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employment, mobility, how individuals search for jobs, and various problems that pertain
particularly to disadvantaged persons. Expsﬂmémal or demonstration projects may test a
new techinique of intervention, a different msumuonal arrangemem for delivery, or innova-
tive ways to combine resources.

Analyses of the results of the most 51gn1ﬁcant ot these studu:s déscnpuons of prot;ess,
handbooks of procedures, or other products designed specifically for planners, administra-
tors, and operators,in the CETA system are issued as monographs in a cantmumg series, In-
formation concerning all projects in process or completed during the'previous 3 years is
contained in an annual catalog of activities, Research and Development Projects. ThlS

" publication and those in the monograph series may be obtained, upon request, fro*n

~

Inquiries Unit

Employment and Triining Admlmstratmn
U.S. Department of Labor

Room 10225, Patrick Henry Building
601 D Street, NW,
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FOREWORD

This monograph describes the findings of a special exploration* of data from the Na-

- tional Longitudinal Survey (NLS), a 15-year study of the attitudes and work experience of

four age-sex groups: Men aged 45 to 59, women aged 30 to 44, and young men and women
aged 14 to 24 years at the date of the initial interviews. This special effort further sub-

divided these four groups by race and examined the interaction of work-related attitudes
‘and subsequent behavior for each of the eight resulting age-sex-race groups.
The findings reported here represent an important step forward in research concerning

worker motivation, since they make it clear that attitudes do influence subsequent work
behavior, Specifically, it was established that individuals who felt they could influence their
future through their own efforts later experienced greater success in the labor market than
those who were less optimistic. Similarly, the relationship between job dissatisfaction -and
turnover was clearly marked in each of the eight age-sex-Face groups. The evidence also in-
dicates that dissatisfaction results in extensive costs borne by workers in terms of increased
unemployment, decreased labor force partlmpatlon below-average growth ip annual earn-
ings, and a lower rate of promoticn, For women in particular, their degree of com:mitment
to work, their attitudes toward the propriety of mothers’ working, and their husbands' at-
titudes toward wives’ labor force participation all bore a measurable relationship to subse-
quent work experiences,

ThE monograph spells out the spec:ial rélevance of thes& ﬁndings for pan;ms students

“success- prone amtudes in yuuth as they procead frorn schocnl to [hEli’ i al wmk ex-

periences. The study is recommended to these audiences both for the informational value of -

its findings and as an example of the unusual data resources supplled by such lungltudmal

" studies as the NLS.

HOWARD ROSEN
Director

Office of Research
and Development

*Faul Andrisani and others, Work Atritudes and Labor Marker Esperience: Exidence from the National Longitudinal Surve yt {Philadelphia: Center for
Labar and Human Resource Studies, Temple Universiy, May 19771
- S

@

i



O

ERIC

Aruitoxt provided by Eic:

18 -

\
CONTENTS
s

\ Fuge
Introduction. . ... . . 1
Levels and Trends in Job Satisfaction ... ... ... .. .. ... ... i i, 5

Internal-External Attitudes, Personal Initiative, and.Subsequent Labor Market
Exp&rl:ncg,...i...&.....“““i ....................................... 9
Job Sdtl;fdctmn and Subsequent Labor Market Experience . 13
Turaever............, L e r et e e e i3
Unemployment and Wlthdrawal frnm the lgbnr Fnrcc e 13
Earnings and Occupational Advancement ............... ... ............ 14
Dissatistaction as a Result of Lower W.,lgEs and Qccupanmwl ‘:Utux e I |
Worker Frd&nnces for Intriusic and Extrmsu: Work Rewards 15
Aspects o»f Work Liked Best . e " A b
Aspects of Work Disliked Most. . ... ... .o 16
Work .é\uuudr.s and Lghm' Marku Experience: Other Fmdmgs L
Inttial Survey R S‘pnns;s ...... e Ty
Subsequent E {T'anc nfM!ddlé Agui Msn i7
Subs;‘quc X i 18

Subsec ’m ExpLFlEﬂCE of Dldu Wumcn e e C e

Subsvfjuent Expericnee of Younger Women 19

6}



E

O

Accurding to many recent studies,

INTRODUCTION

How do workers feel about work and aré any trends
apparent in levels of job satisfaction or. dissatisfaction?
Which workers sre more likely than others to be
satisfied with the.r jobs? How does personal motivation
ir fluence success nr failure in the lzbor market?

Do the u.titude: of workers about their jobs ia-
flueace: thri” encloyment decisions and preferences
over a pei i'au -ﬂ’ yvar’s‘ Are those who are dissatisfied

,,,,,, lubs cacre tihely than others to
change cnlpm}cmmand 4y, what ere the costs of
benefiss of sypeh - % in terms of spells of
unemployntenc, rime ow. of the iabor foree, changes in
occupation 20 d 2rings, and vimz spent ‘a triining? Is
dissatisfact™>r with pay, hows of work, and working
conditions !:ss apparent than dissatisfaction with ‘he
“meaninglessness” of work? Is wowker ARt ion as
w:dgcprcad as much’of the recent lite. ature n the

“quality of working life” implies?!

Research focusing on issues such as these has been
hampered in the past by the unavailability of
longitudinal data on large national samples, i.2., data
reflecting the attitudes and behavior of a sut._tantial
number of workers over a reasoncbly long period of time,
with the same workers being interviewed and reinter-
viewed on different occasions. This study, howcver,
draws upom a unique set of data—those availabi : from
the National Longitudinal Surveys (NLS) as of the

Pl

- 'In recent years, winie shservers have speculvied ihat there has been s shaigi increase in
REE in work ethic among members uf the labor urce.
# nuaiber of factors hs 5 contfibuted 1 worker :IN'
tian, :gpemally widespread division of laber, centralizzd decisionmaking, e-rensive
Bufeauerdligation, coupled with rising inenme, educatinnal Atsinment, aspiratioh  snd £x-

pestations. See. fur example, R, Blauner, dlienution and Ereedom,; The Factory © ¢ frramid
His Industey (Chicago: University uf Chicago Press, 1964;; L.E. Davisand EL. Tty Im-

1h disaatisfaction and a dram;
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autumn of (75, Exploration of the NLS results may

- therefore help to fill the void in our present under-

vty ling of these issues,
Launched in 1966, the NLSisa 15-year study of the
attitudes and work experience of four agesex groups,
each consisting of roughly 5 000 respondents: Men
aged 45 fo 59, women aged 30 to 44, and young men
and wemen aged 14 to 24 years at the date of the initiil
interviews. Each “roup constitutes a representative na-
tional sample the noninstitutionalized civilian
population of similar'age and sex as of the first survey
date. The samples were drawn and personal interviews
conducted by the U.S. Bureau of the Census for the
Ohio -State Umversnty Center for Human Resource

. Research under separate contracts with the US,

Depaitment of Labnr

For the purposes of this study, the four major groups
interviewed on different occasions between 1966 and
1972 were further subdivided by race.2 Therefore, vir-
tually all of the data reported here are presented sepa-
rately for each of the four age-sex groups and, within
each group, separately for whites and blacks. (The NLS

ddtil it Shuuld be nuted will soon permlt studies of the

ﬁ:n' wamen.) . s
proving the Quality of Work Life: Experience of the Sovio- Technical Apprisich (wﬂihiﬂﬂ{uﬂ:
Upjuhn Insutute, 1973); H.L. Sheppard and N.Q. Herrick, Where Huve All the Rty €one?
(Mew York: The Free Pr ams] Woerk in Amierica, Repori of a Sp-fci;ll Task Furce tn
the Secretary of Health, E . and selfare (Cambridge: MIT Press, 1972).
n order 1o permit statistieally reliable estimates for blacks, the researchers GVEER:
sampied them by a ratis of roughly 3 1o | in each uf the four AgE-3£1 groups

N
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Among the major findings that emerged from this

special exploration of the WLS data are the following:?

age, 83, Face, education, ete,, are statitically cor

—Job satisfuction as a whole declined somewhat

" during the 1966-72 period within seven of the
eight age-sex-ruce groups, Virtually all of the 5-
w0 jiplrfgmage!pﬂim decline, however, wus
from “highly satisfied” to “somewhat satisfied”
rather than from “satisfied” to “dissatisfied.”

3

—Contrary to popular belief, the downward trends
in job satisfaction were least pronounced among
operatives and laborers and most marked among
whité-collar workers, service workers, farmers,
farm managers, and craft workers.

—Also contrary to popular belief, white youth in
blue-collar and service occupations were 10
less satisfied with their jobs than were their
middle-aged counterparts.

—In more generdl terms, fewer than 15 percent of
the workers within any of the eight age-sex-race
groups reported thdt they disliked their jobs dur-

~ing the 1966-72 period. -

—Blacks, however, tended to be less satisfied
more highly satisfied than men,

—Occupational prestige and promotions were the
factors most consistently and systematically
associated with job satisfaction and with changes
in satisfuction. Inequities in.the distribution of
rewards among comparable workers, rather
than the amounts or nature of the rewards
satisfaction.

—Individuals who felt they could influence their
future through their own efforts subsequently ex-
perienced greater labor market s.iccess than their
less optimistic contemporaries.t

—For each of the eight age-sex-race groups, the
relationship between job dissatisfaction and turn-
over is unmistakable: Highly dissatisfied workers
were from 14 to 42 percentage points more likely
thun fc:mpﬂfﬂblf highly satisfied workers to
-change employers. This relationship was more
pronounced among younger than older workers
and among blacks than whites.

3

Al reported comparisons are for'e able groups and in each case, such factors as
alled ¢ :

€1 in thewr attituiles were & misre im-

The Coleman Report {1966) found that diffe

portant factor in explaining achievement among black youth than ail af the differences in
sehonl quality and family hackground combined. However, the ML data indicate that there
is little Feason 1o wuspect that the elimination of racial differences in these attitudes would

have an appreciable impact on blagk-white differences in work éxperi

tinge, in the

main, blacks differ only slightly from whites in thess attitudes. (5ee Coleman and others,
Equality uf Edurational Cpponrity (Washington. U.5. Government Printing Office, [968).)

 —The "evidence alsé suggests that dissatisfuction

=

results in considerable costs to workers in terms of
increased unemployment, decreased labor foree
annual earnings and promotions. An exception
to” this findihg was that dissatisfied bl
workers, comparéd with satisfied black
workers, experienced greater occupational ad-
vancement, largely as a result of their greater
tendency to change employers, '

—Interest in purely economic rewards did not ap-
pear-to be growing or especially strong during
the period covered by the study. Instead, fac-
tors inherent in the job content were accorded
greater importance than those inherent in the .
job context, particularly by highly -satisfied
workers. , o

—On the other hand, earnings and fringe benefits
clearly predominated as aspects of work most
disliked by dissatisfied black workers at the
beginning of the survey period, regardless of
age and sex, with 15 to 22 percent citing this
factor as the aspect of work they liked least. In
addition, hours of work and working condi-
tions were frequently mentioned by blacks as
disliked aspects of work. These same three
aspects of work were also the primary sources
of dissatisfaction among whites who were less
than highly satisfied with theirjobs.

—Career goals, expectations of achieving goals,
commirment to work, altitides toward the
propriety of working mothers, and husbands’ at-

_titudes towards their wives' working—all bear a
relationship to subsequent labor market ex-
perience. In particular, the career goals of male
youth, both black and white, and a belief that
one's goals are attainable, are strongly related
to a successful transition from school to work.

—Motivation was extremely important for youth.
However, motivation may be shaped by the op-
portunities available. Young men and women
of both-races set considerably higher occupa-
the older respondents had attained. Nonethe-
less. 29 to 37 percent of the male youth

goals were only “fair” at best,

—Among the younger workers of both sexes, racial
“differences in occupational aspiration levels were
" substantial throughout the-1966-69 period. White
young men were also 1 Vs times'as likely as black
youth to believe that their -chances of attaining

their goals were “excellent.”

