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Abstract™

A theoretical model was de§eloped in‘order to predict an
individual's level of mental health on the Basis of factors in his work
and non-work enviromments. The model predicted that the individual.'s
level of mental health is reiated to the degree of his psychological need
fulfillment both in work and non-work environments. It was argued that
the nature of the relationship between need fulfillment in work and need
fulfillment in non-work in an individual's life determines his level of

mental health.

Four types of relationships between the two need areas were pro-
posed: (1) High need fulfillment in work might be coupled with high need
fulfillment in non-work. This type of relationship was called a

canplementary relationship. (2) High need fulfillment in work might be

coupled with low need fulfillment in non-work. This type of relationship
was called an expressive relationship. (3) Low need fulfillment in work
might be coupled with a high need fulfillment in non-work. This type of

relationship was called a campensatory relationship. (4) Low need ful-

fillment in work might be coupled with low need fulfillment in non-work.

'I‘his type of relat_ionship was called a spili—over relétionship.

It was hypothesized that the level of mental health will be high
when there is a camplementary relationship between need fulfillment in
the two areas; moderately high when there is an expressive relationship;

moderate when there is a campensatory relationship; and low when there is
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a spill-over relationship.

The model als_p pr_edi_cted _that various technological, orgapizational
and management factors are related to need fulfillment in work. Five
hypotheses (hypotheses 5 to 9) were formulated showing the relationships
between technological, organizational and management factors, and need

fulfillment.

_Data oﬁ individual variables were collected through é structured
questionnaire -fram 4(_)3 employees (response rate 45 percent), working in
six Mdm&ial organizations in Western Canada. Data on organizational
Va;ciables were obtained through pe.rsbnai interviews with at least one
senior manager in each of the six partici}j‘)ati_ng'carpa.mies. Hypotheses
were tested using one—way—analysié of variance and Spearman rank oraer

correlations.

The results on heed fulfillment as predictors of mental health
.showed that the mean scores on mental health were highest for the
canplementary relationship; second for the expressive relationship; third
for the ca@ensatory relationship; and lowest for the spill-over relation-
- ship. Differences between means across the_ four types of relationships
were significant (P>.01) acc@rding to the t-test and :th_e Duncan Sign Test.
The partial correlation (r=.48) between need fulfillment ih work and
mental health, controlling for need 'fulfillm_ent 1n non—-work, ‘was far
greater than the partial correlation (r=.20) between need fulfillment in

non-work and mental health, controlling for need fulfillment in work.
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The results on need fulfillment in work as a dependent variable
showed that (1) Both task specialization and technical constraints in
task performance were inversely related to need fulfillment. (2) Need
fulfillment was slightly higher under a democratic supervisor than under
an authoritarian supervisor. (3) Need fulfillment was slightly higher in
flat organization structures than in tall organization structures.

(4) Need fulfillment was higher in small organizations and sub-units than
in large organizations and sub-units for the blue-collar workers but not

for the white-collar workers.

It was concluded that it is important that future research must
include both work and non-work environment factors in predicting
employees’ mental health and that serious attention must also be paid to
technological variables along with organizational, management and psycho-

logical variables in understanding employees' job attitudes.
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CHAPTER I: Introduction

One area of concern which has not been well researched in organi-
zational behavior is the relationship betweén work and non-work
activities. Questions such as to what extent, if any,vdo the activities

~which individuals do in their jobs afféct their activities in off-job
situations have remained virtually unanswered by scholars in organi-
zational behavior. The chief reason for this néglect may be that invest-
igators in organizational behavior so far have been preoccupied with
research on job satisfaction, motivation and leadership. It has been
estimated that ovef five thousand research articles have been published
on job satisfaction alone since the Brayfield and Crockett review in

1955,

Until very recently, research in the area of work and non-work was
left to industrial sociologists whose major focus was the relationship
between structural variables in the work environment (such as shift-time,
physical isolation at the job, and technical constraints in job perform-
énce) and various kinds 6f off-job activities. In off-job activities
their emphasis was limited to such variables as participation in volun-

' tary organizations, time budget of individuals' off-job activities and
~ the like. Industrial sociologists did not consider it fruitful to
examine the impact'of workers' subjective feelings in 5ob activities on
their subjective feelings in off-job activities. For this reason, it
was felt that there is a need for research in this area. The following
research study attempted to examine the relationship between a worker's

psychological need fulfillment in job and off-job activities. Specif-
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ically, the research question addressed-was as follows: 1Is need ful?
fillment in work related to need fulfillment in non-work, and is this,

in turn, related to an individual's mental health?

1.1 Relationship between Work and Non-Work

Industrial sociongists have long agreed that in any society the
life space of the adult members (especially those who are engaged in
gainful econamic pursuits) may be divided into two kinds of life roles;
work role.and non-work role. By work role, they mean the role which an
individual plays as an occupant of a paid job and the activities which
he undertakes during the hours when he is engaged in paid-work. The
term non-work role refers to the role which an individual plays outside
his job and which could include the activities he undertakes in his

hame, with his friends, neighbors and the like.

Speculation and theorizing concerning the inter-play between work
rble‘activities and non-work role activities have been put forth by
writers fram Adam Smith and Engels to C.W. Mills'énd‘from de Tocqueville
_tb Reisman (Meissﬁef, 1971). But the credit must go to Wilensky (1960)
for empirically demonstrating two alternative prbpositions concerning
the relationship between work and non-work —- campensatory and'spill—
over. The compensatory proposition of work and non-work suggests that
workers attempt to campensate in non-work activities for things they can-
not achieve at work. In contrast, the spill-over proposition suggests

that things which are not achievable at work are also not achievable in



non~-work activities. -

These propositions, and others related to them, have been used as
theoretical guideiines in several empirical studies concerning thé
relationship‘between work and non-work. It may, thereforé, be useful to
review the literature on work and non-work fram the perspective of the

two propositions.

'A review of the literature on work ard non-work suggests three main
streams of research. The first stream, daminated chiefly by industrial
sociologisﬁs, focuses on-the issue of how specific job related factors
affect the off-job behavior of workers (Wilensky, 1960; Mott, Mamn,
Mcloughlin and Warwick, 1965; Hagedorn and Labovitz, 1968; Méissner,
1971; Dulz, 1973). A brief examination of this literature is presentéd

(o]
below.

Wilensky (1960) attempted to test the relationship bétween work and
non-work using a saﬁple fram the Detroit middle class. The aim of his
study was "...to link‘specific attributes of work situation and career

to styles of life and more broadly to variations in the strength and
| kinds of ties that bind persons and groups to comunity and society."
'~ He observed a spill-over relationship operating between wofk and non-
work in his sample and concluded that, "To the extent that men aie
exposed to discipiined work routines yielding 1ittle gratification and
have careers whiéh do not necessitate Wide camunity participation,

their retreat from work will be accampanied by a withdrawal fram the



larger cammunal life."

Both Bast (1960) and Mott et al. (1965) observed that workers
'working on morning shifts were more active in participating in volun-
tary organizations thaﬂ workers who were on other shifts. If it can be’
assumed that working on a day shift is a socially accepted norm for the
majority of the' people, ﬁhen the findinge of Bast and Mott et al. may be
interpreted as supporting a spill-over relationship. Hagedorn and
Labovitz (1968) observed.that the more isolated the individual was on
his job the more he would join and participate in commumnity associations.
However, if the individual considered formal and informal contact to be
unimportant, he was less likely to participate in such aetivities. This
latter finding tends to suppcrt a spili—over relationship while the

former suggests a compensatory relationship.

Meissner (1971) observed that both technical constraints and social
isolation at jobs were negatively related to workers' participation in
voluntary organizations. He concluded on,the basis of these findiﬁgs
that "The extent to which a man is used, es'a resource in the organ-
iization.of work, ie a burden -- light or heavy not easily dropped at the
mill gate." In a recent study, Dulz (1973) observed a positive but week
relationship between the extent of social interaction at jobs ana parti-
cipation in voluntary organizations. Her sample consisted of automobile
workers frtnlfeur nations: USA, Italy, Aigentina and India. Again,

both the Meissner and Dulz's studies tend to support the existence of a
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spill-over relationship between work and non-work.

In sumary, the empirical sﬁudies in the first stream of research
on Qork and non-work clearly support a spill-over relationship between
work related factors énd the off-job behavior of industrial workers.
Workérs who were deprived of certain things in work were unable to

campensate for them in non-work activities.

The second stream of research in work and non-work, dominated
chiefly by social psychologists, focuses on the interrelationships
between job'attitudes'and overall life satisfaction (Wesley, 1939;
Watson, 1942; Weitz, 1952; Friesen, 1952; Brayfield and Wells, 1957;
Holmes, 1963; Kornhauser, 1965; Hulin, 1969; Iris and Barrett, 1972).

A brief review of this literature follows.

The earliest reported study dealing with the relationship between
job satisfaction and life satisfaction is one by Wesley (1939) wherein
the relationship between job satisfaction and general morale of former
University of Minnesota students was examined. In two separate invest-
igations he found significant positive relétionships between attitudes
towards one's job and attitudes towards one's life in general. Simi-
.larly; Watson (1947) observea a correlation of .25 between occupational
morale and a life satisfaction index with 538 unemployed males.

Friesen (1952), using the incamplete sentence technique with a sample of
female workers, compared attitudes towards life at work with attitudes

towards life away ffqm work and found a small positive correlation
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between the two. Weitz (1952) also found a positive correlation of .39
between job dissatisfaction and life dissatisfaction among a sample of

insurance agents.

Brayfield and Wells (1957) observed a siénificant positive
relationship between job satisféction and general life satisfaction‘
among males but no significant relationship was found with females.
Kornhauser (1965), in a sample 6f Detroit automobile workers, found a
positive relationship between job satisfaction and life satisfactién.'
He also féund job satisfaction to ke positively related to family and
hame satisfaction, leisure satisfaction and community satisfaction.
Hulin (1969), using a sample of 469 workers in two company towns,
found that the five dimensions of JDI as well as the variables of
management response to complaihts ahd working.conditions showed signi-
ficant positive relationships with general life satisfaction in the male
sample only. With females, only one dimension of JDI (co;workers) was
found to be positively related to general life satisfaction. Iris and
Barrett (1972) also observed several positive relationships between
satisfactioﬁ with JDI factors and life satisfaction in their sample of
~ first line supervisors. In their study, importance of work, supervisiqn

and pramotion were also found to be related to life satisfaction.

In sﬁmmary, the results of studies falling into the second stream
of research on work and non-work are consistent with the interpretation
that favourable or unfavourable feelings at work carry over to produce

similar feelings in non-work activities. 1In general, it has been found
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that attitudes towards one's job are positively related to attitudes

towards one's life.

The third and the final stream of research in work and non-work
focuses on the relative importance of need fulfillment in areas such as
work, home and family, leisure and others. One of the earliest studies
which attempted to measure need satisfaction in work and non-work is the
study by Papanestor (1959). He observed a positive relationship between
need fulfillment in work and need fulfillment in non-work activities in
a sample of evening class students at the University of Cincinnati.’
Burke (1973) used a sample of managers to examine need satisfaction in
five life areas: work, family, friends, leisure, and organizational
activities. He found that managers who spent more time in a work role
tended to spend less time in the four other non—wbrk roles. In a sample
of business managers and civil servants, Anderson (1974) examined need
fulfillment in three life areas: job, family and home, and other
activities. Although bis results are mixed, he reported the existence
of a campensatory relationship in the lower needs'level (physiological)

“in work and non-work. In upper level needs (social, esteem and self-

actualization) it appears that a spill-over relationship is in operation. =

Mansfield (1972) collected data on néed satisfaction and importance
from 58 managers who wére participating in a week—iong course in the
'Behavioral Sciences at Work' offered by the London Business School.
Using Maslow's need hierarchy, he found no differences in need satis-

. faction in work and non-work in four of the five need areas. The one
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area where a significant difference waélnoted was social needs for which -
a greater dissatisfaction was experienced in non-work activities.

However, it was found that respondents placed greater importance on need
satisfaction in work than non-work in the need areas of self-actual-

ization, autoromy and security.

In summary, empirical evidence examining the relative importance of
need fulfillmeﬁt in different life areas appears to suggest the existence
of a spill-over relationship; there seems to be a tendency for higher
need fulfillment in work to be related to higher need fulfillment in non-

work. -

In conclusion, all three streams of research in the area of work
aﬁd non-work tend to support the spill-over relationship. However, two
studies (Mansfield, 1972; and Anderson, 1974) dealing with need satis-
faction in work and non-work did not clearly support the above conclusion
although their data did éuggest a spill-over relationship. In not a
-single study was a compensatory relationship fully documented between

work and non-work activities.

1.2 The Concept of Mental Health

Although the concept of mental health has beenrsubjected to
empirical research by sociologists, psychologists, psychiatrists}
occupational therapists and many others, there is, as yet, little

consensus as to its meaning. Not only is it difficult to agree on the
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general application of the term mental health, but in a single context
it may be used in many different ways. Yet one conclusion can be
reached about mental health as a concept: "It is not a precise term but
an intuitively apprehended idea that is striving for scientific status"

(Schwartz and Schwartz, 1968).

Investigators have defined mental health iﬁ different ways. As
early as 1937, Menninger defined mental health as "The adjustment of
human beings to the world and to each other with a maximum of effect-
iveness and‘happiness.ﬁ He saw it as the ability to maintain an even
temper, an alert intelligence, socially considerate behavior and a
happy disposition. Tollman (1944) conceived good mental health as the
ability to live with one's fellow men in reasonable comfort without self-
.deception and despite recognized shortcomings. .Sullivan (1954) ident-
ifies a person's drive towards mental health as those "Processes which
tend to improve his efficiency as a human being, his satisfaction, and
his success in living." To Framm (1955), "The mentally.healthy person
is the productive and unalienated person; the peréon who relates himself
-to the world lovingly, énd who uses his reason to grasp reality object-
ively, who experiences himself as a uniqueiindividual entity and at the‘
same time feels one with his fellow man..." Solley and Munden (1962)
attempfed to operationally define mental health by interviewing fourteen
psychiatrists and psychologists who were associated with the Menninger
foundation. Their results indicated that people who are considered to

~ be mentally healthy exhibited the following attributes: (1) having a
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variety of sources of gratification in”their relations with others, in
their work and in their ideas; (2) recognizing and accepting their
personal strengths and weaknesses; (3) treating others as individuals

and being sensitive to individual differences among people; (4) spon-
taneously and naturally using their capacities to fulfill personal needs
and in the service of others; (5) flexibility.under stress. In a similar_
vein, Himler (1964) suggested three indicators of poor mental health:

(1) "Change in employees' productivity; (2) alterations in employees'
adaptive capacity to co-operate with others in a work group; (3) mani-.
fest evidences of emotional ill health, for example, anxiety, agression,

depression or alccholism."

This brief review of the concept of mental health gives a good
indication of the multiplicity of measures used in assessingithe term.
An excellent camprehensive attempt was made by Jahoda (1958) to summé—
rize the multiplicity of criteria used in defining mental health. She
labelled certain criteria of mental health as unsuitable because they
were unsatisfactory for research purposes. "Absénce of disease" is
rejected as a criterion, not only because of the difficulty surrounding
the term 'disease' but also because the canmon usage of the term "mental
health" now includes more than the mere absence of a negative value.
Jahodé summarized what to her are acceptable sets of positive mental

health. These include: (1) attitudes toward the self, which include

accessibility of the self to consciousness, correctness of the self

concept, féelings about the self concept (self-acceptance) and a sense
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of identity; (2) growth development and-self-actualization, which

includes conceptions of self motivational processes, and investment in
living; (3) inteération, which refers to the balance of psychic forces
in the individual, a unifying outlock on life, and resistance to stress;
{4) autonomy, which refers to the decision making process, regulation

from within and independent action; (5) undistorted perception of real-

ity, including empathy or social sensitivity; (6) envirormental mastery,

including the ability to love, adequacy in interpersonal relations,
efficiency in meeting situation requirements, capacity for adaptation
and adjustment, efficiency in problem solving and adequacy in love, work

and play.

Although Jahoda's work represents one of the finest summaries of
the difficulties encountefed in defining mental health, it does have
numercus problems, many of which are recognized and discussed by her.

The primary problem is that the criteria are overlapping and no resul-
tant attempt‘has been made to spell out the relationship betwéen criteria
-- e.g. the degree to which the criteria aré indépendent. Secondly, she
does not offer a method or methods for identifying satisfactory indexes
of the criteria. This makes it impossible to measure the degree of a
particulér criterion or even to discover its presence or absence.
Thirdly, no aftempt is made to empirically test the criteria which she

perceives to be acceptable ones for the concept of mental health.

In a similar fashion, Scott (1958) analyzed the criteria used in

various studies for assessing méntal health. He discussed in detail the
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: reletive advantages and disadvantages of'the foilowing six criteria:

(1) exposure to psychiatric treatment; (2) social adjustment; (3) psy—i
chiatric diagnosis (of the whole community); (4)‘subjective unhappiness;
(5) objective psychological symptoms and (6) failure of positive
adaptation. ILike Jahoda, he does not present any data of his own to
confirm or reject the relative superiority of some criteria over others
nor does he offer any method or methods for identifying satisfactory
indexes of these criteria. However, Scott does preeent sumary findings
discussing the interrelationships he noted between various criteria used
in studies which employed more than two criteria. He concluded that,
"The different categories of criteria have tended to yield moderate, but

not impressive interrelations."

