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Why do employees vote for or against union represen-

tation? A survey of the scholarly literature and an 

investigation of National Labor Relations Board sponsored 

elections among Southern industrial workers were conducted 

to help answer this question. Four hypotheses were pro-

posed to reveal the most important factors. 

The first hypothesis was that low job satisfaction 

encourages employees to vote for union representation. 

Getman, Goldberg, and Herman found correlations of -0.58 

and -0.57 between voting for union representation and 

overall job satisfaction. In another study, the corre-

lations they found between voting for the union and 

satisfaction were: -0.53 for working conditions, -0.42 

for job security, -0.40 for wages, and -0.14 for the work 

itself. Kay H. Smith's study produced a -0.26 correlation 

between satisfaction measures and attitudes toward unions. 

The strongest indicator in the field research was a 0.67 

multiple correlation between job satisfaction scores on 

the Job Descriptive Index and the decision to vote against 

union representation. The product-moment correlations with 

against voting were: 0.61 for satisfaction with supervision, 
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0.50 for satisfaction with pay, 0.47 for satisfaction with 

opportunities for promotion, and 0.31 for satisfaction with 

work on the present job. There were significant differences 

at the 0.01 level between the mean satisfaction scores of 

"for" and "against" voters on these four aspects of the 

jobs. 

The second hypothesis was that employees' perception 

of wages and other economic benefits influence employees' 

attitudes toward unions. The most popular reason for voting 

for the union in a study done by the San Fernando Valley 

State Political Science Department and the field research 

study was "to obtain better pay." The second most popular 

reason in the San Fernando Study was "to obtain better 

fringe benefits." This placed third in the field research. 

The second most popular reason for voting against the union 

in the San Fernando Study was "because the union is not 

needed since good benefits are already provided." It was 

the most highly chosen response in the field research. 

The third hypothesis was that employees' perceptions 

of management policies and rules affecting working condition 

will influence employees' attitudes toward unions. A 

variety of data illustrated this relationship. In a study 

by J.D. Dunn, 98 per cent of the respondents indicated that 

employees joined the union to obtain a "chance to have a 

voice in determining working conditions." The second most 

popular reason for voting for the union in the field re-

search was "because the company failed to communicate 



truthfully with employees." The third most frequently chosen 

reason for voting for the union in the San Fernando Study 

was that "they can ensure fairness in promotion, fair pay 

for work performed, seniority rights, etc." 

Demographic and social characteristics provided a fair 

description of union prone employees as hypothesized. The 

general pattern established in prior studies continued to 

show. The group of employees voting for union representation 

had a higher percentage of prior union members, less skilled, 

female, unmarried, and minority racial group employees. The 

group voting for the union also had a lower mean number of 

years of education, number of children, and pay. They were 

also older. 

No universally applicable laws were developed by the 

dissertation study. Although the hypotheses were supported, 

the response rate was very low in the field research study 

of sensitive issues. The field research did provide addi-

tional empirical evidence to support most of the previous 

research studies concerning union representation election 

voting behavior. 
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CHAPTER I 

PROBLEM STATEMENT AND SCOPE OF THE STUDY 

The Problem 

Why do employees vote for or against union represen-

tation? A search of the scholarly literature and an 

investigation of National Labor Relations Board sponsored 

elections possibly helped answer this perplexing question. 

Many writers have speculated about the answer to the question, 

and they have ventured opinions based on logic. Some 

theories based on personal observations have been proposed. 

A few field research studies by social scientists have been 

conducted to try to find the answer. Replacement of arm-

chair philosophy with empirical observation would be 

invaluable to management, unions, and professional manage-

ment education. 

Determination of why employees vote for union repre-

sentation and which employee groups are more susceptible to 

organizing efforts obviously would provide businessmen and 

union organizers valuable information for unionization cam-

paigns and for collective bargaining. Management could use 

the information to find and then eliminate the types of job 

dissatisfaction which eventually cause employees to vote 



for union representation. Union organizers could use the 

information in an organization campaign to know what issues 

to stress and to know to which employee groups to appeal. 

Both management and the union could use the information in 

collective bargaining to determine which disputes are impor-

tant for them to win. Professional management educators 

could also use the information to prepare students for 

successful business careers. 

Hypotheses 

Four hypotheses were proposed to help determine why 

employees vote for or against union representation. The 

hypotheses were the following. 

1. Low job satisfaction encourages employees to vote 

for union representation. 

2. Employees' perceptions of wages and other economic 

benefits influence employees' attitudes toward 

voting for union representation. 

3. Employees' perceptions of management policies and 

rules affecting working conditions influence 

employees' attitudes toward voting for union repre-

sentation . 

4. Certain demographic and social characteristics tend 

to be present among employees with similar attitudes 

toward voting for union representation. 

Prior research findings in the area of study led to 

compilation of these hypotheses, but no single issue 



predominated the prior studies. Low job satisfaction was 

suggested by the following studies as a factor in employees' 

decisions concerning how to vote in a union representation 

election. Getman, Goldberg, and Herman found correlations 

of -0.58 and -0.57 between job satisfaction scores and 

voting for the union in elections among employees of a large 

discount department store chain and a manufacturing firm in 

the Midwest.^ In more extensive studies, they later found 

voting for the union correlated with certain distinguishable 

aspects of the job. These correlations were -0.53 with 

working conditions, -0.42 with job security, -0.40 with 

wages, and -0.14 with the work itself.^ 

Employees' perceptions of wages and other economic 

benefits were shown as influences on employees' attitudes 

toward unions by the following studies. The San Fernando 

State College Political Science Department found in a sur-

vey of voters in union elections in California that people 

thought the most important reason to vote for union 

-'-Julius G. Getman, Stephen B. Goldberg, and Jeanne B. 
Herman, "The National Labor Relations Board Voting Study: 
A Preliminary Report," The Journal of Legal Studies, I 
(June, 1972), 238-239. 

2 
Julius G. Getman, Stephen B. Goldberg, and Jeanne B. 

Herman, Union Representation Elections: Law and Reality 
(New York^ 3T976) , p~! 57. 



representation was to ensure better pay and job security.^ 

The second most important reason was for improved fringe 

benefits.4 Dunn's interviews of employees, personnel ad-

ministrators, and union leaders in the South found that 95 

per cent of the respondents believed that low pay prompted 

employees to join a union.^ The San Fernando Study showed 

the second most important reason for voting against the 
£ 

union was because good benefits were already provided. 

Numerous other findings revealed that attitudes toward 

unions were affected by employees' perceptions of management 

policies and rules. The San Fernando Study suggested that 

dissatisfaction with supervision was related to employees' 

selection of union representation. Their third most fre-

quently chosen response dealt with functions that are 

related to the exercise of power by a supervisor such as 

•̂ San Fernando State College Political Science Depart-
ment Research Analysts, "A Survey of Voters in National 
Labor Relations Board Elections," paper presented to the 
Conference of Affiliated Unions, Co-Sponsored by the Los 
Angeles County Federation of Labor and the Los Angeles, 
Orange Counties Organizing Committee, AFL-CIO, Spring, 1968, 
pp. 32-33. [Results briefly reported by William L. Kircker, 
"Yardstick for More Effective Organizing," The American 
Federationist, LXXVI (March, 1969), 21-23.] 

4Ibid., p. 22. 

^J.D. Dunn, "Office and Clerical Industrial Relations 
in Manufacturing in the Deep South," unpublished doctoral 
dissertation, Department of Management, University of Ala-
bama, University, Alabama, 1961, p. 213. 

^San Fernando State College Political Science Depart-
ment Research Analysts, OID. cit. , p. 33. 



fairness in promotion, fair pay, and seniority rights.'7 

According to Dunn many of the reasons employees joined the 

union were related to supervision. The strongest of these 

charges was that supervision played favorites, and this was 
O 

expressed by 60 per cent of the respondents. Stampolis 

found an inverse relationship between employees' attitudes 

about foremen or management and attitudes about the desir-

ability of unionization in a survey of production employees 

of an automotive parts manufacturing company in Ohio.9 

Concern for fairness in promotion was included in the third 

most frequently projected reason for employees voting for 

unions in the San Fernando Study. The Dunn Study revealed 

that 50 per cent of the respondents considered the fact that 

promotion was blocked to be an important condition prompting 

employees to vote for a union.-'--'- Getman, Goldberg, and 

Herman found a -0.14 correlation between voting for the 
1 9 

union and satisfaction with the job itself. 

7Ibid., p. 22. 

^Dunn, oj). cit. , p. 213. 
Q 
7Anthony Stampolis, Employees' Attitude Toward Union-

ization, Management, and Factory Conditions: A Survey Case 
Study ("Atlanta, 1958), p. 43. 

-^San Fernando State College Political Science Depart-
ment Research Analysts, ojd. cit. , p. 22. 

-'--'-Dunn, o£. cit. , p. 213. 

1 ) 
•^Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 57. 



Certain demographic and social characteristics also 

appeared to be present among employees with similar atti-

tudes toward unionization. The San Fernando Study found 

the employee voting for union representation more likely 

to be a prior union member, less skilled, and older. 

Getman, Goldberg, and Herman found a slight negative rela-

tionship between voting for the union and the workers' wage 

rate, age, and length of employment.^ Baldwin's Study 

added the less educated group to those most likely to vote 

for the union.15 Baldwin found that 3 per cent more un-

married employees voted for the union.^ Tannenbaum and 

Kahn discovered that the most active union members were 

more often than not migrants from another state.^ Tannen-

baum and Kahn also found the most active members to be city 

1 8 

reared. The San Fernando Study showed that the percentage 

of female employees voting for union representation was 
13San Fernando State College Political Science Depart-

ment Research Analysts, o£. cit. , pp. 10-11. 

"^Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 67. 

15Baldwin, Lee E., "Why Vote for Union Representation?" 
unpublished research paper, Department of Personnel, Indus-
trial Relations and Law, North Texas State University, 
Denton, Texas, 1972, p. 1. 

16Ibid. 

17Arnold S. Tannenbaum and Robert L. Kahn, Participation 
in Union Locals (Evanston, Illinois, 1958), p. 113. 

18 Ibid., p. 115 



greater than the percentage of males voting for the union.^ 

Getman, Goldberg, and Herman found a positive relationship 

between voting for the union and being a member of a minor-

20 

ity race. The variable of religious preference could be 

another possible differentiating factor. No research was 

found to support this idea. Rose's Study indicated unions 

win a higher percentage of the elections in small plants.21 

Imberman pointed out that multiplant companies have won only 

29 per cent of their elections while single plant companies 

won 53 per c e n t . 2 2 Rose found the highest percentage of 

union victories in elections held in some non-metropolitan 
9 ^ 

areas. Imberman showed that election success varied 

between different industries with the union winning 60 per 

cent of the elections in the primary metal industries and 

only 46 per cent of the elections in the electrical machinery 

industry.2^ Czarnecki's Study disclosed the following 
•^San Fernando State College Political Science Depart-

ment Research Analysts, 0£. cit., p. 9. 
20 
Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 67. 

21Joseph B. Rose, "What Factors Influence Union Repre-
sentation Elections?" Monthly Labor Review, VC (October, 1972), 
49. 

9 9 
A.A. Imberman, "Why Do They Go Union?" Industry Week, 

CLXVII (November 23, 1970), 50. 

23Rose, o|>. cit., p. 51. 

^Imberman, o£. cit., p. 47. 
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results. The union won only 44.3 per cent of the elections 

in which the employees participated in a profit sharing 

plan, and they won 59.8 per cent of the other elections.^ 

Procedures 

Precise measurement of employees' attitudes toward 

unions was obviously a difficult task because of employees' 

fear that revealing a pro-union attitude might cost them 

their jobs. Every available piece of scholarly information 

on the subject was drawn together to test the hypotheses. 

A composite of the findings and analyses of the most know-

ledgeable people in the field is the most likely source of 

an insight into the motivations of employees during one of 

the critical times during their work life. The paramount 

tests of the hypotheses were against the findings of all of 

the recent research studies that pertain to the subject. 

A field research study was also undertaken to measure 

employees' job satisfaction, demographic and social charac-

teristics, and conscious motivation during union repre-

sentation elections. Much of the prior research was used 

to develop a questionnaire to retest prior findings and to 

seek new information on relationships that relate to the 

hypotheses. It was hoped that the field research would 

25 
Edgar R. Czarnecki, "Effect of Profit-Sharing Plans 

on Union Organizing Efforts," Personnel Journal, IL (Septem-
ber, 1970), 767. 



strengthen the prior findings, but at least, it should 

generally confirm them and illustrate the continuing prob-

lems to be resolved in future research. Valid empirical 

evidence of employees' attitudes toward unions was very 

difficult to obtain. The difficulties and deficiencies of 

the field research study provided clues for evaluation 

of the quality of the studies included in the literature 

survey. Illustration of potential deficiencies should have 

improved the evaluation of research methodology and data 

interpretation in research studies. 

The field research was conducted among Southern 

industrial workers in Texas and Alabama. The research 

questionnaire, an explanatory cover letter, and a business 

reply envelope were sent to each employee in selected 

groups which voted in National Labor Relations Board spon-

sored union representation elections during the prior six 

months. All of the included elections had occurred since 

Feburary 1, 1973. The employees' names and addresses were 

obtained from State Industrial Union Department Coordi-

nators for the AFL-CIO or from the local unions. A 

follow-up letter, an approval letter from the union, another 

copy of the research questionnaire, and a business reply 

envelope were sent to employees who had not returned the 

original questionnaire within thirty days. The original 

respondents were identified by tiny pin holes in the 

business reply envelope. An additional procedure was 
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used to check the accuracy of the responding sample in one 

case. After the mail questionnaires were returned, employees 

who did not respond were personally contacted and asked to 

complete a questionnaire. The returned mail questionnaires 

were then statistically compared with the total group results 

including the personal interview respondents. Also, the 

original mail responses were compared with the total group 

results. 

Organization of Succeeding Chapters 

The detailed methods used in developing the research 

questionnaire and testing the hypotheses will be revealed 

in Chapter II. A survey of the scholarly literature will 

be presented in Chapter III. All available recent research 

concerning factors affecting employees' choices in union 

representation elections will be reported. Chapter IV will 

present the field research data obtained from the study of 

Southern industrial workers in Texas and Alabama. Chapters 

V, VI, VII, and VIII will present the information from the 

literature research and field research on the hypotheses, 

and it will be determined if the hypotheses have been 

supported. Finally, Chapter IX will provide a brief summary 

of the research to evaluate the hypotheses and to suggest 

practical applications. 



CHAPTER II 

METHODOLOGY 

Literature Research 

An exhaustive survey of the scholarly literature was 

done to find all of the recent research studies that 

relate to the question of why employees vote for or against 

union ret>resentation. The key ideas in the hypotheses were, 

of course, researched, and studies that report on issues 

tested in the field research were fully treated. 

Questionnaire Construction 

The questionnaire was developed as a composite measure 

of all of the factors which prior research had shown to be 

relevant to behavior in union representation elections. The 

questionnaire contained the data needed to test the hypothe-

ses. The source of all listed factors are given in the 

following paragraphs, but detailed descriptions and evalu-

ations of the quality of the sources will be presented later 

in Chapter III. The first set of questions asked why the 

employee voted for or against the union. The most commonly 

given reasons from prior research were supplied in random 

order as suggestions. The employees were asked to indicate 

the first, second, and third most important reasons why they 

voted for or against union representaiton. Most of these 

11 
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reasons came from the San Fernando State College Political 

Science Department's survey of voters in National Labor 

Relations Board elections in Los Angeles and Orange Counties, 

California in 1966 and 1967."̂ " This is the most complete 

descriptive study of voting behavior that has been done. 

Demographic and social characteristics were included 

next. Again the San Fernando State College Study was an 

excellent source of characteristics which had differentiated 

pro-union from pro-management employees. Age, skill, edu-

cation, years of service, prior union membership, and marital 

status were the suggested differentiating factors. A study 

by Getman, Goldberg, and Herman included the factors of sex, 

age, marital status, race, education, prior union membership, 

2 

length of employment, and pay rate. A study by McKersie 

and Brown added the differentiating factor of the number of 
3 

dependents. Tannenbaum and Kahn suggested the factors of 

being city reared and migrating from another state.^ A 

study by Joseph B. Rose indicated that plant size, location, 

and multiplant companies were related to union success in 

•*-San Fernando State College Political Science Depart-
ment Research Analysts, 0£. cit., pp. 21-23. 

2 
Getman, Goldberg, and Herman, "The National Labor 

Relations Board Voting Study: A Preliminary Report," p. 235. 
O 
Robert B. McKersie and Montague Brown, "Nonprofessional 

Hospital Workers and A Union Organizing Drive," The Quarterly 
Journal of Economics, LXXVII (August, 1963), 382. 

4 
Tannenbaum and Kahn, ojd. cit. , pp. 113 & 115. 
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representation elections.^ A. A. Imberman found that election 

success varied with the industry involved.6 The presence of 

a profit sharing plan was found by Edgar R. Czarnecki to be 

a factor in union representation elections.'7 

Two tests of job satisfaction were used. The Job 

Descriptive Index was used as the main measure of job satis-

faction. It supplied an evaluation of satisfaction with 

five important, distinguishable aspects of a job. These were 

the type of work, the pay, the opportunities for promotion, 

the supervision, and the co-workers on the job. The second 

test was a direct question about the employee's satisfaction. 

The JDI was chosen because of its pre-testing and validation 

by more extensive research than any other job satisfaction 

test instrument. In his book Work and Motivation, Victor H. 

Vroom stated that, "Smith and her associates have recently 

completed an impressive program of research on the measure-

ment of job satisfaction. The product of this research, an 

instrument called the Job Descriptive Index, is without doubt 

the most carefully constructed measure of job satisfaction in 

existence today." In discussing job satisfaction, Dunn and 

Stephens said, "First of all, it should be pointed out that 

^Rose, o£. cit., p. 49. 
£ 

Imberman, o£. cit., p. 50. 

^Czarnecki, o£. cit., p. 767. 

