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This study essentially had a two fold purpose. First,

it was designed to repeat parts of an earlier study by Haire

and Gottsdankerl to partially examine the extent to which

some of their surprising tentative conclusions could be

generalized. A second purpose of this study was to inves-

tigate the possible use of subjective rankings under spec—

ified situations as a substitute for the time-consuming and

expensive methods Haire and Gottsdanher had used.

The sample reported here consisted of forty male gro-

cery store employees from twelve retail grocery stores.

Each subject in the sample had one session with the inter-

viewer. This session included interview, story-completion,

and category-ranking techniques.

The early part of the interview was open-ended and

permissive. At the conclusion of the open-ended portion

of the interview, each subject answered three direct

questions. Two semi—projective story-completion forms

were presented to each subject following the direct

questions.

 

l Haire, Mason and Gottsdanker, Josephine, "Factors

Influencing Employee Morale," Personnel, Vol. 27, K0. 6,
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Equivalent forms to be used for ranking thirteen factors

affecting morale under each of three conditions were developed.

Three specially prepared paragraphs of instructions, one for

each of three forms, preceded thirteen carefully defined

morale factors. The ranking of the thirteen factors took

place following the interview and story-completions so that

the interview and story-completion data would not be contam-

inated by subjective knowledge of the thirteen morale factors.

The resulting data were coded by the writer and one

other graduate student of psych0105y working independently

of one another. The coded data were organized into three

major divisions: (1) frequency of mention data, (2) rank—

order correlation data, and (3) category-ranking form data.

Results of this study indicated that those catatories

mentioned quite infrequently were the same categories Haire

and Gottsdanker had found to be infrequently mentioned,

indicating a fair degree of agreement between the two

studies. However, those categories mentioned more fre-

quently in this study indicated some important areas of

disagreement between the two studies. These areas of

disagreement indicated the need for care in generalizing

from specific data.

Results of using category-ranking forms indicated

that subjective ranking of morale factors can supplement



Robert V. Fetrach

rather than substitute for the other more expensive and

tine consuming methods.

Some of the more specific conclusions which could be

drawn for industry are;

(l) Employers should be careful not to under-

estimate the inportance of wages when using

direct question approach 3.

(2) Future advancement, or the chance of it,

may hold employees on jobs towards which they

are indifferent or which they dislike.

(3) A supervisor may act as a positive agent

as well as a negative agent regarding job morale.

(4) The factors which encourage job satisfaction

when positive will encourage job dissatisfaction

if they become negative.
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ORIENTATION

A great deal of attention has been directed to the

important factor of worker morale in industry. In the

l on this topic, now and thenrapidly growing literature

a relatively unique contribution has been reported. One

such contribution2 was the study of Haire and Gottsdanker

on the role of human needs in industrial morale.

The Haire study, which had its beginnings in the

thinking of Lewin's group on human relations at the

Massachusetts Institute of Technology, reported some

surprising tentative results and conclusions. One such

"good" supervisorconclusion, for exanple, was that a

could do no more than to bring the job to a sort of

zero level of satisfaction. Then, whether the employee

perceived the job as ”good" or "bad" depended on other

factors. This would mean that in the human relations

training of supervisors, it would have to be acknowledged

 

l A bibliography of reports on job morale appears

biennially in the journal, Occupations.

2 Haire, Mason and Gottsdanker, Josephine, "Factors

Influencing Employee Morale," Personnel, Vol. 27, Ho. 6,

1951, 445-454. The Haire and Gottsdanker study will be

referred to as the Haire Study throughout the remainder

of this paper.



that a supervisor could not make the job a good one; the

supervisor could, at best, keep the Job from being unde-

sirable.

Haire based his results and conclusions on a sample

of forty grocery store employees from four retail stores

of the same chain. He intensively studied the subjects

in the sample, but the relatively small group precluded

assuming his conclusions applied to workers in general

until they were confirmed by further research. However,

his study was characterized by a time-consuming and

expensive methodology which makes confirmation difficult

to obtain. Some simplification of method would encourage

more extensive investigation in other industrial settings.

The present study was addressed to confirmation of the

Haire results and to the problem of simplification of

methods. Specifically, the present study was designed

(1) to repeat, in part, the original study in order to

make some beginning on determining how general its con—

clusions were, and (2) to investigate at least one pro-

cedure for simplifying the methods of obtaining the

necessary data so that others might be encouraged to make

further checks on the generality of the conclusions of

the Haire study.

A brief historical review of research in industrial

morale may be helpful in explaining the significance of



the Haire study and the study reported here. Early

investigators of industrial morale used the most obvious

subjective method, i.e., the investigator simply asked

the employee how he felt about his job. The results were

various lists of human needs in some industrial situation,

e.g., need for Job security, advancement, and the like.

There were some obvious difficulties with these lists.

In the first place, they did not agree with each other.

Further disagreements were apparent when attempts were

made to rank the needs in the order of their importance;

sometimes one need, like the need for security, came out

on top and at other times other needs came first on the

list. Disagreements were probably present because an

assumption underlying comparison of the lists was that

the situations from which the lists were derived were

comparable. Obviously, such an assumption was not

necessarily correct, e.g., the self-perceived needs of

workers in a situation of rising unemployment, when a

need for security was paramount, would not be comparable

to the self-perceived needs of workers in relatively

secure Jobs who then might be more interested in hisher

wages or more considerate supervision.

More recently, projective methods were tried, e.5.,

in the My Job Contest study of Evans and Laseau. However,

the differences between various situations in which factors

affecting employees morale had been explored were still

neglected.



As has been suggested earlier, a step forward was

taken by Haire. His study combined subjective, semi-

} of investigation withprojective and projective methods

a situational approach to the problem of industrial morale.

He demonstrated that factors in morale, or employee needs

in the work situation, varied when the situations were

changed.

A content analysis of his data revealed three dif-

ferent situations which governed how important any one

morale factor might be. These three situations were:

(1) What the employee likes in his present job, (2)

What the employee dislikes in his present job, and (3)

What the employee would look for in a new job. For

example, wages were seen as unimportant for "what the

employee likes in his present job" but became of great

importance when the situation was changed to "what the

employee would look for in a new job." Liking associates

was quite important in "what the employee likes in his

present job" but was seen as unimportant for "what the

employee would look for in a new job."

 

3 A projective method assumes that the individual

projects himself into a relatively unstructured situation.

A semi-projective method, as used here, refers to the

presentation of a relatively structured situation which

requires projection of the individual but sets limits

within which the projection Operates. The incomplete

stories, described in the next section on procedure, are

examples of a semi-projective method.