8
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—A strong commitment to work at the first
survey date resuited in fewer weeks out of the
‘labor force over the nextd to 5 years among the
older respondents, greater investment in train-
ing among young women and older men, and
greater labor market advancement among the
yo nger and older women,

—White women with “dual careers™ who per-
ceived their husbands as unfavorably disposed
toward their working advanced less in earnings

_and occupational status over the next 4 years,
experienced more unemployment and weeks
aut of the labor force, and were less likely to
receive formal occupational training than com-

. parable women whose husbands did not object
to their working,

These findings have significant implications for
part-ms Etudems c.mpluyf:rs, educamrs ;md
Lx.nmplc_ the lau, that _;ub dlSSdtlSlﬂCllDﬂ .:md turnqver
are so predictably linked has a special meaning for
employers who must repeatedly bear the cost of recruit-
ing, selecting, and training new workers to fill high-
turnover jobs—in this case, the NLS data provide con-
vincing evidence that one of the ways to reduce such
costs may be to redesign or restructure jobs i in which it
has pruvu.l to be especially difficult to retain workers,

" Educators should find special relevance in the find-
ing that individuals who feel that their own efforts play
an important role in determining their job future subse-

quently experience greater labor market success than

those who are less self-confident and more inclined to
belie’vg thm success c)r”failure is thé r{:s’ult nf&xmrnal or

syslt:ms in msullmg ‘success- prone ;mnudes;,m thr;lr
students is onc of obvious significance that requires
more intensive exploration by those in the teaching

~

professions as well as by social “scientists. A high
priority in this regard is the need to determine at what
school level and at what ages these attitudes can be
most effectively.instilled in young people as they pro-
ceed through the grddg system. In addition, ‘the strong
relationships observed among aspiration-levels, self-
confidence, and success in the transition from school 1o
work indicate the-existence of ‘an important guidance-
role Fur familit:s cuunsciors :,md snpplicrs of labur’

fun::f: emry

Of particular interest to policymakers is. the evi-
dence suggesting that job dissatisfaction imposes major

osts on workers in terms of longer spells of unemploy-

ment and lower labor feree participation rates. Since
workers who are between jobs are more likely to draw
upon unemployment insurance and on welfare, it ap-
pears that the factors creating job dissatisfaction can
contribute indirectly to the overall costs of social
programs at the same time that they deprive many of
the opportunity to work at more productive and satisfy-
ing jobs, N

The remainder of this report discusses these findings
in more detail, beginning with a review of levels and
trends in job satisfaction during the NLS survey period
and continuing with an exploration of the impact of at-
titudes regardiﬁg persnnal initiative on suhsequent

rclatmnshlp between Job satlsfac:tlon or dlssausfactmn
and subsequent turnover, unemployment, labor force
participation, and- earnings. The final portions of the
report examine workers' preferences for “intrinsic™ and
“extrinsic” job rewards and provide a surﬁmary of
other findings arising from the NLS data, particularly
those regarding the i importance of a long- term commit-
ment to work for the careers of both men and women.
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'LEVELS AND TRENDS IN JOB SATISFACTION

¥

Consistent  with the findings ‘of other” studies,!
remarkably few of the NLS workers ‘explicitly ex-

pressed dissatisfaction with their jobs. at any survey.
date between 1966 and 1972, (Sec appendix mblgs ..

and 2.) Fewer than 15 percent of the workers in cach of
the cight subgroups responded that they disliked their
job somewhat or disliked it very much.? ,

A number of reasons may be advanced for the
relatively high satisfaction levels reported by the NLS
workers. Respondents may perceive a report of dis-
satisfaction with their jobs as an admission of personal
tailure or as a socially undesirable response. Or, when
workers are unable to find more attractive jobs, they
may lower their aspirations and expectations and sub-

~ sequently report themselves to be at lcast somewhat

satisfied with their jobs. "Nonetheless, it appears
unlikely that so few workers would openly express dis-
satisfaction with their job: if levels of alienation were as
high as much of the recent literature on the “quality of
working lives™ implies,

Despite the small proportion openly expressing job
dissatistaction, the proportion of workers among the
cight subgroups who were less than highly satisfied dur-
ing the 1966-72 period ranged from 31 to as high as 65

. ercent, There is also evidence that job satisfuction did .

decling somewhat within most subgroups between 1966
and 1972, particularly after 1969 and generally more so
among whites than blacks. (See charts A and B.) Only.
among the younger black men is there no evidence of a

downward trénd in job satisfaction, (In their case, the

proportion highiy satisfied with their jobs actually rose

“from 35 percent in 1966 to 44 percent in 1970.) For the

the prnpnrtmn who were hlghly
to 13 perLent‘ among white”

other subgroups,
satisfied declined hy 12

e o n;impls H.E (Guinn and :;lh:n ok Zatisfinton, By Theee o Trend® 1S
Deparinient of Lats o, Manpuwer Hesearch Mowograph Mo, M {(Washington. U 5. Govern-
meni Printing (lm:e 19741, 6 Stianss. Ioh Sabisfactum, Motivatinn, and Job Redesign,”
n Crgunizatmnal Hebaveer Besearch gad Toaes, edited by G Sirauss and others (Madisan
Industrial Helatims Reswsarch Astwiation, [974), PP, 22136, and Work in Ameriva, Repunt
of & Special Task Force 1o the Seereiary of Health, hluulmﬂ and Welfare ({ambridge
MIT Prews, [972)

IRespundents were asked “Husw dr you feel about the ok yuu hn\r: ninw? Do visu Dike 1t
very much, Like it hoirly well, dvslike it wimewhat, or d: ishike it very much?” Wi kers who
responded “Tike ot very mu-;h are referred 1o in this vection us the * “highly satisfied . Fur a
discussnuin of the various measres of prh watisfaction found in wmilar siudies, particularly

“those examining the pussiility of trends”we Quinn and uihery, op. et

RIC "
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middle-aged men, white and black mature wonien, and
among younger black women, as well as by 5 percent
among black middle-aged men and white youth,
-Four points should be made about this declipe i
satisfaction and about age-sex-race differénchs i
satisfaction levels and trends. First, most of the decline

reflects a shift from “highly satisfied” to “somewhat

satisfied,” rather than ‘from *‘satisfied” to “‘dis-
sansﬁed"—a fact that considerably softens the impact
of the decline noted here. Second, the decline occurred
‘while the NLS respondents wete accumulating upto 5
additional years of work experience. With the possible
exception of the middle-aged men, “this exp: :rience

might have been expected to have improved their labor

market situation .and to have enhanced, rather than
lowered, thenr degree of job satisfaction.

Third, on the basis of the limited trénd data availa-
ble, it appears that the observed decline in job satisfac-
tion is mainly a product of the 1970, Fmally the data
generally appear to be consistent with those of other
national surveys with respect to age, sex, and race
differences.’

Given the vast disparities in the employment ex-
perience of dlth:ﬁ:nt racial groups, it is not surprising
to find.that most black workers were less likely Ihan
their white counterparts to be highly satisfied with their
jobs. Other studies have also shown Iha( yuungcr
workers tend to be less highly satis

work-rs and that women do not dppLi\l’ to dlffer consis- -

tently from men in the proportion who are satisfied
with their mbs However, the NLS data presented in
this study suggest that women are more likely to he
highly satisfied with their jobs than are men,

Professional-technical ~workers and managers,
officials, and proprictors among the NLS respondents
appeared to be the most highly satisfied with their jobs,
while operatives and laborers were among the least
satisfied--a contrast that underlines the importance of
occupational status as a factor in gencrating job

“satisfaction. Clerical jobs \\{‘_ETC relatively satisfying to

See Gunr\n and inhers op it . fof 4 summary f 1% Astional sufveys .:ngdu.:u;d ne-
tween 195K and 1973 o éxamine levels and trends i b satisfaction

1o . ,

a
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Chart A. F{rag
- ., NLS
Highly satished

Somewhat satished

ortion of h'ighly satisfied and somewhat satisfied among
male respondents, 1966-71, by age azn,dﬂ_race.

o i = '

5

T I =

Man 45-59 yéars of age in 1966 -

White

1966

1969

1971

60

-



. Prﬂgmﬂlan of highly satisfied and somewhat satisfied among
NLS female respondents, 1967-1972, by age and race.

thghly sabshid
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Sumuwhat 5

White _ | o
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Women 14-24 years of age in 1968
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. subgroups.

women,’ as were sales positions. to, all but ycvungc:r

workers. (See appendix tables ¥ and 4.) X
Except ,for the middle-aged men, differences in

bmad ﬂ:cupatiand} CalEgDﬁES da not account entir&ly

m dlffErﬁnfzes in Gccupatlonal dlstnbutmn Among
professional- technical, clerical, and sales workers, for

. Examplﬁ n!dgr wurkers relative to youth, were more

Wlthm thc major blue collar and service occupa-
tiondl catégories, young black men were consistently
less likély than their older counterparts to report them-
selves as highly satisfied with their jobs, perhaps as a
result of generally rising levels of occupational aspira-
tion in thi-a gmup Amcng white men, on- [hé u[hc:r
hand;
wor]égr,si upemuv;s. furmwarkers or service wnrkﬁers
were any less likely to be highly satistied with their jobs
than were their older counterparts. In’addition, there
were substantial sex differences within every major oc-
cupational category in the proportion who were highly

" satisfied.
Significantly, the downward trends in job satisfac- -

tion noted earlier appear to.be more the result of trends

*within certain occupations than of downward move-
ments within all major occupatians. Perhaps the most
important finding in this regard is that a lowering or’

satisfaction levels anong white-collar and skilled biue-
collur workers. ﬂummn for HOS! of the avemll decline,
The:most ﬂ()!;lhlt. -reduction in job- satisfaction is
among- professional and technical workers, th .the
single exception of young black men in pmfessnmdl—
technidal jobs (where insufficient sample cases pre%!ude
an estimate), the proportion of highly satisfied profes-

‘sional-technical workers. declined systematicallysbe-

tween ‘1966. and 1971 within each of the population
The proportion highly satisfied also
declined among white and black middle-aged men who
were managers, officials; and proprietors,

Job satisfaction of clerical workers declined con-
siderably for both whites and biacks among middle-
aged men and young women. Among sales workers,
satisfaction also declined in the cases of white men and

i
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white older women. Only in the case of middle-aged

white men was the:~ a decline in job satisfaction among

operatives or labovers. Among service workers, job
satisfaction declined within. each of the four age-sex

groups and among blacks within the older group of
women. ‘ )

Among the broad industrial categories: those with a
significant proportion of higher status occupations?
generally showed better than half their workers as high-
ly satisfied with their_jobs between 1966 and 1971,
Racial differences in occupation within industries may
account in part for generally below-average levels of
iob satisfaction among blacks in agriculture, construc-
tion, manufacturing, and in the wholesale and retail
trades. Within age and race groups, there are few in-
dustrial cases where the proportion of women highly
satisfied is systematically lower than the proportion of
men. The data also suggest-a tendency for fewer young
blacks to be highly satisfied with.their jobs than their
older counterparts within the same industrics.

As in the case of major occupational categories,
downward trends in job satisfaction are more pro-
nounced in some industries than in others. In manufac-
turing. for example, the proportion of workers highly
satisfied declined, except among the younger men and
the young black women. Trends in job satisfaction
within major industries appear to differ across the age-
sex-race groups, however, perhaps as a function of age-,
sex-race differences in the quality of employment with-
in industries and in préterengas for vdrmus types of
wurk reward

sglustgctmn is rc:!d,t;d _to wage fdlCS the rglatmnshlp is
néither very-strong nor consistent among, the eight
subgroups. It appears, for example, that age-sex-race-
differences in wages account for very little of the age-
sex-race differences in job satisfaction observed earlier.
Nor may the declines in job satisfaction previously ob-
served be attributed- solely to decreased satisfaction
among workers in the lowest-paid jobs. Even among
those z:arnmg more than $3.25 per hour, the proportion
of highly satisfied ‘declined during the period among
whites within each of the four age-sex groups, as well as
among yuung black men.

