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ABSTRACT 

A Comparison of Job Satisfaction Needs of Selected 

Rural and Urban Industrial Education 

Students in the State of Utah 

Alvin E. Lybarger, Doctor of Education 

Utah State University, 1971 

Major Professor: Dr . John F. VanDerslice 
Department: Industrial and Technical Education 
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The purpose of this study was to investigate, compare, and analyze 

personal-social needs of rural and urban students who were preparing 

for occupations in the industrial education areas. 

The study was a descriptive research which employed the survey 

technique using the Minnesota Importance Questionnaire . The question-

naire was administered to high school students in the state of Utah 

classified in two categories: 151 industrial and agricultural students 

enrolled in rural high schools and 91 industrial vocational students 

enrolled in urban high schools. 

Major findings . The rura l and urban students possessed similar 

vocational needs . To the entire student sample, advancement, security, 

and ability utilization were considered most impo rtant; while in-

dependence, social status, and authority were considered least important. 

A small percentage of the students were actually preparing for occupa-

tions which corresponded to their selected job clusters. Both rura l 



and urban students selected professional and semi-professional occupa­

tions as the vocational areas 1n which their needs would be most 

likely met. 

Major conclusions. Students want to work with others, but they 

do not want to tell others what to do . Supervisors want workers who 

will obey instructions and go ahead on their own to complete a task. 

Students have greater vocational needs than the occupations for which 

they are training appear able to provide. If behavioral objectives 

were to be written on the state level in the affective domain and with 

vocational needs in mind, it would appear that the objectives would 

be functional for both rural and urban groups. Due to the students' 

high vocational needs, it would be d1fficult for many students to 

find complete job sat1sfaction 1n occupations in clusters 7 and 9, 

which are manual occupat1ons . 

( 11 3 pages) 
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CHAPTER I 

THE PROBLEM 

Introduction 

Origin and nature of the problem 

As the labor movement ~1as deve 1 oping in Europe at the turn of the 

eighteenth century, the concern for the character of the student was 

expressed by many of the leaders and educational systems of that time 

(Bennett, 1926). The early sloyd schools, which developed into edu­

cational sloyd toward the end of the nineteenth century, were organized 

chiefly because of the deep interest which the elders had for their 

children's social welfare . When manual training was introduced in 

~nerica, many of the same character objectives found in sloyd became 

a part of America's educational objectives (Bennett , 1937) . 

Educational objectives can be classified into three categories: 

cognitive domain, affect1ve domain, and psychomotor domain . Some of the 

objectives listed by the U.S. Office of Education (Sredl, 1964), by the 

Educati ona l Polic ies Commission, and included in the Cardinal Pri nci ples 

of Secondary Education (Silvius and Curry, 1953) are related to the 

building of good character traits, appreciation , occupational adjustment, 

social understanding, responsibil ity, and the development of skills . 

Bonser, Se lvidge, and Struck all referred to character-building traits 

and ski 11 development as valid education a 1 objectives ( Sredl , 1964). 

Although these educational objectives are considered important 

by many leaders in education, numerous studies reveal that workers are 



discharged from their JObs becau se of a lack of desirable personal­

traits, rather than the lack of vocat iona l skills (Guthrie, 1954) . As 

the worker begins his job, sk1 lls may be important ; but as he seeks 

promotion and sets higher goals , he must display good human relations 

(Cook and Lanham, 1968) . 

In a report by Liles {1959), the reasons for employees being 

discharged from thei r jobs wer e studied . Brewer found 62 .4 percent 

of the employees studied were discharged fo r undesirable personal­

traits . Hunt found 80 percent were dismissed for undesirable personal­

traits, and Thompson found 69 percent were dismissed for these same 

reasons . 

The panel of Consultants on Vocational Education, which was 

created by President Kennedy in 1961, expressed two major failures of 

vocational education: ( 1) lack of sensitivity to changes in the 

labor market , and {2) lack of sensit1vity to the needs of various 

segments of the population (Eva ns, Mangum, and Pragan, 1969). 

Included as a part of the objectives of the Vocational Education 

Act of 1968 was the follow1ng statement: 

. .. Will have ready access to vocational training or 
ret rai ning which is of hig h quality, wh ic h is realistic 
in the light of ac tual or anticipated opportunities for 
gainful employment, and which is suited to their needs, 
interests, and ability to benefit from such train i ng. 
(U .S . Congress, 1968 , p. 1) 

Because of the co ncern fo r disabled workers and their ability or 

inability to obtain employment and remain employed , the Industrial 

Re lati ons Center at the University of Minnesota began research in 1957 

on a theory of work adjustment. As the project developed, the pre-

dieting of JOb satisfaction became a primary concern. To have 
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satisfaction in one's job, the empl oyee must adJUSt to h1s work situa­

tion . Therefore, work adJUstment was defined as the "process by which 

the indiv idual acts, reacts, and comes to terms with his work 

environment . " (Dawis, England, and Lofquist, 1964, p. 8) 

The theory of work adjustment fostered by the University of 

Minnesota focused on determin i ng desirable work adjustment outcomes . 

In this theory of pred1ct1on, when an individual's work personality was 

closely correlated with the work environment, favorable work adjustment 

outcomes were expected . Figure 1 Illustrates that if favorable work 

adjustment were to take place, the Individual's voca tional abilities 

and vocational needs wh1ch make up the work personality should close ly 

correspond with the ab1l1ty requ1rements of the job and the reinforcer 

system which cons ti tute the work environment . 

I 
Vocational abil ities 

---'-':=~:=::...:_.:.==.::.;::___ } Work persona 1 i ty _ Vocational needs 

Work 
- - - - - - - - - - - - - - - - - - - - - - f+ adjustment 

outcomes 

Ability requirements 

} 
l~or k environment _ 

__ R~e~i~n~f~o~rc~e~r~s~y~s~te~m~-

Figure 1. The theory of work adjust~ent . 

Work personality focused on two sets of factors: vocational 

abiliti es and vocational needs. Vocational abilities included a wide 

range of responses used by the individual . Some examples of abilities 

were genera 1 i nte 11 i gence, verba 1 abi 1 ity, spatia 1 a bi 1 ity, form 
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perception, clerical ab1l1ty, motor coordination, finger dexterity, and 

manual dexterity . Vocational needs ~Jere more difficult to define. How-

ever, the research team identified 20 personal-social needs which 

were important to the indiv1dual . In the studies conducted on work 

adjustment, the needs were considered as reinforcers which the in -

dividual believed to be important to receive from his work environment. 

The Minnesota Importance Questionnaire , hereafter referred to as the 

MIQ, became the questionnaire form designed to identify these needs 

(Oawis, England, and Lofquist, 1964). 

MIQ: 

Following are the 20 need categories which were included in the 

1. Ab1.Z.Z.ty Ut1.hzation : I could do something 
that makes use of my abilities . 

2. Achievement : The job could give me a feeling 
of accomplishment. 

3. Actwity : I could be busy all the time . 
4. Advancement : The job would provide an 

opportunity for advancement . 
5. Author1-ty: I could tell peop l e what to do . 
6. Company PoZu!"Z.es and Practices: The company 

would administer its policies fairly. 
7. Compensation : My pay would compare well with 

that of other workers 
8. Co- workers: t~y co-workers would be easy to make 

friends with . 
9. Creativity : could try out some of my own 

ideas. 
10. Independence: I could work alone on the job. 
11. Moml Values: I cou ld do the work without 

feeling that it is morally wrong. 
12 . Recognition : I could get recognition for the 

work I do . 
13. Respons ib1.lity : I could make decisions on my own. 
14 . Security: The JOb would provide for steady 

employment . 
15. SociaZ Se'!'Vice : could do things for other 

people. 
16 . Social Status: I could be "somebody" in the 

community. 
17. Supervision-Human ReZatwns: t~y boss would back 

up his men (with top management). 
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18. SupePV1-sion- TechnicaL r~y boss would train 
his men well . 

19. Val'iety : I cou ld do something different every 
day. 

20. WoPking Cond1-tions : The job would have good 
working conditions . (Weiss et al., 1964, p. 21) 

The work environment was also determined by two sets of factors: 

ability requirements and the reinforcer system. To simulate the ability 

requirements, several ability aptitude tests could be used to determine 

the individual's vocational ability. In the research conducted by 

Minnesota, the Employment Service's Occupational Aptitude Patterns and 

Worker Trait Requirements ratings were used (Dawis , 1967) . 

The reinforcer system was important for it provided the reactions 

of working supervisors to a series of quest1ons concerning the job's 

working environment. Reinforcers were conditions in the employee's 

working environment which caused him to respond favorably or unfavorably 

on the job. If an employee received a favorable reaction from his 

employer, job satisfaction would be more likely to occur . However, if 

the employee received unfavorable reactio ns from his employer, job 

dissatisfaction would likel y occur. If job satisfaction were to be 

predicted, it became necessary for the Minnesota research team to 

simulate reinforcers which various occupations were likely to produce . 

To do this, they developed a questionnaire similar to the Minnesota 

Importance Questionnaire (MIQ) called the Minnesota Job Description 

Questionnaire (t~JDG) . The r~JDQ was then administered to supervisors 

in 81 occupations. The supervisors' reactions to the MJDQ were numeri-

cally evaluated and plotted graphically in profile form. These pro­

files established the Occupational Reinforcer Patterns (ORPs). When 

an ORP for a given occupation was combined with the abilities required 
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for that occupation, the theoretical work environment was established 

(Borgen et a 1. , 1968t). 

One of the main contr1butions of the theory of work adjustment 

was its ability to predict job sat1sfaction . To accomplish the pre­

diction of job satisfaction, the MIQ would be administered to students; 

each student's reactions to the 20 vocationa l needs would be given a 

numerical value and plotted graphically in a profile form . When used 

in a counseling situation, the physical and mental abil1ties of the 

individual would be matched with the ability requirements of the job; 

and his vocational needs would be matched with a similar reinforcer 

system. 
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Although the theory of work adjustment was based upon four factors -­

vocational abilities, vocational needs, ability requirements, and the 

reinforcer system--this study measured the vocatio nal needs of the 

students and compared these resu l ts to the previously established ORPs. 

Statement of the Problem 

A general problem was that workers lose their jobs because their 

work environment was not compatible with their personal-social needs. 

A more specific problem was that job turnover was greater among young 

workers than among older workers. Therefore, in order to improve job 

satisfaction, one method was to gain more knowledge of the vocational 

needs which employees believe to be important. As indicated by the 

theory of work adjustment, the work success, which an individual may or 

may not have obtained, depended upon his abilities and vocational needs . 

Little information was available to indicate whether students were 

being prepared in occupations which would meet their needs . Even if 



the school adequately developed the abil1ties of the ind ividual, but had 

not considered his persona l -socia l needs, the 1nd iv idual might be 

preparing for an occupation 1n which he would not find job satisfaction. 

Purpose of the Study 

The purpose of this study was to investigate, compare, and analyze 

the personal-social needs of selected rural and ur ban industrial edu­

cation high school students . From the compiled and profiled data of 

the MIQ, the answers to the following questions were sought : 

1. What is the rank order of importance, from most to least, of 

the 20 needs identifi ed by the MIQ and expressed by the entire popu­

lation? 

2. What is the rank order of importance, from most to least, of 

the 20 needs identified by the MIQ and expressed by each ind ividual 

school sample? 

3. Is there a significant difference between the composite pro­

files of the students in the rural high school s and the composite pro­

files of the students in the urban high schools? 

7 

4. What percentage of the students in each high school is presentl y 

preparing for occupations in the Occupational Reinforcer Pattern (ORP) 

cluster which is identi ca l to their Minnesota Importance Questionnaire 

(MIQ) profile? 

5. What percentage of the students in each high school is pre­

paring for occu pati ons in which they will be satisfied, likely satisfied, 

and not satisfied as identified by the MIQ? 



L1mitations of the Study 

Th is descriptive research employed the survey technique using a 

questionnaire . The quest ionnaire was the MIQ wh1ch was administered 

to high school students in the state of Utah . The high school students 

were classified into two catego ries : (1) those industria l and agri­

cultural students enrolled in rural high schools, and (2) those 

industrial vocational students enrolled in urban high schools . 

The rural high school student population was limited to those high 

schools parti cipating in the Sma ll Schools Integrated Shop Program. 

Seven rural high schools part1cipated 1n the Integrated Shop Program, 

which was an educational program designed to combine 1ndustrial arts, 

trade and industrial, and agr1cultural mechanics learning experiences 

to provide a more complete educational program. The urban hi gh school 

student population was limited to three high schools in the Davis and 

Gran te school districts which are in the Salt Lake City area . 

The students involved in the study were those partic1pat1ng in 

industrial educat1on programs and represented the n1nth, tenth, 

eleventh, and twelfth grades . The schools represented by these stu­

dents were identified 1n the study by letter designation only . 

Definition of Terms 

The terms used throughout this study were used in accordance with 

the following definitions: 

Satisfaction. Satisfaction or dissatisfaction refers to how the 

worker himself viewed overall job satisfaction, as well as satisfaction 

with various aspects of the work environment, including supervi sor , 
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co-workers, working conditions , hours, pay, and type of work (Scott 

et al ., 1960). 

Satisfactoriness . Sat1sfactor iness and unsatisfactoriness means 

how the employer evaluated the worker's productivity and efficiency, 

the matching of his abilities with job requirements, his ability to 

get along with others and to follow company policies (Scott et al . , 

1960) . 

Vocational abilit~es . Abilit ies 1nclude a wide range of re­

sponses used by the individual . Some examples of abilities are general 

intelligence, verbal ability, numerical ability, spatial ability, form 

dexterity, and manual dexterity (Dawis, England, and Lofquist, 1964} . 

Vocational needs -- job sat~sfactiort needs . Dimensions of rein­

forcement experience associated with types of stimulus conditions which 

operate differently as effective reinforcers. Some examples are : 

achievement, authority, creat1v1ty, economic reward, independence, and 

recogn i tion (Dawis , Engla nd, and Lofqu ist , 1964). 

Work personality. The work personality is the culmination of 

vocational abilities and vocatio nal needs . 

Ability requirements. Specifications of ab i lity which the job 

required for a satisfactory wo rk performance. These specifications were 

expressed in terms of the same dimens ion as the ind iv idual's set of 

abilities (Dawis, England, and Lofquist, 1964) . 

