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principally among those working in smaller firms and crafts or in -
farming and clerical occupations. Satisfaction with working
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and regular work hours.) Satisfaction with job rewards was explained
most consistently by occupations, while satisfaction with the human
interactions on the job was associated most with the individual's
self-esteem and with working in small firms. No resolution was made
of the overall question of the influence of vocational education on
job satisfaction. Policy implications of the study center on needed
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FOREWORD

A frequently reported research finding is that high school
vocational graduates tend to be highly satisfied with their jobs
when compared with students in other curricula. This finding has
differing policy implications, depending upon the reasons for the
sdtisfaction. Are vocational graduates more satisfied because
they have made a conscious and free choice to do what they want,
or because they were encouraged and channeled into accepting
lower job aspirations? Some unresolved issues related to these
juestions are those of the nature of job satisfaction and of its
persistence across time. This report discusses a series of
analyses aimed at these questlons and 1ssug§.

This report was prepared primarily for persons who assemble
" factual information about the effects of vocational education for
policynakers to consider in determining future directions and
possible modifications of the vocational education system. Such
persons include researchers, key staff persons working with
policymaking officials, and staff of major commissions and
advisory boards.

The combined data from the National Longitudinal Survey of
Labor Market Experience, Youth Cohort (NLS Youth), and the high
school transcripts of a subsample of the NLS panel were used for
analysis. The availability of transcript data permitted the use 1
.of more precisé and descriptive curriculum classification mea-
sures for the higk school yraduates for whom the comparisons were

made . '

The National Center is appreciative of the U. S Department
of Lavor's resea: th effort, the NLS Youth, being carried oqut by’
Michael Borus, Director of the Center for Human Resource
Research, The Ohio State University. Dr. Borus was most coopera-
tive in entering into the agreement under which the.transcript
data were merged with the 1nterv1ew data of the NLS Youth--the
data from which this report”was prepared. We wish to express our
appreciation to him and to two of his staff members, Susan
Carpenter and Michael Motto, who assisted in conductlng the

analyses for this report.

Additionally, the National Center extends its appreciation
to the U.S. Department of Education, Office of Vocational and
Adult Egducatjon, which funded the National Center's effort to
collect the“transcript- data and to conduct extens;ve analysis of
the effects of part1c1pat10n in vocational”education.

—

* ’

This prOJect was conducted in the Evaluation and Pollcy &
Division of the National Center under the directign of N. L.*
McCaslin, Associate Director. Many people nade,éﬁgnlflcant con-
tciputiorns in the course of its completion. We wish to thank the
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project staff——Pahf'Campbell, Project Director; Donna M. Mertens;
Patricia Seitz; and Sterling Cox--for their work in preparing
this report.

Robert Quinn, University of Michigan, and Rene Dawis, Uni-
versity of Minnesota, provided helpful criticisms, as did Larry
Hotchkiss and Juliet Miller of the National Center. John
Gardner provided suggestions and ideas that refined the design of
the study. Marta Fisch carried out the merger of the data fronm
the transcripts and interviews to produce a working file that
made the analyses possible. The painstaking and thoughtful work
of Bernice DeHart produced the typed manuscript and incorporated
the many revisions. She was assisted and supported by Deborah
Anthony and Sherri Trayser. Editing was ably provided by Field
Services staff,.

Robert Taylor
‘ Executive Director ]
National Center for Research
in Vocational Education
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DXECUTLIVE SUMMARY
(%]

Individuals who took vocational education courses in sec-
andary school have frequently reported higher satisfaction with
their jobs than those who followed other curricula. In order to
understand the contribution of vocational education to this
reported satisfaction, and therefore the appropriate emphasis of
policy for vocational education, continued study is necessary.
This is especially important because some ‘writers have argued
that vocational graduates are more satisfied because their
aspirations have been depressed by their education, while .others
have argued that vocational graduates are using their skills apd
are there fore more satisfied. :

[y

The availability of data from the NLS Youth survey, supple-
nented by the high school transcripts of a subsample of those who
had graduated from high school, made possible a refinement of the
complex concept of job satisfaction and a more precise definition
of the secondary uwoecational education experience. Although
national longitudinal surveys have some limitations for this type
of research because of their multipurpose nature, the richness of
the data in NLS Youth made this research appear to be well worth-
while with this data base. .

/

"The~Research Questions

The research was organized around the following set of
guestions: .

o What is the nature of job satisfaction--global or
multi-factored?

”

6 what are its correlates, both contemporary and
zntecedent, and what role does secondary vocational
education play among them? - .

~

o What role does job satisfaction, and other non- j
monetary variables, have in relation to hourly rate
. of pay?

o Does vocational education play a role in sustaining
job satisfaction over time? .

o What role does job satisfaction have in job stability
or its inverse, job mobility?

o If vocational education increases job satisfaction,
does that effect appear because vocational education
depresses job expectations?

o What are the policy implications of these findings?

ix
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e . The Findings

. -

Job satisfaction, as,6 identified in these data, consists of
four relatively independent forms. . .

2

They are: -

o Satisfaction with personal on-the-job development.
This fattor included use of skills, acquisition of
new -skills, and overall satisfaction.

- ’

o Satistaction with physical working conditions. This
factor included pleasant surroundings and absence of
danderous or unhealthy conditions.

o Satisfaction with job rewards. This factor included
pay, job security, and: chances for advancement.

o Satisfaction with human interactions. This factor
included relationships with both co-workers and
supervisors.

Only the first factor reflected overall satisfaction. All four
forms of job safisfaction, being independent, required separate
consideration in each of the remaining objectives. When such
analyses were conducted, differences in the results were

Observed. ,

The correlates of satisfaction with personal on-the-job
development were found principally among job characteristics and
occupations. Working in smaller firms was associated with
greater satisfaction "as were more skill- ~demanding occupations
(e.g., managerial, crafts, farming). Vocational education had no
observable direct effects on this form of job saticsfaction but is
likely to influence it through its role in training workers for
crafts, farming, clerical, and other occupations associated with
hlgher satisfaction of this form. Because secondary vocational
graduates appear -more likely to select smaller firms as work
places, a possible influence exists here as well. Working in the
field where one hopes to be at age thirty-five also increased
this form of job satisfaction.

Satisfaction with working conditions was also primarily
associated with occupations and with specific job characteris-
tics. As examples, sales and clerical occupations were associ-
ated with higher satisfaction and crafts with lower satisfaction.
Large firms and unionization were associated with lower satisfac-
tion as well. (It should be noted that crafts, large firms, and
unions do not cause unsatisfactory conditions, but rather .they
. are part of the description of the settings where these condi-
tions are perceived to exist.) Concentration in vocational
education was associated with higher satisfaction in the 1979
interview data but not in 1980.

\
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Satisfaction with job rewards was explained most consist-
ently by occupation.. Interestingly, although this form of
satisfaction increased as hourly rate of pay increased, the occu-
pations associated with greater satisfaction with job rewards
included several where pay was, on the average, lower than common
labor. Among them were’farming, sales, and clerical occupations.

Satisfaction with the human interactions on the job was
associated most with the individual's seli-esteem, although very
small firms were also the location of higher satisfaction in this
regard. However, this form of satisfaction varied a great deal

. in ways not explained by these analyses, and there fore they
remain unknown. One might speculate that this' form of satis-
faction is largely a function of the personality of individuals
rather than of the work place, but this speculation cannot be
tested by the analyses performed for this study.

Hourly rate cf pay was higher when satisfaction with job
rewards was liigher (an unsurprising finding), but also tended -to
be higher when on-the-job development was more satisfying. It
was lower when working conditlions were safe, healthy, and pleas=
ant. It also tended to be lower when human interaction$ were

more satisfactory. .

No evidence emerged relating vocational education to per-
sistence of job satisfaction. What did emerge was the apparent,
Trade-off that some vocationaily trained people were willing to
make, and others were not, between the various forms of job sat-
isfaction. Some would accept lower satisfaction with working
conditions, job réwards, and human interaction, to work in a
satisfactory manner with their skills and acquire new skills.
Others would give up the chance to use or develop their skills in
order to improve their working conditions or job rewards. The
importance of .informed choice is clear.y emphasized by this find-
ing. People may well decide to trade off one form of job satis-
faction for another: .

The overall question of the influence of vocational educa-
tion on~perzistence of job satisfaction remains unresolved. Per-
haps this is because the labor market experience of the NLS Youth
has not spanned a sufficient time period to allow possible
effects to emerge. N )

> ’

Among the potential consequences of job satisfaction, one :
that could be analyzed with these data was job stability. The @ °
higher the satisfaction with job rewards, the lower the mobility.
Also, there was some tendency for lower mobility when personal
on-the-job development was more satisfactory. However, there was
more mobility when human interactions were more satisfactory.
The essociations for vocational education were not strong, but
could have increased jnb stability through their indirect effects
_on satisfaccion with personal on-the-job development and the

w ) .

-~
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nonmonetary aspects of jgberewards ‘(security, chance for advance-
ment, .as contrasted with hourly rate of pay). None of these poOs-
sible effects were important alone. Only as they were associated
with other condition§ would an overall practical difference .
occur. -

+«The evidence-did not sugges€ a depressing effect of voca-
tional education on educationhl expectations. ., An opposite’ effect
was 'more likely. Those students in an acédemic curriculum at the
time of the initial survey were the ones mgst likely to have
downgraded their educational expectationg/three’years later.

. ) ) ) o ) - )
- For occupational asplrations, no useful ‘explanations
emerged. There was an, overall downgrading of occupational
aspirations across thegperiod, but it was independent of curricu-

lum. The caqggtive variables relating to this change remain

unknown and are not reflected in the variables analyzed  in this
study. ‘ N :

«

/ Additional Research Needed

Additionyl research on the topic of job satisfaction and its
particular relationship to vocational education is needed. The
meaning of job satisfaction requires additional research to )
determine its multi-faceted character more precisely. Interviews
are needed to determine how individuals are interpreting the rat-
ing .scales used to assess job satisfaction. For exawmple, do the

rating scales share a common meaning or is there much diversity
in respondents' interpretations? Further, the dynamics that are
operating. in 2 vocational education classroom and 'in a job set-
ting that influence an individual's level of satisfaction need to
be determined. Further research on job satisfaction should be
more closely tied to a theoretical framework. Which framework 1is
more appropriate under which conditions? This might shed light
on the factors that contribute to job satisfaction and aspira-
tions. The present anaLyses, particularly of the human interac-
tions 'and aspirations, pccounted for very little of the variance.
what does account for ift? A. theoretical framework mtght suggest
new variables that should be considered and might allow expansica
of this investigation to determine the relationship between
satisfacti?n and aspirations. ’ )

:

~

Policy Implications

Policy.implications, of the present study .center on needed
support. for improved assessment of the effects of vocational edu-
cation, improved career counseling, increased opportunities for
work ,experience, and provision of support for further research.
Among the specific recommendations f{or policy development are the

following:

xii




o To, the Congress:

: The outcome of job satisfaction is most closely

i ' associated with conditions in the employment arena

and is beyond the direct effects of vocational edu- :
cation. As such a legislated evaluative criteria

related to job satisfaction for education and train-

ing programs.could be inappropriate. p

.0 To the U.S. Department of Education:

More information on job satisfaction and its conse-

quences is clearly needed. Therefore, the investment

Of resources in further search for knowledge and ‘ s,
understanding about these highly important human

issues should be encouraged and supported.

o To counselors.smnd teachers:

s

o

Young people should be given a realistic picture of
the occupation they are being traine& for, both in
. terms of job duties as well as in terms of the future %

©_ that is commonly associated with such a job, includ- )
ing earnings progression, promotions, and career
change- op portunities. An increase in the availa-
1 bility of work experience is one avenue that can help
young’ people obtain a more realistic view of'the
occupation for which they are training. Former voca- y
tional education students appear to be willing to ¢
trade off higher job satisfaction with lower wages '
and less desirable working conditions. As such,
present evaluative studies should make this point
when interpreting effects like earnings for these )
individuals.

x1ii . ’
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CHAPPTER 1

BACKGROUND CONSID&RATIONS'

Why This Study?

The level of job satisfaction among individuals with dif-
ferent levels of participation in vocational courses raise many
interesting questions. A recurring finding in most studies of
fogmer vocational education graduates is a high level of job sat-
isfaction (Grasso and Shea 197%2; Mertens et al. 1980; Mertens and
Gardner 1981: Tabler 1976). The overall satisfaction of former
vocational education stwlents is usually as high or higher than
that of students from other curricula, and vocational students
are often more satisfied with specific aspects of their jobs.

o)

Why should former vocational students deronstrate more job
satisfaction? At least two gxplanations'with wideély varying
* polity implications suggest tremselves. Critics of vocational
education often state that vocational instrpction lowers the
occupational aspirations and expectations of young people who are
destined to hold the less .rewarding jobs in society (Grubb and
Lazerson 1975). If vocational education does, indeed, have such
effects, the higher satisfaction levels found for former voca-
tional students could occur because the former students are

satisfied with less. y

A contrasting explanation is that vocational preparation
enables former students to secure employment that offers a better
maich between individual skills and job requirements. The evi-
dence indicates that individuals who acquire more intensive and
focused occupational preparation are more likely to find employ-
‘ment in the field for which they are trained (Campbell et al.
1981). Does this match between skills and job result in higher
levels of satisfaction? This study was undertaken to-:-improve our
understanding of the dynamics of the phenomena of job

satisfaction.

Organization of the Report )

‘

To assure focused and comprehensive analysis, the content of
the questions was expanded into a series of objectives, around
which the study was ‘organizggd. They, and related background
information, are presented i$~the remainder of this chapter. A
description of the data and the analytic models is presented in
chapter 2. Chapter 3 presents the findings of the study, includ-
ing the correlates of job satisfaction with'current employment,
the relationship of nonmonetary elements with earnings, the per-
sistence of satisfaction over time, and the job stability of

P
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vocational graduates. The final chapter (chapter 4) includes a

discussion of conclusions and recommendations.

*

Objectives

Returning to the content of this chapter, the objectives
which should be attained to provide adequate understanding of the

-

. interrelationships surrounding job satisfaction are as follows:

o To igentify correlates of satisfaction with current
. employment ~ .

o To determine the relationship of .job satisfaction and,
other nonmonetary elements with earnings

o To determine whether job satisfaction persists over
time for vocational students in training-related
employment as compared to students not soiglassified

0, To determine the role of job satisfaction in career
track or job stability for vocational students
relative to others not se classified

o To identify policy implications-dnd alternatives
relating to the interaction of job stability and job
satisfaction with curriculum and the vocational

’/delivery system
, :

These objectives were addressed by analygzing data taken
from the combined National Longitudinal Survey of Youth Labor
Market Experience (NLS Youth) and the high school transcripts of
a subsample of the NLS panel. Ior a portion of the NLS Youth
cohort, the longitudinal nature of the data enabled more precise
estimates of the influence of vocational participation by
permitting comparison of measures of occupational aspirations
obtained prior and subsequent to participation in vocational

courses.

Definition of Job Satisfaction

In a discussion of the problem of defining job satisfaction,
carrol (1969) noted that each researcher works on a' different '
aspect and defines the variables in terms of concepts with which
they can most easily work. The different semantics, approaches,
and conceptual ideas make it difficult to compare the results of
various studiés. She concluded that.future research will depend:
to a great extent on developing a commonly accepted definition.

The most recent definitions of job satisfaction center on
the ‘concepts of values and need fulfillment. Wanous (1280)

o




“asks for a direct verbal or.written self-report of jop satisfac-

-
1

defined job satisfaction as a match between a person's needs and

the reinforcement received from work performed in that organiza-
tion. Anarisani et al. (1978) wrote that job satisfaction is

¢1751y a function cf the degree to which a job provides the .
worker with positively valued outcomes. Farlier, Locke (1 '76)

had suggcsted, "Job satisfaction may be defined . . . as a plea-
surable or positive emotional state resulting from the appraisal

of one's job or job experiences” (p. 1300). He further expanded
this Jdefinition as follows: "Job satisfaction results frop the
ajoeraisal of one's job as attaining or allowing the attainment of
one's important job values, providing these values' are congruent
with or help to fulfill one's basic needs" (p. 1319). Locke's
lefinition has been influential in subsequent research on job
satisfaction. ¥ -

. -~

i

Measurement of Job Satisfaction

Just as controversy surrounds the definition of job
satisfaction, its measurement is also fraught with difficulty.
Freeman (1977) noted thaty the prigcipal problem in interpreting
responses to job satisfaction meaSures. is that the responseé‘are
dependent upon not only the objective circumstances in which
individuals find themselves, but also on their psychological
state, and thus on their aspirations, willingness to voice dis-
content, the hypothetical alternatiVes to which they compare the
current job, and so forth. Job satisfaction reflects both objec- '
tive and subjective factors, and therefore is quite complex~and
requires sophisticated and careful analysis.

Locke (1976) categorized the following five types of job ‘
satisfaction measurement techniques:‘® (1) rating scales, (2)
overt behavior, (3) action tendency scales, (4) interviews, and
(5) the critical incident strategy. These techniques are
discussed in more detail next.

Rating Scales

The most'ﬂ%mmonly used technique is the rating scale that

-

tion (Locke 1976). The various question formats have included

Likert scales, Thurstone-scales, "faces," and adjectives with

yes, no, or undecided options. The Cornell Job Description Index

(JDI) is one exgmple of a measurement instrument that includes

five scales pertaining to work, pay, promotions, coworkers, and o
supervisors (Smith, Kendall, and Hulin 1969). ELEach scale con-
tains nine or eighteen items. ! ’

The distinction between global or multi-factor measures of
job satisfaction raises a contr versy. [ulin and Smith (1965) |
believed that a global measure was unsatisfactory because job
i

—}

.

b
\I




- .
. [}

satisfaction is made up of a number of factors. Marconi (1973)
noted that multi-factor studies assume that workers may be satis-

. fied with some: parts of their jobs and discontented with other

aspects of them. S _

Several national surveys used single global measures of job
satisfaction; these include .the General Social Surveys (Veaver
1980) and the National -Longitudinal Surveys of Labor Market
Experience--Older Men and Women (Andrisani et al. 1978). "Dawis
and Lofquist (1981) described lloppock's Job Satisfaction Blank as
an overall satisfaction measure that is based on four items.

Q-

-

They also point out that in contrast, the Minnesota Satis-
faction Questionnag onsists of 100 items designed to assess .
satisfagtion with ‘%§ aspects of the work environméht. . Kerr's>
Tear %:Tlot for Industry uses .eleven components of‘job happiness
and welfare to arrive at a job sati;ﬁégiion score (Dawis and
Lofquist 1981). Moch (1980) used three-item general satisfac-
tion scale, and. also included scales to measure .the importance of
extrinsic considerations (e.g., pay), intrinsic considerations
(e.g., chance to do something important), and social considera- .
tions (e.d., friendlinegs of coworkers)&at‘work.

. y
* Locke (1976) offered the following criticisms of the use of
rating scales tb measure job satisfaction: . .

Some -scales®@#nclude items that are .descriptive in
hature (e.g., "job keeps me on my feet") and items
that are evaluative in nature (e.g., "boring,"
"satisfying"). A unidimensional scale does not
therefore exist, *and total scores are therefore

inappropriate.

1

2. The assumption of perfect (or at least reasonably
good) self-insight requires both the capacity and

- © willingness to introspect.
v

3. The assumption of common core of meaning-acress
individuals in inte eting the scales or items.

.Dawis and Lofquist (1981) pointed out another problem’ caused
by different wordings of,qgéitions about job satisfaction. 1In ‘
general, approximately 80 pBrcent of all workers expressed over-
all satisfaction with their -jobs. Yet, when workers were asked
whether or not they would change jobs if given tﬂe opportunity, '
about 50 percent said they would. )

(X3

Action Tendency Scales . N

An action tendency scale asks individuals to report the
action tendencies (what they might do under altered circum-
sitances) that they experience in relation to their jobs or the




. ’ :

compornent elements of the jobs (Locke 1976). Action tendency
| vscales suffer frol many of the same limitations as rating scales,
A in that they require introspection by the respondent and are open

to multiple interpretations.

§ Interviews

satisfaction research, and recommended their use for the estab-
.lishment of logical validity of the findings.  He believed that
interviews could be used to clarify contradictions in the )
_response and to determine the subject's.interpretation of the
questions. Freeman (1977) noted that detailed case studies

linked job satisfaction to a host of very specific aspects of the
work place, such as mode of supervision and physical work condi-
tions. Neither author dcknowledged the difficulties that are
associate®.with aggregating, analyzing, or "interpreting such -data

Locke (1976) noted that interviews were seldom used in job (

for large samples.

» J p L. ~
Critical Incident Strategy (

fhe «critical incident stratégy asks the subject to describe

a specific incident that has beéms either satisfying or dissat-
isfying (Locke 1976): It was the principal strategy used by. ]
Hlerzberg (1966). It also requires introspection and may suffer
from selective menory. //
Summary of Job Sqtiéfaction geaSurement Teehniques . .

Lach type of measu ém@gt techniéue has advantages -and *dis-
advantages. Marconi (1973) reviewed twenty-eight studies of :job
satisfadtion and concluded that the importance of its antecedents S
and consequences was determined by the definition, measurement
technique, and analysis procedure. For example, Marconi cited a
number of studies that reported differences in satisfaction lev-.
els between blue- and white-collar workers. However, when a

study controlled for age, these differences disiipeared for work-

ers under age thirty and over age forty-four. Marconi cited num-
erous examples of such conflicting findings. Sp cific discussion
of these findings is presented in the subsequent discussion of

the antecedents and conseguences of job satisfaction. .

y Antecedents -

The absence of a consistent definition of job satisfaction ] <
constitutes one problem with research in this area. I addition,
mu;p of the job satisfaction research has béen atheoretical. . |
. loever, a. least five distinct approaches aré described in the
5
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literature (Lawler 3973; Locke 1976¢; Andrisani et al. 1978). The
following discussionrincludés a brief review of the five
approaches, which are (1) fulfillment theory, (2) discrepancy
theory, (3) equity theory, (4) the two-factor theory, and (5) an
integration'of_ghe equityﬁand discrepancy theories.

Fulfillment .Theory

-

\ The origin of the fulfillment {heory is most frequently
aSSociated with Schaffer (1953), whd) postulated a relationship
between need satisfaction and job safisfp€tion., Fulfillment
theory is based upon the assumption that job satisfaction is a
function of the degree to which a job provides the worker with
outcomes that are valued by, that worker. —

The relative importance to
goals is called valence (Vroom 1964)., Further, satisfaction is
the product of the perceptions held By workers of their jobs'
effectiveness in producing those outcomes of positive valence.
,.Tﬁérefpre, workergywill be satisfied ifr they perceive- their jobs

as producing outcomes of positive val&nce.

To measure employees' satisfaction, adherents of. the ful-
fillment theory ask their subjects how much of a given outcome
they receive. However, other research indicates that satis-
faction is not only a function of how much fulfillment people
receive, but also of how'nuch they feel they should and/or want
to receive (Locke 1969). Locke noted that the fulfillment

approach fails to take into account personality variables that’
differentially influence peopneg e . .

Discrepancy Theory ' T ’ Y

Discrepancy theory represents an attempt on the part of its
advocates to take personality differences into account. It sug-
gests that satisfaction is determined by the difference between
the work outcomes the workers actually receivé and some other
outcome level (Lawler 1973). The other ouktcome level may be one
desired, expected, or perceived by workers to be justly due to
them. Andrisani. and his colleagues (1978) noted tkat wor: rs'
preferred outcomes could, and- probably often do, vary from the
outcomes they desire or expect: Discrepancy theory does not pro-
vide a clear definition of the ideal outcome to be considered,.
However, the discrepancy between the real and expected levels of
outcome chosen’for comparison provides an index of satisfaction.

