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FOREWORD

Tne National Center for Research in Vocational Education
has conducted programmatic research in the area of tfansfarable

) skills and occupational adaptability since 1976. This is one of
i '~ a series of’ reports developed to aid r@search&zs and ﬁducatars,
in.preparing today's youth and adults for careers likely to be
characterized by change. It contains the-results of an . -
) X exploratory study of the processes andsautccmgg of adaptation

- . to work. - . )

We wish to thank Donald Wohrle, Principal of the Paul C.

‘ Hayes Technical School, Grove City, Dhiég and members cf his
staff for tHeir help in contacting recent vocational program
graduates. The experiences of these people contributed

significantly to the study. We also thank Calvin W. Taylor, .
Professor of Psychology at the University of Utah, and John M.

_aPeters, Professor of Adult Education at the University of

~, Tennessee, for their reviews of the initial draft of this report.
To_the many who participated in the study as its subjects, who
shared with us their insights about trying to adapt to new jobs,
we are particularly grateful. Likewise, we are indebted to those
who so skidlfully and sensitively conducted the interviews--to ~
" Jane Bartlett,  Paul Burden, Lesley Jones, and Dennis Marikis. -
Several.National Center staff assisted the project team during
"various  research activities--Deborah Coleman reviewed the case
study reports and provided valuable insights; John Jordan,
Graduate Research Assistant, helped in compiling and tabulating
the data; and Linda .Pfister reviewed Lhe draft final report and

- made important suggestions for improving the quality of this’

product. Robert Stump and Carter (ollins, serving as project
monitors for the National Institute of Education, which provided
funding suppert and gave helpful counsel at various times during

the course of the study.

Robert E. Taylor

Egecutive Director

The National Center for Research—— —
L T “1ﬂ‘?§:at1®mal Education
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' EXECUTIVE SUMMARY

, This is a report on an exploratory study of adaptation to
work, in which adaptation was viewed ! >th as a process and as an
outcome. Adaptation as a process was studied by means of
semistructured personal interviews that probed adaptation with
respect to its oryganizutional, performance, interpersonal,
responsibility, and affective aspects. These same five aspects
: were addressed in the construction of a questionnaire intended to
z nieasure adaptation as an outcome. In addition, data on other
variables thought to be correlated with adaptation as outcome
weré yollectéd. . These included demographic, personality,
cognitive style, and work adjustment variables.

, The population studied consisted of persons without a

= college degree, .aged seventecn to thirty, and recently employed
(up to nine months with current employer). About one-third of
these were experiencing their first full-time employment. About
two-thitds had received vocational training. All participated in
the study as volunteers. -

. Both descriptive and rigorous ‘methods of analysis were used.
! However, even the more formal analyses were limited to the
identification of associative rather than causal relationships.

"The results of the study suggest that, :for those who adapt
successfully, a hierarchy or sequence of adjustments may be
involved which may be explained in terms of the five aspects of
work selected as the basis of analysis.

In the initial phase of adjustment, what was observed was
consistent with a widely held belief in the impaftancé of job
performance skills; that is, upon job entry, the performance
aspects of. adaptatlan occupied the center of employees' attention
and concern. This priority continued for a time. During this
period, other aspcu 5 of ¢ .ptation were not totally ignored, but
were involved to a lesser extent. These other aspects also
seemed to be involved in a primarily facilitative role. Most
important among these was the need to begin tc adapt to coworkers
because thelr assistance was needed in order to achiéve adequate
adaptation in performance. Next in importance;as a facilitator
.of performance was probably adaptation to the Gfgaﬂl?aflﬂﬂ;

Thus, beginning with preoccupation with the performance aspects

___of the job, a point was later reached where the employee's
anxieties about performance began to be replaced with a sense of

~ personal adequacy and achievement. Self-esteem improved, the
total ..tuation gerierally seemed more sanguine, and the energy
initially dedicated -to performance was gradually released to
address other adaptation needs, such as the development of
interpersonal relationships.
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Interpersonal relationships now became increasingly
important in their own right, especially those with peers.
Although initially important chiefly as facilitators of the
efpfoyee's performance adaptation, coworkers were now cultivated
for their importance to the employee's sense of well-being 1in the
work environment as well as outside of work. It was at this.
juncture that new employees seemed ‘to become more keenly aware of
their need of "kindred spirits"--those of similar age, values,
and interests. When these compatible coworkers were lacking to
an unacceptable degree, this lack seemed to be the. primary reason
for some employees concluding that their current job offered no
long=term prospects, and that they would look’ for another.

One of the few clear empirical findings was that the
affective scores of those individuals in training-related jobs
were significantly higher than all others. This could be
" interpreted to mean that adaptation in the performance dimension
required less effort and was accomplished more~readily in the
case of those whose training prepared them for the performance
dimension, allowing them to reach the end of this initial phase
of adjustment more quickly, and reflecting this achievement by a
heightened sense of self-worth, :optimism, ‘and personal well-being
generally. :

The study's findings point clearly to the importance of
employers defining, as clearly as possible, their expectations of
new employees with respect to their performance, -role in "the
organization, sources of information, and relations to
supervi'sion. They point with equal clarity to the importance of
preparing students of education for work within the formal
educational system. Students need to have rea.istic expectations
of the workplace, defined both in terms of its performance and
nonperformance aspects. -

Recommendations include replication of. the study, using
validateu aduptation measurement instruments, and a pool of
subjects more representative of the general population, including
minorities.



INTRODUCTION  ©1 = -

-A problem faced by many workers in the American labor force
is that of adapting to the demands and responsibilities cf a new
job. This would seem to be g particular problem for young
workers who change ijS more frequently than do older workers.

The results of the Buﬁeéu of Labor Statistics' current
population survey (U.S. Department of Labor 1974) indicate that
about 11.5 percent of the men and women surveyed in January 1978
had changed the kind of work they did over the past year. Only
about 9 percent reported such. Gzcgpatlanal chaﬁges in a similar
survey conducted in 1973.

Addlt;anally, the 1978 survey showed that eighteen and
nlneteen year-@lé workers had the hlghést GCLUEatanal mablllty

women. ) The rate de:reased sharmly for alder warkers. AbOut 35
percent of all workers who changed occupations over the year were
under age twenty-five, a group that accounted for only 15 percent
of all workers empioyed in January 1978.

: Desp;te stat;stlcs that Suggest that average Americans may
change jobs about five times during their lives, "6l percent of a

sample of 32,000 eleventh graders believe that persons never -
change jobs throughout: their adult life" (Pwed’ '~r Roth, & North .7
1973.) Lack of knowledge about such work . realities and

about the kinds of adjustment problems that .y be encountered
upcon entering a new job may cause young workers considerable
difficulty and frustration.

_ Schools can play an important part in prepar.ing youth to
deal with changes in jobs and work situations and in developing
skills and abilities that are useful in different settings. In
order to aid schocls in tlieir efforts to better prepare. youth for
work, answers are needed tonguestions like ‘the following: What
are the major aspects of jobs and work settings that are:common
to different jobs and that affect successful job entryand
adjustment? What adjustment problems are encountered during the
initial employment period? What strategies and approaches are
used by young adults to adapt to various situations and demands
encountered in new jobs? What factors chavacterize individuals
who achieve different levels of adaptation?

This study was conducted in order to address some of these
guestions and to develop a better understanding of the concept of
occupational adaptability.

a1



DESIGN QF THE S5TUDY _

Dbjectives of the 5t udy

1

The study was exploratory in nature and scught useful
insights into thé processes and outcomes of adaptation to work.

Several factors directed that -the study be exploratory and
largely descriptive. One was the conceptual and definitional
problems regarding the measurement of adaptation and the'
attendant lack.of suitable data collection instruments. Another
was the limited time available for the project and the prospect
of a Ehlft in research priorities.” Still another was a desire to

encourdage further reseagch, rather than te¢ suggest closure’at the-

ené of the study.
* The two major obje z';ves of the study were:

l. to measure various levels of adaptation to work
(adaptive outcomes) and their .relationship to .
training and work experience variables;

2. to 1dent1fy éﬁﬂ desgrlbe the processes- (behaviors
and strategies) employed by young warkers in
adaptlng to new job situations.

' £ T
In Drd to acccmpllsh thesé twa abjectives, the stuaﬁawas

procedure that cculd be used tg regllcate the study (g
|

A comprehen51ve review of the literature (Faddis 4979) 5
- indicated that occupational adaptation is a well-grounded

theoretical concept that can be viewed from several different
perspeéectives. Adaptatl@n can be thought of as the capazity of an

individual to change so that behaviors and attitudes ccaform tc a

new or altered work environment. Alternatlvely, the capacity for

Kadaptatlcn can be directed at chanding the work environment so
that it is better adapted to the individual.

When an lﬂleldual exercises adaptive capacity, thesn
adaptation can be.described as a process consisting of the
behaviors and strategies-employed to reach an acceptable degree
of congruence with the work environment. The state of relative
congruence.bétween and individual and the (work) environment at
any given point in the perscan's life can be viewed as an cutcome
" ¢f the adaptation process. Accordingly, the dependent variable
in the study is adaptation in terms of bmth process and outcome.

i
. The 1ndependent variables selected were those perceived to
be useful in characterizing dlfferences in subjects and in their

2
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aégptatizn processes and outcomes. The specific independent

variables igc}udea the folowing:
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) participants were recruited thréugh advertisements in
neighborhood newspapers and letters of invitation mailed to
recent high school graduates, Requirements for participation

were that the individué}s be between eighteen and thirty years of

age, have less than a college degree, be employed full time, and
be working at their present job no more than nine months. All
subjects were paid an® honorarium for participating in the study.
Sixty-five subjects completed the guestionnaire phase of the
study and forty of these were selected for follow-up interviews.

partly because of the exploratory nature of the study, and
also because of the need to -have subjects who would openly '

discuss sensitive experiences we chose to use a voluntary sample. |

One of the principal reéasons for scientific sampling is to enable
generalization. However, generalization was not among the

" study's objectives and was not a major concern.' Hence the means

used to recruit the subjects was appropriate, even though the

subjects were probably not, as a group, representative of those
of their age, training, and employment experience. Because they
were volunteers, it is likely that they possessed better than
average motivation; energy, and initiative.
!
The demographic characteristics of the participants are
presented in table I. : )
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TABLE 1

DEMOGRAPHIC CHARACTERISTICS OF PAR?}CIFAN?S (N=68)

Male Female Total

Age Ranges . : ' L )

- 17-18 LN 15 - 715 - 30
19-24 . : 16 : 9 25
25-30 ‘ - 7 6 13

Pace’ .. “ '

" White s . . 33 26 59
Negro o \ 2, 2 4
Unreported : ! 3 2 5

Specific Vocational Training - . 7
With - i 26 .23 49
Without 10 Y A .17

Work . Experience (full-time 2) e
No previous experience ' 12 12 .. 24
One or more previous jcgf - _ .26 18 44 -

‘ ) Iﬁst;uments and Procedures

Five aspects of.work were péstulatéé as -areas where
‘adaptation would be required. ' These’ aspects were identified as
organizational, performance, 1ntergersanal respans;b;ilty, -and
affdctive.’ The five aS?ECtS were défineﬂ as shown belcw- '

» Organizational Aspects: Thgse aspeats ofswork related to a

. worke¥'s knowledge or compliance’ with_ Jthe formal and informal
rules, policies, regulations, prgcedures, and benefits that exist
in the Drgan;zatlénal environment not dlrectly related to the
perfcrmancefgf one's job tasks. .

Perfafmance Aspects: Those aspects of work related to th;
worker's skllls or knowledge necessary, for adequate job
performance and adjustment to changes in job: c@ntent

b}
Interpersanal Aspects: Those” aspects.of work related to
sétisfactcrg relationships with others in the work env1tanment,
ElthEr in a sgc1al or jgb=related capac1ty.‘ Such Eelatlonshlps

cammunlcatlans, and a sense @f belcnglng t@ the g:cup.

Responsibility Aspects: Those aspects Df work related tc
déslr;ng and taking on responsibility in the job, taking _ .
advantage of on-the-job training, seeking aavancement in the ]Qb
showing initiative, and so forth. -

Y

Affective Aspects: Those gspects of work related to emotions -
‘or attitudes that supply a worker with positive feelings (e.ga,
satisfaction, accomplishment) or that relate to the worker's
feelings of commitment to the job and to how that individual fltS
in. , a .
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. An instrument was constructed to measuse an individual's
‘degree of adaptation to each of the five aspects S6f work (see
appendix A for details). The instrument contained declarative
statements reflecting adaptation in each of these aspects to
which the subjects responded by indicating agreement or
disagreement. — ’ .