Reinforcer system. In the theory of work adj ustment, this term 

represent s a phase of the work environment. Reinforcers are environ­

mental conditions which create posi ti ve or nega tive reacti ons on the 

part of the worker . The re1nforcer system was simulated by the 
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Occupational Reinforcer Pattern profiles which were obtained from 

working supervisors (Betz et al., 1966). 

Work environment. The wo rk environment is the culmination of 

ability requirements of the job and the reinforcer system. 

OccupationaZ Reinforcer Patterns . The Occupational Reinforcer 

Patterns (ORPs) were developed to represent a reinforcer system which 

was a part of the work enviro nment . The reinforcer system indicated 

the reactions which supervisors considered important for employees to 

possess . 

Work adjustment . Work adjustment is the "process by which the 

individual acts, r eacts, and comes to terms with his work environment"; 

the outcome of the interaction between an individual's work personality 

and his work environment (Dawis, England , and Lofquist, 1964, p. 8). 

CZuster. Included in a given cluster were the vocations which 

had similar Occupational Rei nforcer Patterns . 

Rural school. The rural high school sample included those schools 

located in open country or agricultural areas with high school enroll­

ments of 350 or less . 

Urban school . The urban high school sample included those schools 

located in or near a city with high school enro ll ments of 1,000 to 

3,000 . 
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CHAPTER II 

REVIEW OF LITERATURE 

Introduction 

Because one's occupation is such an essential part of life for 

most people, finding satisfaction in one's work is a pr imary goal in 

life . Vocational counseling has attempted to help individuals find 

the1r rightful place in society and in the world of work. 

Most research on vocational counseling has indicated that those 

being counseled come closer to finding satisfaction in their work than 

do those without counseling . It has been determined that those being 

counseled receive a higher proportion of rea listic voca tional cho ices, 

receive higher pay, tend to reflect more co ntinuous employment, 

experience greater job sat1sfaction, and receive better ratings by 

their employers (Rosengarten, 1962). 

The major theories of vocational guidance investigated for this 

study were: {1) trait-factor, (2) patterns, (3) motivational, and 

{4) the theory upon which this study was based, the theory of work 

adjustment . To better understand the theories, it was necessary to 

reveal their purposes and functio ns . 

Trait-Factor Theory 

As early as 1890, Frank Parsons began counseling underprivileged 

youth in Boston. This work paved the way for his development of an 

organized vocational gu1dance service (Borow, 1964). His pattern or 
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model of vocational guidance went unchallenged for three decades and 

is still being applied by many vocational counselors (Patterson, 1964). 

In 1908, Parsons maintained that the wise choice of a vocation involved: 

(l) a clear understanding of yourself, your aptitudes, 
abiliti es, interests, ambitions, resources, limitations, 
and their causes; (2) a knowledge of the requirements 
and conditi ons of success, advantages and disadvantages, 
compensation, opportunities, and prospects in different 
lines of work; (3) true reasoning on the relations of 
these two groups of facts. (Parsons, 1967) 

With the development of mental testing in the early 1900's, voca-

tional placement became the center of attention. Just prior to World 

War I, the measuring of ind1v1dual differences became the main function 

of the testing programs . Many attempts to identify occupations were 

made through the use of the results of the testing for indiv idual 

differences . As early as 1920, students were being channeled into 

various subject areas; these areas depended upon the scores which the 

students received through testing. The Army-Alpha Intelligence test 

was used for si milar reasons during Horld War I (Bailey, 1968). 

In 1922, Fryer establ1shed five occu pational-intelligence standards: 

(1) professional, (2) technical, (3) sk1lled, (4) semi-skilled, and 

(5) unskilled. The basis for establishing the levels was a different 

intelligence grouping for each level . An example of the classifications 

would be: engineer, 161; clergyman, 152; teacher, 122; fireman, 27; 

sheet meta l worker, 22; and fisherman, 20 (Bai ley, 1968) . 

The emphasis after World War I and up to World War II was that of 

prediction, to predict how successful an individual wou ld be in the 

occupation of his choice (Bailey, 1968) . During this period, the 

emphasis shifted to the evaluation of aptitudes, abilities, and inter­

ests . Ability tests were constructed to predict success in vocational 



activity. The short cut to vocational guidance became the simple 

matching of the person and the JOb, which is commonly referred to as 

the trait-factor approach (Paterson, 1949). 
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A study by the University of ~1innesota in the 1930's involvi ng 

unemployed workers added much knowledge to the vocational guidance 

program. This study gave increased knowledge on intelligence testing, 

clerical aptitude tests, mechanical ability tests, tests of manipulative 

dexterities, vocational interest blanks, and personalities . From this 

research, the accepted procedure of matching abilities and interests 

with occupational requirements and trends became a popular and 

accepted guidance procedure (Bailey, 1968) . 

World War II further stimulated the use of the trait-factor 

approach. The attempt which the armed services made to place personnel 

into positions in which they could best serve was accomplished chief ly 

through testing. 

The trait-factor theory t ook on a new light when experimental and 

theoretical studies began . These studies developed mock experiences 

for the person to complete In the simulated work or ability experi­

ences, the individual had the opportun1ty to discover which skills he 

could perform the best (Bailey, 1968) . 

Patterns Theory 

In the 1950's, the Patterns Theory provided a new basis for voca­

tional guidance. One of the best known pattern theories dealt with 

life stages. The theory was introduced by Buehler, who labeled the 

life stages: (1) growth, (2) exploration, (3) establishment, (4) main­

tenance, and (5) decline. People go through corresponding developmental 



stages at similar ages, and vocatio nal development fits into this same 

pattern (Barry and Wolf, 1962). 

Heading a team of vocat i onal theorists, Eli Ginzberg projected 

another theory of occupational choice consisting of three stages: 

(1) fantasy, (2) tentative, and (3) realistic . Fantasy occurs during 

the ages of childhood through 11 years of age . During this time, the 

indi vidual thinks about an occupation in terms of his wish to be an 

adult . To some degree, he believes he can be whatever he wants to 

be. The tentati ve stage occurs between the ages of 11 and 17 when a 

person recognizes the problem of deciding on a future occupation. His 

choices are dete rmined by interest, capacities, and then by values. 

Ginzberg further di vi ded the realistic stage into states of explora­

tion, crystallization, and specification (Ginzberg, 1963) . 

The Ginzberg study emphasized a concept of occupational choices, 

rather than the idea that a vocationa l de ci sion is a single process. 

Instead, one's occupational choice is made over a per iod of six to 

seven years . Decisions are made as one goes along, and each decision 

affects one's future. Si nce one cannot go back and reverse decisions, 

he is geared to these previous decisions, and the final choice of an 

occupation is a compromise. 

r~ iller and Form (1964) viewed occupational development as a life­

long process, and established l ife stages in terms of work. Similar 

to Buehler's, they were called: (1) preparatory, (2) initial, 

(3) transit ion, (4) tr ial , (5) stable, and (6) retired . 

Donald Super {1957), one of the most notable people in t he area 

of vocational development, combined all of the above stages into the 

followin g: (1) growt h, birth to 14 years; (2) exploration, 15 to 24 
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years; (3) establishment, 25 to 44 years; (4) maintenance, 45 to 64 

years; and (5) decline, 65 years and beyond . 

Through the research and writing efforts of Super , his 12 propo-
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sitions on the nature of vocational developmental theory were developed. 

The propositions are as follows: 

1. Vocational development is an ongoing , continuous, 
and generally irreversible process. 

2. Vocational development is an orderly, patterned 
process and thus predictable. 

3. Vocational development is a dynamic process of 
compromise or synthesis. 

4. Self-concepts begin to form prior to adolescence, 
become clearer in adolescence, and are translated into 
occupational terms in adolescence . 

5. Reality factors play an increasingly important 
part in occupational choice with increasing age, from 
early adolescence to adulthood . 

6. Identificat ion with a parent or parent substitute 
is related to the development of adequate roles, their 
consistent and harmonious interrelationsh ip, and their 
interpretation in tenns of vocational plans and eventual­
Hies . 

7. The direct ion and rate of the vertica l movement of 
an i ndi vi dua 1 from one occupation a 1 1 eve 1 to another is 
related to his intelligence, parental socio-economic level, 
status needs, values, interests, skill in interpersonal 
relationships, and the supply and demand in the economy. 

8. The occupational field which the individual enters 
is related to his interests and values, the identifications 
he makes with parental or substitute role models, the 
community resources he uses, the level and quality of his 
educational background, and the occupational structure, 
trends, and attitudes of his community. 

9. Although each occupation requires a characteristic 
pattern of abilities, interests, and personality traits, 
the tolerances are wide enoug h to allow both some variety 
of indiv iduals in each occupation and some diversity of 
occupations for each individual. 

10 . Work satisfactions depend upon the extent to which 
the individual can find adequate outlets in his job for his 
abilities, interests, values and personality traits. 

11 . The degree of satisfaction the indiv idual attains 
from his work is related to the degree to which he has been 
able to implement his self-concept in his work . 

12. Work and occupation provide a focus for personality 
organization for most men and many women, although for some 
persons this focus is peripheral, incidental, or even non­
existent, and other foci such as social activities and the 
home are centra l. (Super, 1953) 



Vocational development became the new term which succeeded Super's 

vocational research . Vocational development begins early in life and 

proceeds along a curve until late in life . This cont1nuum of voca­

tional development can be broken into vocationa l life stages with their 

peculiar characteristics (Super , 1957). 

l~ot i vati ona 1 Theory 

The Motivational Theory is primarily concerned with the reason 

people work and the meaning of satisfaction (Bail ey, 1968) . 

Work 

Work means different things to different people . For many, it 

is the mea ns of earning a living. However, Morse and Weiss (1955) 

found that if men had enough money, they would stil l want to work; so 

work means more than earning a living. 

l~os t people take work for granted. Even though it is a necessary 

part of life, people do not fully realize what it means to them. 

Although leisure, modern conven1ences , and social life are being 

emphasized, work continues to dominate the llves of most people . "The 

other activities of daily l1ving depend in large measure upon the 

nature and conditions of one's work . " (Peters and Hansen, 1966, p. 1) 

Morse and Weiss (1955) asked what work meant to various c lasses of 

people . For middle-class people, work all owed them to gain a sense of 

accomplishment . To the working class, work meant having something to 

do; and without work, there was no chance for physical activity. To 

the farmer, work meant keeping busy, and i t was difficult for him to 

even consi der not working . 
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Schrecker (1948) included several conditions in his definition, 

but basically it was the expenditure of energy, designed to overcome 

resistance and bring about change. This was more of a strict physics 

definition . 

~~otivational work theory. Why do men work? What satisfaction do 

they gain from work? From the search for answers to these questions 

came the introducti on of motivat ional theories . 

Maslow (1954) listed human needs in the hierarchy of: (1) physi­

ological; (2} safety; (3) belongingness and love; (4) importance, 

respect, self-esteem, independence; (5) information; ( 6) understanding; 

(7) beauty; and (8) self-actualization. Only when the lower needs are 

satisfied will or can a man seek a higher need level . If a man is 

hungry, he will take any kind of work to earn money for food. Other 

needs will come into focus only after the primary ones are satisfied. 

Thus, love would not emerge as a strong need in a starving man. 

Anne Roe (1956) applied Maslow's theory to occupations in 

hypothesizing that childhood experiences are occupational determinants. 

Genetic factors and need hierarchies combine to influence the selection 

of a vocation . 

As an example, a home, in which the ch ild is the center of atten­

tion, provides the surroundings in which the lower-level needs are 

satisfied . In contrast, rejecting parents may only be satisfying the 

lowest need level of their child. Roe (1956) contended that the latter 

child will be defensive and uncertain and will turn to non-person-

type occupations. The individual from the child-centered home will 

relate with others and turn to person-type occupations . 
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Switzer et al. (1962), Powell (1968), and Green and Parker (1965) 

all attempted to test Roe's hypotheses and coul d not uphold her theory 

conclusively . Partial support, however, was obtained by all of them 

which indicated the possibility that one's childhood experiences are 

occupational determinants . There is no doubt that many more variab les 

are involved. 

Satisfaction and satisfactoriness 

Both satisfaction and satisfactoriness refer to work adjustment; 

satisfaction is viewed from the individual's standpoint, while satis-

factoriness is vie1·1ed from the employer's standpo1nt. 

18 

Satisfaction . Satisfact io n or dissatisfaction is how the worker him-

self views overall job sat1sfaction, as well as satisfaction with various 

aspects of the work environment 1ncluding supervisors, co-workers, 

working conditions, hours, pay, and type of work (Scott et al . , 1960). 

Likert made the follow1ng statement concerning discrepancy, and 

Katzell (1964) and Vroom (lg64) held s1milar views: 

The subordinate's react1on to the supervisor's behavior 
always depends upon the r elationship between the super­
visory act as perceived by the subordinate and the 
expectations, values, and interpersonal skills of the 
subordinate . (Likert, ]g61, p. 94-95) 

Schaffer (1953, p. 3) contended "overall job satisfaction will 

vary directly with the extent to which those needs of an individ ual 

which can be satisfied are actually satisfied ... . " 

Locke (1968, p. 10) stated that job satisfaction and dissatis -

faction are "a function of the perceived relationship between what one 

wants from one's job and what one perceives it as offering or entail ­

ing . " With reference to Figure 1 on page 3, this would mean that the 

needs and abilities must be determined first before comparing them 



with the work environment when determining satisfaction or dissatis­

faction. 

According to Locke (1968) , too many studies correlate satisfaction 

with age, tenure, pay, and education . As a result, correlations are 

low and inconsistent because these measures are not based on values as 

perceived by the individual. 

For instance, Turner and Lawrence (Locke, 1968) attempted to find 

correlations between characteristics of the work task and job satis­

faction without considering workers' values . Correlations failed to 

come out as expected . Zaleznick, Chr stensen, and Roethlisberger 

(1958) tried to predi ct job sati sfaction from workers' social status 

with the same disappo inting results. 

Katzell (1964) believed that a given amount of object-value 

discrepancy would produce different degrees of satisfaction, depending 

upon the importance of the value to the individual. The more one 

wants of some element the less dissatisfying a given discrepancy will 

be (Locke, 1968) . 

