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Abstract 

The p resent study aimed to see whether the work related ottitudes, Job 

sCltis:jClction, Job Involvement and Organizational Commitment dfffer among 

married and unmarried women ond whether there is a positive relationship 

between work experience andjob satisfaction, job involvement and organizational 

commitment .. Sample consisted of 30 married and 30 unmarried 'women working 

in d(llerent organizations. Stated hypotheses for this research are that there would 

be positive and significant reLationship among job satioSfaction, job invoLvement 

and organizational commitment. Secondly unmarried women would score higher 

on the Level of job sati.sfaction, job involvement and organizationaL commitment, 

thirdly there would be positive relationship between work experience and job 

sati.sfaction, job involvement and organization commitment. Three questionnaires, 

Organizational commitment scale, Job involvement scale and Job f eeling scale 

}vere administered to married and unmarried employed women. The results 

indicated that there is a significant and positive relationship between 

organizational commitment, job satisfaction and job involvement. Unmarried 

women scored h(r;her on the level of Job satisfaction, Job involvement and 

Organizational Commitment. It was also concluded that the work exp erience is 

also pos itive~)l correlated withjob satisfaction, job involvement and organizational 

cOJ11Tnitment. 
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Chapter-J 

INTRODUCTION 

Work Related Attitudes 

People seldom feel neutral about the things they encounter in the 

world around them. We all have different feelings about the people, 

events, objects, and activities that we experience. Everyone has likes and 

dislikes, aversions and preferences. People form attitudes both favorable 

and unfavorable for the events, objects, and people they encounter. 

The feeling one holds for his job are impOliant to understand 

several reactions because not only do they constitute an impOIiant pmi of 

the quality of life experienced on job, but they are also related to key 

aspects of organizational behavior such as job perfol111ance, absenteeism 

and hU11Over. Mowday explained that work related attihldes are impOliant 

for both the individual who holds them and also organization in which 

these people work. (as cited in Green Burg, 1993). 

Bendura stated that when we talk about work related attitudes, we 

are talking about those lasting feelings, beliefs, and bellavioral tendencies 

that one has towards various aspects of the job, as all attitudes are f01111ed 

by combination of the cognitive, evaluative or atlective and behavioral 

aspects (as cited in Greenberg, 1993). 

Organizational commitment, job satisf~lction and job involvement 

are important job related attitudes that individual form while they are 

working. These attihldes are important in field of organizational behavior 

because by study work related atiitudes we can improve the quality of 

working life and also have a good opportunity to help improve them, 
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thereby making people feel better about the jobs they perform in an 

organization. The work related attitudes, organizational commitment, job 

sati sfaction , and j ob involvement have genera ll y been considered to 

represent distinct constructs . .T ob satisfaction is a pos itive emotional state 

reflecting an c!/Jective response to the job situation . .Job involvement is 

cognitive Belief State reflecting the degree of p.sychological identification 

with one'sjob. 

Whi le organizational commitment is the relative strength of an 

individual's identification with and involvement in the particular 

organization. Which is characterized by beliefs' and acceptance (~l 

organization 's goals and values, willingness to exert elfort on beha([ (?l 

organization, desire to maintain membership in organization (Mowday, 

Steers, & Porter, 1982) 

Job related-attitudes often playa key role in shaping behavior in 

organizations. These job-re lated attihldes develop positive or nega tive 

evaluations that employees hold abo ut different aspects of an 

organization 's dynamics and work environment. Jo b sati sfaction, job 

involvement and organizational commitment are three most important 

job-related attitudes, wllich , to some extend; the prosperity of an 

organization depends. Hall evaluated that personal variables like age, 

length of service, marital status, and economic position also considered 

important factors in job satisfaction, job involvement and organizational 

commitment (cited in Patel, 1995). 

Work-related attitude includes many variab les but mainly three in 

common the job satisfaction, job involvement and organ izational 

c0111mitment. These three variabl es are determinants employees' 

performance in orga11ization and his/her devotion towarcljob. 
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Job Satisfaction 

Job satisfaction refers to celia in experiences, qualities which are 

personal , a person thinks, feels and balances in relation to hi s job. Job 

satisfaction means an individual is satisfied with his work working 

conditions in the office and have a good relations with hi s colleagues and 

perform hi s duties properly and consider his job worth while. 

Job satisfaction is often thought to be synonymous with job 

attitude, but it is important to recognize, those with different theoretica l 

orientations may lise the term somewhat differently. Some measures job 

satisfaction in terms of tlle gratification of strong needs in the work place. 

Others see it as the degree of discrepancy between what a person expect 

to receive from work and what he is actually receiving. It can also be 

defined as the extent to which work is seen as providing those things that 

one considers conductive to one's welfare . In yet another view, job 

satisfaction is considered a purely emotional response to a job situation. 

(Lock, 1976). 

According to this exhibit when an individual comes to an 

organization he brings with him a set of desires, needs, past experience 

and other factors that combine to form his attitude towards his work. 

Among the many components of attitudes, job satisfaction is the effective 

component that people hold towards their work. It ret1ects how people 

feel about their job. 

Job satisfaction has many dimensions. It may represents our over 

all attitude or it can apply to part of an individual group. As a set of 

feelings it is dynamic, it can decline as quickly as it develops and hence 

requires continuous attention on the behalf of the organization. Job 

satisfaction may be defined as: 



"A set offavorable or unfavorable feelings with which 

employees view their work". 

It may also be defined as "a pleasurable or positive emotional 

state resulting from the appraisal q[ one~s' job or job experience" 

(Lock, 1976), 

As regard the dimensionality of job satisfaction there are basically 

three dimensions: 

1. Job satisfaction is an emotional response to a job situation. 

2, Job satisfaction is often determined by 110W well outcomes 

meet or exceed expectations hence related to equity. 

3 , Job satisfaction represents several related attitudes, 

Smith, Kindall & Hulin (1988) have suggested that there are five 

job dimensions that represent the most important characteristics of a job 

about which people affective responses , 

Tllere are: 

1. Work it self The extent to which the job provides the 

individual with interesting tasks, opportunities for leasing and 

the chance to accept responsibility. 

2. Pay The amount of financial remains ratio that is received and 

the degree to which this is viewed as equitable vis-a-vis that of 

other in the organization, 

3, Promotion opportunities The chances for advancement in the 

organization, 
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4. Supervision The abilities of the superVIsors to provide 

technical assistance and behavioral support. 

5. Coworkers The degree to which fellow workers are 

tecllnically proficient and socially supp01tive. (As cited in 

Greenberg, 1993). 

There are many key determinants of job satisfaction. Basically 

there are two types of determinants. 

Organizational Determinants: 

1. The organizational reward system IS highly related to job 

satisfaction. 