Additional instruments were administered because of " their
perceived relationship to adaptation. These included Rotter's
I-E scale (1966) which determines an individualis locus of.
control, the Excursion Style inventory (Hagberg & Leider 1978)
which§measures;@n%JS'preEerreﬁ style of learning, and the short
form bf the Minnesota Satisfaction Questionnaire (Weiss et al.
1966), which measures job.satisfaction. Respondents' demographic
data was also obtained. S

~'All of the abcve%instfumEhts,wereAaamihistEfed together to
the participants in group gsessions at the National Center.

An interview guide was designed to probe subjects' recent
experiences and to explicate- in great detail the subtle
variations among adaptive behaviors in Eagh of the five aspects

of work (see appendix B for details) .

The interviews were conducted by four professiocnal

" interviewers. Two-men and- two women were selected from among

riine indiviﬂu%ls wh@'agpliedzf@r the positions. . The individuals
selected had well-developed interviewing skills and extensive
experience conducting face-to-face interviews. The interviewers

reviewed and practiced using_ the interview guide prior to

starting thé interviews.

The interviews were conducted between July 7 and August 4,

1980. Ten subjects were interviewed by each of. the four »
‘interviewers ‘with each interview lasting. about an hour and a
half. The interyvievwers prepared a written narrative report, a’

~ brief summary interpretationg and an "Interview Analysis Form"

for each interview they-conducted. N X X

i

‘The data comtained in the IntEEview,Analysis F@fms were

7campiléd and analyzed. The findings from these forms* are based

on- the four .interviewers' accounting of the subjects' adaptation
needs;_respgnseg,*expectatiéns, and usefulness DE‘Fheir,tgéining
and work experiences. ' ’

) The narrative'case reports were reviewed and éhalyzed by
project staff in order to identify the various behaviors and

strategies the subjects had employed to-adapt within each of the
; v v R
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EINDINGS

The findings reported here were derived primarily from two
sources of data and information. Data from the battery of

'queet;onnelree completed.by the sixty-eight subjects supported
the findings about adaptation as an outcome.

Information derived

from the Interview Analysis Forms and the interview.narrative
reports supported- the findings about adaptation as a process.
The frequency count data from the Interview Analysis Forms
provided a descriptive profile of the subjects' adaptation needs,
responses, expectations, and usefulness of their training and
work experiences in;eéepting to the five aspects of werki

.oa

dre organized according to the ezgenl

The findings about edeptetlen as both outcome and process.

zational; performance,

Outcome

Adaptation as an

-interpersonal, responsibility, and affective aspects of work.

- Thé first objective of the study was to attempt to measure
various levels of .adaptation to work and their reletlenehlp to
S. . Relatlenshlpe between

. the six adaptation queetlenne;re scores (i.e., the total score

training and worx experience Variable

and "five subscale eroree } locus of control,

and job satisfaction

~_were, analyzed using Pearsol product-moment cOrrelation
" . coefficients, as were the feletlonehlpe emong the six edeptetlen

SCOres.

 In the

éﬁeeeeeiyeeeﬁ=£he six eﬂeptetlon scores

were treated as the dependent variables in eight analyses of

‘variance. The independent variables

(demographic,

training, and

- work experience) were coded according to the scheme glven belew.

- older.,

Sex: Male versus female.

‘Time on current’ jeb. Three months or less,

=

Age: Nineteen years old -and younger versus 20 years old and

more than three

threugh 5ix menthe, or more than six through nine months.

. Number of previous jobs: Nene,

_versus one. or more previous jebe)

Previeueﬁ;xeining: Yes or no.

H

Training -related to eurrent ij.r

one, ez more than one (In a
‘subsequent enelyele, the variable was dichotomized into none

Yes or no.

(This variabje

was determined by examination of the-individual's report of the
type of,previous training and the type of job eurrently held

Slm;lerlty was determined by a panel

of raters)-

Y



Learnlng style type: Enthusiastic, practical, logical, or
imaginative as determined by the Excur51on Style inventory.

LY -

= F}%xibili%y. Flexible learning style versus inflexible
learning style. (This was also determined by scores on the
Excursion Style inventory.) Individuals scoring in the extreme
corners of the learning style quadrants were termed "inflexible"-
Individuals scarlng in the centrail poftlons of the learning style

quaﬂrants were termed "flexible®, ‘ :

€

{

Résults

measures - and flndlngs. The tctal aﬂaptatlon scores’ ranged from
242 to 165 with a mean of 204.4 and a standard deviation of 15.86
with sixty-eight cases counted. The total ‘adaptation store and
the. five subscale scores are hlghly intercorrelated.

Significance levels are given in parentheses. The interpersonal,
affective, and organizational subscales appear to be highly.
intercorrelated as are the performance, affect;ve, and
responsibility subscales. All subscales are hlghly ccrrelated
with the total score as indicated in table 2. :

TABLE .2

CORRELATIONS BETWEEN .TOTAL AND SUBSCALE, SCORES

. V _Affect. ' Interp. _ Perform. Organ. __Respon. .. _
Total .8387 .6335  .6047  .6412 . ' .5694
(0.000)  (0.000)  (0.000) ~  (0.000) ~(0.000)
‘Affective .4011  ,3395 .3964  .2536
: (0.001)  (0%005) (0.001)  (0.037)
Interpersons: - : .1982 . . .4333 1596
| - ~(0.105) (0.000)  (0.194),

- perform. - . | T .1948 .6006 .

’ (0.111) -~ (0.000)
Organiz. | - , .1814
= * : (0.139)

L

ij satlsiactlan are glven in table‘B

10
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o TABLE 3.

" CORRELATIONS BETWEEN ADAPTATION SCORES AND
LOCUS OF CONTROL AND JOB SATISFACTION

Total® ~ Affec. Inter. Perf. Organ. Respon.

Locus ~ -.0320 -.0825 = ~-,1755  ,1703  =-,1154 : ,1871
7' (0.796) (0.503) = (0.152) (0.165)  (0.349) (0.127)

Satis. .6649 .7072 - . .3652 .2305 .4953 .1856
(0.000) (0.000)  (0.002) (0.050)  (0.000) (0.130)

Locus of control-is not significantly correlated with any of
the six adaptation scale scores. Job satisfaction is
significantly correlated with all adaptation scales except
Responsibility. It is relatively lowly correlated with
Perféfmanéé. ' ’ ;

In the analyses of. va:;ance, sex proved ‘to be.a significant
contributor to the variance of Performance subscale ‘scores. An
inspection ‘of cell means indicated that ‘women (x = .4033,.5.D: =
© 2.32) scored significantly higher than men (% =.38.39, S. D. =
3.17) on this s bscale. Neither age, time on gurfent ij nor.
number of previous jobs were. s;gnlf;cant gcntr;butors to the

;varlanee of adaptatlan scgres.m;h . » ’

: , Hav1ng previous training was a siganlcant gantrlbutar to

*°  the variance of Affective subscale scores. An inspection of
cell means indicated that subgects without previous tralnlng X =
54.74) scored 51gn1f1cant1y ‘higher, than subjects with previous
training (X = 54.10): Howevér, the differences appear to be too
small to be of practical significance, . Haviny training related
to. . one's current job was also a significant contributor to the
‘'variance of Affective subscale scores. Subjects with training
-related to their-current job scored significantly higher (X =
55.62) than persons without ErEVIQUS training or with tralnlng
unrelated to their current jcb (x = 52.48) . A

SIS Learn;ng style Eype was not a. s;gnlficant contributor ta the 3
variance of adaptation scale scores. . However, flexibility was a
significant contributor to the Interpersonal subscale scores. An
inspection of cell means indicated that subjects with an

. . inflexible style (X = 39.58) scored,significantly higher than
persons with a flexlble style (X = 36.69 on the Interpersonal
subscale) - : ” :

. CancluSIDns drawn frgm these analysgs’ are rep@rted in the
Ccnclu51an5 and Recgmméndatlcns Section.|

i
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Adaptaticn as a Process

This section lQDka at the findings of the Interview Analys
Forms and of the analysis of the case study interviews
themselves. The findings relate to the process of adaptation in
work--the strategies and behaviors adopted by the subjects of the
study in their attempts to adjust to the five aspects.

iﬁ;erviéw“Sub;e

Fcrty individuals were selected for ;ntELv19ws from among
the 51xty=21ght participants. = The interview subjects were
.selecyed a;cardlng to the fallaw1ng Cfltéfla‘

7

o Equal aqge ;epresentatlgn

‘0 Equal number with and witho;t formal skill training
o Equal representation of women and men

0. Equitableiinclgsiaﬁ of racial minorities

e Equal distribution between thase with and without
previous full-time jobs. .

#

a breakdawn of the Earty subje:ts by EElECtlDﬂ crlter;a
categarles is gresented in table 4. -

-~ TABLE 4

B DESCRIBTIV E CiARACTERIbTICb DF TNTERVIEW SUEJECTS

Age Raﬁge: : ] _ . Number
17-18 ' . N : ‘ 13 ,
19-24 ” ' ) R 14 .

. 25-30 - ' ' : 13 b

Formal Skill Tra;nlng,,

With ’ . 24
Without : 16
Sex:: ; P :
Male v - : 20
Female } o . 20
."Race: : SR '
‘Caucasian .= e . . 35
aAfro-American -3
Other - ’ : 1
~ Not stated 1
Work Experience: o . '
First job . ‘ v A0 -
One or lore jobs . 30
~
12



IﬂtEEV iewer ASSESSH’IEHt

%

This. section presents data prav1ded by the Interviwer
Analys;s Forms. The findings reported are directly related to
the five aspects of work used to structure the interview
‘questions. They reflect the interviewers' perceptions of the
subjects' adaptation needs and strategies. ' Salient findings are
mentioned here, particularly where two-thirds or more of the
- subjects were in agreemeht. For definitions of each aspect,
please refer  to ‘pags 7. ' .

Dtganlgatfanal aspects. A large majority (thirty-three) of
the young.workers reported a need to adapt to the organizational
features of their jobs; however, only a 'third (fourteen) of them

’ identified particular strategies they used to adapt. One subject
reported, "I just started the job, and no one told me anything.
The procedures weren't clear. One day I wore jeans and the boss’
jumped all over me. It really made me mad!" L

Althéugh eimest two-thir JS (twenty- f@ur) of the subjects had
specific expectations of the -ub, only about a th;rd\(fourtEEn)
felt tihieir expectations wer: wealized. Further, fewer than a
third (twelve) reported that their expectations for the job
contributed to their successful adaptation to work.

\

~ Almost two-thirds {(twenty=four) 'did not cite previous work
experience as helpful in adapting to the.organizational\aspects
- ¢f their naw jobs. A larger“majarity (thirty-one) similarily did
‘not find previous trvaining helpful-in adaptlng to organlzatlcnal
_35§¢ﬁt5. : S - . : ;

§ ey + Pevriormarice aspeuLs. ‘Three- f@urths (thlrty—cﬂe) of thase J

-fﬁ*EiQSQWed described a-need to adapt to the performance aspects

of tvnsir jobs, and almest: all (thirty) of these.employed.

parti glaf bt.ﬂ;églEH to meet LhGSE needs. One - Subject.descfibed
‘her atrategies foi "Read the
pradu'ii A ba*k%,,h; i : and find -
out wizi'y goine on i the rgnpany. ’

Three- Fcez* i} the subjects: had specific perf@rmance
expectations ! ot Of .these,. one-~half (twenty) felt these
exfgg?atiaqﬁ ware met, amé nineteen reported that their
Pérfﬁfﬁahgi expe;tat;cns helped them adapt to the performance
wrenents ¢f the job.  Others were hindered by them. One
thought that her: job would be stimulating and fulfilling,.’

N <35} “ter one month she felt she was 1eft with’ "large blocks of
time and nzthlng t@ do" . ,

!AlmDst three—fcutths (twenty-eight) of the subjects
déescribed their previous work’ experiences as helpful in adapting
to performance rEquigements, and most (twenty-seven) of these
identified previous tta;nlng as’ helpful. A previous student of

“
%
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sEfice practice saiﬂ,'"ﬂiéh'sghool vocational training was very
helpful."” :

: Interpersonal aspects. Two-thirds (twenty—-eight) identified
‘a need to adapt to interpersonal dimensions of their jobs, but
only slightly-over one-half (twenty-two) reported using a
particular strategy to meet an adaptation need. One woman said,
"Itye learned that it's not what you, know, but who you know. . .
learn to get to know the right people in the right departments in
‘order to get your work done."

o One-=third (thirteen) of the workers identified specific
expectations for interpersonal relationships with their coworkers
or the customers, but only five reported that these expectations
were met. One woman's experience with her coworkers was, :
"(they're) old people who don't really try to help you. . . I.