For example, a man had been offered two jobs. The first job was 
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in a part of the country which the man found more to his liking. The 

conditions of work were better than the second job also . In other words, 

the first job was more desirable. The discrepancy in pay for both 

jobs was the same--that is, the difference between what the man thought 

he should have and what the companies had offered to pay him. Accord­

ing to Katzell (1964), the gentleman found the discrepancy in pay for 

the second job more dissatisfying than the discrepancy in pay for the 

first job . 
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To predict satisfaction, Locke {1968) considered the individual 

differences in values . He correlated ratings of degree of discrepancy 

between the amount of pay a group of workers actually received from a 

job and the amount they believed they should receive. A high degree 

of correlation was obtained . 

Job satisfaction and motivat ion. Important indicators of work 

adjustment were found in the literature on job satisfaction. In two 

different studies, Herzberg, f4au sner, and Snyderman (1959) and Walt 

(lg62) found the following to be strong determiners of job satisfaction: 

work itself, responsibility, achievement, and recognition . While 

interpersonal relations proved to be a satisfier according to Walt, 

Herzberg found it to be a dissatisfier. Both found salary to be a 

source of job satisfaction . 

McRae (1963) found that persons in job compatible with interests 

measured seven to nine years earlier, expressed a greater degree of 

satisfaction with their jobs than did those who were in jobs not com-

patible with earlier measured interests. 

Rogers (1964) found that those persons who dropped out of college 

or trade school were less satisfied with their jobs than were those 

who entered the world of work immediately after high school. 

f4orale and employee attitudes. Attitude has more than one meaning, 

and Fishbein (1967) listed several. In one way or another, each defini-

tion stated that preparation or readiness for responses was the 

essential feature of attitude. 

An att 
ness, organ 
or dynamic 
all objects 

tude is a mental and neural state of readi­
zed through experience, exerting a directive 
nfluence upon the individual's response to 
and situations with which it is related . 



An attitude provokes behavior that is favorable or 
unfavorable, affirmative or negative toward an object 
or objects. {Fishbein, 1967, p. 8) 

Changes in attitude ~1ould be significant as indicators of work 

adjustment. Yet, very few attempts to measure changes have been made. 

Perhaps this lack was due to the fact that this would require longi-

tudinal studies and many researchers do not want to take that much 

time {Scott et al., 1960). 

Likert and Seashore {1954) concluded that supervisors who saw 

their job in human-relations terms and did not stress production, 

efficiency, and rule enforcement, led higher-morale groups than did 

supervisors concentrating on production. Productivity was also higher 

when the morale was higher. 

Browne and Nietzel {1952) found that morale scores tended to 

correlate positively with supervisory level and negatively with the 

supervisors' est imates of their responsibility, authority, and delega­

tion of authority. Thus, the closer one's self-estimates were to his 

superior's and peer's judgments, the higher the mora le tended to be. 

In a study by Jurgensen {1947), mechanical workers ranked security 

as having the most important influence on job preference . They ranked 

advancement and type of work second and th1rd. Sales and clerical 

workers ranked the same three factors, but listed type of work fi rst 

and security third. 

Lindahl {1949) surveyed office workers and factory workers to 

determine what they felt was most important in a good job. The office 

workers ranked interesting work highest, while the factory workers 

ranked security highest . 
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After a revie~1 of literature by Scott et al. (1960), certain 

aspects of the work situation tended to appear consistently. These 

factors were: supervision, wages, working conditions, co-workers, iden­

tification with company, advancement and promotion, communication 

management and admin istration, job demands, and over-all satisfaction . 

Kirchner (1965) studied attitudes toward work and job satisfaction 

of outdoor advertising salesmen. He found persons with more favorable 

work attitudes were better salesmen . 

Herzberg, Mausner, and Snyderman (1959) believed there were a 

great variety of measures of job attitudes. One can have the worker 

express his job satisfaction by answering questions which reflect his 

over-all attitudes toward his own job . Another measure was a scaled 

inventory of morale or job attitudes to evaluate spec i fic aspects of 

his work . 

Sati sfacto riness . Sat1sfactoriness or unsatisfactoriness is how 

the employer evaluates the worker's productivity and efficiency, the 

matching of his abilities w1th job requirements, his ability to get 

along with others and to follow company polic1es (Scott et al . , 1960). 

Do employers realize the needs of employees? Watson (1966) studied 

workers in an aerospace firm and found disagreement between supervisors 

and subordinates in the perception of the needs for achievement and 

recognition. Supervisors consistently undervalued the importance of 

these ~ed s of their employees. 

Is work adjustment necessary on the part of the employee because 

he must adjust to the wishes of his employer? If employers concentrated 

on satisfying the needs of their employees, would workers be better 

satisfied ? Robert Ford, personnel director for manpower utilization 
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at American Telephone Company in New York, has put into practice his 

job enrichment theory to make the job more interesting for the employee. 

He believed each employee should be given multiple responsibilities so 

as to feel a part of the total operation. Results indicated job turn­

over had dropped substanti ally, and general work morale had increased . 

In one plant, the number of formal union grievances dropped from one 

per week to none in one year (Miller, 1970). 

Theory of Work Adjustment 

Development 

When the research project at the University of Minnesota began in 

1957, two major goals were identified: (1) to determine the employment 

problems of the disabled, and (2) to investigate the job placement 

procedures in the various rehabilitation services. With financial aid 

from the Office of Vocational Rehabilitation, a survey was conducted 

to identify the disabled and their problems . Some of the early studies 

which were conducted on the disabled were concerned with: earnings, 

tenure, employer satisfaction, job satisfaction, job adjustment, 

absenteeism, accident record, efficiency, and promotion (Betz et al., 

1966) . 

The second stage of the project, during those years including 

1959, 1960, 1961, and 1962, was channeled towards job placement . During 

this period, an extensive reviev1 of 1 iterature was conducted and a 

theoretical framework for the project was developed (Dawis, 1967). 

The concept of work adjustment, which was to measure vocational 

rehabilitation outcomes, was suggested from the research findings. 

The theory was supported through studies on job satisfaction, employee 
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attitudes, industrial conflicts and industrial mo rale, utilizing coun-

seling interviews and exit interviews, productivity and effic1ency, 

job tenure, and work history patterns (Betz et al . , 1966) . 

In 1964, the theory of work adjustment was published by the Uni-

versity of Minnesota . In the third stage of the project, which is now 

i n progress, efforts are being devoted to the development and implementa-

tion of the work adjustment theo ry. 

Work adjustment 

The theory of work adjustment lS basically a theory of job pl ace-

ment. It is a vocational guidance effort using the trait-facto r 

theory which matches the work personal1ty of an 1nd1vidual with a 

compatible work environment (Betz et al., 1966) . 

Work adjustment is defined as the "process by which t he i ndivi dual 

acts, reacts, and comes to terms with his work environment . " (Dawis, 

England, and Lofqu1st, 1964, p 8) . It i s the outcome of the inter -

action between an individual and his work environment. Work adjustment 

occurs throughou t one's working years and invol ves cycles of satis ­

faction and dissatisfaction , and of satisfactor1ness and unsatisfactor-

iness (Scott et al., 1960) . 

Borgen et al. explained the theory in the manner below: 

Th i s theory uses the correspondence (or lack of it) 
between the work personality and work environment as the 
principal reason or explanation for observed work adjust­
ment outcomes (satisfactoriness, satisfaction, and tenure ) . 
The theory states further that vocational abilities and 
vocational need s are sign1ficant aspects of the work 
personality, while ability requirements and reinforcer 
systems are significant aspect s of the work environment . 
Work adjustment is predicted by matc hing an individual's 
work personality with work environmen t . (Bo rgen et al . , 
1968. p. v) 



When the vocational ab1l1ties are combined with the vocational 

needs, the individual's work personality has been determined . When 

the job ability requirements are combined with the reinforcers of 

the occupation, the work environment is determined. The closer the 

matching of the individual's work personality to the work environment, 

the greater will be his job sati sfact ion . 

Work personality . The work personality of an ind1vidual is based 

on two categories: (1) abilities, and (2) needs . To measure the 

abilities, special intelligence, aptitude, and 1nterest, tests can be 

administered to the 1ndividual . To measure the vocat1onal needs, the 

Minnesota research team found 1t necessary to develop a special lnstru­

ment which they called the MJQ . 
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Abilities include a wide range of responses used by the individual . 

Some examp l es of abilit1es are general 1ntelligence, verbal ability, 

spatial ability, form perception, clerical ab1lity, motor coordination , 

finger dexterity, and manual dexter1ty (Dawis, England, and Lofquist, 

1964) . 

There are 20 needs identified 1n the theory of work adjustment . 

In the studies on work adjustment, the needs are reinforcers which the 

individual believes important to receive from his work environment 

(Dawis, Eng land, and Lofqu1st, 1964) . These needs were discussed in 

greater detail in Chapter 1. 

One of the assumptions of the theory of work adjustment is that 

the work personality i s relatively stable . Without this assumption, 

the theory would have to be changed. However, it should be noted that 

stability of the work personality is not completely possible, for there 

are those 1ndividuals who never reach a stable point . There is also 



the possibility that a ~rork personal1ty can be altered by intensive 

counseling. Despite these problems, the theory of work adjustment 

places heavy reliance on the relative stability of the work personality 

(Dawi s, 1967). 

Work environment. The work environment is comprised of two vari­

ables: (1) ability requirements of the job, and (2) the reinforcer 

system. To simulate the ability requirements, several ability aptitude 

tests could be used to determine the individual's vocational ability. 

In the research conducted by the Minnesota team, the Employment 

Service's Occupational Aptitude Patterns and Worker Trait Requirements 

ratings were used (Dawis, 1967). To simulate the reinforcer system, it 

was necessary to develop a special instrument, the Occupational Rein­

forcer Pattern (ORP) (Dawis, England, and Lofquist, 1964). 
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In the absence of a comparable measure for the reinforcer system, 

it was necessary for the research team to develop another questionnaire. 

This was accomplished by altering the t1innesota Importance Questionnaire 

(MIQ) and allowing supervisors to react to a similar needs scale . The 

new measuring device was called the Minnesota Job Description Question­

naire (t1JDQ). From the reactions of supervisors to the MJDQ, a 

numerical and graphical representation called ORP was established 

(Dawis, England, and Lofquist, 1964) . 

The term reinforcer system refers to "environmental conditions 

which are associated with the continuance of responding." (Dawis, 

England, and Lofquist, 1964, p. 5) 

Betz et al. explained reinforcers by stating that the individual 

was a responding organism: 



The individual will respond when his response po­
tentials make responding possible, and when the environ­
ment permits and/or stimulates responding. As he 
responds, his responding becomes associated with 
reinforcers--environmental conditions which maintain 
responding . (Betz et al., 1966, p. 5) 
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The work environment is the culmination of the ability requirements 

of the occupation and the reinforcer system of that occupation. 

Propositions 

Nine propositions evolved from the theory of work adjustment, and 

they are as follows : 

l. An individual's work adjustment at any point in 
time is defined by his concurrent levels of satisfactoriness 
and satisfaction. 

2. Satisfactoriness is a function of the correspond­
ence between an individual's set of abilities and the 
ability requirements of the work environment, provided 
that the individual's needs correspond with the reinforcer 
system of the work environment . 

3. Sati sfaction is a function of the correspo nd ence 
between the reinforcer system of the work environment and 
the individual's set of needs, provided that the individual's 
abilities correspond with the ability requirements of the 
work environment . 

4. Satisfaction moderates the functional relationship 
between satisfactoriness and the correspondence of the 
i ndi vidual 's ability set with the ability requirements of 
the work environment . 

5. Satisfactoriness moderates the functional relation­
ship between satisfaction and the correspondence of the 
reinforcer system of the work environment with the 
individual's set of needs. 

6. The probability of an individual's being forced out 
of the work environment is inversely related to his measured 
satisfactoriness . 

7. The probability of an individua l's vo luntarily l eaving 
the work env ironment is inversely related to his measured 
satisfaction. 

8 . Tenure is a function of satisfactoriness and satis­
faction. 

9. The correspondence between the individual (abilities 
and needs) and the work environment (ability requirements 
and reinforcer system) increases as a function of tenure. 
(Betz et al., 1966, p. 6) 



The Assessment Instrument 

In this study, the 1967 revision of the Minnesota Importance 

Questionnaire (MIQ) was the instrument admin i stered to the students . 

The Occupational Reinforcer Patterns (ORPs), which were prev iously 

established by the Minnesota research team, were used for occupational 

needs comparisons . 

Minnesota Importance Questionnaire 

Development. The first attempt to develop a questionnaire which 

would measure vocational needs was the N-Factors Questionnaire (NFQ) . 

The NFQ identified 12 vocational needs, with four questions directed 

toward each of the 12 needs . To respond to the NFQ, a yes or no indi­

cation was needed . The validity of the NFQ was generally adequate; 

however, the low reliability was the factor which made a revision 

necessary (Gay and Weiss, 1969). 

The questionnaire which replaced the NFQ was the first form of 

the MIQ. To help improve the reliability of the NFQ, the number of 

questions was increased from 48 to 100 items on the MIQ. Twenty voca ­

tional needs were ident ified, with five questions for each of the 20 

needs. To obtain a response to the questionnaire, the Likert Scale 

was employed . The responses were: very unimportant, not important, 

important, very important, and neither. Although the first form of the 

MIQ was an improvement over the NFQ, there still existed a need for 

improving the reliability (Gay and Weiss, 1969) . 

The next revision of the MIQ occurred in 1965. This revision con­

tinued to use the 20 vocational need scales; however, the number of 

questions was increased to 380. The responses to the questions were 
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obtained through the pair compa rison technique. The 1965 rev i sion of 

the MI Q resulted in a higher reliability, wi th the lowest scale having 

a . 73 and the highest scale a .94 with a median of .82 for the 20 need 

scales (Gay and Weiss, 1969, p. 33-34). 

Rev ision of 1967 . The 1967 revision of the MIQ was the question­

naire form used in this study . During the revision, concern was given 

29 

to two factors: meaning fulness of the scores and format of the question­

naire . Did all people have the same zero point on the questionnaire? 

This question prompted the development of the absolute judgment secti on 

of the MIQ which adj usted each i ndividual ' s score to hi s own subjective 

neutral point. The ques tionnaire cont1nued to use the 20 need sca les, 

but the instrument was reduced to 210 1tems (Gay and Weiss, 1969) . 