The discrepancy approaches of Katzell (1264) and Locke
(1968, "1969) ,are prohably the two.that were the most highly
developed. Katzell emphasized the difference between actual

arount of reward and some desired amount of that outcome.
e
N

workers of their job outcomes or
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LKatzell's approach suggests (1) that the more a worker waéz; of
an outcome, the more dissatisfied that worker will be with a
given discrepancy, and (2) that getting more than the desired
amount produces less satisfaction than getting the desired
.amount. The underlying assumptions of Katzell's position have
nct been empirically tested.

Locke (1969) differentiated between perceived discrepancy
and actual discrepancy. Job satisfaction and dissatisfaction are
a function of the.perceived relationship between what people want
from their jobs and what they perceive their jobs to e offering.
Implicit in Locke's approach i$ the assumption that dissatisfac-
tion increases as wants exceed what is perceived to be received.

Porter's (1961) measure of job satisfaction was slightly
different from Locke's. Porter represented satisfaction as the
Jdifference between how much of ah outcome there should be for a.
job and how much of that outcome is actually received. That a
worker feels that the outcome should be is, therefore, 4§§en con—\\/)
sideration over -the amount that the worker wants. Lawle (1973)
noted tHat Porter's approach has heen the most widely used.

It is possible that, on occasion, workers receive more oft@q
outcome than they think they should receive, 'or want to receive.
Most discrepancy approaches recognize this fact, but do not ‘state
clearly how the feelings resulting from "over-reward" regate to
‘dissatisfactidn due to "under-reward." Discrepancy theory has

‘et to provide answers to questions relating to whether or not
both types of dissatisfaction are produced in the same way, have
the same results, or contribute to overall job satisfaction
(Lawler 1973).

Ecquity Theory

According to Adams (1963, 19265), job satisfaction exists
when workers perceive that there is equity in the ratio of what
they put into a job and what is received from the job. Workers'
perceptions of a fair or equitable ratio are said to depend upon
the ratio of inputs to rewards for "significant others" to whom
the workers compare themselves. Within the framework of the:
equity approach,. "over-reward" leads, to feelings of guilt and
"under-reward” to feelings of unfair treatment.

“A strength of the equity approach lies in its explicit
emphasis on the role of "others" in the development of workers'
feelings about what their outcomes or rewards should be (Lawler
1973). Such an explicit emphasis is not evident in any of the
approaches discussed earlier.




Two-Factor Theory . {

)

The two-factor approach originates with lerzberg and his
associates (lerzberg 1966; Herzberg, Mausner, and Snyderman 1959;
Herzberg et al. 1957). Their research methodology is known as
the Critical Incident Technique, and establishes that job satis-
faction and\dissatisfaction are not the extremes of a continuum
(with a state of neutrality somewhere in the mgddle). Rather,
two indepetfdent continua exist--one Xunning from satisfaction to

neutral, and thgﬂother from dissatisfaction to neutral. "Intrin-
sic" factors or motivators lead to job satisfaction, and "extrin-
sic" or "hygiene" factors to job dissatisfaction. Extrinsic (

rewards include company policy and administration, interpersonal
relations, working conditions, and supervision (Bowditch and
Buono 1982). On the other hand, intrinsic rewards are the more,
intangible outcomes, such as growth on the job, esteem, or the
interest or curiosity that the job offers.—tyhe intrinsic rewards
relate to the nature of the work (how I feel# about myself doing
this), whereas extrinsic rewards relate to the context and
material aspects of the work itself (what this work place is
like; I get “enough money doing this).

. Lending support to the two-factor.theory, Bowditch and Buono
(1982) noted that the heaping of extrinsic rewards (such as money N
ahd benefits) on workers whose work is already intrinsically
rewarding is redundant, and does not- necessarily increase the ~
workers' motivation, performance, or satisfaction. Friedlander q’
(1965) affirmed that the following are among the most potent work .
satisfiers: achievement, work requiring the best abilities of
workers, and the performance of challenging job assignments.

Lawler (1973) noted that clear-cut support has not been pro-
vided by studies designed to test the two-factor theory. This
does not mean that a total rejection has-occurred, but contro-
versy has been fueled. . The findings of lerzberg and his associ-
ates have been criticized primarily because they are viewed as
being tied to a single methodology--the Critical Incident Tech-
nique. DPunette, Campbell, and Hakel (1967) noted that since peo-
ple uite naturally tend to attribute good mentories to feelings
of internal growth and success, and to externalize bad memories
(thus associating them with feelings of unfairness), results are
determined by the methodology (Carrol 1969) .

Marconi (1973) noted that work factors are not simply addi-
tive in influencing job satisfaction, and they cannot be placed
in two exclusive categories, one affecting satisfaction and the’
other dissatisfaction. Lindsay, Marks, and Gorlow (1967) found
in their research of determinants of job satisfaction, that
"intrinsic motivators" accounted for 57 percent of.the variance
and that "hygiene factors" accounted for another 7 percent.
Therefore, both "“hygiene factors" and "intrinsic motivators"
caused satisfaction and dissatisfaction. One aspect of the
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discrepancy theory that Lawler (1973) found particularly curious
was the suggestion that a person can be very satisfied and very
digsatisfied at the same time.

Equity/Discrepancy Integration Theory

s

~ lawler (1973) built a model of job satisfaction by inte-
qrating the equity and discrepancy approaches. Lawler/'s model
provides an outline of the conditions that -lead to &' ker satis-
faction. The theory assumes that the same psychological pro-
cesses operate to determine satisfaction, with a range of such
job factors as pay. supervision, and satisfaction with the work
itself. Lawler noted that when satisfaction is based upon they
disctrepancy between how much is wanted dnd how much is received,
the "want" aspect of the equation is aspirational, and thus ,
removes job satisfaction from the context of the job and the
situation. The guestion of how much there should be is a state-
ment of what is appropriate in a particular situation--in this
case, the -jop situation. *Wanous.and Lawler (1972) reported that
respondents consistently indicate that they want more of an out-
come than the amount they think they should receive. In Lawler's
view, the outcome level that employees think they should receive
from their job, rather than what they wandt, is the appropriate

measure to be used when the satisfaction of workers 1is
_considered. .

Lawler's model shows that workers' views of the amount of an
outcome they actually receive are influenced by factors other
than the objective amount of the outcome. As discussed in the
equity approach, one such factor is their perception of the
amount of the outcomes received by eir referent others.

Another such factor is job inputs, %hich include all of -the
skills, abilities, and training that workers bring to their jobs.
Job demands are a final factor which includes difficulty, time
required, and amount of responsibility.

Correlates of Job satisfaction ' N

Marconi (1973) noted that disagreements exist about the role
of specific job-related factors in work satisfaction. There 1is
even less consensus about the role of demographic variables.
Despite this fact, this section offers a brief review of the lit-
erature on demographic correlates of job satisfaction, in order
to provide a link between previous research and the work reported
herein. In that sense, it provides a context fo;‘understanding
the results of the present study.

S




Race and Sex

Job satisfaction research has generally reported lower lev-—
els of satisfaction for black workers than for whites (Andrisani
et al. 1978; Milutinovich 1977; O'Reilly and Roberts 1973; Slocum
and. Strawser 1972; Smith, Smith, and Rollo 1974; U.S. Department

of Lapor 1979). Based on a review of research conducted between
1972 and 1978, Veaver (1980) also reported lower levels of satis-
faction_among black workers than among white workers. In com-

parison, Moch (1980) reported higher levels of job satlsfactlor
for Mexican Americans than for whlte

Andrisani and his colleagues (1978) noted that it is hardly
surprising that black workers are less likeély than their white
counterparts to bLe hlghly satisfied with their jobs, given the
vast ‘racial disparities in employment experiences. Minorities,
s%ph as women and youth, tend to be segregated into jobs that are
less satisfying and often experience wage discrimination even
when they are notioccupationally segregated. ' '

Some studies reported ‘little or no dlffer ences in satisfac-
tion amdng members of different races (Cavin and Ewen 1974; Jones

et al. 1977; Katzell, Lwen, and Korman 1974). These studies im-

plemented controls on variables such as job level (Gavin and .Fwen
1974; Jones et al. 1977), differences in pay, sex, occupational
prestlge,{superv1sory pos1tlon, and work autonomy (Weaver 1977).
Moch (1980) saw evidence in these studies suggesting that, given
the use of proper controls, the race of workers may not be
related to job satisfaction. L j%~

- Job satisfaction literature has also addressed sex as a
factor that influences job satisfaction (Beer 1964; Friedlander

~1965; Herzberg, Mausner, Snyderman 1959; Hulin and Smith 1964;

Levitin, Quinn, and Staines 1973; Lindsay 1967; Rachman and Kemp
1964; Seashore and RBarnowe 1972). These studies'reported that
females were more likely to experience higher levels of satisfac-
tion than were males (Andrisani et al.1978; U:S. Department of

Labor 1979).

Andrisani and his colleagues (1978) pofhted out that work-
ers' perceptions of what constitutes a satisfying job may be
colored by the c¢ircumstances in which they find themselves, as
well as by their attitudes toward the market value of work. On
this basis, Andrisani and his colleaques explained the phenomenon
of, higher satisfaction among female workers. Due 'to the poter-
tial for conflict between the pursuit of careers and the neeting
of marital and parental obligations at home, females may settle
for jobs that do not fully utilize their skills in order to keep
outside work from interfering with their family responsibilities.
Thus, their expectations of their jobs are relatively low and, in
that sense, more easily met.




" Age

. Pusitive associations between age and job satisfaction were
reported in numerous national surveys (Andrisani et al. 1978;
ouinn, Staines, and licCollough 1974; Veaver 1980) and in organi-
-sational studies (Cibson and Klein 1970; Hulin ahd Smith 1965).
Friedlander (19¢65) reported that age was not only correlated with
general satisfaction, but accounted for differences regarding
'job-related determInants. Younger workers stressed the "impor-
tance of such intrinsic work aspects as the utilization of their

.skills and the challenge of the work. For older workers, extrin-

sic aspects, such as working conditions and security, were more

important. X .
]

v &
llerzberg et al. (1957) reported a U-shaped function between
.age and job satisfaction. : Hulin and Smith (19659) noted that

seventeen out of twgﬁty-three studies of job satisfaction using
samp;les from vgrying occupational levels suggested that morale
(1) is high when workers start their first job, (2) decilines
Jduring the next few years, and (3) rises in the late twenties or
thirties and continues through the remainder of the career.
flulin and Smith cautioned against essuming that ‘there is a rela-

. tionship between age and job satisfaction, however, when age and

tenure have been operating simultaneously to 'produce the U-shaped
funcrion. Before conclusions can be made concerning age, , the
effects of tenure much be considered.

Lducational Level

vhen the relationship between educational level and Jjob sat-
isfaction was tested, while controlling for occupational level,
unskilled and semiskilled workers with more than a high school
diploma showed a greater tendency to be dissatisfied with their
jobs than did persons with .lower levels of education (Parnes
1966; Sheppard and lierrick 1972). Thus, education appears to be
related.to job satisfaction and, as education level increases,
job satisfaction subsequently increases with the prestige of the
job held.

¢uinn and Baldi de Mandilovitch (1977) contéhded, however,
that the relationship between education and job satisfaction has.
not been sufficiently well demonstrated to qualify as an unques-—
tionapble assumption. They pointed to the need to establish, in a
much more conclusive manner, the magnitude of the relationship,
as well as its form and generality. Furthermore, they pointed
out that social and psychological processes that may link .

‘education and job satisfaction are not yet clearly understood.




Occupational Level«

When occupations .were divided into the blue-collar/white- Vo
collar categories, blue-collar workers tended to be more dis- :
satisfied with their work than white- collar workers (Kornhauser
1965; Parnes 1966; Robinson 1969). Job satisfaction generally

» declines with occupational level (Vroomw 1964); however, specific
occupatlonal differences have been reported. For example, farm-
ers experience hlgher levels of satisfaction than clerical per-
sonnel (Gurin, Veroff, ‘and Feld 1960). -

Marconi (1973) pointed to the mrediating infldence on job
satisfactiuyn of such 1nterven1ng variables as workers' original
expectations and comparisons between their jobs and others' in
the’ s2ne fiela. According to Sheppard and llerrick (1972), the -
“elatlonsh¢p between occupational level and inb satisfaction
ceased to exist for workers who were less thcen thirty vears old
and over forty-four years old, when the study controlled for age.
Significant differences did exist, however, between blue-collar
and white-collar workers whose ages ranged from thrity to

" fourty~four years.

-

Iy .

Consequences of Job Satisfaction

Previous sections of this report treat job satisfaction as a
““Jependent variable. Investigation of job satisfaction as an
independent variable emphasizes the E,portance of better under- Qj
standing this concept. VWhile many conseguences of job satisfac-
tion-have been addressed by .previous research, no causality can N
be assumed bLetween satisfaction and its supposed consequences
(Marconi 1972). The consequences are categorized here as (1) .
work-related, (2) physical and mental health, (3) labor market )
experiences, (4) social costs, and (5) other attitudes. *

\\ 4

Work-related £onsequences

Turnover rates. Turnpver rateé have been the most consis-
tent measure to be associdted with job satisfaction (Atchison and
Lofferts 1972; Brayfield and.Crockett 1955; Dawis and Lofquist
1981; Herzberg et al. 1957; Kraut 1970; Locke 1976; Schuh 1967;
‘Taylor and Weiss 1972; Vroom 1964; w.ters and Roach 1971, 1973).
Dawis and Lofquist (1981) and Andrisani et al: (1978) pointed out
the importance of turnover to work organizations in terms of

training of replacements, ana

ggsts for recruitment, selection,
1

zses due to interrupted production.

The U.S. bLepartment of Labor (1979) reported that highly
dissatisfied workers were from 14 to 42 percentage points more
likely to change employers than were highly satisfied workers in

N
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comparable positions. 7This relationship was more pronounced
among younger than older workers and among blacks than whites.
Parnes, Nestel and Andrisani (1972) confirmed the relation-
ship between job satisfaction and turnover for men, and examined
the effect of job tenure on this consequence. Their findings
suggest that a lack of job enthusiasm can cause men who have

‘relatively little tenure to seek other alternatives. However,

once substantial seniority (i.e., five years or more) is
achieved, the absence of strong positive feelings toward the job
is not sufficient to increase the probability of voluntary move-
ment. This interpretation was not supported for black men, among
whom the relationships are not as clear-cut.

vianous (1980) viewed low satisfaction as a result of the
mismatch between workers' needs and thevorganization's capacity
to satisfy those needs. Low. job satisfaction may be followed
either by the workers' quittinc the organization or by decreasing
their organizational commitmen.

liull, Friedman, and Rogers (1982) used turnover rate as a

_measure of satisfaction to examine alienation in the work place.

They defined alienation as powerlessness, meaninglessness, social
isolation, and self-estrangement. They concluded that the effect
of technology on alienation depends on the extent to which
machinery is automatic and on how the machinery is arranged in
the production system. Turnover increased only with certain spe-
cific conditions of work, such as repetitive motions and lack of

contrgl over pacing.

harconi (1973) noted that a signiffcant drawback of previous

‘studies is their exclusion of othgr variables that mpay influence
~ voluntary job turnover, such as general economic cohditions and

personality factors. ,
Absenteeism. Several researchers reported a significant
relationship between absenteeism and job satisfaction (Brayfield
and Crockett 1955; Dawis &¢nd Tofquist 198l; Herzberg et al. 1957;
Locke 1976; Vroom 1964), although this relationship was not as
consistently repbrted as that for tenure and satisfaction
(Nicholson, Brown, and Chadwick~Jones 1979; Porter and Steers -
1973; Wanous 1980). Wanous (1980) suggested that the weaker evi-
dence for absenteeism may be explained partially by the fact that

. fewer studies have examined absenteeism. In addition, albsentee-

ism has been measured two ways; that is, as (1) the number of
days absent over a specified period of time, and (2) as the num-
er of occasions of absence (e.g., four days in & row eguals one
ogcasion). Marconi (1973) noted that results of studies that
used frequencies found significant relationships between jobh sat-
isfaction and absenteeism, while .those that used raw numbers did

not.




Performance. There is no consistently strong relationship,
either positive or negative, beiween job satisfaction and per-
formance (Brayfield and Crockett 1955; Bowditch and Buono 19282;
Dawis and Lofquist 1981; Herzberg et al. 1957; Locke 1976: Vroom
1964: Wanous 1980). rDespite the fact that there is no trend one
way or another, satisfaction and per formange may be linked in a
particular organization (Wanous 1974), or in a particular situ-
ation (Cherrington, Reitz, and Scott 1971). Argyris (1964)
identified instances where low satisfaction resulted in poor
performance as a way of retaliating against the organization
(i.e., sabotade).

Bowditch and Buono (1982) raised a gquestion about the
direction of causality of the relationship between satisfaction
and performance. They hypothesized that as high perfoimance 1is
rewarded, this reward leads to higher satisfaction.

~ Kazanas (1978) found a relationship among the factors of
meaning of work, value of work, job satisfaction, and job produc-
tivity- for vocational education graduates, although the strength
of this finding was relatively low. One conclusion was that
vocational graduates who perceived work as having intrinsic value
may have been more satisfied with work and may have been more
productive. In their study of job satisfaction and productivity,
Kazanas and Gregor (1977) concluded that vocational educators
should be concerned with their students' work values because of
the significance of those values for job satisfaction and
productivity. )

Robinson (1969) suggested that methodological differences
may account for the conflicting findings between job performance
and satisfaction. Robinson's careful examination of pertinent
studies pointed to a significant relationship between high satis-
faction and high production, but low satisfaction rates did not

necessarily indicate low production rates.

Lawler (1973) pointed to two possible ways in which job sat-
isfaction may affect production: (1) by raising the .quality of
products or (2) by raising production rates. In separating these
two aspects of production, Lawler found that when work satisfac-
tion was high the quality of work products was also high,. but

that no significant relationship existed between job satisfaction
and the quantity of products produced. R

Little research by social psychologists_or sociologists has
been conducted on testing other conditions that might affect th :
relationship between work satisfaction and performance (Marconi
1973). There was some indication in recent studies that as
assembly lihe jobs were restructured to enrich job content and
job interest, production costs rose, but alsenteeism and turnover
rates declined. It is too early, however, to measure any lasting
effects of "job enrichment" on production.




Qther work-related consequences. Four other aspects of work
have been investigated as possible consequences of job satisfac-
tion--(1) accidents, (2) tardiness, (3) grievances, and (4) vari-
al.ility of output. Only a small number of studies have tested
the relationship between accidents and satisfaction (Marconi

1973). Vroom (1964) and Robinson (1969) found some significant
correlations, but the direction of the relationship was question-
- able. Dissatisfaction could have been a result of a high acci-
2 dent rate, rather than the reverse. '
e I *
CE . A small *number of studies reported a negative relationship
* petween Satisfaction and tardiness (Brayfield and Crockett 1955;
74 Dawis ana Lofquist 1981; Porter and Steers 1973). High grievance
[ 1 . . . . . .
rates were associated with low job satisfaction (Fleishman and
llarris 1962). As a result of lapses in attention, an increased
degree of-boredom decreased the magnitude of output among
., » production workers (Wyatt, Fraser, and Stock 1929).

-
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\ physical and ‘Mental Health
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Physical health. Locke (1976) and Dawis and Lofquist (1981)
sunmarizea the results of numerous studies that examined the
relaticnship betwee job satisfaction and physical health and
longevity. - Burkel: 969/1970) reported significant correlations
between job satisfaction and such subjectively reported physical
symptons as fatigue, shortness of breath, headache, sweating, and
i1l health. Herzberg, Mausner; and Snyderman (1959) reported
that dissatisfied workers complained more of headaches, loss of
appetite, indigestion, and nausea. Chadwick-Jones (1969) found
that steelworkers on highly automated and subjectively boripg-
jobs complained of extreme fatiqgue. - -

As a result of a one-hour laboratory experiment, Sales
(1969) found a significant negative relationship between sub-
jects' enjoyment of a task and changes in their level of serum
cholesterol (a possible precursor of coronary heart disease)
during the work period. Sales and House (1971) reported a -.83
correlation between job satisfaction and rate of mortality from
arteriosclerotic heart disease. Palmore (1969) reported that job
satisfaction was the single best predictor’ of longevity (i.e..
observed years of survirval after a physical exam, divided by
expected years bf survival based on actuarial tables). An exten-
sive review of the medicaltpsychological literature by Jenkins
(1971) revealed numerous studies that reported associations
between coronary disease ‘and such job complaints as-boredom,
feelind ill at ease, and interpersonal conflict.

Mental health. Locke (1976) and hawis and Lofquist (1981)
also reviewed research concerning the relationship between job
satisfaction and mental health. Job satisfaction was found to
correlate with indices-of mental health (Special Task Force
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1973). Hoppock (1935) reported that higher job satisfaction for
a group of teachers seemed to be associated with better mental
health and better human relationships.

Kornhauser (1965) developed an index of mental health from
six component indices: (1) anxiety and tension, (2) self-esteem,
(3) hostility, (4) sociability, (5) life satisfaction, and (6)
personal mgrale. Kornhauser reported consistent relationships
between satisfaction and the total mental health index among
three levels of blue-collar workers. The strongest relationship
was with "chance to use abilities.”

Labor Market Experiences

Evidence strongly suggests that job dissatisfaction imposes
considerable costs on workers in terms of increased unemployment,
decreased labor force participation, and decreased growth in
annual earnings and occupational attainment (Andrisani et al.
1978; U.S. Department of labor 1979). However, the U.S. lepart-
ment of Labor report noted that dissatisfied black workers as
compared to satisfied black workers were an exception. \orkers

_in the former group experienced greater occupational advancement,
« " largely as a result of their greater tendency to change :
employers. —

- -

¢?‘

Jf’ Social Costs

The social costs imposed by low job satisfaction are of par-
ticular interest to policymakers. Because dissatisfied workers
experience longer spells of unemployment, they are .move likely to
draw upon unemployment insurance and welfare (U.S. Department of
Labor 1979). The factors creating job dissatisfaction probably
contribute indirectly to the overall costs of social programs at
the same time that they deprive many workers of the opportunity
to work at more productive and satisfying Jjobs.

Oﬁger Attitudes

Locke (1976) reviewed four studies that dealt with attitudes
oward life, family, and self—conﬁgﬂénce. Significant positive
correlation betweerr attitudes on the job and those toward life

were reported by Kornhauser (1965), Iris and Barrett (1972), and
Weitz (1952). ggrnhauser (1965) also reported a positive rela-

tionship between job satisfaction and family attitudes. Finally,

ﬁ/ lterzberg, Mausner, and Snyderman (1959) reported that satisfying

job experiences increase self-confidence.

-
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lmplications for vocational Education
R -
Given the importance of career. choice to individual well-
being and identity, the economic well-being of the employing
organization, and the social costs to society, it follows that
students should be knowledgeable about their individual work-
personality charactépistics, the characteristics of work and
training environments, the likelihood of their adjustment to work
and training in specific environments, and the process of con-
tinued adjustment to work (Dawis and E&fquist 1981). These are
likely components of job satisfaction, which may be explored or
-developed in the process of vocational education. Such knowl-
edge, which may help guide students to make the most meaningful
choices for their careers, can be generated and communicated by
systematic vocational assessment, guidance, and education. )
Yocational educators face.-a difficult dilemma here, the balance
between raising unrealizable expectations and discouraging : -
realistic aspirations.

Surmary of Literature on Job Satisfaction

.

Job satisfaction can be defined as "a pleasurable or posi-
tive emotional state resulting from the appraisal of one's job or
job experience" (Locke 1976, p. 1300). Measurement of job satis-
faction is difficult due to the complex nature of the construct.
Typical methods of measurement’ include rating scales, overt
pehavior, action tendency scales, interviews, and the critical
incident strateqgy. Despite its weaknesses, the rating scale is

most commonly used. .