"don't like it. There is no atmosphere and no one really gets

About one-half (twenty-two) felt previous work experience
was ‘helpful in adapting to interpersonal requirements, and only
six cited previous training as-helpful. .

Responsibility aspects. Less than one-half (eighteen) of the

‘subjects identified a reed to adapt to res tonsibility features at
wotk, and the same number said that a particular strategy was

‘employed to meet an adaptation need.

~-=- = s'only seven interviewees had expectations for advancement in
their jobs and only three reported that their expectations had

¢ peen. realized at the time of the interviews. -

: Less than one-fifth (seven) of the workers cited previous
work experience as helpful to their-adaptation to the
_ responsibility aspects, and only two cited previous training as
. “~helpful. - I N v . o _ _
- Affective aspects. Almost-two-thirds (twenty-four) of the
: subjects identified a need to adapt to the affective aspects of
- % their work, while less than half (sixteen) reported a particular
. strategy to meet an’ adaptation need. A little over one-third '
. (fifteen) of those interviewed reported having specific
. expectations of the jéb, and only a fifth (eight) said their
expectations were realized. R ’

. Only one-fifth.(eight) cited previous work experience and
“one-fourth (ten) cited training as helpful in adapting to one's
-feelings about a job, or work environment. ‘

- 14




Sumizary. Most wcrkers perceived a need to adapt to the
organizational, performance, interpersonal, and affective
features of their jobs. However, only for the performance
dimension did a large majority of Wﬁrkers emplcy a strategy to
meet su:h a need.

. Specific exgectati&ns for performance -features of their
jobs, were cited by over three-fourths of the workers, but only
one-half felt these expectations were met.

} wgrkezs cited Qrev10us work experience and traln;ng as
helpful to them in successful adaptation to job performante
= features primarily. Interpersonal aspects were influenced to
some .extent by- previous work experiences. Previous training
appeared to have minimal effect on other dimensions of the job.

. This section reports the -results, in terms of adaptlve
behav1cfs and strategies, of an analysis and synthesis of the
) responses from all forty interviews. They reflect both general
~—.and spec;flc f;ndlngs that illuminate the processes by which
young_workers adapt in organizational, performance,
lnterpersanalr responsibility, affective, and other aspects of

their: ]GbS-_%%au

Qrganlzatlanal aspects. In' learning what they need tou know
about the work organization in which their jobs exist, subjects .
‘reported taking advantaye of- ar;entatlan programs or workshcps,

. manuals, "buddy" systems, and whatever other formal. information

".'or instruction the companies made available about their ‘mission,

. structure, rules, pfcceﬂures, benefits, and so forth. Such T
formal activities or materials were frequently not ‘available in
smaller businesses, in which event workers reported that they
. perceived "learning about the organization as. théir own
responsibility. Their strategies, in such cases, usually
included gleaning information 1nfcrmally from supervisors and
cawarkers, though some workers learned about unstated rules "the
hard way"-—bg mak;ng mlstakes and be;ng tegrlmanded

Infé:mal (unofficial) rules, prgcedures, hlEEarChIEE, ‘and, 80O
=fDrth,.9resentéd a greater challenge to most workers coming into -
-a new job. There was a distinct disparity between the official"

and unofficial "rules," and in many ‘instances the unofficial
‘rules_weke” m@re lmpartant when it. came to seek;ng ralses and

pramgtlonsh

H
-

ai ; Almost all of the subzects who mentioned this problem ﬂealt

with it via informal channels~-"learning the ropes" either by
asking coworkers, by observing coworkers, or by making mistakes

v =
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and subsequently béing corrected. Workers more often tried to

learn on their own--primarily by observation--than by asking
someone else in the workplace. : A

Not infrequently, both formal and informal rules,

" procedures, and the like were: inconsistent, . ambiguous, or
erratically rewarded or enforced. Workers who found themselves
in such circumstances expressed considerable frustration, but
generally seemed to cope with the problems by "keeping a low
profile". taking whatever appeared to be the safest route, or

- doing what they were told. A few workers expressed their
‘frustration to sympathetic coworkérs, and sometimes to
supervisors. Taking such problems to supervisors was not .
possible, though, in situations where inconsistent enforcement or
reward of compliance with rules was the result of supervisor
favoritism toward certain workers and not others.

Workers seemea to feel that satisfactory adjustment had a
1ot to do with having a good initial orientation, and mdst
workers recognized a need to know about the company, its
functions and activities, and how the workers fit into the big
picture. Workers also reported that they felt that starting work

_each day on time was important to adjusting to company policies
and practices--even in atmospheres of apparent flexibility,
relaxatin, and nonsupervision, and even when the workers were’
told (informally) that they did not have to be to work at the
official starting time. . ’ ' : '

performance aspects. A number of subjects felt that the

. very act of working hard helped them adjust to the performance
requirements of their jobs. . Some of the pETEDrmance=§elated A
adjustment problems they encountered included learning what was .
-~ expected and how to do the new job ‘tasks, doing unusual job tasks
(often not in the job description) or learning new ways to do old-
ones, .coping with idle time or sporadic work schedules on the
job, dealing with a great.volume or variety of job tasks-or job
tasks with unexpected complexity, physical or mental fatigue or
inefficiency, dealing with production’ quotas and standards, and
so forth. . ' T

, Vocational and skills training was perceived to be a
positive contributing factor in adjusting to the performance i~
.requirements of a job. Some subjects, though, -found that their
. training experiences had not prepared -them for many work
environment situations, such as job pressures and coworker
interactions. In some cases, the subjects had already learned to
deal with . those aspects of work in earlier jobs or experiences,
and transférred much of what they learned to the current job. In
other cases, “though, the subjects’learned by observing how theéir
coworkers handled the new or unéXxpected aspects of the job, by
asking -coworkers ‘or supervisors for help or advice, by reading

available manuals or reference materialsi~py,seeking outside
training (on their own or paid by the company), or by trial and

error. . -

. %,t» 16
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In learning to perform specific new tasks or to perform old
tasks in new ways, subjects reported that they do the following:

o Listen carefully and try to learn the task the
first time it is explained or demonstrated.

" o Do|the tasks carefully and ask for help if needed.

Refer to production bhooks or manuals.

(o}

o " 'Experiment or modify pracedufes or skills used
elsewhere to flt ‘the requirements of the new task.

- In learning to cope with idle time Dr SPDfaﬁlc work
schedules, subjects tended to chat with their coworkers or to ask
their supervisors for other work. Some filled the time by
~"looking busy" or by reading and pursuing other personal
activities. .

. In dealing with unexpected volume, complexity, or variety or
job tasks, subjects reported taking an "I can learn (or cope
with) th;S"'aEPEQaCh, trying to be patient, looking on the
situation as a challenge (rather than as a crisis), and in one
- case, being careful not to, act as though the worker "knows it
all"--which could result in getting more work than can be
handled.

In coping with physical or mental fatigue or inefficiengy
that affects job performance (and often are ‘the results of 1t),
subjects reported learning to "blow off dteam" by sharing
complaints w1th their coworkers, to exercise at home to keep
themselves in good physical condition (very important 'in ijS
"requiring either physical strength or endurance, Jr jobs’
"requiring .an attract;ve physique), by using humor, and by trying
to be "easy-going". A strategy that .was mentioned a number of
times was learnlng to structure one 's owﬁ work schedvle or job
tasks to. lessen the stress. - .

’ Dealing w1th production "quotas and standards was' an
important adjustment problem for some subjects, and they reported
a varléty of béhaVLDrs/strategles for deal;ng with this: '

<« o Be serious, systematic, careful.
o Organize your own time and resources as the, job allows.
- o Double-check your work.

o bon't socialize when the workload is heavy.

17



o Seek aid or advice cﬁkégwarke£sg
| é- Set your own goals and priéfities as the job allows.
) Figure out ﬁew,-méfe efficient ways to do the task.
» Interpegsgnai aspects. The importance of learning to get
along with and work with coworkers, supervisors, clients, and

_ subcontractor personnel was repeatedly stressed by nearly all of
"\ the subjects interviewed. Subjects who could not relate to

toworkers (usually because of age, socioeconomic, or motivational

differences) were unhappy in the work situation. 1In fact, many
subjects reported feeling that they had adjusted to the new job
when they "felt accepted" by their coworkers. While in many -
cases supervisors were seen as extensions of the company /(so that
doing a good job for the supervisor was tantamount .to doing a '

' good job for the company,) supervisors were ‘also sometimes seen
as coworkers, resources, allies, and obstacles. A number of
workers reported difficulties in adjusting to supervisory styles
that -conflicted with the workers' own attitudes, values, or work .

" styles. ’ :

_ The_subjects reported a great variety of behaviors and
strategies they used to cope with the interperscnal demands of -
their new jobs. While there is some overlap in.strategies, the
"who" (coworkers, supervisors, or clients) seemed to make some’

- differences in how the workers pursued,adaptation. ‘It is
probably safe te say that the different groups, having differing
relationships and expectations that affect the workers, o
consequently produce different attitudes (and thus ‘behaviors)
among the subjects. i - - ’ . :

In deéling with ggwérkersi subjects reported using the .

following types of behavior:

o Socialize with coworkers on the job. : . :

, o Sgcialize with,céwcrkefsreutsiée the job; cultivéﬁé
= " friendships with liké-minded persons.
o P PO

n some cases, not socializing with coworkers outside of
rk was also a favored strategy.) g :

(1
.+ WO

%

"0 Avoid unpleasant or unpopular coworkers.

o0 Tolerate coworkers y@u,dan‘t‘likeg if you can't
" avoid them.’

éAEDDPéfétiV€g and ask for hel? if'youfnééd it.

fo]
(3]

o Slow down your own work pace or .lower your production .
' standards to accommodate coworkers (this was specifically
-mentioned by four different interviewees) . :

23 Co :_ o
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© Mind your own business, keep yéuf personal life private. .

£

- In dealing with supervisors, the following strategies were
reported: ; ) '

o] Eultlvate friendships with those who can be of benefit to

you. o

o 'Swallow anger, resentment; resign yourself to the fact
that "the boss 1is the boss”.
K. Don't take sick leave, don't come in late.

ke Iake On extra wcrk be cooperative

. .0 Stay “coDl;“ analyze a conflict situation rather than
T . acting on impulse. . : :

o Ask coworkers ﬁorainformatian,,édvice, support in dealing
with supervisor(s). .

o Put on a "fake attltuae“ when necessary.

o Try, tQ get to know- the supervisor(s) d any important -
* people gonnected with him* or her. '

In dealing with cllents and subcgntractors, the following
were re&gmmended-

o Usg (tEansfer) communications and social skills from
previous jobs,  training or experience.

“"Take’ the attitude that there are a lot of crazy people in”
the world and you must try to cope with. them.

0

o Know about and belleve in the cmmpany = praducts or
services. -

. d'*Warn cllents ahead of time if some th;ngs can't be done
~as they wish.

o Le&arn to fit materlals or -set-ups to the "specs" of each '
. client or subcantractar. o . -
Generally, the: subjec regcrted recagnlzlng that coworkers,
" supervisors, and clients have interdependent relaticonships, and
SO annoyances “must ‘be masked. - Getting along with coworkers, in
particular, affects you whether you care about the job or not.
Getting along in a small shcg is especially important. Differing
=att;tudes on gglltlcklng ‘Were expressed, and there was some

-l
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taward sugerv1sars. FDE some of the young wofkers, 259221ally
those experiencing a full-time work environment for the Elrkt
time, interpersonal aspects of the jobs (such as the need E&g@
teamwork, for dealing with disagreeable coworkers, supervisor

or clients; getting used to authorities .other than parents and
teachers, ygetting assistance from Gthers, and so forth) seemed to
represent the most difficult patt of adijusting in the wcrka
,envlrénment. .

&

. Resggnshb;llty asgects. Adjustment problems related to.
responsibility were reported to include: getting involved with
the job or -"proving! yourself, making use of training
opportunities, dealing with the feeling of being "at the bottom -
of the heap,” gettlng ahead, getting raises, and so forth. The
subjects reported a wide variety of strategies for caglng with
the first few of these problems, but the dominant theme seemed to
be “wcrk hard, and you willk be rewarded”.

Attitudes . toward job 1nvalvement or "prcv1ng“ yaurSelE

included 'thevfollowing: : 7 . y

.

‘o Werk hard, do your best, be produ ve.
o Be flexible;.
o Be reliable--orderliness, promptness, and réspcﬁsibility:r

are important pefsanal goals or habits to have in any-
thing you do. :

¥a

L

o Use the patlénce and CDOQEEEtan you learned elsewhere‘
(usually reported as emerging from home life) to adgust -
to your new responsibilities. : o

\ ' o} ,Thlngs you learn on the stteet=sb21ng “streetw1ge“=—help
& you on the job. . : - o .