The reliability of the MIQ was analyzed i n four ways: (1) the 

internal consistency of the scal e, (21 the i nternal consistency of 

total profiles, {3) the stabil i ty ot MIQ scale values over time, and 

(4) the stability of MIQ prof i les over t1me (Gay and Weiss, 1969). 

To test the scale internal consistency of the MIQ, each of the 

20 scales was investigated by the means of the Hoyt Internal Consist­

ency Re liabil ity Coefficient . For the ni ne different groups in the 

study , the median scale internal consistency reliabi l ity coeffici ents 

ranged from .77 to . 81. The lowest single scale reliability for any 

group was . 30, and the highest wa s . 95 . This reliability rating was 

cons idered acceptable by the University of Minnesota research team 

(Gay and We iss , 1969 , p. 36) . 

The profile internal cons1stency was determined by the Total 

Circular Triads (TCT). The TCT ind1cated the consistency of the in­

dividual 's res ponses to the 210 questions on the MIQ; the higher the 



TCT score , the greater the 1nconsistency of the individual's responses. 

This score was tabulated by the computer as the scoring took place and 

was indicated on each individual's t1 1Q profi le (Gay and Weiss, 1969). 
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To determine how stable the MIQ was, the questionnaire wa s ana lyzed 

by the test-retest method. The test- retest ranged from immed ia te 

retesting to 10 mo nths. The median scale stability coeffici ents ranged 

from .48 for the four-month period to .89 for the immediate retesting 

(Gay and Weiss , 1969, p. 37). 

The stability of the t11Q profiles became a concern as well . One 

assumption upon which the theory of work adjustment was based was that 

the indivi dual 's M!Q profile 1s stable . If the MIQ were to be used 

for long-term vocat ional plann1ng, the results of the i nstrument could 

not be subject to change . Therefore, the stability of the MJQ profile 

was studied over nine time interva ls. The median stabil i ty coefficient 

for the immediate retest was . 95; for the four-month retest, .7 1; and 

for 10 months , .87 . These results supported the theory of wo rk adjust­

ment for long-range plann1ng (Gay and Weiss, 1969 , p. 37-38) . 

One of the major requirements for determining whether the MIQ was 

valid or not was to determine its abil ity to distinguish between 

groups which were assumed to have had different vocational needs 

patterns . Some of the groups which were studied by the t1i nnesota re­

searchers were: (l) disabled versus non-disabled workers, (2) persons 

with different occupations, (3) those with and without employment 

experience , (4) sex differences, and (5) occu pational tenure differ­

ences. In each of the above cases , the MIQ distinguished a difference 

between the groups stud1ed (Gay and Weiss, 1969). 



Occupational Reinforcer Patterns 

The Occupational Reinforcer Patterns (ORPs) were developed to 

represent a reinforcer system wh1ch is a part of the work environment. 

The reinforcer system ind1cated the reactions which supervisors con­

sidered important for employees to possess. These reactions were 

obtained through the use of the Minnesota Job Description Questionnaire 

(MJDQ), which was developed by the University of Minnesota research 

team and administered to supervisors in 81 different occupations. 

The supervisor was selected to represent the work environment 

because he was considered a compromise between the employee and the 

personnel manager . The supervisor was close to the job and had most 

l ikely observed employees on the job (Borgen et al . , l968b, p. 56). 

The validity of the ORPs was determined by comparing the mean 

scores of each scale for 81 occupat1ons by using the one-way analysis 
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of variance and by rank-ordering the scale mean scores. The results 

indicated that occupat1onal d1fferences in scores were highly significant 

on the scales of the MJDQ (Borgen et al . , 1968b) . 

ORPs cl uster patterns . The occupations were then grouped into 

similar clusters and classified into a taxonomy of occupations. This 

was accomplished by the University of Minnesota research team's com­

paring all of the occupat1ons studied . The analysis of the ni ne 

clusters was not concerned with a scale-by-scale analysis , but an 

analysis which was concerned with the total profiles for the 81 occupa­

tions (Borgen et a 1., 1968b) -

Nine clusters were developed from the 81 occupations, and an 

occupational hierarchy was formed The nine cl uster profiles in order 



of their hierarchy were: (1) technical occupations, professional; 

(2) technical occupations, semi-professional; (3) sales occupations, 

service; (4) service occupations , social-education ; (5) service occu­

pations, business detail; (6) serv1ce occupations, personal; (7) manual 

occupations, building trades; (8) manua l occupations, ma nufactur ing; 

and (9) manual .occupations, service-maintenance. 

Examples of occupations included in each cl uster are shown in 

Appendix A, which indicates the numerical values and graphical profiles 

of the nine clusters as rated by supervisors in those occupational 

clusters . Included on these figures are the divisions low, moderate, 

and high, which indicate the degree of 1mportance of the scale values . 

Although vocational counseling was a concern for many years, the 

contributions of Frank Parsons in 1909 were among the first to advocate 

a scientific approach. 

The development of intell1gence test1ng some years later brought 

32 

a completely new outlook to vocational guidance . This concept developed 

into the trait-factor theory, which advocated the determination of an 

individual's mental and physical factors and matched them to a vocation 

whi ch had similar characteristics. 

In the early stages of vocational guidance, those years preceding 

World War I, the primary concern was for building tests which would 

measure specific psycholog ical variables (Bailey, 1968). However, after 

World War I, the primary goal of test makers became the construction of 

tests for predictive value . 
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The growth of interest in vocati onal behavior since the early 

1950's had been accompanied by increased research devoted to the study 

of vocational behavior and development (Holland, 1964). During the 

early 1950's, the Patterns Theory was developed. This theory identified 

life stages which occurred at different times in people's lives. It 

was during the various stages when the prospective worker began and 

completed his occupational choice . 

The third theory was related to why people work and what satis­

faction meant. This theory was usually referred to as the Motivational 

Theory. This theory attempted to determine the role work played in a 

vocation and what made an individual satisfied with his work . 

The Theory of Work Adjustment, identified by the University of 

Minnesota, recognized the importance of the work personality and the 

work environment . The work personality was a culmination of the 

individual's abilities and his personal-social needs . The work en­

vironment was a culmination of the abilities required by the job and 

the reinforcers which the job supplied . If the individual had the 

necessary abilities to fulfill the job requirements, and if his needs 

could have been fulfilled or reinforced by the work environment, he would 

probably have been more satisfied with his job. 

One of the primary goals of the Theory of Work Adjustment was to 

predict work adjustment outcomes. This was accomplished by matching 

the individual's work personality with a similar work environment . 



CHAPTER III 

t~ ETHOO OF PROCEDURE 

Introduction 
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Five major objectives were investigated in the study: (1) to 

determine the vocational needs of the entire population, (2) to determine 

the vocational needs of each school, (3) to determine if there were a 

difference in vocational needs between rural and urban students, 

(4) to determine if students were preparing for occupations which were 

similar to their vocational needs, and (5) to determine the percentage 

of the students who will be sat i sfied, likely satisfied, and not 

satis fi ed in their areas of training . The resu l ts of each objective 

were dependent upon the reactions of high school students to the 20 

needs on the Minnesota Importance Questionnaire . 

The completion of the study was dependent upon the selection of a 

sample, the selection of an instrument which would measure vocational 

needs, and the selection of a stat1st ical treatment . 

The Sample 

The population for the study was selected from the state of Utah 

and was classified into two categories : (1) rural industrial and agri­

cultural high school students, and (2) urban industrial vocational high 

school students . 
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Rural sample 

The rural h1gh schools selected for the study were those participat­

ing in a project known as the Integrated Shop Program. This is a pro­

gram for small high schools in Utah and is under the direction of the 

Utah State Board for Vocationa l Education . It was designed to provide 

a more comp lete vocational education program for the students in small 

high schools than they had been able to offer in the past, and its 

subject matter was drawn from the common instructional elements of 

industrial arts, trade and industrial education, and agricultural 

mechanics. At the time of this study, 1t was being offered in seven 

high schools. 

The Integrated Shop Program was designed as a four-year prog ram, 

grades 9 through 12. The first two years of the program are exploratory 

in nature . In t he ninth grade, students complete courses in draft i ng 

and woodwork and building construction . In the t enth grade, the 

courses are in power mechanics and metal fabr1cation. Power mechanics 

includes a study of many kinds of power, such as wind, water, steam, 

atomic, jet, electric, internal combustion engines, especially small 

engines, and external combustion engines . There are four major aspects 

of the metal fabrication course--welding, sheet metal work, bench 

metal work, and machine work . Each course in the exploratory program 

is one semester of 18 weeks in length, and 1s for one class per i od per 

day. Nearly all of the ninth and tenth grade boys in the pilot schools 

enroll in this program. Upon completion of the exploratory program, 

students decide whether or not they desire to continue in the program. 

If they do, they elect one of the four areas of work; that is, drafting, 

building construction, power mechanics, or metal fabrication, as a 



field of specialization, and pursue this program for the next two years 

as eleventh and tv1elfth graders for two hours per day. With this kind 

of arrangement, students are able to obtain considerable speci alized 

training by the time they complete high school At the time of this 

study, only the exploratory program was i n operati on . 

The Integrated Shop Program was under the direction of a committee 

of selected members of the vocat1onal technical division of the Office 

of State Superintendent of Instruct ion Perm1ssion to conduct this 

study was received from th i s committee. When permission was granted, 

each classroom instructor was per sonally contacted by the wr1ter . 

The rural student populat1on were those students enrolled in the 

Small Schools Integrated Shop Program . The sample size was compnsed 

of those students attending the integrated shop cl asses on the day when 

the questio nnaire was adm1n1stered . 

Urban sample 

The urban high schools selected for the study were also from the 

state of Utah . For the urban population, the metropolitan area of 

Salt Lake City was chosen, which included two school districts, Granite 

and Davis. Within the Granite d1strict , si x l arge high schoo ls were 

identified; whi l e in Davis distr1ct, five large high schools were 

identified . From Granite district, two of the larger high schoo ls were 

selected, and one high school was selected from the Davis district . 

In order to include these schools in the study , permission was 

received from the distric t vocat1onal coordinators. When permission 

was granted, each classroom instructor was personally contacted by the 

writer . 
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The urban student population co nsisted of t ho se students enrolled 

i n vocational education classes in the schools chosen. The sample 

size was comprised of those students attending the vocationa l classes 

on the day when the questionnaire was administered. 

The Procedure 

Selection of the problem 

One of the primary functions of education has been to help each 

ind iv idual to find satisfaction and adjustment in the world of work. 

Although educati ona l procedures and teaching techniques were of the 

most importance, the researc her believed the real handi cap for most 

workers was their soci a 1 environment. Due to this concern, the 

researcher investigated, identif ied , and compared the vocational needs 

of high school students. As a pre 1 i mi na ry review of 1 i terature pro­

gressed, it became more and more evident that adjustment was and would 

continue to be a grave problem for many workers. 

Selecti on of the inst rument 

When the investigation ot vocational needs began, it was the 
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intent of the researcher to identify the needs and construct a question­

naire . As indi cated by Bo rg (1963), one of the primary reasons for a 

review of l i terature was determining what work had taken place in the 

subject field so dupl1cation would not take place . In the review of 

literature, several questionnaires were revealed, and often these 

questionnaires were developed by professional personnel through funded 

projects over lo ng periods of time. 

If the study of the vocatio nal needs of students in the state of 

Utah were to be meaningful, an i nstrument was to be selected which had 



already proved to be functional. The Minnesota Importance Questionnaire 

showed statistical evidence of possessing the necessary requirements 

for accomplishing the study. The reliability of the MIQ was analyzed 

in four ways: (1) the internal consistency of the scale, (2) the 

internal consistency of total profiles, (3) the stability of MIQ 

scale va lues of time, and (4) the stability of MIQ profiles over 

time (Gay and Weiss, 1969) . 

If the NIQ were to be used for long-term vocational planning, the 

results of the instrument mus t not be subject to change . Therefore, 

the stabi 1 i ty of the rHQ was considered to be most important. Conse­

quently, the stability of the MIQ was studied over different time 

intervals . The median stability coefficient for the immediate retest 

was . 95; for the four-month retest, . 71; and for 10 months, .87. These 

results were considered satisfactory to support the theory of work 

adjustment for long-range planning (Gay and Weiss, 1969) . 

Although l ittle comparison of vocational needs had taken pl ace in 

Utah, the director of the University of Minnesota work adjustment 

project supported the use of the questionnaire for measuring the high 

school students (Weiss, 1970). 

Administration of the MIQ 

After each high school had been identified and arrangements com­

pleted to administer the questionnaire, the school was persona l ly . 

visited . The questionnaire was explained to each class, as prescribed 

by the instructions for administering the I~IQ, and administered during 

the students' regular scheduled class periods. 
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Scoring of the MIQ 

Due to the complexity of scoring the M!Q, and under the advisement 

of the l~innesota research director, the completed questionnaires were 

mailed to the research project center on the University of l~innesota 

campus. Each questionnaire was then scored by computer, which pro­

duced a numerical value for each need scale as well as a graphical 

profile for each questionnaire. The consi stency of each individual's 

responses to the questionnaire was also checked. 

Analysis procedure 

The data were then processed and analyzed in accordance with the 

objectives of the study . 

Objective 1. What is the rank order of importance, from most to 

least, of the 20 needs identified by the MIQ and expressed by the 

entire population? 

If the teacher and counselor were to realize the aspirations of 

students, these vocational needs had to be identifi ed . To make the 

identification easier, the needs were placed in rank order. 

To answer objective 1, it was necessary to complete the following 

steps: (1) the scale values for ability utilization for all the 

students in the study were totaled, (2) the same process was continued 

until all of the 20 needs were totaled, (3) the need scales receiving 

the larger totals on the scales values were considered to be more 

important to the students, and (4) the needs were then listed as they 

ranked from high to 1 ov1 in va 1 ue. 

Objective 2. \4hat is the rank order of importance, from most to 

least, of the 20 needs identified by the MIQ and expressed by each 

individual school? 
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The problem confronted in objective 2 was solved simi l arly to 

objective 1; however, the totals for individual schools were sought . 

Objective 3. Is there a significant difference between the com­

posite profiles of the students in the rural high schools and the 

composite profiles of the students in the urban high schools? 

