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The 1dle man does not know what

it is to enjoy rest. Hard work,

moreover, not only tends to give

us rest for the body, but, what

is even more important, peace to
the mind.

(Sir John Lubbock,
The Pleasures of Life,
D. 316)
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CHAPTER 1

INTRODUCTION

Statement of the Problem

A mental hospitel, through the various technlques at
its disposal, tries to make it possible for the emotionally
disturbed person placed in its charge, to become a self-
sufficient useful citizen. A mental hospital's responsi-
bility, unlike that of a general hospital, does not end when
the petient leaves. The patient continues to need 1ts support
and guldance to make the type of adjustment which will prevent

his return to the hospitel.

Until the patient has been able to become reinte-
grated into the life of the community, the real purpose of
a mental hospital has not been accomplished., It is now gen-
erally recognized that one of the more important factors con-
tributing to a patient's return to & mental hospital 1is a
poor ﬁork adJustment. Authorities in the field of vocational
rehabilitation such as Rennie (40) stress the need for helping
a patient who requires such assistance to find and keep the
the kind of Job which will not only satisfy his financial
needs but meet the ego-centered drives which find satis-
faction in work,

Dr. R. H. Felix, Director of the National Institute
of Méntal Health, in a recent address said (17): "We are

beginning to realize more and more that there are a variety

1l
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of theraples needed to treat and effect recovery of the men-
tally 111. Some of these are the theraples pecullar to the
psychlatrist--but only some. In many cases they are neces-
sarily the most important. But rehabilitétion in i1ts total-
ity, and vocational rehablilitetion specificelly, is one of
the vitel, one of the essential therapies needed from the
beginning, from the very beginning."

In most mentel hospitels today, a patient is not
completely dlscharged when he first leaves the hospltal. He
ie given a trial period, usually a year, during which time
he is still considered a patient, although he is not in
residence., The medical staff permits an individuel to
leave the hospltal when the doctors feel that he can adjust
to the community life, including satisfactory attention to
his Jjob. During the serles of interviews preceding this
frial period away from the hospltal, many patlents can suc-
cessfully verballize thelr sbility to adjust to a job but
freouently are returned to the hospltal because of poor ad-
Justment, including Jjob difficulties.

The reasons for this maladjustment to work given by
returned patients, fall into different categories ineluding:
frustration due to lack of recognition by supervisors, dis-
crimination in favor of other employees, poor relations with
fellow employees, and other personality factors not related
to Job skilis or ability to produce. Clinical experience
has shown inabillity to do the Job because of lack of skill,
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or dlgsatisfaction with the basic work itself are clted far less
freguently by returned patients than personality factors

which are incorporated in the totel structure of the indi-
vidual.,

This stvdy will deal wlth a specific type of mental
hospltal patlient, the person diagnosed as paranoid schizo-
phrenic. Patients with this diagnosis were selected be-
cause they represent a more serlous problem in vocational
‘rehablilitation than patients with other diagnoses.

Later discussion will show why paranoid schizophrenics,
more often than other psychotics, find it difficult to make a
satisfactory work adjustment. For the present, it is suf-
ficient to quote from a study by Wittenborn end Nettler on
the hospital adjustment of psychotic patients. The authors
state (57): "It ie commonly reported by institutional
workers that paranoid patients are among the most useful
around the hogpital. It is probably because of this fact
that many paranoid pstients are released as competent when
in effect they are still seriously ill."

A further reason for choosing parancid schizo-
phrenics is the large number of patients who are gilven this
disgnosis by the medical staff. The writer's experience has
shown that a sizeable majority of patients referred for
vocational rehabllitation havg been given thie diagnosis.

The shaitered environment in which the patient has
made a good adjustment, makes it difficult to evaluate his
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future adjuétment in the more competitive, rigorous and trau-
matic post-hospital environment. If it were possible to make
a prognosis as to how he would react to this more threaten-
ing énvironment, before he were permitted to leave, addi-
tional therapy could be instituted to help him gain insight
and increased emotional stébility to enable him to cope with
the world outside the hospltal.

The development of a technique which could serve as

a prognostié measure is the objectlive of thlis present study.

Motivating Factors in Work

In our Wegtern culture, satisfactory status is de-
pendent on certain habits, personality characteristics and
other components of behavior which have been accepted as
meeting the group standards, An adequate work adjustment
ranks high on the hierarchy of these culture-imposed values
and our national heritage and literature ls replete with
examples of men who have reached the piﬁnacle of occupational
success.,

Work, which Gray (21) calls an "economically and
emotionally significant segment of humen behavior," repre—'
gente such an important aspect of our mores because it occu-
ples most of the major portlon of the waklng hours of the
adult population. The average adult male spends more time
on his job than with his family. In addition, many of his
social activities such as clubs sponsored by his firm, union

affairs, etc., are centered around his job. A man is usually
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conaldered as making a good global adjustment, primarily on
the basis of how well adjusted he is vocationally.
Unemployment or poor work adjustment tends to have
a serious effect on every other aspect of an individual's
life. According to Stagner (51): "Maladjustments [in the
work gituation] abe profoundly more disturbing and of more
serious consequence to the worker, since his,Job is for hinm
the focal point of his life. Unhappiness and failure here
affect every other phase of his life demands snd plans...
status and a feeling of personal worth--fundamentals for a
well ad justed personality--are seriously affected and lowered.®
In discussing mental hogpltal patients, Rennie (40)
stresses the importance of a satisfactory Job in the total
treatment and eventual emotlonal adjustment of persons dis-
charged from a mental hospital. He points out that economic
conslderations are not the only grounds for helping a patient
find a suitable Jjob. "A man's worth in hls own eyes, as
well as in the eyes of hils neighbors, is to a considerable
extent determined by his ability to earn a living. Getting
and holding a Jjob 18 evidence to the patient that he has
made & good recovery and strengthens his confidence. The
Job itself, if well chosen, holds many satisfactions." (40, p.10)
While the prestige factors and ego-needs involved
in the type and level of work a person does is given serious
Qensideration by his femily, his associates and the individu-

al himself, 1ndustry, on the whole, still places major stress
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on what Stagner calls the "dollar fallacy." In discussing
the question of motivation and conflict in industry he
etates (29, p. 2): ©"A second common error in the field

of the psychology of motivation as applied to industry may
be called the ‘dollar fallacy.' According to this view
employers are motivated only by a concern for dollars and
cents, and workers likewise are motivated only by what is
in the pay envelope."

Stagner algo refers to the U, 8. Department of Labor
Statistics which reported that 73.9 percent of all strikes
in this country in 1948 involved !4 gher wages or shorter
hours as an issue. "No one knows better than the average
personnel manager how fallaclous these figures are. In many
cases the workers first get angry and go on strike, then
look around for gomething to demand. Hligher wages and shorter
hours are simple, neat and easy to formulate. It is thus
likely that in many cases, they are secondary demands, mede
up to rationalize the fact that the workers are unable to
state exactly what it is they want." (29, p. 2) Studies
by the Twentleth Century Fund have also shown that wage dis-
putes, the ostensible cause of industrial conflicts, are
only secondary causes.

We have further evidence that other, perhaps more
;mportant factors operate in instances of worker dissatis-
factlion and strikes. In the recent coal disputes it has been

estimated thet it would take several years for the miners to
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compensate for the money lost during their long period of
inactivity, even with the increased wages granted them.
Stagner (50) speaks about the "irrationality of strikes”
and cites a report from the Hind and Dauch Paper Company
on & strike in one of their mills. Thie strike hed cost
their workere an amount in wages that would require five
years, eleven months to recoup at the rate of thelncrease
won. .

8trikes by Hollywood writers and fechnicians; alr-
line pilote who can look forward to salaries of %l0,000'per
Year or better; insurance salesmen whose earnings are not
entirely dependent on the firm but to a certain extent on
the individval's ability, all attest to the importance of
non-economic motives in working. Stagner says (29, p. 4)
"Having taken a job for purely economlc reasons, the worker
immediately begins trying to satisfy, on and through the
Job, his sociel and egolstic motives."

The earlier workersg in the fleld of industrial
psychology tended to overlook these non-economic motives,
Taylor, who died in 1915, according to Viteles (54, p. 561)
"recognized the existence of other motives, but, in practice,
increased pay for increased work was employed as the sole
inducement for encouraging meximum production." Most wage
incentive plans have one common purpose: to increase the

>amount of production., While this purpose may be accomplished
to a limited extent, 1t is questionable whether, in the long
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run, production actually 1s increased, since workers tend
to regard incentive programs with some hostility and sus-
picion.

Again cuoting Viteles, (54, p. 563) "Production 1is
ad justed by the worker not only with respect to pay and
spesd of work, but as a means of;postponiﬁg lay-offs, steady-
ing employment and stabilizing earnings. In addition, such
intrinsic factors as grievances, disllike, hard feelings
toward management, and discouragement unquestionably inter-
fere with maximum pfoduction.“

The falsity of the assumption by industry that
financial incentives are all-important in a worker's.re—
action to his Job, was illustrated in the Hawthorne Plant
Study conducted at the Western Electric Company. This study
started out to investigate certain working conditions, such
ag the degree of optimum illumination, and their effects upon
employee production. In the various investigetions included
in this study between 1927 and 1939, 1t was observed that,
regardless of how good or how bad the working conditions
were, productivity depended tremendously on the esprit de

corps of the working group.
As part of the Hawthorne study, an experiment was

conducted with five women assembling small electric relays.
These women participated as a group in this experiment for
about flve years. The objective was to discover the different

pay rates and other job condlitions which resulted in the
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highest production and efficiency. Young (58, p. 609) in
reporting on this phase of the study has this to say:
| "There was & gradual but regular increase in pro-
ductivity, regardless, to a lerge extent, of the conditions
of the work imposed...there was no evidence that alterations
in pay incentive played any special part...the most likely

- and probable explanation is that their improved industrial
efficiency depended upon thelr psychological attitudes
toward the work and toward each other. It was a matter of
producing a freer, happler and more enjoyable 1life on the

Job itself.?
As far back as 1873 Samuel Butler recognized that

the 1ndlvidual as a worker could not be separated from the
person with his ego-needs and basic problems. In his The

Way of All Flesh he states: "Every man's work, whether it

be literature or music or pictures or architecture: or any-
thing else, 1s always a portralt of himself, and the more he
tries to conceal himself, the more clearly will his character
appear in spite of him."

Bills, in discussing motives, has this to say,
(6, p. 171): ‘"Money rewards have a rather universal appeal,

but only because money can satisfy several motives at once.

The graduael standardization of wages and collective bargsin-
ing are removing the effectiveness of this appeal in the
lower brackets...[however] the longing for a sense of personal

worth is stronger than ever. An opportunity given a worker
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to secure a feeling of his own importance or his own share
in something blg with which\he can identify himself often
outranks monetary rewerds in 1its stimulating power." He
also cites one study (p. 173) in which a factor which a
large group of employers thought should rank first, namely,
fair pay, was given third place by the workers themselves.
They ranked credit for all work done in first place, while
the employers ranked it seventh.

Other writers in the fleld of industrial psychology
who recognize the complexity of motives and needs which go
into a person's reaction and attitude toward his work are
Anderson (3), Blum (7), Cantor (9), Katz (30), Tiffin (52),
Viteles (54), and Young (58), who discuss the following
factora: the significance of his job to the worker, the
soclal satisfaction obtalilned from the work, the interest in
the work, treatment on the Jjob, a chance to show individual
initiative, the type of person in charge, relations with
fellow employees, feelings of discrimination, seeking psycho-
logical balances, recognition, extraneous problems related
to a worker's home and family, and ego-centered motives.

Reyneclds and Shister reflect the growing concern
with non-financial motives when they say (41, p. 46): WThe
importance of non-economic motivation has, of course, been
stressed by recent writers on industrial relatione, but it
seems almost impossible to emphasize it too strongly.®

Katz, 1n discussing morale and motivation in industry,
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(30, p. 155) sums up the one-sidedness of the financial
viewpoint when he says: "The central fact about the out-
‘come of the studles of worker morale is that they do not
corroborate the general philoscphy of management which em-
phasizes the importance of external rewards. Workers place
considerable valuve upon being a member of a congenial work
group. They are(favorably affected by a supervisor or boss

who treats them as human beings."

Work and Frustration

It has béen shown in the preceding pages that
management is wrong when it disregards the emotional needs
of workers and regards them simply as machines, whose
efficiency can be improved. Industry has finally become
aware of the importance of the mental health, mental attitude
and emotionsl stability of the worker, together with his
functioning as a member of a group. His relatiené wlth his
fellow employees and his superiors, his asplrations and
self-concept, all have a bearing on the employee's pro-
ductivity and satisfectlon on the Jjob. '

As Young (58) points out, work not only meets the
fundamental needs to satisfy hunger and provide for bodily
care and shelter; it also, in time, becomes closely associated
with the need for ego security and ego recognition. Work
alse takes on a soclael aspect because it most usuwally in-
volves interaction with others.

When an individval is blocked in satisfying these
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strong internal needs through what should normslly be a
gatisfying medlum, frustration is bound to occur. As
Baxter puts it, (13, p. 125): "Today's tempo of industrial
change is speeded by scientific and technical discovery.
Jobs are broken into separate processes; Jobs and whole:
1ﬁdustr1es'even disappear...The groups in which the em-
ployee works and lives change ceaselegsly., The result is
that he...experliences a sense of void, of emptiness. In
such a situation, his anxieties--many, no doubt, irrationsl
or ill-founded--increase and he becomee more difficult both
to fellow workers and to supervision."

The majority of workers can tolerate the frustrating
agpects of their work. They do not generalize from a par-
ticular frustrating aspect of their total behavior until
they become neurotic or psychotic individuals. Asg Hybl and
Stagner express 1t (27): "The normsl individual, we assume,
does mobllize energy for the task at hand, and is frustrated
by failure. He has, however, a conslderable backlog of
successful experiences, and consequently does not megnify
this particular frustration as does the newotic. Further-
more, he has enough leeway left between his normal operating
tenslon level and hie ceiling that he can tolerate more tension
without material disruption of behavioral control."

‘Rosenzwelg (43) points out that an individual does
not usually distort the obJective facts of a llfe situation

even though it may be frustréting to him, but a neurotic
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13

cannot 1solate such a traumatlc experience without relating
it to hig entire experience. Menninger (36) believes that
worker dissatisfaction, accldent proneness, high turnover
may grow out of difficulties in interpersonal relations, in
attitudes to authority and in the psychological aspects of
work itself.

The literature of industrlal peychology contalns
many references to the posltive relatlion of neuroticism and
psychotic tendencles to work maladjustment, although most
of the studies deal with the neurotic rather than the
psychotic worker. Ling (32) ecites a study by Fraser who
estimates that one third of all sickness absence, in a sample
of 3,000 workers, was due to neurosis and that 10 percent of
the persons examined had suffered from disabling neurosis
during the 6 months under review. Gray (21, p. 327) feels
that "there is considerable evidence that a large percentage

-of time lost from work is dvue fundamentally to neuroses, i.e.,
emotlonal or mental illness of one kind or another." The

same auvthor (21, p. 366) reports Oakley, an English industrial
psychologist, es saylng: #The person with psychoneurotic
tendencies 1s less likely to be successful in team work than
in individuwalistic work...3ome persons do appear to be more
prone to psychoneurosis than are others., They would form
obsessions in almost any workshop or office."

Other writers in the field who have discussed under-

lying emotional problems and thelr effect on work adjustment
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are: Anderson (3), Blum and Balinsky (8), Cantor (9),
Deutsch (14), Fenichel (18), Gardner and Noore (19),
Ghiselli and Brown (20), Karn and Gilmer (29), Rennie (40),
and Rennle and Boieman (39). Fenichel emphasizes the role
that personality problems of long duration play in work
malad justment. Situational stresses which tend to‘re—
activate childhood conflicts are potent in produélng neurotic
reactions in psychélogically predisposed individuals. lAn
adult, rejected in his childhood, may adjust satisfactorily
until he feels his employer is not satisfied with him., This
can arouse his old fears, insecuritles, and hostilities in
regard to rejection by an authority, in this case his super-
visor or employer.