£ -
~

o Don't.avoid prablems, look for help or ways to. salve
thEm! - N a

-4

o Be well organized.

Wérk aléﬁéawhen necessary; bEfinEependent;

- ‘U‘

o Develop new ideas; Sﬁggest m@ﬁé efficient pféceduresg

‘o0 Set a good example as a skilled worker, and you W1l1
be accepted and given more autharlty. SN :

é" Take on new or extra EESQDHSLDllltlES ‘when Dppagﬁunity
“allows; seek those opportunities to show your skills.

£ N L .

| | i\ !. | :ED‘i \' . '
B B Sores




Fi

- When feeling you're at the "bottom,of the heap" the following
strategiles were named as helpful: T
g" ) ) N N i = - B o T
Resign yourself to "wcrking for a living".

o Look for anathég gab whlle still working current one;
bide your time.

These strategles were named as helpful in gettlng ahead
(PerDﬁ;DDS, raises, etc.):

=

© Work hard and be reliable; be a model worker. -
* ) 7 : : . & E
o Make friends with influential persons in the -company.

o Get more formal training (on your own, if nece sary)
v : .

RN, Learn'all aspects of éhe'affice, plant, or‘business.

o Take the initiative; do extra work. S .
. ) # ) ) ., ‘ . 7
0% Stay on- the job long enough for seniority to .accrue.-
. L
o Watch and 1 té fo "aﬂvahcemeﬂt Dpﬁaftunitie:-

@ Take the lgggkatlve ta learn more on the j@b__
‘0 Watch ﬁcr Dppartunltles to dem@nstrate YOu.. kllls,

espec;ally skills needed in hlgher p051tlcns.
\ .

i
&

%? Devel@p new 1deas or procedures. ’ %

o Shgw yauf self- canfldence- use your ,pegsanality to
1mPréss important peaple. ¢

- . \ i
"o Learn to glve the appeafance of EX§ertlse and hard

~ work, because they are- as valuable as actual accom-

. plishment’,  and up§er management daesn't anw the

. dlfféfenéé.' C .
B ! ?
C AffectiVe aspects. Adjustment in the warkplace lnEVltablé
- -affects and is affected by attitudes and feellngs, and the g

attitude. méﬁtlaned ‘most often as. important in adjusting in work
was- "having a good work attitude "¢ Generally, this ‘seemed to
. flean being w;lllng ‘to work hard; and subjects seemed to think it
‘was important regaféless of how.good or bad the current job was_
felt to be.y f '




- Attitudes or feeblngs abaut oneself were also mentioned as
influencing work adjustment. Having a degree Df self-awareness,
and having good ‘feelings about oneself and one's pertormance in
the job situation were mentioned by some of the subjects. Some -
of the important attltudes toward Dneself that were mentioned

;n:luded-
¢ .Hard work glVFS ycu a sense of pELSOﬂaL prlde, —

o You have to like yourself before you can like or
be liked by others. .

o Other people make mistakes, toc, and you are just
as gDGﬂ as anyone else, even if he or she is, the
boss.

0 Bplng compet=nt and dependable~-coming in on time
and not goofing off on the job--makes you feel
good about jaurself and the job.
A -number of actual strategles (sgme of them ;nv@lved
cultivating a particular mind-set) were mentioned by subjects as
. other ways that they found to make- themselves feel gocd (or at.
least better) about their jobs:

o' Savoring parts of the job (or flndlng ‘the kind cf .
job in ‘the flrSL Plaee) that match your interests.

- o Looking at the things you've az;ompllshed in the
job and feeling good about them: reminding yourself
,that you do gacd work. °

o Relaxlng on the ij 50 you can "go w;th the flow Y.

o Playlgq the radioc: (w;ﬁh or wlthDut earplugsi.,

o oﬂpaflng your current ij w1th ch&f jObS
' (sometimes cher jobs you've had that-you dldn t
11ke )

’ ;;=-‘7-D 'Taklng advantagé of break PflVlngES.

Working .with peaple you like.

P
&
s

o Kﬁéwing ycu‘re working for a good salarys
G-iFlnﬂlng safe ways to "hlow off steam”-

y © ' Finally, a numbe; of subjects SPElelcally ment;anea using

T an effectlva strategy of -not brlnglng7th21t feelings into their
work; for them, detachment seemed "an important adaptive stance in-
canng w1th affeht;ve aspects of the work EnVernment.
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f- - Other aspeetsg One particular area of adaptive problems
that was not specifically audressed by the interviews emerged as
a kind -of by-product: dealing with problems in the overlaps of
home and work. These fell basically into two subproblems:
_ problems at work affecting home life, and problems at home
affecting work life. Where work affected home life, workers
reported such strategies (or mind-sets, in some cases) as:
"leaving work at work", inadvertently carrying their anger or
fatigue home to the family, keeping their minds on long-term

* goals while enduring the present, and taking advantage of

" _.-flexitime or choice of work shifts to allow more personal time.
Where home problems affected work, workers reported that
cancentrathg‘an the job tasks at hand to blot out the home
worries for the mament, and “enduflng the situation" were
helpful, ‘

Somé unique problems---and the solutions mentioned by the
subjects~-included if outside friends are disparaging the new
job, or dlsparaglng working in general, change friends or decide
that ‘the. job or working is what 'is right for you. 1If some parts
of the new job have painful personal aESDElatLDnS, such as
‘working. in a nursing, home after losing a parent, do your best to
~get used to it. If one! 's own parent is the supervisor, move away .
from home and live-® elsewhere, do things the parent's way at work,

or express your feelings when appropriate. (
£
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. CONCLUSIONS AND RECOMMENDATIONS -

In this final section, conclusions are presented with
respect to adaptation as both outcome and process. With regard
to the former, discussion focuses primarily on the measurement of
adaptation and on correlations of interest. The adaptation
.process 1is then discussed with respect to the aspects of work
inttially selected to describe and structure the inquiry, and
with respect to fact@rs that promote and deter the process of
adaptation.

Finally, recommendations are offered with regard to
education and employer practices that should help those seeking
to adjust to a new job, and to researchers interested ln
furtherlng study of occupational adaptation.

Adaptation as an,@utggmg

The Adaptation Questionnaire shows some promise as a
measurement instrument. It seems to measure something distinct .
from locus of control. However, it fails to show divergent
validity’when'a@rrelated with job satisfactioni In‘particular,

* ~ The subscales are highly catrelated with one another and
with the total scale score. It is possible that five subscales
are an inaccurate breakdown of the adaptation scale. Rather,
there seem to be two major factors. . One 1s represented by the
Inﬁerpersanal Afféctive, anﬂ Drganlzat;anal s;ales. The second

scales. An examlnatlcn of the 1tem§ maklng up> these scales -
suggests that the first factor contains items indirectly related
to a job, while the second factor contains items more directly
related to job performance. An actual factor analysis on a
larger sample would be the logical next step in clarifying these
findings.

. Finally, the Responsibiiity scale appears to be measuring |
the most unique characteristics. An item analysis with a larger
sample would help to'clarify. the properties of this scale.

Given the tentative nature of the Adaptation Questionnaire,
it is difficult to draw conclusions from the analyses of
variance. Interpretation of significant results is complicated
by the uncertainty of the meaning of the adaptation scores
themselves. However, two of the relationships found are worthy
of consideration. o
The flndlhg that persons with training related to their
" current job scored higher on the Affective subscale than persons
without training related to their job EQEEEES logical. Having

25
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prepared for a particular line of work and then securing employ-
ment in that line of work might establish a sense of congruence
or continuity that would enhance one's feelings about it.

Findings concerning learning style flexibility might be ex-
plained by a change in terminology. Before the data analyses
were run,.it was assumed that individuals scoring in the extreme
quadrants of the learning style inventory would be somewhat fixed
and rigid in their behaviors and that this rigzuity would be
detrimental to adjustment on the job. Thus, these persons were
labeled "inflexible," a term carrying a negative connotation.
However, given the fact that these perSons scored higher on the
interpersonal subscale, ‘it might be more appropriate to label
them "resolved" in their learning style. This term would carry
the connotation of self-confidence and maturity that might ex-
plain a higher interpersonal subscale score. Thus, "flexible"
learners may be ‘viewed as more "indeterminant" or "unresolved"
in their learning style. This may indicate .individuals who are
less self-assured and thus who have more difficulty in adjusting
to the interpersonal aspects. of their jobs.

z“_ ! : - Adaptation as a Process

These young workers on new jobs found adaptation to job

' performance a clear-and obvious aspect of adaptation to work.
Their work and training histories were perceived as obvious
links to current job performance requirements. They reported
Both a need and a capacity to adapt, and identified some strate-
gies. Few cited barriers. Théy had specific expectations which
most often were met and contributed to successful adaptation.
It seems clear that the job performance aspect of adaptation was
facilitated by realistic training and expectations.

The interpersonal aspect of adaptation was the most import-
ant factor in adjustment. Coworkers were the primary source of
information and assistance. While socializing after work was
not seen as essential, getting along on the job was. Further,
ccwarkersjneeded to be of 'a similar age. The adjustmgnt to both
coworkers land clients‘was the most individualistic of "all the
adjustments. Both family and background appeared to be very
influentiall in these.adjustments and in personal values and
attitudes.| Although the topic was not addressed directly, it
surfaced in numerous interviews. The effects of these influen-
ces were g nerally positive. The only negative effects occurred

- . when the values! and performance of coworkers were less than ex=
pected. Alnumber of respondents expressed dismay at the lack of
pr@fessi@né&ism%in their supervisors or coworkers. o

i

_ Eartigipanﬁs expressed a need for help in their educational

'EEpé:iéﬂé%é.in developing good interpersonal relations, as well

as a more realistic approach toward the.work world. For some,
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~the roles involved in tyéiéglﬂfelationships at work were diffi-
cult to comprehend, possibly because they did not duplicate those
familiar to them from their home and school situatioﬁgi

Responses to the importance of adautat;én to the orgaﬂ;za=
onal aspects of work were mixed. Knowledge of the company was
not an 1mportant or essential factor, in most cascs; 1t seemed
to be more of a late acquisition or even an afterthought. Deal-
ing with the immediate environment was important. Those Wwith
somewhat more educatlan or with work requlrlng greater skills
(higher level) seemed more interested in the organization as a
whole. * Conflicts between stated -rules or company policies and
~unofficial rules were difficult for respondents to deal with.
Similarly, mixed signals or conflicting instructions from super-
visors were also difficult to cope with. Consistency in policy
and direction results in a more ‘secure atmosphere, and conse-
quently, assists in adjustment.

ti

All of these young workers expressed a willingness and ex-
pectatlan with regard to job responsibility. Hence, adaptation
to the responsibility aspects of their new work did not seem to
pose problems except where the-employer's expectations were un-
clear, or where .their own expectations were higher than those
manifested by the performance of their coworkers. They were
eager to abide by rules (when known) and to appear in a good
light--to prove themselves. In a very short time, all became
aware of the unwritten laws and politics, and devised an amazing
catalog of strategies for coping with most situations.

The affective aspects of work actually pervaded all of the
other "categories" of the work environment, so that it is im-
possible to make clear distinctions about the sources affecting
the subjects' feelings or attitudes. Workers seemed to bring
many basic attitudes toward work (and toward themselves as
workers) into the new job that they learned elsewhere. Subjects
generally reported two, majgr strategies for coping with affective
aspects: - they minimized or “shelved" feelings (e.g., resigning
themselves to a work situation) or they reinforced former atti-
tudes toward working’ or invented new ones that allowed them to
maintain self-esteem while coping with the problematic aspects
of the job situation. :

Finally, two observations should be made concerning the
adaptation process generally. The first of these is that many
of the respondejits seemed not to recognize the value and rele-
vance of their past experiences to their current adaptation
needs. When asked directly, they were often unable to identify-
relevant experiences, but later would contradict themselves by
. notlng an area of adjustment facilitated by some previous ex-

- perience. A
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" In the case of those with prior vocational training, the
more realistic theg program was, the more successful were the
workers' job adjustments. Several of those interviewed brought
ew or better skills to the work than those already on the- job,

|

and because of their obvious expertise, coupled with a positive
personality, their advancement was rapid. Realism, however, is
relative. One individual was frustrated because practices- on
the job were "old-fashioned" and the supervisor was unwilling
to .change the way things were done. :

_Recommendations

The following réécmmeﬁdatians are éuggested primarily to
provoke further thought and discussion, and to stimulate possible
response on the parts of educators and employers. These recom-

mendations are not listed in any order of priority.