2. It has been found that job satisfaction is enhanced by pay 

system perceived as being fair and equitable. 

3. Another determinant is the perceived quality of supervision. 

If supervisors treat their coworker with dignity, honor, and 

respect the employee will be satisfied despite the f~lct t[lat 

they are receiving less extrinsic favors. 

4. Job satisfaction is also related to decentralization of power. 

When power is decentralized then people are allowed to make 

decisions and can freely pmticipate in decision making. If 

power remains only in some hands then employees tend to 

feel that they are relatively powerless and this lead to their 

dissatish1ction. 

5. The level of work and social stimulation also aflect job 

satisfaction. Researches ind icate that when emp loyees are 

given challenging tasks and a celia in degree of diversity than 

tlley are satisfied with their jobs. But this is usually true with 
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career oriented employees. 

6. Pleasant working conditions also enhance job sati sfaction . Tt 

is observed that job satisfaction is reduced by over crowded 

conditions, dark, noi sy environm ent, extreme temperature and 

poor air quality. 

Personal Determinants: 

There are also some personal determinants of job satisfaction as: 

1. Various personality variables have been associated with job 

satisfaction as self esteem, ability to w ith stand stress and 

belief in the ability to control ones own outcomes. The more 

the employees possess these characteristics the more they are 

satisfied with their jobs. 

2. Job satisfaction is related to organizational status and 

seniority. Generally the ones higher in the organizational 

hierarchy are more satisfied. The probability stems from the 

fact that tll ey enjoy l11ore; fac ili ties and rewards and hence 

more satisfied. 

3. Job satisfaction is also found to be related to one's general life 

satisfaction. The more the people are satisiled with aspects of 

their livings. Unrelated to the job, the more they tend to be 

satisfied with their jobs (as cited in Greenberg, 1993). 

Job Involvement 

Various terms have been used to describe job involvement as a 

central life interest, work role involven1ent, ego involvement. Ego 

involved performance, occupational involvement, morale, intrusive 
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motivation, job satisfaction and at the last job involvement. It is some 

what not clear whether job involvement is something that can be 

empiri ca lly distinguished fro m what motivation. It may be that, measures 

of involvement are really measuring nothing more than the degree to 

wlli ch tIl e person is motivated internall y to perform a job wel1. 

According to Lawler and Hall (1970) job involvement is the 

psychological identification with one's work. A job involved person is 

one for whom his work is important part of his life and he really cares 

about the kind of work he does. They believe that job involvement is 

partly caused on individllal's personal background and situations. 

Rabinowitz and Hall (1977) defined it as job involvement refers 

to the degree to which individuals identify psychologically \\lith their 

jobs. 

Lodahl and kejner (1965) stated that "job involvement is the 

degree to which a person is identified psychologically with his work or 

the importance of work in hi s total se lf-image". Later they gave definition 

similar to Vroom (1977) as "job involvement is defined as the degree to 

which a person's work performance affects 11is self-esteem". 

Saleh and Hosek (1976) concluded that job involvement is the 

degree to which the person identifies with the job, actively participates in 

it and considers his performance important to his self-worth . 

According to Kanango (1979) job invo lvement should be viewed 

as general.ized cognitive style of psychological identification with the job, 

involvement in a job is primarily a function of how much a job satisfi es 

one's sil ent needs and hence in this respect, job involvement is more 

situationally detelll1ined. 
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Vroom (1962) proposed that a person's attempts to satisfy the 

need for self-esteem through work on the job lead to job involvement. 

Vroom (1964) suggests t11at involvement may be viewed as t11e 

experience of satisfaction resulting from the fulfillment of the 

individual's self esteem and self-achmlization needs. 

A lport (1947) suggested that a person's involvement in job could 

be viewed as the degree of perceived opportunity in job for status or self

esteem need satisfaction. 

Maurer (1969) considered job involvement as t11e degree to w11ic11 

an individual's work role is important in it and forms the basis of self .. 

definition. 

MOlTOW (1983) detinedjob involvement as "the degree to which a 

person is identified psychologically with his work". Job involvement is 

achlally the internalization of values about the goodness of work in the 

worth of the person. 

Almost all definitions have common core of meaning, in that they 

describe the highly job involved person as one for whom work is very 

important part of life, and as one who is affected very much personally 

by his whole job satisfaction, work, coworkers, and company, etc. 

On the other hand, the low job invo lved workers make his living 

off the job, work is not an i111p01iant p31i of his identity, and not greatly 

affected by the kind of work 11e does or 110w well he does it, and not 

necessarily happy with 11;s job (Agarwa1a & Chadra, 1989) 
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Organizational Commitment 

Commitment represents something beyond more passive loyalty 

to an organization. It involves an active relationship with the organization 

in whi ch individuals are w ill ing to give sometlling of them in order to 

help the organization succeed and prosper. Various theories of 

organizational behaviors suggest that there should be significant 

relationships between the work-related variables and commitment to an 

organization. This sl-udy shows that, for a sample of 203 Japanese 

industrial workers, four components (attachment, internalization, 

normative, and job involvement) of organizational commitment are 

predicted by organizational climate, supervisory behavior, organizational 

tenure, and rol e clarity. 

Mowday, Porter, and Steers (1982) viewed organization 

commitment as relative strength of an individual's identification with an 

involvement in an organization . 

March and Simon (1958) intel1Jreted that real commitment often 

evolves into an exchange relationship in which individuals attach 

themselves to the organization in reh1111 for certain reward or oLltcomes. 

Organization commitment focuses on the extent to which 

employees identify witll organizational goals, value organizational 

membership, in that it involves an active relationship between an 

employee and his employer such that the employee is willing to go 

beyond nonnal required compliance behavior in order to contribute to the 

realization of the organization's goal. 

More recently, the concept of organization commitment has 

in creased attention and has been related to a variety of outcome variables 

(Mathieu, 1991). It has been defined as the relevant strength of an 

individual's identifIcation with and involvement ill a particular 

organization, which is characterized by belief in and acceptance of 
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organizational goals and values, willingness to exert effort on behalf of 

the organization, and a desire to maintain membership in organization 

(Mowday, Porter & Steers, 1982). 

The concept of organizational commitment has attracted 

considerable interest as an attempt to understand the intensity and 

stability of employee dedication to work organizations. If an employee 

firmly believes in what an organization is trying to achieve, he should be 

more motivated to attend and contribute towards those objectives . In the 

past decade or so the concept of organizational commitment has grown in 

popularity in the literature of industrial! organizational psychology and 

organizational behavior. The concept has received a great deal of 

empirical Shldy both as a consequence and an antecedent of other work 

related variables of interests . 

