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PREFACE 

This study involves an investigation of the 

motivational impact on hospital employees of a method of 

time recording of time worked utilizing a time clock. The 

impetus for this study, the assumptions held by the managers 

of the study hospital, the preliminary attempts to verify 

these assumptions, and the reasons the study of present 

reference was developed are discussed. The preface 

concludes with an indication for the use of the findings of 

this study. 

The impetus for this study arose when the writer, a 

member of the administrative staff of a suburban hospital, 

was requested by the controller to serve on an 

administrative task force. The function assigned to the 

task force was to formulate a new method of recording 

employee work time. This new method was to allow the 

discontinuance of the use of a time clock by hourly 

employees to stamp "in" or "out" when reporting to, or 

leaving work. The new method was to be compatible with the 

data processing data entry specifications of the payroll 

system and to comply with applicable labor laws. The task 

force assignment was made by the executive director of the 

corporation which operates the hospital. 

ix 

The executive 
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director maintained that the time clock method in use was 

dehumanizing and could contribute to morale problems. The 

executive director felt that the recording of arrival and 

departure time of an employee was handled more appropriately 

by the employee's supervisor. The hospital supervisors had 

been involved in a management development program, and one 

of the objectives was to develop comn unications skills. The 

executive director felt that me ting an employee at the time 

of shift change would afford an opportunity to apply these 

communication skills. 

The writer and several other members of the 

administrative staff previously had discussed the executive 

director's premise. The administrative staff felt that 

employees did not view the clock as a dissatisfier Ccf. 

Herzberg, Mausner, and Snyderman 1959:71-73), but that it 

possibly was not a motivator in the sense of erzberg's 

two-factor theory of motivation (Herzberg et al. 

1959:113-119; Donnelly, Gibson, and Ivancevich 

1978:188-190). Errors made in punching, for example, on the 

wrong card, were easily corrected by the hospital 

supervisors, and employees were not harassed about an error. 

The administrative staff saw many data-handling and 

documentation problems associated with a change to hand 
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recording of employee time by supervisors. Such manual 

recording could decrease dramatically the supervisor's time 

needed for patient related and/or employee related 

activities. 

Subsequent to the assignment of formulating a 

change, the writer suggested to the executive director a 

postponement in development in order to allow time to 

perform a literature search. This search would help to 

ascertain if there were evidence to support his premise that 

time clocks are dehumanizing. If this premise could not be 

borne out by the search, then a study method should be 

chosen to measure hospital employee perception on this 

subject. The executive director agreed to such an approach. 

An extensive review of the literature on the subject 

of time recorders was conducted by the writer. References 

were located that address accounting advantages and pose 

questions as to employee relations problems resulting from 

clock use. These will now be discussed. Taylor 

( 19 6 0 : 8 6 -8 7 ) , Coo 1 i n g a n d G it t 1 e r ( 1 9 6 6 : 14 4 -15 3 ) , and T im e 

Recorders (1979:164) have published articles on the 

advantages of the use of the clock for accounting purp:>ses 

and cost a 11 o c a t i o n s • D e t·l i n d t ( 1 9 7 5 : 2 3 - 2 6 ) , Ben sa h e 1 

(1977:48-50), Lorey (1976:70), and Scobel (1975:135) have 
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published articles which raise the issue of trust between 

the employee and employer. An article produced by the 

Cincinnati Time Recorder Company (1979:88-89) claimed an 

issue of favoritism may be avoided through the use of an 

impartial clock. The articles reviewed were normative and 

very subjective. None of the authors appear to have pursued 

empirical verification of the claims made or q uestions posed 

by their work. Empirical studies could not be located that 

attempted to evaluate mployee perception of time clock 

recording of time worked. 

Concurrent with the literature review, the 

administrative staff re q uested that a survey question 

concerning time clocks be added to an employee relations 

questionnaire that \as b e in g for mulated. This survey was 

being con ucted by an e mployee r e lations consultant firm on 

behalf of the hospital. Only one time clock question could 

be included due to the length of the q uestionnaire. It was, 

"I am satisfied with the present system of using a time 

clock to record my time." The employee could respond on a 

six-point scale with .o..n..a being "strongly agree"; t.li.Q, 

"moderately agree"; three, "slightly agree"; t.m.u, "slightly 

disagree"; .f.iyj;, "moderately disagree", and six, 11 Strongly 

disagree". The overall mean score on this question for all 
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employees who took the survey <n = 684) was two. The 

executive director was not satisfied that this single 

question had explored sufficiently the impact of time 

clocks. 

Due to a lack of evidence in the literature 

regarding how employees perceive timekeeping with a time 

clock and the inconclusive employee survey, it was agreed 

that empirical verification of employee perception was 

appropriate. A change in the method of recording time 

worked would have far -reaching i mpa ct on hospital employees 

and supervisors. Alteration in time r e cording would require 

extensive orientation of all employees <N = 1,232) of the 

hospital. Special sessions would be necessary for 

supervisors <N = 126) who report payroll data . The study 

described herein is intended to question if a change in the 

method of time recording is indicated, and if indicated, 

which components of the time recording system should be 

altered . 

The study hospital , Houston Northwest Medi cal 

Center, offers general, acute-care services, including 

pediatri cs and obstetrics. The institution is seven and 

one-half years old, having expanded from 237 to 363 beds 

during 1980. The institution is located in metropolitan 
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Houston, Texas in an unincorporated portion of northwest 

Harris County. The hospital is privately owned, and 

operates for profit. 

This research will provide the administrative staff 

of Houston Northwest Medical Center Hospital with 

information about employee perception concerning the method 

of timekeeping of hours worked. The results of this study 

will be considered in association with other management 

factors in making a decision regarding changes in the method 

of recording hours worked. 



CHAPTER I 

INTRODUCTION 

The manager of the 1980s is charged with many 

obligations. George (1972:187) has summarized the 

obligations of the contemporary manager as follows: 

Today's manager recognizes his multiple obligations 
because of his peculiar place of stewardship over vast 
resources. The employees' and the community's 
well-being take equal or greater precedence over owners 
and customers in many matters. 

These obligations are particulary significant to 

managers of health care institutions. The health care 

administrator holds a special position of public trust in 

the management of the delivery of health care. This trust, 

for example, obligates him to contain cost, provide a 

satisfying work environment for highly specialized 

employees, justify plans to the health system agencies, 

maintain fiscal responsibility, and assure quality of care 

(Hitt and Harristhal 1980:71-74). Confusion can arise in 

the manager's mind when it appears his obligations conflict. 

Controlling employee costs (Fahle 1980:49-51) may appear to 

conflict with providing a satisfying work environment 

(Cunningham 1979:87-88), one in which the employee is 

motivated to provide good patient care. 

1 
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The significance of the health care manager's 

problem in the management of cost may be seen through a 

review of the recent past. Nine percent of the gross 

national product was attributable to health care in 1979 

(American Hospital Association 1980:1). During 1970-1975 50 

to 60 percent of hospital operating costs were due to 

payroll expense (HEW 1977:832; Enright and Jonas 1977:183). 

One insight which gives explanation to this expense is that 

health care, specifically hospital care, is labor intensive 

(Hanft 1977:67). In 1950, non-federal, short-term hospitals 

employed 1.78 full-time-equivalent employees per patient day 

(Enright and Jonas 1977:183). By 1975 this figure had risen 

to 3.39 full-time-equivalent employees per patient day (HEW 

1977:382). Recent technological advances in medicine have 

required the addition of numerous technical hospital 

personnel to operate complex machinery and provide 

paramedical support (Enright and Jonas 1977:183). Given 

these circumstances, the challenge is to utilize health 

manpower efficiently in order to run a cost-effective 

hospital (Hanft 1977:67; Fahle 1980:48), acceptable to 

owners and patients. 

There exists, in addition to the manager's concern 

with cost, the concerns of government. The United States 
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Congress in 1977 began consideration of several bills which 

called for mandatory controls on hospital charges to 

patients. This resulted from pressure from consumer groups, 

the rising inflation rate, rising government costs 

associated with federal medical care programs, and the 

President's perceptions of medical care cost being a leading 

cause of the rise in the consumer price index. The 

controversy has raged to the present and has passed through 

many stages. The debate has ranged from the Hospital Cost 

Containment Act of 1977 to the administration's Hospital 

Cost Containment Act of 1979 and continued into the 1980s 

(Olsen 1978:17; 1979:55; Lawlor 1980:58-60; Bitt and 

Harristhal 1980:71-72). 

The response to this intensive political and public 

pressure was the formation of the National Steering 

Committee on Voluntary Cost Containment by the American 

Hospital Association, the American Hedical Association, and 

the Federation of American Hospitals (Olsen 1978:17-18; 

Appelbaum 1978:17-18). This group began a serious effort to 

slow, voluntarily, the rate of increase in hospital costs. 

The program has made progress in containing hospital costs. 

The rate of increase has been smaller than the consumer 

price index (Lawlor 1980:58; Cohen and Bachoffer 1980:51) 

since the voluntary effort began. The rate of salary 
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increase declined in 1979, and there is indication the 

number of full time equivalent employees has decreased. 

Cunningham (1979:87-88) has asserted that a positive 

work environment, both physical and psychological, is 

cost-effective. Such an environment leads to increased 

productivity. Patient care is improved by workers who feel 

good about their work. Cunningham has emphasized the duty 

hospital administrators have to their employees to provide a 

work environment which contributes to the individual 

worker's motivation and satisfaction. 

A 1972 Department of Health, Education, and Welfare 

(HEW) task force examined the impact of work on workers' 

health, education, and welfare. The task force warned that 

many American workers are dissatisfied with the quality of 

their work life (Cunningham 1979:87-88; Jung 1978:168). It 

is imperative that care be delivered in a humanizing 

environment (Howard and Derzon 1979: 76) in an age when 

emphasis is placed on humanistic health care delivery. It 

may be difficult to treat patients humanistically, however, 

if providers of care are dissatisfied. 

Ivancevich, Matteson, and McMahon (1980:54) have 

pointed out that hospitals cannot maintain continuity of 

care unless employees are satisfied enough with their jobs 

to remain within the system. These authors have emphasized, 



5 

also, that hospital employee attitudes are linked to 

behavior and performance. How can patients receive proper 

care unless employees of hospitals are motivated to serve 

them? It is the role of the hospital manager to acquire 

professional and service employees. The provision, 

additionally, of an environment in which employees are 

motivated and integrated into an effective team is a worthy 

objective of hospital managers. 

The literature cited in this introduction supports 

the conclusion that constant evaluation of the work 

environment for satisfying and dissatisfying factors is an 

appropriate managerial function in order to maintain an 

effective and efficient work force. This literature also 

indicates a concern for the control of employee-associated 

costs is deserving of managerial attention. One method of 

controlling cost is time clock recording of time worked to 

assure accurate time records. The hospital in this study 

has, since its inception, utilized a time clock method of 

recording time worked. The clock is used as part of an 

overall system to manage time worked by employees. The 

clock had been installed to expedite calculation of time 

worked and provide accurate payroll records. This 

facilitates compliance with federal and state laws requiring 

such records. A question has arisen as to the perceptions 
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employees have of the time clock and their attitudes toward 

timekeeping in general. Concern has been expressed by 

members of the administrative staff that the clocks might 

have produced job dissatisfaction and be a dehumaniz~ng 

force in the work environment. It would appear that 

perception of a time clock should be investigated with a 

view toward determining the behavioral science implications 

the time clock might have for management. 



CHAPTER II 

STUDY DESIG 

Introduction 

This design section explores the specific questions 

addressed by this study. The approach used to answer these 

questions will be stipulated. Included is a discussion of 

the development of the study instrument, hypotheses, and 

decision rules, as well as a description of the population 

and sample. Measures used to assure anonymity, definition 

of terms, assumptions, limitations, and delimitations 

conclude this description of the study design. 

Statement of the Problem 

The problem addressed by this thesis concerns the 

identification of a motivational structure. Such a 

structure may affect a managerial decision to continue to 

utilize a time clock to record time worked. The problem is 

explored in terms of Herzberg's two-factor theory of 

motivation (Herzberg et al. 1959:113-119). The questions, 

addressed are the following: 

1. Are the hourly employees of the study hospital 

operating on two independent continua for the dependent 

variables, job satisfaction and dissatisfaction, as these 

7 
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relate to the present method of timekeeping with a time 

clock? Herzberg et al. (1959) would hypothesize that these 

employees are operating on two independent continua 

2. What is the extent of overall dissatjsfact~ 

among hospital employees with the present management system 

related to time clock recording of time worked? 

3. Are there variables affecting overall 

dissatisfaction of employees with the present management 

system related to time clock recording of time worked? 

Purposes 

The purpose of this study is to consider empirical 

evidence incidental to a management decision. The 

categories of such information are the overall distribution 

of dissatisfaction among hospital employees regarding the 

management system related to time clock recording of time 

worked and the factors affecting such dissatisfaction. The 

unit of analysis is the hourly employee of the study 

hospital. Data were gathered by means of a questionnaire 

(cf. appendix A) given to a sample Cn = 96) of the hourly 

employee population <N = 1,232) who utilize a time clock. 

Question number one of the problem statement is 

answered by analysis of the responses to items four and nine 

of the questionnaire (cf. appendix A--items 4 and 9). A 
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correlated t-test is utilized in the analysis of the 

responses to these two items (Downie and Starry 1977:136). 

If the calculated value of t exceeds the critical value of 

t, the subjects may be assumed to be responding to two 

different variables (~ < 0.05), one for ~sfaction and one 

for dissatisfaction. 

The overall dissatisfaction is measured by the 

analysis of data generated from the questionnaire (cf. 

appendix l--Item 17) given to hourly employees at the study 

hospital. These data supply an answer to question number 

two of the problem statement. Data on overall 

dissatisfaction produce a frequency distribution of the 

number of employees by degree of dissatisfaction. This 

distribution is evaluated by utilization of chi-square 

statistical test. This utilization of chi-square measures 

(~ ~ 0.05) the distribution of overall dissatisfaction among 

respondents to determine if this distribution is other than 

by chance (Siegel 1956:42-47). 

The third question from the problem statement is 

addressed in the following manner. The variables or factors 

underlying potential dissatisfaction with the present 

management system related to recording time worked are 

identified from among Herzberg's dissatisfiers or 
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maintenance factors, utilizing the previously mentioned 

questionnaire. The underlying variables evaluated for 

possible contribution to employee dissatisfaction with the 

timekeeping system are as follows: (1) hospital policy and 

administration; (2) technical supervision; (3) interpersonal 

relations with supervisor; (4) interpersonal relations with 

peers; ( 5) salary; (6) job security; (7) personal life; (8) 

work conditions; (9) status (Herzberg et al. 1959:73). The 

Herzberg maintenance factor that will not be investigated is 

interpersonal relations with subordinates. This variable 

was eliminated because only hourly employees are included in 

the study. Few hourly employees have supervisory 

responsibility over subordinates. 

The nine identified factors serve as the independent 

variables in the study. The dependent variable is overall 

dissatisfaction. These ten variables are continuous rather 

than discrete. The questions from the questionnaire which 

attempt to make operational Herzberg's dissatisfiers 

(independent variables) listed above are 

principal-components analyzed to determine the 

dimentionality of the questions and to identify common 

factors (Kerlinger 1973:659-689). The acceptable factor 

scores (independent variables) are regressed against the 
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overall score representing overall dissatisfaction utilizing 

multiple regression analysis (Kleinbaum and Kupper 1978:35, 

131-136, 376-392). Regression procedures measure(~~ 0.05) 

the relationship, if any, that exists between the acceptable 

factors and overall dissatisfaction. The objective is to 

determine which of the several independent variables, if 

any, are important and which are not important in describing 

or predicting the dependent variable, overall 

dissatisfaction Cp. 35). 

Instru~ 

This section discusses the measurement instrument 

developed to provide data for the study of present 

reference. Included in this discussion are the basis for 

the choice of a questionnaire, the scaling method chosen, 

the descriptive characteristics gathered on the subjects, 

construction of the questions, and the reasons for including 

those questions. The measures taken to assess validity 

conclude this discussion of the instrument, including a 

description of the use of a pilot study. 

The investigator chose a questionnaire as the 

measurement instrument for this study. This choice was 

based on several considerations made apparent through a 

literature review. Wong (1979:13-22) critically reviewed 
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seventeen studies based on the two-factor theory (Herzberg 

et al. 1959) and summarized the research in table form. 

This summary <p. 45-49) included design relationship to 

Herzberg, sample (number and type), data analysis technique, 

findings, and relationship to Herzberg et al. (1959). The 

present investigator located many of the studies reviewed by 

Wong, and reviewed them (cf. Review of the Literature). 

Additionally, The Motivation to Work (Herzberg et al. 1959) 

was reviewed for insight into the original research methods. 

The semistructured interview and several types of 

questionnaires were utilized in these studies. These 

alternatives considered, selection of the test instrument 

for the present study was made, and a discussion of the 

selection follows. 

The basis for the elimination of the semistructured 

interview is now considered. Interviewers and persons 

evaluating data in the studies reviewed appear to have had 

professional experience with these techniques. The content 

analysis from the studies utilizing interviews was usually 

cross-checked by several investigators to assure agreement 

on the classification of findings. This investigator is 

inexperienced in interviewing and content analysis. She had 

no access to significant amounts of assistance, or funds to 
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acquire this assistance. Interview techniques would consume 

too much time and be difficult to handle alone. It is for 

these reasons that this researcher turned to a questionnaire 

as an investigative tool. The employees of the study 

hospital are accustomed to employee survey through use of a 

questionnaire. The questionnaire offered many of the 

advantages discussed in this paper (see Review of the 

Literature). The investigator, having chosen the test 

instrument, turned to selection of a scaling technique. 

The scaling method chosen for the items on the 

questionnaire that evaluate the continuous variables was a 

"Likert-type" scale (Selltiz, Jahoda, Deutsch, and Cook 

1959:366). This method is particularly well suited to 

allowing a range of responses for the subjects. These 

scales are comparatively simple to construct and allow 

subjects to place themselves on a continuum. These scales 

are considered by many investigators to deliver 

interval-level data, suitable for evaluation with parametric 

statistical techniques (Drew 1976:152-153; Allport 1967:11). 

Such scales provide data suitable for statistical analysis 

with a computer. The development of the questionnaire 

content is now discussed. 
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The test instrument developed for this study is a 

seventy-two-item questionnaire. Any single respondent 

answers only forty-one items on this instrument. The 

instrument was developed by the investigator to gather data 

on employee perception of time recording with a time clock 

as a dissatisfier for hospital employees of the study 

hospital (cf. appendix A). Items 1, 2, 3, 5, 6, 7, and 8 

are descriptive. Items 1 and 2 are included to verify that 

the subjects chosen for the sample are hourly employees and 

utilize a time clock for recording time worked. Items 3 

(sex) and· 5 (employment status) are included to gather 

characteristics on the sample. These two characteristics 

are utilized to verify that the subjects are representative 

of the population. Items 6 (age), 7 (race), and 8 (National 

Labor Relations Board bargaining unit) (Werther and Lockhart 

1976:78-79) are included because they were requested by the 

administrative staff of the study hospital. Items 6, 7, and 

8 serve to describe more clearly the sample. Typical job 

titles included in each National Labor Relations Board 

bargaining unit are included in appendix F. Once the 

descriptive characteristics are requested of the subjects, 

the evaluative phase of the questionnaire begins. 
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The phase of the questionnaire which institutes the 

data collection on employee perception begins with items 4 

and 9. Items 4 and 9 concern data which are used to 

determine if the respondents are operating on two 

independent continua for satisfaction and dissatisfaction 

(Herzberg et al. 1959}. Item 10 is a question constructed 

to separate those employees, if any, who are "maintenance 

seekers" (cf. Definition of Terms} from those operating as 

the "two-factor" theory would predict. Because "maintenance 

seekers" are motivated by hygiene factors (dissatisfiers}, 

they are directed to a series of thirty-one questions (items 

19-24} if they respond to item lOa. Item lOb identifies the 

subjects of primary interest to this investigator. These 

are the employees who appear to be operating as the 

"two-factor" theory would predict. Items ll-18g and 19-26g 

are intended to make operational the high-order concepts 

Herzberg et al. have referred to as maintenance factors or 

dissatisfiers. Items 11-15, 16a, and 16b are included to 

make operational the maintenance factor, hospital policy and 

administration. Items 16c-16g are included to make 

operational technical supervision. Items 16h-161 are 

included to make operational the factor, working conditions. 

Items 16m-16o are to make operational salary. Item 16p and 
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18a are included to make operational job security. Items 

16q and 16r are included to make operational status. Item 

18b is included to make operational interpersonal relations 

with supervisors. Item 18c and 18d are included to make 

operational interpersonal relations with peers. Items 

18e-18g are included to make operational personal life. 

Item 17 is included as a measure of the employee's overall 

dissatisfaction with timekeeping using a time clock. 

Items 19-26g are the counterpart of items ll-18g, 

but ask for responses on a satisfaction continuum. These 

items, as previously mentioned, are there to allow a 

capacity in the questionnaire for the responses of 

"maintenance seekers". It is the investigator's opinion 

that if they were not included as a choice, the respondents 

could be forced into a series of responses that were not 

really their own. Responses given by "maintenance seekers" 

answering items 19-26g are not utilized in the factor 

analytic and regression analysis procedures. 

The questions included in the instrument were 

formulated by the investigator. Background data were 

gathered through a series of interviews with department 

directors and administrative staff of the study hospital 

over a period of three months. The investigator made notes 
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of the most frequently mentioned points of these managers. 

These concerns about timekeeping were formulated into the 

items on the questionnaire. 

The instrument designed for the purpose of this 

study was validated by several means. This investigator, 

having formulated a draft of the questionnaire previously 

discussed, had the draft reviewed. This review was 

requested of several members of the administrative staff, 

members of the investigator's thesis committee, several 

department directors of the study hospital, members of the 

investigator's thesis class, and the management consultant 

firm for the study hospital. All of these individuals 

professed some knowledge of the concepts of the "two-factor" 

theory as postulated by Herzberg et al. (1959). The thesis 

committee members and management consultants, in the 

writer's opinion, are considered to have in-depth knowledge 

of the "two-factor" theory. The thesis committee and the 

management consultants have had experience with 

questionnaire design, scaling, and attitude survey 

techniques. Changes were made in the wording of items, 

scaling, and instructions. Additional questions were added. 

Revisions were resubmitted to the administrative staff, 

management consultants, and committee chairman. Four drafts 
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of the questionnaire were required. A pilot study of five 

employees of the study hospital was conducted to identify 

problems in understanding. Additionally, the investigator 

had her twelve-year-old daughter read the questionnaire and 

respond, to see if instructions and vocabulary were of an 

acceptable level for persons with minimal r ead ing skills. 

The five subjects in the pilot study completed the 

questionnaire within from thirty to forty-five minutes. 

The investigator factor analyzed the r espo nses to 

items of the questionnaire that make operat ional the nine 

Herzberg et al. {1959) dissatisfiers previously discussed 

(cf. Purposes) to assess the face validity of the 

questionnaire items {Stamps, Piedmont, Slavitt, and Haas 

1978:346-347; Kirchner and Lucas 1970:492-494). This 

technique was included to enhance the validity of the study 

results by determining if questionnaire items make 

operational the high-order concepts they were intended to 

make operational. Factor analysis assisted, in this manner, 

in determining the dimensionality of the questions and 

identifying common factors (Kerlinger 1973:659-689). Only 

items that loaded 0.40000 or higher on any factor in the 

varimax rotated factor matrix were considered to have made 

operational that factor (p. 662). The reliability of the 

instrument was not tested. 
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This description of the instrument utilized in the 

present study has included a discussion of the development 

of the questionnaire. Included in this discussion has been 

the justification of the choice of a questionnaire as the 

measurement instrument and the "Likert-type" scaling method. 

Also included in the discussion of the questionnaire is a 

description of the individual items, their reason for 

inclusion, and a description of how items were formulated. 

Review of the study instrument has ee n acc om plished by 

groups of individuals with insight into the problems 

addressed by the study. A pilot study was conducted on the 

instrument and the factor analysis performed to facilitate 

validation. Factor analysis will be described in the 

findings of the study. 

Hypotheses and Decision Rules 

The hypotheses of this study were structured as null 

and research hypotheses. The null hypotheses are denoted by 

H
0

• The research hypotheses are denoted by Hr. The number 

following the hypothesis sign corresponds to the number of 

the question posed in the statement of the problem. DR will 

signify the decision rule. 

The hypotheses studied are as follows: 
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There is no statistically significant 

difference in the mean responses of the study subjects to 

questions four and nine of the study questionnaire (cf. 

appendix A). These two items are intended to ascertain if 

the study subjects were operating on separate continua for 

job satisfaction and dissatisfaction as Herzberg et al. 

(1959) propose. 

8 1: 
r 

There is a statistically significant 

difference in the mean responses of the study subjects to 

questions four and nine of the study questionnaire (cf. 

appendix A) • 

DRl: Rejection of H 1 and acceptance of H 1 will o r 

mean the study subjects are operating on separate continua 

as Herzberg et al. (1959) postulate. 

DR2: Pursue immediate plans to change the present 

system of timekeeping with a time clock if chi-square 

analysis of data on overall dissatisfaction (cf. appendix A, 

item 17) indicates the distribution is other than by chance 

and mean dissatisfaction exceeds a value of two. 

H 3: 
0 

There is no statistically significant 

relationship between overall dissatisfaction with the 

present management system related to time clock recording of 
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time worked and dissatisfaction with the following 

independent variables: 

a. hospital policy a nd actm ini st r at~ 

b. technical supervision 

c. interpersonal r e l at ions with my supervisor 

d. interpersonal r elat ions with mJ peer~ 

e. salary 

f. job security 

g. personal lif e 

h. work conditions 

i. status 

There is a statis tic ally s i gn i fi c a nt 

relationship between over a ll d is sat i sfact ion with the 

present management system r elated to time clock r e cor d ing of 

time worked and dissatisfaction with the following 

independent variables: 

a. hospital policy a n d adm ini strat ion 

b. technical supervision 

c. interpersonal relations with mv supervisor 

d. interp~onal r e lations with my peers 

e. salary 

f. job security 

g. personal life 
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h. work conditions 

i. status 

DR3: Those dissatisfiers or hygiene factors 

(independent varia bles ) that have a statistically 

significant relationshi p with overall d is sa ti sfa c t ion will 

be reviewed by the administrativ e staff with a view toward 

possible revision or eliminat ion f ro m the timekeeping 

system. 

Desi a n Type 

This study may be cl ass ifie d as to me thod utilized, 

time orientation, and purpose o f results . The me thod is 

both descriptive and corr elat ional . It is descriptive in 

that it has attempted to i dentify th e ov e rall d i st ribution 

of dissatisfaction among hourly employees with th e present 

method of maintaining time r ecords with a time clock. It is 

correlational in that it has attempted to assess the 

underlying independent variables. The research is 

concurrent in time orientation as it a ttempts to assess the 

present status of employee perception. Finally, the study is 

an action research as to purpose. It is designed to provide 

answers to certain i mm ediate man agemen t questions so that 

decisions may be made (cf. Russell 1980). The study scheme, 

also, has implications for applied research. It provides 
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further information as to the identification of hygiene 

factors operative in timekeeping that have potential for 

dissatisfaction. 

Population 

The population <N = 1,232) i s composed of all the 

hourly employees of Hou ston Northwest Medical Center 

required to punch a time cloc k f or th e pay roll listing a o f 

December 8, 1980. The population i s made up o f 66.6 pe rcent 

full-time, permanent employees , 31.2 percent pa rt-ti me 

permanent employees, 0.6 percent full -ti e , tempora ry 

employees, 1.5 percent part-time, temporary employees . The 

hourly population i s 12.5 percent male and 8 7. 5 per c e nt 

female. Employees from every hospital depa r tment ut ili z ing 

time clocks are included in the p o pulat ion f r ame . This 

excluded only one dep a rtment , that being adm ini st ration. 