If the vocational needs of rural and urban students were found to 

be similar, this could indicate that the educational approach might be 

similar for both rural and urban students when dealing with vocational 

needs . 

To answer objective 3, it was necessary to analyze the responses 

through a statistical means. To determine whether there was a differ­

ence between the rural hi gh schools and the urban high schoo l s, two 

statistical tools were employed, one to give the difference between 

means and one to note the homogeneity of the responders . The follow­

ing steps were followed to solve for objective 3: (1) the question­

naires were grouped by high school, (2) the need scales (as: abi l ity 

utilization, achievement, and activity ) for each student were totaled 

by schools, (3) the responses of the rural school students were totaled 

and the responses of the urban school students were totaled, (4) the 

resu lts were statisti call y treated by using the student's t -ratio and 

the F-distribution, and (5) the results were recorded in table form. 

Objective 4. What percentage of the students in each high school 

were preparing for occupations in the Occupational Reinforcer Pattern 

cluster which was identical to their Minnesota Importance Questionnaire 

profile? 

The findings for this objective indicated the percentage of stu­

dents 1·1ho had realistic vocational needs in terms of the occupations 

for which they were preparing. 
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The students in the Small Schools Integrated Shop Program had not 

made definite vocational commitments because they were in the exploratory 

phase of the educational program . The rural students were preparing 

in the industrial education areas of drafting, woodworking, building 

construction, power mechanics, small engines, meta ls fabrication, sheet 

metal, bench metal, machine work, and welding . Since these occupations 

were included in clusters 7 (building trades) and 9 (service­

maintenance), these were the clusters used in the analysis of data. 

Cluster 7 included those manual occupations related to the building 

trades, while cluster 9 included those manual occupations in the 

service-maintenance area . The nine clusters are in Appendi x A. 

The rural high schools and their students were analyzed by the 

fol lowing procedure: (1) the questionnaires were grouped by high 

schools, (2) the number of students from each high school was to taled, 

(3) the number of students from each school whose MIQ results indi­

cated their favoring clusters 7 (building trades) and 9 (service­

maintenance) were totaled, and (5) to determine the percentage, the 

total number of students in the study from each high school was divided 

into the total number of students l 1sted in clusters 7 (building 

trades) and 9 (service-maintenance). 

The students from the urban high schools were preparing for 

definite occupations which were indicated by each student . To answer 

objective 4 related to urban high schools, each schoo l was analyzed by 

the following steps: (1) the questionnaires were grouped by schools, 

(2) within each urban high school, the questionnaires were grouped by 

vocations for which the students were being trained, (3) the number of 

students in each vocational area was totaled, (4) within the vocational 



areas, the students' MIQ responses were totaled by clusters, (5) to 

obtain the percentages, the total number of students in each vocational 

area was divided into the total number in the corresponding cluster, 

and (6) the results were recorded in table form. 

Objective 5. What percentage of the students in each high school 

is preparing for occupations in which they will be satisfied, likely 

satisfied, and not satisfied as identified by the MIQ? 

One of the purposes of the theory of work adjustment was to 

determine the probability of JOb satisfaction in an occupation . The 

results of this objective gave the pred1ctions of job satisfaction for 

the sample involved in the study. 

To answer objective 5, the D-squa red index score for each cluster 

for each student was used . As identified by the computer analysis of 

each D-squared index score, a clu ster receiving a score from 1.00 to 

8.99 will produce satisfaction for an ind i vidual . This individual will 

be likely satisfied in occupations in the clusters scoring 9.00 to 

19.99, while he will not be satisfied 1n those occupations in clusters 

scoring above 19 . 99 . 
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For the purpose of this study, the rural students' questionnaire 

results were analyzed by comparing them with clusters 7 {building 

trades) and 9 (service-maintenance). These clusters were selected 

because they represented the occupations in which the students were pre­

paring. On the other hand, however, since the urban students had 

already made their occupational choices, their questionnaires results 

were analyzed only with the chosen occupational cluster . 

The rural student sample was analyzed by the following steps : 

(1) the questionnaires were grouped by schools; (2) the number of 
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students from each high school was totaled; (3) the 0- squared index 

score for clusters 7 (building trades) and 9 {service-maintenance) for 

each student was identified from the MIQ computer output sheet and 

placed in the categories satisfied , likely satisfied, and not satisfied; 

{4) clusters 7 (building trades) and 9 (service-maintenance) were 

recorded separately, as the students could be pursuing occupat ions in 

either cluster; {5) the number of students whose 0-squared index score 

for cluster 7 {building trades) was in the satisfied category was 

tota l ed, the number of students whose score for cluster 7 (building 

trades) was in the likely satisfied category was totaled, and the number 

whose score for cluster 7 {bu1lding trades) was in the not satisfied 

category was totaled; {6) to obtain the percentages, the total number 

of students in each school was divided into the total in each satis ­

factio n category; (7) steps 5 and 6 were repeated for cluster 9 

(service-maintenance); and (8) the results were recorded 1n table form. 

The urban student sample was analyzed by the fa 11 owing steps : 

(1) the questionnaires were grouped by schools; (2) the number of 

students from each high school was totaled; (3) within each urban 

high school, the questionnaires were grouped by the vocational cluster 

for which the students were being trained; {4) the 0- squared index 

score for these was identified from the MIQ computer output sheet and 

placed in the categories satisfied, likely satisfied, and not satis ­

fied; {5) the number of students in each category was totaled; (6) to 

obtain the percentages, the total number of students in each school 

was divided into the total in each satisfaction category; and {7) the 

results were recorded in table form . 



The study was conducted in the state of Utah involving rural and 

urban industrial vocational high school students . The rural students 

were those participating in the Small Schools Integrated Shop Program 

which was under the direction of the State Board of Education . The 

urban students were from the Salt Lake City-Ogden area and were pre­

paring for vocations in industrial areas . 

One questionnaire, the Minnesota Importance Questionnaire (MIQ) 

was administered to both rural and urban high school students . The 

J41Q, which was developed at the Univers1ty of Minnesota, was selected 

because of its ab•l1ty to measure vocat1onal needs . The MIQ responses 

represented a part of the student's work personality. 

In the procedure of analysis, the vocational needs considered 

most important to the entire population and to each individual school 

were determined . The students' t-ratio two-case sample was used to 

determine if a difference of means ex1sted between the rural and urban 

schools. The F-distribution Ylas used to determine the homogeneity of 

variance among the rural and urban high schools . 

The Occupational Reinforcer Patterns (ORPs), which were also 

developed at the Un1versity of Minnesota, represents the work environ­

ment as seen by supervisors in 81 occupations . The stuoents' MIQ 

profiles were compared to the supervisors' profiles to determine the 

percentage of students preparing for occupat1ons which would meet their 

vocational needs and the percentage of students who would find job 

satisfaction . 
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CHAPTER IV 

FINDINGS 

Introduction 

The findings of this study, which centered around the responses 

of high school students, were limited to the accuracy of scoring and 

analysis of the questionnaires. The results of five obJectives were 

sought: (l) to determine the rank1ng of the vocational needs, from 

most important to least 1mportant, by the ent1re student population; 

(2) to determine the ranking of the vocat1onal needs, from most im­

portant to least important, for the composite rural and composite urban 

~igh schools; (3) to determine 1f there were a difference between the 

voc at ional needs of the composite rural and the composite urban high 

schools; {4) to determ ine 1f students were preparing for occupations 

which were similar to the1r vocational needs; and (5) to determine the 

percentages of students for which the MJQ responses indicated wou ld be 

satisfied, likely sat1sfied, and not sat1sfied in their occupations. 

In each of the above cases, the objectives were analyzed as prescribed 

in Chapter Ill in those combinations deemed necessary to give an 

accurate account of the findings. 

Subjects in the Study 

The high school students 1n the study ~1ere comprised of ninth and 

tenth graders from seven rural schools and eleventh and twelfth graders 

from three urban schools in the state of Utah. 
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If the results of the questionnaires were to be meaningful, the 

validity of the students' responses had to be determined . The 1nternal 

consistency of each student's profile was determined by the Total Cir­

cular Triads (TCT) . The TCT indicated the consistency of the 1ndividual 's 

responses to the 210 questions on the MIQ; and the higher the TCT score, 

the greater the inconsistency of the individual's responses. If the 

TCT score were 255 or greater, the questionnaire was considered invalid 

due to any one of the three following reasons: (1) random responses due 

to poor motivation, carelessness, faking, patterned response, and lack 

of understanding; (2) non-random responses due to difficulty in inter ­

preting some of the variables; and (3) incomplete questionna1re . 

Table 1 gives the total number of students responding to the 

questionnaire, as well as the results of those declared val1d and 1nvalid . 

Results 

The first objective was to determine the rank order of the voca­

tional needs, from most 1mportant to least 1mportant, by the entire 

sample population As shown in Figure 2, none of the needs were 

ranked high in importance by the combined schoo l groups . Seven needs 

were ranked moderate in importance, the four most important being: 

advancement, hav i ng a scale value of 1.40; security, 1. 37; ability 

uti l ization, 1 .37; and achievement, 1.33 . Two vocational needs, inde­

pendence and social status, were ranked low in importance with scale 

values of .24 and . 12, respectively . Authority was ranked the lowest 

by the students, with a scale value of -.04 . 

Figure 2 also shows the vocat1onal needs for the rural and urban 

students and their relationship to the composite student sample . The 

urban students showed a high need for advancement, with a scale value 



Table 1. Number of responses, valid and invalid, for the rural and 
urban samples 

Number of resQonses 
High schools Inva Ha Total Valid Random Non-random Inc. 

Rural schools 

A 20 14 2 3 1 
B 41 26 11 4 0 
c 18 15 2 1 0 
D 25 24 1 0 0 
E 32 26 5 1 0 
F 31 25 0 6 0 
G 24 21 1 2 0 

Total 191 151 22 17 

Urban schools 

X 29 20 7 2 0 
y 47 32 8 7 0 
z 41 39 1 0 1 

Total 117 91 16 9 

1. 60 . Although the two groups did not rank the first seven needs the 

same, they were considered moderately important to both groups In 

six of the first seven needs, the urban students had a higher need 

drive than did the rural students. Authority and social status were 

ranked least important by both student groups, with the rural students 

giving authority a -.11 scale value . The ranking of moral values 

revealed a significant mean d1fference of .45 between the rural and 

urban students. Other significant mean differences between the groups 

were found in the ranking of co-workers (.32), advancement ( . 28), and 

authority ( . 24) . 
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MIQ scale Scale value 
Composite Rural Urban 

Importance rating 
Lo Mod High 

area area area 
' ' 
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Figure 2. Rank order and scale value of vocational needs, from most 
important to least important , by the entire student sample 
and the comparison with the rural and urban student samples . 
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In other studies which identif1ed the factors influencing job 

preference, Jurgenson (1947) found security and achievement received 

the highest ranking by mechanical workers, while sales and clerical 

workers ranked advancement and security high. A study by Lindahl 

(1949) revealed that factory workers also ranked security high in 

importance. 
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Although the Minnesota Importance Questionnaire (MIQ) and the other 

studies used different questions and had different objectives for their 

questions, the results did reveal that security, advancement, and 

achievement were important to more than one group of individuals. 

In objective two, the rank order of importance of the vocational 

needs, from most to least, for each individual school was sought . 

Table 2 shows the relationships of the ranki ng of the vocationa l needs 

according to the responses of students in the rural high schools, and 

Table 3 shows the relationships of the ranking for the urban h1gh 

schools. In both tables, the number placed by each vocational need 

indica tes its ranked position of importance by the students in that 

school. 

Among the rural schools, security, ability utilization, achievement, 

and advancement were the first four needs ranked in order of importance. 

These needs were ranked in the top five by all of the seven rural 

schools. Although security was ranked most important as a need, only 

three schools ranked it first . Despite the fact that these needs 

were ranked the top four in importa nce, they were only considered 

moderately important on the scale value. On the opposite end of the 

scale, independence, soc1al status, and authority were ranked 18, 19, 
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Table 2. Rank order of vocationa l needs as indicated by the indivi dual 
rural high schools 

MIQ scales A B c D E F G 

Ability utilization 1.0 3.0 3.0 4.0 3.0 3.0 3.0 

Achievement 2.0 1. 0 4.0 5.0 1. 0 4.0 5.0 

Activity 13 .0 17.0 13 . 0 16 .0 17 .0 16 .0 17.0 

Advancement 3.0 2. 0 2.0 1.0 5. 5 5.0 2.0 

Authority 19 .0 20.0 20.0 20.0 20 .0 20 .0 20.0 

Company policies 11 . 0 13 . 5 11 . 0 11 . 0 10.0 14.0 10.0 

Compensation 10 .0 11.0 12 .0 14 . 0 9.0 11 . 0 8.5 

Co-workers 14 .0 12.0 16 .0 12 .0 11.0 8.0 13 .0 

Creativity 8.0 5.0 7. 5 7.0 4.0 7.0 7. 0 

Independence 17.0 19 .0 18 .0 19 .0 18.0 18 . 0 19.0 

r~ora 1 va 1 ues 18. 0 8.0 17 . 0 9. 0 15 . 0 9.0 16 .0 

Recognition 6.0 9.0 10 . 0 15.0 12 .0 13 . 0 14 . 0 

Responsibility 9.0 7.0 9.0 6.0 7. 5 6.0 4.0 

Security 4.5 4.0 1.0 3.0 2 0 1.0 1 0 

Social service 7.0 10.0 14 .0 8.0 7.5 10.0 12.0 

Social status 20 .0 18.0 19 .0 17.5 19.0 19 .0 18. 0 

Supervision--human rel . 12.0 13.5 5.0 10.0 16 .0 12.0 8.5 

Supervision--technical 16 .0 16.0 6.0 13. 0 14.0 15. 0 11 . 0 

Variety 15. 0 15.0 15 .0 17 .5 13.0 17 .0 15.0 

Working conditions 4.5 6.0 7. 5 2.0 5.5 2.0 6.0 
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Table 3. Rank order of vocational needs as indicated by the individual 
urban high schools 

rHQ scales X y z 

Ability utilization 2. 0 3.0 2.0 

Achievement 3.5 4.0 4.0 

Activity 9.0 14.0 17.0 

Advancement 3. 5 1. 0 1.0 

Authority 19.0 19.0 19.0 

Company policies 15 .0 15.0 10.0 

Compensation 8.0 9.0 12.0 

Co-workers 16 .0 16.0 14.0 

Creativity 5. 0 5.0 3. 0 

Independence 11.0 17 . 0 18 . 0 

Moral values 17 .0 18.0 16 . 0 

Recognition 10 .0 11.5 9.0 

Responsibility 7. 0 8.0 5.0 

Security 1.0 2.0 6.0 

Social service 18.0 13 . 0 7.5 

Social status 20 .0 20 .0 20 . 0 

Supervision--human relations 14 .0 10.0 11.0 

Supervision--technical 13 .0 7.0 13.0 

Variety 12 .0 11.5 15.0 

Working conditions 6.0 6.0 7.5 



and 20, respectively . Six of the seven schools ranked authority as 

being the least important need . 