‘Thue inelude: Professinnal amd f:ld(kd sefvices; finance, insuranee, and resl estate:
busingss and repair services; public administration, commisnication. and uhlities.
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INTERNAL-EXTERNAL ATTITUDES PERSONAL
,INITLATIVE AND SUBSEQUENT LABOR MARKET

v

~Internal-external attitudes refer here to the degree
to which individuals perceive siiccess as the praduct of

“personal initiative. At one extreme are those who per- .

ceive individual effort to be solely instrumental in at-
taining success, while at the other extreme are those
who view success as the outcome of chance, “fate,” cir-
cumstance, and other factors beyond individual con-
lrol !
' *labor market behavnor the
measurement of lnternal external attitudes is 'par-.
ticularly useful for several reasons, First, ‘individual .
differences in internal-external. attitudes reﬂ;ct vary-
-ing degrees of commitment to the work ethic and valué
system embraced by the mainstream of the ' American
work force, Second, although there has been little evi-
dence from which to judge, there'are some who suggest
that white-black differences in labor market éxperience
stem mainly from racial differences in work ethic at-

. titudes closely resembling the mternal external distinc-

tion.2

Third. there i is :onsnderablé evidence demonstratmg
the i importance of these attitudes for socioeconcmic at-
tainment. The Coleman Report,? for example, found
individual differences in internal-external attitudes to -
be the best predictor of academlc achievement among
blacks. A

The NLS data rsveal only very sllght dltférgncgs
among the Elght age-sex-race groups in internal-exter-
nal attitudes (table 1). The findings also provide little

. evidence of a changing work ethic among lhe young,

Q
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‘contrary to much recent speculation,

Blacks tended to be slightly less internal in outlook’
than whites of the same agé and sex, These racial.
differences are quite small, however, especially among'

=

'1L.B: Rotter, "Generalized Expectancies lor.Internal Versus External Contral of Rein-
forcement.” Paychologicsl Monogisphs 609, 1968,

See, for example, O. Lewis, “The Culture of Poverty,” in On Understanding Poverty,
DB, Moynihan, &d. (New Y"mk Basic Hooks, 1969), and EC, Banﬂgld The Unheavenly
Cliy: Th¢ Nuture and Fuiure of Our Urhan Crisls (New York: LllllE Brawn, 1970},

Coleman and others, op. cit.

EXPERIENCE

the women, suggesting that despite various forms of
discrimination, black workers differ little in work ethic
from the mainstream of the labor force. The findings
are therefore inconsistent with the thesis that the -

greater inc‘i’dEnL‘E of povér’ty"amcn'g blacks might be ex-

look and Frotestant work ethlc .

The findings also suggest that these. attitudes are not
influenced to a marked degreg by labor market ex-
perience—otherwise; large age, sex, and racial
differentials m attitude would surcly have been ob-
served, S
For the younger men, both whites and blacks wnth an
“internal” outlook in 1968 were in higher status oc-

‘ ‘cupations and had higher hourly earnings 2 yéars later

than cgmparable “extcrﬁ'als v Thcxse 'ycxuth whcx were

Joyed a 12- pEi‘EEnt ,Adlf‘fercnual in hgurlyzearnmgs Z
years later over comparable youth who wére “slight'ly
external” in-outlook. Also, their average hourly earn-
ings are estimated to have advanced by 20 cents per
hour more between 1968 and 1970 than the wage rates

" of comparable youth.who were “slightly external.”

With respect to racial differences, it appears that in- -
ternal attitudes are more strongly related to annual

-earnings 2 years later for whites than for blacks, whilc:

such attitudes are more strongly related to occupational
advancement for blacks than for whites.

~The only aspect of labor market experience ex-
amined that was not significantly related to prior-inter- -,

nality/externality for either race group is growth in an- N

nual earnings. This may-reflect greater investments (in -
the form of earnings foregone in favor of education, ex-
tended job'search, and mobility) that the young “inter-
nals” made in order to realize their advantage 2 years
later in hourly earnings and occupational advance-
ment, Subsequgnt data from the NLS should providé a
better measure of the long-term impact of inter-
nality/externality on the snnual carnings of whuas and

" blacks.

Iq
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TABLE I. !NTERNAL EXTERNAL ATTl TUDES MEA RED BY AGE, SEX, AND RACE
(Mean u:muj ’

' ) " Youngermen | - Older men Younger women Dld:;r women
. Item __ | whites | Blacks Whiies .| Blacks | Whites Blacks | Whites Blacks_
Number ‘of sample cases,........0., 2.69-1 1,003 2,552 ¢ 956 340 1,222 2916 1,100

- Total score ............... 78 9.0 " 7.4 9.3 5.2 .92 8.1 9.0
A, () *“What happgnS 0 me is my )

own doing.” or (b) "Sometimes 1

feel that | don’t have enough con-

trol aver the dlru;unn my life is . -

BRINE .. e 1.8 2.1 1.8 2.2 1.9 2.2 1.4 2.2
B. () "Whén | make plans. 1 am

almost certain that 1 ean make
—-them-work=or-(b) "It is not alwa - e

wise to plan too far ahead, bécause : T T -

many things turn out to be a matter . :

* of good or bad fortune anyhow.”. 2.2 2.7 2.1 2.7 24 2.8 2.3 2.8
C. (a) "In may case, geuting what 1

want has little of nothing to do

with bad luck.” or (b) "Many times

we might just as well d;cld; wha( 5

to de by ﬂlppmg aenin.”. . ..., 1.6 1.4 1.6 1.4 1.7 1.7 1.6 1.6

. D, {a) *Many times [ teel lhii( | h.;w

little influence over things thut .

happen 1o me.” or (b) "It is im-

possible for me to believe that '

chance oF luck plays an important -

. .role in my Iifc."'. B 2.2 24 2.3 2.6 2.3 24 2.3 2.4

NOTE: Dgt.ul may not add to totals because of rounding. -

Similarly, for middle-aged men, the data strongly.

suggest that internal attitudes result in significant

" economic returns and that they pay off for blacks as

Q
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.well as whites. However, they .appear to have conp-
siderably greater importance for occupational achieve-
ment among whites than blacks. _

“Middle-aged white men with an “internal” outlook
in 1959 expérienced gréater hourly and annual earn-
ings, as well as gmwth in earnings between 1969 and
1971, were in hlgher status occupations in 1971, and
experienced’ greater upward occupational maobility
than externals. Furthermore, the whites who were
“slightly. internal™ in 1969 are estimated to-have en-
Joyed ‘an 8-percent earnings differential, on both an
huurly and an annual basis, and to have advanced in
earnings during the 1969-71 penod by nearl¥ 5400

tial and a 4-percent hourly -earnings differential over -
comparable blacks who were “slightly external® in out-
look. They are also estimated to have advancedin
carnings during the 1969-71 period by nearly. $500
more than the externals, However, while internal at-
titudes appear to have considerable economic_returns
for middle-aged black men, the data suggest that they

. have had little effect on their access to higher status oc-
cupations. The reduction of historical restrictions on

more than- .compardble individuals who were sllghtly'_

external.”

Among black middle-aged men, mternnls were also
more Ilkely to earn more than their external counter-
parts 2 years later, especially on an annual basis, and to
have advanced more rapldly in annual earnings be-
tween 1969 and 1971 as well, Those blacks who were
“slightly internal” in 1969, for example, are estimated
to have enjoyed a 12-percent annual earnings differen-

10,

the occupational entry and advancement of blacks dur-
ing the late 1960's and early 1970's, therefore, may
have been of considerably greater benefit to younger,
than to middle-aged, blacks.

Among white women in their thirties and forties,
those who anticipated payoffs to. their initiative in 1969
tended to have higher hourly earnings 2 years later,
tended to be in higher status occupations, and were,

more likely than average to have advanced occupa- ..

tionally. While the relationships in the cases of occupa-.
tional attainment and occupational advancement do
not differ appreciably from those reported for young
and middle-aged men, the relationship between at-
titude and hourly earnings appears weaker in the case
of the women. Those “slightly internal,” for example,
are estimated to have enjoyed a 4-percent differential

L3
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in hourly earnings 2 years later, to have been § points

higher in occupational status, and to have advanced in

occupational status by about one-and-a-half poirts

more than comparablé “slightly external” women.
Unlike the findings for white men, however, there is

no evidence of a systematic relationship between. these

attitudes and subsequent annual earnings or growth in

carnings among the white women., Among blacks, the
differences between men and women are even more

-substantial, suggesting not only that the initiative of
‘black women in their thirties and forw.2s is less impor-

tant for labor market success than that of young or mid-

‘dle-aged black men, but also that the initiative of black

O
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women is less important than that of white women. In
fact, other things being equal, there is no evidence
whatsoever that the labor market rewards the initiaive
of black women in their thirties and forties. .
The evidence does suggest that black women with
some college training earn a considerable return for
their schooling, in some cases more than that accruing
te white women or to middle-aged men of both races.
College training among . s¢ black women has payoffs
at least as great in icrms of hourly earnings, annual
earnings, and occupational status as it does among
young white and black men. Black women with no ¢ol-
lege training generally do not fare as well, however.




JOB SATISFACTION AND SUBSEQUENT

LABOR MARKET EXPERIENCE

1

While it is difficult to determine exactly what costs

are borne by American employers-as a result of volun- -
.tary turnover, there is a general consensus that these
costs are very high, especially when the economy is in

an upswing and labor supply is tight. The NLS data
permit examination. of differences bétween satisfied
and djssatisfied workers not only in terms of their sub-
sequent turnover pattern, but also in terms of: (1)
Change in occupational status, (2) change in earnings,

(3) unemployment, and (4) iabor force participation.

[

Turnover

mlstakably lmked among NLS n:s;mndgnts (sec: appen‘
dix table 5). Moreover, job dlssanst‘ac;mn appears to
impose additional costs on..workers in terms of in-
creased unemployment, decreased labor force par-

ticipation, and decreased growth in annual earnings.
The NLS data provide no evidence, huwever that dis- |
satisfaction causes warkers to relocate or to acquire ad- -

ditional skills in-order to attain more satisfying jobs.
Some evidence exists, nonetheless, that dissatisfied
black women subsgqugntly advanced miore in hourly
earnings and Dccupatlonal status than their more highly
satisfied. counterparts, perhaps as a result of their
greatﬁr téﬁdency to Chﬂﬂgﬁ Employers The;n: is alsn

young ancl rmdd,le aged black men who were dns-

satisfied with their jobs subsequently advanced more.in .
occupational status, indicating  that, for members of ~

minority groups in particular, job stability may be
caunterproducnve in both the short and ‘long terms,
Striking confirmation of the impact of worker at-

titudes on behavmr is provided b’y the fact that umimg

tﬂlddlé‘ -aged men (where one would’ expect the greatest
degre\: of worker stability), those hlghly dissatisfied with
their jobs were from 14 to 20.percent more likely than
comparable men who were highly satisfied to make a sub-
sequent change of employer, regardless of their years of

: Service with their previous firm, Overall, among the eight
age-sex-race groups, differences in the likelihood of a

subsequent job change between highly dissatisfied and

- highly satisfied workers ranged in the magnitude from :

a l4-percentage-point differential among,white mid-
dle-aged men to a 42-percen[age -point dlfﬁ:rence
among younger black women. = _

Dissatisfaction is generally more likely to lead to
turnover among younger than older workers. Further-

» more, with the exception of the younger men, it also ap-

]

s

pears that job dissatisfaction is more likely to lead to

turnover among blacks than whites. In only one in-
stance, hawever does a substantial difference exist be-

hkely to cause BJOb changc amr:mg young black women -

ds young black men,

-

Unemiﬂnyment and
Withdrawal From the Labor
Eorce i

Therv is considerable evidence in the NLS data that
dlssausﬁﬂd wnrkers are more pfone to um:mployment
ﬁmployers and/or a grcatgr tendency to qult a Job
before lining up a new ‘one. There is also a greater
likelihood that job dissatisfaction will lead to with-
_drawal from the labor force, especially among the
older white men, the older whlte women, and the

¥y,
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:ach of these thre_t: Subgroups are gstlmated to have

_been out of the work force for. 3 to 4 months longer than -

compdrable workers who were highly satisfied. The
nearly 14-week reduction in labor force participation
estimated for dissatisfied ydunger women is par-
ticularly noteworthy since it occurred during a period
of only 2 years’ duration, from 1968 to 1970,

Earmngs'and Gccupational
;Advancement

were |EVSS Ilkely tc) advanﬁé nccupatmnally—m fact,

: amdng blacks within each of the four age-sex groups,
the dissatisfied were more likely to advance occupa-
tionally. .

In only one case, that of the yuun“er white men, did
the dissatisfied subsequently advance less in wage rates,
and black women who were dissatisfied .with their jobs
subsequently advanced more in hourly wage rates as
well as in occupational status. These gains, however,
were apparently offset by other factors, such as greater

_unemployment-and reduced labor force participation,

. smu: there is no evidence that the dissatisfied advanced

. mOi‘E in annual :‘:armngs
the younggr wh!tE womeri, when: no dispropgrtmnam
gains in hourly earnings by the dissatisfied were ob-

s:rved annual earnmgs uf the hlghly satlsﬁed are, ES[I- .