. 1. Formal education programs, to facilitate student adapt-
ation to work, should sensitize their students to the realities -
of the job environment beyond the purely performance aspects of
the job. Those persons’ who had received real-world experiences
.or information in their programs about the occupational context
found that knowledge to be helpful. '

2.' Most of the individuals interviewed were completely
unaware of many skills they had acquired in work and life ex-
periences. This lack of appreciation for one's own skills may
account for the surprise a number of individuals felt at dis-
covering they were more capable on the job than they had ex-
pected to be. Exercises should be developed and implemented to
assist students identifying their full range of skills prior to
entering the work force.

3. While most of those interviewed were able to make satis-
factory adjustments in the ‘interpersonal -domain, a number were
not.” Therefore, some assistance in the area of interpersonal
relations would be a valuable addition to the educational cur-
riculum. a ' -

4. Orientation.of new employees by their employers rariged

. from-absolutely none to well-structured programs. The more
prestigious the organization, thé better was the orientation.
All respondents felt a need to know at least the immediate rules
of protocol, procedures, and job expectations. A number were
upset at being chastised for something of which they were un--
aware. Others found the disparity between official and unofficial




expectati@ns to be disquieting. Employers in both large and
small size organizations should provide the kinds of information
.that are essential for new employees to know, and that may help
in their adaptation. ,

5. "Work hard" or “do my best" were expressions repeated
by most of those interviewed. Some were criticized by other
employees for working tQD hard. Several were unhappy at not
having enough to do. Educators and employers need to be con-
cerned about what happens to workers on the job. When does the
initial eagerness to work hard, to do one's best, wear off and
why? Employers chould seek ways to sustain this motivation when
it 41s present. Attention should be directed to those factors

" in a work environment that are deleterious to the desire to be
a productive, involved worker.
B 6. The-process of adaptation in work remains a complex”
one to describe and understand. This study, using a limited
group of subjects and an explcratory methodological approach,
has provided some insights into the nature of the adaptation
process, the factors that influence it, and potential areas of
intervention. However, tue procedures used, and particularly
the Adaptation Questionnaire for the measurement of adaptation
-@utcamei need réefinement and validation to enable replication
of the study..  In such .a study, minorities should be adequately

.. represented, and results that can be generalized should be
* sought. : ' -

7. Learning style may have some relevance for adaptation;
if so, more exact understanding of the nature of the relation-
ships involved could be of great value to educators and emplay=
ers alike. Thus, further clarification is needed.
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Adaptation Qgestiqﬁna%gg

The first task in the development of an instrument tc
explore occupational adaptability was to review the literature
for protocols appropriate for use in the present study. Criteria
upon which the review was based were that the instrument be
brief, objectively scored, and yield a score for adaptation that
would allow comparisons among individuals. Since the literature
review yielded nothing suitable for the purposes of the present
study, instrumentation and scoring procedures were developed as
described below.

Statements ©f behaviors, attitudes, or emotions were
generated that were indicative of varying levels of adaptation to
a work environment. The statements were collected, duplicates
 eliminated, and the remaining rewritten into a standard format.
The format chosen was the simple declarative statement (e.g., "I
look for ways to do my job better.") Through this.process, a
list of ninety statements was compiled. The list was reviewed
. for statements considered irrelevant to the outcomes of

adaptation, or teo objectionable for a subject to answetr.
Statements were rewri®.:in if needed. As a result of this
process, eighty statements were judged acceptable for the study.

A An examination of this list suggested that the statements

‘could be grouped into several sets of dimensions. That 1is,
adaptation as represeuted by the eighty statements appeared to be
a multidimensional casncept. Five dimensions were defined and are
listed below: ‘ ‘

1. Interpersonal. This dimension included statements
{ndicating the existence of satisfactory relationships
with others on the job, either in a social or - job-
related capacity. Examples of such relationships
are mutual support, open communications, and a sense
of belonging to the group.

2., Organizational. Statements included in this dimension
suggested knowledge. of or compliance with. formal
- and informal rules, policies, regulations, and prqy-
cedures that exist in“the organizational enfironment
not directly related to.job performance.

3. Affective. Included in this dimension were Statements
indicating that the’ job provided the worker with .
- positive feelings (e.g., satisfaction, accomplishment)
or that the worker felt committed to the job and :
wfitted in". : -
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4. Responsibility, Statements in this dimension
reflected a desire to take responsibiliiy on the
job, take advantage of on-the-job training,

advance: on the job, show initiative, and so forth.

5. Performance. These statements indicated that the
workers felt they possessed the skills and know-

ledge necessary to adequately perform the job, to
demonstrate this competence to others, to adjust
_ta*jab changes, and so forth. - ‘ .

Reviewers were then asked to assign each of the 21ghty
statements to one of the five dimensions and to indicgte whether
each statement was suitable for inclusion in an instrument _
measuring adaptation. Reviewers were also asked to note whether
an item should be positively or negatively weighted in- the
‘measurement of adaptation. Statements judgéd to be ambiguous or
- objectionable were rewritten or eliminated. 1If reviewers were in
. disagreement about the weight of a statement {positive or
negative) or about its assignment to a scale, the statement was
rewritten or eliminated. This review procedure resulted in a
~questionnaire of fifty-five statements. Ten statements:®were
- classified under each of the Interpersonal, Organizational,
Responsibility, and Performance dimensions. Fifteen statements
were assigned to the Affective dimension. -

The questionnaire was then typed in its- final form. The
fifty-five -statements were listed in random sequence on a
four-page form. The first page "consisted. of instructions for
filling out the questionnaire, using one of the following
cateyories: stronygly disagree, disagree, feel rieutral about,
agree, or strongly agree. ‘

Pilot test of the questionnaire was conducted with a
selected sample of«workers comparable to the sample to be used in
the actual study. 1In addition to completing the questionnaire,
pilot test subjects were asked to provide information concerning
‘time taken, difficulty of 'items, and general appropriateness of -
‘the questionnaire. The questionnaire was also given a final
review for readab;llty, format, and face validity. On the basis
of information obtained from these two ‘pilot tests, some items
were again rewritten or eliminated. The final version used in
the research study consisted of fifty items, one item having been:
eliminated from each af tbe five scales. (See this appendix,

pages 40-43.) ?

- Bach individual fllllng out the questionnaire was given six
;scares. ‘a total adaptation score and scores on each of the five
dimensions (i.e., subscale scores.) For positively worded items,
a "strongly agree" respanse was given a score Gf five, an
"agfee“ response was given a score of four, a "neutral" response
was given a score of three, a “dlsagrée response was given a
score of two, and a “strongly disagree" response was given a

o
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score of one. For negatively worded- items, the scoring was
reversed.

Additional Instrumentation

_Examination of the literature and consultation with
researchers in the fields of career development and vocational
‘psychology and education, generated a list of variables likely to
be useful in characterizing differences in adaptation levels.
This “list included demographic variables, personality variables,
cognitive style variables, and other work adjustment variables.

Demographic information wds collected through a data sheet
and included questions on seXx, ageé, marital status, number of
children, race, time on present job, reason for leaving last joéb,
time between ‘'last and present job, type of employment on last and
current jobs, grade level completed, number of full-time jobs*
since leaving school, and amount and type of previous training
(See this appendix, paues 37-39.) - :

control as measured by Rotter's I-E Scale (1966.) AThis

instrument consists of twenty-nine paired statements, six of

which are "filler" items and not scored. Individuals are

instructed .to select the statement in each pair which they

believe more strongly. Each pair contains an item indicating a

beliéf in an external locus of control. -The score:is the sum of
: the items selected which indicate a belief in an external Iocus

’ of control (See this appendix, pages 44-4y.) '

. The personality variable selected for study wzf locus of

Cognitive style was measured by an Excursion-Style inventory
based upon the work of David Kolb.. Individuals are presented
twenty-eight bipolar adjectives and, on a four-point scale, are
asked to indicate which adjective most closely describes them in.
learning situations. Their responses. place ‘them somewhere along
each of two perpendicular axes: a "doing-watching" axis and a
"feeling-thinking" axis. Each person is thus located in one of
four quadrants and can be described as an enthusiastic,

- imaginative, practical, or logical learner (See this appendix,
pages 51-53.) '

Finally, it seemed necessary to include a work adjustment

inventory to establish the validity of the adaptation
questionnaire, as well as to investigate. the link between this
'variable which measures work adjustment, and adaptation. For
these reasons, job satisfaction as measured by the Minnesota
satisfaction Questionnaire (MSQ) was selected as a-variable. The
short form of the MSQ .consists of twenty statements describing
various aspects of. an individual's job (e.g., "The chance to try
out some of my own ideas.") For each statement, individual are

Lad
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instructed to circle a number from one te five to indicate
whether they are not satisfied, only slightly satisfied,
satisfied, very satisfied, or extremely satisfied with that
aspect of their jobs. The sum of the twenty responses was taken

‘as a measure of job satisfaction.(See this appendix, pages 49-50.)
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L ! | PART I.. -

1. Name g , o e o o B

2.7 I am Omate O female.

3. My age at my last birthday was
4 1-émv [ sing1e f

D magrleﬂ ,

g divarcéd/separatad

{j w1dawed - ;;‘ ) .
"75. . Number of children * . ™ i ‘
. : B ¥ ¢ 1 %
6. OPTIONAL. IDENTIFICATION BY RACE IS VOLUNTARY.
T consider my racial heritage to be: :(check one only)

DBla::k L. Ch;cam: _.1 Puérta Rican .jother Hispanic National Drlgll‘] _
s D Asian- Amer;s:an National Grlgln D Amer;.can Inﬂ;an, Es%{;zfna or Aleut Déaueasiaﬂ

7. I have worked at my current ]Db for: (check one answer only) o
Q -Less than one month :l one to three months ‘
i Three to six months : six to nine months
E ‘ I left the full—timé job I had bef«:re this one because (check one answer only):

Q I found a better job. lj I was lairﬂ off. ;_] I wanteci a different job.

(]1 . : B T B o
3 Flll in I‘EEEGD i - i S ) b i i . _ ’

D This is my first full-time ]Db ' : : . : | 4‘1

S~



How méth time éassed,between leaving your last job (or school or training program)
and beginning your current job?" B :

7/

During my last full-time job, I worked at: (check one answer only)

Ej A general job,

Name the job you did (laborer, clerk, helper)

Ej A specific job, __ L o e
, Name the job you did (auto mechanic, welder, typist)

:‘ Dther

- FI11 in . D ] T
Z I have not had a full~time job before.
On my current job, I work at: (check one answer only) )
:"A general job, ‘ 7 o -
Name the ]@ you dc:: (Iaborer, clérk helper) N
ZA SPEGlflc 3@1‘3 B e _
B . Name the Job yéﬁ do (auté mechanic, welder, typist)
E:]Dthé: B e e e _

hj‘ |
[
B
=
H |
=1

At what grade level did you leave school (check one answer only)?

VEZEthEgrade . Ejgth grade [ 10th ~grade _J11th graée
[\izth grads, high school graduate. Go on o Question 13]

If.y@u left sehccl befgre graauatian, did you e%gntually gfadﬁate? {check one only)

X,

DNQ D Yés, I tcjak a h;gh school equlvalancy test\(GED or other test)
\\,
EJ Yes, I went t@ n;ght school

I:IYes, ) ) s ! o 44

Fill in .




13, 8inee leaving school, how many full-time ijS have you had? (DO NOT count your
: current jcb ) - o

: ) . | .
.14, Are you a grad;até of a high school vcéatlcnal training pr@gram? f

Etes rj[fNQ, Gé on té Questlan 15|

If yes, check below.the subje:t you studied the most  (check one answer only)

E]Refrlge:at;gn/ﬁeatlng and Air Conditioning EjEusiﬁess/foice

::JCarpéntry - , o EjéosmétalégyA
EjBr;cklaylng : - ‘ : EZIntéricr Decorating
- EJWeld%ng . ’ ‘ [ ] General Business
EjEléctrDPlGS . _ . :]cher L _7f . L
[OMachine skills . Fill in
-] p1umbing

L [jAutG Body Repair or Mechanics
Ejseneral Industrlal Arts

, ’_ZfWhat year did you graﬂuaté?

=

, f 1S; " Are ycu a graduate of a vocational tralnlng pragram that was not = part of your high
Ly . school studies (for example, a six month auto mechanics ccufse, »r a twelve month
médlcal assistant training program)? ‘

D'Yes ' D Né

If yes, check below the 5ubject you studied the most (check one answer only)

LJRefrigeratlgn/Heatlng and Air Cand;tlanlng LJBus;ness/fo;ca

;JCarpentry ~ _ [ cosmetology

'EjBrlcklaylng A ‘ :jinteriar Decorating

;JWeldlng ‘ . A ' E]Plumbing ,
[JElectronics . ‘ E : : [Jceneral Business
IMachine skills ; - [other B -
[(Jauto Body Reépair or Mechanics ‘ I Filléin

[(JGeneral Industrial Arts ‘ - : 40

©_What year aid ycu>graduate?;g

I




PART II

L

' Oon the falléwing pages are 50 statements about your job and the place where you

" work. 'To the right of éach statement are spaces EQF you to give your reaction to each

statement.