Haire said that these differences in importance of

morale factors in different situations were of practical

significance to employers. He went on to say:

"From the point of view of doing something

about morale, we have raised very different

issues to guide the employer:

1. How to keep enployees liking their jobs.

2. How to keep them from leaving.

3. How to attract new workers.

The answers that we get from each specific

area may be a guide to the employer in terms

of practices which will accomplish each end."

Haire had criticized using lists of morale factors to

study industrial morale because of the interdependence and

fluctuating character of the morale factors from one

situation to the next. In effect, this criticism said

that lists of morale factors did not take the situation

into account. The present investigator felt that the

three situations which Haire found affected morale offeredemi

answer to the problem he raised.

To take advantage of the three situations isolated by

Haire, the present study involved preparation of a technique

in which the subjects ranked factors in order of importance

in each of the three different situations. If it could be

shown that the new method of rank-ordering provided the same

kind of data as Haire's methods, the new technique would be

a less expensive substitute.

The present study was designed: (l) to repeat the

more important parts of Haire's study to partially examine



the extent to which the Haire conclusions may be generalized

and (2) to investigate the possible use of subjective rank-

ings under specified situations as a substitute for the

time-consuming and expensive methods Haire used.



CHAPTER II

METHOD

As indicated previously, the present study paralleled

a major portion of the Haire study. The background and

procedures of the Haire study are presented here to make

comparison with the present study easier to grasp.

The study reported by Haire was part of a larger

study which was designed to investigate the perceptual

field of workers. Haire gathered his data from forty male

subjects employed by four retail grocery stores of the

same chain. The physical working conditions of the sub-

jects in the four stores were quite similar, and the same

company policies were shared by all subjects. Haire report-

ed that the company had an excellent reputation for its

general treatment of enployees. He reported that the jobs

were considered relatively good jobs with relatively high

wages.

The present study was designed to parallel the original

study in that another forty grocery store employees were

put through the psychological measuring devices that Haire

found important enough to report. The national headquarters

of a large retail grocery cnain granted permission to gather

data in one of the districts of the chain so that it was



possible to utilize a sample similar to that of Haire.

The sample reported here consisted of forty male

grocery store employees from twelve retail grocery stores.

All full-time male employees in the twelve stores were ‘

included in the sample. Obviously, the average number of

employees in each store was less than in the original

study; smaller stores required fewer employees for each

store. The twelve stores were located in three adjacent

mid-western cities of medium size (50,000 to 75,000 popu-

lation). All the employees of the sanple had the same

district supervisor. Working conditions were similar, and

all company policies on economic benefits, job security,

training schools, and the like were shared by all subjects.

The employees considered their jobs relatively good ones.

The average subject of the Haire study was:

"about 35 years old, had worked for the company

for 7 years, and was earning in the neighborhood

of $55 for a 44 hour week."

About ninety percent of the subjects reported themselves to

be generally satisfied when asked directly.

In the present study, the average subject was about

thirty-five years old, married, had had about eight years

of service with the company, and earned around seventy-five

dollars for a forty-five hour week. Ninety-five percent of

the subjects reported general satisfaction with the job

when asked directly.



It can be seen from the above that the subjects of

the two studies were remarkably similar. The only apparent

differences were (1) the greater wage earned by the subjects

of the present study and (2) the smaller size of the stores

of the present study. However, the first difference was

probably more apparent than real because of economic in-

flation during the period between the studies.4 With

respect to the size of the stores, the difference between

the two studies may have played some part in bringing

about some difference between results. However, this

size difference was unavoidable and will be taken into

account in the discussion of the results.

In the original study each subject was given an inter-

view in one session. Two projective techniques were em-

ployed in session number two. The interview of the first

session was said to be open-ended, permissive, and took

"about 40 minutes." Also in this first session, the

investigator asked a series of objective questions after

the subject had talked as long as he liked. A story

completion technique and a technique involving interpre-

tation of T.A.T. type pictures used in session number two

were designed to parallel the content brought out in the

first session.

 

4 Haire did the research for his study in late 1948

and early 1949 while the writer gathered his data in the

late summer of 1951.



10

In the present study each subject had but one session.

This included interview, semi-projective, and rank-order

techniques. The interview, which was Open-ended and per-

missive, had_no time limit. However, most subjects had

finished talking after about 30 minutes of interviewing.

When the open part of the interview ended, each subject

answered three direct questions. Three questions, used

by Haire, were employed in the present study:

1. What do you think of your job? What are the

things you like about it?

2. If you were going to take another job, what

are the things you would look for?

3. Which of the things we‘ve been talking about

means the most to you in how well you like

your job?

Immediately following the questions, the two stories

used by Haire were presented to each subject for him to

complete (the "semi-projective" technique). Both stories

were presented on the same mimeographed form:

1. While riding home on the bus one night, a

couple of men were talking with each other

about their work. One of them said, "It

sure would take a lot to make me change my

job, because....." What else did he say?

2. The other fellow said he'd be ready to quit

his job anytime, and added, "I'd be glad to

give the first decent job that comes along

a try, because....." Then, what else did

he say?

Sufficient writing space was available following each story

to allow each subject to write as much as he desired.

Equivalent forms to be used for ranking 13 factors



ll

affecting morale under each of three conditions were devel-

oped. These three conditions were essentially the three

situations isolated by Haire; namely: (1) What the enployee

likes in his present job, (2) What the enployee dislikes in

his present job, and (3) What the employee would look for

in a new job. Each factor was carefully defined as describ-

ed by Haire in his report. Three specially prepared para-

graphs of instructions, one for each of three forms, preceded

the defined factors. See Appendix.

The 1} factors from the Haire study appeared on all

three ranking forms. As a partial control for position in

the list, Forms A, B, and 0 had the 13 factors in alphabet-

ical order while Forms AA, BB, and CC had the factors in

reverse alphabetical order. The present investigator de-

signed Forms A and AA to parallel "what the employee likes

in his present job," Forms B and BB, "what the employee

would look for in a new job," and Forms 0 and 00, "what

the employee disliked in his present job."

The ranking of the 13 morale factors took place follow-

ing the interview and stories so that the interview and

semi—projective data would not be contaminated by subject-

ive knowledge of the factors isolated in the original study.

It can be seen that, up to the ranking procedure

employed here, the present study was quite similar to the

Haire study in forms and procedures. The present study did
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not include the technique using the fully projective

pictures because Haire reported none of the results of

using that technique. The elimination of the pictures and

the use of the already developed stories allowed gathering

the data in one session rather than two sessions as em-

ployed by Haire.