Five theoretical approaches have been described to explain
job satisfaction: ful fillment theory, discrepancy theory, equity
theory, the two-factox theory, and an integration of the equity
and discrepancy theory. Fulfillment theory is based on the
assumption that job satisfaction is a function of the degree to
which a job provides workers with outcomes that are valued by
those workers. The basic idea of the discrepancy theory is that
satisfaction is determined by the difference between the work
outcomes workers actually receive and some other outcome level.
Lgquity theory holds that j6q satisfaction. exists when workers
perceive that there is equity in the ratio of what they put into

’ a job and what is received from the job. The two-&gctor theory
suggests that job satisfaction is caused by a different set of
factors than dissatisfaction. 1In the equity/discrepancy integra-
tion theory, job satisfaction involves a. comparison between what
workers actually experience and what they think they should
experjience (rather than what they want) . ‘

Research concerning demo raphic influences on job satis-
faction has yielded mixed results. Generally, whites express

greater satisfaction than blacks, and females express greater
. )
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. satisfaction than males. The age and job satisfa-'tion rela-
tionship appears to be a U-~shaped function, with high initial i
satisfaction followed by a decline, with a subsequent increase as
workers reach middle age. A consistent relationship has not been
reported between education level and job satisfaction. Gen-
erally, white-collar workers tend to be more satisfied than
blue-collar workers. For all of the demographic variables,
differential results are reported when other variables are
controlled or wgfn specific job situations are studied.

. A

) The most consistently reported consequence of job dis-
satisfaction is an increase in turnover rates. Although not as -
consistently reported, absenteeism mdy also be related to job
dissatisfaction. No consistent relationship has been reported

. with performance, accidents, tardiness, or grievance rates. N

positive relationship appears to exist between job satisfaction
and physical and mental health. Increased job dissatisfaction is
associated with increased unemployment and, thus, with increased
use of unemployment insurance and welfare (except for blacks).
Job satisfaction is clearly a complex concept that is influenced
by--and influences--numerous other variables. Investigation of
this issue demands a sophisticated and carefully designed

" approach.

: f

J
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CHAPTER 2 {”(\’

'T‘H[I’ ANALYTIC MODEL AND THE DATA

-
~ b ]

Although a number of attcmpks have been made to develop an
adequate and, thercfore generally acceptable theory of job satis-
faction, the literatupe review in chapter 1 reveals that no such
model is currently available. The primary approaches have dealt
with either within-person psychological needs and: their satisfac-
tion, or job-related needs and their satisfaction, or with a com-
bination of these two areas. Obviously, there is considerable -
Sverlap among these approaches. It is also clear that job satis-
faction. is a complex, multidimensional concept. : :

The focus of this study is on utilizihg a recently collected ,

data base to examine the finding, reported by a number of ’ o
researchers (Grassa and Shea:1979; Mertens et al. 1980; Mertens

* and Gardner 1981: Tabler 1976), that the graduates of ‘secondary ’
_vocational education programs are more satisfied with their jobs
than graduates of other curricula. 1In, addition, the study seeks
to examine the antecedents of this satisfaction phenomenon. A
simplified diagram of the possible network of relationships is .
presented in figure 1. )

’ ) . The relationships examined in this study specifically con-
cern differences in job satisfaction as’a function of vocatjonal
or other education, while holding constant (to the extent pgssiﬁ
ble) internal and external personal characteristics, as well as \
such variables as levels of education, occupation, and job
characteristics. Thus, the models tha;qgfe represented in’ the

~~equations used in the analyses deal with that portion of the net-
work of relationships that includes the education and job, satis-
faction portion of the diagram. The data used for these analyses

are those available in the National Longitudinal Sutvey of Youth

] labor Market Experience (NLS Youth) and the high school tran-
scripts of a subsampLe of the NLS youth. | ’

.
]

2 P

Description of the NLS Youth Cohort : :

%he 12,686 persons included in the NLS Youth sample were
selecfed by a household scregiting process in the fall of 1978;
the New Youth Cohort represents a national probability sample of
youth who were between the ages of fourteen and twenty-one when
originally selected. The sample was drawn in three stagest (1)
a cross-sectional sample; (2) a supplemental sample of blacks,
tlispanics, and economically disadyantaged whites; and (3) a san-
ple of young persons serving in the military. Both the cross-
sectional and supplemental samples were stratified by sex in
order to obtain relatively equal proportions of men and women.
Because blacks, Hispanics, and economically disadvantaged whitas .

¥
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were purposefully overrepresented in the NLS Youth sample, a
weijhting procedure was developed to permit more accurate esti-
mates of these various combinations of the youth population.*
Approximately 2 percent of the NLS respondents are Native
Americans or of Asian or Pacific Island descent; these minority
members are included with whites in this study. .

Fxtensive background information about family, schooling,
work INstory, and training was gathered for all the respondents
in the NLS Youth Survey when they were first interviewed early in
1979.. In addition, data on current educational and labor market
activities were obtained. Follow-up interviews were conducted in
1980, 1981, and 1982. Follow-up interviews are scheduled with
the participants sin the New Youth Cohort through 1984.

\
NLS Youth Transcript Collection Rffort

‘The transcript collection effort was initiated through a
subcontract let by the National Center for Research in Vocational
Education to the National Opinion Research Center? (NORC) in order -
to secure and code the transcripts of the NLS Youth respondents.
The first. round of transcripts was collected in 1980; the target
sanple consisted of youth who were seventeen years and older at
the time of the 1979 interview. ranscripts were obtained in
1981 for WLS respondents who were¢ fifteen and sixteen years old
at the time of the first interview. Respondents excluded from
both collection efforts were those in the military sample and
those who attended foreign high schools. If a student had trans-
ferred and the original school's transcript was not complete, ex-

‘tensive efforts were made to locate and contact the new school to

obtain the student's record.

e

The coded information, if available from the individual
th\anscripts, included: (1) days absent, grades nine through
twelve; (2) academic rank in class; and (3) math'and verbal
scores for aptitude tests (Preliminary Scholastic 'Aptitude Test,
Scholastic Aptitude Test, American College Test). Course infor-
mation included the specific course taken, the grade (or year) in
which the course was taken, the letter grade received, and the
credit received for the coursas )

-

Nach course credit was converted to a common scale, the
Carnegie credit unit, at the time of coding. This system assiqgns
1.0 credit to a standard full-year course, Or one coursc taken
one hour a day for 180 days. The Carnegie credit unit system

*For a full description of the sampling and weighting procedures
used in the survey and a descriptive analysis of the first year's

data, see Borus et al. (1980).
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provides a method that is sensitive to the length of time spent
in the classroom (in contrast to a simple count of courses
taken), thus facilitating a comparison of the youths' vocational
education experiences on a national level. -

A coding system to identify the actual courses taken by the
student was developed from the Standard Terminology for Curricu-
lum and Instruction in Local and State School Systems Handbook VI
(Putnam and Chismore 1970). The course identification scheme
consisted Of a two-digit, subject matter prefix (e.g., math,
English) followed by a two-digit code, which specifies the indi-
vidual course within the general category (e.g., Math I, American
Literature).

Classification of Vocational Students

The seven subject matter areas identified as "vocational" in
Handiook VI were used in this study. These categories are
agriculture, Jdistributive education, health occupations, home
economics, office occupations, technical education, and trade and
industrial Gccupations. Several decision rules were adopted to
accommodate the available data and refine the definition of voca-
tional education (Campbell, Orth, and Seitz 1981). Technical
education and trade and industrial courses were combined and
designated as trade and industrial. Only courses considered to
be vocationally oriented were included in the home economics
classification, in contrast to homemaking or consumer home eco-
nomics. In addition, business and industrial arts courses were
differentiated from office occupations and trade and industrial
courses, and were not considered vocational.. In general, busi-
ness and industrial arts courses are directed toward the acquisi-
tion of knowledge and skills that are intended for personal use
rather than for occupational training.

Five elements were conceptualized to describe possible
patterns of participation in vocational education. They are as

fallows: ¢
o Intensity
o Diversity
o Continuity
o Supportive diversity
., © Proximity ‘ o
F

These elements are based upon certain assumptions about th

vocational ‘education system in secondary schools. They are
defined operationally in terms of scales that have ‘permitted the
school experiences recorded in students' transcripts to bhe

described as numbers.

~
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Phe first element, intensity, represented the actual number
of credits.a student took in a vocational service area (e.g..
agriculture, business and office). Only those credits were
. recorded that were taken, in the students' major service area.
For a majot specialty to be established for a student, at least
one full Carnegie unit credit, representing a year's work, had to .,
e earned, and at least six-tenths of the vocational credits had N
to'be in that service area. This element was based, upon the
assunmption that more involvement in the courses within a service 1
area should result in a greater accumulation of skills in that -
area and, consequently, in greater likelihood of effects on
either labor market experience or additional schooling.

The second element, diversity, represents the number of ser-
vice areas in which the student took credits. It was scored as
an actual count of areas. It is a contrast to intensity, because
specific skills seem unlikely to develop from a sampling of
courses across service areas. .

-

The third element, continuity, was defined as the grade lev~
els in Whicl: courses in the specialty were taken. The continuity
score was a simple count of the number of levels in which the
student pursued the specialty. It was based on the assumption
that skills developedover a longer time period are more likely
fo persist than those learned in a short period. .

The fourth eélement, supportive diversity, is included to.
reflect the possible contribution that courses in one area,might
make to the successful application of skills developed in another
‘service area. To receive a:rsupportive diversity score, the stu-
dent had to have a specjalty and, in addition, had to have taken
one or more of a set of courses in other service areas judged to
be useful in the practice of the specialty. \ For example, a
xnowledge of accounting may be useful to a student trained in
autobody repair if that student plans. to open an autobody repair
shop. The score was a simple’ count of the credits in such

related courses.

) The fifth element, proximity, was intended to represent the
freshness of the training at the time of its application. The
scale was an ordinal- one, with three points assigned for spe-
cialty courses taken in both the el &venth and twelfth grades, two
assigned for twelfth grade specialty courses taken without elev-
enth grade specialty courses, one assigned for eleventh grade
specialty courses taken without twelfth grade specialty courses,
and zero assigned when .there were no specialty. courses taken in

. either eleventh or twelfth grades. The assumption was that
skills learned earlier afid subsequently unused would tend to be
forgotten. They might not, .therefore, be available when needed

in a job situation.

&
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The information in each student's transcript was translated
into a profile of scores representing the five descriptive con-
cepts. Five patterns of participation were hypothesized after
reviewing a ‘random set of transcripts, and were empirically
verified. (The match between number of concepts and number of
patterns is coincidental.) Fach student profile was assigned-to——
the pattern it most nearly resembled. The patterns were
designated as follows:

. -
Concené?%tdrs
Limited Concentrators
Concentrator/Explore~s
Explorers
Incidental/Personals

00GCO0O0

Al

Concentrators are those students who, on the average, had
six or more credits in their vocational education specialty area.
They frequently had an additional crxedit in another service area,
and occasionally this credit could be judged as supportive of
their specialty. They averaged three years of courses tak.n in
the specialty area, and nearly always took courses in both the

- eleventh and twelfth grades.

Limited Concentrators are those who averaged a little more
than three credits in a service area and tended to take their
specialty courses in only two year-<. They took their specialty
courses in both eleventh and twelfth grades a little less often
than the Concentrators did. They also took more courses outside
of their specialty area, but only occasionally were those judged
to be supportive. ’ g

Concentrator/Explorers are those who averaged almost a full
credit (D.9) less than Limited Contentrators in a specialty.

.They tended to spend fewer than two years pursuing a specialty

and frequently did not take specialty courses in the twelfth
grade. Many of them sampled at least two service areas, but
rarely were those areas judged to be supportive of their
specialty.

The Explorers are those who took courses in threebr more
service areas and did not develop a specialty. They did not have
scores in the other areas because a specialty was_ necessary to
earn the other scores.

The Incidental/Personal participants are those)who averaged
slightly less than one credit in vocational education. Some ©
them took -enough courses to qualify for a specialty but not en-=
ough to be classified as a Concentrator/Explorer or as a Limited
Concentrator. When they Jdid Jevelop a specialty, there was some
tendency to take a course in that specialty in the upper grades,
but judging from the average proximity score (0.6), this was pro-
bably more often in-the eleventh grade than in the twelfth.

2

24

39

(U —

-




»

All but two of the youths in the sample could be classified
cuite readily according to these patterns.

—  bescriptieon—ef-the-Data—Used—for This-Study -— - -

The proposed focus for this research effort, examining the
effects on job satisfaction of secondary vocational education,
suggested several methodological considerations to be taken into .
account in the selection of a subsample to be used for analysis. .
A primary objective was to maximize the number of cases included '
and yet preserve a relatively homogeneous sample in terms'of
labor market opportunities and exposure to vocational courses and
programs. For example, it is inappropriate to treat high school’

N graduates and dropouts as an aggregate given the possible effect
of credentialing (i.e., having a diploma) on job satisfaction.

In addition, the method by which vocational education is measur ed
in this study is dependent upon the information available from
students' transcripts. Another factor concerned the demographic
distribution of the subsample and the generalizability of the re-
sults in terms of the youth population. ot

Data for the analyses were taken from the 1979, 1980, 1981,
and 1982 surveys. The number of individuals and the demographic
characteristics of the subsample vary depending on whether data
from individual years or some combination of years were used in
the, analyses. The .subsamples were always selected so as to con-
tain only high school graduates. Due to the variations in sample
size and characteristics, specific details are presented in con-
junction with the results of each analysis in chapter 3. ’

»

. A Analytic Approach

It seems reasonable to suppése that the choice of curriculum .
in the high school is influenced by the personal and hackground
characteristics suggested in the model (see figure 1l). Some, tut
not' all of these characteristics may be controlled for by data
available in the NLS Youth. Those which were available in use-

<able form and ..ave logical, theoretdical, or empirical support
became the basis for analysis.

There is documented evidence that choice of vocational

education as opposed to other kinds of high school curricula has

some influence on level of education, although there is consider— .
able overlap in the effects of the various kinds of curricula

(see, for example, Campbell, Gardner, and Seitz 1982). There is
.also documented evidence that level of education and, job satis-

faction are related (see Quinn and Baldi de Mandilovitch 1977).

Finally, there are logically intuitive reasons, as well as evi-

dence from other studies, to suggest that occupation, internal
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personal needs and characteristics, ageé, and experience nay also
influence job satisfaction. it
?

Job satisfaction itself is seen as made up of several compo-
nents. There are those satisfactions related tou the job context
(i.e., the working situation); job potential (i.e., the oppor-
tunity for personal improvement); job outcomes (i.e,, the various
forms of payment); and interpersonal relations on the job (i.e.,
the relationship with coworkers, or supervisors).

Several analyses were conducted for the purpose of refining
the definition of job satisfaction and its antecedents prior to
and in conjunction with evaluation of the models represented by
the equations used in the primary analyses. They included factor
analyses and reliability estimation of the scales and measures
used to describe job satisfaction; and those antecedents that
were scaled (e.g., self-esteem).

(ggpéllates of Job Satisfaction ‘ .

, The basic equation used to estimate these correlates may be
represented as follows: .
ISyi = an +'bnCi * cfli + dpPi FEqMi + gnFi + InTREj
/ ~
+ knELl + npllkPy + nnAGl + Cnl

Na-

I3 - 1
& ‘where $n1,= a score ont aggaoidn of Fatisfaction (n = 1-4)
y- .o = a K-element, vectéor of job characteristics
' “E = an 8-elefent vector of education

a 3-eléniegt vector ofapefsonal characteristics

v
W

g
n

="a h—element vector ,0f attltudlnal variables
F ='a Kielemeht vector qf ‘pecupations '
. TRE = training-related ecmployment
’ EL = a 6-element vector of educational levels
. BRP = hourly rate of pay
RN ‘AG'= age.
‘e, = a random Jdisturbance term reflecting unmeasured variables

gl
i

[

The elements .in C include--
4

Size of firm

) &- Unionization

. ~ Shift
Full-time/part-time
Fringe benefits

{
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The elements in ¥ Lnclude--

Vocational -Cancentrators
I.imited Concentrjtors
Concentrator/Explorers
xplorers ’
Incidental/Personals
Self-reported academic curriculum with no vocational credits
Incomplete records

The elements in B include-- . ..
Race
Sex
SES

The elements in M include-- .o’

Self-esteem scale score
Job aspirations

The elements in F include--

» -
s

Professional and technical

Managerial

Sqles

Clerical

Crafts .

Operative N

Farm

Service

Private household

Missing data on ¢ccupation ,

The elements in EL include--

13 years

14 years

15 years

16 years .
‘17 or more years

This equation permitted the evaluation of potential anteced-
ents of job satisfaction, as required to meet the first objective
presented in chapter 1. The context is that of a series of con-
trols that m.y be intermediating in the development of job satis-
faction. The complexity of the concept of job satisfaction was
- treated by estimating this equation with four different defini-
tions as the dependent variables. These definitions were derived
by applyingy suggestions from the literature to the interpretation
of the results of the preliminary analyses discussed prior to the
equation. A more detailed discussion of these analyses is
presented in chapter 3.
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Nonmonetary Rela@igg%ﬁ{gglﬁighnkgbor_Market Outcomes

’

. The relationship of nonmonetary influences on earnings--
another:-objective specified in chapter l--was evaluated by esti-
mating an equation in which hourly rate of pay (lIKP) became the
dependent variable, and the four forms of job satisfaction
entered the equation as explanatory variables: s

HiRP; = ag + bgCj + cghkj + dgPi + ggtj + kgELj + nghAGj +
+ ygWi + rsJSli + 55J82i + t5JS3i + V5J84i + €53

Tne elements in W include--

Region
- Northeast
- South
- West T
llork experience . ,

The elements in all of the other vectors were those defined
for the first equation.

The question arises as to whether there may be simultaneity
petween HRP and the four forms of JS,. The logical way in
which JS should influence HRP is through increased productivity.
The literature reviewed in chapter 1 finds very little evidence
for this path of influence. However, to provide a more rigorous
gvaluation of the possibility of simultaneity, a system of simul-
taneous eguations was evaluated. The use of a two-stage least
squares (2SLS) technigue permitted the estimation of HRP anda J5.

)

Job_satisfaction and Training-related pPlacement ‘

N s

Additional analysis with equations based on the model fbr
job satisfaction permitted an evaluation cf the persistence of
job satisfaction for students who had received vocational train-
ing in high school and had graduated. Objective 3 of the study
is "to determine whether job satisfaction persists over time for
vocational students in training-related employment as compared to
students not so classified." Generally, the basic eqguation is
appropriate to address thig objective, with a change in sample
specifications and a couple of exceptions in terms of the
independent and dependent variables. )

The comparison group for vocational students in training-
related jobs could be limited either to individuals who were
eligible for such jobs but did not obtatn them, or t6 all indi-
viduals who are not classified as being in training-related. jobs.
Conscyuently. two research gquestions were developed .to investi-
gate these possible comparisons. - .
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birst, is there a difference in job satisfactibn over time
between individuals who were eligible for training-related
employitent and either did or did not obtain such? To answer this
question, the subsample included only those individuals who were
¢iigible for training-rclated placement (i.e,; Concentrators,
Limited Concentrators, Concentrator/Ixplorers, and Incidentdl/
Personals) and who were employed in 1979 or 1980, For this sub-

sample, the elements in I were--

Training-related * Concentrator

Training-related * Limited Concentrator

Training-related * Concentrator/Lxplorer ,
Training-related * Incidental/Personal e

Sccond, is there a difference in job satisfaction over time
between individuals in training-related employuent and students
not so classified? This subsample consisted of those who were
employed in 1979 or 1980. For this subsample, the elements of E

include--

-

Training-related * Concentrator
Nontraining-related ** Concentrator
Training-related * Limited ConcCentrator
iontraining-related * Limited Concentrator
Training-relatcd * Concentrator/Explorer
llontraining-related * Concentrator/Explorer
Training-related * Incidental/Personal
Nontraining-related * Incidental/Personal
Explorer

Missing data on patterns of participation

For each of the models, analyses were conducted for 1979 and
1980 as well as for the diiference petween 1979 and 1980 for the
same Job satisfaction scores as defined in the first podel.

Y o

Job Stability and Vocational Education ,

L fourth objective, identified in chapter 1, was to deter-
mine the relative job stability of vocational students when
compared witnh otners not soO classified. ~The equation used to
evaluate this objective had, as a dependent variable, job
mobility (JM).* The form of* the equation is as follows}

]

*This wvariable was so labelled to avoid confusing the acronyn
used in the ‘equation with the similar initials "of job satis-
faction, as both variables appear in ‘the sane equation.

7/
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JB was defined as a mobility rate calculated by dividing the :
number of jobs held between 1978 and the 1981 interview by the
number of weeks in the labor force.* For those employed in 1981,
their current job was not included. Control variables included
the vectors of personal characteristics, defined as before, and
work experience, defined as the number of months since leaving

school. .

The remaining variables differ in definition from their use
in the equations discussed earlier. The aspiration vector (AS)
was defined as the level of job content aspired to at age thirty-~
five and also as a measure of change in aspiration between the
time of the 1979 interview and the 1982 interview. The educaticn
vector (E) represented a set of dummy variables for the patterns
of participation as used in the previous equations, but sub-
divided the sample into those respondents who were in training-
related employment for the majority of their jobs, if therec was
sufficient specialization to determire training-related employ-
ment. Otherwise, the variable was defined as previously. The
job satisfaction variables (JS) used the definition described for
the first set of four equations, where the four forms of Jjob sat-
isfaction were the dependent variables. This vector included the
1979 job satisfaction scores as well as a measure of change in
job satisfaction between the 1979 and 1981 interviews. These
changes permitted a partial accounting for the time-bound charac-

ter of job, mobility.**

The effect of summer Jjobs while in school may inflate appar-
ent mobility. This possibility was treated by conducting the
analysis only for those hiyh school graduates who were not
enrolled in postsecondary education at any time including or

subsequent tO\the first interview.

-

i

Educational Eipectations'and Occupational Aspirations

One final analysis was conducted in an effort to clarify the
dynanics of the participation in vocational education and its
effects on occupational and educational aspirations. With the
availability of longitudinal data encompassing tenth grade

-

*this scale ranges from 0 to 1, with a mean of .015, reflecting
average length of job of about one year.

**xp desirable additional specifiéation for this equation would be
a variable reflecting labor market conditions at the time of cach
job change. Such information is not available in the data gset.
Subsequent rescarch should attempt to evaluate. the possible

effect:pf labor market changes.




tarough graduation, it was possible to examine changes in aspira-
tions, pertaining both to jobs and to education. The change -
score was detined as the difference between expected education

level attainment at the first interview (1979) and that at the

laste (1982). A similar score was delined for the content status
level* of the aspired occupation at the two points in time. )
These scores were treated as dependent variables in equations .

that considered personal characteristics, with a dummy variable
representing. self-rcported academic curriculum, intensity of con-
centration, proximity of vocational program to graduation, and
with certain school characteristics as explanatory variables. g
For the educational expectation score, the range represented by
the scale was from less than high school graduation to a post-
master's graduate program. The scale could take values from -7
through a mean of zero to +7. The occupational aspiration scale,
constructed similarly, was based on the Scoville (1969) job con-
tent categories. The change scorc ranged from a -4 to a +4, with .
a mean of zero.

A

There are three overlapping but somewhat conflicting
hypotheses that may be examined by these procedures. The first
represents the conventional wisdom that young people tend to ,
aspire more highly than they .are likely to attain. As they gain :
experience and become aware of the realities of attaining certain
goals, their aspirations tend to moderate. This hypothesis would
predict a predomjnance.of negative change scores and a resulting
negative mean for the population. The second hypothesis is that
advanced by Grubb and Lazerson (1975), that vocational education
lowers the expectations of young people. ‘This hypothesis can be
evaluated by examining the sign and significance of the coeffi~-
cients for intensity and proximity in the equation. The third
hypothesis represents the expectation that participation in an
academic curriculum will increase the aspirations of young peo- .