_ satlsﬁgd by $782 to 51 ,542 Dyer the subsequem perlod

Job dissatisfaction thus appears to impose considerable’
costs in terins of subsequent growth in annual earpings’

on wurkers within seven uf the eight s’ubgroups With

- was !;:ltht:: a su,lgstanual gllsparlty in growth in dnnual .

status were enurely ;:ffsgt by mher facmrs

Dissfatis’facﬁan as a Result of
Lower Wages and
Occupational Status

There is considerable evidence that disparities in
earnings and occupational status among comparable
.workers resulted in expressions of job dissatisfaction
among members of each of the eight subgroups. Among
the older white men, for example, the highly dis-
satisfied are estimated to have earned about 69 cents
per hour and atout $2,352 per year less than compara-
ble hlg’hly satisfied workers and to have been in Inwer
status jobs as well, .

These differences strongly suggest that perceived “in-
equities,” particularly in occupational prestige and pro-
motions distributed among otherwise comparable workers,
are closely related to expressions of /ob dissatisfaction-and
to changes in expressions of job satisfaction or discontent,
That is, among comparable workers, those who are ’
below average in uccupatlonal prestige or slow&r than
.average in receiving promotions are most hkely to ex-
press dissatisiaction. | ‘

This rel: tionship is espgclally apparent among those
who did ne' change employers. For example, amorg
white men ‘and young white women who did not take
other jobs, the dissatisfied were less likely to advance
occupationally than comparable workers who were
more highly satisfied.with their jobs at-the beginning of
the survey period. Moreover, among the younger men
and wonien, the highly dissatisfied who did not change

. jobs are estimated to have advanced 6 to 9 points less

on the Duncan (1961) Index of Occupational Status
over the next 2 to 3 years than comparable_youth who
were highly satisfied with their job-
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WORKER PREFERENCES FOR INTRINSIC AND
'~ ~ EXTRINSIC WORK REWARDS

Aspects of Work
Liked Best

According to those who maintain that a changing
work ethic is emerging, particularly among youth,
women, and ‘minorities, the preferences of a more
affluent and bener educited work force are becommg
more “intrinsic” in chara:tgr i Those ‘who challenge
this thesis, however, contend that worker demands still
focus primarily on such traditional “bread and butter”
items as higher wages, greater job security, earlier
retirement, and greater attention to occupanonsl safety

_and health.2

Worker preferences were complex among the NLS

‘respondents, and no single job aspect prevailed as the

in 1970 and the middle-aged white men in 1971, the re-
spondents who reported their jobs as less than highly
satisfying in the initial and the followup surveys tended
to favor extrinsic.over intrinsic rewards or sim ply liked

“nothing at all” about their jobs. One possible in-
terpretation of these differences between satisfied and .
dissatisfied workers is that the absence or inadequacy
of mtrmsu: réwards produced the dlSSﬂtleSCllel

' "workgrs was clearly “the work ;tself," whu:h encom—_"f"j

passes the.inherent job content as well as interesting,
challenging, and meaningful work. With few excep-

" tions, this preference prevailed in both the initial and

most preferred among the eight subgroups. (Sce appen- -

dix tables_6-13.) Regardless of age, sex, and race, a
variety of both intrinsic and extrinsic preferences were

“expressed: The work itself, good interpersonal rela-

" are enamples o
_ O Suswsoper. .. .
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Aruitoxt provided by Eic:

tidnshipsi favorable earnings and fringes, opportunities.

for responsibi|ity or advancement; reasonable hours of
work, and a capacity or ability to do the work. In con-
" trast, such aspects as unionism, job security, and sup-
- portive company pollcy were not among the more
salient preferences. The minimal emphasis on job
security is unexpected, given the significant increases in
unemployment in’the early 1970's that partlculdrly
affected youth, blacks, and women.

Ex;ept f()r thg bl.u:k rmddlc agr:d mi:n thnsa highly

rather than extrinsic rcwards as their most prcterred
job aspects With the excepnon of the young white men

llnlrinll: hsmﬂ rertr ta nspects of work that stem from the jab content Father than the
jish remntend, Mnnln]i’ul wirk, interesting work, and oppatiunities far P;y:hulu]iul gruwth
[ inirinsic aiperts of work.

followup surveys.

Next to the work itself, “pnsxtlve interpersonal rela-
t’mnshlps (mcludmg supervnsmn) was the spec:ﬁc
gmups. esPegnally the \_xomgn, chardless cpf age and
race, about 30 percent of the highly satisfied- women,
compared with less than 15 percent of the men, stated
this preference”in the initial surveys. This factor, in
combination with “the work itself,” accounts for ap-

" proximately 70 percent of women's preferences in the -

initial surveys and about 64 percent in the follr;)wup

. surveys.

15

The preference for good mterpersonal relationships
on the part of the women ray_perhaps be attributed to
their greater concentration in clerical and service 6c-
cupations. Many of these ocqupations are characterized
by relatively low wages and minimal promotion oppor-
tunities, ‘but :require extensive interactions . among
fellow employees, management, and clients:

The preference for intrinsic' factors on the part of
highly satisfied NLS respondents still prevailed at the
end of the survey period, even though the proportions
reporting their jobs as highly satisfying tended to
decline between the respective survey dates for each of

- -the-subgroups;-except-for the-young black men, -

lg
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Aépects of Work

Disliked Most

.Extrinsic rather than intrinsic factors were clearly
the most disliked aspects of work among each of the
demographic groups. When level of job satisfaction was
taken into consideration, extrinsic dislikes were even
more proncunced, especially among those less than
highly satisfied with their jobs. Some intrinsic factors
were also evident, however, but they did not appear to
bg I principal source of dissatisfaction. »

" In each of the demographic groups, many of the
workers who were highly satisfied with their jobs con-
sistently stated that “naothing at all” about their work
was disliked. Among those less than highly satisfied
with their jobs in the initial surveys, half or more of ihe
respondents in all subgroups reported extrinsic factors
as the main source of dissatisfaction. Earrings and
fringe benefits clearly predominated among dissatisticd

black workers at the beginning of the pu‘md regardless

of age and sex. with 15 to 22 percent citing this factor.
In addition, hours of work and working conditions

- were frequently mentioned by blacks. These sumie three

aspects of work were also the primary sources of dis-

satisfaction among  whites who were less than hishly

RIC
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satisfed with their jabs ‘Those whu were highly satisﬁed
sndﬂrably less m«:lm&d o report lhese facmrs as lhe
source of any dissatisfaction. ]

By the end of the survey period, the proportion of
ihuse nDt hlghly Sausﬁed whu ldeutlﬁed i:xlrmsn: mc—

dthd[leﬂCt!Oﬂ increa ,scd._Thes& changes are most pro-
nounced among the older men, with a décline of 25 per--
centage poinis in extrinsic factors for blacks compared
with 16 points for whites. For both of these groups,
working condiiions, earnings- (especially for blacks),
and hours cf woric (especially for whites) became less of
a source of dissatisfaction. Among mature woinen, the
decramse wus 11 pe ‘*’?ﬂliigé points for blacks and 3
points Fu whites : \
While insutficieny intrinsic rewards apparently were '
not & srincipal source of dissatisfaction, they did have”
S0ME Reg infiuence, cspecmlly dmnng those whn
were dissatisfied, dmung the young, and among-the
mature women. They also appear to have become a
relatively more important source of dissatisfaction by.
the end of the survey period within most of the groups.
That is. dissatistied_workers, by the beginning of the
10970's, were more inclined to express concern about
the “quality of working life" than they had been during

“the mid-1960's. _ :



.78 to 82 percent of the younger men,
- of the older women, and 59 to 70 percent of the
younger women replied the they would continue to -
work. Among the men, blacks were 4'to 5 percentage.

WORK ATTITUDES AND LABOR

MARKET EXPERIENCE:
OTHER FINDINGS

Initial Slifvey Responses

Whén respondents who were in the labor fo rce were,

asked whether they would continue to work if by some
chance they were to get enough money to live comforta-
bly without working, 73 to 78 percent of the older men,
58.t0 68 percent

puims less likgly to respond; similarly while blac:k

. EXPI’ESS a Slrnng Lummnmem to wurk

Questions from the initial surveys tjhm probed the
women's plans for future market work showed that a
good number did not intend to continue working
steadily. Sixty-four percent of the young white women,
I()r examplc planncd to ht: marrle:d keepmg hnusei
Smnlarly only one- halt ot theu’ ulder Enunterparts
planned to be working at age 35, and 67 percent of the
older group planned to be wurklng 5 years later.,

Furthermore, 27 percent of the white working

- women aged 30 to 44 years in 1967 reported that they
" would stay at home rather than look for work, if they

were to lose their jubs, and all the women, regardless of
race or age, held somewhat-conservative attitudes
toward the propricty of mothers’ working..More than

85 percent of the whites and more than 72 percent of
the blacks in each age group, for cxample, were un-

favorably dlSpOSEd toward mothers' working if their
husbands were opposed, regardless of how the mothers
lhcmsclvcs I'clt .xbnut wmking Wilhin em:h Df the fnur

were mdrﬂcd and in lhc Iabnr forcé peru:lvgd then‘

~husbands as somewhat opposed to their working. On

" the-whole, therefore, in the mid- to late-1960's, women

of both races appeared less committed to work than
men, and black women appeared more cornmitted and
iiberal in their attitudes toward working mothers than
white women. It will be interesting to examine the .

" responses of these same women to similar questions 10
© years later. Such data will soon be avallable from the

NLS.
With respect to their occupational gaals young men

and women aspired to considerably greater occupa-

tional heights than either they or the older workers had

“attained. Two or 3 years later, as the youth aged and

acquired more work experience, occupational aspira-
tions changed little for whites or blacks, males or -
females. However, 29 percent of the young white men

and 37 percent’of the young black men perceived their .-

cham:esf of anaining'lheir gnals as “t’air" at hesl Rac’:ial

ynung men and wamén “and the g.:p “between dsplra—
tions and_actual occupational achievement was much
greater for black youth than white.
Finally, when asked whether “wages" or “liking the
work™ was thc: more impﬁl‘ldﬂl 'as;:u:ct of A good job
lll-img the wgrk Blacks, h()wcvgr were 21/2 to 3
times more likely than whites to state an- economic -
preference, and men were more'motivated than women
by economic rewards.

Suhséquent Experience .

-of Middle-Aged Men

Between 1966 and 1971, the highly committed to',

~work among the white middlc-aged men subsequently

<]
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- advanced more in hourly earnings, were less likely to

encounter-a spell of unemployment or to spend time

out of the labor force, and were more likely to make a

voluntary change of employer and to receive formal

training than comparable workers less highly commit-

ted to work. These findings also held true for black’

middle-aged men, except for the relationship between .
1966 and 1971. However, the findings do not appear to

reflect any tendency among committed workers to be in

the more prestigious occupations, :

The data also suggest that both black and white mid-
dle-aged men who preferred économic over “intrinsic”
rewards in 1966 were more prone to subsequent
unemployment, but not-as a result of any greater- pro-
pensity to change employers voluntarily. Among black
men, those more interested in noneconomic rewards
were more likely to experience a period of time out of

~ the labor force, although they were also more likely to

reccive formal occupational training.

Subsequent. Experience

of Younger Men

- White arid hl;irf:k male yt)ulh with higher Jspirmians

next 3 y&lra than cﬂmpgmble ynuth wha were less am-

bitious. Among whites, however, the greater advance-

ment in annual earnings stems mainly from the fact that
the more aml?muus yuulh were in the higher status jobs
mmdlly The' greater annual earmngs advancement of.
the more ambitious black youth does riot derive from
any such initial advantage, pmvndmg firmer evidence
that the longitudinal relationship reflects the impact of |
the attitude on the behavior, (
Among the white youth, occupational aspirations are
also related to occupitional advancement, to increases
in hourly rates of pay, to formal occupational training,
and to fewer weeks of unemployment. Among the black

‘receive formal uc;upduunal training, but there is no
evidence that they were ‘more likely to advance cither
occupationally or in wage rates or that they were less:
‘likely to encounter unemployment. : .