In Haire's study responses to the stories and to

direct questions were coded and placed in categories. The

data of the present study, were coded and classified in

the same way by the writer and one other graduate student

of psychology working independently of one another.

Whenever a response did not fit any of the given 13

categories, a new category was established. Of five new

categories set up, three duplicated certain categories

from the Haire study and were combined with their equiv-

alents. Therefore, at the completion of coding, the

categories numbered thirteen from the Haire study plus

5
two new categories from the present study, a total of

fifteen categories.

 

5 The two new categories of the present study were

"convenience of location" and "recognition." Upon re-read-

ing the definitions of the categories, "convenience of

location" should have been a sub-category of "fits well

with habits of life and work" from the Haire study.

"Recognition" included responses which could not be fitted

into any of the categories from the Haire study. However,

since so few responses were included, the two new cate-

gories were handled separately in this study.
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Fron a total of 399 responses, the two coders dif-

fered in placing twelve of them. Further clarification

of the categories themselves resolved ten of the differ-

ences by mutual agreement between coders. The two unresolved

differences were considered unscorable and discarded.

The first step in the analysis of the resulting data

was the compution of the modal rank for each factor, taking

each of the three situations separately. The modal ranks

then indicated the relative popularity of each category

within each situation.

A second step in the analysis was as follows. The

various categories, for each situation, were ranked one

to thirteen. This ranking was sinply determined by the

average rank order computed in the first step above.

Although the ranking obtained in this second step yielded

a less precise measurement than the average rank obtained

in the first step above, it facilitated comparisons

between the same categories on the three different forms.



CHAPTER III

RESULTS

The results are organized into three major divisions:

(1) frequency of mention data (Table I, Figures 1-5, and

Table II), (2) rank-order correlation data (Tables III,

IV, and V), and (3) ranking form data (data designed to

help answer a question raised earlier, namely, can a

rank-order method be used as a substitute for other

methods) (Tables VI, VII, VIII, IX, and X).

The data presented in the first division as a whole-

are those found from coding the subjects' responses to

the questions and stories. The presentation of the data

as closely as possible follows the one Haire used in his

report. Haire discussed the percent of mentions of certain

factors which he considered more significant than others.

In conjunction with the percent of mentions he pointed

out the high ranking factors and major changes in rank

from one question to the next. To facilitate comparisons

between the data of the two studies, the results are

presented in similar form and side-by-side wherever

possible.

The second major division breaks down into three

' subdivisions: (1) intercorrelations among the questions
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and stories for the Haire study, (2) intercorrelations

among the questions and stories for the present study,

and (3) intercorrelations between the two studies for

each question and story. Intercorrelations were resorted

to because inspection of the results Haire had presented

suggested that his results could be better interpreted

if subjected to a rank-order correlation analysis. This

correlation technique offered an additional method of

directly comparing the data of the two studies.

The third major division breaks down into two sub-

divisions: (l) modal rank-order data and (2) composite

rank-order data. The data presented in tnis division

are those found from administration of the new rankin5

forms. Rank-order correlations again afforded a direct

'I

comparison betwe n the ranking method employed in the(
1
)

present study and the coded stories method enployed both

in Haire's study and part of the present study.

Table 1,6 Figures 1-5, and Table II are discussed as

 

7 ' .. .- .-. ,- r I. p-,, ..,: ...1.‘. ,h.

o It IS necessary to beCOme abqualnteu with some

abbreviations so that the tables can be understood. The

following abbreviations will be used in the tables of this

section of the report to facilitate presentation and com-

parison of results:

Q1: Question 1, why he likes his job.

Q2: Question 2, things he'd look for in a new job.

Q3: Question 3, most important sin;le factor in presentjob.

SI: Story I, why a man likes his joo.

SII: Story II, why a man dislikes his job.

A: Rankiné forms A and AA, why he likes his job.

B: Rankiné forms B and BB, things he'd look for in a

new job.

3: Ranking forms d 33, irritations which are or
n n m
u Gui

could be present on the job.
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a unit here because they bring together all the basic data

of both the Haire study and the present study. The raw

frequency data of the Haire study were not available, so

Table I presents only the raw frequency data of the present

study.

The data in Figures 1—5 for Haire's study were adopted

from Haire's article. Figures 1-5 follow from Table I in

the case of the present study. The data include the percent-

age of total mentions for each factor of the Haire study

and the present study.

Table II shows the rank—ordering of the 15 categories

based upon percent of the total number of times each cate-

gory was mentioned in response to questions and stories used

in the Haire study and in the present study.

It can be seen that the two studies had some differences

and some similarities. The results of the studies differed

for "interesting job," "supervision," "future advancement,"

and "autonomy." Similar results were found for "associates,"

"wages," and "working conditions." The two studies were

also similar for relatively unimportant categories (not

discussed specifically here).

Table III7 summarizes rank-order intercorrelations

 

7 The small sanple contributed to the large standard

error of each correlation reported here and in the follow-

in6 tables.
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Categories Q1 Q2 Q3 SI SII

l. Associates 9 7 6 13 10

2. Autonomy l3 3 3 3 4

3. Contact with

customers 19 2 5 4 O

4. Convenience of

location 4 1 l 2 3

5. Easy work 4 l 1 O O

6. Fair company 3 3 3 10 5

7. Fits well with habits

of life and work 3 7 1 3 3

8. Future advancement 2 9 3 5 7

9. Interesting job 19 5 5 4 6

10. Job security 5 5 3 9 5

ll. Recognition 3 3 4 2 O

12. Supervision 3 3 l 9 9

13. Union protection 0 O O O l

14. Waées 4 26 Z+ 18 14

15. Working conditions 9 12 O 13 7

Total 100 88 4O 95 74

a In the following figures each category will be

listed by its number from tne above table.
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TABLE I I

I-‘TT '

(Ck/3"? Do

 

 

 

Categories H I? H SII P

l. Assoc ates 3 2.5 6 2

2. Autonomy 11 10.5 10.3 9

5. Contact with

cusoomers 9 8.5 10.3 14

4. Convenience of

location 14.5 14

5. Easy work 11 12.5 7 10.5

6. Fair comoany 11 4 10.5 7.5

7. Fits well with

habits of life

and work 4 10.5 10.5 10.5

8. Future advance—

ment 7.5 7 5 4.5

9. Interesting job 1 8.5 1 6

10. Job security 7.5 6 10.5 7.5

11. Recoinition 12.5 l4

l2. Supervision 6 5 3 3

13. Union protection 13 14.5 10.5 12

14. Wages 2 1 2 l

15. Working conditions 5 2.5 4 4.5
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TABLE III

RAIK CRDEd ILTERCCRRELATICLS (AID Tszlk

STAxskiD Eamon“) BASED UPON THE FdEgUEQCIES

WIEH W510? EACH CATEGORY was as Tlcng IN

Rssroxsz TO :52 QUESIICNS AID STORIES U530

IN THE HAIRE STUDY

 

