
value of the individual in the industrial organization (14),.
This study demonstrated primarily the application of an
instrument, A 1list of isolated factors were found to be
characteristic of the top, middle, and lower thirds of the
people divided according to their pay scale, This particular
study limits itself to the criterion of pay and does not cone
slder the relevance of the situation.

A study of job satisfaction was carried out on this
same lndustrial population as used by Rashleigh. The study
indicates that the degree of job satisfaction varies accore
ding to executive, supervisor, and work level status. The
profiles of the various areas of job satisfaction show the
supervisors experience the highest degree of satisfaction,
the executives somewhat lower, and the workers the lowest

degree of satisfaction. The assumption might be made that



these status levels of executive, supervisor, and worker
represent different situations (6).

William Schell (16) completed a third study on the same
population determining the relationship between the ability
to empathize and job satisfaction. This study revealed that
the supervisors empathize better than the executives and
workers, The writer concludes that the more satisfied an
individual 1s, the better he 1s able to empathize, This study
seems to indicate an existence of a relationship between the
ability to empathize and the situation. That is en assumption
that the supervisors! work situation is different from the
executives! and workéra' situations,

The present study is of an exploratory nature to deter=-
mine if 1In these three most recent studies there are some
basic or general relationships among personality traits and
individual characteristics, the different situations, the
job satisfaction, and the :ability to empathize,



CHAPTER II

PROCEDURE

Subjects

Thirty-seven subjects, all employees of a furniture
manufacturing company, were used for this study. The number
of subjects was limited due to the fact that this study is
an investigation of the relationships of the three independent
factors analyzed by Rashleigh, Cheek and Schell. This analy=-
sis has thirty-seven of their subjects in common. They con=
sisted of eight executives, twelve supervisors, and seventeen

workers,

Basic Data

The battery of standard tests given were: The Study
of Values by Allport, Vernon, and Linzey; the Washburn
- Social Adjustment Inventory (thespic edition); Bernreuter
Personality Inventory; The Kuder Preference Record; Wondere
lic Personnel Test; How Supervise by File and Remmers; The
Science Research Association Employee Inventory; and Bullock's
version of Hoppock's Job Satisfaction Scale. -
The Study of éalues by Allport and Vernon measures
generalized and dominant interests, It 1s based upon six

types of values as classified by Spranger, which are theoretical,



economical aesthetic, social, political, and religious. Ace
cording to this classification, the dominant interest of the
theoretical man is discovery of truth; the economical man

is interested in what is practical, useful, and efficient;
the aesthetic man values most form and harmony; the highest
value of the social type is love of people; the political
man 18 interested primarily in being influential and persue-
sive; and the religious man places highest value on unity

in an effort to comprehend the cosmos as a whole (1),

The purpose of the Washburn Social Adjustment Inventory .
1s to determine the degree of soclal and emotional adjustment
of an individual. The score 1s designed to give a separate
measure of development in each of the six traits which are
happiness, alienation, sympathy, purpose, impulsiveness,
control, and wish. These traits are slightly correlated with
intelligence and are highly correlated with social and emo-
tional adjustment, Three of the traits are concerned with
emotional adjustment to other people and to the environment,
The other three are concerned with self organization and self
regulation. (19)

The Bernreuter Personality Inventory 1s a questionnaire
intended for use with adults. They are scored for six traits:
neurotic tendency, self sufficiency, introversion-extraversion,
dominance-submisslion, confidence, and sociability., Its prine
cipal value i1s an aid in identifying persons of questionable
adjustment, (1)






The Kuder Preference Record imcludes 168 items each of
which lists three activities. The subject indicates which
he likes most and which least. The items cover a wide range
of activities which are scored to yileld a profile representing
nine areas, namely, mechanical, computational, scientific,
persuasive, artistic, literary, musical, social service, and
clerical. The profile is analyzed with a view to determine
in which, if any, areas the individual's interests and pref-
erences are stronger. (1) |

Wonderlic Personnel Test is a modification of Otis
Intelligence Test. It is used in selection, placing and
promoting employees, It is a short form of mental ability
test designed for adult business employees in individual
situations. (20)