^Victor H. Vroom, Work and Motivation (New York, 1964), 
p. 100. 
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over the years instruments for measuring job satisfaction 

have been lacking in many respects, and only in recent years 

have scientifically tested instruments become readily avail-

able. The Job Descriptive Index seems to have overcome 

almost all the prominent weaknesses displayed in past instru-

ments. It is the end result of a most intensive effort that 

has been made to construct an instrument that will meet the 

test of validity. The appearance of great simplicity decep-

tively belies the scientific work conducted in the design 

and use of the JDI over a ten-year period beginning in 
g 

1959." Martin G. Evans helped establish the Job Descriptive 

Index by finding convergent and discriminant validities when 

testing it against the goal-attainment component of Porter's 

need-satisfaction measure.10 Gillet and Schwab found statis-

tically significant convergent and discriminant validities 

when comparing the Job Descriptive Index and the Minnesota 

Satisfaction Questionnaire.11 In discussing the lack of 

high relationships between many prior ad hoc measures of job 

satisfaction, they said that these two instruments were of 

^J.D. Dunn and Elvis C. Stephens, Management of Personnel 
Manpower Management and Organizational Behavior (New York. 
1972), p.~ZTT 

10Martin G. Evans, "Convergent and Discriminant Validities 
Between the Cornell Job Descriptive Index and a Measure of 
Goal Attainment," Journal of Applied Psychology, LIII (April, 
1969), 102. ^ 

"'""'"Bernard Gillet and Donald P. Schwab, "Convergent and 
Discriminant Validities of Corresponding Job Descriptive Index 
and Minnesota Satisfaction Questionnaire Scales," Journal of 
Applied Psychology, LX (June, 1975), 313. 
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particular interest because of their careful development and 

extensive use in the field. The authors of the JDI readily 

12 

admitted that it had some limitations. The five distinguish-

able aspect factors do not completely specify the general 

construct of job satisfaction. They eliminated less important 

factors dealing with general company policies, general satis-

faction or morale, and general satisfaction with the company 

as a place to work. There was no substantial published scholar-

ly criticism of the Job Description Index that could be found. 

Based on all of the above factors, it appeared to be the most 

accurate job satisfaction measuring device available. 

It has not been universally acknowledged that job satis-

faction can be adequately measured. James 0'Toole very 

graphically represented this point of view with the statement, 

"There is no index of 'healthy' or 'unhealthy' job satis-

faction as reliable as the 98.6 on a thermometer.""^ A 

U.S. Department of Labor monograph summarized many of the 

prior problems with the statement that, "Virtually all of 

the thousands of earlier measurement of job satisfation 

have been circumscribed by their application to very unique 

populations of workers or by the tendency of most investi-

gators to develop their own job satisfaction measures. The 

numbers of measures that have been used repeatedly and that 

12smith, Kendall and Hulin, op. cit., p. 30. 
13 
James 0'Toole, editor, Work and the Quality of Life 

Resource Papers for Work in America (Cambridge, Massachusetts. 
1974), p. 4̂  
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have even modestly respectable credentials is small. 

There has been some question about whether job satisfaction 

should be conceived of in terms of a worker1s evaluation of 

specific facets of the job or of a worker's general affective 

reaction to the entire job. A 0.46 correlation was found in 

1969 between measures of job satisfaction using the two 

methods in the same survey.15 The developers of the JDI 

criticized global measures of job satisfaction because they 

present an employee with the difficult problem of weighing 

various job satisfaction factors. In spite of this criti-

cism, it seemed important to obtain a summary measure of the 

employee's total attitude toward his job which included all 

influencing factors. A direct question to measure overall 

job satisfaction was, therefore, included. In the analysis 

of the JDI scores, the scores on the various facets of job 

satisfaction were combined with a multiple correlation 

calculation. 

Closely akin to the problem of job satisfaction measure-

ment is the problem of defining the term. Charles N. Weaver 

pointed out that, "There is frequent lack of agreement on 

^U.S. Department of Labor, Job Satisfaction: Is There 
a Trend? Manpower Research Monograph No. 315 (Washington^ DTC., 
T974) , p . T. 

15Robert P. Quinn and Linda J. Shephard, The 1972-73 
Quality of Employment Survey (Ann Arbor, Michigan, 1974), 
p. 50. 
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the meaning and measurement of job satisfaction itself.""^ 

In a review of nine previously used definitions, Wanons and 

Lawler said, "All the operational definitions of job satis-

faction do not yield empirically comparable measures of 

satisfaction.""^ As job satisfaction measurement has improved, 

definition of the term has been more uniformly accepted. 

Developers of the JDI technically defined job satisfaction 

as an employee's "affective response to distinguishable 

aspects of the job, evaluated in relation to appropriate 

1 8 
frames of reference." This is close to Vroom's definition 

of job satisfaction as "affective orientations on the part 

of individuals toward work roles which they are presently 

19 

occupying." Dunn and Stephens simplified the definition 

by saying that, "Job satisfaction is the feeling(s) that 
Of) 

an employee has about his job." The phenomenon that we 

are evaluating is this one whose definition is commonly 

accepted in current management literature. 
-^Charles N. Weaver, "Correlates of Job Satisfaction, 

Some Evidence from the National Surveys," Academy of Manage-
ment Journal, XVII (June, 1974), 373. 

^John P. Wanons and Edward E. Lawler, III, "Measure-
ment and Meaning of Job Satisfaction," Journal of Applied 
Psychology, LVI (April, 1972), 95. 

18 
Patricia Cain Smith, Lorne M. Kendall and Charles L. 

Hulin, The Measurement of Satisfaction in Work and Retire-
ment (Chicago, 1969), p. 87. 

19 
Vroom, o£. cit., p. 99. 

20 
Dunn and Stephens, o£. cit., p. 26. 
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Analysis 

Every pertinent analysis technique was used to eval-

uate the field research data. The job satisfaction scores 

of the group voting for union representation were compared 

with the scores of the group voting against union represen-

tation. Figures 1 graphically illustrates this. A multiple 

correlation was used to combine the effects of job satis-

faction with the various aspects of the job and to compare 

it with the voters' decisions about whether or not to vote 

for a union. A correlation shows the mathematical relation-

ship between the variables of job satisfaction and union 

representation election voting. It does not provide proof 

of the existence of a causal relationship between the vari-

ables. A product-moment correlation coefficient was 

determined with a computer to show the relationship of satis-

faction with each distingusihable aspect of the job with the 

decision to vote against union representation. The product-

moment correlation coefficient, which is the conventional 

correlation measurement, was used as a screening device. 

It was determined which factors should be manually checked 

with a more appropriate nonparametric statistical measurement 

for correlating nominal classified data called a contingency 

coefficient. A stepwise regression was also performed with 

a computer to show the order of importance of the factors. 

A comparison of the difference in mean scores on each section 

of the JDI between for and against voters was evaluated 
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with a t-test of the difference between independent means. 

A nonparametric chi-square test of the significance of differ-

ence between the means of the groups was also done. The 

single question which asks if the employees are generally 

satisfied or dissatisfied with their jobs was evaluated 

in a similar manner. A product-moment correlation and a test 

of the significance of the difference between the percentages 

answering each way was calculated. These results were 

confirmed with the nonparametric contingency coefficient 

and chi-square test of significant difference. 

Reasons selected or supplied by employees for voting 

for or against union representation were tabulated. Then 

it was determined what percentage of the total first, 

second, and third place votes went to each reason. Tests 

of the difference between the percentages of the total votes 

received was done to see if the differences were statis-

tically significant. 

Demographic and social characteristics profiles were 

developed by addition and/or averaging to describe both for 

and against voters. Percentage comparisons using a differ-

ence between the percentages test were made between the 

two groups on characteristics such as prior union membership, 

skill level, sex, marital status, race, religious preference, 

and area of the nation where reared. A test of the differ-

ence in the means between for and against voters were made 

on characteristics such as seniority, education, pay, age, 
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number of children, and size of the city where reared. A 

product-moment correlation was determined between union 

voting behavior and characteristics which appeared to differ-

entiate pro-union and pro-management employees to further 

test the relationship. A stepwise regression was also 

done to show which demographic and social factors were the 

most important in predicting election behavior. This tech-

nique helped to differentiate the effect of individual 

variables which have a contaminating effect on each other. 

Enough data was not available to do a percentage comparison 

study of pro-union voting as planned to see if there is any 

influence from the size of the plant, the size of the parent 

company, the county where employed, the type of industry, 

and the presence of a profit sharing plan. 



CHAPTER III 

LITERATURE SURVEY 

Chapter Introduction 

Scholarly literature reports some recent research 

studies which deal directly with factors affecting employees' 

choices in union representation elections. Other related 

studies are not specifically relevant to evaluation of the 

hypotheses, but they contribute to an understanding of the 

subject matter and suggest possible factors to consider in 

future research. This chapter includes a discussion of the 

issues, methods, and conclusions of all available recent 

research concerning factors affecting employees' choices in 

union representation elections. Substantive details of the 

studies which deal directly with the hypotheses are pre-

sented in the later chapters which evaluate the hypotheses. 

The related information which does not directly deal with 

the hypotheses is included in this chapter. 

Job Satisfaction and Union 
Representation Votes 

Employees with high job satisfaction tend to vote 

against union representation. When votes for unions were 

represented by high scores, high negative correlations were 

22 
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found between employees' voting responses and overall job 

satisfaction scores obtained before the election by Getman, 

Goldberg, and Herman.^ The first election was among em-

ployees of a large discount department store chain in two 

stores located in a medium size Midwestern city. The second 

election involved employees of a manufacturing firm in 

Chicago. In each case two personal interviews were conducted 

with randomly selected samples of employees. The sample size 

was forty-six in the department store election, and it was 

sixty-four in the manufacturing firm election. The refusal 

rate overall was 9.5 per cent for the interviews before the 

elections. The refusal rate was 3 per cent for the interviews 

after the elections. A possible weakness in these studies 

was the test of job satisfaction that was used. A Job Satis-

faction Index \\ras obtained by asking each employee to indicate 

whether they were satisfied or dissatisfied with eight aspects 

of their job. These aspects were wages, hours, type of work, 

job security, fringe benefits, treatment by management, 

recognition of good work, and the company's efficiency. 

Getman, Goldberg, and Herman did another more extensive 

study of elections in the urban areas of Chicago and Gary 

and in the rural parts of Kentucky, Missouri, southern 

"'"Getman, Goldberg, and Herman, "The National Labor 
Relations Board Voting Study: A Preliminary Re-port," 
pp. 238-239. 
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O 

Illinois, and Indiana with a total sample size of 1163. 

They found that the individual satisfaction items correlating 

most highly with the votes for the union were satisfaction 

with working conditions, job security, and wages. The only 

satisfaction item not strongly correlated with the votes was 

satisfaction with the work itself. This was a straight-

forward approach, but the test of job satisfaction has not 

been proven effective by extensive research. 

Job dissatisfaction was shown to be a factor in union 

preference among nonunionized draftsmen in Detroit. Signi-
O 

ficantly more anti-union draftsmen liked their jobs. The 

size of the sample used in this unpublished thesis research 

project was not revealed by the secondary source, and no 

other information on the thesis could be obtained. 

Reasons for Voters' Choices 

Few empirical studies have been done to determine the 

conscious reasons why employees vote for or against union 

representation. One significant survey of voters in 

National Labor Relations Board elections of Los Angeles and 

Orange Counties, California was done in 1966 and 1967 by the 

^Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 57. 

O 

Kay H. Smith, "Psychological Inquiry Into Attitudes 
of Industrial Draftsmen Toward Unionism," unpublished Ph.D. 
thesis, Wayne State University, 1962, cited in Ross Sragner 
and Hjalmar Rosen, Psychology of Union-Management Relations 
(Belmont, California, 1965), p. 50. 
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San Fernando Valley State College Political Science Department.^ 

The survey consisted of 491 personal interviews of people voting 

in 30 different union representation elections that were repre-

sentative of the area. The sample was taken from 5,624 eligible 

voters. Every tenth name was chosen, and if this preferred re-

spondent could not be interviewed, the ninth, eleventh, or 

thirteenth name was used in that order as an alternative to be 

called upon. It was found that only about one out of four or 

five people still lived at the same address, was at home, and 

was willing to be interviewed. Of the approximately 1,200 people 

located, about 700 people declined to be interviewed. Most of 

the reasons given for voting for or against union representation 

contained economic factors. Many of the reasons seemed to de-

scribe certain aspects of job dissatisfaction or job satisfaction. 

A replication of the San Fernando State College Study was 

done by Baldwin in an industrial firm in Dallas, Texas.^ Ques-

tionnaires were mailed to 567 production and maintenance 

employees out of the 578 eligible voters in a union represen-

tation election. Return of the union organization coordinator's 

prior mailings had shown that 11 of the eligible voters' 

"̂San Fernando State College Political Science Depart-
ment Research Analysts, "A Survey of Voters in National 
Labor Relations Board Elections," paper presented to the 
Conference of Affiliated Unions, Co-Sponsored by the Los 
Angeles County Federation of Labor and the Los Angeles, 
Orange Counties Organizing Committee, AFL-CIO, Spring, 1968, 
pp. 32-33. [Results Briefly reported by William L. Korcker, 
"Yardstick for More Effective Organizing," The American 
Federationist, LXXVI (March, 1969), 21-23.] 

^Baldwin, Lee E., "Why Vote for Union Representation?" 
unpublished research paper, Department of Personnel, Indus-
trial Relations and Law, North Texas State University, Denton, 
Texas, 1972, p. 7. 
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addresses were incorrect. An additional 6 mailings were re-

turned this time by the post office. Completed and returned 

questionnaires totaled 90, and 86 of these were usable. This 

gave a 15.9 per cent return. Employees were directly asked 

why they had voted for or against union representation. The 

most frequently chosen reasons for voting for the union related 

to dissatisfaction with wages, benefits, supervision, and pro-

motional opportunities. Two highly chosen reasons for voting 

against the union did not include job satisfaction factors. 

These included the second most highly chosen response that "I 

had previous unfavorable experience with unions." "I do not 

desire a seniority system" ran a close fourth choice. 

Demographic and Social Characteristics 
and Union Representation Votes 

Demographic and social characteristics of the San Fernan-

do State College Study's sample indicated that the employee 

voting for union representation generally fit a certain pattern. 

The Baldwin Study contradicted more of the San Fernando findings 

than it confirmed.^ It also added some more factors. Getman, 

Goldberg, and Herman found that correlations between demographic 

and social characteristics and voting results indicated only 

slight tendencies for employees with similar characteristics to 
g 

have similar predispositions. 

^San Fernando State College Political Science Department 
Research Analysts, ojd. cit. , pp. 10-11. 

^Baldwin, o£. cit., p. 1. 
g 
Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 66. 

6 
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Related Studies: Why 
Join and Be Active 

Closely related to the research on union elections are 

studies concerning why employees join a union. An early, im-

pressionistic article on this subject was done by E. Wight 

Bakke. He hypothesized that a positive relationship existed 

between a worker's frustrations and anxieties and his favor-

able reaction to union membership.^ Group pressure from one's 

friends and family could directly affect the worker's degree 

of association with and participation in the union. It was 

suggested that the union provided a socially respected role 

for employees who remained in the working class. 

A study of a midwest local of the United Steelworkers 

found that the great majority of members joined under some 

degree of conviction."^ The local union had a membership of 

about 14,000 who were employed in an integrated steel mill. 

Interviews were held with 28 of the 36 members in the local's 

leadership positions. Interviews of 24 of the 43 active 

members who had attended from 4 to 7 meetings during the past 

years were also conducted. A 1 per cent random sample was 

taken of the union members who had not attended any meetings 

during the previous year, and the 62 people making up this 

group were interviewed. The union sympathy came from sources 

. Wight Bakke, "To Join Or Not To Join," Personnel, 
XXII (July, 1945), 2. 

10Joel Seidman, Jack London, and Bernard Karsh, "Why 
Workers Join Unions," Annals of the American Academy of 
Political and Social Science CCLXXIV (March, 1951), 75. 
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like family background and prior work experience. An episode 

or the general treatment by the present employer made 39 per 

cent of the union leaders, 21 per cent of the active members, 

and 15 per cent of the inactive members pro-union at the time 

they joined the union.^ A fairly large number of union mem-

bers, especially among the inactives, reported joining the 

unions merely because others were doing so. 

J.D. Dunn interviewed a limited number of employees in 

two units, personnel administrators, and union leaders in 

the deep South to determine what conditions they believed 

prompted office and clerical employees of manufacturing firms 

12 

in the deep South to join office unions. A number of the 

factors mentioned by the respondents dealt with ideas in-

cluded in the hypotheses such as pay, working conditions, 

being taken for granted, and having promotion opportunities 

blocked. He also presented some additional explanations 

of why office employees join a union. In large firms, office 

jobs tend to be simplified and specialized until they become 

dull and uninteresting. Discontent which results from this 

and other reasons encourages workers to look for real and 

imagined inequities in promotions, work load, and working 

13 
conditions. Employees become vitally concerned with 

"^Ibid. , p. 76. 

12 

Dunn, ojd. cit. , p. 213 

•^Ibid. , p . 168 . 
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relative status, prestige, and monetary rewards.^ All of 

this tends to condition the employee for unionism.15 A 

small minority of workers may also join the union because 

they are heavily pressured by fellow workers, because it is 

considered the customary thing to do, or because they believe 

management prefers it.^ 

A printed attitude survey given to 410 production em-

ployees of an automotive parts manufacturing company in a 

small Ohio town by Stampolis indicated that a pro-unionization 

attitude is associated with a critical attitude toward 

working conditions, job incentives, and management."'"'7 Most 

of the issues dealt with are included within the traditional 

measurements of job satisfaction. There were the few 

following peripherally related issues. Employees who highly 

rated their company's chances for providing steady employ-

ment were less likely to be for the union than those who 

rated it low. Employees' attitudes about management in 

general were inversely related to their attitudes about the 

desirability of unionization. The strongest of the relation-

ships between attitudes toward unionization and overall 

management was found in the answer to a question about the 

company's desire to do right by employees. Next came 

14Ibid. 

15Ibid. 

16Ibid., p. 69. 

l^Stampolis, op. cit., p. 43. 
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employees' impression of executives as a group. Then came 

their impression of foremen as a group. The foremen's 

importance in making decisions also influenced employees' 

attitudes about the desirability of unionization. 

Activity of members in four Midwestern industrial unions 

was reported by Tannenbaum and Kahn to be significantly re-

18 

lated to several demographic and social characteristics. 

All 453 active members and samples including 394 of 1,871 

inactive members as designated by the officers of the locals 

were given a questionnaire by the union steward to fill out. 

The average response rate was 90 per cent. The most active 

members tended to have similar demographic and social char-

acteristics . 

Demographic and Social Characteristics 
and Union Membership 

The Ohio Study by Stampolis also tried to relate an em-

ployee's attitude toward unionization with personal charac-

teristics like sex and age. Although the relationships were 

19 

found, they were not statistically significant. 

A study of 395 nonprofessional workers in a Chicago 

hospital found the decision to join the union positively 
20 

associated with certain demographic and social variables. 

Tannenbaum and Kahn, ojd. cit. , pp. 112-117. 

•^Stampolis, o]3. cit. , pp. 9-10. 

^McKersie and Brown, o£. cit. , p. 382. 
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The union in this case was unsuccessful in its attempt to 

organize the hospital even after a five month long strike of 

215 nonprofessional employees. 

A survey of all civilians 16 years old and over who had 

worked during the year was made for the Office of Economic 

Opportunity in 1966 by the U.S. Bureau of the Census. It 

discovered a number of demographic and economic character-

21 
istics differences between labor union and nonunion workers. 