These findings arc reinforced by evidence shnwmé
that white and black male youth who were confident
that they would attain their carcer goals had considera-

_bly greater subsequent success in the labor market dur-

ing their transitiunal perind i'mm schnnl to wnrk

thmuis as L—XLL‘—“GDI in 1966., for :xdmplg, advanced
from 7 to 8 points more on the Duncan Index of Oc-
cupational Status over the next 3 yeprs than compara-
- ble youth who initially rated their chances as poor. In
addition, their annual earnings advancement over the

. next 3 years.exceeded that of the less confident by $821

the more ambitious were more inclined to -

to $1,150 and they experienced 3 to 4 fewer weeks of -

unemployment as well. Among the white youth, the
more confident also had considerably greater advance-
ment in wage rates, had fewer weeks out of the labor

mobile.
Whgn thase male yauth‘whé Wél‘é still in sr:;html at

"'fnund that whltes whn had hlgh Qccupatmnal asplra=

- force, and were more prone to be geographlzally'

tions in 1966 held jobs in 1969 that were about 6 points :
hlghar on thc: Duncan lndex (on a scale of () to lOD)=

for zgmparab!e blacke ycguth was ll Dum:an polmts.‘
High occupational aspirations did not greatly affect
subsequent earnings among white youth,-but.the same
was certainly not true for blacks: The members of the
minority. grouo who were in school and held high
aspirations in 1966 earned $931 per year more on the

average in 1969 than those with low aspirations, whilé "
those with medium-range aspirations. earned $620

more per year on average, However, preferénce for
monetary vs. nonmonetary rewards on the job did not
affect subsequent occupational status for the members

~ «of either race in the in-school group.

Subsequent Experience
of Older Women

Among white women who warked, the attitude most

consistently related to subsequent work experience is

the women's perception of their husbands’ attitude
toward their working. Those women who perceived
their-husbands as highly opposed to their working, for
cxamplé were Iess Iikt:ly to advanr:t: ﬂccupatianally

weeks more uf uncmplnymém_

ment, had 9 more weeks out of the labor force, and

‘were 9 percentage-points less likely to complete formal

occupational training than comparable women who
perceived their husbands as having a very favorable at-
titude toward their working. Among black women, on
the other hand, there is no apparent relationship be-
tween this attitude and subsequent work experience,
suggesting that the impact of the husband’s views on the
wife‘s ]dbﬂl’ mdrkct hgh‘ivicjr is less suhstnmial .'m'mng

lungu tmdnmn ut h,.umlﬂ, hhnr turce par[mpumn
among black women than white women.

Other work-related attitudes strongly and consis-
tently associated with subsequent labor market ex-
perience among the older women include attitude

" M} LDunean,

A Sinectnumig Index fur Al Oceupations.” in (4 cuparions umd

Social Statur, A1 Rews (ed ) (New York: The Free Prew, 1961)

r were 8 percenmgg .
points more likely to encounter a spell of unemploy-

: o 18
Q ' |
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n:wards Th;se Iungnudmal relatmnshlps are net of in-
dividual differences in a wide range of skills, abilities,

. and demographic characteristics (including occupa-

tion)—a fact that makes the findings all the more im-

toward wnrk in the hiﬁﬂé \;vnrl-c commitment atlach-

pressive. Significantly, enly those women who workéd™

lhmughgut thc: survey perind ivere Lonsidéred in thf:.

< sion to wm‘k at gll were lgnorﬁdiz

Subsequen t Expenence
of Younger Women

=

White young women who worked and held liberal
attitudes toward the propriety of mothers’ working

spent fewer weeks out of the labor force over the next 2.

years than comparable women with more conservative
attitudes. ‘The more committed the young woman to
work, the more likely she was to receive training, but

the ;lower her subsequent growth in hourly earnings

over the next 2 years, A
Among blacks, commitment to work and

preferences for noneconomic rewards also terided to

bear few systematic relationships to subsequent work

“experience, The more work-committed the woman, the

more likely the was to advance occupationally and the
less likely to spend time out of the labor force. These

‘relationships, furthermore, appear to be unrelated to

any occupational differences that might exist between

the committed and uncommitted young women,
When those who were in school in 1968 were con-

sidered separately, it appeared that young women who

"planned to spend most of their adult lives in the labor

force carned 17 cents an hour less 2 years later than
comparable women without such plans, presumably -
hemuse lhi: women with career intentions were assum-

pr;nsated by more rapld ddvam‘;ement in la[er yearsi
Annual earnings were also lower by $323 for white
women who planned to work continuously. (But simi-
lar women who had been out of school nearly 4 years in

,l968 ‘were ear’ning l() cents an hr:zur more than others

Fc:,r the in- schrml gmup there was no systematic
relationship between their 1968 attitudes toward
mothers of young children working and their occupa-
tional status in 1970; however, only 10 percent of these
young women had children in 1970, and their attitudes
as well as their work-patterns may Have changed since
with subsequent experience of childbirth and childrear-
ing. NLS data for later years should provide some in-
dications of how these attitudes and work pBI[EFHS haye -
evolved since 1970, :
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TABLE Al. DEGREE OF JOB S‘AT]SFAGIQH AMONG MEN, BY AGE AND RACE, 1966711

i . : {Percent di;tnbutmnj

ol White B _Bl:u:k

| — - 8 . - —

Depre of job satidaction: | 056 | “yog7 | 1968 | 1969 | 1970 | 1971 | 1966 | 1967 | 1968 | 1969 | 19%0 | 197

‘Men 15 10 59 yearsin 1966 - to _ ' : .
Respondents; Number ..., | 2,185 | 2,185 4 2,185 (2) 2,185 746 744 (gj 746 (;) 746
' Percent” ... 11000 | 1000 | (%) | 1000 | & | 1000 | 1000 [1000 | A | 1000 | & | 1000
Highly satisfied .......... | 589 | 5725 | & | 548 | & | 469 | ss.0 | sar | H | s44 | A | 504
| Somewhat satisfied ....... | 349 | 360 | B | 393 | & | 451 | 387 | 405 A | 01| @ | 456
© Somewhatdissatisfled ... | 44| 451 A | 44| B 65| 41| 35| 3 4 | 3 29
Highly dissatisfied ........ | 1.8 20 A | 16| G 15 22 19 | & 15 | & 14
£

‘Men 1410 24 years in lgﬁé ¢ ‘ . , C
Rgapundgn:s Number .... | 848 | (3 () 848 848 | (B w | A 3 29 | 29 | 3
Percent ... | 1000 | A | &) | 1000 [1000 [ A |00 | & | & | w000 [1000 | &
Highly satisfied .......... | 548 | @ | @& | s48 [ s00 | & | w1 | A | A | w5 | 41| A
Somewhat satisfied........ | 82 | () G | o0 | 5| & 516 | (9 (%) 307 | 43l o

Somewhat dissatigiied ..., | 55| A | A| 48| 60| A | s | A | A | 87| 8| A
 Highly disatisfied ... . Ll A G 15 w{® 9 3 |G 22 | 41|
l%nmplrz includes fgspnndcn!s emp]uyed and Aot EnrﬁllEd in school Mot availible B
at each sum.y duu.
E i
\‘ I
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TABLE A2, DEGREE OF JOB SATISFACTION AMONG WOMEN,
«  BY AGE AND RACE, 1967-72

{Percent distribution)

Degree of job satisfaction

White

1969

1970

19711 | 197

1971

Women 30 to 44 years in 1967
Respondents: Number .......
- ; Rgtﬂﬂt
Highly satisfied .............
Somewhat sutisfieds . .........

l Women 14 1p 24 years in 1968
Respondents: Number . ......

- Pereent .......
Highly satisfied .............

Somewhat dissatisfied -, ..

Righly dissatisfied ...........

395
100.0
627
28.2
5.1

4.l

913
100.0
61.3
179
30

C LT

395
100.0
64.7
312

13

1.2

i

.. ‘
LS T L -y
G e = -

395
100.0
594

143

44

915 | 915
1000 |1000
646 | 515
197 | 154
46 54
1.1 18

395
100.0

36.6
19

10

2
¢
80 | (2
p
0

14

— — p— q— p— —,

52

100.0
599
134

49
1.8

[ S

B Kol R [t
[ e

121
100.0
578
337
3.1

18

121
100.0
614
318
48

19

121
100.0
453
48.6
48

12

452
100.0
53.3
42,1
17

121 .

100.0
4.7
40.4

9.5

A52

100.0
470
455

24

18ample includes respondents employed and not enrolled in- schoo)

1 each survey dufe,

INot yvailgble.

NOTE: Detail may not add to totals because of rounding,

v,



TAELF A3l PROPORTION HIGHLY SATISFIED WITH THEIR JOBS AMONG MEN,BY RACE,

¢ QCCUFATIDN INBUSTRY AND WAC‘}E RATES, 1966 TQ 1971

. Men Yuung men
e —eme T White Black White Black
1966 1969 1971 1966 1969 1971 1966 1969 1966 | 1969
" Qccupation
Professional, technical, and -
kindred .................... 71.3 714 66.6 90.9 73.0 82.7 63.3 55.1 593 | 37.0
Managers, nfﬁénls ;md . O
proprietors ................. | 714 | 678 | 611 | 592 | 635 | 491 | 639 | 732 D) )
Clerical and kindred . - 58.2 526 459 . Eq 57.3 42.1 44.9 555 42.1 41.3
- Salesworkers ........,..... ool 680 [e60 | os97 | h | (D) A | 612 | 414 | (Y .
Crafuwarkers supervisors, dﬂd ’ )
53.9 526 41.2 533 55.2 500 616 | 57.1 | 443 507
Dperamcs and kmdr;‘d . . 45.7 42.1 34.0 49.8 46.7 479 43.7 41.7 324 344
Private houschold workers . ....... [ (1) ) h h A | b h h A 1
Service workers (ex cept for » : - . )
 private household) ........... [ 51.0 [ 415 426 56.6 514 599 | 564 436 42,0 43.3
Farmers and farm managers . . 554 48.7 449 534 48.6 42.1 84.0 67.2 ) - (1}
Farm laborers and supervisors...... 43.4 46.2 324 276 448 358 47.3 46.6 20.8 34,2
- Nonfarmlaborers . .............. 46,0 40.0 35.2 458 516 48.7. 35.2 46.3 249 30.8
Industry R )
Agriculture, forestry, and fisheries .. | 54.9 48.7 434 379 | 475 41,1 546 494 '21 2 364
¢ MIRINg. ..., 483 | 346 | 419 | (1) H H H ) dy Q)
Lonstruction .. 62.3 54.3 443 | 479 | 586 | 454 58.3 588 26.1 310
Manufacturing . . e 50.7 51.0 | 423 | 513 44,0 48.5 47. 7 47.1 356 4.1
Transportation, Eﬂmmumcmmn - ' : ’ :
and publicutilities-. ... ...%,.. 55.8 529 | 394 56.2 65.9 56.7 60.3 654 17.7 40.2
Wholesale and retail trades .. ... 62.9 575 .| 533 51.1 539 532 46.7 | 48.1 368 389
Finance, insurance, and realestate ., | 70,1 68.6 66.2 50.2 h h (L 58.1 M M .
Business and repair services . ...... | 610 | 574 | 585 | 521 | 531 | 500 | 583 | s44 | (1) (-
Personal services . 480 | 423 | 414 | 365 46.1 37.2 h 319 545 | 4712 -
Entertainment and recreatmn Ceees (h h . oy b h ’ h D) 50.8 h h
Professional and related services..,, | .70.0 68.8 608 1 69.9 56.1 64.1 594 '57.7 4 _318 .| 436
Public administration ............ | 600 | §7.8 |.47.1 | 600 | 513 | 487 [ 590 | 527 |\bH | (D
‘Average hourly {mmingr .. ) ' IR
Less ‘than $1.60 per hour ....... - 55.2 46.1 428 41.6 464 408 40,7 50.3 - 3037 394
$1.60-52.24 perhour ., .. . 47.7 45.5 38.2 47.2 | 51.3 55.1 49.3 517 493 | 317
$2.25-%3.24 per hout,, 50.3 46.4 41,3 634 | -53.1 56.8 537 514 30.2 36.2
$3.25+ per hour . . . - 65.4 63.2 522 | 560 55.0 - |' 553 57.7 532 45.8 333
!Frupmtl@n not shgwn whert: hased an fewer than 25 nbservutmﬁs v
i’l =
h i - eﬁiﬁn%\&
= = e
st; ’
. ) U ; #
. .8y .
O
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OCCUPATION, INDUSTRY, AND WAGE RATES, 1967 TO 1972