 

Q1 Q2 Q3 SI SII

 

Q1

SI

SII

.21 .27 .72* .46

.29 .28 .14 .24

.14 .59* .54*

.29 .20 .21

.45 .44

.24 .24

.72*

.14

significant at the 5% level of confidence or better



26

(and their standard errors) based upon the frequencies with

which each category was mentioned in response to the questions

and stories used in the Haire study. Table III shows rather

substantial correlations between frequency of mention of

categories in response to some of the questions and stories.

The correlations are significant at the 5; level or better

between the following: (1) "why he likes his job" (31)

and "why a man likes his Job" (SI), (2) "things he'd look

for in a new job" (Q2) and "why a man likes his Job" (SI),

(3) "why a man likes his job" (SI) and "why a man dislikes

his Job" (SII), and (4) "things he'd look for in a new Job"

(Q2) and "Why a man dislikes his job" (SII).

able IV summarizes the intercorrelations between the

questions and stories of the present study. The only

correlations significant at the 5% level of confidence or

better were between: (1) "things he'd look for in a new

job" (Q2) and "why a man likes his job" (SI), (2)”things

he'd look for in a new Job" (Q2) and "why a man dislikes

his job" (SII), (3) and "why a man likes his Job" (SI) and

"why a man dislikes his job" (SII). These correlations

ere also significant in Haire's study.

Table V compares some results of the Haire and present

studies by the rank order correlation method. Notice that

the two studies agree quite well for four of the five
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RAIK ORDER IITETCCRRELATIO C (AID THEIR

SIAIDARD EflhCiS) OASED UECA IRE Fi3133L3IES

WITH WHICH EACH CaIEGCfiI WAS ALHTICHED IE

RESPC452 CO TEE QUESTICRS AJD SJORIES USED

I; THE PiESZnI STUDY

 

31 Q2 Q3 SI SII

 

Q1 .14 .51 .24 .C9

.27 .21 .25 .28

Q2 .27 .76* .74*

.2b .12 .13

Q3 .34 .20

.25 .27

SI .86*

.07

SII

* significant at the 5% level of confidence or better
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comparisons. The correlations are significant at the 5%

level for all the questions and stories except "most

important single factor in present Job" (Q3).

The data presented in Tables VI, VII, VIII, and IX

help answer the question raised earlier regarding the use

of ranking forms A, B, and C as a substitute for the other

methods used in this and the Haire studies.

Table VI lists in alphabetical order Haire's thirteen

factors which were used on the ranking forms A,8 B, and C

of the present study. The modal rank of each factor for

each form is given with the median deviations.

Table VII is a continuation of Table VI. The modal

ranks for the factors of the three forms were rank-ordered

and presented in Table VII as the composite rank-order for

each form. Notice that the composite ranks were relatively

consistent from one form to the next. However, by inspection,

some differences occur for "contact with customers," "fair

company," "fits well with habits of life and work," "inter-

esting job," "supervision," "union protection," "wages,' and

"working conditions."

 

8 As a partial control for position in the list of

factors, Forms A, B, and C had the 13 factors in alphabetical

order while Forms AA, BB, and CC had the 13 factors in reverse

alphabetical order. No significant differences in ranking

the factors appeared to be caused by position in the list of

factors. Therefore, the data for Forms A and AA were group-

ed together, B and BB were grouped together, and C and CC

were grouped together Wnen calculating modal averages, median

deviations, and rank-order correlations.
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TASLE VI

S InATiDbLCDAL nAJK-Cann ALD anDIAh

DEVIATICN sea EACH r CTCR as aingD

on FORKS A, 3, ago 0 (H=40)°

 

 

 

A B C

Associates 6.5 2.5 9.0 2.7 5.8 2.4

Autonomy 8.9 1.5 9.3 1.3 8.9 1.5

Contact with

customers 9.5 2.0 8.5 1.7 11.0 1.8

Easy work 13.1 2.1 12.2 1.7 13.1 2.4

Fair company 4.6 2.4 4.9 2.5 3.5 1.8

Fits well with

habits of life

and work 12.2 1.2 11.3 1.7 12.2 2.4

Future advance- .

ment 4 0 1.6 5.5 1.8 3.8 2.3

Interesting job 3.7 2.0 4.6 2.2 6.3 2.9

Job security 2.5 1.4 3.0 1.0 3.2 2.6

Supervision 4.6 2.3 5.0 2.2 3.0 3.0

Union protection 15.5 1.5 14.8 2.4 11.2 1.6

wag-3'88 308 203 2.9 106 306 300

2.2Working conditions 5.7 5.3 2.3 5.6 2.5

a. Modal rank-order estimated from Guilford, Mo.3fidn-2M

b. Median deviation calculated from Guilford, Q-gfi-gl

c. N-4O for all factors except "union protection."

Twelve subjects of the sample worked in non-

unionized stores and did not have that factor

on their rankin; forms. Therefore, N-28 for

"union protection.”



TABLE VII

RAHK ORDERING OF T

EACH RAEKIKG TURN BASjD UPCN THE

MCDAL VALUES

HE CATEGORIES

FOR EACH CATEG‘RY

ON
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GIVEN IN T35 E VI

A B C

Associates 8 9 7

Autonomy 9 10 9

Contact with

customers 10 8 10

Easy work 12 l2 13

Fair company 5.5 4 3

Fits well with

habits of life

and work 11 11 12

Future advancement 4 7 5

Interesting job 2 3 8

Job security 1 2 2

Supervision 5.5 5 1

Union protection 13 13 11

Wages 3 1 4

Working conditions 7 6 6



TABLE VIII

iiAfiK-OEDE:3 ITonoCiRELAlIOS (AID

 

 

 

TIEIR STA<DAID E1:CLS) BASED UICJ 'TH:. :AIK CHDSHI

ASSIELED TO ALL 13 CATEJCRIES Ci FCELS A, B,

A::D 0 (AS STIR.“414:) II TABLE ‘III) 0

A B C

A .94* .80*

.C4 .11

B .81*

.10

* significant at tre 5% level of confidence or better
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Table VIII presents the rank-order intercorrelations

between the category rankings on forms A, B, and 3. These

1

intercorrelations are all sisnificant, e.5., between: forms

A and B, A and C, B and C.