A survey of the literature reveals very few studles
dealing with the vocational adjustment of psychotic patients
from a mental hospital. The needs of these individuals have
not been adequately recognized despite the help glven thenm
by the federal government in 1943. Prior to that date the
vocatlional rehabilitation program, sponsored Jointly by the
Tederal and state governments and administered by the state
rehabilitation bureaus, handled only those persons with
physical disabilitlies which could be considered vocational
handicaps. The passage of the Barden-LaFollette Amendment
(Public Law 113) in 1943 permitted the state agencies to
provide vocational rehabilitation to both the physically

and emotionally handicapped citizens. In other words this
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law specifically recognized that an emotional disturbance
could be a vocational handicap. Yet Rennie writing in 1950
(40) states that few professional people, even psychiatrists,
are aware of the service which is available to persons with

a psychiatric vocational handicap.
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CHAPTER II

THE PARANOID SCHIZOPHRENIC AND HIS WORK ADJUSTMENT

It has been stated previously (p. 3) that the para-
noid person finds it difficult to make a satisfactory work
ad justment. What are the characteristies of this psychotic
disorder which causes more serlous work maladjustment than
18 often encountered in deéling wlth other psychotic patients?

As has been shown (p. 3) the paranoid patient fre-
quently makes a good adjustment to the sheltered environment
of a hospital and 1s consldered a good worker. Also, despite
the systematized delusions characteristic of the paranoid,
many aspects of reality are retalned, making it difficult to
evaluate the intensity of the disturbance. For this reason,
paranoid patients, more often than patients with other psycho-
tic disturbances, are released when they are still seriously
111, because they can, very often, give the impression of
being in a more advanced stage of recovery than they actually
are.

The most sftriking aspect of paranolid schlzophrenia
is projection based on a stfong element of defensive hostility
because of the patlient!s feelings of rejection by others.
The systematized delusions of persecution, ideas of reference,
compensatory strivings to obtain satisfaction by attributing
hostility and aggressive motives to others, find a fertile

field in the close personal and social contacts of the work

16
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situation, and the potential threat to the paranoid's very
low self-esteem. He tends to exaggerate his troubles, to
regard hie misfortunes as due to moves on the part of others
against him and becomes suspicious of everyone with whom he
comes in contact,

In his need to protect the wvulnerable aspects of
his personality, in his craving for a recognition greater
than he can accomplish, he resorts to blaming others in an
attempt to relieve his own anxiety over self-guilt. Gardner
and Moore (19, p. 247) describe what they call "Status
Anxliety," as follows: "An individual expresses concern
over his position, relative to others. He 1s disturbed if
gsomeone else gets more recognition from the boss than he
does; he worries over status symbols...Anxieties.may;become

. 80 extreme that they develop infTo severe neuroses, accompa-
nied by feelings of persecutlon, insomnia, inability to
concentraté and other nervous disorders." These symptoms
are slmiliar to the paranold tendencles observed in patients.

Deutsch (14) deseribes somewhat similar symptoms of
work maladjustment in his discussion of " job phobia develop-
ing from overcompensation neurosis."

The poor Jjob adjustment of the suspilcious, resent-
ful, and dissatisfiled worker is recognized in the llterature
of industrial psychology. Blum and Balinsky (8) attribute
a large proportion of work fallures to faulty ways of meet-

ing situations, unhealthy preoccupations, fears, irrational
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attitudes and prejudices. "Work fallure in a majority of
instances 1s not duve to lack of ability but to the presence
of factors of a more dynamic nature that influence the
total personality.' (8, p. 508)

In a étudy by Sprol (48) on the oeccupational adjust-
ment of the psychoneurotic veteran, inability of a veteran
to get along with other employees was ranked second among
the reasons why employers refuse to employ psyehoneuﬁotic
veterans. Hoppock and Robinson (26) listed six major com-
ponents of Jjob satisfaction. The first one onthis liset was
the way an individuval reacts to unpleasant situations.

In this connection it'is important to recognize that
a paranold patient will unconsgclously exaggerate an un-
pleasant situation. A‘well ad justed worker does not consider
that pralse given to another worker rather than himself,
represents a serious threat to his self-esteem. Hé can pass
;t off lightly end does not become frustrated as though he
has been deprived of a major satisfactioﬁ. A paranoidY .
patient on the other hand considers lrritations in the work
aréa as serious threats to his personality, because these
irritaﬁions, to him, represent rejection, inferiority and
lack of worth.

The paranoid patient, therefore, because of his
abllity to cover up feelings of inadequacy, resentment toward
others, and irrational delusions concerning their motilves

toward him, represents a serious problem in his vocational
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rehabilitation. He is often let out too early into the
traumatic, competitive work environment.When he fails %o
find the success and satisfactlons that he craves moré

than others, he finde it difficult to tolerate the usual
work frustrations. As a result he tends to widen the scope
of hie defensive reactions and generallze these feelings of
hostility to include his home, famlly and other aspects of
his behavior. In severe cases, this inabllity to adjust

to the total environment may necessitete his return to the

hospital.
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CHAPTER III

HYPOTHESES

The discussion in the preceding pages has shown that
one factor differentiating the paranoid schizophrenic from
the well adJusted worker is his 1nabilit§ tb tolerate the
run-of-the-mill frustratlions occurring in the usual work
situvation.

This inabllity to tolerate work frustration is inter-
preted as stemming from feelings of rejection and low self-
evaluation, and a need to proﬁect vulnerable aspects of hile
personality by ascribing blame to someone else.

| The paranold schizophrenic's feelilngs of rejection
lead to resentment and hostility whleh are projected onto
others. He begins to envy the accomplishments of others
and begins to believe that his fellow workers and his
superliors are discriminating against him.

A paranoid schizophrenic is often capable of conceal-
ing or repressing underlylng feelings of rejection by and
hostlility toward others., Structured methods do not always
reveal those layers of the personality repressed or concealed.
Projective methods, on the other hand, from their ambiguous
and unstructured nature, can sometimes break through the
defensive mechanisms of concealing or repressing impulses
uvnacceptable to the self. These projective techniques are

deslgned to ellicit underlying personality dynamies involved

20
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in interpersonal relations.

The above conslderatlions led the writer to formulate

and test the following hypotheses:

HYPOTHESIS I

A WORK FRUSTRATION TOLERANCE SCALE (WFTS) can be
developed to measwre a perseson's frustration
tolerance in a work situation.

1.

HYPOTHESIS II

Such a scale would differentiate between
a2 well adjusted worker and a paranoid
gschizophrenic who has failed in hie work
ad justment.

Such a scale would differentiate between a
paranold schizophrenic who is making a
satisfactory work adjustment and a paranoid
schilzophrenle who has falled in his work

ad jus tment.,

Such a scale would faill to differentiate
between a well adjusted worker and a
paranoid schizophrenic who is meking a
gatisfactory work adjustment.

A projective (non-structured) work frustration
tolerance test, the Tomkins-Horn Picture Arrange-
ment Test (PAT) will differentiate the above
three groups more sharply than the structured
test (WFTS).

1.

Such a projective technique would
differentiate more sharply than the WFTS
between a well adjusted worker and a
paranold schizophrenic who hasg falled in
hie work adjustment.

Such a projective technique would
differentiate more sharply than the WFTS
between a paranold schizophrenic who is
making a satisfactory work adjustment and
a paranold schizophrenic who has falled in
his work adjustment.

Such a projective technique would
differentiate between & well adjusted
worker and a paranoid schizophrenic who is
making a satisfactory work adjustment.
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CHAPTER IV

METHODOLOGY

" A comprehenslve study of the literature reveals that
there are two principal methods by which work frustrastion
tolerance can be measured. These methods may be élassified
as structured and projective. This chapter will deal wilth
a structured method developed by the writer and a projJective

method currently being validated for industry.

A VWork Frustrat;on'Tolerance Scale

One method of determining frustrating factors in a
work situation is to find out what individuals wént most
from their Jobs. If their needs in these areas are blocked,
frustration is bound to result.

Employee attitude surveys are used 1ﬁ industry to
determine satlafactions and dissatisfactions among employees
and to locate areas causing anxiety about thelr status and

“recognition. "...attitude surveys are desigﬁed primarily to
mirror the thoughts and feelings of empioyees aboﬁt their
Jobs, about the company -- ite policlies and practices, and
about the people in the company...Iln sgme'inatances the aim
is to determine employee attltudes toward speclfic condltlons
or practices relating to the Job. But in most a wide variety
of topics is explored."' (37, p. 6)

Examination of varlous employee attitude surveys

(7, 20, 21, 24, 29, 37, 51) reveals that workers attach great
22
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importance to the items listed below, as related to Job
satisfaction. These and similar factors, not necessarily in
the order of importance, ranked high when included in em-
ployee attitude scales, that is:

"Good bosa."

"Opportunity to use‘your own ideas.“

"Fair adjustﬁent of grievances."

"Belng able to find out if your work is improving."

"Sure to get a falr hearing and square deal."

"Being told when you do a good Jjob."

"Falr bosses and supervisors."

"The feelling that it makes a difference to the
company that you are on the job."

"Employees here appreclate the eredlt that 1is
gladly glilven by the management for good work.®

“Company keeps you informed of their plans and
policles.® ‘

WMade to feel that you really are part of the
organization."

"Fellow employees are cooperative and friendly;“
"Made to feel your Jjob is important.® |

"The instructions given by the supervisors make
sense and help you in your work."

"The company tries to keep the tools and material
in good econdition.® '

The above items usvally included in employse attitude
scales may be grouped into the following aress:
1. Relations with management and supervisors.,

2. Relations with fellow employees.
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. Opportunity for growth and advancement.

Worklng conditions.

L 4

. Status and récognition.

3
I
5
6. Self-identification with the company.
7. Communication within the company. ‘

8. Degree and type of supervision.

9. Pay and promotion.

A guestionnalre type of survey conslsgting of 115
multiple-choice items, covering the topics included in the
above 9 areas, was developed. The items deal with environ-
mental and personnel factors, as shown by the followlng

sample.

Whom would you blame, if a machine you were
working on broke down?

( ) The company for not giving you the
proper working equipment.

() Yourself.
( ) DNobody; accidents can happen.

The 1tems selected include statements made to the
writer by admitted and returned patlients, over a period of
three yeare. These statements reflect the illogical sus-
picions, feelings of 1nadequacy and inferiority, and generally
dlsturbed thinking and attitudes of the paranold type of
patient. Other items were adapted from those lncluded in
employee attitude scales and questionnaires. The present
scale developed by the writer is ndvel in the sense that

all the items relate to one speclfic area, the work situation.
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This step was taken deliberately since clinical observation
has shown that success or fallure in a patient's post-
hospital work adjustment 1s a significant factor in his
global adJustment after he leaves the hospital.

This liat of 115 1tems was then administered to
two groups: (1) a group of 100 well adjusted workers and,
(2) a group of 25 mental hospital patients, with paranoid-

- schizophrenia included in theilr diagnoses, and a history of
poor work-adjustment prlor to their hospitalization. The
subjeets in both groups met the criteria described on p.35
below.

Table 9 (p. 72) shows the percentage of subjects in
each group selecting each cholce of each item, and the re-
sulting #t" valve. The method used to derive the "t" value
was the one developed by Lawshe & Baker (31).

According to this method, the percentages of the two
groups selecting the same choice of an item were located on
a nomograph. The omega (W) value representing the difference
between these percentages was then read from the calibrated
scale on the nomograph and substituted in the following

formula to derive the "t" value:
e = KN Sy
N, 7Y o

Since the object of this study was to develop a

scale which would discriminate between well-adjusted workers

and hospitalized paranoid-schizophrenics who had shown poor
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work adjustment, those items which did not satisfactorily
discriminate between the two groups were eliminated,

It was obvious that the great majority of subjlects
in both groups express the feeling that "ability" (choice 1
of item 1) 1s the majJor factor when promotions are made, not
"luck" (choice 2) or "being the foreman's favorite" (cholece 3).
In answering this item all well-ad)usted workers and 96 percent
of the patlents checked cholce 1. Only 4 percent of the
patients felt that "luck" was the most important factor in
promotions., This item was included in the final form of
the WFTS but was not scored. It was included since 1t ap-
parently reflects the thinking of mos?t individuals and thus
can serve as a sample item.

On the other hand, item no. 65 of the preliminary
WFTS, (see Table 9, p.72) was chosen and scored because 1%
did satisfactorily discriminate between the two groups.
Every well-adjusted worker indicated that he would agree to
instruct a new worker if requested to do so by his super-
visor because "I would be happy to have my work recognized
as superior" (choice 2). 0Only 72 percent of the patients
selected this cholce, while 16 percent would refuse to in-
struct a new worker because "I know that I'm not a good
teacher® (choice 1), and 12 percent would refuse because
"The boss might be doing this to check on how much I know
about my own Job" (choice 3). The sublect choosing either

of these atypical responses apparently was projecting his
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feelings of inferiority or irrational suspiclons.

We see from Table 9 (p.72) that none of the well-
adjusted workers selected choice 1 on this item while 16
percent of the patients with poor work adjustment selected
this choice. The "t" value for the difference between
these percentages 1s 3.78. In a similar manner, the "t
value for choice 2, for the differences between percentages
of 100 and 72 for the two groups, is 5.04. The "t" value

- Tor choice 3, for the difference between percentages of 0
and 12 for the two groups, is 3.15.

Again on item 79 of the preliminary WFTS; (see
Table 9, p.72) every well-adjusted worker indicated that he
would react to a problem related tc his Jjob by trying harder
to work it out by himself (choice i.). Only 68 percent of
the patients selected this choice (1) while 32 percent
gselected the cholce which indicated they would give up and
walt for help. (choice 2). No one in either group selected
choice 3. Agaln there is a marked difference on both
choices, between the two groups, and the resulting "td
values for choice 1, 2, and 3, respeétively are 5.04, 5,05,
.00,

Analysis of all the l1tems resulted in a final
selection of 60 items (Table 9, p.72 and Appendix, p.89),
which discriminated between the two groups. Generally at

least two of the three choilces showed very significant “ttg,®
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The o0 value representing the significance of
difference between the two groups (in their selection of
“choices on each of the items) determined the weight assigned
to each choice. A choice was assigned a plus welght when 1t
was selected by more of the well-adjusted workers than 5y
the patients. A choice was assigned a minus weight when 1t
wag selected by less of the well-ad justed workers than by
the patients.

For example, 19 percent of the well-adjusted workers
selected cholce 1 of item 32 while 72 percent of the patients
selected this choice. We see from Table 9 (p.72), that the
difference between these two percentages i1s equal to a "t
of 5,04, This "t" was based on anaQ value of -.8 "minus"
because fewer well-adjusted workers than patients selected
this choice. This cholce was therefore given a weight of
-8. (see item no. 16 of Table 10, p.76). Similarly choice 2
of this item was given a welght of -6. None of the well-
ad justed workers selected this choice while 16 percent of
the patients selected this choice. The third cholce of this
item was givena weight of # 11, since 8lpercent of the well-
ad justed workers selected thls choice, while only 12 percent

of the patlentis selected this choice.
A scoring key (Table 10, p. 76) was then developed

using these weights and the test protocols of the two groups
were scored,

The scores made by the subjects in these two groups and
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the inter-group differences arevsummarizad and discussed
in the chapter on RESULTS. (p.#42).

Valldation of the Work Frustration Tolerance Scale
was accomplished by administering the scale to additional
groups, namely, a group of 50 well-adjusted workers and a
group of 25 hosgspitalized paranoid-schizophrenlic patients
with a history of poor work adjustment. The results are

summarized and described in the chapter on RESULTS. (p.42).

Pro jective Technidques in Industry

Hypothesls II states that a projective technique will
have a sharper discriminating ability than the structured
WFTS. 1In considering this hypothesis, it might be well to

~ describe the rationale and significance of prolective tests
in industry. |

Industry today is no longer interested merely in measur-
ing efficliency and aptitude of workers. Ménagement is now
glso concerned with the emotional factors in Job adjustment,
recognizing that the total personality is involved in an
individual's reaction to work. C(rissey, speaking of tests
in industry says: (13, p. 74) ¥"The area of psychological
evaluation, which, 1% 1s believed will eventually be most
helpful is that of personal adjustment. The man who has all
the attributes of>a successful worker, but who is a constant
trouble maker, who 1is lmmature, irritable, difficult or unco-
operative, cannot always be identified by current selection

methods unless his maladjustment 1s very obvious.®
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To f1ll the gap in selection procedure, projective
techniques have been introduced into industrial evaluation
of workers because structured methods have not been con-
sidered too effective in measuring the complex interaction
of personality components which determine how an individual
will react to a given Job situation. Interviewy rating |
scales, and the questionnaireltype of personality tests
have not been considefed tooveffective in tapping the

deeper unconscious layers of personality.

