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figures, 3 appendices, references, 162 titles. 

This study examines the determinants of job 

satisfaction for women and men working in self-managed work 

teams. The data used are from a 1990 survey sample of 99 

production employees in an electronics manufacturing plant. 

Chapter one introduces the reader to the topic of 

gender and job satisfaction and explains the effects of 

women's increasing numbers in the workforce on studies of 

job satisfaction. Chapter two is a review of the literature 

including an overview of women in the workforce. 

Additionally, theories on job satisfaction are discussed. 

The remaining chapters describe the methodology used in the 

study, explain the findings and draw conclusions. 

A model that integrates past theories using factors 

from organizational, interpersonal and personal levels is 

tested. Workers' positions in the organizational hierarchy 

is controlled in order to clarify gender differences in 

predictors of job satisfaction. Women and men were found to 

have two predictors in common. Also, both men and women had 

two predictors that they did not share with the other 

gender. The shared predictors were cooperation and 



commitment. Additionally, women's job satisfaction is 

affected by task significance and task identity. Men's job 

satisfaction is also affected by role clarity and skill 

variety. The relevance of these findings for academia and 

business is discussed. 
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CHAPTER 1 

INTRODUCTION 

U. S. corporations have experienced increasing national 

and international competition since the 1960s. In an effort 

to be competitive, one area that managers of corporations 

have addressed is their human resources. A number of 

studies have indicated that improving employee job 

satisfaction can reduce employee turnover and absenteeism 

which subsequently improves corporate competitiveness 

(Brooke & Price, 1989; Michaels & Spector, 1982; Mobley et 

al., 1978; Mowday et al., 1982; Mueller & Price, 1990; Price 

& Mueller, 1981, 1986; Steers & Rhodes, 1978; Yeatts, 

Beyerlein & Thibodeaux, 1991). In these studies, job 

satisfaction has been defined as the degree to which 

employees generally like their work (Agho et al., 1993 ; 

Hackman & Oldham, 1980). 

Originally, research on job satisfaction focused 

primarily if not entirely on men (Feldberg & Glenn, 1979). 

As women have increasingly joined the paid labor force, 

additional studies are now required concerning whether 

factors affecting job satisfaction for men are the same as 

those affecting job satisfaction for women. 
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Mixed results have been reported involving gender and 

job satisfaction. Some studies have found that men are more 

satisfied than women (Forgionne & Peeters, 1982; Hulin & 

Smith, 1964, 1965; Shapiro & Stern, 1975; Smith, Kendall, & 

Hulin, 1969; Weaver, 1974). Other studies have found that 

women are more satisfied than men (Murry & Atkinson, 1981; 

Stockford & Kunze, 1950). But much recent research suggests 

no difference between men's and women's work satisfaction 

(Andrews & Withey, 1976; Bartol & Wortman, 1976; Burstein, 

Tienhaara, Hewson, & Warrander, 1975; Campbell, Converse, & 

Rodgers, 1976; Ebeling, King, & Rogers, 197 9; Gaertner & 

Gaertner, 1975; Golembiewski, 1977; King, Murry, & 

Atkinson, 1982; Quinn & Shepard, 1974; Quinn, Staines, & 

McCullough, 1974; Weaver, 1977). 

The factors used to study gender and job satisfaction 

can be organized into four basic groups: Organizational, 

job design, interpersonal and personal. With respect to 

organizational factors, the position a worker holds in the 

organizational hierarchy has been argued to have more effect 

on a person's job satisfaction than gender (Izraeli, 1983; 

Kanter, 1976, 1977; Kalleberg, 1977). Also, it has been 

suggested that the degree to which a worker expects to be 

rewarded by the organization for good work is related to job 

satisfaction (Lawler, 1973). Regarding job design factors, 

the job characteristics model was developed from the 
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perspective of traditional organizational theory which 

focused on specific aspects of the work itself such as skill 

variety and task significance to explain the worker's job 

satisfaction (Hackman & Oldham, 1980) . A model given 

considerable attention at the interpersonal level is the 

gender model. It was developed to highlight the factors 

affecting job satisfaction specifically for women. Factors 

emphasized in gender models include socialization and 

relationships with other workers (Feldberg & Glenn, 1979) . 

Another interpersonal perspective, the value hypothesis, is 

closely related to the gender model because it assumes that 

women value social relationships at work more than other 

factors such1as job characteristics (Lambert, 1991). 

Lastly, it has been proposed that personal level 

characteristics such as age and education affect job 

satisfaction (Neil & Snizek, 1988) . 

The purpose of this study is to evaluate factors 

affecting job satisfaction for women and men. Additionally, 

it examines differences in the factors that affect women's 

job satisfaction as compared to men's job satisfaction. 

Though numerous studies attempting to explain women's and 

men's job satisfaction exist, this study is unique in that 

it analyzes employees who are all on the same level of an 

organizational hierarchy. With men and women doing the same 

job, bias caused by the type of work done does not enter 
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into the examination of gender differences. In addition, 

this study utilizes information concerning workers' career 

orientation which, when not present can also bias findings 

regarding gender and job satisfaction. 

Provided below is first, an overview of the history and 

effects of women in the workplace. This is followed by a 

review of research that has examined job satisfaction along 

with the presentation of an integrated model. The 

integrated model is then tested using survey data from 

employees at a southwest corporation and the findings are 

presented. Finally, implications for theory and suggestions 

for how managers can improve job satisfaction are discussed. 



CHAPTER 2 

REVIEW OF THE LITERATURE 

The bulk of studies on job satisfaction has tended to 

either focus on men, assume women will respond the same as 

men, or disregard gender altogether (Feldberg & Glenn, 1979; 

Mills & Tancred, 1992) . However, with the tremendous 

increase of women in the workforce, their presense needs to 

be recognized and the effects of their presense needs to be 

incorporated into the study of job satisfaction. Since most 

of the research on job satisfaction has been developed from 

an understanding of a male workforce, this study begins with 

tracing the development and effects of women in the 

workforce. Then, it reviews important aspects and findings 

of job satisfaction perspectives. These perspectives can be 

grouped according to the type of factors they expect to 

affect job satisfaction: Namely, organizational job design, 

interpersonal and personal factors. The chapter concludes 

by presenting a model of job satisfaction to be used for 

both men and women that integrates factors used in each of 

the above groups. 



6 

Women in the Workplace: A Historical Perspective 

Work satisfaction is related to the importance of work 

in people's lives. Work is an activity that shapes daily 

lives and influences people and their relationships 

(Feldberg & Glenn, 1979). The activities related to work 

can be considered central in people's social lives, linking 

individuals with each other and with society as a whole 

(Martins-Crane, 1992; Marx, 1867/1967). Because of the 

importance of work in our society, work has contributed to 

the outlook and position of women and men in the United 

States. And the status and kind of work people do is 

related to their work satisfaction (Hackman and Oldham, 

1980; Kanter, 1976). 

Throughout the history of the United States, White men 

have been relegated the positions of importance in the 

workforce which can be linked to their higher status, 

relative to women, in society as a whole. Women's work has 

varied somewhat since the country's inception (Almquist, 

1987; Blumberg, 1984; Chafetz, 1984). 

In the Colonial United States, women were heavily 

involved in producing household goods as well as caring for 

children and other household chores. Women would often sell 

or trade surplus goods, particularly yarn. As textile 

factories developed toward the end of the eighteenth 

century, women sold their labors of spinning and weaving 
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directly to the factories. Later, women went to work at the 

factories themselves. This was viewed by the colonists as 

fruitful activities for women (Blau & Winkler, 1989) . For 

unclear reasons, by the end of the nineteenth century, women 

had dwindled from the work force. The exceptions were women 

who were heads of households and non-caucasians who largely 

continued to be gainfully employed (Blau & Winkler, 1989) . 

However, throughout the twentieth century, an almost 

constant increase occurred in the number of women in the 

labor force. The "boom" during World War II was followed by 

a decrease in 1947. At the beginning of this period, most 

of the women's work force was comprised of young, single 

women. In the 1950s and 19 60s, this trend began to change. 

Married women in the labor force jumped from 30% in 1940 to 

54% in 1960. The 1970s and 1980s brought an increase in the 

numbers of mothers with young children into the labor force, 

rising from nineteen percent of these mothers employed in 

1960 to 57% in 1987. The numbers of young women in the 

workforce doubled during this same time period from 36% to 

72%. Traditionally, minority women have been employed 

outside the home more often than Whites but this margin was 

found to be shrinking in the 1980s (Blau & Winkler, 1989). 

When considering the factors contributing to increased 

employment, women's salaries have increased which makes it 

more profitable for women to work than it once was. Also, 



more positions in traditionally women's vocations (teacher, 

secretary, nurse) became available. This encouraged 

employers to hire women of childrearing years. While 

women's participation in the workforce has increased, the 

percent of all men in the work force decreased from 87% in 

1950 to 77% in 1987. This was due to factors such as 

prolonged educational training, earlier retirement and 

longer life spans (Blau and Winkler, 1989). 

Women's jobs have been typically segregated into low 

paying, sex-typed employment such as secretary, waitress and 

nurse (U.S. Department of Labor, 1988). The category of 

administrative support accounted for 47% of the women's 

labor force in 1987 (Blau and Winkler, 1989). Women's jobs 

have typically provided less autonomy, closer supervision 

and limited promotional opportunities (Wolf and Rosenfeld, 

1978), fewer job-related benefits, less job security 

(Levitan, Quinn & Staines, 1973) and have been 

intellectually less stimulating (Crowley, Levitan and Quinn, 

1973). The only obvious change in the traditional job 

segregation between men's and women's vocations during the 

last two decades has been in the number of women in 

management positions which was reported to be at 10% in the 

late 1980s (Blau and Winkler, 1989) . 

Women earn 65 cents (high school graduates) to 68 cents 

(college graduates) for every dollar earned by men with 
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similar credentials (Blau and Winkler, 1989) . 34 percent of 

families maintained by women and over half of families 

maintained by Black and Hispanic women live in poverty (Blau 

and Winkler, 1989). Part of the gender discrimination is 

attributed to interruptions in careers and the high number 

of women in a small number of vocations. 

The future looks favorable for women workers 

particularly because they are representing large shares of 

fast-growing occupations. Women 25-34 are earning 74% of 

what their male colleagues earn. Nevertheless, the major 

deterrent for the future still appears to be job segregation 

and discrimination by gender (Blau & Winkler, 1989; Reskin & 

Roos, 1990) . 

Effects of Increasing Participation of 
Women in the Workforce 

The increased numbers and expanding roles of women in 

the workforce can be a great opportunity for improving human 

potential and productivity in the workplace. However, some 

have viewed the change in the labor force as a burden to the 

labor market and a threat to family values (Smith, 1990). 

In general, a consequence of the increased number and roles 

for women in the work force has been an interest in the 

relationship between gender and job attitudes (Mottaz, 

1986) . 
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Job satisfaction is affected by the many changes the 

increased numbers of women in the workforce have brought. 

For example, recent years have had an increase of women in 

the workforce and particularly a growing number of women in 

management. Women are now starting companies at 1.5 times 

the rate of men (Church, 1993). 

Unique problems arise at the interpersonal level as 

women become bosses or have positions other than support 

staff. Sargent (1983) has examined problems such as men 

having to learn to live with women's emotions. This problem 

is many sided. Sargent has argued that men tend not to be 

open enough with their emotions, and they also tend to 

either "pick on" the women or to "parent" them, taking 

responsibility for making everything better. Borrowing from 

transactional analysis, Sargent illustrated how 

relationships can develop in the office where women managers 

were either treated as daughters or expected to play the 

role of mom. Also, the increased number of women in the 

workforce has also brought attention to issues of sexuality. 

For instance, sexual harassment is an issue in the workplace 

with problems incurred by women as well as men's fear that 

their careers will be damaged by a false rumor or accusation 

(Sargent, 1983). 

With the increased number of women in the workforce, 

women's job satisfaction has become an area of interest 
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(Feldberg and Glenn, 1979). Sargent has identified the need 

for women to have social support networks similar to men. 

With a lack of social support, women have not been getting 

enough nurture which has been found to be negatively related 

to job satisfaction (Abdel-Halim, 1982; Beehr, 1976; Blau, 

1981; Cummins, 1989; Drory & Shamir, 1988; Karasek, 

Triantis, & Chaudhry, 1982; Manning Sc Fullerton, 1988; 

Mottaz, 1986; Repetti & Cosmas, 1991; Schnake, 1983; Skaret 

& Bruning, 1 9 8 6 ; Zalesny, Farace, & Kurchner-Hawkins, 1 9 8 5 ) . 

Because of women's increased participation in the labor 

force, Sargent argued that both the traditional "male" 

attributes and the traditional "female" attributes are 

needed for effective management today. Men typically embody 

instrumental characteristics of competition, self-confidence 

and a desire for responsibility. However, other 

characteristics are necessary for effective management. 

These other, emotional, characteristics have traditionally 

been represented by women. They include being employee 

centered, helpfulness, intuition and practicing humanitarian 

values. 

Socialization has been linked with factors related to 

job satisfaction (Feldberg & Glenn, 1979). Sargent (1983) 

has argued that even in this modern day, women and men are 

socialized to believe that women are capable of being in 

charge of things, except for when there is a man around. In 
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such cases, she defers to him (driving a car is illustrative 

of this point.) In studies of small groups, mixed sex 

groups have been more effective than same sex groups. Men 

take more initiative in mixed sex groups but women are often 

looked over and they tend to perform best in same sex groups 

where they can learn to feel comfortable with leadership 

roles. 

Changes in the gender make-up of the labor force and 

the fact that women enjoy less status in society as a whole 

and less rewards in the workforce makes gender and job 

satisfaction an interesting research topic. The effects of 

women's lower status in the workforce have influenced 

theories on women's job satisfaction (Feldberg and Glenn, 

197 9). Since women have traditionally had less good jobs as 

compared to men, it is assumed that they expect less from 

their jobs, professionally, settling for social rewards 

(Lambert, 1991). Also, women have been assumed to be 

socialized to value relationships over work rewards 

(Lambert, 1991). However, with the rise of women in the 

workforce and the changing attitudes of and about women, 

traditional theoretical models concerning women as a 

homogenous group need to be challenged. Similarly, with 

women's changing roles, men's roles change too. Therefore, 

men may be found to have stronger social needs in their jobs 

than in the past. Several theoretical perspectives on 
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understanding men's and women's job satisfaction are 

discussed below. 

Theoretical Factors Explaining Job Satisfaction 

Explanations of job satisfaction can be described using 

four groups of factors. The broadest group includes 

organizational factors which examine aspects of a worker's 

position in the hierarchy of the organization. Job design, 

focuses on aspects of the job itself. A third group is 

comprised of interpersonal or relational factors with 

emphasis given to how well workers get along with others. 

Lastly, are the personal factors, that is, individual worker 

characteristics. Each of these groups is discussed below. 

Organizational Factors 

At the organizational level, two major factors are to 

be considered. The first factor is a worker's position in 

the organizational hierarchy. Second is a worker's 

expectation of having his/her work rewarded by the 

organization (expectancy). Several researchers have 

criticized studies on job satisfaction for confusing gender 

with occupational position (Izraeli, 1983; Kanter, 197 6, 

1977; Kalleberg, 1977). They consider a person's position 

within the hierarchy of an organization to be the crucial 

factor in determining a worker's satisfaction because one's 

position affects other factors such as attainment of job 
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rewards, autonomy, use of skills, status and pay (Herzberg 

et al., 1957 Vroom ,1964) . People lower in the 

organizational hierarchy are more likely to perceive less 

opportunities for themselves. Consequently, they are more 

satisfied because they expect less. Since women typically 

are overrepresented at the bottom of organizational 

hierarchies, gender is a spurious correlation (Glass, 1984; 

Kanter 1976, 1977). 

This perspective has also been used in studies which 

found women to have lower satisfaction than men, explaining 

that, with the positions most women hold comes less control, 

autonomy, promotion and job security. Consequently, women 

are less satisfied with their jobs than men (Blauner, 1964; 

Feldberg & Glenn, 197 9, Herzberg et al, 1957; Kalleberg, 

1977; Moore, 1985; Northcott & Lowe, 1987). 

Kanter (1976) argues that job satisfaction differences 

between the sexes are a "function of location in 

organizational structures" rather than of gender. In 

hierarchical systems, women are disadvantaged with regard to 

opportunity and power which results in behaviors and 

attitudes (limited aspirations, concern with co-worker 

friendships) that are also likely true for men in 

disadvantaged positions. 

We thus avoid the "blame the victim" approach 
that locates explanations for work behavior in 
dispositions in the individual. . . The real 
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villain of the piece in a structuralist model 
turns out to be the very nature of hierarchy. 
Complex organizations whose opportunity and power 
structures routinely disadvantage some kinds of 
people (whether women or men) are likely to 
generate the behavioral consequences of such 
disadvantaging (Kanter, 1976, 427). 

Kanter (1976) recommends, 

Instead of retraining women (or men) as 
individuals to acquire work-appropriate behavior, 
attitudes, and motivation, or providing different 
models of socialization, "change strategies" would 
focus on the structure of the organization as a 
total system (Kanter, 1976, 427). 

Kanter (1977) and Freeman (1990) assert that corporate 

structures have powerful roles in shaping how women interact 

with peers, superordinates and subordinates at work. 

Freeman also adds the effects of socialization and 

personality to what affects women's attitudes at work, 

concluding that meaningful social change must happen through 

both individual consciousness and structural change. 