In the urban schools, advancement, ability ut1l i zation, security, 

and creativity were the first four needs ranked 1n order of importance. 

These needs were ranked in the top five by all three urban schools. 

Advancement was ranked most important by the urban students, with two 

of the schools placing it first . On the scale value, advancement was 

valued high in importance . Social servi ces and authority were 

unan imously ranked 18 and 19, respectively. 

The third objective posed the question: Is there a si gnificant 

difference between the composite responses of the rural students and 

the composite responses of the urban students? In the analysis of 

the schools, two considerations were given: (1) the difference 

between the composite means of the rural and urban high schools, and 

(2) the homogeneity of the two groups . To determine i f a difference 

between the two compos i te profiles existed, the Student's t-ratio 

two-case sample at the 5 percent level of confidence was employed . 

To establish whether the two school groups were homogeneous, the F­

distribution was employed . Table 4 shows the calculated results of 

the Student's t-ratio and the F-distribution for the composite 20 need 

scales . No significant difference between the composite rural and 

composite urban groups was found by either statistical treatment when 

the questionnaires were analyzed . 

Table 5 shows the results of the analysis of each of the 20 need 

scales when the Student's t-ratio and F-distri bution were applied . 

In the test for the difference between means, the rural and urban 

groups differed significantl y on four of the need scales. Mora l values 
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Table 4. Comparison of means and test for homogeneity of the combined 
20 needs between the composite rural and composite urban high 
schools using the Student's t-ratio and F-d istribution 

Statistical 
test 

Student 's t 

F-distribution 

Rural 
mean 

0. 83 

Urban 
mean 

0,84 

t-value 

0. 11 

*Significant at 5 percent level . 

F-ratio 

l. 01 

Critical 
value 

l. 96 

1.37 

Decision* 

No dif . 

Homog . 

created the greatest disagreement, receiving a more important rating by 

rural students. Co-workers showed the second greatest disagreement, 

again being rated more important by the rural students . Advancement 

and authority ranked third and fou r th in disagreement, but these were 

considered more important by the urban students . In the test for 

homogeneity, no significant difference was found between the groups 

on any of the need scales . 

Figure 3 shows a numeri cal and graphical representat1on of the 

differences between the means of the needs of the composite rural and 

composite urban students . Advancement vias the only need to receive the 

high level of importance rating . 

For objective 4, the percentage of the rural and urban students 

preparing for occupations similar to their first options of vocational 

needs cluster was determined . The rural students were training in a 

broad industrial-agri cultura l program which included occupations found 

in cluster 7 (building trades) and clus ter 9 (service-maintenance). 

For the purpose of this study, therefore , the results were analyzed 

with the assumption that the rural students would continue their 
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Table 5. Comparison of means and test for homogeneity for each of 
the 20 vocational needs between the composite rural and 
composite urban high schools using the Student's t-ratio 
and F-distribution 

MIQ scales Rural Urban Statistical test Critica 1 Decision mean mean t-va1ue F-ratio value 

Ability util. l. 35 1.42 -0 . 65 1 0 96 No dif . 
1.00 l. 37 Homog . 

Achievement 1 0 34 1.30 0. 44 l. 96 No dif . 
l. 21 1 0 37 Homog. 

Activity 0 56 . 58 -1 . 41 l. 96 No dif. 
1 .15 1 37 Homog . 

Advancement 1 . 32 1.60 -2 . 69 l. 96 Dif. * 
l. 20 1 0 37 Homog . 

Authority -.11 013 5.30 l. 96 Dif. .. 
0.12 l. 35 Homog . 

Company policies . 83 0 67 l. 59 1 96 No dif. 
l. 34 l. 37 Homog . 

Compensation . 87 . 79 0 . 67 l. 96 No dif . 
1. 23 l. 35 Homog. 

Co-workers .81 . 49 3 . 02 1. 96 D1f .* 
1 . 20 l. 37 Homog. 

Creativity 1.11 l. 30 -1.7 2 1. 96 No di f . 
l. 22 l. 35 Homog. 

Independence . 19 . 37 -1 0 91 1 0 96 No dif. 
1.17 l. 35 Homog. 

~~ora 1 values . 79 . 34 3 . 47 1. 96 Dif.* 
l. 21 l. 37 Homog . 

Recognition . 81 . 88 -0 . 61 l. 96 No dif. 
1.13 1.37 Homog . 

Res pons i bi 1 i ty l. 08 1 . 20 -1 . 06 l. 96 No dif. 
1.07 1.35 Homog . 

Security 1.38 1.35 0 . 23 1. 96 No dif. 
l. 06 l. 37 Homog. 
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Figure 3. A comparison of the scale values of the vocational needs 
between the composite rural schools and the composite urban 
schools. 

56 



57 

Table 6. Percentage of rural and urban students by school and totals 
preparing for occupations which correspond to their first, 
second, and third opt i ons of vocational needs clusters 

High schools Percentage 
1st opt10n 2na opt1on 3ra opt10n 

Rural schoo l s 

In cluster 7 

A 28. 6 7.1 21. 4 
B 7.7 15.4 15.4 
c 0.0 33.3 6.6 
0 0.0 8.3 0.0 
E 8. 0 8.0 16 .0 
F 3.8 7.7 15.4 
G 4.8 9. 5 9.5 

Total 6.6 11.9 11.9 

In cl uster 9 

A 0.0 14.3 14 .3 
B 3.8 11.5 11.5 
c 20.0 20.0 26 .6 
D 12 .5 8. 3 16 . 7 
E 20 .0 12 . 0 24 . 0 
F 7.7 15 . 4 38.4 
G 23 .8 23.8 14.2 

Total 12. 5 14 .6 21.2 

Urban schools 

X 9. 2 27.3 36.4 
y 9. 1 18 . 2 22 .7 
z 10 .7 7.1 21.4 

Tota l 9.8 14.8 24.6 



When all three options were analyzed, the rural students favored 

cluster 9 (service-maintenance) over cluster 7 (building trades). 

Although the percentage in the first option was small, approximately 

one-half of the rural students' occupational needs preferences fell 

in one of the first three options . 

Although the urban students were preparing for definite occupa­

tions, their percentages for the first three options were similar to 

those of the rural students . Approximately one-half of their occupa­

tional needs preferences also fell in one of the first three options. 

The purpose of objective 5 was to determine what percentage of 

the rural and urban students were preparing for occupations in which 

they would be satisfied . This satisfaction was determined through the 

responses of the students to the MIQ. The lower the vocational needs 

of an individual, the greater the probability of his finding job 

satisfaction . In order to be not satisfied in any occupation, the 

individual usually would have extremely high vocational needs . 

Table 7 shows the percentage of students for which the M!Q 

responses indicated they would be satisf1ed, likely satisfied, and not 

satisfied in the occupations for which they were preparing . Eighty 

to 85 percent of the students from the rural schools would be either 

satisfied or likel y satisfied in an occupation i n cluster 7 (building 

trades) or cluste r 9 (service-maintenance) with 65 to 80 percent of 

the students being likel y satisfied in those cl usters . Schools A, B, 
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C, and D showed a high percentage of students who would not be satisfied 

in occupations in either cluster 7 (building trades) or 9 (service­

maintenance). 
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Table 7. Percentage of rural and urban students by school and totals 
who would be satisfied , likely satisfied, and not satisfied 
in their occupations as based on responses of the MIQ 

Percentages 
High schools Satisfied Likely Not 

Satisfied satisfied 

Rural schools 

In cluster 7 

A 21.4 57.2 21.4 
B 11.5 65.4 23.1 
c 6.6 66.7 26.7 
D 4.2 70.8 25.0 
E 16.0 80.0 4.0 
F 11.5 84 .6 3. 9 
G 14 .3 76.2 9.5 

Total 11.9 72.9 15.2 

In cluster 9 t 
A 21.4 57 . 2 21.4 
B 19 . 2 61.6 19.2 
c 6.6 80 .0 13 .4 
D 12 .5 62.5 25.0 
E 28.0 68.0 4.0 
F 23 . 1 73.1 33.8 
G 33 .3 56.2 9.5 

Total 21.2 65 . 6 13 .2 

Urban schools 

X 18.20 63.40 18.20 
y 27.30 63.60 9.10 
z 21.40 60.70 17 .90 

Total 22 . 95 62.30 14 . 75 



Of the urban schools, school Y showed a high percentage (90.9) of 

students who would be satisfied or likely satisfied in the occupations 

for which they were training. \-Jhen all of the urban schools were con­

sidered, 85.25 percent of the students would be satisfied or likely 

satisf ied with their chosen occupations . 
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Even though the urban students had narrowed their vocational 

choices, the results indi cated that the percentage of urban students 

that would be satisfied or likely satisfied was almost the same as those 

students in the rural schools. Of the urban students, 85.25 percent 

would be satisfied or likely satisfied in the occupations of their 

choice. Of the rural students, 86.8 percent would be satisfied or 

likely satisfied in cluster 9 (service-maintenance) and 84.8 percent 

would be satisfied or likely satisfied in cluster 7 (building trades) . 

Other Findings 

As the research progressed, other findings supplementing the 

study were revealed: (1) how did the composite students' profile 

compare to the profile of the supervisors in cluster 7 (building 

trades)?; (2) how did the composite students' profile compare to the 

profile of t he supervisors in cluster 9 {service-maintenance)?; 

(3) how did the profiles of the rural and urban students compare to the 

profiles of clusters 7 (building trades) and 9 (service-maintenance)?; 

and (4) 1;hich clusters, as identified by the MIQ , were preferred by 

the students? 

Figure 4 shows the comparison of vocational needs of the entire 

student sample to those needs valued necessary by supervisors in 

cluster 7 (building trades) . Fourteen of the needs were valued mo re 
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Figure 4 . A comparison of the scale values of the vocational needs 
between the entire student sample and the supervisors of 
cluster 7. 
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important by the students than by the supervisors . Noticeable differ­

ences were observed between the students ' vocational needs and the 

supervisors' expressed needs for advancement, creativity, responsibility, 

security, and social service . In each case, the students expressed 

higher vocational needs than did the supervisors, which indicated 

complete job satisfaction would be difficult to obtain by the students. 

Figure 5 shows the relationship of student vocational needs and 

the needs expressed by supervisors in cluster 9 (service-maintenance). 

Again, 14 of the 20 needs were ranked more important by the students 

than by the supervisors . The greatest differences were observed 

between advancement, creativity, and independence . However, the stu­

dents' vocational needs were more in agreement with those of the 

supervisors in cluster 9 (service-maintenance) than with those in 

cluster 7 (building trades ). Even though the students were in cl oser 

agreement with the supervisors in cluster 9 (service-maintenance), 

there still remained disagreement concerning advancement. 

Figure 6 shows the relationship of the composite rural and 

composi te urban students to the supervisors in cluster 7 (building 

trades), while Figure 7 shows the re lationship of the composite rural 

and composite urban students to supervisors in cluster 9 (service­

maintenance) . 

Figure 8 shows the percentage of rural students that preferred 

each of the nine clusters as their first, second , and third options. 

For their first option, the composite rural sample showed a percentage 

preference of 17.2 for cluster 3 (sales occupations, service). Ranking 

second and third, with percentages of 13.9, were clusters l (pro­

fessional) and 2 (semi-professional). Cluster 9 (service-maintenance) 
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Figure 5. A comparison of the scale values of the vocational needs 
between the entire student sample and the supervisors of 
cluster 9. 

63 



IUQ scale Import ance rating 
Lo t~od High 

a rea 'a rea 'a rea ' 

-1.0 0. 0 ' +1. 0 +2 • 
• 0 • 0 0 •••••••••••• ••• •• •• 0 •••• 0 • •• ••••• • • ~ • 0 ••••••• 0 .. ~ . . . . 0 • ~ • 0 •• ! .. 0 0 ! 

Abi li ty utilizat ion .. . . . . .. . . 

Achievement . . ... . .......... . . 

Activity . .. ... . . ......... ... . 

Advancement .. . .. . ... ... .. . .. . 

Authority ....... ..... .. . .... . 

Company po 1 ici es .. . .... ... . . . 

Compensation . . . ... . ......... . 

Co-workers 

Creativity 

Independence 

Moral values 

Recognition ..... . ..... . . . . . . . 

Responsibility .. ........ .. . . . 

Security .. . . . . .. . ... .... . ... . 

Social servi ce .. ..... . .... . . . 

Social status . . . . ... . .. ..... . 

Supervision-human relations . . 

Supervision-technical ....... . 

Variety 

Working co nditions ... . ...... . 

- ---Rural students 
- - - - Urban students 
---Supervisors of cluster 

' ' 
I I I I I 

: : ; : : : : :: : : ::: : ~: :: : : : ~ :.J ~: : : : ~ 
I ::;..-- I I 

.. ! .. .. .. .. . o .. ! .. --"'~. ! .... ! . . . . ! 

I : ~~' - ,, ! : 
• 0 • 0 ••• •••• • 0 . . . . . 0 • ..:...;...?--·-;'='- . . • ; 

---:::-:.- -
~-- I I I .... .... ... ·.;:[·· · ·· · ············ 

:-( I I I 

• • ~ • 0 ••• • • • • 0 . . ! .. ;-..( . ! .... ! . .. . ! 
I \ I I I 

. . ! . .. . .... . o . . ! ... -~ 1 .. . . . ! . . .. ! 
I I I I 

/ 
I I / I •. .... . . . ... o . . .. '-· . ... . . . . . • 

I .. ,.,_'~ t • • 

I I li_ , I I 
• • ••••• •• ••• 0 •••••••• ·.;,> ·>· . .. .. . 

