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Abstract . ¢
Hult.ivariate‘analéses were used tO. compare jop satisfaction levels and
attitudes o_f 47 administrators -and outpatient staff working in two
comprehensive commnity mental health centers. No significant dif-
ferences were fc.mnd“ 'b;et".veen administrators and staff., The analyses also -
revealed no-inter-agency ﬁoi: satisfaction differences. However, the
agencies were d;fferentiatbd with respect to-specific perceptions re-
lated to political issues, .intt'a-oiganizationil cbmunic;tion. and use
of individual initiative. The present reseag;h. in contrast to pre- -~ .
vious studies of mental healty personnel, focuseé on the professionali
Findings replicated past research in that males who work ‘in mental
health agencies have job satisfaction levels lowér than other comparably
educated individuals. In the current study this ;xistéd despite ;avor-
‘ablé [ sxceptions of their work. Discussion considered the meaning.of
. promotion within mental héalth organizations, use of instruments fér )
making inter-agency gomparisons. and suggestions for future research
focusing on political and work characteristics of public ‘sector organ-

<

. izations.
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deliverer (Cherniss, & Egnatios, 1978; Cherniss, Egnatidh, & Wacker, 1976;

.‘ ‘. 2
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Job Satisfaction and Atgitudés of Professionals

in T™wo Cgmmunity Mental Health Ceﬁters :

1

. Despite/}he large volume of job satisfaction research "(cf. Brayfield
. - ~ . .

-

& Crockett, 1955; Dehlinger & Perlman, 1978; and Vroom, 1964) available,

these investigations haée largely utilized workers in industrial settings,

leaving professionals, particularly in the public sector, the "forgotten

staff" (Scholom &.Petlmgn. in press), Saréta.(l974). f&r example, docu-

. ° . v
mented fewer than 20 empirical studies conducted with workers in human
gervice settings. RS . < e

. : D
Since 1974 interest in job satisfaction of members of one type of

'~ public sector organization, the mental health professional, has increased.

' This is reflected partly’ in a growing number of articles regdrding the

"burnout" phenomenon (Freudenberger, 1975, Maslach, 1976; Maslach & Pines,

s »

1977; Pines & Maslach; 1978; warnath & Shelton, 1976)‘as well as research
ﬁ.

ihvestigating the job satisfaction and attitudes of the mentgl health care

-

Folkins, O'Reily, Roberts, &.Miller, 19i7; Sarason, 1977; Sarata, 1974;
1977; Sarata & Repucci, 1?75: and sSarata & Jeppesen, 1977). This research
suggests that agency and job desiqﬁ variables, such as agency policy or
orqgnig;tional goals and procedures, are salient to job satisfaction
among' mental health staff. 1In addition, (d4) a men;al health workers'
feelings of accomplishment are an influenée upon job satggfaction. and

(b) .mental health workers' job satisfaction has been reported as being

below that of same sex individuals with comparable educational levels.

3
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However, such fin&ings are limited by the methods.apd statistics employeé:
sp?cif;cally. failure to study p&tentially important agency characéeyistics..
inapprog;iate grouping:of individuals, a lack of focus on administrators,

few intra-agency comparisons, limited instruments, and incomplete

statistical analyses. Each area is briefly reviewed below.

[N
-

ﬁdditional informaéion'woﬁld be realized if investigators studied
staff and a&ministrat§r~3ttitudes which stem from unlqpe characteristics
of public sector mental health ggenciéé in which. they wérk (Goodstein,
1978; Maloof, 1975). Addressed in the present st(dy were (a) Poli;iqal
concerns, ‘i.e., aqency-st;ffurelafionships with unified.sexvices and

county boards, and (b) issues of authority and decentralizakion"?i.e.,

. . 6
+ the utilization of staff judgment (discretionary power).

4 .