How Superviée is a test of the typical inventory form
and is designed to measure a person's "knowledge and insight
concerning humen relation in 1ndustfy"; It i8 used in selec=
ting candidates for and measuring the-results of supervisory
training programs., (7)

The Science Research Association Employee Inventory
consisting of 78 items, reflects the kind of things employees
say about their jobs in a wide range of business and industrial
situations. It is meaningful to employees in the office,
production, sales, technical, and other types of work in
most companies. The results are tabulated in a profile form

80 1t becomes easy to determine the strong and weak points



of the individual or group, as well as compare one group with
another, The items are grouped into categories. There are
15 categories, such as, job demands, working conditions, cone
fidence in management, pay, employee benefits, supervisor-
employee reletions, friendliness and cooperation of fellow
employees, technical competence of supervision, effectiveness
of administration, adequacy of communication, security of
Job, and work relations, status and recognition, identifica=
tion with the company, opportunities for growth and advance=
ment, reactions to the inventory. (15)

Bullock's Job Satisfaction Scale ﬁas composed of ten
itens requiring evaluation by the employees of their organi-
zation. These items were a modification of Hoppock's scale.
Five alternate responses were offered for each 1tem; Arble
trarily arranged values of 1 to 5 were assigned; highest
value showed satisfaction and lowest value showed lack of
satisfaction. Bullock's scale was rephrased changing the
personal pronoun 8o th#t an employee could answer the same
questions for another person, i.e., supervisor and subordie

nates. (5)

Method of Analysis

]

The data were statistically analyzed for the three
occupational levels (executives, supervisors, workers), in

order to find out if any difference exists among these



occupational levels as regards their personality traits and
interests, the degree of satisfaction in their jobs, thelr
abllity to empathize.

A second breakdown of the data was dividing the subjects
into two groups according to the Science Research Agsociatim
Inventory. One group was comprised of those who were most
satisfied with their Jobs and the other group was comprised
of those who were least satisfied with their jobs. An analye
sls for a significance difference between the most satisfied
and least satisfied group were done with resbect to personality
and interests tests, and ability to empathize.
| The third breakdown of the data was grouping the subjects
according to their ability to empathize. An analysis for a
significance difference between those who were able to empa=
thize and those who were less able to empathize were completed
with respect to personality and interests tests, and job satise
faction.

In all cases a 't' test of significance was computed. A
correlation coefficiéné test was done to find out if there 1is
any relationship between How Supervise scores and empathy
scores. A chi square was done between S.R.A. Inventory and
the empathy scores, to determine whether those who are more
satisfied in their jobs are the ones that can empathize better
than those who are not satisfied in their jobs. Due to the

small number of cases no cross validation could be done.
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CHAPTER IIIX

RESULTS AND DISCUSSIONS

The data were divided according to three occupational
levels: executives, supervisors, and workers., The 't' test
of slignificance was computed to determine the significances
of the differences among the three levels on the test battery.

The Allport 'Vernon's Study of Values showed no signifi=
cance difference.between these three groups, It might be
due to the fact that this was & unique group limited to ale=
most one culture. The employees were mostly of Dutch extrac-
tion living in a restricted community. The religious affili-
ation of over ninety percent of the employees was Dutch
Reformed Church. It is possible that the basic value system
was determined by the homogeneous characteristic of the
groupe. When the executives, supervisors, and workers were
divided into satisfied and dissatisfied groups, it was found
that there was a trend that the more satisfied were more
economically oriented, while the less satisfied were more
theoretical oriented. This was found to be consistent in the
different levels. (Table I)

In following the 1nterpretation developed according to
the norms of the Washburn Social Adjustment Inventory, the
workers were found to be significantly more impulsive than
the supervisors, who in turn were more impulsive than the

executives. There seems to be a gradual decrease of impulsiveness
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from the lower to the higher echelons. It might be that due
to the quality of greater stability that the executives are

in more responsible positions. These different adjustments

of the worker and of the executive may depend upon their dise
crete situations. The supervisors were found to be more
truthful than the workers. The truthfulness of the executives
and supervisors were not significantly different. Hartshorn
and May's (8) study pointed out that honesty is specific to
the sitﬁatioh. Likewise, characteristics of the more respons-
ible situation confronting the executives and supervisors may
depend upon this greater degree of truthfulness. Impulsive=
ness and truthfulness are the only two factors of sufficient
significance to discuss. (Table I)