Cassidy and Warren (1991) add the dimension of the 

status of the occupation when examining men's and women's 

work satisfaction. They found that both men and women are 

more satisfied with their jobs when employed in male-

dominated occupations. They state that the effect of the 

position in the hierarchy may be mediated by the cultural 

values attached to occupations men dominate. 
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Neil & Snizek (1988) found no significant gender 

difference in job satisfaction when hierarchical position in 

the organization was controlled. However, women perceived 

their jobs as having less autonomy, less status and less 

opportunity to use one's abilities than did men. And job 

status and autonomy were found to be the most important 

variables related to job satisfaction for both men and 

women. 

The second organizational level factor that has been 

studied is expectancy. Expectancy posits, if people think 

their work will get rewarded, they will be more satisfied 

(Lawler, 1973). Additionally, men's job satisfaction has 

been linked to chance for advancement which would be one 

aspect of expectancy (Bartol, 1976; Chernick & Phelan, 1974; 

D'Arcy et al., 1984; Herzberg, Mausner, Peterson, & Capwell, 

1957; Kilpatrick, Cummings, & Jennings, 1976; Keith & Glass, 

1977; Jurgensen, 1978; Manhardt, 1972; McCarrey, Edwards, & 

Jones, 1977; Mottaz, 1986; Murray & Atkinson, 1981; Schuler, 

1975). The present study does not examine the general 

concept of expectancy due to a lack of reliable measures. 

Job Design 

Most research on job satisfaction has been done in the 

area of job design. The job characteristics model (see 

model 1) was developed as a part of the socio-technical 

approach to management which had its beginnings in the 
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1950s. Later, Turner and Lawrence (1965) suggested five 

characteristics which were likely to have an effect on work 

satisfaction, motivation and performance. These 

characteristics were 1) variety in the work, 2) level of 

employee autonomy in performing the work, 3) the amount of 

social interaction provided by the job, 4) the level of 

knowledge and skill required and 5) the amount of 

responsibility entrusted to the job holder. Hackman and 

Oldham (1975, 1976, 1980) further developed these ideas in 

order to develop what is perhaps the most tested job 

characteristics model. Their model not only tests 

satisfaction but also sees the same indicators affecting 

motivation and performance. 

Hackman and Oldham added several job characteristics 

including, allowing employees to complete a "whole" piece of 

work, the feeling that their work is important, feedback 

from the work itself and feedback from supervisors. 

Further, Hackman and Oldham suggest that these variables 

cause psychological effects such as experiencing 

meaningfulness of the work, responsibility for the work and 

knowledge of the results of the work. These psychological 

effects lead to work satisfaction. Results are mixed 

concerning the validity of the model in testing performance, 

but studies testing satisfaction have generally supported 
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Hackman and Oldham's (1980) model (see Fried & Ferris, 1987; 

and Loher, Moeller & Fitzgerald, 1985, for meta analyses). 

As the job characteristics model developed further, 

certain moderators have been considered for having an effect 

on employee satisfaction. These moderators are factors 

employees bring with them to the job and include the need 

for growth on the job and satisfaction with pay (Hackman and 

Oldham, 1980; Hogan and Mantell, 1987). Another important 

moderator that has been considered is job longevity (Katz, 

1978a, 1978b; Kemp & Cook, 1983) . However the most commonly 

studied moderator has been growth need. It has been argued 

that employees with a high desire to learn and grow on the 

job prefer jobs which require knowledge, variety and 

responsibility. (Hackman & Oldham, 1980; Loher et al., 

1985). But research considering this moderator have been 

inconclusive (Aldag & Brief, 1979; Evans, Kiggundu & House, 

1979; Kemp & Cook, 1983; Lawler, 1986; Welsh & La Van, 

1981) . 

When considering differences between women and men 

workers, Rosenbach et al. (197 9) found that women's job 

satisfaction was related to all job dimensions except task 

significance and autonomy while men's satisfaction was 

related to all job dimensions. Miller (1980) found that 

substantive complexity in the work was most important to 
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women's job satisfaction while closeness of supervision was 

most important to men. 

McNeely (1986) found similar levels of work 

satisfaction among men and women but predictive variables 

differed. For women, opportunities to use their abilities 

and adequate pay were the most important predictors. Men 

were more affected by administrative conditions and 

perceptions of executive management. 

Another job characteristic discussed in the literature 

is role ambiguity/clarity. Glisson & Durick (1988) found 

role ambiguity and skill variety to be the two most 

important predictors for job satisfaction. Other studies 

that have noted the negative affect of role ambiguity on job 

satisfaction include Abdel-Halim (1981) , Fry and Hellriegel 

(1987), Miles & Petty, (1975) and Rizzo et al., (1969). 

Interpersonal Level 

The most studied theoretical model at the interpersonal 

level has been what Feldberg and Glenn (197 9) call "the 

gender model." Other approaches include the value 

hypothesis and studies focusing on co-worker and supervisor 

support. In the past, study of work for men and women has 

focused primarily on two separate paradigms: The job model 

focused on characteristics of the job for men and a "gender 

model" which emphasized socialization and relationships as a 

basis for attitudes and behaviors regarding work for women 
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(Blauner, 1964; Feldberg and Glenn, 1979) (see Model 2). 

These models were based on the assumptions of males as 

breadwinners and females as wives with all male-female 

differences flowing out of this dichotomy. With the gender 

model, explanations of women's work participation and 

behavior are based on their roles as wives and mothers 

(Feldberg & Glenn, 1979). Similarly, most studies that 

measure the effect of the mother's employment on her family 

ignore the actual activities of women on the job and focus, 

rather, on whether she is employed or not. 

The 'gender model' argues that differences in work 

orientations between males and females are attributable to 

differences in sex role socialization (Lambert, 1991). 

Since men are raised to build a career and provide 

financially for their families, Polachek (1975) argues that 

married men who have greater family responsibilities will be 

more involved in work roles than single men. This position 

has been supported by some research (Agassi, 1982; Herman, 

Dunham & Hulin, 1975) while Saal (1978) found no significant 

difference. Contradictory findings have also been reported 

for married and single women. According to the gender 

model, women's lower subjective work attachment is due to 

women's being socialized to give family roles primary 

concern. Additionally, home responsibilities cause employed 

women conflict between work and domestic roles which further 
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decreases job involvement (Becker, 1985; Coser & Rokoff, 

197 0). Various studies have shown single women to have 

greater subjective involvement in their work (Agassi, 1982; 

Bielby, 1978). But when Bielby and Bielby (1984) studied 

college graduates, they found marriage to be associated with 

increased work commitment. 

Feldberg and Glenn (1979) use Blauner's Alienation and 

Freedom (1964) to illustrate how the job model is used for 

men and the gender model is used for women in order to 

explain the same phenomena. Blauner found that alienation 

is increased when jobs are less skilled and more subdivided. 

However, when considering women, Blauner dismissed his 

original position concerning the type of work and used a 

gender model in an attempt to explain the differences 

between men's and women's perceptions of their work. He 

attributed the females' complaints to biology (saying that 

women have less stamina) and family responsibilities. The 

conclusion regarding family responsibilities was made 

without any consideration of the woman's marital status or 

number of children. He made these conclusions even after he 

recognized that women had the most restricting and 

unrewarding jobs. These recognitions actually supported the 

job model. 

Critics of the gender model have said that factors 

related to job satisfaction cannot be reduced merely to sex 
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(Kanter,1976, 1977; Feldberg and Glenn, 1979; Northcott & 

Lowe, 1987). Northcott & Lowe (1987) compared male and 

female letter sorters (highly routinized) and letter 

carriers (high autonomy) using both the job and gender 

models. They found no support for the gender model. 

Rather, they found that women and men in the same jobs 

perceive the jobs similarly and report similar levels of job 

satisfaction. However, research which has supported the 

gender model includes Ahrons, 1976; Blauner, 1964; Lorence, 

1987; Ohlsen, 1968 and Psathas, 1968. 

Another perspective similar to the gender model is the 

value hypothesis. Researchers have been surprised when 

women report equal or greater job satisfaction than men 

considering that their jobs are often lower paying, lower 

status and have fewer opportunities for promotions and other 

work rewards than men (Mottaz, 1986). The value hypothesis 

contends that women appear as satisfied as men because men 

and women value different things in the workplace (Lambert, 

1991). Men are assumed to value opportunity for promotion, 

autonomy and other job characteristics while women are 

assumed to value on-the-job relationships. 

This perspective on work satisfaction is a blend of 

work rewards and work values (Kalleberg, 1977; Katzell, 

1979; Locke, 1969; Morse, 1953; Vroom, 1964). Work rewards 

refers to both intrinsic and extrinsic benefits received by 
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workers on the job (Mottaz, 1986) . Work values refers to 

what the person deems important on the job. The value 

hypothesis implicitly asks, "Which work responses are 

brought to the job and which work responses are derived from 

the work, itself?" 

Since the value hypothesis assumes that women value 

relationships and caring more than men, it is similar to the 

gender model. Some studies have found that women put more 

emphasis on social relationships in the workplace while men 

value career-related features such as chance for 

advancement, pay and autonomy (Herzberg, Mausner, Peterson, 

St Capwell, 1957; Kilpatrick, Cummings, & Jennings, 197 6; 

Manhardt, 1972; Chernick & Phelan, 1974; Schuler, 1975; 

McCarrey, Edwards, & Jones, 1977; Keith & Glass, 1977; 

Jurgensen, 1978; Bartol, 1976; D'Arcy et al., 1984; Mottaz, 

1986; Murray & Atkinson, 1981; Schuler, 1975). However, a 

few studies have found no significant difference in work 

values (Brief & Aldag, 1975; Brief & Oliver, 1976) . 

In a study testing the value hypothesis, Lambert (1991) 

found that men and women reported comparable levels of job 

satisfaction and job involvement after controlling for job 

conditions. Moderate support was given to the value 

hypothesis in that job involvement, satisfaction and 

intrinsic motivation were increased with the opportunity to 
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do work that was personally meaningful and provided a 

variety of tasks (Lambert, 19 91). 

Other factors considered at the interpersonal level of 

job satisfaction include perceptions of supervisor and 

coworker support as well as group cohesion (Abdel-Halim, 

1982; Beehr, 197 6; Blau, 1981; Cummins, 1989; Drory & 

Shamir, 1988; Karasek, Triantis, & Chaudhry, 1982; Manning & 

Fullerton, 1988; Mottaz, 1986; Schnake, 1983; Skaret & 

Bruning, 1986; Zalesny, Farace, & Kurchner-Hawkins, 1985). 

Several studies have found social support to affect job 

satisfaction. Repetti and Cosmas (1991) focused entirely on 

the social environment at work as an indicator of job 

satisfaction and found a moderate relationship between the 

quality of the work environment and job satisfaction. 

Additionally, they found a stronger link to job satisfaction 

with supervisor support than with coworker support. 

Drory and Shamir (1988) found that community support 

and family-role conflict made the greatest contribution to 

variance explained (12%) in job satisfaction. However, 

LaRocco, House and French (1980) and Melamed et al. (1991) 

found no support for social support acting as a moderator on 

job satisfaction. 

Personal Factors 

Several studies have suggested that differences in job 

satisfaction are due to personal factors such as education, 
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age, and satisfaction with pay, which often covary with sex 

(Hackman & Oldham, 1980; Hulin & Smith, 1964; Hunt & Saul, 

1975; Kalleberg & Loscocco, 1983; Rosenbach et al., 1979; 

Sauser & York, 1978). However, Neil & Snizek (1988) did not 

find a relationship between men's job satisfaction and age. 

Nor did they find a relationship between women's job 

satisfaction and education. They did find a positive 

correlation between education and men's satisfaction 

(contrary to the findings of Grandjean & Taylor, 1980; 

Miller 1980). And they found that older women tend to be 

more satisfied with their jobs than younger women (Neil & 

Snizek, 1988; Mannheim, 1983). 

De Vaus and McAllister (1991) have highlighted the 

"social characteristics model" which focuses on the 

differences between women and men in the workforce. With 

this model, factors such as religious orientation, age and 

education are expected to affect gender differences in work 

orientation. However, de Vaus and McAllister (1991) found 

that the job characteristics, not social characteristics, 

were the only factors that related to gender differences in 

job satisfaction while Martin and Shehan, (1989) found that 

wage earning responsibility best accounted for differences 

in job satisfaction. Earlier, Martin and Hanson (1985) 

found that women without primary breadwinning responsibility 

associated convenience and comfortable jobs with job 
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satisfaction. Both men and women who consider themselves 

career oriented would be expected to have the same factors 

associated with their job satisfaction. 

Another personal factor often found to be related to 

job satisfaction is satisfaction with pay (Bartol, 1976; 

Chernick & Phelan, 1974; D'Arcy et al., 1984; Herzberg, 

Mausner, Peterson, & Capwell, 1957; Kilpatrick, Cummings, & 

Jennings, 1976; Keith & Glass, 1977; Jurgensen, 1978; 

Lawler, 1973; Manhardt, 1972; McCarrey, Edwards, & Jones, 

1977; Mottaz, 1986; Murray & Atkinson, 1981; Schuler, 

1975)). When people think they are being appropriately 

compensated for their time and abilities, their satisfaction 

for the job as a whole is increased. 

A worker's commitment to an organization has also been 

found to positively affect work satisfaction (Robinson et 

al, 1993; Vandenberg & Lance, 1992; and for a meta-analysis, 

Blegen, 1993). Bateman and Strasser (1984) state that 

commitment to an organization can initiate 'a rationalizing 

process through which individuals 'make sense' of their 

current situation by developing attitudes (eg. job 

satisfaction) that are consistent with their commitment" 

(p.97). Also, Cummings and Molloy (1977) found that workers 

in self-managed work teams (like the population studied 

here) who shared commitment to tasks had high work 

satisfaction. 
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An Integrated Approach to Job Satisfaction 

The Need for an Integrated Model 

The distinctions made between men's and women's work 

behavior have led to at least three problems revealed in the 

study of work (Feldberg & Glenn, 1979) . First, women are 

often excluded from studies on work. Most literature 

focuses on white males (Hesselbart, 1978). Second, when 

women are studied, the underlying theories are often sex 

biased (Acker & Van Houten, 1991; Feldberg & Glenn, 1979; 

Oakley, 1974). Third, the analysis is distorted because 

work factors and theories have been defined as being 

appropriate either for men or for women but not for both 

sexes (Acker & Van Houten, 1991; Feldberg & Glenn, 1979; 

Kanter, 1976, 1977a, 1977b; Oakley, 1974) . 

Matthews (1982) criticizes sociology and even feminist 

sociology for focusing too much on sex or gender as a 

critical variable in understanding social behavior. . . "For 

feminist sociologists to continue to contribute to this 

process of reification is ideological rather than 

sociological" (32). Some researchers agree with Matthews by 

questioning the validity of findings which focus only on 

differences and leave numerous similarities between the 

sexes unreported (Chodorow, 1978; Tresemer, 1975). However, 

Chodorow (1978) also believes that it is the differences 

between genders that are politically and socially most 
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significant. Eichler (1980) and Mcintosh (1983) agree that 

pointing out differences is the first step on the feminist 

agenda. Both hope that, eventually, women will not be 

judged by a male norm. 

Feminist theorists (Mcintosh, 1983; Andersen, 1988; 

Neilsen, 1990) note that research in most disciplines in the 

past have been sexist in their methods and findings. Using 

separate theories to explain work behaviors of men and women 

causes bias in the research. Many researchers think that 

the gender model has sexist assumptions as well as biased 

and simplistic results (Acker and Van Houten, 1991, Feldberg 

& Glenn, 1979, Jurik & Halemba, 1984, Kanter, 1976, Oakley, 

1974, Reif, Newstrom & Monezka, 1975). Recognizing this 

dilemma, some research has applied the job characteristics 

model to study women in their work environments (Feldberg & 

Glenn, 1979) . Results have indicated that the differences 

in job situations accounts for much of the differences in 

attitudes and behaviors of men and women (Kanter, 1976, 

1977a, 1977b). However, use of the job model to study women 

may still be in error since it assumes what has been used to 

study men will be valid in the study of women--using men as 

a standard in defining human behavior (Feldberg & Glenn, 

1979, Izraeli, 1983; Neil & Snizek, 1987; Pearson & Kahn, 

1980). In fact, many researchers are stating that neither 

the job characteristics nor the gender model are complete 
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models for studying women's or men's work behaviors and 

attitudes (Feldberg & Glenn, 1979; Martins-Crane, 1990). 

Even the dichotomy between man and woman is problematic. As 

Bern and Bern (1978) assert, women (and men) do not constitute 

a homogeneous group. In fact intra-group variances are 

greater than inter-group variances (Bernard, 1987). 

It has become apparent that the job characteristics 

model underemphasizes the role of socialization of men and 

women and the gender model underemphasizes the importance of 

the work itself. Feldberg and Glenn (197 9) note that the 

job model treats men as uniform with respect to employment 

and the gender model treats women as uniform with respect to 

family. The value hypothesis makes assumptions that all men 

value and expect the same things and all women value and ' 

expect the same things without regard to career orientation 

or position in the organizational hierarchy. 

Several researchers have discussed the need for 

integrated models (Feldberg & 'Glenn, 1979; Lambert, 1991; 

Lorence, 1987). Lorence (1987) notes that, "Few studies 

based on representative samples of the American labor force 

have investigated the appropriateness of the 'job and 

gender' models for understanding subjective work 

attachments" (123). 