An excellent attempt was made by Kornhausef (1965) in the mid-
sixties to conceptualize the concept of mental health and to afrive at
an operational definition of mental health with the help of empirical
data. Kornhauser was also interested in validating his definition of -
mental health with expert opinion. He conceptuaiized mental health as
- "A loose descriptive designation for an overall ;evel of success,
personal satisfaction, effectiveness, and excellence of the individual's
functioning as a person. It refers to a combination of psychological |
and behavioral attributes some of which the person must'possess‘above a
required minimum and others of which signify better mental health the
more they are present.” Like Jahoda and Scott, Kornhauser (1965)

conceived mental health as a multidimensional concept. On an a priori
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basis, he set forth to extract statemeﬁts fram the literature which
would specify the conditions and behaviors Which were considered to be
indicative of good or poor mental health (e.g. high self-esteem or self-
derogatioﬁ, degree of freedom from anxiety, general trust or distrust of
people). He thgn proceeded to collect information on the selected state-
ments from a sample of 407 autamobile workers in Detroit by means of
personal interview. The purpose of the interview was to secure inforh—
ation aboqt the respondent's usual feelings, attitudes, and behavior
which he felt would indicate how the worker was "getting along psycho-
logically." On the average, each interview lasted three and a half to

four hours and was divided into two equal sessions.

From the interview responses obtained, on the basis of face
validity, six camponent indexes were combined ffom the large number of
items in order to provide a general measure of mental health. Each
index was considered to be a partial indicator of mental health. Taken
together the six indexes comprised the operational definition of mental
- health in the Kornhauser (1965) study. Each indéx in turn was defined
- by the content of items on which it was based. The six component

indexes were as follows:

(1) Index of manifest anxiety and emotional tension.

(2) Index of self-esteem, favourable versus negative feelings.

(3) Index of hostility - versus trust in and acceptance of people.
(4) Index of sociability and friendship versus withdrawal.

(5) Index of overall satisfaction with life.
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(6) Index of personal morale - versus ancmie, social alienation,

despair.

Kornhauser found high internal consistenéy reliabilities for the
above indexes. However, he did find positive correlations between
various items in different indexes aé well as those between items in the
same index. Agreement between an item of the same index was found to be
greater than for a sample of items taken at random from different
indexes. He found a median inter-item tetrachoric correlation of .35
for items within thé indexes as carpared to a median tetrachoric

correlation of .17 between items across indexes.

Kornhauser validated his six indexes of mental health‘égainst the
judgmént of several highly qualified clinical péychologists. He
selected forty respondents from his entire sample of 407 for this
purpose. For each respondent, clinical experts were asked to read
throﬁgh thé énfifévcase foider (a forty-four page interview schedule,.
two check response inventories, and a six page interview with the res-
pondent's wife) and to record on a five point scale, an overall estﬁnate
of "How godd or”saﬁisfactory yéﬁ'consider the mental health of the indi-
vidual rated." Each case was rated by three different experts. Inter—-
rater agreement was found to be reasonably high: the median inter-rater
agreémént was observed to be .52 (tau). When the composite ratings‘by'
clinicians were correlated with the overall index of mental health
(derived by cambining the scores on six subéindexes of mental health), a

~ very high correlation was found between the two. The Pearson correlation
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was .76 and the tetrachoric correlatioﬁ;;84. Only 1 out of 14 persons

who were-high on the index received a rating below the average; 14 out
»of 17 persons having low scores received such a rating. These findings
suggested that the meaning of mental health as measured by quantitative
.indexes closely corresponded to what the clinicians also conceived to be

good br poor mental health.

Additional support for fhe validity of mental health measures was
received by camparing scores obtained on_the indexes with testimony
given by the wives of the respondenté. The wife's estimate was based on
her own observations of her spouse over long periods of time and over a
~ wide variety of life situations. Two questions in the interviews with
the wives Were canpared with the husband's responses: (1) her opinion
regarding her spouse's overall satisfaction with life; (2) her opinion
about whether or not he is "ever nervous or irritable." Wives' responses
to both questions were found to correlate well with the husband's own
reports. For example, ratings of the man's life satisfaction by himself
and by his wife had a correlation of .79 for the younger workers and .51
for the middle-aged workers. Similarly, estimates of "nervousness"
correlated .48 and .66 for younger and older workers respectively. When
the wives' estimates are campared with the more general indexes of their
husbands' mental health, the relationships still tendrto bevstrongly
positive. For example, the correlation between a wife's estimate of her
husband's life satisfaction and the husband's mental health score was

found to be .50 for younger workers and .53 for middle-aged workers.
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The correlation befweén the wife's estimate of her husband's nervousness
and the husband's mental health_was found to be .26 for younger workers
and .44 for middle-aged workers. Similarly. the wife's estimate of her
husband's nervousness and the husband's "anxiety" scores were found to
be correlated significantly for both younger workers (r=.65) and middle-

aged workers (r=.66).

After documenting the reliabilities and validities of measures of
mental heélth, Kornhauser correlated the scores on the overall index of
mental health with the six sub-indexes of mental health and arrived at
the following empirical definition of mental health: "Good mental
health means that the persons so labelled have high probability of
feeling well satisfied with their lives, definitely positive and favour-
able in their self feelings, relatively free of nervousness and anxiety. -
With probabilities slightly lower, they also tend to have high morale
(trust in people and society, freedom fram "ancmie" or social alien-
ation) and litﬁle manifestation of strong hostility. Tﬁey are likewise
sanewhat less socially withdrawn. Mental health that is "not good" or

"low" implies the opposite of these characteristics."

As already indicated, the meanings of the six sub-indexes were
definéd by the specific responses on which they were based. Inspection
of the response figures under each index led to the féllowing sumhary
characteristics which distinguish a man having high mental health.
Anxiety: Those in good mental health tend to be free of excessive

worry, . reports of nervousness, insomnia, psychosomatic ailments, heavy
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drinking and concern about health.

Self-Esteem: They are free fram excessive discouragement and lack of
confidence in their cwn judgment; they have positive feelings 6f accam-
plishment and control of their future; they are infrequently over-
sensitive or given to self blame.

Hostility: People do not antagonize them ("get on your nerves so that
you want to do the o?posite...," "often have to tell the people to mind
their own business"); they less frequently report "boiling inside,"
feeling "like smashing things for no good reason;" they less often
volunteer bad qualities as the "things you have learned about the people."

Sociability (versus withdrawal): Persons of high mental health reject

the view that one does not know whom he can count on; they do not prefer
being by themselves; they consider it important to have friends and”are
more likely to have good friends, to belong to voluntary organizations
and to see friends more often.

Life Satisfaction: Mental health is associated with fewer feelings of

restlessness i"wantiné to be doing samething but.not knowing what")}
with predominantly favourable camments covering their life situation,
self ratings of being well satisfied, in good spirits, optimistic about
their own futures with belief that they have "as much chance to enjoy
life as (they)‘shoﬁld have." |

Personal Morale: Those in good mental health believe that most people

can be trusted and that people are not "out for themselves" alone; they'

are relatively free fram generalized pessimism and despair represented
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by such thoughts as "the lot of the aveiége man is getting worse," "it
is hardly fair to bring children into the world," "getting ahead is
mostly a matter of luck and pull" and that"a person has to live pretty

much for today and let tomorrow take care of itself."

In sﬁmmary, the literature on mental health suggests that thé
concept has different meanings to different writers. However, no other
writer has attempted to spell out the meaning of this concept as clearly
as Kornhauser. Since it was beyond the scope of the ptesent research to
deﬁelop ité'own measures of méntal heaith, the Korrnhauser formulation
was adopted'in the present research Study. ' This decision was based on
two conside?ations.; First, the reliabilities and validities of
Kornhauser's measures have been well documented and are high enough,
according to the criterion set by Nunnally (1967), to justify their use
in further research. Secondly, to the best of our knowledge, no study
has been reported in the literature which attempts to retest the
relative reliabilities and validities of Kornhauser's measures. By
using the Kornhauser measures, it was hoped that saome meaningful light

" might be shed on this issue.

1.3 Research on Mental Health

Mental health as a dependent variable has been the subject of
empirical research for a long time. Since no universal definition of
-mental health existed, a large number of overlapping and interrelated

variables were conceived by‘different investigators to be measures of
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- mental health. Notwithstanding these differences, same social and work
environment factors have been sugdested to be related to mental health.
It has been consistently cbserved in a large number of studies that
people in lower classes tend to be mentally ill more frequently than
people in higher classes. A brief review of the stﬁdies on social class

and mental health and illness follows.

The largest body of evidence suggesting relationship between
socio—economic status (sociai class) and mental health cares from a
number of studies dealing with the social aspects of mental illness.
One of the earliest studies on thisAtopic was by Faris and Dunham (1939),
who found, among other things, a negative association between the socio—
economic characteristics of Chicago's census tracts and the first
admission rates of schizophrenia. Both Clark (1948) and Odegard (1956)
confirmed the above ecological finding by observing an inverse assoc-—
jation between occﬁpation or incame and admission rates for psychoses,
especially schizophrenia. Hollingshead and Redlich (1958), in their
sutdy of social class and mental illness in New Haven, observed that the
- lower -classes have much greater incidence of psychiatric illness, and
particularly the psychotic disorders. Other evidence collected by -
Hollingshead and ﬁediich indicated that diagnosis and treatment-favour
the higher social clasées, the consequence being that members of the
lower social classes tend to be diagnosedbmore readily as psychotics, to
receive less individually oriented treatment, and to remain in custodial

care for much longer periods of time. The results of the mid-town
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~ Manhattan study (Srolé, Langer, Michael, Opler and Rennie, 1962; Langer
and Michael, 1963), based on a large probability sample of adults, arév
especially informative in that é COnsistent inverse felationship was
observed between socio-economic étatus and poor ﬁental‘health and a
direct relationship between status and absence of significant symptams
of mental pathology. Of all the variables tested, socio—-econamic status
was the one most clearly related to mental health. Moreover, this
relationship held whether parental socio-econcmic status or the person's
' own'socioéeconomic status was taken as the status measure. The

relationship also held when age and sex factors were controlled.

Although the impact of social class on mental health has been very
well documented, little systematic research has been undertaken to
ekamine the impact of work enviromment factors on an individual's mental
health. The scanty empirical evidence which is available'tends to
suggest a relationship between job satisfaction;and mental_health.

Kahn and his associates' (Kahn, Wolf, Quinn, Snoek and Rosenthal, 1964)
research suggested a positive relationship betweén job satisfaction and
_méntal health. Three recent studies by Quinn (1972), Burke (1973) and
Gechman and Wiener (1975) also investigated the relationship between job
satisfaétion and mental health. Both the Quinn (19725 énd thé Cechman |
and Wiener (1975) studies reported a moderate positive relationship
between job satisfaction and mental health but Burke's study (1973)
failed to find any relationship between need fulfillment in job ahd

psychological well-being and mental health.
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'Although the above studies generaiiy suggest a positive relation
between job satisfaction and mental health,'the amount of relationship
found in these studies is not very impressive. In a recent review of
mental health, Kasl (1974) concluded that the "Correlation between job
satisfaction and mental health is fairly low. The best guess is that
the correlation is very seldom going to be over .30." It is argued by
the present author, that the low correlation between job saﬁisfaction

-and mental health may be due to the amission of scme crucial variable(s)
in the past studies. The present research suggested a theoretical model
concerning the relationship between various work and non-work environ-

mental factors and an individual's mental health.

1.4 Theoretical Model

The basic assumption of the present research is that‘to the extent
that workers are psychologically unhappy.and exhibit signs of poor
mental health, the sources of this poor mental health may be found in
both the work and non-work environments. It is believed that the notion
that the work environment is solely responsible for poor mental health is
one which islnaive. However, at the same time, it has been accepted that
the activities undertaken by individuals in the work environment do
affect their activities in non-work environments. The present research
therefore accepted the possibility of an interaction between work and
non-work environments. It is argued that the nature of the interaction

between work and non-work enviromments tends to determine the state of
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an individual's mental health. Before we explicate the "nature" of the
interaction between work and non-work environments and its implication

for mental health, we would like to present our theoretical model.

The theoretical model is presented on the next page. In discussing
the linkages of the model, we will proceed in the following order.
First, the relationship between need fulfillmen£ and mental health will |
be discussed. Second, the impact of technolgical factors on need ful-~
fillment in work will be delineated. Third, the relationship between
organizational factors and need fulfillment in wbrk will be illuminated.’
Finally, the relationship between management factors and need fulfill-

ment in work will be examined.

1.4.1 Need Fulfillment and Mental Health

The concept of need is basic to Maslow's (1954) theory of human
motivation.. Maslow argues that needs are innate and universal, inherent
in human nature: "What I have called the basic needs are probably
common to all mankind and are therefore shared values." He contends
that needs relate to each other in a hierarchical fashion and form a
hierarchy of prepotency. The prepotent neea is strongest in the sense
that it has to be satisfied first. As soon as it is satisfied to some
i extent, the next category of needs in the hierarchy of prepdtency
emerges, and needs from that category will now be the strongest, i.e.
have the stronger influence on the motivated behavior of the individual.

Maslow has identified five sets of needs: physiological, safety, social,



Figure 1: Theoretical model for the relationship between work and non-work environment
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esteem and self-actualization. It may be useful at this point to give a
description of these needs as identified by Maslow.

Physiological Needs: In this category falls those needs, the fulfillment

of which serves to sustain the organisms; the needs for food, water,
sleep, shelter, etc. Maslow argues that undoubtedly these physiological
needs are the most prepotent of all needs. What this means specially is
that, in a human being who is missing everything in life in an extreme
fashion, it is most likely that the major motivation would be towards
meeting physiclogical needs rather than any others. A person who is
lacking food, safety, love and esteem all at the same time would most

probably feel hunger for food more strongly than anything else.

Safety Needs: "If thé physiological needs are relatively well satisfied,
then there emerges a new set of ﬁéeds which may be categorized roughly
as the safety needs.". These needs includé those for an understandabie,
well ordered, predictable situation, for certainty about the future, .
satisfactionbof the physiological needs, for personal safety, and the
like. In industrialized societies, most of these safety needs are

believed to be very well satisfied for a large number of people.

However, as Maslow states, we can perceive the expressions of
safety needs in western societies only in sgch phenomena as, for instance,
Ehe commoﬁ preference for a job with tenure and protection, the desire
for a savings account, and for insurance of various kinds (medical,
dental, unemployment, disability, old age). Other broader aspects of

the attempt to seek safety and stability in the world are seen in the
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very cammon preference for familiar rather than unfamiliar things, or

for the known rather than the unknown.

The safety needs are very often referred to in the literature as
security needs.

Social Needs: When both the physiological and the safety needs are

fairly well satisfied, there will emerge the needs of love and affection
andfbelonging. The individual will feel keenly, as never before, the
absence of friends, or a sweetheart, or a spouse or children. He will
hunger for affectionate relations with people in general, for a place in
 his group, and he will strive with great intensity to achieve this goal.

Esteem Needs: This need category becomes dominant when the above three

needs are relatively well satisfied. Maslow argues that all people in
our society (with a few pathological exceptions) have a need or desire
for a stable, firmly based, usually high evaluation of themselves for
self-respect, or self-esteem and for the esteem of others." Thus this
category of need includes both a need for personal feelings of achieve-
nment or self-esteem as well as a need for recognition or respect fram
others. |

Self-Actualization Needs: Maslow calls this category of needs growth

needs and refers to it as the "Desire to became more and more what one
is, to became everything that one is capable of becaming." The needs
for self-actualization seldam manifest themselves to their full extent
in the average person. Most iﬁdividuals never progress through the

above four needs but function primarily at the level of social and the
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esteem needs. However, since the more prepotent needs do not have to be
fulfilled campletely or permanently for a less prepotent need to emerge,
the needs for self-actualization may be seen to operate in most indivi-

duals to a certain extent in such forhs as the desire to do a good job,

to be creative in doing things or to use whatever capacities one has.

It has been argued by the present author that need fulfillment in
an individual's life is related to his state of mental health. Since
mental health has been defined as an overall level of success, personal
satisfaction, effectiveness, and excellence of the'individuai's func-
tioning as a person; it can be séid that an individual whose psycho-
logical needs are gratified, tends to appear to be a satisfied and
effective person in his daily life. Maslow himself attempted to relate
his theory of need hierarchy to the mental healfh of the individual.

He states that, .
"It is clear that, other things being equal, a man
who is safe and belongs and is loved will be
healthier (by any reasonable definitioﬁ) than a man
who is safe and belongs, but who is rejeéted and
~unloved. And if in addition, he wins respect and

admiration, and because of this, develops his self-
respect, then he is still more healthy, self-

actualizing or fully human."