The frame excluded ex empt, salaried emp loyees in any 

department as they are not requir ed to utilize the clock 

(Houston Northwest Medical Cente r 1980a and 19 8 0 b ). The 

population frame was co mposed of the level three de tail of 

the payroll report list of employee s less exempt employees. 

Sample 

A random sample of subjects was chosen from the 

hourly employee population of the study hospital. 
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Randomization was chosen to eliminate personal bias in the 

selection of subjects and permit the valid estimate of 

sampling error {cf. Dorn 1955:649). Stratified random 

sampling of departments within the hospital appeared to 

offer no significant advantages as the employees of the 

departments {strata) are not significantly homogenous on any 

characteristics of inter est to the investigator (S ell tiz et 

al. 1959:526-528). The only population fr me ava ilable to 

the writer was stratified by department . 

The sample size chosen was n = 96 (s ee Meth ods 

Section). The investigator found the sample of subjects to 

be less than ideally representative of the population in 

that full-time, permanent personnel <status ) we re 

over represented. The ~ characterist ic v1as r epresentat ive. 

These points may be seen by comparing data on the population 

and sample. The sample was 11.5 percent ma le and 88.5 

percent female, while the population was 12.5 percent and 

87.5 percent respectively. The sample cont a ined 77.1 

percent full-time, permanent employees; 19.8 percent 

part-time, permanent employees; 3.1 percent part-time 

temporary employees; and zero percent full-time, temporary 

employees. The ~opulation of the study hospital was 66.6 

percent full-time, permanent; 31.2 percent part-time, 
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permanent; 1.5 percent part-time, temporary; and 0.6 percent 

full-time, temporary. 

Subject Anonymity 

Subject anonymity, in this stu y , addresses two 

objective concerns. One concern is that of an employee 's 

being requested to critique the operation of his mploye r. 

The second concern is that o f a study subject 's being 

requested to give frank responses which he may not 

necessarily want associated with his name. Op enheim 

(1966:36-37) and Tripp (1971:231) h ve mpha ized that 

subject anonymity avoids poss ibl e subject mbarassment and 

assures frank and revealing responses. Tripp (p. 231) als o 

has emphasized that employee survey responses not be 

solicited by anyone in the employe e 's direct chain of 

command to prevent subject intimidat ion. Such intimidation 

could cause employees to be less candid in their r esponses. 

A discussion of the specific measu res taken in the present 

study to assure subject anonymity follows. 

The concern for anonymity of the subjects as 

employees was preserved by not having subject names 

associated with questionnaires. The investigator (an 

assistant administrator of the study hospital) developed the 
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list of names of subjects (see Methods) , and notified the 

subjects of requests to participate. The subjects, however, 

returned the questionnaires utilized in the study to an 

instructor from the education department . Name 

identification of the questionnaire , in the form of the 

consent statement attached, was to be remov d by the subject 

and returned to the witness assisting the study instructor. 

The original copy of the two-part consent form was deposited 

in a locked box in the presence of the employee and the 

employee was given a copy. The original consent forms were 

kept in the locked box until file with the Texas Worn n's 

University Human Research Review Com itt e . This locked box 

has been used in the past to assure employees of a nony ity 

on attitude surveys. The consent forms were removed from 

the box and transmitted to the com ittee by an instructor 

from the education department, not the investigator. The 

key to the locked box is maintained in th~ personnel 

department and the investigator does not have access to it. 

This process was designed to assure the employee that the 

investigator cannot associate writing style or markings on 

questionnaires with names on consent for s. The completed 

questionnaires were kept in a locked file c abinet by the 

instructors until all subjects were tested. The 

questionnaires from all testing sessions were mixed prior to 
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being given to the investigator. The questionnaires were 

given to the investigator along with a list of the names of 

subjects that responded to the questionnaire . 

The general need for subject anonymity described by 

Oppenheim (1966) was met in the following manner . The 

investigator maintained the list of subject names and 

questionnaires in a locked file when not actually being used 

in data analysis. The original questionnair s and list of 

subject names were placed in th custody of the personnel 

department once the study was complete . The personnel 

department maintains a locked, confidential file of 

materials and results of employee attitude surveys su ch as 

those produced in the present study . Docu ents of the 

attitude-survey type are shredded or burned by personnel 

department employees, if no longer needed, afte r a two-year 

period. The study results were reported to the subjects and 

administrative staff as grouped data. Information provided 

by individuals is privileged for the purposes of this 

research. No such information will be restated as being 

related to a named individual, nor will the list of names of 

subjects be published or included in the thesis. The Texas 

Woman's University Human Resea rch Co mm ittee, which has the 

subject names, will not have knowledge of which data set is 
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associated with which subject. Data will be reported and 

used only as grouped data in this thesis. 

Definitions of Terms 

The following definitions apply for the purposes of 

this paper: 

1. Hawthorne Effect: A change in sensitivity or 

performance or both by subjects merely because they are 

research subjects. This phenomenon may occur when the study 

situation makes the subjects feel "special". This effect is 

a threat to internal validity (Drew 1976:214) 

2 • Maintenance Factor : This term is used 

interchangeably with the term dissatisfier or the term 

hygiene factor. It refers to a condition of a job that 

operates primarily to dissatisfy an employee when it is not 

present. The presence of the condition does not build 

strong motivation. This term was used by Herzberg et al. 

(1959) to propose their "two-factor" or "motivation-hygiene• 

theory. Maintenance factors are related to the external 

environment of work (Donnelly et al. 1978:188-191) 

3 • Motivational Factor: This term is used 

interchangeably with the term motivat or and the term 

satisfier or job satisfier. This term refers to a condition 
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in which high levels of motivation and job satisfaction are 

present. If a motivational factor is not present, it does 

not prove highly dissatisfying. Herzberg et al. (1959) 

postulated a group of motivational factors in their 

"two-factor" theory of motivation. Motivational factors are 

job centered (intrinsic) and relate to the work itself 

(Donnelly et al. 1978:188-191) 

4. Maintenance Seeker: For the purposes of this 

paper this term is utilized to refer to a person who does 

not operate as Herzberg et al. ( 1959) would predict, but is 

motivated or seeks primarily maintenance or hygiene factors 

(Myers 1964:76). Herzberg (1966:80) refers to these 

individuals as "hygiene seekers• 

s. Military Time: This term is used to mean the 

notation of time by numbering t~e hours in a day from one to 

twenty-four. The hours are further divided into one hundred 

parts rather than sixty parts as with minutes. An example 

of this notation would be to write 1:15 P.M. as 13:25. The 

writer realizes that this definition is not as is practiced 

in the military services, but most employees of the study 

hospital have been exposed to this reference during time 

card orientation meetings 
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Assumptions 

The assumptions of this study are: 

1. The employees participating in the study are 

normally distributed and representative of the population of 

the hourly employees presently utilizing the time clock to 

record time (Downie and Starry 1977:134) 

2. The subjects participating in the st udy were 

able to read and understand the questions 

3. The study subjects answered truthfully and did 

not feel threatened if they expressed dissatisfaction with a 

hospital procedure 

4. The data generated on the "Likert-type" scale 

from the study questionnaire are interval-level da ta 

(Allport 1967:11; Selltiz et al . 1959:193) 

s. The test instrument developed for the study is 

valid for the purpose of measuring job dissatisfaction 

6. An employee's prior ex erience with time 

recording with another employe r has not affected his 

perception of the study hospital's system 

7. The study subjects understand the written and 

verbal instructions utilized in the administration of the 

test instrument 
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8. The person administering the instrument did not 

bias the employees in the sample 

9. The population and sample subjects operate 

within the theory of motivation postulated by Herzberg et 

al. (1959). They operate on two continua--one for iQn 

satisfaction and a separate continuum for ~ 

dissatisfaction 

10. Individuals requested to review the study 

questionnaire to assist in validation have a working 

knowledge of the "two-factor" theory 

11. The subjects will understand sufficiently the 

explanation of the study given by the instructor to give 

informed consents 

Limitations 

The limitations of this study are: 

1. The time clock may malfunction for an extended 

time during the period when data are being gathered 
. 

2. Errors in employee paychecks not related to time 

cards or the time clock may be perceived by the employee as 

being due to the timekeeping system 

3. The employees may react atypically because they 

know t~ey are included in a study. This is the "Hawthorne 

effect" (see Definitions of" Terms) 
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4. The questions developed for the study 

questionnaire do not make operational the maintenance 

factors postulated by Herzberg et al. (1959). A maintenance 

factor may have potential to affect ~satisfacLiQn but not 

be made operational by the study questions. If not made 

operational, the impact of a maintenance factor cannot be 

evaluated 

Delimitations 

The boundaries of this study are as follows : 

1. This study will not investigate the extent of 

time-recorder effect on the utilization of supervisory time. 

This is, however, a significant consideration for management 

of the study institution 

2. The scope of the study does not include an 

investigation of possible affect of time recording method on 

employee morale 

3. The study investig ates only the system of 

timekeeping with a time clock in use at the study hospital 

4. The study does not explore in a fiscal sense the 

aspects of the present time management system 

s. The study does not address the motivat ional 

impact of the present timekeeping system on exempt, s ala ried 

personnel 
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Summary 

This study design section explains that the primary 

questions addressed by this research are (1) are the 

employees of the study hospital operating on ind pendent 

continua for job satisfaction and dissatisfaction, (2) what 

is the extent of overall dissatisf a ction with the present 

method of timekeeping with a clock among hourly employees 

utilizing time clocks, and (3) are there variables affecting 

this overall dissatisf a ction of employees with the 

timekeeping system? The purpose of conducting the study is 

to provide the administrative team of the study hospital 

with empirical information concerning employee 

dissatisfaction with the present system of timekeeping with 

a time clock. This information will be considered in 

association with other factors in making a management 

decision concerning a possible change in the present system 

of timekeeping. This study, additionally, has implications 

for applied research in that it provides information on 

identification of dissatisfiers that have potential for 

contribution to employee dissatisfaction with timekeeping 

systems. Null and research hypotheses, as well as decision 

rules, are included in this chapter to answer the questions 

posed in the problem statement. 
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A study questionnaire developed for this study, 

gathered data on characteri stics of the sample r egarding 

sex, age, employment status (full-time or part-time), race, 

and National Labor Relations Board bargaining unit. Such 

characteristics are utiliz ed to describe the sample and 

compare the sample to the population . The study 

questionnaire utilizes a "Likert-type" sc le to gathe r 

interval level data on the degree of ov e r a ll dis atisfaction 

with the present system of timekeepin g . It ms utilizing 

this scaling techni que were also inclu ded to ake 

operational and allow evaluation o the i ct of t e 

dissatisfiers identifie d by Herzberg et al . ( 1959). Data 

were gathered by the instrument and utilize d to test the 

assumption that subjects are operating on t1o continua, one 

for satisfaction and one for d ih sat i sfa ction. The 

administration of the questionn a ir e provides fo r subject 

anonymity by not allowing the names of specific subjects to 

be associated with their questionnaires . Such provision 

avoids subject embarrassment and provides an opportunity for 

candid response. The questionnaire was validated in review 

by an expert panel and was pretested. Validation of items 

utilized to make operational the Herzberg et al. (1959) 

dissatisfiers is furthered by factor analysis of these items 

to identify the significant factors (i ndependent variables). 
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The data collecte d by the administration of the 

questionnaire are analyzed in the following manner . A 

correlated t-test is utilize d to answer the first primary 

question of this study concerning two independent continua 

for the variables job satisfaction and d is sa tisfaction. 

Data gathered to answer the secon d prim ry uestion on 

overall dissatisf act ion (d ependent variabl produces a 

frequency distribution which is evaluated by c alculation of 

the chi-square statistic to determi ne if the distribution is 

other than by chance. The third quest ion cone rning 

identification of va~iabl es affe cting over a lJ 

dissatisfaction i s answered by utilization of stepwise 

multiple regression. The significant facto r s or 

dissatisfiers (indepen dent variabl es ) p ro uce from the 

factor analysis are re gressed against the dependent 

variable, overall dissatisfaction. This regression 

determines which of the dissatisfiers are significant in 

describing overall dissatisfaction. 

The study population ( = 1,232) is composed of all 

hourly employees required to punch a time clock at Houst on 

Northwest Medical Center. The ran dom sample of subjects <n 

= 96) is not ideally representative of the populat ion on the 

characteristic of status in that full-time, permanent 
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employees were slightly overrepresented. The sample is 

representative on the characteric of ~. 

This chapter concludes with definition of terms and 

assumptions made by the investigator. Limitations and 

delimitations of the study complete this section. 



CH APT ER II I 

REVIEW OF TH~TERATllR£ 

Introduct.i.Qn 

This review of the lite r a tur e will p rovi de t he r eader 

with a brief history of th e e vo l ution o f t he us e o f 

automated time recorder s , inclu d i ng t he pu r po ses t hese 

recorders were designed to s e rv e . A c h rono l ogica l r evi ew of 

the literature on motivation wi l l f ollo a n d the 

relationship between certain aspe cts of t i mekeep in g a n d 

motivation will be developed . Th i s r ev i ew wi l l i nclude a 

discussion of the research a n d conclu s ion s (" tw o- fa ctor" 

theory) of Herzberg et a l. (1 9 5 9 ) as p r oposed in T.lli=. 

Motivation to work. Special emphas i s will be g i ven to a 

description of the dissatis f i e r s or ma intena nc e fa c t or s with 

potent i a 1 for con t r i but in g to ern pl o y e e d i s sa t i sf a c t i on • A 

synthesis of empirical r esea rc h con d uct ed on the 

"two-factor" theory will b e des cri bed as to f i nd i ngs a nd 

research techniques utilized . Th is c hapter will conclud e 

with a summary which makes e xp licit t h e t he oretical 

foundation of this study an d r e lates the Je y conce p ts 

(dissatisfiers) to the theoretical foun da tion. s um ary of 

criticism of the "two-factor" theory is included. A 

37 
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rationale and justification for this research design will be 

drawn explicitly from the empirica l research of the 

two-factor theory. 

Histor~f th e Devel.mun.en.t-.an.Q Uses 

Df Automate d Time Recorde r s 

This section will tr a c e the t echnical evelopment of 

mechanical time recor de r s . This technical development will 

be related to the environment in which it took p lace . Such 

environment was the in d ustrial r ev olution nd d urin g the 

period of the intro du ction o f management as a discipline. 

The section will conclude with a discuss ion of the needs for 

mechanical time r e cor d in g de vic es which ev olved f ro m the 

increase in organiz at ional structure in t he wor k sett ing . 

The first workable time r ecorde r ~as inv e nted in 

1888 by Edv1ard G. t atk in s , a mechanical eng ineer. atk ins 

was employed by Heyw oo d roth e rs Company, a rassachuse tts 

furniture manufacturer. The r e cor de r was des i gned to avoid 

time-consuming handwritten r ec or ds , and was used in the 

recording of arrivals a n d depa rt u r es of e p loy ees of 

Heywood. watkins' first r e corder ~as ade of bronze casting 

with a Seth Thomas ma rine cloc k movement and fort y buttons. 

Pushing a button on the face activated a lever that 

perforated a disk on which infor mation ~as recorded. 
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Modifications were made by Watkins from 1888 to 1894. 

Heywood Brothers began the manufacture of these clocks due 

to the large number of requests in the 1890s, and advertised 

that "Ignorant persons can record with slight instruction 

('How Time Recorders Were Developed' 1971:41-42}." 

In 1901, competition led Heyw ood to narrow their 

product line to furniture only. Consequently, the patents 

were sold to Watkins, who founded the Simplex Time Recorder 

Company. From 1902 to 1931 Simplex enhanced the time 

recorders and manufactured three time card recorders for 

payroll and cost allocation systems . A 1905 innovation was 

the replacement of rolled paper charts with time cards. In 

1923 the Telechron motor allowed cabinet size to be r educe d 

and in 1931 standard wooden cases were replaced with meta l 

ones ("How Time Recorders Were Developed" 1971:42). 

American business awareness had created a growing 

demand for time recording by the turn of the century. In 

1905 Alfred Stromberg, a developer of the carburetor and 

radio parts, introduced an electric time recorder. This 

innovation reduced the force of impact on the clock 

mechanism by triggering a stamp devi ce. Stromberg also 

marketed a master clock that supplied synchronized time 
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information to several imprinting stat ion s , located in 

different areas ("How Time Recorders Were Developed" 

1971:42). Stromberg and others manufactured a device known 

as a "time stamp", which paralleled the developmen t of 

recorders. It was used to record arrival and departu r e of 

documents, and many of its features have been incorporated 

into modern time records (p. 43). 

In the 1880s Henry Abbott developed the calculagraph 

elapsed-time recorder which registered elapsed- time consumed 

("How Time Recorders Wer e Developed " 1971 :43). This device 

was used in a service that was sold , or 1 bor ought , by the 

hour. The largest and longest use of the c alculagraph was 

by American Telephone and Telegraph Company ( ATT ). One o f 

the officials of ATT observed the use of a calculagraph in a 

famous billiard parlor in ew York where it was used to 

charge for playing time. The ATT official incorpor a ted the 

calculagraph into toll switc hboards in 1895 so that long 

distance telephone calls ~ould be timed . 

Technical improv ements in the mechanical fea t u re of 

time clocks have prolifera ted to the presen t. The ti me 

recorder or time clock of the future is in use today with 

the advent of the computer-ori ented badge recorder syst em 
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used in time and attendance programs. An employee inserts a 

coded badge bearing a magnetic number in a reading device to 

activate such a system. Time worked is recorded 

automatically in a computerized payroll file . Information 

from time cards does not have to pass a "k eypunch" function, 

as information does with a traditional computerized payroll 

system {Ratner 1975:454-455). 

Time recorders were accepted in America during the 

Industrial Revolution. Their acceptance was facilitated by 

the adoption of scientific management principles and a shift 

from piecework to hourly pay. These principles were 

introduced by Fredrick Winslow Taylor in 1896 (" How Time 

Recorders Were Developed" 1971:41; Donnelly et al. 1978:44). 

Taylor sought to identify the elements or tasks involved in 

a production job and the "one best way" of performing the 

task. The scientific management philosophy encompassed the 

need to know when something happened and how long it took. 

Emphasis on time consume d in production cr eated a need in 

industry for a method of accurate maintenan ce of ti me 

records. Automated recorders filled this need. 

In 1900 industrial competition had become intense, 

resulting in the institution of job-costing systems to 

allocate accurately labor costs to individual p roduction 
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procedures. Selling price could be related to cost through 

the use of costing systems and the cost could be established 

empirically. Time recorders became a tool of the manager in 

the utilization o f s uch a scientific management technique. 

The concepts of equating usage adjustments to efficiency 

became a reality and this end is pursued to this day {"Tim e 

Recorders" 1979:164). 

Two additional uses of automated time recorders are 

of benefit to management. A timekeeping system can provide 

supervisory personnel with information on labor consumption 

per job. These operating personnel may , then, use this 

informat ion to adjust staffing. Such adjustments prevent 

unbudgeted cost of production of goods or services . Last, 

federal and state laws require accurate maintenan ce of 

employee payroll r ecords , including r e cords of hou r s wo rked 

each day, total hours worked per week , and overtime hours 

worked. The use of an automated ti me clock assists greatly 

in increasing the accuracy and legibility o f these r eco rds. 

Such records must be used fo r payroll preparat ion, standard 

costs, and job cost comparisons {Taylor 1960:86-87; Cooling 

and Gittler 19 66:75). 

In summa ry, time recorders play an i mportant role in 

contempo rary business. Time recording technology has become 
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sophisticated. Recorders provide time information which may 

be used to improve profit margin, the quality of attendance 

records, job costing information, and data used in payroll 

applications ("Time Recorders" 1979:164). 

The literature initially reviewed on time recording 

by this investigator revealed no empirical studies published 

which evaluate the impact of time recording methods on 

employee behavior or satisfaction. That literature was 

discussed in the background section of this paper. It would 

appear from that literature, however, that certain 

assumptions have been made concerning employee perceptions 

of time recorders and their impact on employee 

dissatisfaction. An investigation of how employees perceive 

a timekeeping system which utilizes a clock is the purpose 

of the present research. The writer will now explore in 

greater depth literature that indicates time recorders, such 

as time clocks, do have potential for impact on employee 

dissatisfaction. 

The Behavioral Science Implications 

of the Hetbod of Time Recording 

Several articles reviewed by this investigator 

indicated that the authors felt that the use of a time clock 

was a serious sign by anagement of mistrust of employees 
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(DeWindt 1975:23-26; Scobel 1975:132-142; Lorey 1976:70-74, 

92; Bensahel 1977:48-50). Sever a l other types of employee 

regulations, such as dres s co d e s a nd initial employment 

probationary periods, were con s i de re d , a lso, to ge ner a te 

similar dissatisfaction am on g w orkers. Bensahel 

(1977:48-50) has str e ssed t ha t, a lthough stringent 

enforcement of rules of tar d iness a n absenteeism do not 

contribute to high productivity, a la x attitude to\ ard 

habitual tardiness in timekeep ing on th e p a rt of a few can 

lead to disruption a nd d e mor a liz at ion of th e work unit. 

Bensahel (1977) indicates s ome s ort o f mi dd l groun a nd the 

giving of attendance p ro p er pe r spe ctive in pe rfor mance 

evaluation, along with qu a lity a n d q u a ntity of work and 

compatibility in the work f orc e . Lor ey (1976:70-74, 92), 

although he emphasizes th e trust q ues tion nd its i mpact on 

employees, suggests that time cloc k s still have a role in 

flexible work time. 

With the growing popul a rity of flexible wor k hours, 

time clocks have met a need in ti me ma nagement by assisting 

management in keeping accurate records of those e ployees 

who choose their own work sche d ule, selecting special 

starting and stopping tines ("Time ecorders" 1979:164). 

This type of situation often ehists in a hospital, due to 
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the nature of patient care services being offered and the 

necessity to have coverage with specialized employees, even 

though the work load is low. 

Punching a clock has been a universal image of the 

hourly or blue collar worker. Managers may have complaints 

about this method of recor ding, as employees claim that it 

makes them a "second-class citizen"; but other managers and 

workers feel that time clocks reflect the accurate time and 

provide a clear, indisputable record. This is ue to there 

being no possibility of the clock being partial (Cincinnati 

Time Recorder Company 1979). 

It would appear that authors of anagement 

literature are unable to evaluate the i mpa ct time clocks may 

have on employee perception and behavior . This is a problem 

shared by the managers o f the study hospital . The writer 

will now investigate the management literature with a view 

toward identifying a theor etical foundation for the present 

investigation of time cloc ks in the behavioral science 

literature. 

Evolution of the Behavioral 

Science Literature 

The philosophy and writings of the management 

literature are classified in a number of ways . A prevalent 
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method which finds significant usage is to divide management 

thought into three schools: The Classical School, the 

Behavioral School, and the Management Science School 

(Donnelly et al. 1978:8). Each school contributes to, and 

is supportive of the total body of knowledge which makes up 

modern management. This section will discuss the evaluation 

of these three schools of management . The development of 

the Behavioral School will be emphasized . The evolution o f 

the "human relations" branch and the " behavioral science" 

branch of the Behavorial School will be explored . Th 

section will conclude with an indication that the 

theoretical foundation for this thesis will be in the 

motivation literature (p. 161-162). 

The Classical School of management was described 

primarily in the literature of pre - ~-Jorld ~ ar II. riters 

were from the disciplines of science and engineering , and 

were working in business and government . They sought 

increased efficiency in order to increase productivity . The 

term "scientific management" was coined to indicate the 

application of scientific methods of inquiry to the problems 

of work and work management (Donnelly et al. 1978:8). 

Classical writers recognized that the management of an 

organization was quite different from the manage ent of 
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work. Thus, the classical writers came to define ma nagement 

as the process of coordinating group effort toward goals (p. 

9). The classical writers identified the functions 

necessary for coordination, namely , planning , organizing, 

and controlling. Principles were largely untested. Studies 

lacked the objective, scientific meth od of inq uiry. For 

such methods one must look to the Behavior al School . 

The Behavioral School utilizes concepts from the 

fields of psychology, sociology, an anthropology, and other 

behavioral sciences. The Behavioral School literature has 

as its focal point human behavior , manageria l as well as 

nonmanagerial, in the context of work organizations . The 

method of inquiry is primarily the scientific method . 

Discovery of a causal relationshi p is emphasized . 

otivation has been explored extensively in this literature , 

beginning with the Hawthorne studies of the 1920s and 

continuing to the present (Donnelly et al . 1978:9). 

The Management Science School eveloped 

simultaneously with the Behavioral School and is considered 

the modern version of scientific management (Donnelly et al. 

1978:9). The literature of this school focuses on the 

technical rather than behavioral problems of anagement . 

Mathematics and statistics are utilized to assist with 
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production and oper ati onal problems found in plan ning and 

controlling. The development of the computer has made 

possible the use of complex quantitative techniques. 

The management literature suggests two thrusts in 

practice of ma nagement following the classical period. 

Behavioral and technical p roblems have both been emphas ized. 

The modern manager is faced with the inherent dilemma of 

management due to this d u al emphasis . This ilemma is 

between the forces of eff ici ency and q uality o f wo rking 

life. It is the ma nager's role to balance th e needs o f the 

organization against those of the individual ( Donnelly et 

al. 1978:10-11). Indeed, thi s is the d il emma of the 

managers of t he study hospital esc ribed herein . 

The Behavioral School has a "human r e lations" branch 

which became popular in the ninete e n fort ie s a nd early 

nineteen fifties. A second branch , the " behav ior a l sc i e nce" 

approach, first receiv ed emphasis in the manageme nt 

literature of the early nineteen f i fties , and c ontinues to 

be a popular topic to the p r esent . uman r elati ons wr iters 

emphasized the role of ind ivi duals in dete r mining success or 

failure of an organiz at ion. The human r elations concepts 

concentrated on the social environment surrounding the job. 

This is in contrast to the emphas is placed on the physical 
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aspects of work by the c lass ical management authors 

(Donnelly et al. 1978:161-162). 

The Hawthorne studie s conducted at a Chicago-based 

plant of Western Electric between 1927 a n d 1932 (Donnelly et 

al. 1978:163-165) fall within th e human r elat ions branch o f 

the Behavioral School. The studies wer con d ucted by a 

group of Harvard sociolog ists. The r esea rch was des i g ned 

originally to study the r e l ationship between p ro d uctivity 

and physical working con d ition s . Expe rim nts wer e run on 

the effects on productivity of changes in illumination , work 

hours, rest periods, r ef r eshments , work - place t m e r at ures, 

and other job cond itions . When changes in job con d itions 

did not produce the a ntici pate d chang s in roductivity , the 

Hawthorne researcher s began to explore the human e l ement in 

the work environment . Plant-wide int e rvi ews of worker 

attitudes were conducted as well as a n alys is of the so cial 

organization in the wor k place . The researchers concluded 

that the work group as a who l e determ ines the p ro du ctive 

output of the group and its membe rs. The Haw thorne 

researchers also concluded that th e wor k g roup sets hat is 

considered as a fair rat e of production . o d irect 

relationship bet we en productivity and intelligence, 

dexterity, or other skills was f oun d . The rese a rchers 
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deduced that illumination a n d various other e nvironmental 

conditions had little effect on productivity ( Donnelly e t 

al. 1978:164-165). These experiments generated interest and 

criticism. 

