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CHAPTER 1

INTRODUCTION

Many studies have examined people's need structures.

One of the most popular theories is McClelland's trichotomy

of needs (McClelland, 1951, 1955, 1971; McClelland, Atkinson,

Clark, & Lowell, 1976). McClelland differentiated his need

structure into three groups: *need for achievement (nAch),

need for power (nPow), and need for affiliation (nAff).

According to McClelland et al. (1976), nAch is a motive

which is active in people who normally take moderate risks,

want immediate and concrete feedback on their performance,

accomplish tasks because the tasks are intrinsically satis-

fying, and are preoccupied with a task until it is success-

fully completed. McClelland and Burnham (1979) characterized

nPow, the second motive, as active in people who strive for

power and feel a need to manipulate others. NPow has two

emphases. In the first, socialized power, the individual

orients his nPow towards the improvement of the organization.

Self-aggrandizement is secondary. The other emphasis is

more self-centered. People with this aspect of nPow are

typically rude, sexually exploitative, and collect symbols

of personal prestige such as fancy cars. The third motive,

nAff, relates to the need for social contact. This need



emphasizes the importance of drawing near, cooperating, and

remaining loyal to another person who is seen as similar to

oneself and a friend (Murray, 1938). In addition to

McClelland's own research on the theory (McClelland, 1969,

1971, 1972, 1975, 1979; McClelland & Winter, 1969; McClelland

& Watson, 1973; McClelland & Burnham, 1975; McClelland,

Constantian, Regalado, & Stone, 1978; McClelland & Jemmott,

1980), numerous other researchers have produced studies on

the need theory. Most of the studies addressed nAch,

although some have also researched nPow (Donley & Winter,

1970; Durand, 1975; Varga, 1975) and nAff (Friis & Knox,

1972; Rotondi, 1976).

The research on nAch emphasizes three distinct areas:

the link between nAch and behavioral outcomes (McClelland &

Watson, 1973; Durand, 1975; Varga, 1975; Rotondi, 1976;

Singh, 1978), nAch as a moderating variable (Steers &

Spencer, 1977; Stone, Mowday, & Porter, 1977; Morris &

Snyder, 1979), and measuring nAch (Donley & Winter, 1970;

Friis and Knox, 1972; Hines, 1973; Steers and Braunstein,

1976; Fineman, 1977; Helmreich, Beane, Lucker, & Spence,

1978; Harrell and Stahl, 1981; Stahl & Harrell, 1981).

These groupings should not be considered definitive; they

are based on the authors' research in this area, and have

assisted in narrowing the scope of the present study. Also,

the above references should not be viewed as exhaustive;

however, they do provide a sampling of the research related
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to McClelland's need theory. The abundance of material in

this area indicates the scholarly interest and enthusiasm'

in further refining the trichotomy of needs theory.

One aspect of McClelland's need theory that has

elicited much attention is its measurement instrument: the

Thematic Apperception Test (TAT). The TAT is McClelland's

original instrument for measuring nAch, nPow, and nAff. As

a projective technique, the TAT permits an infinite number

of responses that are bounded only by the subject's imagi-

nation. The subject "projects" his/her values and thoughts

in response to a given stimulus (Anastasi, 1976). The TAT

uses ambiguous pictures as stimuli to evoke the subject's

written response (Harrell & Stahl, 1981). This ambiguity

is a central aspect of projective techniques; the subject is

normally unaware of the specific needs which he/she provides

in the written response to the stimulus, nor is he/she aware

of how the researcher will evaluate the response. Those

who favor projective techniques point to their ability to

reveal "covert, latent, or unconscious aspects of personality

[Anastasi, 1976, p. 559]."

However, the TAT and projective techniques in gen-

eral have not been without their critics. Fineman reviewed

nAch measuring instruments (1977). He placed special

emphasis on the TAT. Of 78 inter-test correlations, the

overall median correlation was 0.12. When tested for

internal consistency, the TAT produced a median correlation



of 0.32. Fineman further evaluated the TAT's stability over

time. The examination produced a correlation of 0.22 over

two weeks (1977).

In measuring TAT validity, Fineman found that of 59

reported relationships between the TAT, nAch, and perfor-

mance, only 28 were statistically significant (1977). In

conclusion, he stated that the empirical evidence cannot

justify the use of projective techniques to measure nAch

on conventional psychometric grounds (1977).

In contrast to Fineman's emphasis, Hines studied the

feasibility of nonprojective techniques in measuring nAch.

Using the Lynn Achievement Motivation Questionnaire, Hines

sampled 80 entrepreneurs, 74 engineers, 68 accountants, and

93 middle managers (1973). He concluded that this nonpro-

jective technique reflected the traditional pattern of

McClelland's model which used projective techniques (1973).

Over approximately the last decade, behaviorally-

based decision scales have gained popularity as alternatives

to projective techniques. Slovic, Fischhoff, and Lichten-

stein generated an extensive literature review on behavioral

decision theory (1977). More relevant to the scope of this

study were the studies conducted on need structure using

behaviorally-based scales. Steers and Braunstein developed

the Manifest Needs Questionnaire (1976) to measure Murray's

theory (Murray, 1938) of motivation, as refined by McClelland

and Atkinson (Atkinson, 1958). Steers and Braunstein's
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research was prompted by a need for "unencumbering yet

reliable research instruments designed to measure such needs

(1976, p. 2511." They stated that while current instruments

ignore the absence of necessary need stimuli in the subject's

environment, a behaviorally-based scale measures only those

attributes related to behavior. Using a sample of 96 manage-

ment students, one use of the Manifest Needs Questionnaire

(MNQ) resulted in highly acceptable degrees of association

between nAch and need for dominance, and moderately accept-

able degrees of association between nAff and need for auton-

omy (1976). The range for test-retest reliability was 0.72-

0.86 (1976). In a follow-on study, Steers and Spencer used

the MNQ to measure achievement motivation in job design

(1977). The MNQ was administered to 115 managers in major

manufacturing firms. Results on the influence of job design

on job attitudes within the context of organizational commit-

ment were consistent with results obtained by Steers and

Braunstein (1976).

Two more recent studies have addressed the use of

behavioral decision theory in conjunction with McClelland's

trichotomy of needs. Stahl and Harrell tested Vroom's

model (Vroom, 1964) and produced little empirical support

(Stahl & Harrell, 1981). Their research was prompted by the

conclusions of DeLeo and Pritchard that

The procedure of testing expectancy-valence
models with survey methodology seems clearly inappro-
priate given the quality of the measuring instruments
currently available [1974, p. 148],

5



and the suggestion of Mitchell and Beach (1977) and Zedeck

(1977) that expectancy theory could best be measured by

behavior-decision theory approaches in lieu of encountering

the same problems that had surfaced in other instruments.

Harrell and Stahl performed additional research on

McClelland's trichotomy of needs using a behaviorally-based

scale (1981). The instrument, a decision-making exercise

in questionnaire format, asked each subject to determine the

probability that he/she would seek a number of hypothetical

jobs (1981). Subjects were acquired from three population

groups: 347 junior Air Force (AF) officers (156 question-

naires returned), 475 scientists and engineers employed at

an AF laboratory (173 returned), and 174 nigh level AF

officers enrolled at an AF professional military education

(PME) school (95 returned). The probabilities were provided

by the researchers and ranged from 0% to 100% in increments

of 10%. The results for each subject were modeled using

multiple regression (1981). Regression analysis determined

how each subject weighted the various needs (1981).

Final results indicated that samples one and two had

significantly higher nAch than nPow or nAff. Sample three

had significantly lower nAch and higher nPow scores than the

other two samples. While recognizing that this was only a

preliminary study, the authors suggested that behavioral

decision theory had empirical merit in measuring McClelland's

trichotomy of needs. Several of the advantages which

6



surfaced during this experiment closely paralleled those

mentioned by Steers and Braunstein (1976): time to complete

the exercise was minimal (15-20 minutes), and no conscious

evaluation of the tested needs was required of the subjects.

This methodology of "capturing" the subject's decision-

making through multiple regression will be further explored

at a later point in the present study.

Another factor which could influence one's needs

levels is that of birth order. A review of the literature

indicated a strong correlation between birth order and nAch.

A study of approximately 2400 medical school applicants

revealed - significantly higher number of firstborns than

expected. The relative advantage of the firstborn and dis-

advantage of the last-born regarding medical school admis-

sion was found to increase with family size (Layman &

Saueracker, 1978). Neld, Ward and Edgar (1977) reported

similar findings when they compared 15 to 18 year old

delinquent and honor-roll boys. Middle-borns were over-

represented among the delinquents while a significantly

large number of firstborns were found among the honor-roll

students.

Given that firstborns are higher in nAch than non-

firstborns, the authors decided to investigate the possi-

bility of a relationship between firstborns and nPow.

Because of the firstborn's unique position among siblings,

this study hypothesized that firstborns would be regarded

7



as a power figure by younger siblings. Carrying the logic

one step further, firstborns should be higher in nPow than

non-firstborns.