It is additionally not satisfying to merely evaluate 

women on job characteristics. It is reasonable to assume 
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that both men and women are affected by both socialization 

and job characteristics. Therefore, a model is needed that 

considers factors of job design as well as, interpersonal, 

personal and organizational factors. Consequently, some 

researchers are advocating an integrated approach to 

studying the work behavior and attitudes of both men and 

women (Feldberg & Glenn, 1979; Izraeli, 1983; Komarovsky, 

1936; Neil & Snizek, 1987; Pearson & Kahn, 1980). 

Some researchers have attempted to build and/or test 

integrated models (Agho et al., 1993; Astin, 1984). 

Building on the Price-Mueller model for job turnover, Agho 

et al. (1993) combined environmental, job characteristics 

and personality variables to examine what affects job 

satisfaction. In their study, the environmental factor 

considered was the opportunity a worker had to have another 

job. Job characteristics were taken largely from Hackman & 

Oldham (1975). Personality variables included work 

motivation and both positive and negative affectivity (a 

predisposal to be happy or uncomfortable). Also, Agho et 

al. (1993) examined the influence of stress on job 

satisfaction by using theoretical arguments which state that 

without adequate social support, job stress negatively 

affects job satisfaction (Blau, 1981, Georgopoulos & 

Matejko, 1967; House, 1981; LaRocco et al., 1980; Wells, 

1982). Agho et al. (1993) found fifty seven percent (57%) 
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of the variance in job satisfaction explained by their 

revised Price-Mueller model. 

The Integrated Model 

Theoretical approaches to explain work satisfaction 

need to be adapted to fit twentieth-century changes in the 

gender make-up of the workforce and the effects more women 

in the workforce have had on society and management styles. 

Such an integrated model would include aspects of previous 

models with regard to organizational, job design, 

interpersonal and personal factors. Model 3 displays this 

approach. It is acknowledged that gender socialization has 

a significant influence on a person's values and 

expectations and consequently his/her satisfaction. 

However, limiting the factors related to men's job 

satisfaction to job characteristics and factors related to 

women's job satisfaction to interpersonal factors is 

inadequate. Additionally, men can be expected to be 

affected by interpersonal factors and women can be expected 

to be affected by job characteristics. Other factors such 

as age and position in the hierarchy have been found to be 

important. Further, the model includes the moderator, 

career orientation. Few studies have examined the 

importance of this concept on job satisfaction. However, it 

is reasonable to expect career orientation to have a 

significant impact on what makes a worker satisfied in 
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his/her job. The following is a discussion of the 

integrated model to be tested. The concepts to be used are 

listed with comments based on past research. 

Factors at the organizational level that are 

incorporated into the model include expectancy and position 

in the hierarchy. As noted above job satisfaction has been 

linked to expectancy (Lawler, 1973). Position in the 

hierarchy is also expected to be an important organizational 

variable affecting job satisfaction. Position in the 

hierarchy has covaried with gender in the past (Kanter, 

1976,1977; Izraeli, 1983; Glass, 1984). Lambert (1991) 

found comparable levels of job satisfaction among men and 

women when controlling for job conditions. Also, Neil & 

Snizek (1988) found no significant gender difference in job 

satisfaction when hierarchical position in the organization 

was controlled. Position in the hierarchy will be 

controlled in this study. Hypotheses concerning position in 

the hierarchy include, 

1) The model provides similar levels of explanatory 

power for both men's and women's job satisfaction. 

2) Men and women have similar levels of job 

satisfaction. 

The job characteristics model as depicted in model 1 

has often been tested and supported by previous research. 

Because of its success, the factors in model 1 are included 



36 

in this integrated model. Exceptions include: Growth need 

as a moderating variable which has been excluded because it 

has not been strongly supported by previous studies (Aldag & 

Brief, 1979; Evans, Kiggundu & House, 1979; Kemp & Cook, 

1983; Lawler, 1986; Welsh & La Van, 1981). Also, feedback 

from coworkers and supervisors is being included as an 

interpersonal factor because it overlaps with the 

interpersonal factors and is more appropriate as part of 

this group. There are differences in the ways the job 

characteristics model has been tested with some using the 

psychological states and many using the job characteristics 

as direct indicators without the psychological states (see 

Loher et al., 1985). This study does not use the 

psychological states because of low reliability scores of 

the constructs used to measure these states. 

Some differences have been reported regarding the job 

design factors affecting men's and women's job satisfaction. 

Specifically, the factor found to be more related to women's 

satisfaction than men's is complexity (or skill variety: 

Miller, 1980). More important predictors for men include 

task significance (Rosenbach et al., 1979) and autonomy 

(Bartol, 1976; Chernick & Phelan, 1974; D'Arcy et al., 1984; 

Herzberg, Mausner, Peterson, & Capwell, 1957; Kilpatrick, 

Cummings, & Jennings, 197 6; Keith & Glass, 1977; Jurgensen, 
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1978; Manhardt, 1972; McCarrey, Edwards, & Jones, 1977; 

Mottaz, 1986; Murray & Atkinson, 1981; Schuler, 1975). 

There are two hypotheses directly related to job design 

factors. Because there have been differences in the job 

design factors that predict women's satisfaction as compared 

to men's, one hypothesis is, 

1) The job characteristics that significantly affect 

satisfaction differ for men and women. 

And, because the job model was originally designed for 

men and some studies have found more factors related to 

men's satisfaction than to women's, another hypothesis is, 

2) Job characteristics are more significant indicators 

of men's job satisfaction than of women's job satisfaction. 

Additionally, interpersonal level explanations of job 

satisfaction expect women's job satisfaction to be linked to 

social relationships (cooperation, coworker support, 

supervisor support, feedback and recognition from other 

workers) (Abdel-Halim, 1982; Beehr, 1976; Blau, 1981; 

Cummins, 1989; Drory & Shamir, 1988; Karasek, Triantis, & 

Chaudhry, 1982; Manning & Fullerton, 1988; Mottaz, 1986; 

Schnake, 1983; Skaret & Bruning, 1986; Zalesny, Farace, & 

Kurchner-Hawkins, 1985) . Interpersonal factors have been 

linked mostly to women's satisfaction. Therefore, the 

hypothesis regarding interpersonal factors is, 
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1) Interpersonal characteristics are more significant 

indicators of women's job satisfaction than of men's job 

satisfaction. 

Regarding personal factors, commitment has been found 

to affect job satisfaction (Bateman and Strasser, 1984; 

Robinson et al, 1993; Vandenberg & Lance, 1992; and for a 

meta-analysis, Blegen, 1993) . Other personal 

characteristics found to influence men's job satisfaction 

include satisfaction with pay (Bartol, 1976; Chernick & 

Phelan, 1974; D'Arcy et al., 1984; Herzberg, Mausner, 

Peterson, & Capwell, 1957; Kilpatrick, Cummings, & Jennings, 

1976; Keith & Glass, 1977; Jurgensen, 1978; Manhardt, 1972; 

McCarrey, Edwards, & Jones, 1977; Mottaz, 1986; Murray & 

Atkinson, 1981; Schuler, 1975) age, and education (Grandjean 

& Taylor, 1980; Mannheim, 1983; Miller, 1980; Neil & Snizek, 

1988). However, Hackman and Oldham state that with job 

enrichment, even though workers' general satisfaction is 

improved, satisfaction with pay may even decrease. A 

hypothesis for the personal factors is, 

1) Personal characteristics are similar for men and 

women in explaining job satisfaction. 

The most significant factor is gender (Feldberg & 

Glenn, 1979; Lambert, 1991). Therefore, the model will be 

tested separately for men and for women in order to see if 

the same factors are important to men's and women's job 
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satisfaction. Career orientation is expected to have a 

moderating effect on the tested variables at the 

organizational, job design, interpersonal and personal 

levels because career orientation indicates the degree of 

importance the job has in the worker's life. This research 

brings attention to the fact that career orientation is a 

factor implicit in the gender model and value hypothesis. 

Since these perspectives assume the male is the breadwinner 

and the female is only providing supplemental financial 

support to the family, career orientation is assumed to be 

characteristic of the male only. Consequently, factors 

attributed to men's job satisfaction may be factors actually 

related to the job satisfaction of people who are career 

oriented, whether male or female. Thus, it is expected that 

when career orientation is combined with the independent 

factors, variables affecting women's satisfaction will be 

the same as those affecting men's. The hypothesis 

concerning career orientation is, 

1) When controlling for career orientation, men's and 

women's job satisfaction is affected by the same factors. 

Summary 

Women's labor force participation has risen sharply 

since before World War II. Their participation in the labor 

force has affected management styles and worker relations. 

Because conditions at work have changed, it follows that 
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these changes in the labor force would affect the factors 

related to job satisfaction. Job satisfaction has been 

studied by social scientists since the 1950s. Theoretical 

models have usually tested job satisfaction using either 

organizational, job design, interpersonal or personal 

factors. Some studies have found differences in what 

factors affect men's job satisfaction as compared to 

women's. 

However, with changes in the gender make-up of the 

labor force as well as changes in approaches in management 

that have been taking place in recent years, past 

theoretical models of job satisfaction appear to be 

inadequate. This research uses past studies as a basis for 

developing an integrated model of job satisfaction. Both 

men and women are expected to be affected by factors at all 

four levels (organizational, job design, interpersonal and 

personal) with career orientation serving as an intervening 

variable. 



CHAPTER 

METHODOLOGY 

This chapter begins with a statement of the research 

objective followed by a description of the setting and the 

corporation used for the analysis in this study. Also, 

measures used for the concepts of satisfaction, 

organizational, job design, interpersonal and personal 

factors are discussed. Finally, the statistical analyses 

are described and some limitations and delimitations of this 

study are addressed. 

Research Objective 

The objective of this research was to examine 

differences in the effects of selected job characteristics 

as well as interpersonal and personal factors on men's and 

women's job satisfaction when position in the organizational 

hierarchy is controlled. A cross-sectional, survey research 

design was used. The primary statistical technique used was 

regression analysis. Additionally, factor analysis, 

reliabilities and t-tests were used. 

Hypotheses 

The following hypotheses were tested in this study: 

41 
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1. The model provides similar levels of explanatory 

power for both men's and women's job satisfaction. 

2. a. The job characteristics that significantly 

affect satisfaction differ for men and women. 

b. Job characteristics are more significant indicators 

of men's job satisfaction than of women's job satisfaction. 

3. Interpersonal characteristics are more significant 

indicators of women's job satisfaction than of men's job 

satisfaction. 

4. Personal characteristics are similar for men and 

women in explaining job satisfaction. 

5. When controlling for career orientation, men's and 

women's job satisfaction are affected by the same factors. 

6. Men and women have similar levels of job 

satisfaction when controlling for position in the 

organizational hierarchy. 

Description of Setting and Corporation 

In the spring, 1990, the Texas Advanced Research 

Project funded a research team from the University of North 

Texas to assess the impact of self-managed work teams on 

employee satisfaction and performance. The principal 

investigator for this project was Dr. Dale Yeatts from the 

Department of Sociology and Social Work. Two co-principal 

investigators were Dr. Mary Thibodeaux from the Department 

of Management and Dr. Michael Beyerlein from the Department 
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of Psychology. I served as the project manager for the 

study. 

A survey instrument was developed using existing 

literature as a basis for indices to measure various 

concepts in the work environment. In June, 1990, the 

questionnaire was distributed to approximately 400 workers 

at Boeing Electronics in Corinth, Texas. This facility is a 

greenfield plant of a wholly owned subsidiary of a large, 

national manufacturing firm which has been in operation 

since 1987. 

The survey instrument consisted primarily of responses 

on a 7-point Likert scale ranging from strongly disagree to 

strongly agree; some open-ended questions were provided. 

There are 174 variables documented in this data file. The 

responses were coded and the data were entered into SPSSpc. 

Roughly one-half of the employees are classified as 

production payroll, which includes production and quality 

control associates and material coordinators. The remainder 

are classified as support payroll and include all the 

engineering, administrative, systems and finance personnel. 

Responses were received from 313 employees (78 percent 

return rate). Of the 120 respondents from the production 

division, 99 answered the question asking their sex. These 

respondents will be used for the analysis. In this division 

all women and men hold comparable jobs entitled, "production 
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associates." Having both men and women in comparable jobs 

will allow for a control of the hierarchical position. Such 

control has rarely been used in previous research because in 

most studies the men and women hold traditional job 

positions, i.e. a higher percentage of males in management 

positions and a high percentage of females in lower paying 

positions. 

Measures 

The variables for this study were taken from the 

questionnaire used in the Boeing survey (see Appendix A). 

Listed below is a discussion of the measurement for the 

dependent variable followed by a review of each of the 

predictor variables. 

Job Satisfaction 

Job satisfaction was measured by using five questions 

developed by Hackman and Oldham (1980). These questions 

have been used in numerous studies of job satisfaction 

(Aldag & Brief, 1979; Evans, Kiggundu & House, 1979; Fried & 

Ferris, 1987; Hogan and Mantell, 1987; Katz, 1978a, 1978b; 

Kemp & Cook, 1983; Lawler, 1986; Loher, Moeller & 

Fitzgerald, 1985; Welsh & La Van, 1981) . 

Gender 

In order to ascertain whether there are differences in 

factors related to women's and men's job satisfaction, 
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multiple regression analyses were run for men and women 

separately. Gender was determined by one question on the 

questionnaire which asked for the worker's sex. 

Organizational Factors 

"Position in the organizational hierarchy" is 

controlled for by having all of the respondents in the 

analysis from the same level of the organization. 

The concept of "expectancy" is the extent to which 

workers think that good works will produce rewards. The two 

questions used to measure expectancy were taken from Schuler 

and Kim (1978). 

Job Design Factors 

The job design factors were taken from Hackman and 

Oldham's (1980) Job Diagnostic Survey (JDS). Skill variety, 

task identity, task significance and autonomy are all 

measured using three question indices. Skill variety 

measures the degree to which worker's feel like they do a 

number of different skills on their job. Task identity 

measures the extent to which workers complete a entire piece 

of work. Task significance is the degree to which workers 

feel like their work is important. Autonomy measures the 

degree to which workers feel they have control over their 

work. The feedback from the work itself measure was 

comprised of three questions from the JDS. Role clarity 
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refers to how well the worker feels his/her job is defined. 

The three questions for role clarity were taken from Caplan 

et al. (1980) . 

Meaningfulness of the work, responsibility for the work 

and knowledge of results are psychological states that 

Hackman and Oldham considered the results of the 

aforementioned factors. These states are measured by 

Hackman and Oldham's (1980) JDS. Meaningfulness of the work 

has an index based on three questions while responsibility 

for the work and knowledge of results have indexes built on 

four questions each. 

Interpersonal Factors 

Questions measuring social support were modified from 

Caplan, Cobb, French, Harrison & Pinneau (1980) . There are 

three questions measuring support from the supervisor and 

three questions measuring support of the coworkers. Both 

categories were indexed. 

The feedback measure was comprised of three questions 

from the JDS which measures feedback workers receive from 

supervisors and coworkers. 

Cooperation measures the degree to which workers get 

along at the individual, team and organizational level. A 

three level index to measure cooperation was derived from 

the Department of Defense (1990). 
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Personal Factors 

Age, marital status and education were measured by one 

question each. The marital status question was coded as 

single or married. The education question asked people to 

indicate the highest grade level completed. If beyond high 

school, respondents were to list degrees. The degrees were 

coded with numerical values. 

The three questions for commitment were taken from 

McGee and Ford (1987). The concept measures how attached 

the worker feels to the organization. Satisfaction with pay 

was measured by two questions from Hackman and Oldham's 

(1980) JDS. 

Career Orientation 

Career orientation is the moderating variable for this 

study. It is measured with one question asking, "I consider 

myself to be career oriented." Answers range from disagree 

strongly to agree strongly. 

Data Analysis 

The theoretical framework used for the research was 

the integrated model (Model 3). The data analysis was done 

using SPSSpc. Frequencies were run in order to test for 

normality and skewness. Factor analyses were performed on 

all of the variables measuring concepts. The results were 

used to verify that the variables designed to measure 
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particular concepts factored together. Reliability tests 

were run on these concepts in order to determine the 

consistency of the items used to measure a single concept 

(see Appendix B). Thus, the reliability scores helped 

determine confidence in each index. 

Tests of the data showed that the assumptions of 

regression analysis for normality and linearity were met. 

Zero-order correlation coefficients of all variables were 

analyzed to check for multicollinearity. All independent 

variables were regressed on all other independent variables 

as an additional check for multicollinearity. Additionally, 

scatterplots were used to examine the relationship of the 

residuals to their predicted variables. There should be no 

relationship between predicted and residual values for the 

assumptions of linearity and homogeneity of variance to be 

met (Norusis, 1988), and none were found. 

Multiple regressions were performed using job 

satisfaction as the dependent variable and all of the other 

factors listed above as independent variables. Multiple 

regression analyses using unstandardized and standardized 

regression coefficients were used to compare the strength of 

predictors for women's and men's job satisfaction. Multiple 

regression analyzes the direction and amount of the effect 

of each predictor variable while holding the other predictor 

variables constant. Career orientation was used as a 
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moderating variable. Separate regressions were run for men 

and women. Betas were analyzed for strength of the 

relationship between the independent and dependent 

variables. The adjusted R2 was used for the percent of 

variance explained and the f ratio was used to test for 

significance. Multivariate analysis allows for the 

simultaneous consideration of many variables which makes it 

useful when there is a need to control for interactive 

and/or spurious relationships (Berry and Feldman, 1985). 