The Hawthorne studies' primary contribution was the 

interest they created in the human problems of the work 

place. These studies t a ught manage rs to think ab out the 

worker as a social being with a set of needs. These studies 

resulted in the coining o f the phrase "Hawthorne effect " a nd 

this term is discussed under def i nition of terms . These 

studies have been criticized widely because of a lack o f 

scientific objectivity in arriving at conclus ions and in h ow 

the study subjects were chosen . Regardless o f the validity 

of the criticism, the Hawthorne studies had a sign i ficant 

impact on management. Assumptions of the past were 

questioned. There was a shift from the depersonalized v1ew 

of the classical manageme nt school to a mor e personalized 

view. The worker became the focus o f study , rather than the 

job or standards of production. The huma n r elat ions branch 

of management literature was the impetus fo r the present - day 

behavioral science emphasis in the lit e r atu r e and practice 

of management (Donnelly et al. 1978:16 4-165). 
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The Foundation for Resea rc h on Hu man Be h a vior, 

established in the e a rl y ni neteen f i ft i es , p r omo t ed a n d 

supported behavior a l sci e n ce r esearch in bu s iness and othe r 

types of organization s . Donnelly et al . ( 19 7 8 : 16 8 ) ha v e 

defined the behavior a l sci e nc e approa c h t o t he s tu dy o f 

management as 

••• the study o f ob se r vable a n ve ri f i abl e h uman 
behavior in orga niz a tion s us i ng scient i fic p r o c edur es . 
I t i s 1 a r g e 1 y in d u c t i v e and pro bl em c ente r e d , f oc u s in g 
on the issue of h u ma n b ehavior , an draw in g f ro m a ny 
relevant literatur e , espe ci ally i n psy c h olo gy , 
sociology, a n d a nthrop ology . 

The beh a vior a l s c ience approach has shifted 

managerial inter e st t o t he n atu r e of wo r k itself and t he 

degree to which work c a n f u lfi l l man ' s n eeds . Psych ology 

has verified e mp iric al l y that pe o ple have s oci a l, 

psychological, a nd e conomi c needs which t hey attempt to 

s a tisfy at work (Donnelly et a l. 19 7 8 : 169 ). S oc i ol ogy ha s 

contribute d to t h e b e h a vior a l s c ience app roa c h to anagemen t 

by sti m ulating int e r e st in sma ll gro u ps , f or a l 

organizations, lea d ershi p rol es , p o we r s truc tu r es , a n d 

authority. Anth rop ology h a s made s i gn i f i cant con t ri bu tions 

concerning the i mp act of c u lt u r e o n or gani z a tions. 

Anthropology ha s examined the lea r n e d beh a v iors of ma n and 

given insight into how ind ivi dua l s p rioriti ze ne eds a n d t h e 
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means they chose to satisfy those n eeds ( Don n e ll y et a l. 

1978:168-16 9). 

The basic assumption of t he behav ior 1 s ci nee 

a pp roach to management is th at manage r s must kno~ how to 

de a 1 with people. The Behavioral School of ma nagement has 

not produced an int egr ated body of knowledge . Thi s school, 

however, does p rovi de managers w ith in f or tion on 

motivation, leadership, g roups , or gan izat iona l es i g n , n 

organizationa l c hange (Donn e ll y et a l . 197 : 173) . It is to 

the motivation a l liter atu r e with in t i c hool t a t the 

wr iter now turns for th e theor e tical bas i s of this pape r • 

.Review 0 f the no.t.,~·....L.J~...I.....).'-LL.-"""...-Io..).Uor..ol~.lo&...lod~ 

Human behavior , it is 

psychologist s , is goal - d ir ected , an 

gene r lly 

suc h goals 

ag r e b y 

r d ir ected 

to the attainment o f un satisfied needs . n uns tisfied need 

causes tension with in an in d ivi dua l . The s ti fa c t ion o f 

th e need re duces int e rnal tension . The p r u it of nee is 

t he essence of motivation ( Donnelly et a l . 1 9 7 : 177 - 178 ). 

The foundation literature fo r this study is found in 

motivation; therefore, t he 1riter will re i e\· t he aj or 

contributors to the motivation liter a ture . This d i s c us sion 

is not meant to be exhaustive but re p resentative of a jor 

theories of motiv a tion in the wo r env iro n men t. Th is 
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section of the literature review concludes with an in-depth 

description of the "two-factor" theory of motivation. 

McGregor in 1960 underscored the relationship 

between motivation and behavior. He proposed managers 

believed they should motivate employees by what he referred 

to as "Theory X" methods. "Theory X" suggests that managers 

motivate employees by coercion, control, and threat. This 

is necessary, according to "Theory x•, because the manager 

assumes employees dislike work, dislike responsibility for 

decisions, have little ambition, and seek job security above 

all. "Theory X" managers are authoritarian and directive. 

McGregor proposed that an alternative to "Theory X" was 

"Theory Y". A "Theory Y" manager would provide an 

environment under which needs could be fulfilled. According 

to HcGregor, "Theory Y" managers assume employees want a 

challenging job, are interested in assuming responsibility, 

and display ingenuity and creativity in the work setting 

{Donnelly et al. 1978:178-179). · 

Abraham H. Maslow, about 1954, published his theory 

of motivation based on a pursuit of a "hierarchy of needs." 

Maslow stressed two fundamental premises. First, that man, 

being a wanting animal, pursues and is only motivated by a 

need as yet unsatisfied. Second, man • s needs are arranged 



54 

in a hierarchy of importance. f\1aslo\v postulated that there 

were five levels of needs. These needs were physical, 

safety, social, esteem, and self-actualization. Masl ow 

believed that once a need was satisfied , another need 

emerged. Maslow further postulated that these needs were 

satisfied in the scale order listed above ( Masl ow 

1954:35-72; Donnelly et al. 1978:180-182). asl ow's need 

hierarchy is widely accepted by business manage rs of today. 

In 1959, Herzberg, Mausner, and Snyderman publ ished 

The r·lotivation to Work. Their research (thi s publication 

reports) was launched in the interest of understanding 

individual needs in the work environment and the impact of 

needs on motivation ( Wong 1979: 5). The study was an 

empirical investigation of attitudes related to job 

satisfaction and motivation. The study was conducted on two 

hundred engineers and accountants, and postulated the 

so-called "two-factor" theory of otivation. Data were 

gathered by use of a semistructured interview. Subjects 

were asked to think of times (sequences ) when they felt 

especially satisfied and times when they felt d issatisfied 

about their jobs (critical incident method). Second, 

subjects were asked to relate the conditions that lead to 

those feelings of satisfaction or dissatisfaction. 
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Herzberg's group identified two sets of factors from content 

analysis of interview sequences. These were called 

maintenance factors or dissatisfiers and motivation factors 

or satisfiers (Donnelly et al. 1978:188-189). 

Herzberg et al. (1959) evaluated and tallied 

satisfying and dissatisfying incidents reported in the 

interviews as to types of incident(s) (objective happening). 

These objective happenings were called first-level factors. 

Herzberg et al. evaluated the employees' reasons for feeling 

as they did about the incident, and called these 

second-level factors. The time frame in which the incidents 

took place and the length of time the feelings lasted were 

also analyzed. The percentage frequency of incidents was 

calculated. The result of this analysis follows . 

Herzberg et al. (1959) concluded several things. 

They reported that maintenance factors ope rate to dissatisfy 

employees when not present, but the presence of these 

conditions does not build strong motivation . These 

maintenance factors are, rather, potent dissatisfiers when 

absent. The motivation factors or satisfiers, however, 

build high levels of motivation and job satisfaction. 

Satjsfiers, when not present, however, do not prove highly 

dissatisfying. Herzberg et al. further noted that 
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motivational factors were jo b c e nt e r ed . Motiv a tional 

factors related to the jo b its e l f , the individual's 

performance of the job, job r espon s ibility , g rowth, an d 

recognition. Mainten a nc e fa c to r s 1e r e r e l ated to the 

external environment of wor k . Addit i o n a ll y , it was found 

that highly motivated e mployees had a hi g h tol e r a nce for 

dissatisfiers (Donnell y e t al . 19 7 8 :1 89 ). L st, th e 

"two-factor" theory as s ert s t ha t job satisfaction 

(motivation) and dissati sfa c t io n a r e not a single, 

continuous variable. The oppo s i te o f job sa ti fa ction i s no 

job satisfaction. T h e oppo s i te o f dissat i sfa ction is no 

dissatisfaction (Sanfor d 1977: 11 2 -113). 

Herzberg (1966:76-77) ma i nta ins t h at t he ma intenance 

factors are related to one o f tan ' s as ic a nima l n ee ds, the 

avoidance of p a in fro m th e e n v ir onment. e rz be r g f urther 

stipulates that for man t h e psyc holog ical environment is the 

main source of pain. The moti va tors, it is a r g u e d, are 

related to man's need as a h uma n to g row psyc hologica lly and 

approach self-fulfillment throu gh accomplishment of t a sks. 

Job satisfaction and dis sa tis fa ction are d if f erent 

variables, and are a ffecte d by d if fe r en t sets of f actors. 

Herzberg et al. (1959:71-73) identified the 

following ten maintenance factors fro m the dissatisfying 
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incidents reported by their study subjects : compa ny policy 

and administration, technical supervisi on, interpersonal 

relations with supervisors, interpersonal r elat ion s with 

peers, inter personal rel ations with sub or d inates , salary , 

job security, personal life, work con itions, a n d s tatus. 

These researchers also id e ntif ied six fa ctor s or cond itions 

from analysis of satisfying incidents r ported that they 

labeled as motivational factors. These mot iv a tiona l factors 

are as follows: achiev ement, recognition, advanc ment, th e 

vl or k i t s e 1 f , t h e p o s s i b i 1 i t y o f p e r s o n a 1 g r o "' t h , and 

res pons ibil i ty. 

The basis of the "two - factor " th or y i s the ax iom 

that job satisfaction is dependent on tw o sets o f f ctors, 

the maintenance factors and the moti v ato r s . Two theorems 

may be derived by reasoning from this ax iom. The f irst is 

that maintenance factors result i n dissat i sfaction whe n not 

present, but their presence d oe s not moti v a te an employee. 

The second theorem is that the presence of mot ivators 

results in job satisfaction or mot iv ation , but t hei r abse nce 

does not result in job dissatisfaction (c f . Bla lock 

1969: 10-15). 

Herzberg (1 966 : 80 -81) reporte d that , although job 

satisfaction is almost always related to the otivators, 
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there are ind ivi d u a l s who report job satisfaction s ol e l y 

from hygiene factors. Herz b erg (1966 ) suggests t h at these 

"hygiene seeker s " r ea ct po sitively to the envir onmen t of t he 

job because th ey have not reached a stage of pe r s on al 

development at wh ic h se l f - actualizing needs are act iv e . 

"Hygiene seekers" a r e f i xed at a less matu r e l eve l o f 

personal a d justment ( p . 80 - 81 ). This type mp loyee i s 

motivated in the d ir e c ti o n of satisfying avoidance needs . 

The result is avo idan c e behavior and chron ic u nhappi ness . 

The relief of jo b d i ssat i sfaction for such worke r s b y 

hygiene f a ctors i s o nly temporary . He r zbe r g (1966) 

maintains th e s e i nd ivi duals have a neurotic per anali t y tha t 

has been learne d f ro m c ertain value syst ms prese nt in 

society. Herzber g (1 966 ) reports that " hyg i ene seeke rs" 

have height e ned a n d c hronic dissatisfaction with aspects o f 

the job rel a ted to t he maintenance factors . These empl oyees 

overreact to i mpr o vement or dete r iorat i on in maintena nce 

factors. Such a n empl oyee i s cynical , shows l ow interest in 

work, does not p rofit f rom expe ri en c e , is given t o ext r eme s 

in political views, but may be successful because of ta l ent. 

Herzberg (1 966) f urt h er asse r ts t ha t i f on l y hyg i ene fa ctors 

are available, man y employ e es \·Jil l dwell on d i ssat isfiers. 

Myers (196 4 :76) has a lso i denti f ie d i nd i v i du als he r e f e rs to 
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as "maintenance seekers" that correspond to "h yg iene 

seekers" {cf. Definition s of Terms) . Accordingly , this 

investigator has taken measures in the design of this 

research to detect .. ma int enance seekers " a n to accom odate 

their needs in the study instrument . 

The present study finds a theoretical foundation in 

the "two-factor" theory of motivation . This r searche r 

reasons that since timekeepin g is ext rinsic to the job 

itself, it only has pot ential for dissat isfact ion or no 

dissatisfaction. The investigator ' s intent ' a to i ent i fy 

those dissatisfying fact or s , if a ny, that are o e r at ional in 

the present system of timekeep in g with a ti me clock . An 

in-depth discussion of the dissatisfiers f ollow s in order to 

explore many of the key concepts that are in vest i gated in 

this study. 

Ma intenance Factors 

The ma intenanc e or hyg i ene factors previous ly listed 

in the discussion of the "two-factor" th ory will be 

discussed in terms of Herzber g et al . ( 1959 ) as to conc epts 

represented. The significance of these factors to 

production and their relationship t o the p re sent study will 

also be explored. 
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Company policy and a~inistration is th single most 

important factor in determinin g bad fee lings about a job. 

It appears in one third of all low sequences (dissatisfyi ng 

incidents) reported by Herzberg et al . ( 1959 :71). This 

factor has two aspects. One as ect r e volves aroun a g uacy 

of company organization. Company ineffect iv nes ro uce 

by inefficiency, waste, duplicate ffort , or power 

struggles is also include d in this as ct. The ec on d 

aspect involves the de l eterious ffects of com a ny policies . 

These include personnel and oth e r policies that are vi ewed 

as unfair. Adm ini st r ati on o f olicy and fr ing ben fits are 

included. Unfair salary p olicies a r e pa r am ount he re and 

frequently couple d w ith salary in r ep orts of 

dissatisfaction. 

Technic a l supervision was sec ond in order of 

frequency of factors c a using d issat is fa ction, a n d appea red 

in approximately 20 percent of the low se uences of e r zbe rg 

et al. _(1959:72-73). The compe tency of the supervision an 

employee receives is highli g hted. Inci de nts that des cribe 

inefficient supervisors who cannot schedule , lack teaching 

ability, fail to insp ire, or lack co petence to funct ion in 

their role would initiate job dissatisfaction in this area. 
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Interp~rsonal ~~tions with the supe rvisor is frequently 

mentioned in association with this fact or. The 

interpersonal-relationshi p-to-supervisor factor, however, 

relates to the supervisors friendliness , s upport for th e 

employee on an issu e , hone sty , willingness to listen to 

suggestions, and the g ivin g o f credit f or work (p . 144). 

The interpersonal-relat ion s -\ ith- the - supe rvisor fact or was 

mentioned in 15 percent of low incidents by th subjects of 

Herzberg et al. ( 1 959 ). 

Recognition or lack o f r ecogni tion i s m ntioned 

frequently in dissatisfying situations , although r e cognition 

is mentioned more frequently as a motiva tor than a nega tive. 

Lack of recognition was f r equently ment ioned in a s ociation 

with .Q.QID!llinY policy and adm..in.i.sllat i on whe n i t was mentioned 

as a dissatisfier ( Herz be r g et al . 1959 :7 4). 

working conditions we re men tioned in 10 pe rcent of 

the Herzberg et al. (1 959 :7 4 ) incidents involving job 

dissatisfaction. working con d i t ions r efe r s to the actual 

physical environ me nt and incl udes tempe r ature , light, 

vent i 1 a t i 0 n , an d spa c e ( H e r z b e r g e t a l • l 9 5 9 : 4 9 ) • I te rn s 

such as inconvenience of location of plant, inad eq uacy of 

facilities to do the job and the am ount of wo r k req uired 

describe this dissatisfier. 
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Interpersonal relations with peers and subordin~ 

refers to the personality and personal habit compatibility 

of workers (Sanford 1977:115). Incidents involving a lack 

of cooperation, lack of coh esiveness within a group , and 

isolation within a group are i ndicators of job 

dissatisfaction within these descriptors ( H rzb e rg e t al. 

1959: 144-145). 

Personal life re fers to fact ors in the work 

environment that affect personal life such as 

company-demanded moves. Family needs f or salar y or the time 

of an employee also describe this factor ( H rzberg et al. 

1959:48-49, 146). Personal life as well as inte r pe rsonal 

relations with peers and subordinates ea ch caused 8 percent 

or less of the dissatisfyin g i ncidents reported in the 1959 

study (p. 72). 

Status relates to factors that re f lect a privilege 

allowed by the co mpany such as a company car, use of 

executive eating facility, or having a se creta ry, not actual 

advancement in the company (H erzbe r g et al. 1959 :49). This 

factor was reported in only 4 percent of He rzberg's 

dissatisfying incidents (p. 72). Job secu rity was, 

likewise, mentioned in a small percentage of dissatisfying 
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incidents; that bein g 1 percent ( p. 7 2) . Job security 

refers to consistency, reassur ance , friendli ness , tenure, 

grievance procedure, and objective signs of company 

instability (p. 49). 

Associated, as a second-level fact or, with the 

dissatisfying factors were feelings of unfairness ( Herzbe r g 

et al. 1959:76) or lack o f company integrity . Lack of 

growth in a job was also mentioned as a econ -1 vel f ctor 

in association with th e dissatisfiers . H rz erg et al . 

concluded that there are a gr ater vari ty of factors 

involved in job dissatisfaction than job atisf ction. 

Herzberg et al. (1959: 82 ) found th t has both 

potential for satisfaction and dissatisfaction with about 

equal frequency; that being 15 to 17 percent of incidents 

reported. Herzberg's group found , however , that the 

dissatisfying factors r elating to sala ry were long range in 

effect. It appears that sala r y is more potent as a 

dissatisfier. When dissatis fying incidents about salary 

were described, they are associated with .c..QIDpany policy and 

a dm i n i s t r at i on • U n fa i r n e s s r a t h e r than a b so 1 u t e 1 eve 1 of 

pay was the area of concern. The system of sala ry 

administration is the key to dissatisfaction. 'hen salary 
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is associated with satisfiers, it is associated with 

advancement, the work itself, and recognition Cp. 83). 

The "two-factor" theory implies that maintenance 

factors and motivating factors af ect motivation and 

performance in different ways. Hygi ne factors hav little 

potential for producing satisfaction or perform nee at 

anything other than acceptable levels. These aintenance 

factors can, however, cause an employee to restrict 

performance at low levels, or resign if the rnployee is 

significantly dissatisfied. Dissatisfaction can lead to 

unacceptable levels of turnover with r sultant drain on 

human resources. When maintenance factors cause significant 

dissatisfaction, the motivators are not as ef ective in 

increasing performance 

Additionally, He rzberg et al. 

(Sanford 1977:116-117). 

( 1959 :9 0-92) em p a ized the 

significant negative effect on mental health from job 

dissatisfaction. This mental health effect takes the form 

of depression and tension. Such poor mental health can lead 

to physical illness such as excessive drinking , smoking , 

digestive disorders, and high blood pressure . 

The administrative staff in the study of present 

reference is concerned that there are com onents of the 
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present system of time clock recording of time worked that 

operate as dissatis fiers . It is the purpose o f this 

research to evaluate the hygien e fa ctors or d issatisfiers 

and i dent i f y vl h i c h , i f any , a r e ope r t i on a 1 i n t h stu y 

population. The rese archer will now review the ern irical 

literature of the "two- fa ctor" th or y vJith vi w toward 

identifying critici sm of the 195 9 rese reb, as we ll as 

developing the design, metho ds , a n t chnigues o f 

statistical analysis which a r e indicated f or thi 

Empirical Research and Cri t i c i sm 
of the Two-F a ctor Tb 

Wong (197 9 :13-22) criti cally r ev i ew 

tu y . 

seve nt ee n 

studies based on the "two-factor theory , ( e r z r g e t al . 

1959) and summarize d the research in t able form . Th is 

summary (p. 45-49) included design r e lati ons hi p to e rz ber g , 

sample (number and type), data analysis technique , f in d ings , 

and relationship to Herzberg . This sum a ry was r e viewed by 

the writer, as we re many of the in d ivi dua l p ieces o f 

research included in that sum, ary , as follows : Friedlander 

and Walton (196 4 ); Dunnette, Campbe ll, and aske l (1 96 7); 

Halinovsky and Barry (1 965 ); ~ve r n im ont (1966); Cen ters and 

Bug en t a 1 ( 19 6 6 ) ; B u r k e ( 1 9 6 6 ) ; G r ae n ( 19 6 6) ; E en , S it h , 

Hulin, and Locke ( 1966); Lindsay, r arks a nd GorloH ( 1967); 



66 

H in ton ( 19 6 8) ; and \.>J e r n i mont , Toren , an d K ape 11 ( 19 7 0 > • A 

description of these empirical studies as well as Wong 's and 

other authors' critical reviews of the literature will be 

further discussed. Instrumentation, s caling, sam ling, nd 

interpretation or relationshi p to the "two- fa ctor" theory 

will be covered. Particular emphasis will be given to job 

dissatisfaction. 

Friedlander and Walton (1964:194-207) con ucted a 

job motivation study through the us e of per anal intervi ws 

with a sample of eighty-two scientists and n g in e rs from a 

population of 1,200 such em ployees working in military 

research and development labor a tori es . Tw o hy othe es were 

proposed in this research, those being Cp . 197) : 

Hypothesis I. The re as ons one rem ins with an 
organization differ from (and are not me r e ly opposite 
to) the reasons for which one might leave the 
organization. 

Hypothesis II. The r eason a n employee r ema ins with 
a current organization ( positive motiv at ions) are 
concerned primarily with the work p roc ess fa c to rs; the 
reasons an employee leaves an or ga nization (ne ga tive 
motivations) deal primarily with fa ctors peri heral to 
the work process itself or the factors rel a te d to the 
comiilUnity environment. 

The chi-square test of significant difference was used in 

the statistical analysis. It was concluded that reasons for 

remaining in an organization we re different fro m and not 

simply opposite to the reasons for lea v ing. T is study 
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supports two components of the "two-factor" theory. First, 

it supports the position that job dissatisfaction and 

satisfaction are different variables. Secondly, it s upports 

the position that dissatisfier s are extrinsic to job and 

motivating factors are intrinsic. 

Dunnette et al. (1967:143-174) conducted a study of 

factors contributing to job satisfaction and dissatisfaction 

on six occupational groups. The study was conducted as an 

attempt to confirm the validity of the factors Herzberg et 

al. (1959) identified as satisfiers as well as certain other 

aspects of the "two-factor" theory. These r es arche rs were 

attempting to rid their r esea rch of the subjective elements 

of the storytelling technique and interviewer bias which 

they felt was intrinsic in the 1959 research. The design 

was complicated, and involved many steps. He rzberg's (et 

al. 1959) definitions were utilized to write statements 

about job satisfaction and dissatisfaction and these 

statements were content evaluated by a twenty-five-member, 

expert panel. The statements were then pretested on 112, 

night-school students. The pretest involved responding on a 

nine-point scale of how well the stateme nts (positive or 

negative) described their situation. The responses of the 

pretest were utilized in a principal components factor 
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analysis with v a ri max rotation . The results of this 

analysis were used to validate the statements as to their 

effectiveness in mak in g operational the Herzberg et al . 

( 19 59) factor s • Dun ne t t e e t a 1 • ( 1 9 6 7 ) \<J e r e u c c e s s u 1 i n 

developing two s et s o f thirty-six statements with hig 

factor 1 oa dings on app ropriate factors . n issue of ocial 

desirability on the pa rt of th subjects was partially de lt 

with in the desig n. The major part of the tu y involved 

the utilization o f Q- s or t decks with th stat nt written 

on them, a sev e n- p oin t scale similar to th 

questionnaire, coun te r balancing sa tis 

dissatisfying situ a ti ons across subject n 

pretest , a 

ying an 

th u j ect 

describing a situa tion in narrative for • The bject , once 

he describe d a s itu a tion , used the appropriate Q- sort se t 

(positive or ne g ati v e) and set priorities among the 

thirty-six st a tement s . Each statement was scor d on the 

seven-point scale. S tatistical nalysis involved 

calculation of a mean s cor e for statement on one di ension 

and across persons b y oc cupational grou lso , t o 

person-person correlation mat ric es (o ne satisfying a nd one 

dissatisfying) were de v e l oped f or ea c h occupational g r oup . 

Each matrix was factor a na l yzed and vari ax r o tated . Q- type 

factor analysis was also use d to study diffe r e nces \ i th in 
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groups. Dunn e tt e et al. ( 1967) found that for some 

employees, satisfa c t ion is related to job content, while f o r 

others it is r e l ated to job cont ext and for still othe r s , 

b o t h • Dunn e t t e e t a 1 • ( 1 9 6 7 ) we r e s u c c s u 1 in m a I' i n g 

operationa l t he fa c t or s of Herzberg et al . (1959 ). This 

research conclud e d th a t f ou r job dim nsions ( factors ) were 

related to bot h sat i sfaction nd d issatis fa ction . Those 

dimensions wer e a c hievement , responsibility , r cognition , 

an d su p ervisor h uma n relations . dditionally , it w s 

p ropose d that peo p l e po ssess stable dif e r e nc in what they 

seek in a job and it i s relat d to their choice of 

occupa tion ( a value system indicator) . This r ese rch also 

conclude d t ha t salar y , working con itions , co rn ny olicy 

an d p ractic e s, a n d security were r e latively uni rtant to 

job satisfa ction. 

Malinov sky a n d Ba r ry (1965 : 446-451 ) con ucted 

research on 117 blu e c oll ar orkers ho responded to a 

questionn a ire d i st ri b ut ed to 270 , white , ma le worke r s 

employe d in ma i n t ena nc e and as watchmen . The forty -i tem 

questionnaire re q u e s t e d r esponse on a " Li ert - type ", 

five-point r a tin g s c ale . The instrument \·Jas pretested and 

evalua ted by e xpert judge s t o improve val i dity . Ite s \e re 

eliminated from the in s tr umen t i f t hey tested poo r ly . Th e 
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final instrument containe d twenty otivator and twenty 

hygiene items. The purpose o f the st u dy conc e rned the 

analysis of the elements within the work e nvironme nt which 

contribute to job satisfaction and i at isf a ction. The 

mploy population primary concern was to test a d i fferent 

than that of Herzberg et a l. (1 959 ). T h e p o ul tion o f 

sub j e c t s f r om t h e 1 9 59 s tu dy , it v as po in te d out , we r 

already highly motivated as ev i denc d by t e i r ucational 

level. The statistical analysis involv co m utation of 

Pearson product- moment carr e l tion coef icients mong the 

items, and resulte d in forty by forty a trix ich wa 

examined for significa nc e . The intercorr el tion ma trix was 

principal co mponents analyzed an vari a x rot a ted. 

Standardized scores were c al cul ate f rom the varimax .a trix 

and a second-order factor ana ly sis perfor e • T e findings 

provided partial su pp ort fo r e r zbe r g ' s theory that 

motivation and hyg iene items r epresent sepa r a te, indepe n ent 

dimensions. These investig a tors also found th at motiv a tion 

and hygiene variables were r elated in a simila r ay both to 

satisfaction a n d d issatisfaction . Add itiona lly, it '>as 

proposed that the main determinants of job satisfaction are 

not distributed along se pa ra te continua, but interact in a 
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variety of ways. Of twelve factors eJt r acted f rom the first 

factor analy s i s , six were com p ose d o f both mo tivator and 

hygiene items. Malinovsky a n d Barr y (1965) hypothesized 

that blue-coll a r worke r s tend to respon to ot hygiene n 

motivator vari ables , while hi gher-l ev 1 occu tional group 

tend to res p on d primarily to ot iv a tors . This y ccount 

f or less than co mpl ete in ependence 

motivators an d hygiene factor a so urc e 

oun here b e tw e n 

o f sat i s ction . 