I ............... L. ...- I I 
// 

. . ! ..... .. . . o . '-::.:-:- .. . ! .... ! .... ! 
' 

I I I ........ I I I 
• •. .. . .... . . 0 0. · ·~ • • -:-.... • •• • •••• 0 •• • 

I '-, \ I 

. . ! . .. . . .. 0 .o . . ! .. -~ . . ! . ... ! . 0. 0! 
I \t, I I 

. . ! 0 . .. .. •• . o .. ~ . . 0 . .. ~' • . ! .. 0.! 
I ~ I I 

• ,! o• 0 •'' •• , Q, , !' • I \ I I .. . ~;"; .... ; 
. . ! ..... . . . . o . 0! • .. .... ...-/, . ... ! .... ! 

,".::/ I 

_.. '1/ I I I 
00000000 0 00 0 ,..,...o . o o ooo oo oooo o o • oo 

:'l:--..,. I I I 

.. ! . 0 •• 0 0 . 0 .0 .. ~ 0 -~ 0 •• • 0 • • • •• ! 
I I I I 

.. : . . . . . . ... o .. ; .. ·~ }.; .. . . ; .... ; 

. . ! 0 • • 0 • • • •• 0 . . :. -~1 • 0: •••• ~ •••• ! 
I '.._:..I I I 

.o: •••••• • • • oo . ! •••• o ~:--... •• ! . . .. ! 

Figure 6. A comparison of the scale values of the vocational needs 
between the composite rural and urban students and the 
supervisors of cluster 7. 
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Figure 7. A comparison of the scale values of the vocational needs 
between the composite rural and urban students and the 
supervisors of cluster 9. 
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was fourth, with a percentage of 12 .6; while cluster 7 (building trades) 

was the eighth preference , with a percentage of 6. 6, which was below the 

mean. For the first option, three other clusters--4 (service, social­

edu cation), 5 (service, business detail) , and 6 (service, personal)-­

also fell below the mean . 

For the second option, cluster 2 (semi-professional), cluster 

(professional), and cluster 3 (sales, service) were st ill high in 

percentage and ranked in that order . The third option revealed 

cluster 9 (service-maintenance) high with a percentage of 21 .2 ; and 

clusters l (professional}, 2 (semi-professional), and 7 (bui lding 

trades) following closely with high percentages of 17.9, 13 . 9, and 

11.9 , respectively . 

When the percentages for options one, two, and three were averaged, 

cluster 9 (service-maintenance} was first with an average of 15 .8 

percent, clus ter 1 (professional) second with 15 . 66 percent, cluster 2 

(semi-professional) third with 15 percent, and cluster 3 (service) 

fourth with ll percent . 

Figure 9 shows the percentage of urban students preferring each 

of the nine clusters as their first, second , and third options . The 

urban students' first option showed a percentage of 29.6 for cluster 2 

(semi-professional), which ranked first; and cl uster l (professional) 

ranked second, with 26 . 2 percent . It was not until the third option 

that cluster 9 (service-maintenance) received a high percentage of 26.2. 

When the first, second, and th1rd opt io ns were reviewed and 

averaged, cluster 2 (semi-professional) was first with a percentage of 

22 .46, followed by cluster l (professional) ~lith 21.86 percent and 

cluster 9 (service-maintenance) with 15.80 percent . 
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The occupations for wh1ch the urban students were preparing fell 

in cluster 9 ( service-mai ntenance); yet, the percentage for this 

cluster on the first option was 8.2, which fell below the mean of 11 . 1. 

Al though these students were preparing for their chosen occupations, 

their needs could be better fulfilled by four other occupational 

clusters, according to the results of their first choice percentages. 

When the urban students were compared with the rural options, the 

urban students' desire for occupational clusters 1 (professional) and 

2 (semi-professional) ~1as 14 percent greater than the rural students' 

percentages . The results of this study suggested that the students 

possessed vocational needs which could not be met by the1r occupational 

options . 
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In a study of junior college problems in Utah (Mo rtimer, 1966), 

49.7 percent of the males in the study selected professional occupations 

as their job choice . Although th1s part of that study was asking for 

job preference, and the Minnesota Importance Questionnaire (MIQ) was 

seeking vocational needs found in occupations, the selections and 

needs were similar . Unfortunately, only a small percentage of the 

students would actually acqu1re jobs in the professional occupations; 

therefore, job dissatisfaction would likely occur. 

The student sample was comprised of 151 rural students in the 

ninth and tenth grades and 91 urban students from the eleventh and 

twelfth grades in the state of Utah . The students' responses from the 

t41Q were tabulated in order to obtain answers to the objectives of the 

study. 



To the entire student sample, advancement , security, and ability 

utilization were considered most important to the student; while 

independence, social status, and authority were considered least 

important. To the rural students , security , ability utilization, and 

achievement were most important; and advancement, ability utilization, 

and security were co nsidered most important to the urban students . 

No significant difference was found between the composite voca­

tional needs of the rural and the urban students. However, when each 

vocational need was analyzed, the two groups did not agree upon the 

importance of advancement, authority, co-workers , and moral values. 

A small percentage of the students was actually preparing for 

occupations which corresponded to their selected vocational job 

cluster . One of the primary functions of the MJQ was to predict job 

success . From the find i ngs, about 20 percent would find job satis­

faction, 65 percent would l1kel y find job satisfaction, and 15 percent 

would not find job satisfaction . 

The vocational needs of both rural and urban students would be 

better met by occupat ions in cluster 1 (professional) and 2 (semi­

professional) . Not until the third option did cluster 9 (service­

maintenance) become popular . 
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CHAPTER V 

SUMt~ARY, CONCLUSIONS, IMPLICATIONS, 

AND RECOMt1ENDAT IONS 

The summary includes an introduction to the problem, the purpose 
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of the study, the limitations of the study, a synopsis of the literature 

reviewed, the procedures used 1n the study, the results determined 

from the study, implications, and recommendations . 

Introduction 

For many years, educational systems have been concerned about the 

cognitive, affective, and psychomotor domains . In industrial educa­

tion, the development of motor skills, and acquisition of knowledge, 

and the development of desirable personal-social traits are considered 

equal in importance . Despite these co ncerns, however, many workers 

still do not find job satisfaction . As 1ndicated i n various studies, 

employees will more likely lose their jobs because they are unable to 

adjust to their work situation, rather than from a lack of job skills. 

If vocational satisfaction is to take place, the individual must 

realize his abilities and needs and must search for occupations in 

which these will be fulfilled . The theoretical model , upon which the 

theory of work adjustment is based, 1s the identification of the 

individual's work personality which is matched with a similar work 

environment. The work personali ty is made up of the individual's 

ab i lities and his vocational needs . In the work environment, the 



ability requirements of the job and the reinforcers f rom the work 

situation are two important factors . The closer the individual' s work 

personality can be matched to a similar work environment, the greater 

will be his job satisfaction . 

Purpose of the study 

The purpose of this study was to investigate , compare, and analyze 

the personal-social needs of selected rural and urban vocational edu­

cation high school students . Answers to the following questions were 

sought: 

1. What is the rank order of importance, from most to least, of 

the 20 needs identified by the MIQ and expressed by the entire popula­

tion? 

2. What is the r ank order of importance , from most to least, of 

the 20 needs identified by the MIQ and expressed by each individ ual 

school? 

3. Is there a significant difference between the composite pro­

files of the students in the rural high schools and the composite pro­

files of the students in the urban high schools? 

4. What percentage of the students in each high school is pre­

sently preparing for occupations in the ORP cluster which is identical 

to their MIQ profile? 

5. What percentage of the students in each high school is prepar­

ing for occupations in which they will be satisfied , likely satisfied, 

and not satisfied as identified by the MIQ? 
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Limitations of the study 

To measure pred1cted job sat1sfact1on and vocational needs, the 

theory of work adjustment employed the quest1onnaire technique. The 

MIQ was the instrument dev1sed through the theory of work adjustment 

project at the Un1vers1ty of Minnesota . In this study, the MlQ was 

administered to each student 1n the population . 

The student populat1on was comprised of ninth, tenth, eleventh, 

and twelfth graders part1c1pat1ng in vocational programs . The students 

represented both rural and urban h1gh schools. 

The rural high school student populat1on was lim1ted to those high 

schools participating in the Small Schools Integrated Shop Program in 

the state of Utah The Integrated Shop Program was an educational 

program designed to comb1ne 1ndustr1al and agr1cultural learning 

experiences to prov1de a more complete educational program; whi l e the 

urban high school student population was l1mited to three h1gh schools 

in the Salt Lake City area 

Review of literature 

For many years, attempts at vocat1onal counsel1ng have been made . 

Most of the research on vocational counseli ng indicated that those 

being counseled came closer to finding satisfaction 1n their work than 

did those without counsel1ng It has also been determined that those 

receiving counseling made a h1gher proportion of realistic vocational 

choices, rece1ved higher pay, and had more cont1nuous employment . 
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Three major theor1es of vocational gu1dance were identified through 

the review of literature: the tra1t-factor theory, the patterns 

theory, and the work motivat1onal theory. 
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The development of intelligence testing in the early 1900's brought 

a completely new outlook to vocational guidance. This concept was 

developed in the trait-factor theory, which advocated that occupations 

have different requirements and that individua ls working in these 

occupations possess traits which match the occupations. To make the 

theory workable, it was necessary to determine the characteristics of 

individuals in differing occupations . An indiv1dua l was then matched 

to a work position which had similar traits . Some examples of matching 

were accomplished through the use of in telligence testing, aptitude 

testing, mechanical ability testing, manipulative testing, and per­

sonality testing. 

In the early stages of vocational guidance, those years preceding 

World War I, the primary concern was for building tests which would 

measure specific psychological variab les (Bailey, 1968) . After World 

War I, however, the primary goal of test makers became the constructing 

of tests for predict ive value . 

The theory of work adjustment applied the trait-factor theory to 

determine job satisfaction. The work adjustment project identified 

vocational needs which are characteristic of 81 different occupations. 

Through the use of the MIQ, the vocational needs of individuals can 

be identified and matched with similar occupations. 

After World War II, the patterns theory was introduced . Those 

responsible for the development of this theory believed that people 

go through developmental stages at similar ages, and vocational 

development fits into this same pattern . 

One of the best known patterns theories dealt with life stages . 

Super (1957), a noted person in the area of vocational development, 
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identified five stages: (1) growth, birth to 14 years; (2) exploration, 

15 to 24 years; (3) establishment, 25 to 44 years; (4) maintenance, 

45 to 64 years; and (5) decl1ne, 65 years and older. 

Motivational theory was primarily concerned with the reaso ns why 

people worked and the meaning of sati sfaction . The rev1ew of litera­

ture revealed that people work for many different reasons, and that 

work means different things to different people . 

Satisfaction and satisfacto r iness referred to work adjustment; 

satisfact1on was vi ewed from the worker's po int of vi ew, while satis­

factoriness was from the employer' s viewpoint. 

Procedure 

After the problem had been identified, the review of l i terature 

and the investigation of measuri ng i nstruments revealed that the MIQ 

possessed adequate measur1ng properties . When the rural and urban high 

schools were identified and permission was gra nted to use the students 

i n the research study, the resea rcher personally administered the 

questionna ire to the students 

Due to the complexity of scoring the MIQ , and under the advisement 

of the University of M1nnesota research d1rector, the completed 

questionnaires were scored by computer on the University of Minnesota 

campus . The findings and analyses were completed as prescribed by 

the object ves of the study . 

Findings 

The objectives of this study were to answer five questions through 

the util ization of the MJQ. 
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Objective 1. When the rank order of importance of 20 vocational 

needs for the entire student sample was inspected, advancement was the 

highest ranked need and authority was the lowest . None of the needs 

were ranked high in importance on the scale of values by the entire 

student group; however, seven needs were found to be moderately 

important, two needs were ranked low in importance, and one was ranked 

very low. Advancement was ranked first with a scale value of 1.40 , 

security was next with a va lue of 1. 37, followed closely by ability 

utilization at 1.37 and achievement at 1.33. Two vocational needs, 

independence and social status, were ranked low in importance with scale 

values of . 24 and .12 , respectively . Authority was ranked the lowest 

by all of the students, with a scale va lue of -.04 . In six out of the 

seven needs, the urban students had higher need drives than did the 

rural students . 

Objective 2. The rank order of importance of vocational needs by 

the rural schools was simi lar, and this was also true of the urban 

schools . Although some fluctuat ion of rank order did occur, the 

majority of the schoo ls were in agreement. 

Objective 3. No sign1ficant difference was found between the mean 

of the composite rural and the mean of the composite urban MIQ pro­

files . The two groups were also found to be homogeneous. 

When each r~ IQ scale was analyzed separately, a difference between 

the means was found on four of the need scales. Authority created the 

greatest disagreement, rece1ving a more important rating by the urban 

students . Moral values were most impo rtant to rural students. Working 

with co -workers was more important to rural students, and advancement 

was more important to the urban students . In the test of homogeneity, 



no significant difference was found between the groups on any of the 

need scales . 

Objective 4. When the data of ru ral students were analyzed , 6. 6 

percent of them had on their first option vocational needs which could 

have been satisfied by occupatio ns 1n cluster 7 (building trades); 

while 12 . 5 percent had vocat1ona l needs wh1ch could have been satisfied 

by occupations in clus ter 9 (serv1ce-ma intenance) . Of the students in 

the urban schools, 9.9 percent were preparing for occupations similar 

to their vocational needs job clu ster . 

Even though the urban students were preparing for defin ite occu­

pations , their percentages for the f1rst three opt1ons were similar to 

those of the rural students . Although the percentages in the first 

option were low for both rural and urban students , almost 50 percent of 

the occupational prefere nces fell In one of the first three opt ions . 

Objective 5. For the composite rural students, the MIQ revealed 

that 11 . 9 percent would have been sat1sf1ed with an occupation in job 

cluster 7 (bu1lding trades), while 72 . 9 percent would have been likely 

sat isfied with an occupat1on 1n c luster 7. In JOb cl uster 9 (service­

maintenance), 21.2 percent wou ld have been satisfied, while 65 percent 

would have been likely satisf1ed . 