Following the usual interpretation of the Bernreuter
Personality Inventory, the executives were found to be more
self sufficient. Thils finding i1s consistent with that of
Richardson and Hanawalt (17) who in their research found
that the leaders had a high score in self sufficlency in the
Bernreuter Inventory. The workers also seem to prefer to be
alone and ignore advice of others. The supervisors are the
ones that least like to be alone and do not mind asking ade
vice. This might be characteristic of supervisory situation
between management and workers. The supervisors in the
course of their duties have to determine from their superiors
what are their Jobs, and their performance schedule and com=

pany policies. Consistent with the fact that the executives



TABLE I

STATUS LEVELS®

e

Allport Vernon's Study of Values

12

T E A S P R
M1 40.25 435 30.5 36612 36,50 50.12
M2 3646 455 32,5 36475 38,08 50492
M3 39.1 46.2 31e2 33460 385 5065
t1 0425 047 1.2 Oell 049 0.15
t2 0.047 1.2 0.42 0435 1.1 0.15
t3 0.2 0.2 0.8 Ol 066 0.17
Washburn S-A Inventory
T H A S P I C
Ml Le57 1662 10,05 11e75 3345  1e37 5475
M2 L4l 1,75 9.83 9483 35,5 241 7.25
M3 9.1 1,76 9.8 1546 3640 Beb 646
tl 002 062 0603 0e3 046 1l 0e7
t2  1e2 06  Oelli 0475 045  LeT# 065
t3  1.8# 0,07 0.07 1.1 002 1.0 043
#Executive versus Supervisors versus Workers
Key: Ml = mean score of executives,
. M2 = mean score of supervisors.
M3 = mean score of workers,
£2 = 141 ratio between Ml and M3
t3 = 1t! ratio between M2 and M3

# Significant at 5 percent level of confidence,
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and workers prefer to be left alone, they were found to be
more introvertive than the supervisors who prefer to be with
people.

The executives were found to be more domineering than
the supervisors and workers. The greater responsibility in-
herent in their status situation would seem to demand this
quality of self assertion in effective administration. Hunter
and Jordan (17) found that leaders were more domineering than
non-leaders. However, Jemnings and Hanfmann (17) found that
bossy domineering persons were rejected as leaders. Thils
suggests that there are situations which call for a domineering
leader, while other situations require a less domineering
leader who allows the group to participate in deciding. Be-
tween the supervisors and workers, a trend was found that the
workers were more domineering than the supervisors, though
not significantly mores There 1s apparently a gradual in-
crease in self confidence from the lower to the higher
echelons, This may indicate that executives' behavior is
affected by the situation. The tendency that the executives
are more emotionally unstable than the supervisors and workers
is the only result that does not seem to be consistent. (Table
I Cont.)

The profiles of the composite results of the Kuder Prefer-
ence Record for the executives, supervisors, and workers were
made, showing the strong and weak points of each groupe Ace
cording to the results, the executives were found to be more

scientific, more artistic, snd more musical, as well as more






TABLE I (Cont.)