Employer Vulnerability 

Numerous factors have been suggested as indicators of 

a company's vulnerability to organization by a union. The 

factors which are statistically supported have the weakness 

of being based only on historical situations where there was 

a forced election. The first factor is plant size. Smaller 

plants were found to be more vulnerable than large ones in 

a study by Joseph B. Rose of 1,000 union election petitions 
O O 

filed between March and September of 1966. John G. Kilgour 

studied the impact of bargaining unit size on 8,027 repre-

sentation elections in 1976, and he found that larger and 

more geographically dispersed units were more difficult to 

organize. Meyers found in Texas that large plants were 

2̂ -U.S. Bureau of the Census, Current Population Reports 
(Washington, 1971), p. 1. 

^Rose, ojd. cit. , p. 49. 

? ̂  
John G. Kilgour, "Before the Union Knocks," Personnel 

Journal, 57 (April, 1978), 189. 
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no more likely to be organized in urban than rural areas and 

that small plants were more likely to be organized in urban 
0 / 

areas. Rose found a higher percentage of union victories 
o tr 

in nonmetropolitan areas and in the South. J Marshall found 

a positive relationship between the presence of branch plants 

of nationwide companies and union organization in the South.^6 

Imberman's study showed a lower success rate by multiplant 

companies than by single plant c o m p a n i e s . ^ 7 

Election success varies with the industry involved 

according to Imberman. Part of this may be explained by dif-

ferent organizing practices and types of employees. Unions 

have been least successful among professional and technical 

employees according to Rose. 

Other factors also seem to encourage unionization. 

Imberman suggested failure to promote from within and sub-

stantial recent hiring or layoffs. Rose found that repeated 

union organization efforts were more successful. Czarnecki 

found that the presence of profit sharing plans tends to 
O Q 

discourage unionization. 

^Meyers, "Factors Influencing the Pattern of Growth 
and Change of Collective Bargaining of Newly Industrialized 
Areas," cited in F. Ray Marshall, Labor in the South 
(Cambridge, Massachusetts, 1967), p. 307. 

^Rose, oj). cit. , p. 51. 

^Marshall, oj>. cit., p. 313. 

o 7 
Imberman, o£. cit., p. 50. 

28 Czarnecki, o£. cit., p. 767 
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Demographic and Social Characteristics 
and Job Satisfaction 

Many demographic and social characteristics of the 

American population have been correlated with job satis-

faction. A representative national probability sample with 

a 78.6 per cent response rate produced data on 1,533 employed 

persons in 1969. The sample by the University of Michigan's 

Survey Research Center found age to be the most successful 

predictor of worker's job satisfaction, but none of the 

demographic variables used singly was a spectacularly suc-

cessful predictor.^ A measure of overall job satisfaction 

in the 1969 sample showed that the workers least satisfied 

with their jobs were women, blacks, younger workers, blue-

collar employees, workers that were not self-employed, those 

30 

in service occupations, and those with low incomes. "Even 

dissatisfaction among these groups was often found to cor-

relate with specific kinds of jobs and job situations. For 

example, highly trained women in low-level jobs were often 

extremely dissatisfied, but women and men with the same 

training in the same jobs were equally satisfied. 

^Robert p. Quinn and others, Survey of Working Con' 
ditions (Washington, 1971), p. 422. 

3D 
Neal Q. Herrick and Robert P. Quinn, "The Working 

Conditions Survey as a Source of Social Indicators," 
Monthly Labor Review, 94 (April, 1971), 21. 

31 
Work in America (Cambridge, Massachusetts, 1973), 

p. 17. 
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Another national probability sample with a 75.5 per cent 

response rate gave data on 1,496 employed persons. It was 

conducted early in 1973 by the Survey Research Center. Those 

most dissatisfied were blacks, younger workers, blue-collar 

employees, workers that were not self-employed, operatives, 

32 

nonfarm laborers, and those with lower incomes. The rela-

tionship between education and overall satisfaction was 

curvilinear with workers having some college reporting less 

satisfaction than college graduates and reporting the same 

level of satisfaction as workers with only high school edu-

33 
cations. While the quality of employment was quite poor 
for workers with only a grade school education, this was not 

34 

reflected in conspicuously low job satisfaction scores. 

Women were significantly less satisfied than men with the 

financial rewards and challenge their jobs provided, but 

their overall satisfaction scores did not differ significantly 

from those of men.^ A secondary analysis of the 1973 data 

on 1,090 economically active, salaried, white males between 

the ages of sixteen and sixty-four clearly favored the 
O O 
J Robert P. Quinn, Thomas W. Mangione, and Martha S. 

Baldi de Mandilovitch, "Evaluating Working Conditions in 
America," Monthly Labor Review, 96 (November, 1973), 38. 

33Ibid. 
Q / 
Quinn and Shephard, ojd. cit. , p. 257. 

35Ibid. 
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hypothesis that older workers' greater satisfaction comes 

from having better jobs.^6 

An analysis of the results from four Gallup polls of 

over 4,000 fully employed males over 21 years of age taken in 

the years from 1963 to 1969 showed a positive relationship 

between job satisfaction and the factors of having a higher 

income, being in a skilled occupation, being white, and 
37 

living in a smaller household. No relationships were con-

sistently found between job satisfaction and the factors of 
38 

education, age, and religious preference. 

A nationwide survey of 633 people originated by the 

National Opinion Research Center at the University of Chicago 

revealed that there was a positive correlation between job 

satisfaction and receiving higher pay and being white.^ A 

regression analysis did not statistically support these 

findings. No statistical significance difference was found 

between the job satisfaction levels of males and females.^ 

The conclusion was that pay, race, sex, occupational prestige, 

•^James D. Wright and Richard F. Hamilton, "Work Satis-
faction and Age: Some Evidence for the 'Job Change' Hypo-
thesis," Social Forces, 56 (June, 1978), 1140. 

"^Weaver, OJD. cit. , pp. 373-375. 

38Ibid. 

^Charles N. Weaver, "Relationships Among Pay, Race, 
Sex, Occupational Prestige, Supervision, Work Autonomy, and 
Job Satisfaction in a National Sample," Personnel Psychology, 
30 (Autumn, 1977), 442. 

40Ibid. 
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supervisory position, and work autonomy explained less than 

41 
6 per cent of the variation in job satisfaction. 

Multiple regression analysis of a sample of 2,023 people 

from three national surveys by J.A. Davis in 1972, 1973, and 

1974 indicated that age was the strongest predictor of job 

satisfaction.42 White employees also showed a positive 

43 
correlation between job satisfaction and family income. 

With other variables controlled, sex and education had no con-

44 

sistent relationship with job satisfaction. 

Interview data collected in 1975 from 1,041 respondents 

in Erie and Niagara Counties in New York showed job satis-

faction highest among older workers, those who had held their 

jobs the longest, the more skilled occupations, widowed 

workers, and whites.45 Sex was not significantly related to 
job satisfaction.4^ 

More limited studies have also contributed information 

on the relationships between demographic characteristics and 

job satisfaction. Schwab and Heneman's study of two hundred 

41Ibid., 444. 

42Charles N. Weaver, "Black-White Correlates of Job 
Satisfaction," Journal of Applied Psychology, 63 (April, 1978), 
255. 

43Ibid. 

44Ibid. 

45Janet P. Near, Robert W. Rice, and Raymond G. Hunt, 
"Work and Extra-Work Correlates of Life and Job Satisfaction," 
Academy of Management Journal, 21 (June 1978), 253-257. 

46Ibid., 255. 
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and seventy-three blue-collar operatives showed that "a linear 

approximation of the age-satisfaction relationship is adequate 

and that only satisfaction with intrinsic outcomes is con-

sistently related to age."^ This study held organizational 

experience constant. Gibson and Klein previously found a 

linear positive relationship between job satisfaction and age 

in a study of blue-collar workers sampled in eighteen geo-

graphically dispersed plants, and they also concluded that 

the "length of time on the job operates as a suppressor 

variable that reduced the correlation of job satisfaction 
48 

with age." Altimus and Tersine wrote about sixty-three 

male workers in a glass plant. They said that "younger 

workers (blue-collar) were found to be significantly lower 

in satisfaction with work itself, esteem, self-actual-
49 

ization, and total work satisfaction." They went on to 

conclude that age and satisfaction with "pay, work, and 

coworker factors seem to support a positive linear relation-

ship, while the supervision and promotion factors seem to 

follow the U-shaped hypothesis.Lundahl's study of two 
^Donald P. Schwab and Herbert G. Heneman, "Age and 

Satisfaction with Dimensions of Work," Journal of Vocational 
Behavior, 10 (April, 1977), 212. 

48 
J.L. Gibson and S.M. Klein, "Employee Attitudes as a 

Function of Age and Length of Service: A Reconceptualization," 
Academy of Management Journal, 13 (December 1970), 425. 

49 
Cyrus A. Altimus, Jr., and Richard J. Tersine, "Chron-

ological Age and Job Satisfaction: The Young Blue Collar 
Worker," Academy of Management Journal, 16 (March, 1973), 53. 

50Ibid., 59. 
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industrial plants showed no significant difference by age 

groups for a measurement of morale, but a trend for workers 

over age twenty-nine to have a higher morale was present."^ 

Literature searches have quoted additional older studies 

which indicated that older workers would have higher job 

satisfaction. Dennis Organ wrote, "The positive relationship 

generally found between age and job satisfaction (Herzberg 

et al, 1955; Quinn & Shephard, 1972; Hunt & Saul, 1975) 

suggests that a younger work force, other things constant, 

52 

would on the whole be a less satisfied one." Charles 

Weaver indicated that the same positive relationship was 

found by "(Herzberg et al, 1957; Hulin & Smith, 1965; Saleh 

& Hyde, 1969; Altimus & Tersine, 1970; Glen, Taylor & Weaver, 

1977),"53 

Sex has not been a good predictor of job satisfaction. 

Sauser and York wrote, "Significant observed differences 

(male greater than female) in satisfaction with promotion and 

work 'washed out' when the effects of age, education, tenure 

in organization, tenure in present position, and four cross-

product variables were held constant through analysis of 

51 
Craig R. Lundahl, "The Morale Conditions in Two Indus-

trial Plants," Sociological Focus, 1 (May, 1970), 11. 
52 
Dennis W. Organ, "Inferences About Trends in Labor 

Force Satisfaction: A Causal-Correlational Analysis," 
Academy of Management Journal, 20 (December, 1977), 512. 

-^Charles N. Weaver, "Sex Differences in the Determi-
nants of Job Satisfaction," Academy of Management Journal, 
21 (June, 1978), 266. 
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covariance. However, a nonsignificant observed difference 

(female greater than male) in satisfaction with pay was 

greatly magnified (to significance) through analysis of co-

variance.""^ These results came from a study of 480 state 

government employees. Lundahl's study of two industrial 

plants showed no significant difference between sexes for a 

measurement of morale, but there was a trend for female 

workers to have a higher level of morale than males. In 

three of four plants in New England and the Midwest where 295 

males and 163 females were sampled by Hulin and Smith, female 

workers were significantly less satisfied.^ i n reviewing 

the results, Hulin and Smith wrote, "We do not maintain that 

sex per se is the critical factor which leads to either high 

or low satisfaction. It is, rather, the entire constellation 

of variables which consistently covary with sex; for example, 

pay, job level, promotion opportunities, societal norms, etc., 

that is likely causing the differences in job satisfaction."^'7 

A literature search by Weaver indicated that, "since 1962, at 

least ten surveys representative of the labor force have 

-^William I. Sauser, Jr. and C. Michael York, "Sex 
Differences in Job Satisfaction: A R.e-examination," Person-
nel Psychology, 31 (Autumn, 1978), 537. 

^Lundahl, op. cit. , 11. 

"^Charles L. Hulin and Patricia Cain Smith, "Sex Differ-
ences in Job Satisfaction," Journal of Applied Psychology, 48 
(February, 1964), 91. 

57 Ibid. 
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failed to show a significant overall difference between the 

sexes in job satisfaction (Campbell et al, 1976; Gaertner & 

Gaertner, 1975; Quinn et al, 1974).""^ 

Vroom provided a good summary of the studies correlating 

job satisfaction with job level. He wrote that, "a positive 

relationship between the level of status of the worker's job 

and his job satisfaction has been reported by a large number 

of investigators (Uhrbrock, 1934; Hoppock, 1935; Thorndike, 

1935; Super, 1939; Miller, 1941; Paterson and Stone, 1942; 

Heron, 1948; Centers, 1948; Katz, 1949; Mann, 1953; Morse, 

1953; Gurin, Veroff, and Feld, I960; Korhauser, 1964)."59 

Sauser and York's literature search also indicated that job 

satisfaction was directly related to the job level according 

to "(Herzberg et al, 1957; Hulin and Smith, 1965; Porter, 

1962)."^0 Hulin and Blood reported research involving 1,900 

workers in twenty-one plants in a wide variety of communities. 

"Where urban and slum characteristics were high, they found 

that correlations between blue-collar satisfaction and job 

skills were low or negative. The reverse was true in more 

rural areas."61 

-^Weaver, ojd. cit. , p. 272. 

59 
Vroom, o£. cit., p. 129. 

^Sauser, 0£. cit. , 538. 

^Charles L. Hulin and Milton R. Blood, "Job Enlargement, 
Individual Differences, and Worker Responses," Psychological 
Bulletin, 69 (1968) 41-55, cited in James 0'Toole, editor, 
Work and the Quality of Life Resource Papers for Work in 
America (Cambridge, Massachusetts, I*T74) , pT 48. 
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Vroom gave a summary of correlational evidence of the 

positive association of income level with job satisfaction. 

"Several follow-up studies of college graduates (Thompson, 

1939; Miller, 1941; Barnett, Handelsman, Stewart, and Super, 

1952) provide support for such a relationship, as do inves-

tigations in British factories (Marriott and Denerley, 1955), 

as does a national sample in the United States (Centers and 

Cantril, 1946), and as does Terman and Oden's follow-up 

study (1959) of the gifted children whom they had studied 
c o 

thirty-five years earlier." "Smith and Kendall (1963) 

reported a correlation of 0.78 between the mean annual 

earnings of men in 21 plants and their mean job satisfaction 
f ) ̂  

as measured by the Job Descriptive Index." Sauser and 

York's literature search added (Hulin and Smith, 1965) to the 

list of research studies showing the pay level positively 
64 

related to job satisfaction. "After extensive reviews of 

the literature, Lawler (1971) and Kahn (1972) concluded 
65 

that wages and job satisfaction were positively related." 

Shapiro and Wahba reported actual pay as significantly re-

lated to pay satisfaction as measured by the Job Descriptive 

Vroom, o£. cit., p. 150. 

^Vroom, o£. cit. , p. 151. 

^Sauser, op. cit., 538. 

^Weaver, op. cit., p. 438. 
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Index.^ There was a product-moment correlation of 0.37 for 

134 respondents out of a group of 245 employees working for 

an organization in the design, application, and manufacture 

of aircraft components and systems.^ 

Limited additional studies were found of other demograph-

ic characteristics. Gibson and Klein reported "a linear 

negative relationship between employee satisfaction and 
CO 

length of service.' Sauser and York's literature search 

revealed a positive relationship between job satisfaction 

and "tenure in the organization (Hulin and Smith, 1965; 

Kolstad, 1938), while tenure in the present position appears 

to be negatively related to job satisfaction (Hulin and Smith, 

1 9 6 5 ) . i n a study that included 222 women and a study 

that included 70 women, Philip Ash found that "black women 

were more dissatisfied than white. Spanish-surname employees 

in the first study were generally more satisfied than blacks 

but less satisfied than whites."^ Weaver's literature search 

stated that "Campbell et al (1976) report that single men are 

6%. Jack Shapiro and Mahmoud A. Wahba, "Pay Satis-
faction: An Empirical Test of a Discrepancy Model," 
Management Science, 24 (February, 1978), 619. 

67 Ibid., 617 

^Gibson, o£. cit. , 411. 

69 
Sauser, OJD. cit. , 538. 

^Philip Ash, "Job Satisfaction Differences Among Women 
of Different Ethnic Groups," Journal of Vocational Behavior, 
2 (October, 1972), 495. 
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less job satisfied than married men, but no such difference 

exists for females."^ An experimental study of seventy-four 

women performing a repetitive clerical task for three hours 

showed rural subjects were more satisfied than urban subjects 

72 

with their pay and with the routine task itself. A study 

of one hundred semi-skilled workers "showed that the incon-

gruent combination of rural residence with urban socialization 

and urban residence with rural socialization produced more 

job dissatisfaction than the congruent combinations of rural 

residence with rural socialization and urban residence with 
.73 

urban socialization." 

Theoretical Reasons for Unionization 

Selig Perlman proposed a classical theory of the labor 

movement which helped explain unionization in America. He 

indicated that there were three basic economic philosophies 

in a modern industrial society. These were contained in 

the group psychology of the businessmen, the laborers, and 

the intellectuals. The businessmen or the entrepreneurial 

class had sized up the opportunities for economic exploi-

tation of the country's resources and had moved to take 

^Weaver, ojd. cit. , p. 266. 

^John A. Fossum, "Urban-Rural Differences in Job Satis-
faction," Industrial and Labor Relations Review, 27 (April, 
1974), 405. 

7 ̂  
Randall Schuler, "Worker Background and Job Satis-

faction," Industrial and Labor Relations Review, 26 (January, 
1973), 851. 
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advantage of them for their personal gain. There was the 

opposing group of manual workers who were simply trying to 

earn a living. The work place was the focus of their interest 

because maintaining their relative position in it assured them 

economic survival. Under the assumptions that there was a 

scarcity of jobs and many competitors for them, the workers 

sought to adjust to the situation by obtaining rules within 

the company or trade to parcel out the limited job opportu-

nities and apportion the better jobs among the workers. The 

workers' objectives were to obtain a measure of control over 

the job opportunities so that they could administer them in 

a way to provide themselves a greater sense of security.^ 

The province of the union was to assert labor's collective 

mastery over job opportunity and employment bargains.^ The 

intellectuals were reformers who devised new social systems 

to resolve the current problem. 

Frank Tannenbaum suggested that unions were formed in 

the past to provide social ties after the market economy 

destroyed ties of the family and c o m m u n i t y . ^ 6 This was in 

addition to economic factors. Mark Perlman pointed out 

some important explanations of the unionization process in 

^Neil W. Chamberlain, The Labor Sector, (New York, 
1965), p. 263. 

75 

1 

76 

'Selig Perlman, A Theory of the Labor Movement, (New 
York, 1949), p. 253. 

Chamberlain, op. cit., p. 266. 
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reviewing five basic theories of unionism.^ The psycholo-

gical-environment theory suggested that the worker was 

attracted to unionism because of certain drives about and 

within him. It implies that a conditioning program or edu-

cation can influence a worker's response. The economic-welfare 

theory indicated that general dissatisfaction causes workers 

to band together and to develop institutional controls that 

will guarantee greater job security, higher wages, and im-

proved working conditions. The social-institution theory 

indicated that the primary intent of union policies was to 

protect job opportunities for the group of workers concerned. 