)
o

. If you stréngly agree (SA) with the statemeat, SA
mark the "GA" column like this: X

If you agree (A) with the statement, . SA
.~ mark the "A" column like this: : L

> o xw | o>

If you neither agree nor disagree with the statement, SA
" mark the "N" column like this: o
If you di’agree (D) with the statement, f ' SA A
- mark the "D" column like this: ) ; L
If you strongly disagree (SD) with the statement, SA A
mark the "SD" column like this: R

==z k=)= =

| o |xo | o | o |
[y
)

R o . ' : L : - v - -
. Please be sure to give a reaction to all of the statements, but do not spend too -
much time on any one statement. Make the first response that comes to your mind. Thank

~you for your cooperation.




13,
14,
15,

perfarmance .

Most of the peaplé I wark Wlth are happle: in their

Iam . . .

I can uSé”thgatDElS apd;equipmegt‘that my job calls

lunch time.

look forward to going to work each dafi
get along w1th the: péaple I work w;th

know most af the rules and policies of thls
7.am learning the skills I need to do my *job.

am enthusiastic about my work . . . . . .

1

get along w;th my DOSS. v v v & o o w4 .
. know the procedures that will be used-to evaluate m

l i

-I’iook for ways to do my'job better . .
I don't enjoy being w1th :o—warkers during a break or &

I fit in well where I work. . . . . . . . .

I wguldn t récammend that anyana take a gcb where
I cooperate with the Peogle I work with . .

CTHTH

get my work done on time. . . . . . . .

LN
-

like being responslble for planning my work

"I have.a hard time understanding the directions I

I know what the fringe benefits are where I wcrE.l, .

- I knaw'éngugh about wark;ﬂg where I do to be able to suggest
-.some changes. e

o ¥ ~ ~ . . ~ B
don't know how the management is organized where I work .

Stfangly '

' Agree
SA
company o
my

jobs than

for . . . -
at

get on my job . - __
I work. .- .

Strongly

Disagree

sp
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S S . ‘ E Strongly : _ Strongly--
: : ' Agree ' Disagree .

£

sA A N. D S&D

21Q I feel my work is warthwh;le_ e . Ch e e e e e e e e e e e e

22.- I'm not interested ln the cpportun1t1&s for advancement where
’ I Wka - # L] L] - - * = = H = - = L] LI = = - - = L] s L] = L] LI . o _ R &
23. T unéerstamd the wages and ﬂeﬂuctlcns on my paycheck. . . . . . . -SE .

24i My WDf]{ ;S bQL’lI’lg - = - = I = - 'i &g = = - -i = = = = = = LI N = _ R _ . _

'25. I know when I'm doing my work well e
! V ¥
26. I would like to take more responsibility.on my j0b. . « « o « o o« o __ __
~ 27. I have tréuble going to my boss with.a problem. ."' e ._;
., 28. My job is not really the kind of work I want 6 Q0. + e e e e ;Es
I know all that I need to know about the :@mpany I wark for . . . a_f L

ZI'm still not sure what needs to-be done on my job. . . . . . . . __ __ __ ___ __

) If a co-worker needs my support, I'll try vo help out . . . . . . _ - __  __ __ __
There are many parts of my job that I do not like . ! . .. . . .. __ __ __ E; .
I would like to get to know my brss b ~ter. . . ... .. .. 2 Y
I don't keep mysélf-infsrmgd about company policies L,_ . s L. . S 5
I can explain the wark I do to others who are nat familiar ‘
\w;th T S R R R DR S o
o _I\get a feeling of accomplishment from doing my job . C e e . o
'= 375 I' 1L ask questions if there is séméfhiﬁg I'm not sure about . . . gé‘ .
38. L dcﬁ“t know how to get a perQtan or raise where I work . . . .. __ _si L

39, I am 1nFérésted in the WOrk L dO. « « = « o s oa e e e s e e e e i

. As I wgr%, I' think ahead to what needs to be done next. « .v.' . . o __ __ __ '
\ . 1 . y
.\\ .
\ =5
A\ O+
\
A\ . .



Strongly _ _ _ _  Strongly
Aqfeg o Disagree

‘ | | ’ ss A N D sD
_;_41, I'd ﬁakg advantage Df.@néthéﬂjéb trainiﬁ§ to learn.to do my _ )
, job better. . . . . . . . .. . s L s e e e e e e e
42. It hasnit been easy to make friends with ‘the péc@le I work with ' , '
43, I feel I will be recognized,for the work that I do. .+ . . . . . . _ .
f 'bkeep_up with the ﬁhingsxl need to know to domy job . ... . . . - L A
" 45. I take responsibility for getting the job done. . . i..‘.;_ e e o fi

iy

'S
Wi
b

|
“;

46. What happens to the company I work for i$ important to me’ . e .
47. I enjo |
- 48.
49.
50.

enjoy being with co-workers after working hours . . . . . . . . o o

know the safety and health rules for.my job . . . . . . . . . . o

suggest different ways of doing things where I work . . . . . . R

[

trust the people I work £Or . . . . u ou Lo e e ... e e . L

CER -
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PART IIIL

Th:s part of the questionnaire is to find out the way in which certain im-
I
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erent people. Each item consists of a pair
s

of alternatives 1etteréd:§ or b. Please select the one statement of each pair (and

only ong) wr .cil you more strongly t-'lieve to be the case as far as you're concerned.

Be sure to select the one you actually believe to be more true than the one you.

Q

think you should choose or the one you would like to be true. This 1s a measure

:af‘persgnél belief; obviously there are no right or wr@ng'answersi

Your answers to the items on this inventary are to be recorded by circling the

letter (a or b) which is next to the statement.you more strongly believe to be true.

Please answer thesé items ;g;gfpilyfbut do not Speﬁd‘tgé:much time on any one

item. ' Be sure to find ah answer for every choice.

. In come instances ycu may discover that you believe both statements or neither
one. 1In such cases, be sure to select the one you more strongly believe to be the
spond to each item independently

case as far as you're concerned. Also, try to r

when making your choice; do not be influenced by your previous choices. , '

_\Sela:t the alternativeé which you personally believe to be more true.

\

1%}
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I more strongly believe that:

ii

a.

-3

No matter how hard you try,

Children get into trouble because
the;r parents punish them too much.

l(
i,

‘Many of the unhappy things in

people's lives are partLy due to
bad ;ucki

One cf the major reasons why we have
wars is because people don't take
enough interest in politics.

In the long run people get the re-

‘'spect they deserve in this world.

H

‘The idea that teachers are unfair

to students is nonsense.

Without the right breaks one cannot
be an effective leader.

tte some
people just don't likeé you,.

Her alty plays the major role in

determining one's personality..

5,

T have often f@und that what is\

going to happen will happen.

OR

OR

o

The trouble with most children now- .
adays is that their parents are too
easy with them.

People's misfortunes re

sult from the
mistakes they make, '

‘There will always be war no matter

how hard people try to prevent them.

Unfortunately, an individual's worth
often, passes unrecognized no matter
how hard he tries.

Most students don't. realize the ex-
tent to which their grades are in-
fluenced by accidental happenings.

Capable people who fail to become
leaders have not taken advantage
of their opportunities.

People who can't get others to like
n m don't understand how to get
along .with others.

Wri"’d

‘one's experiences in life
determine what they're like.:

It 1is
which

Trusting to fate has never turned
out as well for me as making a de-
cizion to take a definite course of -
action.

3,
o
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13.

17.

w

r¢ strongly believe that:

In the case of the well pzéparea’
student thcre is rarely if ever
such a thing as an unfair test.
Becoming a success is a matter
of hard work; luck has little or

‘nothing to do with it.

The average citizen can have an
influence in government de-

+When I.make plans, I am almost

certain that I can make them

o ._WOf;{

. There are certa;n peaple who are
=fjust no good.

In my case getting what I want :
has little or nothing to do with-
luck.

Who gets to be the boss .«:ften de-
pends on who was lucky enough to

be in the right place first.

As far as world affairs are con-

cerned, most ¢f us are the victims

of forces we can neither under-
stand nor control.

OR

OR

OR

OR

OR

OR

OR

OR

b. Many times exam questions tend to

be SO unrelated to course work that
studying is really useless.

Gettlng a good job depends mainly -
on being in the rlght place at the
right time.

This world is run by the few in
power and there is not much the
little guy can do abaut it.

It is not always wise to-plan too
far ahead because many things turn
out to be a matter of good or bad
fortuneianyway.

\ \

There is some good in everyhody.

Many times we might just -as well
decide what to do by flipping a
coin.

Getting people to do the rigﬁt
thing depends upon ability,.luck
has little or nothing to do with it.

By taking an active part in politi=-

cal and social affairs the peaple
can control world events.

6o



more strongly believe that:

3." a. Most people don't realizé the ex— OR b. There _eally .is no such thing as

‘tent to which their lives are con- "luck". .
- troclled by accidental happenings. '

). a. One should aiwa%s be willing to VDR.‘b. It iz usually best to cover up
admit his mistakes. ‘ one's mlstakes

). a. It is hard to know whether or not. - OR b. How many ffl%nds you have depends
a person really likes you. upon how nice a person you are.

.. .a. In the long run the bad thingg' OR b. Most misfortunes are the result of

. that happen to us ar': balanced lack of ability, ignorance, lazi-
by the ¢ood ones. ' ness, or:all three.

. a. ‘With enough effort, we can wipe OR -b. It is difficult for people to have

| Du* pclltlcal cgrruptlgn_ ; much control over the things PDll*

ticia®s do in office. .

.- a,_Sametimes I can't understand how ~ OR Db. Zhere is a direst-caﬁnegtién be-

" teachers a:;;ve at the grades ‘ tween how hard I study and the
they give. . grades T get.

. a. A good leader expects people to OR b. A good Leadeﬁ makes i? clear to
decide for themselves what thiey everybody what their jobs are.
should do. ) : : y

. a. Many times I feel that I have .- .0OR b. It is imposesible for me to believe

- little influence over the things ’ that chance or luck plays an im-
that happen to me. ' o portant rale in my life.

b. There's n@tﬁmuch'use in trying too

a. People are lonely because they OR
don't try to be friendly. - hard to please people. . If they
k '[ . - _ v l;ke ‘you, they like you. .

,
s
Do
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‘;27;

28.

ai

ai -

I more strongly believe that:

There i

is too much emphasis on
athletics i

r high school.

What happens to me is my own
doing.

Most of the time I can't under-

" stand why politicians behave the

way they do.

Team sports are an excellent way
to build character.

he

n't have

Sometimes I feel that
t rection

enough control over
my life is taking.

d
a

p- 0

In the long run the people are
responsible for bad government on
a national as well as on a local
level.

o
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The purpose of this part af the questlannalre is to tell how you feel about your
present job. - , B

Please read each statement carefully and decide how vou feal ngut the aspe:& of
your jab degcribed by the statement.

Ask y@urself: How satisfied am I with this aspect of my job? -
1 means .I am not satzsfzgd (this aspect of my job is much poorer than I would like
) it to be). ’
- 2 means I amrgnly slightly satisfied (this aspect of my job is not quite what I )
‘ would like it to be). )
3 means I am satisfigﬁ (this aspect of my job is what I would like it to be).
- 4 means I am very gatzsfzgd (this aspect of my ]Gb is even better than I expected
it to be).
5 means I am ertrémely satisfied (this. aSpECt of my job is much better than I hoped
N it could be)
v=) S— —— - S N - - — - S — _ -
, _ t For each statement
. - On my present job, this is how I feel about . . . circle a number.
. 1. The chance to be of service toothers . . . . . . . . .. .. 1 2 3 4 5
~ 2. The chance to try out some of my own ideas . . . « . . . . . 1 2 3 4 5 .
3.  .Being able to do the job without feeling it is morally
Wﬁﬂng - = ' = . - = = * = = = . = = - = = N = = = = = = = - l . 2 3 4 5
4. The chance to work by myself . . . . . . . . . . . . . .. 1 2 3 4 5
5. The variety in My WOrK . .« + « +v + o o v v v & e 0 v v o . 1. 2 3 4 5
6. The chance to tell othérs what to do . . . . . . . 1 2 3 4 5
7. The chance to make use of my abilities and skills . . . . . 1 2 3 4 .5
‘8. The social pocsition in the community that goes with job . . 1 2 '3 4 5
. 9. The wdy the company treats its employees . . . . . . . 1 2 3. 4 5
10. The personal relationship between my boss and h;%/her- _
EmplDYEES L] L] = & - 1) L] = - = = L = L] = " = H H L] L] H L] = * =" 1 2 3 4 5
Q : p \
~ bo




.k y@urself- How sattisfied am I with this aspect of my job?
1 means I am not ﬁatzsflgd (this aspect of my job is much poorer than I would like
it to be). L . : :
ans 1 am only "gslightly satisfied (this aspect ‘of my job is not qulte what I
would like it to be,.