Table IX presents the rank—order correlations9 between

the category rankinis given in Table VIII and the rank-

orders from Table II on the conparable queSIion or story

in the Haire and present studies. Notice that two signif-

icant correlations were present, both from the present

study. Those significant correlations are between form

B and (Q2) of the present study and between form C and

(SII) of the present study.

 

9 The two categories reported in the present study

but not in the Haire study were omitted in these rank-

order correlations so that the comparisons could be made.

These two cateéories were so seldom mentioned in the

present study that the omission was relatively inimport—

ant statistically.



ORRIIATIors (AID THTIR

I THE BAZKIH} or cars} aIEs

s GIVE IN TABLE VIII (AID

“ , , AID C) AID THE RAHKIIG

Ci a3-scrs:* TO THE GQIIAaAsLE

*=- . T STUDY (P)

 

 

Between data from form A

and H-Ql

-19 .29

Between data from form A

and P-Ql .18 .29

Between data from form B

and H-QQ .31 -27

Between data from form B

and P-Q2
.54* .24

Between data from form C

and H-SII ~37 .26

Between data from form C

and P—SII .68* .16

* significant at the 5% level of confidence or bette



As was stated earlier, Haire made some broad, inclu—

sive asses ions regarding the factors of enployee morale

.0

which one could expect to find in an group Oi (
D

employ es.

Us based these assertions on a relatively suall sanple.“v

The few cases Haire studied raised a luestion of how

(
D

.general the results would be if his study wer repeated.

This study attenpted to help answer that question by

repeating parts of iaire 3 study. This study also

attempted to resolve a second prooleu, a problem of

1 I'

simplifying the methods Haire used in his study. a

category ranking technique, developed as a possible

substitute for the other methods, was tried out with

the subjects in this study along with the methods Haire

had used.

The specific cate;ories isolated in this study were

examined in the sane manner as Haire examined his results

so that couparisons between the studies could oe uore

readily seen. Comparisons of the categories in the two

studies should shed light on the possible ;enerality of

Haire's results. The conparisons between the two studies

were done in two ways: (1) a replication of daire s
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method of analysis, and (2) a correlation analysis of

pertinent data from both Haire's study and the present

‘10 a _ +~ _ r ,. .-t 3 w
study. nesults from the cateéory ranxins metnOu, tne

additional method not used by Haire but only in this

study, ere organized into two parts: (1) analysis of

the interrelationships between the three situations

which Haire had found influenced enployee exyression

of their psycholoaical needs, and (2) comparison of the

he results from thec
t

"rank-order—situation" results with

conparasle question or story.

It is probably adequate here to discuss in detail

only those categories mentioned relatively frequently in

either or both studies. With respect to the less frequently

mentioned cate;ories, it should be pointed out that in

both studies the sane categories were found to be infre—

quently mentioned, e.g., "easy work," "fair company,"

"fits well with haoits of life and work," "Job security,”1

and "union protection.” This abreenent in frequency-of-

mention results among these infrequently mentioned cate-

gories indicated that at least some of Haire's results

 

10 The correlation method of analysis is a quantitative

method which was not presented in Haire's report.

ll The subjects of both st‘dies mentioned "job secu-

rity" relatively few times. In many morale studies "job

security" has ranked at or near the top. The high rank of

"job security" in the rank—order section (see Chapter III,

Table IX) suggests a possible explanation. (A recognition

type of response is required in rank ordering factors wnile

recall responses are necessary in the other methods.)

Apparently, subjects mentioned factors other than "job

security" until required to choose the relative rank of

each of a group of factors.
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generalized to another similar group of workers.

The first of the more frequently mentioned cateyories

to be discussed was "interesting job." Haire mentioned

that to some extent in his study "interesting job" was a

catchall category, e.5., ”it is apt to include the reSpon-

dent's first somewhat vague statenent as he grOpes for a

way to take hold of the answer to the question." Many of

A

the responses in that category, then, would be of the

"warming up" type. The profile for "interesting job"

(Figure 6)12 showed that the two studies agreed relative-

ly well for the direct questions but disagreed si;nifi-

cantly (beyond 1% level) for the semi-projective stories.

A procedural difference between the two studies helped to

explain tnis disagreement. Haire administered the semi-

projective stories in a second session while the present

study included all methods in a single session. Since many

of the responses to "interesting job" were of the warming

up type, the differences between the studies for the

stories appeared to be an artifact rather than a real

difference. The apparently significant difference between

 

12 Figures 6 to 11 were included to show a graphic

comparison of the two studies for the most frequently

mentioned categories. These comparisons were included to

simplify the discussion of the results found in Chapter

III. Levels of significance were determined for those

points judged to be meaningful.
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Haire study

Present study -----
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28 Significant differencea

27 at 1% level between A
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a Tests of significance were made only on those points

Judged to be of theoretical importance.

Fig. 6. Percent of total mentions received by

"Interesting job" for the questions and stories of the

Haire study (H) and the Present study (P).



the studies, then, was apparently meaningless.

"Wages" (Figure 7) presented a remarkably similar

pattern for the two studies. In both studies few respon-

dents mentioned for "why he likes his job” (Q1)

and 'most important sinjle factor in present job” (Q3).

As an explanation, Haire suggested that the importagce of

H H

wa;es was underestimated for the above two questions

(Q1 and Q3) because (1) "there is a cultural inhibition

a ainst talking of them" and (2) ”wages are apt to be taken

for granted." In both studies the respondents relatively

frequently mentioned "wages" for "things he'd look for in

a new job" (Q2). Both studies, then, showed a change of

importance for "wages" from the present job to looking

for a new job. There are two reasons which could help

explain this change: (1) "wages" is a concrete factor which

can be seen wnen looking for a new joo, and (2) there is

less inhibition present wnen talking about a new job than

of a present one.

Incidently, two respondents of the present study

helped to emphasize the effect an outside force had in

making wages important for then. 'Early in the interview

both respondents were preoccupied with the subject of pay

and a desired wage increase. BOth respondents had been in

recent automobile accidents which had placed them in debt.

To then wages was no lon3er something to be taken for
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Haire study

Present study -----
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Fig. 7. Percent of total mentions received by "Wages"

for the question and stories of the Haire study (H) and

the Present study (P).
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granted; they had a direct and imuediate reason to see

"wages" as the category wnich satisfied their strongest

needs. Perception in their individual situations made

"wages" the most important cateéory in their job.