Bernreuter Personality Inventory

Bl B2 B3 By Fl F2
M1 61,81 61.37 60474 52.25 42,0 6939
M2 L4483 L4333 U7.5 36e25 5140 6648
M3 }47.9 50.2  52. 39.0 545 6740
tl 1.5 2.2%% 1.3 1.8# 1.3 0454
t2 145 1dl 0483 2.7#r 2,08 0447
t3 0.3 0.8 0457 0e3 Oely7 0,07
Kuder Preference Record
1 L2 3 y 5 6 7 8 9
Ml 6412 28425 38412 L0.5 25¢6 1840 1346 Llo7 L2e2
M2 50,75 2845 30466 38.1 2146  1lhe3 848 U7.6 14946
M3  L9e5 2641 357 3940 22,6 13.0 10.2 L45.0 L0.6
tl 1.0 - 2e2i 0443 1.6 1.0 1.5 1.2 1.2
t2  0eB8h 0652 0492 0430 1.0 15 069  0.76 045
t3 0421 0655 15 0423 0e3 046 05 0465 146
Key: Ml = mean score of executives
M2 = mean score of supervisors
M3 = mean score of workers
tl = 't' ratio between Ml and M2
t2 = 1t' ratio between M1l and M3
t3 = 't! ratio between M2 and M3
# = sighificant at S percent level of confidence

Mt = gignificant at 2 percent level of confidence
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literary. The supervisors were less scientific than both
the executive and worker group. The supervisors were less
artistic and less interested in music than the other two
groups. They were more literary than the workers but less
literary than the executives. There 1s a gradual decrease
of this literary interest from high to low status levels.
(Table I Conte.) It is seemingly a direct demand of the exe=
cutive aituation that the literary interest and application
(report writing and current reading) is the greatest. It
seems that the executives and workers have some similar ine
terests, in being less practical and so preferring more ab-
stract interest, On the other hand, the supervisors are
more practical and are concerned with people and so are less
interested in abstract things. The supervisor had more
clerical interests than the executives and workers, showing
that they may be more methodical and practical in their out=-
look. All these findings seem to be related functionally to
the respective situations in which the executives, supervisors,
and workers are operatinge.

Wonderlic Personnel test of mental alertness showed a
gradual decrease from the higher to the lower echelons.
(Table I Cont.) The executives were more intelligent and had
a greater mental alertness than the supervisors and workers,
The leader seems to have a little more knowledge than the
group, and more mental abllity to be a step ahead of the
group and meet the problems that face them (2)e



TABLE I (Cont.)

16

e

How Wonderlic S.R.A. Bullock's
Supervise Personnel Inventory Empathy score

M1l Sle5 2947 62.1 29.1
M2 435 23.0 6648 27.5
M3 4l.8 20,0 5347 375
tl holy? 2o litit 0.98 0.6
t2 3.2! 2.8! 1.3 2,14
t3 042 0475 2.6" 2.9!
Key: Ml = mean score of executives

M2 = mean score of supervisors

M3 = mean score of workers

tl = 't ratio between M1l and M2

t2 = 1t! ratio between M1l and M3

t3

= 1t! ratio between M2 and M3

#¢ = gignificant at 2 percent level of confidence
W = gignificant at 1 percent level of confidence
! = gignificant at 0.5 percent level of confidence
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The results of the How Supervise test showed that the
executives have more theoretical knowledge of supervision
than the supervisors and workers. There is a decrease of
' this knowledge from the higher to the lower occupational
levels., (Table I Cont,) Since the executives are in a posi-
tion where they have to inspect, evaluate the performance of
their workers, they tend to have a better knowledge of the
method and procedure of successful supervision. Malony's
(11) research concludes that How Supervise needs a high-
school reading ablility, so that for the lower level of occu=
pations it 1s of doubtful validity as a measure of super=
visory ability. Wickert (21) was of the same opinion and
pointed out that for lower levels it measures intelligence
and readability rather than knowledge of principles of super=
vision. It 1s only for the higher levels that it measures
supervisory ability.

The executives, supervisors, and workers were compared
for their satisfaction in their jobs according to the Science
Research Association Inventory. It was found that the super=
visors were most satisfied in their jobs, and the workers
were least satisfied in thelr jobs. The executives were less
satisfled than the supervisors but more than the workers.
(Table I Cont.) Thompson (18) discusses the many causes of
dissatisfaction, such as, lack of security, unfair pay differe
entials between various grades of workers, a foreman doing

things he should not do and not doing things he should do,



18

Workers want security, independence in their Jjobs, social
approval and recognition, etc. When they do not get them,
they become frustrated and thus dissatisfied for which they
blame their superiors. It was found that falr treatment by
superiors 1s placed towards the top of the 1list of the face
tors influencing the worker's liking for his jobe Personality
factors also have an effect on the liking for the Jjobs. Cone
sequently the causes of satisfaction and dissatisfaction are
both individual factors and the industrial environment of

the worker. To some extent the executives tend to be more
like the workers, in that having all the responsibility of

the organization, in production, in competing with other
firms, their tensions and frustrations may result in dissatis=-
faction in their Jjobs.