Finally, hierarchical regression analyses were used to 

strengthen the model. Hierarchical modeling gives causal 

priority to certain independent variables based on 

theoretical justifications. Theory, the R2 and partial 

coefficients of each variable are used to determine 

variables that need to be eliminated from the equation 

(Cohen & Cohen, 1983). Hierarchical modeling is preferable 

to stepwise regression because it is based on theoretical 

understanding of variables where stepwise regression allows 

the computer to select the variables independent of causal 

priority or logical relevance (Cohen & Cohen, 1983) . 

Tests for Validity and Reliability 

To improve construct validity, multiple questions were 

used to measure a single concept (see Appendix A). These 

questions were scattered throughout the survey instrument to 

help provide validity and reliability of responses. 
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Recoding for reversed indicators was performed. Indices 

were created by adding the responses together. 

Reliability tests were run on these concepts in order 

to determine the consistency of the items used to measure a 

single concept (see Appendix B). Thus, the reliability 

scores helped determine confidence in each index. 

Anonymity of the respondent was insured by the 

researchers in a cover letter on each survey instrument and 

verbally by the proctor. The company allocated time for 

each employee to complete the questionnaire and supplied the 

postage fees to return them to the University of North Texas 

research team by mail. Participants answered the survey on 

a voluntary basis, and all results were kept anonymous. The 

respondents mailed their completed survey instruments back 

directly to the researchers. 

Limitations and Delimitations 

While this study will provide insight into factors that 

affect women's and men's job satisfaction, there are several 

limitations. First, the data were collected solely from a 

cross-sectional, self-report questionnaire of employee 

attitudes. Such a format subjects itself to a number of 

biases. 

Sampling bias is a limitation because only 78 percent 

of employees responded. This leaves the researcher to 

assume that the other 22 percent would have similar 
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responses as those who completed the survey (Babbie, 1989). 

Unfortunately, no data are available to test for 

differences. 

Response bias can also occur in surveys. Common method 

variance occurs since information for all the variables 

comes from the same source at one time. Consequently, the 

chances for spurious correlations are increased (Babbie, 

1989). For instance, a respondent may be disgruntled with 

one aspect of the organization or just be having a bad day 

which could cause all of his/her responses to be negatively 

biased. Also, respondents may give answers they assume are 

"socially desirable" (Podsakoff & Organ, 1986) . 

These limitations have been addressed by the 

researchers in a number of ways. First, to reduce the 

effect of respondents' marking answers consistently high or 

low, concepts were measured by using several questions, some 

of which were in a reversed format. Concerning clarity of 

the questions, the questionnaire was pretested with a small 

group of employees and some questions were reworded in order 

to improve understanding. Also, interviews were conducted 

following the survey in order to insure questions were 

understood the way the researchers intended. Using multiple 

questions to measure a single concept also reduces problems 

of question misunderstanding since questions that do not 
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correlate highly with others measuring the same concept can 

be removed. 

Lastly, the nature of aggregate data allows us to 

identify similarities among groups of people. The cost, 

however, is that we lose the ability to identify 

idiosyncracies of individuals. Therefore, conclusions drawn 

from aggregate data must recognize that individual 

differences are largely unaccounted for. 



CHAPTER 4 

FINDINGS 

Several changes were necessary in order to provide 

appropriate measures. The factor analyses and reliability 

scores revealed that one organizational factor (expectancy), 

four job design factors (skill variety, feedback from the 

job itself, responsibility for the work, meaningfulness of 

the work) and one interpersonal variable (social support 

from coworkers) all had unsatisfactory reliability scores 

( < .65). A variety of combinations of variables were tried 

in order to improve reliability scores but no combinations 

of these variables yielded a satisfactory score. 

Additionally, it was determined that using just one question 

to measure a concept lacked validity. Consequently, these 

concepts had to be removed from the model. However, factor 

analysis revealed a question regarding recognition of 

workers by other workers and supervisors, which was 

originally a part of the expectancy concept, should be (and 

has been) added to the feedback from other workers concept. 

Subsequently, the questions used to measure 

feedback/recognition (reliability = .85) included, 

Do supervisors and co-workers let you know how well 

you are doing on your job? 

53 
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Supervisors and co-workers often let me know how 

well they think I am performing. 

The supervisor and co-workers on this job almost 

never give me any "feedback" about how well I am 

doing in my work. 

My co-workers and supervisor give me recognition for 

high quantities of work. (Schuler & Kim, 1978) 

In order to identify multicollinearity problems in the 

research, zero-order correlation coefficients were obtained 

for men and women as separate populations (see Tables 1 and 

2). No serious multicollinearity (>.65) was apparent. 

Multiple regression analyses produced an adjusted R2 of 

.60 for women with three (age, task significance and 

commitment) of the thirteen independent variables being 

significant predictors of job satisfaction (see Table 3). 

For men, the adjusted R2 was .64 with three (skill variety, 

role clarity, commitment) of the thirteen independent 

variables as significant predictors (see Table 4). 

Model Building 

The grand aim of all science. . . is to cover the 
greatest possible number of empirical facts by logical 
deduction from the smallest number of hypotheses or 
axioms (Einstein, 1934). 

Theory is developed by people's ability to observe 

situations and apply knowledge (Wilier & Heckathorn, 1980). 



Table 1 
Correlation Matrix for Women 

role commitment cooperation task task 
clarity signif. ident 

role clarity 1.00 
commitment .31 1.00 
cooperation .56** .38* 1.00 
task signif. -.02 .03 -.20 1 .00 
task ident. -.02 .14 .04 .03 1.00 
feedback/rec. .33 .40* .34 .05 .15 
autonomy .22 .17 .29 .20 -.14 
age .04 -.04 -.08 . 02 -.10 
skill variety .30 .32 .34 .02 .12 

feedback 
recog. 

role clarity 
commitment 
cooperation 
task signif. 
task identity 
feedback/rec. 
autonomy 
age 
skill variety 

1.00 
.35 
.09 
.28 

autonomy 

1.00 
- .05 
.42* 

age 

1.00 
.16 

skill 
variety 

1.00 

N of cases: 51 2-tailed Signif: - .01 .001 
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Table 2 
Correlation Matrix for Men 

role commitment cooper- feedback autonoi 
clarity ation recognit. 

role clarity 1.00 
commitment .08 1.00 
cooperation .29 .43 1.00 
feedback/rec. .29 .35 .58** 1.00 
autonomy .11 .42 .51* .41 1.00 
task signif. .37 .10 .36 .09 -.03 
task identity .20 .07 .05 -.13 -.19 
age -.27 .14 - .22 -.06 -.23 
skill variety .43* .19 .40 .24 .13 

task 
signif, 

role clarity 
commitment 
cooperation 
feedback/rec. 
autonomy 
task signif. 
task identity 
age 
skill variety 

00 
03 
09 
26 

task 
identity 

1.00 
-.38 
.42 

age 

1.00 
- . 22 

skill 
variety 

1.00 

N of cases: 35 2-tailed Signif - .01 . 001 



Table 3 
Multiple Regression Analysis for Women 

Proposed Model 

57 

Variable 

Job Design Factors 

skill variety 
task significance 
task identity 
autonomy 
role clarity 

B 

.70 

.69 

.26 

.07 

.14 

SE B 

.48 

. 2 0 

.14 

.15 

.24 

Beta 

.19 

.36 

.24 

.05 

.07 

1.47 
3.46 
1.90 
.45 

-.58 

Sig T 

.152 

.002** 

.067 

.659 

.567 

Interpersonal Factors 

cooperation .29 
feedback/recog. .11 
social support -.28 

.17 

.11 

.19 

,27 
,12 
,24 

1.76 
.96 

•1.52 

.089 

.342 

.138 

Personal Factors 

commitment .68 
satisfaction 

with pay .24 
age .20 
education .53 
marital status .05 

.15 

.25 

.09 

.61 
1.48 

52 

12 
25 
,10 

. 00 

4.50 

.97 
2.30 
.87 
.03 

. 000*** 

.340 

.028* 

.393 

.974 

Adjusted R Square 

n=52 

.60 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 



Table 4 
Multiple Regression Analysis for Men 

Proposed Model 
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Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1.53 .53 .43 2 .89 . 009** 
task significance .45 .25 .28 1 .80 .088 
task identity -.13 .15 -.13 - .86 .403 
autonomy -.13 .15 - .13 - .862 .399 
role clarity -.64 .22 - .37 -2 .850 .010** 

Interpersonal Factors 

cooperation .33 .21 .28 1 .55 .137 
feedback/recogni. -.14 .13 -.17 -1 .08 .291 
social support .26 .23 .20 1 .10 .285 

Personal Factors 

commitment .59 .21 .46 2 .83 .010* 
satisfaction 

with pay -.03 .24 -.02 - .11 .914 
age -.03 .09 -.06 - .37 .716 
marital status 1.41 1.62 .11 .87 .397 
education -.51 .46 - .13 -1 .11 .282 

Adjusted R Square 

n=47 

.64 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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The theory is then tested to see if it is accurate. When 

theoretical models are not supported by data, the 

researcher/theorist is required to go "back to the drawing 

board." In the present study, the proposed integrated model 

did not produce many significant variables considering the 

number of variables in the equation. Therefore, an attempt 

was made to find out what the data suggest and to build a 

model from it (Norusis, 1990). 

Cohen and Cohen (1983) suggest that model building can 

be accomplished with existing data by hierarchical ordering 

of variables "dictated by the purpose and logic of the 

research" (120). Such ordering helps account for spurious 

and collinear relationships. However, specific, causal 

ordering which is uncontroversial is rare in the behavioral 

sciences. For this study, variables were removed based on 

their significance to the change in the dependent variable 

if it were theoretically reasonable to do so (Cohen & Cohen, 

1983) . 

Application of Hierarchical Modeling 

The revised model was decided upon by the size of the 

R2, number of significant independent variables, and most 

importantly, on the grounds of the "theoretical sense" it 

made. In order to provide a more complete picture of job 

characteristics, skill variety was included as a concept by 

using one question (at the risk of a validity problem). The 
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hierarchical regression technique revealed education, 

satisfaction with pay, social support of the supervisor and 

marital status to not be significant in any of the 

regressions. Because education and marital status have 

minimal support in past studies, they were removed from the 

analysis . 

When satisfaction with pay was added to the model, it 

was not significant and did not significantly effect the 

variance explained. Some studies support the positive 

effects of satisfaction with pay (D'Arcy et al., 1984; 

Kilpatrick, Cummings, & Jennings, 1976; Keith & Glass, 1977; 

Jurgensen, 1978; McCarrey, Edwards, & Jones, 1977; Mottaz, 

1986; Murray & Atkinson, 1981). But Hackman and Oldham 

state that with job enrichment, even though workers' general 

satisfaction is improved, satisfaction with pay may even 

decrease. The present study may be experiencing a 

combination of these phenomena resulting in no significant 

effect. Consequently, satisfaction with pay was removed 

from the model. 

Even though there is theoretical support for social 

support from the supervisor when these factors were added to 

the model, they provided no additional explanatory power and 

were not significant. Specification error occurs when the 

model used for analysis includes variables that should not 

be included (Cohen & Cohen, 1983). Consequently, these 



61 

factors not contributing to the model were removed. The 

revised model is illustrated in model 4. Appendix B lists 

concepts and reliabilities of model 4. 

Career orientation was added as an intervening variable 

by multiplying the career orientation score with the 

construct it was intervening with (Jaccard et al., 1990). 

Zero-order correlation coefficients were performed in order 

to check for multicollinearity. These coefficients revealed 

that multicollinearity was problematic if more than one 

interaction term was added to the regression equation. 

Therefore, only one interaction term was added at a time, 

with the rest of the model staying constant until 

interactions had been considered for each independent 

variable. Again, men and women were run separately 

resulting in a total of 18 regression equations testing the 

interaction effects of career orientation. For both women 

and men, there were instances of significant variables 

losing explanatory power when the intervening term was 

included. However, there were no instances for men nor 

women where the variables' explanatory power became 

significant when the intervening term was included. All 

combinations of the model with the intervening term added 

resulted in slightly lower adjusted R2 than the original 

models . 
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Since no variables became significant, statistical 

conclusions from the data are limited. The general 

conclusion is that career orientation as a moderating 

variable has no significant effect for men nor women. Since 

career orientation as a moderating variable does not 

contribute to explanation of men's nor women's job 

satisfaction, it was removed from the modified integrated 

model (model 4). 

T-tests were run to examine the mean scores of men and 

women on job satisfaction and the independent variables. 

The first hypothesis states: The model provides 

similar levels of explanatory power for both men's and 

women's job satisfaction. To compare the fit of the model 

for men and women, two multiple regressions were performed 

(see tables 5 and 6). These analyses calculated both the 

variance explained by the hypothesized determinants and the 

relative strength of each determinant toward the overall 

explanatory power (Lewis-Beck, 1980). The model appears to 

provide moderate explanatory power for both men and women. 

However, the model explains over 11 percent more of the 

variance for men (adjusted R2=.67) than for women (adjusted 

R2=.55). Thus, hypothesis 1 is moderately supported. 

Hypotheses 2a and 2b state: The job characteristics 

that significantly affect satisfaction differ for men and 



Table 5 
Multiple Regression Analysis for Women 

Modified Integrated Model 
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Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety .42 .42 .11 .99 .328 
task signif. .61 .21 .30 2 .93 .006** 
task identity .31 .11 .29 2 .85 .007** 
autonomy .07 .16 .05 .41 .684 
role clarity - .13 .22 -.07 — .57 .571 

Interpersonal Factors 

cooperation .31 .14 .27 2 .08 .044* 
feedback/rec. .03 .11 .03 .28 .779 

Personal Factors 

commitment .57 .14 .44 3 .94 . 000**' 
age .11 .08 .13 1 .31 .196 

Adjusted R Square 

n=52 

55 

* •k 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 



Table 6 
Multiple Regression Analysis for Men 

Modified Integrated Model 
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Variable B 

Job Design Factors 

skill variety 1.30 
task signif. .33 
task identity -.12 
autonomy -.13 
role clarity -.60 

SE B 

.45 

.19 

.16 

.14 

.21 

Beta 

.37 

.21 
-.12 
-.14 
-.36 

2 .89 
1.68 
-.90 
-.99 
-2 .89 

Sig T 

. 008** 

.107 

.376 

.333 

.008** 

Interpersonal Factors 

cooperation .38 
feedback/rec. -.07 

.19 
12 

.33 
-.08 

2 .06 
-.56 

.050* 

.579 

Personal Factors 

commitment .74 
age -.04 

16 
08 

.58 
-.07 

4.59 
- .56 

000*** 
579 

Adjusted R Square 

n=47 

.67 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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women. And, job characteristics are more significant 

indicators of men's job satisfaction than of women's job 

satisfaction. Both men and women had two job 

characteristics that were significant determinants of job 

satisfaction. For women, task significance (Beta=.30, p. <. 

.01) and task identity (Beta=.29, p, <,.01) were significant 

predictors. For men, skill variety (Beta=.37, jo <. .01) and 

role clarity (Beta= .36, jd <, .01) were significant 

predictors. Thus, hypothesis 2a is not supported by the 

number of job characteristics significant to men's and 

women's satisfaction. But hypothesis 2b is supported by the 

fact that men's and women's job satisfaction were not 

significantly affected by the same job characteristics. 

Hypothesis 3 states: Women's job satisfaction is more 

affected by interpersonal characteristics than men's job 

satisfaction. Cooperation was the significant interpersonal 

factor for both women (Beta=.27, jd <,.05) and men (Beta=.33, 

2, <,.05). Feedback/Recognition was not a significant 

variable for women nor men. Thus, hypothesis 3 is not 

supported. 

Hypothesis 4 states: Personal characteristics are 

similar for men and women in explaining job satisfaction. 

Of the variables with significant betas, commitment is the 

strongest determinant of satisfaction for both women (b=.44, 
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p. <.001) and men b=.58, p. <..001) Age was not significant 

for women nor men. Thus, hypothesis 4 is supported. 

The fifth hypothesis states: When controlling for 

career orientation, men's and women's job satisfaction are 

affected by the same factors. As stated earlier, there were 

no instances for men nor women where the variables' 

explanatory power became significant when the intervening 

term was included. Consequently, hypothesis five was not 

supported and career orientation was removed from the model. 

T-tests revealed no significant difference between 

men's and women's job satisfaction (see table 7). This 

finding supports hypothesis 6 which states: Men and women 

have similar levels of job satisfaction when controlling for 

position in the organizational hierarchy. However, there 

were significant differences in the mean scores of men and 

women for task significance and skill variety. Women scored 

higher on task significance and men scored higher on skill 

variety. 
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Table 7 
Mean Scores Comparing Women and Men 

Men Women 
(n=47) (n=52) 

Job Satisfaction 25.87 26.35 

Job Design Factors 

Skill Variety 5.70 5.04* 
Task Significance 18.04 19.21* 
Task Identity 13.68 13.94 
Autonomy 13.87 14.59 
Clarity 15.96 15.80 

Interpersonal Factors 

Cooperation 20.96 21.49 
Feedback/Recognition 16.91 18.41 

Personal Factors 

Commitment 13.81 14.57 
Age 31.56 29.38 

Career Orientation 5.40 5.29 

* Significant at the .05 level 



CHAPTER 5 

DISCUSSION 

This research has endeavored to provide a model that 

helps explain both men's and women's job satisfaction and to 

identify differences in factors related to men's and women's 

job satisfaction. The R2s indicate that the model has been 

successful in explaining both men's and women's job 

satisfaction. The significance levels of individual factors 

identify similarities and differences in predictors of men's 

and women's job satisfaction. Discussed below are the 

effects identified for each group of factors considered. 