Haire did not happen to sinple out for discussion

the category of "working conditions" (Figure 8). However,

the relatively hi;h percentage of respondents who mention-

ed "worhing conditions" for all but "most important single

factor in present job" (Q3) suggested the importance of

this category.

A few respondents in older stores made statements

pertaining to a desire for more modern equipment. In

contrast, all of the respondents from a store which was

newly built mentioned their pride in the new equipment.

Their store was the most modern in the city and the

respondents were proud of it. However, most respondents

working under conditions falling between these extremes

were passive toward "working conditions." Apparently,

unless the physical conditions of work are very Good

or very bad, the respondents take them for granted.

The respondents of the two studies agreed that

"associates" (Fiyure 9) was inportant on the job. How-

ever, Haire said that he had found a significant change

0 P
I
)

P'mportance for "associates" in comparing one situation

to the next. The present stud found no such sianifi-
.. k.)

U

”s relztively few respondentsO (
D

{
‘
5

O

D

H :
5

O O (
f
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F
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Haire study

Present study —————

Significant dif-

ference at 1%

level between A

and B, B and C.
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Fig. 9. Percent of total mentions received by

"Associates" for the questions and stories of the Haire

study (H) and the Present study (P).
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H H .0

mentioned associates ior ”thian he'd look for in a

new job" 32,. This phenomenon could be explained

followin; the discussion of job satisfaction by Ayers

and Shultz based on interviews. hyers and Shultz

pointed out that workers took their first job in many

cases because of friends and relatives already working

1

for the same comnany. Cn that given job, then, "asso-

ciates" would be a concrete cate‘wrI for job satisfaction.

When projecting to an abstract new job, "associates"

would re an abstract category regarding job satisfaction.

It would be difficult or impossible to decide about who

his associates would be when searching for a new job.

Inspection of Figure 10 shows oxe point of inportant

disagreement between the two studies. Haire said that

"supervision" only could brin; a job to a sort of zero

level of job satisfaction but could not make a job de—

sirable. He presented "supervision" entirely in a negative

aspect. Haire based this discussion on a high percentage

or number of resoonses for "supervision" in answer to

"most inportant single factor in present job" (Q3) and a

relatively high percentage of responses for "why a man

dislikes his job" (SII). The results of the present study

did not substantiate Haire's contention that a supervisor

'l

he 3

J

only works in a negative range. In t resent study,

\
-

relatively few respondents mentioned "supervision" for
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Fig. 10. Percent of total mentions received by

"Supervision" for the questions and stories of the Haire

study (H) and the present study (P).



"most important single factor in present job" (Q3). Al-

though "supervision" was mentioned more times for the seni—

projective stories than for the direct questions, no siéni—

ficant difference was present between "why a man likes his

job" (SI) and "why a man dislikes his job" (SII). Some of

the subjects took the trouble to point out that their

supervisor was "really a good egg.....the kind of guy you

enjoy working for." The expressions of positive feelings

towards supervisors sugrested that Haire's discussion of

"supervision" could not be applied generally. "Supervision"

could not be viewed in only the nepative aspect of a job.

Apparently, to some respondents good supervision could act

as a positive agent strengthening the desirability of a

Job.

Haire did not discuss the category "future advancement"

in his study. However, the pattern of responses for

"future advancement" had a marked resemblance to the pat-

tern for "supervision" (Figure 10), a cate5ory Haire dis-

cussed at great length. The same reasoning Haire followed

in discussing "supervision," e.g., a supervisor could only

bring the job to a zero level of job satisfaction, prooably

would not be applicable to "future advancement." However,

something must have been peratin; to cause the peculiar

pattern of responses for the two categories. Apparently,

Haire's respondents were greatly preoccupied with both

"supervision” and "future advancement." Previous discussion
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of "supervision" showed a lack of agreement for this

cate;ory between the two studies. Analysis of "future

advancement” showed that respondents in the two studies

also disagreed significantly for Q3 (”most important

single factor in present job"). In the present study,

respondents apparently took "future advancement" for

granted on the job. The respondents of the present study

worked in smaller stores than Haire's respondents so that

there were relatively more supervisory titles available.13

The respondents of the present study worked for an organ-

ization in which advancetent was very much a part of the

work routine so that it became expected rather than a

desire. However, note that "future advancenent" rose

significantly for what a subject would look for in a new

job. The respondents also mentioned "future advancenent"

relatively more for "why a man dislikes his job" (SII)

than for "why a man likes his job" (SI). Hyers and Shultz

found that the chance for future advancement played an

important part in holding an enployee on a job he may have

no desire to keep permanently.

 

13 In the grocery field, many titles are available

for eaployees. For example, the clerk in charge of re-

stocking the canned goods could be titled "supervisor”

of the canned goods departnent. Similarly, the clerk

in charge of ordering and handling produce could be call-

ed "supervisor" of the produce department. In a stall

self-service grocery, every worker conceivably could

have a supervisory or assistant supervisory title.



48

Haire stated that he had asked very different questions

in his study and had gotten very different answers. Bas—

ically, the three questions and two stories included three

tsitue ions, Haire had said. In these situations, the

categories varied in importance from one situation to the

next. These situations really were"conjectural environ-

ments." That is, the respondents projected themselves

into a situation that could be present if certain con-

ditions were satisfied. Haire emphasized along with

these conjectural situations, that the respondents

answered questions aéainst a certain current level of

eed satisfaction. The situation in which the respondent{
3

H
)

ound himself presumably colored the answers given to the

questions and stories. Superficial inspection indicated

that the results of the present study supported Haire's

discussion quite well (more detailed analysis follows

later). The different questions and stories seemed to

fall into Haire's three situations, with the exception

of Q3 ("most important sin;le factor in present job”)

which Haire ignored when discussing situati n . secause

of the wording of that question, ambiguity crept in so

that the most inportant cate;ory could be on either the

positive or negative side of job satisfaction.

Certainly, the general level of need satisfaction

affected the answers to all the questions ard stories.

)
—Eyers and Shultz showed that categories for job satis-

faction varied as the economic climate varied.



49

Differences in general level of need satisfaction and other

differences between interview situations in the two studies

probably caused some of the differences between the results

of the studies.

In discussing the implications of his results from

the two semi-projective stories, Haire stated that "the

factors which a man chooses for liking a job are not at all

the inverse of those which he chooses for disliking it."