3 ‘means I-am satis fﬂgd (thls aspect of myv job L% what I would like it to Lie).

4 meaﬂs I am'very sa tisfied (this asgect of my ij is even better than I e;pécted
it to be). S

5 means I am éztremgly sattsTZﬁd (thls asgecr of my job is much bet*er ‘than I hoped
it caula be) ' ;

w b

A

— : ’ ' , For each statement

iSE§SE esent job, thls 15 haw I' feel about . . . circle a number.

11. My ij Sécurlty . ; el e e e e e e e e e e e e e e A | 2 3 4 5
12. The amoint of pay for the work I do . & < « . . . . . 1 2 3 4 5
iB.vaThe physlcal working conditions of the job. . .~ . . . . . 1 2 3: 4 5
14. The appartunltles for advancement on ghls job . . .7, 1 2 3 4 5
15.- The campétence of my EUPEfVlEDr in mak;ng decisions . 1 2 3 4 5
_-16. Thé way my coworkers are easy to maKe friends with . . 1 2 3 4 5
S 17. The chance to make decisions on my Dwn e e e e e e A | 2 3 "4 5
18. Thé way. I am natlcea when i dc a gaad ]Db . : 1 2 3 4 5
’ié; The feeling of. accam?llshment I get from thé ]Gb C e e . . 1 2,3 4 5
: 2 2 3 4 5

20. Being able to stay busy . .. .. 0T e e e e e e

B F

C -
-
i




o about learning. As you complete this fDrm,

ou are attempting to learn something new.

If you are very much like the word(s) on the left
column like this:

mark the

on the left than those

If you are more like the word(s)
"column like this:

‘on the right, mark the

If you are more like the ward(s) on the right than those

on the left, mark the Ealumn like this:
if you are. very much 1like the wcrd(s) on the rlght,

" column like th;s

mark the

Please " be suve tD give a :eactign to all pairs of words,

Lie on any one pair.. Make the f;;st respDnSé that cdmes to your

On the following pages are pairs of words that ﬂescrlbe dlfferent ‘ways that people
think of yourself in a work situation.

How will you gyo about doing this?

> X,

[

I.wm | w |xw | w-

Hﬂ e lmun
wa:‘ﬂu I U"qu o ‘“ o

do n
mind."

. spend too n



.Takigg small stepé

. Being.quick
.Expé:iménting
,Carrfiﬁélcutiiaeas_

Chahgiﬁg ‘

™" 'Being animated

Doing

Being goal-oriented |
-’Eracﬁical
Changing as I gé o
;§inqingJ5DlutiDns

.~ Formulating answers

\.

.1&-.4~

Listening

" Reacting

Observing overall pictl
Being deliberate
Digesting

Thinking up ideas
Reméiniﬁg constant
Being reéervéd ‘
Watching

%

Being-process-oriented

.lﬂeé%

Mapping out in advance:
Identif&ing problems

Formulating questions

71
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learning\situations, I am . . .
. S5 ,
[ )
_ \ g
. \ A A

Intuitive . o )
Personally involved
Emggional

Supportive’

Eager  to discuss with.others =
Interested in-new experiences
A believer in opinion .

\ccepting . L

reeling

\ quick risk taker L
’rone to trial and error .
aople-oriented .

AL@gical

by myself

v
]
QO
1
m
i
]
_
b
w
—
<
ol
fl
o

models
A heliever in theory , ’ .

Quasticni@g

3

hinking 3 _ -
A sléw*riskstéker

Prone to planning and organizing
Taskjér;ented

Wanting facts first

 Independent

3



wguld lee to ;nterv1éw some of the péapla4whoghave=filied out -our
stlénnalre. The'iﬁtéfview will take appraxlmataly one to two hours
* you would ll]{é to p tigi-

I
phone n umber belawr

Hh
M
w

& M ¥

" Name: , - o R o

= e — = -
AR ‘ . [ N Lov : - .
--is the ‘best time to 'contact you for an. interview? .
SR D -

%

\)‘ ::u' : o ', ‘ ':x: L 7 . ' Do

{AFullText Provided by ERIC e .
- = - 2o — — — - g = £
o i




APPENDIX B

\:' : DEVELOPMENT OF THE. INTERVIEW PROTOCOL
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I rv1ew Gulde

The interview gu;de was designed to be a complete ‘booklet
for each. interview. It included four sections: (1) directions
and instructions for the interviewer, (2) questions to be asked

- 6f the interviewee, (3) an outline for writing a descrlptlve case

- report, and (4) lnteerew analysis procedures.

Sectlcn gne, 1nterv1ew Gulde Dlrect;ans, §rOVLded
information about! the research project, the reasons for using the

Space was pré%lded te enter an interviewee's identification
number, the interviewer's ldentlflcatlan number, and the place
and éate of the 1nterv;ew. :

, The secand +section, The Interview Guide, contained the:
quest;éns to be asked of th: interviewee. Questions were
. organized acccrding to the cive dimensions of work being studled.
~-The giide was structured as a way to frame the interview from
. apén;ng to ch51ng It began with 1ntEQGuEtanS and continued
l with purpose of the lnterv1ew, the interview questlans, and
_ .¢losing the lﬂtéﬁVlew. The. interview guestions were open- -ended
v and expleratgry in nature,jand were sequﬂnced to proceed from the
‘. least. threatening :uestions to those considered most threatening.
.~ The "degree of threat" determinations were made by project staff.
- The 1nterv1ew questlanslwere argan;zed in the following order:
|

. [
Warm-up, e. q.;"If I were to walk. into the place where
S L e you work, what. would I see? (These_ questions were used
T " to help the interviewee "warm-up" to the pracess of ..

" being 1ﬂt€rV1%wed ) AR . .

2., Intezpersgnal, €.g., “ch 1mpcrtant lS it to y@u to get“
help from your cGWQrkers?“ ' -

_3. =Drganizatlcn, e.g. "What ‘influence, has‘the'cémpany or:
. its- staff haé of you as you adjust—to—your job2" o

interview technique, dhd. the resg@n51b;11tlés of the -interviewer.

i

4, Affect, e. g,, "What fEEllngS that you have' interfere
with gpur work?" ;

/5 'Egspangibili;g, e.g. , "How do you get ahead in this
<4 -company?" | :
6.  Perfarmance, e.g., "In what ways did yéur training pre<
pare you for the thlngs yéu have to do on your current
:;]Qb'?" . s , I .

7. Closing Questions, e.g., "What was the most important
_ -~ thing you did on this job  that hclped you adjust
A "successfully?“




An important feature of the interview procedure was the
interviewer's option to not follow the recommended order of -
L categories or questions. For example, it became apparent during
' the pilot test that the work experience of interviewees might )
conform - nlcely to the total sequence of questlcns in section two
~ of the ;nterv1ew guide while the work experience of others might
conform to the questlcns of only one dimerision. Interviewers
were encouraged to focus their questions on dimensions that-best
" suited the 'work experiences of the interviewees. Interviewers
also had the option of. asking follow-up questions to clarify or
complete an interviewee's response. That is, each question in
the interview guide was a "core" question and usually required
the use of follow-up questions such as, "What do you mean by...," -
"What changes have-—taken vlace?", or "How often?" .These '
praéadures ‘provided flex;blllty in gatherlng information about
individual experiences. in the adaptation process.

The third section, A Descriptive Case Report Outline, was a
reporting.-guide for the interviewer. It listed four topics to be
‘discussed: (1) setting of the interview, (2) description of the
interviewee, (3) descrlgtlen of the interview, and (4) close of
the ;nterv1ew. ! _

Ll

: The‘final section consisted of two parts. The first part

. contained Interview Analysis Forms for interviewers to categorize
the comments/self-perceptions provided by each interviewee., The
second part, a Summary interpretatlon section, was used to report

the 1nterv;ew§ ,s analysis and guﬂgments of the interviewee's
. adaptation to work. .

campleted by the 1nterv1éwers 1mmed;ately fcll@w;ng the lnterv;éw

* while the information was still fresh in their minds. Project
staff believed that requ;r;ng the interviewer to complete the
descriptive repart prlcr to completing the interview analy51s
would allow the ir :erviewer to portray the interviewee's
adaptation to work in the least biased fashion. By this method,
the interviewer would be required to rethink the ;nterv;ew prior
to_ 1nterprét1ng the results.-

Three drafts of the 1nterv1ew guide were canstructed grlor
to the pilot test. ' These drafts were reviewed by National Center
staff with experience in the construction of sociological
1nterv;ew prctjcals. Bach draft was revised acc@rdlng tc ‘
rev;ewers - recommended charies lh. ) . - ',

a. item construction, e. g., changing complex words like:
s . "performing”™ to =impler words like "doing," and pro-
l A - viding clarzhy, such-as changing "to fit into this
job" to "to do ‘well in this jab"

'
!
f
!

57




b:. .layout, i.e., which questions related to: which
dimensions should_be asked first?--should Performance
: PEéEéﬂé.AfféCt?iiaﬁdJSEaEihg; - ’ ,
c. content, ‘i.e., do the questibns correspond to and
L meet the intentions of each dimension?; what other
pRy - . gquestions need to be asked?

= =

_ The pilot test version of the interview guide was
. s;ructufally very similar to the final version.

‘ o ' ‘- :

- Selection and Training of Interviewers

[ Lo -

[11]

. mhe selection and training of interviewers was critical to
the success of .the interview procedure. It was important that .

interviewers build rapport with the interviewees and be skilled

.in conducting an-interview that focused on the personal
orientation’(cognitive criteria) of the interviewees while
'processing that information within the conceptual framework of

. the, interview procedure. Project staff invited doctoral students

. and prégissiénals with experience and training in psychology,

/""" 'education, sociology, ‘and minority studies to apply for four -

: . _interviewer positions. Nine,individual% applied and were ’
“interviewed by project staff. The individuals selected had
backgrounds in counseling psychology and in education.  Two of
these. were  women and two were men. - : ‘

/" The intérviewers were selected becausé of their extensive
experience and training in ‘conducting face-to-face interviews.
Because of their extensive experience and gualifications, no
additional training /in interviewing techniques was. deemed
necessary. However, a half-day orientation session was conducted
to provide jinterviewers with an overview of the project and their
‘specific tasks. The interview booklet was also reviewed, and a
“pilot test interview and analysis. session was conducted.

5 =

t Test

Pil

o

. The pilot testfafrthe,intérview procedure and guide was.
'@’;Eénductéé by two p:cject’staff membars with extensive training
iiénd;ezpériEﬁce—iﬂzfa235:§zfgg§=;n;g£?i§ws, Each had been trained

in counseling psychology and had worked as a therapistv —Two— -
‘interviewees between the ages of seventeen -and thirty, who had

worked. less than nine months at their jobs, were selected from
the secretarial pool at the National Center. These interviewees
- were not known by the interviewers., ' - . :

4
-




 The opportunity for each interviever to practice
. interviewing under observation, and to share their,views on the
purpose and conduct of the interviews, aided in standardizing the
interview procedures. Following the interviews, the interviewees
cffered suggestlans ‘for modifying questions, and each interviewer;
.~ recommended changes. These suggestions were lnc@fpafated into -
- the flnal form of “the Interview Guide. :

" The Eilat t%st‘canfifmed that the interviews could be
completed within. ang hour and that the write-ups would resguire an
-additional three or. fDur hours.: Also confirmed was the L
expectation that the intetrviews might highlight different aspects |
of adaptation to werk.”- One pilot interview required that each '
dimension ‘be covered equally; the other focused almost entirely

on the Performance dimension. . - ‘ : _
) A * B ) N ) .‘ = ) - B . \ . :
The Interv1ew Gu;de itself is reproduced on the pages that
follow . ‘ e, .-
A gﬁ v . ) T
5 Y 3 B
) T} R , £ 5 v e = i
e ) - . . ~%
= M i s = -
g,
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Ce % e -
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ADAPTATION. TO WORK:' AN EXPLORATORY STUDY

gl L N INTERVIEW GUIDE"
T = ’ . Directi ions

. The purpose of the interview procedure is to collect

A

information. from workers about their experiences in adapting to.

new jobs. For the purposes of this exploratory stuéy, workers
£ E :

may be considered "new" if they have been wcrking at their ]GbS’::

£

E ulation for this Study has

for less than nine months. The

‘“'U

been' defined as:
o between eighteen .and thir;j years «f age;
é_ having less than a college degree;

k] -

haviné‘wgrkeé on a specific job, full-time, for

I.O‘

less than nine m@nths. : N

<

KR We are asking warkers questlgns abaut the ways they adjust

fﬁa their jobs. ~In particular.we wan_ tc ge_;yggk§;§i :

pefsPégg;ves-éf'flverd1m2ﬁ31@ns @f:w@rk.thatfmay affect,

favaréb1§rar unfavqtably, the process of a@aptatiéé icr a worker.,

These five dlEénSlGﬁS are as follows: A -

o RFORMANCE -~ 1nd1v1dual jgb peffcrmance requirements
o  §FFéCT - wcrker affect (feellngs) 7 | |
e ) xDRGANIZ;T;GNAL'—léféa"f,t orial features (p@iiéiesf
- prééééufes, rules) .