Maslow also attempted to delineate the negative consequences of the

~
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ungratification of basic needs. He states that,
" "A man who is thwarted in any of his basic needs may
fairly be envisaged simply as a sick man. This is
a fair parallel to our designation as sick of the
man who lacks vitamins or minerals. Who will say

t a 1aék of love is less important than a lack

of vitamins?"

Thus the theory of the hierarchy of needs seems to clearly suggest
that the ultimately camplete gratification of basic needs is synonymous
with ideal mental health. As Maslow expresses it, "It would seem that
the degree oflneed gratification is positively correiated with.the degree

of psychological health."

Maslow's theory of need hierarchy has enjoyed wide acceptance in
the literature of organizational behavior. It has been used to explain
such_diverse issues as deficiencies in need fulfillment among managers
and military personnel (Porter,.l961; Porter & Mitchell, 1967), why pay
can becdme ﬁnimportant, and why self-actualization seems to be so imp-
ortant to the people of today. However, so far as we know, the theory
has nevér been used to explain differences in psYcholOgical and mental
health. In the present research study, an attempt has beénbmade to use
need hierarchy theory to predict individuals' mental_health in order to
furnish evidencé upon which one can accept or xeject the proposition
suggested by Maslow concerning the relationship between need‘vératificatiop

and mental health.
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As stated previously, industrial sociologists tend to divide the
life space of adﬁlt members in a society inﬁo two kinds of life role
- activities; work role activities and non-work role activities.
Empirical evidence, as reviewed earlier, indicated that there exists a
spill-over relationship between work activities and non-work activities.
For example, individuals who were satisfied with their work activities
also tended to be satisfied with their non-work activities and indivi-
duals who were not satisfied with their work activities also tended to

be dissatisfied with their non-work activities.

Although Maslow did not suggest explicitly where to measure need
gratification in an indiVidual's life in order to predict his mental
health, it was considered reasonable, given the presence of empirical
evidence, to measure need gratification in both work and non-work
activities. 1In splitting an individual's life space into.work and non-

work activities, it is assumed that in both work and non-work activities,

an individual can potentially satisfy his psychological needs. It is
argued that the nature of the relationship between need fulfillment in
" work and need fulfillment in non-work activities can determine the

state of psychological and mental health of the individual.

It is prbposed £hat four kinds of possible relationships méy exist
between need fulfillment in work activities and need fulfillment in non-
work activities: (1) High need fulfillment in work activities may be

coupled with high need fulfillment in non-work activities. This type of
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relationship is called a complementary relationship. (2) High need

fulfillment in work activities may be coupled with low need fulfill-
ment in non-work activities. This relationship is referred to as an
expressive relationship. (3) Low need fulfillment in work activities

may be coupled with high need fulfiliment in non-work activities. This

kind of relationship is called a compensatoryl relationship. (4) Finally;
low need fulfillment in work activities may be coupled with low need
fulfillment in non-work activities. This relationship is referred to as a

spill-over relationship.

It is argued by the author that the four kinds of relationship
between need fulfillment in work and need fulfillment in non-work act-
ivities lead to four different kinds of predictions about the mental -
health of the individuals. When the relationship between need fulfill-
ment in work and need fulfillment in non-work activities is complemen—
tary, mental health tends to be highest. The rationale for the above
predic£ion is as follows. Mental health refers to an overall state of
excellence, satisfaction, and effectiveness of the individual. It is
- generally believed that an individual's functicning as an effective

human being in a given area of life depends to a large extent on the

1 In the previous studies "compensatory relationship" generally refers

to an individual's tendency to achieve sanething in one life area
which was not attainable in the other life area without any mention of
the direction of the relationship. In the present study, "camwpensatory
relationship" refers to the situation in which an individual unable to
achieve something in work activities does achieve the same thing in
non-work activities.
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degree to which his basic needs are fuifilled in that particular area of.
life. Therefore when an individual has.high need fulfillment in both
work and non-work activities, it is expected that his overall effective-
ness as an individual in both kinds of activities is enhanced_and he

thus exhibits a high level of mental health.

It is argued that when the relationship between need fulfillment in
work and need fulfillment in non-work activities is expressive, mental
health tends to be somewhat high, but is lower in comparison to the
situation in which the relationship was camplementary between two life
~areas. The reason for a sarewhat high mental health associated with an
expressive relationship may be due to the importance of paid work in an
individual®s life. Wbrk'alone is the only single activity in which a
majority of adults in industrialized societies spend more time thanvin
any other activity, except sleeping. Since an individual spends most of
his wakeful time in doing paid work and since paid work is usually the
only activity where failure and success tend to be important for the
-individual, it may be the case that an individuai who experiences high
need fulfillment in work activities alone may still exhibit a
relatively high level of overall effectiveness and satisfaction (mentalﬂ

health).

It is argued that when the relationship between need fulfillment in
work activities and need fulfillment in non-work activities is campen—
satory, mental health tends to be moderate. Although there is very

little support available in the literature for a campensatory relation-
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ship between work and non-work activitiéé, this relationship tends to be
theoretically valid in our model. Moreover, scholars such as Dubin

(1956) and Taveggia (1971) have arqued that for the majority of industrial
workers, the relationships in non-work activities are more satisfactory
than in any other kind of activities. Thus, higher need fuifillment in
non-work activities alone may appear important enough to give an indivi-
dual same feelings of overall effectiveness and satisfactioﬁ. The indi-

~ vidual may, therefore, exhibit a moderate degree of mental health.

It is-argued that when the relationship between need fulfillment in
Work activities and need fﬁlfillment in non-work activities is spill-
over, mental health tends to be at its lowest.‘ As stated earlier, for
an individual to be effective in a ‘given area of his life, it is crucial
that his basic needs be relatively fulfilled in that particular area of
life. When the individual, for some reason, cannot fulfill his basic
needs in different areas of life, he is likely to become highly frus-

trated and may thus exhibit poor mental health. ;

_ 1.4.2 Need Fulfillment in Work as Dependent Variable

Previous résearch has indicated that several factors in the work
environment affect various kinds of job attitudes such as job satis-
faction, organizational commitment, work alienation, work attachment
. and company»satisfaction. If need fulfillment in work may be considered
as one kind of job attitude, then it could be argued that sdmé of the

’ wbrk environment factors may also be related to need fulfillment in work.
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- Our model proposes that certain technological, management and organi-
zational factors differentially affect the extent of need fulfillment

in work.

1.4.2 (A) Technological Factors and Need Fulfillment

Technological factors included in our model are 'task
specialization' in job and 'technical constraints' in job performance.
It is argued that both task specialization and technical constraints
negatively affect the degree of need fulfillment in work. Task special-
ization refers to the condition in which the camponents of a work process
are divided into minute tasks and only limited. number of tasks are
assigned to an individual job (Jamal, 1972). It is generally agreed that
this process has three typical compbnents; task simplifiCation, task
repetition and task fragmentation. It is argued that the three compon-
ents of task_specializatioh inversely affect the degree of need fglfill—
ment in work. For example, task simplification results in reducing the
learning time of a job to a great extent. In most cases task simplifi-
~cation makes the job so simple that it can be learned in”a matter of
hours or even minutes (Dubin, 1958). This excessive simplification inA
job makes the worker an easily replaceable cdmmodity aha thus incurs in
him the feeling of insecurity about hié job. In the same way, task
repetition requires a worker to perform one or a few small operations
over and over again in a short cycle of time with little or no change.

This makes the worker so busy on the job that he cannot possibly free
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himself to talk to his fellow workers who may physically be Very close
to his work station. Thus, task repetition may restrict his oppor-
tunities of socializing at the work place.' Similarly, task fragmen-
tation requires a worker to work only on a small and tiny portion of
the total work process and thereby restricts his knowledge about the
final product. This may limit the worker's chances to take initiative
and show originality in work activities and thus_may affect his.feelings_ 3

of esteem and self-actualization.

Technical constraints in task performance refer to those factors
which stem from the production technology employed in getting the work
‘done and which restrict the area of discretion of thé worker at the work
place. Previous research (Hedley, 1971; Kornhauser, 1965) has idenfi—
fied the following technical constraints which workers may face in task
performance: (1) pacing at the job; (2) lack of variety on the job;

(3) attention required to perform the job; (4) lack of opportunity to
talk with fellow workers on the job; (5) lack of opportunity to think
about other things while working; (6) unavailability of slack periods on
the job; (7) lack of opportunity to get relief for personal emergenciesi

on the job; (8) lack of oppqrtunity'to move freely on the job.

It is argued that the degree of technical constraint an individual
experiences in work activities is negatively related to the degree of
need fulfillment in those activities. Technical constraints in work

activities restrict an individual's freedam to act according to his own
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judgment and make him a slave of the tethnical demands of the work
processes or same other impersonal objects. The individual is treated
as an infant in Argyris' terminology (1957) and his basic needs as a
human being are threatened. Thus, individuals who experience a high
degree of technical constraint in their job, may tend to be indivi-

duals whose basic needs are least fulfilled.

Empirical evidence also tends to be supportive of the negative
consequences Qf a high degree of technical constraint in jobs. Walker
and Guest (1952) in their study of autamobile workers observed‘thaﬁ'
"pacing" on the job was one of the most disliked features of work for
the majority of workers in their sample. Both Walker and Marriott (1951)
and Chinoyfs (1955) studiés indicated that technical constraints in jobs
were negatively related to workers' job satisfaction. Turner (1955)
found that a large number of workers in his sample did not like "pacing"
on the job, and that “pacing" was negatively related to attitudes toward
the company. Crampton and Wedderburn (1970) observed that variety in
tasks, freedom of movement in the work place and the possibilities of
social interaction with fellow workers at the job were among the main
sources of workers' satisfaction/dissatiSfaction With their jobs.

Hedley (1971) in a study of over 5,000 British factory workers found a
negative relationship between technical constraint and job satisfaction.
In a recent study, Jamal (1976) also observed that technical constraints
were negatively related to organizational éommitment and job satisfaction

in a sample of 377 blue-collar workers.
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1.4.2 (B) Organizational Factors and Need Fulfillment

Our model suggests that t@o organizational factors - size and
structure of the organization - may affept the degree of need fulfill-
ment in work activities. It is argued that the size of the organi-
zation iﬁversely affects need fulfillment in work. Small size organ-
ization‘féprésents a reiativelybmore simple social system than doésuthev
large size organization. Thére are few people, fewer'ievels in the
organization hierarchy, and a less minute subdivision 6f labor (Worthy,
1950) . The organization operates primarily through‘the face—to—face
relationships of its members and only secondarily through impersonal,
institutionalized relationships. However, as size increases, there tends
to be a decrease in the amount of the interpersonal control method used
at lower levels by top management, which, in turn, at lower levels of
the organization; places more reliance upon impersonal (bureaucratic,
inflexible) forms of control (Indik, 1963). The reliance on bureau-
cratic, inflexible controls over workers' behaviQr creates a work
environment in which it is difficult for workers to satisfy their basic

' needs.

The contention that organization size affects workers' attitudes is

by no means a new one. .Durkheim in his book Division of Labor (1953)

stated that, "...small scale industry (organization) where work is less
divided displays a relative harmony between worker and employer. It is

only in a large scale industry that these relations are in a siékly
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state." However, it wasn't until the fifties that investigators started
to systematically examine the relationship between organizational size
and workers' attitudes. In most of the empirical studies available on
this subject to date, investigators have made camparisons across differ-
ent sized sub-units of larger organizations rather than across
indepéndent total organizations. Irrespective of whether total organ-—
ization size or sub-unit size were measured, there is a remarkable
consistenéy in the findings of these studies. In general, workers in
larger organizations or sub-units appeared to be less satisfied than
workers in smaller organizations or sub-units (Kerr, Koppelmeir and
Sullivan, 1951; Barrett and Parker, 1961; Porter, 1963; Cumings and
ElSlami, 1970). Thus, in conclusion, the empirical evidence tends to
support the negative consequences of increaéed organization size on
workers' job attitudes. This adds weight to our argument concerning

organization size and need fulfillment in work.

Organization structure refers to the relatiyely fixed relation-
ships that exist among the employees of an organization (Gibson,
Ivancevich and Donnelly, 1973). Two kinds of organization structure have
been identified in the literature - tall and flat. Tallness and flat-
ness of organization structures are generally distinguishéd on the basis
of the number of levels in the érganization relative to the total.size of
the organization. A flat organization structure is one in which there
are few levels relative to the total size of the organization and a tall

organization structure is one in which there are many levels relative to
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the total size of the organization. Another way of stating this is to
say that the degree to which a structure is tall or flat is determined

by the average span of control within the organization.

It has been argued that need fulfillment in work tends to be
~greater in flat ofganization structures than it is in tall organization
structures. Since flat organizations have a large average span of |
control, subordinates usually enjoy greater freedom and autonomy to
make decisions about work activities. Chances of making decisions in
work activities enhance subordinates' feelings of responsibility and

they in turn receive greater need fulfillment in work activities.

Although the empirical evidence does nét support equivocally the
superiority of flat organization structures, it does tend to suggest
the relaﬁionshib between organization structure and workers'
attitudes. Worthy's (1950) study is the oldest empirical study to
suggest that flat organization structures may be related to higher
morale among employees. Meltzer and Salter (1962) published a study
that reported the job attitudes of 704 physiologists in relation to the
type of organization structure in which they worked. They found little
support in their data to indicate that flat organization st:uctures were
superior to tall structures in terms of empldyee attitudes. Porter and
Siegel (1965) studied about 3,000 middle and top level managers in a
wide variety of sizes and types of organizations in thirteen countries.
They found that in organizations of 5,000 employees, flat struétures

were correlated with greater satisfaction; in organizations of 5,000
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employées and over, there was no diffeféhce between managers' satis-
faction in téll and flat strﬁctures. Carpenter (1971) Compared tall,
medium and flat structures in six public school systems in relation to
the level of job satisfaction of 120 teachers. He found that teachers
in flat organizations perceived higher job satisfaction than teachers
in medium and tall organizations. Lawler; Hall and Oldham (1974)
studied the impact of organization structure and process on organi-
zational climate in order to predict organization perforﬁance and
employee job satisfaction in research and development organizations.
Their results showed little difference in organizaticnal climate
variables under flat and tall structures. Ivancevich and Donnelly (1975)
investigated the relationship between organization structures and jbb
satisfaction among 295 trade salesmen in three insurance companies.
They found that salesmen in flat structures were morelsatisfied with
respect to self-actualization and autonomy needs.than salesmen in tall
structures. However, they also found that organization structure was
not related to satisfactions with pay, security needs, social inter-

action and innovativeness.

The above review of the'empirical studies on organization structure
and workers' attitudes, though inconclusive, yet suggests the relation—
ship between the two. By investigating the relatiohéhip between
organization structure and need fulfillment, it is hoped that the present

study may help in clarifying the relationship between: them.
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1.4.2 (C) Management Factors and Need Fulfillment

The only management factor included in our model which may affect
need fulfillment in work is that.of leadership style. Behavioral
scientists have long recognized the importance of leadership styles in
explaining human behavior. Puttman (1930) in discussing the results of
the program of interviewing in the Hawthorne works of the Western
Electric Campany concluded that,

ﬁThe caments from employees have convinced us that
the relaticnship between first line supervisors and
the individual workman is of more importance in
determining the attitude, morale, general happiness
and efficiency of that employee than any other

single factor."

Due to the 1mpact of hawthorne S studles, a large number of
research studies have been conducted to examine the relatlonshlp between
leadership styles and employees' attitudes and behavior. Investigators
wno have studied,leadership styles have sought to classify and cate—
qorlze different approaches to leadership and different ways of
exercising the leadership role. In studies of this kind, the two leader—
ship styles which have most often been identified and compared are
those usually described as employee-oriented or considerate to employees
on the one hand and production centered or initiating structure on the

~ other hand (Likert, 1961; Fleishman, 1957).
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The employee oriented leader is generaliy more éénsitive to the
needs and feelings of his people. He is supportive of his subordin-—
ates, helpful to them and concerned for their well-being. In contrast,
the production oriented leader is inclined-to perceive his subordinates
as more hands to get the work out. He is noted for having neither concern
for their welfare nor consideration for their feelings and needs. In
his view, technical work factors take precedence over human work factors.
The supervisory styles of these two types of leaders are quite different
from each other. The employee—centéred leader tends to state what is to
be done and why it has to be done and then allows employees a certain
amount of discretion in doing the job as they think best, as long as it
meets organizational requirements. On the other hand, the production
centered leader more often than not gives detailed orders and demands
strict adherence to specified procedures. The eméloyee—oriented leader
engages in general supervision whereas the production-oriented leader

hangs over the shoulders of his subordinates:

Empiriqal evidence is unequivocal in showing the negative conée—
quences of certain kinds of leadership styles onh employees' attitudes
and behavior (Vroom, 1964; Beer, 1966; Sales, 1966). In general,
leader's consideration or employee-orientation tends to be positively
related to employees' satisfaction. In a study of 742 clerical workers,
Morse (1953) found that general supervision was positively rélated to
employees' satisfaction. Fleishman, Harris and Burtt (1955) observed a

positive'relationship between the consideration of foremen and the morale
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of their subordinaﬁes. In a study of 29 aircraft commanders; ﬁalpin
and Winer (1957) found a strong positive correlation between leader's
consideration and crew member satisfaction with their commander.