Organizational Factors 

Among organizational factors, position in the 

organizational hierarchy is addressed by having all men and 

women in this study work the same job. Thus, controlling 

for the position in the organizational hierarchy allows for 

Ranter's theory regarding spurious effects of gender due to 

hierarchical position to be tested. Therefore, the analysis 

is relieved of bias caused by differing hierarchical 

positions within the organization. 

The results of the t-tests comparing men and women were 

particularly interesting. In support of Ranter's theory and 

69 
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several studies (Neil & Snizek, 1988; Northcott & Lowe, 

1987; Lambert, 1991), when organizational hierarchy was 

controlled, there was no significant difference in the self-

reports of men's and women's job satisfaction. Women scored 

significantly higher on task significance and men scored 

significantly higher on skill variety. The differences in 

scoring could be attributed to a number of reasons. Such 

reasons include: 1) Women and men could merely perceive 

their jobs differently despite the fact that they are doing 

the same thing. Or 2) The gender distribution of teams 

varies so that there might be teams that are all women doing 

different tasks than teams with all men. Or 3) Since these 

are self-managed work teams, it could be that the people in 

these teams are segregating their tasks by gender. 

Certainly a topic for further research is to study the 

interpersonal dynamics and work distribution within self-

managed work teams. Again, these findings are similar to 

those of Neil and Snizek (1988) and McNeely (1986) where 

there were differences in the predictors of job satisfaction 

as well as differences in the mean scores of these 

predictors. 

Because of a low reliability score, expectancy (as a 

separate construct) had to be removed from the model. 

Inclusion of expectancy in future studies is needed to 

address its effects. The question used to measure 
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recognition was included with the feedback measure and it 

was not found to be significant. This finding refutes 

Lawler's (1973) contention that expectancy (in this case, 

expectation of recognition) is related to satisfaction. 

Job Design Factors 

Job design has been considered in many past studies on 

job satisfaction. The current study found women's job 

satisfaction to be affected by task significance (beta=.30) 

and task identity (beta=.29). These findings support 

Hackman and Oldham's (1980) contention that when workers 

view their work as important and see how their work fits 

into the "big picture," they are more satisfied. 

Interestingly, this is contradictory to the findings of 

Rosenbach et al. (1979) who found women's job satisfaction 

related to all job dimensions except task significance. 

Also Miller, (1980) and McNeely (1986) found "substantive 

complexity" (akin to this study's "skill variety") to be an 

important predictor. 

Autonomy was not found to be a significant predictor 

for men nor women which is contrary to many past studies 

(Bartol, 1976; Chernick & Phelan, 1974; D'Arcy et al., 1984; 

Herzberg, Mausner, Peterson, & Capwell, 1957; Kilpatrick, 

Cummings, & Jennings, 1976; Keith & Glass, 1977; Jurgensen, 

1978; Manhardt, 1972; McCarrey, Edwards, & Jones, 1977; 

Mottaz, 1986; Murray & Atkinson, 1981; Schuler, 1975). 
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These studies suggested that more choice in work provides 

more job satisfaction. Perhaps autonomy is taken for 

granted in this self-managed work team environment. 

Job characteristics related to men's satisfaction 

included skill variety (beta=.37) and role clarity (beta=-

.36) which are the two factors Glisson & Durick (1988) found 

to be the most important predictors for job satisfaction. 

Other studies that have noted a positive effect of role 

clarity on job satisfaction include Abdel-Halim (1981), Fry 

and Hellriegel (1987) and Rizzo et al. (1969). The betas 

for men's significant job characteristics indicate that job 

characteristics have a larger effect on job satisfaction for 

men than for women. The presence of a negative relationship 

of role clarity together with a positive relationship of 

skill variety and cooperation to job satisfaction probably 

is reflective of the self-managed work team environment. 

These people expect the opportunity to work on complex tasks 

and to not have everything clearly defined for them. They 

defined these work assignments within their team. To have 

their roles clarified for them, presumably by management, 

was viewed as a sign of team incompetence. This study 

supports the findings of de Vaus and McAllister (19 91) who 

found gender differences only among job design (not social) 

factors. 
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Gender differences among job characteristics affecting 

work satisfaction can be attributed to socialization. Males 

are raised to be independent and self-directed. 

Consequently, an environment that allows men the 

opportunitiy to do a variety of taskes without clear 

explanation of what to do compliments their gender 

socializtion. Females, on the other hand, are often raised 

with less options and are encouraged to be relational. 

Consequently, this relational orientation is even evident in 

the women's desires to participate in a complete piece of 

work and to feel that their work is important. 

Thinking that perhaps the inclusion of relational and 

personal factors in the present model accounts for some of 

the differences in this study's finding with those of the 

past, new regressions were run using only the job design 

variables (see tables 8 and 9}. For women, in addition to 

task identity (Beta=.35, £ <. .01) and task significance 

(Beta=.25, jo <. .05), skill variety (Beta=.28, JD <. .05) was 

also significant and the adjusted R2 was only .32. For men, 

in addition to the original significant predictor of skill 

variety (Beta=.50, p. <. .01), task significance (Beta=.31, 

p. <_ .05) was also significant. Role clarity was no longer 

significant. The adjusted R2 of .31 is considerably lower 

than that of the integrated model. 
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Table 8 
Multiple Regression Analysis for Women 

Job Design Factors 

Variable B SE B Beta T Sig T 

skill variety 1.02 .50 .28 2 .05 .046* 
task significance .51 .24 .25 2 .10 .041* 
task identity .38 .13 .35 2 .87 .006* 
autonomy .14 .18 .10 .75 .455 
role clarity .33 .23 .18 1 .42 .162 

Adjusted R Square 

n=52 

32 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 
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Table 9 
Multiple Regression 

Job Design 
Analysis for 
Factors 

Men 

Variable B SE B Beta T Sig T 

skill variety 1.75 .55 .50 3 . .19 .003** 
task significance .51 .23 .31 2 . .23 .032* 
task identity -.03 .14 -.03 .24 .810 
autonomy .20 .13 .20 1 . .53 .135 
role clarity -.29 .22 -.20 - 1 . .31 .199 

Adjusted R. Square .31 

n=47 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Role clarity is not part of the job characteristics 

model. Additionally, the job characteristics model has 

traditionally ignored relational and personal elements which 

ere found significant for both men and women in this study. 

Clearly, the model studied would be less adequate if these 

elements were excluded. 

The job characteristics model does not explain work 

satisfaction as well in this study as in those of the past. 

One explanation could be that the type of technology 

employed at Boeing affects the importance of these factors. 

Also, it is possible that relational and personal factors 

have become more important to workers' satisfaction in 

recent years. 

Interpersonal Factors 

Among interpersonal factors, cooperation had 

significant explanatory power for both men (beta=.33) and 

women (beta=.27) while feedback/recognition did not. The 

lack of finding feedback/recognition a significant predictor 

for both women and men contradicts past studies where 

supervisor support and feedback have been significant 

predictors of job satisfaction (Abdel-Halim, 1982; Beehr, 

1976; Blau, 1981; Cummins, 1989; Drory & Shamir, 1988; 

Karasek, Triantis, & Chaudhry, 1982; Manning & Fullerton, 

1988; Mottaz, 1986; Schnake, 1983; Skaret Sc Bruning, 1986; 

Zalesny, Farace, & Kurchner-Hawkins, 1985) . For women, 
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these results partially support the assumptions of the 

gender model where women's attitudes are expected to be 

derived from their wife/mother roles (Feldberg & Glenn, 

197 9). Since these roles are often considered "thankless 

jobs," perhaps it is not surprising that 

feedback/recognition was not a significant predictor for 

women. The "gender model" posits that women's job 

satisfaction can be explained entirely through relational 

variables. Yet, it is clear that, with the inclusion of job 

characteristics and personal factors, women's job 

satisfaction is better explained. In general, the 

perspective of the gender model is not supported because 

women's job satisfaction was only partially explained by 

interpersonal variables and, as indicated by the betas, the 

interpersonal variables did a better job explaining men's 

satisfaction. Also, the value hypothesis predicts that 

men's satisfaction would be significantly affected by 

autonomy which was not the case. The importance of 

cooperation on men's satisfaction could indicate that men's 

attitudes are changing where relationships have become more 

important to them than in the past. A second explanation is 

that cooperation is particularly important in self-managed 

work teams. Without cooperation, the team could not perform 

well. 
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Personal Factors 

Of the personal factors, commitment had strong 

explanatory power for both men (beta=.58) and women 

(beta=.44). This finding supports past studies by Bateman 

and Strasser (1984), Cummings and Molloy (1977), Robinson et 

al. (1993) and Vandenberg & Lance (1992) . These studies 

have supported the fact that commitment affects satisfaction 

but have been remis in explaining why such a relationship 

exists. Commitment's positive effect on job satisfaction 

suggests that a worker's positive affectivity for the 

organization results in general positive affectivity for the 

job itself. Applying exchange theory to this situation, a 

worker has probably weighed the benefits and costs working 

for the organization and is committed to the organization 

because s/he feels the benefits outweigh the costs. Being 

commited to the organization allows the worker the freedom 

to enjoy his/her present situation. Also, workers with 

commitment have an investment and "ownership" in the 

organization which leads to satisfaction. Persons not 

committed to the organization might give significant 

emotional energy to thoughts of leaving. Such feelings would 

reduce job satisfaction. 

The results of career orientation as an intervening 

variable are, perhaps, interesting but inconclusive. For 

both men and women, nine regressions were run using career 
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orientation as an interaction term for each of the 

independent variables, one at a time. The proposed model 

could not be tested in its entirety because all of the 

factors could not have career orientation added to them at 

the same time. If there were a larger sample, one solution 

to this problem would have been to divide men and women into 

two groups of high and low career orientation and then 

examine each group. Using these four regression equations 

would allow the researcher to more effectively analyze the 

effects of career orientation on men's and women's job 

satisfaction. But, since the proposed model could not be 

tested in its entirety, hypotheses regarding career 

orientation as an intervening variable could not be 

supported. 

Overall Impressions 

Both men and women reported positive work satisfaction 

(25.87 and 26.85, respectively). What is particularly 

interesting about the findings of this study is the lack of 

emphasis on monetary or other recognition as the cause of 

people's work satisfaction. Satisfaction with pay had such 

a little effect in the model that it was removed. Also, 

feedback/recognition was not found to be significant. 

Instead of depending on organizational rewards, both men and 

women appear to have made their jobs satisfying for 

themselves. Men, whose work satisfaction is affected by 
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skill variety, have found variety in their work to a greater 

extent than women. Women, whose work satisfaction is 

affected by task significance, have found ways to view their 

work as more significant than men have. 

Additionally interesting is the importance of 

commitment and cooperation to both men's and women's job 

satisfaction. Again, it is the workers' initiative that is 

making the job satisfactory to them. They are committed to 

the organization which, as in all relationships, helps it be 

more satisfying to them. And, unlike the typical opinion of 

life in American companies, these workers' satisfaction is 

affected by cooperation, not competition. These workers 

appear to be making quality-of-life decisions (one of which 

is to work in a company that has self-managed work teams) 

which has led to work satisfaction. 

This research has addressed and corrected the 

aforementioned feminist criticism by: 1) Including women in 

the study, 2) using an array of underlying theories in order 

to avoid sex bias which leads to 3) having the final 

analysis less distorted because the model is appropriate for 

both women and men. It should also be noted, as feminists 

theorists propose, there are more similarities between men 

and women in these findings than differences. The model 

provides moderate explanatory power for both men and women, 
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both men's and women's job satisfaction are affected by-

cooperation and commitment. Further, both men and women had 

two job characteristics related to their job satisfaction. 

The difference in factors related to men's and women's job 

satisfaction is that the job characteristics affecting men's 

job satisfaction were different than those significantly 

affecting women's. 

Controlling for the workers' position in the 

organizational hierarchy addresses Berger and Luckmann's 

(1966) discussion of reification. Berger and Luckmann point 

to people's tendency to identify socially constructed 

behavior as concrete reality. Thus, the notion that women 

are more (or less) satisfied with their jobs because they 

are women rather than looking at what the women are doing is 

an example of reifying women's behavior. Reifying behavior 

allows for discrimination because employers would be excused 

for poor work conditions with the understanding that the 

workers are unhappy because of their sex instead of because 

of their working conditions. With men and women doing the 

same job, this study shows that men's and women's levels of 

satisfaction are similar. We also can identify differences 

in factors leading to men's and women's satisfaction. With 

these factors identified, employers are in a better position 

to provide for these conditions. 
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Conflict theorists might be wary that such information 

would be used by employers to exploit their workers, 

providing them with satisfactory work conditions in order to 

get more productivity out of them. To this end, this 

researcher responds by saying, "So be it." If the workers 

are more satisfied, then both the employers and the workers 

are getting what they need. The work relationship is 

reciprical rather than exploitive. 



CHAPTER 6 

CONCLUSION 

Because women will continue to make up an 
increasingly larger portion of the labor pool, 
there is a need for managers to understand how to 
deal more intelligently with gender differences to 
improve communication, productivity, and 
performance on the job (Chusmir, 1988, 102). 

This study has been an empirical analysis of gender 

differences in job satisfaction. The research enhances 

understanding of current predictors of women's and men's job 

satisfaction. Past studies have suggested many indicators 

and found differences in men and women on all levels of 

investigation. Since both men and women are foremost human 

beings, affected by socialization and attributes of their 

job, it appears that an integrated model is appropriate to 

explain job satisfaction. This study's model is better than 

many previous models because it includes relational as well 

as personal factors for both men and women. On the other 

hand, there is still work to be done in strengthening the 

model because there are factors which are not significant 

and the R2 indicates there are still other factors affecting 

job satisfaction that we do not know. 

83 
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Contribution to the literature 

This study contributes to the literature on gender and 

job satisfaction by controlling for position in the 

organizational hierarchy. This research suggests that there 

are measurable differences in the specific predictors of 

men's and women's job satisfaction even when position in the 

organizational hierarchy is controlled. However, using the 

same model for both men and women provided similar levels of 

variance explained which suggests that generally, men's and 

women's job satisfaction can be explained using the same 

model which incorporates job characteristics as well as 

interpersonal and personal characteristics. Such 

information is critical for the development and testing of 

theories of gender and job satisfaction. 

Specifically, these findings suggest that, among 

organizational factors, position in the organizational 

hierarchy is an important consideration. Task significance 

and task identity were the important job design factors for 

women while skill variety and role clarity were the 

important job design factors for men. Contrary to many past 

studies, autonomy was not found to be an important factor. 

Among interpersonal factors, cooperation was an 

important factor where feedback/recognition was not. 

Commitment was the most important factor considered in the 
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model for both men and women. Age had no significant 

effect. 

This research enriches feminist studies because it 

disputes the notion that women, as a group, are satisfied 

with their jobs without regard to job characteristics. When 

level in the hierarchy is not considered, gender 

stratification in the workplace is left unchallenged. 

Secretaries who are primarily women and managers who are 

primarily men are being analyzed as if the primary predictor 

variable is gender. 

Implications for Application 

Employers can increase their competitiveness by 

reducing their organization's turnover and absenteeism 

ratio. Satisfaction has been linked to both lower turnover 

and absenteeism. Therefore, employers can help keep their 

employee turnover and absenteeism to a minimum by doing what 

they can to have satisfied employees. The present research 

suggests that whether the employee is male or female, 

commitment and cooperation are predicting factors of job 

satisfaction. Employer efforts, such as employee 

relationship seminars and communication training, may help 

improve cooperation. Also, systems that provide rewards for 

team performance, rather than for individual performance, 

may help reduce competition and strengthen cooperation. 
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Factors that affect commitment include opportunity to 

participate (Darden, Hampton & Howell, 1989), organizational 

support (Organ & Konovsky, 1989) and many job 

characteristics (Ruggiere, 1991). Participation can be 

increased in organizations through self-managed work team or 

"enriched" atmospheres (Yeatts, Beyerlein & Thibodeaux, 

1990). Organizational support can be gained by having 

employee benefits such as good insurance and pension 

programs and on-site day care. 

The job characteristics that were found to affect job 

satisfaction in this study are task significance and task 

identity for women and role ambiguity and skill variety for 

men. Employers can help workers feel like their work is 

significant by fully explaining the purposes and effects of 

the work they do. Admittedly, this is more difficult at 

companies like Frito-Lay where the purpose is to make money 

by contributing fat and salt to an overweight nation. 

Creativity must be employed, focusing on the pleasure chips 

bring and the alternatives Frito-Lay provides with unsalted 

and low-fat chips. The link of satisfaction with skill 

variety and task identity dates back to Marx (alienation) 

and Weber (bureaucracy's "iron cage"). Skill variety and 

task identity are achieved by letting employees participate 

in as much of the process of creating the product as 

possible (Hackman & Oldham, 1980) . The traditional 
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assembly-line approach, where a worker tightens the same nut 

on a number of products all day long, is not satisfying 

(Hackman & Oldham, 1980). Again, self-managed work teams 

are of value here because they typically allow workers to 

participate in a number of parts of the creation process. 

This is achieved by having teams of 8 to 15 people who each 

do a number of tasks. On a regular basis, these tasks are 

rotated. Consequently, the workers are familiar with a 

variety of tasks and have a greater understanding of the 

product they are creating. 

The effect of role clarity on satisfaction is probably 

not a generalizable finding from this study. As stated 

earlier, the lack of role clarity is probably an indicator 

of the self-managed work team environment which, in turn, 

has a positive effect on satisfaction. 