It is alleged that in a structured situation where
a subject is permitted tb choosge between different methods
of reaction he can select the most acceptable one. If this
is trﬁe a paranold-psychotic patient may be able to disguilse
latent and underlying tendencies through a well-preserved
front. Thé ambiguous nature of the unstructured material in
projective techniques supposeedly does not permit him this de-

fense.

The Tomkins-Horn Picture Arrangement Test

The writer decided to use The Tomkins-Horn Plcture
Arrangement Test (PAT) (see appendix pl¥) because it is a
picture stimulus method designed specifically for use in
industry. As described in Abt and Bellak (1) it attempts %o
eéxplore an individual's reaction to work situations and to
work frustration, and his attitudes toward his fellow em-
ployees and his supervisors. The test, as described by

Tomkins (53):
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...consists of twenty-five plates, each contain-
ing line drawings of three different but related
situations, with the same "hero" depicted in all
plates. It 1s the subject's task %o say or write
in what order these tThree situations should be
placed to make the most reasonable sequence. He
is agked to indicate this order by means of three
symbols (a triangle, a rectangle, and a circle)
that appear in each plate at the bottom of each
line drawing and which are to be reproduced in
the appropriate order on three successive lines
at the bottom of each page. The three drawlngs
are shown at angles of 120 degress apart, so

that one drawing is always upslide down. The plate
must therefore be rotated to be completely in-
spected, and no particular sequence of drawings 1is
favored., It l1ls hoped that positlion factors have
been randomlzed in this way...The subject is also
required to write a sentence on each of the three
bottom lines of each page explaining briefly what
is going on in each situvation,

The sequence selectéd by the sublect for each plate
can be scored for a varlety of "elements" or personality
"areas. From those described by the author of the test, the
following elements, analyzed by Tomitins in dichotomles, were
chosen for the purpose of this study:

1. Work interest - high
2. VWork interest - low

3. Affect - strong
Affect - weak

. Thinking as a solution to the problem
. Thinking as the end result

. Sociophilia - interested In workihg with people
. Soclophobla - interested in solitary work

. Aggressive press - strong
10. Aggressive press - weak

11. Optimism
12, Pessinism

13. gSelf-confidence - own efforts lead to success
14, Lack of self-confidence - own efforts lead to
fallure

15. Energy - high
16. Energy - low
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17. Activity
18. Passivity

19. Physical anxiety - weak
20, Physical anxiety - strong

21-22. Continulty of behavior and environment
23-24, Discontinuity of behavior and environment

Preliminary work by the writer with this test, using
. hospitalized and released patiente, and workers in industry,
revealed a varliety of responses, indicating different degrees
 and methods of reacting to work situations. The following
examples (TABLE 1, p. 33) taken from this preliminery study,
11llustrate, among other personality mechanisms: self-directed
aggression, low self-evaluation, and dependence on others.

A scoring sheet (TABLE 2, p. 34) was developed by the
writer to permit quick analysis of the entire protocol, on
one sheet. For administrative ease Tomkins assigned "V' to
represent the triangle symbol; "O" to represent the circle
symbol; and "L'" to represent the rectangle symbol.

As the scoring sheet indicates each plate can be
scored for a number of different elements and each elementl
18 covered by several plates. For example, Plate 1 can be
scored in elements 1-2, 17-18, 21 and 23, Plate 18 can be
scored in elements 1-2, 3-4, 7-8, 17-18, |

There are slx posslible seqguences in each plate: VOL
VLO OVL OLV LOV LVO. Using the scoring keys developed by
Tomkins, it is found that sequence OLV on Plate 1 1s scored
as lndicating high work interest, while VOL represents low

work interest. Similarly, VOL, OVL, and LVO represent strong
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SUBJECT A

All goes well.
Buge in the machinery.

O Better call the repair-

man.

O ¥an on night shift must

have been curious.

A Puts machine back to-

gether.

O Goes to work,

A That machline, it's
broken again.

O Waiting for the repair-
man.

a Just a few extra nuts
and bolts.

Q Gets & reprimand.
o Works off aggression.
A Back to work.

A Bad hangover, doesn't
want to work.
O 5%111 pretty hung over,

After lunch, feeling
a better. ’ &

TABLE 1

RESPONSES OF THREE SUBJECTS ON THE PAT

SUBJECT B

SITUATION 3 (see Appendix)

4 Man 1s working.
o Machine breaks.

0 Feels too frustrated to

do anything about 1it.

SITUATION 7

0 Man's machine 1is broken,

A Man 1s repairing machine,

O HMan's machine fixed and
now doing his part,

SITUATION 9
A Man using machine.

O Asks repairman to fix
it.
O Feels badly that he

didnt't do it himself.

SITUATION 13
A Working.
g Scolded by boss.

o Thumbes nose at his boss.

SITUATION 15
O Working at machine.

A Day dreams,
g Happy to be back at
work,

SUBJECT ©

A Man is doing well,

O ¥an becomes confused because
machine doesn't work.

0O Man is waiting for repalirmen,

O Man is working on machine.

A Machine out of order; he takes
it apart to see what's wrong.

{0 Machine apart; man doesn't know
how to put 1t together.

O Wailting for repairmen.

[ Repairman explains what is
wrong.

A Hachine repaired, man working
again,

A Man working at machine.
[] Foreman complains about him.
O Man thumbs nose at foreman.

[J Han is happy at work.

O Man becomes sad while working.
A Man stops work altogether.
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physical anxlety on Plate 16, while 1OV represents weak
physlical anxiety, and so on.

Again quoting from Tomkins (53) "There are fourteen
plates in which such a sitvation (& man shown working) oc-
curs. Any subject who in 211 of these widely different
plates always ends with hls hero working, or never ends
with his hero working may confidently be supposed to have
an unusually strong or weak work interest, or to be unusuval-
1y active or passive...Ilt may be assumed that any person who
1mégines that another person would always return to work, no
matter what the circumstances, is himgelf strongly work

oriented .t

Subjects
All subjects in this study were selected on the

bagls of the following common criteria:

Sex: Males were gselected because satisfactory work
ad justment is more important in the post-hospital adjustment
of male patients in a mental hospital than in the post-
hespital adjustment of female patients. Men, more often than
women, support a family. Work, to male-patlents, satisfies
not only a financial need but also provides an ego-strengthen-
ing activity in having others depend on them.

Age: The majority of patients released from a mental
hospital, who are employable, are between the ages of 18 and
45, Job applicants below and above that age find it more

difficult to secure permanent employment, as evidenced from
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rehablilitation work with patients in a mental hospital, and

from statistics cuoted by public employment agenciles.

Work Area: The Dictionary of Occupational Titles,
prepared by the Division of Occuyational Analysis of the
United States Employment Service, classifies more than
40,023 job titles into 9 major divisions. Areas, 4, 5, 6,
and 7 cover skilled and semi-ekilled occupations and include

- machlne operation, mechanical repair, machining, other skilled
repairing and maintenance of machlnery and equipment. As

defined in the Dictionary, such work involves the skillful

use of hands, tools and equipment, controlling processes,
and the dieassembly, repair, reassembly, installation and
maintenance of machines and equipment. In the less skilled
areas, the work usually involves testing and inspectilng.

These areas were selected because the majority of
male patients who have gone through a vocational rehabillta-
tion program in a mental hospital have either previously
worked in these occupationsal areas or plan to enter one of
them for the first time.

The subJjects of this study were distributed‘among the
following groups:

A, Groups used 1n developing the scoring
system of the WFTS.

1. A control group of 100 well-adjusted
workers, with no previously reported
mental hospital history.

2. An experimental group of 25 hospltalized
patients, with a history of poor work
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ad justment prior to their hospltalization,
and with the factor of paranoid schlzo-
phrenis included in their diagnosis.
(TABLE 11, p.78)

B. Groups used in validating the WFTS and in
testing the hypothesis.

1. A group of 50 well-adjusted workers, with
no previously reported mental hospital
history.

2. A group of 25 hospitalized patients with
a hlstory of poor work adjustment prior
to their hospitalization, and with the
factor of paranoid schizophrenia included.
in their dlagnosis. (TABLE 12, p. 79

3. A group of 25 mental hospltal patients
with the factor of paranoid schizophrenila
in thelr dilagnosis, who were currently
making a satisfactory work adjustment
away from the hospital. (TABLE 13, p. 80)

Deseription of the Groups

Well—-Ad Justed Workers:

All subjects in these two groups were volunteers.

In addition to meeting the common criteria of sex,
age, and work area, all sublects in the two groups of well-
ad justed workers had been workihg on the same Jjob, or similar
Jobs with the same firm, for at least six months prior to the
date of thies study. They had malntained satisfactory work ad-
Justment, based on supervisor's written reports, or verbal
statements to the writer by thelr supervisors. Satisfactory
work adjustment, as deflned in this study, includes satis-
factory relstions with fellow employees and supervisors, no
absenteeism except for excusable reasons, and other factors

indicating a satisfactory emotional adjustment to their Job.
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In some organizations, a meeting was held with the
section heads, where the purpocse of the study, the testing
procedure and the time element were discussed, Each section
head then selected a number of the men working under his
supervision, to act as subjects., .These potential subjects
were then screened to make certain they met the establlished
criterisa.

It was not possible to secure I.Q. ratings for
these subjects. However, all of them had at least an
elghth grade education and were employed in Jobs which re-
guired some understanding of written directions. Nelther
the WFTS nor the PAT presented any difficulty in exploratory
use of these tests., The sublects were able to understand
the test directions and test content. All testing was
initiated with the writer in attendance so that explanations
were avallable when needed. The terminology and vecabulry

of the WFTS were on a level understandable to the subjects.

Hospitalized Patients with a History of Poor VWork Adjustment:
The subjects who were patlients in the hospltal at the
time of the study, in addition to meeting the common criteria
of sex, age, and work area, had been returned or admitted to
the hospital with a history of poor work adjustment. Thelr
soclal history, and personal interviews with these patients,
indicated that they had illogical ideas of discrimination,
persecution, feelings of inferiority, and other parsnoid

symptoms related to their work adjustment. In many instances,

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



39

these patients had been permitted a trial visit away from
the hospital, to evaluate thelr work adjustment. Fallure
to make a satisfactory work adjustment resulted in thelr

return to the hospital.

At the time of this study no subject in these two
groups had received treatment during the present admission
which might have resulted in a lessening of the severity of
thelr emotional disturbance.

While 1t was not felt necessary to determine the
I.Q.'s of the well-adjusted workers, the sitﬁation was some-
what different with the hospltelized patients. In order to
make certain that they were capable of responding to a test
siltuation, Wechsler-Bellevue I.Q.'s were obtained for these
gubjects. This testing showed that these subjects were
capable of understanding and followlng test directions and
content and that they had sufficient intelligence to cope
with the simple items of the WFTS and the PAT.

Mental Hospital Patients Making a Satisfactory Work Adjustment
Away from the Hospital:

The subjects in this group, in addition to meeting
the common criteria of sex, age, and work area, had left the
hospital sufficlently prior to the date of this study, to
enable them to have worked for at least slx consecutive months
at the date of this study.

Their work adjustment was checked through interviews
with the patients when they reported to the hospital for a

follow-up interview, and verification by their supervisors as
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to thelr satisfactory work adjustment as defined on p. 37.
These patients had not yet been discharged from the hospital

and close follow-up of their work adjustment was possible.

Test Administration

Following preliminary discusslon with the president,
direector of public relations, or plant manager, who acted as
company representative in thils study, one of the followlng
methods was used in admlnistering the WFTS and PAT to the
selected workers:

The men were called in, elther in the company cafeteria,
or other organization-determined meeting place. The purpose
of the study and the test procedure were explalined to them
and they were to;d thét their anonymity would be respected
(no name was to appear on either of the tests) and the two
tests were administered by the writer, with the WFTS given
first. “

Depending on the opefational methods of the company,
the tests were adminlistered either on company time, or before,
or at the conclusion of each shift.

In other companies, all the men of a particular
gection or sections‘were called in and volunteers requested.
Those who signified their willingness to participate in the
study were then checked with the appropriate company officer
and only those meeting the criterla were selected. Those who
were not chosen were told that the agreed wpon number of sub-

Jects from that company had been selected and they were not
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needed.

In testing workers, the WFTS was distributed to the
group and the directions were read aloud to the subjects
while they followed by reading the directions to themselves,
After assurance that the questions were understood the

subjects answered the 1tems.

A similar procedure was followed with the PAT, after
the WFTS had been collected, In administering both tests,
the writer circulated through the group at the beginning of
each test to make certain that test directions were being
properly followed.

The patients currently in a mental hospital were‘
tested individually, utilizing én interview room on their
ward. In most instances, both the WFTS and the PAT were
administered in a single session with the PAT following the
WFTS. Where meal time or other routine hospltal procedure
interfered with this scheduvle, the WFTS was adminlistered at
one session and the PAT was administered either that same
day or the following. |

Patients currently aeway from the hospital were
either called in during weekends, so as not to interfere
with their work, or were seen on the day when they made their

regular Convalescent Status visit.
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CHAPTER V
RESULTS

This chapter will deal with the preliminary WFTS
and the results obtained in developing 1ts scoring key.
Thils discussion will be followed by a comparison of the
groups used in validating the WFTS and testing hypothesis
I. Finally we will discuss the results obtained from the

administration of the PAT in testing Hypothesis II.

The Preliminary WFTS

Before discussing in detaill the results obtained in
developing the WFTS scoring key, a word of explanation is in
order as to the meaning of the conformity and dlvergence scores.
As previously explained (p.28), weights were assigned to each
choice, of each item, based on the significance of differe nce
thls choice showed between the well-adjusted worker and the
hosgpitalized patient. For each 1tem of the WFTS there is a
plus weighted choice, indicating that more of the well-adjusted
workers selected this cholce than 4id the hospiltalized
patients. There are also two negatively weighted cholces.

On 62 of the 115 items on the WFTS, there was 75 |
percent or higher agreement in the group of well-adjusted
wofkers as to the choice selected. Since 75 or more of the
100 subjects selected the same cholce, we can say with some
degree of assurance that a person giving this cholce tends to

conform to the group thinking of this special population.

L2

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



43

Conversely we may assume that selecting one of the
other two choices indicates some dilvergence from the group
thinking, whether the selection i1s made by a well-ad justed
worker‘or by a hosplitalized patient. DBecause so many of
~the items show 75 percent or higher agreement by the control
group as to the cholce selected, the other two cholces on
~these items have a minus welight indicating that more of the
paranoid patients selected one or the other of these dlver-
gence cholces., ‘
| For thls reason, ﬁamely, that the divergence scores
show atyplecal thinking or attitudes on the part of the
paranoid psychotic patients, the major differences between
this group and the group of well-adjusted workers, will be
related to their divergence scores. However, there are
other striking differences between other score components,
which are listed in Table 3 (p. 44). This table shows the
range of the conformity scores, the range of the divergence
scores and the mean divergence score of the two groups used
in developing the WFTS and the three additional groups used
in validating the scale and testing the hypothesis.

The iowest conformity score made by a well—adiusted
worker was 182, while the highest score attained by a subject
in this group was 282. (Tables 3 and 4, pp. 44 and 46). 1In
contrast to this, the lowest conformlty score made by a
paranold patient with a poor work adjustment was 18, while

the highest score attained by a subject 1in this group was
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TABLE 3

RANGE OF CONFORMITY SCORES, DIVERGENCE SCORES,
CONFORMITY PLUS DIVERGENCE SCORES, AND THE
MEAN DIVERGENCE SCORE ON THE WFTS

*
SCORE GROUPS
COMPONENT PRELIMINARY VALIDATION
o 1 2 3 4 5
Range
Conformity 182-282) 18-235 [{182-286| 24-231]|221-278
Range
Divergence 7-74 | Li-234 10-72 | 45-212] 11-52
Range .
C AD 108-275|R16-191 110-272 H.80-186| 177-267
- Mean Diverg.
Score 29.69 121.00 32.12 {128.00 34,00

* The various groups are defined as:

1.