Seeman (1957) found a positive relationship between the consideration of
school superintendents and the job satisfaction of elementary school
teachers. Likert's (1961) research indicated that job satisfaction was
higher among employees who perceived their supervisors as showing
employee-oriented behaviors than among those who did not perceive their
supervisors as employee-oriented persons. Parker (1962) found a posi-
tive relationship between leader's consideration and worker attitudes.
Sadler (1970), in a study of over 15,000 employees, found that job
satisfaction was higher under consultive (employee—oriented) leadership
. than among.authoritarian leadership. 1In a recent study,, Green (1973)
also found leader's consideration to be relatea posi£ively tobemployee

satisfaction.

However, there is a definite lack of research studies which have
investigated the relationship between leadership‘style and need fulfill-
ment in Maslow's sense. Only two studies have been found which attempted
to examine the relationship between leader's consideration or employee-
orientation and employeé need satisfaction in jobs. The first study was
conducted by Beér (1966) using a sample of 129 clerical workers. He
found some support for the relationship between leader's consideration
and employee need satisfaction. Ieader's cqnsideration appeared to bhe

significantly related to security, social, esteem and self-actualization
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needs.’

The second study was'conducted by Hill and Hunt (1973) among
employees of a county hospital. They'aléo'found some support fér the
relationship between leader's consideration and employee need satis-
faction. In their study, leader's consideration was found to‘be

related to autonany and self-actualization.

Since both studies dealing with need satisfaction were conducted
among non-industrial samples,_it was felt that there is a need to test
the relatién between leader's employee~orientation and employee need
fulfillment among industrial workers. Keeping in mind the available
empirical evidence on the subject, it is argued that'a leader's
employee~orientation or consideration towards'employee is pbéitively
related to employee need fulfillment in work. Employee-centered leaders
allow subordinates to contribute to and participate in decision making
practices in work activities. Participation in decision making provides
subordinates the opportunities to know their fellow workers, to make use
of their creativé abilities, and‘to perceive thémsel?esias‘importaﬁt
elements in the total organization. vThese-in turn give them high need

fulfillment in work activities.

In sumarizing the discussion on the linkages of our theoretical
model , it has been shown that the model generates various predictions
regarding the relationship between need fulfillment and mental health

and about the relationships between technolgoical, manhagement and
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organization factors and need fulfillmént in work. These predictions have
been accepted as research hypotheses in the present study and are pre-

sented in the next section.

1.5 Research>Hypotheses

It may be recalled that our model postulated four types of
relationships between need fulfillment in work and need fulfillment in
non-work activities. These four types of relationships lead to four
different.kinds of predictions about the state of workers' mental health
and,.thus, became the first four hypotheses of the present study. These

hypotheses are listed below:

(H When the relationship between need fulfillment in work and

1
need fulfillment in non-work activities is complementary,

mental health tends to be highest.

(H When the relationship between need fulfillment in work and

2)
need fulfillment in non-work activities is expressive, mental

health tends to be somewhat high.

(H,) When the relationship between need fulfillment in work and

need fulfillment in non-work activities is compénsatory,

mental health tends‘to be moderate.

(H When the relationship between need fulfillment in work and
need fulfillment in non-work activites is spiil—over, mental

health tends to be.low.
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When need fulfillment in work was taken as a dependent variable,
the model suggested the following hypotheses:

(HS) Task specialization in work tends to be negatively related to

need fulfillment in work.

(HG) Perceived technical constraints in task performance tend to
be inversely related to need fulfillment in work.
(H7). Need fulfillment in work tends to be higher under employee-

~ centered supervisors than under production-centered super-

visors.

(H8) Need fulfillment in work tends to be higher in flat organi-

zation structures than in tall organization structures.

(H9) There is an inverse relationship between organization size

and need fulfillment in work.
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CHAPTER II: Methods and Procedures

On the basis of the theoretical model described previously, a

f questionnaire waé developed to assess need fulfillment in work and non-

- work, individﬁals' quality of mental health, task specialiéation and
technical.constraints in task performance, supervisory style and perceived
department/unit size. The responses to this questionnaire, and an anal-
ysis of organization size and.stiucture of the participating campanies

based on interview data, provided the basis for this study.

2.1 Setting and Subjects

The sample for the present study wés drawn from manufacturing
cawpanies in Greater Vancouver, British Columbia. Of the 30 companies’
initially contacted by telephone, 17 éompanies engaged in further per-
sonal discussion, and 9 tentatively agreed to participate. Initial data
were obtained from many of these campanies, but extenuating circumstances
reduced the final sample for which camplete data were available to six
canpanies. The campanies range in size fram 100 employees to 300 employ-—
ees. Thése conpanies represent cement products, manufacturers of
electrical equipment, wood work manufacturers and advértising iﬁdustry.'4
All the rank-and-file employees in'the six campanies were included in the

sample of this study.

2.2 Data Collection

Data were collected in ﬁwo’ways. A structured questionnaire was
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1

“used to obtain information regarding individual variables, and personal
interviews were used to obtain information régarding organizational

- variables. The individual questionnaires were administered personally
by the researcher in all six companies. Approximately one week before
the administration of questionnaires, the management in the partici-
pating campanies informed the employees through department heads that a
doctoral student from the University of British Columbia would be
conducting a survey in their plants. A notice describing the nature and
purposes of the researcﬁ and mentioning the approval of both management
and union for the survey was also posted on seVeral bulletin boards in
each company. The questionnaires were distributed in sealable envelopes
On conpany premises during working hours. Employees were asked to take
the questionnaires home and return the filled-in questionnaires directly
to the researcher in the self-addressed stamped envelopes.. Out of a
total of 895 employees in six campanies who were given questionnaires,
403 employees (45%) returned usable questionnaires. Response rate varied

fram 35 percent to 68 percent across canpanies.

There were 299 male and 100 female respondents in the final sample:
250 blue—collar employees.and 150 white-collar employees. One hundred
. and twenty-four of £hese employees had up to grade 10 education; 184 had
gradevll or 12 education and 90 had same college edﬁcation. One hundred
and two of these employees were between the.ages of 18 to 25 years; 168
were between 26 to 35 years and 127 were over 35 years of age. One hun-

dred and forty-three of the‘employees had been with their companies for
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"less than 2 years; 132 between 2 to 5 yeérs and 125 over 5 years. The
majority (68%) of them were married, were working on morning shift (77%)
~and had been raised in large cities (50%). More details on the char-

acteristics of the sample can be found in Table 1.

At least one representative of the top management in the
participating campanies was interviewed to obtain information concerning
the number and size of work departments and the size and structure of the
organization. These interyiews were carried out shortly after the
questionnaifes were administered in the campany and varied in length from
15 minutes to an hour. In all cases, the administration of the question-
naire and the interviews with the management personnel were carried out

within a one week period.

2.3 The Measuring Devices

This section describes in detail the measures that were used in
tapping various constructs. Copies of these measures may be found in

Appendix A. -

2.3.1 Mental Health

Mental health Qas assessed by using the measures developed by
Kornhauser (1965). As noted previously, Kornhauser discovered the
following six dimensions of mental health: i(l) manifest anxiety and
emotional tension; (2) self esteem (3) hostility; (4) sociability;

(5) overall life satisfaction; and (6) personal morale. Kornhauser used
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TABLE 1l: Distribution of the sample on demographic

and background variables

Variables Frequency Percentage
Colour of Collar
Blue - . 250 63%
White - 150 37%
(Total) (400) (100%)
Age .
18 - 25 years 102 263
26 - 35 168 42%
36 + 127 32%
(Total) (397) (100%)
Sex
Male 299 75%
Female 100 25%
(Total) (399) (100%)
Education .
Up to 10 Grade 124 31%
11 - 12 Grade 184 46%
13 and more 90 23%
(Total) (398) (100%)
Marital Status
. Single 97 24%
Married 270 68%
Othersl 32 8%
(Total (3929) (100%)
Income per month
~Under $ 800 123 32%
$800 -$1000- 131 .34%
$1000 + 136 35%
(Total) (101%)

(391)

Continued....
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Variables Freguency Percentage
Place of Socialization
Farm 51 13%
Town 66 168
Small City 83 21%
Large City 200 50%
(Total) (400) (100%)
Length of Service
Less than 2 years 143 36%
2 - 5 years ' 132 33%
Over 5 years . 125 31%
(Total) (400) (100%)
Skill - Level
Unskilled 101 25%
Semi-skilled 148 37%
Skilled 150 38%
(Total) (399) (100%)
Shift-time
Morning 304 77%
Afternoon 23 6%
Night 6 2%
Rotating Shift 63 16%
(Total) (396) (101%)
Union Membership
Member 213 53%
Non-member 186 47%
_ (Total) (399) (100%)
Type of Job- |
Line Job 144 69%
Staff Job 47 23%
Line/Staff Job 17 ' 8%
(208) (100%)

(Total)

l. Others include separated, widowed and divorced.
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. semi-structured interviews to collect information from his subjects.
Since the present research was designed as a questionnaire study, it was
“nhecessary to modify Kornhauser's measures in almost all six sub-indexes
of mental health in order to make them suitable for a questionnaire type‘
study. However, the number of items in each index corresponded to
Kornhauser's originai study.l Moreover, no attempt was made to change
the wording of items which were considered to be suitablevfor the present

study. Response indicators were shown for each group of questions.

The following eight items were used to measure the dimension of

self esteem:

(1) I feel that I am accomplishing the sorts of things I would like

to in my life.

(1) (2) (3) (4) (5)
Strongly . Agree Neither Agree Disagree = Strongly
Agree Nor Disagree - Disagree

'(2)>I feel that I can do much to make my future what I want it to
be.
(3) I often blame myself and feel bad over things I have done.
(4) I often have a hard time to make up my mind.
(5) Sometimes T get so discouraged that I wonder whether anything

is worthwhile.

lln Kornhauser's study (1965), some items on mental health were used in
more than one dimension. Therefore, readers may find some items
-repeated across six dimensions of mental health.
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(7)

(8)

items:

(1)

(2)

(3)

(4)
(5)

(6)

(7)

- 5] -

People often hurt my feelings. -

How do you feel about your chances for getting ahead?

(1) (2) (3) (4) (5)

Very good  Good ~ Don't Kaow Not Good ' Not Too Good

In general, how do you feel about your life? Would you say you

are

(1) (2) (3) (4) (5)
Campletely Well Neither Satis- A Little Very
Satisfied Satisfied fied Nor Dissatisfied Dissatisfied

Dissatisfied

dimension of hostility was assessed with the following seven

I sometimes boil inside without letting people know about it.
(1) (2) (3) (4) (5)

Strongly Agree Neither Agree Disagree Strongly
Agree Nor Disagree - Disagree

I think that most people can be trusted.
I find that many people are so unreasonable that it is hard to
talk to them.

Sometimes I feel like smashing things for no good reason.

‘I find that I often have to tell people to mind their own

business.

People often get on my nerves so that I do just the opposite of
what they want me to do. |

Ovér the years there are a lot of things a person comes to learn

about people.
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(a)>What are sare of the main things you have learned about people?

(1)
(2)

(b) What would you say most people want out of life?

(1)
(2)

The dimension of personal morale was measured with the followihg

nine items:

(1)

(2)

(3)
(4)

(5)
(6)

(7)

(8)

Getting ahead in this world is mostly a matter of luck and pull.
(1) (2) (3) (4) (5)

Strongly Agree Neither Agree Disagree Strongly
Agree Nor Disagree Disagree

In spite of what some pedple say, the lot of the average man is
getting worse, not better.

These days a person does not really know wﬁo he can count on.
Most people are out for themselves and don't care what happens
to others.

It'é hardly fair to bring children into the world with the way
thingé look for the future.

Nowadays a person has to live pretty much-for today and let
tomorrow take care of itself.

There is little use in writing to public officials because often
they are not really interested in the problems of the-average
man.

I think that most people can be trusted.
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Sametimes I get so blue and discouraged that I wonder whether

anything is worthwhile?

The dimension of overall life satisfaction was assessed with the

following nine items:

1)

(2)

(3)

(4)

(5)

(6)

(7)

(8)

I feel that I am accomplishing'the sorts of things I would like
to in my life.
(1) (2) (3) (4) (5)

Strongly = Agree Neither Agree Disagree = Strongly
Agree : Nor Disagree Disagree

I often feel restless, wanting to be on the move ‘doing something
but not knowing what.

I feel in good spirits almost all the time.

I often blame myself and feel bad over things I have done.
Sometimes I get so blue and discouraged that I wonder whether
anything is worthwhile.

I have as much chance to enjoy life as I should have.

How do you expect things to turn out for you in the future?

(1) @ (3) (4) (5)

Very Good Good Don't Kncw Not Good Not Too Good
Overall, how do you feel about the way you spend your time when
you are not work;ng? |

(1) (2) (3) o 4) (5)
Campletely Well  Neither Sat- A Little Very

Satisfied Satisfied isfied Nor Dissat- Dissatisfied
Dissatisfied isfied
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(9) Overall, how do you feel about your life in general?

The following thirteen items were used to measure the dimension of

- anxiety and emotional tension:

(1) How often do you go to a doctor or clergyman or anyone like
that about your personal problems, or nervousness or such
things?

(1) @ (3) (4) - (5)

Never Hardly Some of the Most of the = All the
Ever Time Time Time

(2) How often do you use any special foods or tonics or anything
llke that to help keep you in good condition?

(3) How often do you take saomething for slight iilness like headaches,
upset stomach, or things like that?

(4) How often do you go to watch sports events?

(5) I am often worried and upset.

(1) ' (2) (3) (4) (5)
Strongly Agree Neither Agree Disagree Strongly
Agree : Nor Disagree Disagree

(6) I often have trouble getting to sleep or staying asleep.
(7) I worry much about things that might happen to me.

-~ (8) Sometimes.I am bothered by nervousness.
(9) There are things about my health that bother me.

- (10) I wake up rested most mornings.
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(11) Do you have any particular physical_ or health problems?
(1) (2)
Yes - No
(12) So far as you know, did you ever have a nervous breakdown?
(13) Are you ever bothered with headaches, indigestion, or any of the

common ai]ments. Please put a mark against those which ever

bother you.

Headaches ____ Neuralgia

Indigestion or stamach upset - . Hemorrhoids or piles
____ Constipation or diarrhea - __ Nose, thrbat, or sinus

trouble

_____Sleeplessness _____ Many colds or coughs
_____ Tiredness without knowing why _ Other (please specify)
_____ Heartburn

Backaches

High blood presstlre

The dimension of sociability was assessed with the following fifteen
_itéms:
(1) How often do you get together with your friends (very best ones)
as a group?
(1) (2) (3) (4) (5)

Never - Hardly Sane of the Most of the All the
Ever Time Time . Time

(2) How often do you get together with just one or two of your

friends?
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(3) How often do you get together with your relatives?
(4) These days a person does not really'know who he can count on.
(1) (2) (3) (4) (5)

Strongly Agree Neither Agree Disagree Strongly
Agree - Nor Disagree Disagree

(5) When things go wrong, I am usually willing to leave it to
others to work matters out.

(6) People often hurt my feelings.

(7) On the whole, I usually like to be by myself rather thén with
other people.

(8) How important is it to you to have friends?
(1) (2) (3) (4) | (5)

Very Pretty Important Not Not very
Important Important Important  Important

(9) How many specially good friends do you have?

(10) Do you have other friends (other than specially good friends)
whom you see often?
(1) (2)
Yes No

(11) How many organizations such és church and ethnic groups, labour
unions or social and civic clubs do you belong to?

(12) In how many such organizations did you hold in the past or are

presently holding any kind of executive position (i.e. president,

secretary, vice president, treasurer)?

(13) Overall, how many meetings of the various organizations did you
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attend in the last two months? - 0

(14) In the last four weeks, approximately how many hours did you

spend in attending the meetings of various organizations?
(15) Over the years there are a lot of things a person comes to learn
about>people.
(a) What are some of the main things you have learned about
people?
(1)
@

(b) What would you say most people want out of life?
(1)
(2)

2.3.2 Need Fulfillment

Need fulfillment in work was assessed by using the scale developed

by Mitchell and Moudgill (1976). This scale consists of 10 Likert-type

items and, according to Mitchell and Moudgill (1976), the scale "...tends

to establish the descriptive validity of Maslow's need classification

scheme." The ten items of their need fulfillment in work scale are

presented below.

(1) The threat of change which could make one's present skills or
knowledge cbsolete (security).

(1) (2) (3) (4) ‘ (5)

Minimum L : Maxirmm
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(2) The feeling of insecurity with one's position. (security).

(3) The opportunity to give help to other people (social).

(4) The opportunity for conversation and exchange of ideas with
colleagues and co-workers (social). |

(5) The feeling of self-esteem a person gets in one's position
(esteem) .

(6) Prestige inside the organization, i.e. regard received fram
others within the organization (esteem).

(7} The opportunity for participating in the determination of
methods and procedures (autonamy) .