Problem Statement

To this point, this study has provided a cursory

background of McClelland's trichotomy of needs, the original

instrument to measure the need structure and some of its

limitations, recent alternatives to projective techniques in

the area of behaviorally-based decision scales, and selected

articles which described the above concepts. With that as

a basis, this study attempted to determine the basic need

structure of AF officers enrolled in AF resident PME

schools. This study used the need structure of McClelland

as a foundation for evaluation. Having reviewed the litera-

ture on measurement of the need structure, the authors

proposed to give insight into the use of behaviorally-based

scales. In particular, we attempted to further validate

the policy capturing technique and multiple regression

methodology as implemented in the Job Choice Exercise

(Harrell & Stahl, 1981). Chapter 2 provides a literature

review on policy capturing and its relationship to the Job

Choice Exercise.

8



CHAPTER 2

LITERATURE REVIEW

Policy capturing essentially quantified the process

used by a decision maker through which informational attri-

butes (cues) were weighted and combined resulting in a

decision. Smith (1972) defined policy capturing as ".

the building of a model which, given the same information the

individual has, will accurately reproduce his judgments based

on that information." Gooch (1972) provided a more detailed

definition of policy capturing by describing it as ".

identification and quantification of the attributes that are

pertinent to a decision policy for the evaluation of these

attributes." Both researchers addressed the "actual combi-

nation of the question and the desire to produce a mathe-

matical (or heuristic) model of the judgment making process"

(Jones, Mannis, Martin, Summers, & Wagner, 1976, p. 7).

Hoffman (1960) was generally credited with develop-

ing policy capturing as a judgment-modeling approach, basing

his model formulation on the Brunswik lens model (Brunswik,

1952). More recently, Zedeck (1977) and Mitchell and Beach

(1977) suggested that the behavioral decision theory modeling

approach was the best method of investigating human motiva-

tion. This research was widely used to study human decision-

making and was concepttally linked to the Brunswik lens

9



model. The most significant advantage of this approach was

that it allowed hypotheses to be examined based on the actual

decision-making behavior exhibited by subjects rather than

on self-reports of their own behavior (Slovic & Lichtenstein,

1971, p. 655). An explanation of the Brunswik lens model is

essential to understanding policy capturing.

The Brunswik Lens Model

Brunswik's model was based on the assumption that the

decision environment provided information that was ambig-

uous and uncertain. The decision-maker interpreted this

information in a way that proved advantageous in dealing

with that environment (Beach, 1967; Slovic & Lichtenstein,

1971). Brunswik's lens model (Figure 1) represented the

manner in which human judgment and the environment interact.

The left side of the lens model depicted the envi-

ronment or state-of-the-world. The particular state of

interest was denoted Ye' This state provided a set of cues

(attributes) X1 through Xn that reflected its qualities.

The right side of the figure represented the subject, who

combined the cues to reach a judgment or decision Ys in

response to the environment. The cues served as an inter-

face between the subject and the environment and were the

means by which an individual collected information, similar

to a lens collecting and focusing light.

Typically, the cues and the corresponding environ-

mental state did not form a perfect correlation. This was

10
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because the information provided by the cues was often

ambiguous. The solid lines connecting Ye and the cues in

Figure 1 represented the various cue validities, which were

expressed as correlation coefficients rel, re2, . ., ren.

These coefficients measured the relative accuracy with

which each cue described the environment. The solid lines

connecting the cues and Ys represented cue utilization, or

how much the cues contributed to the decision. These were

measured by correlation coefficients rS1 , rs2, . . ., rsn.

Both the validity and utilization coefficients were derived

from a series of environment-decision relationships, not

from a single case.

Suppose another subject was given access to the

validity and utilization coefficients describing the pre-

vious behavior of the environment and the first subject.

How could the environmental state (Ye) and the subject's

response (Ys) be predicted, given a new set of cues? One

method involved using the coefficients to derive multiple

regression equations for these quantities:

Ye = beX + be2X2 + + beX (1)

Ys = bslX 1 
+ bs2X2 + + bsnX n  (2)

In Equation 1, the bek coefficients (k = 1 to n) represented

the optimal weights that minimized the unexplained variance

in Ye by the estimator Ye' A parallel interpretation applied

to Equation 2, for which the multiple correlation coefficient

was Rs.

12



The equations provided a means of estimating the

state of the environment and the response of an individual

to that particular state. Policy capturing concerned itself

only with the right side of the lens, the part described by

Equation 2. It employed multiple regression analysis to

calculate (capture) the cue weightings (policies) that most

closely approximated the known Ys values.

Aside from the cue weights, the regression process

provided other quantities useful in interpreting judgment

policies. One of these was the multiple squared correlation

coefficient (Rs)2 , or simply R2 . This indicated the percent

variance explained by the regression model. The higher the

R , the more accurately the model matched predicted and

observed behavior.

Another valuable quantity was the standardized re-

gression coefficient, also known as a beta weight (Maddcn,

1981, p. 342). The beta weights corresponded to the

unstandardized bsk coefficients, except that the cue valup

were rescaled so that each cue had a mean of zero and a

variance of one. This made the beta weights more convenient

to use. The equation was simplified because the regression

constant term b, was always zero. It also became simpler

to compare relative contributions of cues to the model since

their standard deviations were equal. When variables were

measured on different scales or conform to different distri-

butions, this could not be done.

13



Hoffman (1960) developed a third useful process

using the beta weights. By assigning relative weights, the

proportion of explainable variation accounted for by each

cue could be described. The mathematical relationship is:

Wi = Bi2/R2 (3)

where

Wi = the relative weight of the i th cue

Bi = the beta weight for the i
t h cue

R2 = the total variance explained by the model.

This equation assumed that the cues are orthogonal, or

uncorrelated among themselves. This stipulation was tested

during the course of our research.

Capturing Behavioral Decision Theory

Behavioral decision theory has been widely used to

study human decision-making and considered an effective

policy capturing approach. Extensive literature reviews on

the subject were found in Slovic and Lichtenstein (1971),

Kaplan and Schwartz (1975), Slovic, Fischoff, and Lichten-

stein (1977), and Hammond, Rohrbaugh, Mumpower, and Adelman

(1977). Most of the research focused upon constructing

mathematical models of the decision-making behavior exhibited

by various categories of experts (e.g., Christal, 1968;

Goldberg, 1968; Slovic, 1969; Ashton, 1974; Zedeck & Kafry,

1977; Dawes, 1979). In almost all instances, a linear model

adequately captured the relationship between an individual's

decisions and the cues used to arrive at those decisions

14



(Hoffman, 1960; Beach, 1967; Darlington, 1968; Dawes &

Corrigan, 1974; Keren & Newman, 1978; Laughlin, 1978;

Dawes, 1979).

Some of these models reflected actual decisions

individuals have reached in the course of their work while

others used hypothetical decision-making exercises. Brown

(1972) concluded that the models he constructed of subject's

decision behavior using data from an exercise did not differ

substantially from the models he constructed with data from

actual decision situations.

Stahl and Harrell (1981) have reported significant

results in testing a behavioral decision theory approach to

testing Vroom's expectancy theory and McClelland's trichot-

omy of needs by use of a Job Choice Exercise that they

developed.

Stahl and Harrell's Job Choice Exercise (JCE)

The JCE has been successfully utilized in testing

Vroom's expectancy theory (Vroom, 1964). While most pre-

vious expectancy theory studies involved self reports of

instrumentalities, valences, and expectancies which were

provided by the subjects, Stahl and Harrell provided infor-

mation and asked the subjects to arrive at a series of

decisions based on that information (Stahl & Harrell, 1981).

As a result, the manner in which the provided information

was utilized, i.e., multiplicatively or additively, was

modeled. Second, a model was derived on how each individual

15



processed the information in reaching these decisions. This

complied with Vroom's description of expectancy theory as

an individual choice model (1964, p. 22). Therefore, Stahl

and Harrell used the Job Choice Exercise to study the

research question: "Do individuals multiply first-level

valence by expectancy when deciding on effort levels as

hypothesized by Vroom's (1964) multiplicative force model?"

(Stahl & Harrell, 1981, p. 306).

Stahl and Harrell conducted four experiments which

tested Vroom's model. In the first two experiments, 68

graduate students' decisions were captured using a decision-

making exercise involving 24 hypothetical courses. Each

course was expressed in terms of three instrumentalities and

one expectancy (0, .4 or .8 in the first experiment and

0, .2 or .6 in the second). The last two experiments used

two different decision-making exercises to capture the

decisions of 89 high school and undergraduate students con-

cerning the effort exerted to get 24 hypothetical jobs.

The third experiment described each job in terms of three

instrumentalities and one expectancy (.05, .50 or .95).

The fourth experiment described each job in terms of four

instrumentalities and one expectancy (0, .3 or .6).

Factorial designs were used in all experiments to increase

the level of experimental control and to provide enough

decisions for each subject to allow individual within-person

analysis of the data. A majority of the subjects (63%)

16
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supported an additive model while the remaining 37% supported

Vroom's multiplicative force model. Stahl and Harrell

hypothesized that the two different models were attributable

to individual differences in cognitive processing of proba-

bilistic information. The research demonstrated the

theoretical, analytic and psychometric advantages of the

behavior decision theory modeling approach to testing

expectancy theory.