’ 4 ple. It can be evaluated by examining the sign and significance
of the academic curriculum coefficient.

\ .
The results of these analyses are presénted in the next .
chapter. The final chapter considers their policy implicatders.

’

*Joly content status way scaled by Scoville (1969) from five for
low status to one igh status based on the amount of educa-
tion, skill, intellectual responsibility, and similar variables
required by the job. -

oy
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CHAPTER 3

THE FINDINGS

Findings Related to Data Characteristics

The identification of job satisfaction and the availability
of information about it in the NLS Youth data were the first
analyses undertakén. These analyses consisted of two parts.
First, there was a determination of the level of reliability of a
scale to be used in subsequent analysis--the self-esteem scale
(see .Appendix A). ‘The significant concern about this scale was
its internal consistency. A.coefficient alpha (Winer 1962) was
computed for this scale. 'The obtained value was .83. This level
of reliability was judged to be ample for the use of the scale in
the analyses that were undertaken concérning job satisfactton.

second, there was an analysis of the items in the NLS Youth
interview data that were designed to.elicit the respondents' )
level of satisfaction with their current jobs at the time of the

interviews (see Appendix B).*

The method used for analyzing these data was a principal
components factor analysis. followed by a varimax rotation of
those factors that had eigenvalues closely approaching one oOr
greater (the Kaiser criterion**). Variables that shared at least
10 percent common variance with the underlying factor were
retained for use in analysis. After the items identifying each
factor were determined, the item scores were simply combined to
provide a total score on the factor. The factor analyses were
replicated for the data from three interview years (see Appendix

.

———

*In addition to these items, a number of other items that
reflected intentions or actual job-related actions were also con-

.sidered. They included the reservation wage for changing jobs,

whether or not the respondent was looking for new work while
employed, willingness to take a new job, or reporting similar
aciions. or expressed intentions. The first principal components
a ysis identified a number of variables that lacked sufficient
communality with the remaining set to be adequately reflected in
any factor. These were dropped from the set and a second run was

made that became the basis for the analysis. -

**xStrictly speaking, the Kaiser criterion specifies an eigenvalue

equal to or greater than one. There is; however, considerable

controversy about this level (see Thorndike 1978). We have
therefore chosen to relax it to the .95 eigenvalue and to retain
a factor exceeding this level, if it is readily Jand logically
interpretable.

[




C). There was some minor variation but substantial similarity
across the three years. Because the respondents were the sanme
individuals, with slight attenuation of sample sizes due to
nonresponse and some increase due to additional respondents’
graduating and obtaining jobs, changes wonid have to reflect a
considerable component of change within individuals if the factor
structure had altered in any important way: Such changes were
not observed.

Four factors met the eigenvalue criterion. These were
rotated, using the varimax procedures, to what was judged to be
adequate simple structure. They accounted for approximately 63
percent  of the common variance in the data.

one factor appeared to represent a personal on-the-job
developumenit and skill-related component. Items loading on this
factor dealt with the chance to do one's best work, to develop
new skills, and with overall experiences of satisfaction. These
variables had trivial loadings on the remaining factors--less
than 10 percent variance common with any other factor. One addi-
tional variable, pleasantness of the .work place, did not differ-
entiate as cleanly. It had 15 to 16 percent gommon variance with
the first factor, but also shared about 14 gé?cent with another
factor, suggesting that the intended meaning of the item was per-
ceived differently by some respondents. It was handled in the
analysis by assigning ‘it to the logical loading, the work
situation. .

A second factor appeared to represent the conditions of the
work place. Two items representing unhealthy or dangerous’ condi-
tions loaded very substantially on this factor. The item on
pleasantness of the work place had a negative l6ading here. This
pattern was consistent with the expectations of the question and
appeared to justify the inclusion of the item in the definitiod
of the factor.

-

A third factor appeared to represent the outcomes of work,
or job rewards. This factor carried the substantial loadings of
good pay job security, and a chance for advancement. With the
exception of the latter, these variables had extremely trivial
loadings on the other three factors. The "chance for advance-
ment" variable hovered around a 10 perctent common variance with
the first factcr, for two of the three survey years. This factor
had a substantial loading on the use and learning of new skills—-
a reasonable prerequisite to advancement.

Two variables on the remaining factor had substantial load-
ings. These variables did not have more than 4 percent common
variance with any other factor. They were combined as the human
interaction factor because these two variablés were quality of
supervision and friendliness of coworkers-.
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the factor structure in these data was strikingly clean,
with only two variables showing factorial complexity above a 10
percent cownon variance with wore than one factor. One of these
was "pleasant surroundings," whith loaded both on the work condi-
tions factor and on the personal on-the-job development factor.
The other was the chance for advancement variable, discussed in
relation to the "job rewards" factor. Given the relatively sharp
Jdifferentiation among the variables and the distinct characteri-
zation of the four factors, it seemed reasonable to defin® job
satisfaction for these data as four distinct variables, and to
abandon the notion of a global measure of job satisfaction.* The
measures of job satisfaction were calculated as previously
described, and the specifications of the equation described in
chapter 3 reflect these definitions. The four measures were--

o personal on-the-job development (JSjy) .

o working conditions (Js2p)
o job rewards (JS3)
o. lL.aman interactions (3Sq)

These correspond to the four factors previously discussed.

The Correlates of Job Satisfaction

As delineated in chapter 1, the first objective of this
study was to determine the cbrrelates of job satisfaction.
Because the analysis up to this point did not support the notion
of a global measure, but rather the four just discussed, separate

equations were estimated for each of the four.

.

4
-

*It is interesting to note that an earlier study (Weitzel et al.
1973) found conceptually similar factors. These factors were
jabelled Satisfaction with Personal Progress and Development;
Satisfaction with Compensation; Satisfaction with Organizational
Context and Satisfaction with Superior-Subordinate Relationships.

The Fesearchers used a sample of salaried employees from five
different companies and a series of self-report scales different
_from those used in the present study. _They also carried out sec-
ond and third order factor analyses which led to two subfactors
and a general factor. This procedure was not replicated in the
present study.




Satisfaction with Personal :On-the-Job Development

-

Table 1 presents the results for JSj, satisfaction with
personal on-the-job development.* As identified in chapter 1,
major interest centers around the relationship of secondary voca- .
tional education concentration with job satisfaction. In the
case of satisfaction with personal on-the-job development, none
of the educational variables except completing sixteen years of .
schooling show a significant relationship, and therefore none are
shown in table 1. (The complete results are given in Appendix

£.)

If vocational education has an effect on this form of job
satisfaction, it must be an indirect one, operating through some
other variable. The major explainers of variance in this, form of
job satisfaction are job characteristics, some isolated peérsonal
characteristics, motivation, and occupation: Which of thé%e_ ‘
might be channels for an indirect influence of vocational egluca- ,
tion on satisfaction with personal on-the-job development? \

Three candidates emerge from an examination of table 1.
They are firw size,- the match between aspiration and current jJob,
and occupation. Firm.size is a candidate because the size of  the
estimates of contribution to satisfaction in this instance is
inversely proportional to firm size. Other studies (Gardner,
Campbell, and Seitz 1982) have found that, at least for men,
there is a lesser likelihood that vocational Concentrators will
be employed in larger firms. Thus, in the case of men, voca-
tional education may be directing them toward work situations
where they perceive greater and more satisfying opportunity for
on-the-job developnent. ' ‘.

The match between the job and aspirations, as an indirect
channel for vocational education influence, can best be consid-
ered a possibility rather than a likelihood. 1In earlier Wwork,
Campbell et al. (1981) found a stronger likelihood that voca-
tional Concentrators would be in training-related employment than
those with little vocational education. Furthermore, there is a
greater tendency for both male and female Conc¢entrators to show a
match between current and aspired jobs in this sanrple than for
those with less or no vocational education. These two facts dare
consistent with the hypothesized indirect effect. .

. ——— — —— o ——— T—— m———

*Although the ¢quations rely on the longitudinal nature of the
data for svecitic variables, they were run for two separate years
as a partial cross validation.
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TABLE 1

THE SIGNIFICANT)CORRELATES OF SATISFACTION
WITH PERSOMAL ON-THE-JOB DEVELOPMENT

(Equation JSy)

Regression Coefficients

Variable 1979 1960
Job characteristics

Small firm size 1.05494% .70877*

Medium firnn size .75314*%

Large finn'size .51689

Union _ ' -.30274

Evening shift v -.39299* -.46871%

Split shift -.62050*

Hours per week 42292* .24958*

Fringe benefits :

> - Paid vacation .31219% .
Personal characteristics

Race and sex

- Black male -.36834%

- Yhite female .24520

- SES -.00477
Motivation

Self-esteem - .04426%

Job and aspirations match .73268* .52871%
Educational level

Highest grade completed-16 -.38992
Occupation ~

. Professional 2.02245* 1.61881*

Managerial 1.01142* 1.41341%

Sales .92711% .9323%*

Clerical .75334* A .78701*

Crafts 1.03863* 1.07780*

Farm 1.56296*

Service Co- .61037*
Hourly rate of pay .00067 .00094*
Training-related job .24511
n 2304 2674
RZ .1826 .1569

NOTE: A1l values are significant at the .05 level. An * indicates values

significant at
the scale of job satisfac
gach explanatory variable

»

or above the .01 level.

The numbers
tion corresponding to a uni

represent a unit change in
t change in the scale of

. The job satisfaction items are shown in Appendix
B. The scaling of the explanatory variables is shown in Appendix D.
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The third possibility for an indirect vocational effect is
through choice of occupation. Vocational education prepares a
substantial proportion of its participants in the skills of
clerical, crafts, and to a lesser extent, sales occupations. All
three of these occupational areas show stropng, substantial, and
positive associations with job satisfaction as represented in
personal on-the-job development (JS;). Thus, although evidence |
of direct effects for secondary vocational education on this form
of job satisfaction is lacking, there is a strong possibility
that secondary vocational eduycation exerts positive indirect

?

effects., 3

Satisfaction with Working Conditions

’

The second form of job satisfaction identified in this study
was satisfaction with working conditions (JS3). ‘This form of
job satisfaction showed a positive association with concentration
in vocational education in the 1979 data, but not for this equa-
tion in the 1980 data (table 2). However, vocational Concentra-
tors did have a significagt positive association with working
conditions in the 1979 and 1980 data in another, similar equation
(not shown) in which. hourly rate of pay was identified differ-
ently. Thus, it appears possible that there is a persistent
association between vogational education and satisfaction with

working conditions.

Other consistent correlates of satisfaction with working
conditions ipclude job characteristics, self-esteem and personal
characteristics. Firm size is again a factor, and althouygh the
trend is not as pronounced as with JS; (personal on-the-job
development)'when compared with very large firms, working condi-
tions are perceived to be better in the smaller oOnes. Unions are
found where conditions are perceived to be unsafe, unhealthy, and
unpleasant. Females, regardless of race, perceive their working
conditions to be more satisfactory even after the study con-
trolled for the effects of occupations. Occupations show posi-
tive associations with satisfactory working conditions in the
vocational-education-related examples of sales, clerical, and
service occupations, but not in the instance of crafts occupa-
tions. Self-esteem is positively related to satisfaction with
working conditions, but hourly rate is negatively related.

The correlates that reflect the largest associations, how-
ever, are among the occupations. Some of these contribute sub-
stantially more than a full point on the nine-point scale of jo
satisfaction. Although vocational ecducation does show an impact
on this form of job satisfaction, it must do so in a dontext of
other, more powerful- influences. ’ '
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TABLE 2 -~

THE SIGNIFLCA“T CORRELATES OF SATISFACTION
WITH WORKING CONDITIONS

(Equation JS2)

Regreésion Coefficients

Variable 1979 _ 1980
Job characteristics ‘4
Small firm size .62212* .68326%
Medium firm size ‘ .83113* .51849*
" Large firm size : .72633*% ' .54742*%
Union -.74653* ~.37188*
Evéning shift ~.33126 . -.29304
’ Hours. per week -.32250% -.40305*
Health insurance -.24114
Education . '
.Concentrator . ) .62518*
Limited Concentrator 54973

Personal characteristics
Race and sex

- Hispanic female - .61675% .56504*
- Black female - .49183* .39972*
- White female .44109* ' .29618*
Hotivation
Self-esteem .03692* .05631%
Job and pspirations match .19186
Educational\ level
Highesiyear completed-15 . 41241 -.46388
Highg$t year completed-16 o .43038
Occupagion :
Pro ess1ona1 .56916 52578
Hana 1.59827* 1.25245%
Sales 1.49067* 1.35906*
Clerical 1.34505% 1.26765*%
Crafts -.53502*% -.65543*
Operatives - 51623* -.35640
Service 3’067 .44141%
Private household 2.07941% 1.60878 ‘
Age -.08335
Hourly rate Of pay : -.00091*
n 2304 2674
RZ ’ : .2946 .2678

-

N, MOTE: A1l values are significant at the .05 level. An * indicates values
significant at or above the .01 level. .
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Satisfaction with Job Rewards

“The third form of job satisfaction (JS3) was defined as
job-related rewards--that is, satisfactory pay, job security, and
chance for advancement. Table 3 shows the significant correlates
of this form of job satisfaction. MNeither vocational education

nor educational level shows any significant association with this

form. And, only as education influences occupation is there a
readily apparent indirect effect. For ‘example, sales, clerical,
and farming occupations show positive associations with the
rewards form 3f job satisfaction. Vocational education prepares

youths for all three of these.

There is also a less apparent but likely indirect effect.
Vocational education concentration is associated with working
more hours per week (Gardner, Campbell, and Seitz 1982). The
variable of hours worked per week is positively associated with
satisfaction with job rewards. Therefore, there appears to be a
possible track of influence from vocational education, through
hours worked,” to satisfaction with job rewards.

The major correlates of satisfaction with job rewards are
fringe benefits, hourly rate of pay, and occupation. It is inte- ,
resting to note that firm size has an opposite effect on this )
‘form of job satisfaction than on the others discussed. The very
large firms appear to be the places where job rewards are per-
ceived to be more satisfactory. It is also interesting to note
that, although the presence of a uniun has a large effect on
hourly rate of pay, it has no effect on perception of satisfac-
tory job rewards. This suggests that union-generated increases
in pay offset the otherwise negative association of unions with
jop satisfaction that are present with the other forms. J

Satisfaction with job rewards is not subsumed in money
alone, however. -Clerical, sales, and farming are not the highest
paid occupations. As will be seen in-a subsequent analysis, they
are negatively associated with hourly rate of 'pay. The indirect
contribution of vocational education, if any, therefore appears
to be in areas of satisfaction unrelated to money.

Satisfaction with Human Interactions

The fourth form of job satisfaction identified in this study
was personal or human interactions (JS4). The variables reproe-
sented in this equation were not adequate to specify a reasonab.y
well-fitted model. The R?, although significart, was very ’
slightly over .05 in each data year. The variables ‘that .
accounted for significant portions of the variance in this scale
were: firm size and self-esteem. These tended to be consistent
ocross both data years. They also both have intuitively loyical
explanations. Swmaller firus may provide a better opportunity for " .




TABLE 3

THE SIGHIFICANT CORRELATES OF SATISFACTION
g | 2 WITH JOB REWARDS

(Equation JS3)

-

\ Regression Coefficients
Variable . 1979 . 1980
Job characteristics

Medium firm size -.35589

Large firm size -.49465

Hours per week .25317

Health insurance . .34021% .42608*

Life insurance . . 34654* .40215*

Paid vacation .55984* .39186*

Personal characteristics
Race Bnd,sex

- Black males . -.33549
- Black females : -.59932*
- White females -.22780
HMotivation .
Self-esteem .03039* .03456%
Job and aspirations match .34575% .
Age -.10355* -.08249%
Occupation
Professional .58165 .46349
HManagerial .82214% 1.03014*
Sales .64593*
Clerical .43308 .57604*
Farm 1.24015* .31397
Private household 1.64273
Hourly rate of pay .00291* .00187*
n : 2304 2674
R2 .1961 . .1515

—r———

NOTE: A1l values are significant atfthe .05 level. An * indicates values
significant at or above the .01 level.




personal contact with the entire work force, frequently including
owners as well as managers. Persons who realisticly accept them-
selves probably have higher self-esteem scores. These same
people are likely to be able to establish good interpersonal
relations with their supervisors and coworkers.

There are several other isolated significant correlates
shown in table 4, but there is little evidence to provide an .
interpretation. In general, the NLS Youth data confirm the
existence of this satisfaction phenomenon, but the specifie
information to determine its correlates or interpret its meaning
is not logically evident in that data base. The consistent and
significant association of self-esteem with this scale and the .
absence of other consistent trends suggest that the interpersonal
relations aspect of job satisfaction is largely an internal
psychological phenomenon that is relatively independent of vari-
ables in the work place, in contrast with the other forms of job
satisfaction, with the possible exception of firm size. Adequate
explanation of this form of job satlsfactlon did not appear
possible from these data. .

*»
The Nonmonetary Correlates of Hourly Rate of Pay

The second objective presented in chapter 1 concerned the
relationship of nonmonetary elements, such as job satisfaction,.
with earnings. The model specified the same set of variables as
those used in the equations for the four forms of job satisfac-
tion, with three exceptions. These were: (1) the inclusion of
the job satisfaction scores as explanatory variables, as the
objective specifies; (2) the inclusion of a vector of work-
re%abeinzériables representing region of the country and work
experdence; and (3) the deletion of the motivation vector and
training-related placement. Most of these variables had been
evaluated extensively in relation to hourly rate of pay in other
studies with these data ( for example, Gardner, Campbell, and
Seitz 1982)- d/r

The primary point of interest in this study was the influ- /"
ence of job satisfaction on hourly rate of pay. Table 5 shows :
the results of this analysis. Two job satisfaction variables, !
working conditions and job rewards, showed consistent and
strongly significant contributions across both data years. Vorky
ing conditions were negatively associated with hourly rate of
pay, and job rewards were positively associated. Both appear
plausible an even self-evident.

In the case of working conditions, the unpleasant, un-
healthy, and dangerous jobs are probably harder to fill, thereby
commanding a higher rate of pay. ‘That satisfaction ‘with job
rewards is strongly and positively associated with hourly rate of
pay seems redundant. Recall, however, that several occupations--
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TABLE 4 ,

THE SIGNIFICANT CORRELATES OF SATISFACTION
WITH HUMAN INTERACTIONS

(Equation JS4)

. Regression Coefficients
Variable 1979 19580

A

Job characteristics

Small firm size .33624* .29018*
Medium firm size 22778 .
Union -.17405
Education
Academic (.o vocational) -.23413
Personal chdracteristics
Race and sex . . :
- Black males -.31494*
- Black females ' -.26595*
Motivation . .
Self-esteem .01647* ,.02466* ¢
Occupation .
Private household -.80274 .
Hourly rate of pay : -.00037*
n 2304 2674 ‘
R2 ’ ’ .0507 .0538 .

NOTE: .A11 values are signifi ant at the .05 level. An * indicates values
significant at or above the . 1 level. :




TABLE 5

THE SIGNIF ICANT CORRELATES &
HOURLY RATE (F PAY

(Equat lon JS5)

Regression Coeffliclents
variable 1979 1980

Job characteristlics

Small fim slze -101.15*% ~81.11%
Medium flrm size -91.00* -62.82*
Large firim slze ' -82.86* =4 6.46%
Un fon 83.58* 67.54*
Evenlrg shift 40.76*
Split shift 45.08
Varylng shift 19.27
Ll fe Insu-ance 29.29* 39.43%
. P&lild vacatlion
Educat lon
Limited Concentrator . -32.38
Concentrator/Explorer ~37.31
. incldental/Personal -38.08
Personal characteristics
Race and sex
-~ Black male ; ~22.36 ~38.52* .
-~ Hispanic female -45.59 -73.93%
~ Black female - -42.72*% ~80.46%
- White female -48,95* ~85.18%
Educatlonal level
Hlghest year campleted-15 =35.96
Reglon )
Soutts . . -21 -29* -3 4.4 4%
West . 29.52*% 34.13*%
Work experlence 1.18* 1.14%
. Job satisfactlon
Personal development ‘ 4.29
Work condit lons ~-4,74% ~7.40%
Job rewards 16.98% 15.63%
Human Interactions * -1 4.69*
cupation . .
Manager| al ’ “54.47%
Sales ~-44,94%
Cler Ical <36.79*
Crafts 32.18 37,06
Farm ~133,23% -97,89%
- Service -43.48% =31.69
Prlvate household ) -138.28* -205.60%
n 2021 2373
R2 3410 .3369

NOTE: All values are signlficant at the .05 level. An * Indicates valws significant at or aove
the .01 level. ,
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notably those in sales, clerical, and farming--were also strongly
related to satisfaction with job rewards. They are negatively
related to hourly rate of pay. Thus, it appears that satisfac-
tion with job rewards and hourly rate of pay are not synonomous.
although they do have a pbsitive association. In the 1980 data,
personal on-the-job development had a positive association and
human interactions had a negative association with hourly rate of
pay. Because the effects of fimm size and occupation, both of
which are associated with these forms of job satisfactiofn, have
been held constant, there seems to be a remaining unique influ-
ence on pay for these two variables, although the absence of sig-
nificant coefficients in the 1979 data requires the conclusion to
Le tentative. Other nonmonetary variables that showed consistent
associations with hourly rate of pay were race and sex (negative
for blacks and females), firm size (the larger the firm, the

higher the pay), region of country (positive for W and nega-
tive for South), and work experience (positive budgixéiil;ﬂ

As suggested in chapter 2, the question of simultaneity
between job satisfaction and hourly rate of ,pay was considered.
Two-stage least squares equations were estimated for both of
these kinds of dependent variables. The resulting equations (not
shown) did not produce any significant coefficients for either
estimated hourly rate of pay or for estimated job satisfaction.
I1f simultaneity exists, it is apparently small, and is probably
contained within the unmeasured and unmeasurable variance in this
study. Therefore, ordinary least squares equations stand as the

best available estimates of the associations of job satisfaction
and the other variables with hourly rate of pay.

Training-related Placement and Job Satisfaction “%}

Analyses were designeh to examine the effect of training-
related placement on job satisfaction for two- different
comparison groups--those who were eligible for training-related
placement and did not obtain such, and those who were not eligi-
ble for training-related placement. The first set of equations
was designed to answer the following question: Is there a dif-~
ference between individuals who were eligible for training-
related- employment and those who either did or did not obtain
such?