As a consequence organizationa l commitment has been linked to 

several personal variables, role states and aspects of the work 

environment ranging from job c11 aracteri stics to dimensions of 

organizational structure. As an antecedent organizational commitment 

has been used to predict employee's absenteeism, perfol111ance, h1l110Ver, 

and other behaviors. In addition several other variables of interest, best 

refe11'ed to as c011'elates have demonstrated relationships with 

organizational commitment (Meyer & A llen, 1984). 

Commitment has been operational zed in terms of career in 

organizations, norms, identification, morals, job involvement, and other 

conceptually variables. 

Calculative commitment as struchu'al phenomena resulting from 

individual-organizational interaction and alterations in "side-bets" or 

investment oveltime. Organizational commitment is regarded as a bond 

or link between individual and organization (Becker, 1960) 
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Nature (~r Organizational Commitment 

It is appropriate to fO CllS init ially on organizational commitment 

defined from the attitudinal standpoint. As an attitude organizational 

commitment is more global because it appl ies to tll e organization as a 

whole, not just to the job, and it is more stable because day-to-day events 

at work are unlikely to shift it. It incorporates the presence of a desire to 

maintain membership in the organization. It is evident that commitment 

can emerge very early in employment. Certain individuals have a strong 

built in potential for commitment to an organization and rapid ly attach 

these feelings to the firm that hires them. Infect one way a company san 

faster organizational commitment is to hire people with considerable 

commitment potential (Meyer & Allen, 1993). 

Factors in the early employment sihmtion can in±1uence 

commitment levels. Amplifying what is shown, overstat1ing to the extent 

that new employees do not have enough work to do that is meaningfully 

related to organizational efTectiveness can contribute to a rapid erosion of 

initial commitment. So too can behavior at the helm of the organization 

indicating that top level managers are using their positions for personal 

purposes, such as making political connections, ratller tllen contributing 

to organizational objectives. 

As later careers stages organizational commitment tends to 

accelerate because overtime a variety of ties to the employing 

organization and its people have developed . Seniority often confers 

advantages, and opportunities in the job market often decrease with age, 

promoting many people to strengthen their company ties in the later 

stages oftll eir careers. 

Organizational identification and organizational commitment: 

Distinct aspects of two related concepts. The concephml differences 

betwe n organizational commitment and identitication are discussed 
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theoretically and examined empirically. The present Shldy is based on 

data of 450 employees of five different organizations in Nepal. A revised 

eight-item scale was designed Ollt of Cheney's Organizational 

Identification Questionnaire to assess the core aspects of organizational 

identitication . In conti11l1atory factor analyses, identification was found 

to be distinguishable from four related commitment concepts 0. e., 

affective, continuance, normative, and attitudinal commitment) 

(Manow, 1983) 

Trends in WOIl1.en's Employment 

With the beginning of industrialization in the nineteenth century, 

quite a large proportion of women have had paid employment outside the 

home, even in periods of peace. The first int1ux, noted in the 1950s, 

constihlted women with chilch'en of elementary-school age, followed in 

the 1960s by women with children of preschool age (Chafe, 1976). Today 

most mothers combine the roles of caregiver, housekeeper, employee and 

child-care provider. The decision to be an employed mother is prompted 

by personal, financial and situational determinants. Undoubtedly, the 

public interest in ancl empirical attention to maternal employment were 

spurred by the dramatic increase in the rate of the maternal employment 

over the last 40 years. In America, matemal employment is a norm rather 

than the exception. 

Our society is extremely complex, and its social and eCOnOlTIlC 

struchlre is significantly different from those in the Western industrial 

societies. Pakistan has remained largely agrarian and traditional, despite 

decades of modernization efforts since its independence in 1947. 

Consequently, the patterns of family life and work structures resulted in 

certain changes in the traditional role of Pakistani women, and large 

number of women joined the labor force. However, various censuses 

indicate that more than 70 percent of all working women were employed 
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in agricultural activities (HotTman, 1961). 

Recently there have been considerable changes in the tradit ional 

role of Pakistani women. Now it is not uncommon to see Pakistani 

women participating in hig11 er education , administration , medic ine, 

engineering, business, and politics that were considered only the male 

domain. However, a large number of highly educated women are still not 

allowed to be employed. 

As more women moved into the workforce, research on maternal 

emp loyment and its effects on family and work became a popular topic of 

study. In the past several decades, maternal employment has evolved 

from being studied as one factor that effect children well being as we ll as 

the mother's to a more complex issue. The effects of matemal 

employment are determined by many factors, such as a mother's work 

satisfaction anclmorale, the amount of work and mother's perception of 

quality time verses quantity time with her children (Hoffman, 1989). 

Research into the prob lem of combining marriage and career has 

indicated that tensions between work and family life affect marital 

11 appiness and work behavior negatively. Other studies report no negative 

effects on marital satisfaction and work motivation of a wife's 

employment, occupational commitment, or higher occupational prestige 

(Houselmecht & Macke, 1981). 

Women Marital Status and Work-Related Attitudes 

Women have been entering labor market at an increased rate in 

the last few years more t11an half the adult women in United State are 

now working. The late 1970s and early 1980s have been a time of 

fUl1ctional stressor for the average American household with many lower 

and middle-class families, the traditional concept of the husband working 
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and the wife taking care of the house and children is not being followed. 

There is insufficient income to cope with the steep rise in prices . In many 

fami li es husband has more than one job and the wife is forced to go to 

work in order to supplement the family income with the rising 

unemployment rate. many men are being laid off and t1, e burden of 

support is fallin g on women, they has to go for eaming money and also 

fulfilling the household responsibilities at a time, failing to cope with 

their interpersonal problems, creating mental and behavioral cont1icts. 

Women's sustained movement into the paid labor force impels 

hypothesis that the rewards of work have increased relative to those of 

family life. Employment rates of women ages 25 to 64 increased from 

50% in 1970 to 75% in 1994, the endpoint of t1,is study. Wives at all 

educational levels increasingly work outside the home to help 

compensate for declining real hourly wages In the 1970s and 1980s; 

participation rates increased most rapidly for malTiecl women with 

children; by 1990 nearly three fourths were employed. From the 1970s to 

the 1990s, with each successive cohort, women's rates of full -time 

emp loyment have grown to resembl e men's (Spain & Bianchi), and 

acceptance of women's market work has increased. It appears that 'vvork 

has become a major source of satisfaction for wo men, as it is for men. At 

home, women stm bear primary responsibility for housework, and work 

and family contlict adversely affects family functioning (as cited in 

Jill, 2003). 