JCE Test of McClelland's Trichotomy of Needs

Stahl and Harrell proposed that McClelland's tri-

chotomy of needs could be more accurately measured from a

behavioral decision theory modeling approach by examining the

decision-making behavior exhibited by individuals to deter-

mine how they weighted their nAff, nPow, and nAch in arriving

at job choice decisions (Harrell & Stahl, 1981).

Three population groups were involved in the initial

validation effort-161 scientists and engineers, 149 AF

officer graduate students, and 94 management executives.

Eight hypotheses derived from McClelland's writings con-

cerning intergroup and intragroup relationships and concur-

rent validity issues were supported by the empirical data

(Harrell & Stahl, 1981).

The Job Choice decision-making exercise was designed

to eliminate the influence of factors other than nAch, nPow,

and nAff from an individual's job choice decisions. The

exercise instructions emphasized that the hypothetical jobs
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differed only in regard to the information presented about

the three decision cues. The hypotheses examined the

rationale that the weight an individual placed on each of

the three cues in arriving at a decision reflected the

strength of the person's nAff, nPow, and nAch. Since three

different information cues were used with three possible

frequencies of occurrence, each subject was required to

reach 27 job choice decisions (33 - 27, a full factorial

design). Interaction terms were not statistically signifi-

cant and consequently discarded. The resulting model was

job choice = Bi(Aff) + B2 (Pow) + B3 (Ach)

The factorial design resulted in three independent, uncor-

related variables. The average individual R2 obtained from

the regression analysis was .69 which suggested that the

subjects were reasonably consistent decision makers. Only

about 5% of the total sample was discarded as being statis-

tically insignificant. While the results of the initial

research were encouraging, Stahl and Harrell cautioned that

the behavioral decision theory approach for measuring

McClelland's trichotomy of needs should be considered a

proposed new methodology at this time. Further validation

was required and the reliability of the JCE instrument had

not been established (Harrell & Stahl, 1981). Consequently,

the consistency of the JCE measurements of McClelland's

needs was still in question.
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Conclusion

Given that the measurement of behavioral constructs

was still, at best, approximate, the policy capturing tech-

nique developed by Stahl and Harrell offered a promise of

improved reliability and validity when compared to other more

traditional measuring techniques. Aside from reliability

and validity, the new decision-making exercise possessed

other positive characteristics. It was easy to understand

and completed quickly. The subjects in Stahl and Harrell's

study were given only written instructions and completed

this self-administered test in 15-20 minutes. The tests

did not require self reports on the importance of the cues.

Consequently, the issue of whether the cues were conscious

or unconscious was avoided. (Fineman, 1977; McClelland,

1975, p. 6) All three of McClelland's hypothesized needs

were measured simultaneously using multiple regression

analysis. Finally, the job-choice scenario used in the JCE

was a realistic situation with which most subjects had con-

tended.

Hypotheses

The following hypotheses associated with this re-

search were derived from the cited McClelland references

and consultation with Dr. Michael J. Stahl. Hi/Hi scorers

are those subjects which scored above the grand mean in both

nPow (.494) and nAch (.506). Lo/Lo subjects scored below

the grand mean in both nPow and nAch.
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1. There is a positive correlation between nPow and

the number of years as a supervisor.

2. There is a positive correlation between nPow

and the number of years in the US Air Force.

3. Students in Air War College are the highest in

nPow of all groups.

4. Supervisors are higher in nPow than nonsuper-

visors.

5. Squadron Officer School students score higher

in nAff than the other two groups.

6. The proportion of Hi/Hi's in Air Command and

Staff School students is higher than students in the other

two schools.

7. The proportion of Lo/Lo's in Squadron Officers

School is greater than students in the other two schools.

8. Firstborn individuals are higher in nPow than

nonfirstborns.
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CHAPTER 3

METHODOLOGY

A total of 340 Job Choice Exercise instruments were

distributed to randomly selected Air University students.

Of the 120 instruments distributed to Squadron Officers

School (SOF), 106 were returned, one of which was rejected

due to a low R2 . Air Command Staff College (ACSC) received

120 instruments and returned 91, one of which was rejected

for a low R2 value and three were rejected because they dis-

played low variance. Air War College (AWC) returned 47 of

the 100 instruments it received, none of which were rejected.

The total sample size was 239 usable instruments. Since the

data were collected at one point in time per subject, there

was one experimental condition.

Subjects

All subjects were successful military officers (pri-

marily US Air Force) by virtue of their selection to attend

PME schools in residence. AWC, the most selective school,

was comprised of executive grade officers (Colonel and

Colonel selectees) being groomed for future top leadership

positions. ACSC represented promising middle level managers

(Major and Major selectees), while SOS, the least selective

school, was made up of junior grade officers (First Lieutenant

21



and Captain) considered lower level managers. Subjects com-

pleted the JCE in their spare time after reviewing written

instructions contained in the JCE. The randomly selected

subjects from each school were offered feedback on their

captured decision-making characteristics; otherwise they

could remain anonymous. All data matching subjects to

responses were held in strict confidence.

Information solicited as an amendment to the JCE

included grade level (0-1 through 0-7) which corresponded to

the ranks of second lieutenant through brigadier general

respectively. Actual ranks ranged from first lieutenant

through colonel. The remaining demographics are self-

explanatory and depicted in Table I.

Rank, age, sex and educational level were collected

for descriptive statistics and control purposes. A copy of

the demographics questionnaire that accompanied the JCE is

located at Appendix A.

Missing Values

Within the sample, one SOS subject omitted birth

order information. Information on length of military service

was omitted by three SOS subjects and three ACSC subjects.

Age was omitted by one SOS, one AWC and three ACSC subjects.

One SOS subject failed to specify a sex category. All cases

that had missing values were omitted from analysis.

22

LI



LO LO~ t~-
cr) 00

eq eq ,-I cq~ 0 -4
CV) r-4

eq t
02I '-4

00 2

eq -q vt

00 v00 0 r- w - 00 q

eq 0

C) eq) Vq

U )C ~0 V-1 t-40 -00
co - 0 00 O T L - 0 C)H0C)C e) v 000v V)0

co P4C)C ) ()1q c e 0 0 if) m
< C<) r- 0O

0 02)00
k0a)4 0 0

> Q) ) $4;-4 w -4

0~~~~i bo d4 0) 44

V-4 - 1 FI4 'd

.% 0 )- r-4 0 k; "WM 0 008 0p
r. ~ 0 X b4 rI- 0)0)0 H 0 .0 .00

0)boC r-,--* Q)C 0 1 4
Tio >-4 Go0$ C -

C) . 00C)~~O4Cs4Cf02~23O



Treatment of participants was in accordance with the

ethical standards of the American Psychological Association.

Instrument

The Job Choice Exercise (Copyright 1981 by M. J.

Stahl and A. M. Harrell and included in Appendix A) consisted

of 30 hypothetical jobs. Each subject was asked to make two

decisions regarding each job. The first decision concerned

the attractiveness of the job and the second decision (not

analyzed in this study) concerned the exertion of effort to

seek or avoid the job. These two decisions regarding job

preference and job choice were detailed by Vroom (1964,

Chap. 4).

Subjects were asked to assume that they were seeking

a job and that they were qualified for all jobs listed in

the JCE. All jobs were described as being exactly alike

with respect to factors such as pay and benefits, and dif-

fered only with respect to the three instrumentalities.

The instrumentalities in the JCE which were used to

describe the hypothetical jobs were based on McClelland's

"Need for Achievement," "Need for Power," and "Need for

Affiliation" (McClelland, 1975). Each of the three instru-

mentalities represented a likelihood between the hypothetical

job and the second level outcome. The three second level

outcomes were: establishing and maintaining frier 1y

relationships with others (nAff); influencing the activities

or thoughts of a number of individuals (nPow); and,
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accomplishing difficult (but feasible) goals and later

receiving detailed information about your personal perfor-

mance (nAch). Two levels of instrumentalities were offered

in the instrument: very high (95%) and very low (5%). Since

only decision A was evaluated, three instrumentalities at

two levels of measurement yielded eight hypothetical jobs

(2x2x2). Each of the eight hypothetical jobs appeared three

times within the JCE (in questions 7 through 30; questions

1 through 6 were administered for "warm-up" purposes and

eliminated from analysis) resulting in 24 responses. Since

239 subjects made one decision for each job, 5736 decision

responses were analyzed in this experiment.

Procedure

To determine the demographic mix of the sample, the

CONDESCRIPTIVE subprogram of the Statistical Package of the

Social Sciences (SPSS) was used, revealing statistical and

count data on all relevant demographic categories.

The raw JCE and demographic responses were trans-

ferred to computer cards and sent to M. J. Stahl at Clemson

University. Dr. Stahl computed beta weights for each of the

three instrumentalities (nPow, nAch, and nAff) for each of

the 239 subjects. In addition, Dr. Stahl derived each sub-

ject's internal correlation (R squared) to test for con-

sistency and determined the variance of each subject's

responses.
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Using the above data, a regression subprogram was

initially run for the basic model using SPSS (Appendix B).

YI, Y2, and Y3 were the three dependent variables represent-

ing nPow, nAff, and nAch, respectively. These dependent

variables were regressed against predictor variables X1

through X8 (see Table II for a full explanation of all vari-

ables).