To answer this qguestion, the subsample was restricted to
individuals who were eligible for training-related placement
(i.e., Concentrators, Limited Concentrators, Concentrator/
Explorers, and Incidental/Personals). The comparison group
consisted of the respondents in those groups who did not obtain
training-related employment. NO significant differences were
found on any of the four measures of job satisfaction for persons
eligible for training-related employment who did or did not
obtain such (tables 6 to 9). Thus, when comparing vocationally
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TABLE & __
= CORRELATES OF PERSONAL™J0B SATISFACTION FOR PERSONS N
EWIGIBLE FOR TRAINING-RELATES PLACEMENT -~ . ) -
Regression Coefficients .
JNariable 1979 : 1980 '
i .. -2, 2
Job characteristics : . -
Small firm size - 1.0355*
. Paid vacation .3888 )
Missing data on life insurance . «1.7234
Missing data on firm size .7385%
Evening.shift ~-.4198 . .
Split shift -.8495 .
Motivation : . ‘
°  Self-esteem , ‘ .0379 .0385* , ,
Occupational .aspiration match .5693* : .6571*
Personal ) ‘ .
Black male : ' N——— -.5624
Occupation PR ’ .
Professional . * 2.0515* 1.4506%*
_ Managerial 1.0329* 1.2794*
4 - Sales .9726> :
Clerical b :7370% .7378*
Crafts ) .7381 ) 5717
Hourly rate, of pay .0009
Education . .
Training-related Concentrator 34791 -.0589%
Training-related Limited Concentrator .30541 - a3e2t
Training-related Concentrator/Explorer .1298t -.00361
Training-relatéd Incidental/Personal -224517 .2338t .
. , . ¥
df . 960 1109
RZ / .1861 ' .1920
NOTE: A1l unmarked coefficients are significant at the .05 level; * coeffi- .
cients are significant at the .01 level; t coefficients are not statistically..
. significant. T
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TABLE 7

CORRELATES OF SATISFACTION WITH JOB CONDITIOMS FOR
PERSONS ELIGIBLE FOR TRAINING-RELATED PLACEMENT

Regression Coefficients

Variable ' 1979 1980
3
. Job characteristics
.+ Union -:8006* -.3666*
Hours per week -.4173 ' - .6505%
Small fimm size ‘ , o . .5200
Evening shift p -.3945
Health insurance -.4658*% -
Personal ’
Black female . 5672
Hispanic female - .7108*
Motivation
Self-esteem . .0320 .0434%
Hourly rate of pay . -.0008
Occupation
([danagerial 1.7860*% .9259*%
Sales 1.3613% .8762*
Clerical 1.2640% 1.1833*
Crafts’ -.7635*% -.8944*
Operative a -.8422% -.7306*
Education :
‘Training-related Concentrator .06627 -.1516%
Training-related Limited Concentrator 02877 -.11181
- Training-related Concentrator/ExpTorer -.14961 -.01187
*  Training-related Incidental/Persondl -.25107 -.00257
df + 960 ) 1109
R2. _ .2975 .3103

’I

cients are significant at the .01 level; t coefficients are not statistically

NOTE: A1l unmarked coefficients are si nificant at the .05 level; * coeffi-
significant.
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TABLE &

CORRELATES OF SATISFACTION WITH JOB REWARDS FOR PERSONS
ELIGIBLE FOR TRAIN&?G—RELATED PLACEMENT
3

A . . T
' : . Regression Coefficients
Variable 1979 1980
Job characteristics :
Large firm ’ -.7150
Hours worked per week . .4707*
Paid vacation .4084
~ Health insurance - .3516
Life insurance .4965*
Motivation .
Self-esteenm 0379 ,
Occupational aspiration match .3818
Personal , ,
Hispanic male -.5703 .
Black female - -.8035*
Hourty rate of pay .0029 .0018*
Occupation »
Managerial - . .9574 8155
Farm 1.3272
Clerical . 5122
Education
Training-related Concentrator -.0132% -.2370%
Training-related Limited Concentrator .29391 -.0469%
Training-related Concentrator/Explorer -.24637 .01167
Training-related Incidenta)/Personal -.3450% -.0708t
d; 960 1109
R 236 1467
“MNOTE: A1l unmarked coefficients are significant at the .05 level; * coeffi-
cients are significant at the .01 level; T copfficients are not statistically
significant. [ \
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TABLE 9

CORRELATES OF SATISFACTION WITH INTERPLRSONAL RELATIONSHIPS
FOR PERSOMS ELIGIBLE FOR TRAINING-RELATED PLACEMENT

Regression Coefficients

Variable 1979 1980
Job characteristics
Small firm size ©.3364
Union -.2492
Evening shift .3230*
Missing data on shift -2.1281*
Missing data on firm size .3071
liotivation
Self-esteem .0228* .0205
Personal - ¢
Black male -.4999%
Black female -.2679
Occupation
Private household -1.8608
Education
Training-related Concentrator -.06867 -.03821
Training-related Limited Concentrator -.1609% .0923%
Training-related Concentrator/Explorer -.1072% .0668T
Training-related Incidental/Personal -.0002" .08277
df 960 1190
Re .0847 .0706
NOTE: A1l unmarked coefficients are significant at the .05 level; * coeffi-

cients are significant at the .01 level;
significant. ‘

t coefficients are not statistically




trained respondents who did or did not obtain training-related
employment, job satisfaction does not seem to be affected.

A second question of interest was: Is there a difference in
job satisfaction between individuals in training-related employ-
ment and respondents not so classified? The analyses designed to
answer this question compared individuals with vocational train-
ing with respondents who had no vocational training.

Increased personal satisfaction was associated with having
been, a’ Concentrator or Limited Concentrator who had obtained a
training-related job (table 10).* Thus, those with the greatest
concentration of vecational -education who held training-related
jobs reported increased opportunities to do their best and to
learn skills that were valuable for finding a better job.
Increased satisfaction with working conditions, rewards, and
interpersonal relationships was reported for Concentrators and
Limited Concentrators who had not obtained training-related
employment (tables 11 to 13). Thus, there appears to be a trade-
of f between personal satisfaction and satisfaction with other
aspects of the job for some vocationally trained youths. The one
exception to this finding was that JJjmited Concéntrators in
training-related occupations reported greater satisfaction with a
job's rewards in 1979.

Occupational and personal characteristics appeared to be
associated with differences in job satisfaction to a greater
extent than were educational experiences. Persons from smaller
firms reported significantly greater personal satisfaction, and
those who worked an evening or split shift or were in a union
reported significantly less personal satisfaction. Consistent
with previous research, black males reported significantly less
personal satisfaction whereas white females reported signifi-
cantly more. Certain occupations (sales, clerical, for example)
were generally associated with increased personal satisfaction
when compared with individuals who were laborers.

.

" The results for satisfaction with job conditions were fairly

. similar to those for personal job satisfaction. Smaller firm

size and being female were associated with increased satisfacti"n
with job conditions, while union membership and shift work were
associated with decreased satisfaction. One notable difference
between personal satisfaction and satisfaction with job condi-
tions was found for the occupational variables. While most of
the occupational areas were still associated with increased cat-
isfaction, crafts and operatives occupations were as§ociated wi h

*Three of‘four coefficients are significant; all have the same
sign.
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- TABLE 10 !
A CORRELATES COF PERSONAL J(B SAT ISFACTION ’
(Tralning-related Effects) _
Regression Coafflclents
- Variable 979 1580
Job characteristics '
Small firm size 1.0564*. STI33*
Moalum firm slze . 7553* .
Large flirm size +5150
e Mlssing data on_firm size .9030% .6473*
nlon ) 11 R s e e e
Evenlng shift : ~.3900* ~4734*
Split shift -.6297*
Hours per week «4239* «2503
Missing data on hours per week «5224
Pald vacation 3046*
Personal
Black male ~3745%
white female 2445
Motivation
(ccupat lon aspiratlon match 7229 5343%
. Self-esteem ' «0452*
(Qccupat lon .
professlonal 2.0059* 1.6306*
Managerial 1.0068* 1.4046*
Sates J9381* 958*
Clerical — .75 74* 8063*
Crafts ’ 1.0209* 1.0907*
Farm . 1.5416*
Service 6096*
tourly rate of pey .0007 L0009*
tducation
Tralnlng-related Toncen frator 4183 17647 '
Nontralning-related Concentrator -.0508" a175%
Training-reolated Limlted Concen trator «4394 5432
Nontralning-related Limited Concentrator 13661 01027
Trainlng=related Concentrator/Explorer 2152 2179t
Nontralning-related Concentrator/Explorer .0219f -.0750
Trainingrelated Incldental/Personal -.090! .4784*
Nontralning-related incldental/Personal .0055: .26281
Explorer .1033f .}8351, '
Missing patterns data ~.0458 .1.245
- t
d§ 2248 2619 ’ -
R . .1828 1583

!
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NOTE: All unmarked coef flclents are slgniflicant at the .05 level; * coefficients are signlflcant
at the .01 tevel; t coefficlents are not statistical ly signlficant.




TABLE 11

CCRRELATES (F SAT ISFACTION WITH J(B OOND ITIONS
(Tralning-related Effects)

. Regression Coefficients
Yariable 1979 1980

Job characterlistics

Small flrm slze , . 6258% 6794%
b Medium flrm size .8365* 5123*%
Large flrm slze ) . 7286* «5399*
Misslng data on flrm size .4648 «4000
e e —— —fyylon e e = IATR*__ . =3578*
Evening shift +.3335 -«3065
Hours per week -.3335*% -.4191 %
MIssing data on hours per week -.4843
Health Insuance ~e2433
Personal
Hispanlc female .6778*% .5535%
Black female . .5040* .3866*
white female «4580* e 2953%
Motlvatlion .

Sel f-asteem ' L037* 0561 *
Occupation aspliration match .2061
Hourly rate of pay -.0009*

Age -.0850 .

(ccupat lon
Professtlonal ’ 5651 .5330
Manager| al 1.6060% 1.2287*
Sales 1.4704*% 1.3723*
Cler ical 1.3343* 1.2784%
Crafts o - -.5161* -.6270*
Operative -.5164*% -.3432
Service 3567 .4619*
Prlvate household . 2.0544* 1.6620

Education
Highest g~ ade completed-15 "<~ ’ +8126 -.4900
Highest grade campleted=16 .4064
Trainingrelated Concentrator . .1087* a6t
Nomtraining-related Concentrator +6615 .9356%
Training-related Limited Concentrator J1584% 17751
Nontralning-related Limited Concentrator .4299 07661
Tralnlng-related Concentrator/Explorer -.05667 25611
Nontralning-related Concentrator/Expiorer -.21847 04447
Training-related Incldental/Personal -.1160" 32557
Nontraining-related Incidental/Personel . -.08207 193t
Explorer . . .3778% anat
Missing data on patterns .1208% .2087

. d£ 2248 2619
R <290 .2686

NOTE: Al} unmarked coef flcients are significant at the .05 level; * coefflclents are slgnlficant
at the .01 level; t coefficlents are not statistical ly signlficant.
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TABLE 12

CORRELATES (F SATISFACTION WITH J(B REWARDS

(Tralnlng-related Effects)

Regresslon Coefflclents
19y

Varlable TUB0
Job characteristics
Medlum flrm size -3605
Large flrm slze ~.4849
Missing data on flrm slze =.5259
Missing data on unlon 3734
Hours worked per-waek +2560
~ 7 'healTh TASu ance - . e ~3440% 4227% .
LI fe Insuance 3454% 4061*
Pald vacatlon +5487* +4074*
Person al
Black male -.3478
tlack female -.6039*%
white female -+2223
Mot fvat fon
Sel f-esteem .0290* +0348%
Qccupat lon asplration match 3420*
Age -.1004 -.0820* -
Hourly rate of pay .0029* .0018*
Cccupation
Professlonal 5420 .4768
Managerl al 8286 1.0122*
Sales 6602
Clerical .4379 SPo*
Farm 1.2457* +8106
Private householu 1.6560
Educat lon
Trainlng-related Corcentrator 326171 20310
Nontralnlng-related Concentrator 35617 6066
Tralning-related Limited Concentrator .5585* 21747
‘ontraining-related Limited Concentrator 19841 +1004
Training-related Concentrator/Explorer 00777 .26207
Nontraining-related Concentrator/Explorer 04077 3079
Tralning-related lncidental/Pérsonal -.14971 19051
Montralnlng-related Incidental/Personal 10507 JA3611
Explorer -.2449%. 10751
Misslng data on patterns . .,0!85T .0322{T
d§ 2248 2619
R #1959 +1516

53
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NOTE: All unmarked coefflclents are slgnlficant at the .05 level; * coofflclents are sligniflcant
ot the .01 level; t coefficlents are not statistically signiflcant.
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@ TABLE 13

P

CORRELATES OF SATISFACTION WITH INTERPERSONAL RELATIONSHIPS
(Training-related Effects)

Regression Coefficients
Variable +1979 1980

Job characteristics ; . _
Small fim size .3362* .2893* .

- = -Medium- fim-size : 2267 - -
Missing”data cu fim size .3182* .2882*
Union -.1768
Missing data on shift -1.1814*
Personal X
Black male . -.3189*
Black female -.2710%
Motivation
Self-esteem 0163* . .0245*
Hourly rate of pay " . -.0004*
Occupation i
Private housechold -.1737
Missing data on occupation -1.5521
Education
Training-related Concentrator ' 1377t ' .00497T
Nontraining-related Concentrator 19611 .3915%
Training-related Limited Concentrator .02567 .1400%
Nontraining-related Limited Conceritrator .1649% .0158F
Training-related Concentrator/Explorer D728t 11547
Nontraining-related Concentrator/Explorer .1284% . -.1353%
Training-related Incidental/Personal. .14847 12821
Nontraining-related Incidental/Personal 0574t . 10307
Explorer -.034/% .2304
Missing pattern data -.0066% -.0050
df ’ : 2248 2619
RZ . .0491 .0576

T

HOTE: All unmarked coefficients are signiticant at the .05 level; * coeffi-
cients are significant at the .01 level; t coefticients are not statistically.

significant.
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sgniilcantly tese sats Cact ion, Thus, workers in these fields
reported that their job conditions were less pleasant, more
Jdangersus, and less bealthy.

[nercases in satlstaction with job rewards were associated
with health insurance, life insurance, and paid vacation. T In
addition, less satistaction was reported by black males, black
females, and white females (those groups who traditionally
receive lower pay than white males). The occupational arecas
(i.e., professional, nanagerial, clerical, and farm) were con-
sistently associated with higher satisfaction when compared with
laborerss Those not shown did not differ in satisfaction from
laberers.

Interpersonal relationships were more satisfactory in
smal ler firms, and less satisfactory for black males and females.
Occupational areas had little influence on this aspect of job
satisfaction. Overall, satisfaction with interpersonal rela-
tionsh:ps was the nost difficult aspect of job satisfaction to

exoplain.

Job Stability and Vocational Bducation
Yo assesy the possible association of job stability with
voeat ional education, the inverse of stability-—-job wobility*--
was defined. It took the form of a ratio betwecn the number of
Jobs held and the number of weeks in the labor force. Values |
could range from zero to 1.00. Secondary vocational education
patterns described in chapter 2 entered the equation as dummy
variables subdivided into two sets of group nembership. The
groups were (1) those youths who had followed each particular
pattern and were, for all or wost of their jobs, in training-
related employment; and (2) those who were not in training-
related employment. Those youths whose jobs were classified
equally | ~tween training-related and nontraining-related were
placed ¢ a tle category. The equation specified in chapter 2
for this cbjective was run for two groups: (1) those youths who
had graduated by the first interview in 1979 and for whom jeb
satiefaction scores were available in both 1979 and 1981, and (2)
tnose youths who met these criteria but had also completed less

than a year of postsecondary education.

The results of these analyses are detailed in Appendix E,
table L-14. 1n general, secondary vocational education was neu-
tral with respect to job mobility. For the larger sample, only

*nlthough extreme mobility is probably detrimentgl, some mobility
is usually associated with carcer developnent. No value judygnent
is appropriate for these findings.

-
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Concentrator/Lxplorers who were not in traininy-related employ-
ment were associated with reduced job mobility. ©No other
secondary vocational education pattern showed a significant
association, either increasing or decreasing, as job mobility
increascd or Jdecreased. For those in the more restricted sample,
the same findings with regard tq vocational education still
occurred, except that for tnat group, there was no significant
association for the Concentrator/Explorers.

The factors that increase mobility in both samples were
higher socioeconomic status, higher job aspirations at age
thirty-five (recall that the job content scale is inverse),
higher satisfaction with human interactions, and working in &
service occupation (the strongest association). The factors
associated with decreased mobility in both samples were satis-
faction with job rewards and experience. However, the positive
coefficient for experience, syuared, indicates that as experience
accumulates, this association changes direction and begins to be
associated with higher mobkility. There were three additional
significant associations in the larger sample: (1) being black,
either male or female, decreased mobility; as did (2) satisfac-
tion with on-the-job personal development.

All of these associations were small. The largest, being in
a service occupation, represents only 0.6 percent change on the
ratio of jobs held to weeks in the labor force. This
represents—--other things being equal, and on the average--about
one job change for service workers cvery three years. It is only
when multiple etffects accumulate that career problems nay appear.

Lducational I xpectations and Occupational Aspirations

This section of the research evaluated three hypotheses
relating to changes in aspirations. The first was that initial
aspirations for younjy people were likely to he higher than later
ones. If aspirations began to conform to reality over time,
there should be a predoninance of negative change scores, which
in turn would be retlected in a negative mean score (given the
scale of change, with zero for no change, a positive value for
positive change, and a negative value for neyative change). 'this
hypothesis was not supported by the data for educational
expectations.

The ..« n chanje score fOr educational expectations as
defired was 0.426, with a standard error of 0.073. The opposi. v
sityv . 1on holds for the occupational aspiration change. The wean
cha +,: for these aspirations was -0.146, with a standard error of
0.051. Interpretation of these opposite trends is not readily
obvious. It may sinmply reflect schooling as an alternative in a
slack labor market. Furtner investigation is Lmperative.

!
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Tae Sovond hyrtothesis; taat vocabional education depresseoes
aspirations, was tested by a regression equation that modeled a
nurber of personal - and school-related variabvles that may explain
¢hanges in aspirations (see Appendix L, table E-15). The amount
ot variance for which these varirables accounted was extremely
small.

rowever, the effects of vocational education on educational
aspir:tiens, defined in the eapectation form, are neutral and may
ve positive in these data. The results show that the factors of
being vlack and scoring nigher on the ASVAB* (an academic and
vocational aptitude iwcasure) are associated with increased expec-
tations, while the factors of being in an academic curriculum An
the ninth or tenth 'grade and having friends with higher aspiféf
tione are associated with lower expectations. Perhaps insuffi-
cient time has elapsed to adequately reflect changes that may be
oceurring.

'n the case of occupational aspirations, the negative meah
changye score shows that there 1is an overall decrease in aspira-
tions. The equation (shown in Appendix E, table E-15) does not
explain enough variance, to provide adeguate interpretation.
Whatever causes changes in occupational aspirations is not suffi-
ciently represented in these presumably reasonable variables.~
Much of thils question remains unresolved, although there are
significant findings of interest. 5

The third hypothesis projoses that participation in an aca-
demic curriculum increases aspirations. The neqgative coefficient
in the equation indicates the exact opposite for educational '
expectations. The academic curriculum coefficient in the
occupational aspirations equation does not remotely approach
significance.

Viewed togyether, these two analyses do not support the
notion (see Grubb and Lazerson 1975) that vocational education
suppresses the aspirations of youny people. The opposite appears
somewhat more likely. Although not conclusive, the strongest
evildence favors a rejection of the position advanced by Grubb 1nd

l.azerson.

It should be noted that analysis of longitudinal change i3
extremely Jifficult. The nodels that were developed, although
including the intuitively logical variables that might influence
changes in aspiration, obviously do not include those operating
in the real world. Alternative specifications did not produce
weaningful improvements in the explanations. What can be said

L
i}
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*The Arned Services Vocational saptitude Lattery.
i

L
~

-




with assurance is, that to the degree that changes in aspirations

and the explanatory variables were adequately neasured in NLS

Youth, vocational education does not appear to have a depressing

¢ffect on educational expectations or occupational aspirations. *

"“1()

ERIC ,

Aruitoxt provided by Eic:




) CHAPTER 4

COL.CLUSIONS AHD RLCOMMENDATIONS

The Study Context

This investigation of the effects of high school vocational
¢ lucation on job satisfaction stemmed from a paradox that arose
in previous research findings concerning job satisfaction and
earnings. Previous research reported that vocational graduates
experience higher levels of job satisfaction, whereas they did
not experience a significant earnings advantage gver their non-
vocational peers (partigplarly for males). The results of the )
present study indicate that job satisfaction is a complex
phenomenon, the components of which are differentially related to
completion of vocational training. o

This study produced a number of-policy relevant and confir-
matory findings. Its utilization of a large scale longitudinal
data base,.the HLS Youth, adds credibility to the results. Also,
the confirmatory nature of some of these findings, especially the -
factors of job satisrfaction, strongly suggest construct validity
for the factors. Never-the-less, to avoid over generalization
and premature closure on the analysis, certain limitq}ions should

bLe specifically recognized.

First, the sample included only those youths who had gradu-
ated from nigh school and were [ifteen to twenty-three years of
age, thus limiting their possible labor market experience. Sec-
ond, although data on job satisfaction were available from those
in the sample who were self-employed, those Jata were not di-
rectly comparable, thereby further limiting the sample. AlsoO,
because the NLS Youth survey was not specifically designed to
evaluate job satisfaction, certain items of specific interest

were not included.

This led to the third constraint. It was not possible to ,
test hypotheses generated by theories such as Lawler's (1973)
(e.qg., questions dealing with perceived equity of job outcones),
which was reviewed in chapter 1. Also, the absence of similar
but alternative measurements of certain interesting variables, -
such as reservation wage, dJdid not permit these variables to be :
analyzed in this study as components of job satisfaction. The
single measures available for these variables did not have suffi-
cient communality with other data to permit them to define a fac-
tor. Within these limitations, however, a number of significart

findings still emerged.




General Conclusions

‘The principal general conclusion is that the multiple,
relatively independent factor structure of job satisfaction was
clearly supported. This S¢ructure parallels rather closely the
four-factor structure identified by Weitzel, et al. (1973). The
factors that emerged.in this study were: (1) satisfaction with
personal on-the-job development, that is, the use and development
of skills and a general overall statement of satisfaction; (2)
satisfaction with working conditions; (3) satisfaction with job .
rewards, including security, pay, and chance for advancement; and
(4) satisfaction with human interactions, including both
superyisors and coworkers. ) :

As will be seen ir. the subsequent discussion of the corre-
lates of these four forms of job satisfaction, secondary voca-
tional education does not have a uniformly clear association with
all forms of job satisfaction. This may be due to a change in
the populdtion from the earlier studies, a change in impact of
vocational education, or the more detailed analysis of differing
forms of job satisfaction. ' It is plausible that all three of
these reasons are operating. The multiple forms of satisfaction
seem to be the most likely candidates, because consistencies are
observable between the 1979 and 1980 data, and differences are
observed between the kinds of satisfaction.

e -

Objective 1: The Correlates of Job Satisfaction

For the first factor, personal on-the-job development the
major explainers,of associated variance were variables in the
specific work place (e.g., small firmm, large firm) and the gen-
eral occupational category (e.g., farming, clerical). The-larg-
est associations were found for occupations, all of which, if
signifidéant at sll, increased job satisfaction. The conditions
in the work place were mixed. Smaller firms tended to be asso-
ciated with moré satisfaction. Unions and non-day or irregular
shifts were associated with decreased satisfaction. As hours
worked increased and hourly rate of pay also increased, satis-
faction tended tc increase. The match between current job and
aspirations is also strongly and consistently associated with job
satisfaction.

The effects of vocational education on this form of job
satisf ion are probably indirect. Young workers trained 1in
seconggig.vocatlonal education programs tended to be found more
Erequ ntly in smaller firms. Greater portions of them tended to
be in the jobs to which they aspired than those who had less or
no vocational training. Finally, the occupations for which sec-
ondary vocational education trains young people (e.g., farming,
clerical, distributive, or sales) are among those with strong
positive associations ‘with this form of job satisfaction.




The sccond forem, satistaction with working conditions,
showed direct relationships with secondary vocational education.
The preponderance of evidence supports the conclusion that youths

with sccondary vocational concentration tend to be found in jobs

with healthier,. sater, apd more pleasant working conditions (as ' °
seen by the younyg workers themselves). Other correlates include

job characteristics, whereby smaller firms are viewed as more .
satisfactory than the very larye ones, and unions are found where
conditions are less satisfactory. Longer hours, together with

evening shifts, are associated with lower satisfaction. Sex is
also strongly associated with this form of satisfaction. Women,
regyardless of race, report higher levels of satisfaction..