TABLE A4. PROPORTION HIGHLY SATISFIED WITH THEIR JOBS AMONG WDMEN,B‘&Z' RACE,

Older women . Younges women
Item White Black ‘White Black
1967 1969 1971 1967 1969 19711 1968 1970 1968 1970
Occupation
Professional, technical, and e : ] : :
kindred ......... o i B4.0 80.3 730 856 825 734 68.8 61.3 64.2 500
Managers, officials, and - T ) '
proprigtors .. ............... | 117 63.0 71.5 h h h h h h h

Clerical and kindred . ............ 70.7 68.1 68.7 585 55.7 65.6 66.2 56.6 574 43.0

Sales WOIKErS .. o.vvvvnnsinn.. | 673 | 653 | 624 | . (h Q) Ay | 452 [543 | (D h
Craftsworkers, supcrwmrs, ﬂnd ’ ] A ; ‘

kindred . v | D h (h h h. B h D) D) h

. Operatives and kmdred weirtesens | 555 47.3 528 49,0 46.3 47.3 442 |. 449 39.3 457

Private household workets .. ...... | 28.5 h h 455- | 568 479 M 525 279 | 581
Service workers (except for - : . : '

private household) .. ... ciese. | 635 64.3 59.3 64.4 59.3 534 61.6 46.6 54.8 533

Farmers and farm managers ©...... h h H H h ) H h (¢ I B

Farmi laborers and supervisors ..... | 503 | 306 [ 459 | 189 |- (h h | h h h

Nonfarm laborers ........c..... | (V) dh-ph B, | D | D 6] d M Q)

Industry 7

Agriculture, forestry, and fisheries |, . 1 574 369 50.1 18.7 11.7 66.1 y 41.3 h h

Mining ..oovevesonneriineeenes | (D) h h h ) h H h A h

Construction «........cocoonen- | (D) h ) D) M A [ h h A

Manufactuting .........con0:e:: 61.6 56.5 58.7 50.0 46.8 484 55 4 48.8 50.3 543
Transpmtaugn communication, ) ‘ . :

and public utilities. ........... | 662 | 605 | 652 | () h M | e30 | 634 h h

Wholesale and retail trades .. ...... 65.0 62.5 649 46.5 576 50.1 37.0 50.2 44.7 452

Finance, insurance, and real estate . . 73.1 669 | 647 (1)‘ h (1) 579 585 h h

Business and repair services ....... | 69.2 | 625 | 62 h h A D 396 h Q)

Personal services R 50.3 529 61.3 48.0 ‘589 50.3 47.4 51.0 279 516

Entertainment and cecreation ... | () | ) h d | b D) ) bt d h

Professional and related services .... | 795 78.8 72.2 78.1, 68.0 69.2 726 576 ] 695 514

Public administration ... ......... | 702 | 68.0 | 778 .| 502 | 476 | 515 h 57.6 h 406

Average hourly earnings -

Less than $1.60 per hour ......... [-63.5 [ 623 623 546 |.-56.3 50.3 56.5 538 472 | 479
§1.60-5224perhour .,......... | 67.7 624 | 650 .| 525 576 538 60.3 526 54.6 463
§2.25-%324perhour .. .......,. 72.3 71.2 62.2 58.1 521 | 45.3 66.7 575 .| 60.7 495

$3.25+ peshour . Lu. o | 782 712 | 713 | 846 817 848 | 795 | 59.0 M h

lFi‘ﬁpiiHl()n not shown wherz based on fewer than 25 ubservnugm
iF ’
T ': *
) E
e L ay



TAELE As. REGRESSIDN RESULTS -THE EFFECTS OF JOB DISSATISFACT]DN ON SELECTED ASPECTS GF
WORK EXPERIENCE BY AGE SEX, AND RACE! °

Men - \,’gung men Women Young women
e e 451059 . ‘14 to 24 ' 30 to 44 . . l4t24
’ Aspect of work experience B ] ) - - S
White Black ‘Whife Black White Black Wl’ut: Black
' Ch;mgL ofemployer? . ...............| 472 - 6.79 11.31 6.15 4.76 6.25 lD 55 14.09
- (4.01)**= | (3.67)*** | (4.96)*** | (1.76)* | (4.34)%** | (2.13)** | (4.01)**% | (3.27)***
Change in occupational status .........| =61 1.02 .19 1:73 =36 1.87 -.78 4.53
o - | =3 .{1.64)* (22) | (1.66)*| (~.57) (3.02)*** [ (-1.00) (3.40)%=*
Change in hourly eamings ............| =04 ~.04 11 ) -0l -:55 09 =03 .| .09
. ) . (-.84) (-.73) (=2.29)** | (=.24) [{-1.10) (1.69)* (-.99) -1 (1.84)*
t Change in annual.carnings ............ =290 -270 ~514 =285 =77 . 107 -261 =187
) (-234)** |(-2.19)** ((-3.73)*** |(-1.65) | (=47) | (749) (=2.81)*** [(-1.46)
. Wecks of unemployment .............| 143, 1.80 .98 -69 | 217 1.37. .64 A8
, : (3.84)*% | (2.62)***| (2.56)** | (=.86) |.-(3.99)**#| (2.13)** | (2.92)**= (.83)
Susceptibility to unemployment2..,....| 4.96 5.97 1118 2.05 6.61 622 | 4.26 4.11
) ' . (4.12)*** [ (2.92)*** | (5.34)*** [ (.56) | (3.26)*** | (2.53)** | (2.17)** (1.12)
Weeks of anemployment (for those . 1.86 1.65 .30 -1.93 | 3.50 1.77 1.39 - .56
with some unemployment).........| (1.35) .78) | (.30) (-1.31) | (2.14)** (.98) (2.00)** (45)
Weeks out of the labor forée ..........| 5.18 1.39 1.44 .09 3.74 1.11 2.39 4.55
. ’ ' (5.00)*** | (.81) (2.13)%= (.08) | (1.91)* (.49) (1.91)* (2.39)**
Susceptibility to withdrawal 4,54 528 .73 .82 4.52 1 2.16 3.68 3.16
from the labor force? .. ........... (2.95)**% | (2.16)*~ (.31) (.22) | (1.88)* =77 (1.71)* (.99)
Weeks out of the labor force (for 8.16 -.74 3.15 =47 3.38 3.60 - 1.54 " 4.34 .
those with some weeks) ...........| (3.85)*** | (-.24) 259* | (=23 | .15 (1.08) (.98) (2.01)**
Received training? ..................[-2.26 =10 - .17 .11 -.64 .58 .| -1.21 .37
_ ' (-1.83)* =07 | 09 (:31) | (-30) (65) | (=61 (11)
Geographical mobility2 . ............, 32 .05 -1.92 2.22 1.85 =1.46 -1.57 1,33
(.38) (.07) (=1.15) ]| (1.07) | (1.29) (-1.07)  |(-1.80) (.50)
Number of sample casesd .. ........... ] 2,520 1,061 1,199 490 | 944 433 .| 900 318
In all cases multiple regression analysis has been used to control 3The 1 »mber. of sample cases reported refers to wage of salary
for individual differences in education, formal training, years of workers employed full time at the first survey date. In addition, for
work experience, length of service with employer, health, marital - cohorts of youth the sample is at all times resiricted to those not
status, region of residence, and rural versus urban residence. : enrolled in school, Actual sample sizes in some cases include fewer
2Gince the dependent varisble is dichotomous, regression - respondents due to further sample restrictions for particular aspects
. coefficients have been multiplied by 106G to express as the " of work experience examined. o
percentage point differential in the particular aspect of -work *p <.10; **p <.05; ***p < .01 (two-tailed t:sts)
experience astociated with a  one- -point  difference jn  job
dissatisfaction. - : :
ar
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. TABLE A6. ASPECT OF WORK LIKED BEST BY MIDDLE-AGED MEN, -
BY RACE AND DEGREE OF SATISFACTION, 1966 AND 19711

(Pcrcen! dlstnhutmn)

White Black
, 1966 1971 1966 1971
Aspect of work liked best —T 1= — T .
, S Not Not .| Not Not
Highly | highly Highly | highly | Highly | highly Highly | highly
~ Total |satisfied |satisfied | Total | satisfied [satisfied [Total satisfied |satisfied { Total | satisfied | satisfied
Respondents: Number ..............[3,152] 1,821 { 1,331 2!24'51 1,104 | 1,247 |1,166]| 597 569 | 813} . 400 413
' Pcrugnt s eiiaiiiavas... 1000} 100.0 | 100.0 1100.0| 100.0 | 100.0 |100.0] 100.0 | 100.0 |100.0| 100.0 | 100.0
Intrinsic
The work itself ..............| 349 404 27.3 | 32.21 37.2 26.9 | 22.8] 26.5 | 19.1 | 22.2] 235 21.0
Capacity todowork ..........[ 3.7| 33| 42| 44 34 5.4 9,21 9.5 9.0 | 9.3] 8.9 9.8
Respensirility or ' .
advaacement ... .00 | 137 140 134 15.0] 16.2 13.9 5.9 7.1 - 4.6 10.7f 11.8° 9.7
ch:r intrinsic . ... .o iiiiaa 2.1 2.2 1.9 6.1 5.7 6.4 2.2 1.1 , 34| 4.9 5.6 4.3
- Subtotal intrinsic . ... .| 54.4] 599 46.8 | 57.7| 625 52.6 | 40.1] 44.2 36.1 | 47.11 498 44.8
Extrinsic "
[amm;é,s and fringes ...........| 10.9 7.4 155 10.2 7.0 13.0 | 157 12.9 18.6 | 12.0] 122 11.8
Jobsecurity ... voviviiiiaan| 39 2.9 54 3.0 1.6 4.2 5.2 4.1 6.2 4.8 4.2 5.3
Hoursofwork . ..............| 46] ;36 5.5 44| 33 5.4 541 4.3 66 |. 46| 52 4.0
Working conditions 521 5.2 52| 28| 34 22 | 58| 50 6.5 ( 3.5 1319 3.1
Limited pressure ....0........| L7] 14 22| 191 14 24 | 33735 3.0 | 25(- 25 25
Supervision ........c...00.0.s 24 29 1.9 1.7+ 1.9 1.4 6.6 7.2 6.0 | 6.8) 42 9.3
Interpersonal relationships. .. ... | 11.3] 125 9.7 | 11.4] 143 8.9 8.0} 10.5 5.5 | 10.9] 13.1 8.7
Company policy and | )
gdmmistralmn T 23 2.0 1.4 ‘1.8 1.1 4.7 6.1 3.2+ 24 24 24
URION .. civanenncnss L.l B 21 0 0 0 .1 .2 0 0 0 0
.Other extrinsic ces 1.7 1.3 2.3 271 16 3.6 1.9 1.6 | 21| 24 1.9 2.9
Subtotal cxtrmsu: ... | 44.0] 396 49.9 | 39.1] 3637 | 42.1 | 56.7] 554 57.7 | 49.9] 48.6 51.0
Unclassifiable < o ovvevenineeeeees| 22| 1 2[00 0 1] o 3l o] 0
Hulhing B T 1 2 3.3 2.9 4 51 3.2 5 6.0 2.8 7 5.0
lSampl: includes all re;pundcnts emploved af the specific survey NOTE: Detail may not add to tutals because of rounding,
date,
; ,i
30
. . . 28
Q ’ T
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s TABLE AJ.