A mental health organization is composed of a variety of'individuals

a

with differing educational levels, roles and responsibilities. -Past

research (Cherniss & éqnatios. 1978; Sarata, 1977) haé,tended to
treat the'p&pulation as homogeneous. .Saraba studied three agenaies

»

which provided sggvices.to the mentélly retarded, and reported, the
average worké;'s education yqé just over 12 years. Whether those with..
bachelor or more advanced degrees were iﬂgluded with these workers

in the job satisfaction analyses was unclear. Thg work of Qherniss and
Fanatios, who studied 294 workers from 22 mental health programs, alsc
reflected this trend toward homéqeneity. Data.presented for the work,

supervision, and co-worker categories for the Job Descriptive Index (JDI)

(smith, Kendall, & Hulin, 1969) was separated for male staff with three

L4
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. “years of college or more, male staff with less than three years of
. ¢ollege, and female stdff. However, supérvisory staff (never defined)
were not treated as a separate unit. How many part and full-time staff

comprised their sample was a'so unspecified; it appears that data from

®

- the two groups was analyzed as a unit. Dehlinger (Note 1) found that

]

part-time mental health staff expressed significantly greater satisfac-

tion with their work and supervision than their full-time countergarts.

Thus, by combining data from part and full-time workers, Cherniss and

' Egnatios have made it difficult’ to accurately inter} ret their results.
o > The mentai health administrator is truly a forgotten organizational
mﬁtPer in that no job satisfaction data could be found for them. &n
a&&inistrator's“impact on an organization can'be great. Their turnover
rate, if high, is not merely costly in'deller amounts but may affect .
ageney functioning end staff attitudes ane perceptions.. Further, an
administrator with low job satisfaction certainly provides’poor modeling
for othex personnel. The present research placed special gmphasis on

4

studying mental health administrators, and included analysis of
X -

similarities to, and differences from, service delivery. staif.

The work ef Sarata (1977) who compared d;ta from separate agencies
needs to be expanded in order to obtaie an understandinq”of oublic
sector organizational characteristics and staff job satisfaction levels
and attitudes. Theses éata would also provide information on the

relationship between these variables and others such as turnover rates,

and quality of health care delivery.

)
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The instruments utilized in mental health job satisfaction research
remain limited. Almost all investigators have utilized the JDI, but
it is unclear whether this instrumenf is semsitive to the characteristics
of human service organizations. For example, Cherniss and 'BEgratios

omitted the pay and p;omgtioﬁ scale from their research. Sarata (1977)

» . . ] .
found that the JDI did differentiate staff from three agencies on the
]

work and co-worker scales. - However, given his''large sample size (n = 222)

and the utilization of questionable statistical analyses (see below)
the utility df*%ﬁé JDI in mental health job" satisfaction research is
sti}{ not determined. Research, (the present work included) has also
made extensive use of “"tailor-made" questionnaires, aimed at spec;fic
issues in need of answer. Althngh’%his approach‘has provided ;aluable
information, the rgliabiliﬁy and validity of'these instruments remains
to be documented.

Lastly, because of the multidimensional nature of job satisfaction

(Smith, et al., 1969) as well as the multiple statistical comparisons

often made, use of univariate analyses makes it difficult to determine

. overall differences between agencies. For example, 3jarata (1977)

utilized 13 two by three (sex by agency) ANOVAS and r ported three
siqnificant.gqency differences. Howe&er, assuming independence of

tests, the number of significant (p<.05) effects expected by chance from

39 F tests (13 ANOVAS on Two factors) is two. Given this, it is difficult

to determine if in fact the three adencies did differ on job satisféction

dimensions. The use of multivariate analysis of variance or multiple

. .. . . . >
digcriminant analyses would have answered this question
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,The.pfesent regearch sampled the administratogs and outpatir
staff from two .comprehensive community mental health centers (. ’o
The research applied multivaﬁiate techniques to achie#e the follcwing
"goals: (a) determination of:thezability-of the JDI to di ‘ferentiate.
between two agencies, and (b) determination og inter and intra-agency
diffe¥ences regarding staff and administrator job satisfaétion levels
and perceptions of gbei; respective organizations. |
Agencir.s ,
:Permission to survey adminisﬁrators,and outpatient staff was
obtained from Inland and Lakeside CCMHCs, both located in midwest
communities with populations of 32,000 and 90,000 respectively. Both
provided comprehensive mental health services to multi-vﬂupty catch-
mént areas (city and ruéal). Overseeing their.éper;tioﬁé were Unified »
' “~n

Services Boards who reported to the county boards.