Although satisfaction with working conditions showed the,
strongest positive and direct association with secondary voca-
tional education, it is necessary to point out one instance where
the effect may be indirectly negative. 1f a young worker nad ’
been vocationally trained for a craft occupation and is-working
in that field, it could be argued that the worken had been &than-
neled into an occupation which is associated with 1es§ satisfac-
tory working conditions. This association is, however, not as .
strong as ‘the association of higher satisfaction with other occu- !.
pations for which workers are also prepared by vocational educa-
tion, such as sales, clerical, and managerial. In any event, '
Lecause craft occupations are essential to society, the emphasis
should be upon improviny the occupation rather than steering
people away from it.

Job rewards arc the third form of job satisfaction identi-
fied In this stuldy. They include pay, security, and chance for
advancenent. Vocational education has no observable direct
cffects in these data. Job characteristics and occupations count
the most in thesc associations. . The effect of job characteris-
tics differs from the other forms, with the very large firms
tending to be the most satisfactery places. Fringe benefits are
also assnciated with higher satisfaction, but unions appear to
have only an indircct effect. 7The negative association observed
for the presence of unions* for other forms of job satisfaction
is niissing here, but the positive aspects of unionization appear
in the positive association of hourly rate of pay with job
rewards. Certaln occupations remain strong and positive in their
associations with satisfaction with job rewards. The job rewards

: are clecarly not monetary. because many tend to be low-paying.
- These occupations are in sales, clerical, farming, and private
housphold areas. '

*There is no evidence that unions cause dissatisfaction; rather

that they tend to be found in work Situations where
alissatisfaction occurs.
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The fourth form of job satisfaction--human interactions--was
not well-explained by the data that were identified for the equa-
tion. Only two ccnsistent significant associaticns emerge. They
are: (1) small firm size, as a job characteristic; and (2) the
characteristics of individual self-esteem. While vocational edu-
cation appears to be associated with small firm size, there is no
- apparent evidence available in"these analyses that supports an
indirect effect through self-esteem. Therefore, this form of job
satisfaction in these data is simply not well-explained, although
it is clearly present.

The conclusion for this objective, determining the corre-
lates of job satisfaction, can best be summarized by stating that
the major influences appear to be job characteristics and occupa-
tion. Secondary vocational education is directly associated in a
positive way with working conditions, and may have indirect
effects through occupation, firm size, and the match between
aspiration and the workers' current jobs. These associations,
both direct and indirect, are all positive (with one exception,
as noted).

Objectiwe 2: Job Satisfaction and Other Nonmonetary
"y Correlates of Hourly Rate of Pay

The prima interests for this objective are the forms of
job satisfaction: An adequate specification of the structural
equation (i.e., a reasonable approximation of how the associa-
tions operate in the real world) requires consideration of many
other conditions. These have been extensively discussed else-
where for these data (e.g., Grasso and Shea 1979; Campbell et al.
1981;: Gardner, Campbell, and Seitz 1982) and are not reviewed
here. It is noted, however, that many of the occupations that
had strong and positive associations with job satisfaction (in-
cluding satisfaction with job rewards) are negatively associated
with hourly rate of pay. For example, farming is associated witn
approximately 13 cents per hour less when compared to earnings of
laborers, but farmers report high levels of job satisfaction with
job rewards and personal on-the-job devg??pment.

" *

A N »

Independent of occupations, howeverY are both job rewards
and personal on-the-job development, whicH appear to an increas-
ing degree where pay is higher. On the other hand, as jobs
increase in safety, pleasantness, and healthiness (work condi-
tions), pay tends to decrease. Thus, at least the latter form of
job satisfaction appears to offset less satisfaction with mone-
tary rewards. There is no consistent direct or indirect effect
on hburly rate of pay for secondary vocational education. In
1980, but not in 1979, somewhat lower rates of pay are associated
with the lower levels of concentration in vocational education.
These lower rates of pay move higher as concentration in- voca-
tional education increases. . The difference from the reference

7
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" with lower mobility. Thus, for these data, the only conclusigg/

Wsappears for Concentrators. This suggests
sould conceivably partially offset the tend-
"graduates to work in lower paying occupations

mple). -

group, laborers, .
that concentratio
ency of vyocation
(clerical, for g

/

1
In sunmnar job satisfaction does have an association with
hourly rate o ay, but its direction depends on the type of
satisfaction. These associations are generally much smaller than
those of job characteristics, personal characteristics, or
occupations.

Objective 3: Job satisfaction and Training-related Employﬂ?nt
o

The findings for this objective can be summarized quite
priefly and are related directly to the multidimensional nature
of job satisfaction. 1In the area of satisfaction with personal
on-the-job development, Concentrators and Limited Concentrators
who were in training-related employment reported significantly
higher satisfaction. In the other three areas of satisfaction,
youths who were classified in these two patterns reported higher
satisfaction if they were not in training-related employment.
Thus, there appears to be A trade-off between working in an area
for which one is trained and acceptance of other, less
satisfactory conditions.

“

Objective 4: Job Stability and Vocational Education

The significant explanatory variables for job mobility--the
inverse of stability--showed very small effects, and with one
exception, vocational education was not among them. Only dp)
Concentrator/Explorers in unrelated employment were associate

to be drawn about the effect of vocational education on job
stability is that it is neutral.

Educational Expectations and Occupational Aspirations

Three hypotheses were considered. The first postulated trat
initial aspirations for young people are likely to be higher than
those they hold after accumulated experience has better definea’
the actualities of some goals. This hypothesis was not supported
for education variables, but was supported for occupation.

The second hypothesis suggested that vocational education
depresses educational and occupational aspirations. The amount
of variation in aspirations explained in this analysis was
extremely small, but the relevant evidence appeared to point in

the opposite direction.
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The third hypotnesis suggests that being in an academic
curriculum leads to higher aspirations. The opposite effect
appeared to be true for educational aspirations, but no effect
was present for occupational aspirations. Changes in curriculun
which occur after the tenth grade night clarify this finding.
More investigation is needed to determine the effects of
curriculum on asnirations.

Poligxﬁlmplicdtions

Larlier in this paper we identified the context of the
study, including its strengths and limitations. At tHis point it
appears appropriate to identify the context in which policy
implicatiogs nust be considered. The policy context is far-
reaching ir| its consequences. The relationship between voca-
tional educytion and satisfaction on the job is but one factor
within it, Put policy relating to this factor will tend to push
the society }in one direction or another, toward humanization or
dehumanizatign, toward exploitation or cooperation, toward
improving t}{e quality of lite or diminishing it. The fundamental
element }
job or

he worker.

Most jobs for which vocational education trains workers are
currently quite necessary in this scciety. Many, but not all,
will be changed as production becomes more automated, but many of
the jobs will remain in some form, barring a castastrophic reduc-
tion of the human species. Independent of this essentiality of
the job is the value of the workers beyond their performance of
the jok.. JPeople are neither pceons of the state nor pawns of ¢
industry. fThe quality of their lives wmust be considered and
nurtured. 'Nor can they be irrespounsible regarding the necds of
society of which they are a part. Therefore, the two ¢uestions
posed at the beginning of this paper cannot be¢ answered in a
simple either/or manner. 1If policy operates through vocational
education to train docile but efficient workers, then that policy
will diminish the quality of human life. If policy operates
through vocational education to steer people away from essential
but nore dJdifficult jobs, or to create unrealizable aspirations,
then society will suffer scrious inefficicencies and human life
will also be diminished. Policy must therefore seek a balance
which respects voth the direct and indirect consedquences of its
implementations. Althouqgh the vocational education delivery sys-
tem cannot provide all of the activities necessary for inprove-
ments, it can provide sowe and also build awareness of others
which rwust be providel by other institutions in society.

Within this context, the activities which should he (ncour-
aged by policymakers centers on the need to (1) improve asscss-
ment of the efrvcts of vocational education, (2) improve carecer
counseling, (3) increase opportunities for work experience, and
(4) provide appropriate support for further research. L

/ .

the policy context is the differential valuing of the

-




"type of satisfaction over another.

l}{l{qx_lmplgcatiuns_igr the Conqress .

Tne current legislation suggests two criteria (i.e.. the
dejree of training-related placenments and employer satisfaction)
to asseus the effects of vocational education. Recent research
in the policy area has focused on earnings as an important mea-
sure of effects. 'The present study suggests that individuals
will trade off the opportunity for satisfaction with a job's
nonetary rewards or working conditions to find personal satisfac-
tion on the job. The emphasis on_.earninys as a pivotal outcome
and a basls for ju.jing the werth of vocational education effec-
tively 1gnores the validity of the people's freedom to chdose one

'
t
»

In oddition, previous research that reported no eardings
alvantaye tor male vocational yraduates was based on the/hourly
rate of pay. lresent research indicates an annual earnihys
advantage Lor wmale vocational ygraduates that results from more
hours worked per wech and more weeks worked per year (Gardner,
Campbell, and Seitz 1982). 1In the present study, workiqg nore
hours per weéek was also associated with higher satisfaction lev-
els. Perhaps this represents another trade-of £ that votational
“raduates are willing to make in order togwork in their' chosen ™ == ==
frelid. ggnggggg_gﬁould, therefore, assuré\%&gt the evaluative
criteria written into law should be broad erndugh to fit the
Complexity of vodational éducation.: |

- a———— — o — —— =

e

'
4

policy Implications fog_ngghggs_qﬂq_gnggg%q£§

'

" the discussion of trade-offs between foris of job satisfac-
t ion emphasizes the importance of i1mproving career counseling in
the high schools. <Counselors and teachers should givje young

people a realistic picture of the occupation for whicdh they are

being trained, both in terms of job duties as well as in terms of
Vhe Tfuture that is commonly associated with such a job, including
earnings progression, pronotions’, and career change opportuni-

ries. An increase in the availability of work experience'is one ‘
avenue that can help young people obtain a more realistic view ot ‘

the occupations for which they are training. ; ‘

. ‘ P
Policy Implications for the U.S. Repartment of

_Education

’

Finally, support is ncedcd to conduct additional research on
job, satisfaction and its particular relationship to vocational
education. The meaning of jobL satisfaction requires additional x
research to determine its multi-faceted character more precisely.
Interviews are needed to determine how individuals interpret the
rating scales used to assess job satisfaction. Do the rating *
scales share a common meaning or is there much diversity in
‘espondents' interpretations? ?
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future research on job satisfaction should be more closely
tied to a theoretical framework.* which framework is more appro- .
priate, however, and under which conditions? Determining this
nay shed light on the factors that contribute t§‘j@b satisfaction
and aspirations. The present analyses, particularly of the
interpersonal relationships and aspirations, account for very
little of the variance. - what does account for it? A theoretical
framework may suggest new variables that should be considered and
may allow expansion of this investigation to determine the
relationship between satisfaction and aspirations.

What are the dynamics that are operating in a vocational
education classroom and in a job setting that influence -an
individual's level of satisfaction? Improved research into the
effects of vocational education and job satisfactidn can provide
evidence concerning the consequences of satisfaction levels. The
U.S. Departnent of Education should plan its budgets to support
continued 1nqu1ry into the causes and consequences of “job satis-
faction, aqg_the role of vocational cducatlon in, this regard.

v - = L e . o e o e —

*In a personal communication, Professor Rene Dawis suggestedl that
the Porter (1961) and Lawler (1973) developnmnent of a work adjust-
ment theory nay be the appropriate approach. 'The present {find-

infgs fit within such a framework.
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HLS YOUTi ITECMS USEL FOR SELF-ESTEEM SCALE

Strongly Strongly
‘Agree  Agree Disagree Disagree
1. 1 feel that I'm a person of worth, ,
at least on an equal basis with b
others, a7 1 2 3 4
"
2. 1 feel that I have a number of
good qualities. 1 2 v 3 4
3. A1l in all, 1 am inclined to feel®
’ that I am a failure. 1 2 3 4
4. 1 am able to do things as well as o
most other people. ‘ ' 1 2 3 4
5. I feel [ do not have much to be
proud of. 1 2 3 4
6. 1 take a positive attitude toward » -
‘e myself. 1 2 3 4
7. On the whole, I am satisfied with f
myself. - T 1 2 3 4
3. I wish-I could have more respect ,
for myself. 1 2 3 4
9. 1 certainly feel useless at times. 1 2 3 4
10. At times I think [ am no good at
all. 1 2 . 3 4
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MLS YOuTwn 1TedS uStu FUR JOB SATISFACTION SCALES
Very Somewhat Mot Too Not At
True True True A1l True
(1) You are given a chance to do the
things you do best. . . 4 3 2 1
(2) The physical surroundings are
pleasant. . . 4 3 2 1
(3) The skills you are learning would
be valuable in getting a better
‘Job. . . 4 3 2 1
(4), The job is dangerous. . . 4 3 2 |
(5) You are exposed to unhealthy .

) conditions. . . 4 3 2 1
(6) The pay is good. . . 4 3 2" 1
(7) Tne job security is good. . . 4 w3 2 1
(8] Your coworkers are friendly. . . 4 3 2 ' 1
(9) Your supervisor is competent in

doing the job. . . 4 3 2 1

(10) The chances for promotion are v

good. . . 4 3 2 1

GLOBAL SATISFACTION ITeil

(11) How do you feel about the job you have now? Do you like it very much,
: like it fairly well, dislike it somewhdt, -or dislike it very much?
¢ Ry
Like it very much. . . . . . .
‘Like it fairly well.
pislike it somewhat.
Dislike it very much .

>0 N -
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TArLd =1

FAST ¥ ANAL YIS (F JO0, SATISEACTION 1TEMS==1979 SURVEY

ttimated Cumulative
Communal ity Factor Elgenvalue Percent
e e i e+ < 4 S e e e - B
Smarce to do triras you do best. . 1, 34327 1 3.15143 2846
Pnysical surrourdirgs are plessart. . . 0.31607 z 1.70069 44.1
Skilis learred valuable. « & 96283671 3 1,04885 53.6
Job s dangerous. o« - 0.2597 4 1.00573 62.8
exposed to urhealthy corditions. « . 2.31686 5 0.71927 69.3
Pay I3 009 o o . 023000 6 0.66019 75.3
Job securlty is good. o - N,22497 7 0.60106 80.8
~oworkers are friendly. o o 0.13969 8 0.59t10 86.2
Supervisor is competert. o o 0.15790 9 0.56354 9.3
© hanges for promotlion qood. .+ o 0.27242 10 0.49738 95.8
ulobal job satisfaction. .+ . 7% 35091 1 0.46073 100.0
_ Factor Factor ~ ° Factor Factor
Factar Matrix Uslkrq Principal Factor 1 2 3 4
Chance t> do things you do best. . . 0.63223 0.14954 -0.36757 ~0.00196
»nysical surrourdirgs are pleasant. o 0.55618 -0,29881 ~0.08532 0.03202
“kill learped valusble. o . 0.55622 0.129%0 ~0.26063 -0.04 280
Ian 15 dargerous. .« . -0.0R116 . 0.60168 0.00140 0.11761
{ xposed to unhealthy conditiors. o . -0.23602 0.75797 -0.02574 0.15805
L3y is qoode o . 0.47627 0.20843 0.26776 -0.20649
Job security is qood. .+ o 0.48345 0.13510 0.31834 -0.13673
“owerkers are friendly. o o « 0.38154 ~0 13609 0.1689%5 (¢.43888
Supervisor |s competert. . . 0.39683 ~0.08164 0.16829 0.24741
“harces for promotior good. « N.54132 0.22035 0.10444 -0.16542
Global lob satisfaction. . 4 \ -0.65805 -0.04234 0.07652 , =0.06450
e s e s e e e e i e e e 4
L4 e Il - ———— e e e i e = = S 7 =it St e o e
factor Factor Factor factor
varimax Kotated Factor *atrix 1 /} 2 3 4
“harces Fo dn thirgs you do best. . 0.71762 0.0155%3 0.16957 0.11496
~nysical surrourdlrgs are plessarts o 0.59688 -0.38002 0.15827 0.2%275 o
Skibis iearred valuables < o 2.58755 -0.00%43 0.20688 0.08873
b s dargerous. o . 0.02954 0.61252 0.06937 -0.03965
Fxnameed 1o urheslthy corditiorse " -0.03528 0.80189 =0,00900 -0.11729
Sy is 00de W 0.17315 0,03305 ¢ 0.58858 0.024%0
Jot wecurity is joode . 0.,12918 -0.01634 0.56976 0.17445
sworkers ar= frierdly. o 0. 10872 -0.07366 0.06926 0.60267
Jyrervisor is competert. o . N.13327 =0,)KIHO 0.18420 0.4115"7
Sharces for gromotior qOOd. . 0.33459 0.0452¢ 0.50795 0.08855
Jiohal gor satisfactiors o o -0.51037 0.07293 -0.30146 =0.29693
77
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TABLE C-2

FACTOR ANALYS!IS OF JOB SATISFACTION |TEMS--1980 SURVEY

Estimated Cumutative
Communallty Factor Elgenvalue Percent
Charce to do things you do best. . 0.32021 i 3.19850 29.1
Physical surroundings are pleasanf. . . 0.30405 ‘ 2 1.59804 43,6
Skills learned valuable. . . , 0.26657 3 1.05633 53.2
Job s dangerous. . . 0.24672 4 0.95130 61.9
Exposed to unheal thy condl+lors. . . 0.29059 5 0.74598 68.6
Pay is good. . . 0.21010 6 0.70001 75.0
Job security is good. - . ’ 0.21718 7 0.61295 80.6
Coworkers are friendly. . . P 0.17098 8 0.60217 86.0
Supervisor is competert, . . 0.20832 9 0.53259 0.9
Chances for promotion good. . . . . 0.,25254 10 0.51711 95.6
Global job satisfactior. . . 9.33844 B! 0.48498 100.0
‘ Factor Factor Factor factor
Factor Matrix Using Principal Factor i 2 3 4
Ct~ e to do thirgs you do best. . . 0.61405 $.12896 -0.22266 0.19673
F.,.scal surrourdirgs are pleasant. .« . 0.572N -0,23681 -0.02681% 0.09447
Skills jearned valuable, . . N 0.52250 0.19557 -0.22457 0.15585
Job 1s dangerous. « . . =0.20250 0.57663 0.08058 0.10160
Exposed to urhealthy conditiors. . . -0.32664 .0.67295 0.10605 0.13451
Pay Is good. . . . 0.43470 0,29580 0.02172 © =0.37706
lob security is aod. . . O.48331 0.14173 0.07396 ~0.22797
Cow(rkers are friendly. . . 0.40463 -0.09023 0.45408 0.15519
Supervisor Is competert. . . 0.4602% -0.05252 0.33155 0.0567
Charces for promotior Jood. . 0.5133 0.20758 -0.02001 ~0.1419
slabal job satisfaction. . . -0.64183 -0.07467 0.07926 -0.10313
. Factor Factor Factor Factor
varimax Rotated Factor Matrix i 2 3 4
Charce to do thirgs you do bes*, . - 0.65304 -0.06417 0.18855 0.12582
ohysical swrrourdings are pleasert. . . 0.40168 =0.36746 0.12747 0.28516
Sklils learred valuable. . « 0.58512 0.0130% 0,19837 0.06395
Job is dangerous. . . -0.01054 0.6209 0.03326 ~0.,05946
£xposed to urhealthy conditiors. « o -0.0719% 0.75796 -0.0184" =0.094'7
Pay Is qvod. + « 0.15%944 0.04930 0.62248 0.0614.
Job security is qood. . . ‘ 0.20838 0.05764 0.47804 0.18934
Coworkers are frierdly. . . 0.10560 =0.074%5 0.07968 0.61565
Supervisor is competert. . . 0.15410 ~0,10577 0.19035 0.50337
Chances for oromotlor ,uod. .« « 0.33183 -9.,00504 '0.44381 0.141495
Global job satisfactior. . . -0.54275 0.11568 -0.,26527 =0.23693




——

Chance to o thirqs you do best. . 0.353514 1 3.32943 30.3
Physicatl surroundings are plpasanf. . 0.34177 2 1.55677 44.4
Skills learred valuable. . 425952 3 1,03260 53.8
Job 1Is darercuss o . 0.25232 4 0.98440 62.8
t xposed to urhealtny conditiors. . . 0.294€0 5 0.75691 69.6 )
Pay Is good, o 0.22486 5 0.67710 75.8
Job secyrity 1Is good. . 0.19959 7 0.59827 81.2
Coworkers are frierdly. « . 2.17565 2} 0.58919 85.6
Suparvisor is competert. . . 1.20866 9 0.53210 9.4
Charces for promotion good. . . 0.24076 10 0.47844 95.8 "
Slotal b satisfactior. 9.41516 1 0.464717 100.0 ’
>
- ! . Factor Factor Factor Factor
factor “atrix uUsing Prircipal Factor 1 2 3 4
Charce to do things you do best. . . 0.63661 0.12433 -0.35960 0.02086
Physical surrourdirqs are pleasant. . 0.60524 T =0.23191 -0.04169 0.09497 .
Skills iearred valuable. . . 0.51449 0.11199 -0.23904 ~0.10843 o
Job is darqerous. « « -0,21595 0.58%94 -0.01094 0.08642 ‘
f xposed to urhealthy conditlors. . . -0.33403 0.68457 -0.06900 0414278 )
Fay Is guods « 0.48689 0.17182 0.10442 ~0.,10773
Job security Is qood. . . 0.43162 0.20242 0.28254 ~0.2348% .
Coworkers are frilendly. « . 0.43198 ~0.00976 0.20840 0.40159, »
Supervisor is competent. . . . 0.47088 0.00326 0.19593 0.22382 B
Charces for promotion qood. . . 0.48116 0.2480 0.23291 ~-0.20532 ’
Global job satisfactior. . . -0.70842 -0.09977 0.162%0 -0.03547 iy
— - _—
- 7 -
Factor Factor Factor Factor
var Imax Rotated Factor Matrix’ 1 2 3 4
Thance to do thirgs you 4o best. « . 0.70644 -0.04283 0.14840 0.16604
Physical surroundings are pleasant. . . 0.39456 ~0.36797 0.14773 ~ 0.24344
Skiti$ learned valuabie. . 0.53915 -0.05770 0.22199 -0.05338
Job is dargerous. . - -0.04264 0.62559 0.04294 -0.05021
fxposed +o uphealthy conditiors. . . -0.06512 0.76937 -0.04587 ~0.(8422
Fay Is good. . » 0.28204 ~0.01991 0.42379 0.17190
joh securlty s good. - . 0.12489 -0.0188¢9 0.57761 0.11254
Coworkers are friendly. « o 0.12531 ~0.05744 0.11218 0.59985
Supervisor is competert. . . 0.16769 ,-0.09840 0.22677 0.47010
Charces for promotion Go0d. . . v 0.20079 0.01998 0.57445 0.13844
Global job satisfactior. . . ~-0.60776 0.09807 ~0.27968 -0.2%703
P
79 ¢

TAME (=3

FACTUOR AMALYS TS CF JOB SATISFACTION. ITEMS==1981 SURVEY

Fstimatod
Conmunall ty .
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APPELLIX D
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EXPLANATORY VARIABLES IN REGRESSIGNS

i
\

E]emenfs of C:

u
[y

if respondent working in a fim of 16 or less
employees

FIRM 150 EMPLOYEES if respondent working in a firm of 17 to 150
é empl oyees
T FIRM 6,200 EMPLOYEES if respondents working in a fimm of 151 to
1,200 employees
if wage on respondent's job is established
through collective barga1n1ng
1 if respondent working evening shift
1 if respondent working night shift
1 if respondent working splilt shift
1
1
1

FIRil 16 EMPLOYECS

Hi n
— —

1
[

UMION

EVENING SHIFT
NIGHT SHIFT
SPLIT SHIFT .
OTHER SHIFT
FULLT IME

HEALTH INSURANCL

if respondent working some other shift

if respondent working 35 or more hours per week
1 if respondent's employer of fered hea]th

insurance
1 if respondent's employer-offered ]1fe insurance
if respondent's employer of fered paid vacation

LIFE INSURANCE
PAID VACATION

hn
[

k]

Elements of E:

CONCENTRATOR 1 if respondent was c]agsified as a Concentrator

L IM CONCENTRATUR = 1 if respondent was classified as a L1m1ted
. Concentrator
CONCENTRATOR/EXP - =1 if respondent was-classified as a 4

Concentrator/Explorer
1 if respondent was classified as an Explorer
1 if respondent was classified as

Incidental /Personal

EXPLURER
INCIUENTAL /PERSOMNAL

MD PATTERI =1if nespondent s secondary vocational experience
was unclassifiable -
= 1 if respondent reported his or :her secondary

ACADEMIC NO voOC
\ curriculum to be college preparatory and she

. or he had not ‘taken any vocational classes
" TR COMCENTRATOR,

=1 if respondent vas employed in a tra1n1ng— -
TR LIM CONCEMNTRATOR, related job and was c]ass1f1ed as a } ’
TR CONCENTRATOR/EXP, Concentrator, Limited Concentrator,
TR INCIDENTAL/PERSONAL Concentrator/Expiorer, or an Incidental/
Personal participant in secondary vocational
education
. #TR CONCENTRATOR, =1 if respondent was not emp]oyed in a traiping-
NTR LIM CONCENTRATOR, -~ ~ related job and was classified as a Concentra-
NTR CONCENTRATOR/EXP, tor, Limited Concentrator, Toncentrator/

NTR INCIDENTAL/PERSONAL Exp]o:er or an Inc denta]/Persona1 part1cipant
in secondary vocatipnal education

if respondent's employment in training- -related
jobs was not consistent across survey years. .