The relative importance of the theories varies with conditions. 

^Mark Perlman, Labor Union Theories in America, 
(Evanston, Illinois, 1958) , p. 21E~. 



CHAPTER IV 

FIELD RESEARCH DATA & ANALYSIS 

Chapter Introduction 

Research data from the field study of Southern indus-

trial workers is presented in this chapter. Information on 

four elections in Texas and Alabama is included. The election 

campaigns in Texas were carried out by the Texas Industrial 

Union Department Coordinator of the AFL-CIO and his staff. 

After an election was won, the groups were turned over to 

the appropriate trade or industrial union. Three elections 

in Texas were studied. The most complete information was 

obtained on an election in an aircraft maintenance firm in 

Wichita Falls. Valuable information was also obtained on 

an election in an aircraft repair company in Grapevine. No 

useful information was obtained from an election in a foundry 

in Tyler. The election campaign among the employees of a 

business forms print shop in Birmingham, Alabama, was conducted 

jointly by the AFL-CIO Regional Field Representative and the 

local union. An immense amount of information was gathered 

from this group. 

A discussion of the issues, methods, and conclusions of 

the field research studies is included in this chapter. 

46 
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Substantive details of the studies which deal directly with 

the hypotheses are presented in the later chapters which 

evaluate the hypotheses. The related information which does 

not directly deal with the hypotheses is included in this 

chapter to suggest possible factors to consider in future 

research. 

Birmingham Printers 

Introduction 

The Burroughs Corporation was the employer involved in 

the NLRB sponsored election which was studied in Birmingham, 

Alabama. The election was among the company's employees in 

a local business forms print shop. The union won the election, 

and there were 27 for votes and 17 against votes. This meant 

that the union received 61.4 per cent of the 44 votes. After 

the February 22, 1973, election was certified, the Graphic Arts 

International Union became the employees' collective bar-

gaining agent. 

Survey Information 

All forty-four voters were sent questionnaires. Imme-

diate responses were received from 14 employees or 31.8 per 

cent of the group. The original respondents included 10 

"for" voters or 71.4 per cent of this original group. The 

only 4 "against" voters to respond returned questionnaires 

as a result of the original request. The mailed follow-up 

letter without a union approval letter brought in 3 more 
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replies from "for" voters. Personal visits were then made to 

the homes of the nonrespondents. When the employee was found 

at home, he was personally requested to participate in the 

study. If the employee was not at home, a hand written re-

quest for participation was left, or a verbal plea was made 

to one of his family. Since many of the employees' mailing 

addresses were rural route box numbers, the homes of 4 em-

ployees could not be found. A special hand written request 

for participation was then mailed to these uncontacted em-

ployees. The personal follow-ups secured responses from 5 

more "for" voters. In total, 22 employees or 50 per cent of 

the total group eventually completed questionnaires. This 

included 18 "for" voters or 81.8 per cent of the respondents 

and 4 "against" voters or 18.2 per cent of the total respon-

dents . 

Job Satisfaction 

Low job satisfaction was shown to encourage employees 

to vote for union representation. Positive product-moment 

correlations and nonparametric contingency coefficient cor-

relations were found between voting against union represen-

tation and satisfaction with supervision, pay, opportunities 

for promotion, and the work itself. Testing the difference 

between the mean scores of "for" and "against" voters on 

these factors provided no indications of significant differ-

ence . 
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A positive product-moment correlation and a positive 

contingency coefficient correlation were found between over-

all job satisfaction as shown by the single question and 

voting against the union. Tests of the difference between 

the percentages of the two groups did not prove to be sig-

nificant . 

Reasons for Voters' Choices 

Employees were asked to select or provide the reasons 

why they voted for or against union representation. The 

most heavily chosen reason for voting for union represen-

tation was "to ensure job security." It received 2 first 

place votes or 11.1 per cent of the total for votes. This 

reason also obtained 6 second place votes or 33.3 per cent 

of the second place votes. Under the third choice section, 

it received 1 vote or 5.6 per cent of the responses. This 

reply was not expected, and it does not directly relate to 

any of the hypotheses. The reason for the popularity of 

this choice was somewhat explained later when the shop was 

permanently closed. The other popular reasons dealt with 

pay and management policies on items such as promotions. 

Tests of the differences between the percentages of the total 

votes received by the responses showed none of these to be 

significant. 

The most popular reason for voting against the union was 

concerned with benefits. Second place dealt with good 
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management. Pay was one of the replies that tied for third 

place. These factors are directly related to the second 

hypothesis. The other third most heavily chosen response 

was "because I had previous unfavorable experience with 

unions." It did not deal with an issue mentioned in the 

hypotheses. Tests of the differences between the responses 

showed none of these to be statistically significant. 

Demographic and Social Characteristics 

The demographic and social characteristics observed in 

the Birmingham group differentiated the "for" and "against" 

voters in some cases. The group voting for union represen-

tation contained a higher percentage of less skilled, non-

Southern reared, rurally reared, female, unmarried, and 

minority racial group employees. The group voting for the 

union contained a lower percentage of prior union members. 

The employee group voting for the union had a higher mean 

age, number of years of education, and seniority. They had 

a lower mean pay and number of children. 

Other Correlations 

All of the four most popular reasons given for voting 

for union representation had a high positive or negative 

product-moment correlation with at least one of the five 

aspects of job satisfaction as measured by the JDI. The 

lowest series of relationships for a popular voting motive 

was led by a -0.52 product-moment correlation between 
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satisfaction with co-workers on the job and indicating that 

the union was voted for "because the company failed to commu-

nicate truthfully with employees." An extremely high 

product-moment correlation was found between selection of 

each of the four most popular reasons why employees voted 

against the union and scoring on at least one of the JDI 

satisfaction scales. All of the popular reasons given for 

voting for or against union representation seemed to have 

had some relationship to job satisfaction. 

Demographic and social characteristics were correlated 

with job satisfaction to see if the respondents had the 

same satisfaction patterns that research had shown to be 

present in the general working population. Low product-

moment correlations were generally found between the various 

aspects of job satisfaction and age. The strongest rela-

tionship was a -0.52 product-moment correlation between 

satisfaction with promotion and age. This particular 

finding does not seem to indicate that an abnormal group of 

people responded to the questionnaire. There were generally 

low correlations between job satisfaction on JDI scales and 

not being married. A 0.75 product-moment correlation did 

exist between satisfaction with promotion and not being 

married. These findings are contrary to prior research 

results which showed that married employees were generally 

more satisfied. There were low negative correlations be-

tween most of the JDI scales and the number of children the 
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employees had. This was the anticipated result. As had 

been expected, low positive correlations appeared between 

job satisfaction and the employees' pay levels. When job 

satisfaction indexes were compared with the employees' num-

ber of years with the company, a mixture of low negative and 

positive correlations resulted. The highest of these corre-

lations were -0.43 for promotion and -0.39 for supervision. 

These were not the expected results. Low positive corre-

lations were generally found between job satisfaction and 

filling higher skilled jobs. A relationship like this had 

been suggested by prior research. The relationship between 

religion and job satisfaction could not be tested because all 

employees were Protestants. The total profile of product-

moment correlations between job satisfaction and demographic 

characteristics gave some indications that the Birmingham 

printers were not similar to the general working population. 

The demographic and social characteristics which had 

the greatest differences between "for" and "against" voters 

were earnings and the skill levels of jobs. The influence 

of earning differences seemed to be pretty well covered by 

the questionnaire. It seemed strange, but there was a rather 

low product-moment correlation of 0.34 between the level of 

annual salary and satisfaction with pay. In the case of 

employees who said that they voted for the union "to obtain 

better pay," a positive correlation of 0.21 was found between 

selection of this response and the actual annual salary 
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level. The highest correlation involving pay was a 0.89 

product-moment correlation between the annual salary level 

and indicating that the union was voted against "because of 

a good supervisor or management." Since every worker indi-

cated that one of the reasons they voted against the union 

was "because the union is not needed since good benefits are 

already provided," choice of this response could not be 

correlated with annual salary levels. The influence of 

lower job skill on voting for the union was not completely 

investigated by the questionnaire. A 0.58 product-moment 

correlation did show up between the skill level of the 

employees' jobs and the indication that the union was voted 

against "because I had previous unfavorable experience with 

unions." A -0.58 product-moment correlation was found be-

tween skill level and the responses that the union was voted 

against "because of a good supervisor or management" or 

"because I did not want to pay dues." There was no evidence 

to indicate that any important reasons for employees' voting 

decisions had been left off of the questionnaire. 

Personal and Mailed Follow-ups 

An extensive follow-up procedure was used in the study 

of the Birmingham printers. To help evaluate the follow-up 

procedure, the total group results were compared with the 

original responses and with the total mail responses. No 

major differences in the conclusions would have been reached 
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by using only the original responses or only the mailed 

responses. As the total size of the response group increased, 

there was the general tendency for the relationships to be 

stronger. 

Some of the differences between the original responses, 

the total mail responses, and the total responses are inter-

esting. The product-moment correlation between satisfaction 

with opportunities for promotion and voting against union 

representation was 0.41 for the initial mail responses, 0.25 

for all mail responses, and only 0.05 for all of the re-

sponses that were finally obtained. The product-moment 

correlation between job satisfaction and voting against the 

union was -0.03 for the original mail responses, 0.15 for 

all mail responses, and 0.18 for the total group of responses. 

All of these correlations were rather low, and they probably 

did not have much meaning. The tabulation of reasons why 

employees vote for a union would have been a little different 

without follow-ups. During the follow-ups, employees gave 

substantial support to the response that they voted for the 

union "to obtain better pay." This reply placed fourth in 

the original response, third in the mail response, and 

second in the total responses. The average salary of em-

ployees responding to the personal follow-ups was substan-

tially lower than the salary of the mail responses. Also, 

the incidence of nonresponse was higher. 
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Wichita Falls Aircraft Maintenance 

Introduction 

Northrop Worldwide Aircraft Services, Inc. was the em-

ployer in the election at Wichita Falls, Texas. The firm 

was an aircraft maintenance and services contractor for the 

United States Air Force at this location. The union lost 

this election which was held on May 17, 1973. There were 

107 "for" votes and 204 "against" votes. The percentage 

breakdown was 34.4 per cent for the union and 65.6 per cent 

against union representation. This was in spite of the 

fact that the union had obtained 182 signed authorization 

cards. 

Survey Information 

The names of 340 eligible voters were available. They 

were all sent questionnaires. A total of 40 employees even-

tually completed and returned the questionnaires. This 

response represented 12.9 per cent of the 311 total votes 

cast in the election. The returned questionnaires came from 

18 "for" voters and 22 "against" voters. This meant that 45 

per cent of the total replies came from "for" voters and 55 

per cent of the responses came from "against" voters. 

The original mailing secured 28 returned questionnaires 

or responses from 9 per cent of the group. In this original 

response were 12 "for" voters and 16 "against" voters. Another 

way to describe the group is by saying that 42.9 per cent were 
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pro-union and 57.1 per cent were pro-management. This means 

that a higher percentage of pro-management employees responded 

to the original letter than to the follow-up letter that was 

sent out without including a union approval letter. 

Job Satisfaction 

Low job satisfaction was shown to encourage employees 

to vote for union representation. Positive product-moment 

correlations and nonparametric contingency coefficient cor-

relations were found between voting against union repre-

sentation and satisfaction with supervision, pay, 

opportunities for promotion, the work itself, and co-workers. 

Tests of the difference between mean scores of "for" and 

"against" voters on all five sections of the JDI indicated 

that there were significant differences. 

A positive product-moment correlation and a positive 

contingency coefficient correlation were found between over-

all job satisfaction as shown by the single question and 

voting against the union. Tests of the difference between 

the percentages of satisfied "for" and "against" voters 

indicated statistically significant differences. 

Reasons for Voters' Choices 

Employees who voted for union representation indicated 

that their motivations to choose the union were poor commu-

nications by their employer, the desire for better fringe 

benefits, and to obtain better pay. All of these replies 
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dealt with issues included in the hypotheses. Tests of the 

difference between the percentages of the total votes re-

ceived by the responses showed none of these to be 

statistically significant. 

The reasons given for voting against union represen-

tation were because good benefits are already provided, 

because of possible fines or assessments, and because of 

potential dues. All of these items were related to issues 

included in the hypotheses. Tests of the differences be-

tween the percentages of the total votes received by the 

responses showed none of these to be statistically signifi-

cant . 

Other Correlations 

None of the four most popular reasons given for voting 

for union representation had a very high positive or negative 

correlation with one of the five aspects of job satisfaction. 

The highest was a -0.45 correlation between satisfaction 

with opportunities for promotion and choice of the response 

that the union was voted for "to ensure fairness in promotion, 

demotion, layoff, and recall." Generally the correlations 

were small between selection of the four most popular reasons 

why employees voted against the union and the JDI satisfaction 

scores. The highest correlation seemed to be meaningless. 

It was a 0.47 correlation between satisfaction with the work 

on the present job and selecting the response which indicated 
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that the union was voted against "because the union is not 

needed since good benefits are already provided." It appeared 

that several of the popular motives in union representation 

elections were not related to job satisfaction. 

Correlation of job satisfaction scores and demographic 

and social characteristics gives an estimation of the nor-

mality of the work group. All of the correlations of age, 

marital status, number of children, pay, seniority, religious 

preference, and skill level with JDI satisfaction scores 

were low. About half of the results showed a slight trend in 

a different direction than most prior research had predicted. 

The total profile of correlations between job satisfaction 

scores and demographic characteristics leaves doubts about 

the normality of the group of Wichita Falls aircraft main-

tenance employees. 

The greatest differences between "for" and "against" 

voters were found in the demographic and social characteris-

tics of prior union membership and sex. The influence of 

prior union membership on the union representation election 

voting decision may not be completely investigated by the 

questionnaire. A 0.52 correlation was found between prior 

union membership and an indication that the union was voted 

against "because I did not want to pay dues." The rela-

tionship between prior union membership and voting against 

the union "because of possible fines or assessments" was 
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represented by a -0.43 correlation. Although these corre-

lations were not high, they did show that prior union 

membership affected what was expected from unionization. A 

0.54 correlation was found between being a female and indi-

cating that the union was voted for "to ensure job security." 

Since this was the only voting reason that was related to 

sex, the questionnaire probably did not completely investi-

gate this factor. There was, however, no evidence to 

indicate that any important reasons for employees' voting 

decisions have not been investigated to some extent by the 

questionnaire. 

Grapevine Aircraft Repair 

Introduction & Survey Information 

The union overwhelmingly won this election among the 

employees of Electro-Coating, Inc. of Grapevine, Texas, in 

March, 1973. The vote was 48 employees for union represen-

tation and 2 employees against the union. The names of only 

48 eligible voters were available, and they were all sent 

questionnaires. No responses were received from the pro-

management employees of this aircraft repair firm. The 

original mailing secured 5 responses or 10.4 per cent of the 

group. The follow-up mailing with a union approval letter 

included obtained 8 additional responses. In total 13 em-

ployees or 27.1 per cent of the available voters completed 

questionnaires. Mail sent to 2 of the employees or 4.2 per 
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cent of the group was returned by the post office with the 

indication that the individuals had moved and left no for-

warding address. 

Reasons for Voters' Choices 

Employees were asked to select or provide the reasons 

why they voted for union representation. Pay, benefits, and 

failure of the company to communicate truthfully were their 

most often given replies. All of these reasons for voting 

for the union are related to a hypothesis. Tests of the 

differences between the percentages of the total votes re-

ceived by the responses showed none of these differences to 

be statistically significant. 

Tyler Foundry 

Survey Information 

None of the hypotheses could be tested on the employees 

of Tyler Pipe and Foundry in Tyler, Texas, because of the ex-

tremely low response rate. A total of only 9 responses were 

received from an initial mailing to 363 employees or every 

fifth name on a list of 1,714 eligible voters. No follow-up 

mailing was done because the company's industrial relations 

manager indicated on the telephone that the company would 

instruct employees not to cooperate in the study. An inquiry 

letter from the company's attorney also discouraged further 

investigation. 
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Combined Groups 

Job Satisfaction 

Data from the Birmingham printers group and the Wichita 

Falls aircraft maintenance group were combined to obtain some 

job satisfaction generalizations. The combined group con-

tained 32 employees who voted for union representation and 

26 employees who voted against the union. Positive product-

moment correlations were found between voting against union 

representation and satisfaction with supervision, pay, pro-

motion opportunities, and the work on the present job. Since 

voting for or against the union merely classifies people into 

groups at a nominal level of measurement, a weaker and more 

appropriate nonparametric statistical measurement called the 

contingency coefficient could be used. Positive contingency 

coefficient correlations were found between voting against 

the union and satisfaction with supervision, pay, promotion 

opportunities, and the work. The mean scores of "for" and 

"against" voters on all five sections of the JDI proved to 

be significantly different by all tests except for the non-

parametric chi-square test on the satisfaction with the work 

factor. 

The combined answers to the question about general satis-

faction with the job showed a positive product-moment cor-

relation and a positive contingency coefficient correlation 

with employees' decision to vote against union representation. 
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The difference between the percentages of dissatisfied "for" 

and "against" voters proved to be statistically significant. 

Reasons for Voters' Choices 

A combined tabulation of the reasons why employees 

voted for union representation included information from the 

Birmingham printers, the Wichita Falls aircraft maintenance 

employees, and the Grapevine aircraft repair employees. The 

most frequently chosen reasons were pay, the company's 

failure to truthfully communicate, and better fringe benefits 

All of these replies deal with ideas included in the hypothe-

ses. Tests of the differences between the percentages of 

the total votes received by the responses showed none of the 

differences between the percentages of the total votes re-

ceived by the responses to be statistically significant. 

Combining data from the Birmingham and Wichita Falls 

elections, a combined tabulation of the reasons why employees 

voted against unionization can be made. It would include the 

indication that good benefits are already provided. Not 

wanting to pay dues and the fear of possible fines or assess-

ments were the other popular responses. Tests of the dif-

ferences between the percentages of the total votes received 

by all of the popular responses indicated that none of the 

differences were statistically significant. 
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Demographic and Social Characteristics 

Demographic and social characteristics data from the 

Birmingham printers' group and the Wichita Falls aircraft 

maintenance employees' group was combined for evaluation. 

The group voting for union representation contained a 

higher percentage of prior union members, less skilled, 

female, unmarried, Catholic, and minority racial group em-

ployees. The group of employees voting for the union also 

contained a lower percentage of non-Southern reared employees 

than the group voting against the union. None of the differ-

ences between the percentages of "for" and "against" voters 

containing a particular characteristic proved to be statis-

tically significant at the 0.05 level. Employees voting for 

union representation had a lower mean number of years of 

education, number of children, and pay, and they had a higher 

mean age. Employees voting for the union also had a higher 

mean number of years with the company and were not more likely 

to be city reared. None of the differences in the means 

between "for" and "against" voters were statistically signi-

ficant at the 0.05 level. 