Suggestions for Further Study 

It is unfortunate that multicollinearity prevented 

career orientation from being considered with more than one 

variable at a time. With a larger sample size, it would be 

possible to split the sample according to high and low 

career orientation. Running the regressions with these 

groups would produce greater insight into the effect of 

career orientation and its relationship to gender 

differences. 
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Due to low reliability scores, several factors were not 

included in the regression equations. Including these 

variables in future studies could reveal other important 

factors in predicting job satisfaction. Additionally, 

common method variance causes the R2 to be inflated. A 

study that could provide different methods for indentifying 

the independent variables and dependent variable could 

provide better confidence in identified predictors of job 

satisfaction. 

Lastly, the fact that men and women reported 

significantly different levels of skill variety and task 

significance even though they have the same jobs is curious. 

Further study to investigate self-imposed gender segregation 

of work tasks in work teams would be interesting. 
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APPENDIX A 

PROPOSED QUESTIONS USED AS MEASURES OF CONCEPTS 

DEPENDENT VARIABLE 

Job Satisfaction (Hackman & Oldham, 1980) 

Generally speaking, I am very satisfied with 

this job. 

I am generally satisfied with the kind of work 

I do in this job. 

I frequently think of quitting this job. 

When thinking about this organization's 

employees who have similar tasks as mine: 

most are very satisfied with their job. 

When thinking about this organization's 

employees who have similar tasks as mine: 

many often think of quitting. 

ORGANIZATIONAL FACTOR 

Expectancy (Schuler & Kim, 1978) 

My co-workers and supervisor give me 

recognition for high quantities of work. 

Supervisors listen to those who do the most 

effective work. 

90 
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JOB DESIGN FACTORS 

Skill Variety (Hackman & Oldham, 1980) 

To what extent does your job require you to do 

many different things at work, using a variety of 

your skills and talents? 

The job requires me to use a number of complex 

skills. 

• * The job is quite simple and repetitive. 

Task Identity (Hackman & Oldham, 1980) 

Does your job involve doing a complete piece of 

work that does not have to be finished by other 

people and/or machines. 

The job provides me the chance to completely 

finish the pieces of work I begin. 

The job is arranged so that I do not have the 

chance to do a whole piece of work from beginning 

to end. 

Task Significance (Hackman & Oldham, 1980) 

Are the results of your work likely to 

significantly affect the lives of other people? 

This job is one where a lot of other people can 

be affected by how well the work gets done. 
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The job itself is not very significant or 

important in the broader scheme of things. 

Autonomy (Hackman & Oldham, 1980) 

Does your job permit you to decide on your own 

how to go about doing the work? 

The job gives me a lot of freedom in how I do 

the work. 

The job does not allow me to use my own 

initiative or judgment in carrying out the work. 

Feedback From the Job Itself (Hackman & Oldham, 1980) 

* Does doing the job itself provide clues about 

how well you are doing? (This does not include 

feedback from co-workers or supervisors.) 

The kind of work I do provides many chances for 

me to figure out how well I am doing. 

The work itself provides very few clues about 

whether I am performing well. 

Meaningfulness of the Work (Hackman & Oldham, 1980) 

The work I do on this job is very meaningful to 

me. 

Most of the things I have to do on this job 

seem useless or trivial. 
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When thinking about this organization's 

employees who have similar tasks as mine: 

most find the work very meaningful. 

Responsibility for the Work (Hackman & Oldham, 1980) 

I feel a very high degree of personal 

responsibility for the work I do on this job. 

Whether or not this job gets done right is 

clearly my responsibility. 

When thinking about this organization's 

employees who have similar tasks as mine: 

most feel a great deal of personal 

responsibility for the work they do. 

When thinking about this organization's 

employees who have similar tasks as mine: 

most feel that whether the job gets done 

right is clearly their own responsibility. 

Knowledge of Results (Hackman & Oldham, 1980) 

I usually know whether my work is satisfactory 

on this job. 

I often have trouble figuring out whether I'm 

doing well or poorly on this job. 

When thinking about this organization's 

employees who have similar tasks as mine: 
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most have a pretty good idea of how well they 

are performing their work. 

When thinking about this organization's 

employees who have similar tasks as mine: 

most have trouble figuring out whether they 

are doing a good or a bad job. 

INTERPERSONAL FACTORS 

Social Support (Caplan, Cobb, French, Harrison & 

Pinneau, 1980) 

coworkers: 

Do the people you work with go out of their way 

to make your work life easier? 

If I got into difficulties at work I know the 

people I work with would try to help me out. 

I can trust the people I work with to lend me a 

hand if I need it. 

supervisor: 

It is easy to talk with my supervisor. 

I can rely on my supervisor when things get 

tough at work. 

• My supervisor goes out of his/her way to make 

my work life easier. 
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Cooperation (Between Teams and at Organization Level) 

(Department of Defense, 1990) 

• My team has good relationships with other teams 

and divisions that we work with. 

Co-workers in my team cooperate with each other 

to get the job done. 

A spirit of cooperation and teamwork exists in 

this organization. 

Feedback from Workers (Hackman & Oldham, 1980) 

Do supervisors and co-workers let you know how 

well you are doing on your job? 

Supervisors and co-workers often let me know 

how well they think I am performing. 

The supervisor and co-workers on this job 

almost never give me any "feedback" about how well 

I am doing in my work. 

PERSONAL FACTORS 

Commitment (McGee & Ford, 1987) 

I do not feel a strong sense of belonging to 

this organization, (r) 

This organization has a great deal of personal 

meaning for me. 
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I do not feel "emotionally attached" to this 

organization, (r) 

Satisfaction with Pay (Hackman & Oldham, 1980) 

I am satisfied with the amount of pay and 

fringe benefits I receive. 

I am satisfied that I am fairly paid for what I 

contribute to this organization. 
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APPENDIX B 

QUESTIONS USED AS MEASURES FO CONCEPTS 

DEPENDENT VARIABLE 

Job Satisfaction (Hackman & Oldham, 1980) (.75) 

Generally speaking, I am very satisfied with 

this job. 

I am generally satisfied with the kind of work 

I do in this job. 

I frequently think of quitting this job. 

When thinking about this organization's 

employees who have similar tasks as mine: 

most are very satisfied with their job. 

When thinking about this organization's 

employees who have similar tasks as mine: 

many often think of quitting. 

JOB DESIGN FACTORS 

Skill Variety (Hackman & Oldham, 1980) 

To what extent does your job require you to do 

many different things at work, using a variety of 

your skills and talents? 

98 
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Task Identity (Hackman & Oldham, 1980) (.76) 

Does your job involve doing a complete piece of 

work that does not have to be finished by other 

people and/or machines. 

The job provides me the chance to completely 

finish the pieces of work I begin. 

The job is arranged so that I do not have the 

chance to do a whole piece of work from beginning 

to end. 

Task Significance (Hackman & Oldham, 1980) (.67) 

Are the results of your work likely to 

significantly affect the lives of other people? 

This job is one where a lot of other people can 

be affected by how well the work gets done. 

The job itself is not very significant or 

important in the broader scheme of things. 

Autonomy (Hackman & Oldham, 1980) (.73) 

Does your job permit you to decide on your own 

how to go about doing the work? 

The job gives me a lot of freedom in how I do 

the work. 

The job does not allow me to use my own 

initiative or judgment in carrying out the work. 
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Role Clarity (Caplan, Cobb, French, Harrison & 

Pinneau, 1980) (.72) 

I am very clear on what my job responsibilities 

are. 

I can always predict what others will expect of 

me on the job. 

My work objectives are well defined. 

INTERPERSONAL FACTORS 

Cooperation (Between Teams and at Organization Level) 

(Department of Defense, 1990) (.81) 

My team has good relationships with other teams 

and divisions that we work with. 

Co-workers in my team cooperate with each other 

to get the job done. 

A spirit of cooperation and teamwork exists in 

this organization. 

Feedback/Recognition (Hackman & Oldham, 1980) (.85) 

Do supervisors and co-workers let you know how 

well you are doing on your job? 

Supervisors and co-workers often let me know 

how well they think I am performing. 
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The supervisor and co-workers on this job 

almost never give me any "feedback" about how well 

I am doing in my work. 

My co-workers and supervisor give me 

recognition for high quantities of work. (Schuler 

& Kim, 1978) 

PERSONAL FACTORS 

Commitment (McGee & Ford, 1987) (.75) 

I do not feel a strong sense of belonging to 

this organization, (r) 

This organization has a great deal of personal 

meaning for me. 

I do not feel "emotionally attached" to this 

organization, (r) 

Satisfaction with Pay (Hackman & Oldham, 1980) (.86) 

I am satisfied with the amount of pay and 

fringe benefits I receive. 

I am satisfied that I am fairly paid for what I 

contribute to this organization. 
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Table 10 
Multiple Regression Analysis for Women 

with career orientation interacting with skill variety-

Variable B 

Job Design Factors 

skill variety .32 
task significance .61 
task identity .32 
autonomy .06 
role clarity -.14 

SE B 

.54 

.21 

.11 

.16 

.23 

Beta 

.09 

.30 

.29 

.04 

.08 

.58 
2 .87 
2 .82 
.37 

- . 6 2 

Sig T 

.563 

. 007** 

.007** 

.713 

.539 

Interpersonal Factors 

cooperation .31 
feedback/recog. .03 

.15 

.11 
. 2 8 
.03 

2.08 
.23 

044* 
819 

Personal Factors 

commitment 
age 

.56 

.10 
.15 
.08 

.43 

.13 
3 .76 
1.26 

001*** 
.214 

Interaction Term 
career orientation interacting with 

skill variety 00 01 05 .32 752 

Adjusted R Square 

n=52 

.54 

Significant at the 
Significant at the 
Significant at the 

.05 level 

.01 level 

.001 level 
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Table 11 
Multiple Regression Analysis for Men 

with career orientation interacting with skill variety 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill, variety 1.31 .54 .37 2 .44 .023* 
task significance .33 .20 .21 1 .63 .115 
task identity -.12 .14 -.12 .87 .394 
autonomy -.13 .14 -.14 - .94 .359 
role clarity -.60 .21 -.36 -2 .83 .009** 

Interpersonal Factors 

cooperation .38 .19 .33 2 .02 .055 
feedback/recog. -.07 .12 -.08 — .54 .593 

Personal Factors 

commitment .74 .17 .58 4 .50 . 000*** 
age -.04 .08 -.07 — .55 .588 

Interaction Term 
career orientation interacting with 

skill variety -1.19E-04 .01 -.00 .02 .985 

Adjusted R Square 

n=47 

.65 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Table 12 
Multiple Regression Analysis for Women 

with career orientation interacting with task significance 

Variable 

Job Design Factors 

skill variety 
task significance 
task identity 
autonomy 
role clarity 

B 

,45 
,63 
,31 
.06 
,11 

SE B 

.44 

. 2 2 

.11 

.16 

.23 

Beta 

.12 

.31 

. 2 8 

.05 

.06 

1.02 
2 . 8 2 
2 .72 
.40 

-.51 

Sig T 

.316 

.007** 

.010** 

.689 

.615 

Interpersonal Factors 

cooperation .29 
feedback/recog. .04 

.15 

.11 
.26 
.04 

1.98 
.32 

.056 

.750 

Personal Factors 

commitment 
age 

.58 

.11 
.15 
. 0 8 

.45 

.13 
3 .88 
1.31 

000*** 
.196 

Interaction Term 
career orientation interacting with 
task significance -6.67E-04 .00 -.03 .29 776 

Adjusted R Square 

n=52 

* Significant at 
** Significant at 
*** Significant at 

.54 

the 
the 
the 

05 level 
01 level 
001 level 
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Table 13 
Multiple Regression Analysis for Men 

with career orientation interacting with task significance 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1.26 .47 .36 2 .69 .013* 
task significance .28 .22 .18 1 .27 .215 
task identity -.13 .14 -.13 - .93 .362 
autonomy -.14 .14 -.14 -1 .01 .321 
role clarity -.60 .21 -.36 -2 .84 . 009** 

Interpersonal Factors 

cooperation .38 .19 .33 2 .02 .054 
feedback/recog. -.05 .12 -.06 — .42 .677 

Personal Factors 

commitment .74 .17 .58 4 .49 .000*** 
age -.04 .08 -.07 — .56 .583 

Interaction Term 
career orientation interacting with 
task significance 8.55E -04 .00 .06 .42 .676 

Adjusted R Square .65 

n=47 

* Significant at the . 05 level 
** Significant at the .01 level 
*** Significant at the . 001 level 
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Table 14 
Multiple Regression Analysis for Women 

with career orientation interacting with task identity 

Variable 

Job Design Factors 

skill variety 
task significance 
task identity 
autonomy 
role clarity 

B 

.37 

.59 
26 
07 
17 

SE B 

.43 

.21 

.13 

.16 

.23 

Beta 

.10 

29 
24 
05 
.09 

Sig T 

.85 
2 .81 
1.91 
.42 

- .73 

.402 

.008** 

.063 

.677 

.471 

Interpersonal Factors 

cooperation .33 
feedback/recog. .01 

15 
11 

,29 
,01 

2 .19 
.12 

034 
907 

Personal Factors 

commitment 
age 

.55 

.10 
15 
08 

42 
13 

3 .69 
1.28 

001*** 
,209 

Interaction Term 

career orientation interacting with 

task identity .00 .00 
.10 .73 469 

Adjusted R Square 

n=52 

54 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Table 15 
Multiple Regression Analysis for Men 

with career orientation interacting with task identity 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1.31 .47 .37 2 .82 . 009** 
task significance .33 .20 .21 1.65 .112 
task identity -.10 .18 -.10 -.55 .586 
autonomy -.13 .14 - .13 -.93 .364 
role clarity -.59 .21 -.35 -2 .77 .011* 

Interpersonal Factors 

cooperation .38 .19 .33 2 .03 . 054 
feedback/recog. -.07 .12 -.08 -.58 .570 

Personal Factors 

commitment .75 .17 .58 4.51 . 000*** 
age -.04 .08 -.07 -.53 .599 

Interaction Term 
career orientation interacting with 

task identity -4.73E-04 .00 -.03 -.17 .868 

Adjusted R Square 

n=47 

.65 

Significant at the .05 level 
Significant at the .01 level 

*** Significant at the .001 level 

* 
* • 
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Table 16 
Multiple Regression Analysis for Women 

with career orientation interacting with autonomy 

Variable B SE B Beta T Sig T 

Job Desian Factors 

skill variety .43 .44 .12 .98 .334 
task significance . 61 .21 .30 2 .89 .006** 
task identity .31 .11 .29 2 .73 .010** 
autonomy .07 .19 .06 .39 .700 
role clarity -.12 .23 - . 07 -.53 .598 

Interpersonal Factors 

cooperation 
feedback/recog. 

.29 

.03 
15 
11 

26 
.03 

2.00 
.29 

.052 

.776 

Personal Factors 

commitment 
age 

.57 

.11 
.15 
.08 

.44 

.13 
3.79 
1.30 

001*** 
201 

Interaction Term 
career orientation interacting with 

autonomy •2 .81E-04 .00 01 .09 .929 

Adjusted R Square 

n=52 

54 

* 

* * 
* * • 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Table 17 
Multiple Regression Analysis for Men 

with career orientation interacting with autonomy 

Variable B SE B Beta T Sig T 

Job Desicrn Factors 

skill variety 1.21 .50 .34 2 .41 .024* 
task significance .32 .20 .21 1.63 .115 
task identity -.13 .14 -.13 -.92 .369 
autonomy -.18 .18 - .19 -1.03 .316 
role clarity -.59 .21 -.35 -2 .80 .010** 

Interpersonal Factors 

cooperation .38 .19 .32 1.99 .059 
feedback/recog. -.05 .12 -.06 - .40 .691 

Personal Factors 

commitment .74 .17 .58 4.48 .000*** 
age -.05 .08 -.08 -.58 .566 

Interaction Term 
career orientation interacting with 

autonomy .00 .00 .07 .43 . 674 

Adjusted R Square .65 

n=47 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 
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Table 18 
Multiple Regression Analysis for Women 

with career orientation interacting with role clarity 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety .43 .43 .12 .98 .332 
task significance .61 .21 .30 2.90 .006** 
task identity .31 .11 .29 2 .75 . 009** 
autonomy .07 .16 .05 .41 .683 
role clarity -.11 .26 -.06 -.42 .674 

Interpersonal Factors 

cooperation .29 .15 .26 1.97 .056 
feedback/recog. .03 .11 .03 .29 .772 

Personal Factors 

commitment .57 .15 .44 3 .80 . 001*** 
age .11 .08 .13 1.30 .201 

Interaction Term 
career orientation intervening with 

role clarity 2 .88E -04 .00 -.01 -.10 . 921 

Adjusted R Square .54 

n=52 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 
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Table 19 
Multiple Regression Analysis for Men 

with career orientation interacting with role clarity 

Variable B SE B Beta T Sig T 

Job Desicrn Factors 

SKILL VAR 1 .26 .47 .36 2.70 .013* 
TASKSIG .32 .20 .20 1.59 .126 
TASKID .13 .14 -.13 -.94 .356 
AUTONOMY .14 .14 - .14 -1.01 .321 
CLARITY .63 .23 - .38 -2 .79 .010* 

Interpersonal Factors 

COOP .38 .19 .33 2 .03 .054 
FEEDBAC2 .06 .12 -.06 -.45 .655 

Personal Factors 

COMMIT .74 .16 .58 4.50 .000*** 
AGE .04 .08 -.07 -.56 .578 

Interaction Term 

COCLAR 8 . 59E--04 

O
 
o
 .05 .40 .697 

Adjusted R Square .65 

n=47 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 
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Table 2 0 
Multiple Regression Analysis for Women 

with career orientation interacting with cooperation 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety- .41 .43 .11 .94 .353 
task significance .61 .21 .30 2 .87 .007** 
task identity .32 .11 .29 ' 2 .79 .008** 
autonomy- .06 .16 .05 .38 .705 
role clarity -.14 .23 -.07 -.60 .555 