Most women are working because of economic need , and this is 

attested to by statistics showing that two-thirds of all working women are 

either single, separated, divorced, divorced, widowed, or have husband 

earn ing less t1,an $ 10,000 per year. About l,alf of the working women 

provide sale SUppOlt for their families or 1,ave 11Usband earn ing less t1,an 

$ 3,000 per year. In addition, between the years of 1960 and 1974, 11 

million additional women entered the labor market. In theses sihmtions, 

because of lack of sufficient training, many women when they can get 
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jobs are relegated to the "traditional" female positions. They take jobs as 

secretaries, typists, waitresses, bank tellers, telephone operators, sales 

clerks or anything they can get. many coll ege-educational women take 

their teaching certificates "out of mothballs" get recertified and go back 

to teaching when they have little choice in deciding what they want to do 

or do not want to do, their anger and frustration mounts and when they 

work at a job they do not enjoy, their stress increase even more. In 

addition, in almost all these cases, the malTied women are still expected 

to take care of household and children, although they may get some help 

from their husbands. Considering the circumstances, going to work in 

these situation is certainly conductive to stress and depression, result 

in behavioral problems at work place and at home as well (Katz & 

Kahn (1978). 

With women's liberation, the concept is emergmg that women 

should be fi'eed fi'om their traditional roles as housewife and mother. 

With the release of that bondage, women should be free to go out in the 

"man's working world". The concept is good, but many untrained women 

have been caught in the whirlwind and have tried to get job. As, is the 

case with women being forced to go to work, these women are not often 

happy in the position they obtain . 

Regardless of the type of job a woman obtains, unless she is 

assertive and has a liberated or androgynous husband, she finds that she 

still has the extra burden of caring for the children and maintaining the 

house-hold. A survey founds that 9 percent of college female "freshman" 

felt that women's activities should be limited to the household and family. 

However, there can be a problem for that 9 percent. There are women 

who are happy about working but who do not want to be crusaders or 

pioneers. Women should not feel stressed if they decide that they do not 

want to go along with the crowd (patel, 1995). 



There are some work-related problems for which women become 

depressed by facing burden of work and household at the same time. Like 

childcare, boredom, low pay, sexllal harassment, becoming pregnant, 

asseltiveness, geographic constrains and lack of time, but psychological 

problems are very serious issue. As, the result of various job-related 

problems working women often come down with psychological 

dishlrbances and behavioral conDicts. A recent study found that women 

with contemporary sex role orientations have more psychological and 

behavioral problems at work place and personal life than those who were 

oriented to the trad itional roles of women. 

Nevertheless, the working women with traditional background 

have role conflict and work-related stress that affects her in both, her job 

and at home. Work-related psychological stressors which may determine 

the work-related attitudes of working women are: (1) fear of disapproval 

either by man or women; (2) feeling of dependency on male co-workers 

or supervisors; (3) need of submerge her own desires and feelings; (4) 

fear of being aggressive or self-assertive; (5) being labeled unfeminine, 

fear of failure and fear of job-loss. hese psychological stressors can 

become the reasons of absenteeism, hlrnover(less committed to work) 

and dissatisfaction (LYllll & Sandy, 1993). 

Women in professional careers have several options when 

deciding whether, when, and to what degree they embrace family roles. 

An increasing number appear to be delaying marriage and childbearing to 

build a professional life. There is controversy about the wisdom of this 

decision. On one hand, adopting a greater family role might lead to less 

professional career involvement for women . On the other hand , delaying 

marriage and children increases the likelihood that these women will 

never marry and or have children. Because malTying and having children 

are vital components of the life script of most professional women many 

are looking for ways to more successfully integrate work and home 

(as cited in Statham, 1987). 
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Taylor, (1990) have completed tile only study found that 

specifically compared the level of job satisl~1ction between married and 

unman-ied female occupational therapists in Australia. Tay lor matched a 

group of 55 married female and 55 unmarried female occupational 

therapists according to their position, educational level, and years since 

graduation and area of residence to determine and then compare the level 

of job satisfaction between the two groups. Their results agreed with 

researchers ' consensus outside the occupational therapy profession, in 

that there was no significant difference found when comparing man-ied 

females ancl unmarried females levels of job satisi~lction. 

However, when reviewing the research literature that examines 

the levels of job satisfaction which have included 011ly ll11matTied female 

or man-ied female respondents, a trend emerges that suppOlis the research 

question that unman-ied female occupational therapists might have a 

higher level of job satisfaction than man-ied females. 

Studies concluded the aspects of human resource management 

policy and their impact on employees. The main elements of performance 

management systems are associated with positive female employee's 

attitudes. Questionnaire measures of performance management variables 

and of employee attitudes were obtained fl.-om 860 female staff in nine 

organizations, all of which had been ascertained to be operating 

performance management systems. The findings indicate that most 

elements of performance management did contribute to positive female 

employee's attitudes, and that between them they accounted for a 

substantial proportion of the variance in measures of organizational 

commitment and (especially) job satisfaction (Fletcher & Williams). 

Hakim's categories of 'self-made malTi ed women' and 'grateful 

slaves' were replaced with three ieleal types: 'home-centered', 'adaptive' 

and 'work-centered' man-ied women. The defining characteristics of these 

groups are as follows: 'home-centered' malTiecl women prefer not to take 
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paid work, as children and 1~1mily form their main priorities throughout 

their life; 'adaptive' married women want paid work but are not totally 

committed to a work career - they want to com bine work and family; 

'work-centered ' married women are committed to work (or equivalent 

act ivities), with employment being their main priority in life. 

The last decade witnessed a resurgence of interest in women's 

orientations to work, fuelled by Hakim's assertions at the start of the 

1990s that women's commitment to employment can be determined by 

their employment status. In short, one of the central tenets of her 

'preference theory' is that women who work full-time are qualitatively 

different from those who work pad-time. She argues that women who 

work full-time are highly committed to their work, but female 

part-timers are interested only in pursuing a 'family and malTiage career' 

(Walters, 2005) . 

Welfare states are constructed around values and political and 

economic preferences, creating social relationships between the married 

and unmanied women.. As women increase their labor market 

pmiicipation, new patterns of conflict within families and around policies 

arise. Attitudes towards family and gender relations among women in 

different age groups in Gen11any, Italy and Sweden are analyzed. The 

findings show that national policies seem to int1uence the level of 

attitudes among women specially manied women because they feel more 

burdens of responsibilities of home and job. 