(8) The opportunity for participating inbthe setting of goals
(autonomy) .

(9) The feelings of worthwhile accomplishmeht associated with one's
position (self-actualization).

(10) The feelings of self—fulfillmeﬁt a person gets in one's position

(self-actualization).

Need fulfillment in non-work was assessed wifh a modified version of
.Nﬁtchell and Moudgill's scale of need fulfillment in work. This modi~
fication was necessary becausé all the items in the need fulfillment in
.work scale were oriented toward work and work related phenomena; The ten
items in the need fulfillment in.non—work scale are presented on the next

page.
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(1) The threat of change which could make my present knowledge and
skills in off-job activities obsolete (security).

(1) (2) (3) (4) (5)
Minitnre - T Masimum:

(2) The feeling of insecurity in my off-job. activities (security).
(3) The opportunity to give help to other people in my off-job
activities (social).
(4) The opportunity for conversation and exchange 6f ideas with
peéple in my off-job activities (social). |
(5) The feeling of self esteem I get in my off-job activities
(self esteem).
(6) Prestige I receive from people with wham I undertake my off-job
activities (self esteem).
(7) The opportunity for participating in the determination of
methods and procedures of my off-job activities (autonomy) .
(8) The opportunity I receive for participation in the setting of
goals of my off-job activities (autonomy). -
(9) The feelings of worthwhile accomplishment I receive from
performing my off-job activities (self-actualization).
(10) The feelings éf self fulfillment I receive from my off—jbb

activities (self-actualization).
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- 2.3.3 Technological Variables

Technological variables measured in this research were task special-

ization in jobs and technical constraints in task performance. Task

specialization in jobs was assessed by using three measures of task

fragmentation, simplification and repetition. The task fragmentation and

repetition measures were developed by Lawler (1974) but were modified to

suit the present research. The task simplification measure was developed

by the author. The three measures are listed below:

(1) How much task repetition is there in your job? (Please put a circle

around the number which most appropriately describes your job.)

(1) (2)

Very much; I do
pretty much the
same things over
and over, using
the same equip-
ment and proced-
ures all the time.

(3) (4)

Moderate
degree of
repetition.

(5)

- Very little; I do

many things, using
a variety of equip—
ment and procedures.

(2) How much does your job involve your producing an entire product or an

entire service? (Please put a circle around the number which most

appropriately describes your job.)

(1) (2)
My job

involves
doing only

a small part
of the

entire pro-
duct or
service.

(3) (4)

My job involves
doing a moderate
'chunk' of the
work.

(5)

My job involves
producing the
entire product or
service from start
to finish.
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- (3) How long does a person have to spend in training or experience to be

able to handle a job like yours? (Pleasé put a circle around the

nunber which most appropriately describes your job).

(1) - (2) (3) (4) (5)

Not very long; Moderately . Fairly long. My
my job can be long; it can ~ job can take years
learned in a be learned : to be learned.
matter of hours in a couple

Or even minutes. of months.

Technical‘éonstraints in task performance were measured with eight
items. These items were developed by Dubin (1968) and were reported by
Hedley (1971). These items are as follows:

(1) Can you talk to people around you when you are working?

(1) (2) 3 @ (5
Never' Hardly Some of Most of the All the Time
Ever the Time Time

(2) .Does your job require you to work at a certain speed? |

(3) Can you think about things other than your job when you are working?

(4) In your job, can you stop working for personal emergencies without -
waiting for a relief man?

(5) In your job, are there slack periods when you can do whaﬁ‘you want?

(6) Can you move around the factory while doing your job? |

(7) Does your job require you to do the same things over and over again?

(8) Does your job require that you watch your machine or whatever you are

doing?
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2.3.4 ‘Supervisory StYle

Supervisory style was aésessed with a thirteen item scale developed
by Bowers and Seashore (1966). Taylor and Bowers (1972) ﬂave recently
observed a high degree of reliability and validity of this scale. The
thirteen items of the scale are presented below:

To what extent is (does) your immediate supervisor

(1)....friendly and very easy to approach?

(1) (2) (3) (4) (5)

To a Very To a Little To Some To a Great To a Very Great
Little Extent Extent Extent Extent

Extent '

(2)....attentive to what you say? »
(3)....willing to listen to your problem?
(4)....encourage people to give their best effort?

(5)....maintain high standards of pérformance?

(6) ....set an example by working hard himself?

(7) ....show you how to improve your performance?

(8)....offer new ideas for solving job related probiems?

(9} ....encourage subordinates to take action without waiting for

detailed review and approval fram him?
(10)....provide the help you need so that you can schédule work
ahead of him? |
(11)....encourage persons who work for him to work as a team?
(12) ... .encourage people who work for him to exchange opinions and

ideas?
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(13) How often does your immediate supervisor hold group meetings
where he and the people who work for him can really discuss

things together?

(1) (2) (3) - (4) (5)
Never Once or Twice Three to About Once More often
' per Year . Six Times per Month than once
per Year : per Month

2.3.5 Organization Structure

Organization structure was aséessed by obtaining information from
vnanagement about the size of the organization and the number of
supervisory levels within the organization. This information allowed the
classification of respondents according to the ratio of the number of
levels of supervision in their organization to the total size of the
organization. In accordance with Porter and Lawler's research (1964),
the following three categories of strﬁcture were adopted; flat, inter-
mediate and tall. The categories were formulated as follows:

Flat: Campanies having the fewest levels relative to their size
‘Qere classified as flat organizations. Approximately one-
third (134) of the respondents in this study were employed
in flat organizations. '

Intermediate: Companies having a medium number of levels relatiye
to their size were classified as intermediate organizations.
Approximately one-half (192) of the sample of this study fell

into this category.
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Tall: Companies having the greatest number of levels relative to
their size were classified as tall orgaﬁizations.
Approximately one-fifth (76) of the sample of the present

research were employed in tall organizations.
2.3.6 Size

As stated previously, in most of the empirical studies in the area
of organization size and workers' attitudes, investigators have made
comparisoné between different sized sub-units (or_departments)”of larger
organizations rather than between independent total organizations. For
this reason, the present research used multiple measures of organization
size; one measure pertaining to the size of the total organization and
two measures pertaining to sub-units' size within the organization.

Total organization size was measured by the number of full-time management
and non-management employees in the company during the week the survey
was conducted in the company. Three size categorieé were adopted: large,

250 employees or more; medium, 151-250; and small; less than 150 employees.

Sub-unit size was assessed in two ways. First, employees were asked
to give an estimate of how many persons were working in their departments.
The following question was used to obtain an idea of the employees'
perception of sub-unit size:

"Approximately how many persons work in your departmeﬁt or section."
Second, the actual number of persons working in each sub-unit was deter-

‘mined fram management records. Three sub-unit categories were used:
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large, 21 employees or more; medium, 10-20; and small, less than 10
employees. A correlation of .80 was observed between the two measures of

sub-unit size.

2.4 Decisions about Analysis

It is mandatory for every researcher to make cerfain arbitrary
decisions about analysis. In the present research, two decisions were
made with regard to data analysis. The first decision concerned the
interaction between need fulfillment in work and need fulfillment in
non-work. It was argued previously that the intgraction between the two
need areas tends fo determine the state of an individual's mental health.
In order to assess the nature of the interaction between the two need
areas, in each need area respondents were divided into high and low need
fulfillment groups from the median. Respondents whose need fulfillment
in a need area of life was greater than the median rneed fulfillment in
that‘particular area, were considered as having high need fulfillment in
that need area. Respondents whose need fulfillment in a given need
area (i.e. wbrk activities) was lower than the median need fulfillment
in that particular area were cclassified as having low need fulfillment
in that need area. Thus, in both need areas (work and non-work), res-
pondents were either high or low depending upon whether their need fulfill-
ment scores were greater or less than the median scores in the need area

concerned.

The second decision concerned the construct of mental health. It
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“may be recalléd that mental health is composed of six sub-indexes. In
each sub-index scores were assigned to the items of the sub-index in sucﬁ
a way that a high score on the sub-index indicated a high level of mental
health. Scores on all negatively worded items were reversed. Following
Kofnhauser, a compoéite index of mental health was constructed canbining
the scores on six sub-indexes of mental health. Table 2 presents the
inter--correlationsl among sub—indexesiand the cdmposite index of mental
health. All sﬁb—ihdexes are highly correlated with the composite index
with an,avérage rank order correlation of .84. These findings are
camparable with Kornhauser's findings which showed a mean tetrachoric
correlation of .68 for younger workers and .70 for older workers in his

sample.

2Another measure of mental health was availablé in the present
research. This measure was developed by researchers at the University of
Michigan (Quinn, 1972) and consists of 21 Likert-type items. All sub-
indexes of mental health tend to be moderately correlated with Quinn's
scéle of mental health, with an averége correlation of .56. Composite

.Quinn and Kornhauser's indexes were also correlated moderately (r=.68).

2.5 Reliability and Validity of the Measures

Since most of the measures used in this study were not standard

1 Throughout this study, correlations will mean the Spearman rank order

correlations.
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TABLE 2: Interrelations among component and composite
indexes of mental health

INDEXES

Anx- Hostil- Esteem Socia- Mo~ Life Index Quinn

iety ity , bility rale Sat. MH MH
Anxiety S 1.0
Hostility .64*% 1.0
Esteem .71 .66 1.0
Sociability .68 72 .68 1.0
Morale - .67 .73 .67 .69 1.0
Life Sat. .60 .61 .83 .61 .61 1.0
Index MH .83 .85 .85 .88 .83 .78 1.0

" Quinn MH .58 .57 .61 .57 .47 .57 .68 1.0

* All correlations are significant at .001 level

~or better.
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_measures, it was deemed necessary to examine the reliability of the
measures. Table 3 presents the internal conSistency reliability
estimates (Cronbach's alpha)'of the major independent and dependent
variables. Withbthe exception of two variables, life satisfaction and
self esteem, all variablesAshowed high reliability. Reliability
estimates for life satisfaction and self esttem were .60 and .75, res—
pectively, which are acceptable for survey research, according to the

criteria set by Nunnally (1967).

Since Kornhauser's measures of mental health were substantially
modified to suit the present questionnaire study, it bécame necessary to
validate the measures of mental health. This was done in two ways.
First, several experienced, highly qualified clinical psychologists and
psychiatrists were asked to read the questionnaire.responses on the
measures of mental health for 32 respondents and give their cverall
evaluation of each individual's mental héalth. Global ratings of
clinicians were correlated with the canposite index of mental health.
Second, the Quinn measure of mental healthvwas atfached to fifty percent
.of the questionnaires. The correlation between the Quinn measure of
mental health and the modified Kornhauser composite index of'mehtal

health was sought as further indication of validity.

The first method of validation proceeded as follows: a subsample
of 32 cases was selected from our total sample of 403 cases. A minimum

of four and a maximum of seven cases were selected fraom each partici-
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TABLE 3: Internal consistency reliability estimates of
the major independent and dependent variables

Variables Cronbach's
# of

(N) Items Alpha
Need TFulfillment (vwork) (378) 10 .93
Need Fulfillment (NonWork) (378) 10 .90
Index of Mental Health (360) 64 .96
Life Satisfaction (380) 9 .60
- Morale (381) 9 .83
Hostility (380) 8 .84
Anxiety (380) 14 .89
Esteem (368) 8 .75
Social (370) 16 .92
Quinn's Mental Health Scale (176) 21 .91
Technical“Conétraints Scale (379) 8 .82
Task Specialization Scale (380) 3 .80
Leadership Style Scale (379) 13 .97
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pating eompany according to the number ofnquestionnaire returns from
each campany. Three clinicallpsychologists,vthree psychiatrists and one
social psychologist furnished estimates on the 32 cases, providing seven
ratings for each case. For each of the 32 cases, a six-page file was
prepared from the questionnaire responses on the ﬁeasures of mental
health. The clinicians were asked to read through the entire case file
and to record, on a seven-point scale, an overall estimate of "How good
or satisfactory you consider the mental health of the individual rated."
A shoft deseriptive statement was given the raters fo indicate the
meaning attached to mental health for the present research and in add-
ition a briefing session was held to explain and clarify the whole proced-
ure. The descriptive statement consisted of the following definition of
mental health: "An overall level of success, personal satisfaction,
effectiveness and excellence of the individual's functioning as a human

being."

The raters agreed reasonably well with one another. Table 4
presents inter-rater agreement (rank order correlation) on clinicians'
estimates of mental health based on the questionnaire records. Twenty-
one measures of inter-rater agreement were available and all of them
were significantly correlated with one another. The twenty—ene
coefficients ranged from .64 to .91; the mean.and median of all twenty-
one were .74 and .78, respectively. The median inter-rater agreement of
.78 in this study was much higher than the median agreement of .52

observed by Kormhauser. Kornhauser did not report the mean inter-rater
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IABLE 4: Agreement among clinicians' ' estimates of mental
health based on the questionnaire records

Clinicians 1 2 3 4 5 6 7
1 1.0 .83 .78 .64 .69 .82  .gg*
2 1.0 .72 .76 .83 .79 .89
3 - 1.0 .72 .69 .78 .87
4 1.0 .66 .71 .80
5 1.0 .77 .86
6 1.0 .91
7 1.0

* All correlations are significant at the

.001 level or better
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agreement for his study, nor did he report the individual inter-rater
correlations, therefore no camparison was possible in terms of mean

inter-rater agreement in the two studies.

In order to derive a composite assessment for each of the 32 cases,
ratings by all seven raters were combined for each case. These
composite ratings were then correlated with the camposite index of mental
health. The results, presented in Tabie 5, showed cldse agreement
between composite ratings by clinicians and the compositevindex of
mental health. Thevrank order correlation between the two composite
indexes was .87 which is camparable with the .84 tetrachoric correlation
between the two indexes obtained in Kornhauser's study. In addition,
Table 5 showed substantial agreement between the ratings of individual
clinicians and the composite index of mental health. The seven rank
order correlations ranged from .68 to .85: the median of all seven was

.79.

The second method of validation involved the collection of data from
fifty percent of the sample, employing a separate measure of mental
health. There were 192 respondents in the final sample who furnished
information on Kornhauser's measures of mental health as well as on
Quinn's measures of mental health. The rank drder correlaﬁion between
the two measures was .68 (P>.00l) which suggested a moderate degree of

convergent validity between the two measures.

Thus, it may be said that the measures of mental health used in this

study were reliable and also appeared to be reasonably valid.
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TABLE 5: Relationship between clinicans' estimates of mental
health based on the questionnaire records and the
index of mental health

Rank-order

Clinicians (N) Correlation

1 (32) .85%

2 (32) .79

3 (32) .79

4 (32} - .68

5 (32) .70

6 ’ (32) .79

7 (32) .82
Composite Ratings (32) .87

"* All correlations are significdnt at the .001

level or better
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2.6 Description of the Statistical Procedures

Several different types of analyses were performed in order to
explore the hypotheses. Hypotheses 1 to 4 involved interaction between
need fulfillment in work and need fulfillment in non-work and thus were
tested together. Two types of analyses were performed to tes£ hypotheses
1 to 4. The first type of analysis made use of one-way analysis of
Variance, Differences between means, on the variable of mental health,
under different types of work and non-work relationships, were tested for
significance.using the t-test and the Duncan Sign Test (Blalock, 1972).
The second type of analysis to test hypotheses 1 to 4 involved assigning
a rank order to different types of relationships betweén need fulfillment
in work andhneed fulfillment in non-work. A rank of '4' was assigned for

a complementary relationship between the two need areas. A rank of '3

was assigned for an expressive relationship. A rank of '2' was assigned

for a compensatory relationship. A rank of 'l' was assigned for a

spill-over relationship between the two need areas. A rank order correl-
ation was computed between the rank order on need fulfillment and the

camposite index of mental health.

Hypotheses 5 to 7 had continuous independent and dependent variables.
Rank order correlations were computed to test hypotheses 5 to 7. The

significance level was set at .0l.

Hypotheses 8 and 9 had categorical independent variables and cont-

inuous dependent variables. Blalock (1972) has recammended the use of
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analysis of variance in such situations.‘ Therefore, one-way analysis of
variance was the statistical technique to test hypotheses 8 and 9.
Differences between means on the variable of need fulfillment in work

were tested using the t—test and the Duncan Sign Test.
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CHAPTER III: Results

In this chapter, we will examine the data relevant to the nine
hypotheses of this study. The chapter has béen divided into three
sections. Section one deals with hypotheses 1 fo 4, which are concerned
with the relationship between need fulfillment in work and non-work and
the quality of mental health. Section two examines hypotheses 5 to 7,
which are concerned with the relationship between need fulfillment in
work and the technological and management factors. Section three deals
with hypothéses 8 and 9, which are concerned with the relationship

between organizational variables and need fulfillment in work.