2.

Well-ad justed workers (N=100) used in

developing the WFTS scoring key.

Hospitalized patients (N=25) with a

poor work adjustment, used in develop~-

ing the WFTS scoring key.

Well-adjusted workers (N=50) used in
validating the WFTS.

Hospitalized patiente (N=25) with a
poor work sadjustment, used in valldating

the WFTS.

Mental hospital patients (N=25) making
a good work adjustment away from the
hospital, used in testing the hypothesis,
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only 235. (Tables 3 and 15, pp. 44 and 84), If the con-
formity score indicates conformity to the group thinking
and attitude, as we have stated, then we can say that the
normal worker with the lowest degree of conformity (a score
of 182) is not too far removed from the paranoid patient
with the highest evidence of conformity (a score of 235).

The difference between well-adjusted workers and
paranoid patlents, is even more strikingly evident when the
divergence scores are considered., (Table 3, p. 44). The
lowest divergence score made by a well—adjﬁsted worker was
7 while the highest divergence score in this group was 74,
This is in contrast to the paranoid patient group, where the
lowest divergence score was 44 while the highest was 234,
(Table 3, p. 44). The well-adjusted workers not only do not
reach the extreme scores shown by the paranoid patients, but
they show a clustering tendency indicated by a S.D. of 1l4.5
which 1s compared with & S.D. of 62.2 for the paranoid
schizophrenics (Table &, p. 46.)

Following loglcally from the difference between the
range of the divergence scores made by the well-adjusted
workers and those of the paranold patients, the difference

between these two groups is also reflected in the mean diver-

gence scores for each of these groups. The well-adJusted
worker has a mean divergence score of 29.69 which 1s con-
trasted with a meen divergence score of 121,00 for the

paranoid schizophrenic group (Table 4, p. 46),

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



46

TABLE &

SIGNIFICANCE OF DIFFERENCE BETWEEN MEANS OF THE GROWP 8
USED IN THE DEVELOPMENT AND VALIDATION OF THE WFTS

(a)

GROUPS M SD SE_ SE, % D
1* 26,69 14.5 1.45 ‘
12.80 7.13 | {001
2% 121,00 62.2 12.72
Jiew 32.12 13.8 1.97

‘ 10.25 ~ 9.35 4001
L 128.00 49,1 10.04

1 29.69 14,5 1.45

3.2 1.33 | 42).1
Sk 34.00  14.2 2.90
1* 29.69  14.5 1.45 ’

2 4k .99 <4D.3
e 32.12  13.8 1.97
2% 121.00  62.2  12.72

16.20 43 7.6
Lyt 128.00  49.1  10.04 <7

2% 121.00 62.2 12.72

13.05 6.66 (001
S 34.00 14.2 2,90

(a) The groups are defined as:

1. Well-adjusted workers (N=100) used in developing
the WFTS scoring key.

2. Hospitalized patients (N=25) with a poor work
ad Justment, used in developing the WFTS scoring key.

3. Well-adjusted workers (N=50) used in validating
the WFTS.

4, Hospitalized patients (N=25) with a poor work ad-

Justment, used in valldating the WFTS.
5. Mental hospital patients (N=25) making a good work
ad jJustment away from the hospital, used in testing
. the hypothesis.
* Preliminary group
#¥Validation group
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Actually four extreme scores tended to distort the
range and mean to some extent. Only one well-adJusted
worker had a divergence score of 74, while all the others
had scores of 64 or lower. One paranold psychotic had a
divergence score of 44, one had a divergence score of 47
and two had divergence scores of 53, all the other subjects
had divergence scores of 60 or over. Discounting these
extreme scores, for both groups, we would have a divergence
score range for the well-ad justed workers of 7 to 64, and a
range of 60 to 234 for the paranoid patients, which makes the
difference between the two groups éven more striking. Elimina-
ting the extreme scores would still further reduce the over-
lapping between these two groups shown in Figure 1, p. 48).

In order to determine the level at which the WFTS
discriminates between well-adjueted workers and paranoid
patients with a poor work adjustment, the "t* ratlo between
the two divergence score means was derived. The results
(Table 4, p. 46) show that the WFTS discriminates between tle
two groups at a level of significance equal to a "t% wvalue

of 7.13, which meets the .00l level of significance.

Comparison of the Groups Used in Validsting the WFTS

The two groups compared above were used to develop a
scoring key for the WFTS. In order to test the null hypo-
thesls that the difference found between these groups‘of well-
ad Justed workerg and hospitalized patlients with a poor work

adjustment was due to chance, the WFTS was administered to
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DISTRIBUTION OF WFTS DIVERGENCE SCORES
BY PERCENTAGES OF PRELIMINARY GROUPS

Well-ad justed workers used in developing
the WFI'S scoring key,

Hospltalized patients with a poor work
ad Justment used in developing the

WFTS scoring key. *-
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the hypothesis,
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three additional groups.

The first of these groups, composed of fifty well-
ad justed workers, was selected according to the same criteria
governing the selection of the initial group of well-adjusted
workers,

The second of these groups, composed of 25 hospltal-
1zed psychotic patients with a history of poor work adjust-
ment, was selected according to the same criteria governlng
the selection of the initial group of peranoid-psychotic
patients.

The lowest conformity score by a well-adjusted worker
in this group was 182, while the highest score attalned by a
subject in this group was 286. (Tables 3 and 16, pp. 44 and 85.)
In contrast to this, the lowest conformity score made by a
paranoid patient was 24, while the highest score attained by
a subject of this group was 231. (Tables 3 and 17, pp. 4k
and 87.)

The lowest divergence score &ade by a well-ad justed
worker was 10, while the highest divergence score was 72.
(Tables 3 and 8, pp. 44 and 60). This 1s in contrast to the
paranoid patient group, where the lowest divergence score
was 45 and the highest 212. (Tables 3 and 8, pp. 44 and 60.)

The mean divergence score for this group of well-
ad justed workers was 32.12, with a S.D. of 13.8, (Table 3,

p. 44), while the mean divergence score for the paranoid
patients was 128.00 with a S.D. of 49.1. (Table 4, p.46).
The WFTS discriminates between this group of well-
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ad Justed workers and the group of paranoid patients at a level
of slignificance which is higher than the level of significance
shown by the WFTS between the two groups of well-adjusted
workers and paranold patients used in standardizing the sale.
(Table 4, p. 46). The "t" between the second two groups
is 9.35, while the "t" between the first two groups of well-
ad Justed workers and paranoid patients is 7.13. (Table 4,
p. 46).

In order to show that the WFTS does actually measure
a real difference between well-adjusted workers and paranoid
patlients, 1t is not suffielient to show, as we have, that the
test disoriminates when it is glven to two separate sets of
groups. It is also necessary to show that the two groups of
well-ad justed workers are homogenous groups and that the two
groups of hospitalized patients are also homogenous groups,

The fact that the groups are homogenous was proven
by submitting them to the "t" test, Both groups of well-
ad justed workers come from the same population, since the
1t# ratlo is only .99. Similarly, both groups of paranoid
patients come from the same population, since the "t" between
them is only .43. (Table &, D.46).

We therefore can say that the WFTS does discriminate
between well-adjusted workers and paranoid patients with a
poor work adjustment, and that this differentiating ability
has been verified through a process of retesting.

Hypothesis I states that the scale wlll differentiate

between hoepitalized patlents wlth a poor work adlustment and
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-mental hosplital patients who were making a good work adjust-
ment away from the hospital. Table &, p. 46 shows this to
be so since the "t" ratio between these two groups is 6.66
which meets the ,001 level of significance.

Fiﬁally, Hypothesis I states that the WFTS will fall
to differentiate between well-adjusted workers and mental
hospital patients who were making a good work ad justment
away from the hospital. We find this to be so. The mean
‘divergence score of the group of workers who are making a
satisfactory work adjustment away from the hospital 1s 34.00
(Tables 4 and18, pp. 46 and 88) which compares with a mean
divergence score of 29.69 for the group of well-adjusted

" workers used in standardlzing the WFTS and developing the
scoring key. The standard deviation of these two groups
are 1l4.2 and 14.5 respectively, and the "t" ratio betwseen

| these two groups 1311.33 (Table 4, p. Eé) which does not meet
the .05 level of significance.

We. therefore can say that the mental hospital
patlents who are meking a good work adjustment away from
the hospltal are more closely slimilar to the well-ad justed
worker, in respect to ability to tolerate the usual frustra-
tions encountered in the work situatlion than they are to the

hospitalized patient with a history of poor work adjustment.

Analysis of the Picture Arrangement Test (PAT) Responses

According to Hypothesis II, the PAT should show a great-

er difference than the WFTS between the well-ad justed workers
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and the hospitalized patients who have shown & poor work
adjustment. If we are to compare the differential effective-
ness of the two techniques, it is first necessary to deter-
mine whether or not the PAT does differentiate between the
well-ad Justed worker and the hospitalized patlient with a poe
work adJustment.

For purposes of this study, an attempt was made to
determine whether the PAT does show this discrimination, in
the personality areas listed above (p.3l). For example,
the number of sequences representing high energy selected
by the well-ad justed workers wasg compared with the number

" of sequences in this area selected by the hospitalized
patients., Similar comparisons were made for the other areas.

In none of the various areas was there much indica-
tion that the PAT did differentiate between the well-ad justed
worker and the hospitalized patient with a poor work adjust-
ment.

For example (Table 5, p. 53), the average number of
responses in Area 1 (Work Interest-High) for the patients
was 4,04, The average number of responseé in this area
for the well—adjusted worker was 4.46, This difference 1is
not significant at the .05 level as shown by a "t¥ value of
1.09 (Table 6, p. 54).

Several other areas were tested for significance,
nemely Area 3 (Affeet - Strong), Area 21-22 (Discontinuity in
Behavior and in Environment), and Area 23-24 (Continuity in

Behavlor and in Environment). Significant differences were
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TABLE 5

NUMBER OF RESPONSES IN ZACH AREA OF THE PAT GIVEN BY
WELL-ADJUSTED WORKERS AND BY HOSPITALIZED PATIENTS WITH
A POOR WORK ADJUSTMENT ‘

ool orass

Average

* ¥ Number of responses No. of
AREAS GROUPS 0 1 2 3 4 5 6 7 8 9 10 11 Responses

1 1 0 12 14 16 6 12 14 18 8 4,46

2 1 3 3 3 g 3 3 2 2 4,0k

2 1 0 0 0 4 1 14 6 20 14 16 4 4 6.70

2 0 1 1 1 1 3 3 4 3 5 21 6.84

3 1 0 0 2 16 22 28 18 1k %.86

2 0 0 1 1 6 8 6 3 5,04

L 1 26 3% 32 8 1.22

2 9 3 7 1 1.00

5 1 10 24 30 32 4 1.96

2 2 4 ‘9 "8 2 2.16

6 1 30 22 32 16 1.34

2 _5 7 8 & 1.52

7 1 0 0 2 2 22 24 14 22 10 4 5.72

2 0 0 1 1 2 5 8 5 3 0 5.80

8 1 0 6 18 22 38 10 6 3.46

2 0 0 3 11 7 4 0 3.48

9 1 12 30 24 26 6 2 1.90

2 3 7 7 5 3 © 1.92

10 1 22 50 24 4 1.10

2 9 8 7 1 1.00

11 1 0 L 8 26 24 22 10 4 2 4,08

2 0 1 3 4 6 6 3 1 1 4,3k

12 1 0 0 4 14 18 136 18 8 2 4,82

2 C 0 l 5 10 3 2 2 1 4,24

13 1 8 40 36 14 2 1.62

2 2 7 11 3 2 1.84

14 1 0 6 32 38 22 2 2.82

2 0 6 8 6 4 1 2. 44

15 1 0 2 12 28 26 8 20 4 4,02

; 2 9 g b5 5 4 4 0 3.60

16 1l 0 1 30 30 18 1 2.60

2 1 5 10 ‘5 b 1 | 2. lly

17 1 2 16 14 14 24 16 12 2 0 3.48

2 _0 5 5 4 5 3 2 0 1 3.28

18 1 "0 0 2 10 =22 16 20 12 B8 2 2z & 5.6z

2 3] 1 6] 3 4 6 7 2 0 1 10 5 24

19 1 16 30 36 12 6 1.62

2 4 5 10 5 1 1.76

20 1 2 16 18 38 22 2.74

2 1 4 11 7 1 1 224

21-22 1 20 64 40 24 12 18 14 4 2 2 2.50

2 4 11 9 6 7 4 1 4 2 2 3.26

5324 1 0 L 8 36 LS 25 22 B8 2410 12F% 5.3

2 0 5 3 9 12 8 2 5 2 1 21 4,58

*¥ See p. 31 for area names,

#% ] - ell~ad£ustgd workers.,
2 - Hospitalized patiente with a poor work adjustment.
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TABLE 6

SIGNIFICANCE OF DIFFERENCE BETWEEN
WELL-ADJUSTED WORKERS AND HOSPITALIZED
PATIENTS WITH.A POOR WORK ADJUSTMENT,

ON AREAS 1 AND 3 OF THE PAT

AREA 1 (HIGH WORK INTEREST)

WORKERS PATIENTS

N 100 25

M 4,46 4,04
S8.D. 2.51 2.21
g

M .25 A5
g

dm .55

DM A2

t 1.09

AREA 3 (STRONG AFFECT)

WORKERS PATIENTS
N 100 25
M L .86 5.0k
8.D. 1.32 1.14
%E 1k .25
cgﬁ .30
DM .18
t .60
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TABLE 7

SIGNIFICANCE OF DIFFERENCE BETWEEN
WELL-ADJUSTED WORKERS AND HOSPITALIZED
PATIENTS WITH A POOR WORK ADJUSTMENT,

ON AREAS 21-22 AND 23-24 OF THE BT

AREA 21-22  (DISCONTINUITY)
WORKERS PATIENTS
100 25
M 2.50 3.26
SD 1.86 2.33
S .18 48
Sdam .51
DM .76
% 1.47
AREA 23-20  (CONTINUITY)
WORKERS PATIENTS
N 100 25
M 5.47 L.58
8D 1.24 2.41
{9u .13 L9
g am .51
DM .79
t 1.07
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not found between the two groups in any of these aresas.
(Tables 6 and 7, pp. 54 and 55)

If significant differencee had been found between
the two groups, in each dichotomized element, groups of
elements could then have been investigeted for significant
differences; for example, a pattern representing high
work intereet plus high energy plus activity, contrasted
with the pattern of low work interest, plus low energy
plusg passivity. Since significant differences were not
elicited iIn the first analysis, this second step was not
undertaken.

Comparing the results obtalned from administering
the WFTS and the PAT to groups of well-adjusted workers and
hospitalized patients with a poor work adjustment, we see
that the WFTS differentiated between the two groups at a
very significant level (a p. less than ,001 for "t* = 7,13),
while the corresponding "t% values when the PAT was glven
to the same groups did not approach the .05 level of
significance (1.09, .60, 1.47, 1.07).

However the PAT did reveal qualitative differences
kbetween the two groups and there are indications that the
PAT can play a significant role where more intensive
evalvation of work frustration tolerance is wanted.

For example, it was evident in analyzing the PAT
responses that the paranoid psychotic had marked difficulty

in integrating the three heroes as the one hero in each plate.
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In contrast the well-adjusted worker did not experience
this difficulty. Several patients followed the pattern
of dne subject in this group who consistently referred to
5this man," pointing to the hero in each drawing of the
plates, as a different character. A typical sequence is
the one he produced on Plate 25: |

0" This man didn't get the raise.

v* This man didn't get it elther, but he's
8t11l working to make the company a profit.

# ‘
L Thie man is thumbing his nose at the floor,
while thinking of his loud-mouthed boss.

Another example of lack of integration or dis-
continuity in behavior and in environment was prominent
in the responses made by the hospitalized patientg, in
contrast to the responses of the well-adjusted workers. An
example of the discontinulty of sequence shown by a patient
is the follbwing on Plate 5:

0* Man 1s working.

v* Man loafs.

L* Man is pralsed by foreman.

Again in contrast to the well-adjusted worker, there
was marked misperception on the part of the hospitallized
patient. One patient described the hero as "taking a bath,®
in a drawing where the hero is depicted as dreaming of play-v

ing before a concert audience (Plate 13).