TABLE II

DEFINITIONS OF REGRESSION VARIABLES

DEPENDENT VARIABLES

YI = Need for Power (nPow)
Y2 = Ned for Affiliation (nAff)
Y3 = Need for Achievement (nAch)

PREDICTOR VARIABLES

X1 = Air War College
X2 = Air Command and Staff College
X3 = one if Male; zero, otherwise
X4 = Educational Level
X5 = one if Firstborn of two o-r more children;

zero, otherwise
X = Number of years of Military Service
X7 = one if Supervisor; zero, otherwise
X8 = Number of years experience as a supervisor

In addition, pI , P2' .3 were used in the analysis

formulations below to represent the mean population weights

of the specific need being tested (nPow, nAch, or nAff) for

AWC (pI), ACSC ("2), and SOS (P3).

In testing the hypotheses proposed at the end of

Chapter 2, the full model was formulated controlling for all

26



predictor variables and compared to various restricted

models which grouped the hypothesized variables. Null and

alternative hypotheses were stated along with the test

statistic and critical region. A significance level of

= .05 was used for all tests. The following is a synopsis

of how the individual hypotheses were tested; each of the

analyses corresponds to its respective hypothesis.

Analysis 1:

H0  There is no positive correlation between Y1

and X8

H a  There is a positive correlation between Y

and X8

Test Statistic: Table of significant correlation coeffi-

cients at - = .05 and N = 239.

A correlation matrix was provided by subprogram REGRESSION

for Y1 against X8 .

Analysis 2:

H : There is no positive correlation between Y

and X6

Ha: There is a positive correlation between Y1

and X6

Test Statistic: Same as above.

A correlation matrix provided a correlation coefficient for

Y 1 against X6.
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Analysis 3:

Model: Y1 = X1 through X8 (Full Model)

Y = X3 through X8 (Restricted Model)

H : nPow is the same for all three schools

H : At least one differsa

which is equivalent to

Ho 0 l P1 =  U2 =  P3

H a  At least one i. differs

Test Statistic:

2 2
F = R-(1 - R2)/(N - k 1)

where

2= R2 for full model
2

R = R2 for restricted model
1

N = sample size = 239

k = number of betas in full model

m = difference in number of betas between full and

restricted models.

Reject H if F > Fa, VI, V2

Where V1 = df1 and V2 = df 2

Analysis 3B:

To compare the regression methodology that con-

trolled for other variables such as school, years service,

supervisory status, and birth order, we performed a ONEWAY

ANOVA and a Student-Newman-Keuls (SNK) procedure on nPow
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for each school. This analysis attempted to determine if

there was a significant difference in nPow among the three

schools (without controlling for any factors), and if so,

which school had the highest nPow.

Ho: nPow for the three schools is the same

H: AWC has the highest nPow

which is equivalent to

Ho (i) 11(j)

Ha: (i) > (j)

Test Statistic: F statistic and significance levels fur-

nished by SPSS subprogram ONEWAY for ANOVA and SNK.

Analysis 4:

Model: YI = X1 through X8 (Full Model)

YI = X1 through X6, X8 (Restricted Model)

H 0 nPow for supervisors and nonsupervisors is the

same

H a: nPow for supervisors and nonsupervisors is not

the same

Test Statistic: Same as for Analysis 3.

Rejection Region: Same as for Analysis 3.

Analysis 5:

Model: Y2 = X1 through X8 (Full Model)

Y2 = X3 through X8 (Restricted Model)

H : nAff for all three schools is the sameo

H : At least one differs
a
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which is equivalent to

H 0 : 1 2'U2 3

H a: At least one Vi differs

Test Statistic: Same as for Analysis 3.

Rejection Region: Same as for Analysis 3.

Analysis 5B:

This analysis paralleled Analysis 3B for nAff among

the three schools.

H0 : nAff for the three schools is the same

Ha: SOS has the highest nAff

which is equivalent to

H0 : (i) = (j)

Ha: '(i) >(j)

Test Statistic: F statistic and significance levels fur-

nished by SPSS subprogram ONEWAY for ANOVA and SNK.

Analysis 6:

Ho: Proportion of Hi/Hi's in ACSC i proportion of

Hi/Hi's for AWC and SOS

Ha: Proportion of Hi/Hi's in ACSC > proportion of

Hi/Hi's for AWC and SOS

Test Statistic: SPSS subprogram CROSSTABS.

Statistics are descriptive only.

Analysis 7

H0 : Proportion of Lo/Lo's in SOS proportion of

Lo/Lo's in AWC and ACSC
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H a Proportion of Lo/Lo's in SOS > proportion ofa

Lo/Lo's in AWC and ACSC

Test Statistics: Same as for Analysis 6.

Analysis 8:

Models: Y, = XI through X8 (Full Model)

Y, = X through X4 , X6 through X8

(Restricted Model)

H : nPow for firstborns and non-firstborns is0

the same

H : nPow for firstborns and non-firstborns isa

not the same

Test Statistics: Same as for Analysis 3.

NOTE: A firstborn is the firstborn of two or more children.

The final results of the above tests are outlined in

Chapter 4.

I

31



CHAPTER 4

RESULTS

Analysis of the statistical tests for the eight

hypotheses produced mixed results. In general, the results

tended to support those hypotheses subjected only to descrip-

tive analysis. However, those hypotheses which were tested

using inferential statistics generally lacked sufficient

support to reject the null hypotheses.

For Analyses 1 and 2, the SPSS subprogram REGRESSION

calculated positive correlation coefficients of 0.22602 and

0.23123, respectively. Both of these were significant at

the .05 level with the degrees of freedom = N-2 = 237. The

critical region for N = 200 was 0.138.

Analyses 3 and 5 tested the need strengths between

the three schools. AWC (n=47), ACSC (n=87), and SOS (n=105).

Using regression analysis, none of these were significant

at the .05 level. For hypothesis 3, the observed F value

with df 1 = 2, df 2 = 230 was 1.211 with a critical F value

of 3.04 (df1 = 2, df2 - 230). However, AWC did have the

highest positive correlation coefficient for nPow (.19)

and also the largest mean beta weight (0.58). A summary of

the mean beta weights for each school and dependent variable

are contained in Table III. For hypothesis 5, the observed
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F value was 0.003 with df1 = 2, df2 = 230 and a critical

F value of 3.04 with df1 = 2, df2 = 200. SOS had the lowest

mean beta weight for nAff (0.365). See Table III for a

summary of these results.

TABLE III

BETA WEIGHTS

nPow nAch nAff
Mean SD Mean SD Mean SD

AWC 0.580 0.188 0.483 0.232 0.395 0.207

ACSC 0.524 0.206 0.489 0.256 0.382 0.255

SOS 0.431 0.234 0.531 0.294 0.365 0.293

Combined 0.494 0.223 0.506 0.269 0.377 0.263

The results from the ANOVA and SNK procedure were

slightly different. For Analysis 3, the ANOVA procedure

produced an F statistic of 9.013 at a significance level of

0.0002. Therefore, at least one of the nPows differed for

the three schools using the ANOVA procedure. The SNK pro-

cedure detected further differences. The SOS mean for nPow

was significantly lower than ACSC or AWC at the .05 signif-

icance level. However, no significant differences were

noted between ACSC and AWC. The ANOVA results for Analysis

5 were consistent with the regression analysis. These tests

calculated an F value of 0.237 at a significance level of

0.7894. The null hypothesis was not rejected. The SNK
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procedure failed to differentiate between the three school

means for nAff.

The results of hypothesis 4 were very similar to the

regression results for hypotheses 3 and 5. Analysis failed

to reject the null hypothesis at the .05 level in either

case. For hypothesis 4, the observed F was 1.217 with

df1 = 1, df2 = 230 and a critical F value of 3.89 with

df I = 1, df 2 = 200.

For hypothesis 8, the observed F was 0.025 with

df1 = 1, df2 = 230 and a critical F value of 3.89 with

df1 = 1, df 2 = 230.

Hypotheses 6 and 7 were tested only on a descrip-

tive basis. As mentioned earlier a Hi/Hi or Lo/Lo scorer

was determined based upon a subject's scores when com-

pared against the grand means for both nPow and nAch. In

testing hypothesis 6, ACSC did have the highest proportion

of Hi/Hi's (29.9%). However, AWC was very close at

29.8%. SOS had 16.2% Hi/Hi's.

Hypothesis 7 better differentiated between the three

schools. SOS did have the greatest proportion of Lo/Lo's

(15.2%), followed by ACSC (13.8%) and AWC (6.4%). See

Table IV for a summary of these results.
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TABLE IV

PROPORTION OF HI/HI'S AND LO/LO'S

Hi/Hi Lo/Lo

AWC 29.8% 6.4%

ACSC 29.9% 13.8%

SOS 16.2% 15.2%
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CHAPTER 5

CONCLUSIONS AND RECOMMENDATIONS

This research attempted to further validate Harrell

and Stahl's (1981) approach for measuring McClelland's tri-

chotomy of needs. This new approach was derived from behav-

ioral decision theory and involved capturing individuals'

decision-making behavior to determine how they weighted their

nAff, nPow, and nAch in arriving at job choice decisions.

The Job Choice Exercise was used to gather the empirical

data, which were collected from successful US Air Force

officers attending leadership schools (SOS, ACSC, and AWC)

at Air University. These schools represented junior-level,

mid-level and executive-level managers, respectively.