3.1 Need Fulfillment and Mental Health

Hypotheses 1 to 4 are concerned with tﬁe relationship between need
fulfillment and mental health. It was suggested previously that the
nature of the interaction between need fulfillment in work and need
fulfillment in non-work determines the relationship between overall need
fulfillment in life and mental health. Hypothesis 1 (H1) suggests that
if the relaﬁionship between the two need aréés ié complementary, there
will be a high level of mental health. Hypothesis 2 (H2) suggests that .
if the relationship between the two need areas is expressive, there will
be a moderately high level of mental health. Hypothesis 3 (H3) suggests
that if the relationship between the two need areas is compensatory,
there will be a moderate level of mental healﬁh. Hypothesis 4 (H4)

- suggests that if the relationship between the two need areas is. spill-over ,
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there will be a low level of mental health.

The first type of analysis performed to test hypotheses 1 to 4 was
one-way analysis of variance. Scores on need fulfillment in work and
non-work were divided into those of high and low variation fram the
median. The division of the scores delineates the different types of
relationship between the two need areas. It may be of same interest to
present, at this point, the median and mean scores on need fulfillment
in work and non-work. The median scores on need fulfillment in work and
non-work were 32.5 and 36.2, respectively. The mean scores on need
fulfillment in work and non-work were 30.7 and 24.2, respectively.
Scores on both need fulfillment in work and non-work could theoreti-
cally vary from.a minimum of 10 to a maximum of 40. Results obtained
through one-way analysis of variance are presented in Table 6. It is
clear fram Table 6 that the mean scores on mental health are highest for
the complementary relationship, second for the eXpressive relationship,
third for the campensatory relationship and lowest for the spill-over
relationship. Differences between means across the foﬁf types éf
relationships are statistiéally significantl according to the t—-test as
well as according to the Duncan Sign Test. Thus, hypotheses 1 to 4 are

supported by the first type of analysis.

1 Throughout this study, a significance level of .0l has been used in
hypothesis testing. '
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TABLE 6: Types of relationship between need fulfillment
in work and non-work and the quality of mental
health according to Kornhausser's measures (median)

Types of (N) Mean Score on Standard
Relationship Mental Health Deviation t-value F-val
Complementary . (108) 231.65 40.18
Expressive ( 87) 216.83 23.60 3.21%*
Compensatory ( 83) 186.61 43.66 5.64%x% 74.55%
Spillover (119) o 168.44 26.40 3.37%%

(Total) (397) . 200.04 43.05

* Significant at the .01 level

** GSignificant at the .001 level



- 79 -

The second type of analysis pérforn%ﬁ.to test hypotheses 1 to 4
involved camputing a rank order correlation between the assigned rank on
four types of work and non-work relationships (see 2.6) and the composite
index of mental health. A correlation of .61 (P>.00l) was found between
the two rank orders which indicated a substantial agreement between the

two. Thus hypotheses 1 to 4 are also supported by the second analysis.

In order to determine if the decision of dividing need fulfillment
in work and non-work fram the median may have influenced the above
results, the same two types of analyses were again performed to test
hypotheses 1 to 4 after dividing the scores fram the mean. Results
obtained from the analysis of variance are presented in Table 7. Again,
all hypothesized relationships are in the predicted direction and are
statistically significant. The rank order.correlation between the
assigned rank on four types of work and non-work reletionships and the
canposite index of mental health was .62 (P>.001). Thus, hypotheses 1 to
4 are again supported by the data. |

3.2 Techrnological Variables, Leadership Styles and Need Fulfillment in
Work

Hypothesis 5 (HS).predicted that'thereAwill be a negative-relation—
ship between task specialization in jobs and need fulfillment in work.
It may be recalled that three measures were used to assess task special-
ization in this study. A camposite index of task specialization was

constructed by cambining the scores on three measures in such a way that
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TABLE 7: Types of relationship between need fulfillment in
work and non-work and the quality of mental health
according to Kornhauser's measures (mean)

Types of Mean Score on Standard
Relationship (N) - Mental Health Deviation t—value' F—value
Complementary (134) | 227.83 37.72
Expressive ( 81) 214.82 24.79 3.05%
Compensatory ( 90) 184.82 - 42,11 5.74%%* 80.36*%
Spillover- ( 92) 161.44 ‘25.42 4 ,52%%
| (Total). (397) 200.04 43.05‘

* GSignificant at the .01 level

** GSignificant at the .00l level
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a high score on the index meant a high degree of task specialization in
the job. Rank order correlation was computed between thé index of task
specialization and_need fulfillment in work . Thé correlation was -~.52
(see Table 8) which shows that there is a moderate negative relationship
betweep task specialization and need fulfillment in work in this study.

- Thus hypothesis 5 is supported.

Hypothesis'G predicted that the amount of technical constraint an
individual experiences in task performance will be negatively related to
his need fulfillment in work. A camposite index of technical constraint
was constructed by c;mbining an individual's scores on the eight measures
of teéhnical<constraint in such a way that a high score on the index
meant a greater amount of technical constraint in task performance.
~Scores on négati§ely worded items were rev¢r§ed. Rank order correlation
was cqmputed between the index of technical constraint and need fulfill-
ment in work. The correlation was -.56 (see Table 8) which suggests that

technical constraint in jobs and need fulfillment in work are moderately

related. Thus, hypothesis 6 is supported.

It maylbe argued that the measures of task specialization and
technical constraint that have been used are concerned with different
facets of task specialization and technical constraint, and that, there-
fore, it was not legitimate to cambine them into compbsite indexes. For
this reason, a separate analysis was performed between need fulfillment
in work‘and the measures of task specialization and technical constraints.

Table 9 presents the rank order correlations between need fulfillment in
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TABLE 8: Spearman rank-order correlations of task specialization
technical constraint and leadership style with need
fulfillment in work

Independent | Spearman Level of
Variables (N) Correlation Significance*
Task Specialization (402) -.52 .001 .
Technical Constraint (402) ~-.56 .OOlv
LeadershipﬂStyle (402) .32 .001

* Two tailed test
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work and the measures of task specialization and technical constraint.
All the three measures of task specialization are moderately correlated
with need fulfillment in work. The average correlation between the
measures of task specialization and need fulfillment in work is —-.44
(P>.001) which is comparable to the correlation of -.52 found between

the index of task specialization and need fulfillment in work.

The correlations between need fulfillment and the measures of
technical‘censtraint vary from -.21 to-.5]1. The average correlation
between the measures of technical constraint and need fulfillment in
work is -.38 (P>.001) which is scmewhat lower than the correlation of
~.56 found between the index of technical constraint and need fulfillment
in work. However, all correlations betWeen the measures of technical
constraint and need fulfillment in work are in the predicted direction

(negative) and are statistically significant.

Hypothesis 7 (H7) predicted that need fulfillment in work will be
greater under the democratic supervisor than under the authoritafian
supervisor. A scale of 13 Likert-type items was used to assess super-
visory style in this study. A higher score on each item was an indication
"of democratic supervision whereas a lower score was an indication. of
“authoritarian supervision. An index of supervisory style was constructed
by combining scores on thirteen items. Rank order correlation was
camputed between the index of eupervisory style and need fulfillment in
work. The correlation is .32 (P>.001) which shows that need fulfillment

in work is slightly higher under a democratic supervisor than under an
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TABLE 9: Relationship between need fulfillment in work

and the measures of task specialization and
technical constraint in task performance.

, o Level of
Measures (N) Correlation Significance
Task Specialization
(1) Fragmentation (400) -.38 .001
(2) Repetition (399) -.45 .001
(3) Simplification (401) -.50 ‘ .001
Technical Constraint
(1) Talk (402) -.51 .001
(2) Think . (401) -.28 .001
(3) Pacing (402) -.32 .001
(4) Relief (402) -.47 . .001
(5) Slack (402) -.30 .001
(6) Move (398) -.46 : .001
(7) Attention (398) -.21 .001
(8) Variety (402) -.50 .001

1

Two tailed test
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authoritarian supervisor. Although the correlation is in the predicted
direction and statistically significant, yet it accounts for only 10
percent variance in the dependent variable. Therefore, hypothesis 7 must

be considered as only weakly supported.

3.3 Organizational Variables and Need Fulfillment in Work

Hypothesis 8 (H8) predicted that the steepness of organizational
structure will be negatively related to the employee need fulfillment in
work. Employees were classified according to the structure of the
-organization in which they worked, i.e. in flat, intermediate or tall
organization structures. It may be recalled that the determination of
organization structure involved taking a ratio of the number of levels
of‘supcrvision in the organization to the total size of the organization.
One-way analysis of variance was performed to explore the relationship
between organization structure and need fulfillment in work. Results are
presented in the upper part of Table 10. It is clear fram the analysis
that need fulfillment is higheét under flat structures, moderate under
intermediate'structures, and lowest under tall structures. Differences
between means across the three types of organization structures are
statistically significant according to the t-test of significance as well

as according to the Duncan Sign Test. Thus, hypothesis 8 is supported.

Hypothesis 9 (H9) predicted that organization size will be negatively
related to need fulfillment in work. Three different measures were used

to assess organization size. The first measure related to total organ-
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TABLE 10: Relationship between need fulfillment in work
and four organizational variables

Organizational Mean Score on Standard 1
Variables (N) Need Fulfillment Deviation t-value™ F-val

Organization Structure

Flat (134) 34.55 9.36
Intermediate (192) 29.52 11.03 4,43%%
Tall ( 76) 25.83 9.07 2.82% 19.60°

Organization Size

100 - 150 persons (171) 32.63 9.86
151 - 250 (139) 29.83 10.66 3.25%%

251 - 300 . ( 92) 29.07 11.26 0.16 6.16°

Perceived Dept. Size

1 - 10 persons (138) 31.65 10.42
11 - 20 (136) 30.05 10.19 1.29
21 and over (118) 29.34 11.37 0.52 1.61

Actual Dept. Size

1 - 10 persons (115) 31.18 10.80
11 - 20 (150) 30.34 10.16 0.65
21 and over (125) 29.77 11.18 0.44 0.53
1

Two tailed test
* Significant at the .01 level
** Significant at the .001 level
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zation size and the other two related to sub-unit size. One-way analysis
of variance was performed to explore the relationship between the three
measures of organization size and need fulfillment in work. Results
obtained are presented in Table 10. It is clear from Table 10 that there
is a weak relationship between the total organization size and need ful-
fillment in work. Need fulfillment is higher for people working in small
organizations than for people working in medium-size organizations. The
difference betweeh means in small and medium-size organizations is
significant according to the t-test and the Duncan Sign Test. However,
there is no difference in need fulfillment for people working in large or
medium-size organizations. Surprisingly, mean need fulfillment is slightly
higher for people working in large organizations than in medium-size

organizations, which is contrary to the prediction of H9.

One-way analysis of variance was performed to examine the relation-
ship between the two measures of sub-unit size and need fulfillment in
wbrk. Results are again presented in Table 10. It is clear fram the
analyses that both the measures of sub-unit size exhibit negligible
relationships with need fulfi;lnent in work. However, all the relation-
ships between the measures of sub-unit size and need fulfillment in work
are in the hypothesized direction.  In both.cases, there ié a tendency

towards achieving a higher level of need fulfillment in smaller sub-units.

Initially it was planned to include only blue-collar workers in the
present study. However, because of practical considerations, all the

rank-and-file workers in the participating campanies were included, which
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increaéed the heterogeneity of the sampié; Porter and Lawler (1965)
stated that most of the studies which found negative relationships

between organization siée variables and job satisfaction were conducted
among blue-collar workers and no such relationships have been documented
among white—colléf workers. In recent years, two studies by ElSalmi and
Cumings (1968) and Cummings and ElSalmi (1970) also failed to find any
appreciable relation between organization size and need satisfaction among

managers.

In ordér to examine whether or not the heterogeneity of the sample
in this study has restricted the strength of relationships between
organizatién size variables and need fulfillment, separate analyses were
performed fér blue-collar and white-collar samples. Results for the blue-
collar sample are presented in Table 11 and fbr the white-collar sample in
Table 12. It is clear from Table 11 that the three measures of organi-
zation and sub-unit size are significantly related to need fulfillment
among blue-collar workers. An éxamination of the analyses presented in
Table 12 suggests that-none of the three measures of organization and
sub-unit size are significantly'related to need fulfillment among white-

collar workers.

It may be concluded that the three measures of organization size show
‘a moderate relationship to need fulfillment for blue-collar workers and
show no relationship for white—coilar workers. Thus, hypothesis 9 nust.be
considered as weakly supported for the blue-collar sample and not at all

supported for the white-collarsample.
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TABLE 11: Relationship betwee
four organizational
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n negd fulfiliment in work and
varlgbles for blue-collar sample.

Vaziahias onal Mean Score on  standard
(N) Need Fulfillment Deviation t—valuel F-valu
Organization structure
Flat ( 90) 32.71 9.77
Intermediate (117) 26.42 10.50 4.45%*
Tall ( 42) 22.67 7.51 2.48%* 18.16%*
Total (249) 28.06 10.45
Organization Size
100 - 150 persons (117) 30.57 10.06
151 - 250 ( 80) 25.60 110.40 3.34%x%
251 - 300 ( 52) 26.19 10.28 -0.32 6.72%
Total (249) 28.06 10.45
Perceived Dept. Size
1l - 10 persons ( 77 29.32 10.65
11 - 20 (106) 29.17 10.16 0.10
21 and over ( 61) 24.15 10.03 3.10%* 5.60%
Total (244) 27.96 10.48
Actual Dept. Size
1 - 10 persons ( 65) 28.83 10.81
11 - 20 (114) 29,22 10.26 ~0.24
21 and over ( 63) 24.41 9.98 3.04% 4,77%
Total (242) 27.86 10.50

lTwo tailed test

* Significant at the .01 level
** Significant at the .001 level
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TABLE 12: Relationship between need fulfillment in work and
four organizational variables for white-collar sample.

Orgénizational Mean Score on Standard
Variables (N) Need Fulfillment Deviation t—valuel F~valu
Organization structure
Flat ( 44) 28.29 7.21
Intermediate ( 73) 34.42 10.10 2.41%*
Tall ( 33) 29.42 9.37 2.48% 8_.80%*
Total (150) 34.46 9.65
Organization Size
100 - 150 persons ( 54) 37.07 7.79
151 - 250 ( 58) 33.09 9.48 2.44%
251 - 3060 ) ( 38) 32.84 11.58 0.11 3.19
Total (150) 34.46 9.65
Perceived Dept. Size
1l - 10 persons ( 61) 34.59 9.41
11 - 20 ( 30) 33.17 9.81 0.66
21 and over | ( 57) 34.90 10.08 -0.77  0.32
Total (148) 34.42 9.71
Actual Dept. Size
1 - 10 persons ( 50) 34.24 10.08
11 - 20 ( 36) 33.89 9.06 0.17
21 and over ( 62) 35.21 9.67 -0.68  0.25
Total (148) 34.56 9.62
1

Two tailed test
* Significant at the .01 level

** Significant at the .001 level
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CHAPTER IV: Discussion and Conclusions

In this chapter the main findings of this study are discussed in
‘relation to the empirical evidence in the relevant areas. The chapter
has been divided into five sections dealing with (1) the validity of the
mental health measures, (2) the relationship between need fulfillment and
mental health, (3) the relationships between need fulfillment in work,
and task specialization, technical COhstraint and supervisory style,
(4) the relationship between organizational variables and need fulfill-

ment in work, and (5) the conclusions and implications of this study.

4.1 Vvalidity of mental health measures

Levinéon and Weinbaum in 1970 stated (Mclean, 1970) that, "...no one
has yet arrived at a universally accepted-definition of mental health,
although many have tried. Some would argue that there is no such thing,
and others that there is nothing to be done." Although five years have
passed since Levinson and Weinbaum ﬁade this statement, unfoftunately it
still holds true. 1In the last five years,‘onlj four studies in organi-
zation behavior (Quinn, 1972; Burke, 1973; Caplan et al., 1975; Gechman
and Weiner, 1975) have used the construct of mental health as an indepen-
dent or dependent variable. None of these four studies has explicitly
defined mental health. Three of thg four studies (Quinn, 1973; Burke,
1973; Caplan, 1975) employed Quinn's or similar measures of mental health
whereas one study (Gechman and Weiner, 1975) made use of Kornhauser's

measures of mental health. Only two studies (Quinn, 1972; Caplan et al.,
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1975) reported the‘reliability of their -mental health measures and in no
study was the validity of the mental health measures reported. As a
result of this regrettable amission in the research to date, one main
objective of this study has been to test the vaiidity of the available

‘measures ofvmental health.

As mentioned previously, no other in&estigator attempted to spell
out the meaning of méntal health as clearly as did Kornhauser (1965).
Kornhausef not only formulated an empirical definition of mental health,
but also systematically checked the rellablllty and validity of his
measures. It should be mentioned at this point that to the best of our
knowledge, Kornhauser's measures of mental health are the only measures .
which were sﬁbjected to internal as well as external validation.
Rornhauser's reliability and validity coefficients are remarkable, but
there was a severe probiem with his procedure of data collection. It may
bé recalled that he used unstructured interviews lasting between one and
one-half hours to two hours in each case in order to obtaln 1nformatlon
about the mental health of the respondents. Thls made Kornhauser's
measures expensive in terms of time andbmoney, and hence undesirable in
survey—research. Moreover, Ehe necessity to content analyze and to code
data obtained from unstructured interviews inevitably detracts from
reliability and validity. These considerations may explain why only one

study so far has used Kornhauser's measures.