Other Correlations 

The most popular reason given for voting for the union 

by the Birmingham, Wichita Falls, and Grapevine employees had 

a moderately high negative correlation with one of the five 

aspects of job satisfaction as measured by the JDI. As one 
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would expect, there was a -0.50 correlation between satis-

faction with pay and indicating that the union was voted for 

"to obtain better pay." Choice of the second most popular 

reason for voting for the union had a moderately high negative 

correlation with one aspect of job satisfaction, but logic 

would indicate that the relationship is meaningless. Choice 

of the next three most popular reasons for voting for the 

union did not have very high correlations with any of the five 

aspects of job satisfaction. The results seem to indicate 

that some factors other than job satisfaction also affect 

voting for union representation. 

The first and third most popular reasons give for voting 

against the union by the Birmingham and Wichita Falls em-

ployees had moderately high positive or negative correlations 

with at least one aspect of job satisfaction. When these 

relationships are logically examined, they appear to be 

meaningless. The second, fourth, and fifth most popular 

reasons for voting against the union did not have very high 

correlations with JDI scores. The results seem to indicate 

that some factors in addition to job satisfaction affect 

voting against union representation. 

Correlations of demographic characteristics of Birmingham 

and Wichita Falls employees with JDI scores were generally 

low. The highest correlations involved long tenure on the 

job. The correlations of tenure were -0.40 with satisfaction 

with opportunities for promotion and -0.34 with satisfaction 
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with supervision. Both of these findings were the opposite 

of what has most often been found in the nation's general 

working population. Some lower correlations did go in the 

anticipated direction. There was a 0.29 correlation between 

annual earnings and satisfaction with pay. A 0.29 correlation 

existed between satisfaction with co-workers and employees 

having more children. Occupying higher skilled jobs had a 

0.24 correlation with satisfaction with opportunities for 

promotion. The total profile of workers did not generally 

show quite as strong reltionships between job satisfaction 

and demographic characteristics as prior studies had generally 

suggested. It is, therefore, not completely safe to conclude 

that the surveyed workers are representative of the nation's 

general working population. 

Pay was the only demographic characteristic that even 

showed a statistically weak difference between employees 

voting for and against union representation. Combining the 

Birmingham and Wichita Falls groups, none of the other tested 

reasons or job satisfaction measures showed a high correlation 

with the employees' pay level. The highest correlation was 

-0.35 between pay and the indication that the union was voted 

against "because I did not want to pay dues." Next came a 

0.29 correlation between the pay level and the JDI score on 

the pay satisfaction index. Despite the lack of a high 

correlation, the questionnaire appears to adequately inves-

tigate the effects of employees' pay levels on voting 
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responses in union representation elections. There is no 

evidence to indicate that any important reason for employees' 

voting decisions have been omitted from the questionnaire. 



CHAPTER V 

LOW JOB SATISFACTION AND VOTING 

FOR UNION REPRESENTATION 

Literature Survey-

Low job satisfaction encourages employees to vote for 

union representation was the first hypothesis of the disser-

tation. The literature survey tended to support this 

proposition. The chronological development of this idea 

can be traced from earlier writers. E. Wight Bakke described 

the positive relationship between a worker's frustrations 

and his decision to join a union. His unproven hypothesis 

was that "the worker reacts favorably to union membership in 

proportion to the strength of his belief that this step will 

reduce his frustrations and anxieties and will further his 

opportunities relevant to the achievement of his standards 

of successful living.11"'" 

Stampolis found that critical attitudes toward working 

conditions, job incentives, and management were associated 

with pro-union attitudes.^ Four factors were included in 

the investigation of working conditions. They were ratings 

1-Bakke, OJD. cit. , p. 2. 

^Stampolis, o]3. cit. , p. 9. 
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of the job for cleanliness, for the quality of machines and 

equipment, for safety, and for how much they liked their 

job. Employees with more favorable ratings of these factors 

were more likely to be opposed to unionization. Three job 

incentives were investigated. They were ratings of wages, 

steady employment, and chances for promotion. A favorable 

rating of the company's wages had a significant direct 

association with opposition to unionization.^ Employees who 

gave their chances for promotion the highest rating were the 

ones who were the most likely ones to oppose unionization. 

Significant inverse relationships were found between em-

ployees' attitudes toward several characteristics of their 

foremen and toward unionization.^1" The strongest relationships 

were found for characteristics such as the foreman's ability 

to handle people, to be fair and impartial, and to give due 

credit. 

J.D. Dunn observed relationships between discontentment 

with a number of job related factors and the tendency to 

join the union. The most frequently chosen responses were 

dissatisfaction with pay, working conditions, and being 

taken for granted. It was indicated 98 per cent of the time 

that office workers were prompted to join an office union 

because production workers were getting better pay than the 

^Ibid., p. 14. 

4Ibid., p. 37. 
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office force.^ The reason given 95 per cent of the time was 

low pay for work done. A less popular reason was that 

other office workers were getting better pay than the incum-

bent. It received a 70 per cent response rate.'7 It was 

indicated 98 per cent of the time that employees voted for 
g 

the union to have a voice in determining working conditions. 

Dissatisfaction with the office force being taken for granted 

9 

was indicated 90 per cent of the time. It was also indi-

cated 60 per cent of the time that the playing of favorites 

by supervisors prompted employees to join a union, and pro-

motion being blocked was given by 50 per cent of the 

respondents.^ 

Job dissatisfaction was found by Kay H. Smith to be a 

factor in union preference among nonunionized draftsmen in 

Detroit. She found a -0.26 correlation between satisfaction 

measures and attitudes toward unions. 

The recent studies by Getman, Goldberg, and Herman 

dealt directly with the relationship between job satisfaction 

and voting for union representation. They found in their 

^Dunn, o£. cit., p. 213. 

^Ibid. 

7Ibid. 

8Ibid. 
9 

Ibid. 

10Ibid. 

"'""'"Kay H. Smith, ojd. cit. , p. 50. 
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first study correlations of -0.58 and -0.57 between employees 

voting for unions and overall job s a t i s f a c t i o n . ^ The 

measure of job satisfaction was an index which included 

measures of satisfaction with wages, hours, type of work, job 

security, fringe benefits, treatment by management, recog-

nition of good work, and the company's efficiency. In more 

extensive later studies, they found individual satisfaction 

factors highly correlating with votes for the union. These 

were satisfaction with working conditions with a -0.53 cor-

relation, job security with a -0.42 correlation, and wages 

with a -0.40 correlation, and the only satisfaction item not 

strongly correlated with the votes was satisfaction with the 

1 ̂  
work itself which had only a -0.14 correlation. J 

Field Research 

The field research also tended to support the hypothesis 

that low job satisfaction encourages employees to vote for 

union representation. The overall measurements produced the 

following results. A 0.67 multiple correlation was found 

between job satisfaction scores on the Job Descriptive Index 

(JDI) and the decision to vote against union representation 

in the combined group of the Birmingham printers and the 

Wichita Falls Aircraft maintenance employees. If this was 

1 ? 
Getman, Goldberg, and Herman, "The National Labor 

Relations Board Voting Study: A Preliminary Report," 
pp. 238-239. 

•^Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 57. 
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stated the opposite way, the results showed lower job satis-

faction scores by people who voted for union representation. 

A single question about general satisfaction with the job 

produced a 0.37 product-moment correlation between satis-

faction and voting against the union. A test of the 

difference between the combined percentages of dissatisfied 

"for" voters and dissatisfied "against" voters showed the 

proportions to be significantly different at the 0.05 level. 

A contingency coefficient calculation showed a 0.28 corre-

lation between voting against the union and overall job 

satisfaction. The chi-square test showed the frequency of 

satisfaction of the "for" and "against" voters to be different 

at the 0.05 level of significance. 

The field research studies also measured the relation-

ships between job satisfaction with certain distinguishable 

aspects of jobs and the tendency to vote against the union. 

A product-moment correlation of 0.61 was found between satis-

faction with supervision and the decision to vote against 

the union in the combined group. A correlation of 0.50 was 

obtained between satisfaction with pay and "against" voting. 

Each of these relationships had a high computed T value, 

and a stepwise regression showed that they produced the most 

differentiation between employees voting for or against the 

union. Satisfaction with supervision was by far the strongest 

factor. When JDI scores on the satisfaction with opportu-

nities for promotion index were correlated with voting against 
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The union, a 0.47 correlation resulted. A correlation of 

0.31 was obtained between satisfaction with work on the 

present job and voting against union representation. A 

weaker and more appropriate nonparametric statistical 

measurement called the contingency coefficient showed a cor-

relation of 0.59 between satisfaction with supervision and 

voting against the union. A contingency coefficient corre-

lation of 0.44 was obtained between satisfaction with pay 

and against voting. It was 0.42 for satisfaction with 

opportunities for promotion, and it was 0.25 for satisfaction 

with work. 

A comparison of the combined mean scores on all five 

sections of the Job Descriptive Index (JDI) showed that the 

"against" voters had higher job satisfaction scores. The 

differences between the mean scores of "for" and "against" 

voters on all five sections proved to be significant at the 

0.01 level. A nonparametric chi-square test of the signifi-

cant difference between the satisfaction with supervision 

of the two groups indicated that their satisfaction scores 

were significantly different at the 0.001 level. The same 

test showed the scores on satisfaction with pay to be signi-

ficantly different for the two groups at the 0.01 level. 

For satisfaction with the opportunities for promotion, the 

difference was also significant at the 0.01 level. The two 

groups' scores on the satisfaction with work on the job 

scale were not significantly different at the 0.05 level. 
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A multiple correlation of 0.73 was found between job 

satisfaction scores on the Job Descriptive Index (JDI) and 

the decision to vote against union representation in the 

Birmingham printers' election. A product-moment correlation 

coefficient of 0.34 was found between satisfaction with pay 

and the decision to vote against union representation. This 

was followed by a 0.30 correlation between satisfaction with 

supervision and the against votes. Satisfaction with the 

nature of the work itself and the against votes had a 0.13 

correlation. Opportunities for promotion and voting against 

union representation showed a 0.05 correlation. A negative 

correlation of -0.42 was found between satisfaction with 

co-workers on the job and the voting against union represen-

tation. A stepwise regression showed this to be the most 

important factor, and the other important factor was the 

nature of the work itself. Weaker relationships were shown 

by a more appropriate nonparametric statistical measurement 

for dealing with nominal classified data called the contin-

gency coefficient. It showed only a 0.12 correlation between 

satisfaction with pay and voting against the union. It was 

0.09 for satisfaction with supervision, 0.12 for satisfaction 

with the nature of the work itself, 0.17 for satisfaction 

with opportunities for promotion, and -0.35 for satisfaction 

with co-workers. 

A comparison of the mean scores on the five sections of 

the JDI revealed that "against" voters generally had higher 
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job satisfaction scores. The employees voting against union 

representation had a 15.0 mean score on the pay index, and 

the "for" voters had a 9.0 mean score. A t-test of the 

difference between these two independent means showed that 

the difference was not significant at the 0.05 level. The 

difference of the means would have been significant if it 

had been tested at the 0.10 level with a one-tailed test. 

The "against" voters had a 37.5 mean score on the super-

vision scale. This was compared to a 26.6 mean score for 

the employees voting for union representation. The differ-

ence between the two means was not significant at the 0.05 

level. The employees voting against the union had a 5.3 

mean score on the opportunities for promotion index. The 

"for" voters had a 4.6 mean score. This difference was not 

significant at the 0.05 level of significance. 

On the scale evaluating satisfaction with the work on 

the present job, the mean score for the "against" voters was 

34.4. The mean score for the "for" voters was 32.0. The 

difference between the means is not statistically signifi-

cant at the 0.05 level of significance. The employees 

voting against union representation had a 23.0 mean score 

on the co-worker satisfaction index, and the employees voting 

for union representation had a 37.3 mean score. The differ-

ence between the means is significant at the 0.05 level of 

significance. A nonparametric chi-square test of the signi-

ficant difference between the groups' scores on each of the 
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JDI categories showed no significant differences at the 

0.05 level. 

Employees were asked one question in the Birmingham 

printers election to indicate if they were generally satis-

fied or dissatisfied with their jobs. This question was 

intended as a measurement of overall job satisfaction or job 

dissatisfaction. A product-moment correlation of 0.18 was 

found between job satisfaction and voting against union 

representation. A higher percentage of the dissatisfied 

employees voted for the union than voted against it. Three 

of the four "against" voters or 75 per cent of them indicated 

that they were generally satisfied. One voter in the against 

group or 25 per cent said that he was generally dissatisfied. 

Among the "for" voters, 9 or 50 per cent indicated satis-

faction, 8 or 44.4 per cent indicated dissatisfaction, and 

1 gave no response. A test of the difference between the 

percentages did not find the difference to be statistically 

significant. Using the more appropriate nonparametric con-

tingency coefficient measurement, a 0.29 correlation was 

found between overall job satisfaction and voting against 

union representation. A chi-square test showed the differ-

ence in the frequency of satisfaction in the two groups to 

not be significantly different at the 0.05 level. 

A multiple correlation of 0.78 was found in the Wichita 

Falls aircraft maintenance employees' election between all 

job satisfaction scores on the JDI and the decision to vote 
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against union representation. A product-moment correlation 

of 0.70 was found between satisfaction with supervision and 

voting against the union. The product-moment correlation 

between satisfaction with pay and against voting was 0.60. 

Opportunities for promotion satisfaction and voting against 

union representation had a 0.47 product-moment correlation. 

Satisfaction with the nature of the work itself and "against" 

votes had a 0.43 product-moment correlation. The results 

were particularly strong for correlations involving satis-

faction with supervision and satisfaction with pay where 

there were high computed T values. A stepwise regression 

also showed these two factors to be the ones that had the 

most influence on voting against the union. Satisfaction 

with supervision was the strongest factor. A product-

moment correlation of 0.63 was also found between satis-

faction with co-workers on the job and voting against union 

representation. When a more appropriate nonparametric 

statistical measurement called the contingency coefficient 

was applied to the classified data which had been measured 

at a nominal level, a 0.61 correlation was found between 

voting against the union and satisfaction with supervision. 

A correlation of 0.53 was found between satisfaction with 

pay and voting against the union. The correlation was 0.40 

for satisfaction with promotion opportunities and voting 

against, and it was 0.50 for satisfaction with the work 

itself. There was a 0.52 contingency coefficient correlation 
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between satisfaction with co-workers and voting against 

the union. 

The mean scores of the "against" voters were higher 

than "for" voters on all five sections of the JDI. The 

employees voting against union representation had a 44.2 

mean score on the satisfaction with supervision index, and 

the "for" voters had a 25.3 mean score. A t-test of the 

difference between these two independent means showed that 

the difference was significant at the 0.05 level. As a 

matter of fact, the difference was even significant at the 

0.0005 level using a one-tailed test. On the satisfaction 

with pay scale, the "against" voters had a 14.4 mean score. 

The "for" voters' mean score was only 5.1. The difference 

between the two means was again highly significant. The 

difference between the means proved to be significant at 

the 0.05 level, and a one-tailed test would have even shown 

it to be significant at the 0.0005 level. The employees 

voting against the union had a 16.4 mean score on the oppor-

tunities for promotion index. The "for" voters had a 6.6 

mean score. The difference was significant at the 0.05 

level. Using a one-tailed test, it would have proven to be 

significant even at the 0.005 level. On the scale evalu-

ating satisfaction with the work on the present job, the 

mean score was 34.7 for the "against" voters and 24.6 for 

the "for" voters. The difference between these means was 

significant at the 0.05 level. It would also have been a 
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significant difference at the 0.01 level if a one-tailed 

test was used. The employees voting against union represen-

tation had a 42.4 mean score on the co-worker satisfaction 

index, and the employees voting for union representation 

had a 23.3 mean score. The difference between the means was 

significant at the 0.05 level. A one-tailed test would have 

shown a significant difference even at the 0.0005 level. A 

nonparametric chi-square test of the difference between the 

JDI scores of the "for" and "against" voter groups showed a 

significant difference at the 0.05 level between the two 

groups on all five sections of the JDI. 

The measure of overall job satisfaction in the Wichita 

Falls election showed a 0.45 product-moment correlation 

with the behavior of voting against union representation. 

Eighteen of the "against" voters or 81.8 per cent said that 

they were generally satisfied. Four of the "against" voters 

or 18.2 per cent indicated that they were generally dissatis-

fied with their job. Nine of the pro-union voters or 56.1 

per cent of the responding group replied that they were 

generally dissatisfied. Seven "for" voters or 43.9 per cent 

indicated satisfaction, and two "for" voters gave no response 

A test of the difference between the percentages showed the 

difference to be significant at the 0.05 level. The differ-

ence would have even been significant if it had been tested 

at the 0.01 level. A contingency coefficient calculation 

revealed a 0.41 correlation between overall job satisfaction 
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and voting against the union. A chi-square test showed the 

"for" and "against" groups' responses to be different at the 

0.01 level of significance. 

Conclusion 

The literature survey and the field research gave 

support to the hypothesis that low job satisfaction encour-

ages employees to vote for union representation. Although 

the prior studies were less scientific than desirable and 

the field research contained a severe response deficiency, 

the same association was consistently found between low job 

satisfaction and voting behavior using several different 

measuring instruments and statistical tests. Support from 

several types of job satisfaction measures helped strengthen 

the results in the face of the controversies about the proper 

definition and measurement of job satisfaction. Table I 

provides a summary of the important correlations found in the 

dissertation research and by other researchers. 

The correlations correspond in the few studies of job 

satisfaction and voting behavior in union elections, but 

correlations do not prove cause and effect. Other researchers 

on job satisfaction concluded that "correlational data become 

interpretable only as the number of studies pointing to a 

single hypothesis becomes large."-^ On the other hand, the 

limited research should not be totally discounted either. 

•^Suresh Srivastva and others, Job Satisfaction and 
Productivity (Kent, Ohio, 1977) p. 16. 
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TABLE I 

SUMMARY OF IMPORTANT CORRELATIONS BETWEEN VOTING 
FOR UNION REPRESENTATION AND LOW JOB SATISFACTION 

Job Satisfaction 
Measurement 

Getman, 
Goldberg, and 
Herman* 

Kay H. 
Smith* 

Dissertation 
Research 
Group 

Product-
Moment 

Contingency 
Coefficient 

Multiple 0.58 
0.57 

0.26** 0.67 

Single Question 0.37 0, ,28 

Supervision 0.61 0. .59 

Pay 0.40 0.50 0, .44 

Promotion 0.47 0. .42 

Work 0.14 0.31 0. .2.5 

Job Security 0.42 

relationship is inversely stated. 

^Correlation of satisfaction with attitudes toward 
unions. 