According to Ash (4) the differences in employee morale
are not determined by the personal characteristics of em=
ployees, but are primarily a reflection of the real differences
in the jJjobs and work situations. He says that those who were
high in such items as dominance, emotional stability, sociabil-
ity have a favorable attitude towards their jobs. They have
higher confidence in management, when they have security in
their jobs and when they are given proper recognition for
their achievement. It was found that the more outgoing,
soclable, emotionally stable employee was more likely to ree
gard the world around him with greater favor than the retiring,

not too soclable, perhaps somewhat unstable employee.
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The Empathy Test scores showed that the supeyvisors can
empathize better than the executives and workers; the workers
were lowest in empathy scores. (Table I Conte.) Since the
supervisors are in closer contact with their employees and
know more about their performance and their habits and beha=-
viors, they tend to understand them better. The supervisors
are the middle men. They have to report the workers' pere
formance to the executives and commnicate to the wofkers
management's point of view, policies, and decisions. DBecause
the aupervisors want security and progress in their jobs they
try to satisfy both management and workers by studying both
groups more closely. Arther (3) discussing the foremen's
place in management, said that the foreman occupies a unique
place in every management structure, He 1s the only part of
the management who can build the organization of rank and
file people. He alone can obtain the degree of cooperation
necessary for maximum production. The foreman knows that
this requires the use of social skills rather than mass
handling of people, so that in this connection he knows the
employees intimately enough to de#l with on a personal basis.
Also, as many of the supervisors and foremen have started as
& rank and file worker, they know about their employees and
can understand them better. Neagle's (13) research pointed
out that supervisors were more sensitive to employee attitude
than the non-supervisors. This seems consistent with Gage's

statement "the better you understand people, the better yoﬁ
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can get along with them", Neagle concludes that if sensitivity
to people's attitude does make for better leadership, then
psychologists should consider training and selection programs
based on the concept of sensitivity,.

The workers were less able to empathize with their supere
visors. This may be because they either did not like their
supervisors and so rated them low, or considered them to be
better than they were and so rated them high. This seems to
be related to the satisfaction profiles, in that the workers
being least satisfied were more self centered and did not
understand others as well; while the supervisors being more
satisfied in their jobs were interested and understood others
that were around theme. The difference between the supervisors
and executives was not statistically significant., The results
showed that the status level of executives, supervisors, and
workers are related not only to personality factors, but
also to their satisfaction in their jobs and their ability to
empathize,

A second analysis of the data was done to determine 1if
there 1s a relationship between degrees of satisfaction as
shown by S.R.A. inventory and the personality factors and
interests and the abllity to empathize. The subjects were
divided into the most satisfied and least satisfied group.

The Allport Vernon's Study of Values test showed that the sat-

1sfied group was less theoretical, less aesthetic, more
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economically and more politically oriented than the less
satigfied group. (Table II)e. Referring back to the execu=-
tive, supervisor, and worker groups it was found that there
were no statistically significant differences between the
three groups. When each group was subdivided into most satis-
fied and least satisfied groups, it was found that in the
executive, supervisor, and worker levels the most satisfied
were consistent in being more economical and less theoretical
than the least satisfied groupe.

The Washburn Inventory pointed out that those who were
less satisfied havé a tendency to be alienated from the group
and are more impulsive in their judgment than the more satise
fied groupe It might be sald then that impulsiveness and
tendency to alienate is a trait of less satisfied individuals.
(Table II).

According to the interpretation of the Bernreuter Inven=
tory the less satisfied group was found to be emotionally
unstable and preferred to be alone. (Table II Cont.)