These rese a rch e r s co nten that blu -coll r orkers r 

po s s i b 1 y rn or e p r e o c c up i e d w i t h f u 1 f i 11 i n g a i c n e t a n 

higher occu pa ti onal l evels . Until bas ic n e d r 

satis f ie d , employees t.v ill not emo n rat int e r et in 

persona l growt h . 

Wernimont ( 1966 : 41-50) conducte d stud on f ifty 

accountants a n d eighty engineers, a nd utiliz d a book let o f 

ite ms th a t r equested res ponse of the u jects on a 

nine-point r a ting s c ale . The i tems e r p r ete t d on thirty 

subjects be f ore t he p r imary study egan on emplo ees from 

sever a l d iffer e nt c o mpanies . The r esu lts of the p r ete st 

were utilize d to adj u st the interva ls on t e rating s cale. 

A forced-choic e and f r ee - choice self - de cri tion technique 

was utilized to p r ov i de i nfer a tion on s atisf y ing and 

dissatisfyin g job fa c t or s . The pu rpose of the study \as to 
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test the Herzber g findings as to the major fact or related 

to the doing of the job and the major factors related to job 

environment. Wernimont conclude that both intrinsic and 

extrinsic factors can be sources of b oth s ti faction and 

dissatisfaction, but intrinsic factors are stronger in both 

cases. We rnimont further observes that it ap ears that 

employee expectations of the work contr ct are i po rtant to 

job satisfaction and dissatisfaction . seco n o rvation 

was that workers in this study lac ed mor e i m ort nc on 

extrinsic factors for diss tisf act ion wh n g iv n an 

opportunity . Particularly with sal r y a n orking condition 

variables the high l evel orkers r e c ive littl 

satisfaction, but felt it \as the company ' s p rt of th 

bargain. If levels of salary a n d working conditions f 11, 

d issatisf action occurs and feelings of u fai rn e s are 

reported. 

Cent e rs and B u ge ntcl (1 966 : 193 - 197) conducted 

intervie ws with a cross section of 692 of the ~ orking 

p o p ulation concerning their job otiv a tion . Results of the 

interviews we re recor ded on q uestionnaires after t e 

subjects had performed a ran k ing p roc e ure . The extent to 

vlhich extrinsic or intrinsic job components ·7e r e a1ued was 

r e 1 ate d t 0 0 c cup at i 0 n a 1 1 eve 1 • I n t r i n s i c j o b co pone n t s 
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(satisfiers) are valued by white collar workers over hygiene 

factors. Lower occupational levels seek satisfaction in 

extrinsic component s o f the job such as pay and secur ity . 

A study con d uc ted by Burke (1966:317-321) was 

designed to test th e assumption that He rz be r g ' s mot iv a tor 

and hygiene factors each repr sent a sep rat 

unidimension a l construct. The sample consist of 187 

female and male coll ege students . The su jects wer a ke 

to rank ten job chara c terist i cs in order of im ortance fo r 

themselves. The ten c haracteristics w r taken ro 

Herzberg et a l. ( 1959 ) and included five motivator n five 

hygiene factors. The data analysis technique utiliz wa 

an unfolding t e c hniqu e in one dimension d veloped y Coo bs 

applied to prefe r e nc e order s . The study r sults indicated 

that motivators and hyg i ene factors may not be inde e n ent , 

i.e., they indicate the absence of unidi ensionality . lso 

inclu d e d in th e B ur ke r esearch is a summa r y of othe r 

emp irical investi ga tions and their finding of suppo r t or 

nonsupport for Herz berg e t al . ( 1 959 ) • Burke ( 1966 : 317 -321) 

gave specific att e ntion to th e findings of researche r s such 

as Dunnette, Frie d lan de r, ye r s , and osen that job or 

occupational level affect job sat i sfact ion or 

dissatisfaction factors. Bu r ke also po i nted out that sex 
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and a time dimension variabl e may affect factors . In s o e 

research it had been found that a g iv en factor could caus 

satisfaction and dissatisfaction. 

Graen ( 1966: 551-55 5 ) performed a two-\lay an lys i s o f 

variance from the data gener ated by Ewen et al . (1 966 ). The 

study findings did not support the theory of rz r g e t al . 

that job dissatis facti o n a n d job satisfaction operate on 

separate continua . Additionally, all v ri a le a r ual l y 

potent contributor s to satisfaction an diss tisfact ion. It 

was concluded that t he contri bution of t e satisfi r s w 

greater than that o f the dissatisfi rs to ot s tisfac ion 

a nd dissatisf a ction. Graen asserts t at t distinct i on 

between satisfiers and dissatisfiers is unclear . Fu rth e r, a 

better classification fo r facto r s a r egar s ote nc y o f 

contribution to job satisfa c t ion woul be b a sed on intrinsic 

and extrinsic factor s . 

Ewen et al. (1 966 : 544 - 550 ) conducted an empi rical 

test of hypotheses based on the " two- facto r" theory to 

determine if job satisfacti on o pe r ates on one or t o 

continua. str a tifie d sampling was used to obtain 793 

subjects for the study g roups . These subjects repre ented 

different size co mpa nies with different policies , age 

groups, educational backgroun ds , and e · er ience 
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characteristics. Two instruments were used, the Job 

Descriptive Index (JDI) and the General Motors Faces Scale. 

The JDI is a well respect ed measure of job satisfaction 

which measures five areas of the job: the work itself, 

supervision, people, pay, and promotion . The second 

instrument utilized a scale of six faces that ranged from a 

smile to a frown, and was used to measure overall job 

satisfaction. Only the responses from the JDI, which 

assessed the work itself, promotions, and pay, were 

utilized. The work itself and promotion variables 

represented satisfiers. Pay represented the dissatisfiers. 

Linear-regression analysis was utilized to determine the 

neutral point on the instrument scales, and a t-test of 

significant difference was utilized. The study concluded 

that intrinsic factors are more strongly related to both 

overall satisfaction and dissatisfaction than the extrinsic 

factor of pay. The researchers also concluded that the 

extrinsic variable may depend on the level of satisfaction 

with the intrinsic variables. vlhile the authors of this 

research claim nonsupport for Herzberg et al. (1959) on the 

issue of two continua for satisfaction and dissatisfaction, 

this writer finds some support in the Ewen et al. work for 

the 1959 study. Ewen et al. concluded that pay was far less 
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potent a variab l e t han the work itself an pro otion . 

Herzberg et al. (1 95 9 : 82 - 83) have also described pay and the 

potential effect s i t has o n satisfaction in this manner . 

Herzberg descri bed s i tuations in which pay is a 

when identified as a n o bjective sign of recognition . 

tisfier 

Lindsay et a l. (1 96 7: 330-339 ) conducte a stu y on a 

sample of 270 subject s ( 83 . 2 perc nt of those r eq uested to 

participate), ha l f be i ng nonpro essional ; hal , profs ion 1 

employees. All s u b j e c ts were male . Fift en su ject \ere 

assigned to each o f e i ghteen treat nt group • The re se rch 

v1as not a test o f t he hypothesis based on th "t\ o- f actor " 

theory as p rop o sed i n 1959 , but a edified pro o a l . 

3 x 2 factorial des i gn was used\ ith t r e lev 1 

3 X 

of a 

motivator and a h yg i ene and two employee cla ifications . 

The levels (sc a ling ) of the motivators ~as designated igh , 

medium, and low. A se r ies of nine questionnaires we r e 

utilized to inv e s t i ga t e the motivators as re resented by 

achievement a nd h yg i ene fa c tors a r p resented by co a ny 

policy and admini s tr a tion. These were chosen because of 

their strength o f effect demonstrated in other studies . A 

single q uestion conc e r n i ng ove r all satisfaction {dependent 

variable) \vas inclu d e d a s e ll as many ite s abou t 

dissatisfaction an d s at i sfa c tion wit otivator and hygiene 
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factors. A five-point, "Likert-type" scaling technique was 

utilized. The data analysis technique was n ly s is of 

variance. The conclusions o f this r esearch o not support 

the independence of motivator s and hyg i ene f ctor s , but 

found that the job satisfaction continuum wa b ipolar. 

Lindsay et al. criticiz ed the cri t i cal incident int rview o f 

Herzberg et al. ( 1959) as subjective . Oth r conclusion o f 

the study were that worker s wit 

achievement will re ma in satisfie 

st ron g fee lin gs o f 

v en i f con ition 

surrounding the job are pe rc e iv e a in t e . 

Additionally, if an employee fee l s he i s no accom lishing 

much on the job he will be d i ssatisfi d ev n though 

conditions surroun d in g the job a r e go o . Lindsay et al . 

claim this is nonsu pport o f He rz e r g et al . in that 

erzberg's group contended th e r e was no interaction bet\ een 

motivators and hygiene factors . This rite r oes not agree 

with Lindsay et al. on this last po int as an a ccur te 

interpretation of the 1959 findings . Th is wri te r is o f the 

opinion that Herzberg agrees there is int e r a ction on some 

factors. 

An em p irical test of the h ypotheses base on the 

Herzberg et al. (1959) "two- fact orn theor y and eth ods \as 

conducted by Hinton (1968:286-309). The study vJa s d esigned 
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to evaluate the validity and reliability of the data , as 

well as the finding of Herzberg et al . (19 59) and oth er 

studies of the "two-factor" theory. The methods of several 

studies were evaluated. Alternate method were appl ie to 

the same set of subjects. Recall of critical incidents was 

utilized as well as r a nk orderin g of actor accor d ing to 

importance. Responses to the study were written . The 

sample consisted of 1 43 students , 122 m les an twenty-one 

females with a mean age of twenty-thr e years . Conte nt 

analysis was utilized , and c o ding of responses was e i g ted 

to reflect i mportance. Spearman rank order correl tion a n d 

significance test s were performed on the d ta gen r ate • 

The results of this study fail to support e rz erg ' s 

procedures as a reliabl e measure of job satisf ction or the 

"two-factor" theory as valid. Greater d iff e r ences ere 

found between motivator-motiv ato r and hygiene - hyg i ene 

sequence co mparison than bet\ een motivator - hygiene 

compa rison. Agreement is foun rega r d ing t e classif ication 

of motivator and hygiene factors, but not about r a nk or e r, 

polarity, or unidimens ionality o f factors . 

Hernirn ont et al. (1 9 70: 95 -1 02 ) con du cted a study of 

775 scientists and technici ans through the utilization o f a 

questionnaire. subjects were r equesteo to r a n k job fa c t ors 
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as they affect j o b effort and job satisfaction . Data 

analysis was that o f ranking median scores . The r s on ents 

ranked the factor s that affect job effort and motivation as 

knowing what i s expected , having a c ble s upe rvisor , 

having challengin g work and responsibility , being k t 

informed, an d pa r t i cipation in ec i s ion Subjects 

responde d th a t j o b satisf a ction was a r sult o per on 1 

accomplishment, p r aise for go o d wor ' , get i g al ong' ith 

coworkers, compan y location , and receiving credit for i e 

The study resul ts indicate it is incorr ct to use th term 

"motivator" a n d " sat i sfier" interch g ly . T r esea rch 

d oe s not su pp or t the " tv a - factor" theory in t is 1 t 

rega r d . 

Oy er (1 964 : 73 - 88) conducted re e rch o e loyee of 

Texas Instrument s , Incorporate d over si ye r e riod . The 

study techniq u e and analysis ~as t t of t se istructured 

interview an d co n t ent analysis . Sever 1 groups of subjects 

were studie d , t h ose being : 282 male scientists , enginee rs , 

manufacturing s upe r v i s o r~ , an technicians , and fifty - t 0 

female hourly a s sembler s . The study resulted in significant 

sup port for Her zbe r g e t al . (1.759 ). Job c ar cterist i cs 

grouped into motiv at o r - hyg i ene ichotorn ies . One 'erzbe r g 

motivator acted lik e a hygiene factor , and othe r erzbe r g 
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motivators acted like both motivators and hygiene factors . 

Different job levels had different configurations of job 

characteristics. The female employees studied varied enough 

from the male subjects to suggest a sex factor . It was 

shown that Herzberg's motivators and dissatisfiers varied as 

to the importance to the worker and the lasting effect of 

the factor depending on the job classification . Of 

particular interest to this writer was Myer ' s description of 

the effect of personality differences as related by a 

description of "maintenance seekers." This description is 

very similar to Herzberg's (1966) description of "hygiene 

seekers". These workers realize little satis action from 

motivators, are cynical about the virtues of work, and their 

values fluctuate. Myer contends that in the absence of 

motivators, even highly motivated employees will behave like 

"maintenance seekers." Of all the five groups Myers 

studied, only female assemblers were not definitely directed 

toward motivating factors. 

The present writer also utilized summaries of 

empirical research on the "two-factor" theory as secondary 

sources of information. These su mm aries were Wong (1979), 

as previously mentioned, and House and Wigdo r (1967). Both 

authors developed tables to give an overview of empirical 



81 

research available. Through the u se o these revie ws , 

insight into sever a l other emp irical investig at ions i s 

obtaine d . 

Wong (1 9 7 9 : 45 - 49) as well as l ouse a n i gd or 

(1967:378-3 83 ) r eviewed r esea r ch by Fr iedlander published in 

196 4 . This res earch 1as a stu dy tha utilized a t es t o f 

significant differenc e between job charac e ri t ic 

calculation o f the degree o f r elation hi b t 1een th e j ob 

item as a satisfi e r and a issati sf ier y use o f Pearson 

p ro duct-moment corr elation , a nd analy i o an on th 

res p onses to two q u est ionnaires . Ei ghty tud nts com sed 

the study sample . The res ul ts o f the Friedlan e r s tu y 

indicated intrinsic job ch aracte ri stics w r oun to be 

important to both satisfaction and dissat i sfact ion , w ile 

extrinsics we re r elatively uni mpo rtant . Sat i sf ier a nd 

d issatisfiers were f ound not to be oppos ite e n s of a com on 

set of d i mensions. 

Ewen (1 964 ) r eported , accordi ng to 

on a study of 1,021 in su r nee sales e 

on g ( 1 9 7 9 : 5 ) , 

ich utilized a 

fifty-eight item attitude scale . The s tudy fe tu r ed fa ctor 

analysis to dete r mine th e natur e of the va ribles, sat i sf iers 

and dissatisfiers. Ewen was unable to verify the ex i stence 

of such v a r ibl es or their natu re. E\ en hypot e sized that 
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these varible s may be different for different types o f 

ern pl oyees. 

Friedlande r (1966) reported a study , according to 

~-I on g ( 1 9 7 9 : 4 6 ) a n d H o u s e and n i g d or < 1 9 6 7 : 3 7 8 ) , 1 h i c h 

concluded th at different employee v lue yste s act u on 

pe rformance an d satisfaction depen ing on the m loy e ' s 

status. Four hundred twent y -on , lue -co llar an 1 ,0 47 

white-collar w or kers were aske to r s ond to a 

q uestionnair e as to the importance o v rious job 

char a cteri stics . The res ponses ~er actor analyz a n d 

then subjected to analysis of variance . 

Ott ( 1965 ) reporte d on a study , according to ou e 

and ~·J i g d or ( 1 9 6 7 : 3 8 2 ) , of 3 5 0 t e 1 e pho n ope r at o r s • T h e 

subjects r espon ded to a 115 -i tem , job attitude su r vey , a n 

the res p onses were factor analyzed . iv e ma in facto r s 1er e 

extracted. Two factors contributed pri rily to 

satisfaction a n d related to competent u ervisors ; two 

fa ctors con t ri buted to dissatisfaction , one of hich relate 

to supervision and one to custome r s ; one facto r cont ri buted 

to both sati sfaction and dissatisfaction . Cultural 

background was re p ort ed to affect the way subjects 

r esponded. 
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This revi ew of th e empi ri cal investigation of the 

11 t \v o-f act or " t he o r y has de a 1 t l it h the c r i t i c i s m of t 

theory. Also r e vi ewed have bee n th in ument s , se a ling , 

and methods uti l i zed by v--rious in v sti ga tors o t i 

theory. Finally, the statistica l p roce ur s utiliz to 

analyze data p ro du c ed f rom thes s tud i e h v e b e n outline . 

A summary follows which draws on this 

to make exp licit t he justification o 

this thesi s . 

rn irica l li r t ur 

t u y sign o 

Summa ry a n d Conclus i~ 

This synthesi s of the lit e r t ur hac r i e we the 

history an d ma ny uses o f time cloc k in u ine p r actice to 

aid in accur a t e r ecord kee p ing . Articl e 

Scobel ( 1 9 75), Lorey ( 1976 ) , a n d e n s 

y DeWi nd t (19 75) , 

1 ( 1 9 77) a e 

indicated th e r e are behavioral scienc e i m lica tions in ~or 

environments whe r e time cloc ks are used . T e ev olution of 

the behavior a l s c ienc e lit eratur e ha bee n tr c ed a d 

related to the r esp o nsibilit y o f mana g e r to int e r a ct 

humanistic a ll y wi th ernpl oyees • 'j a i n t a i n i n g a m nistic 

vlork environment i s a c oncern of the a dm i istr ti e sta f of 

the study hosp ital and the i pe tus for the stud o f rese t 

reference. 
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The motivation branch of the b havior 1 sc ience 

literature and "two- factor" theory of ner zberg et al . (1 959 ) 

have been p rop ose d as the theoretic 1 foun ation or this 

study. Accordin gly , this writer hypothesizes that 

timekeepin g with a ti me cloc k i e.Atrin ic to th ork 

itself and, as sue provides only po nti 1 fo r 

dissatisfaction. Furt e r , the\ riter hy ot iz t at 

employees are operating on t\ o continua or jo t i fa ction 

a nd d issatisfaction s He r zberg et al . ( 1959 ) oul s gg s t . 

The ma int enance factors ( dissati i r ) h v e n 

exha ustively r e vi ewed to provi e insig t into t origin 1 

Herzberg et al . ( 195 9 ) concept each factor re p re ents . uch 

concepts were utiliz ed i n question ire ev lo ent y this 

investi gat or to ake o pe r ational the inde endent variable 

(di ssa tisfi ers ) un er study . Infer. at ion on Je r z e r g ' s 

(1 966 ) descri ption of "hygiene e ers " as e n utilized in 

the desian o f thi s research in tru en t to identify a nd 
:J 

sep~rate th e resp on ses of subject who do not operate as the 

"t wo-factor" t he or y wo uld predict f ro subjects t at do 

ope r a t e accor d i ng to the theo r y . 

The r ev i e\ of the em irical li te r a ture covered in 

this paper has i d enti f ie d a nu be r of criticis s of the 
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"two-factor" theory of motivation . Graen ( 1966 ), Hinton 

(1968), and Burke (1966) maintained that satisfie rs and 

dissatisfiers are not independent varib1es that operate on 

two continua. Ma1inovsky and Barry (1965); Wernimont 

(1966); Ewen et a1. (1966); and Friedlander (1964), as 

reported by Wong (1979:45 - 49), have claimed there is some 

interdependence b etween satisfaction and dissatisfaction. 

Lindsay et al. (1967) claim job satisfaction is bipolar. 

The present study, therefore, tests one of the assumptions 

of the study itself, that assumption being that the study 

population is operating on two continua, one for job 

satisfaction and one for job dissatisfaction. In keeping 

with Ewen et al. (1966), a t-test is perfo rmed to 

investigate the assumpti on of two continua and answer the 

first question of the problem statement . 

House and Wigdor (1967:369-389) r eviewed seve ral 

studies that were attempts to verify the Herzberg et al. 

(1959) findings and concluded that present research did not 

confirm that job satisfaction is the same f or all persons. 

Ma1inovsky and Barry (1965) have pointed out that the 

Herzberg et al. (1959) subjects were enginee rs and 

accountants who were motivated initially as witnessed by 

their professional education. Dunnette et al. (1967) and 



86 

F r i e d 1 and e r ( 1 9 6 6 ) , as r e p o r t e d by Wong ( 1 9 7 9) , proposed 

that job satisfaction is related to the value system a nd 

occupational choice of the employee . Centers a nd Bu gental 

{1966) conclude d that job satisfaction is related to 

occupational level. Myer ( 1964) deduced th t job level is 

not only related to differences in the motivat or a nd 

dissatisfier factors, but also is related to th m gnit ud 

and strength of these two g roup s of factor • Burke {1966) 

and Hyer ( 1964) have also proposed a di r e ne e in j ob 

satisfiers and dissatisfiers, based on sex . Ott 1965, as 

reported by House and Wigdo r (1967), has claimed that 

satisfiers a nd dissatis fie r s are diff r n , de end in g on 

cultural background. The pr sent study h s not addressed 

these differ ences , but has collected data on the deg r ee of 

overall dissatisfaction by ational Labor Relat i ons Bo a rd 

bargaining unit and exhibits these data (a pend i x L) . An 

examination of typical job titles in each ba r gaining unit 

{see appendix F) rev eals that occupational level and choice , 

as well as educational attainment differences , are 

represented to some deg r ee by th es e classificati o ns of 

employment. 

The empirical studi e s reviewed by this writer reveal 

that two types of data - gathering meth ods were utilized, 
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these being interviews and questionnaires. The choice of 

the questionnaire for the present investigation is su orted 

by the work of Dunnette et al . (1967); Malinovsky and Barry 

(1965); Ewen et al. ( 1966); Lindsay et al . {1 9 67); and 

Wong's (1979) report on Friedlander (1966). Lindsay et al . 

(1967) and Dunnette et al . (1967) have criticized the 

critical incident method and storytelli n g ech ni ques 

utilized by Herzberg et al . (1959) as being too subjective. 

These investigators claim there is great pot ntial for 

interviewer and evaluator bias . The pr sent study has not 

utilized these techniques. A questionnaire has been 

utilized and potential int e rvi ewer bias has , th r or e , been 

eliminated. 

A Likert scale was chosen or the prese nt 

investigation and incorporat ed in the questionnai re. The 

choice of this rating scale is supported by the wo rk of 

Lindsay et al. (1967); Dunnette et al . {1967); lalinovs ky 

and Barry (1965) vl erni mont (1966) Ewe n (1964), as 

evaluated by Wong ( 197 9); and Ewe n et al . ( 1966). These 

empirical studies utilized r ank ing or r at ing scales of the 

Likert-type for the measu r eme nt of the degree of i po rtance 

which factors hold for subjects . These scales, 

additionally, deter mine the amount of satisfaction or 
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dissatisfaction an individual factor holds for subjects . 

The present study utilizes Likert-type scaling in the same 

manner. 

The present utilization of an expert panel to 

content evaluate questionnaire items for validity is in 

keeping with the work of Dunnette et al . (1967). A pretest , 

as was utilized in this study, is not su ported by the work 

of Dunnette et al. (1967), Malinovsky and Barry (1965), and 

Wernimont (1966). These investigators utilized a pr test to 

validate questionnaire items or adjust the scaling of the 

instrument. The present study utilized pretesting to 

identify problems in the wording of it ms (vocabulary), 

evaluate the time required to administer the instrument, and 

evaluate the adequacy of the written instructions. 

The data analysis performed in the present study is 

supported to a ~arge extent by the empirical literature and 

demonstrated as follows. Principal-compo nents analysis 

with varimax rotation was utilized in this study to evaluate 

the validity of the items from the study questionnaire . 

Such use of factor analysis to identify significant factors 

from data delivered from a Likert-type scale is in keeping 

with the use of factor analysis by Dunnette et al. (1967); 

Ewen (1964), as reported by Wong (1979); Friedlander (1966), 
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as reported b y Oon g ( 1979); and Ott (1 965) , s r epo rte by 

House and ~·Jigdor ( 1967). r·1alinovsky un n rry ' s (1965 ) use 

of factor analysi s differs from that of the pr sent tudy in 

that they use d fact or analysis to dete r mi n e if otiv tor 

and hygiene factor s we r e separate dime sion and istribute 

on separate continua . Regression nalysis i utilized 1n 

the present r esearch to establish t ose - i s ti f i r 

(indepen d ent varia bles ) which h ve ignifican 

relationship to ~verall dissati with t ti ekeep ing 

system (dependent variable) . Sue utiliz at ion of re g r ssion 

analysis is in keeping with the utiliz tion of nalysis of 

variance ( a for rn of regr ession a n 1 y sis ) b G r a e n ( 19 6 6 ) ; 

Lindsay et al. (1 967 ); and Friedlander (19 66 ) , as r e ort 

by Wong (1 9 7 9), to a nalyze data on job atisfaction . 

The p resent study utiliz ed c i squa r e to test th 

frequency distr i bution of 

determine if the distribution is b 

to 

chance (n or al 

distribution) ( S i ege l 195 6 : 42 - 74 ). The utilization of 

chi-s g u a r e by F r i e d 1 and e r and {· a 1 ton ( 1 6 .: ) , o · e e r , \ as 

different from the utili zation of chi - s uare i n t e p resent 

study. F riedlande r and Walton ~ere testing fo r significant 

difference for t wo variables . 
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This review of literature reflects support for the 

theoretical foundation of the study of present reference. 

The present study is based in the two-factor theory of 

motivation postulated by Herzberg et al. (1959). This 

explanation of the two-factor theory, a summary of the 

criticism of the theory, and the summary of some empirical 

studies that investigate hypotheses based on theory form the 

basis for the foundation of this paper. 



CH APTER IV 

ETHODS 

.I..ntroduc.t.i.Qn 

This methods section will escr i be t e procedur es 

utilized to determine the sample s i ze a n to select th e 

sample from t he population f r ame . The se tting of h e study 

will be described, as well as th methods uti ized to 

request subject participation, the met o o o t ining 

informed consent , and the q uest ion a ir e in tructions . 

A ran dom sample of the study s u ject 

population frame (c f. Desjgn) o f all hourly em 

f ro the 

1 oyees of 

Houston Northwest f.led ical Center r equ ir e to punch a time 

clock was chosen. A ran dom numb e r t bl e ( Freun an 

Williams 1964:446-449 ) was utilized in this select ion. he 

sample size chosen f or this s tu dy was n = 120 . Two major 

considerations we r e identifi ed that have i pa ct on the 

decision of sam ple size. These are the for mula fo r a si le 

random sample and the r equirements fo r data neede in the 

factor analytic proceaur e planned fo r the study instrument. 

A review of these consi de r at i ons fo1lo~s . 

91 
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The formula given by Snedecor and Cochran 

(1967:516-518) for a s i mple r a ndom s ampl e i s 

where n equals sample s iz e ; q u a l s t h e es ti ted 

proportion in the popul a tion o f th d pe n nt v a ria le, 

overall dissatis faction ; ~ e q u a l s 1 - a n L. eq u a l t e 

allowable error in th e s ampl e mea n in r s o o n f i enc 

limits. Decimal f r actions will be use or , a n L for 

the purposes of this calcul at ion . The wa s t i m t e y 

the investi ga tor, b a sed on a p rior t udy pe r o r me t th 

hospital by a manage ment con s u l t a n t f ir 1 r it r 

estimates !2 to b e no lar g er t han 0 . 2 (2 0 pe rc e nt ) f or t is 

study population. The L. was se t b y th e writ e r a 0 .1 (10 

percent), which re p r esents a 90 p e rcent con f i denc e limit. 

The calculation of sample size is 

n 
4 ( 0.2) (1 - 0 . 2) 

( 0 .1) 2 
64 . 

A calculation of sampl e size with h i g he r confidence li mits, 

such as 95 percent, resulted in a sa ple size of 256 (21.93 
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percent of population). If the finite population correction 

were applied, the sample size would have been reduced to 209 

subjects at a 95 percent confidence limit . The investigator 

felt that she could not conduct such a large study alone 

and, therefore, reduced the confidence limit . 