Despite the differences between the countries, an overall pattern 

emerges in which both influence people's understanding of women's paid 

work witllin and between the three countries. Finally, some implications 

of state policies for women may change tlleir work-related attitudes and 

level of motivation towards job (Sandston11, (1999). 
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The source of occupational stress that contributes most to 

negative mental health outcomes among hospital married nurses is the 

perception of having a heavy workload of family and job which Illay 

become a reason of lack of involvement with profession. Among 110 

Austra lian marri ed nurses working in 110spitals and caring for patients 

with interpersonally difficult behavior, study found no significant 

correlation between nurses' stress levels and demographic or professional 

background. However, significant correlations were detected between 

manied nurses' marital profiles and stress levels, indicating that marital 

aspects of lifestyle played an important role in the occupational stress 

response of these nurses (Marie & TOITes, 2004). 

Studies of marital and job satisfaction from the 1970s to the 1990s 

suggest that the within women component of tIle trend will be positive. 

Marital satisfaction does not seem to increase with marital duration. 

Within women, unmaniecl have higher satisfaction over time, and 

younger manied women have lower job satisfaction than olel manied 

women. Within women, therefore, marital satisfaction has decreased over 

time and job satisfaction has increased . Younger married women are less 

satisfied than older ones with their maITiages and their jobs (Jill, 2003). 

High commitment expresses willingness to contribute to the 

environment as part of a belief in common values and goals. In the world 

of labor, job involvement expresses a partnership of values and 

organizational goals and a desire to support the organization in order to 

achieve the same goals. Welfare organizations serve as an example of the 

importance of job involvement and organizational commitment to 

promote professional and effective work. This study has a dllal focus . 

First, it examines the concepts of organizational commitment and job 

involvement in welfare organi zations in Israeli women. Second, it studi es 

tl, e influence of these factors on job satisfaction and on withdrawal 

intentions in the context of welfare organizations. The study popUlation 

included 330 women employees in a welfare organization that provides 

community services. There were 220 respondents. The findings of the 
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study show that continuance and affective organizational commitments 

afTect job satisfaction. Both career commitment and job satisfaction have 

a significant influence on withdrawal intentions and on thinking of 

quitting the organization (William & Hazer 1986). 

Child and family characteristics also can mediate the effects of 

early matema1 employment. The child's age when the mother begins 

work is obviously a critical mediating factor, but so, too, are factors such 

as the child's characteristics, family background, and C1ll1'ent living 

situation. Moreover, the effects of early maternal employment may effect 

mother's psycho logica l satisfaction of marital life and job tasks. For 

instance, family income is an important variable in its own right; mothers 

in low-income families may experience greater financial stra in and 

hardship , which are in tU111 negatively associated with psychological 

satisfaction and work behavior. These effects may be more pronounced in 

low-income families where mothers are working than in families where 

they are not. In addition, low-income families may be less able to 

purchase high-quality and stable child care than more atl1uent families. 

Therefore, one might expect greater negative effects of maternal 

employment in low-income than in middle- or high-income families 

(Zeitz, 1990). 

MalTied women with children show more responsibility and 

positive response toward career. Studies of graduates of the University of 

Michigan Law School from the late 1970s reports on the ditfering ways 

that married women have responded to the cont1icting claims of work and 

fami ly. It finds that women with chi ldren who have entered the 

profession have indeed continued to bear the principal responsibilities for 

t1le care of children, but it also finds t1lat these wom en, with all t1leir 

burdens, are more satisfied wit1l their careers and witll the balance of 

their family and professional lives than other women and more 

committed to their organizations (Chambers, 1989). 
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Hochschild's (1997) hypothesis of a cultural reversal implies that 

the percentage of respondents who are more satisfied with work than 

fa mily life has increased over time. For this to have occurred, job 

satisfaction must have increased more than famil y satisfaction or 

decreased less. Based on empirical evidence, the second possibility seems 

more likely . Mean job satisfaction among American women has been 

high and stable 1io111 the early 19705 to the mid-1980s. And i11to the early 

19905. In contrast, satisfaction with family life has declined modestly 

since 1972 marital quality has decreased and marital discord has 

increased. 

Having prescllool children also may increase the likelihood of 

finding work a haven. Among dual-earner households, women with 

preschool children feel the least successful at balancing work and family 

life. Especially if wives work full-time. Moreover, as work- family 

demands increase with wives' employment and the number of preschool 

children, the higher the level of marital discord. his etTect shou ld 

weaken as children age. As women with preschool children have 

increased their share of the labor force, having preschool children could 

have contributed to an aggregate increase in finding work a haven. 

Studies discovered that only 4.3% man-ied and 6.5% unman-ied 

were more satisfied with work than family life in united state. About 40% 

of respondents were more satisfied with family life than work, and over 

50% were equally satisfied with both (that is, high and low work-home 

satisfaction combined). 

More recently, estimated that gaining more satisfaction fi'olll work 

tllan home "was a predominant pattern in about a tiftll of Amerco 

families, and was a prominent theme in over half of them". Of the Bright 

Horizons working parent' s studies indicate that 85% women agreed that 

home feels like a workplace at least fairly often, and 25% agreed that 
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work feels like home should fee l. The work-as-haven pattel11 may not be 

as prevalent in the general population of women. 

In a study of employed wives with children at home, created a 

"reversed world" index based on agreement that "sometimes home feels 

like a workplace," "sometimes work feels like home should feel ," and "I 

want to go to work to escape life at home. " The mean response fell 

between "occasionally" and "rarely or never" (Jill, 2003) . 

Women in professional careers have several options when 

deciding whether, when, and to what degree they embrace family roles . 

An increasing number appear to be delaying marriage and childbearing to 

build a professional life. There is controversy about the wisdom of t11i s 

decision. On one hand, adopting a greater family role might lead to less 

professional career involvement for women. On the other hand, delaying 

maniage and children increases the likelihood that these women will 

never marry and or have children. Manying and having chi ldren are vital 

components of the life script of most professiona l women, many are 

looking for ways to more successfully integrate work and home (Jafferey, 

2004). 

Literature rev iew sllowed that level of job satisfaction, job involvement 

and organizational commitment is inter-related with marital status of 

women. The traditional roles of a wife and mother may divert the 

motivation level of women which can affect her level of job satisfaction, 

job involvement and organizational commitment. Manied women are 

preoccupied with home and professional life and they have more 

responsibilities as compare to unmarried women. Married women are 

expected to show more responsible and motivated towards their married 

life. Researches sllowed tllat manied women show less satisfaction. 

Commitm ent and involvement towards tlleir job as compare to unmaITied 

women but there are some mixed results that married women shows more 

responsible and committed attitude at workplace because their marital 

status increased their sense of responsibility and adaptation. 
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RATIONALE OF THE STUDY 

People are not b0111 w itll attitudes. TIley acquire tll em gradua ll y 

through personal experience and info1111atioll provided by others; and by 

associating one person, task and organization, to the like with another 

about which they already have f011ned an attitude. Although finnly held 

attitudes are restraint to change. They can and do evolve through this 

same learning process. 