The Kuder Preference Record showed that those who were
less satisfied were more artistic. The more satisfied group
was more literary than the less satisfied groupe. (Table II
Cont.) Since the more satisfied group 1s more sociable and
is interested in the outside world, these people might be
more interested in reading.

The Wonderlic Personnel test and How Supervise did not
show any statistically significant differences between the
more satisfled and less satisfied groups. (Table II Cont.)
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TABLE II
SATISFACTION LEVELSs#

Allport Vernon's Study of Values

T E A s P R
Ml 03 L2.1 34.06 348 345 51,3
M2 37k 47.0 31,09 35.18 39,1 49.8

% 1.3 2.1t 1.8# 0.11 1.4 0.6

Washburn S A Inventory

T H A S P I c

Ml 5.5 le2 12,0 164 348 3.8 548
M2 8.3 2.0 8s5 Lyeb  3Leb 3.04 7.3
t 1.3 1.05 1.6 0.8 0407 1.5 1.0

Bernreuter Personality Inventory

Bl B2 B3 By Fl F2

M 47.0 56,06 40.8 3946 50.6 65.6

M2 52.2 h2.5 2.5 41.9 497 66.0

t 048 1.5 0.15 0.28 0.25 0.3
# More satisfied group versus less satisfied group
Key: Ml = mean score of less satisfied group
M2 = mean score of more satisfiled group

t = '¢' ratio between M1l and M2

# = significant at 5 percent level of confidence
#t = gignificant at 2 percent level of confidence
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TABLE II (Cont.)

Kuder Preference Record

1 2 3 L 5 6 7 8 9

M1 487 277 3843 3846 25.8 12.8 11.1 L45.9 35.0
M2 UBeb 22,0 37.0 39¢3 21.8 15,09 9.9 L4l.2 38.2

t 0,02 0,71 0.12 0,29 2035## 1,02 0.L9 0.89 0,61
How Supervise Wonderlic Personnel Test
M1 lhe3 4.1
M2 Lhe9 22.8
t 0612 045

chi square between Satisfaction score and Empathy score
X2 = 11,1, significant at 0.1 percent le vel of confidence
Key: Ml = mean score of less satisfied group
M2 = mean score of more satisfied group
t = 1't! ratio between M1l and M2

#t = sgignificant at 2 percent level of confidence



However, because these more or less satisfied groups are
formed of the three occupational levels, they may have some
counter-balancing effect and thus show no difference as re-
spective géoups. It is possible that the degree of satisface
tion has little relationship to mental ability as determined
by Wonderlic,

A chl square was computed between the satisfaction scores
and empathy scores. It was found that those who were more
satisfied were better able to empathize. (Table II Cont.)
This might be explained by referring to the status groupse.
where it was found that the supervisors and executives were
better able to empathize than the workers, as well as that
they were also more satisfied than the workerse

The third analysis was to determine the relationship be=
tween the ability to empathize scale and the personality
characteristics and interests. The Allport Vernon's Study
of Values showed that those who could empathize well were
less theoretical and more economical. (Table III)

The Washburn Social Adjustment Inventory pointed out
that those who were high in empathy scale made better adjuste
ment both emotionally and socially. They were more happy,
had more self control, and a greater ablility to execute plans.
(Table III)

The Bernreuter Inventory showed that the group that could
empathize better were more domineering.(Table III Cont.) This
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TABLE III
EMPATHY LEVELS#

Allport Vernon's Study of Values

T E A S P R
Ml 38409 4645 32422  34e3 37.1 49.0
M2 3945 43.5 3262 h3.2 354 5049
t 1.8# L.l 0.01 0.03 1.0 lel

Washburn S A Inventory

T H A S P I Cc
M1 7.5k 1.18 1046 13.8  33J4 342  Sel
M2 6.13 2.6 9,06 18.L 36,6 3ol 8.1
t 0.52 20t 00}4-7 2 334t 009,4, 005 l7#

Bernreuter Personality Inventory

Bl B2 B3 BY Fl F2
Ml 58.1 53e3 58.8 47.09 LL.8 572
M2 39..L 9.2 438 3240 51.L 63.1
t 2,04t 045 2 Tit0 1.8# 1.1 0.95