The factor analytic procedure planned for the study 

demands consideration in the decision of sampl size . The 

reason for this is that the correlation coefficient , which 

makes up a basic statistic of the analysis, has to be a 

stable measure (Kirchner and Lucas 1970:494). The 

calculation of minim urn sarnpl e size ( n. ) of i terns to be 

factor analyzed is 

2 Ci> + 1, 

where i equals the number of items in the questionnaire to 

be factor analyzed (Ru mmel 1970, Kirchner and Lucas 

1970:492-494). The thirty-one items to be factor analyzed 

in this study are items 11 through 18g Ccf. appendix A); 

consequently, i = 31. The calculation of sample size from 

this formula is 

= 2 ( 31) + 1 = 6 3. 

Responses given by subjects that choose item lOb and are not 

maintenance seekers were fact or analyzed. Herzbe rg 

(1966:80) and Hyer (1964:76) indicate that in any given 
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population a number of maintenance seekers are present . The 

prevalence of this type of employee in the population of 

present study was unknown. An attempt to allow for some 

maintenance seekers in the sample was made . The constraint 

placed on this study of Il.f = 63 as the minimum 

number of respondents to items 11 through 18g was kept in 

mind in the final decision of n. 

The investigator made the following decision on 

sample size for this study . She set n = 120. This was an 

attempt to allow for any maintenance seekers who might 

affect the minimum number of responses Cn~ = 63) r quired by 

factor analysis. Additionally, this figur was chosen to 

allow for subjects selected for the sample who did not 

respond to the requests for partici ation . The 

investigator, having chosen n = 120, drew 120 nam s from the 

payroll roster (Houston Northwest ~edical Center 1980a), and 

began requests for employee participation on December 19 , 

1980. Appointment times were set for each subject. The 

roster contained names o f employees that were no longer 

employed and a signific a nt number on leaves of absence . 

Additionally, it was discovered that medical technologists 

were being treated as exempt employees and were not punching 

a clock. Finally, a significant number of nursing personnel 
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serving on a float pool were difficult to reach. These 

part-time employees were not being scheduled during the 

initial testing period. The initial testing started during 

the Christmas and New Year holiday time frame . The sample , 

~' fell below sixty-thr ee following the first se ries of 

questionnaire administrations, and it was necessary to draw 

twenty additional names. A total of n = 96 took the 

questionnaire by the conclusion of the data coll ction phase 

of the study and, of these ninety-six subjects , ~ = 72. 

This final sample was obtained by offering make- up periods 

to administer the questionnaire a nd telephoning the work 

unit thirty minutes prior to the appointment to r em ind the 

subjects and their supervisors. 

Instrumentat ion 

The setting for the administratio n of the 

measurement instrument was within the study hospital . A 

staff meeting room was utilized. It was well lighted, 

provided comfortable chairs and tables, and was perceived by 

the investigator to provide a relaxed atmosphere. 

Questionnaire administration was con du cted in the ea rly 

morning, evening, and at night to acco m odate all employee 

shifts. 
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The subjects were given instructions at several 

points in the study. The subjects chosen for the study were 

notified by their supervisors. A memorandum (see appendix 

E) was sent to the supervisors of the subjects , requesting 

that the supervisors send the subjects (employees) to one of 

six, regularly-sch eduled sessions to participate in the 

study. Appointment s were made for these sessions . 

Employees with special scheduling problems were given an 

appointment for a make-up session. A total of twenty-seven 

sessions were required to cover all shifts . Appointments 

were kept by employees who could be reached during the 

holiday period when the first sessions w re offered . When a 

second series of testing periods was necessary , the first of 

January 1981, a number of subjects did not attend. This was 

due to a rise in the hospital patient c e nsus and , therefore, 

an increase in work load on nursing units . 

Once the ~ubjects arrived for their sessions , they 

were welcomed by one of six persons from either the 

education or the personnel department . This person 

administered the questionnaire and performed r elated 

functions. The administrator was assisted by anothe r person 

from either the education or personnel department . They 
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obtained the subjects' signatures on a printed statement , 

documenting informed consent (see appendix C) . These 

signatures were requested, after reading a statement (see 

appendix B) prepared by this investigator , to describe 

ad~uately the risks of this study to the subjects . The 

administrator, having coll ected the consent documents , then 

read the instructions (see appendix D) for th qu stionnaire 

to the subjects. 

The subjects were instructed that th y could leave 

the room upon compl etion of the instrument . Th y w re given 

copies of their consent documents as they exited . The 

original consent f or m was examined for com 1 ene s by the 

instructor or witness and dropped into a lock d box in the 

presence of the subject. These original forms were 

forwarded to the Human Subjects Committee of Texas oman's 

University by one of the administrators . The questionnaires 

were given to the investigator afte r all subjects had taken 

the instrument, and the instruments were mixed prio r to 

being transmitted to the investigator. One of the 

instructors determined that sixty-three r esponses had been 

obtained for the pl a nned factor analysis , and prepared an 

alphabetic list of the names of the subjects that r esponded. 
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The i nvestigator, onc e she r ecei ved the inst r umen ts , 

sorted them. as to r es pons e s to items lO a a n d lO b . S ubje c t 

numbers were t hen assi g n ed t o each q u estionnai r e , s u c h 

numbers bein g s eq u ent i a l . The i n vest i g tor placed t e 

questionna ire, f ind i ngs of t he study , a n d the a l ph bet ic a l 

list of subjec t names on f il e in the pe r on nel 

followin g co mp l etion o f the data analys i 

ep r me t 

Th i s 1 st 

measure was ta ken t o c omply wi th the a n o ny ity r equ ir e n ts 

of t h e study design . 

SumQar~ 

This meth o d s s ection has i nclu e a de c r i tion o 

the proce dur es util iz ed in t he de t e r mi nat i on nd calculatio 

of t h e desire d sample siz e <n = 120 ), the cq u i s i tion o th 

study subjects <n = 96 ), a n d t he r andom Qe thod o f selecting 

that sam p le f ro m t he po p ulation . T e i ns tr u e n t as 

administere d t we n ty- seve n time s . I ns tr uct i ons to the study 

subjects inclu ded r e q u e st s t o pa rti c i pate in t he tud , 

relating information on i n f o r e d con e nt , or a l d i r e c ti o ns 

for com p letion o f t he questionn a i r e , a n 1 r itt e n 

instructions on the s t u d y in s t r ument . Su ject s 1er e g i ven 

copies of their con se nt d o c u me nts , a n e o r i g inal co p ies 

were transmitt e d to t he Human ubjects Co ittee o f T e a s 
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Woman's Univer sity by on e of the administrators of th e 

questionna ire. The questionnaires, when transmitted to t he 

investigator, had no subject names associated with th e . 

The investigator sorted the q uest ionnaires as to r esponses 

to items lOa an d lOb and assigne d a ubject numbe r to ea ch . 

The questionn a ir es were placed in the cu tody of th e 

personnel department once data a naly s i s wa conplete . 



CHAPTER V 

FINDINGS 

Introduction 

This section des c ribes the procedures used i n the 

analysis of the d a ta p ro d uced from the administration of the 

study instrument. The c alculation of the study statistics 

was executed on a De c system - 20 computer at Texas loman ' s 

Univerity, utilizin g t he Interactive Statist i cal Pa 

( LS..E) (Texas ~·J oman ' s U n i v e r s i t y 1 9 8 1 ) a n d t h 

~kage for the S oci a l Sc i ences (S£Sli) ie , Hull , Jenkins , 

Steinbrenner, a n d Bent 1975 ), both computer software 

packages. The st a t ist i c s produced a r e reported , and will be 

utilized to answer t he t h r ee questions add r essed by this 

study, these being : 

1. Are t h e h our ly employees of the study ospital 

operating on two independen t c o nt i nua for the dependen t 

variables, job sa ti sfa c t i on and dissatisfaction , as this 

relates to the pr es ent me t h o d o f timekeeping with a ti e 

clock? 

2. What is t h e exte n t o f ove r all d i ssatisfaction 

among hospital employ ees with the p r esent manage ent system 

related to time clock recor d ing o f ti e wor ked ? 

100 
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3. Are there variables affecting overall 

dissatisfaction of employees with the present management 

system related to time clock recording of time worked? 

A description of the processing of the data, calcul tion of 

the study statistics, the question addressed by each 

statistic, and tables of results will follow . 

Interpretation of these statistics to answer the study 

questions concludes this section. 

Data Analysis 

Data Accumulation 

Responses to the study questionnair s w r a signed 

numerical values and the data transferred to work she ts 

(data processing forms). The questionnaire data were 

accumulated in table form in preparation for analysis (see 

appendix G). A copy of the data file generated is included 

in appendix H. Items that utilized a Likert-type scale were 

assigned values, based on response , as follows : no 

dissatisfaction, a one; slight dissatisfaction, a two ; 

moderate dissatisfaction, a three; strong dissatisfaction , a 

four; and extreme dissatisfaction, a five . 
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Frequency o f Personal Characteristics 
of the Subjects 

Personal c hara c teristics were tabulated on the study 

subjects, utilizing s u bprogram FREQUENCIES from the ~ 

package (Nie et al. 197 5 : 1 9 4-20 2 ). These characterist ics 

are presented in a f r equency distribution form t i n table 1. 

A· total of ninety- six s ubjects <n> responded tor guests f or 

participation in the study . Seventy - two <n } o f these 
f 

subjects responded to i tem l Ob o f the questionnaire nd a r e 

considered to be oper a t ing as Herzber g et al . ( 195 9} would 

predict. 

Correlated t-Test 

A correlated t-test was computed on the responses t o 

items 4 (satisfaction s c a l e} and 9 ( dissatisfaction scale) 

of the study qu e stionnaire. Th i s statistic is utilized to 

answer question numb e r one o f the study , that being , a r e the 

hourly employees of t h e s tu dy hospital operat i ng on tw o 

independent continua for th e depende n t variables , jQb 

satisfaction and diss a ti sfa c ti on, a s these r ela t e to the 

present method of timekeep in g wi t h a t i me cl oc k? 

The formula for the t-te s t use in t he p r esent study 

may be found in Downie and S t arry (1977:136). T he 
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Tl'.BLE 1 

FREQUENCY DISTRIBUTION OF FI VE CHARACTERISTICS ON 

~UBJECTS FROM A STUDY ON TlMK EPIN G 
WITP. A TIME CLOCK 

Characteris­
tics of Study 

Subject& 

1. Theoreti-
cal• Type 

2. Sex 

3. Employmen 
Status 

4. J\ge to 
Nearest 
Whole 
Year 

s. NLRB 
Bargain-
ing Unit 

Cat.egory Label 

t-~ ai nt. Se leer 
Herzberg Type 

Male 
Female 

Perm. Full - Time 
Permanent 
T emp . Part- Time 

20 or Le-ss 
21 to ~9 
30 to 39 
40 to 49 
50 or Over 

Supervi s or 
Regist re d Nurse 
Professiona l - Other 
.Lic ense d or T chnic 
Bus. Off . C1k. 
Serv. -Ma int. -C1k. 
No Response 

• Subject Operating as 
(n - 96; ~f - 72). 

S c or 

1 2 .0 
2 7 . 0 

To al 100.0 

1 11.5 
2 8.5 

To 1 100.0 

1 74 77.1 
2 19 19 .8 
4 3 3.1 

To 1 96 100.0 

1 5 5.2 
2 30 31.3 
3 33 34. 4 
4 22 22.9 
5 6 6.3 

To al 100 . 

1 11 11.5 
2 21 21.9 
3 8 8.3 

1 4 26 27.1 
5 13 13.5 
6 16 16.7 

1 1.0 
Tota l 96 100.0 

vs. _Main 

77.1 
19.8 

3.1 
100.0 

5.2 
31.3 
3 4.4 
22 .9 
6.3 

100 .. 0 

11.6 
22.1 

8.4 
27 .4 
13.7 
16.8 

25.0 
) 00. 0 

11.5 
100.0 

77.1 
96.9 

100. 0 

11.6 
33 .7 
42.1 
6 9.5 
83 .2 

100.0 
100.0 

ra 
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calculation utili zed subprogram T-TEST from the ~ package 

(Nie et al. 1975:267-275). The calculated value of~ (5.48) 

exceeded the critical value of 1.98 (Downie and Starry 

1977:319) (~ ~ 0.0 5 ); therefore, a statistically signi icant 

difference in the mean responses of subjects to it ms 4 an 

9 vlas found. The null hypothesis (H
0
l), ther is no 

statistically significant diff renee in the me n r sponses 

of the study subjects to questions four and nin of th e 

study questionnair e , is rejecte d . The research hypothesis 

(H 1), there is a statistically significant ifference in 
r 

the mean res ponses of the study subj cts to questions four 

and nine of the study questionnaire, may be ace pted . The 

researcher conclu des that the study subjects are o e rating 

on two continua (DRl), on e for satisfaction and one for 

dissatisfaction {se e table 2), as Herz erg et al . ( 1959 ) 

p redicted. 

Chi-Square Calculation 

The criterion for an answer to quest ion t o of the 

problem state ment was obtained by c alculati on of a 

chi-square statistic on the responses of the se enty-two 

subjects Cnf) who responded to item lOb (subject operating 

as Herzberg et al. 195 9 predicted )· The chi - square formula 



TABLE 2 

t-TEST ON A SINGLE SAMPLE OF EMPLOYEES 
- ON QUESTIONS 4 AND 9 

Item Number Number of Standard Standard (Difference) t Degrees H0 1 
(Questionnaire) Cases Mean Deviation Error Mean vaTue of 

Freedom 

4 3.0313 0.900 0 I 0 92 
96 0.9646 5.49 95 R 

9 2.1667 0.970 0 .099 

NOTE: Critical value of t must be 1.98 (p { 0.05) to be siqnificant (Downie and Starry 
1977s319), -

Hr2 

A 

........ 
0 
l...n 
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used in the present study may be found in Downie and Starry 

(1977:74). 

The chi- square was calculat d utilizing 

FREQUENCIES from the ~ package (Nie et al . 1975 :1 94 - 202) 

and Lli£ (Texas Woman ' s University 19 1) program , CO TAB . 

The subprogram FREQUENCIES produced a frequ ncy distribution 

of <nf = 72) (ta b l e 3 ). The cell r quenci s ( solut 

frequencies) are utilized in CO TAB to calcul t chi-sgu r e . 

Chi-square was calcul ated to have a value of 31 . 465 ( < 

.0001) with 4 degrees o f freedom . Th ca culated v lu o f 

chi-square exceeded the critical value of 9 . 4 < 0 . 05) 

( c f • D o v-1 n i e a n d S t a r r y l 9 7 7 : 3 0 6 ) a n in icat the 

distribution of over all dissatisfaction is other th n by 

chance. The mean score on item 17 , 

dissatisfaction) rxl7 = 2 .239 ) excee ed th test criterion 

of two (see fi g ure 1). A decision rule (OR2) \as set such 

that if the chi-square statistic indicates a distr i but ion 

other than by c han c e and 17 exceeds 2 , the p r esen t 

system of timekeep ing with a ti e clock will be c a ged . 

histogram (figure 1) was als o produced by FRE _ UE CIES . A 

variety of statistics are produced with the histog r am on the 
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TABLE 3 

FREQUENCY DISTRI BUTION OF OV RALL I SAT S ACTION 
WITH THE PRESENT MLTHOD OF TIM K PING 

WITH A TIME CLOCK 

Response Scale t:o Absolu R 1 iv A 
Item 17* of Study Score Fr qu ncy q u n y qu n 
Ques tionnaire (No. of ( n ) ( n 

R on ) 

No Dissatisfaction 1 18 2 .0 2 . 4 

Slight Dissatisfaction 2 29 40.3 40.8 

Moderate Dissatisfaction 3 16 22.2 22.5 

Strong Dissatisfaction 4 5 6.9 7.0 

Extreme Dissatisfaction 5 3 4. 2 4.2 

d 

Out of Range (No Re sponse 1 1.4 H ng 

Total 72 (~ ) 

Chi-Square 31 • .Q 6 5 ( p ~ 0- 0 0 0 1 ) w i th 4 d f • 

*Item 17 of study questionnaire c one rns h d 9 
dissatisfaction f~r ~£· subset: of ~-

00 .0 100.0 

of o rall 

umul iv 
y A j . q. 
) ( n ) 

25.4 

6 .2 

88 .7 

95.8 

00.0 

100. 0 

100. 0 
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Figure 1. Histogram of overall dissatisfaction w ' th the pre­
sent method of timekeeping ~ith a time clock . 
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responses to item 17 (over all dissatisfaction) including the 

mean response <;
7 

of 2.239. 

Factor Analysis 

The statistical procedures necessary to address the 

third question of the study concerning identification of 

factors underlying potenti al dissatisfac ion are now 

discussed. The items from the questionnaire (it ems 11 

through 16r and 18a through 18g) which make o rational the 

maintenance factors as well as item 17 which makes 

operational overall dissatisfaction previously discussed 

(cf. Design) were principal-compone nts analyz d to determi ne 

correlation or association between items on the 

questionnaire (Nie et al. 1975: 470). Only responses of 

subjects operating as Herzberg et al . (19 59 ) would predict 

<nf = 72) were included in the analytic procedures . Factor 

analysis allows transformation of the questionnai re items 

into a set of composite or principal compo ne nts (maintenance 

factors). The analysis was accomplished by utilizing 

subprogram FACTOR from the SPSS package (Nie et al. 

1975:468-507) and formulas may be found in Ha r an 

(1967:137-146). The data utilized in the analysis may be 

found in appendix H. The factor analysis produces mea ns 
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TABLE 4 

EIGENVALUE, PERCENT VARIANC E, AND CUM ULATIVE 
PERCENT VARIANCE, CALCULATED ON RESPONSES 

TO ITEMS FROM 11 EMPLOYEE QU ESTIO AIRE: 
TIMEKEEPING WITH A TIME CLOCK .. 

Questionnaire 
Item No.* F act.o r Ei se nvalue /. of v a r Curr. ~ 

11 
12 
13 
14 
15 
16a 
16b 
16c 
16d 
16e 
16f 
16g 
16h 
16i 
16j 
16k 
161 
16m 
16n 
16o 
16p 
16q 
16r 
17 
18a . 
18b 
18c 
18d 
18e 
18f 
1.8g 

1 
,.., 
L 

3 
4 
5 
6 
7 
8 
9 

10 
11 
12 
13 
:1.4 
15 
16 
17 
18 
19 
20 
21 

23 
24 

. 25 
26 
27 
28 
29 
30 
31 

10.18180 
3.853 8 5 
2 . 11791 
2.02172 
1.48871 
1.30197 
1.08568 
1.04572 
0.95109 
0.82639 
0.76772 
0.6894:1. 
0.54255 
0.5 2 420 
0.43582 
0.41914 
0.41001 
0.37417 
0.33049 
0.28871 
0.26318 
0.18968 
0.16063 
o. 14l57 
0.13219 
0.11549 
0.09447 
0.07644 
0.06587 
0.0~940 

0. 04382 

3 2 .8 
1,..,,4 
6.8 
6.5 
4 . 8 
4 . ,.., 
3.~ 

3 .4 
3.1 
2 . 7 ,.., 
L t 

1 • 8 
1 . 7 
1 • 4 
1 • 4 
1 • 3 
1 • 2 
1 • 1 
0.9 
0.8 
0 .6 
o.s 
0.5 
0.4 
0. 4 . 
0.3 
0.2 
0.2 
0.2 
0 • 1 

*See AppendlX ~ f or questlon cor r espondlng t o t h e 

item number. 

32.8 
45.3 
52.1 
58.6 
63.4 
67 .6 
71 • 1 
74.5 
77.6. 
80.2 
8':.1 , 7 
84 .9 
86.7 
88 .4 
89.8 
91 • 1 
92.5 
93.7 
94.7 
95 .7 
96.5 
9 7. 1 
97.6 
98.1 
98.5 
98.9 
99.2 

· 99.5 
99.7 
99.9 

100.0 
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and standard deviations for each of items 11 through 18g 

(appendix I); the correlat ion matrix; eigenvalues , percent 

of variance, and cumulativ e percent (table 4); a factor 

matrix utilizing principal factors without iteration ; and a 

varimax rotated factor matrix. Varimax rotation is utilized 

to simplify the columns o f the factor matrix (Nie et al. 

1975:485). 

Principal-components analysis was run on the data 

extracting eight factors, seven factors , six actors , five 

factors, and finally four factors for a varimax rotation 

following the procedural logic to be discussed l ter . An 

orthogonal solution, such as the one chosen her , xtracts 

the initial factors in such a way that one factor is 

independent from another (Nie et al . 1975:469-470). Five 

varimax factor matrices were produced . The first factor in 

each matrix is the best linear combination of variables that 

accounts for more of the variance in the data as a whole 

than any other linear combination . The se cond factor is the 

second best combination that is orthogonal to the first , and 

so on. 

The factor scores from the five varimax fact or 

matrices were examined. Each questionnaire item registers a 

loading score on each factor. An item was considered to 
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have correlated (loaded) significantly with any one factor 

when a coefficient of .40 or higher was obtained (sign 

disregarded) under that factor in the varimax factor matrix 

(Kerlinger 1973:662). Lists of items from the questionnaire 

which loaded on each factor were developed and reviewed by 

the investigator. The purpose of such a review is to infer 

from the manner in which items grouped which hygiene factor , 

if any, was represent ed by the principal component under 

consideration. The investigator utilized her r view of the 

two-factor theory (He rzberg et al . 1959), the Herzberg 

studies performed in 1966, and empirical studies of the 

two-factor theory (cf. Review of the Literature) to analyze 

the relationship o f items for each principal com onent . 

Accordingly, a concept was identified and named which 

described the general relationship among all the 

questionnaire items a single factor represented (Kibler, 

Cegala, Miles, and Baker 1974:90-97, 190-193 ; ie et al . 

1975:470). 

Some varimax factors resulting from an extraction of 

only four and five factors for rotation were determined to 

be not meaningful. Rummel (1970:365) has discussed the 

distortion associated with extraction of too few or too many 

factors for rotation, and advises the use of rules of thumb 
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he outlines (p. 365). These rules assist in determining the 

number of factors for r otation in order to eliminate trivial 

or random error fa c t o rs . The investigator utilized two of 

Rummel's rules to de t ermine which set of varimax rot ted 

f actors should b e uti lized in the regression analysis 

(Rummel 1970:361-36 4 ). These were ( 1 ) the scree test an 

(2) the criterion o f limiting factors for rot tion to those 

with eigenvalues gr eate r than one . Table 4 was utilized for 

both the scree test a n d to determine the number of factor 

with eigenvalues g r eate r than one . 

Eight fac t or s h a v e an eigenvalu gre t r than one 

(see table 4). Tw o o f these factors h ve narrowly exce d 

one. Utilizing th e cr iterion o f only rotating facto r s ith 

e i g en v a 1 u e s of u n i t y or g r eater , i t w o u 1 d a p pea r th t no 

more than eight a n d p o ss i b l y s i x factors shoul be rotated . 

The scree test wa s exe c u t ed , utilizing eigenvalues and 

p roportion (percent) o f variance to plot a scree line 

(figure 2). The s cr ee t est is based on the observation that 

f actor variance l e v e l s o ff when factors are largely 

measuring random error ( Rummel 1970 : 361 - 362 ). The cu r ve 

fitted to a plot of fa ctor s against percent variance has a 

decreasing ne gative slope unt i l t ri v i al fa c to r s a r e reached . 

~ hen the curve levels off, r and o m e rror i s being ea ured . 
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Figure 2. Scree Test to Determine Significant Factors . 
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Cattel (Rummel 1970:362) has named this level part of the 

curve the scree line since it resembles debris (scree) that 

has fallen or eroded off a mountain and lies at the base . 

The factor cutof f is reached at the scree line and all 

factors below that point are most often considered to be 

trivial. From the scree test it would appe r that seven 

factors should be rotated Cp. 362). 

It appeared, based on the r sults of h scr test 

and eigenvalues greater than unity, that no mor than seven 

principal compon ents (hygien e factors ) had been made 

operational or had any relationship to dissatisfaction for 

this sample of subjects. The i nv es tiga tor chose to utilize 

the varimax factor matrix produced from th rotation of 

seven factors for the regr ession analysis . The r searcher ' s 

inferences reached concerning the structure of the factors 

produced in the five differ ent varimax-rotated matrices 

previously mentioned, although inconclusive , also provide 

some subjective indication for this decision . 

See appendix J for the questionnaire item numbe r, 

wording, and factor loa ding of all valid items (loading over 

• 4 0 ) which 1 oa de d on e a c h of t h e s e v en f a c tor s • 11 other 

questionnaire items did not prove useful for evaluating 

dissatisfaction because the investigator did not succeed in 
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making operational c o ncepts the items were to re resent . A 

description of th e maintenance factors and their identifying 

characteristics is cover ed in chapter III (cf. 

Factors). Items load i ng on Factor 1 were determined f om 

inspection and inference (Kibler et al . 1974 : 90-97 , 190 - 193 ) 

to make operational c o mpany policy and administration , 

specifically with r egard to effectiveness . Th it ms lo d 

on Factor 1 relate to c ompany ineffici ncy , w te of tim , 

duplicative effort, and coordination of th f orts of 

company supervisors ( Herzberg et al . 1959 : 71) . I ems 16k , 

16j, 16i, 161, 16b, 16 r , 17 , 16a , 16c, 16g, 16h , and 15 

loaded on Factor 1 ( above • 40) . Item 17 , 

dissatisfaction, was included in the factor a nalysis , but 

loaded only with th i s factor indicating a strong 

relationship between o ve r all dissatisfaction and company 

po 1 j cy and a dm j n i s t r a t i on • I terns 1 oa ding on Factor 2 we r e 

determined to make ope r ational interpersonal relations as 

associated with p ee r s , and personal life . Items 18£ , 18e , 

18g, 18d, and 18c l oaded significantly (a ove . 40) on Factor 

2. Factor 3 was de t e r mi ned to make operational sala r y 

administration speci fi ca lly in association with co mpa ny 

policy and administr at ion (p . 82 ). Herzbe r g e t al . ( 195 9) 

has emphasized that when salary functions as a dissat i sf i e r, 
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it is coupled with ~pany policy and administration in the 

area of salary admini stration. Items 16o, 16n, 16m, 16c , 

and 16£ loaded signi ficantly (above .40) on Factor 3 . 

Factor 4 was determin ed to make operational 

policy. Items 12, 13, 16a, and 16h lo ded sig n i ic ntl y 

(above .40) on Factor 4 . Factor 5 mak s op r tional 

technical supervision. Items 16d, 16 , 16 , 16c , 11 , 16g , 

and 16a loaded on Factor 5 (above .40). ctor 6 m k s 

operational job s ecurity , either through ir c r e e r nc to 

security or reminding the employe of dir ct or in ir ct 

threats to job security. Items 16h, 18a, nd 18 loa 

significantly (above .40) on Factor 6 . It ms 16g , 16p , n 

15 loaded on Factor 7. This inv stiga or i un le to 

determine a relations hip between th 

oaded on this f a ctor. 

three it ems wh ich 

The next procedure uti lized in th analys i s of data 

was to develop a set of seven standardized cor es for ea ch 

subject (~ = 72) f or s i gnificant facto r s identif ied . This 

was accomplished by o mittin g data p ro duced by ite m 17 

{overall dissatisf acti on) f r om the factor analysis a nd 

rerunning the analysis with seven facto r s . ga in , a ri . ax 

factor matrix was produced, this ti.e without it e 17, the 

dependent variable (over a ll d i ssatisfac~) being included . 
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The rationale f o r omittin g item 17 is as follo\\IS . It 17 

represents the dependent variable, 

and, therefore, i t cannot be includ ed in he calculation o 

standardized scor es which are to repre se n th 

variables in th e r egression procedures. Th 

independ t 

key wor , 

FACSCORE (Nie et a l. 1975 : 496) was utilized to de e lo t 

data file of st a n dardized s cor es . Addition lly , h r 

score on ~all d i ssatisfaction (i tem 17) for e ch u j ct 

was added to t h i s new data file . Th n \v a file was 

prepared for use in the r egression ana lysis . 