Interpersonal Level 

cooperation .29 .14 .26 2.03 .050* 
feedback/recog. .03 .11 .03 .23 .817 

Personal Level 

commitment .56 .15 .44 3 .77 .001*** 
age .10 .08 .13 1.29 .206 

Interaction Term 
career orientation interacting with 

cooperation 4.11E-04 .00 .02 .19 .850 

Adjusted R Square .54 

rsj 
Ln 
ll £| 

* Significant at the . 05 level 
** Significant at the . 01 level 
*** Significant at the . 001 level 
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Table 21 
Multiple Regression Analysis for Men 

with career orientation interacting with cooperation 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1 .25 .48 .36 2 .63 .015* 
task significance .32 .20 .20 1.62 .119 
task identity .13 .14 -.13 -.92 .368 
autonomy .14 .14 -.15 -1.02 .318 
role clarity .60 .21 -.36 -2 .83 .009** 

Interpersonal Factors 

cooperation .36 .20 .30 1.80 .085 
feedback/recog. .05 .12 -.06 -.40 .691 

Personal Factors 

commitment .74 .17 .58 4.45 .000*** 
age .04 .08 -.07 -.56 .580 

Interaction Term 
career orientation interacting with 

cooperation 6 . 95E -04 .00 .05 .41 .684 

Adjusted R Square .65 

n=47 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 
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Table 22 
Multiple Regression Analysis for Women 

with career orientation interacting with feedback/recognition 

Variable B SE B Beta T Sig T 

Job Desicrn Factors 

skill variety .41 .43 .11 .96 .343 
task significance .61 .21 .30 2.89 . 006** 
task identity .31 .11 .29 2.80 .008** 
autonomy .06 .16 .05 .40 .693 
role clarity -.13 .23 -.07 -.57 .572 

Interpersonal Factors 

cooperation .30 .15 .27 2.03 .049* 
feedback/recog. .02 .13 .02 .17 .869 

Personal Factors 

commitment .56 .15 .44 3 .73 .001*** 
age .11 .08 .13 1.30 .202 

Interaction Term 
career orientation interacting with 

feedback/recog. 2.44E-

O
 

o
 

o
 .02 .10 .919 

Adjusted R Square 

n=52 

54 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Table 23 
Multiple Regression Analysis for Men 

with career orientation interacting with feedback/recognition 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1.20 .48 .34 2 .54 .018* 
task significance .32 .20 .20 1.63 .117 
task identity -.13 .14 -.13 -.93 .362 
autonomy -.15 .14 -.15 -1.06 .302 
clarity -.60 .21 -.36 -2 .87 .009** 

Interpersonal Factors 

cooperation .39 .19 .33 2 .06 .051 
feedback/recog. -.08 .12 -.09 -.68 .502 

Personal Factors 

commitment .73 .17 .57 4.39 . 000*** 
age -.04 .08 -.07 -.54 .591 

Interaction Term 
career orientation interacting with 

feedback/recog. .00 .00 .09 .72 .480 

Adjusted R Square 

n=47 

. 66 

Significant at the .05 level 
Significant at the .01 level 
Significant at the .001 level 
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Table 24 
Multiple Regression Analysis for Women 

with career orientation interacting with commitment 

Variable B 

Job Design Factors 

skill variety .44 
task significance .61 
task identity .31 
autonomy .07 
role clarity -.10 

SE B 

.43 

.21 

.11 

.16 

.23 

Beta 

.12 

.30 

. 2 8 

.05 

.06 

1.01 
2 .89 
2 .71 
.44 

-.45 

Sig T 

.319 

. 006** 

.010** 

.665 

.658 

Interpersonal Factors 

cooperation .28 
feedback/recog. .04 

15 
11 

.25 
,04 

1.86 
.35 

.070 
,732 

Personal Factors 

commitment 
age 

.61 

.11 
19 
08 

.47 

.13 
3 .24 
1.32 

002** 
196 

Interaction Term 

career orientation interacting with 

commi. tment -.00 .00 
-.05 -.33 740 

Adjusted R Square 

n=52 

54 

* Significant at the 
** Significant at the 
*** Significant at the 

05 level 
01 level 
001 level 
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Table 2 5 
Multiple Regression Analysis for Men 

with career orientation interacting with commitment 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety 1.23 .47 .35 2 .62 .015* 
task significance .31 .20 .20 1 .57 .130 
task identity -.13 .14 -.13 - .96 .347 
autonomy -.15 .14 -.15 -1 .05 .306 
role clarity -.59 .21 -.35 -2 .81 .010** 

Interpersonal Factors 

cooperation .37 .19 .32 1 .97 .061 
feedback/recog. -.05 .12 -.06 - .41 .684 

Personal Factors 

commitment .69 .19 .54 3 .65 .001** 
age -.04 .08 -.07 - .55 .588 

Interaction Term 
career orientation interacting with 

commitment .00 .00 .09 .61 .549 

Adjusted R Square .66 

n=47 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the . 001 level 
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Table 2 6 
Multiple Regression Analysis for Women 

with career orientation interacting with age 

Variable B SE B Beta T Sig T 

Job Design Factors 

skill variety .42 .44 .12 .96 .342 
task significance .61 .21 .30 2 .89 .006** 
task identity .31 .11 .29 2 .77 .008** 
autonomy .07 .16 .05 .40 .689 
role clarity -.13 .23 -.07 - .54 .591 

Interpersonal Factors 

cooperation .30 .15 .27 1.99 .053 
feedback/recog. .03 .11 .03 .28 .782 

Personal Factors 

commitment .57 .15 .44 3 .78 .001*** 
age .11 .09 .13 1.13 .265 

Interaction Term 
career orientation interacting with 

age 1.3 0E' -05 O
 
o
 O

 
O
 1 O

 
j~u

 

.993 

Adjusted R Square .54 

n=52 

* Significant at the . 05 level 
** Significant at the .01 level 
*** Significant at the .001 level 



Table 27 
Multiple Regression Analysis for Men 

with career orientation interacting with age 

120 

Variable B SE B Beta T Sig T 

Job Desicrn Factors 

skill variety 1.27 .47 .36 2 .72 .012* 
task significance .31 .20 .20 1 .53 .140 
task identity -.13 .14 -.13 - .92 .368 
autonomy -.14 .14 -.14 -1 .00 .326 
role clarity -.59 .21 -.35 -2 .81 .010** 

Interpersonal Factors 

cooperation .38 .19 .32 1 .99 .058 
feedback/recog. -.06 .12 -.06 .45 .656 

Personal Factors 

commitment .74 .17 .58 4 .50 .000*** 
age -.05 .08 -.09 — .64 .531 

Interaction Term 
career orientation interacting with 
age 3.99E-04 .00 .04 .36 .720 

Adjusted R Square 

n=47 

.65 

* Significant at the .05 level 
** Significant at the .01 level 
*** Significant at the .001 level 



BIBLIOGRAPHY 

Abdel-Halim, A.A. (1969). Effects of role stress-job 
design-technology interaction on employee work 
satisfaction. Academy of Management Journal, 24, 2_, 
260-273. 

Abdel-Halim, A.A. (1982). Social support and managerial 
affective responses to job stress. Journal of 
Occupational Behavior, 3., 4., 281-295. 

Acker, J. & Van Houten, D.R. (1991). Differential 
recruitment and control: The sex structuring of 
organizations. Administrative Science Quarterly, 19, 
2, 15-30. 

Agassi, J. B. (1982) . Comparing the work attitudes of 
women and men. Lexington, MA: Lexington Books. 

Agho, A.0., Mueller, C.W. and Price, J.L. (1993). 
Determinants of employee job satisfaction: An 
empirical test of a causal model. Human Relations, 46, 
8, 1007-1027. 

Ahrons, C.R. (1976). Counselor's perceptions of career 
images of women. Journal of Vocational Behavior, 8_, 
197-207. 

Aldag, R. J., & Brief, A. P. (1979). Examination of a 
measure of higher-order need strength. Human Relations, 
32, 8, 705-718. 

Almquist, E.M. (1987). Labor market inequality in minority 
groups. Gender and Society, 1, i./ 400-414. 

Andersen, M.L. (1988). Thinking about women: Sociological 
perspectives on sex and gender. New York: Macmillan 
Publishing Company. 

Andrews, F., & Withey, S. (1976). Social indicators of 
wellbeing in America: The development and measurement 
of perceptual indicators. New York: Plenum, 197 6. 

Astin, H. S. (1984). The meaning of work in women's lives: 
A sociopsychological model of career choice and work 
behavior. The Counseling Psychologist, 12, 4_, 117-126. 

121 



122 

Babbie, E. (1989). The practice of social research. (5th 
ed.) Belmont, CA: Wadsworth. 

Bartol, K. (1976). Relationship of sex and professional 
training area to job orientation. Journal of Applied 
Psychology, 61, 368-370. 

Bartol, K. M., & Wortman, M. S. (1976) . Sex effects in 
leader behavior self-descriptions and job satisfaction. 
Journal of Psychology, 94, 177-183. 

Bateman, T.S. & Strasser, S. (1984). A longitudinal 
analysis of the antecedents of organizational 
commitment. Academy of Management Journal, 27, 95-112. 

Becker, G. S. (1985). Human capital, effort, and the sexual 
division of labor. Journal of Labor Economics, 3_, s33-
s58 . 

Becker, H. S. (1960). Notes on the concept of commitment. 
American Journal of Sociology, 66, 32-40. 

Beehr, T.A. (1976). Perceived situational moderators of the 
relationship between subjective role ambiguity and role 
strain. Journal of Applied Psychology, 61, 35-40. 

Berger, P. & Luckmann, T. (1967) . The social construction 
of reality: A treatise in the sociology of knowledge. 
New York: Anchor Books. 

Bernard, J. (1987). The female world from a global 
perspective. Bloomington: Indiana University Press. 

Berry, W.D. & Feldman, S. (1985). Multiple regression in 
practice. Beverly Hills: Sage Publications. 

Bielby, D. D. (1978). Career sex-atypicality and career 
involvement of college educated women: Baseline 
evidence for the 1960s. Sociology of Education, 51, 7-
2 8 . 

Bielby, D. D., & Bielby, W. T. (1984). Work commitment, sex 
role attitudes, and women's employment. American 
Sociological Review, 49, 234-247. 

Blau, F.D. & Winkler, A.E. 1989. "Women in the Labor 
Force: An Overview," in J. Freeman (Ed.), Women: A 
feminist perspective (pp. 265-286). Mountain View, CA: 
Mayfield Publishing Co. 



123 

Blau, G. (1981). An empirical investigation of job stress, 
social support, service length, and job strain. 
Organizational Behavior and Human Performance, 27, 279-
302 . 

Blauner, R. Alienation and Freedom. Chicago: University 
of Chicago Press, 1964. 

Blegen, M.A. (1993). Nurses' job satisfaction: A meta-
analysis of related variables. Nursing-Research 42, .1, 
36-41. 

Blumberg, R.L. (1984). A general theory of gender 
stratification. In R. Collins (Ed.), Sociological 
theory, (pp. 252-270). San Francisco: Jossey-Bass. 

Brief, A. P., & Aldag, R. J. (1975). Male-female 
differences in occupational values within majority 
groups. Journal of Vocational Behavior, 6., 305-314. 

Brief, A. P., & Oliver, R. L. (1976). Male-female 
differences in work attitudes among retail sales 
managers. Journal of Applied Psychology, 61, 526-528. 

Brooke, P.P. & Price, J.L. (1989). The determinants of 
employee absenteeism. An empirical test of a causal 
model. Journal of Occupational Psychology, 62, 1-19. 

Burstein, M., Tienhaara, N., Hewson, P., & Warrander, B. 
(1975) . Canadian work values. Ottawa: Manpower and 
Immigration (Information Canada). 

Campbell, A., Converse, P., & Rodgers, W. (1976). The 
quality of American life. New York: Russell Sage. 

Caplan, R. D., S. Cobb, J. R. French, R. V. Harrison, & S. 
R. Pinneau, Jr. (1980). Job demands and worker health: 
Main effects and occupational differences. Ann Arbor, 
MI: Institute for Social Research. 

Cassidy, M.L. & Warren, B.O. (1991). Status consistency and 
work satisfaction among professional and managerial 
women and men. Gender and Society, .5, 2_, 193-2 06. 

Chafetz, J.S. (1984). Sex and advantage: A comparative, 
macro-structural theory of sex stratification. Towota, 
NJ: Rowman and Allanheld. 



124 

Chernik, D. A. & Phelan, J. G. (1974). Attitudes of women 
in management. International Journal of Social 
Psychiatry, 20, 94-98. 

Chodorow, N. (1978). The reproduction of mothering. 
Berkeley: University of California Press. 

Church, G.J. (1993). Jobs in an age of insecurity. Time, 
November 22, 34-39. 

Chusmir, L. H. (1982) . Job commitment and the 
organizational woman. Academy of Management Review, 
7., 595-602. 

Chusmir, L. H. (1988). An integrative process model of 
organizational commitment for working women and men. 
Journal of Business and Psychology, 3., 88-104. 

Cohen, J. & Cohen, P. (1983) . Applied Multiple 
Regression/Correlation Analysis for the Behavioral 
Sciences. Hillsdale, NJ: Lawrence Erlbaum Associates, 
Publishers. 

Coser, R. L., & Rokoff, G. (1970). Women in the 
occupational world: Social disruption and conflict. 
Social Problems, 18, 635-654. 

Cummings, T.G. & Molloy, E.S. (1977). Improving 
productivity and quality of work life. New York: 
Praeger. 

Cummins, R. (1989). Locus of control and social support: 
Clarifiers of the relationship between job stress and 
job satisfaction. Journal of Applied Social 
Psychology, 19, 772-788. 

D'Arcy, C., Syrotuik, J. & Siddique, C. M. (1984). 
Perceived job attributes, job satisfaction, and 
psychological distress: A comparison of working men 
and women. Human Relations. 37, 603-611. 

Darden, W.R., Hampton, R., & Howell, R.D. (1989). Career 
versus organizational commitment: Antecedents and 
consequences of retail salespeoples' commitment. 
Journal of Retailing, 65, 1, 80-106. 

Department of Defense. (1990) . Quality and productivity 
self-assessment guide for defense organizations. 
Washington, DC: Department of Defense. 



125 

de Vaus, D. & McAllister, I. (19 91). Gender and work 
orientation: Values and satisfaction in western 
Europe. Work and Occupations, 18, _1, 72-93. 

Drory, A., & Shamir, B. (1981). Occupational tedium: 
Relationship to stress, task characteristics, support, 
and satisfaction. Paper presented at the 89th 
convention of the American Psychological Association, 
Los Angeles, CA. 

Drory, A., & Shamir, B. (1988). Effects of organizational 
and life variables on job satisfaction and burnout. 
Group and Organization Studies, 13, _4, 441-455. 

Ebeling, J., King, M., & Rogers, M. (1979). Hierarchical 
position in the work organization and job satisfaction. 
Human Relations, 321 287-293. 

Eichler, M. (1980). The double standard: A feminist 
critique of feminist social science. New York: St. 
Martin's Press. 

Einstein, A. (1934). The world as I see it. New York: 
Covici, Freide. 

Evans, M. G., Kiggundu, M. N. , & House, R. J. (1979) . A 
partial test and extension of the job characteristics 
model of motivation. Organizational Behavior and Human 
Performance, 24, 354-381. 

Feldberg, R. L., & Glenn, E. N. (1979). Male and female: 
Job versus gender models in the sociology of work. 
Social Problems, 26, 5., 524-538. 

Ferris, K. R. (1981). Organizational commitment and 
performance in a professional accounting firm. 
Accounting, Organizations and Society, _6, 317-325. 

Fisher, C., & Gitelson, R. (1983). A meta-analysis of the 
correlates of role conflict and ambiguity. Journal of 
Applied Psychology, 40, 287-322. 

Forgionne, G. A., & Peeters, V. E. (1982). Differences in 
job motivation and satisfaction among female and male 
managers. Human Relations, 35, 101-118. 

Freeman, Sue J. M. (1990). Managing lives: Corporate 
women and social change. Amherst: University of 
Massachusetts Press. 



126 

Fry, L.W. & Hellriegel, D. (1987). The role and expectancy 
participation model: An empirical assessment and 
extension. Journal of Occupational Behavior, _8, 295-
309 . 

Gaertner, F., & Gaertner, K. Satisfaction with work. 
Social Change Trend Report No. 29. Chicago: National 
Opinion Research Center. 

Georgopoulos, B., & Matejko, A. (1967). The American 
general hospital as a complex social system. Health 
Services Research, 2_, 76-112. 

Gilbert, L.A. (1984). Comments on the Meaning of work in 
women's lives. The Counseling Psychologist, 12. 4_, 
129-130. 

Glass, J. (1984). Understanding women's job satisfaction: 
Theoretical models and empirical implications. 
Presented at the annual meetings of the American 
Sociological Association, San Antonio, TX. 

Glisson, C., Sc Durick, M. (1988). Predictors of job 
satisfaction and organizational commitment in human 
service organizations. Administrative Quarterly, 33, 
61-81. 