The need to have valid measures of mentai health which could be

readily available to researchers in survey-type research was the chief
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impetus behind the validation of the meﬁtal health measures in this
study. The results presented in Section 2.4 suggest that we have been
fairly successful in achieving this goal. Our measures of mental health
not only show a high degree ef internal consistency reliability but they
also show a reasonable degree of eonvergent validity. Thus it may be
said that this study has achieved three things regarding the construct

. of mental health. First, the unstructured interview measures of mental
health have been translated into the structured questionnaire nmeasures.
Second, the relative reliability and validity of the structured measures
have been documented with the hope that it may be a first step toward the
development of a standard measure of mental health corresponding to the
standard measures of jeb satisfaction and supervisory style. Third, the
reliability and validity of the modified version of Kornhauser's measures

of mental health have been re—examined in a different cultural milieu.

4.2 Mental Health Predicted through Need Fulfillment

Our theoretical model made the prediction that the interaction
between need fulfillment in work and need fulfillment in non-work
determines the quality of an individual'e mental health. Results presented
in Section 3.1 supported the above prediction. It was found that the |
individuals who had a high level of need fulfillment both in work and
non-work showed the highest level of mental health. Individuals who
had a high level of need fulfillment in work but had a low level of

need fulfillment in non-work showed a moderately high level
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of mental health. Individuals who had a low lével of ﬁeed fulfillment in
work but had a high level of need fulfillment in non-work showed a mod-
erate level of mental health. Individuals who had a low level of need
fulfillment both in work and non-work showed the lowest level of mental

health.

The above findings may be interpreted in the light of Maslow's
theoretical model (1954) on need gratification and psychological health.
Maslow's theory postulated a positive relationship between need grati-

fication and psychological health. Our interactional analysis of need

fulfillment in work and non-work, and the quality of mental health shows
a positive relationship between the two and thus lends support to Maslow's
theory. Méslow, howevef, did not indicate clearly in what area of an
individual's life need gratification was to be assessed in order to'pre—
dict his mental health. In the present study, therefore, separate
correlations were camputed between need fulfillment in different life
areas and mental health. The rank order correlation between need ful-
fillment in work and mental health was +.53 (P>.001) and between need ful-
fillment in non-work and mental health was %.34 (P>.001) . The correl-
ation between the overall need fulfillment in life (work + non-work) and
mental health was +.57 (P>.001). All the above correlations are positive
and lend additional support to Maslow's theory. Thus it may be said that
individuals who have most of their psychological needs satisfied in life,

tend to be the ones who experience a high level of mental health.

The positive correlation between need fulfillment in work and
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mental health is consistent with the empirical evidence on job satis-
faction and mental health. The research of Kahn and his associates-
(1964) suggested a positive relationship between job satisfaction and
mental health. Kornhauser (1965) in his study of Detroit automobile
workers observed that workers who were satisfied with their jobs had a
higher level of mental health than workers who were not satisfied with
their jobs. This finding was confirmed at each Separate occupational
_level. Quinn (1972) observed a strong positive association between job
satisfaction and mental health in a nationaily—based probability sample
of 1533 American workers. In addition, he found that the association
between job satisfaction and mental health was greater among workers who
were locked into their'jobs than among those not locked into them. In a
recent study, Gechman and Weiner (1975) found a positive relatlonshlp of
.48 between job satlsfactlon and mental health in a sample of 53 elem-
entary school teachers. Thus it may be said that the result of thlS study
on need fulfillment in work and mental health has added to the growing
body of evidence supporting a positive relationship between job satis-

faction and the quality of mental health.

The results from the interactional analysis of heed fulfillment in
work and non-work and mental health cast doubt upon the notion of the
relative superiority of the non-work environment over the work environment.
in making workers psychologically happy. In the éarly sixties, . Gurin

et al. (1960) stated:
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"With the alienation from the-job that occurs
with industrialization and increasing automation,
with the shortening of the work day and
concamitant expanding opportunity for a‘life out-
side the job that this allows, the job tends to
lose its central position in a man's life.

More energy is channelled into life outside the
‘work, and the possibility arises for non-job areas
of life to provide the meaning and identity

anchors that the job once provided."

Many more such statements can be found in the literature which have '
popularized the notion that what happens to individuals in the work
environment may not be as important to the achievement of satisfaction
and happiness in life as what happens to them in the non-work environ-
ment. Our results contradict this notion and suggest that individuals
who cannot fully satisfy their.psychological needs in the work environment
show either a low or at best a moderate level of mental health. On the
other hand, individuals who can fully Satisfy their psychological needs
in the work environment show either a high or moderately high level of

mental health.

Additional evidence against the notion that the non-work enviromment
may be more important than the work environment in an individual's life

was obtained fram the partial correlations between need fulfillment>in
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work and non-work and mental health. The partial correlation between need
fulfillment in work and mental health controlling for need fulfillment in
non-work was +.48 (P>.001). The partial correlation between need fulfill-
lent in non-work and mental health controlling for need fulfillment in
work was +.20 (P>.001). These results suggest that the independent
relationship of need fulfillment in work to mental health is stronger
than the independent relationship ef need fulfillment in non-work to

mental health.

If the above results are valid, and we believe they are, then it may
be high time, as stated by Weiner, Akabas and Sommer (1973), "...to use
the work setting or work-related variables as a vehicle through which to
find the worker in trouble and to help that worker stay on the job."

4.3 Need Fulfillment in Work Predicted through Technological Variables
~and Supervisory Style '

Our theoretical model made the prediction that the technological
variables of task specialization and technical constraint are negatively
related to need fulfillment in work. Results presented in Section 3.2
confirmed the above prediction. It was found.thaé workers who experienced
~ a high degree of task specialization in jobs had a low degree of need
fulfillment in work and_the workers who experienced a low degree ef.task
specialization in jobs had a high degree of need fulfillment in work.
Similarly, workers who experienced a high degree of technical constraint
in task performance had a low degree of need fulfillment in work and the

workers who experienced a low degree of technical constraint had a high
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degree of need fulfillment in work. These findings are consistent with
the empirical evidence in the area of technological variables and job '
attitudes, which in general, suggests a negative relationship between the

two types of variables.

As early as 1930, Fairchild (1930) found a significant negative
relationship between task simplification and job satisfaction. Turner's
research (1955) indicated that task repetition was one of the most
important sources of the workers' dissatisfaction with work and the
company. Blauner (1964), in a secondary analysis of Roper's (1947)
survey data, found that alienation from work was lower among printers and
chemical workers, Whpsg jobs have a low degree of task specialization
than among ‘workers in auto and textile industries who experience a high
degree of task specialization in their jobs. Turner and Lawrence (1965)
in their well-documented study found significant negative associations
between task simplification and job satisfaction, and 'task complexity'
and absenteeism. Shepard (1971), in a sample of office and factory
workers, observed negative associations between 'functional special-
ization' measured with production - line mechanization and five dimensions
of alienation -- powerlessness, normlessness, meaninglessness, self-
evaluative involvement, and instrumental work orientation. In a recent
study, Jamal (l975)_f§und éignificant negative association between task

specialization and organizational commitment.

In a study of automobile workers in Detroit, Walker and Guest (1952)

observed during their interviews with workers that the technical con-
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straint of 'pacing' was one of the major sources of workers' dissatis-—
faction with work and the campany. Conant and Kilbridge (1965) found
that pacing, and variety in work elements, along with many other job
characteristics, affect workers! attitudes toward work. In a study of
British factory workers, Crompton and Wedderburn (1970) found that the
technical constraints of task variety, freedom of movement in the work'
place, and the opportunity of social interaction with fellow workers on
the job were the main source of workers' satisfaction with work.
Recently, Jamal (1976) also found negative relationships between eight
technical constraints and organizatienal cammitment and job satisfaction

in a sample of 377 blue-collar workers.

Thus it may be said that the results of this study on technological
variables and need fulfillment in work have added support to the evidence
on negative relationships between technological variables and job

attitudes.

Our theoretical model made the prediction that need fulfillment in
workvwill be higher under a democratic supervisor than under an author-
itarian supervisor. This prediction was sohewhat supported by our data.
It was found that workers who perceived their supervisor as democratic
had a slightly high level of need fulfillment in work and the workers who
perceived their supervisor as authoritarian had a slightly low level of
need fulfillment in work. These results are consistent with the empirical
evidence on leadership style and job satisfaction (Vroam, 1964; Sales,

1966; Sadler, 1970) as well as with leadership style and need fulfillment
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in work (Beer, 1966; Hill and Hunt, 1973; Osborn, Hunt and Pope, 1973).
Thus, it may be said that the results Qf this study on supervisory style
and need fulfillment in work have modestly added to the growing body of
evidence supporting the relationship betweén leadership style and sub-

ordinates' job attitudes.

4.4 Need Fulfillment in Work Predicted through Organizational Variables

Our theoretical model made the prediction that.the organizational
variables of 'structure' and 'size' would be differentially related to
need fulfillment in work; Results presented in Section 3.3 confirmed
the above predictions. It was found that the workers employed in flat
organization structures had a high level of need fulfillment, those
employed in internediate'structurés had a moderate level of need ful-
fillment and those employed in tall organization structures had a low
level of need fulfillment. In addition, it was found that there is a
fendency toward a higher level of need fulfillment in smaller organ-

izations and sub-units only in the blue-collar sample.

The finding that structure is related to need fulfillment in work
is consistent with the empirical evidénce in the area of organization
structure and job satisfactibn, which, in general, suggests a negative
relationship between the two. As early as 1950, Worthy (1950) in his
Study of Sears-Roebuck employees made the observation that morale among
employees may be higher in flat organization structures. However,
Meltzer and Saiter (1962), in their study of 704 physiologists, found

little support for the superiority of flat structures over tall structures
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in terms of employees' satisfaction. Carpenter (1971) compared tall,
medlum and flat structures in six public school systems, in relation to
the level of job satisfaction of 120 teachers. He found that teachers in
flat organizations perceived higher job satisfaction than teachers in
medium and tall organizations. In a recent study of 290 trade salesmen,
Ivanbev1ch and Donnelly (1975) also found some support for the relation-
ship between oraanlzatlon structure and job qatlsfactlon Thus it may
be said that the finding of this study on organization structure and need
fulfillment in work has added to the grow1ng body of evidence supporting

2 negative relatlonshlp between structure and job satisfactiocn.

The tendehcybtoward a higher level of need fulfillment in smaill
organizations and sub-units among blue-coliar workers is consistent with
the argument of Porter and Lawler (1965) and with the findings of ElSalmi,
and Cummings (1968) and Cummings and ElSalmi (1970) . However, even among
blue-collar workers, most of the relation°hips between the measures of
organization/sub-unit sigze and need fulfillment are nct very strong. )
We feel that thlS may have happened due to the small range in size of the
participating campanies in this study. Both the organization size as
~well as the sub-unit size categories adopted in the present study were too
small in pomparlson to the categories used in previously published studies
~in the area. For example, Cummlngs and ElSalmi (1970) in their study
classified campanies employing less than 500 enployees as small organi-
zations. In this  study, none of the six participating companies had more

than 350 employees. Similarly, Cumimings and E1Salmi (1970) classified
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sub-units having less than 50 employees as small sub-units. In the
present study, 95 peréent of the employers surveyed had fewer than 50
employees working in their sub-units. The smallness of the adopted
categories of the topal organization and sub-unit sizes may have
‘affected the variation of the dependent variable and hence restricted the
strength of the relationship between organization size variables and need

fulfillment.

The findings that organization size variables are related to need
fulfillment for blue-collar workers and are not related for white—collar
workers have suggested that in research on organization size and workers'
attitudes it is better to treat white-collar and blue-collar workers

separately. Failure to do that may result in misleading conclusions.

4.5 Conclusions and Implications

This exploratory attempt at understanding fhe relationship between
need fulfillment and mental health, and between technological, management
and organizaticnal variables and need fulfillment in work provides a
nunber of tentative conclusions. It has been found that mental health
was hiéhest among workers who had high need fulfillment both in work and
non-work; was moderately high among workers who had high need fulfill-
ment in work but low need fulfillment in non-work; was moderate among
workers who had low need fulfillment in work but high need fulfillment
in non-work and was lowest among workers who had low need fulfillment

both in work and in non-work. The immediate implication of these results
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is that mental health.should be considered on a broader level. Previous
research focussed either on work environment factors alone or on non-work
'environment factors alone in undérstanding workers' mental health. The
results of this study indicate that it may be more useful to include both
work and non-work environment factors in research on mental health.
Future research should address itself to determining the relative import-
ance of different factors in work and non-work environments which affect
individuals' mental health. Such research could bring to light factors
in the work environmgnt that are crucial to employeés' mental health and
hence indicate areas where improvements could be made in the work envir-
‘onment .

Tt was also found that the technological variables of task
specialization and technical constraint were inversely related to need
fulfillment in work; need fulfillment was slightly higher under a demo-
cratic supervisor than under an authoritarian supervisor; and the
organizational variables of organization structure, total organization
size, and sub-unit size were differentially related to need fulfillment.
The fact that, of the above-mentioned variables, the technological
variables showed the strongest relationship with need fulfillment leads
to the conclusion that technological variables are important in '
influencing iﬁdividuals"behavior at the work site. The implication of
the above conclusion is that serious attention should also be paid to
technological variables in the work envirorment along with organizational,

management and psychological variables. There is an acute paucity of
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research studies in organizational behavior which attempt to examine the
impact of téchnolgical variables on workers' attitudes and behavior.
Future résearch should explore the nature of the relationship between

- technological variables and workers' attitudes and behavior, with the
object of determining the relevance of technological variables in

.organizational behavior.

Since the present study is a field study, the results must be treated
cautiously. There were only a few significant differences found between
tﬁe measures of organization variables and need fulfillment in work.

In addition, most of the significant correlations of this study‘were Zexro

=~ order correlations, which might have changed with the introduction of
moderator variables. Although the results reported providé support for
many of the hypotheses tested, they cannot validate causal predictions
about the variables investigated. Nevertheless, our results seem to
suggest that need fulfillment and mental health are rélated to each other;
specialization in jobs, téchnical constraint in task pefformance and super-
visory style are related to need fulfillment in work; and organization
structure, organization siie and sub-unit size afe differentially related

to need fulfillment in work.
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Quality of Life Questionnaire



As a starting point I would like to xnow a few things about your present job.
Please answer the following questions by putting the check mark (V) in the

appropriate category in each question.
"confidential and will always be used in group statistics.

l.

Can you talk to people around 2.
you when you are working?

Never

Hardly ever

Same of the time

Mcst of the time
All the time

Does your job require you to 4,
work at a certain speed?

Never

Hardly ever

- Some of the time
Most of the time
All the time '

Never

Hardly ever-

Same of the time

Most of the time
All the time

Does your job require that you 8.
watch your machine or what you
are doing?

Never

Hardly ever

Some of the time

Most of the time
All the time

i

How do you feel about your 10.

chances for getting ahead?
. Very good

Pre%ty good
Good
Not good

Not too good

1]

Remember, your answers are

Can you think about things other
than your job when you are working?

Never

Hardly ever

Same of the time

Most of the time
All the time

]

In your jcb, can you stop working
for perscnal emergencies without
waiting for a relief man?

Never

Hardly ever

Same of the time
Most of the time
All the time

Never

Hardly ever

Some of the time

__ Most of the time
All the time

Does your job require you to do the
same thing over and over again?

___ Never
Hardly ever
Some of the time
Most of the time
_____All the time

How important is it to you to have

~ friends?

Very important

__ Pretty important
_ Important
. Not important

Not very important
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11.

13.

15.

l6.

17.

Overall, how do you feel about 12.
the way you spend your time
when you are not working?

____ Campletely satisfied
" Well satisfied
Neither satisfied nor
dissatisfied
__ A little dissatisfied

— Very dissatisfied

Overall, how do you feel about 14.
your -job?

Completely satisfied
T Well satisfied

Neither satisifed nor

dissatisfied

A little dissatisfied

Very dissatisfied

In general, how do you feel about
your life? Would you say you are

Carpletely satisfied
Fell satisfied
Neither satisfied nor
" dissatisfied
A little dissatisfied
_____Very dissatisfied

Overall, how do you feel about
working for this company?

Corpletely satisfied
Well satisfied
Neither satisfied nor
dissatisfied

A little dissatisfied
Very dissatisfied

How much task repetition is there in your job? (Please put a circle
around the number which most appropriately describes your job.)

(1) (3)
Too much.
much the same things

over and over using the

same equipment and pro-

(2)

cedures all the time

I do pretty Moderate degree
of repetition

(4) (5)

Very littlé. I do many
things using a variety of
equipment and procedures.

How much does your job involve your producing an entire product or an

entire service?
appropriately describes your job.)
(1) (2). (3)

My job involves doing
only a small part of
the entire product or
service :

the work

My job involves
doing a moderate entire product or service
sized chunk of

(Please put a circle around the number which most

(4) (5)

My job involves producing

from start to finish.