# Empathetic group versus non-empathetic group

Kay: Ml = mean score of high empathetic group
M2 = mean score of low empathetic group
= 't! ratio between M1l and M2

t
# = éignificant at 5 percent level of confidence
¢ = gignifieant at 2 percent level of ¢onfidence
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shows a similerity with Allport's Study of Values, where the
better empathizing group was found to have political intere
est, This may be a reason for their being able to execute
plans better than those who could not empathize as well, Ace
cording to the analysis it was found that those who can enme
pathize well were less emotionally stable and introvertive.
This is somewhat contradictory to the findings of the Washburn
Social Adjustment Inventory. It might be to the small number
of cases in each group that has caused such a discrepancye.

The Kuder Preference Record pointed out that those who
were less able to empathize were more scientific, musical,
and clerical, while those high in empathy had literary inter-
ests. (Table III Cont.)

The Wonderlic Personnel Inventory did not show any
statistically significant difference between the two groupse
(Table III Cont,)

A correlation coefficient was computed between the How
Supervise scores and the Empathy scores. There was a negative
relationship, which was not statistically significant. (Table
III Cont.) The knowledge of how to supervise may not neces-
sarily effect the ability to empathize., One can know what to
do in a specific situation and yet not behave in the approved
pattern because of his own emotional or personality tendencles.
There 18 no assurance that understanding goes with knowledgee.

According to Laird (10) empathy is an intellectual process.
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TABLE III (Cont.)

Kuder Preference Record

1 2 3 Ly 5 6 7 8 9
M1l U497 272 32.5 L0.0 23.0 16,6 13,8 33.5 5.1
M2 Lo 306 374k 37 2343 12.3 18.h4 36.6 8,1
t 0.8 081  1.96# 0.7 Oelly 2,08k 2,3#8 0494 1.7#
How Supervise Wonderlic Personnel Test

M1l 6.y 24 .09

M2 Lk .06 22.5

t 0.58 0.51

Correlation between empathy scores and How Supervise scores

r =~0,11

Ml
M2

Key:

t
#

4

mean scores of high empathy group
mean score of low empathy group

't! ratio between M1l and M2

= gignifieant at 5 percent level of
confidence

significant at 2 percent level of
confidence
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It makes possible for one person to recognize impartially
the significance of another person's behavior. Empathy
helps to find out what is behind gfievances and low morale.
It helps to know about the desires, wishes, and lmpulses of
the workers,

Since no cross validation could be done due to the small
number of cases and because of the exploratory nature of the

study these results could not be validated.
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CHAPTER IV

SUMMARY AND CONCLUSION

An exploratory study was done to determine the relatione
ship among different occupational levels, of personality
traits and interests, job satisfaction, and abllity to empathize.

Thirty-seven employees of a furniture company were given
the following battery of testss Allport Vernon's Study of
Values, Washburn Social Adjustment Inventory, Bernreuter Per-
sonality Inventory, Kuder Preference Record, Wonderlic Pere
sonnel Inventory, How Supervise, Science Research Association
Employee Inventory, and Bullock's version of Hoppock's Job
Satisfaction Scale. The data wére analyzed and 't! fests done,

The results showed ‘

a) According to the Washburn S-A Inventory, the workers
were highést and the executives were lowest in impulsivenesse
The Bernreuter Inventory pointed out that the executives and
workers preferred to be alone and did not ask for advice, while
the supervisors did not prefer to be alone and were more extra=
vertive than the other two groups. The executives were found
to be more domineering than the supervisors and workers.

There was & gradual decrease in self confidence from the high
to the low echelons. According to the Kuder Preference Record,
the executives and workers were more artistic, musical, and

scientific than the supervisors who had more clerical interests.
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There was a gradual decrease in literary interest from the
high to low status levelse.

The Wonderlic Personnel Inventory showed a gradual de-
crease in mental ability from the high to the low echelons.
The How Supervise also pointed ocut a gradual decrease in the
knowledge of supervision from the high to the low status
levelse.