Stepwise Multiple Regression naly is 

The st a n da r dized scores r epr se ntin g t e ev n 

p r i n c i p a 1 com po n en t s ( m a i n t en an c e f actor s ) ide n i i e n d 

the raw scores on o ve r a l l d issat i sfaction wer analyze y 

stepwise multi p l e r egression . I\1ultiple r eg r ss ion analys i s 

serves to establ i s h the linea r and ad itive rela ions i p , if 

any, bet\veen t he i ndepend e nt variables (sev n factors ) n 

the depen d ent v a r i a ble , ov e r all d i ssat i sfaction . The 

calculations for t h e multiple r egress ion we r e executed b 

use of the SP S S s ubpr o gram , REG ESSIO ie et al 

1975:320-365). The mathematical formulas invol ved in such 

calculation may be fo und i n ie et al . ( 1975 : 323 - 339) . 

Stepwise multiple r eg ress i on was c~mpleted on the data file 
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of standardiz ed scores developed from the 

principal-compon ents analysis. Multiple R , R square , 

adjusted R squ a r e , standard error, and an analysis of 

variance table c on taining degrees of freedom , sums of 

squares, mean s q uar e , and F ratio (test of significance ) 

were recalculated a t each step (cf . Nie et al . 1975 : 327 ) 

{see appendix M). The independent variables w r added to 

the regression eq ua t i o n by the computer program , on at a 

time. Multiple reg r ession analysis concluded with a sum ary 

table (see table 5), which reports the princi al fact ors 

{independent variabl es ) and lists , by variable (factor) , the 

multiple R, R s g u a r e , RSO change , simple R, , and 

Multiple R (mult i ple c or relation coefficient ) indicates the 

overall relations h i p between the dependent variable and 

independent variabl e (p. 358) . R sguare repr sents the 

proportion of variation in the dependent variable expla ined 

by the added effec t o f t he other independent variables (p . 

410) • RSO change r epresents the amount of change in the 

proportion of varianc e c aused by the addition of anothe r 

variable. E is the uns ta n da r dized regression coefficient 

and Beta is the stan da r di z ed regression coefficient (p . 

327). The multiple r e gre ss ion analys i s table ( table 5) has 

been utilized to report tbe re s ul ts o f th i s study . A 
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MULTIPLE REGRESSION SUMMARY TABLE: 
TIMEKEEPING WITH A TIME CLOCK 

DEPENDENT VARIABLE: DISSATISFACTION. 

SUMMARY TABLE 

VARIABLE (INDEPENDENT) MULTIPLE R R SQUARE RSQ CHAN GE 

FACTOR 1 (Company Policy aDd Admin -
istration - effectiveness) 

0.52870 0.27952 0.27952 

FACTOR 5 (Technical Supervision) 0.64155 0.41158 0.13206 

FACTOR 3 (Salary Admi nistration - Asso- 0.73677 0.54282 0.13124 
c1ated with Company Po11cy and 
Administration) 

FACTOR 4 (Personnel Policy) 0.79928 0.63884 0.09602 

FACTOR 7 (Unable to Interpret) 0.81399 0.66258 0.02374 

FACTOR 2 (Interpersonal re lations ) 0.81 738 0.66810 0. 00553 

FACTOR 6 (Job Security) 0.81892 0.67062 0.00252 

(Constant) 

SIMPLE R B 

0.52870 0.56774540+00 

0.36341 0.3902459D+OO 

0.36227 0.38902680+00 

0.30986 0.33275000+00 

0.15407 0.16544670+00 

-0.07435 -0.7983709D-01 

0.05018 0.5388921 0-01 

0' 2208333[}4 01 

BETA 

0.52870 

0.36341 

0.36227 

0.30986 

0.15407 

-0.07435 

0.05018 

f--1 
N 
0 
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significant relationship exists <u ~ 0.001) be ween th 

dependent variable (overall dissatisfaction) n the 

independent variabl es (maintenance factors) at every te in 

the regression. The par t i a 1 .E. r at i o is , h O\v v r , 1 r g 

(most significant) with Factors 1, 5, 3 , nd 4 ( = 29 . 62843 

\vith df/n = 4/67) (cf. Kleinbaum and Kupper 1978:502 , 178) in 

the regression equation (se e Appendix r­

information). 

or ddi ion 1 

The proportion of variance in the de n en v r 1 

explained by the additive effects of th in nt 

variables ( R squ.a.r...e) increases until Factor 1 , 5 , 3 , n 4 

are in the regression equation (see t ble 5) . ctor 1 

explains that 27.95 percent o f the varianc in 

dissatisfaction. Factors 5 and 3 incr ase the ere nt of 

va riance by 13 percent each . Finally , Factor 4 ad n 

additional 9.6 percent to the percent of v riance in t e 

dependent variable, overall dissatisfaction , exp ined by 

the four independent variables. The r e is no ignif ic nt 

amount of insight concerning overall d issat isfact ion gained 

by utilizing the other factors . The logic of this 

conclusion may be seen in figure 3 , \ ich grap s t e 

multiple correlation coef ficient (f. ult i ple R) against the 

principal components. The factors are grap e in t e order 
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in which they were added to the regression quation . This 

order is determine d by the £ values calculated or the 

var i bl es not yet in the equation at each step . The factor 

with the highest .E. value, not yet in the equa ion , is 

included in the next step. 

The results of the factor analysis an regr sion 

may be utilized to accept or reject H0 3 an 

the third question of the problem statem n • Such m rial 

follo\·Js: 

There is no statistically significant 

relationship b etween overall dissati ction with th 

p resent management system r elated to ti clock r cording of 

time worked and dissatisfaction with the 

independent variables: 

a. 

b. 

c. 

hosg ital pol icy and actmini 

~~ical supervision- - -

inter personal r elations with my 
supervisor - - - - - - - -

ollo ing 

Rej ct 

eject 

ccept 

d. inter personal rel at ions with my peers- - ccept 

e. 

f. 

g. 

h. 

i. 

salary - - -

job security 

personal life-

work con d itions-

status - - - - -

eject 

ccept 

ccept 

Accept 

ccept 
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H 3: 
r There is a statistically significa nt 

relationship betwe e n over all dissatisfaction ith the 

present management system related to time clock recording of 

time worked and dissatisfaction with the following 

independent variables : 

a. hospita l policy and admini cc t 

b. technical supervision- - - Acce t 

c. inter personal relations wit 
supervisor - - - - - - j c 

d. ej 

e. salary cc t 

f. job secur.i.ty ejec 

g. personal lif e - ej ct 

h. work conditions- Rejec 

i. status - - - - - - eject 

DR3: Those dissatisfiers or hygien facto rs 

(independent variab les) that have a statistically 

significant relationship with s 

verified by regression analysis will be r e ie ed by t e 

administrative staff with a view toward poss ible r e ision or 

elimination of the timekeeping system . 

Variables have been de ter ined t at accou t for 63 .9 

percent of the over a ll job di ssatisfactjoo associated with 

timekeeping with a time cloc k . 



125 

policy_and admini stration associated with decreasing the 

effectiveness of the organization ( Factor 1), 

s~Yi~ (Factor 5 ), salary administration associa ed with 

~~y_policy and administration ( Factor 3), nd 

policies (Factor 4). The regression procedur s that le d to 

the identification of these hygiene factors h ve ans r d 

question three of the problem statem nt, th t u s ion ing 

are there variables affecting 

employees with the present management system r 1 

clock recording of time worked? 

Additional Statistics on P rsonal 
Characteristics of Study Subj cts 

0 

d to ti e 

This res earcher , in addition to a n swering th 

problems posed in th e design of this stu y , also u ilized 

the subprogram, CROSSTABS ie et al . 1975 : 218-248) to 

develop statistics on personal char c er i stics o the 

study's subjects <n = 72). Appen ix K provi es i form tion 

on the degree of ove r all dissatisfaction with t e 

timekeeping system by full - ti e , per anent ; 

permanent; and tempo r a r y , part - ti e , em lo ees . 

rt-ti e , 

ppend ix L 

provides infor mation on the degree of ove r a ll 

.di.ssatisfaction by Nat iona l Labor Relations Board bargaining 

unit. 
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The writer has shown in table 1 that , of the 

ninety-six subjects <n> who took the questionnair e , 

twenty-four (25 percent) were "maintenance seekers ." The 

investigator determined the number of "maint nance seekers " 

by National Labor Relations Board group from an in s ect ion 

of appendix H. The followin g information was obtained : 

five (45.5 percent) hourly supervisors ; z ro r giste r d 

nurses; three (37.5 percent) of other professionals ; s ven 

(26.9 percent) of licensed or technical pro sionals; two 

( 15 • 3 per cent ) of b u s i n e s s o f f i c e c 1 e r i c a 1 ; n d s e v n 

(43.8 percent) of service, maintenance , or clerical 

personnel are "maintenance seekers ". 

Summary 

This chapter ha s presented the data gath r d in the 

course of this study and analysis of that data . An 

explanation of the statist ical procedures has een g iv en and 

the study statistics have been reported . The maj or 

statistics utilized to answer these questions have been a 

correlated t-test, chi- squa r e , principal - components 

analysis, and stepwise multiple r eg r ession ana l ys is. These 

statistics were utilized to acc ept or reject the h pothese s 

of the s t u d y • The t h r e e q u est i on s a d d r e s s e d by t h i s s t u d y 

have been answered. In summa ry, it has been found that the 
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hourly employees o f the study hos p ital are operating on two 

separate continua for j ob satisfaction a nd 

The mean over a ll extent of dissatisfaction with the p r sent 

system of ti me k eep in g with a time clock i s 2 . 239 . our 

hygiene factor s have been identi fied that con ribut e to 

overall job dis sa ti sfaction associated with ti k e ing , 

those being company policy a n d administ r a tion a oci 

with decreasin g th e effectiveness o f t he organiz tion , 

technical su pe rvi s ion, ~.~~~ 

polici~. 

a n 



CHAPTER VI 

DISCUSSION AND RECOHMENDATIO S 

This chapter will discuss the implications o 

findings of this researc h for the study hospital . 

utility of the design for the investig tion o 

h 

Th 

job 

character i cs will also be covered . dd · ion ly, h 

implications of this study for applied r s arch will e 

discussed, as well as th e significance o he m int e n nee 

seekers identifi ed . The distribu ion o 

dissatisfaction by Nationa l Labor Relation Boa rd a g ining 

units will be explored. Indications and r comm n ation or 

further study will conclud e this chapter . 

The answers to th e problems a dres ed by this s tudy 

have been presented in the findings of this th es is . The 

implications of these findings for the administrat iv e staff 

of the study hospital are clear . The overa ll level of job 

dissatisfaction caused by timekeep ing with a tim cloc has 

been found to be unacceptabl e to the hospital anage en t . 

There is an indication that some ch anges in the timekee ing 

system must be made, or the whole system changed . The 

managers of the hospital, through the findings of this 

study, know that compa ny po ljcy and adm ini st r a tion as it 

128 
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relates to org anizational ef fe ct i v e n ess , 

adminjstrati..on, and personnel I?Olici.e.s as \-Jell as 

supervision of t he timekee p in g system , a r e ca us in g j o b 

dissatisfaction. These manag e r s , thi s s u y indica 

address themselves t o these compone nt s o f the p r e n 

s , i 1 

sy t m 

of timekeeping to a void or reduc e empl oy e d i s atis ct i on . 

Further, if a ne w system of timekeep ing i s i m 1 m n e , t h 

the managers of t he h o spital will e xe rcise c a u ion o a oi 

dissatisfaction i n de c isions involving 

a dm in is t r at i on , 

adm injstratiDn an d pe r sonnel polici es . 

This study design also h as i m lic a i on o r he 

investigation o f o ther job ch a r a ct e ri s tic The i g n 

could be utilize d f o r the inv es ti ga tion o f ma n y 0 

employee relations p ro blems , both mo t iv a tion a l fact or a n 

h ygiene factor s . On e could g ain in s i g ht as to e p lo ee 

p reception o f wor king conditions , s al r p r og r a s , 

supervisory effect iv eness , and many ot er ite s . The fa ctor 

analytic procedure s h ol d g r eat promise f or th e utiliz a tion 

of specialized q uestio nna i res , since com ut e r p o g r a s a re 

now widely available f or val i dating uch instr e ts . 
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This research ha s i mplications for applied r ese a r ch 

in that it has v e r i f ie d that , for timekeeping , employ es 

operated on sep a r ate c o ntinu a for satis act ion an 

d i s sat i sf action • T hi s i s i n k e e p i n g w i t h h " t o- c tor " 

theory of Herzber g et a l . ( 1959) . 

The stu dy ha s extended knowle ge in h i h 

indicated that timekeepi n g {wi th a time cloc~ ) o e 

hygiene factor in t he wo r k environmen . 

s ystem of the study ho sp i tal ha cau d jo 

Th 

i 

i m k e ing 

tisf ction 

in the work environment un der study . hi inve tig io n o 

timekeeping ha s i denti f i ed two issati fie r of e rz e rg t 

a l. (1959) as h aving pot e n t i al to c a u e dis a tis fact ion wi 

a timekeeping system. Those factors a r e 

adm injstration an d t e c bnjcal supervision . Ther m y 

other hygiene fa c tors with potential to cause jo 

d issatisfaction associ a t ed wi th a ti ekeeping s t ut 

the present study bas not identified t m. T e study 

instrument may hav e failed t o make oper t i onal so e of ese 

d issatisfiers or the r e ma y no t have been dissatisfact i on 

a mong the s a mp l e o f su bje ct s r e l ated to t e othe r 

maintenance f a ctor s . T h e He r zbe r g e t a l . ( 1 959 ) subje c ts , 

it is interesting to r e c a ll , mo s t f r equentl e t ion e d 
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company policy and administration as a dissatisfier fac or . 

TechnicaJ supervision, additionally, \flas the secon mos 

frequently mentioned factor in the structured interviews of 

the Herzberg et al. ( 1959 ) study. It ap ears the subjects 

of the present study have react ed in a anne r s imil r o 

those of the Herzber g et al . ( 1959) study . 

A point o f concern to thi s inv stig tor , a m m r 

of the a drn in i s t r at i v e s t a f f of the s t u d y h o s it a 1 , is t h 

prevalence of " ma int enance se ker " in the le ( 25 

pe rcent). On e must wonder if int e rvi ew an m loy nt 

practices have worked with in this institution to elect a 

large nu mber of employees with low int r e t in 

self-actualization. Another equally disturbing o ili y 

is that the institution may ave i gno r d e rz e r g ' s 

( 19 6 6 : 8 0 - 81 ) a dm on i t i on • That a monition e in g not 0 

provide a work environm ent where emphas is is laced 

primarily on extrinsic or hygiene factors to the etri nt 

of intrinsic or motivational factors . Of ecial concern i 

the high percentage ( 45 .5 percent ) o f " a int enance see e rs" 

among hourly supervisors and ot her professionals (37. 5 

percent) • The oth er p ro fessionals categor includes 

pharmacists, physical therapists , and dieticians . These 

supervisors and professionals, ho\· ever, represent a s al l 
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number of individuals (five and three respectively) nd m y 

not be representative of the these classes of employees . 

It is of particular interest to this inv stigator 

that 33.3 percent (seven of twenty-one) o f the r gis er d 

nurses and 36.8 percent (seven of nineteen) of the lie nsed 

or technical personne l from the subset ( = 7 2) x r i nc 

dissatisfaction with the timekeeping system that rang d from 

rn ode r ate to ext r em e ( 3 to 5 po in t s ) ( c f • a p n d i x L) • T h 

licensed or technical group contains licen d vocational 

nurses, electrocardi ograph technicians , res iratory 

therapists, radiologic technologists, and oth rs (c f . 

appendix F). These two National Labor R 1 tions oard 

categories have significance for the hospital as they 

provide the majority of the employees in the total m loyee 

population. 

This thesis has produced several topics w ich 

indicate a need for further study . The exe t super isory 

staff that utilize the information from the time clock 

recording system should be consulted as to the advantages 

and disadvantages of the present system . These supervisors , 

this investigator has been told, have a difficulty with the 

clarity of the information produced . The system utilized to 
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allocate time to v acation , holiday , sick, regular, an shift 

differential hour s is complicated. This system may be 

causing even more job dissatisfaction for this group than 

the staff e mployees but for different reasons . Some of 

these exempt managers and supervisors, howev r , e r th t a 

change to manual recor ding would negativ ly af ect their 

relationship with their subordinates. This r i oun e 

in the feeling that the employee would f el over up rvis 

by daily inspection o f records . A subseg uen 

part of the e mployee of loss of r esponsibility 

time record could be experienced . 

ling on 

or 1 o n 

Infor ma tion from a study of timeke ping wi time 

clock performed on another type of mploy opul ion is 

worthy of further stu dy . A replication of this study i 

a nother hospital would also be insight ul . Replic tio 

could also assist in te sting the reliability o some it ems 

f rom the questionnaire. Such investigation 1ould fur her 

explore the possibility that other hygiene facto r rna e 

potential to cause d i ssatisfaction in th are of 

timekeeping of hour s worked . Additional! 

hospital personnel from other institu tions 

infor ation on 

oul e elpfu l 

to the hospital of present r eference fo r co pa ri son 

purposes. 
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Operationally, this investigator ncountered 

difficulty administering the questionnaire during a holiday 

season. This proved problematic in that e xtensive num ers 

of make-up sessions were necessary to obtain su icient 

numbers of subjects. Many part-time p e r s onn 1 had n 

omitted from the staffing plans, especially in the nur ing 

department, due to low patient c nsus during the Christmas 

season. Additionally, the payroll roster had many 

inaccuracies and list ed persons on leaves of a enc . 

Finally, it was determined after the study egan that, 

because medical technologists are ex empt un er wag and hour 

requirements, they had not been required to punch a clock by 

their department. The apparent overrepresentation of 

full-time, permanent class in the s a mple may be xplained 

because of these reasons. 

The major problem encountered with the study 

instrument related to items lOa and lOb . The s e two items 

may have caused confusion on the part of the subjects here 

in referred to as maintenance seekers (positive res onse to 

lOa). The validity of the structure of th e se items has not 

been tested, other than by the expe r t pa nel , who reviewed 

the questionnaire. Clear concepts we r e poss ibly not 
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conveyed by lOa and lOb. Few subjects answered more than 

four or five items from the section of items 19 hrough 26g 

once they chose this path. Additionally, the invest ig tor 

feels, in retrospect, that she may not compl ly hav rna 

operational the hygien e seeker concepts . This concept is 

suitable material for further study . 

This chapter has discussed the fin ing o this 

research in terms o f meaning and im lica ions 

administrative staff of the study hos ·tal , 

Northwest Hedical Center. ddi tionally how h 

the present study support the Herzberg t a • 959 

or th 

oust on 

n ings o 

inding 

has been covered. Th e implic ations o his s u y or 

applied research have been related . 

admjoj strati on, 

administration, and per sonne l policies hav n i n ified 

as having potential to operate as issa i fi rs in a 

timekeeping system. The utili ty of the tu y es ign has 

been discussed as well as the implications o ain enance 

seekers. This cha pte r conc ludes with conceptual and 

operational recommendat ion s for further study . 
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EMP LOYEE QUESTIONNAIRE 

TIME KEEPING tHTH A TIME CLOCK 

The answers you give to the questions on this questionn ir will b h ld in 

confidence. Only the collective responses of the group p rticip tin in thi 

survey will be report ed to you, the participants, and th oth r ho pi 1 ploy-

ees . It i s not necessary for you to write your nam on your qu ionn ir 

Please answer the following questions by pl cing an "x" in th box of h 

a ppropriate choice. 

1. Do yo u punch the time clock to keep your time? 

YES NO (If no, pl ease contact th in true or 
by raising your hand .) 

0 0 
2. Are you paid on an hourly basis? 

YES NO (If no , pleas con ct th in rue or 
by r aising your h nd .) 

0 0 
3. Sex: 

MALE . FEHALE 

0 0 
INSTRUCTIONS QUESTI ON 4: 

The following qu es tion will concern our fe li s bout 

method used at Houston No rt hwest Medical Cen er o r cord tim 

with the use of a t ime clock . There is no ri ht or wron ns 

4 . Question : 

Choo~e one res ponse concerning sa tisfac ion 
your feeling-;bou t the pr esent method rel~ted to 

time \oiO r ked . 

ha t 
lme 

h pr s n 

scrib 
0 

Low 
Satisfac tion 

Slight 
Satisfaction 

oderate 
Satisfaction 

S tron 
Sa i sfac t on 

E.xt r ece 
Sa tisf c ion 

D 0 D u 
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Please answer the following questions by placing an "x" in th 

appropriate choice. 
box of th 

5. Status: (Check o ne) 

Permanent Permanent Temper ry T por ry Full-time Part-t ime Full-time p rt - tim 

0 u 0 I u 
6. l-lh.at is your age category to the n arest whol r? y 

20 or 21 to 30 0 40 0 50 or less 29 39 ov r 

0 D 0 Li 0 
7. What is your r ace? 

Black Hispa nic Asi n Whi 0 h r 

I I ~-, 0 0 u 
8 . What is your position? 

Supervisor R.N. Other Lic ensed or Bu in 0 fie S rvic 
Profess ional T c mical Cl ic in 

Cl ric 

2 

,--, 

LJ 0 0 u 0 
INSTRUCTIONS QUESTION 9 . 

The following question will concern your lin bout h pr 

method used at Houston Northwest Medical Cen r o r 

9. Question : 

Choose one response concernin dissatisfac ion h t os t clos ly d 
cribes your feeling abo u t t he present ethod of t e clock recordin of 
time worked. 

nt 

Low Slight Moderate S tron Ex r 

I 
nc 

Dissatisfaction Dissatisfaction Dissatisfaction Dis sa tisf c i o n 01 s i s ac i on 

u u u r--: u 

I 
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INSTRUCTIONS: 

Place an "x" i n t h e bcx to the left of the statement hi h \JC~~ 

describes~ · Choo se one only from lOa and lOb. 

lOa. 

0 
lOb. 

0 

Because of the present method of time clock r cordin of tim 
\Jorked, I feel motivated and \JOrk hard to do ood job . 

I f eel neithe r satisfied nor diss tisfi d with 
metho d of time keep ing with a time clock or I 
wit h t he p r esen t method of time clock r cardin 

If you placed a n "x" next to item lOa go to pag 11 r qu 

l9-24g • If you placed an "x" n ext t o items lOb , proc d o qu ion 11 ft r 

you have read the i n structions . All persons choo in lOb w 1 n o n r 

questions 11-18 to c omplete the questionn ire . 

INSTRUCTIONS: 

Indicate you r degree of dissatisfaction or ck of on h 

each aspect of this hospital's use of th pr sy t of cord in 

of time wor k ed. P lace an "x" in the box below th on (1) r pon hich o 

closely describes you r feeling . 

11. Statement: 

The hospi ta l policy on attendance defin on 
or more mi nutes after the start of the work i 
defined as " being t ardy four (4) or more times wi iv 
pay periods." Excessiv e tardiness is ground for your up rvisor 
stitute a writte n conference (Step 1 , Progr ssiv e Disciplin 
An employee coul d be terminat ed for a r dine lon if h I h 
twelve (12) confe rences for tard iness du r in 

Question: 

How much job dissa t isfaction does this polic c use o r ~ p 

sonally? 

Response: 

Hodera e S tron Ex r 

) 

No 
Dissatisfaction 

Sligh t 
Dissatisfac t ion Dis sat is fact ion Diss t is ac ion Diss is ac on 

0 0 0 0 D 
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12. Statement: 

Your employee handbook discuss es overtime. The h ndbook 
t hat employees " should not clock in or r port to th ir work 
than ·7 minutes before their assig-ned shift, and wil l b 
leave their work areas and clock out with in 7 minut s 
o f their shift ••• odd minutes before or at th nd o 
during a pay period, will not be accumulated 

Question: 

compl ion 
shift, 

4 

How much job dissatisfaction does t his policy c u 
ally? 

for you p r on-

Response: 

No 
Dissatisfaction 

D 
13 . Statement: 

Slight 
Dissatisfaction 

D 

Mod r te 
Dissatisfact on 

D 
Your employee handbook stat s that "ov r 

immediate supervisor and/or departmen t h d." 
cally paid for extra time stamped on your card un 
an authorization signature or initial . 

Question: 

D ion 

D 

How much job dis satisfaction does this policy c 
ally? 

or yo p 

Response: 

No 
Dissatisfaction 

D 
14. Statement: 

Slight 
Dissatisfaction 

0 

oderate 
Dissatisfac ion 

0 

Dis 

0 
Your employee handbook states that " ny d iber f 1 

entered on the time card, or tamperin ~th ot e r ploy 
grou nds for immediate dismissal." 

Question: 

D 

D 
h 

on-

D 

How much job dissatisfaction does this policy caus ~ p rson 1 y 

Response : 

No Slight Moderate Stron E.x r 

Dissatisfaction Dis satisfaction Dissatisfaction Dissa tisfac ion 0 1 a isf 

D 0 0 D u 
ction 
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15. Statement: 

The hospital util izes ''military time" for st mping th 
all employees. ~lilitary time is used to make cl r n ht 
from day shifts and to assist in calculation. 

Question: 

im c rd of 
nd v ning 

How much job dissatisfaction does this utiliz cion o milit ry tim 
cause for you persona lly? 

Response: 

No 
Dissatisfaction 

0 

Slight 
Dissatisfaction 

0 

Mad era 
Dissatisfaction 

0 
S T 0 P ----

INSTRUCTIONS CHANGE SLIGHTLY 

GO ON TO 

INSTRUCTIONS FOR QUESTIO S 16A - 16R D 17: 

Di D 

Place an "x" in t he box which most c o ly d moun o 

job dissa t isfaction y o u associate with ach of h o 

your job • . Proc eed to a spects 16a-16r . 

16a. The way policies, ru les , or regula ions r 
with a time clock a r e c a rr ied out o r follow d i n 

Response : 

No 
Dissatisfaction 

D 

Slig ht 
Dissa t isfact ion 

0 

Madera e 
Di ssatisfac ion 

D 

Dis 

0 

l. 

Di 

16b. The extent policies. rul es, and r e ula t ions r 
method of time cloc k r e co r d i n of t ime worked 
supervisors. 

r din th pres n 
r supper ed by 

Response: 

Slight No 
Dissatisfaction Dis sat isf act ion 

D 0 

Mode r a te 
Dis s a t is f ac t io n 

D 

S tron 
Di ss t i fac t ion Diss 

0 

0 

on 
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16c. The ext ent policies, rules, and regulations concerning th time 
clock recording of time worked are communicated to employ s. 

Response: 

No 
Dissatisfaction 

I I 

Sligh t 
Dissatisfaction 

D 

Moderate 
Dissatisfaction 

0 

Diss 

0 
16d. The guidance you r eceive from your supervisor in m in 

time card . 

Response: 

No 
Dissatisfaction 

0 

Slight 
Dissa t isfact ion 

0 

Moderate 
Dissatisfaction 

u 
16e. The degree o f fair trea tment you receiv 

maintaining y ou r time card. 

Respons e: 

No Slight Moderate 

Dissatisfaction Dissa t isfaction Dissatisfaction 

D u 0 

D 

D 
from your up 

D 

0 

nin your 

ion 

i or in 

on 

D 
16£. The amo un t o f c ommunication you r eceiv from your up 

record i n g o f you r t ime worked. 

1 or on our 

Respons e: 

No 
Dissatisfaction 

Sl ight 
Dissa tisfaction 

D 0 
16g. The amount of orien t a tion 

use of the time clock . 