Subjects

[
L]

Wwiihin each of the agencies, §11 full-time outpatient and adminis-
trative staff were identified. The former were primarily engaged in
psychotnerapy and/or consultation and education efforts, while the
latter included department heads and administrators functioning through-

_out the agency. In the Inland and Lakeside agencies there were 32 and 39
possible participants and 25.and 27 questionnaires were returned,

yeilding response rates of 79% and €0%, respectively. Of the 27
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guestionnaires from Lakeside, three staff indicated part-time employ-

,mnnt status, and the employment status of two other staff proved
impossible to categorize. thus these questionnaires were dropped from
the study. ' ©

The.predominately married sample-(é9%) consisted of 64% males and

o

34% females (2% not responding) There were 30% administrators and
70% outpatient clinical staff, with 11%_having high school diplomas, °

21% college degrees, 55% master's degrees and 6% Ph.D.'s (6% missing

. data). Their salaries were in the middle income bracket, with 17%

.earning less than $12,000, 58% earning between $12,000.and $18,000,

and 25% earning more than $§18,000. The'average age of the respondents
was 38. 3 years; the average .enure was 5.98 years for Lakeside and
2.87 for Inland, respectively .

\

Instrumepts = *

-

Two self-report questionnaires were employed. The first was the

r

“Job pescriptive Index, which seeks to assesds five variables which

factor analytic studies (Ash, 1954:; Baehr, 1954; 1956; Wherry, 1954)

\

have consistently reported as salient to the overall concept of job

satisfaction. These variables are: work, pay, promotion, supervision,

and co-workers. Five JDI categories, each corresponding to one of these
variables, contain series of phrases which describe the particular
aspect of the job Lituation relevant to that variable. Smith et al.

(1969) cited numerous studies which found a high degree of discriminant

and convergent validity for the JDI. Furthermore, they reported

-
-t
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minimum correlations of .70 gﬂd .80 with several other méasures of

satisfaction, éé w2ll as sg*it-half internal consis ancy estimates which

L}

averaged about .80. The JDI has been accepted as a highly reliable
and valid measure of job satisfaction (Vroom, 1964). Partibipants
. were asked to respond to standard JDI instructions. ' Scores were computed

aécording to the methodology of Smith (Note 2).

4

“The second survey instrument‘employed. the Job Attitude Survey

.

for Community Mental Health (JAS),.utilized a series of one to séven

continua, representin§ def;nite disagreement to definite agreement.

L3

3

Participants were asked to circle the number which most closely resembled
their agreement wi;h a statement presented in each of 26 corresponding
qﬁegtions about their job. (See Tablg 1)." These questiohs reflected
organizational dimensioﬁs thought to be related to mental health work
. and‘thereby examined communication, pay-promotion-supervision, relatién-
ships with governing boards, and individual posi?don characteristics
BN .(authority; opportunity for independent decision making, growth, autonomy,
| etc.) Demographic data were also obtaineé (age, sex, highesg\degree
earncd, tenure, hours worked/week, maritals status, and salary). Respondent
income levels were approximated by haviny respondents indicate which
one of six ranges included their salary (less than‘SB.OOO. $8,000-
$10,000, $10,000-$12,000, $12,000-$15,000, $15,000-$18,000, and over
$18,000 per year).
Procedure

A detailed, written account of the purposes of the research and

procedures to be sed in conducting the survey was presented to agency

lu
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- v . Table' 1l . .
' The 23 JAS Items by Category with Means arnd Standard Déviations )
. . ) ) . Standard
JAS Item # " Pogition .Characteristics : Mean Deviation .
- 7 - ~ . ——— S t—————
2 Opportunities for training and growth 5.28 1.66
- ¢ . ’ ' .
3 A sense of accomplishment ' " ‘ * 6.02 1.07 |
‘4 Opportunity to use'individual‘ﬁddgment and initiative 6.51 " .80 °
5 Sense of responsibility ' .. 6.40 . .92 ¢
7 - ¢ Best utilization of knowledge and training 5.0Q *1.76
8 Freedom to pursue individual job interests . @ . 5.34 v 1.43
Y
9 Contributés to community mental heslth 6.28 u .93,
15 Flexible work schedule 5 70 1.61
‘ Lommunication : |
10 Opportunity to talk with other staff i;foi'mally 5.51 1.63 .
12 Adequate input'to administrative policies ' _ 3.96 2.31
14 " Like to participate in social actiyities . '.
with colleagues during working higurs . 4.00 1.81
16 Adequate communication between departments . © 3,707 1.96
18 Sufficiently aware of work activities of colleagues 4.57 1,8¢
11 is narticipating in scheduled me. ..ngs important ) 5.40. 1.47