%
888 p. 32 for an explanation of these symbols.

\

Ay
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Thig same patlent typified the large number of
patients who showed varying degrees of perseveration in
their stories. Despite the fact that thisjpatient has a
work history as a machinist, he consistently, in all four-
teen plates showing a man at work, described the machine as
an "adding machine" or "a man running an adding machine.t
He ignored the overhead pulleys Which suggested a machine
shop and he also ignored the clothihg of the man which is
vnot typical of an office machine operator. This same
plece of equlipment was described by most of the well-
ad Justed workers as %“"alathe," "a grinding machine' and by
other appropriate terms.

The hospitalized patients, again in contrast to the
well-ad Justed workers, exhibited a striking degree of
dependence on the authority figure. Some examples were:
Plate 5, "foreman i1s letting him go home." Plate 7,

"Man is waiting for foreman to fix the broken machine .

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



CHAPTER VI

CONCLUSIONS AND INTERPRETATION

Using the divergence score of the Work Frustratlon
Tolerance Scale, we have emplrically determined that a person
wlth a score higher than 74 shows work attitudes and frustra-
tion tolerance mrkedly different from those of a well adjusted
worker. Actually 98,5 per cent of the well-adjusted workers
in this study made divergence scores lower than 64, while 96
per cent of the patient group made divergence scores higher
than 47,

Since the WFTS may be considered an attituvde and
opinion type of scale, 1t is important to define carefully
how the sublect's response should be interpreted. The atti-
tudes projected on this scale by the two groups of wellf
ad Justed workers may not necessarily represent the basic
underlying feelings of the individual subjects, The
clustering tendencies (Table 8, p. 60, Figures 1 and 2,
pp. 48 and é1) manifested by these groups do suggest that
the subjects conform to the group thinking and group orienta-
tlon in the work situation.

The paranoid psychotics, on the other hand, do not
show this clustering tendency. (Table 8, p. 60, Figures 1
and 2, pp. 48 and 61). The wide range of divergence scores,
shown by the high S.D. of 62.2 for the group of patients
uged in developing the WFIS scoring key, and the S.D. of

59
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TABLE 8

DISTRIBUTION OF DIVERGENCE SCORES
ON THE WORK FRUSTRATION TOLERANCE SCALE
BY PERCENTAGE OF EACH GROUP

GROUPg##*
PRELIMINARY VALIDATION
1 2 3 4
SCORES* | N=100 W=28 N=50 T=25% Nézg
226-235 L
R16-225 L
206-215 L 8
196-205 iy Iy
186-195 L k4
176-185 12 12
166-175 L
1.56-165 k4
146~155 L
136-145 i
126-135 , 12
116-125 b 8
106-115 8 8
96-105 L 8
86-95 L
76-85 12
66-75 1 12 2 8
g ~65 L 12 L 4
6~55 11 12 14 12
36-45 16 b 14 b 28
26-35 27 28 36
16-25 21 26 20
6-15 20 12 L

# High scores indlcate poor work frustration tolerance
%% The various groups are defined as:
1. Well-ad)usted workers used in developing the
WFTS scoring key.
2. Hospitalized patients with poor work adjustment
used in developing the WFTS scoring key.
3. Well-adJusted workers used in validating
the WFTS.
4, Hospitalized patients with poor work adjustment
used in validating the WFTS.
5. Mental hospital patients making a good work ad-
Justment away from the hospital, used in testing
the hypothesis.
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49.1 for the group of patients used in its validation,
suggest that the paranoid pesychotic carries over his
individual thinking into the work sitwtlion. He projects
his autistic ideations, his feelings of inferiority, his
delusions of persecutlions and other personallity characteris-
tlcs typical of the paranold psychotic, into the Job area.
For example, 1t has been shown, in this study,
that the paranold patients choose responses on the WFTS
which reveal these paranoid tendencles. The alternatives
checked by patients, on the WFTS, indicate that they feel
their work to be inferior when compared with the work done
by others; that they do not trust the companies they have
worked for; and that they feel fellow workers are talking
about them. These regponses are contrary to what the
average well-adjusted worker selectsd and give us clues és

to why the paranold patient mey make a poor work adjustment.

He thinks, according to his responses on the WFTS,
that when fellow-workers are talking among themselves, they
are talking about him. He would not instruct newer workers
because he elther feels his own work 1s inferioer, or because
the company 1s using this means to spy on his own work. He
would blame himself if something went wrong with a machine
on which he was working. Most of his jobs have been dls-
appointing to him. He would blame his fellow workers if he
couldn't get along with them.

In other words, the paranoid patiént cannot inhibit

the expression of his own unigque, dlstorted thinking, and
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cannot function as a part of the typlcal work group. He
cannot accept other workers and cannot feel that he him-
self 1s accepted by them. His unique, imbalanced and
anxiety-producing needs and drives become predominant
factors in influencing his behaviour and he approaches the
pilcture of the malad justed worker described on p.l3. The
present study has shown that some of these unrealistic and
tension-produvecing autistic ideations are revealed through
the WFTS. If they are present in sufficient inténsity to
produce a score above what has been empirically determined

a8 the critical score (74), there is some reason for doubting

the patient's ablillity to function in the usual work situation
with its pressing inter-personal relations and problems.

The study also_attempted‘to compare the discriminating
abilities of the WFTS and a projective technique, the PAT,
It has been shown thet, unlike the WFTS, the PAT resulted in
no significant difference between well-ad justed workers and
paranold patients with a poor work adjustment, when we used
the areas and scoring key established by the test author.
Qualitative analysis of the responses did elicit differences
between these two groups. This test can be used in a hospital
setting and should have value in an industrial evaluation or
gereening program.

Ve may taeke as an example a hospitalized paranoid
patient who was a subject in the standardization group. He

made a divergence score of 61 on the WFTS, which places him

rather high when compared with the well-adjusted worker. He
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8till falls within.the overlapping range betweeh the workers
and patients. We cannot say, with a high degree of agsur-
ance, that he would not be able to adjust to a work situa-
tion outsilde the hospital, even théugh we do know, in
examining his WFTIS score, that hls reaction to frustrating
work situations is somewhat different from that of the
average worker's, Since he does fall in the overlapping
range of the WFTS, édditional diagnostic data would be
helpful.

We find thie additional data in analyzing his PAT
protocol. Analysie of the sequence of his responses would
not be dlagnostically significant since the number of
responses 1in each area does not discriminate between the
well-ad justed worker and the hospitalized patlent with a
poor work adjustment. We can examine the storles this
patient has written about the situations depicted in the
PAT plates. We find that he ends many of his "working"
plates with such commente as "resting® or "dreaming."

In Plates 13 and 15, the hero is left in a frustrated,
hogtile mood, rather than, as with many of the well-adjusted
workers, in a state of activity, after having worked off

his aggression. We also find a general trend of low self-
e%aluation ("audience walking out due to untastefullt0p1c.“),
strong physical anxiety ("blood poison resulting from a cut
finger") and passivity rather than activity.

Even though work with both the WFTZ and the PAT 1is

in the experimental stage, the assumption caen be made tint
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this patient, considering the rather high WFTS score and
the significant mode of reacting to the PAT situations,
should not be permitted to return to the typical work
sitvation at the present time. If other considerations
should produce his release from the hospital, special
precautions seem indicated, if he returns to work. His
strong physicel anxiety, hostile attitudes toward super-
vision, lack of self confidence, all suggest that a specilal
kind of Job placement would be necessary for his eventual

sucecessful work adjustment.
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CHAPTER VII

SUMMARY OF THE STUDY

~ This study was undertaken o develop a prognostic

technicue which could help the medical staff in a mentsl
hospltal determine whether a patient was well enough to
1eavé the hospital for a return to the work fileld.

As a preliminary step, a WORK FRUSTRATION TOLERANCE
SCALE (WFTS) was déveloped using items of the type usually
found in surveys measuring Job satisfaction. Some statemente
which had been revorted to the writer by returned or admitted
patients were also included in this scale. The scale forces
the subject to select one of three alternatives each indica-
ting a different reaction to a potentially frustrating work
situation.

The preliminary form of the WFTS was administered to
a group of 100 ﬁell-adjusted workers and to a group of 25
hospitalized paranoid patients who had hade a poor wofk ad-~
Justment. Through item analysis, those items which d4id not
satisfactorily differentiate between these groups were
eliminated. A scoring key was then developed, with ap-
propriate'weights agsigned to each of the 60 items which had
shown satlisfectory differentation between the two groups.

The preliminary WFTS discriminated between the two
groups at a very significant level equal to a "t" value of

7.13 which meets the .00l level of significance.

66
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The first hypothesls formulated for this study
stated that the WFTS would: (1) differentiate between
Well-adjusted workers and hospitalized patients with a
poor work adjustment, (2) differentiate between hospitalized
patients with a poor work adjustment and mental hospital
patients making a good work adjustment away from the
hospital, (3)‘not differentiate between well-adjusted
workers and mental hospital patients making a good work
ad Justment away from the hospital.

To test this hypothesis, and also validate the
WFT8, the scale was administered to a second group of 50
well-adJusted workers, a second group of 25 hospitalized
patients with a hlstory of poor work adjustment, and to a
group of mental hospital patients making a good work adjust-
ment away from the hospital.

This adminlstration of the scale showed that the
WFTS differentiated between this second group of workers
and patients at a level of significanee equal to a g
value of 9.35 which meets the .00l level of significance. It
also differentiated between the hospitalized patients and
the patients making a good work adjustment away from the
hospital at a level of signlficance egual to a "t" value
of 6.66 which meets the .001 level of sgignificance. It did
not differentiate between well-ad justed workers and the
mental hospital patlients making a good work adjustment away
from the hospital. The "t" ratio of the difference between

these two groups was 1.33 which does not meet the .05 level
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of significance.

The second hypothesls formulated for this study
stated that a projective technique, the Tomklns-Horn
Picture Arrengement Test (PAT), would differentiate more
sharply than the WFTS among the three groups. The PAT
was administered to the first group of well-adjusted workers
and to the first group of hospitalized patients. The
results do not indicate significant differences between
these two groups., The "th rétios of the differences be- .
tween the groups range from .60 to 1.47, none of which .
meet the .05 level of significance.

In summary, this study hés resulted in a Work
Frustration Tolerance Scale with asn empirically determined
cut-off score of 74 which differentiates betweeh a well-
adjusted worker and a hospitalized paranoid patient with a
poor work adjustment. Although the Tomkins-Horn Picture
Arrangement Test did not show signifieant differences
between these groups, i1t dld show possibilities as a
qualitative tool, especially when used in conjunction with
the WFTS, to reflne the WFIS analysls of a person's work

frustration tolerance,
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CHAPTER VIII

IMPLICATIONS FOR FURTHER RESEARCH

The present study has produced a Work Frustration
Tolerance Scale valldated for a specific group of subjects:
hospitalized paranoid psychotics with a hilstory of poor
work adjustment. Furtherwork with the WFTS will be carried
on to refine the scale, develop normé for various psychotic
test entities, work areas, ages and other variables, and to test
the suitability of the cut-off score of 74 when applied to
larger samples. | |

The cooperation afforded the writer by industry 1is
indicative of the need in industrial evaluation for the type
of technicue which was the subject of this study. The
me Jorlity of personnel men contacted expressed an interest in
the final results of the study and indicated their willing-
ness to have their organization participate in the 1ém;range
gtudy to follow the present project. One industrial organiza-
tion 1ls presently veing the WFTS on an experimental basis,

gathering data for future use.

The writer is continving to work with Tomkins on
analysle of comblnations of PAT '"elements." The PAT will
continue to be used with hospitalized patients and workers
in industry to determine whether speciflc sequences and
responses rather than areas (as used in the present study)
will differentiate hospitalized patients from well adjusted

workers.
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Further research with the WFTS is indicated in the following
specific areas: |

1. The WFTS will be administered to male patlients,
with a history of poor work ad justment, when
they are admitted or returned to hespitals,
and when they leave. This testing will provide
a comparison between morbid and post-morbid
functioning, in respect to work attitudes and
work frustration tolerance. Such testing is
now in progress.

2. At present, the WFTS will be given to every
male patient who is leaving the hospital and
who will be entering the Jjob field. Follow-up
evaluations of his work adjustment will be made
at 3 month intervals 1o détermine whether his
WFTS score could have predicted his eventual
level of work adjustment.

3. Patients now on convalescent status, or dis-
charged, are frequently referred for vocational
rehabilitation, because of their poor work ad-
Justment. The WFT3 will be adminlstered to these
patients to determine their work frustration
tolerance. It may also be possible to elicit
specific areas'of work malad justment through
analysis of specific items or trends pfojected

in their responses.
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TABLE 9

PERCENTAGE OF EACH PRELIMINARY GROUP SELECTING EACH
OF THE CHOICES ON 115 ITEMS OF THE PRELIMINARY WFTS,
TOGETHER WITH CORRESPONDING "t" VALUES

H

Well-Ad Justed Patients with

Workers Poor Work
Ad Justment ft" Value

Item Cholice Choice Choice
no. 1t 2 _3 1 2 _3 1 2 3
* 1 100 "0 "0 9% L 0 sample ,
2 30 64 6 32 48 20 .00 1.26 1.89
3 26 14 60 28 20 52 .00 .63 .63
* 4 2 9 89 16 20 64 2.52 1.26 2.52
5 41 41 18 36 40 24 .63 .00 .63
LIS 4 6 90 28 12 60 3.15 .63 3.15
7 21 0 79 16 8 76 .63 2.52 ,00
8 8 7 85 16 16 68 .63 1,26 1.26
* 9 2 0 98 8 20 72 1.26 4,41 3,15
10 56 7 37 40 8 52 1.26 .00 1,26
11 10 21 69 8 40 52 .00 1.89 1.26
* 12 7 82 11 16 48 36 1.26 3. 15 2.52
13 3 82 15 8 72 20 1.26 .63
14 38 22 40 36 40 24 .00 1, 89 1.26
15 86 5 11 68 20 12 1.26 2.52 .00
* 16 10 8 82 12 48 40 .00 L.,41 3,78
17 59 41 0 60 32 8 .00 .63 2.52
18 L0 41 19 60 24 16 1.89 1.89 .00
* 19 3 17 80 12 40 48 1.89 2.52 3.15
# 20 72 3 25 iy 0 56 2.52 1.89 2.52
21 62 5 33 48 20 132 1.26 1.89 .00
® 22 21 3 76 Ly 8 48 - 1.89 1.26 2.52
* 23 2 87 11 24 56 20 3.15 3.15 1.26
* 24 1 1l 98 16 L 80 2.52 .63 2.52
#* 25 5 6 89 28 12 60 3.15 1.26 3.15
26 3 48 L4g 20 40 40 2.52 .00 .63
27 L 20 76 . 8 28 64 .63 .63 1 26
* 28 19 4 77 28 24 48 .63 2.52 2,52
29 6 4 90 36 16 48 3.15 1.89 4,41
30 7 59 34 12 52 36 .63 .00 .00

* gtarred items i1ndicate the ones chosen for the final form
of the WFrTS
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TABLE 9

(Cont.)