In the urban schools, 22 . 95 percent of the students would have 

been satisfied with the1r chosen job cluster, while 62 . 30 percent 

would have been likely satisfied 

In either student group, 85 to 90 percent of the students could 

have been or could have found job satisfaction i n the manual occupation 

areas . Even though the urban students had narrowed their vocational 

choi ces, the results indicated tha t the per centage of urban students 
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who would be satisfied or l1kely satisf1ed was almost the same as those 

students in the rural schools . 
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Other findings . Dur1ng the research, other findings which sup­

plemented the study were revealed. When a comparison of the needs 

va l ued more important by the ent ire student sample was made with 

responses of superviso rs in cluster 7 (building trades), 14 of the 20 

needs were found to be valued more important by the students . The 

students in both rural and urban groups agreed more closely with the 

vocational need values of superv1sors in cluster 9 (service-maintenance) 

than with the supervisors in cluster 7 (build1ng trades) . 

An analysis of the data 1ndicated that the rura l students had 

vocational needs which could have been fulfilled best through occupa­

tions in cluster 3 (sa les, service) ; while clusters l (professiona l ), 

2 (semi-professional), and 9 (service-maintenance) ranked second, third, 

and fourth, respectively . The data also indicated that the urban 

students had vocational needs which would have been fulfilled best in 

clusters 2 (semi-professional) and 1 (professional), with clusters 3 

(sales, service) and 8 (manufacturing) ranking third and fourth. 

The data also support the finding that students wanted to work with 

other workers on the JOb; however, the other workers do not have to be 

close friends. Also, the students definitely did not want to tel l 

others what to do . The supervisors wanted workers who would obey 

instructions and go ahead on their own to complete the task. 

Conclusions 

From the f1ndings of object1ves 1 and 2, the following conclusions 

were derived: 



l . Although advancement, security, ability utilization, and 

achievement were valued moderate in scale value of importance, they 

were ranked higher than all the other needs and thus were of concern to 

the students. 

2. Students wanted to work w1th other workers on the job; how­

ever, the other workers did not have to be close friends, and the 

students definitely did not want to tell others what to do. 

3. Supervisors wanted workers who would obey instructions and go 

ahead on their own to complete the task. 

4. It appeared that supervisors were not willing or able to give 

the opportunity for advancement, allow creativity, or delegate the 

responsibility of making decisions to the extent which would have 

allowed the students' needs to be fulf il led . 

5. Although authority ranked low in importance by both rural and 

urban students, the students still possessed more desire for authority 

than what supervisors would have liked them to have . 

From the findings of objective 3, the following conclusions were 

derived: 

6. Although some differences occurred, the rural and urban stu­

dents had similar vocational need s , 
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7. If objectives were written on the state level in the affective 

domain and with vocational needs in mind, it appeared that the objectives 

would have been functional for both rural and urban students. 

From the findings of objective 4, the following conclusion was 

derived: 

8. Students had greater vocational needs than the occupations for 

which they had been training appeared to have been able to provide. 



From the findings of object1ve 5, the following conc lusion was 

derived: 

9. Due to the students ' high vocat ional needs, i t would have 
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been difficult for many students to have found complete job satisfaction 

in occupations in clusters 7 (building trades) and 9 (service­

maintenance) . 

From the other findings, the following conclusions were derived: 

10 . Since the vocational needs of both rural and urban students 

would have been better met by occupations in c lusters 1 (professional) 

and 2 (semi-professional), the students' vocational needs were un­

realistic. 

11 . Although both the rural and urban students were preparing 

for occupations which were in cluster 9 (service-maintenance), their 

vocational needs would have been better met by occupat io ns in clusters 

1 (profes sional) and 2 (sem i -professional) . 

D1scuss1on 

The opinion of this researcher was that the MIQ proved to be an 

adequate instrument for measuring the vocational needs of the rural 

and urban industrial education students . From the various student 

responses to the M!Q, definite vari ations of scale va lues were revea led . 

As to the measurement of varying age groups, the researcher relied 

upon the MIQ's statistical treatment for stability and the life 

stages is exploration, which i ncludes ages 14-24 . The students in 

the study fell into this life stage and were therefore considered 

similar . 



In predicting job satisfaction, this researcher believed that the 

MIQ could indicate to what degree a student would be likely to find 

jo b satisfaction One reservation concerned the val1dity of the 

selection of job clusters as a practical determiner of the work en­

vironment . The reason for this concern was based on the fact that 

many of the students had vocat1onal needs which expressed the pro­

fessional and semi-profess ional occupat1onal levels . Thi s was un­

realistic when one considered the small percentage of students which 

actually would enter these occupat1ons. 

For counseling purposes, the theory of work adJustment appeared 

to be sound . However, 1t was very d1fficult to establish a true 

reinforcer system . It was, therefore, the opinion of this researcher 

that the needs possessed by the student could not be adequately 

matched with occupational clusters because of the student's unrealistic 

desires. 

The conclusions from this study posed a philosophical question. 

If satisfaction and satisfactor1ness were to take place, should the 

worker be required to change his pattern of needs to match the work 

environment, or should the work environment be changed to match the 

worker's needs? 

Educationally, the values of voca tional needs become a two-fold 

problem: the preparing of the student toward the occupationa l rein­

forcer system and the informing of the employer about the needs of 

the employee. The school and society should realize that the stressing 

of advancement might not always be desirable, nor are the development 

of creative traits and the establishment of strong leadership programs 

always to the best interests of the student. This is true because 
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such programs could well increase already existing barriers between 

the employer and the employee. Therefore, the vocational needs should 

be analyzed through objectives presented in honest terms of the job 

opportunities and reinforcer systems. The employer must realize that 

employees possess needs and drives. The employer should develop 

techniques which will allow employees to fulfill their needs and still 

allow the employer to maintain administrative control. 
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To the urban student, the concern for authority and advancement 

might have been due to the metropolitan work pressures which were not 

felt as much by the rural students. r~oral values and the need for 

co-workers were more important to the rural students. This might have 

been due to the closeness of the smaller communities and their religious 

influences. The desire for authority by the student, but the lack of 

its opportunity as evidenced by the supervisors, could lead to con­

tinual loss of job satisfaction unless counseling processes could lead 

the student to an acceptance of less authority. 

Advancement, security, ability utilization, and achievement were 

ranked the four most important needs by the entire student sample . It 

is conceivable that the influences which society transmits to young 

people are reasons for these needs receiving the highest scale values . 

There is no intent to imply that these needs are bad or foolish; but 

educators, parents, civic organizations, religious groups, and students 

must realize that not all occupations can meet these needs, nor can 

all workers qualify to receive them if they are available. 

Many of the students indicated the possession of vocational needs 

which could be met by professions in clusters 1 (professional) and 

2 (semi-professional). The results of the MIQ also revealed that the 



students had acquired vocational needs which could not be satisfied by 

occupations in cluster 7 (builder trades) and 9 (service-maintenance). 

The investigator is of the opin1on that this has come about due to 

the strong emphasis upon the earning of a college degree . It is 

generally believed that to succeed in life the student must prepare 

himself for vocational choices which require advanced schooling. 

Although educators realize that advanced education i s not possible 

for all, the continual social pressures are forcing individuals to make 

vocational choices in which satisfaction will be difficult to achieve. 

Thus, society is indirectly developing job dissatisfaction . 

Educationally, this should be resolved through counseling by both 

the guidance personnel and teachers . If the student ' s abilities 

correspond to another job cluster and his vocational needs can be 

satisfied in that cluster, the student should be encouraged to change 

training areas . However, if the student is preparing for an occupa­

tional area which corresponds to his abilities, but his vocational 

needs could not be satisfied 1n this area, a possible solut ion would 
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be to change the student's needs profile to meet his area of training. 

This investigator postulates that it wou ld be wiser to begin developing 

work adjustment before the worker enters the work environment . The 

schools should continue to encourage students to develop their abilities 

to the fullest potential, but the students must also be informed that 

satisfactory occupations cannot be taken for granted, nor can satis­

faction in that job be guaranteed . 
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Recommendations 

As a result of the experiences gained from conducting this research 

project, the following recommendations are made for future research: 

1 . Further study should invest1gate and determine to what extent 

vocational needs of students can be changed or should be changed . 

2. Studies should be devised to determine the best methods of 

teaching to bring about change of vocational needs. 

3. Develop a study which would determine i f change of vocational 

needs can take place without crea t i ng add1tional frustrations within 

the student. 

4. Develop affective behavioral objectives on the state level to 

aid in vocational adjustment . 
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Appendix A 

Occupational Clusters 

Table 8. Occupations in each ORP cluster 

Cluster 

Cl uster 1 

Techni cal occupations, 
professional 

Cluster 2 

Technical occupations, 
semi-professional 

Cluster 3 

Sales occupations, 
service 

Cluster 4 

Service occ upations, 
social-education 

Cluster 5 

Service occupations, 
business detail 

Occupation 

Engineer , civil 
Engineer, mechanical 
Engineer, time study 

Accountant, cos t 
Programmer (business, eng., and sci .) 
Statistician, applied 
Wr i t er, technical publi cations 

Beauty operator 
Salesman, real estate 
Salesman, securities 

Caseworker 
Counselor, school 
Counselor, vocational rehabi litati on 
Instructor, vocational school 
Librarian 
Occupational therapist 
Physi cal therapist 
Teacher, elementary school 
Teacher, secondary school 

Accounting clerk, civil service 
Automobi le service, station attendant 
Clerk, general office, civil service 
Stenographer, technica 1, civi 1 service 
Typist, civil servi ce 
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Table 8 Continued 

Cluster 

Cluster 6 

Service occupations, 
personal 

Cluster 7 

Manual occupations, 
building trades 

Cluster 8 

Manual occupations, 
manufacturing 

Cluster 9 

Manual occupations, 
service-maintenance 

Occupation 

Embalmer 
Medica l technologist 
Nurse aid 
Nurse, licensed practical 
Orderly 
Radiologic technologist 
Waiter-waitress 

Carpenter 
Heavy equipment operator (construction) 
Painter/paperhanger 
Pi pefitter 
Plumber 

Accounting clerk, manufactur ing 
Assembler (electrical equipment) 
Assembler, sma ll parts 
Baker 
Marker 
Meat cutter 
Production helper (food) 
Punch-press operator 
Sewing -machine operator, automatic 

Automobile-body repairman 
Automobile mechanic 
Draftsman, architectural 
Electrical technician 
Electrician 
Electronics mechanic 
Machinist 
Maintenance man, factory or mill 
Office-machine serviceman 
Screw-machine operator, production 
Photoengraver (stripper) 
Sheet metal worker 
Television service and repairman 
Welder, combination 
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Figure 10. ORP cluster 1: Technical occupations, professional; 
importance rating obta ined from 105 supervisors I'IOrking 
in the techni cal occupations . 
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Importance rating 
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Figure 11. ORP cluster 2: Technical occupations, semi-professional; 
importance rating obtai ned from 162 supervisors working 
in the technical occupat ions . 
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Figure 12. ORP cluster 3: Sales occupations, service; importance 
rating obtained from 99 supervisors working in the sales 
occupations . 
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Figure 13 . ORP cluster 4: Service occupations , social-educational; 
importance rating obtained from 318 supervisors working in 
the sales occupations. 
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Figure 14. ORP cluster 5: Service occupations, business detail; 
importance rating obtained from 221 supervisors working in 
the service occupations . 
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Figure 15. ORP cluster 6: Service occupations, personal; importance 
rating obtained from 253 supervisors working in the service 
occu pations. 
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Figure 16 . ORP cluster 7: Manual occupations, building trades; 
importance rating obtained from 175 supervisors working 
in the manual occupations. 
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Figure 17. ORP cluster 8: r~anual occu pations, manufacturing; importance 
rating obtained from 277 supervisors working in the manual 
occupations . 
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Figure 18. ORP cluster 9: Manual occupations , service-maintenance; 
importance rating obtained from 478 supervisors working 
in the manual occupations. 



A~~endix B 

Mean Scores of the 20 Vocational Needs for the Rural and Urban Schools 

Table 9. t~ean scores of the 20 vocational needs for the rural schools 

tHQ scales A B c D E 

Ability utilization 1.37 1.40 1.25 1. 35 1. 23 
Achievement 1.29 1. 50 1.13 1.33 1. 22 
Activity .62 . 55 . 73 . 59 .44 
Advancement 1. 11 1. 47 1.40 1.51 1.19 
Authority .29 -.02 -.23 .17 -. 28 
Company policies . 71 .88 .85 1. 06 . 57 
Compensation . 72 .93 . 77 . 97 . 76 
Co-workers .61 . 90 .54 . 98 .92 
Creativity .90 1.21 .99 1.21 1.04 
Independence .49 .10 .13 . 30 .18 
t~ora 1 va 1 ues .49 1.11 . 50 1.14 .86 
Recognition .98 1.05 . 94 . 79 . 66 
Respo nsibility .83 1.13 . 95 1.30 1.13 
Security 1.10 1.36 1. 58 1.44 1. 25 
Social services . 91 . 99 . 67 1.16 .82 
Social status . 24 .36 -.05 .30 . 05 
Supervision--hum. rel . .66 .88 1.05 1.13 .75 
Supervision--technical .55 . 70 1.04 . 98 . 48 
Variety . 56 .71 .63 .30 . 36 
Working conditions 1.10 1.20 . 99 1.47 1.24 
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Table 10 . Mean scores of the 20 vocational needs for the urban schools 

MIQ scales X y z 

Ability utilization 1.59 l. 30 1.43 
Achievement 1.55 1.18 1.30 
Activity l. 16 .64 . 30 
Advancement 1.55 1.77 1.49 
Authority . 37 .21 -.02 
Company policies .79 . 63 .66 
Compensation 1.22 .86 . 57 
Co-workers .48 .63 . 38 
Creativity 1.52 1.15 1.34 
Independence .99 .35 .15 
t·1ora 1 va 1 ues .46 .25 .37 
Recognition 1.04 .84 .84 
Responsibility 1.35 1.05 1.25 
Security l. 74 1.41 1.16 
Social service .40 .69 1.00 
Social status .22 .09 -.11 
Supervision--human relations .84 .84 . 59 
Supervision--technical . 93 1.06 . 48 
Variety . 98 .84 . 38 
Working conditions 1 .49 1.14 1.00 
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