Employee's attitudes can strongly influence behavior with in an 

organization . Some of the attitudes tllat researchers have found to be 

important to organizational functioning are job satisfaction, job 

involvement and organizational commitment. These work-related 

attitudes in±1uence the rate of employee tlU110ver, absenteeism, tardiness, 

increase the rate of productivity, quality of working life, and hence the 

overall efficiency and affectivity of an organization. Job satisfaction, job 

involvement and organizational commitment are important construct that 

playa significant role in the smooth running of any organization. 

In Pakistan the employment of women is not considered 

desirable. They are considered to fulfill only household responsibly. So 

in their career life they face work load of household and job task and may 

not be able to perform their tasks smoothly. Being an Underdeveloped 

country, our organizational settings are not advanced and the traditional 

business styles are sti ll followed. So the emp loyees especia ll y women 

feel burdened at work place during their organizational activities. It is 

assumed that man'ied women Sll OW more negative attitudes tllan 

unmarried women at work place because they llave to fulfi ll their 

traditional roles of a wife and mother as well. But now the trends are 

changing rapidly with the advancement ofteclmology. So the concepts of 

work related attitudes are also going to change (Jafferey, 2004). 
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I basically wanted to check the level of these work related 

attitudes among man-ied and unman-ied women and wanted to make a 

comparison of their mean differences to see that how much married 

women are job satisfied, job involved and committed to their 

organizations. The study also aimed to see the correlation ship of 

organizational commitment, job satisfaction and job involvement to see 

how much theses constructs are inter-related to each other. I also analyze 

the relationship of work experience with these variables because the 

duration of job is important for job satisfaction, job involvement and 

organizational commitment. 
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Chapter-II 

METHOD 

Objectives 

1. To determine the relationship betvveen Organizational 

Commitment, Job Satist~1ction and Job In volvement. 

2. To investigate the role of marital stahIS in Organizational 

Commitment, Job Satisfaction and Job Involvement. 

3. To determine the relationship between work expenence and the 

work related attitudes, Organi zational Commitment, Job 

Satisfaction and Job Involvement. 

Hypotheses 

The following hypotheses were formulated in order to meet the 

above-mentioned objectives. 

1. There is a positive and significant relationship between 

Organizational Commitment, Job Satisfaction and Job Involvement. 

2. Unmarried women score higher on the level of work related 

attihIdes, Job Satist:1ction, Job Involvement and Organizational 

Commitment. 

3. There is positive relationship between work experience and the 

work rela ted attitudes, job satisfaction, job involvement and 
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organizational commitment. 

Definitions of Variables 

Organizational Commitment 

A state in which the employee identifies with the 

particular organization and its goals and wishes to 

maintail1l11embership in organization. 

Score on Organizational Commitment 

Questionnaire rages from 5 to 75. The higher score 

on this scale will indicate more commitment with 

job and organization. 

Job Sati.~factiol1 

A pleasurable emotional state resulting ./i"OI11 the 

appraisal ofone 'sjob orjob experience. 

The higher score on the sub scales of Job Feeling 

Scale will indicate more satisfied women with her 

job and work. 

Job Involvement 

The degree to which an individual is ident(fled 

pc\ychologicaUy wilh his work or the importance c?l 

work in his the total se?f image. 

The scores on Job Involvement Scale ranges from 7 

to 56 and higher score on this scale will indicate 

highly involved women with her job. 
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Instruments: 

I. Organizational Commitment Questionnaire 

Organi zational commitm ent was assessed with the IS item 

organizational commitment questionnaire developed by Porter (1974). 

The questionnaire measures the extent to which the individual identities 

with the organizational goals, is willing to exert elforts on behalf of 

organization, and intends to remain a member of organization. This 

instrument currently dominates most organizational commitment 

research . The response to the items are measmed on 5-point sca le ranging 

from strongly agree to strongly disagree. The scale measures a single 

underlying construct. (Farris and Hryana, 1983). TIle mean score on tIle 

questionnaire represent a summary indicator of employee commitment 

for most working populations. The earlier shldies have found the scale as 

reliable to be used in Pakistan and its reliability coefficient was 

calculated as 0.76 (Rafaq, 1999) . 

2. Job Feeling Scale 

The job satisfaction was assessed with tIle job feeling scale 

(Wysocki and Kromm 1986). The scale is a semantic differential measure 

of the attihldes of individuals towards various facts of the job, the nahlre 

of work, colleagues or coworkers, supervision, pay and promotion 

opportunities. The scale can be scored for each dimension as well as for 

the overall job satis±~lction. The earlier studies have also found the scale 

as reliable to be llsed in Pakistan as its re liability coefficient is 0.95 

(Rafaq, 1999). 

3. Job Involvement Scale 

Job involvement was measured with the six items, seven-point 

rating scale designed by Lodahl and Kejner (1965) . This scale measures 
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the extent of agreement or disagreement with statement considered to 

renect the degree of psychological involvement with one's work. It 

ranger from "I strongly di sagree" (1) to "I strongly agree" (7) in response 

to each item. The earlier studies have also fo und that the scale as reliable 

to use in Paki stan and its reliability coeffici ent is 0.63 (Rafaq, 1999). 

Sample 

The sample was selected through convenient sampling. It 

Consisted of 60 working women, 30 married and 30 unmarried women 

working in banks, hospitals , cellular companies and teachers tt·0111 

Islamabad and Rawalpindi. The age range of these women was 25 to 35 

years. Women were recruited 16, 16 from banks and hospitals and 14, 14 

from cellular companies and schools . They were equally divided as 

manied and unmarried. Only employed women were included in sample. 

Procedure 

Appointments were taken from the employed women including 

teachers, nurses, bankers and job holders of cellular companies. Each 

respondent was contacted individually during working hours. They were 

briefed about the purpose of the study. Prior to their participation in the 

study the respondents were assured of complete confIdentiality of their 

questionnaire responses. The questionnaire was administered and they 

were requested to provide complete information as much possible. Total 

70 questionnaires were distributed , 60 of them received back that is 84% 

of the questiOlmaire were returned while 10 questionnaires could not be 

received back that is 16% could not be received. 

The received questi01maires were checked in order to see that no 

question was left unillled. All three questionnaires were than scored in 

order to administer them for the flnal analysis to tes t the proposed 
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hypotheses. 
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Chapter-lIT 

RESULTS 

Table 1 

Correlation of job satisfaction, job involvement and j ob comm itment 

scales (N=60) 

OCl 

JS IT 

JIIII 

p<.05* *<.OOl *** 

OC 
I 

JS 
II 

.508*** 

.TT 
III 

.723*** 

The results on the correlation of Job satisfaction, Job involvement 

and Organ izational commitment show that there is positive and 

significant correlation between these work-related attitudes . The 

con'elation found for this purpose support the hypotllesi s. 
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Table 2 

T-test showing differences of Organizational Commitment, Job 

Satis/action and Job Involvement among married and unmarried women. 