Other researchers have indicated that "given the multiple 

causation of social and psychological phenomena, any variable 

that explains 2% or 370 of the variance in a dependent vari-

able is worthy of respect; no other single variable may 

explain a larger proportion.""^ 

Norval D. Glenn, Patricia A. Taylor, and Charles N. 
Weaver, "Age and Job Satisfaction Among Males and Females: 
A Multivariate, Multisurvey Study," Journal of Applied 
Psychology, 62 (April, 1977), 192. 



CHAPTER VI 

EMPLOYEES' PERCEPTIONS OF WAGES AND BENEFITS 

INFLUENCE ATTITUDES TOWARD VOTING 

FOR UNION REPRESENTATION 

Literature Survey-

Employees 1 perceptions of wages and other economic bene-

fits influence employees' attitudes toward voting for union 

representation. This was the second hypothesis of the disser-

tation. Descriptive studies provided numerous references to 

economic factors and union preference. The extensive study 

done by the San Fernando Valley State College Political Science 

Department showed that the most important reason for voting 

for the union was because "union representation and collective 

bargaining ensure better pay and job security."^- The second 

most frequently chosen answer was "fringe benefits, such as 

2 
pensions, holidays and sick leave, will be improved." The 

third choice was that "they can ensure fairness in promotion, 

3 

fair pay for work performed, seniority rights, etc." The 

most frequently chosen reason for voting against the union 

was that they "did not like the idea of paying dues, having 

^San Fernando State College Political Science Depart-
ment Research Analysts, ojd. cit. , p. 32. 

2Ibid. 

3Ibid. 
81 
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to join."4 The second choice was that they "believed the 

union was not needed, as management already provided prac-

tically the same benefits as in unionized work-places. 

All of these replies contain an economic element. 

Baldwin's replication of the San Fernando State College 

Study produced similar results. The second most popular 

reason for voting for the union was "to obtain better fringe 

benefits (pensions, insurance, vacation holidays, or sick 

l e a v e ) . " T o obtain better pay" received the third highest 

number of choices.^ The overwhelming choice of the people 

voting against the union was that the "union was not needed 

because good benefits are already provided."^ 

Dunn's interview of employees, personnel administrators, 

and union leaders found that 95 per cent of the respondents 

believed that low pay prompted employees to join a union.9 

Stampolis' study showed a significant association between a 

favorable rating of wages and opposition to unionization.^ 

Getman, Goldberg, and Herman found a -0.13 correlation 

between voting for the union and the wage rate in their more 

4Ibid., p. 33. 

5Ibid. 

^Baldwin, 0£. cit., p. 7. 

7lbid. 

^Ibid. 

^Dunn, 0£. cit., p. 213. 

10 Stampolis, 0£. cit., p. 14. 
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extensive second study.^ The Baldwin Study indicated that 

the individual who voted for the union was more likely to be 

less highly paid.-^ McKersie and Brown found that the de-

cision to join the union was positively associated with 
I O 

lower wages. Tannenbaum and Kahn's study possibly suggested 

the opposite conclusion. They found the most active union 

members to have better paying jobs.-^ 

Job satisfaction with pay can be examined as a distin-

guishable aspect of a job. Getman, Goldberg, and Herman 

found a -0.40 correlation between satisfaction with pay and 
1 C 

the behavior of voting for the union. J 

Field Research 

A combined tabulation of the reasons why Birmingham 

printers, Wichita Falls aircraft maintenance employees, and 

Grapevine aircraft repair employees voted for the union 

showed the most frequently chosen response was "to obtain 

better pay." It received 28 total choices or 19.0 per cent 

of the votes. The third choice was that the union was voted 

for "to obtain better fringe benefits (pensions, insurance, 

•^Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 66. 

1 9 

Baldwin, 0£. cit., p. 1. 

-^McKersie and Brown, o£. cit. , p. 382. 

•^Tannenbaum and Kahn, op. cit., p. 229. 
-^Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 57. 
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vacation, holidays, or sick leave)." A total of 19 votes 

went to this response, or it received 12.9 per cent of the 

total votes. Tests of the differences between the percen-

tages of the total votes received by all of the popular 

responses indicated that none of the differences were 

statistically significant. 

The most popular reason for voting against the union 

in the Birmingham and Wichita Falls elections was "because 

the union is not needed since good benefits are already 

provided." It received 15 votes or 19.2 per cent of the 

total responses. The second most frequently chosen reason 

was "because I did not want to pay dues." A total of 12 

votes were cast for this reason, or it obtained 15.4 per 

cent of the votes. The third most frequent reason for 

voting against the union was "because of possible fines or 

assessments." It received 11 votes or 14.1 per cent of the 

total responses. The differences between the percentages 

of the total votes received by all of the popular responses 

indicated that none of the differences were statistically 

significant. 

The field research showed that the group voting for the 

union had a lower mean level of pay. The difference between 

the means of the two groups was not significantly different 

at the 0.05 level. 

The combined group produced a product-moment correlation 

of 0.50 between satisfaction with pay and the decision to 
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vote against the union. The contingency coefficient corre-

lation for this relationship was 0.44. The differences 

between the mean scores of "for" and "against" voters on 

their satisfaction with pay was significant at the 0.01 

level. A nonparametric chi-square test of the difference 

also showed that the scores were significantly different at 

the 0.01 level. 

The reasons selected for voting for and against union 

representation in the Birmingham printers' election con-

tained some factors that pertained to economic considerations 

The second most popular reason for voting for the union was 

"to obtain better pay." It obtained 4 first place votes or 

22.2 per cent of the total for votes. The second choice 

went to it 2 times, or it received 11.1 per cent of these 

responses. Out of the third place votes, it received only 

1 vote or 5.6 per cent of the total. The most heavily 

chosen reason for voting against union representation was 

"because the union is not needed since good benefits are 

already provided." All first place votes went to this re-

sponse. With 1 second choice vote and 1 third choice vote, 

the response tying for third place was the indication that 

the union was voted against "because I did not want to pay 

dues." Tests of the difference between the percentages of 

the total votes received by the responses showed that none 

of them were statistically significant. 
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The less highly paid employees in the Birmingham 

election were more likely to vote for union representation. 

The mean level of annual pay of the "for" voters was $6,842. 

The "against" voters had a mean level of annual pay of $9,050. 

Using a one-tailed t-test on the difference of these means, 

the difference just barely failed to be significant at the 

0.05 level. A product-moment correlation of 0.43 was found 

between high salary levels and voting against the union. A 

stepwise regression also showed it to be the most important 

demographic factor. 

The Wichita Falls aircraft maintenance employees made 

their second choice of a reason why they voted for the union 

to be "to obtain better fringe benefits (pensions, insurance, 

vacation, holidays, or sick leave)." It obtained 5 first 

place votes or 27.8 per cent of the total "for" votes. The 

second choice went to it on two occasions. It also got two 

third place votes. This meant that it received 11.1 per 

cent of the second and of the third place votes. "To obtain 

better pay" was the third most highly chosen response. It 

obtained 3 first place votes or 16.7 per cent of the total 

"for" votes. It also received 3 second and 3 third place 

votes. These numbers also represent 16.7 per cent of the 

second and third place votes. Tests of the difference be-

tween the percentages of the total votes received by the 

responses showed none of these to be statistically signifi-

cant . 
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The most frequently chosen reason for voting against 

union representation in the Wichita Falls election was 

"because the union is not needed since good benefits are 

already provided." It received 7 first place votes or 31.8 

per cent of these responses. Second choice went to this 

response on 3 occasions or 13.6 per cent of the time. It 

obtained 1 third choice selection or 4.5 per cent of these 

responses. Next came a tie in total votes between two re-

sponses. "Because of possible fines or assessments" received 

1 first place choice or 4.5 per cent of the total votes. It 

received 4 second place choices or 18.2 per cent of this 

group, and 5 people or 22.7 per cent of the group chose it 

third. "Because I did not want to pay dues" obtained 2 first 

place votes or 9.1 per cent of these votes. Second choice 

went to it 1 time or 4.5 per cent of the time. It received 

7 third place votes or 31.8 per cent of these responses. 

Tests of the differences between the percentages of the 

total votes received by the responses showed none of them to 

be statistically significant. 

The mean level of the annual pay of "for" voters was 

$7,583. The "against" voters had a mean level of annual pay 

of $8,089. The employees voting for union representation 

were less highly paid, but the difference between the means 

of the two groups' annual pay was not statistically signifi-

cant. A stepwise regression showed this to be the second 

most important demographic characteristic. 
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Employees of the Grapevine aircraft repair firm were 

asked to select or provide the reasons why they voted for 

union representation. The most frequently chosen response 

was "to obtain better pay." It received 5 first place votes 

or 38.5 per cent of the total votes. The same number of 

second choices also went to this response, and 2 persons or 

15.4 per cent of the group made it their third choice. The 

second most popular response was "to obtain better fringe 

benefits." It received 2 first place and 2 second place 

votes. These represented 15.4 per cent of each of these 

groups. Under the third choice, 3 people or 23.1 per cent 

of the employees gave this response. Tests of the differ-

ences between the percentages of the total votes received 

by the responses showed none of these to be statistically 

significant. 

Conclusion 

Economic factors have been indicated as influences that 

encourage both voting for and against union representation. 

Table II provides a summary of the economic reasons consis-

tently found for voting for or against union representation. 

The predominant relationship appeared to be between 

voting for union representation and low satisfaction with 

pay and benefits. When employees perceived that their wages 

and benefits were competitive, they seemed to lose their in-

centive to vote for the union. Union dues and fines were 

detractors that sometimes influenced employees to vote against 
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TABLE II 

ECONOMIC REASONS FOR VOTING FOR AND AGAINST 
UNION REPRESENTATION 

Reason 

Voted for "to ob-
tain better 
fringe benefits" 

Voted for "to ob-
tain better pay" 

Voted against 
"because the 
union is not 
needed since good 
benefits are al-
ready provided" 

Voted against 
"because I did 
not want to pay-
dues" 

San Fernando 

2nd 

1st* 

2nd 

1st* 

Baldwin 

2nd 

3rd 

1st 

Dissertation 
Research 
Group 

3rd 

1st 

1st 

2nd 

'̂Combined with another reason. 

the union. All of the studies did not confirm that economic 

factors were the most important influence on employees' atti-

tudes toward unionization, but the hypothesis was supported. 

Employees' perceptions of wages and other economic benefits 

do appear to strongly influence employees' attitudes toward 

voting for union representation. 



CHAPTER VII 

POLICIES AND RULES AFFECTING WORKING 

CONDITIONS INFLUENCE EMPLOYEES' 

ATTITUDES TOWARD VOTING FOR 

UNION REPRESENTATION 

Literature Survey-

Employees' perceptions of management policies and rules 

affecting working conditions will influence employees' atti-

tudes toward voting for union representation. This was the 

third hypothesis. A theoretical approach to this issue was 

proposed by Selig Perlman. His basic proposition was that 

workers' objectives were to obtain a measure of control over 

the job opportunities so that they could administer them in a 

way to provide themselves a greater sense of security. They 

sought rules within the company or trade to parcel out the 

scarce job opportunities and to apportion the better jobs among 

the workers. The province of the union was to assert labor's 

collective mastery over job opportunities and employment 

bargains. Frank Tannenbaum presented the idea that unions 

were formed in the past to provide social ties as well as to 

obtain economic benefits. Mark Perlman added a summation of 

the basic theories of unionism which included several ideas. 

Unions were attractive because of psychological drives of 

the workers. Workers banded together to obtain greater job 
90 
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security, higher wages, and improved working conditions. 

The primary intent of union policies were to protect job 

opportunities for the group of unionized workers. 

The studies that deal with management policies and 

rules affecting working conditions overlap to some degree 

with the studies presented to support the other hypotheses. 

Stampolis found that a pro-unionization attitude was asso-

ciated with a critical attitude toward working conditions, 

job incentives, and management."'' The working condition 

factors were rating of the job for cleanliness, for the qual-

ity of machines and equipment, for safety, and for how much 

they liked their job. The job incentives were ratings of 

wages, steady employment, and chances for promotion. The 

rating of management had to do with attitudes about their 

foremen and about management in general. 

J.D. Dunn received a number of policy and rule related 

reasons why office employees joined a union. Respondents 

indicated 98 per cent of the time that employees joined the 

union to obtain a "chance to have a voice in determining 

working conditions."^ It was indicated by 90 per cent of 

the respondents that the "office force was taken for 

granted."3 He explained that discontentment was caused by 

"'"Stampolis, ojd. cit. , p. 43. 

2 
Dunn, 0£. cit., p. 213. 

3Ibid. 
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office jobs being simplified and specialized until they 

became dull and uninteresting. 

The San Fernando State College Study had a number of 

highly chosen responses that reflected the reaction of 

employees to policies and rules concerning working conditions. 

The third most frequently chosen reason for voting for the 

union was that "they can ensure fairness in promotion, fair 

pay for work performed, seniority rights, etc."^ In the 

limited study by Baldwin, the most frequently chosen reason 

for voting for the union was "to ensure fairness in pro-

motion, demotion, layoff, and recall."^ "I do not desire a 

seniority system" was the fourth most frequently chosen 

reason for voting against the union.6 The Dunn Study revealed 

that 50 per cent of the respondents considered the fact that 

promotion was blocked to be an important condition prompting 

employees to vote for a union.^ 

Related to these replies are satisfaction with super-

vision. In the Baldwin Study, the third most frequently 

chosen reason for voting against the union was because of 

good supervision.^ Many of the reasons given Dunn for 

^San Fernando State College Political Science Depart-
ment Research Analysts, 0£. cit., p. 32. 

^Baldwin, 0£. cit., p. 7. 

6Ibid., p. 9. 

^Dunn, o£. cit., p. 213. 

^Baldwin, o£. cit., p. 9. 
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employees joining a union were related to supervision. The 

strongest of these charges was that supervision played 

favorites which was expressed by 60 per cent of the respon-

dents . ̂  

A measure of the employees' impression of managements' 

general policy toward unions was given by one reply in the 

San Fernando Study. The third most frequent reason given 

for voting against the union was that they "believed there 

would be a strike if the union came in."^ 

A final general measurement of working conditions' in-

fluence on attitudes toward unions was supplied by a measure 

of job satisfaction with the nature of the work itself. 

Getman, Goldberg, and Herman found a -0.14 correlation be-

tween voting for the union and satisfaction with the job 

itself.^ 

Field Research 

The combined group in the field research gave a number 

of responses that showed the influence on union election 

voting of policies and rules affecting working conditions. 

The second most popular reason for voting for the union 

among the Birmingham printers, the Wichita Falls aircraft 

^Dunn, OJD. cit. , p. 213. 

•^San Fernando State College Political Science Depart-
ment Research Analysts, OJD. cit:. , p. 33. 

-'-•'-Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 57. 
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maintenance employees, and the Grapevine aircraft repair 

employees was "because the company failed to communicate 

truthfully with employees." It received 20 total votes or 

13.6 per cent of the replies. In the Wichita Falls election 

this was the most popular reply with 10 votes or 18.5 per 

cent of the total votes. This response received 4 first 

place votes or 22.2 per cent of the total "for" votes. It 

received 3 second place votes and 3 third place votes. This 

meant that the reply obtained 16.7 per cent of these groups 

of votes. In the Grapevine election, this reply was third. 

It received 2 first place votes or 15.4 per cent of the 

votes. In each of the second and third positions, it was 

chosen by 1 person or 7.7 per cent of the group. One of the 

responses which tied for fourth place among the against 

voters in the Birmingham and Wichita Falls elections combined 

was "because I do not desire a seniority system." It re-

ceived 9 votes or 11.5 per cent of the responses. In the 

Wichita Falls election, it ran very close to the third place 

in popularity. First choice went to it on 2 occasions or 9.1 

per cent of the time. It was second choice of 6 people or 

27.3 per cent of this group, and 1 person chose it third for 

4.5 per cent of the third choice votes. The opposite 

position was taken when the employees voting for the union 

consistently had a higher mean number of years with the 

company than the employees voting against the union. Tests 

of the differences between the percentages of the total votes 
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received by the responses in each group showed none of the 

differences were statistically significant. 

The fourth reason chosen by pro-union voters of the 

combined group of Birmingham printers, Wichita Falls aircraft 

maintenance employees, and Grapevine aircraft repair em-

ployees was "to ensure fairness in promotion, demotion, 

layoff, and recall." It received 17 votes or 11.6 percent 

of the total responses. In the Birmingham election this 

reply received the third largest number of votes. Its first 

place votes totaled 3 or 16.7 per cent of the group, and it 

had the same number and percentage of third place votes. 

Tests of the differences between the percentages of the total 

votes received by the responses showed that none of the 

differences were statistically significant. This reply was 

related to satisfaction with supervision as well as satis-

faction with promotion. The second most heavily chosen 

reason for voting against the union was "because of a good 

supervisor or management." It received 2 second choice votes 

or 50 per cent of these responses. Satisfaction with super-

vision in the combined group of the Birmingham and Wichita 

Falls employees had a 0.61 product-moment correlation with 

voting against the union. In the Birmingham election, these 

correlations were 0.30 and 0.09. In the Withita Falls 

election, they were 0.70 and 0.61. Satisfaction with oppor-

tunities for promotion in the combined group had a 0.47 

product-moment and a 0.42 contingency coefficient correlation 
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with voting against union representation. The corresponding 

correlations were 0.05 and 0.17 in the Birmingham election. 

They were 0.47 and 0.40 in the Wichita Falls election. There 

were statistically significant differences at the 0.01 level 

between the mean JDI scores of "for" and "against" voters 

on their satisfaction with both supervision and opportunities 

for promotion in the combined group and the Wichita Falls 

group. Another satisfaction measure also revealed the in-

fluence on union elections of management policies and rules 

affecting working conditions. This was a 0.31 product-

moment correlation and a 0.25 contingency coefficient 

correlation between satisfaction with work on the present 

job and voting against union representation in the combined 

group. In the Birmingham group, these correlations were 

0.13 and 0.12. The product-moment correlation was 0.43 in 

the Wichita Falls group, and the contingency coefficient 

was 0.50. Significant differences at the 0.01 level between 

the mean JDI scores of "for" and "against" voters in the 

combined group and the Wichita Falls group were shown by one 

test, but this was not true at even the 0.05 level using 

the non-parametric chi-square test. 

Conclusion 

A variety of data from the literature survey and the 

field research provided support for the hypothesis that em-

ployees ' perceptions of management policies and rules 

affecting working conditions will influence employees1 
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attitudes toward voting for union representation. Pro-union 

employees consistantly showed their displeasure with super-

vision and many factors related to it such as promotion 

opportunities and truthful communication. Low satisfaction 

with work on the present job, the work itself, or working 

conditions was shown by several studies to encourage employees 

to be for the union. The psychological drive for security 

was revealed by desire for a seniority system and the fear 

of a strike if the union won the representation election. 

All of these motivations for seeking union representation 

can be traced back to the workers' desires for job security 

and improved working conditions. 