According to the S.R.A. Inventory, the profiles of the
executives, supervisors, and workers were similar in shape
but different in location. The result indicated that the
supervisors were most satisfied in their Jjobs, while the
workers were least satisfied in their jobs. The executives
were more satisfied in their Jobs than the workers but less
satisfied than the supervisorse.

The Empathy Test scores revealed that the supervisors had
the highest ability to empathize and the workers had the least
abllity to empathize. The executives had more abllity to em=
pathize than the workers but less than the supervisors.

b) When the data were analyzed according to the
S. R. A. Inventory into more satisfied and less satisfiled
groups, i1t was found that the more satisfied group was economie=
cally oriented and politically interested; while the less
satisfied group was high in theoretical and aesthetic values,
The Washburn Inventory pointed out that those who were less

satisfied had a tendency to alienate themselves from the group,
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and they were more impulsive in their judgment than the more
satisfied groupe According to the Bernreuter Inventory, the
less satisfied group was emotionally unstable and preferred

to be alone., The Kuder Preference Record showed that the less
satisfied group was artistic, while the more satisfied group
was literarye.

Wonderlic and How Supervise did not show any statistically
significant differences between the two groups. The chi square
results pointed out that those who were more satisfied were
also better able to empathize than those who were less satis-
fied,

c¢) According to the Empathy Scale division of the
data, the Allport Vernon's Study of Values showed that those
who could empathize bettér were less theoretical and more
economical than those who could not empathize well. Washburn
Social Adjustment Inventory polnted out that those high in
the empathy scale were better adjusted both emotionally and
socially. They had more self control and better ability to
execute plans. According to the Bernreuter Inventory, those
who empathize better were more domineering than the other
group. Kuder Preference Record pointed out that the low em~
pethy group was scientific, musical and clerical, while the
high empathy group had literary interests. Wonderlic Personnel
Test did not show any statistically significant differences
between the two groups. The coefficient of correlation be=-
tween the How Supervise and Empathy scores gave a negative

relationship which was not statistically significant.
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In conclusion, according to these results the execu-
tives were more domineering and less impulsive than the
supervisors and workers. They had more self confidence and
greater mental ability, also more theoretical knowledge of
supervision. There 1s & gradual decrease of these charac-
teristics from the higher to the lower status levels. The
executives and supervisors were more satisfied than the
workers, They were better able to empathize than the workers.

The demand of the situations of the executives and super-
visors are similar and so may provide simllar degree of satis-
faction in their jobs. These more satisfled people are less
theoretical, more economically and pqlitically oriented and
therefore may tend to look at the job sitﬁation more realis-
tically and expect satisfaction within this materialistic
framework, It might also be true that the executives and
supervisors being more informed of the facts, policles, and
of the operations are found to be more realistic., On the
other hand, the less satisfied people were aesthetic and
theoretical and therefore possibly more unrealistic in their
expectancy of satisfaction in their work situation.

The executives and supervisors are more aware of the
whole situation and have a greater awareness of the responsi-
bility for the entire operation and for the people who will
accomplish it., Because of this vantage position and compre=-

hensive responsibility, both the executives and the supervisors
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tended to show a greater ablility to empathize than the workers.
Furthermore those people who were more satisfied in their

jobs were better able to empathize, It 1s possible that those
people who are more satisfied in their Jobs are in a frame of
mind to take into consideration the problems. and feelings of
others., However, those people who are less satisfied in their
jobs find less ability and willingness to concern themselves
with the problems or situations of otherse.

This study suggests some factors which might be of value
in an industrial organization.. If the workers have a com-
plete knowledge of the policies and problems of the industrial
organization, they might be more realistic in their situation
and as a result they might be more satisfied. Since people
who are primarily economically and politically oriented seemed
to be more satisfied, it might be worth while to orient the
employee to these aspects of their work situation. If the
workers can be made more satisfied, they might be able to
empathize better and understand the problems and situations
of their supervisors and executives as well as their fellow
workers. It might be of value in the industrial organiza-
tion to know i1f there is any relationship between these per=
sonality and interest characteristics, degree of satisfaction
and ability to empathize and their respective group production

performances,
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