BY RACE AND DEGREE OF JOB SATISFACTION; 1966 AND 19701

ASPECT OF WORK LIKED BEST BY YOUNG MEN®

(Fgr:eﬂ dlsmbunnn)

White Black
: 196€ 1970 1966 1970
Aspect of work liked best ——— — = - = —= — =
. Not Not | Nat Not
- | Highly | highly Highly | highly Highly | highly Highly | highly
) | Total Jsatisfied [satisfied |Total |satisfied |satisfied |Total |satisfied |satisfied | Total |satisfied [satisfied -
Respondents: Number . ........... | 1232 634 [ 598 |1.365| 903 | 962 | 480 167 | 322 | e61| 252 | 4do9
Percent............: | 100.0| 100.0 | 100.0 |i00.0| 100.0 | 100.0 {100.0( 100.0 | 100.0 {100.0] 100.0 | 100.0
" Intrinsic
The work itself.. .. .. ... | 29.0{ 331 | 246 {28.0] 311 | 248 [ 269] 29.5 | 25.6 | 202| 283 | 150 .
. Capacity to.do wurk, . 6.9 6.8 7.0 | 4.6 3.7 5.5 9.8 9.6 10.0 6.2 5.0 6.9
" Responsibility ot : ‘
advancement ........... 9.8] 11.7 7.7 |14.7] 165~ 132 4.9 9.6 25 . 6.7 5.9 1.2
Other intrinsic . 94! 103 8.5 931 97 8.8 9.5 12.5: 8.0 8.3} 105 7.0
Subtotal intrinsic . 55.1| 61.9 47.8 | 56.6| 61.0 523 | 51.1] 61.2 46.1 | 41.4| 49.7 36.1
Extrinsic i N *
Earnings and fringes. . ....... 12.7 8.2 176 |1L.1 7.5 144 124 4.9 | -16.4 | 10.9 7.4 13.1
Jabsecurity .. .. ... 0n it 9 .8 1.0 14 1.0 1.8 1.0 4 .3 3.1 4.4 23
Héursof work ......... 6.3 4.7 8.1 5.0 3.2 6.7 59 6.4 5.6 84| 758 9.9
Working conditions . . . 3.0 3.0 2.9 4.7 5.4 4.1 2.5 1.7 . 29 2.9 2.7 e
Limited pressure ........... 1.7 1.6 | . 1.8 19 1.5 | - 22 27| 3.8, 2.0 2.6 31| 22
Supervision ............... 31 3.6 2.6 21 " 23 1.9 4.0( 5.0 34 3.6 5.2 2.6
Interpersonal relationships . . 10.87 10.3 11.3 | 114] 13.9 9.1 7.8 2.3 7.0 | 10.9] 109 11.0
“Com pany policy and ' :
administration .....z.... 2.1 2.9 1.4 1.5 1.9 1.2 33 4.3 * 3.1 2.0 2.8 - 1.5
.1 0 .2 1 0 d 0 0 0 0 0 0
. 2.9 23 35 1.4 1.8 1.0°] 34 1.2 4.5 i3 64 | 1.6
Subtmal extrinsic .. 43.6| 374 | 504 |406| 385 42 5 {43.2] 37.0 45.8 | 47.7| 48.7 -47.2
Unclassifisble .. .........0....... 20 .2 210 0 .| O 0 0 o 0 0 0
thm;q Lif 5| 18 [.30f 6| Ss2f 57| 17| 771101 15 ] 167
1Sample includes all' respondents cm!::hjygd and not enrolled in ~ NOTE: Detail may not add to totals because of rounding.
school at the specific survey date. . .
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TABLE AS. ASPECT OF WORK LIKED'BEST BY YOUNG WOMEN,
m RACL AND DEGREE OF JOB SATISFACTION, 1967 AND 1972

y

_ (P:rcenl dlstnbuhnn)

White { Black
, o 067 197 9 197(
Aspect of work 719' - _ Bﬁ - ) E ,66, . 197D L
liked best , N f e
S DR . Nat —_— Not . Not Not
Toul | MEW | nighty | Toat | MOV | migny | Toul | NS mighly | Toui S highy
S aatidied 5{ T | satisfied SO satistied B B sau;ﬂ"md
Respondents; Number ... | 1619 | 1097 | s2 | 1633 | 950 | 683 | 809 | - 430 9 | ea1 | 3 |
Ff:rgent cveeeeed| 1000 | 1000 | 1000 | 100.0 | 1000 | 1000 | 1000 | 1000 | 1000 | 100.C | 100.0- | 1000
ntrinsic : | -
The work itself ........| 357 41.] 245 327 | . 3835 24.7 35.5 402 9.7 | 300 359 24 0
. Capacity todowork ,...| 20 |~ 20+ 20 | 24| 2l 18 | 52 6.3 18 [ Sl 57 | 46
Responsibility or : ) : |-
advancement .......| 4.8 50 45 8.5 9.0 8.2 4.0 19 19 50 47 | 53
Other intrinsic ........| 4.l 36 52 58| &7 45 46 48 | 42 | 58 68 49
. Subtotal intrinsic . | 466 | 517 | -362 | 492 | 563 | 402 | 493|552 | 416 | 45 91 531 | 388
xtringic ' ‘ A .
Earnings and fringes ... | 6.6 43 | 113 6.1 28 | 108 4.9 38 64 |- 17 46 | 108
Job scurity .......... 2 1. 4 5 s 3 3 0 6 | 14 17 | 'l
Hoursof work ........| 5.4 38 8.7 7.0 58 | 87 6.3 19 92 | 6.1 35| - 8.1
Working conditions ....| 25. 27 21 29 3l 15 24 | 21 27 25 1.8 32
Limited pressure ... .... 91 - 5 18 1.0 1.2 & 19 16 12 1.4 T 12
Supervision ........... 4.0 45 | 31 | 21| L6 28 il.l 135 8.1 6.3 54 1.1
~ Interpersonal : ’ , _
" relationships .......| 245 | 253 | 228 | 226 | 224 | 227°| L4 | 150 69 | 164 | 210 [ 119
Company policyand | | : . ‘ o
. dminisiration .. ... ' 1.4 16 [ 9 19 23+ 13 14 1 24 25 3.6 13
BN 1117, AR I 0 0 0 0 0 0 [ 0 0 0 0 0
Othet extrinsic ........| 46 4.0 6.9 4.6 Ml 65| 43 28 6.1 45 4.5 4.6
Subtotalextrinsic. | 504 | 468 | 579 | 493 | 438 | 564 | 440 | 434 | 44, ﬁ 488 | 468 | 509
Inclassifiable +...vvon| L0 [ 12 [ 7| 0 b 0|0 sl ol ol o 0
NOthINg v ovevivriiniinns 1.8 3 50 1.5 0 15 6.3 12 12.7 5.2 2 102

1Sampﬁla in¢ludes all reapnndéms employed at the specific survey date.”

NOTE: Detail may not add to totals because of rounding.
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TABLE A9, ASPECT OF WORK LIKED BEST BY YDUHG WDMLN
- " BY RACE AND DEGREE OF JOB SATISFACTION, 1968 AND 19711

{Percent distribution)

White Black
Aspect of work o s o N 1971 B
liked best T ~ — T — -
- . Not | re Not o Not ' . Not
ghty | oo [ | Highly [0 | - gy | o | Highly |,
Total s?tlf:flilgyd highly | Total :;g}.gd highly | Total Htffi:l:yd highly | Total miggd highly -
SO | satisfied T | satisfied S [satitied T | satisfied

Respondents: Number ....... | 936 | 574 | 362 [1304 [ 697 | 607 | 323 157 166 {494 | 23 260
“Percent ....... [1000 | 1000 | 1000 | 1000 | 1000 1000 {1000 | 1000 [ 1000 |[100.0 | 100.0 100.0

Intrinsic . | _. |
The workitell .o | 330 | 3897| 238 | 326 | 362 | 284 | 330 | 422 [ 243 | 352 ] 432 | 280
Capacity todowork ... | 28 |. 12| 53 14 ] 21 | 50 f 40 | 29 | S1 | 64-p 29 |96
* Responaibility of : | x M

advancemen! ....... | 36 | 66 43 14 .15 13 29 15 0 | 29 26 10

Other inttindc. . ....... | 44 | 40 1 49 70 | 89 49 6.1 6.3 59 | 52 45 | 59
‘Subtotal intrinsic | 458- | 50.7 | 383 | 504 54 7 45 § | 460 | 549 | 313|497 | 534 | 465
Extrinsic . oo ' | ..‘* ]
«.. Earnings and fringes .... | 72 42 | 120 8.1 19 1| 132 9.2 33 | 150 | 135 | 137 | 133
" Job seurity ... ...l 4 | 0 9 21 1 2 4 0 8 2 0 4
Hoursofwark ........ | 40 26 62 | 17 54 | 104 42 38 | 46 51 34 6.7
Working conditions .+, ..| 35 35 315 | 3l 16 25 34 | 48 20 2.3 6 | L1
Limited pressure .. .... | 10 7 1.3 1.1 8 6 | 27| 23 30 15| 10 19
Supervision ..., ....... | 40 49 | 26 22 | 33 1.0 54 | 48 6.1 20 4 1.l

. Interpersonal . .
relationships ....... | 274 | 286 | 253 | 235 | 256 [ 209 | 185~ 249 | 122 | 197 | 26 | 18]

Company policy and

administration,. . ..... | 13 1.3 1l 11 1.3 9 6 4 9 40 91 0

1T115), S 0 0 0 0 0 0 0 0: 0 0 .0
Other extringic . ....... 34 28 | 43 7 9 4 2.2 1.0 12 1.2 [~ 11 12
Subtotal o ol | |
earinsic .. | 522 | 486 | $72 | 477 | 450 | SLL | 466 | 453 | 478 [459 | 461 ) 458
Unclassifiable . ...ovvveenn |3 20 6] 0 0 0 41 0 9 S I

Nothing .......oocovvee | A7 |4 ) 39 | 6 L [ 36 70 10 ) 19 2| 3| 8

ISample includes all rLspu;!ndﬂntSmelcyEd and not gnralled in schc:ul | NDTE Dglan may not aﬂd to lmdls bemuss ufmundm,g;
it the Spi.'lelL SusL‘y date. .




TABLE A10. ASPECT OF WORK DISLIKED MOST BY MIDDLE-AGED MEN, |
BY RACE AND DEGREE OF JOB SATISFACTION, 1966 AND 1971} :
(Percent-distribution)

' White y |  Black
o Aspectof work } 196.? I 1971 B 1956 L 71-97_,1 _

disliked most Not | Highly Not
Y highly | Total

satisfied satisfied | o fied

Not o | Not
highly | Totl ;‘iﬁ*’d- highly
satisfied T | satisfied

Highly
satisfied

| Highly
Total | isfied

Respondents: Number ....... | 3152 | 1,821 | 1,331 | 2,351 | 1,104 1,247 1,166 597 569 813 | 400 |- 413
Percent ...... | 100.0 | 100:0 { 1000 1000 | 1000 1000 | 1000 | 1000 | 100.0 | 1000 | 1000 | 1000 -

Intringic : _ o |
The workitsell ........ | 45| 29 | 70 | -38 | 19 | 56 | 35| 5.0 55 | 24| 12| 34
Workisdiffialt ... | 30| 21| 43 | 34| 17| 49| ss| 32| 79| ae| 33| 0
No responsibility or chana - .
foradvanement, . ., 7 4.0 1.2 4 2 , _ ’
Otherintrinsic * ... | 61| 62 | 60 | 146 | 146 | 145 | 35| 37 | 32 | 88| 62 | 114
Sublotalintiinsic .| 143 | 116 | 185 | 222 | 184 | 257 | 129 | 86 | 172 | 165 | 109 | 222

Extrinsic : ‘ . ' '
Earnings and fringes .... [ 9.0 8.1 10.3 6.6 5.1 B0 | 161 | 105 | 224 18 51| 100
Job insecurity ......... [ 19 1.6 14 11 9 13 29 2.0 18 1.y 19 6
Hoursof work......... [ 124 [ 115 | 137 B4 | 74 9.3 86 | 100 1.2 54 43 60
Waorking conditions . ... | 9.1 731 117 46 | 2.3 6.6 79 52 | 107 3.1 13 4.1
Too much pressure ... .. 5.1 4.9 55 39 7 49 410 19 29 |, LI - B 15
Supervision............ | .20 12 3 19| 13| 2§ Ll 10 L1 | 18 8 [ al
Interpersonal : .
relationship ........ 1.5 1.3 1.7 121 1.2 13 R 3 8 2 4 0
~ Company policy and ' .
administration . . . ... 2. 1.5 4.2 £ U I A B B X 1 L1 1.3 22 | 14 1.9
Union ..............} A1 2 A el 1 : A 2 4 0
Otherextrinsic ~ | 55| 56 | 53 | 38| 32 | 44 | 51| 47 | 54 | 35| 25 44 .
Subtotal extrinsic . | 494 | 430 | 581 | 350 | 269 | 424 | 464 | 374 | 556 | 264 | 214 | 313

[
Tt

—
.
Tt

. q B : ; N o = i
Inclassifiable ... | 1IR3 LIS [ ILD ] 30| 38 | 22 | 51| S8 | 43 19| 25 i

Vothing .........0......| 249 | 340 | 123 | 399 510 | 299 | 358 | 483 | 227 | 581 | 651 | 450