(N=60) 

Unmarried Married 

Women women 

(11, = 30) (n = 30) 

Scales 1111 SD }.II SD T P 

Organ izational 128.7 2 1.71 123. 162 19.24 5.82 .000 

Commitment 10 

Job 46.56 5.63 42.524 4.20 4.62 .000 

Satisfaction 7 

Job 29.45 6.09 26.51 5.18 7.48 .000 

Involvement 9 

df= 58 

The results in table show differences of married and unmarried 

women on Organ izational Commitment, Job Satisfaction and Job 

Involvement. The results on Organizational Commitment scale, Job 

Satisfaction and Job Involvement scales shows significant differences of 

marital status. Thus the results indicate that significant differences exist 

between man'ied women with unmarried women. Mean scores indicate 

that unmarried women scored high on Organizational Commitment, Job 

Satisfaction and Job Involvement as compared to maITied . 
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Table 3 

Carre/a/ ion be/ween Work Experience and the work related at/iludes Job 

Sati.s/action, Job Involvement and Organizational Commitment (N=60) 

Work Experience p 

oc .5 56 .000 

JS .772 .000 

JT .734 .000 

p<.05**<. 001 *** 

The results of the table supports the hypothesis that there is a 

positive and significant relationship between work experience and the 

work related attitudes, job satisfaction, job involvement and 

organizational commitment. 
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Chapter-IV 

DISCUSSION 

TIle basic obj ective of th e present study was to explore the 

relationship between Organizational Commitment, Job Satisfaction and 

Job involvement and to see what role to do the marital stahlS of women 

play effect on the above mentioned work-related attitudes. It was also 

aimed at analyzing the dTect of work experience on Organizational 

Commitment, Job Satisfaction and Job In vol vement of employed women. 

To measme these work-re lated attihH.ies, already estab li shed scales used 

(Organizational commitment questionnaire, Job feeling scale and Job 

involvement scale), studi es indicate that tl1 ese instruments are reli able 

measure of the variables it purports to measure. 

The results indicate that there is a positive and significant 

relationship between Organizational Commitment, Job Satisfaction and 

Job Involvement. The results are sLlpported by previoLls researches 

conducted to see the re lationship between the three that throllgh they are 

correlated but quite distinct constructs (Mark, Huselid and Nancy, 1989). 

It is commonly observed that those employees Wl10 are committed to 

their organizations are also satisfied with their jobs and involved in them. 

The cOlTelation between Organizational commitment, Job 

Satisfaction and Job Involvement indicate that theses constructs are 

related to one another. Employee's may be committed to organization for 

many reasons the most cited are the intrinsic and extrinsic motivators that 

are provided by the organization which compel the employee to pay back 

the organ ization in te11l1S of 11i s effort, s incerity and loyalty to the 

organization. 

..,.., 
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The same phenomena was expressed by Meyer and Allen that is 

an employee's feelings of obligation to stay with the organization. 

Though committed employees show their concern for the organization 

and for its continued success and well being. Organizational 

Commitment is deternlined by number of personal factors SUCll as age, 

tenure in the organization, disposition or attribution. 

Some organizational factors such as job design, leadership style, 

perceived fairness evaluation system and grievance hand ling are 

determinants of Organizational Commitment. Employees are also 

committed to organization if they do not have any alternative or availab le 

alternative are not adequate or when the cost associated with leaving the 

organ ization is greater (Continuance comm itment). 

Organizational Commitment, Job Satisfaction and Jon 

Involvement were measure to be inespective of marital status of women. 

It was concluded that there was significant ditTerence between the work

related altitudes of married and unmarried women. Unmarried women are 

more satisfied, involved and committed to their organizations. Previous 

researches also support it that due to traditional role of a married woman 

affect tlle ir level of satisfaction, involvement and organizational 

commitment. Married women have to fulfill the responsibilities of home 

as a caregiver and work as an employee. 

Most manied women come in workforce to support their fami ly 

financially but when the pay is not adequate, they express negative 

feelings towards job. Another reason of low leve l of satisfaction, 

involvement and commitment is lack of management skills among 

mall'ied women. Most women could not be ahle to manage between their 

household responsibilities and work tasks, show in different bellavior at 

home and work place. They feel more stress and work loaded than 

unmalTied women. The traditional roles of married women in our society 

do not support them to work outside the home and expect to be more 
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homes oriented as a caregiver of family and children. 

One important reason for their less job satisfaction, job 

involvement and organizational commitment because they ever felt 

insecurity andllarasslllent. In our soc iety people do not like the 111alTied 

women to be career oriented. In the given study the sample was recruited 

from banks, schools, hospitals and telecommunication companies with 

same age group, where women are working at each level and being 

treated fairly and respectfully. Hence there was observed significant 

differences of work-related attitudes of married and unmarried women. 

Previous researches (Gerhmi & Berry, 1973) have shown that as married 

women have to suppOli their family with greater responsibility, they 

always thinking of more and better, looking for more avenues, new 

modes and are hence less satisfied with their jobs. They are usually 

looking for high pay and luxuries in their jobs and if they do not find it 

become dissatisfied and less involved in their jobs and the present study's 

results also agree with the above stated facts. Many reasons can be 

attributed to these results. 

The study also aimed at analyzing the effect of work experience 

on the level of Job satisfaction, Job involvement and Organizational 

commitment. it was concluded that the women with high work 

experience scored high on Job satisfaction, Job involvement and 

Organizational commitment. Studies show that the employees with 

sufficient work experience are more satisfied and committed to their 

organizations because they are well adj usted in job and experience make 

them able to understand the organizational requirements. they also 

identify with their jobs and organizations. Women with high work 

experi ence feel respect and sense of prestige for tlleir organizations. They 

feel a sense of security and safety at work place than a new employed 

woman (Minor, 1992). 
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Limitation of the Study: 

1. The sample is taken troug11 convenient sampling rather t11an 

the use of random sampling. 

2. The sample is recruited from different work-fields which may 

effect the conclusion in the way that the difference of job 

nature may differ at different levels and married women may 

show high motivation at highly paid job and job security may 

create high level of satisfaction among the. 

3. The sample size should be increased because the sample size 

may affect the results at Job Satisfaction, Jon Involvement 

and Organizational Commitment. 

4. The findings of the study may not be genera li ze because 

women are working in all over the world and cultural and 

regional factors effect their level of job satisfaction , job 

involvement and organizational commitment. 