PERCENTAGE OF EACH PRELIMINARY GROUP SELECTING EACH
OF THE CHOICES ON 115 ITEMS OF THE PRELIMINARY WFTS,
TOGETHER WITH CORRESPONDING *+t" VALUES

|

Well-Ad Justed

Workers

Item Choice

no 1 2
By 5 3 3
* 32 19 0 81
* 33 0 93 7
®* 34 15 85 0
# 35 16 80 L
* 36 25 8 67
* 37 5 7 88
#* 38 0 94 6
* 39 86 3 11
* Lo 96 2 2
®* 4] 0 46 54
42 23 77 0
43 30 63 7
Ly 8 8 7
* Lg 2 96 2
L6 23 5§53 24
b7 89 3 8
48 12 76 12
b9 88 11 1
* 50 13 87 0
51 55 31 14
* 52 22 2 76
* 53 43 55 2
54 b9 22 29
* 55 2 3 95
56 37 11 52
* 57 ol 0
58 18 70 12
* 59 14 74 12
* 60 25 73 2

Petients with

Poor Work
Ad justment "t Value
Cholce Cholce

1 2 ' 1 2
24 "8 B‘% BT 1.26 3“%.7
72 16 12 5.06 3.78 6,93
16 56 28 3.78 3.78 2.52
24 68 8 .63 1.89 2,52
28 44 28 1.26 3.15 3.15
12 48 40 1.26 4,41 2,52
20 24 56 1.8 1.89 3.15

8 72 20 2,52 2.,52 1.89
iy 16 40 3.78 1.89 3.15
72 20 8 3.15 2.52 1,26
36 36 28 5.67 63 2.52
32 64 4 .63 1.26 1.89
4y 48 8 1.26 1.26 .00
64 24 12 1.89 1.89 .63
L 80 16 .00 1.89 2.52
4o 40 20 1.26 1.26 .00
72 8 20 1.89 .63 1.26
12 64 24 00 1,26 1,26
76 8 16 1.26 63 2.52
36 60 4 2.52 3.15 1.89
iy 20 36 .63 1,26 1.89
24 20 56 .00 2.52 1.89
56 28 16 1.26 2.52 2.52
36 24 40 1.26 .00 .63
16 24 60 2.52 3.15 3.78
36 24 40 .00 1.26 1.26
20 68 12 1.89 3.15 3.15
28 56 16 1.26 1.26 .63
32 40 28 1.89 3.15 1.89
28 40 32 .00 3.15 3.78

* gtarred items indicate the ones chosen for the final
form of the WFTS
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TABLE 9 (Cont.)

74

PERCENTAGE OF EACH PRELIMINARY GROUP SELECTING EACH
OF THE CHOICES ON 115 ITEMS OF THE PRELIMINARY WFTS,
TOGETHER WITH CORRESPONDING "t" VALUES

Well-Ad Justed

Workers

Item Choice
no, 1 2
¥ 61 22 77
62 22 26

¥ 63 32 60
® 64 35 2
* 65 0 100
66 4 85
67 L 34

* 68 0 90
69 75 21
70 2 33
71 14 32

* 72 66 23
7 56 44

. 7 23 29
* 75 9 18
76 49 40

* 77 6 94
78 24 22

® 79 100 ©
# 80 88 0
81 61 39
82 16 39

8 11 36

* 8 0 2
85 37 61
86 22 76

* 87 2 7
. 88 19 56
# 89 11 ©
90 1 70

# gtarred items indicate the ones chosen for the final

form of the WPTS
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Patients with

Poor Work
Ad justment "% Value
Choice . Choice

1 2 1 2 3
28 Bh ’g' .00 1.26 1.26
Ly, 24 32 1.89 .00 1.89
24 4o 36 .63 1.89 3.15
4o 20 40 .00 3,15 1.89
16 72 12 3.78 5.04 3,15
16 64 20 1.89 1.89 1.26

8 48 4L .63 1.26 1.26
12 60 28 3.15 3.15 1.89
80 20 0 .00 .00 1.89

0 28 72 1.26 .63 .63
36 16 48 2.52 1.26 .63
32 4o 28 3.15 1.26 1.89
biy Lo 16 1.26 .00 3.78
24 28 48 .00 .00 ,00
32 32 36 2.52 1.26 3.15
52 28 20 00 1,26 1.26
28 64 8 2.52 3.15 2.52
4y 24 32 1.89 .00 1.89
68 32 0 5.04 5.04 .00
L8 12 4o 3.78 3.15 2.52
by 52 4 1.26 1.26 1.89
16 48 36 .00 .63 .63
16 36 48 .63 .00 .00
16 20 64 3.78 3.15 4.41
Lo 52 8 .63 .00 1.26
24 68 8 .00 .63 1,26

L 44 52 63 3.78 3.78
16 60 24 .00 .00 .00
32 8 60 2.52 2.52 3,15
L 852 Lk .63 1.26 1,26



TABLE 9 (Cont.)

PERCENTAGE OF EACH PRELIMINARY GROUP SELECTING EACH
OF THE CHOICES OF 115 ITEMS OF THE PRELIMINARY WFIS,
TOGETHER WITH CORRESPONDING "t* VALUES

75

Well-Ad Justed

Workers

Item Choice
no 1 2 _3
* 0] 63 19 18
92 45 54 1
* 9 89 0 11
*9 59 39 2
* 95 88 11 1
96 18 10 72
* 97 5 84 11
* 98 29 L9 22
* 99 98 0 2
%100 86 2 12
101 11 83 6
#3102 87 11 2
10 6 90 4
10 56 40 4
*105 77 16 7
*#106 17 71 12
107 50 6 4k
#108 94 2 4
*109 20 1l 79
110 18 56 26
#1111 12 73 15
*112 9 5 5
113 8 62 130
114 11 64 25
115 24 72 4

Patients with

Poor Work
Ad Justment "% Value
Choice - Cholce

1 2 1 2 3
28 32 B0 3.15 1,26 1,89
36 60 4 63 .63 .63
4y 8 48 .41 2.52 3.78
24 68 8 3.15 2.52 1.26
60 28 12 2.52 1.89 2.52
36 12 52 1.89 .00 1.89
12 60 28 - 1.26 2.52 1.89
32 20 48 .00 2,52 2.52
b4 20 16 B,41 3,15 2.52
60 12 28 2.52 1.89 1.89
24 64 12 1.26 1.89 63
64 32 4 2.52 2,52 .63
16 72 12 1.26 1.89 1.26
4o 48 12 1.26 .63 1.26
28 48 24 b,41 3,15 2.52
36 32 32 1.89 3.78 2.52
52 20 28 .00 1.89 1.26
60 16 24 3.78 2.52 2.52
Ly 4y 52 1.89 .63 2.52
24 48 28 .63 .00 .00
24 44 32 1.26 2,52 1.89
60 20 20 3.15 1.89 1.89
8 72 20 .00 1,26 .63
16 44 4o .63 1.89 1.26
28 64 8 .00 .63 .63

* gtarred items indicate the onesg chosen for the final

Torm of the WFTS

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.



TABLE 10

SCORING KEY FOR THE FINAL FORM OF THE
WFTS SHOWING WEIGHT ASSIGNED TO EACH
CHOICE OF EACH ITEM

'1
ll

| WEIGHT _
Item no. CHOICE 1 CHOICE 2 CHOICE 3
1 (Sample)
2 -4 -2 b4
a -5 -1 5
-2 -7 5
5 -2 5 =4
6 0 -Z 6
7 - -
: Z 5 4
9 -3 -2 L
10 -5 5 -2
11 -l -1 k4
12 -5 -2 5
13 . -1 -4 b
14 -5 -3 7
15 -7 -2 6
16 -8 ) 11
17 -6 6 -
18 -1 3 -4
19 -2 5 -5
20 2 -7 L
21 -3 -3 5
22 -k L -3
23 6 -2 -5
24 5 -b -2
25 -9 1 b
26 0 3 -
27 -4 -3
28 0 -4 3
29 -2 by -4
30 -4 -5 6
31 -3 5 -5
32 -3 5 -3
33 0 5 -6
34 0 2 -2
35 1 3 -5
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TABLE 10 (Cont.)

SCORING KEY FOR THE FINAL FORM OF THE.
WFTS SHOWING WEIGHT ASSIGNED TO EACH
CHOICE OF EACH ITEM

|

WEIGHT

li
|

Item no. CHOICE 1 CHOIGE 2 CHOICE 3
36 0 -5 3
37 -6 ' 8 -5
s 3 z &
Lo i -2 -5
41 -4 5 -4
Lo 8 -8 0
L 6 -5 =4
L -6 ’ -5 7
is -1 -6 6
ﬁé -4 -4 | 5

7 5 -2 -
4 5 i 2
k9 5 -4 -2
50 b -3 b

51 -2 i -3
52 0 L -z
53 7 -5 -
5k L -3 -3
55 L -k -1
56 7 -5 -4
57 -3 6 -k
58 6 -l -4
59 -3 -1 b

é0 -2 L -3

61 5 -3 -3
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TABLE 11

AGES, T.Q.'S, WORK AREAS, OF HOSPITALIZED PATIENTS
WITH A POOR WORK ADJUSTMENT, WHO WERE
USED IN DEVELOPING THE WFIS
SCORING KEY

SUBJEQT AGE I.Q.%
1 Lo 89
2 26 91
3 22 86
4 - 29 90
5 42 96
6 31 92
7 22 8
8 gL 102
9 26 84

10 28 112
11 43 88
12 27 101
1 35 114
1 36 104
15 20 gn
16 34 86
17 43 106
18 Ls 92
19 26 102
20 41 109
21 30 89
22 Ls 103
2" hg 103
2 38 111
25 27 105
Mean = 97.3

WORK AREA

Auvtomoblile Mechanie
Repalirmean

Carpenter

Painter
Electricien

Machinist
Lathe Operator

" Machinist

Punch Press Operator
Lathe Operator

Boring-Machine Operator
8hoe Repairman
Machinist

Punch Press Operator
Sheet Metal Worker

Painter

Electrician

Palinter

Electrician

Automobile Body Repalrman

Boring-Machine Operator
8heet Metal Worker
Carpenter (Construction)
Carpenter

Puneh Press Operator

*Jechsler-Bellevue Form I
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TABLE 12

AGES, I.Q.'S, WORK AREAS, OF HOSPITALIZED PATIENTS
: WITH A POOR WORK ADJUSTMENT WHO WERE
USED IN VALIDATING THE WFTS

i

o o—

|

WORK AREA

Radlo Repalrman

O0ffice Machline Repalrman
Electrician

Stationary Engineer

Machinist

SUBJECT AGE I.0.%
1l ' 28 105
2 Ly 99
3 29 115
L 37 101
5 39 116
6 22 84
7 28 93
8 28 - 90
9 32 102

10 19 ok
11 34 o8
12 39 103
13 39 98
14 23 96
15 28 87
16 39 92
17 Ly 112
18 28 96
19 42 102
20 41 ol
21 51k 102
22 24 88
23 Lo 91
24 L2 89
25 27 93
Mean = 97.6

Punch Press Operator
Automobile Assembler
Stencil Cutter
Carpenter (Maintenance)
Lathe Operator

Carpenter

Painter

Machinist

¥Milling Machine Operator
Carpenter (Construction)

Inspector

Lathe Operator
Furniture Finisher
Drill Press Operator
Bench Grinder

Punch Press Operator
Polisher

Painter

Lathe Operator
Automoblle Mechanic

#echsler-Bellevue Form I
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TABLE 13

AGES, I.Q.'S, AND WORK AREAS OF MENTAL HOSPITAL PATIENTS
CURRENTLY MAKING A GOOD WORK ADJUSTMENT AWAY
FROM THE HOSPITAL, WHO WERE USED IN
TESTING THE HYPOTHESIS

SUBJECT AGE I.Q.% WORK AREA
1 45 98 Painter
2 22 96 Plumber
3 32 116 Boring Machine Operator
L 22 110 Carpenter
5 45 102 Electriclan
6 27 88 Lathe Operator
7 Ll 89 Sheet Metal Worker
8 24 101 Lathe Operator
9 30 105 Painter
10 4l Q7 Radlo Repairmen
11 Ls 90 Laundry-Machine Mechanic
12 30 92 Automobile Assembler
13 39 91 Auvtomoblle Mechanic
14 23 84 Furniture Repairman
15 29 112 Cutter
16 bl 93 Carpenter (Construction)
17 28 90 Printer
18 . 5 111 Carpenter
19 2k 99 Cabinet Maker
20 24 99 Automobile Mechanic
21 32 92 Machinist
22 34 118 Watchmaker
2 28 93 - Machinist
2 39 124 Machinist
25 28 97 " Machinist
Mean = 99.4

#Yechsler-Bellevue Form I
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TABLE 14

WORK FRUSTRATION TOLERANCE SCALE SCORES OF THE
WELL ADJUSTED WORKER3 USED IN DEVELOPING THE
WFTS SCORING KEY

SCORES
Subject CONFORMITY DIVERGENCE C#D
1 257 26 » 231
2 220 64 156
3 241 33 208
In 271 16 255
5 253 3L 219
6 242 18 224
7 238 33 205
8 268 15 253
9 273 15 258
10 237 b2 195
11 241 | 36 205
12 227 55 172
13 251 26 225
14 248 , 31 217
15 219 L8 171
16 oLg 32 216
17 272 14 258
18 264 19 245
19 : 282 7 275
20 254 30 220
21 229 Ll 185
22 271 12 259
2 239 31 208
2 272 10 262
25 216 ’ 63 153
26 270 18 252
27 259 22 237
28 264 23 241
29 262 21 241
30 259 25 234
31 282 ‘ 7 275
% 528 25 253
537
34 235 L 191
35 263 25 238
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TABLE 14 (Cont.)

WORK FRUSTRATION TOLERANCE SCALE SCORES OF THE
WELL ADJUSTED WORKERS USED IN IEVELOPING THE
WFTS SCORING KEX

SCORES
Sub ject CONFORMITY DIVERGENCE C#D
36 225 L7 178
37 229 57 172
38 267 15 252
39 254 28 226
Lo 239 Lo 199
L1 235 33 202
i2 209 58 151
L3 262 21 241
Ly 224 L7 177
Ls 227 53 174
46 2L9 38 211
L7 257 31 226
L8 237 50 187
kg 271 14 257
50 278 21 257
51 251 29 222
52 255 28 227
53 234 26 208
5l 231 L2 189
55 230 52 178
56 182 7k 108
57 247 Lo 207
58 223 k9 174
59 268 ‘ 19 249
60 277 11 266
61 251 26 - 225
62 269 19 - 250
- 63 240 L8 192
64 250 2h 226
65 - 259 27 232
66 254 31 223
67 243 37 206
68 262 12 250
69 267 14 253
70 233 ‘ i6 187
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TABLE 14 (Cont.)

WORK FRUSTRATION TOLERANCE SCALE SCORES OF THE
WELL ADJUSTED WORKERS USED IN DEVELOPING THE
WFTS SCORING KEY

SCORES

Sublect CONFORMITY DIVERGENCE C#D
71 : %ié 31 225
72 7 38 209
73 268 15 253
7l 274 11 263
75 268 21 247
76 252 29 2273
77 281 13 268
78 274 12 262
79 263 13 250
80 254 29 225
81 265 19 246
82 260 23 237
83 245 45 200
8L 281 12 269
85 265 2k | 241
86 24l 28 216
87 : 206 59 147
88 242 L1 201
89 247 28 219
90 255 18 237
91 252 . 39 213
92 273 12 ' 261
9 246 40 206
9 252 26 226
95 280 8 272
96 2ul 29 215
97 241 37 204
98 258 16 242
99 257 27 230
100 260 27 233
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TABLE 15

WORK FRUSTRATION TOLERANCE SCALE SCORES OF
HOSPITALIZED PATIENTS WITH A POOR WORK ADJUSTMENT,
WHO WERE USED IN DEVELOPING THE WFTS SCORING KEY

SCORES

Subject CONFORMITY DIVERGENCE C#D
1 150 106 hly
2 234 53 181
3 29 22k -195
L 224 L7 177
5 82 . 187 -105
6 117 144 - 27
7 199 ° 67 132
8 200 70 130
9 212 53 159
10 28 204 -176
11 vl 171 - 96
12 207 61 146
13 187 61 126
1L 18 234 -216
15 165 99 66
16 208 88 120
17 Lo 212 -172
18 235 Lk 191
19 66 | 185 -119
20 154 106 48
21 137 122 15
22 221 60 161
23 80 178 . - 98
24 197 72 125
25 91 : 177 - 86
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TABLE 16

WORK FRUSTRATION TOLERANCE SCALE SCORES OF
THE WELL-ADJUSTED WORKERS USED IN
VALIDATING THE WFTS

SCORES

Sub ject CONFORMITY DIVERGENCE C4D
1 228 28 230
2 2L2 38 204
3 282 10 272
g 224 12 262
260 . 30 230

6 265 25 240
7 286 14 272
8 246 30 216
9 240 33 207
10 257 37 220
11 251 41 213
12 248 ko 208
13 281 13 268
14 286 31 255
15 268 18 250
16 256 30 226

i 2 7 i
19 254 31 223
20 251 25 \ 226
21 260 20 240
22 277 11 266
23 230 us 185
2l 182 60 122
25 230 b1 189
26 259 | 2l 235
27 270 20 250
28 262 21 251
29 182 n2 110
30 258 ' 28 230
31 264 25 239
32 267 15 252
33 . 2473 40 201
34 210 55 155
35 261 Ly 214
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TABLE 16 (Cont,)