Multiple regression, ANOVA, and the SNK procedure were used

to determine how each subject weighted the three needs in

arriving at job-choice decisions.

Conclusion of Hypotheses

While the data did not statistically support

hypotheses 3, 4, 5 and 8, the general trends supported

Harrell and Stahl's findings (1981). One possible reason

for the difference in results was that this study controlled

for many demographic variables whereas previous studies

used a basic model (Yi = BI(Aff) + B2 (Pow) + B3 (Ach) ) "
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Some of these controlling variables may have lacked the

predictive power originally envisioned or may have covaried

another predictor variable. For example, years of military

service (X6 ) would naturally correlate with the school

variables because X6 was relatively distinct for each

school. The AWC years of military service, r, with X6 was

.61. Other correlations, however, weren't nearly as high,

restoring some credibility to our original assumptions.

Most correlations were at the level of .10 or less. Hew-

ever, to test for low predictive power in the controlling

variables, we performed a ONEWAY ANOVA and SNK procedure

for hypotheses 3 and 5. While the regression analysis was

not significant for any differences in nPow between the

three schools (hypothesis 3), the above tests were able to

suggest a statistical difference between SOS (Subset 1)

with AWC and ACSC (Subset 2). These tests did not detect

a significant difference between AWC and ACSC. All other

comparisons for these two hypotheses paralleled results

produced by the regression analysis. Analysis of hypothesis

5 produced no differences between the two approaches.

While all of the inferential tests failed to confirm

our hypotheses, the descriptive comparisons indicated gen-

eral support of the hypotheses (1, 2, 6 and 7) and were in

agreement with earlier findings.

In "ttempting to determine why this study's results

differed from those of Harrell and Stahl (1981), we initially
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inferred several possible reasons. First, as mentioned in

Harrell and Stahl (1981), the Job Choice Exercise was still

a novel instrument in testing McClelland's trichotomy of

needs. Few studies have used it as a primary instrument.

Second, the reliability of the instrument had thus not been

exhaustively tested. Third, this study's methodology empha-

sized regression analysis in comparison to the paired

sample and two-sample t-tests used by Harrell and Stahl

(1981). As mentioned earlier, this study used regression

in an attempt to control for other variables.

These differences, however, did not address under-

lying similarities and positive trends between the two

studies. Harrell and Stahl (1981) used graduate students

at the Air Force Institute of Technology. Our study used

students at Squadron Officer School. Both groups were very

similar in rank (First Lieutenant and Captain), time in

service as an Air Force Officer, and age. Harrell and

Stahl (1981) concluded that nAch was the statistically

significant dominant motive for the graduate students. Our

data did not indicate that there was a significant differ-

ence, but trends in the raw data supported the conclusions

of the previous study. In our study, nAch was the dominant

motive among SOS students, although not statistically sig-

nificant (see Table III).

Similar parallels existed between the two studies in

measuring trends for nPow, although the conclusions differed.
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The previous study tested nPow as the dominant motive with-

in the management executives and against the other two

groups. The management executives were students at AWC-

the same school used in our study. Harrell and Stahl (1981)

concluded that nPow was the dominant motive within AWC and

that AWC had the highest nPow of the three schools. Although

our study did not conclude that there was a statistically

significant difference, the underlying trends were again

similar. The nPow for AWC in our data was the highest

within AWC and had the highest beta weight between the

three schools (see Table III). Results of the ANOVA and SNK

also concluded that AWC was significantly higher than SOS.

Not surprisingly, the correlation coefficient between nPow

and AWC (.19) was higher than the other two schools.

Therefore, based on the above similarities in data trends

between the two studies, we concluded that our data further

contributed to the reliability of the JCE as a viable

instrument.

The above discussion addressed reliability of the

instrument and differing methodologies. In each case, dif-

ferences between the studies were not traced to the instru-

ment itself or the different methodologies in analyzing the

results. Therefore, we concluded that the differing con-

clusions were a function of differences between the two

subject groups, and not due to methodology or instrument

reliability.
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Recommendations for Future Study

This research has served to further validate the

JCE as developed by Harrell and Stahl. However, additional

validation is necessary to refine and test this new instru-

ment. We recommend additional studies that focus on valida-

tion of the JCE. Its use in the past has been significant;

its promise for future studies depends on the enthusiasm

shared by others in testing and validating the JCE.
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APPENDIX A

JOB CHOICE EXERCISE
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AU-SCN-82-07

A JOB CHOICE

DECISION-MAKING EXERCISE

43



PRIVACY ACT STATEMENT

1. Authority: 10 USC 8012, Secretary of the Air Force, Powers, Duties,
Delegation by Compensation E.O. 9397, 22 Nov 43, Numbering System for

Federal Accounts Relating to Individual Persons.

2. PRINCIPAL PURPOSE(S): This information will be used for Air Force research

and development and educational purposes.

3. ROUTINE USES: Information provided by respondents will be treated con-
fidentially and will be used for official research and education purposes.

4. WHETHER DISCLOSURE IS MANDATORY OR VOLUNTARY AND EFFECT ON INDIVIDUAL

OF NOT PROVIDING INFORMATION: Disclosure of this information is voluntary.
The Air Force continues to improve only with your assistance to make
additional refinements in management of its resources. Your cooperation
in this effort is appreciated.
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DECISICN KMG E CISE

This decision naking exercise deals with hypothetical situations.
In this way, it simulates the job preference and effort decisions
most professional-level individuals encounter at soe point in a
career. As you complete the exercise, you should project your-
self into a hypothetical situation. Assume you are seeking a
job and you are in the process of judging a number of jobs avail-
able to you which you are qualified to fill. All of these jobs are
exactly alike in the usual attributes, such as pay, benefits, etc.
These jobs differ only in regards to the information presented to
you about three key factors. A sample job is presented below for
your advance examination before you begin the exercise.

Please notice you are asked to arrive at tt decisions in relation
to each of the hypothetical jobs presented to you. The first decis-
ion involves judging the attractiveness of the job (DECISION A).
The second decision involves judging how nuch effort you would
exert to get the particular job.

JOB X In th job, the tikeZe ocd ath a major pottion oi youA dwte4
witt invoZve

-- ztabti uh ng and rnaimai io 'Aizndty Zatinzhipz VLy
with otheu , - ......................................... HIGH (95%)

-- intZencing the activ'ZtZ or% hougtz o' a numbeV VERY
o6 ZndividuaA ...................................... .tw (5%)

--accompL.&hing di66-LcuLL' (bwt 3'.a.~ibi-e) a nd
tatet receiving detaed .n6owma.tiun abouw you, VEW
pvEronaZ pe6ormanc i.6 ................................ HIGH (95%)

DBCISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFO.MATION ASOU7 JOS X If you exert a re.at deai o6 e66o't
to get tWi job, the 7ike.Zhood tha t you will be s6cuutwZ 6
MEDIUM (50%).

DECISTCN B. With both the attractiveness and Likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.
o 1 2 3 4 5, 6 7 8 9 10

Zero effort Great effort
to get it to get it
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As you arrive at your decisions, the characteristics of the information
presented to you about each job should be kept in mind. If an event's
likelihood is Very High (95%), then it will occur in about 95 of 100
similar situations. If an event's Likelihood is Medium (50%), then it
will occur in about 50 of 100 similar situations. If an event's likeli-
hood is Very Low (5%), then it will occur in only about 5 of 100 similar
situations.

In each instance, consider the infonation presented to you and then
arrive at your judgment of the attractiveness of that particular job to
you. Circle the number under DBCISICN A which indicates your choice.
Rmember, there are no "correct" or "incorrect" choices, so follow your
own feelings.

After indicating your choice under DECISION A, examine the informtion
presented as FURTHE TNhRMNICN. Data about the likelixxod you will be
successful if you exert a great deal of effort to get the particular job
is presented here. Circle the number under DECISION B which indicates
your choice.

You should now begin to make the actual decisions, starting with Job #1.
Be careful not to skip a job; you should make decisions about each of
the jobs presented to you. 0nce again, renmber there are no "correct"
or "incorrect" decisions in this exercise, so express your true feelings
and intentions. You should work briskly without hurrying. Please complete
the exercise in a single sitting.

NOTICE: The infornation you provide will be held in strict confidence.
Your privacy will be protected.
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J0B #1 In thi& job, the WLLwood Chat a majo.t pot4on ol' you dc,4ccs
- invoZve

-- eAtabZihing and mwttainng 'tiendLLy 4teonskhip. 6
with othKe -,4 .............................................. IGH (95%)

-- indtuencZng the. ac.ti.v4Zt o"% thought6 o6 a numbeVE
o6 individuZ z ........................................... -.HIGH (95%)

-- aacomp4hi htg d~i6LSU (but 6ezibteJ goa2 and
te te ceiving, de~tied inouwtmon about youL VM
peAhofaZ pe omane ..................................... HI( (95%)

DMISICN A. With the factors and associated likelihood levels shown
above in d, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 0 1 I you exeAt a g4eat dea2 o6 e66olt
to get thi job, the ikeZihood that you be ucce6uZ is MEDIUM (50%).

DCISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 2 In thi4 job, the tikeihood thAo a majo portion o6 yout duties
wZUL invo~ve

-- eitablihing and maintaining 6.iendy xetation ip4 VM
w,, th otheA .. ..................... ......................... . .IL (5%)

-- in6btuening the acAivities o4 thought6 o6 a nwmbeL VERY
o indiv d .ua i ................ . .............................. . LOW (5%)

-- accompLikhing di6.6cuUC (but 'ea4ibte) go't6 and
LateA teeiving detaZ~ed inoAmation about youA VERY
peA.onat pe,.owa.nce ...................................... LO (5%)

DECISIN A. With the factors and associated likelihood levels shown
abov in d, indicate the attractiveness of this job to you.

-5 -4 .-3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 0 2 I you exet a great deaZ o6 efott
to get thia job, the ZidkeJwhod that you wdZ be 4uccu,6ut is VERY HIGH (95%)

DSCTSICN B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you uould exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB# 3 In tkZ4 job, the Ziket wod tht a majo% po0.tion o6 you dt¢i.6
wLU invotve

-- e.tabt.i6king and maint.ainig Aiendty 4eagton6hp4 VERY
w th o.the .............................................. J (5%)

--. n tencing the ac. .'v.Ut4 o4 thought o6 a nunbeA VEW

--actompihng didd-icuU (but 6etuibte) goaL6 and
tateA teceiving det&ited .undo'rnwion abou~t you, VM
peA o na p 6oma ci ..................................... LCW (5%)

DECISION A. With the factors and associated likelihood levels shoun
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 .+l +2 +3 +4 +5
very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB N 3 I you xet a geat dea l o6 e6ott
to get th" job, the ZletJ.hthood that you wd be Luce4sdut i M UEPIM (501).

DECISION B. With both the attractiveness and likelihood infortmation
presented above in mind, indicate the level of effort you would exert
to get this job. .

1 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #4 In thi4 job, the tiketeihood that a majot poAtion o6 you. d tie.s
wiLZ involve

-- eAtabfiaiing and maintaining 6 dti.endy eation6hip6 VEY
with othev . ............................................. HIGH (95%)

-- i)nlZuenfing the aevitie4 o% .though t o6 a numb ei VEY
o6 i'dividuat i ........................................... L w (5 %)

-- a.ceomptihing d£Zdi6uZt (but 6eaaibte) goaL and
atet receving deta&Led injormatZon about yout VEY

peuonat pev dor mnce i .................................... . HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 0 4 16 you exett a gteat deal o6 e66o't
to get thi' job, the ZihIe .wod ,that. you wi. be 6,ccaquZ . VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB #5 In th.jA job, the, tiJzeihood thw a ,majoA por.tioi c6 yoA du.t,e.6
witt invo&ve

-- e.stabtih.u19 and maia Ltng Ai endty XetaionshipV
th o ie s Z6 ...... ................................................ LOW (5%)

-- knA.cuet.e6L Oet actLvU6!A O'L thuugLL6 v6 a nwnbe.-, VERY
o6 i. cvi~duats 6~ ...................... LW (5%)

-- accompti,6h-ng diSOi'ct (buZ 6ea4bte) goaZ6 and VEY
tatet rece~.vi g deta.ieed ,nfovmatZon about yowi HIGI (95%)
pm. oywt pe j umance i .....................................

DECISION A. ith the factors and associated likelihood levels shown
abo "i=mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INrORATION ABOUT JOB d5 I yoi exvt a 9'at deaf o6 e.,ijit
to get th.s job, the Zikeldiood 'hat you w2Z be u.cc , . iz VERY LOW (55).

DESION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 6 In thW& job, the tiketihood that a major portion o6 yowt dutZa
tu. invuve

-- eatabL&Zng and maintaining 6iendly iounh.ps VERY
UaLth othe i6 ................ ................................. . HIGH (95%)

-nftuencinge .teZivities o% thought6 o6 a nunbeA
o6 Zndividuat- iz ........................................... HIGH (95%)

-- a.compi~h-ing d6if- (but 6eaibtel goa4 and
tate.tL %eceiv.tng detaited in6omaion about yout
peafonwa peAroiumnee i/ .................................... LOW (5%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER 7 VFORMATION A8OUT J08 06 IS you exvet a 9reat dea o6 e66o. - _
to get tk " job, the. TizefLod that you wiL. be ,ucce-ss6ut L VERY HIGH (95%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB * 7 In tia jub, thC. C.LkeUood that a ,majo. poUt.on o,) qout dutie.
wU invoZve

-- e s tbtizhing and maintaining 6Aiendty %etatonhp6VR
m th othe .s ......... ..................................... HIGH (95%)

-- ind&untc~g the actLvltLcu wr thuugitt of a ,itubLt
o6 individuats 16 ........................................... 1,CW (5 )

-- accompti-hing di Sicutt (but 6ea.ibte) goata and
eater teceiving detaJi ed inormation about your VERY
p on p t t ane ..................................... LOW (5%)

DEISION A. With the factors and associated likelihood levels shown
abovein mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFOR. ATION ABOUT JOB # 7 If you exext a gemt dca o6 effort
to ge.t thiu job, the LZeihood that you witL be 6ucce 66ut i' VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job. -

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 8 In th i5 job, the likelihood that a major poltion oJ you dutie,
WLU ikLVOZvL
-- utafbtshing and maintaining 6'riendZy r ionhips VERY
wi h othe i6 ..................... ........................ LOW (5%)

-- in6tuencing the activitie6 or% thought, o a number VERY
o6 .cndiv. u. . 4 .4 ........................................... L W (5%)

-- accomplishing d.L6ic ut (but 6eazibZe) goaZ4 and
eatt teceiving detailed in6ou tion about you VERY
personat pe do4mance Z6 .................................... HIGI (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORMATION ABOUT JOB #8 T6 you exemt a great deat o6 zg'o- t
to gent thAA job, the LEZE-Lood that you wdL be 6ucceu646ut i VERY HIGH (95%).

DECISIN B. With both the attractiveness and likelihood infornation
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB # 9 in cht 1 ob, c;aL & wud C tC ajo% port'On oj yuA du-.
- WuU invoi-.v
-- stxbgwh 0 and mai),.tainkg 5,rierdty ttation,6 L ip4 VERY

UZth ............................................... LDw (5%)

--in..U PLC(9 the activLt(Ae C, ' thugkt,5 u a in,t VM
oj 6 nd-.V-dUd S LS ........................................... HIGH (95%)

-- aacompia.hutg di~iuwt but 6ea.Lbl) goais and
Zatet teceying detaied in6ormnation about you. VERY
peuona l pe%6ur a e 6 ..................................... HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 4 9 I ycu exe,'t. a grtea.L deoL o6 efutt
to get .this jab, the Ua& zihood t you . be -,uccs.6u2 Z4 MEDIUM (50%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #10 In tkis job, the Uh.zkehood that a major pottion of yout dutiz
L-- Z involve

-- e,.s.bZLLh.Zng and mai.&CuLnin friendty rzationh'ips VRY
with othcls L ......................... ....... ....... .... .. .HIGH (95%)

-- inZuencLng the activie orL thoughts oJ a numbeL
oi kndividuatL is ............................................ . L1 (5%)

--acomptZh, ng di66ict (but 6easibZe) goafl6 and
/atv %ecerivtg detaiLZd in6ulimat~on about you VERY
pe-tsonat pe,%o4mance is ..................................... HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMTION ABOUT JOB 0 10 I you exe.'rt a g..e.at de Z o eff.tC
to get thiz job, the 1,dzhood that you iL U be 'a6UCea6uZ is VERY LOW (5%).

DECISICN B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to cet it
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JOB #11 In th4A job, the tketihood that a majo't potion o6 youA duatiZ
w2L invoZve

-- eatabLkhbLtg and maintaining di~endLy eatiozhip.6
wLth o.the)L i4 .............................................. HIGH (95%)

-- inZuencng the aetivZtiZa or thought o a numbeVY
o6 individuaZ4 iA ........................................... HIGi (95%)

-- accompZi.shing di.idcu.t (but deazibZe) go.e and
tateA receiving detailed inormzaton about yowtr VERY
personat pei oAomance -s ..................................... HIGi (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB #11 16 you exert a reat deat o c',f.ti
to get .thLs job, the LLtzeihood that you wiU be .succezsuZ is VERY HIGH (95%).

DECISION B. With both the attractiveness and likelihood information
presented above in mindi-ndicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 12 In this job, the &UtiJzehuod that a majorL portion o6 your dutie
wZL invoZve

-- eAtab&ishing and maintaning fSti ndl y re tionzhip6 VERY
w Lth othe 6 is & .............................................. ILW (5%)

-- in6Zuencing the attuities oAr thoughts o6 a nunbe, VERY
o6 individua 4 i ........................................... HIGi (95%)

-- ac. ompL6iung didicuZt (but feaible) goalt and
&atevA teceving detai.ed in6oArmation about your VE
peur onal petda'mOnce i6 ..................................... tC (5%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attxactiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 012 I you exeAt a great deat o6 efort
to get t;ia job, the i&kJefhood t hat you wUe be succeS46ut. i VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to cet it
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JOB #13 In th4. job, the LLke.hood t;at a major portion o' yout dutiu
wi4t invotve

-- .tabtiZhing and maintaining 6rendey rel4onh&p- VERY
with othets i6 .............................................. LOW (5%)

-- in6ZuencLng the ac.tivitiZu o% thou.ghts o a numbet VEY
oo individuaL s ........................................... L (5%)

-- accompti..hing diffic.Zt (bu-t 6eaibte) goaZ& and
tater teaziving deti.ed in.orma2tLon about you VE
peonai p t6cmance Zz ..................................... LOW (5%)

DECISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Lnattractive Attractive

FURTHER INFORMATION ABOUT JOB 0 13 if you e-xrLt a greut deal o6 e4fott
to get thwis job, the liuZLhood that you wiZ1 be suce.6ut i, MEDIUM (50%).