5. The age range of sample is 25 to 35. The level of job 

satisfaction, job involvement and organizational commitment 

may ditTer in different age groups. 
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Conclusion 

The Shldy was aimed at to give a comparison of the Job 

Satisfaction, Job Involvement and Omgizational Commitment. It was 

concluded that there are significant differences among manied and 

unmarried women at these work-related attitudes. In our society it is a 

common observation that malTied women are not happy or satisfi ed with 

their jobs and work environment. The always want to manage between 

home and work but fai l to do so because there are great home and family 

responsibilities on them. The job also demands a high motivation and 

commitment which may create stress and behavioral problems in manied 

women. But it was also shldied that with the long-period of work 

experience women showed high level of satisfaction, involvement and 

organizational commitment. So study would be helpful for different 

organizations to understand the work-related attitudes of married and 

unmalTied women and the reasons behind their behavioral prob lems at 

home and work-place. 
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ANNEXURES 



ANNEXURE 'A' 

INSTRUCTIONS 

This study has been designed for the purpose of exp loring employees working 

conditions and their satisfaction towards their jobs for this purpose three qllestionnaires 

have been designed which peliain to working conditions and satisfaction. 

This study is purely for research pUl1)oses and all the given information will 

be kept contidential. You are requested to kindly provide as complete i11fo1111ation as 

possible. The instructions to complete the questionnaire are given in the begilming 

separately for each of these. 

Thanks! 

Name 

Age 

Marital Status 

Work Experience in this organization 



This is a questionnaire concerning the way people feel about work. It is a 

measure of your opinions. There is no right or wrong answers . Read each statement 

carefully and indicate the degree to which you agree or disagree with each statement. 

Abbr eviations Used: 

Strongly Agree SA 

Agree Ag 

Neutral N 

Disagree DA 

Strongly Disagree SD 

Sr.#. Questions SA Ag N DA SD 

I am willing to put in a great deal of effort beyond that 

I. expected 111 order to help this organization to be SA Ag N DA SD 

successful. 

1 talk of thi s organization to my fi'iends as a great 
2. SA Ag N DA SD 

organization to work for. 

3. I feel very little loyalty to this organization. SA Ag N DA SD 

T wou ld accept almost any type of job assignment 111 
4. SA Ag N 11A S11 

order to keep working for this organization. 

5. 
I find my values and the organization ' s values are very 

SA Ag N DA SD 
similar. 

1 am proud to tell other that 1 am part of this 
6. SA Ag N DA SD 

organization. 

I would j LIst as well be working for a different 
7. SA An N DA SD 

'" organization as long as the types of work were similar. 

8. 
This organization really inspires the very best in me in 

SA 
the way of job performance. 

Ag N DA SD 

It would take very little change 111 my present 
9. SA Ag N DA SD 

circumstances to cause me to leave this organization. 



SI'.#. Q uestions SA Ag N DA SD 

I am extremely glad that I chose this organization to 

10. work for over others I was considering at the time I SA Ag N DA SD 

joined. 

11. 
There is not too mllch to be gained by sticking with this 

SA Ag N DA SD 
organization ind efinitely. 

12. 
Often, I find it difficult to agree with this organization ' s 

SA Ag N DA SD 
polices on important matters relating to its employees . 

13. I really care about the fate of this organization. SA Ag N DA SD 

14. 
For me this is the best of all possible organizations for 

SA Ag N DA SD 
which to work. 

Deciding to work for this organization was a definite 
15. SA Ag N DA SD 

mistake on my patio 



ANNEXURE 'B' 

INSTRUCTIONS 

This questionnaire has a list of five different aspects of your job. For each 

aspect there are a number of scales for you to indicate yo ur feelings about our job. Encircle 

the number that best represents your feelings on each dimension. 

WORK 

Complex 5 4 3 2 1 Simple 

Creative 5 4 
., 

2 1 Routine j 

Fascinating 5 4 3 2 1 Boring 

Good 5 4 3 2 1 Bad 

Satisfying 5 4 
., 

2 1 Unsatisfying j 

Respected 5 4 
., 

2 1 Not Respected J 

Useful 5 4 
., 

2 1 WOlihlessness j 

Pleasant 5 4 3 2 1 Unpleasant 

Healthful 5 4 3 2 1 Tiresome 

Gives a sense of Accomplishment 5 4 3 2 1 Endless 



SUPERVISOR 

Competent 5 4 3 2 1 Tncompetent 

Intelligent 5 4 3 2 1 Stupid 

Doesn' t 

Around When Needed 5 4 "I 2 1 Supervise .) 

Enough 

Tactful 5 4 3 2 I Impolite 

Praises Good Work 5 4 3 2 I Hard to Please 

Short-
Even-Tempered 5 4 "I 2 1 .) 

Tempered 

Flex ibl e 5 4 "I 2 1 Stubborn .) 

Good 5 4 "I 2 1 Bad .) 

Leaves me on my Own! 5 4 3 2 1 Meddlesome 

Gives no 
Tells me wh ere I stand? 5 4 3 2 1 

Feedback 

COWORKERS 

Stimulating 5 4 .... 2 1 Boring .) 

Loyal 5 4 .... 2 1 Treacherous .) 

Fast 5 4 3 2 I Slow 

Responsible 5 4 .... 2 1 Irresponsible .) 

Smart 5 4 .... 2 1 Stupid .) 

Active 5 4 "I 2 1 Lazy .) 

Gives no 
Respect my Privacy 5 4 3 2 1 

Privacy 

Pleasant 5 4 3 2 1 Unpleasant 

Friend ly 5 4 3 2 I Hard to Meet 

Narro'vV 
Broad Interests 5 4 .... 2 1 _1 

Interests 



ANNEXURE 'e' 

INSTRUCTIONS 

Please rate each statement in terms of how true it is of you. Please encircle 

only one response for each statement according to the fo llowing sca le. 

= Strongly Disagree 

2 Disagree 

3 Slightly Disagree 

4 Neutral 

5 Slightly Agree 

6 Agree 

7 Strongly Agree 

2 
,., 

4 5 6 7 General ly speaki ng, I am very satisfied with t11i s job. .) 

1 2 
,., 

4 5 6 7 1 frequently think of quitting this job. .) 

2 3 4 5 6 7 18111 genera lly satist1ecl with the kind of work 1 do in this job. 

2 3 4 5 6 7 Most peop le on this job are very satisfi ed with the job. ' 

2 
,., 

4 5 6 7 Peopl e on this job often t11ink of quitting. .) 

1 2 3 4 5 6 7 1 am very much personally involved in my work. 

1 2 3 4 5 6 7 I live, eat and breathe my job. 

1 2 3 4 5 6 7 The most important things which happen to me involve my job. 