'Sample includes all respondents employed at the specific survey date, - NOTE: Detail may not add to totals beause of rounding.
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TABLE Al1. ASPECT OF WORK DISLIKED MOST BY YOUNG MEN,
Y RACE AND DEGREE OF JOB SATISMLTID‘J 1966 AND 197(1'
' {Percent dlsmbulmn)

Whites _‘ Blacks
1966 1970 1966 1970
Aspect of work — T I I R - —
disliked most Not | Not Not Nat
Highly | highly Highly | highly - | Highly | highly Highly | highly
Total | satisfied | satisfied | Total | satisfied |satisfied | Total | satisfied j satisfied | Total | satisfied | satisfied
Respondents; Number ..., [1,232 634 598 | 1,865 903 962 489 167 322 | - 661 252 409
Percent....... [100.0 | 100.0 | 100.0 | 100.0 | 1000 | 100.0 | 100.0 | 100.0 | 1000 | 100.0 | 100.0 | 1000
intiin;ic-
Theworkitelr. oo | 53| 18| 92| 83| 35| 127 ] 20| 4| 36| | 28 o1
Work is difficult ... ..., .. 24 1.0 29 2.1 L5 26 59 1.l 8.4 4.6 1.4 6.5
_ No n.-;pgnaxbnluy of , ‘ . ;
chance for advancement . | .8 A 1.6 17| AB 18 | 22 0- 13 18 | 46 3.3
Other intrinsic ........... [ 17.3 18.9 15.6 12.2 10.9 134 154 | 160 151} 126 156 | 107
Subtotal intrinsic ......| 258 | 225 29.3 263 | 207 315 26.0 17.5 294 | 28l 4.4 | .30.2
Extrinsic
Earnings and s .. N 124|110 138 Lol ] 152 e | 159 | 24 | 168 | 79| 23
Job ins¢eurity ... o0\ Lo \ LY “}i 0 1.3 1.2 L3 11 21 1.5 25 19 S0 Ll
Hours of wmki e 3| 14 | 153 124 1231 124 | 86 87 8.6 1.3 6.4 7.8
Working i:nndnmns. AP R X - 21 5.5 5.5 12 5 34 [ 33 3.5 18 26 4.5
Too much pressure ... 1.6 1.6 1.5 23 2.0 26 S5 0 8 4 6 2
Supervision ..............| 33 2.1 4.6 12| 20 42 | 24| 10 32 |0 20 10 1.6
‘Interpersonal rLl.]ll!mihlpi 1.5 1.3 1.7 1.6 1.5 1.8 1.2 24 6 1.4 9 1.7
Company policy and _ - : .
administration. .. & ....| 3.1,| - 25 36 | * 40 3.0 49 27 1.0 36 2.5 24 15
Union ... .. oo PR B N B ) al 3] s a2l oo 3| oy o 1
Otherextrinsic...........[ B84 1.5 9.4 1.6 Ll 23 6.1 7.3 -0 0 9 3 1.3
Subtotal extrinsic ... 482 | 408 | 567 | 430 | 348 | 515 | 468 | 4LL| 00 | 61| 226 | 441
nclassfiable. ............. | 28| 39| 16| & S| 7| 2| ] o0 1o 1
Sh::thing e LT 324 124 | 296 | 441 | 163 69 | 410 | 196 | -359 | 527 | 255
IS!‘“PE includer all I‘ESPnndEm! employed afid not enrolled in school  NOTE: Detail may not add to totals because of fﬁ;;nding;

H the specific survey date,

[



TABLE A12. ASPECT OF WORK DISLIKED MOST BY MATURE WOMEN,
BY RACEAND DEGREE OF JOB SATISFACTION, 1967 AND 1972' *
’ (Percent distribution)

Whms | Blacks
1967 Cn | 967 . .| - w2
Aspect of work T T T T — _ ]
© disliked most | Not : o | Net Not Not
' ' Highly | highly Highly | highly Highly | highly Highly [ highly
Tutaﬂ .sn_!sfiéd satisfied | -Total | satisfied mtnsfied Tntal‘ satisfied | satisfied | Total | satisfied |satisfied
L e I e R N A , e
RLspundLms Numbet . ... ..., 1619 (1,097 521 | 1,633 950 683 809 430 379 681 339 342
 Pergnt ........[l00G | 1000 | 100.0 | 100.0 | 100.0 { 100.0 | 100.0 | 100.0 | 100.0 |.100.0 | 100.0 | 100.C
Intringic .
Thework itsell ...l 38 | 10 | 96 | 31| 12| 72| so0| 5| 16| 37| 12| 64
* Work js difficult. . ...V 0. 4.0 20 | 82 39 12 6.2 3.0 14 49 | 28 L1 4.5
No responsibility or ... ... .. | ‘
chanee for advaneement . 3 2 1.0 3 3 3 5 K 3 3 2 5
* Other intrinsic . ....vvv0 0] 135 148 || 107 18.8 179 | 201 1.0 79 | 148 | 169 | 160 | 178
Subtotalintrinsic ... ('218 | 180 | 205 | 267 | 2.6 | 338 | 195 | 104 | 306 [ 237 | 185 | 22
LExtrinsic
Earnings and ffmy:s. s 67 5.6 89 | 69 | 64 75 | 144 | 106 [ 193 | 105 8.7 | 124
- Iob m,&cunly. TN 6| . 4 b -4 | 6 6 "6 6 1 6
Hours of wark e 941 94 94 | 78 6.7 9.4 66 | 6.8 6.3 5.9 6.3 55
Wu:kmg.(und:!mn& ceenad| 48 34 7 3.2 2.1 49 39 29 5.1 244 22 16
Too mut:h PIESSUTe. .o ev ... 41 35 54 47 | 4.1 5.6 1.6 1.3 20 1.0 9 1.2
Supefvision ..............| 16 ) 15 271 13 47 | 29 1.8 43 | L6 9 22
ln;{rpusan,u fLLﬂIDnﬁhlpi 2.0 1.7 ] 28 25 2.3 29 | -1l 91 14 1.5 1.4 16"
(;i:xrnpdny policy and : '
administration . ......... 25 16 23 |~ 24 1.6 3.5 12 31 32 2.7 1.8 36 -
./ Union A A . 3 3 A 2 4 0 2 0 R
Other extrinsic. .« ... o.....| 5.7 52 6.8 4.7 4.1 54  '56 6.7 4.4 50 | 4.2 5.8
Subtotal extrinsic . ......| 374 328 474 358 2.3 44.7 40.1 | 351 46.6 L4 27.1 36. D
Undaﬂilf!,jbh !7:- Pet:otrrsra 4-] . 4:1 4.2 .2 . ,2 i] 1.7 1,2 2,3 D D - ﬂ \
Nothing ..o o 366 | 452|186 374 | 487 | 215 | 386 | $52 | 28 | 41| sha-| 39

!Samplg includes all respondents employed st the specific suﬁéy date. ﬁQTE: Detail may not add to totals because of rounding.
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TABLE A13. ASPECT OF WORK DISLIKED MOST BY YOUNG WOMEN,

BY RAC[ AND DLGRLE OF JOB.SATISFACTION, 1968 AND 1971'
{Pereeit disiribution)

_White Black
" 1968 1971 1968 1971
Azpect of work = — — — S -
disliked most Not . Not Naot Not
: Highly | highly Highly | highly Highly | highly . | Highly | highly
Teotal |satisfied ysatisfied | Total Jsatisfied | satisfied | Total {satisfied [satisfied | Total Falisl‘iéd satisfied
. . . - R — —1— —r — —
Redpondents: Number .. .. ..........| 936] 574 362 {1,304 697 607 |- 323 157 166 | 494, 234 260
Percent...............(100.0] 100.0 | 100.0 |100.0| 100.0 | 100.0 {100.0| 100.0 100.0 }100.0 100.0 | 100.0 _
Intrinsic ‘
The workitself ..............| 9.2 3.0 18.9 10.5 49 | 17.1 6.2 2.0 10.2 6.4 2.5 10.0
Workeis difficult..............| 3.4 2.6 4.7 271 1.9 3.5 313 1.3 5.2 35 1.7 5.1
No responsibility or ' N : ‘ '
chance for advanecement ... ..| 1.4 .9 2.1 3.5 .29 4,3 1.2 1.0 1.4 31 26 3.6
Other intrinsic . ..............] 9.7 9.7 9.7 | 151 14,7 15.6 8.2 8.2 ‘8.3 7.5 8.7 6.5
Subtotal intsinsic . . ... 23.7| 16.2 354 | 31.8| 244 40.6 | 189 125 25.1 | 20.5] 15.5 25.2
Extrinsic
Earnings and fringes...........1 812 8.2 8.3 9.4 6.8 124 | 11.8 8.5 14.9 | 10.1 5.5 14.2
Jub insecurity ............... .2 4 o .8 4 1.6 1.9 1.1 |. 2.5 g9 .5
Hoursof work ...............| 11.2] 11.2 11.3 B.6 8.9 8.3 | 13.1] 11.5 14.7 | 1441 124 16.1
Working conditions ...........| 34| 2.3 5.1 24 2.1 2.6 241 25 2.4 1.4 1.0 1.8
“Too much pressure ...........| 4.1 34 5.2 4.1 15 4.7 1 31 15 2.7 14] "1.0 1.7
Supervision ............ covs| 46 3.9 5.7 36 ‘1.6 5.9 3.2 .5 5.7 5.0 2.8 7.0
interpersonal rLlalmmhms. N 3.1 4.8 2.6 1.9 | 34 3.0 2.9 3.0 2.3 2.2 24
Company policy and ‘ ,
administration ............] 3.0 2.3 4.1 318 310 4,7 3.2 4.1 2.3 2.6 1.3 38
Union ~..oovinnn.an, ... O 0 .1 .2 0 4 0 0 0 | 0 .3
Other extringic . .. ..... P 18 3.3 4.5 26 1.3 19 4.2 4.9. 3.6 4] .3 .3
Subtotal extrinsic 42,21 379 49.1 | 38.1 29 5 47.9 | 45.5| 39.5 51.8 | 384 274 48.1
Unelassifiable . . .. ... .............. 1.2 1.2 1.3 .1 N 0 1.2 .9 1.5 . o .3
Nn!h!ng ......................... 32.8] 44.5 14.1 29.8] 46.0 11.0 | 34.1 47.1 21.5 | 41.0| 57.1 26.4
''Sample includes all respondents employed and Aot enrolled in NOTE: Detail may not add to total because of rounding.
schaol at the specific survey date, : ‘
. =
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Where to Get More Information

For more intormation on this and other programs of research and development funded by the Employment
and Training Administration, contact the Employment and Training Administration, U.S. D 2partment of
Labor, Washington, D.C. 20213, or any of the RegloﬁalAdmnm;traturgfarEmpluymc.mand Training whose

N

addresses are listed below

Location
John F. Kennedy Bldg.
Bosten, Mass. 02203

1515 Broadway
New York, N.Y. 10036

P O. Box 8796
Philadelphia, Pa. 19101

1371 Peachtree Street, NE
Atanta, Ga. 30309

230 South Dearborn Street
Chicago, lil. 60604

- 911 Walnut Street
Kansas City. Mo. 64106

Griffin Square Bldg
Dallas, Tex. 75202

1961 Stouﬁ
Denver,

450 Golden Gate Avenue

San Francisco, Calif. 94102 -

909 Fjrst;i\\?enué
Seattle, Wash. 98174

States Served

Conneclicul -
Maine

Massachusetls

Now Jersey
New York
Canal Zone

Delaware
Maryland
Pennsylvama

Alabama -
Florida
Georgld
Kentucky

lHnots
indiana
Mlc;hégaﬁ

lowa

Kansas

Arkansas
Louisiana

" New Mexico -

Colorado
Montana
North Dakota
Arizona
California
Hawaii

Nevada

Alaska

. Idaho

New Hampshire
Rhode Island
Verman!

Puerto Rico

Virgin Islands

Virginia
Waest Virgimia
Dl strict of Columbia

tAississippt
North Carolina
South Carolina

' TéﬂﬁéSSéE_

Minnesota
Ohio
Wisconsin

Ml :S0Uri
Nebraska

Oklahoma
Texas

South Dakota
Utah
Wyoming

American Samoa
Guam :
Trust Termmy

reqo |
ashin gt@ﬁ

E |D|‘