-

11
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. Table 1 - continued . :2 T, K
' e . . f Standard
JAS Item # Supervision . . » Mean Deviation
.13 Adequate support from supervisor - Y 4.94 1.96
19 Receiving adequate feedback ) . 4.19 ] 1.95
Board Relationships . . . oo ‘
. " ' A 4 T ~,:‘ -'
20 Good MHC-unified Board working relationship 4.62 1.89
21 County Board has adequate understanding of MHC 2.51" "1.50- ,
.22 "' Good County Board and MHC working relatibnship .3.51 .. +1.85 .
n .’
Pay and Promotion ' ' . ot )
Do L S a
R | ®  Anticipate promotion in future o P 3.19 . 2,08
17 Would view position more favorably. if salary
" & were increased : ' 3.72  ° 2.2%
6 ‘. Salary comparable with opposite sex in same position *5.40 1,97
23 Would you leave if similar job offered elsewhere 2.94 1.83

-
-~
-~ - - . R

¢ . .

-

) .
al=de£init€ disagreement to 7=definite agrerment

Y
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“staff‘andfadmiqistgétors. This was followed by a group mee.ing to

.
< .o

discuss the propoéed study. Anonymity and gonfidentiality regarding

information obtained from individuals were emphdsized.n

Each particxpant recexyed a survey packet containing a stamped,
L ] \

addressed envelope; a detailed instruction sheet; and the two éprveys.

The instruction sheet contained a description of the procedure ;ég .

completing the questionnaires and another statement of the purpose Of

-

the sutfd with adsurance of pafticipant anonymity. Surve§ packets

rd

were labeléd by employee name and job title, with instructions
to remove this identification pribr to their reti. **. All packets
were distributed in employee mailbokes by a CCHMC £f member who
did.not'otherwise participate in the survey. Pfovisions were m@de
to discuss resultg of the research with CCHQE staff and administrators.
‘ Results

_ The results are dibided }nto.four domains:- (a) JDI and JAS
desériptive rgsults, (b) relationshipé between ;he demogfhphic
variables and JDI and JAS items, (c) relationships between the
JM scales and the JAS questxons. and (d) agency and position
differences. Despite the s«mple size, as an initial study of
mental health professionals; multi;arigte statistical procedureé have
heuristic value”By allowipg‘the above mentioned comparisong. Before
these results,y@re prééenéed,“however, it is important to note that the
aqégéies differed significantly on only one ‘demographic item; the

members of Lakeside agency were longer tenured than Inland agency

patticipants, g(43)=2.58, p<.02.

¢

-~
»
-
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JDI;and JAS Descriptive Results
To.determine the relative‘job gatisfaction level of the present
samples, the nagm tables developed by Smith et al. weré‘;mployed. ‘
Sﬁith et al. suggested that those norm Eableg'mlght be uég§ iﬁ the
variances for a particular sample were comp§rable to the‘variances of

the JDI male and female normative groups. A test for homogeneity of

variance (Winer, 1971,'p. 37) indicated nonheterogeneity for the female

data, and all male data e;cepting work, F(1970, 29) = 2.08, p<.0l. The
work scale standard deviations for the male sample ané norm group were |
7;30 and 10.54 respectively.- Given this single difference, comparisons
made with the norm sample may be made with confidence.

The samélg studied was unique in Egat it was much' better educ;ted
than thé éve;all JDI norm groﬁp. The manual for the JDI, however,
presents normacive tables stratificd hy sex; and years of education. These
tables present percentile rankings for the separate groupings, and tﬁﬁs
it was possible to explore the relative ranking of the memberg of the N “
current sample to members of groupé of approximately the same education
levels. This was accomplished by using a.Chi Square goodness of fit test
with one degree of freedom. The present sample was dichotomized into
those scoring above and at or below the 50th percentile. These
frequencies were then compared with the expected.frequencies»based on

508 ¢of the sample appeafinq in each of the cells (see Table 2 for these

percentages and Chi Square analyser).,
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As the 923 square analyses in’'Table 2 display males were significantly

below the Sbth percentile on four of the five scales. Only on promotioni
did the» not differ from the nor; sample. For females none of the five‘
JDI scales differed from the norm sample. Job satisfaction of tﬁzée male
mental health staff and administrators appears to be below the median
for groups of comparably educated individuals.