Response: 

No Slig ht 

Dissatisfaction Dissa tisfactio n 

D n 

Moderate 
Dis satisfaction 

D 

Diss 

you, as a new employee 

Moderate 
Dissatisfac tion Oiss 

D 

s 
ion 01 

D D 
rec ived on t he 

Stro 
tisf c ion Dis 

0 0 

6 
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16h. The reliab ility of the time clock to f u nction prop rly . 

Response : 

No 
Dissatisfaction 

0 

Slight 
Dissatisfaction 

0 

Moderate 
Dissatisfaction 

Stron 
Diss isf c ion 

u 
Di 

16i. The ready availability of your time card in th tim c rd r c . 

Response: 

No 
Dissatisfaction 

D 

Slight 
Dissat isfaction 

0 
16j. The locat ion of the clocks 

Response: 

No Slight 
Dissatisfaction Dissatisfaction 

u D 

Mod erate 
Dissa t isfaction 

0 
Yithin t he hospi 

Moder at 
Dissa isfac t ion 

D 

Dis 

D 
l. 

Di 

0 
16k. The amount o f t ime you must w it i n l in e t hif ch 

use the time clock . 

Response: 

No 
Dissatisfaction 

D 

Slight 
Dissatisfaction 

0 

Moder ate 
Dissa i sfaction 

D 

Di s 

0 

ion Di 

in or 

ion Di 

D 

D 
0 

D 
161. The availability of your supervisor so tha t he/sh c n pp r ove ov r ­

time or clocking errors . 

Response: 

No Slight Moderate S r on 

Dissatisfaction Dissat isfaction Dissa t isfactio n Di ss is c t ion 

D 0 D D [I 

7 

on 
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16m. The accuracy of your paycheck in reflecting time worked wh n pr p red 
from the info rmation recorded on your time card with tim clock. 

Response: 

No 
Dissatisfaction 

0 

Slight 
Dissatisfaction 

D 

Moderate 
Dissatisfaction 

u 
16n. The degree to whic h you are accurately paid 

time worked is recorded with a time clock. 

ResEonse: 

No Slight Moderate 
Dissatisfaction Dissatisfaction Diss tisf ction 

D D D 
16o. The degree to which you are accura 

time worked is r ecorded ~lith a tim 
ly p id 
clock. 

ResEonse: 

No 
Dissatisfaction 

D 

Slight. 
Dissatisfaction 

0 

Moder t 
Dissati fac ion 

D 
16p. The effect the present method of maint in in 

whether you keep your job . 

Reseons e: 

No Sligh t Madera e 

Dissatisfaction Dissatisfac tion Dissatisf c ion 

D 0 u 

Stron 
Diss ti f ction Di 

D 0 
for OV r im hour wh n 

Di 

D D 
or h 

ion Di 

D D 
your t c rd on 

S ro 
Dis ti fac ion 

D D 
16q. feeling of importance to the hospi 1 \olhen I cloc in . 

My 

Reseonse: 

No Slight Madera e Stron Ex 

Dissatisfaction Dissatisfaction Dissatisfaction Diss isfaction Diss isf 

D u 0 D D 

c ion 
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16r. The present system of recording time worked with tim clock llows 
certain employees, such as department heads , o writ in tim r th r 
than punch. The practice of not requiring all employ es to punch 
causes me to feel: 

Response : 

Strong No 
Dissatisfaction 

Slight 
Dissatisfaction 

Moderate 
Dissatisfaction Di s tisf ction Di 

0 D u 
17. All in all, how dis satisfied are you with th pr 

clock recording o f time worked? 

Response: 

No 
Dissatisfaction 

u 
Slight 

Dissatisfaction 

D 

Mod rate 
Dissatisfact ion 

D 

INSTRUCTIONS CHANGE 

GO ON TO READ THE 

INSTRUCTIONS FOR QUESTIONS 18 a - 18 r, : 

Di 

LY . 

Place an "x" in the box which mos clo ly d cri 

agreement with each statement. 

18a. The present system of recording tim rk 
my feeling of security about keeping my job. 

Response : 

No Sligh t Moder a 

Agreement Agreement re nt 

0 u 0 
18b. The way I get along with my boss affec s how I f 

clock method of recording t ime wor ked . 

Response: 

No Sligh t ~oder at 

Agreement Ag r eement r e emen t 

0 D n 

0 
t m hod of tim 

01 

0 D 

in o 

cloc 

[] D 
ice 

0 

r e en 

0 D 

9 

on 
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lSc. The way I get along with my fellow worker s ff cts th 
about the time clock method of recording tim work d. 

y I f 1 

Response: 

No 
Agreement 

0 

Slight 
Agreement 

D 

Mod rate 
Agreement 

D 
18d. If I disagree with my fellow worker , I 

time clock . 

Response: 

No 
Agreement 

0 

Slight 
Agreement 

0 u 
18e. The way my family feels about tim clock u 

about the t ime clock. 

Response: 

No 
Agreement 

D 

Slight 
Agreement 

0 0 
18f. If my f amily life is going poorly If 

time clock to record time rked. 

Respons e: 

No Slight od r 

Agreement Agreement re nt 

u Ll u 
18g. The way my friends feel about time cloc u 

the time clock . 

Response: 

No Slight Hoderate 

Agreement Ag r eement ent 

u u D 

n 

D 
1 n bout h 

u 
hO \J I 

0 D 
iv bo u 0 

D 0 
ho~o~ I f bou 

Stron 
nt 

D D 

nt 
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If you originally marked lOb (page 3) and answer d qu stion 

11-18, you are finished. Check out with the instructor. Thank 

~ for your cooperation. 

Thos.e persons who chose item lOa as mo t clos ly d cribtn 

them should answer the f ol l owing questions (19-26 ) . p r d 

the instruct ions below and t hen b gin. 

INSTRUCTIONS QUESTIONS 1 9-26g : 

Indfca teyour degree o f sa t isfaction or 1 ck o io i h 

each aspect o f t his hospital ' s u se of th pres nt 0 1m c oc 

recording o f time worked . P l ace an "x" in t h X ow h on ( } 

response which most closely d escrib s your lin . 

19. Statement: 

20. 

The hospital policy on attendanc 
one or more minutes after the star t o 
diness is defined as "being t ardy four 
consecutive pay periods." Excessiv 
visor to inst itute a writt n confer nc 
Program). An employee could be termin 
was given twelve (12) conf e r ences for tardio 

Question: 

How much job satisfac t ion does t his policy provid 
sonally? 

Response: 

No Slight ode rat 

Satisfaction Satisfactio n Sa isfaction s 

u u u 
Statement: 

Your employee handbook discusses ov er t 
that the employees "should not clock in o r r port 
more than 7 minutes before their assi ned s hif t 
to leave their work areas and clo c k ou t wi t hin 7 
tion of their shift. odd minut es 
shift, during a pay period, will not be ac cumul 

u 

or o p 

ion s 

u 

ll 



21. 

22. 
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Question: 

How much job satisfaction does this policy cause for you 
personally? 

Response: 

No Slight Moder a 
Satisfaction Satisfac tion Satisfaction 

D 0 u 
Statement: 

Your employee handbook states hat "ov r 
by the immediate supervisor and/or Departm n 
not automatically pa id for extra time ·stamp 
there also appears an authorization sign tur 

Question: 

Stron 
s ti ction 

D 
s 

How much job satisfaction do s hi s pol cy provi 
personally? 

for yo 

Response: 

No Slight Mod e a 
Satisfaction Satisfaction s tisf c 

.o D 0 
Statement: 

Your employee handbook s ates th 
entered on the tim e card, or t ampering 
is grounds for immediate dismissal . " 

Question: 

ion 

n 
h 

s 

How much job satisfaction does this policy provid 

sonally? 

Response: 

No Sligh t Mode.r S ron 

Satisfaction Satisfaction Satisfaction Sa is c ion 

0 0 0 u 

s 

23. Statement: 

The hosp ital utilizes " ilitary time" for s 

1 "Military time" is used to e cl all emp oyees. 
from day shifts and to assist in calculation . 

pin 
r n 

12 

0 

u 
on 

0 
of 
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Question: 

How much job satisfaction does this utiliz tion of mili 
provide for ~ personally? 

Response: 

No Slight Moderate Stron 
Satisfaction Satisfaction Satisf ction s ti f c 

u D 0 I J 

~IQ~ 

INSTRUCTIONS CHANGE SLIGHTLY AT TP.IS POI IT. 

GO ON TO READY THE I CAREFULLY . 

INSTRUCTIO~S FOR QUESTIONS 24 - r AND 25: 

Place an "x" in the box which mo t clo ly d acr 

job satisfaction you associat e with ~ o h 

your job. 

24a. The way po licies, rules , or r egulations r rdin 
with a tim e clock are carried ou or follow 
pital. 

ResEonse : 

No Slight Mod r t 

Satisfaction Satisfaction Satisf c ion s 

D u 0 
24b. The extent policies, rules, and regul tion 

s on 
tisf c 

0 
th 

ion 

ion 

p r 

method of t ime clock record ing o ime r upport d 

visors. 

ResEonse: 

No Slight odera S r on 

y 

lJ 

ry tim 

s 

u 

0 

0 

s 

n 
up r-

Satisfaction Satisfaction Satisfac ion s is c i on s 

0 D u 0 
24c. The extent policies, rules, and r egulation cone rn in th cloc 

recording o f tim e worked are c ommunic 0 plo s . 
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L4 

ResEonse: 

No Slight !oderate S ron Extr 
Satisfact ion Satisfaction Satisfaction s isf ction s t sf c tion 

D 0 D I~ 
;,___,j I I 

24d. The guidance you receive from your sup rvisor in m inc nln your 
time card. 

ResEonse: 

Mode-r t Ex r No 
Satisfaction 

Sligh t 
Satisfaction S tisf ction s S tis c ion 

D D 0 D 
24e. The degree of fair treatm nt you r c iv from your up v o r in 

ma intaining your t ime card. 

ResEonse: 

No Slight rod r 

Satisfac tion Satisfaction s tisf c ion s on s 

D 0 u 0 
24f. The amount of communica ion you r ceive ro you up on 

record ing of your t ime worked . 

ResEons e : 

No Slight Moderate s ron 

Satisfaction Satisfaction Sa i f ction s ci f c ion s 

D D u D 
24g. The amount of orienta tion you , as a new employ , r eceiv on h 

use of the time cloc k. 

ResEonse: 

No Slight Moder te S ro n 

Satisfaction Satisfaction Satisfac t ion s tis£ c ion 

0 0 0 0 

u 
our 

D 

0 
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24h. The reliability of the time clock to function prop rly. 

Response: 

No 
Satisfaction 

u 
Slight 

Satisfaction 

u 
Mod r t 

Satisf ct ion 

(_j 

Stron 
S i s c ion s 

u 
24i. The r eady availability of your tim c r in h im c rd r c . 

Response: 

No 
Satisfaction 

u 
Slight 

Satisfaction 

D 

s 

D 
24j. The location of th e clocks within th ho pi 

Response: 

No 
Satisfaction 

D 

Slight 
Satisfac tion 

D 
24k. The amount of time you must 

use the time clock. 

Respons e : 

No 
Satisfaction 

0 

Sli ht 
Satisfaction 

D 

s 

D 
it in lin 

Mod e r t 

S i sfac ion 

0 

s s 

D 

s i on s 

D 
hif c n in o r d 

S r oo 
S ti f c ion s 

u 

D 

D 
0 

D 
241. The availab i lity of your supervisor so 

time or clocking errors. 

h /sh c n pprov ov r-

Response: 

No 
Satisfaction 

D 

Slight 
Satisfaction 

0 

Mod era t 
Satisfac ion 

0 

s s 

D u 

15 

on 
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24m. The accuracy of your paycheck in r eflecting time work d wh n pr p r d 
from the information recorded on your time c rd wi h tim clock. 

Response: 

No 
Satisfaction 

D 

Slight 
Satisfaction 

0 

Mod rate 
S tisfaction 

0 

Stron 
S ti f c ion s 

D 0 
24n. The degree to which you are accurat ly p id or ov r 1m hour wh n 

time worked is record ed with a tim clock . 

Response: 

No 
Satisfaction 

u 

Slight 
Satisfaction 

D 

s 

0 

s 
s ti 

0 
24o. The d egree to which you are accur tely p id for h f d 

time worked is record ed with a tim clock. 

Response : 

No 
Satisfaction 

0 

Sli ht 
Satisfaction 

u 

Mod r 
S tisf c ion s 

D 
24p. The effect the method of maintaining your tim c rd 

keep your job. 

Response : 

No 
Satisfaction 

0 

Slight 
Satisfac tion 

0 

Mod e r 
Sa t isf c t ion 

D 

s 

D 

n 

on 

ion 

on 

on 

24q. My feeling of importance to the hospi tal whe n I c oc in . 

Response: 

No 
Satisfaction 

0 

Slight 
Sa t isfaction 

D 

fader e 
Satisfaction 

D 

Stron 
Sa ti sf c i on 

D 

s 

0 

s 

0 
0 

s 

0 

s 

0 

16 

on 
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24r. 
The present sys t em of recording time worked with a ti 
certain employees, such as d partm nt h ds, to · ·~item clocl: llo 
than punch . The practice of not i -L in tim r th r 
causes me to feel: requ rin ~employ to runch 

25. 

Response: 

No 
Satisfaction 

D 

Slight 
Satisfaction 

0 

Moder te 
Satisfaction 

0 

Stron 
S isf c ion 

0 
All in all, how satisfi d are you w th h pr s n m tho o 
clock r ecording of t ime work d? 

Response: 

No 
Satisfaction 

0 

I 

Slight 
Satisfaction 

Mod r t 

S tisf ction 

0 u 
S T 0 P ----

CHANGE AT TR 

GO ON TO READ TH FlJLLY . 

INSTRUCTIONS FOR QUESTIONS 26 - 26g . 

s 

[] 

Place an "x" in the box which most clo ly d c r your 

ing of· agreement wi h each s atem t . 

26a. The present syst em of recor ding tim rk d wi h im clock 
my feeling of security about keeping my job . 

Response: 

No 
Agreement 

u 

Sli he 
Ag reement 

0 

te 
ent 

D u 

s 

im 

s 

26b. The way I get along wit h my boss ~ffects how I fe 
clock method of recording time wor ked . 

bou e i.e 

Response: 

No 
Agreement 

D 

Slight 
Agreement 

u 
Moderate 
Agre enc 

0 

S tron 
re n t 

0 

0 

0 

e 
en 

Ll 
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26d. 

26e . 

26f. 

26g . 
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The wa y I get along with my f e l low workers affects the w y I f 1 
about the time clock method of recording tim worked. 

ResEons e: 

No Slight Mod er 
Agre ement Agreem nt Ag r eem nt nt 

D D 0 D 
If my fellow workers are nice , I f el good bout th tim clock . 

ResEonse : 

~0 Slight Mod r 
Agreement Agreeme nt Agr 

D D u D 
The way my family feel s about ime c ock u ff c how I 

about the t ime clock. 

ResEonse : 

No Sl ight 
Agreement Agre em ent 

LJ 0 D 0 
If my family lif e is going good or bad 1 ff c how I f 1 bou 

use o f a t ime clock to record t ime r k d . 

ResEonse : 

No Slight oder a 

Agreement Agreement Ag r eem n t 

0 0 u 0 

u 

0 
fr iends feel about t ime clo ck use fee o w I f bou 

The way my 
the t ime clock. 

ResEonse : 

No Sligh t Moder a 

Agreement Agreemen t re nt 

0 0 0 0 

nt 
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S T 0 P ----
If you originally marked lOa (page 3) and ansY r d qu stion 

19 - 26g, you are finished. Check out with th in rue or . Th nk 

~ for your cooperation. 
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ORAL PORTION OF I NFORMED CO !SENT !'RESE.!TATIO 
FOR THE STUDY , " PERCEPTION OF TIME RECORD NG 

WITH A TI~~ CLOCK AS A DISSATISFIER 
FOR HO SPITAL EMPLOYEES" 

I am Ms. ------------ · a n instruc or in h 

department. Thank you fo r coming . 

You have be e n asked to come here to 

in a research project tha t is b ing conduc 

y 

duca 'on 

student in the Health Ca r e Adm "nistration Progr m o T x 

Woman's University in association with he hop 

student is conducting an employee surv y con e 

the employee, ~eel abou t this hosp'tal ' s m 

with a time clock. The r esults .ob ain d from 

be reported to and util i z ed by adminis a ion. 

tion will be used to eva l uate he pres n sys 

Houston Northwest to r e cord and maint ·n 

ideas you express today will assist th 

Th" 

how yo 

m 

w' 1 

Th 

to spot areas of conc e rn y ou may have w· h pr s n po ci o 

· Frocedures related to k eeping ime cards. 

The research proj ect requires only h 

certain portions of . th e questionnaire on h 

yo 

sk 

It will take you a short period of ime and n no 

be harmed physically by participa ing in this s udy. 

pervisor was notified conc erning your a end nc a 

sian. You have been excus ed f r om your work a 0 

ill ou 

or yo 

yo 

our su-

es-

a e 

in the study. You need only noti f y your su er isor hen ou 

return to duty. Part icipation in t e s udy is _v~o~~~~ and 

you may elect to discontinu e pa r t i c "pa on at any po "n du · g 
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the study . The ho s p ital and the g r aduate stud nt, however, 

would greatly a ppreciate your participation and th inform -

tion yo u give. You wil l receive a summary of th r sul s 

which you may find of i n terest when the st udy is compl 

Your parti c ipation a nd input will assu re th mploy s h v 

an opportunity to e xpress opin i ons on curr nt pr c ces. 

During the course of th is session , I will op from 

time to time for que s tions . You may ask th m or th group 

or hold up your h a n d for assistan ce indiv ual~y wh 1 o h r 

are f il l ing out their pap ers . Do n ot hesi t 0 or 

ass istanc e. If you have fo rgo t t en your glass or n d h lp 

with a b ad copy, • one o f u s wi l l b e glad to hlp you . 

The followi n g sequence of events wi o lo d: 

1. 

2. 

Fill ou t t he two - part consen form ( o B) 

attached to your questionna·re by 

your n ame in the f i r st signa ur 

gnin 

nd 

please d a t e t h e s ignature. vfu n you h 

fin ish e d, p l ea s e p as s t h se cons n arms 

the instru ctor. Ue wi l l comp arms 

and give you a copy s you leave . 

Wh en a ll con sent fo rms are camp e "' w· l 

proceed t o give brie f instr c ions 0 h 

qu estionn air e . Do no b e appre nsiv abou 

the a pparent length of e ques ionna r 

0 

0 

will fill out only one of two a r s of he i n ­

strument, dep ending on c e r a in i n i · al c a · ce s 

y ou make. Remember, t~is is n o a s 

are no ri ght or wron g ans wers . 

T ere 
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3. You need n o t put your name on h question­

naire . Nei t h er the graduate stud nt nor 

administra t i on will be able o ssoci 

your name wi t h your respons s. 

Are there any questions? 
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Title of Project : 

161 

Consent Form 

TEXAS WOMAN'S UNIVERSITY 
HUMAN SUBJECTS REVI EW COMMITTEE 

Percept ion Of Time Recording With A Tim Clock As A 
Dissatisfier For Hospi tal Employ 

Consent to Act as A Subject for Resea rch and Investiga t ion : 

I have received an oral d escription of th is study, includ ing fair expl n tion of th pr 
their purpose. any associated discomforts or risks, and a description o f th pos i I n f1 
offer has been made to me to answer all questions about the study. I und rs n th t my n m 
not be used in any release of the data and that I am free to w ithdr w t any t1m . I furt h r und r­
stand that no medical service or compensation is provided to subjects by the un1v I of 
injury from participation in research . 

Signature 0 t 

Witness 0 t 

Certification by Person Explaining the Study : 

This is to certify that 1 have fully in formed and e pla ined to the above n m person a d np 10n 

of the listed elements of informed consen t. 

~S~ig_n_a_t_u-re~NTa_n_c_y~N'-o~r~r i~s--------------- 0 e 

Witness Date 

One copy of this form, signed and w itnessed, must be_ gi en to each subj A 
be retained by the investigator for filing with the C~a1~man of he uman Subj 
mittee. A third copy may be made for the invest igators f li es. 

ond co 
R i 

must 
c 
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QUESTIONNAIRE ·INSTRUCTIONS 

The quest i onnaire you are being asked o fill ou od y 

requires that you respond by marking your choice to h i ms 

by placing an "X" in one box per i em number. 

right or wrong answers. Your feelings about th sys m 0 

timekeeping with a time clock are being solici d. Pl 

no 

begin now by r eading the instructions on Page 1 and 2 nd 

pond to Items 1 through 7 and then s op. An explan ion o h 

type of job titles that fall into he position c 

the blackboard. Are there any questions? 

(Pause) 

gori i on 

You may begin. 

h n-If you have completed I ems 1 hrough 7, r 

structions for Items 8 through 0 and r espond. You w chao 

only one response to Item 10, either lOa or lOb. A you q 

tionnaire states on Page 3, if your cho·c is I m 0 , you 

will proceed to Page 11 and respond o on ques on 9 

through 24g . If your cho ice to I em 10 is 10 you sho ld 

proceed down Page 3 and respond to onl I ems 11 0 8g. Con-

tained in the questions are references o your mp oy hand-

book. That is the blue book you sho ld ave receive n or 

entation. 'There is also a reference o "miliary · me ." 

Military time is the notation of ime Y. numbering h ho rs 

in a day from one to twenty-four. An examp e of 

would be to denote 1:00 p .m . as 13:00 hours. 

further divided into one hundred parts ra er 

i ary 

e our s are 

an 60 par s 

-

as with minutes; therefore, 1 :15 p . m. would e writ en 1 3:25. 

Are there any questions? 

e 
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Slight changes in directions occur along th y, so 

read care f u lly . Remember this is not a test and h r ar no 

right or wrong answers. 

We wish to emphasize that your participation ·s volun­

tary and you may discontinue participation at any point f you 

wish. 

You may begin . 
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Houston Northwest M edical Center , In c. 

December 19, 1931 

MEHO R A NDU M 

TO: Department Heads 
Head Nurs es 
Supervisor s 

FROM: J acquel in e Caldcleugh 
Assis tant Administra or 
~rofes sional Servi ces 

SUBJECT : Employee Survey 

Some o f y our en ployees have been randomly 
the e mp l oyee population to participate ·n 
atti t ude survey. Th e survey is eing con uc 
lecting r esponses o f a sample o f employees 
tionn a i r e design e d to evalua employ e r c on 
present methods u tilized to maintain irne cards. Th 
employ e e s under your supervision t a "'e would ik 
give the i r respon ses are list d below. Fol owin 
name, a time is given when they are o repor o C 
room # 3 a nd fill o ut a su~vey. If hey ar not v 
to take the survey at the i me lis ed, pl as h v 
call e x tension 21 07 and arrange ana her im · h . 
Elliott. It is important tha each employee c~os n for 
partic ipation res pond if at all poss· le. T n you for 
your coop eration in t his ~atter. 

JC/ae 

Department - (Supervisors arne) P as s nd: 

1. 
2-
3. 

Employee n ame 
Employ ee n ame 
Employee n ame 

na e and 
Da e and 
Da e and 

me . 
i 
i 
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CLASSIFICATIO~ OF TYPICAL JOij TITLES* 

OTHER LICENSED 
SUPERVISOR R.N. PROFESSIONALS OR TECHNICAL 

Rer,a rdle s s Re r, is- Phannacis t LVN 
o[ depart- t cr cd l-1ed Tech EKG Tech ment . nurse 

only. PT RT 

Regular Die - X-ray Tech 
tic ian Certified ORT 

Surgery Tech 

* National Labor Relations 
Board bar gaining unit 
r epr esented by column headings 

CLEP.ICAL 
BUSINESS OFFICE 

Bus i ness Office 
and Accounting 

Cas hiers 

Admitting 
Switchboard 

CLERICAL 
SERVICE/MAINTENANCE 

Maintenance 

Phlebotomists 

Nursing As s i s t an t s 

Maint en anc e Engineer 
Environmental Serv i ces 

Purchas ing Employees 

Clerical other than 
Business Office or 
Accounting 

Department Secretary 

Medical Records Clerical 

Unit Secretary 
Ward Clerk 

Personnel 

Dietary 

~ 
(1'\ 

CX> 
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~- ...... ...... -~ N N 
~ > 'lit VI ~I.: ~~-

4- 4- -- :J <lJ co 0 ...... . .,.... >< <lJ ...... <lJ u 0:: <lJ -u 1- 1- 1-
~ 

1- tO C1l tO _j 1- ~ 
<lJ <lJ <lJ <lJ 0 ...... od: 0:: z 0 Vl<X) 

. ..., .D > > t-- u Vl u 

.D E Vl Vl ...... ~... 
:J :J r--- ::;:o 
VIZ 1 2 3 4 5 6 7 ·a 9 10 

~f 

!l ( ( 11 subjects) 

f'- olum "' No . 
pn C 011pu ter 
p.ua_ . il ,.. 

l 2 3 ' I I I I t . . . 12 
-~-- --

SAMPLE DATA ACCUMULATION WORK SHEET 

MAINTENANCE FACTORS 
Company Pol1cy Techn1cal ~lork1ng Sta Su 1'. Job 

and Adm. Supervsn. Condit i ens Sec. tus 
i11213141516 16 To 16 r6 lb 

a b c ·d e f g h ; j k 1 m n o p q r 

- -

13 . 
-- -~~--- -- - -

Over '-IAI NT. FACT. CONT. 
All 
Dis 
17 

36 

Job I. p. I. p. Per. 
Sec Sup. Peer Life 
18 18 18 11f 
. a b c d e f g 

e res pons es t o 
ed in Appendi x H. 

esponsc received 
or a positive 

43 

I 

I 

1-' 
-....J 
0 
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DATA FILE OF RESPONSES TO "EMPLOYEE QUESTIO NAIRE 
TIMEKEEPING WITH A TI:ME CLOCK" * 
Oll l~liJJ4~~~lJ~~J34~ 4 l ll~l lll 1111 ~3Jl~~lll 

0 ~ I I ~ l:'l 4 ~I :! Ill ~ II II II I I:! 1 I :" I:' I I II It:\ I I I Ill 
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0411~ :!1 44 61~144 1 43:'11111)4:!14141 ~11 4 :!::11111 

O~ll~l ~ J4 ~J214:!1111Z111 ::J II1 ::1111~~::1 t lll11 
0611 : 41:'44 1:! 3 ~111 1 111111llt ::I1 11 Zit:41111 1 1 
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0811 :' J :: 4 Zl:!IJZ :: 4~111111 :! 4 Z l :! lllll ~ : l111111 
0911 : 41 l 4 ~ 1 ZI~JIJZ1Z11114 ~ZZ:IJ I141 ~ Z 4 11l2 : 
1011 ~J J•· ~~~~~ · ll~1~111144 l~~~=~·l ~ l~lll111 
1lll :'l:' J4 ~J211 1 11 1 11111 Z~~~~~ 41 :!11 ~ ~ 1111111 
1 Z III l i : 4 11:::1 4 1 I 21 JlJJ J I I 1 I:: I II II J : I II II I I 
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::t t=~= 3· =~~1]~ 4 t : t :t t t t:~ t: : : ttt l :: 5t11111 
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Z 611Z41 :: 4~ tZ: I 1 1 211111112~1111111l Z illl lll l 
Z 711 Z l1 Z l4 222Z1111111111 2111 111111 1 2~ 1 1111 1 
Z911 : 1 13 444 Z~l 4 1~~ J~ ~l l~l~ 41•44~ ~ 1 l ~llllll l 
2?11 2 1144 ~42 1 ~~~5~ 4 ~11 1 1~ ~~ 4 ~] 11144 ~ 111\111 
JOI\~J 1l 44 22JJJ11l12111 4 2:Z::IZII I l 2 14 Z2 11 Z 
J111 2 l l2 4 &J2 1 1ll li 111 1 JI ~ I1 :: 1lll\lll ~llllll 
J~l1~~ 1 44 ~121111 1 1111Jlllii ZIII 1111\ ~ 2 1\111 

3 i 11 ;~~~ 4 z 3 ~~~ ~ ~ ~ J~ ~~ ·z • • ~ ~• ]JJ : J•~ ~ tttttt 
J411:'4 23 441 Z 11 1 11 11111ll ~ lllllllllll ll llll l 
J~\1 2:! 1 4 4 ~:' 2 4 ll l lll ~ llll ~l l 21 111 :: 14 1 4 11111 
3611 2J 1 4 4 J J Z~ ~I I I 11 II I I I I 1 II I 11 I I II II I I II I 1 

3 7 11 :: 4l4441 2 1 1t l lltllltllttlttl lt1 1 t ~ • • :: llt 
J811 :' 4 1J 444 2lJ3JJJJJl333llJlJJ 3 J33 :::::3Zl JJ 

3911 ~ 3 1 31 1 ~=~~~~~~3~==~~Jtt t :::: sJ: ttttttt 
4011 ; J :3 4 Z:213 4 111121211 l~ l l 4 111ll~ ~l111111 
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ITEM NO. 
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MEAN SCORE AND STANDARD DEVIATIO 0 
RESPONSES TO ITEMS FROM "EMPLOYEE 

QUESTIONNAIRE TIMEKEEPING HITH 
A TIME CLOCK" 

(VARIABLE) 
~AN 

DISSATISFACTION 
STA D RD 
DEVIATIO 

11 
12 
13 
14 
15 
16a 
16b 
16c 
16d 
16e 
16£ 
16g 
16h 
16i 
16j 
16k 
16i 
16m 
16n 
16o 
16p 
16q 
16r 
17 
18a 
18b 
18c 
18d 
18e 
18£ 
18g 

72 

1.9722 
2. ·1583 
2 . 2639 
1 .2639 
1.6667 
2 . 0556 
1 . 7500 
1 .9583 
1 . 4583 
1 . 3194 
1.4583 
1 • t> 111 
2.4722 
2 . 3333 
2 . 0139 
1. 9722 
2. 1389 
1 .8750 
1··· 8 0 56 
1. 4861 
1. 3 1 9 4 
1. 5 9 72 
2 .2 22 2 
2. 2083 
2.097 2 
1.583 3 
1.1S'4~ 

1.0 2 78 
1.01 3' 9 
().9 7 22 
1.0417 

1 . 1983 
1. 2664 
1.16 ~7 

()*60..J0 
1.1006 
1.161J 
1.0 7.J 
1 . 8 01 
0 . 8871 
0.7659 
0 . 8038 
1 . 05 6 
1 . 2100 
1 . 44 8 
1.4 b79 
1 . 2557 
1 . 397~ 
l . -:> ..J5 3 
1 . 1214 
0 . 9344 
0 . 7473 
1 . 0833 
1 . 36..J8 
1 . 0 7 39 
1. 4158 
1 . 1956 
0 . 7807 
() . 410::2 
0 . 45S'4 
0 . 3742 
0 . 4875 

0 . 0 
~SPO ES 

7':> 
7,., 
7::2 

72 
72 
72 
72 
72 
72 
72 
72 
72 
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QUESTIONS WITH SIGNIFICANT FACTOR LOADING 
SCORES BY FACTOR FROM A FACTOR 

ANALYSIS AND VARIMAX ROTATION 
OF SEVEN FACTORS 

FACTOR 1: Company policy and Administration -

Question No. 

f iv n 

Lo 

16k. The amount of t ime you must wait in lin 
shift change in o rder to u se the time c ock. (0.830 58 ) 

16j. The location of the clocks wi hin th 
pital. 