It
[

TR INCONSISTENT

i




EXPLANATORY VARIABLES
(Continued)

- Elements of P:

a continuous, composite variable indicating
socioeconomic status at age fourteen

SES

Elements of M:

1 if respondent's current occupational area
(e.q., professional, managerial) matched the
occupational area to which she or he aspires
at age thirty-five

a continuous scale indicating respondent's

self-esteem at the 1980 interview

ASPIRED OCC MATCH

SELF-ESTEEHM

Elements of F:

PROFESSIONAL, 1 if respondent's current job was classified in
MANAGERIAL, SALES, the appropriate occupational category
CLERICAL, CRAFTS,
OPERATIVE, FARM,

- SERVICE, PRIVATE
HOUSEHQLD

Elements of TRE:

1 if respondent's current job was related to
his or her secondary vocational participation

TRAIN-RELATED

Elements of EL: ;
HGC 13, HGC 14, =1 if respondent's highest grade of school
HGC 15, HGC 16, completed was 1, 2, 3, 4, or more than 4 years
HGC 17 beyond high school graduation

Elements of W:

NORTHEAST = 1 if respondent currently resiues in the

- Northeast
SOuTH = 1 if respondent currently resides in the South
WEST = 1 if respondent currently resides in the West
WORK EXPER = months of potential work experience Since high

school graduation p

NOTE: Unless otherwise indicated, all variables pertain to the specific
survey year. Variables for missing data are prefixed with the symbol MD

~(e.g., MD OCCUPATION).

v . . 84 R § 1
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APPLNDIX L

CoORBLLATES o JOB SATIL lAC’l‘ION, JOB MOB.[Q'(TY AND
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TABLE E-1

CORRELATLS OF JOB SATISFACTION WITH PE RSONAL ON—*HE-JOB DEVELOPMENT

(Fu]J‘Equation JSy)

i

Regression Coefficients

Highest grade completed 14

Variable 1979 1980
Intercept 5.7889%* 6.0257**
Small finn 1.0549%% / 0.7087%*
Hedium finn 0.7531** 0.2646
Large fimm 0.5168*. 0.1075
Missing data on firm 0.8974** 0.6488**
Union -0.3027* -0.0644
Missing data on union 0.1339 0.0274
Evening shift -0.3929** -0.4687**
Night shift -0.3299 -0.0749
Split shift -0.3077 -0.6204**
Variable shift -0.1774 -0.0442
Missing data on shift -0.5805 -0.1433
Hours per week 0.4229** 0.2495%
Missing data on hours per weex 0.5263*

Health insurance 0.1520 0.0960
Li fe insurance 0.1934 0.1767
Paid vacation 0.3121%* 0.1896
Missing data on health insurance -0.9996* 0.3852

tissing data on life insurance 0.7539 0.3649
Missing data on paid vacation 0.6428 0.1001
Concentrator -0.0106 0.2235

*Limited Concentrator 0.0335 0.2097
Concentrator/Explorer -0.1498 0.0921
Explorer -0.0.822 0.5205
Incidental/Personal -0.2945 0.302%
Hissing data on patterns -0.2381 0.2611
Academic no vocational -0.2848 0.28172
Hispanic male 0.2707 0.0833
Black male -070566 -0.36823*%*

"Hispanic female 0.2975 0.2677
Slack female 0] 0885 -0.0174
White female 0L 1600 0.2452*%
SES 0.0012 -0.004&*
Self-esteen 0.0157 0.0442%*
Occupation aspiration match 0.7326%* 0.5287**
Missing data on match 0.0977 -0.058¢
Highest grade completed 13 0.0051 0.1051

-0.0264 0.0363
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TABLE E-1

(Continued)
Regression Coefficients
Variable 1979 1980
Highest grade completed 15 - -0.3147 -0.1307
Highest grade completed 16 0.5695 -0.3899*
Highest grade completed 17 "0.2372 -0.5506
Age 0.0198 -0.0276
Professional 2.0224%* 1.6188**
Managerial 1.0114** 1.4134%*
Sales 0.9271** 0.9323**
Clerical \ 0.7533%* 0.7870**
Crafts . 1.0386** . 1.0777%*
. Operative 0.1372 : 0,1371
Farm 1.5629** . 0.5386
‘Service v 0.3543 0.6103**
Private household 0.1047 1.1420
Missing data on occupation 2.0858 0.3440
Hourly rate of pay . 0.0007* 0.0009**
Training-related placement . 0.1513 0.2451*
df 2250 2621
R2 .1826 .1569

*Chance probability < .05
**Chance probability < .0l




TABLE £-2

CORRELATES OF JOB SATISFACTION WITH WORKING CONDITIONS

(Full Equation JSj)
)

Regression Coefficients

Variable 1979 1980
Intercept 8.7961** 6.6643**
Small fimm 0.6221%% 0.6832*%*
iedium fim , . 0.8311%** 0.5184**
Large fimm 0.7263%* 0.5474%*
Missing data on firm 0.4564* 0.3951*
Union 7 -0.7465%* -0.3718**
Missing data on union -0.0867 0.1348
Evening shift -0.3312* -0.2930%
Mignt shift -0.2197 -0.2098
Split shift . -0.0967 0.1889
Variable shift -0.1399 -0.1036
Hissing data on shift -0.8800. 0.0611
Hours per week -0.3225%* -0,4030%*
Missing data on hours per week -0.4706*

Health insurance 0.0328 -0.2411%
Life insurance ’ -0.0661 -0.0484
Paid vacation -0.0358 0.0691
Missing data on health insurance -0.2199 -0.5354
Missing data on life insurance 0.2838 -0.1320
Missing data on paid vacation -0.1155 0.4612
Concentrator 0.6251** 0.3514
Limited Concentrator 0.5497** 0.0821
Concentrator/Explorer 0.1227 0.1007
Explorer 0.5439 0.0606
Incidental/Personal 0.2152 0.1601
Missing data on patterns 0.2892 0.1544
Academic no vocational 0.1278 -0.4011
dispanic male 0.2753 0.0369
plack male 0.0370 -0.0494
Hispanic female 0.6167** 0.5650%* -
g8lack female - 0.4918** 0.3997%*
White female 0.4410%* 0.2961%*
SES 0.0035 0.0034
Self-esteem 0.0369** 0.0563**
Occupation aspiration match 0.1289 0.1918*
tfissing data on match 0.1364 0.0782
Highest grade completed 13 0.0955 0.1500
Highest grade complieted 1”4 0.0101 0.1836
Highest grade completed 15 0.4124% -0.4638*
0.4426 0.4303¢

Highest grade completed 16




- TABLE E-2
(Continued)
&

. Regression Coefficients
Yariable 1979 - 1980
Highest grade completed 17 0.7819 1.4501
Age -0.0833 0.0319
Professional 0.5691* 0.5257*
Managerial 1.5982** 1.2524%*
Sales 1.4906** .1.3590%*
Clerical 1.3450%* 1.2676%*
Crafts -0.5350** -0.6554**
Operative -0.5162*%* -0.3563*
Farm 0.4531 0.1882
Service 0.3506% 0.4414*%*
Private household 2.0794** - 1.6087*
Missing data on octupation 0.0966 -0.3698
Hourly rate of pay -0.0004 -0.0009**
Training-related placement -0.1808 0.0083
df 2250 2621
R2 .2946 .2678

*Chance probability < .05
**Chance probability < .01

.
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~ TABLE E-3- ‘ .
‘ c
CORRELATES OF JOB SATISFACTION WITH JOB REWARDS - -
(Full Equation JS3)
- . 1 -
N .' S
\\ ‘ . Regresston Coefficients
Variable . 1979 1980
N . * .
Intercept ~ v . 17279k , 7.3140%*
Small firn ' -0.0682 ' -0.2464
Medium firm ' . S -0.1597 -0.3558*
Large fim - -0.4946* ° -0.0594 e
iissing data en fim - -0.5413* t-0.2169
Union .o 0.1936 . 0.0909
“ Missing data on union ‘ 0.1103 0.3791
Evening shift. . - -0.1911 -0.0964
Night shift S -0.1658 -0.1758
Split shift b o 0.1223 0.0516
Variable shift -Q.2066 0.0829
Missing data on shift -0.7318 . 0.8008
Hours per week : 0.253L* . 0.2172
Missing data on hours per week 0.2215
-Health insurance 0.3402%* ) ~0.4260*%*
Li fe <insurance , 0.3465%* 0.4021%%,
paid vacation 0.5598*%* 0.3918**
Missing data on health insurance -0.4491 -0.2076
Missing data on 1ife insurance - < ° 0.2510 0.4736
Missing data on paid vacation 0.7330 0.1522
"Concentrator N 0.2244 0.3566
Limited Concentrator 0.2798 0.3195
Concentrator/Explorer ° ’ -0.0968 0.4066
Explorer . -0.3733 0.209¢
incidental/Personal . -0.0837 0.2990 ‘
Missing data on patterns , -0.1204 0.1314
- Academic no vocational -0.4515 -0.0947 /
Hispanic male . -0.1111 -0.123¢&
Black male -0.3354*% -0.188¢ 7
Hispanic female ' 0.0250 . -0.079¢e
Black female -0.2751 ’/\ -0.5993**
White female -0:2123 . -0.2277% -
SES i 0.0033 -0.0012  ~“°
Self-esteem 0.0303** 0.0345%*

! Occupation aspiration match 0.3457** ~ 0.0813
Missing data on match . = - -0.1514 - -0.1810
Highest grade completed 13 E 0.0716 ' 0.0903
Highest grade completed 14 . -0.0799 -0.0589 .
Highest grade completed 15 ° -0.0310, - -0.1857- ..

- Highest grade completed 16 . 0.1537 -0.077




TABLE E-3

, (Continyed)

A

'Y e ' '. 3
Regression Coefficients

9

Variabie < 1979. 1980,
Highest grade completed 17 0.0013 -1.1598 -
Age -0.1035%* -0.0824**
Professional . 0.5816* . 0.4634*
Managerial - 0.8221** . 1.0301**
Sales \0.6459** *0.2794

. Clerical 0.4330* 0.5760**
Crafts 0.3025 '0.1449
Operative 0.1068 ©0.1582
Farm . .1.2401%% 0.8139% °
Service 0.1956", 0.2524
Private household -0.1653 1.6427*
Missing data on occupation 2.0478 0.5850
Hourly rate -of pay 0.0029** 0.0018**
Training-related placement -0.0314 -0.0612 .
df ~ 2250 2621
R2 ’ .1961° .1515

-7 **Chance probability < .01

*Chance probability < .05 - ..
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TABLE E-4

" CORRELATES OFay0B SATISFACT 10 WITH INTERPERSONAL RELATIONSHIPS

1%
S

e . . (Fu]] Equation JSg4) &,

Regression Coefficients

Variable ¢ o ' 1979 . - 1980

» ‘ . N
Intercept . ‘ T 7:1046%% : 6.8428%*
Sma11 firm Co ' 0.3362*%* . 0.2901%* .

.Mep1um finn . 0.2277* .. 0.1577
Lgrge fimm - . 0083 . . 0.1416
Mjssing data on f1nm . © 0..3106%* 0.2862**
Union - . - -0.1740% - -0.0082
Hissing data on union : -0.0395 0.0782
Evening shift . -0.u378 : " -0.0748 °
Night shift - -0.0977 , -0.0246
/sp11t shift - _ -0.0400 , =0.1370
/ Variable shift . ” 00309 0.0099

d Missing data’on shift -1.2058** ) -0.7972
Hours ‘per week : : " -0.0563 ) -0.0617
Missing data on hours per week -, 0.1218 - - ¢
Hegl th insurance : 0.0475 . -0.0121
Life insurance - " -0.0139 . . -030048
Paid vacation ) . . 0.0065 . 0.0332-
Missing data on health insurance | -0.2269 0.0542 . -

,“Missing data on life insurance - - 0.3513 0.1250,,,
Missing data on paid vacation 0.2105 “ .-0.1521
Concentrator = - o . .0.1096 - 0.0073

. Limited Concentrator . 0.0331 -0.0218

* Concentrator/Explorer 0.0486 - « -0.1070
Explorer . -0.1009 0.1462
Incidental/Personal |, o 0.0366 % -0.0353

_ Missing data on patterns . e -0.0754 -0.0904"

- ‘Academic no vocational -0.2341 -0.1462
Hispanic male, * 0.0264 -0.0198 -
‘Black male ‘ -0.09¢3 T -0.3149%*
Hispanic female 0.0744 0.0950
Black female -0.0623 ) -0.2659*%*
Yhite female . : 0.0404 . -0.0363
SES 0.0008 0.0012°
Self-esteem = 0.0164** ! 0.0246%**
Occupaticn aspiration match . 0.0213 0.0925
Missing data on match -0.0153 ‘ -0.0146
Highest grade completed 13, -0.0544 ‘ 0.0264
Highest grade completed 14 x 0.0189 0.0156 -

. Highest grade completed 15 ¢ . -0.0458 -0.1393 -

£ﬂ§9h95t grade completed 16 -0.0948 -0.001¢C




* i
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- TABLE E-4 .
(Continued) . ' BN 1
h . |
o . - , ‘ Regression Coefficients
Var}ablve . ‘ o 1?79 1\980
High.és.t, grade completed 17 0.4407 0.2309
Age ’ . -0.0379 -0.0176
Professional M . ¢ 0.2282 0.0844
. Managerial 0.0724 0.0863 °
Sales 0.1356 , 0.1449
Clerigal 0.1303 . 0.0063
) Crafts 0.1556 -0.0230
- Operative® * 0.0991 , ~0.0652
Farm ) C 0.2140 -0.2075
. Service ~ ! -0.0€51 = C . -0.0145
Private househoild - -0.8027* -0.5612
Missing data on occupation 0.2288 ~1.5735*%
Hourly. rate of pay S _-0.0000 " -0.0003**
Training-related placement ) -0.0287 - £0.0540
i A . : © 2250 © 2621 -
. R2 ' : N .0507 .0538 '
¢ . i .
r, . 'Q" . a . .
*Chance probability < .05 : T ' ’
**Chance probability < .01 , R R . .
[

.lUU




-4

. TABLE E-5
s CORRELATES- OF HOURLY RATE OF PAY “ \
. (Full quqtion JSg)
’ ’ g . Regression Coefficients
_ -~ Varigble ° ' , 1979 1980
. — ) .
. . = . °

Intercept 303.1421%* 406.9017**
Small firm . -101.1468** ¢ -81.1103**
Medium fim 81 .0006** -62.8230%*
Large fim : -82.8576%* -46.4551%*
Missing-datd on fim - : -81.8433%* - -77.7863**
Union v T 83.5761** 67.5375%*
Missing data on union N -20.7326 -40.0517*%* '

. Evening shift ’ . 13.6256 . ‘ -0.3753
Might shift : 40.7554%% * | 22.5448 :

, Split shift . ) 10.2210 -~ 45.0823* .
Variable shift T - 8.0182 19.2673*
Missing data on shift . =19.2014 , 15.5870
Hours per week ) 3.5725 -8.9977 .
Hissing data on hours per week - 6.0793 : o
Heakth insurance « 0.1568 22.2325*
Li fe insurance . 29.2912** 39.4340%*
Paid vacation . - 5.1618 -9.6914
Missing data on health insurance . =25.5124 . -29.0471
Missing data on life insurance 2.5543 -25.9095
Missing data on paid vacation 41.5735 T -14.2601
Concentrator 3.7130 | -24.8917

* Limited Concentrator 0.2196 ~-32.3758%
Concentrator/Explorer ", . 9.9615 -37.3103*%
Explorer . ' 3.7836 - -23.3156
Incidental/Personal - S ~ 18:6707 -38.0772*
Missing data on patterns ' 7.1293 -42.5360%*
Academic_no vocational -14.8042 -18.9954 i
Hispanic male -21.5308 --14.9340 '
Black male -22.3553  -38.5202+ *
Hispanic female ' -45.5943%* ©-73.9312%*
Black female . -42.7154% -80. 4592+ o
White female - -48.9459%* -85.1793** |
SES ’ 0.3290, . -~ 0.5640%*
Highest grade completed 13 -8.5347 ., -7.4738 ‘
Highest grade completed 14 o -14.4510 5.7940 . ‘ .
Highest grade completed 15 -35.9625*% -4,4894
Highest grade compléted 16 -8.7472 . & 26.9639
Highest grade completed 17 65.3900 . 18.3722
Age . . 5.6034 6.9147.

Northeast . 6.8072 ' -10.8354




920

¥
re TABLE E-5
(Continued)
Regression Coefficients
Variable 1979 i 1980
Sodth , Fo -21.2897* -34.4464%*
West ' 29.5173** 34.1345%%
Missing* data on reg1on 24.7902 -7.4003
Work experience ’ 1.1854*x ° 1.1369*%*
personal job satisfaction -1.8883. '4.2916%
Satisfaction with work conditions -4,73556%* -7.9550%*
Satisfaction with job rewards 16.9765%* 15.6293*%*
Satisfaction with interpersonal L ’
relationships -4.7638 © -14,6879%%
Professional 5.2035 -1.0107
* Managerial -54.4705% .-26.9672
Sales . -44,9426%* -25.7401
Clerical -36.7920%* ~27.4682-
Crafts 32.1807* 37.0575*
Operative -23.2122 -4.7121
Farn «=133.2339*%* . -97:8882**
Service -43,4837%* -31.6896*
Private household - =138.2829%* -205.6064**
* Missing data on occupation 25.4772 26.4367
df 1963 2316
RE .3410 .3369
*Chance probability < .05
**Chance probab111xy < .01
J
N
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TABLE E-6 -
CORRELATES OF PERSONAL SATISFACTION FOR PERSONS
ELIGIBLE FOR TRAINING-RELATED PLACEMENT
(Full Equation)
- Y : . Regression Coefficients
Variable , 1979 1980
- - —
Intercept . © . 5.8012%*% A 6.9957%*
Small fimm . o 0.3089 1.0335%*.
Medium fimm 0.1302 0.2113 -
Large fim ‘ -0.2253 4 © 0.4141
Missing data on fim . . 0.2692. .0.7385%*
Union S --=073123~ 0.1199
i Missing data on union 0.1024 -0.0938
: Evening shift "-0.0303 . -0.4198*
Night shift ' -0.2717 . 0.1080
Split shift . ) 0.3338 - -0.8495*
Variable shift . -0.1436 -0.1263
Missing data on shift , -0.8848 -0.3406
Hours per week ' 0.2095 0.2674
Missing data on hours per.week -0.0596 )
Health insurance 0.0670 . =0.0213
Life insurance 0.2388 0.2450
Paid vacation o ' 0.3887* 0.0189 )
Missing data on health insurance -1.0540 -0.0327
Missing data on 1ife insurance 1.7233* 0.7535 ‘
Missing data on paid vacation -0.0708 : 0.2307 o
Hispanic male Y . 0.2923 - =0.0910 '
Black male - -0.3690 -0.5623*
Hispanic femaie . -0.1306 0.1841
Black female - -0.4938 -0.2079
White female -0.1240 0.0572
SES . ) -0.0065 . -0.0013
Self-esteem 0.0379*% ' 0.0384x*
Qccupation aspiration match . 0.5692** 0.6571%*
Missing data on match o 0.2344 0.0246
Highest grade completed 13 -0.0722 - 0.1995
Highest grade completed 14. . -0.0427 0.1632
Highest grade completed 15 ' -0:2302 -0.3225
Highest grade completed 16 . -0.0349 -0.3801
Age p . 0.0260 . -0.0335 .
Hourly rate of pay ’ 0.0010 0.0008* )
Professional . 2.0514%¥ 1.4505%*
Managerial 1.0328** 1.2794%*
Sales ‘ 0.9725%* 0.6274 o
Clerical ’ ‘ 0.7370%* 0.7378%* .