Table 1 presents the means and.sténdard deviations for the 23 JAS
items. 1In general, the items dealing with position characteristics were
tequuded to;most positively, pay and promotion, and board relationships

must negati.ely.

Demograrhic Relationships with the JDI and JAS

The demoqrapﬁic variables of éducation level and martial status
were not significantly related to any JDI or JAS item. The number og'
hours worked was not analyzed beca&se all but one respondent indicated
the§ worked 40 hours a week. Further correlational analyses indicated
that only three of the JDI-demographic correlations were significant: ._
age with co-workers, r(45) = .29, E<.0;T\\$nure with work r(43) = .31,
p-.05%, and salary with pay r(44) = .35, E?;31). ‘

There were 21 significant, correlations (p<.05) between JAS items

and demoqrapﬁic v§riables. Because .nany do not bear digectly on agency-

1]
[ 4

administrator differences to be studied, only summary information is
provided. The older the employees, the more positive their attitudes
were with respect to internal communications and communication with the

unified board. Salary relationship® showed that more hiz?ly paid

-

~ -
o
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/ Taple 2
Percentage of Sample Scoring Above the 50th Percentile

of the JDI Stratified Norm Sample with Associated Chi-Square Analyses

v [

L]

JDI Scale ) Males Females
, " . ' Percentage ChiJSguagg? Percentage E Chi-ngareb
Work 268 7,264 a4s -
Pay " 29% | 5.45% ’ . 50% -
< Promotion 35% - 50% . -—
. ¢ ® Supervision 26% 7.26%+ 448 -

Co-Workers 27 5.45% " 38% -

aBased on nor group with education lewgl about 15 years
bBased on norm group with education level jbove 8 years
*pc.025

*E< . 01 ’ .o "

a-ny,




15 .
employees saw less opportunity to interact infornally, as well as more
favorable relaéionships with the unified board, and perceived equality
in pay. These correlations are confounded by the fact that there
exisgf a significant sex by salary relation with fewer females at higher
pay levels. Those with ionger ;enure were more positive about their
positions, more positive about interngl and axt;tnal communiéations
and indicated they were less likély to leave or go feel better about
tAe jcb ig it had higher pay. Females desired less social contact °
than did the maies, felt unde;paid for comparable work, and perceived
poorer reiﬁtionships with the unified board.

Relationships between .JDI and JAS ¢

To determine the relatiénsﬁip between the JDI scales and the JAS
items, Pearson product-moﬁent correiétions'were calcqiat§d beéween the
‘two sets of variablgs. Table.3 presents the gignificant correlations
(gf.05)~5etweep‘thé two sets of terms. Of 115 correlations, 59 were

g

significant; the supervision scale had the fewest significant correlations

(8), while proﬁotion had the mest (17). Four of the JAS items correlated

significantly with ..l five JDI scales (a sense of accomplishment, best

utilization of knowledge and training, pursuit of individual intérests,

+

and receiving adequate feedback). Several itéms correlated with four
JDI scales ané only three JAé'&tems were not significantly related to
any JDI scale. The overall median correlation was .29 and the median
significant correlation was .41. While there were some significént rela-

tionships between the two questionnaires.'the two instruments apparently

(wera not measuring exactly the same job dimensions. N

Y.

~d
>
s
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Table 3 R .

Significant Correlations betwéen JDI Scales and JAS Items

JAS Itéﬁ # . .Work Pay Promotion Co=-Work: Supervision '
1 , C 31
2 | 48
3 5w e 47 32
4 %6 a2 ) 2
5 ‘ 31
6 4 sl 49 40
7 50 36 50 31 37
8 45 29 45 45 36
.9 .38 41
10

)

, 11 .

12 40 b 68 a3

13 3 L. 41 . 33 ; R 55
14 31 ' . ] |

15 | . : ¢
16 56 33 41 50

17 . ~-35

18 34 42 41 32
*19 44 31 57 53 38
20 . 42 42 53 33

21 ‘ 19

22 ’ 48

3 4 ~32 -47 32

dinderlined correlations significant at the .01 level, all others significant
at the .05 level.