DECISION B. With both the attractiveness and likelihood inforation
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #14 In this job, the LikeZihood that a major pa'tton o6 youx dutiuZ
wiZinvoive

-- eAtabtishing and maintaining Sri endZy retlaoionships VEY
wi.th otheur /6 .......................... ....... ....... ..... HIGH- (95%)

-- inftuencing the activiLie or thoughts o6 a number VERY
o6 indi.vi.duat s ........................................... HIGH (95%)

-- accompl. izng difficult (but 6 Lbte) goas and
ate te eZiving detaZted infom.ation about youl VERY

peuonal peAr ormanc.e / ..................................... LCW (5%)
DECISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB #14 ' you exvt a gteat deal o e 6f'ort
to get tih job, the &ize~fhood that you wi.U be ,succ.46ui i, VERY HIGH (95%1

DECISICN B. With both the attractiveness and likelihood informtion
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB #15 In thi,6 job, -he &UkeLAJod that a major portton oi youA duZ.:A
tviu invotve

-- Utab&shing and maintaining friendty tetaton6hip6 VEY
wit othes .............................................. 11 (5%)

-- ind2aencing the activiZie o4 thought6 od a number VERY
o' ad ulividu z ia ........................................... LOW (5%)

--accompL~hing dL iicu.t (but 6ea4ibte) goatA. and
ZateA %eceiv4Ag detaited i ,6o'matin abou.t you, VERY
pexvonat p 6or ance i6 ..................................... L (5%)

DEISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORMATION ABOUT JOB 015 I you ex . t a gteat deal oS edfot
to get this job, the tikMhood -that you wit be Aucce6j u Zs VERY HIGH (95%).

DEISION B. With both the attractiveness and likelihood infornation
presented above in mind, indicate the level of effort you would exert
to get this job. ...

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #16 In this job, the Like Zhood that a. major portion o6 you,* duties
SwiLZL involve

-- eAtab shing and maintaining frdiendy retations6hips VE
with oth s Z6 .............................................. . (5%)

-- inZuencing the aivitiZe o4 though.t o a numbelr VER
od individu .. 6 ............................................... HIGH (95%)

-- accompishing diddicult (but 'ea..ible) goa.6 and
tate,% teceiving det.aited .ndorrmati.on about you VERY
pe4onat peAdormanc ia ......................................... HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORMATION ABOUT JOB #16 Id you exet a 9at deat o effo't
to get thi job, the LMEi.hotood that you ui.tt be 5ucceu.Z6 Z4 VERY LOW (51).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 i 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB #17 In th, job, te dke.Lihood that a maju. pontion oJ you%. du es4
wiU invotve

-- e,6tabti6hing and maintaining 6riendty rLetZaonahp.s VERY
with othe& i A............................................... MW (5%)

-- inftuencTng the acivitiu o though-t4 o a nwubeA VMY
o6 indLn vidu . i ........................................... LOW (5%)

--accompi&hing di6iduet (but d6eaibZe) goaLs and
&ztet Leeiving det.aiZed inTo oai.tdon about youL VEY
pe,sonaZ p ro manc Xe ..................................... HIGH (95%)

DECISICN A. With the factors and associated likelihood levels shown
above iind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORMATION ABOUT JOB 0 17 16 you exeAt a gret deat o6 eJ'ot

to get &u- j0o, the ZUeZ4hoYod thatL you u4LL be a,, 4ut iA MEDIUM (501).

D=ISICN B. With both the attractiveness and likelihood informaticn
presented above in mind, indicate t1he level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 18 In ChiA job, the likelihood t.at a major port0n o6 you duti e
wdZ invoZve

-- P-tabti-6hing and maLntaining riZendty tetationhLps VERY
with othe i .............................................. H-IG (95%)

--- inZuencing the ac v'it o% thoughts o' a nwnber VERY
oS individuatL i ........................................... LOW (5%)

-- a.ceompti&hing di66icutt (but 6easibLe) goat6 and
Ster teceAeiving deztaied inoimaton about you, VER

pe6onaZ peiLormanae i4 ..................................... LCW (5%)
DECISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 18 IS you exeit a gret deaZ o (,o'rS t
to get tWl job, the ZU.&..hodtha.t you wU be succ 66u. i6 MEDIUM (50%).

DECISICN B. With both the attractiveness and likelihood informaticn
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB *19 In ',i tyub, ChC 6tdLtthood that a rajot rot~on 0 YOwA dwtLU
Witt invotve

--etabZ hU.nt and ,titintalng 6iendly Catun L- s VER
wi .t o.theA i. .............................................. tJ3W (5%)

--.L.taeCLn,3 Lile actLvL'LtLe 0-t thaughts U6 a nu,,beA
o6 Lndiv-.duaes s ........................................... HIGH (95%)

-- aompri Wking dZ 6cu.gt (but jea4.ibte) goaZ6 and
ater rec Lv.ing deta)ied indolmation about youl VERY

pex Unae peijurmancce . .................................... L (5%)

DECISION A. With the factors and associated likelihood levels shown
akove in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFOR.ATION ABOUT JOB #19 IJ, you exert a great deal. o3 eAfortt
to gelt tho. job, tI Z Lieihood that you Ltui2 be succe,ut is VERY HIGH (95%).

DECISION B. With both the attractiveness and likelihcod information
presented above in mind,- indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #20 In this job, the LZikeZ.hood that a major poaiion o6 youA dute.z
LuZU involve

-- es.tbZhL,ign and mrantaLn-Zn9 jL'endty rz'atCcnMILr
wihothe s L............................................. HIGI (95%)

- -n6Zuenctng the actvZU-tie o. thoughts o a numb. VE
o6 ind& id t is ............................................... HIGH (95%)

-- acomptZshin9 dL60'iauZt (but 6easibie) goals and
ta&te re-eivng detaied in6ormatZan about youA VERY
pe.tonat p foltnance is ..................................... HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORAATION ABOUT JOB 020 I you exe et a great deat o' edfot
to get thiA job,- tl 7rckeZ.iEhood ha yo,, Luit be. succes-66ut i VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood information
Presented above in mind, indicate the level of effort obu would exert

to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to qet it to get it
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JOB #21 In thiW job, tche. zketgiwod tJu.t a majot pwopion o6 your dutLZe
- Ad invotve
-- eAtabtd6.hng and maintaiZn ng dtendty 4etatibonz p4 VEY

w th.............................................. HIGH (95%)

-- inLuencing the acCtvti.es o,% thoughta o6 a number VERY

o6 individwtZ4 14. ........... ........... * W (5%)

-- accomp& hing diic.tt (but e .zibte) goata and
tate,% %eceiving detatZed in4ov.ution about out VERY
peronac pea O mancZ.e ..................................... HIGH (95%)

DECISION A. With the factors and associated likelihood levels shown
abve in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5

Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB # 21 i you exeAt a great deal oJ ejott
to get this job, the aeiztihood t you w be Sucs64 .6ut Z VERY HIGH (95%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB # 22 In thiz job, the Liket.hood that a major poflt-Wn o6 your d iZeA
- 4e ivoZve

-- 4-btLZhing and mainta.ining dir-ndZy retion6hip6 VERY
wi.th oth e i4 .............................................. HIGH (95%)

-- Zn6Zueneing the acti&vite op. thoughta o6 a numbvV

o ind vduat is ........................................... HIGHi (95%)

-- accompth,,ng dificuLt t(but 6eahibZe) gdcts anjd
&Lte% receiiing deta..tLed indoiiatitonabout youL
pe,,onat pe 6o,, mne ,6 ......................................... U3z (5%)

DECISIO A. With the factors and associated likelibood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5

Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 022 16 you exeat a reat deo2t o6 effort
to get t i.-s job, the Wzei wcd that you uzdf be .ucce.6dLut iz VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to. get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB #23 In thi6 job, the tikezihod that a ,rnajor potrtion o6 yod duties
-iU. ijvotve

-- e6tabti hing and maintaining driendty %dtionhLp6 VEY
wi.th othes .............................................. L (5%)

-- in6Zuenicng the activitZ ort thought 06 a nuab,%VEY
o6 indiv, ata 6 ........................................... W (5%)

-- accamp4i~hing diJfiwZt (but 6ea4ibZe) go2 and
ta.Cte. 4eceiving detailed in6ormatiDn about you VERY
peAonaZ peA6ormO.nce . .................................... HIG (95%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 023 I you exext a g'eat deao o6 e6ortt
,to get thi6 job, te 1ifzik&hood ,that you w42Z be Au~cc.66ut i.6 VERY LOW (5%).