He based his statement on the apparent difference in

percentage of mentions for the cateéories between Story I

and Story II. The percentage of mentions for the cate-

gories of the present study also had some apparent dif-

ferences between Story I and Story II. However, these

differences were not as pronounced as those Haire found.

(The next section includes further, more detailed, dis-

cussion of "like" and "dislike".)

Haire discussed his results in terms of three situ-

ations. He considered Ql ("why he likes his job") and

SI ("why a man likes his job") to be one situation. Haire

said that Q2 "things he'd look for in a new Job") was a

second situation and SII ("why a man dislikes his job"),

a third situation. Q3 ("most important sinéle factor in

present job") was ignored, probably because ambiguity

resulted in the presence of more than one situation in

the single question (Haire had criticized other investigators
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for allowing more than one situation to be interpreted

from the same question). In his discussion of situations

and interrelationships among the questions and stories

Haire did not attempt to quantify those relationships.

Fortunately, he included data which made it possible to

quantify them.

The intercorrelations (Tables IV and V of Chapter

III), which were computed in order to quantify relation-

ships, indicated the presence of only two situations

rather than three. Haire considered Story I to be the

equivalent of Question 1. Correlation analysis sub-

stantiated this contention. However, Question 2 also

correlated significantly with both Story I and Story II

in Haire's study. In contrast, Question 1 did not

correlate significantly with Story I in the present

study. (However, in the present study, Question 2

correlated significantly with both Story I and Story II.)

Within both studies, Story I correlated significantly

with Story II so that Story II cannot be considered as

an independent situation in either study.

It seems logical that the projection for why any

man likes his job would closely follow what a respondent

would like himself if he were taking a new Job. It

follows that the projection for why any man might dis-

like his job would be one of reversinp the reasons for
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Therefore, the two categories

the same, positive aspects in the

«1

The

situations, then, would break down into the followinp:

(1) Question 1, and (2)

II. The ambiguity of Question 3 prevents it

Question 2, Story I, and Story

from being

a clear out situation.

Haire had stated

a job were

.33

chose

results of both studies

ferences

aoove,

or disliking it.

might be pretent.

.hat the factors chosen for likin

(
J
?

"not at all the inverse of those which he

7

H .t .i

u fit:Superficial exah nation of

gave some indications that dif—

However, as has been shown

the results which Haire said were not at all

alike correlated highly in his Study and even higher

in the present study. Percentages were deceiving in

that some of the apparent differences meant little when

ranx-order correlations were computed.

that to

between like and dislike.

a factor

positive

pression

questions and semi-projeCtive stories.

It appears likely

relatively great extent there is symmetry

If tdis symnetry exists, then,

which helps a favorable joo impression when

would tend to deveIOp an unfavorable job in-

when negative.

of the problems raised earlier concerned itself

theexpensive and time—consumin5 charao er of

It takes
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time and money to interview numbers of respondents and

then content analyze the resulting data. Obviously, some

simplification of methods would help make for investigation

in a greater variety of industrial settings. This study

attempted one substitute method which is discussed below.

Haire's main thesis was that the needs of workers

varied in relative importance from one situation to the

next. In the present study, ranking situations were

designed to parallel the three situations which Haire

reported he had isolated.

Results of using this rank-order technique indicated

that the average rank for most of the categories remained

practically the same from one situation to the next (see

Table VII of Chapter III). he three situations, then,

were apparently highly related.

Results found in Table IX of Chapter III gave further

indications that the situations were highly related.

Intercorrelations between the situations were high, e.g.,

each situation correlated significantly with the other

situations.

A comparison of methods is indicated more clearly

when comparing correlations (see Table IX of Chapter III)

between the ranking situations and the other methods of

the present study than when comparing the correlations

between these ranking situations and the methods of
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Haire's study. These latter correlations partly reflected

the differences between results of the studies and, there-

fore, the apparent relationship between methods would be

attenuated.

Only two of the correlations presented in Table IX

were significant, both between results of the ranking

situations and other methods of the present study. These

correlations were between: (1) RB ("things he'd look for

in a new Job") and Q2 ("things he'd look for in a new job"),

and (2) C ("irritations which are or could be present on

the job") and SII ("why a man dislikes his job"). From

earlier discnssion it could be seen that Q2 and SII were

highly related and probably part of the same situation.

Since the ranking situations were also highly related,

relationship with Q2 would be tantamount to relationship

with SII.

Two possible explanations presented themselves for

this lack of agreement between the results of the ranking

situations and the other methods: (1) the ranking situations

did not succeed in shifting the set of the respondent as

he ranked the categories, and (2) recognition data of the

ranking situations were psychologically different from

recall data of other methods. To some unknown extent,

the former eXplanation probably Operated. However, the

basic kind of data of both methods bears further examination.
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Essentially, ranking a list of catesories requires

recognition rather than recall. The lack of independence

of the ranking situations may have resulted because the

rank for recognition data was subjectively the same for

the three given situations, e.g., subjectively, categories

may not have changed in relative importance from the

present job to a future job to reasons for disliking a

job.

Recall methods used previously cannot be considered

more accurate in gauging worker morale than a recognition

method. Frequency of mention results are not highly re-

lated to he intensity with which the categories are men-

tioned. An off-hand mention of some vague feeling carries

as much weigdt as an intense opinion. Therefore, care must

be taken in assuming relative importance of factors.



In a general way, the findings of the present study

substantiated Haire's contention that needs varied with

the situation. However, instead of isolating three

situations as Haire said he had, the findings of this

study indicated that probably only two situations were

present anon; the questions and stories in both Haire's

study and in the present study. Haire had considered the

semi-projective stories to be independent, e.5., the

categories important in liking a job were not at all the

same as those inportant for disliking it. Haire cased

his third situation, reasons for disliking a job, on one

of these seni-projective stories. quantitative examination

of Haire's published results and the findings of the

present study indicated a hiéh relationship between the

two stories in both studies, e.5., reasons for liking a

job were not very different than those for dislikiné a

job. Considerable symmetry, then, appeared to exist

between like and dislike.

The two studies abreed to some extent aaon; the

specific categories. The less frequently mentioned

categories in Haire's study were also less frequently
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mentioned in the present study. However, amon; the more

"wages" and "workingfrequently mentioned catesories, only

conditions" showed a pattern in the present study similar

to the pattern in Haire's study in terms of frequency of

mentions by the respondents. The very close relationship

between the studies for "wa;es” and "working conditions”

suggested that these findings at least aptly to two

populations of grocery employees. When using direct

questions, investigators must oe careful not to under-

estinate the import nce of wages or working conditions.