Golembiewski, R. (1977). Testing some stereotype about the 
sexes in organizations: Differential satisfaction with 
work. Human Resource Management, 16, 30-32. 

Grandjean, B.D. & Taylor, P.A. (1980). Job satisfaction 
among female clerical workers: Status panic or the 
opportunity structure of office work. Sociology of 
Work and Occupations, ]_> 33-53. 

Hackman, J. R., & Oldham, G. R. (1975). Development of the 
job diagnostic survey. Journal of Applied Psychology, 
60 (2), 159-170. 

Hackman, J. R. & Oldham, G. (1976) . Motivation through the 
design of work: Test of a theory. Organizational 
Behavior and Human Performance, 16, 250-279. 

Hackman, J. R. & Oldham, G. (1980). Work redesign. 
Reading, MA: Addison-Wesley. 

Herman, J. B., Dunham, R.B., & Hulin, C. L. (1975). 
Organizational structure, demographic characteristics, 



127 

and employee responses. Organizational Behavior and 
Human Performance, 13, 206-232. 

Herzberg, G. F., Mausner, B., Peterson, R., & Capwell, D. 
(1957) . Job attitudes: Review of research and 
opinion. Pittsburgh: Psychological Service of 
Pittsburgh. 

Hesselbart, S. (1978). Some underemphasized issues about 
men, women and work. Presented at the annual meetings 
of the American Sociological Association, San 
Francisco. 

Hogan, E. A., & Martell, D. A. (1987). A confirmatory 
structural equations analysis of the job 
characteristics model. Organizational Behavior and 
Human Decision Processes, 39, 242-263. 

House, J.S. (1981). Work stress and social support. 
Reading, MA: Addison-Wesley. 

Hulin, C., & Smith, P. (1965). Sex differences in job 
satisfaction. Journal of Applied Psychology, 49, 209-
216. 

Hunt, J. W. &. Saul, P.N. (1975) . The relationship of age, 
tenure and job satisfaction in males and females. 
Academy of Management, 18, 690-702. 

Izraeli, D. N. (1983). Sex effects or structural effects? 
An empirical test of Kanter's theory of proportions. 
Social Forces, 62, 1_, 153-165. 

Jaccard, J., Turris, R. and Wan, C.K. (1990). Interaction 
effects in multiple regression. Newbury Park: Sage. 

Jurgensen, C. (1978). Job preferences (what makes a job 
good or bad?). Journal of Applied Psychology, 63, 267-
276 . 

Jurik, N.C. & Halemba, G.J. (1984). Gender, working 
conditions and the job satisfaction of women in a non-
traditional occupation: Female correctional officers 
in men's prisons. The Sociological Quarterly, 25, 551-
566 . 

Kalleberg, A. L. (1977). Work values and job rewards: A 
theory of job satisfaction. American Sociological 
Review, 42, 124- 143. 



128 

Kalleberg, A.L. & Loscocco, K.A. (1983). Aging, values, and 
rewards: Explaining age differences in job 
satisfaction. American Sociological Review, 48, 78-90. 

Kanter, R. M. (1976). The impact of hierarchical 
structures on the work behavior or women and men. 
Social Problems, 23, 415-430. 

Kanter, R. M. (1977). Men and Women of the Corporation. 
New York: Basic Books. 

Karasek, R.A., Triantis, K.P., & Chaudhry, S.S. (1982). 
Coworker and supervisor support as moderators of 
associations between task characteristics and mental 
strain. Journal of Occupational Behavior, 3., 181-200. 

Katz, R. (1978a). Job longevity as a situational factor in 
job satisfaction. Administrative Science Quarterly, 
23., 204-223. 

Katz, R. (1978b). The influence of job longevity on 
employee reactions to task characteristics. Human 
Relations, 3JL,8., 703-725. 

Katzell, R. A. (1979) . Changing attitudes toward work. 
Work in America. New York: Van Nostrand. 

Keith, P., & Glass, L. (1977). Sex differences in the 
perceptions of job factors. College Student Journal, 
11, 43-48. 

Kemp, N. J., & Cook, J. D. (1983). Job longevity and growth 
need strength as joint moderators of the task design-
job satisfaction relationship. Human Relations, 36, 
10, 883-898. 

Kilpatrick, F., Cummings, M., & Jennings, M. (1964). The 
image of the federal service. Washington, D.C.: 
Brookings Institute. 

King, M., Murry, M., & Atkinson, T. (1982) Background, 
personality, job characteristics, and satisfaction with 
work in a national sample. Human Relations, 35, 119-
133 . 

Komarovsky, M. (193 6) . Cultural contradictions and sex 
roles. The American Journal of Sociology, 52, 184-189. 



129 

Lambert, S. J. (1990). Processes linking work and family: 
A critical review and research agenda. Human 
Relations, 43, 239-257. 

Lambert, S. J. (1991) . The combined effects of job and 
family characteristics on the job satisfaction, job 
involvement, and intrinsic motivation of men and women 
workers. Journal of Organizational Behavior, 12, 341-
363 . 

LaRocca, J.M., House, J.S., & French, J.R.P., Jr. (1980). 
Social support, occupational stress, and health. 
Journal of Health and Social Behavior, 21, 202-218. 

Lawler III, E. E. (1986). High-involvement management. San 
Francisco: Jossey-Bass. 

Lawler III, E. E. (1973). Motivation in work organizations. 
Monterey, CA: Brooks/Cole Publishing Company. 

Lewis-Beck, M.S. (1980). Applied regression: An 
introduction. Beverly Hills: Sage Publications. 

Locke, E. A. (1969). What is job satisfaction? 
Organizational Behavior and Human Performance, 4_, 309-
336. 

Lorence, J. (1987). A test of "gender" and "job" models of 
sex differences in job involvement. Social Forces, 66, 
121-142. 

Loher, B. T., Noe, R. A., Moeller, N. L., & Fitzgerald, M. 
P. (1985). A meta-analysis of the relation of job 
characteristics to job satisfaction. Journal of 
Applied Psychology, 70, 2_, 280-289. 

Manhardt, P. J. (1969). Job orientation of male and female 
college graduates in business. Personnel Psychology, 
25, 361-368. 

Manhardt, P. J. (1972). Job orientation of male and female 
college graduates in business. Personnel Psychology, 
25, 361-368. 

Mannheim, B. (1983). Male and female industrial workers: 
Job satisfaction, work role centrality, and work place 
preference. Work and Occupations, 10, 413-436. 



130 

Manning, F.J., & Fullerton, T.D. (1988). Health and well-
being in highly cohesive units of the U.S. Army. 
Journal of Applied Social Psychology, 18, 6., 503-519. 

Martin, J.K. & Hanson, S.L. (1985) . Sex, family wage-
earning status, and satisfaction with work. Work and 
Occupations, 12, 1_, 91-109. 

Martin, J.K. & Shehan, C.L. (1989) . Education and job 
satisfaction: The influences of gender, wage-earning 
status, and job values. Work and Occupations, 16, 2_, 
184- 199. 

Martins-Crane, L. (1990) . Women in self-managed work teams. 
Unpublished masters thesis, The University of North 
Texas, Denton, TX. 

Marx, K. (1867/1967) . Capital: A critique of political 
economy, 1- New York: International Publishers. 

Matthews, S. H. (1982). Rethinking sociology through a 
feminist perspective. The American Sociologist, 17, 
29-35. 

McCarrey, M., Edwards, S., & Jones, R. (1977) . The 
influence of ethnolinguistic group membership, sex and 
position level on motivational orientation of Canadian 
Anglophone and Francophone employees. Canadian Journal 
of Behavioral Science, 9., 274-282. 

McGee, G., Sc Ford, R. C. (1987). Two (or more) dimensions 
of organizational commitment: Reexamination of the 
affective and continuance commitment scales. Journal 
of Applied Psychology, 72,(4), 638-642. 

Mcintosh, Peggy. (1983). Interactive phases of curricular 
re-vision: A feminist perspective. Wellesley, MA: 
Wellesley College Center for Research on Women, 
Working Paper No. 124. 

McNeely, R. L. (1986). Gender and job satisfaction: 
Similarities and differences in a comprehensive human 
services department. Journal of Mental Health 
Administration, 13., 27-33. 

Melamed, S., Kushnir, T., & Meir, E.I. (1991) Attenuating 
the impact of job demands: Additive interactive 
effects of perceived control and social support. 
Journal of Vocational Behavior, 12, 40-53 . 



131 

Michaels, C.E., & Spector, P.E. (1982). Causes of 
employee turnover: A test of the Mobley, Griffith, 
Hand and Meglino model. Journal of Applied Psychology, 
67, 53-59. 

Miles, R.H., & Petty, M.M. (1975). Relationship between 
role clarity, need for clarity and job tension and 
satisfaction for supervisory and non-supervisory roles. 
Academy of Management Journal, 18, 877-883. 

Mills, A.J. & Tancred, P (Eds.). (1992). Gendering 
organizational analysis. Newbury Park, CA: Sage. 

Miller, J. (1980). Individual and occupational 
determinants of job satisfaction: A focus on gender 
differences. Sociology of Work and Occupations, 1_, 
337-366. 

Mobley, W.H., Horner, S.O. & Hollingsworth, A.T. (1978) 
An evaluation of precursors of hospital employee 
turnover. Journal of Applied Psychology, 63, 408-414. 

Moore, H. (1985). Job satisfaction and women's sphere of 
work. Sex Roles, 13, 663-678. 

Morse, N. C. (1953). Satisfaction in the white-collar job. 
Ann Arbor: University of Michigan Survey Research 
Center. 

Mottaz, C. (1986). Gender differences in work 
satisfaction, work-related rewards and values, and the 
determinants of work satisfaction. Human Relations, 
39, 1, 359-378. 

Mowday, R. T., Porter, L. W. & Steers, R. M. (1982) . 
Employee-organization linkages: The psychology of 
commitment, absenteeism, and turnover. New York: 
Academic Press. 

Mueller, C.W., & Price, J.L. (1990). Economic, 
psychological, and sociological determinants of 
voluntary turnover. Journal of Behavioral Economics, 
19, 321-335. 

Murray, M. & Atkinson, T. (1981). Gender differences in 
correlates of job satisfaction. Canadian Journal of 
Behavioral Science, 13, 44-52. 



132 

Neil, C. C. & Snizek, W. E. (1988). Gender as a moderator 
of job satisfaction. Work and Occupations. 15, 2201-
219 . 

Neil, C. C. & Snizek, W. E. (1987). Work values, job 
characteristics, and gender. Sociological 
Perspectives, 30, 3_, 1987. 

Nielsen, J. M., (Ed.) (1990). Feminist research methods. 
Boulder: Westview Press, Inc. 

Northcott, H.C., & Lowe, G.S. (1987). Job and gender 
influences in the subjective experience of work. 
Canadian Review of Sociology and Anthropology, 24, 117-
131. 

Norusis, M.J. (1990). SPSS/PC+ V4.0 base manual for the 
IBM PC/XT/AT and PS/2. Chicago: SPSS Inc. 

Norusis, M.J. (1988). SPSS/PC+ V2.0 base manual for the 
IBM PC/XT/AT and PS/2. Chicago: SPSS Inc. 

Oakley, A. (1974) . The sociology of housework. New York: 
JAI Press Inc. 

Ohlsen, M. M. (1968) . Vocational counseling for girls and 
women. Vocational Guidance Quarterly, 17, 125-127. 

Organ, D.W. & Konovsky, M. (1989). Cognitive versus 
affective determinants of organizational citizenship 
behavior. Journal of Applied Psychology, 74, 157-164. 

Pearson, H.M., & Kahn, S.E. (1980). Women clerical workers: 
Sex-role attitudes, and values. The Career Development 
Quarterly, March, 249-256. 

Podsakoff, P.M. & Organ, D.W. (1986). Self-reports in 
organizational research: Problems and prospects. 
Journal of Management, 12, 531-544. 

Polachek, S. W. (1975). Potential biases in measuring 
male-female discrimination. Journal of Human 
Resources, 10, 205- 229. 

Price, J.L., & Mueller, C.W. (1981). Professional 
turnover: The case of nurses. Bridgeport, CT: Luce. 

Price, J.L., & Mueller, C.W. (1986). Absenteeism and 
turnover among hospital employees. Greenwich, CT: JAI 
Press. 



133 

Psathas, G. (1968). Toward a theory of occupational choice 
for women. Sociology and Social Research, 52, 253-268. 

Quinn, R. P., & Shepard, L. (1974). The quality of 
emp1oyment survey. Ann Arbor: Institute for social 
research. 

Quinn, R. P., Staines, G., & McCullough, M. (1974) . Job 
satisfaction: Is there a trend?. Washington, D.C.: 
U.S. Department of Labor. 

Reif, W.E., Newstrom, J.W. & Monezka, R.M. (1975). 
Exploding some myths about women managers. California 
Management Review, 17, 72-79. 

Repetti, R.L., & Cosmas, K.A. (1991). The quality of the 
social environment at work and job satisfaction. 
Journal of Applied Social Psychology, 21, 10, 840-854. 

Reskin, B. F. & Roos, P.A. (1990) . Job queues, gender 
queues: Explaining women's inroads into male 
occupations. Philadelphia: Temple University Press. 

Rizzo, J.R., House, R.J. & Lirtzman, S.I. (1969). American 
Sociological Quarterly, 15, 150-163. 

Robinson, S.E., Roth, S.L., Brown, L.L. (1993). Morale and 
job satisfaction among nurses: What can hospitals do? 
Journal of Applied Social Psychology. 23, 3_, 244-251. 

Rosenbach, W.E., Dailey, R.C. & Morgan, C.P. (1979). 
Perceptions of job characteristics and affective work 
outcomes for women and men. Sex Roles, 5, 267-277. 

Ruggiere, P.J. (1991) . Organizational commitment in a self-
managing work team environment. Unpublished masters 
thesis. The University of North Texas, Denton, TX. 

Saal, F. E. (197 8). Job involvement: A multivariate 
analysis. Journal of Applied Psychology, 63, 53-61. 

Sargent, A. G. (1983) . The androgenous manager: Blending 
male and female management styles for today's 
organization. New York: AMACOM. 

Sauser, W. I. & York, C. M. (1978). Sex differences in job 
satisfaction: A re-examination. Personnel Psychology, 
31, 537-547. 



134 

Schnake, M.E. (1983). An empirical assessment of the 
effects of affective response in the measurement of 
organizational climate. Personnel Psychology, 36, 791-
798 . 

Schuler, R. (1975). Sex, organizational level, and outcome 
importance: Where the differences are. Personnel 
Psychology, 28, 365-376. 

Schuler, R.S., & Kim, U.S. (1978). Employees' expectancy 
perceptions as explanatory variables for effectiveness 
of participation in decision making. Psychological 
Reports, 43, 651-656. 

Shapiro, J., & Stern, L. Job satisfaction: Male and 
female, professional and nonprofessional workers. 
Personnel Journal, 54, 388-389. 

Skaret, D.J., & Bruning, N.S. (1986). Attitudes about the 
work group: An added moderator of the relationship 
between leader behavior and job satisfaction. Group & 
Organization Studies, 2_, 3_, 254-279. 

Smith, D. (1990). A sociology for women. In J. A. 
Sherman, & E. T. Beck (Eds.), The prism of sex: Essays 
in the sociology of knowledge. Madison: University of 
Wisconsin Press. 

Smith, P., Kendall, L., & Hulin, C. (1969). The 
measurement of satisfaction in work and retirement. 
Chicago: Rand McNally. 

Steers, R.M., & Rhodes, S.R. (1978). Major influences on 
employee attendance: A process model. Journal of 
Applied Psychology, 63, 391-407. 

Stockford, L.O., & Kunze, K.R. (1950). Psychology and the 
pay check. Personnel, 27, 129-143. 

Tresemer, D. (1975). Assumptions made about gender roles. 
In M. Millman, & R. M. Kanter (Eds.). Another voice: 
Feminist perspectives on social life and social 
science. Garden City, NY: Anchor Books. 

Turner, A. N. & Lawrence, P. R. (1965). Industrial jobs and 
the worker. Cambridge, MA: Harvard U. Press 

U. S. Department of Labor (1988) . Employment and earnings 
180 . 



135 

Vandenberg, R.B. & Lance, C.E. (19 93). Examining the causal 
order of job satisfaction and organizational 
commitment. Journal of Management, 18, 1, 155-167. 

Vroom, V. (19 64). Work and motivation. New York: Wiley. 

Weaver, C. (1974). Correlates of job satisfaction: Some 
evidence from the national surveys. Academy of 
Management Journal, 17, 373-375. 

Wells, J.A. (1982) . Objective job conditions, social 
support, and perceived stress among blue collar 
workers. Journal of Occupational Behavior, 3_, 7 9-94. 

Welsch, H. P. Sc La Van, H. (1981) . Inter-relationships 
between organizational commitment and job 
characteristics, job satisfactions, professional 
behavior, and organizational climate. Human Relations, 
34., 1079-1089. 

Wilier, D.E. & Heckathorn, D. (1980). Cumulation, 
explanation and prediction. In Freese, L. (ed.) 
Theoretical methods in sociology: Seven essays. 
Pittsburgh: University of Pittsburgh Press. 

Yeatts, D.E., Beyerlein, M., & Thibodeaux, M. (1991). Self-
managed work teams: Innovation in progress. Business 
and Economics Quarterly, 3_, 4_, 2-6. 

Zalesny, M.D., Farace, R.V., & Kurchner-Hawkins, R. (1985). 
Determinants of employee work perceptions and 
attitudes: Perceived work environment and 
organizational level. Environment and Behavior, 17, 
567-592 . 