-

'8 .
¢ .
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While the correlations provide useful and interpretable results,
. oy, * : '
° they do not aliow a determination of maximum.overall relationships between

-

the two instruments. Therefore, a canonical analysis was performed.
which yielded two significant correlations, 3(115).= .95, p<.001;

R(88) = ,88, p<.0l. While the zero order correlations indicated that
thé"éw5 instruments were rot measuring identi;al concepts; the Eanonical
.reiationships_do show that the ;nstruments‘are related at a constrﬁct “
level. However, because of problems‘lnherent in the inteypretation of
;anoninal coefficient weights kﬁlpert & Peterson, 1972), further
analyses of the instruments' construct relationships were left for future
'studies. . \

Agency and Position Differences

<
Because of the multivariate nature of the two instruménts, six

Multip}elbiscriminant Analyses were performed to assess &gency and
positio; differencgs; For each instrumeqt three discriminant analyses
were performed: (a) cbmparing positiég by agency, partialing out agency
o and position main effects; (b) comgfring agencies ignoring position; and
(c) cémpatinq administrators and staff ignoring aqeney.j

No significant differences werg-found for the JDI scales among 511
three analyses, indicating that the gwo agencies and administrator~sta€f
job sarisfaction levels did not differ. In definite fontrast were the

»

results for -he 23 JAS items. While the results\of the position analysis

Ey

¥
and agency by position analysis were not significént, the agency analysis

Chi
vielded one significant function, X (23)

79.48, p<.001l. Table 4
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presents the standardized discriminant weights and JAS means with

corresponding F ratios for all items which loaued above +.40.

&'

The standardized weights in@icated two sets of items discriminaéing

! 'tween the grqups. The firstfpair. weighted positively, dealé with
input' to policies &nd communication between depgrtmente (intra-agencf
communication) while the second ;air of items} weighted_negativel;.
dealt with understanding by the county board and the ability to employ
iqﬁividual judgmpgt and initiative. The group.centroidé were 1.00 igr
Lakeside and -.88%“for Inland. These two agencies in comparison to

each other can be'dgécribed as félloﬁgz' Lakeside agency perceived .,

e . -
poorer understanding by the county board, less ability to: employ

indiyidual judgment and initiative, and'relati"éiy positive internal

)
r

communication. " Inland agency, in contrast, perceivéd better board .
undeistanding. greater ability to employ individual judgment and
initiative but poorer internal communicatidﬁs. -
Discussion
The\;esults of the present stud§ suggest the following conclusions:"
(a) job satisfaction and attitude characteristics of administrators

sampled did not differ from.those of ouvtpatient staff; (b) job satis-

‘faction of male administrative and outpatient staff was significantly

lower than comparably educated individuals; (c) a general measure of
job satisfaction, the JDI, provided important information, but did not
discriminate between these two public sector agencies; (d) one public

sector organizational component, understanding by the county board, served

-t
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' Table 4
JAS Item Standardized Discriminant Function weiqhté'with

Means for Inland and Lﬁkeside Agencies and Corresponding

’ _1’: Ratios o s
. . 4 . . . . a
Jﬁs Items . Weights JAS Ftem Mean F

R Lo Lakeside Inland y

4 Individual Judgement & Initiative -.48 . . 6.45 6.56
21 County Board Understanding ' -.62 " 1.59 3.32 22,89%%%
12 Input to Policies .58 o 4.73 3.28  4.98
16 Communication Between Departments .51 -~ 4.45 3.04 6.91%*

» L]

a - . ..
1=definite disagreement to 7=definite agreement

» LY ’ &
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to clegrly differenti between the two mental hgalth centers; and
(e) despite relatively low levels qf job éatisﬁgdtidn. the"ﬁentai health-
professionals perceived that their positions provided them with feelings
of accomplishment, reséonsibilit?. and freedom for individua} judgment
and'initiative.