0 -

16i. The ready availability of your t · m c d 
in the time card rack. 

161. The availability of your supervisor o h 
he/she can approve overtime or c ock"ng 
errors. 

16b. The extent policies, rul s, and regu 
regarding the p resent method o f t · m 
recording of time worke d are suppor 
supervisors. 

16r. The present system o f record ing t "me 

(0 . 827 5 ) 

(0. 08 ) 

(0. 20 ) 

with a time clock allows c rtain ~p oy s , 
such as department heads, to wr· e in me 
rather than punch. The prac ·ce of not re­
quiring all employees to punch causes me .o 
feel: -- (0. 5828 ) 

17. All in all how dissa tisfied are ycu w· h h 
present . method of time clock r ecording of 
tioe worked? (0 . 56 0 ) 

16a. The way policies, rul:s, or : egu ation s re­
g~rding timekeeping wlth a tlme clcck a re 
carried out or followed in this ha sp · al . ( 0 . 53857 ) 

16c. The extent policies, rules, and : egu l ?tions 
concernine the time clock recordlng of ime 
worked are communicated to employee s . ( 0 . 53084 ) 
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(Factor 1, Continued) 

QUESTION NO. 

16g. The amount of orientation you, as a new 
employee, received on the use of the time 
clc·ck. 

16h. The reliability of the time clock to funct"on 

LOADI G ----

(0.46628) 

properly. (0.45202) 

15. Statement: The hospital utilizes "mil· ry 
time" for stamping the time cards of all 
employees. Military time is used tom k 
clear night and evening from day shifts nd 
to assist in calculation. 

~uest~on: How much job dissatisfact"on 
oes this utilization of military t"m 

cause for you personally? 

FACTOR 2: Interpersona l Relations. 

QUESTION NO. 

(0.40437) 

G 

18£. If my family life is going poorly, I el 
negative about use of a time clock to r cord 
time worked. (0 . 91234) 

18e . The way my family feels about time clock us 
effects how I feel about the time clock. (0. 89482 ) 

18g . The way my friends feel about time clock u 
effects how I fee l about the time clcck. (0. 892 72) 

18d . If I disagree with my fellow workers, I fee 
negative about the time clock. (0.73707) 

18c. The way I get along with my fellow workers 
effects the way I feel about the ti e clock 
method of recording time worked. (0.641 4) 
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FACTOR 3: Company Policy a.n d Administration - Salary 
Administrat±on 

QUESTION NO. 

16o. 

16n. 

16m. 

16c. 

The degree to which you a r e accurately paid 
for shift differential when ti.me worked is 
recorded wi th a time clock . 

The degree to which you are accurately paxd 
for overtime hours when t ime worked ~s re­
corded with a time clock. 

T~e accuracy of your paycheck in reflecting 
t~me worked when prepare d from the in orma­
tion recorded on your time card w~th a time 
clock. 

The extent policies, rules, and regulat·on~ 
concerning the time clock r e cord1ng o iiD 
worked are corrnnunicated to employees. 

16£. The amount of communication you rece1ve ro 
your supervisor on your r e cording c t ·m 

G 

(0.803 5) 

(0 . 78676) 

(0 . 7 06) 

(0 . 48077) 

worked. (0 . 4 7685) 

FACTOR 4. Personnel Policy. 

QUESTION NO . 

12. Statement: Your employee handboo ~ 
overtime. The handbook states that e 
"should not clock in or repor t t o t eir 
areas more than 7 minut e s be f ore their 
shift and will be expected to l eave t 
areas'and clock out within 7 minutes a er co ­
pletion of their shift . . . odd inutes ore 
or at the end o f the shi f t, during a ay perio 
will not be accumulated as over ti e. 

Question: How much job dissatis fa ct i on doe s 
this policy cause for you personally? (_0 . 66585 ) 
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(Factor 4, Continued! 

QUESTION NO • 

13. Statement: Your employee handocok states 
that "overtime must be autnorized by the 
immed~ate ~ superv:i:sor and/or department had." 
O~ert~roe ~s not automatically pa1d for extre 
t~me stamped on your card unless there also 
appears an authorization signature or init~al . 

Question: How much job d~ssatisfactlon do 
this policy cause for you personally? 

s 
(0.6 4 ) 

16a. The way polic ies, rules, or regulat ons r -
garding timekeep ing with a time clock are 
carried out or followed in this hosp"tal . (0.42982) 

16h. The reliability of the time clock to unc 
properly. 

FACTOR 5: Technical Supervision . 

QUESTION NO. 

on 
(0 . 0 ) 

LO 

16d. The guidance you rece ive from your superv sor 
in maintaining your time card. (0 . 73040) 

16e. The degree of fair treatment you receive 
from your supervisor in ma~ntainJng your 
time card. (0 . 72657) 

16£. The amount of communication you receive from 
your supervisor on your recording of your 
time worked. (0 . 66400 ) 

16c. The extent pol i cies, rules, and regulations 
concerning the time c lcck recording of time 
worked are communicated to employees . (0.65043) 

11 . Statement: The hospital p o licy on atten ance 
defines tardiness as "reporting one or ore 
minv.tes after the start o f tne work shift ." 
:Sxcessive tardiness is defined as "being tardy 
four (4) or more tlmes within two (2) conse ­
cutive pay periods." E~cessive tar~lness i s 
grounds for your supervisor to lnstltute a 
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QUESTION NO. 

11. (Continued}_ 

written conference . (Btep 1, Progressive 
Discipline Programl. An emp loyee could be 
terminated for tart iness alone if heJshe 
was given twelve (_12) conferenc es for 
tartiness during a 12 - month period . 

Question: How much job d i s s at1sfact1on doe 

LOADI G 

this policy cause for· you p e r son ally? (0. 64270) 

16g. The amount of or ientati0n you, as a n w 
employee, received on the u se o f t5. im 
clock. (0. 7) 

16a. The way polic ies, rules , or r egulations r -
garding timekeeping wi.th a time c ock ar 
carried out or followed 1n this hospi al. (0.508 6) 

!ACTOR 6: Job Security. 

_QUESTION NO . 

18a. The present system o f record i n g t:me work d 
with a time clock affects my feel ng o f s -
curity about keeping my job. 

18b. The way I get along with my bo ss affec s 
how I feel about the t ime clock method o 
recording time worked. 

16h. The reliability of the time c l ock to func­
tion properly. 

FACTOR 7: Unable to Interpret. 

QUESTION l\~0 . 

16q. My feeling of importance to the hosplt a l 
when I clock in. 

16p. The effect the present metho d of 
your time card has on whether you 
job. 

c?.intain ing 
eep our 

G 

(0 . 748 2) 

(0.72943) 

(0 . 507 6) 

co . 6 7202 ) 

0 . 53 ) 
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Factor 7: (.ContinuedL 

OUESTION NO . 

15. Statement: '!.'ne hosp rtal utrl1:zes "m1:litary 
time" for stamp ing the~ time cards of all 
employees. ~~ilitary time is used to make 
clear night and everiing from day shifts and 
to assist in calculat i on . 

LOAD:f_ G 

Question: How much job dissat~sfact1:on d0 s 
this utilization of military time cause for 
you personally? f-0.43300) 
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FREQUE NCY AND PERCENT OVERALL DISSATISFACTION BY EMPLOYMENT STATUS 

EMPL OYMENT 
ST ATUS 

PERMANE NT 
FULL-TH~ E 

PERMJ\ NENT 
PART-TI ME 

TEMPORARY 
PART-TIME 

DI SS AT IS FAC TI ON 
Count 

Row I. !NODIS. SLDIS. MfJIS, STDIS. EXfl. 
Col % I 

• 
Tot. ~ 'I 1' • ~ • 3 • 4 • 5 • • .:.. • • • 
- - - "'S c 0 r e""'*! - - - ... - ·- - •• : - - - - .• - .• - : - - - ... - - - ". : - - - •. - - - ... : ... - - - - - - - : 

.l : 13 ! 1? : 10 : 4 : 3 : 

2 

4 

Co) u n1 n 
Tot a 

2 6.~ : 3 8 . 8 ! 20 . 4 : 8.2 : 6 . 1 
/2 .2 ·: 65 . 5 : 62.5 : 80.0 : 100.0 
18 . 3 : 26.8 : 14.1 : 5. 6 ! 4.2 

- : - - - - - - I 

0

+ - : - f4 t - - - - - - : - • t - - - - 1 0 I - : - - - , ,.. , - •• o - - : - - ... - - - - - : 

I 3 I 9 I t, I .t I 0 I • . • ~ I • • 
I 15. 8 I 4 7. 4 I 3 1.~ I 5 . 3 • o.o • • • • • • I 

I 1 \~ • 7 I 3 1 . 0 I 37. 5 I 2 0.0 • o.o • • I • 
4. 2 • '1 ~. 7 I 8 . 5 I 1 • 4 I o.o • • I I I • 

- : -- - ... - ... - - ! - - ... - .. - - ··.· : .. - - - -· - - - : - - - - - - - - : - - ... - - - - - : 
I 2 ' 1 I 0 I 0 I 0 I I I I I I • 
I \~ 6 . 7 I :~ 3 . 3 I o.o I o.o I 0. 0 I . ' . • • • 
' 11 .• 1 I 3 . 4 I 010 I o.o I o.o . I • • 

2 18 I 1 • 4 I o.o • o.o I o.o . I I • 
- : - -- - ·- - - .. : - - - - -- · ~ - : - - - ... ---- : -:..------ : -- .. ----- : 

18 
~5 . 

2 9 . 
0 . 8 

6 
?2 , 5 

5 3 
7 10 4. 2 

Raw Chi squ are = .21782 w 8 dearees ee Sia nificance = 0.6228 

N u n, b e r o f nd s s i n ,cj o b ~-~ e r v a t i o n c; = 
~f = 72 

t\ 0 w 
Total 

4 9 
.s 9 . 0 

19 
26 .8 

3 
4 • 2 

71 
100.0 

·kNo .. subjec ts r esponoea to 
fGll time cate2orv (score 

o oa r o he temoorar 

I-' 
CX> 
LV 
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NLRB 
GROUP 

FREQ UENC Y AND PERCENT OVERALL DISSATISFACTION BY NATIONAL LABOR RELATIONS BARGAINING UN IT 

DISSATISFACTION 
Co1.1nt. 
Row X I NO SLH~HT MODERATE STRONG EXTREME Row 
Cr:~l % I DISSAT~ DISSAT. DISSAT. DISSAT. DTSSAT. Total I 

Tot. X I 1 I 2 I 3 I -4 I 5 I I 

· ·· .... ... ·· •· .. I ·· .... ··- ··- ... : · ·- ·· ~. ·· · · -· ·· ! · ·- ·· ·· .... ·· ... I . .... ·· - ·-- ·· I .. - .. ·• •· ··- ·· I 
1 I 0 I 3 I l I j I 0 I ~ I I 

o.o I 60.0 I /.0,0 I 20.0 I 010 I 7.1 I I I 

~upervisor : 010 : 1013 I 6~~ I 20 d'l • 010 . I 

o.o : 4.J I 1. 4 I 1., : o.o . 
- : - .. -- ........ .. : ·--- -- .. -- : .............. - : ..... ·- .. --- .. - : -.... -... -- .. : 

2 : .:s I 11 : -4 I 1 I 2 ' I 21 . I . . 
Registered I 14.~ I ~j ~ • .., I 1?.0 . 4.n t 

?I:) 
. :10,0 I t I t t I 

Nurse ! 1'1.6 t :17.9 t 2:110 : 20.0 I (,6.7 t t I 

-4.3 . 1~.7 I ~). 7 : 1 • .., : '2.? . . 
-: . .. . ----· ·· -· · ! - -· -· ·-· -··--· : --· ... . . - ..... . -: -·- ··-· - ·-· ·· ...... : ..... . ..... . ~- · ··-: 

3 ' l ' 3 t 0 I 0 t 1 I 5 . ' t t 

Professional : /.0.0 . bO,O : o.o : o.o t :.!0 . 0 I 7. 1 . t . 
Other ! ~.? : 10.3 : o.o . o.o . 3~ .::: ' t 

1 I.., 
I 4. :! I o.o I o.o I 1. 4 ' . . I - : -.... -.... .... .. : .. -- .. -.. - .. : ... .. -.. ---- : ... .... --... -·- : .. ------- : 

-4 : ~) : 7 : 5 : '). : 0 : 1 9 
Licensed : 76 .~ : 3 6. 0 : 26 1 J : 10.~ : o.o : 77.1 
Professional . : ~ 9 • ., 1 ?. 4 .1 : :11.:1 : ~ o ~ o : o.o 
or Technical : 7 , 1 : 10 . 0 : 7.1 : . 2.9 I 0 10 

-: --·· -- ··-·· : - -- --··· ·-· : ·· - --·· ·· ··- · : -- - ··- ·· - · · : --·- - ··· · ···· l 
~ . 5 ' ., ' ~ : 0 : 0 : 11 

Busines s ; ~~ . 5 ; 7. 7 , ; ; 2/ , ; : o.o : o.o : 15.7 
Office 1 7 '/ , 4 : 1 0 . 3 : 10 . r, : o. o : o. o 

Clerical 7 , 1 : ~.J t ~ . J : o.o : o.o 
- : -... .... -... .. - : .. .... - ..... -- : ... - ... - ., .... - : ..... --- ... -.. : .. ..... --.... - : 

Service - , J., ., • 12 . 1 : J~ . J 
M a in t en an c e - ; 1 ; : ~; ; (

1 
, 9 t 1 0 , 0 

6 .1 J 

Other Clerical 1 ~. 3 1 2.9 t ~ .3 

Co 1 ~1111 n 
Tot.~tl 

-: .. - .. - .. . .... 1- ---·· ··- - 1 .. - -··- .. 
17 29 16 

2~ . ~ ~1.~ 22 . ? 
!:!.t: . 72 

n\1 t n r :10 ( 90 . 0 

l 
11. 1 

1 ~o. 

I 1.~ 
··1 ··--- ----1 .. 

5 

7' 

0 
o.o 
o. 

-- ----: 
3 

-4.3 

9 
11.9 

70 
o.o 

Hi n i11 u 111 ox r• "c: t • d C' o 1 l r roo u 
vnlid roll~ h ~ve P><PnclPd ~nll 
o . ~ 1 

PO UPnru le~~ th~n ~.( 

Rau Chi l'i0\19r" • 1 A. :\ 2 0 d~~r P~~ nr rrPod oo , ti l~ n c:nnCI" • 0,~(, 

~ 
00 
ln 



APPENDIX M 



187 

saaaaaaa~aaaaaaaaaaaaaa MU LT IPLE R E G R E S S I 0 H I I a I I t f t t t I t t Vniabl hsl 

Dmndent v~riable: Overall Dissat isfactio n 
Ruresston hst 

Vui•blP(sJ entered on ste,. nuaber 1: Factor 1 (Company Pol i cy and Admin! r ion) 

liulli,lP R 
R SOUUP 

Ad.iustrd R souarr 
Shndard Prror 

0.52870 
0.27952 
0.26923 
0.91799 

AnalYsis or var iance 
Re!!ression 
Residual 

------ Variables in the eouation - --------

FACOl O.S6n4S3Df00 
IConshntl 0.2208333Dt01 

Beta 

0.52870 

Std erro r B 

0.10895 27.158 

or 
1. 

70. 

Su• of souues 
22.88577 
58.98923 

e n DIJJr 

22.88577 
o. 4270 

r 
27.15757 

------ Va riables not tn t~ r u lion -----------

Vn iable Beh 1n PJrli ~ l Toltunc r 

FAC02 -0 .07435 -0.08759 1.00000 0.533 
FAC03 0.36227 o. 426 0 1.00000 

FAC04 0. 30986 0.36506 ) .00000 
FACOS 0. 36341 o. 42814 1.00000 
FAC06 0.05018 0.05912 1. 00000 
FAC07 0. 15407 0 . 181~ 1 1: o 

~riabbfsl entered on ste,. nu11ber 2: Facto r 5 (T ec hn c al Sup rvi ion) 

l'kJlti,lt R 0.64155 AnalYsis or var i ance 
R sounr 0.41158 Re~ression 
Ad.iustrd R souarr 0.39453 Residual 
Shndard rrror 0.83559 

- - --- Variables in the eouation ----

FA 01 o.s6n454D+oo 
FAC~ 0.39024580+00 
ICooshntl 0.2208333Dt01 

Beh 

0.52870 
0.36341 

Std error B 

0.09917 
0.09917 

F 

32.778 
15. 486 

Of 5 I or SOUUI!S nn s r 
2. 33.69850 a .e•rn 2 ·' 

69. 48. 17650 .& 

- ---- Va ia Irs no in l' allan ------

Var iabl e 

FAC02 
F C 3 
FAC04 
F C 6 
F C 7 

e a in a ial 



Vuiabil•(sl entered on sleP n•J iiber J: 

llulti~le R 
R souarl! 
Ad.A!st!d R souare 
st~ndard l!rror 

o.736n 
0.54282 
0.52266 
0.74193 

18'8 

Fact o r 3 (Salary Administratio n) 

Anal'Jsis of variance 
Rl!~ ression 

Rl!s idua l 

Df 
3. 

68. 

Su1 of sou a res 
44.44378 
37.43122 

Hean souarl! 
14 .81459 
0.55046 

r 
26 .91315 

- - ----- Variables in t he l!aua t ion -------- Vari ab les na t in lhl! ro•J<~lion ------------

Vniablr Beta 

FAC01 0.5677454Dt00 0.52870 
FACOS 0.3902458Dt00 0. 36341 
FAC03 0. 3890268Dt00 o. 36227 
!Constant! 0.22083330+01 

VHiable(s) enlert!d on stel" nu•ber 4: 

1\u lli~le R 
R souare 
M.ioJsbd R sa•Jare 
Sl~ndard error 

0.79928 
0.63884 
0.61728 
0.66434 

St d error B r Variable Bell in 

0. 08805 41.576 FAC02 -0.07435 
0.08805 19. 643 FAC04 0.30986 
0. 08805 19.521 FAC06 0.05018 

FAC07 0.1 5407 

Factor 4 (P ersonnel Policy) 

Anal'Jsis or va rianCE' 
Re~ression 

Residual 

or 
4. 

67. 

Su• or sou~ ri!S 
52.30508 
29.56992 

------ Variables in the eaualion ----------- ----- V~ri blr 

Variable Beh 

FACOl o.56n454Dtoo o.52B70 
FACOS 0.39024590+00 0.36341 
FAC03 0.3890268Dt00 0.36227 
FAC04 0.33275000+00 0.30986 
!Conshnll 0. 22083330+0 1 

VHiable(sl rnlerl'd on sll!l" nu•ber s: 

~J lti~ll! R 
R SOCJilrl! 
Ad.iuslrd R sau;HI! 
Shndard error 

0.81399 
0.66258 
0.63702 
0.64698 

Sld error B V.J i.Jble Brl 1n 

0.07884 51.855 FAC02 4).07435 

0. 07884 24. 500 FAC06 0. 05018 

0.07884 24.3H FAC07 0.154 7 

0.07884 17.812 

Fa c tor 7 (Unable to Interpr 

Anal'Jsis of varZY.o 
Re~ression 

Residual 

or Su• of s U.Jr fS 

s. 54.2485 4 
66 . 7. 2 4 

P.Jrli.Jl Toll!r.Jncl! 

.10996 1.00000 
0.4 828 1.00000 
o.o1n2 1. 0 000 
0. 21786 1.00000 

n sau.Jr 
13.07627 
0.4H 4 

no l tn l 

P.Jrlul Toltr nc 

.12371 I. 
o. oSJ .. o I. 
o. J7 1.00000 

Vl S01J.lrl! 
. 84 71 
.418 

r 

0.820 
17.812 

r 
29 . 

?5 . 

0.371 
3.669 

I. 2 
3 

.u 

- ---- VariablE's in the eauation ----
V.J 1 le s not 1 ton------

'J <~ ri .Jble B Beh Sld error 8 

FACOl o.56n45ntoo o. 52870 0.07678 

FAC05 0.39024590+00 0. 36341 0.07678 

FAC03 0.38902680+00 0.36227 0.07678 

FAC04 0.3327500D t00 0.30986 0. 07678 

FAC07 0.16544670+00 0.15407 0.07678 

lConshnl) 0.2208333Dt01 

54.674 
25 .832 
25.671 
18. 781 
4.643 

F C 2 
F C 6 

r 1 i 

- • 7435 
8 

P<~ l i~ l 

.12m 
o. 9 

olr 

I. 
I. 

• J 



Viriable(sl enlered on slel' nuaber 6: 

llultil'le R 0.81738 
R sauare 0.66810 
Ad.iusled R Slll.lare . 0.63747 
Standard error 0.64658 

189 

Factor 2 (Int erpersonal Relation 

Anal~sis of variance Df 
Re!iression 6. 
Residual 65. 

Su• of sauares 
54.70109 
27.17391 

an souare 
9.11685 
0.41806 

F 
21.80750 

------- Variables in the eaualion ------- ----- Variables not in the eaualion -----

Variable J Beta Sld error B F Variable hh in f 

FAC01 0.56774540+00 0.52870 0.07673 54.743 FAC06 0.05018 0.08711 1. 00000 

FACOS 0.39024590+~0 0.36341 0.07673 25.864 
FAC03 0.38902680+00 0.36227 0.07673 25.703 
FAC04 0.332r.iOOD+OO 0.30986 0.07673 18.804 
FAC07 0.16544670+00 0.15407 0.07673 4.649 
FAC02 -o. 79837090-{)1 -0.07435 0.07673 1.083 
!Canst. nl l 0.12083330+01 

Variable s l entered on slel' nu1ber 7: Factor 6 (Job S curity) 

l'lultil'le R 0.81892 
R souare _ .. 0.67062 
Ad.iusled R sauare 0.63460 
Sl•ndard error 0.64913 

Anal~sis of variance 
Regression 
Residual 

------- Variables in t he eatJalion ------

Variable B Beh Sld error B f 

FAC01 o. 56774540+00 0.52870 0.07704 54. 313 

FAC OS 0.3902~590+00 0.36341 0.07704 25.661 

FAC03 0. 38902680 tOO 0.36227 0.07704 25.501 

FAC04 0. 33275000+~0 0.30986 0.07704 18.657 

FAC07 0.16544670+00 0.15407 0.07704 4.612 

FAC02 -o. 7983709D-01 -o.07435 0.07704 1.074 

FAC06 1),53889210-01 0.05018 0.07704 0.489 

!Constant) 0.22083330t01 

axi •u• steP reached 

or 
7. 

64. 

Su• or 50Uil rr 
54. 90728 
26 .96772 

OU.l 

7.8 l90 
o.m37 

18.6151 

----- V.1riable no l 1n ht .1l1on ----

eh in Pu l hl ol 
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R£GRESSIOH 

1 I l a 1 a l a l 1 1 l I 1 I I I I I I I I I K U l T I P l E R E G R E S S I 0 H 1 1 1 I 1 I l I I I I t I Vui~bh l h l 
Ruression lisl 

Dm>ndenl variable: Overall Dissatis faction 

Suuar'J table 

Vuiable tlulliPle R R sauare Rsa chan<Je Si al'lr R Bf~ 

FACOI 0.52870 0.27952 0.27952 0. 52870 0.5677454Dt00 0.52870 
FAC05 0.64155 0.41158 0.13206 0.36341 0.39024590 00 0.363 41 
FAC03 0.73677 o. 54282 0.13124 0. 36227 0. 38902680+00 0.36227 
FAC04 o. 79928 0.63884 0.09602 0.30986 o.3J27sooo too 0.30986 
FAC07 0.81399 0.66258 0.02374 0.15407 0 . 1654467Dt00 0.1 407 
FAC02 0.81738 0.66810 0.00553 ..0.07435 -o. 7983709D-o1 .07435 
FAC06 0. 81892 0.67062 0.00252 0. 05018 0.~8891 10 l o.o 018 
lC~mhnll o.noa DtOI 
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