CHAPTER VIII 

DEMOGRAPHIC AND SOCIAL CHARACTERISTICS 

AMONG EMPLOYEES WITH SIMILAR ATTITUDES 

TOWARD VOTING FOR UNION REPRESENTATION 

Literature Survey-

Certain demographic and social characteristics tend to 

be present among employees with similar attitudes toward voting 

for union representation. This was the fourth hypothesis. 

Prior union members were found to be more likely to vote 

for union representation than against it in the San Fernando 

Study.^ This was also found in the Baldwin Study.^ On the 

other hand, Getman, Goldberg, and Herman found no statisti-

cally significant relationship between prior union membership 

3 

and employees' voting behavior. They found that corre-

lations between demographic characteristics and voting 

results indicated only slight tendencies for employees with 

similar characteristics to have similar predispositions.^ 

1San Fernando State College Political Science Depart-
ment Research Analysts, ojd. cit. , p. 24. 

2 
Baldwin, ojd. cit. , p. 1. 
3 
Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 66. 
4Ibid. 

98 
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The San Fernando Study showed a positive relationship 

between possessing less skill and voting for the union.^ 

The Baldwin Study reproduced this result.6 Tannenbaum and 

Kahn's findings possibly suggest the opposite conclusion. 

They found that the most active members in unions tended to 

have more highly skilled jobs.7 Active members in an estab-

lished union may not fully represent the type of employees 

that originally voted for union representation. 

Less education was found to be positively related to 
O 

voting for the union in the study by Baldwin. The study by 

the San Fernando State College Political Science Department 

showed that employees with a median amount of education were 

most likely to vote for union representation.^ The Getman, 

Goldberg, and Herman Studies found no statistically signifi-

cant relationship between these two factors.10 The 

Tannenbaum and Kahn Study may support the opposite conclusion. 

They reported that the most active union members tended to be 

5San Fernando State College Political Science Depart-
ment Research Analysts, OJD. cit. , p. 10. 

£ 

Baldwin, OJD. cit. , p. 1. 

^Tannenbaum and Kahn, o£. cit., p. 229. 

^Baldwin, OJK cit., p. 1. 
^San Fernando State College Political Science Depart-

ment Research Analysts, OJD. cit., p. 11. 

10Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 66. 
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more educated than less active ones, but their results were 

not statistically significant.^ 

Less highly paid employees were found to be more likely 

12 
to vote for the union in the McKersie and Brown Study. 

1 O 

This was also true in the Baldwin Study. J Getman, Goldberg 

and Herman found a -0.13 correlation between voting for the 

union and the wage rate.^ Tannenbaum and Kahn possibly 

suggested the opposite conclusion. They found the most active 

union members to have better paying jobs."'""' In a general 

population survey, the median wage of union workers was found 
1 f t 

to be $6,824, and it was $5,705 for nonunion workers. In 

the majority of cases, labor union members had higher median 

earnings than nonunion workers in similar occupations within 

the same industry groups. 

Much more conflicting evidence was found concerning the 

relationship between age and union support. The extensive 

San Fernando Study in California found that older employees 

•'••'•Tannenbaum and Kahn, ojd. cit. , p. 117. 

•^McKersie and Brown, o£. cit., p. 382. 

•^Baldwin, o£. cit., p. 1. 

"^Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 67. 

"'"̂ Tannenbaum and Kahn, ojd. cit. , p. 229. 
1 C 

U.S. Bureau of the Census, o£. cit., p. 1. 

"^Ibid. , p . 3 . 
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18 m 

were more likely to vote for union representation. Tannen-

baum and Kahn found the most active members in four 
19 

Midwestern industrial unions to generally be older. In a 

national survey, the median age of union members at forty-one 

was five years older than nonunion workers.2^ Stampolis 

found no statistically significant difference between age 

groups among employees of a manufacturing company in Ohio on 

their attitudes toward unionization.2^" The limited study in 

Texas by Baldwin found that the individual who voted for the 
22 

union was more likely to be younger. Getman, Goldberg, 

and Herman found a slight tendency for younger employees in 

an extensive study in the Midwest to vote for the union. 

They found a -0.11 correlation of voting for the union with 

age, and this relationship was statistically significant at 
9 ̂  

the 0.01 level. McKersie and Brown found the decision to 
join the union to be positively related to younger age in a 

0 / 
limited Chicago group. 

18San Fernando State College Political Science Depart-
ment Research Analysts, o£. cit., p. 10. 

"^Tannenbaum and Kahn, 0£. cit., p. 116. 

2^u.S. Bureau of the Census, o£. cit., p. 1. 

^Stampolis, ojd. cit. , p. 43. 

22Baldwin, op. cit. , p. 1. 
O O 
Getman, Goldberg, and Herman, Union Representation 

Elections: Law and Reality, p. 67. 

2 4-
McKersie and Brown, ojd. cit. , p. 382. 
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McKersie and Brown studied the employees in a Chicago 

hospital. Those with more dependents were more likely to 

• • ^ . 2 5 
join the union. 

An employee with less seniority is more likely than a 

high seniority employee to vote for union representation. 

The extensive Getman, Goldberg, and Herman Study in the 

Midwest supported this statement by finding a statistically 

significant difference between the groups at the 0.01 level 

and by finding a -0.09 correlation between length of employ-

ment and voting for the union.26 The limited study in 
27 

Chicago by McKersie and Brown also confirmed this. 

Baldwin found the same thing in another limited study in 

Texas.28 The extensive San Fernando Study in California 

indicated that the employee voting for the union was likely 

to have had under one or more than ten years of service 
29 i 

with the company. Tannenbaum and Kahn reported that the 

most active members in four Midwest unions had more senior-

ity.30 

2^McKersie and Brown, 0£. cit., p. 382. 

26Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 67. 

2^McKersie and Brown, 0£. cit., p. 382. 

28Baldwin, ojd. cit. , p. 1. 
2^San Fernando State College Political Science Depart-

ment Research Analysts, ojd. cit. , p. 11. 

"^Tannenbaum and Kahn, 0£. cit., p. 229. 
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Percentage comparisons can be made to relate some other 

characteristics to employees' voting decisions in a union 

representation election. The study by Baldwin found that 3 

per cent more unmarried employees voted for the union than 

voted against the union.31 The San Fernando Study indicated 

that slightly more of the married employees voted for the 

union.32 The San Fernando Study researchers suggested that 

this result might be due more to age differences than to 

marital status. Tannenbaum and Kahn showed that the most 

33 
active union members were more often married. Getman, 

Goldberg, and Herman found no significant relationship be-
34 

tween marital status and voting behavior. 

Two studies had information related to the influence of 

employees' place of origin on voting in a union election. 

Tannenbaum and Kahn found that the most active union members 

in four Midwestern unions were likely to be migrants from 

another state.35 McKersie and Brown's study of non-profes-

sional workers in a Chicago hospital showed that the decision 

31Baldwin, o£. cit., p. 11. 

32San Fernando State College Political Science Depart-
ment Research Analysts, OJD. cit. , p. 11. 

33Tannenbaum and Kahn, OJD. cit. , p. 229. 

3^"Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 66. 

o c 
Tannenbaum and Kahn, 0£. cit., p. 113. 



104 

to join the union was associated with being born in the 

South.36 

The idea that city reared employees would be more likely 

to vote for the union was supported by Tannenbaum and Kahn's 

findings that the most active union members in four Mid-
« -j 

western unions were more often city reared. No support 

was found in the literature survey for the idea that the 

percentage of Catholics would be greater among the group of 

employees voting for union representation. 

The extensive San Fernando Study showed the percentage 

of female employees voting for union representation to be 

greater than the percentage of males.3® Stampolis found men 

production employees in an Ohio manufacturing plant to be 

more pro-union than women employees, but the difference was 
O Q 

not statistically significant. In a general population 

survey, it was found that the union members' group had a 

greater proportion of men than the nonunion workers' group. 

Among union members 78 per cent were men, and only 54 per 

cent of the nonunion workers were men.^0 
36McKersie and Brown, op. cit., p. 382. 

•^Tannenbaum and Kahn, ojd. cit. , p. 115. 

3®San Fernando State College Political Science Depart-
ment Research Analysts, o]3. cit. , p. 9. 

3 9 
Stampolis, ojd. cit. , p. 43. 

^U.S. Bureau of the Censes, op., cit. , p. 1. 
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Getman, Goldberg, and Herman found a positive correlation 

of 0.11 between voting for the union and being a member of a 

minority race, and the differentiation between the groups was 

statistically significant at the 0.01 level.41 The Baldwin 

Study showed a higher percentage of minority racial group em-

A- 2 
ployees voting for the union than did white employees. The 

McKersie and Brown Study discovered that Negroes were more 

A3 

likely than other racial groups to join the union. In a 

national survey, union membership for Negro men was 35 per 

cent, and this was slightly higher than the 31 per cent for 

all men.44 

Characteristics in addition to those of individual 

workers were also proposed as predictors of the results of 

union representation elections. Rose's study of election 

petitions and Kilgour's study of a large sample of represen-

tation elections provided relatively weak support for the 

idea that the percentage of pro-union votes would be higher 

in small plants than in larger plants. Rose found that 

unions won nearly two thirds of the elections in units with 

fewer than 10 employees, but they won barely more than half 

in units with 50 employees or more.4-' Kilgour wrote, "The 

41Getman, Goldberg, and Herman, Union Representation 
Elections: Law and Reality, p. 67. 

4^Baldwin, op. cit., p. 1. 
/ ^ 

McKersie and Brown, OJD. cit. , p. 382. 
44U.S. Bureau of the Census, op. cit., p. 4. 

45Rose, o£. cit., p. 49. 
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larger more geographically dispersed the unit is, the more 

difficult it is to organize. It appears that in 1976, a unit 

of over 1,000 employees was almost unorganizable.nZ|'6 In the 

studies by Imberman and by Marshall, weak support was given 

to the proposition that the percentage of pro-union votes 

would be higher in multiplant companies. Imberman's study 

in 1970 showed that multiplant companies throughout the nation 

won only 29 per cent of their NLRB elections while single 

plant companies won 53 per cent.^ Marshall found a high 

correlation between the presence of branch plants of nation-

48 

wide companies and union organization in the South. There 

were possibly conflicting findings by Meyers and by Rose con-

cerning the incidence of union victories in urban and 

nonmetropolitan areas. Meyers found in Texas that "while 

large plants were no more likely to be organized in urban 

than rural areas, small plants were more likely to be orga-

nized in urban areas."^ Rose found a higher percentage of 

union victories in elections held in nonmetropolitan areas 

and in the South.50 Imberman gave statistics on the varying 

union representation election results for different indus-

tries . Unions won 60 per cent of the representation 

^Kilgour, o£. cit. , p. 189. 

^Imberman, op. cit. , p. 50. 

^Marshall, o£. cit. , p. 313. 

^Meyers, op. cit., p. 307. 

50Rose, op. cit., p. 51. 
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elections in primary metal industries, and they won on 46 

per cent of the elections in the electrical machinery indus-

try. ̂  Weak support of the idea that the percentage of 

pro-union votes would be higher where profit sharing plans 

were not present was supplied by Czarnecki's survey of 

elections. During the period from July, 1961 to July, 1966, 

the union won only 336 elections of the total of 769 NLRB 

conducted elections or 44.3 per cent of the elections in 

which the employees participated in a profit sharing plan, 

52 
and they won 59.8 per cent of the other elections. 

Field Research 

The combined field research group containing the Bir-

mingham printers and the Wichita Falls aircraft maintenance 

employees provided a distinct pattern of demographic and 

social characteristics for employees voting alike in union 

representation elections. It found the group of employees 

voting for the union to contain a higher percentage of prior 

union members than the group voting against the union. The 

less highly skilled employee was more likely to vote for the 

union. Less education was found among the employees voting 

for the union. The group voting for the union had a lower 

mean level of pay. The group voting for the union was found 

to be older. The field research made a more extensive study 

concerning dependents than had previously been done. It was 

"̂'"Imberman, ojd. cit. , p. 47. 

52 
Czarnecki, ojd. cit. , p. 767. 
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shown that the group voting for the union had a lower mean 

number of children. The pro-union group was found to have 

a higher mean number of years with the company. A greater 

percentage of the group voting for the union was unmarried. 

The field research showed a higher percentage of women in 

the group for the union. A higher percentage of minority 

races was found in the pro-union group than in the group 

voting against the union. When the people voting for the 

union were compared with the people voting against the union 

on the basis of one of these characteristics, the difference 

between the percentages or the means was not statistically 

significant at the 0.05 level for any of these characteris-

tics. If a one-tailed test of the difference between the 

mean pay levels of "for" and "against" voters had been used 

at the 0.10 level, the difference would have proven to be 

significant. A product-moment correlation of 0.27 was found 

between high salaries and voting against the union, and a 

stepwise regression showed it to be the most important demo-

graphic factor. 

The difference between the percentages of employees 

voting for and against the union was obviously not signifi-

cant without statistical testing for several characteristics, 

The group voting for the union had a lower percentage of 

non-Southern reared employees than the group voting against 

the union. The field research also indicated that the group 

voting for the union had a lower percentage of city reared 
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employees. There was a slightly higher percentage of Catholics 

for the union, but the number of Catholics involved in the 

entire study was small. 

Some less important factors listed on the questionnaire 

were not adequately tested for their ability to differentiate 

union prone groups because of the small number of companies 

organized by the unions and made available for the study. 

The following summary of data provides the information that 

was disclosed about these factors. In the Birmingham 

printers' group, 27 of 44 voters or 61.4 per cent of the em-

ployees voted for the union. In the Grapevine aircraft 

repair group, 48 of 50 voters or 96 per cent of the employees 

voted for the union. In the Wichita Falls aircraft mainte-

nance group, 107 of 311 voters or 34.4 per cent of the 

employees voted for the union. The general trend was that 

the percentage of pro-union votes would be highest in small 

plants. The Birmingham printers and the Wichita Falls 

aircraft maintenance employees worked for large corporations 

with many plant locations. None of the Grapevine aircraft 

repair employees knew the size of their employer, and the 

company's name was not in the investment manuals. It is, 

therefore, impossible with the data from this study to de-

termine if pro-union voting is higher in multi-plant 

companies. The three companies were in different counties, 

but no safe conclusions can be reached about the geograph-

ical effect on unionization. Two of the tested companies 
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were in the aircraft industry. These two companies had both 

the highest and the lowest pro-union voter responses; there-

fore, no conclusion could be reached about the effects of 

industry differences on voters' behavior. No profit sharing 

plan was available to the Birmingham printers or Wichita Falls 

aircraft maintenance employees. In the very strong pro-union 

Grapevine aircraft repair group, 7 employees indicated that 

there was a profit sharing plan, and 4 employees said that 

there was no plan. 

A demographic and social profile of the typical for 

and "against" voters can be observed in the Birmingham 

election. The employees voting for union representation 

were less likely to be prior union members. Among the em-

ployees voting for the union, 7 employees or 38.9 per cent 

were prior union members. In the case of the "against" 

voters, 3 voters or 75 per cent were prior union members. 

The "for" voter tended to be less skilled. The respon-

ses of "for" voters indicated that 5 employees or 27.8 per 

cent were skilled. Semi—skilled included 7 people or 38.9 

per cent, and unskilled numbered 2 employees or 11.1 per 

cent. No response was given by 4 employees or 22.2 per cent 

of the group. These results were compared with the "against" 

voters. Of these voters, 3 voters or 75 per cent indicated 

that they were skilled, and 1 employee or 25 per cent was 

semi-skilled. When a difference between the percentages 

test was done to compare the percentage of skilled employees 
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in the for and against groups, the difference in the pro-

portions was found to not be significant at the 0.05 level. 

If the test had been run at the 0.09 level of significance, 

the difference between the percentages would have been 

significant. 

Employees voting for the union included 3 people or 16.7 

per cent of the group with one or two years of high school 

education. In the group were 8 employees or 44.4 per cent 

with three to four years of high school. One or two years of 

college had been completed by 6 "for" voters or 33.3 per 

cent, and 1 employee or 5.6 per cent of the "for" voters had 

attended three to four years of college. All 4 of the em-

ployees voting against union representation had completed 

three to four years of high school. The mean level of edu-

cation was higher for the "for" voter. 

The less highly paid employees were more likely to vote 

for union representation. The mean level of annual pay of 

the "for" voters was $6,842. The "against" voters had a 

mean level of annual pay of $9,050. Using a one-tailed 

t-test on the difference of these means, the difference just 

barely failed to be significant at the 0.05 level. A 

product-moment correlation of 0.43 was found between high 

salary levels and voting against the union. A stepwise re-

gression also showed it to be the most important demographic 

factor. 
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Older employees were slightly more likely to vote for 

the union. "For" voters had a mean age of 39.3 years, and 

"against" voters had a mean age of 37.5 years. When the 

difference between these two means was tested, it was found 

to not be statistically significant. 

Pro-union employees on the average had fewer children. 

The mean for pro-union employees was 1.9, and the mean for 

"against" voters was 2.0. The difference in the means was 

not statistically significant. 

Employees voting for union representation had slightly 

more seniority. The mean number of years with the company 

for pro-union voters was 14.6. The "against" voters had a 

mean of 13.5 years of seniority. The difference between the 

two means was not significant. 

A greater percentage of unmarried employees than married 

employees voted for the union. "For" voters included 16 

married people, or 88.9 per cent of the group were married. 

There were no divorced employees, and 2 employees or 11.1 

per cent of the group were single. All 4 of the "against" 

voters were married. The difference between the percentage 

was not statistically significant. 

Non-Southern reared employees were found to be more pro-

union. This result is almost meaningless because one "for" 

voter was the only non-Southern respondent. The difference 

between the proportions was not statistically significant. 
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The percentage of city reared employees voting for union 

representation was less than the percentage of rurally reared 

employees voting for unions. Among the "for" voters, 7 em-

ployees or 38.9 per cent were from a city with a population 

of more than 100,000. A single employee came from a city 

with a population between 10,000 and 100,000, and the same 

was true for towns with 1,000 to 10,000 people. Rural re-

sponses were given by 5 employees or 27.8 per cent of the 

"for" voters, and 2 employees gave no response. Employees 

voting against union representation indicated 50 per cent of 

the time that they were reared in cities with more than a 

100,000 population. This meant that 2 employees chose this 

response. A rural background was indicated by 1 "against" 

voter or 25 per cent of the group, and the other person did 

not respond. The difference between the means was not sig-

nificant . 

It was impossible to tell if Catholics were more likely 

than Protestants to be for the union. In the Birmingham 

printers group, all employees were Protestants. 

Females were found to be more likely than males to vote 

for union representation. There were 8 females voting for 

the union. They made up 44.4 per cent of this group. Among 

the 4 "against" voters there was 1 female. Although the 

group voting for the union contained a higher percentage of 

females, the difference in the percentages was not statisti-

cally significant. 
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The "for" voters contained 2 blacks or 11.1 per cent, 

and the "against" voters were all white. A simple percentage 

comparison showed that minority racial group employees were 

more pro-union, but the difference in the percentages was not 

statistically significant. 