In the present study, results for supervision dis-

.
6

agreed with those resalts found in Haire's study. Ap-

parently, aire's conclusion that a supervisor only works

in the ne;ative aspect of a job cannot be applied in

general. In fact, his conclusion was based partly on a

statistically insignificant “ifference between the per-

centage of resaonses to the two seal-projective stories.

It appears that Haire‘s conclusions was not completely

warranted from the results of his own study.

The results of the present study indicated that Haire's

results of some other more frequently mentioned categories

were not general in nature, e.g., "future advancement,"

”associates," and "interesting job."

The results from using subjective rank n3 under given

situations indicated that this ranking method probably
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cannot be substituted for the direct and seni-_rojective

methods. However, the ranking method can oe a supplenent

to the other methods by requiring recognition on the part

of the respondent in contrast to recall required by the

other methods.



Essentially, this Study repeated parts of an earlier

study by Haire on the role of human needs in industrial

morale. An additional method of investigation not used

by Haire (rank—order of factors under three projected

situations) was employed in the present study. The

present study, then, had a two fold purpose; (1) to

find out how general some of Haire's assertions were,

and (2) to investigate the possible use of subjective

rankings under simulated given situations as a sub-

stitute for the methods of investiéation reported by

Haire.

The male grocery store employees of both studies

had remarkable similarities in regard to length of

service, age, and family status, (see Chapter II).

So that conparisons between the studies could be more

readily een, the specific cateyories isolated in the

presert study were exanined in the same manner as Haire

examined his results. Further correlation analysis not

used by Haire also helped conpare and contrast the studies.

Results of the present study indicated that those

cate;ories mentioned quite infrequently were the sane
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categories Haire had found to be inf equently mentio:1ed,
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study. Therefore, it should be expected that no va5ue

1

warm-u_p was necessary for respondents of tne or sent

udy once they had begun the interview. However, Haire's

respondents would a5ain warm—up at the be5innin3 of their

second session. Results of the two studies indicated that

this aoparently did happen.

An important point of disagreement could be seen when

results of the two studies for "supervision” were compared.

" could only bring a jooHaire had stated that "supervision

to a sort of zero level of job satisfaction but could not

make a job desirable. Haire presented supervision entirely

in a ne5ative aspect. The results of the present study

did not substantiate Ha ire' s contention. On the contrary,

the results indicated that a supervisor could act as a

definite positive aent strenqtieniq the desirability of

a jet.

Respondents in haire's study indicated a relatively

higher degree of importance for "future adVance;ent" 13ha.‘(1

did the respondents of the present study. Apparently,

"iWutur advancenent" was taken for granted oy respondents
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of the present study because (1) the stores in which the

respondents worked were snaller and allowed relatively

more titles to be available and (2) he organization with

which the resp ndents were enployed made advancement a

part of the work routine so that it was expected rather

than desired. However, sone statenents by reapondents

of the present study indicated that a man would disl he

id not have chances for advancenent. And,D H U
)

L
)
.

0 D
J

H P
b

a (
1
)

{
:
1

if a man disliked his presen job, he would remain on the

joo as long as he saw the chance for advancement to a job

he felt he wanted.

Another area of important disagreenent between the

two studies occurred in the interpretation of the results

of the semi-projective stories. Haire stated that the

faCtors chosen for liking a job were "not at all the

inverse of those which he chooses for disliking it."

Contrary to Haire's analysis, correlation analysis of

the results of pgth studies indicated a hi5h degree of

relationship between the factors chosen for liking the

job and the factors chosen for dislikin; the job. The

analysis indicated that a factor which helps develOp a

favorable job inpression when positive would tend to

develop an unfavorable job inpression when negative.

The result of using the category ranking technique

1

under given simulated situations suggested that this
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method could not be used as a substitute for the other

methods used in both studies. Apparently, the given

conjectural situations did not succeed in shifting the

set of the respondents. Furthermore, the ranking method

was essentially a recognition method while the other

methods were recall methods of obtaining data. Further

investigation using more precise conjectural situations

is needed to determine the possible further use of this

less expensive method of investigatin5 morale.

Conclusion Summary

In general, the results of the present study agreed

with the results of Haire's study although certain dis-

agreements of some importance occurred. Some of the

more important specific conclusions for industry are:

(l) Employers should be careful not to under-

estimate the importance of wages when using

direct question approaches.

(2) Future advancement, or the chance of it, may

hold enployees in jobs towards which they

are indifferent or which they dislike.

(3) A supervisor (contrary to Haire's conclusions)

may act as a positive agent as well as a

negative agent regarding job morale.
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The factors which encourage job satisfaction

when positive will encourage joo dissatisfaction

if they become nefiative (contrary to Haire's

conclusions).
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Form 00

Is all know that probably no Job is ever completely perfect. Almost everyone dis-

likes some things about his Job. You may have even considered quitting becmee of some of

the disadvantages or irritations in your Job. Consider the following factors in tens of

the disadvantages or irritations in your present Job and put them in order from the most

to the least irritating. fhink of the one that is or could be the most likely to make you

quit your Job, then the next most likely, and so on down to the least most likely. Even

though your feeling on any of these m not be too clear, indicate as best you can the

order in which these factors could be‘ a source of irritation to you in your Job.

In the space for “comments. you are invited to explain what the factors mean to you.

J‘or emple, did any incidents occur which cause any factor to be especially important?

If so, what are the incidents?

Read through the whole list at least once before you rank any of the factors.

M 24922.3. mm

mm: Howmuch does it mean to you

to have good conditions of work --- liloe good

light, ventilation, cleanliness, etc.?

I

m: How much does the size of your paycheck

matter to you?

__ 1mm: How important is ittoyouto

have the protection a union may provide?

__ W: How important is it to you to have

a good supervisor?

mm How important is it to you to have

a steady Job---one you can count on?

luteregting perk: How important hit to you to

enJoy the things you do on the Job—-to have a

Job that holds your attention?

__ anemia How important is it to m

that you work for a company in which you have a

good chance for promotion?

__ I34 Ell-......with habit; 9_f life gag, my Does your

Job interfere__with your—social life and. free time:

Do the hours fit your personal time-table? How

important are these things to you?

1g:-W How important is it to you that you

work for a company that is fair toward employees?

  

__ M 123: How important is it to you that you are

not forced to won: so hard that you are very tired

after work?

mpithW: to what extent do you have

contacts with customers and how important are these

contacts to you in making your Job one you like?

Ms i'o what extent are you free to do what

you think best while you are at work and how

important is this to you?

_____. We: flew important to you are your fellow
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