How long does a person have to spend in training or experience to be

able to handle a job like yours?

(Please put a circle around the

number which most appropriately describes your job.)

(1) (2)

Not very long. My job
can be learned in a
matter of hours or even
minutes

(3)

(4) (5)

Moderately long. Fairly long. My job can
My job can be
learned in a
couple of months

take years to be learned.
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Below you see a number of characteristics or qualities that might be
connected with your present job. You are asked to indicate for each
Characteristic or quality of how much is it present on your job:
(Mininmm) (Maxcimum)
l 2 3 4 5

The feeling of insecurity in my job

The opportunity to give help to other people at
my job

The feeling of self-esteem I get in my job

Prestige inside the company (i.e., regard
received from others within the company)

The opportunity for participating in the

determination of methods and procedures at my Jjob

The opportunity for participating in the setting
- of goals in my job

The feelings of worthwhile accomplishment
associated with my job

The feeling of self-fulfillment associated
with my job

The threat of change which could make my present
skills or knowledge obsolete at my job

The opportunity for conversation and exchange of
ideas with colleagues and coworkers at my  job
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Below you will see a list of the same characteristics or qualities that
appeared on the last page. This time would you indicate how much of each
characteristic you think should be associated with your job.

(Minimum) (Maxinum)
1 2 3 4 5

The feeling of insecurity in my job

The opportunity to give help to other people at
my job

The feeling of self-esteem I get in my job

Prestige inside the company (i.e., regard
received from others within the company)

The opportunity for participating in the

determinaticn of methods and procedures at my job

The opportunity for participating in the setting
of goals in my job

The feeling of self-fulfillment a53001ated
with my job

The threat of change which could make my present

- skills or knowledge cbsolete at my job

The opportunity for conversation and exchange of
ideas with colleagues and coworkers at my -job




Below you see a number of characteristics or cualities that might be
connected with activities you undertake outside your job. By activities
‘outside your job, we mean any activity which you might do in your hame, with
your friends, or anywhere outside your regular job. You are asked to
indicate for each characteristic or quality of how much is it present in
your off-job activities.

(Minirmum) {Maximum)
1 2 3 4 5

The feeling of insecurity in my off-job activities

The opportunity to give help to other people in
ny off-job activities

The feeling of self-esteem I get in my off-job
activities

Prestige I receive from people with whom I undertake
my off-job activities

The opportﬁnity for participating in the
determination of mesthods and procedures cf my
off-job activities .

The opportunity I receive for participating*in the
setting of goals in my off-job activities

The feelings of worthwhile accomplishment T
-receive from performing my off-job activities

The feeling of self-fulfillment I receive from
my off-job activities

The opportunity for conversation and exchange of
ideas with people in my off-job activities

The threat of change which could make my present ,
knowledge and skills in off-job activities obsolete
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I am interested to krnow the way people are feeling these days. Below you
will see a number of statements which may tell me the way you feel these
days. Please indicate whether you strongly agree, agree, disagree, strongly

disagree, or are undecided about each of these statements with a check mark,

5 ¥ 8 a3
g BB £2e
cb & 9 8§ 5¢
45 & B A4 B4
ng &L DA QA
1) 2 3 @ (5

Getting ahead in this world is mostly a matter of
Juck and pull.

Inspite of what some people say, the lot of the
average man is getting worse, not better.

These days a person does not really know who he
can count on.

Most people are out for themselves and don't care
what happens to others. .

It is hardly fair to bring children into the world
‘with the way things look for the future.

‘Nowadays a person has to live pretty much for today
and let tomorrow take care of itself. ;

There is little use of writing to public officials
because often they are not really interested in the
problems of the average man.

I believe that most people can be trusted.

I sometimes get so blue and discouraged that I
wonder whether anything is worthwhile.

I often boil inside myself without letting people
know about it. '

Many people are so unreasonable that it is hard to
talk to them. ’

I have as much chance to enjoy life as I should
have.

I sometimes feel like smashing things for no good
reason.
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I often have to tell people to mind their own
business.

People often get on my nerves so that I want to do

just the opposite of what they want me to do.

I wake up rested most wornings.

I am often worried and upset.

I often have trouble getting to sleep or staying
asleep.

I worry much about things that might happen to me.

I am sametimes bothered by nervousness.

I feel that I can do much to make my future what I
want it to be. :

I feel that I am accanplishing the sorts of things
I would like to do in my life. ’

I often blame myself and feel bad over things I
have done.

I often have a hard time to make up my mind,

'People often hurt my feelings.

When things go wrong, I am usually willing to
leave it to others to work matters out.

On the whole, I usually like to be by myself
rather than with other people.

I often feel restless, wanting to be on the move
doing samething but not knowing what.

I feel in good spirits almost all the time.

There are things about my health that bother me



Listed below are some more statements which may indicate the way you feel
these days. Please answer all statements by putting the check mark (V) in
the appropriate category in each statement.

58 58 2
g 3, 98 09 8
> 0 O nou ~ &
5 58 Bg &g 2
5) (4) (3) (2) (1)

How often do you take samething for slight
illnesses like headaches, upset stamachs, or
things like that?

How often do you go to see a medical doctor
for slight illnesses like headaches, upset
stomachs, etc.?

How often do you go to a doctor or clergyman
or anyone like that about your personal pro-
blems, or nervousness or such things?

How often do you go to watch sports events?

How often do you use any special foods or
tonics or anything like that to help keep you
in good condition?

'How often do you get together with your
relatives? :

How often do you get together with your
friends (very best) as a group?

How often do you get together with just one
or two of your friends?

Please answer the following statements by checking either "YES" or "NO" for
- each statement. : YES NO -

(1)  (2)
Do you have any physical or bealth problems? '

So far as you know, did you ever have a
nervous breakdown?

Do you have same friends (other than
especially good friends) whom you see often?
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Over the years there are a lot of things a man canes to learn about people.

a. What are some of the main things you have learned about people?

(1)

(2)

b. What would you say most people want out of life?

(1)

(2)

Are you ever bothered with headaches, indigestion, or any of the cammon

ailments?

Headaches

Constipation or diarrhea .
Sleeplessness
_____Tiredness without knowing why
Heartburn :
Backaches
High blood pressure

111

. How many specially good friends
do you have?

friends

neither good nor bad

not good .

not very good
. Taken together, how would you say
things are these days -~ would you
say that you are:

____ very happy
pretty happy
not too happy

Indigestion or stomach trouble

Please put a mark against those whichever bother you.

Neuralgia

Hemorrhoids or piles
Nervousness

Nose, throat, or sinus trouble
Many colds or coughs

Others (Please specify)

T

How many organizations such as church
and ethnic groups, labour unions or
social and civic clubs do you belong

to?

Organizations

In how many such organizations did you
hold in the past or are presently
holding any kind of executive position
(i.e. President, Secretary, Vice-
President, Treasurer)?

Organizations

Overall, how many meetings of the
various organizations did you attend in
the last two months?

neetings

In the last four weeks, approximately
how many hours did you spend in
attending the meetings of various
organizations?

hours
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The following statements describe the ways that a supervisor might act with
subcrdinates (the people that work and report to him). Please react to the
following statements as descriptions of the way your immediate supervisor

works with subordinates.

ry

ttle
tent

To a great

extent

2
©
g

extent
great
extent

extent

1
ex

=[To a little
w|] L0 sane

——
ol b
S
~~Im,

™~
~|To a very

To what extent is your immediate supervisor
friendly and easy to approach?

To what extent is your imrediate supervisor
attentive to what you say?

To what extent is your immediate supervisor
willing to listen to your problems?

To what extent does your immediate supervisor
encourage people to give their best effort?

To what extent does your immediate supervisor
maintain high standards of performance?

To what extent does your immediate supervisor
set an example by working hard himself?

To what extent does your immediate supervisor
show you how to improve your performance?

To what extent does your immediate supervisor
offer new ideas for solving job-related problems?

To what extent does your immediate supervisor
encourage subordinates to take action without
waiting for detailed review and approval from
him?

To what extent does your immediate supervisor
" provide the help you need so that you can schedule
work ahead of time?

To what extent does your immediate supervisor .
encourage persons who work for him to work as a
team?

To what extent does your immediate supervisor
encourage people who work for him to exchange
opinions and ideas?

How often does your immediate supervisor hold - Never:

group meetings where he and the people who work Once or twice per year
for him can really discuss things together? ~ 7 3 to 6 times per year
About 1 per month
More often than 1 per
- 125 - ‘ month

1



Now T would like to-find out a
work place.

little bit about you and the things at your = = .
Please answer the following questions as acculately as possible.

Remember, your answers are confidential and will always be used in group
statistics.

l.

How old were you con your last 9.
birthday?

years old

Are you:

Male
Female

How many yeafs of reqgular school 10.

have you completed?
years

How many dependents do you have?

Are you:
____Single
Married
Separated
Widowed:
Divorced

T12.

On the éverage, approximately
how much do you earn a month
before taxes?

S a month

13.

Were you brought up mostly in a

Village/Farm

Town
____Small City

ILarge City

14.

15.
About how many miles is it from
your home to the place where
you work?

'Mile(s)

How long have you worked for this
Company':

Iess than 6 months
_ 6 months to 2 years
2 years to 5 years
5 years to 10 years

Over 10 years

What department or -section do you
work in?

How long does a person have to spend
in training or experience to be able
to handle a job like yours?
___Less than 1 month

1 - 3 months

4 - 6 months

7 - 12 wonths

Over 12 months

What shift do you work usually?.

Night
______ Rotate Shifts

Morning
Afternoon

What is your present job title?

Approximately how many persons work
in your department or section?

What is/was the usual occupation
of your father or guardian?
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These days lots of people are talking about flexible work hours and shorter
work week (i.e. 4 days 10 hours work week). How do you feel about them?
Do you favour, disfavour, or neither favour nor disfavour flexible work
hours and shorter work week?

1. Is there any provision of working

Flexible Hours
Short Work Week

over-time for extra money at
your present job?

Yes

No

If YES, approximately how many
hours do you spend working over-—
time in a normal week?

Hours
How would you classify your
present job? Would you say it
is a

Line Job?
Staff Job?

" Line/Staff Job?

Are you doing any kind of paid
work in your spare time?

Yes
No

If YES, what kind of work is it
(please specify).

How many times have you been
absent fram work this nonth?

Times

. How many times were you absent

from work in the last four
months?

Times

6.

Indifferent
Disfavour
Strongly
Disfavour

How does your supervisor rate
your performance in comparison

 to your peers (coworkers)?

Much better
Better

About the same
Slightly low
Much too low

I

In cawparison to your peers, how
would you rate your performance?

Much better
Better

About the same
Slightly low
Much too low

]

In general, how do your peers
rate your performance in
comparison to theirs?

Much better
Better

About the same
Slightly low
Much too low

]

If you have your own way, will
you be working for your present
company two years from now?

Certainly
7 Probably
Not sure one way or the
other
Probably nct
Certainly not
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Please answer to the following statements.. © . Scme- . . R
How often is this true of you? . Often times Rarely Never
. " true true true true
(1) (2) (3) (4)
1. I have difficulty in making decisions.
2. I feel lonely. o
3. I get pains in my heart or chest.
4. I feel hopeless about the future.
5. I feel trapped or caught.
6. I get heavy feelings in my arms or legs.
7. I have trouble in concentrating. '
8. I blame myself for things.
9. I feel blocked or stymied in getting things
- done.
Is this true of you? True False
, (1) (4)
10. There have been times when I felt like smashing
things. _
11. T am always willing to admit it when I make a
mistake.
12, I can remember "playing sick" to get out of
samething. ,
13. I sometimes feel resentful when I don't get my way.
14. At times I have really insisted on having things
my own way. : _ -—
15. T am always courteous even to people who are
disagreeable. _
16. I never hesitate to go out of my way to help
sameone in trouble.
17. I don't find it particularly difficult to get along
with loud-mouthed, obnoxious people.
18. T sometimes try to get even rather than forgive and
and forget. —
19. There have been times when I was quite jealous'of
. the good fortune of others.
20. I have never been irked when people expressed ideas
very different from my own.
21. I never resent being asked to return a favor.
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I am 1nterested to know the way people are feeling these days. Below you
will see a number of statements which may tell me the way you feel these
days. Please indicate whether you strongly agree, agree, disagree, strongly .
dluaggee, or are undecided about each of these statements with a check mark.

/

Agree

gr
Disagree
Strongly
Disagree

A

= [Strongly

~—

ce
& [Undecided

(2) «

—_
1=
~
—
;]
~

Getting ahead in this world is mostly a matter of
Juck and pull.

Inspite of what some people say, the lot of the
average man is getting worse, not better.

These days a person does not really know who he
can count on.

Most people are out for themselves and don t care
what happens to others.

It is hardly fair to bring children into the world
* with the way things look for the future.

Nowadays a person has to live pretty much for today
and let tomorrow take care of itself. .

There is little use of writing to public officials
because often they are not really interested in the
problems of the average man.

I believe that most people'can be trusted.

I sometimes get so blue and dlscouraged that I
wonder whether anything 1s worthwhile.

I often boil inside myself without letting people
know about it.

Many people are so unreasonable that it is hard to
talk to them.

- I have as much chance to enjoy life as I should
have.

I sometimes feel like smashing things for no good
reason.
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I often have to tell people to mind their own
business.

People often get on my nerves so that I want
to do just the opposite of what they want me to
do.

I wake up rested most mornings.

I am often worried and upset.

I often have trouble getting to sleep or staying.
asleep. ’ :

I worry much about things that might happen to me.
I am sometimes bothered by nervousness.

I feel that I can do much to make my future what
I want it to be.

I feel that I am accomplishing the sorts of things
I would like to do in my life.

I often blame myself and feel bad over things I
have done. ' :

I often have a hard time to make up my mind.
People often hurt my feelings.

When things go wrong, I am usually willing to leave
it to others to work matters out.

On the whole, I usually like to be by myself
rather than with other people.

I often feel restless, wanting to be on the move
doing something but not knowing what.

I feel in good spirits almost all the time.

‘There are things about my health that bother me.
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Listed below are some more statements which may indicate the way you feel
these days. Please answer all statements by putting the check mark (v) in

the appropriate category in each statement.

| Never

How often do you take something for slight (5)
illnesses like headaches, upset stomachs, or
things like that?

‘How often do you go to see a medical doctor
for slight illnesses like headaches, upset
stomachs, etc.?

How often do you go to a doctor or clergyman
or anyone like that about your personal pro-
blems, or nervousness or such things?

How often do you go to watch sports events?

How often do you use any special foods or
tonics or anything like that to help keep you
in good condition?

How often do you get together with your
relatives? :

How often do you get together with your
friends (very best) as a group?

How often do you get together with just one
or two of your friends?

v 85 Bl 8

BY Ba %o P
85 5§ 48 41
(4) (3) (2) (1)

Please answer the following statements by checking either

each statement.

YES .

[3)

Do you have any physical or health problems?

. So far as you know, did you ever have a nervous
breakdown? ’

Do you have some friends (other than
especially good friends) whom you see often?
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Over the years there are a lot of things a man comes to learn about people.

a. What are some of the main things you have learned about people?

(1)

(2)

b. What would you say most people want out of life?

(1)

(2)

Are you ever bothered with headaches, indigestion, or any of the common
ailments? Please put a mark against those whichever bother you.

Headaches

|

Constipation or diarrhea

. Sleeplessness

Tiredness without knowing why
Hearthurn

very good

good

neither good nor bad
not good

not very good

Taken together,ihow would you say
things are these days -- would you
say that you are:

very happy
pretty happy
not too happy

Indigestion or stomach trouble

Neuralgia

Hemorrhoids or piles
Nervousness

Nose, throat, or sinus trouble
Many colds or coughs

Others (please specify)

]

How many organizations such as church
and ethnic groups, labour unions or
social and civic clubs do you belong
to?

_ Organizations

In how many such organizations did you
hold in the past or are presently
holding any kind of executive position
(i.e. President, Secretary, Vice-
President, Treasurer?)

Organizations

Overall, how many meetings of the
various organizations did you attend in
the last two months?

Meetings

In the last four weeks, approximately
how many hours did you spend in
attending the meetings of various
organizations? '

_____hours
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Overall, how do you feel abcut In general, how do you feel about your
the way you spend your time when life? Would you say you are '
.you are not working? ' '

campletely satisfied conpletely satisfied
well satisfied _____well satisfied

- neither satisfied nor neither satisfied nor dissatisfied
dissatisfied a little dissatisfied

very dissatisfied

___a little dissatisfied
very dissatisfied

|

How do you feel about your chances How important is it to you to have

for getting ahead? . friends?
' very good very important
pretty ‘gocd ‘ pretty important
—good ____ important
not good not important
—_ not too good ~ not very important

. You just finished reviewing an individual's responses to various
measures of mental health. Now, when you had already reviewed responses,
you are requested to give your personal judgement about the psychological
and mental health of the individual by answering the following question.

In my judgement, the level of mental health of this individual is:

Excellent
Very good
Good
Average
Poor

Very poor
Worst

Ihank>you very much for your cooperation.

Muhammed Jamal

MF /i £
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