Prior union membership was only a fair predictor of how 

Wichita Falls aircraft maintenance employees voted in the 

union representation election. The "for" voters contained 7 

prior union members, or they made up 38.9 per cent of the 

group. In the "against" voting group, 4 voters or 18.2 per 

cent were prior union members. The difference between the 

percentages did not prove to be significant at the 0.05 

level. The difference between the percentages test would 

have shown a significant difference between the groups' 

makeup if it had been evaluated at the 0.08 level. A pro-

duct-moment correlation of 0.23 was found between prior 

union membership and voting for the union, and a stepwise 

regression showed this to be the most important demographic 

characteristic. 

Skilled employees were more inclined than semi-skilled 

employees to vote for the union in the Wichita Falls election. 

Unfortunately, a large number of the employees gave no re-

sponse to this question, and no one admitted to being 

unskilled. The "for" group contained 10 skilled employees, 

2 semi-skilled workers, and 6 no responses. This meant that 

55.6 per cent were skilled, 11.2 per cent were semi-skilled, 
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and 33.3 per cent did not respond. The group of employees 

who voted against the union contained 8 skilled workers, 5 

semi-skilled employees, and 9 no responses. The percentage 

breakdown was 36.4 per cent skilled, 22.7 per cent semi-

skilled, and 41.0 per cent no response. 

Less educated employees tended to vote for union repre-

sentation. The group of employees voting for the union 

contained 2 people or 11.1 per cent with one or two years of 

high school education. There were 12 employees or 66.7 per 

cent of the group with three to four years of high school. 

One to two years of college had been completed by 2 employ-

ees or 11.1 per cent of the group. The same number had also 

completed three to four years of college. The group of em-

ployees voting against union representation included 2 

people or 9.1 per cent with one or two years of high school. 

The group also had 13 employees or 59.1 per cent with three 

or four years of high school education. One or two years of 

college had been attended by 5 "against" voters or 22.7 per 

cent of this group. Three to four years of college education 

was indicated by 1 employee or 4.5 per cent of the "against" 

group. One "against" voter also had more than four years 

of college education. A test of the difference between the 

mean levels of education of all of the "for" voters and all 

of the "against" voters did not prove the difference to be 

statistically significant. 
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The mean level of the annual pay of "for" voters was 

$7,583. The "against" voters had a mean annual pay of 

$8,089. The employees voting for union representation were 

less highly paid, but the difference between the means of 

the two groups' annual pay was not statistically significant. 

A stepwise regression showed this to be the second most im-

portant demographic characteristic. 

The mean age of the "for" voters was 37.8 years, and 

the "against" voters had a mean age of 37.9 years. The dif-

ference between the means was not significant. 

The mean number of children for pro-union voters was 

1.2, and the mean for the "against" voters was 1.7. The dif-

ference in the means was again not statistically significant. 

Employees who voted for union representation had the 

highest mean number of years with the company. The mean of 

"for" voters was 4.0 years, and the mean of "against" voters 

was 3.4 years. The difference between the means was not sig-

nificant . 

A greater percentage of the unmarried employees were 

pro-union. "For" voters included 15 married people, 2 

divorced people, and 1 single person. This meant that the 

percentage distribution of "for" voters was 83.3 per cent 

married, 11.1 per cent divorced, and 5.6 per cent single. 

The "against" voters included 20 married individuals, 1 

divorced individual, and 1 single individual. The percentage 

distribution of the "against" voters was 90.0 per cent 
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married, 4.5 per cent divorced, and 4.5 per cent single. 

Unfortunately, the difference between the percentages for 

the two groups did not prove to be statistically significant. 

Non-Southern reared employees were more inclined to 

vote against the union than for it. "For" voters contained 

5 non-Southerners, or they made up 33.3 per cent of the total 

pro-union group. "Against" voters contained 10 non-Southerners, 

or 45.4 per cent of the total "against" voters were not reared 

in the South. 

The "against" voters tended to be reared in larger 

cities. Among the "for" voters, 2 employees or 11.1 per 

cent were from a city with a population of more than 100,000. 

The group had 6 people or 33.3 per cent from a city with a 

population between 10,000 and 100,000. There were 5 "for" 

voters or 27.8 per cent from both the small town with a 

population between 1,000 and 10,000 and the rural areas. 

"Against" voters had the following distribution. Large 

cities of over 100,000 population were the original homes 

of 3 people or 13.6 per cent of the "against" group. There 

were 8 employees or 36.4 per cent of the group from cities 

with a population between 10,000 and 100,000. Small towns 

with a population between 1,000 and 10,000 were the origi-

nal homes of 7 employees or 31.8 per cent of the group. A 

rural background was indicated by 4 employees or 18.2 per 

cent of the "against" group. A difference between the means 

was not significant. 
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The "for" voting group contained 16 Protestants, 1 

Catholic, and 1 employee with no religious preference. The 

corresponding percentages would be 88.9 per cent Protestant, 

5.6 per cent Catholic, and 5.6 per cent with no religious 

preference. The "against" voting group included 21 

Protestants and 1 Catholic. This meant that there were 95.5 

per cent Protestants and 4.5 per cent Catholics. The 

difference between the percentages was small and not statis-

tically significant. 

None of the "for" voters were females, and 2 out of the 

22 "against" voters were females. The difference between 

the percentages was not statistically significant. All of 

the "for" voters indicated that they were white. The "against" 

voter group contained 21 whites and 1 no response reply. 

Conclusion 

Demographic and social characteristics appeared to pro-

vide only a fair description of union prone employees, but 

the hypothesis was generally supported. Certain demographic 

and social characteristics were generally present among 

employees with similar attitudes toward voting for union repre-

sentation. None of the characteristics, however, had a differ-

ence between the means or percentages of for and against voters 

in the field research study that was statistically significant 

at the 0.05 level. The general pattern established in prior 

studies by the San Fernando researchers, by Baldwin, by 

McKersie and Brox<\?n, and in some cases by Getman, Goldberg, 
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and Herman, and by Tannenbaum and Kahn continued to show in 

the field research study. The preponderance of prior re-

search and the field research produced the following results. 

The group of employees voting for union representation had 

a higher percentage of prior union menbers, less skilled, 

female, unmarried, and minority racial group employees. 

The group voting for the union also had a lower mean number 

of years of education, number of children, and pay. They 

were also older. A slightly higher percentage of Catholics 

were for the union in the field research study, but this 

may be meaningless because of the small number of Catholics 

involved. A few demographic characteristics showed con-

flicting results in the literature survey and in the field 

research. Contrary to some of the prior studies, the group 

voting for the union in the field research study contained 

a lower percentage of non-Southern reared employees and city 

reared employees. The pro-union group also had more senior-

ity. Table III provides a summary of the results of the 

studies which related demographic characteristics to the 

tendency to vote for union representation. 



TABLE III 

DEMOGRAPHIC AND SOCIAL CHARACTERISTICS OF 
EMPLOYEES MORE LIKELY TO VOTE 

FOR UNION REPRESENTATION 
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Prior Union Member 
Less Skilled 
Less Education 
Less Highly Paid 
Older 
Fewer Children 
Less Seniority 
Unmarried 
Non-Southern Reared 
City Reared 
Catholic 
Female 
Minority Race 

Yes 
Yes 
No 

Yes 

No 
No 

Yes 

Yes 
No 
No 
Yes 

No 

Yes 

Yes 
Yes 
Yes 
Yes 
No 

Yes 
Yes 

Yes 
No 

Yes 

No 
No 
No 
Yes 

No 
No 
Yes 
Yes 

Yes Yes 

No 

No 

Yes 
Yes 
Yes 
Yes 
Yes 
Yes 
No 
Yes 
No 
No 
Yes 
Yes 
Yes 

*No statistically significant relationship. 

**Most active members in the union. 



CHAPTER IX 

SUMMARY AND CONCLUSION 

Hypotheses Tests 

The scholarly literature survey and the field research 

generally provided support for the hypotheses which sought 

to answer the question of why employees vote for or against 

union representation. Low job satisfaction was found to be 

associated with voting for union representation. Although 

the prior studies and the field research had some deficiencies, 

this same relationship was consistently found. Low satis-

faction with wages and other economic benefits was generally 

found to be present when employees had a positive attitude 

toward voting for union representation. This was the strongest 

relationship that was found between economic factors and the 

responses of employees in union representation elections. 

Employees' perceptions of management policies and rules 

affecting working conditions did influence employees' atti-

tudes toward voting for union representation. This was 

expressed by the relationships found between a pro-union atti-

tude and low satisfaction with supervision, promotion oppor-

tunities, communications, the lack of a seniority system, 

and the work itself. These findings fit within the classical 

concept of Selig Perlman that workers seek control over job 

opportunities to provide a greater sense of security. They 
121 



122 

also affirm parts of Mark Perlman's economic theory of unionism 

that workers band together to obtain greater job security, 

higher wages, and improved working conditions. Although there 

was a great deal of diversity in the reported studies, the 

preponderance of the research showed that certain demographic 

and social characteristics tended to be present among employees 

with similar attitudes toward voting for union representation. 

A few characteristics were identical when they were reported 

by prior studies, but there were some conflicting reports 

concerning many other characteristics. Tenuous conclusions 

had to be reached on the relative quality of the studies in 

these latter cases to project a profile of the union prone 

employee. The group of employees voting for union represen-

tation tended to have a higher percentage of prior union 

members, less skilled, female, unmarried, and minority racial 

group employees. They generally had a lower mean number of 

years of education, number of children, and pay. They also 

tended to be older. The other tested demographic and social 

characteristics had so much conflicting support that they were 

not included in the profile of employees that tend to have 

similar attitudes toward unionization. 

Research Evaluation 

All of the studies included in the literature and the 

field research had some deficiencies. Some of the early 

writings simply presented theories based on personal obser-

vations and logic. Many of the research studies were made on 
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small groups in one firm, and none of the studies which were 

directly related to a hypothesis were based on a represen-

tative national sample. The great diversity of the research 

settings adds to the strength of the common findings, but 

no claim can be made that the research is representative of 

the nation's total work force. The measure of job satis-

faction used in many studies could easily have their validity 

challenged. The field reserach study and some of the earlier 

studies contained severe response deficiencies. Fear of 

dismissal from their job was probably the major reason why 

employees would not reveal their attitudes about the union. 

This fear appeared to have a very sound basis in some cases. 

The strong hold of the employer over the employees of the 

foundry in Tyelr was made obvious by three incidents. The 

company's industrial relations manager indicated on the 

telephone that the company would instruct employees not to 

cooperate in the study. The company's labor attorney sent 

a letter to inquire about the research study. One of the 

few employees that responded made a plea for help in dealing 

with an unfair employer. The personal interview of the em-

ployees of the business forms print shop in Birmingham also 

elicited some very strong reactions. In one case I was 

graciously asked to leave, and once I was cursed and told 

that it was none of my business how someone voted in the 

union representation election. 
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No universally applicable laws were developed by the 

dissertation, but the composite of the findings from the 

literature survey and the field research did provide a 

clearer understanding of why employees vote for or against 

union representation. The field research provided additional 

empirical evidence to support most of the previous research 

studies. It is obvious that a great deal more detailed 

study should be done to reveal what causes employees to vote 

for union representation. The research in this area has 

given greater predictability of voting behavior by showing 

the factors that are generally present when employees vote 

for a union, but it has not proven any of the causes. The 

summary of prior research and the field research study actu-

ally suggested a refined theory of why employees vote for 

or against union representation. 

Practical Applications 

Practical application of important concepts in business 

can not wait for complete scientific proof that the concepts 

are totally true. Several practical applications are, 

therefore, suggested by the information developed by the 

dissertation study. Management can be pretty sure that low 

job satisfaction makes their employees more likely to vote 

for union representation. Low satisfaction with supervision, 

pay, opportunities for promotion, and the present job are 

the phenomena that should be dealt with in that consecutive 

order. Likely trouble spots in employee relations are 
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attitudes about pay, communication, fringe benefits, and 

fairness in promotion, demotion, layoff and recall. If the 

union wins a representation elections, the issues of pay, 

fringe benefits, and union influence over promotion, demotion, 

layoff and recall look like important areas of collective 

bargaining where the union should be resisted to convince 

employees that the union is not worthwhile. To prevent 

unionization, management should inform and convince employees 

that they already receive excellent benefits, and management 

should improve them if necessary. They can also take the 

negative approach of informing employees of the things that 

may come with a union such as dues, fines, assessments, and 

a seniority system. The old rules of thumb for identifying 

the groups of employees most susceptible to unionization 

can also be refined to help know which groups must have more 

effort spent on them. These employees include prior union 

members, less skilled, female, unmarried, older employees, 

minority raced, less educated, less highly paid, and employees 

with fewer children. 

Union organizers can readily use the same information. 

In an organizing campaign, the area of greatest job dissa-

tisfaction should be emphasized. Likely trouble spots are 

supervision, pay, promotion, and the job content. Other 

possible problems are truthfulness of the employer's commu-

nication, fringe benefits, and the employer's fairness in 

handling layoffs, recalls and demotions. If the union wins 
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the election, collective bargaining gains in the worst problem 

areas should be the union's goals. Defensive tactics might 

be necessary by union organizers to counter fears developed 

by management concerning fines, assessments, dues, and a 

seniority system. The union must carefully assess the source 

of its membership strength to know to which groups to appeal 

in the unionization campaign and which ones to please in 

collective bargaining. The most likely groups to be union 

supporters are prior union members, less skilled, females, 

unmarried, older employees, minority races, less educated, 

less highly paid, and employees with fewer children. 



APPENDIX 

RESEARCH QUESTIONNAIRE 

1* Please circle the one, most important reason why you voted for or against union representation. 

Voted FOR the union: Voted AGAINST the union: 

(1) t o obtain better working conditions (1) Because of possible fines or assessments 
(safety, housekeeping, heating, etc.) 

(J) Because of a good supervisor or management 
(2) Because of unfair supervision » _ 

(3) Because the union is not needed since good benefits , 
(3) To obtain better fringe benefits a r e a*reac*y provided 

(pensions, insurance, vacation, ... _ 
holidays, or sick leave) B e c a u s e 11111011 was racially prejudiced 

(4) To obtain better pay Because there would be a layoff, if the union won 

(5) Because of unfair production standards and ^ * would have voted for some other union but not 
quotas ^ i B . Particular one 

(6) To obtain a good grievance procedure ^ Because I did not want to pay dues 

(7) To ensure job security Because I had previous unfavorable 
experience with unions 

(8) To ensure fairness in promotion, demotion, „ 
layoff, and recall <9> Because there would be a strike if the union 

came in 
(9) Because of overtime handling . -

(10) Because management would cause trouble for 
(10) To obtain better work hours union supporters 

(11) Because friends or family were for*the union Because friends or family were against the union 

(12) Because the company failed to communicate Because I do not desire a seniority system 
truthfully with employees 

(13) Because unions oause inflation 

(14) Other (Please explain) 
(13) Because I believe in organized labor 

(14) Other (Please explain) 

2. What was your 1st — , 2nd —;—, and 3rd most important reason for voting for or against 
union representation? 

3. Age: 4..Sex 5. Race: (1) White (2) Black (3) Other (Please specify) 

6. Marital Status: (1) Married (2) Divorced (3) Single (4) Widow/er 7. Number of children 

8. Religious Preference: (1) Protestant (2) Catholic (3) Jewish (4) Other (Please specify) 

9. Education: (1) 0-8 yrs. (2) 1-2 yrs. high school (3) 3-4 yrs. high school (4) 1-2 yrs. college 
(5) 3-4 yrs . college (6) Over 4 yrs. college 

10. State Where Reared: 11. Population of City Where Reared: (1) Over 100,000 (2) 10,000-
100,000 (3) 1,000-10,000 <4) Rural 

12. Previous Union Membership: (1) No (3) Yes 13. Type of Job: (1) Skilled (2) Semi-skilled (3) Unskilled 

14. Profit Sharing Plan: (1) No (2) Yes 15. Annual Salary or Earnings: 

16. Years with the Company: 17. County Where Employed: 18. Size of Plant: 

19. Size of Parent Company: 20. Type of Industry: 
Turn The Page iHease 
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81. Job Descriptive Index* 

(1) Think of your present work. What is it like most of the time? In the blank beside each 
word given below* wtitej for "yes" if it describes your^work, u'tor "no" if it does NOT 
describe it, 2 ** y0** cannot decide. 

WORK ON PRESENT JOB 
Fascinating Respected — Challenging-
Rou tine-
Satisfying 
Boring 
Good 
Creative 

Hot On your feet 
Pleasant Frustrating 
Useful Simple 
Tiresome — Endless 
Healthful Gives sense of 

accomplishment 
(2) Think of the pay you get now. How well does each of the following words describe your 
present pay? In the blank beside each word, put j if it describes your pay, n if it does NOT 
descride it, £if you cannot decide. 

PRESENT PAY 
Income adequate for normal Income provides luxuries 
expenses Insecure 
Satisfactory profit sharing Less than I deserve 
Barely live on income Highly paid 
Bad Underpaid 

(3) Think of the opportunities for promotion that you have now. How well does each of the following words 
describe these? In the blank beside each word put^ if it describes your opportunities for promotion, u 
if it does NOT describe them, 2 if you cannot decide. 

OPPORTUNITIES FOR PROMOTION 
Good opportunity for promotion • 
Opportunity somewhat limited — 
Promotion on ability 
Dead-end job 
Good chance for promotion 

Unfair promotion policy -— 
Infrequent promotions 
Regular promotions 
Fairly good chance for promotion • 

(4) Think of the kind of supervision that you get on your job. How well does each of the following words 
describe this supervision? In the blank beside each word below, put j if it describes the supervision 
you get on your job, g if it does NOT describe it, 2 if you cannot decide. 

Asks my advice —-
Hard to please 
Impolite 
Praises good work — 
Tactful 
Influential 

SUPERVISION 

Up-to-date 
Doesn't supervise enough — 
Quick tempered 
Tells me where I stand 
Annoying 
Stubborn 

Knows job well 
Bad 
Intelligent 
Leaves me on my own 
Around when needed — 
Lazy 

(5) Think of the majority of the people that you work with now* How well does each of the following words 
describe these people? In the blank beside each word below, put v if it describes the people you work 
with, cl if it does NOT describe them, 2 if you cannot decide. 

CO-WORKERS ON YOUR PRESENT JOB 
Stimulating Fast 
Boring Intelligent 
Slow Easy to make efemies 
Ambitious Talk too much 
Stupid Smart 
Responsible Lazy 

Unpleasant 
No privacy 
Active 
Narrow interests • 
Loyal -— 
Hard to meet 

2?Ji. I>lea^eJ3i rc le ^ c o r r e c t aaswer (1) I am generally satisfied or (2) I am generally dissatisfied 
with my job? 

•Copyright 1962, Patricia C. Smith, Cornell University 
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