WORK FRUSTRATION TOLERANCE SCALE SCORES OF
THE WELL-ADJUSTED WORKERS USED IN
VALIDATING THE WFTS

SCORES

Subject CONFORMITY DIVERGENCE . GC#D
36 227 53 174
37 256 35 221
38 237 50 187
9 254 28 226
0 251 29 222
k1, 257 26 231
42 271 16 255
43 240 16 22L
Ly 268 17 251
45 233 49 184
L6 227 60 167
Iy7 240 33 207
48 257 26 231
b9 282 17 265
50 230 b5 185
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TABLE 17

WORK FRUSTRATION TOLERANCE SCALE SCORES OF
HOSPITALIZED PATIENTS WITH A POOR
WORK ADJUSTMENT, WHO WERE USED
IN VALIDATING THE WFTS

SCORES

Subject CONFORMITY DIVERGENCE C#D
1 97 185 - 88
2 197 72 125
3 90 178 - 88
4 60 186 -126
5 93 153 - 60
6 43 208 -165
" 88 165 - 77
8 115 130 - 15
9 219 57 162
10 154 104 50
11 127 122 5
12 231 i5 186
13 40 212 ~-172
14 208 80 128
15 148 106 42
16 24 204 -180
17 66 185 -119
18 187 67 120
19 217 77 140
20 113 121 - 8
21 167 99 68
22 154 106 48
23 147 127 20
24 147 129 18
25 207 81 126
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TABLE 18

WORK FRUSTRATION TOLERANCE SCALE SCORES OF
MENTAL HOSPITAL PATIENTS CURRENTLY MAKING
A GOOD WORK ADJUSTMENT AWAY FROM THE
HOSPITAL, WHO WERE USED IN

TESTING THE HYPOTHESIS

SCORES

Subject CONFORMITY DIVERGENCE C#D
1 221 Lly 177
2 254 33 221
3 264 22 242
L 251 30 221
5 233 33 200
6 2732 - k9 183
7 2413 35 208
8 247 27 220
9 . 278 ‘ 11 267
10 231 39 192
11 261 19 242
12 252 32 220
13 248 24 224
1k 238 52 186
15 240 42 198
16 - 256 31 225
17 221 . bk 177
18 256 33 223
19 257 28 229
20 241 37 ' 204
21 242 L1 201
22 265 24 241
23 260 23 237
24 231 L2 189
25 225 L7 178
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WORK FRUSTRATION TOLERANCE SCALE

AGE OCCUPATION

A SURVEY OF WORK ATTITUDES

This survey 1s part of a gtudy to find out what
people think about the many things that make up thelr work.
Every person has different reasons for liking a Job. Some
things that annoy one person wlll please another person,
¥We want to know what YOU find interesting or annoying about
work in general.

This survey is CONFIDENTIAL. Do not sign your name,
No one in your company will see your answers.

THERE ARE NO RIGHT OR WRONG ANSWERS. This i1s not a
test. We want your opinion about matters like pay, super-
visors, working conditions, and other factors related to work
in general,

DIRECTIONS

Read each question or statement carefully. Then,

put an "X" in the parentheses opposite the answer closest to
your own thinking about the item. One item might read:

Which Job would you like best if you worked in a
machine shop%

( ) A machine operator.
( ) An inspector.
( ) A tool maker.

A person who would like to be a MACHINE OPERATOR
would answer like this:

(x) A machine operator.
( ) An inspector.
( ) A tool maker.

A person who would like to be AN INSPECTOR would
answer like this:

( machine operator.

) A
(x) An inspector.
( ) A tool maker.
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A person who would like to be a TOOL MAKER would
answer like this:

( ) A machine operator
( ) An inspector
( x) A tool maker

Some of the items may not apply to any work you have
done. If you find this to be the case, you should imagine
that you were in such a situation and then mark and "X" next
to the answer you choose.

Please answer each question in turn. Do not skip
around,

If you do not understand any question, its meaning
will be explained to you.

There 18 no time limit but do not spend too much
time on any one question, We would like your answer without
too much thinking on your part. If you want to change your
answer, erase the "X" and then put an "X" next to the answer
you want to give,.

Answer the following questions:

_ Item No.
Prelim. Final.
1 1 What do you think is most often the reason
for promotions?
( ) Ability.
( ) Luck.
( ) Being the foreman's favorite,
2 How would you feel if your supervisor stopped
at your bench very often?
( ) I would begin to imagine he doesn't
think I'm doing a good Job.
( ) I would feel he is showing the
right kind of interest on his part.
( ) I would be flattered at his
attention.
3 Which one of the following three items

would influence you most in taking a Job?

( ) The working hours.

( ) vwork that would be hard or easy.

( ) The kind of persons you would be
working wilth.
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_ Item No.
Prelinm. Finsl.

4 2 What would you do Af you were asked to
£ill out a report on how you felt about
conditions in your company and couldn't
say something nice?

( ) I would refuse to answer if I
had to sign my name.
( ) I would be honest if I didn't
have to slgn my name.
( ) I would give an honest answer
always because it might help
. other workers.

5 If you had to rate foremen, which one of
thegse three would you rate the highest?

( ) The foreman who can pick out the
men who need a lot of help and
give 1t to them.

( ) The foreman who knows that pralse
for good work makes a man work
harder,

( ) The foreman who doesn't try to
feed company propaganda to the men,

6 3 What would you do if you begen to get the
feeling that your boss didn't like you?

( ) I would begin to worry because he
might get me fired.

( ) I would worry because I can't
stand people not liking me.

( ) I would just forget about it Af I
knew I was dolng my Job.

7 What would you do if you had a problem on
your Jjob?
} I would talk 1t over with my fellow
workers.
( ) I would keep 1t to myself.
( ) I would talk it over with my boss
rather than the men I work with.

8 What would you do 1f you thought you should
have been promoted and were not?

( ) I would think there was something
wrong with me.

( ) I would probably blame it on bad
breaks.

( ) I would discuss 1t with my boss.
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Item No.
Prelim. Final

9 by Whom would you blame, if a machine you
were working on broke down?

( ) The company for not giving you
proper working equipment.

( ) Yourself.

( ) PRobody; accidents can happen.

10 What would you do 1f a foreman seemed to
watch you more closely than he dld the
other workers?

( ) I would pay no attention to him,

( ) I would think he had it in for me.

( ) I would begin to worry about my
work.

11 What would yourfirst thought be if two

v other workers and yourself have finished
three asgemblies which you think are all
equally good, and the foreman pralses
the other two workers but not you?

( ) He's not fair, he should have
pralised me too.

( ) It doesn't matter, there will be
other chances for priase.

( ) Maybe my work wasn't as good as
thelirs was,

12 5 The team you are working wlith doesn't pull
together. What would you do?

( ) I wouldn't mind because you have
to learn that most people don't
get along.

( ) I would try to get the workers
on the team together and try to
straighten things out.

( ) I would call in the supervisor to
try to fix the matter.

13 " What would you do if the company you worked

for gave 1ts workers employee benefits at
the company'!s expense?

( ) I would be pretty suspicious be-
cause the company would probably
take something else away from us

( ) I would accept these benefits as
proving the good intentions of the
company.

( ) I would probably give credit to the
union.
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Prelim. Final.
14

15

16 6

Some Jobs keep a man inside all the time;
some Jobs let him work outslde all the
time., Which would you like if you had
your choice?

( ) I would like to do inside work.

( ) I would like to work outside,

( ) It wouldn't matter to me whether
I worked inside or outside.

What would you do if you had an idea that
you thought could help your company?

( ) I would feel free to take it to

~ my boss.

( ) I would keep it to myself because
most bosses don't think too much
of their workers' ideas.

( ) I would ask other workers if I
should take 1t to the boss.

Which of the three Jjobs listed would you

prefer?

17

( ) A job that offers a chance for
growth and advancement even Aif
the pay would never be too high.

( ) A Job that offers  good pay even
wlthout a chance to advance.

( ) A Job that offers a small beginning

pay with a chance to grow on the
Job.

What would you do if something went wrong
with the machine you were working on?

( ) I would ask my foreman to fix it
at once.

( ) I would try to fix it myself before

asking for help.

( ) I would be afrald to ask for help
because I'm usuvwally blamed if
things go wrong.
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_ Item No.
Prelim. Final.
18 How would you feel 1f you made & fair com-
plaint to your boss and he ignored 1t?
() I wouldn't like 1t but after all
he's the boss and doesn't have to
listen to nme.

( ) Something like that would probably
keep me from sending 1in any future
suggestions.

( ) I'm the kind of person who would
probably think I was wrong.

19 7 What would you do if thie happened to you?
Sometimes & foremen trles to make you do
things that you know are wrong.

( ) I wouldn't obey him.

( ) I would do as he asked because he
is the boss.

( ) I would try to show him where he
is wrong.

20 8 Which one of the following three stetements
would describe most of your bosses?

( ) They have been falir to all workers.

( ) They have discriminated against me
for no good reason,

( ) They had their favorites among the
workers.,

21 0f the following three job conditions which
would be most important to you?

( ) Being treated like a person, not
Just a hand.

( ) Good pay.

( ) Good working conditions.

22 9 What would youw do if you worked for a company
that didn't let the workers know what was
going on?

( ) 1I'd be satisfied Af that's the way
they wanted it.

( ) I'd have to quit soon becausg I don't
like to be left in the d ark sbout
things.

( ) 1'a try to show the top management
that an interested worker is a better
worker.
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—Item No,
Prelim. Final,

23 10 In the matter of taking criticism from a
boss, how would you compare yourself to
other workers?

( ) I take criticism better than the
next person.

( ) I take criticism about as good
as anyone.

( ) I take criticism much harder than
the next person.

24 11 What would you do Af there was gomething
about your Job you didn't understand?

( ) I would probably blame my super-
visor; he should know how to teach
his workers.

( ) I would probably blame myself for
being ignorant.

( ) I would probably ask my supervisor
for more explanations.

25 12 What would you do if another worker got a
promotion you thought you should have
gotten?

() I would blame myself as a fallure.

( ) I would make sure I got the next
promotion that came along.

( ) I would find out why he got it and
try for the next chance,

26 What do you think you would do if you got
into trouble on your Job and you could get
out of 1t by lying?

() I would tell a lie to save my Job.

( ) I would never lie even if it cost
me my Job.

( ) I would have to consider how im-
portant the Job was to me and then
decide what to do.

27 How would you feel about a fellow worker who
made a fuss about every little thing on the
Job. . :

( ) I would be sorry for him because I'm
like that too.

( ) I couldn't get along with him because
on every Jjob you have to take the
good with the bad.

( ) I would try to help him with his

trouvbles if I could.
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_ Item No.
Prelim, Final.
28 13
29 14

30
31 15

¥hat would you do if you felt you were
turning out all the work you could and
your foreman put pressure on you to pro-
duce more work?

( ) I would try to do even more be-
cause he might need that extra
effort on my part.

() I couldn't do what he asked me to
becavuse I can't stand pressure like
that.

( ) I would try to cooperate if it
didn't happen too often.

How would you feel if other workers were
advanced and you weren't?

( ) I would get sore at myself for
not being as good as they were.

( ) I would feel satisfied to remsin
where 1 was and not have to begin
learning a new Job routine. ’

( ) I would be encouraged %o plan
ahead to be ready for the next
chance.

Which one of the following three itens
would bother you most as far as Jjob
instructions are concerned?

( ) The fact that you can't seem to
understand Job instructions as
well as the next person,

( ) The kind of Jjob instruction that
doesn't cover all the detalls.

( ) Too much instruction with too little
chance to use your own ideas.

What attitude would you teke 1f you were
a foreman who has to train new workers?

( ) Most workers aren't too bright and
would need a lot of instructions
before they understoed thelr Jobs,

( ) The men I was training were as
smart as I was and wouldn't need
much instruction.

( ) Men differ in thelr understanding
of directions and I would expect
some men %o ask more questions than
others.
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_ Item No.
Prelim. Final.

32 16  Which of the following would be your
feeling if you saw some of your fellow
workers telking among themselves at
lunch time? ‘

() It wouldn't bother me at &ll.

( )} I would think they were talking
me ,

( ) I would probably Join them.

33 17 What would you do 1f your supervisor
would criticize you too much?

( ) I think I would quit Dbecause
I can't gtand eriticism.

( ) I would try to talk to him to
find out what was wrong.

( ) I guess I would Just grin and
bear it.

34 18 What would you do if you had a Job
complaint and wanted to correct 1t%

( ) I would probably work it out
with my fellow employees.

() I would take it in person to
my supervisor,

( ) I would probably do nothing
about 1t except hope that some-
one else had the same complaint
and would do more about it.

35 19 Compared with other people, how much
do you worry about your work?

( ) More than the average person,

( ) As much es the average person.

( ) Less than the average person.

36 20 How would you feel about your company if

it didn't have a good reputation in town?

( ) I wouldn't want to work for it.
It wouldn't bother me at all.

( ) I'd do what I could to change
that condlition.
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Item No,
Prelinm,
37 21
38 22
39 23
40 24

98

What kind of company would you like
to work for?

()

A company where you can express
your gripes through a suggestion
box.

A company where you aren't glven
a chance to alr your gripes butb
you are given a square deal,

A company where you know you can
always talk to your boss about
your problems.

Why do you think a foreman puts pressuré

~on his men?

He's the boss and can treat the
men as he likes.

The management is putting pressure
on him and he has to get the work
out.

He's afraid if he doesn't, the
men might think he's a soft touch
and take advantage of him.

Which kind of Job would you llke to have?

()

A Job where I could use my in-
telligence and get raises or
promotion based on my superior
WOrK.,

A Jjob where I wouldn't have to
learn anything new to advance
myself.

A Job where my lack of schooling
and poor work wouldn't stand in
my way.

you think about accidents at work?

They can usually be avolded if
I'm careful.

They are bound to happen the way
most companies treat their help.
They would probably happen more
often to me than to other workers.
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_ Item No,
Prelinm. Final.
41 25 - How would you act if you were a foreman?

( ) I would treat my men Jjust as
strict as I've been treated.

( ) I would try to remember that
I was once Just a hand.

( ) I would try to'steer a middle
course between the company's
demands and what I think the
men can produce.

42 Company A gives raiges to all its
employees.
Company B glves ralses to the men who
deserve them.
Company C is known to have foremen who
plick favorlites for raises,
Which company would you like to work for?

( ) Company A.

( ) Company B.

( ) Company C.

43 What do you think is the main reason
when fellow employees don't get along?

( ) They are Jealous Af someone
else gets the breaks.

( ) They don't respect each other's
feelings.

( ) The boss plays one worker agalnst
the other.

Ly On most of your Jobs, which of the

following describes the way you usually
felt at the end of the day?

( ) Happy to be working for that
company. :

( ) Wishing that you didn't mmave to
come back to that company the
next morning.

( ) satisfied with the company but
hoping you couwld be transferred
to another department,
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Prelim, Final.

45

Lé

b7

48

k9

26

100

Under which foreman would you like to
work?

( ) One who would be like a father
to me.

( ) One who would respect me as an
individual with some good ideas.

( ) One who wouldn't bother with me
at all.

What would you do if you worked for a
company where you have to take a lot
from your foreman before he recommends
you for a ralse or promotion?

( ) I wouldn't like that but after
all most foremen are like that
and you have to go along with
them. |

( ) 1I'd go over his head, if I thought
he wasn't being falr to me, and
complain to his boss,

() I'd Just stick it out t1ill he
left or I was asslgned to another
gsection.

On most of your Jobs, with whom have you
been moet friendly?

( ) Your fellow workers.

( ) Your supervisors..

( ) Neilther of them; I get along best
if T keep to myself.

What do you think of a person who turns
down a Jjob because 1t has nothing to
offer but good pay?

( ) He is reaching for the moon; he'!ll
never find what he's looking for.

( ) He is absolutely right; money isn't
everything.

( ) He 1s using this excuse just be-
cause he doesn't want to work.

What do promotions depend on?
( ) VWhat you know.

( ) VWho you know in the company.
( ) Juet blind luck.
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Prelinm, Final.
50 27

51
52 28
53 29
54

101

How strongly do you feel about a chance
to advance yourself on your Job? Is 1t:

( ) More important than anything else.