In the present.study. administrators and outpatient staff wave
similar with regard to levels of job.satiéfaction and.attitudes, as
meggured by two independent instruments (thg qpl and JAB). Such out-
comes Aay be due to the fact that many administréiorﬁ engaced in some
direct-service work. In addition, statistical analyses revealed no
sié;ificant demographic diffecences between the two groups. In short,
although combining the data of admiristrators and outpatient staff was
.suppokted‘in the présént étudy. the possible differences between these
two groups must be explored further. . ‘

Results also partially support.Chefniss and Egnatios's findings in
that mélés who work in the mental health arena possess job satisfaction
levels lower than compa rably educated individyals: This apégﬁrs to be
trué.evén thoLgh the.presentastudy included on1§ the mental health
professional (as defined by education level, salary, and work functions)
whi;e the Cherniss and Egnatios samgle inclu.'ed paraprofessionals with
other mental heglthditaff. The female job satisfaction levels may be
an artifact of the JDI norm table characteristics which combine all
females with educgtional levels of eight yéars and above' into one

. v .
category. Such,a circumstance may make the female professional's job

¢

e e

X
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satisfaction appear to be mbre favorable than it is in realtiy because,
in general, the JDi norm tables who a positive relationship betweeh

satisfaction and education level.
~
. o

It is also important to note that the JDI promotion sgale was

14

" highest of the five scales for males and females and was significantly

’

related to many JAS items. What significance does promotion have

witpfh a mental health care delivety.setti;q wﬁ;n staff typically are
hired for a qpécific position with little meaning attached to "moving up"
én orqanizatigﬁal Tladder? Future research will necessitate develop~
ment of a clearer definition of the concept of promotion within the
mental health delivery .system.

"Tailor-made" questionnaires which gocus on public sector
organizations may coniinue to provide useful information about the.
attitudes of workers and professionals. In our research the item
concerning pnderstgndinq by the county board (a political issue}
discriminated between Lakeside and Inland. Input to agency policies
- and communication beeren departments also discriminated betweeg the
two agencies. An expans{on of the JAS with respect to.?he influences
of political entities on the mental he#lth delivery system would
seem to be needed. Presently the JAS is~beinq expanded along the
lines mentioned ab ve.

The siénificant effect of goﬁmunication as differentiating between

agencies must be Qiewed with caution. Lakeside had significantly

longer-tenured staff than Inland. Further, tenure proved to be

s
D ‘
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significantly correlated with communication. Tenure appears to relate °

pcsitively to many attitudes about the professional's work. Thus

°

the distinction between the two agencies may be on tenure rather than
T .

communication.

.
o' .

The data reported in the current‘étudy indicated that, degpite
'éeelxngs of accomolxshmenq\_a sense .of respcnsibility, and use of

initiative and judgment being ratedﬁbighly (all over six on a one-

L3

seven scale) by administrators and outpatient staff, their job
satisfaction levels were still iow. Thus, for the mental health

professional working in a phblic sector organization, such relatiéely

L

-

positive perceptions of work characteristics were not sufficient

‘to produce{even average levels of job satfsfaction. To improve the

.
9

mental health professional's job satisfaction:'it is not clea:,whether

.

v

jobs need to be redesigned (as Saréta argued) to p}ovide for maximum:
levels of accomplishment, res iﬁility, and initiative, or whether
. there exist other aspecté of work (Cherniss & éénatioé, iﬁ press;.h
T Goodstein, 1978, Sarason, 1977) affecting the professional's job
satisfaction. For example, this paradox 6f favorable perceétions of
apparently important work components yet low job satisfaction could
r;sult.if the expectations of the professional .are not congruent with:
the personal needs the work actually mweté. 1f tgis.is the case, oﬁe
solution is to educate{mental health professionals so that their work

expectations become morc conqruent with the realities of their wétk

situations. A critical need exists\¢or a more thorough understanding
L ‘,
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of the entire public sector service picture in all .its cohplexitie 8o
that intervention efforts (e.g., survey feedback, job fbdesién. etcl)
which are aimed at raising administrator and staff job satisfaction levels

-

have an’optihal probability of success.

”»



/ ’ a . RN ¢
‘o Reference Notes - '

. . . R S -

1, Déﬁliﬁber, J. Job satisfaction ir mental health agencies. * Unpublish-

\\\;; . ed manuscript, l9?6. Jdn‘behlihger, M.S., C/0 ﬁaron éerlman,
* Depaétmqpt of Psychology, Univefzity of WisconsinrOBhkbsh, Oshkosh,
' Wisconsin, 54901. S B ' L"
. e 2. Smith, P. C. -Corneli studies of job satisfaction: I. Str§€égx

for the development of a general theory of job satisfactioh.j Unpub-
. ) Y @

lished manuscript, 1963. Cornell Univérsity.