‘o RESPDNEIEILTTY - wgrkér 1n1tlat1ve,(zesman51b11;ty, .

_T: e e Y

;nteregt ‘in advancémént)

'ér_iNTERPERSDNAL - warker relatlanshlps with ‘cow orkers

£




interviewer must ask

The interview procedure is designesd to permit the

interviewer to explore with the iz erviewee the five dimensions

. above. The interview questions are written to permit problems/

successes among the five dimensions to surface. However, since
we do not know how the process of adéptation occurs, we are at a
disaaiantagé in asking questions. We cannot ask the "right"
questions in expectation of re:eiving the "right" answers.

Because cfﬂ;hé’unkn@wn (or at most, ill-defined) means by which

people aéagt to jobs, we must rely heavily on the interviewer to

explore deeply and fully the nature of ad.ptation (or the lack of
it) as perceived and experienced by the interviewee. Therefore,
the questions in the interview guide (part A) may serve as

starting points in an exploration for information. The

Wy

§?eraliﬁollswfggfqugséiénsffsq;b as ;ggse

ﬁelcwﬁfﬁqiénspre that”egchigge§tianA;sianswergdffgllys

o What are things that do/don't work?
o] When? o

:a What do you mean by « « 7

o What are some examples?

o What differences are there?

what changes have taken place?

o

o

What is most important about that?
o Where?

How often?

s}

. o ‘What past experiences help/hinder . . .7



\
It is important to note that the interviewees may lack some
of the analytical and verbal skills fequifeé to f??@ft their

1

. i
‘experiencesi The interviéwer's charge is to create a

as much and as ‘free ly as possible withaut d@m;ﬁatian\bvéthe h
\ : 4

interviewer. \

i1

b : . , . o : ;! ,
With the above information in mind, rlease review repeatedly
: . ! 4 I

the uestions in the interview guide so that ynu become very

familiar with each question and its intent. Remember that each

. question must be followed by one or more follow—up questi. s).
Part B’ contains an outline for writing descriptive case

® R\ . ! '
reports for z=ach interviewee. Please review and use ﬁhis‘gutline

: o . L, o _ ?
to wE ite a three-to-five-page descriptive report after each
'interview. o '

i

- ! Part C contains nterVLEw analysis forms which. you will use

t

.l H

p@rt and analyze the lﬂterleeE' perceptions of ine:

adaptaticﬁ process.

~ Interviewer name T ID letter .

i
\

TLaterviewee name

‘Place of .interview: - E of interview %

month day  vyear T_ o
T i . i hour of day \'
i |
S 65 . \
'.~ . E




. i INTERVIEW GUIDE
\ ~ : . .
| I. _Intraductlcns o ' \
| iII- Purpose of intetview
The purﬁéée Df'this interview is to gather infafmati@n
. that wil]l describe how people learn to ‘adjust to their jObS,
7 rially new or unf -Lllaf jobs. As scmeﬁne who has recently

m‘
[Tn] I‘U
‘ ‘ﬂ\

begun a new jcb,!yau are in’a unique position t@ﬁdesqribe how
you've begun to adjuét to your job. That's what the interview is.

f‘;aboués your experierices in staftinj'géur job and your thoughts
ébéut sLart;ng ycur job. The éﬁswers from all the peaple'we

€

interview, and we're 1nterv1ew1ng abcut Eorty people, will be

combined into a general repmrt. VNDthlng you say w;ll ever be

iaentifiedfwith y@dfp;_ffgai;gg We w;ll c@mblﬂg“all forty

lnﬁErVLEWS -and pl:k out common information. We are part of an

b
3

Qh; St te University reseazch project that is trying "to collect
information that will help Eeép;r get and keep Jjobs.

As weigo tﬁrcugh the iEtEﬁViEW,.ifvy@u have any questions
ébéut why I'm ésking Scme;particulaﬁ—tbings, please feel free to

| ask. Thls is a pretty 1nfarmal and relaxed prozesg. If there's

¥
o]

gthing you don't want to answer, just say so. The purpose of
" the interview is’ ‘to get your, 1n51ghts about what peapl do to get
through the "adjustment period" on a new job. Any questions

about that before we begin?’
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.. III. Interview

WARM_UP
*If I were to walk in;é the place where you work,
what would I see? \

*How big is it?

b

*How many people work there?

*What kinds of people. work there?

*What are tae differentijabs they might do?

*How noisy or quiet is 1it?

*What kind of place do you think it is as;avpla:e

to work?.
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*What does a person have
adjust to the job?

*What influence has the company or its staff had on you
as you adjust to your job?

*What's the most important thing you must know about/do
for the company to adjust to this job? How did you find
out about it? How did you learn to do this? How well
do you do it? _

*How ¢ the work procedures (the rules, policies, do's
and don'ts) affect you &s you adjust to your job?

*What kinds of things, qhggﬁicial but impertant, must:
you learn to adjust to your job?

NOTES :

£
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Somet imes gésPlé rely on their past experiences éa help them
them fit into jcbsg Let's talk a little bit abcuﬁ the kinds of
exgerienc;z you've had that helped §au aéjusﬁ to your current
job.

*How were the jobs you held in the past different
from this job? I

- *How were they similar?

*How have your previous job experiences influenzed vour
adjustment to your current job? Is there anything in
particular? What seems familiar in all of thuse job
experiences? - :

*In what ways did your training prepare you tor the
things you have to do on your current job? 1In what
ways a;d your training not prepare you for your
cutrent job? o

*What about y@ur previcus training has influenced your
adjustment to your current jeb? What in particular?

*What other experiences from your past have influenced
your §djustment to your current job?

NOTES:
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' PERFORMANCE (cont'd)
*What kinds of things do you do to perform your job?

*What kinds of things have been least difficult for
you to learn on this job?

*What kinds of thiﬁ§5 have been most difficult for you
to learn on this job?
=~ when? where? who?

‘*What has béen the 51ngle thlng about doing your job
that is the "hardest?

*What maﬁes it the harﬁést to do?

*What have you been doing to make (this thing) easier
to do? What other workers find this hard to do? How
do other workers make it easier to” do?

*What other things did you ‘have to learn to do thlsf§

ij successfully?

4 [

'NOTES : !
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INTERPERSONAL -

*How did your coworkers influence your adjustment
to “is job?

iy

*How important is it to you to get help from your
coworkers? |

*How do you get along with other workers?

*How do out-of-work f:iendshigs with other workers
- at ycur company affect your efforts to adjust to
- your job?
NOTES:
1
5. 5




RESPONSIBILITY

*What do you think is important to kﬂcw to get
ahead in this company?

*HQW do you get ahead in this company?
*What do you do to get ahead?

| *What kind of attitude do you think it takes to fit
\ into this job as opposed to other jobs?

*How often do you use that attitude to help you adjust
to your Jjobr |

“*What kind of person finds it easy to adjust to this jcb?

*Wwhat kind of person finds it ﬂlfflfult to adjust to
this job?

[ ,
' NOTES: :
|
!
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*What did you expéct.éf this job? What positive expec —
tations? What negative expectations?

.*Has™ this job met your eﬁ@ectaticns?

*As you have been learning your jbb, what kinds of

feelings have you had?

B,

*How have these feelings affected you? Do they help you
work better? Do they interfere with your work?

*What feelings that you have help you adjust to your job
better? _

*What' feelings that you have interfere with your work?

NOTES:




- CLOSING QUESTIONS

*What did you have to learn to be successful’at this j@b%

*What was the most important thing you did on thls job
that he]ped you adjust successfully?

*How did you know when you had adjusted?
*How long did it take? ” : /

*What kinds .of -things keep you fro: adjusﬁing'tg this job?

*What are other things you tried ta help you adjust to
P this jgb?

*what . was the most important thing (other than anythlng you
did) that helped you adjugt successfully?

NOTES:
.\‘?
; ' L 8
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IV. End of the Interview . _S

Those are all the,questiéﬁs that I have. I apéreciate

‘ your cooperation in this effort. Do you have any qgésti@%s? I
have some pape:&afk for f@u to complete so that you can get paid.
Thank vou again for the information you've gf@&iéed during this

-

interview. =
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DESCRIPTIVE CASE REPORT OUTLINE

(Three-to-five tyﬁéd pages, double-:zpaced)

/1. The Setting of Interviews

- P (where, when, description)
1I. Descrlptlaﬂ Df Interviewee
s - ) {physical, persmnallty, demeanor, accugftién; family .
ba:kgraund) .
IITI. Description of Interview ' o ! ;
g (description of interviewee's responses, focus af :

f - interview, lﬂtEerEWEE s parspectives on the pfacess

) of adaptation, flow of the interview, interviewee's
wcrkplace) :
Iv. Close of the Interview
' {how la'g as interview, description of closure)
= i
. * : ‘ =
| ,
I{ 1
i
i
| J
i
* {a& = = -
Ea *
] - J
. y
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The fo..owing pages contain.an interview analysis chart,

with a comments SECtiDﬁ, and a summary interpretation sheet. The

interview analy is chart lists‘questions for which you are to
¥ ’ T = - B

5 e

eheek “yes“ier'"ne“gfgt each of the five-dimensions of work used

3 —

in thle etudy.i If e_epe,lﬁlc dimension daee nct apply to a

peftic&”eﬂQQQeetie%, mark "NA" in the space for "not applicable."

E

For each question on the eﬁe:t,*yeu e:e to prDVlde commenee on

the comments sieet.to-clarify your answer choices. Make sure

“your comments fnéludesall the information relevant :to the
N =3 : '
. uneetlcm and the five dlmenalans of wDrkJ

Once you've e gl ted the 1nterv1ew enalye;e ehett, cemplete

\u\

3£he summary’ interpretation sheet. This one-

@

ed

"'U
"U

{on one typ bage )

page interpretive eummety should highlight your: perceptions ;of

-

0

théf}nterv1ewee 8 edeptetlan to the new job.

/4 The intervidw- enelyere chart W11L p:ev1ee analys

information t'at can be tebuleteé, ena the summary sheet w;ll

%‘previﬂe e'quei;ﬁative!enelyele ef_the 1n;erv;ew.

¥
i - !
R
: e - /
" -
4 N N ‘SE
b s -
s . s







E

RIC

YES N

During the interview,
was a need(s) to adapt
identified by the
interviewee? .

Was a negd(s) to

-.adapt not identified

by the interviewee,
but suspected by the
interviewer?

particular

s5) employed
the interviewee to
t an adaptation
d

have specific expec-
tations of this.job?

Were these expectationg

qéalized?

Aruitoxt provided by Eic:
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&
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INTERVIEW ANALYSIS CHART

"
.

Did the interviewee's
expectations for the job
contribute to his/her
successful adaptation to
work? IR D U R S

s

8., Did the interviewee cite] B
previous training as 1 - . .
helpful? -~ . I O

. 9. Did the interviewee cite )
previous experience (not
specifically work or

. training) as helpful-? ) . ) ) -

ERIC

Aruitoxt provided by Eic:




INTERVIEW ANALYSIS CHART

Comments



Il

Comments

i
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‘, : INTERVIEW ANALYSIS

Summary lnterpzétaéiOﬁ

Directions: Please provide, on one typed page, your perceptians

of the interviewee's status regarding adjustment to hig/hér new

job. Please;highlight the critical resources he/she possesses to
adjust to or optimize the five dimensions of work that framed

this study. Be sure to consider: his/her personality

el

characteristics; work/training/personal histcries; job

requirements and environment, etc. Try to report the key factors

related to hisy/her success or failure in adepting to work. This

interpretation should be based on your perceptions and opinions.
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