( ) Important but there are other
consliderations too, like pay,
working conditions and others.

( ) Unimportant.

Which of the following would bother you
most on your Job?®

( ) Work that is boring and monotonous.

( ) Work that makes you so tired you
can't enjoy yourself after you
leave for the day.

( ) Work where you have to learn many
different Job routines.

How have you felt about most of your Jobs?

( ) They have given me a lot of satis-
faction.

( ) They have been pretty disappoint-
ing.

( ) They have had their share of good
and bad features.

How much interest would you say the com-
panliesg you've worked for, have taken in
you?

( ) A 1ot of interest.
( ) Some interest.
( ) Little interest.

Which 4o you think is the most lmportant
reason when foremen don't get along with
the men who work under them?

( ) They don't know how to handle
people who aren't on their Jjob
level.

( ) They don't know how to give Job
instructions.

( ) The workers won't cooperate; 1t
isn't the fault of the foremen.
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Item No,

Preiim. Final.

55 30 What would you do if your supervisor
promised something and then went back
on his word?

( ) I wouldn't say anything to him
because I might stir up his
anger.,

( ) I would stand for it once but
not too often.

( ) I would talk to him about it,
because he may have forgotten.

56 What would a promotion on your Jjob mean
to you?

( ) Recognition for your good work,

( ) A feeling that you're a better
worker than you thought.

( ) A chance to advance even further
in time.

57 ' 31 How do you think you compare with other
workers?

( ) Better than the next person.

( ) About as good as the next person.

( ) Not as good as the next person.

58 How much interest do you think most
workers have in their company?

( ) A lot of interest.

( ) A failr amount of interest.

( ) Little or no interest.

59 32 In most of the companies you've worked
for, which of the followling was usuvally
the rule?

( ) The only way you could get your
ideas across to top management
was through a suggestion box.

( ) The bosses or supervisors were
willing to listen to men's 1deas
or suggestions.

( ) There Jjust wasn't any way to present
your ideas.
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Item No,
Prelim. Final.

60 33 Whiech do you think is the most important
duty of a supervigor?

( ) Keeping the men under him happy.

( ) Becognizing when a man 1is
troubled and try to help him.

( ) Getting the most work he can out
of his men.

61 34 Wwhich do you think counts most when pro-
motions are made?

( ) How a man stands with his foreman.

( ) How much work a man turns out.

( ) Presgsure put on the company by a
union,

62 If another worker leaves a tool around
and someone steals it, on whom should
most of the blame be put?

( ) The man who steals 1t.
( ) The man who left the tool around.
( ) Both of the workers.

63 - 35 Which type of boss would you like to work
for?

( ) One who would treat you like a
person, not Just a machine tender.

( ) One who would leave you alone most
of the time but be ready to help
you if yow called on him,

( ) One who would remember that you
don't know too much about our
Job and would give you 2 lot of
help even if you dldn't ask for it.

64 36 What would you do if working conditions

in your company were bad and the management
did nothing to correct them?

( ) I'd etill try to do my best because
I get satiasfactlion from my own work.

( ) I'd feel that the company should get
Just what they deserve and I w uld
show that feellng in the kind of
work I'd turn out.

( ) I'd try to correct the conditions
by going through proper channels.
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65 37 What would you do if your supervisor
agked you to instruct a new worker?

( ) I would probably refuse be-
cause I know that I'm not a
good teacher.

( ) I would be happy to have my
work recognlzed as superior,
and I would do as the super-
visor asked.

( ) I would refuse because the
boss might be doing this to
check on how much I know about
my own Job,

66 What would youw do if another worker came
to you feeling pretty blue because he was
Just a hand, not a supervisor?

( ) I would probably sympathize and
agree with him because workers
usually feel inferlor to thelr

- bosses.

( ) I would try to show him that
everyone, workers and bosses
alike, have important pleces in
the firm.

( ) I would begin to think of him as
a person who would feel small in
any situvation, not Jjust his Jjob,.

67 ‘ What would you do If changes were made in
the work of your sectlion and the workers
weren't told about 1t%?

( ) I would resent it as a reflection
on ovr intelligence.

( ) I would accept the change without
questioning why 1t was done.

( ) I would make it my business to
find out why the change was made.

68 38 What would you expect your foreman to do

if you mgde a mistake on your job?

( ) Bawl me out.

( ) Show me what I 4id wrong.

( ) Tell me I made a mistake and let
me work it out for myself,
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How do you feel your pay usually com-
pares with the kind of work you turn
out?

() I am pald what I am worth.

( ) I am paild less than what I
should get.

( ) I am overpaid.

What kind of bosses have you usually
had?

( ) I've had one or more who
usually wished me harm.

( ) I've never had a boss who
wasn't kind and considerate.

( ) I've had my share of good and
bad bosses.

Which of the following would apply to
you if you had a foreman who dldn't
know his stuff?

( ) I would feel insecure because I
: usually need a lot of help on my

Job.

( ) I would like that because then I
could use my own ldeas. ‘

( ) I would probably quit or asked to
be transferred because you couldn't
depend on a person like that.

How important to you are friendly fellow
employeee in making your Jjob satisfylng to
you?

( ) They are more important to me then
‘ anything else on my Job.

{( ) They are not too necessary, I can

get satisfaction from other things
" on my Jjob.

( )- They are important and I would like
to work wlth fellow employees like
that, but I can't seem to find them.

What is your feeling about job surveys or
time studles?

"( ) They are useful because they benefit
the worker.
( ) They are helpful to the company but
they don't do too much for the worker,
( ) They are used by the company to spy
on the workers.
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74 Why do you think more suggestions don't
come from the workers? '

( ) The men feel they wouldn't get
credit if the suggestions were
used.

( ) The men feel the suggestions
would Jjuet be ignored and not
used.,

( ) The men feel they don't know how
to present the suggestions in a
good form.

75 40 What is your feeling about the pay a man
gets on hie Job?

( ) It is more important than anything
else on his Job.

( ) It is important but can't make up
for a company's lack of interest
in its help.

( ) It is not as important as good
working conditions, like safety
regulations, proper tools, employee
benefits and the like.

76 How would you like your foreman to act
toward you?

( ) Give me very exact Jjob instructions
covering every detell.

( ) Just assign the job end let me
work it out for myself.

( ) Actually do the work for me until
I understood how to do 1i%t.

77 41 What would you do if you had a gripe about
' your Jjob?

( ; Keep it to myself.

( Take it to my foreman.

( ) Try to get some other worker to
do something zbout it.

78 Why would working under a supervisor who

wasn!t qualified bother you?

( ) Because I usually feel insecure on

a job and like to have somebody

above me whom I can turn to for help.
( ) Because top management might regard

you in the same way they think of him.
( ) Because I couldn't work for a man

I couldn't respect.
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If you come up against a problem on your
Job that you couldn't handle at once,
how would such a situation affect you?

( ) I would try all the harder to
work it out myself.

( ) I would give up and walt for
help.

( ) I would get so angry at myself
that I couldn't continue working.

How do you usually feel when you make a
mistake on your Job?

( ) I usually blame my own ignorance.

( ) I usually blame the poor Jjob in-
struction.

( ) I usually ignore my mistakes as
long as they don't interfere with
my holding on to my Jjob.

How well do you think most of the foremen
youlve had knew their Jjob?

( ) Tﬁey knew their Job very well.

( ) They knew their Jjob fairly well.

( ) They knew very little about thelr
jebo !

What would you do if your supervicor showed
favoritism toward some other worker ?

( ) I would take it up with the people
over him.

( ) I wouldn't say anything but it
would gripe me.

( ) I wouldn't say anything because he
might change sometlme and show
the same ‘attlitude toward me.

Under what conditions do you do your best
work?

( ) When I know I'll get praised for a
good Job.

( ) If the Job I'm doing makes me think
about what I'm supposed to.

( ) wWhen everything else is running
gmoothly. ‘
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84 Ly What would you do if you couldn't get
along with your fellow workers?
( ) I would probably blame them.,
( ) I weuld probably blame myself.
( ) I would probably try to find
the reason and correct it.

85 What would you do if another worker and
yourself were glven equal asslignments
and he knew his Job but you had some
questions about your Job assignment?

‘ ( ) I would probably ask him for
help. :
( ) I would ask my supervisor for
help.
( ) I wouldn't ask either of them
because they might think I
couldn't handle the work.

86 How would you compare yourself to other
workers?

( ) I try to work harder than they
do.

( ) I try to work about as hard as
. they do.

( ) I try not to work as hard as they
do.

87 Lsg In general, how have you felt about most

: of your work?
( ) It has made me feel Jumpy and
nervous.
( ) It bas meant just a pay envelope
to me.
( ) It has given me a lot of self-
satisfaction.
88 How would you compere the average worker

to his supervisor?

( ) He is Just as intel ligent as his
supervisor.

( ) He is less intelligent than his
gsupervisor.

( ) He 1is Just as intelligent but
hasn't gotten the same breaks.
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89 46 What would you do if you were a foreman
and something happened on the job to put
you on the spot?

( ) 1T would take the responsibility
myself. .

( ) I would shift the responsibility
to my men.

{ ) I would take it in my stride and
try to keep it from happening
again.

90 ' What would you think was the maln reason
if you falled on a Job assignment?

( ) #y fellow workers had it in for
me and caused me to falil.,

( ) I didn't have the necessary
training.

( ) A person can't be a success in
everything.

91 L7 Tn whieh class would you put most of the
companies you have worked for?

( ) The kind of company where a man
could get ahead i1f he worked hard.

( ) The kind of company where top
management really tried to help
thelr workers get ahead.

( ) The kind of company where the
workers were usually stuck for
good in thelr beginning level.

92 On most of your Jjobs, who took the most
interest in you?

( ) My fellow workers.

( ) My foreman.

( ) None of the people working with
me ever took a real interest in me.

93 48 How do yoh usuvally feel when you work in

a group with a lot of other men?

() I am friendly with most of them.

( ) I usuvally feel lonely even in a
group.

( ) I usually have just one or two
closge friends.
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9l 49 What do you think the other members of
a work team should do if one of them
falls behind in hies work?

( ) They should help him out all
the time.

{ ) They should help him out if his
poor work would affect their
rate of pay.

( ) They should ignore his poor work.
Every man for himself,.

95 50 What would you do if you suffered a minor
accident at work, like eutting your finger?

( ) I would get it bandaged and go
back on my Job.

( ) I would ask the company doctor
or nurse if I should take the
day off.

( ) I would become so angry at myself

‘ that I couldn't continue to work.
96 Under which of the following job conditions
would you like to work?

( ) Where the limits of the Jjob are
very carefully fixed with no
chance of going outside thece

- 1limits.

( ) Wwhere you get just a general out-
line of the Job without too many
detalls, '

( ) Where the job routine changes
pretty often.

97 51 Which one of the followlng three do you
think most men would do to get ashead on
their Job?

( ) They would lie if necessary.

( ) They would try to get ahead on
thelr own merits but not at the
expenge of other workers.

( ) They would not consider other
people at all.
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How do you think most workers feel
toward their bosses?

( ) Most workers respect their
bosgses.

( ) Most workers both respect and
like their bosses.

( ) Most workers listen to thelr
bosses because they have to,
not because they respect or
like them.

Read each statement and then mark
an "X% in the parentheses opposite
the answer which best describes how
you feel about the statement.

Some men llke to work for a company
where they have a chance for promotl on
to a higher level Job.

( ) I would like to work for a company
like that.

( ) I wouldn't like that because I
don't think I'd stand a chance of
being promoted.

( ) To me, any Job is 0.X. as long as
I get my regular pay envelope.

Some workers llke to feel an interest in
the success of the company they are work-
ing for,

( ) I have felt that way about most
of the companiss I have worked for.

( ) I have never felt that way about
any company I worked for.

( ) I don't think most companies care
one way or another how thelr workers
feel about the company.

Some older workers say that relations be-
tween the workers and bosses aren't as
close as they used to be.

() I don't think bosses ever felt
too close to their workers.

( ) I think they are wrong. I've always
had the feeling my boss knew what
I was dolng and respected my work.

( ) I don't think there should be close
relations because workers are in a
lower class than bosses.
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102 55 Workers sometimes feel sore if asnother
worker gets a ralse and they don't.

( ) I don't feel that way. I think
ralses are usually given to the
workxer who 1s better or faster
than the others.

( ) I would feel that way, even if I
didn't deserve a raise, because
all workers should be treated
alike.

( ) If that happened to me, I would
quit that company.

103 In some companles top management tries to
instill & Y"company spirit" among its
workers. .

( ) I wouldn't fall for such propoganda.
Companles are only interested in
how much they can get out of their
workers.

( ) I 1like that idea because I could do
better work if I felt the company
and I had the same interest.

( ) I would like to have that spirit
but I can't seem to become part of
any group I work with.

104 Sometimes I'm bothered about things not

connected with my Job but which do trouble
me and I would-like to talk to a supervisor.
about these problems.

( ) I would like to work for a company
where you could talk to a super-
visor about such problems.

( ) I don't think you should bother your
supervisor with matters not connected
with your Jjob.

( ) I would be afraid to mention such
things to my supervisor because he
might think I was a chronic complainer.
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105 56 To some workers the valus their Jjob
has for the company is more important
than other Job considerations.

( ) I agree with them. I couldn't
work at a Job if I felt 1t
didn't have an important place
in the company's program.

( ) I don't think the importance of
the Job would make much differ-
ence to me.

( ) I would like to feel my work is
valuable to the company, but so
far I've had pretty low level and
unimportant Jjobs.

106 57 Some workers worry a lot about their Jjobs
when they get home.

() I'mlike that.

( ) I do all my thinking about my Jjob
when I'm on 1it.

() I just do my Job and don't worry
about it at all.

107 Workers who favor unlions say they do so
becauvuse uniong help workers get the
recognition and status they should have.

( ) I'm in favor of any group that
will get us the recognition and
status we deserve.

( ) I don't see why status and
recognition are so important; if
the Jjob pays well, that's all I
want. '

( ) I think a men's work should give
him status in a company without
outslide help.

108 58 Work can sometimes be made easler if

people help each other out, even if they
have to go to some trouble to do so.

( ) Fellow workers usually like to
help each other.

( ") Fellow workers don't like to put
themselvesg out for each other.

( ) Fellow workers will help each other
if there is something in it for
themselves.
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59 A Jjob sometimes calls for you to work
with both men and women.

(

(
(

Friends
knowing

)

(

)
)
)

I would probably get along

best Af I worked only with men.
I think I would like to work
mostly with women.

I think I could get along elther
way.

gometimes tell me they mind not
what goesg on in thelr company.

I feel they should qulit that
company because it shows a lack
of interest on the part of the
company 1f they don't keep the
men informed.

I think they should just forget
it. Workers don't have to share -
in the company'!s plans.

I can sympathize with them because
I feel insecure if I don't know
what 18 golng on.

60 Some workers get a lot of satisfaction
from thelir Jjob because they feel the work
they are doing is important to their

company.

)

(

To me, that's not important. Just
do your work, keep out of trouble
and get your pay.

I agree with them, I couldn't
work for a company if I felt the

work I was doingmeant nothing to

the firm,

I'd like to feel my work is impor-
tant to the company, but most
companies don't care enough to
give their workers that feeling.

61 Older workers sometimes won't help newer
workers with their Jjob problems.

(
(

)
)

I think they are wrong because you
should try to be helpful when you can.
I think they are right because they
had to learn what they know, the

hard way.

I think this is Just another example
of every man for himself.
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There are some workers who try to
cheat or trick others for their own
benefit,

( ) On most of my Jobs 1 have
worked with someone like
that, who plotted agalinst me.

( ) I nave sometimes worked with
a person like that.

( ) I have never met anyone like
that in my work.

Some companies are run llke the Army;
all workers have to act alike.

( ) I would like to work in such a
company; you don't have to try
to be different.

( ) I don't think I could stand
that. I would like to be able
to express my own ldeas.

( ) As long as everyone was treated
fairly, I don't think 1t matters
whether you can express your own
ideas,

Some companies give their workers bonuses,
ralses and other benefits as though they
were handing out gifts.

( ) I would resent that because
workers deserve these benefits
for the work they do.

( ) I would accept them in the spirit
offered because top management
doesn't have to be generous to
their workers.

( ) I would refuse to take charity
from my company.
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