L

' "y .
@ .
¢

-

o
~3
S

rs

/




Refererces
® ‘ Alpert, M. I. & Peterson, R. A. On the interpratation of canonical

analysis. Journal of Marketing Research, 1972, 9, 187-192, -

"Ash, P. The SRA employee inventory: A statistical analysis. Personnel.

S " . Psychology, 1954, 7, 337-364. g .
3 . Baehr, M. E. A\ faé;.;;'ial study of the S'RA employe.e inventory. Personnel
R Psychology, 1954, 1, 319-336. ' ‘ '

“ ‘ . Baeht, M. E. A ’r_gg_y o R. J/ Wherry concerning "'An orthogonal rotation

Q\‘.

of the Baehr - gd h studies of the SRA employee inventory."

Perscunel Psycho , 1956, 9, 81-92., - -

Brayfield, A. H., & Crockett W. H. mployee'.attitudes and employee

v N

: pert'ormance. Psychological Bulletin, 1955, 52, 396-424.

jerniss. C., & Egnatios, E. 1Is there job satisfaction in cc;munity

mental health? Community Mental Health Journal', 1978, 14, 309-318.

’ ' : \
Cherniss, C., Egnacios, E., & Wacker, S. Job stréss and career

development in new public professionals. Profegsional Psycholédy,

1976, 7, 428-436. ' | N
J -~Dehlinger, J., & Perlman, B, Job satisfaption in mental health agencies.

Administration in Mental Health, 1978, 5, 120-139, \/

Folkins, C., O'Reilly, C., Roberts, K., & Miller, S. Physical environ-
ment and job satisfaction in a community mental health center.

Community Mental Health Journal, 1977, 13(1), 24-30.




' 26

aQ

* Freudenberger, H. J. The staff burn-out syndrome in alternate institu-

tions. Psychothetapy: Theory, Research, and Practice, 1975, 12(%),

7 3“82 .o

Goodstein, L. D. Consulting with' luman service systems, Reading, Mass.:

AMdigon-Wesley, 1978. .

Al

Maloof, B. A. Peculiarities of human service bureaucracies. Administra-

tion in Mental ilealth, 1975, 3(1), 21-26. | '

Maslach, C. Bprnedééut. ‘Human Behavior, September, 1976.
~ . # - ¢
Maslach, C., & Pines, A. The burn-out syndrome in the day care setting.

! child Care Quarterly, 1977, 6, 100-I13.

Pines, A., & m, Cs Characteristics of 'staff butn-out in mental

healt%,éhttings. 'Hospital and Community Psychiatry, 1978, 29,

[ 4

" 233-237. : | .

Sarason, S. B. work, aging, and social change. New York: The Free
Press, 1977.

Sarata, B. V. P. FEmployee satisfactions in agencies serving fetarded

persons. American Journal of Mental Deficiency, 1974, 79, 434-442.

Sarata, B. V. P. Job characteristics, work satisfactions and task
involvement as correlates of service delivery strategies. American

Journal of Community Psychology, 1977, 5(1), 99-110.

sarata, B. V. P., & Jeppesen, J. C. Job design and job satisfaction in

’ A Y
human service settings. American Journal of Community Psychology,

1977, 5(2), 229-236.

2y



27

-
.

. Sarata, B. V. P., & Repucci, N. The problem is outside: sgaft' and

client behavior as a function of external events, Community Mental

Health Journal, 1975, 11(1), 91-100.

»
~

écholom. A., & Perlman, B. The forgotten staff: Who cares for the

*»

care givers. Administration in Mental Health, in press.

b v

Smith, P. C., Kendall, L. M., & Hulin, C, K. The meagsurement of

satisfaction in work and retirement: A strategy for the study of

T attitudes. ‘ Chicago, Illinois: Rand McNally, 1969.

Vroom, V. H. Work and Motivation. New York: Wiley, 1964.

. Lo Warnath, C., & Shelton, J. L. Tﬁe ultimate disappointment: The burned

] . «

out.counéelor. Personnel ‘and Guidance Journal, December, 1976,

172-175.
v Wher}y. R. J. An orthogonal re-rotation of the Baechr and Ash studies
| of the' SRA employee inventory. Personnel Psycholegy, 1954, 7,
365-380. |

Winer, B, J. Statistical Principles in Experimental Design. New York:

MoGraw-Hill, 1971.

-y