TABLE E-6
, (Continued)

Regression Coefficients

S Variable 1979 1980
Crafts ¢ e : 0.7380* 0.5717*
Operative ’ - ~0.2038 -0.2162
Farm - ' 1.332 -0.1474
Service ‘ 0.0179 , 0.2591
Private household -0.2620 1.4844
Training-related Concentrator 0.3479 & .0.0588
Training-related Limited .Concentrator 0.3054 0.1362
Training-related Concentrator/Explorer ©0.1297 -G.0036

. - Training-related Incidental/Personal -0.2450 0.2337
df ) . 960 1109
R2 . © - .1861 .1920 ]

*Chance proﬁabi1ity < 05
**Chance probability < .01

W
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TABLE E-7

+ CORRELATES OF SATISFACTION WITH JOB CONDIfIONS FOR
PERSONS ELIGIBLE FOR TRAINING-RELATED PLACEMENT

(Ful Equatjon)

Regression Coefficients

Variable 1979 1980

. Intercept 9.0723** " 8.3109*%*
Small fivm d -0.0255 0.5200*%
Medium firmn 0.0667 0.3469
Large fim 0.0753 0.4734
Missing data on finm -0.1113 0.2268
Union \ -0.3005%* -0.3666**

- Missing data on union -0.9274 0.2735
Evening shift -0.1854 -0.3944*
Night shift -0.0946 -0.4439
Split.shift 0.1011 0.1856
Variable shift - -0.2)10 -0.2037
Missing data on shift -1.7739 0.4196

.. Hours per week -0.4173* -0.6504%*
Missing datd on hours,per week -0.44339
Health insurance ) 0.0%29 -0.4657%*
Life insurance an 0.Cl44 0.0266
Paid vacation -0.1770- 0.1979
Missing data on heal th insurance -0.7489 -0.2508
Missing data on life insurance 0.8396 0.3291
Missing data on paid vacation © 0.1735 -1.5839
Hispanic male - -0.0914 -0.0003
Black male . 0.3452 -0.1434
Hispanic female 0.5080 0.7107%*
Black female 0.5672* 0.3740
White female 0.3302 0.1680
SES . -0.0001 0.0061
Self-esteem 0.0320*% 0.0434%*
Occupation aspiration match 0.0504 0.2637
Missing data on match "~ 0.3900 - 0.1152
Highest grade completed 13 0.1969 - 0.1632
Highest grade completed 14 -0.1723 0.2506
Highest grade completed 15 0.4887 -0.2259
Highest grade completed 16 0.5550 0.6578
Age . -0.0404 0.0096
Hourly rate of pay 0.0002 ~-0.0008°¢
Professional’ 0.7346 + 0.6376
Manageri al 1.7859%* 0.9258%*

~Sales 1.3613** 0.8761%*
Clerical 1.2639%* 1.1833%*

99
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TABLE E-7

(Continued)
. . Regression Coefficients
Variable i ) 1979 1980
Crafts S ~0.7635%* -0.8943%* .
Operative - -0.8422%* -0.7306%*
_Farm . 4 0.1036 ~0.2881
" Service - - v ©0.1647 -0.0843 -
Private héusehold 1.2675 0.6701
. Training-related Concentrator 0.0662 -0.1516
Training-related Limited Concentrator 0.0286 - -0.1117
¢ Training-related Concentrator/Explorer +0.1496 -0.0117
Training-related Incidental/Personal -0.2510 -0.0024
df ' 960 . 1109
R2- . : 2975 - .3103
*Chance pfobabi]ity‘i .05
**Chance probability < .01
B
, . 10

100




SN

{

CORRELATES OF SATISFACTION WITH JOB REWARDS FOR PERSONS
ELIGIBLE FOR TRAINING-RELATED PLACEMENT - -

e

TABLEEB .- “ Co

(Full Equation) ”

Regressién Coefficients ‘
1979 . 1980 s

Variable . * / ,
b ™ . : . ‘ ) ;{'
Intercépt 4 6.8610%* - 7.2834%*
. Smallsfirmm . - -0.3420 - <.0738 ’
Medium £im . %0.3745 © -0.3950
bLarge firm - -0.7149* 0.0579
Missing data on f1rm -0.6664 -0.2291 -
Union 0.1388 0.0242 .o
Missing data on un1on 0.1216 0.3548 .
Evening sHift 0.2753 -0.1050 . l;g
Night shi.ft ’ 0.0236 -0.1605 -
Shlit/shift - | 0.1484 ° -0.0361 °
Variable shift’ . -0.2401 0.0 -
Wissing data on shift” . - " -0.3854 0.6663 ‘“\\y :
, Hours per week - -7 0.4707%* 0-0656
s Missing data ompours per week . 0.3691 Co-
* “Health insurance 0.2763 0.3516%
} Life insurance 0.3368 - 0.4964%*
Paid vacation” 0.4084* 0.3027
\ Missing.data or health insurance -1.57711 -0.6661.
Hiss12§ data on-life insurance 7 0.7146 0.5850 .
i ssing data on paid vacation - 0.9590 0.7873 -
ispanic male -0.1736 -0.5702*
lack male < -0.3806 -0.4559 *
Hi'spanpic female -0.2502 -0.2785
» » Prack female -0.4258 -0.8035%*
"White" female -0.1475 -0.3217 ) .
. 7SES 0.0034 . -0.0019 \ .
. Self-esteem 0.0378*r 0.0278 :
Occupation aspiration match 0.3818* : 0.1222
Missing data on match 0.0498 -0.2313
Highest grade completed 13 -0.0918 0.1279
Highest grade completed 14 -0.4357 ) -0.2673
Highest grade completed 15 -0.2459 -0.1099
Highest grade completed 16 -0.9338 -0.2173
hge -0.0546 -0.0305
Hourly rate of pay 0.0028** 0.0018**
Professional 0.4085 0.0953
Managerial 0.9573* 0.8154*
Sales 0.6307 0.2756
Clerical y 0.4715 0.5122*
™y
I'4 b
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e Coe TABLE E-8 , .
S . . (Continued) o
11 . = r - f ! . 7
- = “ A v 7
. T e Regression Coefficients ~—
Variable 197? ' 1980
b % \Q\} )
. Crafts ¢ 0.5217 -0.1265
: Operative= "~ = -0.2055 * 0.0224
Farm . ‘ 1.3272% U 0.6821
Service . . -0.1024 0.0511
. Private household . ' -0.7292 . 0.2733
Training-rélated Concentrator -0.0131 -0.2369
Traindng-related Limited Cencentrator 0.2939 _-0.0468
Training-related Concentrator/Explorer -0.2462 0.0116
Training-related Incidental/Personal -0.3450 -0.0707
df 960 - . 1109 ‘
RZ .2364 .1467
*Chance probability < .05 |
o ___**Chance probability < .01,
\
. }/'b ! .
g

- 1oz
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. . : . TABLE E-9
_CORRELATES OF JQB SATISFACTION WITH INTERPERSONAL RELATIONSHIPS ,
FOR PERSONS ELIGIBLE FOR TRAINING-RELATED PLACEMENT
(Full Equation) \
: _ «3
{ . T
. Redression Coefficients
Variable ‘ - I€79 1980
“Intercept 6.6883%* 6.9764%*
Small fim -0.2560 0.3364*
Medium fim “ 0.0404 0.1074
Large fim _ "-0.0088 .0.1167
Missing data on fitm- 0.2873 0.3070*
Union -0.2491% -0.0887 ’
Missing data on union - 0.0668 . 0.1756 .
Evening shift . -0.3229%* -0.0745
Night shift 0.0481 0.0164
Split shift 0.1445 0.0360
_Variable shift 0.1056 . -0.0230
Missing data on shift -2.1280%* -1.4668
Hours per week -0.0230 - -0.1214
: Missing data on hours per week -0.3101
. Health insurance -0.0081 ~-0.1000
Life insurance 0.1025 0.1130 .
Paid wvacation -0.0178 0.0042
Missing data on health insurance -0.3710 -0.4003
. Missing data on 1ife insurance 0.6457 0.2703
#i-ssing data on paid vacation 0.1885 -0.0705
Hispanic male . 0.0100 -0.1084
Black male -0.1826 -0.4998**
Hispanic female 0.1585 0.0150
Black female ’ -0.0588 -0.2678*
White femule 0.1078 0.0096
SES . 0.0007 0.0033
Self-esteem 0.0228** 0.0204*
/ Occupation aspiration match ! 0.0712 0.1042
. Missing data on match 0.0799 0.0153
¥ Highest grade conpleted 13 -0.0990 -0.0104 - _
(M Highest grade completed 14 -0.1195 -0.0811 .
? Highest grade completed 15 0.0644 -0.0128
Highest grade completed 16 -0.4545 -0.0274
Age ~0.0221 -0.0179
Hourly rate of pay 3 0.0001 -0.0003
Professional -0.0521 -0.0332
Manageri al -0.0035 0.0321
Sales B 0.1538 0.1146" ’
Clerical 0.0517 0.0702
k4
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TABLE E-9

(Continued)
, Regression Cgefficients
. Variable 1979 1980
! Crafts \ .« 0.1912 -0.1221

Operative ' ' -0.0538 0.0712
Farm ' . 0.1579 .. 0.1403
Service -0.2348 0.1305
Private household -1.8608* ) 0.0678
Training-related Concentrator -0.0686 . -0.0381
Training-related Limited Concentrator -0.1609 0.0922
Training-related Concentrator/Explorer 0.1300 0.0668
Training-related Incidental/Personal 0.1C88 '0.0827
df 960 1109
R2 .0847 .0706

*Chance probability < .05
**Chance probability < .01




TABLE E-10

¥ . CORRELATES OF bERSONAL(JOB SATISFACTION FOR
; ALL PERSONS WITH A JOB IN 1979 OR 1980

(Full Equation)

L

!
Regression Coefficients

Variable , 1979 1980
Intercept . 5.5633** 6.1616**
Small fivm . 1.0563** 0.7133%*
Medium. firm 0.7553** 0.2645
Large fimm : 0.5150% . * 0.1138
Missing data on .firm 0.9030** 0.6472%* °
Union ' _ : "-0,3094* -0.0567
. Missing data on union < 0.T277 0.0321
, Evening shift ’ i -0.3899** v =0.4733%*
- Night shift : -0.3250 -0.0669
Split shift - . -0.2921 -0.6297**
f Variable shift o ' -0.1806 -0.0476
. Missing data on shift -9.5537 -0.1261
Hours per week 0.4238** 0.2503*
r Mi'ssing data on hours per we ek 0.5223* -
} Health insurance  ° 0.1570%* - 0.0952
Life ‘insurance (.1885 0.1787
| { Paid vacation 0.3046 0.1958
L . Missing data on health insurance -0.9665 0.3656
| " Missing data on 1ife insurance 0.7436 0.3721
| Missing data on paid vacation 0.6194 0.1128 .
Hispanic male 0.%748 8.2222** -t
| Black male ) -0..0698 -0.
. Hispanic female 0.2678 8.%794
Black female 0.0814 -0.0206 .
White female ’ 0.1501 0.2444%*
SES L 0.0008 -0.0046
Self- esteem . Ter T B Y A 0.0451**
Occupation asp1rat10n match 0.7229** 0.5343*%*
Mi'ssing data on match B 0.0942 -0.0542
Highest grade completed 13 0.0045 0.1132
Highest "grade completed 14 -0.0371 0.0492
Highest grade completed 15 . -0.3449 -0.1218
Highest grade completed 16 0.5838 -0.3768
.Highest grade completed 17 ©0.2761 -0.4636 -
Age , 0.0231 -0.0298
Hourly rate of pay 0.0006* 0.0009**
Professional ~  2.0059%* 1.6305%*
Managerial 1.0067** . 1.4046**
f Sales - . 0.9381%* 0.9581%*
Clerical . 0.7574** 0.806Z**
105
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TABLE E-10.
(Continued)
N A
- : Regression Coefficients

Variable 1979 . 1980
Crafts ) . 1.0209** 1.0907**
Operative - ’ , 0.1473 0.1416
Farm 1.5416%* . 0.5239
Service 0.3546 0.6096**
Private housshold ‘ . 0.1341 X 1.1080 -
Missing data on occupation 2.1287 0.3542
Training-related Concentrator 0.4183* 0.1764
Training-reiated Limited Concentrator 0.4393* 0.3432*
Training-related Concentrator/Explorer 0.2151 '0.2178
Nontraining-related Concentrator ¢ -0.0508 0.4175
Nontraining-related Limited Concentrator 0.1365 " 0.0102
Nontraining-related Concentrator/Explorer 0.0219 ' -0.0750
Explorer 0.1032 0.3834
Missing data on patterns -0.0458 0.1244
Training-related Incidental/Personal -0.0940 0.4784**
Nontraining-related Incidental/Personal 0.0055 — 0.2627 -
df . : 2248 , 2619
R2 ' .1828 .1583

*Chance probability < .05
**Chance probability < .0l
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. .
TABLE E-11 - v
CORRELATES OF SATISFACTION WITH JOB CONDITIONS
FOR ALL PERSONS WITH A JOB IN 1979 OR 1980
(Full Equation)
% - . Regression Coefficients
Variable : © 1979 1980
Intercept 8.9745%* 6.5828**.
Small firm : . 0.6258** 0.6794**
Medium firm , .0.8364%* 0.5123**
Large fimm : ; 0.7286** 0.5399**
.Missing data on firmm . 0.4647*q . ,0.4000*
Union : . i -0.7472%* -0.3577**
Missing data on union - . -0.0631 ‘ _ 0.1229 )
’ Evening shift )4 -0.3335* ' -0.3064*
«—~, Night shift -0.2207 -0.2150 | ¢
Split shift ) -0.1013 0.1695 .
Variable shift -0.1459 -0.1111
Missing data on shift -0.9031 0.1386
Hours per week , -0.3335%* -0.4190**
Missing data on hours per week -0.4843*
Healtn insurance 0.0342 - -0.2433*
Life insurance -0.0654 -0, 0463
Paid vacation : -0.0319 0.0890
Missing data on health insurance -0.2326 -0.5197
Missing data on 1life insurance 0.2766 -0.1227
Missing data on.paid vacation -0.1003 0.4572
Hi-spanic male 0.2775 . 0.0537

.0459 . =0.0624

Black male ' .
L6377%% | 0.5535%*

Hispanic fenale

Black female . 5040%* 0.3866**
White female 4579%* ¢ 0.2952**
SES . .0036 0.0031
Self-esteem .0370%* . 0.0561%*

1410 "~ 0.2061*
1333 0.0846
0979 0.1423
0142 0.1632
4125% -0..4899*
4366 : 0.4064*

Occupation aspiration match
Missing data on match
Highest grade completed 13
Mighest grade completed 14
Highest ‘grade completed 15
Highest gradé completed 16

[l el oo loNoNoNo ool ol o Yol ol ol ol o N ol

1&j““§2§hg§t grade completed 17 ) .8;23* é:gggg
Hourly rate of pay - :0094; i —8:gggg:*
T - e e
Clerical ‘ ©71.3342%* 1.2784%*
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TABLE E-11
(Continued)

_Variab]e

Regression Coefficients

1979

1980

Crafts

Operative
Farm )
Service”

Private "household

. Missing data on occupation
Training-related Concentrator
Training-related Limited Concentrator
Training-related Concentrator/Explorer
Nontraining-related Concentrator
Nontraining-related Limitéd Concentrator
Nontraining-related Concentrator/Expiorer

Explorer

Missing-data on patterns -

Training-related Inc1denta1/Persona1
Nontraining-related Incidental/Personal

df
R2

-0.5161**

-0.5164**
.4841
.3567*
.0543**

.2293
.1986
.1583
.0566

OCOOCOOCOOOOMNMNMO O

.2183
.3778
.1207
.1159
.0819

-0
-0

2248

-

.6615%
.4299*

.2950

-0.6270**
-0.3432*%
.1892
.4619%*
.6620*% '
.2581
.1620
L1774
.2561

. 9355%*
.0765
.0443
1114
.2087*%
.3254
.1193

[cNololoNoloNoloNoN el el

[~
(22}
—
(Xe]

.2686 -

*Chance probability <
**Chance probab1]1ty <

.05
.01




* "TABLE E-12

' CORRELATES OF SATISFACTION WITH JOB REWARDS FOR . .
CALL PERSONS WITH A J0B IN 1979 OR 1980 .

(Full Equation)

AR

Regression Coefficients

Variable ’ 1979 - 1980

. Intercept 7.5703*%* 7.3882*%*
Small fimm -0.0582 -0.246]
Medium fim -0.1544 -0.3605*
Large fim - -0.4849* -0.0617
Missing data on fim -0.5258* ~0.2154

" Union . 0.1891 0.0995 -
Missing data on union 0.1231 0.3734*
Evening shift -0.1860 -0.0997
Night shift ~0.1726 -0.1695
Split shift " 0.1226 0.0392
Variable shift -0.2175 0.0810
Missing data on shift -0.7196 0.8562
Hours per week 0.2559* 0.2093
Missing data on hours per week 0.2133° ' '
Health insurance 0.3448** 0.4226**
Life insurance 0.3453%* 0.4061%*
Paid vacation. 0.5487** 0.4073%*
Missing data on health insurance -0.4266 -0.2007
Missing data on life insurance 0.2341 0.4768
Missing data on paid vacation 0.7426 0.1560
Hispanic male -0.0957 -0.1154
Black male® -0.3478* -0.1983
Hispanic female -0.0106 -0.0734
Black -female -0.2813 _-0.6039**
White female -0.2155 -0.2223*
SES” 0.0026 . -0.0014

- Sel f-esteem 0.0289** 0.0348**
Occupation aspiration match 0.3420%* 0.0850
Missing data on match -0.1550 -0.1751
Highest grade completed 13 0.0630 0.0908
Highest“grade completed 14 -0.0979 -0.0657
Highest grade completed 15 -0.0874 -0.1946
Highest grade completed 16 -0.1614 -0.0840%*
Highest grade completed 17 0.0707 -1.2859%*
Age . -0.1004* -0.0820*
Hourly rate of pay 0.0029** 0.0018**
Professional 0.5420% 0.4768
Managerial 0.8286** 1.0121
Sales . 0.6691** * 0.2913
Clerical 0.4378* 0.5833%*




. o

TABLE E-12
(Continued)
’ . Regressijon Coefficients

Variable 1979 . 1980
Crafts 0.2945 0.1647
Operative : 0.1164 0.1680
Farm ‘ 1.2457%* 0.8105*
Service 0.2047 0.2639
Private household -0.1035 1.6559*
Missing data on occupation 2.1973 0.7676
Training-related Concentrator 0.3260 : 0.0309
Training-related Limited Concentrator 0.5584** 0.2174
Training-related Concentrator/Explorer 0.0076 0.2619
Nontraining-related Concentrator 0.3560 0.6066*
Nontraining-related Limited Concentrator 0.1984 041003
Nontraining-related Concentrator/Explorer 0.0406 . 0.3079
Explorer . -0.2449 0.1074
Missing data on patterns ~ 0.0184 0.0322
Training-related Incidental/Personal -0.1496 0.1904
Nontraining-related Incidental/Personal 0.1049 . 0.1361
df 2248 ‘ 2619. \ .
RS - : ‘ . .1959 .1516 e

*Chance probability < .05
**Chance ‘probability < .01




! , TABLE E-13

CORRELATES OF JOB SATISFACTION WITH INTERPERSONAL RELATIONSHIPS
FOR ALL PERSONS WITH A JOB IN 1979 OR 1980

<o

>

(Full Equation)

¥ r

Regression Coefficients

Variable . 1979 1980
Intercépt . "6.987 9** 6.7582%*
Small fim ) 0.3361** 0.2893**
Medium fim 0.2267* > 0.1574 -
Large fim 0.0901 0.1400 -~
Missing data on fim . ~0.3182%* 0.2882**
Union ‘ -0.1768% 0.0002
Missing data on union : -0.0256 0.0732
Evening shift -0.0379 -0.0822
Night shift -0,1063 - . -0.0295
Split shift | -0.0400 -0.1461
Variable shift - 0.0312 0.0038
Missing data on shift - =1 .,1813%*— -0.7818
Hours per week . -0.0552 -0.0645
Missing .data.on hours per week 0.1099
Health insurance 0.0427 -0.0114
Life insurance -0.0183 © -0.0064
Paid vacation 0.0139, 0.0401
Missing data on health insurance -0.2481 0.0599
Missing data on 1ife insurance 0.3684 0.1388
Missing data on paid vacation . 0.2205 -0.1617

“Hispanic male ' - 0.0352 -0.0130
Black male oo : -0.1010 -0.3188**
Hispanic female 0.0747 0.0899
Black female -0.0622 -0.2709**
White female . « 0.0451 . -0.0389
SES ) 0.0005 0.0001 .
Self-esteem 0.0163** 0.0245%*% .
Occupation aspiration match ‘ 0.0280 . 0.0996
Missing data on match - -0.0121 -0.0118
Highest grade completed 13 -0.0609 0.0235
Highest grade completed 14 - 0.0116 0.0053
Highest grade completed 15 -0.0655 -0.1528
Highest grade completed 16 -0.1299 -0.0128
Highest grade completed 17 0.4679 ) . 0.1885
Age ) -0.0363 -0.0177
Hour1y@Fate of pay 0.0008 -0.0004**
Profedgional . 0.196 0.0851
Managerial 0.0768 0.0770
Sales 0.1361 . 0.1560

. Clerical ’ 0.1239 0.0164




TABLE E-13
(Continued)

Regression Coefficients

Variable . 1979 1980
Crafts 0.1643 -0.0118
Operative . 0.1016 ' -0.0607
Farm . .0.2285 -0.2035
Service .+ .=0.0589 -0.0091
Private household "+ =0.7737* -0.5523
Missing data on occupation 0.2908 -1,5520*%
Training-related Concentrator . 0.1376 0.0049
Training-related Limitéd Concentrator 0.0256 0.1400
Training-related Concentrator/Explorer 0.0727 ~ 01153
Nontraining-related Concentrator . 0.1961 . 0.3914%*
Nontraining-related Limited Concentrator 0.1648 0.0158
Nontraining-related Concentrator/Explorer 0.1283 i -0-.1353
Explorer -0.0346 0.2304
Missing data on patterns ~ -0.0066 -0.0050
Training-related Incidental/Personal 0.1484 ~0.1281
Nontraining-related Incidental/Personal 0.0574 0.1030

df - . 2248
R2 -

: 2619
.0491 .0576

-

*Chance probability < .05
**Chance probability < .01




TABLE E-14

-
=

CORRELATES OF .J0B MOBILITY

Regression Coefflclents

varlable Full SampTe Tasiricted Sample
white female -0.0004 0.0004
Content of aspired occupation -0.0015* -0.001 1*
Change In satlsfactlor--human inter act fon -0.0003 ~-0.0005
Manager fal -0.0014 -0.0037
Concentrator/Explorer--related -0.0002 . .0.0013
Sales -0.0003 - =0.0020
Experience -0.0006** -0.0008**
Concentrator/Explorer--not related -0.0060% -0.0053 ,
Change In satisfactlon--job condit lons =0.00008 -0.0001
Explorer -0.0027 -0.0014
Farm -0.0054 -0.0058
Limited Concentrator--not related -0.0045 ~3.0020
Operatlve, transport - -0.0008 -0.0018
Incldental/Fersonal--not related -0.0017 ~ 0.0005
Hispan ic male 0.0020 0.0028
Concentrator--related -0.0028 -0.0007
Majority of occupatlons in two or more areas 0.0020 . 0.0015
Concentrator--not related -0.0058 -0.0017
Academlc no vocat fonal 0.0013 ~-0.0005
Satisfaction with job rewards ~0.0012** + =0.0009**
Hispan ic female 0.0001 0.0030
incidental/Rersonal--related -0.0026 -0.0008
Black male -0.0035*% 0.0002
Operative ~3.0013 -0.0023
Limited Concentrator--related -0.0015 0.0008
Rofesslonal 0.0031 -0.0036
Crafts 0.0011 0.0002
Socloeconomic status 0.0003** ' 0.0002%*
Change In satls fact lon-~por sonal 0.0001 0.0001
Black female -0.0041%* -0.0033
Service 0.0062%* 0.0055**
Change In occupational asp'ration 0.0002 0.0003
Satlsfactlon with working condlitlons 0.0002 -0.0002
Change In satisfaction--job rewards 0.0003 0.0005
Interperspnal job satlsfaction 0.0015"* 0.0015%*
Fersonal ‘development job satisfaction -0.0005* -0.0004
Missing data pattern -0.0005 0.0017
clerical 0.0020 0.0013
Experlence squared 0.000005* 0.000007**
Cons tant 0.0372 0.0395
d{ 1210 ni

R . 0.151 0.148

“ERIC

Aruitoxt provided by Eic:

*Chance probabliity < .05
**Chance probablllw—'f_ .01

HOTE: Full sample represents respondents gradug
Restrlcted sample represents respondents graduat

than one yepr of postsecondary education.

f
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ting by 1979 with job satisfaction data.
Ing by 1979 with job satls factlon data and less




CHANGE IN EDUCATIONAL AND OCCUPATIONAL ASPIRATIONS

TABLE E-15 !

Regression Coefficients

: 1979 -1982 1979-1982
Variable Education Occupation
School attitude -0.01495 -0.01803
School size | -0.00004 ~ 0.00023**
SES g 0.00278 0.00182 -
"Percent dropouts -0.01036 -0.00889
Black male 1.23957** " 0.43895
Black female 0.90962** 0.11540
Hispanic male 0.32752 -0.19456
Hispanic “female 0.52280 0.29096
White female ' -0.23504 <0.05192
Academic curriculum -0.35077* 0.02539
ASVAB 0.01246* -0.00579
Friends aspirations ~0.15130** -0.02373
Percent peers of same race 0.00149 0.00356
Intercept 2.08660 0.57018
df 672 560
R2 0.0849 0.0395

*Chance probability < 0.05
**Chance probability < 0.01

K.lle(l ‘
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