DECISION B. With both the attractiveness and likelihood infonation
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #24 In thiz job, the fikethood that a major potuion ol' you dutie6
- uwiZ involve

-- utabtLZhing and mainianing 6,iendZ rztionhip6 VERY
tuith otheu iz .............................................. L a (5%)

-- intuencing the activitie,6 o4 thought.4 o6 a numbeV
ad individuaZ4 .4 ............................................... HIGH (95%)

-- aecompt.,h.ng diff'icu t (but 6eauibLe) goaA and
ateA 'erZ iving de&zLed ,iounoA.i.on about yout VERY

peAAonaZ peAfoAmance iz ..................................... L4W (5%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB #24 16 you exe6t a g4eat deaZ o6 edforzt
,to ge.t th".. job, the Zii.u.tood ,-that you w.ZU be 6uce.6,66u, iz MEDIUM (504).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JC0 #25 In thi,6 job, the tiketjiwod tha.t a rnjot po.tZon o6 yow dutieh
- iU ivoZve
-- etabizhing and maintaining 6rtindty utartonhip6 vM

h o 4 .............................................. LCW (5%)
-- iZuenaing the activiti 0 thought6 o6 a numbeAV

06 in i i u t iA .. . . . . .. . . . . . .. . . . . .. . . . r (5%)
-- accompti~hing di66i=U (but a uZbe) goa26 and

ta.te, eei ng detaited indo'muiwn about yowut
peuonat pe/io man e ..................................... ti K (5%)

DECISIN A. With the factors and associated likelihood levels shown
above ind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORmATION ABOUT JOB #25 16 you exett a gke5at dea o26 efo~t
to get iuA job, the Wzethood tha.t you wi1L be 6ucce66uZ i VERY LOW (5%).

DECISICN B. With both the attractiveness and likelihood infornation
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB #26 In thi. job, the tiketLhood that a major potIon o6 you dutie
PLLU ivwoZve

-- e tabtLdhi.ng and maintaining 6-ndty efaton6hiPA V
wi~th othe i6 .............................................. HIGH (95%)

-- n6.uencing the act.ivte o,04 thoughts o6 a nuwnbe TOM
o6 ndivdiduaZ6 i6 .......................................... CW (5%)

-- aacoff h. g di66icutt. (but 'eaibZe) goat, and
tato tzeeiving de&Zaed ndormo.tion about yow, VERY
pe vun. pm6owmance i6 .................................... ICW (5%)

DECISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive
FURTHER INFORMATION ABOUT J08 #26 16 you exett a geat deat o6 '-
to get thoa job, the .izeZiftood tha you w U be -uceeiA6ut 44 VERY HIGH (95%).

DECISIN B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it
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JOB #27 In thiA job, the &ike .ihtood thaC a major poA.&ion o'd you, duti.e
- iU invotve

-- e6tab&ishing and maintaining ,Lendty rt.ationAP,6
wizth othve, i .............................................. HIGH (95%)

-- in6Zencing the act.iviZtiZ thougiht 06 a numbeA
o6 ,nd v.,duaA i6 ........................................... H-G{ (95%)

-- accomp~ishing di 6ic.U (but d6eaible) goal. and
ateA teceiving dettaiZed ndoAmoation about youu. v

peuoflO peALo'fance is . HIGH (95%)

DEISICN A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB #27 I you exem,' a great deal o6 e6fo4t
to get th4.6 job, the iketihood that you w LL be 6ucce,66ut i6 MEDIUM (50%).

D SION B. With both the attractiveness and likelihood infornation
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

-2 7In thJ6 job, the Ziketihood that a major potion o6 yoWr du~t-
wZU invotve
-- atabshing and maintaining 6tiZendly /aion4ips VER

th othrs i ............................................... HIGH (95%)

-- indZuencing the ac.tvitiZ o thought6 o6 a number
o6 individua. is ........................................... LCw (5%)

-- accomp-zhing di" cutt (but 6ea3ibte) goatz and
tateL eceiving detaited information about your VE
pe~onat peIL6or mance iz ..................................... HIG (95%)

DEISION A. With the factors and associated likelihood levels shown
above in mind, indicate the iittractiveness of this job to you.

-5 -4 -3 -2 -l 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FUR7THER INFORmATION ABOUT JOB #28 I you exett a great deal oJ ef6o.Yt
to get th, job, t he ,ieLdtrod that you w4ZZ be succe,46ut 45 MEDIUM (501).

DECISICN B. With both the attractiveness and likelihood inforration
presented above in mind, indicate the level of effort you would exert
to get this Job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it 61 to get it
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JOB ,29 In .tL. b, thew Lkd.Lhuud that a nuju. .u .t'on ej yoMA du.c.
tviU invotvv

-- etabZ L'ng and ma,.,n, C ng O'AendZy tonzhis
with o theu i .............................................. LW (5%)

-- chzLuencbtfl the activt~ wi thought5 uJ a munbeA VERY
o6 indiv4duW 4 i ........................................... H (95%)

-- aecurjzi. 'reig dc6cdn (bmt ioan.cboe) goa4L and
tateA teceivi'ng detaLed indo-'zation about yol VR
peasonat p6orLanae .s .......................................... HIGH (95%)

DECISION A. With the factots and associated likelihood levels shown
above n mnd, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very Very
Unattractive Attractive

FURTHER INFORMATION ABOUT JOB 029 I you exevt a giLrat deaZ c6 zffo't
to get thI., job, the !ke tood .that you v i.U be succe6,6ut Z4 VERY HIGH (95%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate t/ie level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to get it

JOB 43O In thi job, the tiktlihood th a maj. or portion o6 yowt dutiZe
wiZ-nvotve

-- e,6tabZi;6hng and maintaining 6riendy etatnahi.p'V
with othets is .............................................. HIGi (95%)

- - Ln/ueZincitg the a..vtLje. or thoughlt o' a nwunbi A
oi .nd.ivduatL.s i6 ................................................ HIGI (95%)

-- accomplishing difficutt (but 'eazibie) goata and
Zat, rceLv g de- teed informaion about your VERY
pex onal pvt.oraznce Z6 ..................................... LC (5%)

DECISION A. With the factors and associated likelihood levels shown
above in mind, indicate the attractiveness of this job to you.

-5 -4 -3 -2 -1 0 +1 +2 +3 +4 +5
Very very
Unattractive Attractive

FURTHER IVFOR,1ATION ABOUT JOB #30 IS you exe,t a gyeat deat od efort
to get th-u job, the Zi4.c-uuod-that you mZe be -6uccs, ut .i6MEVTUM (50%).

DECISION B. With both the attractiveness and likelihood information
presented above in mind, indicate the level of effort you would exert
to get this job.

0 1 2 3 4 5 6 7 8 9 10
Zero effort Great effort
to get it to cet it
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BACKGROUND INFORMATION

Circle the appropriate response for each item below, or fill in the blank.

I. Your grade level is;

1. 0-1 5. 0-5
2. 0-2 6. 0-6
3. 0-3 7. 0-7
4. 0-4

2. Your age is:

3. Your race is:

1. American Indian or Alaskan Native 4. Hispanic
2. Asian or Pacific Islander 5. White, not of Hispanic Origin
3. Black, not of Hispanic Origin 6. Other

4. Your sex is:

1. Male
2. Female

5. Your highest educational level was:

1. Non-high school graduate 5. Some graduate work
2. High School graduate or GED 6. Master's degree
3. Some college work 7. Doctoral degree
4. Bachelor's degree

6. How long have you been in service?

years months

7. Are you or have you been a supervisor?

I. Yes
2. No

8. If you are or have been a supervisor, haw long have you been a supervisor?

years months

9. What is your primary AFSC?

10. Your birth order is:

I. Only child 5. Fourth born
2. First born of 2 of more children 6. Fifth born
3. Second born 7. Sixth or later born

4. Third born
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REGRESSION COMPUTER PROGRAM
by

Scott W. Berry

1 RUN NAME REGRESSION FOR HYPOS #1, #2, #3, #4, #8
2 VARIABLE LIST SEX,EDLEVEL,YRSVC,SUPERV,YEARSP,BIRTHOR,SCHOOL,RSOUAR,
3 NAFF,NPOW,NACH
4 N OF CASES 239
5 INPUT MEDIiM CARD
6 INPUT FORMAT" FIXED 44X,F1.0,F1.O,F2.0,FI.O,F2.0,SX,F1.0,FI.0,1X,FS.3,
7 F5.3,F5.3,F5.3)
8 IF (SEX EQ 1) X3 = I
9 IF (BIRTHOR EQ 2) X5 = 1
10 IF (SUPERV EQ 1)X7 =
11 IF (SCHOOL EQ 1) X1 = I
12 IF (SCHOOL Eg 2) X2 = I
13 COMPUTE X4 = EDLEVEL
14 COMPUTE X6 = YRSVC
15 COMPUTE X8 z YEARSP
16 COMPUTE Y1 = NPOU
17 COMPUTE Y2 = NAFF
18 COMPUTE Y3 m NACH
19 VAR LABELS Xl AIR WAR COLLEGE/X2 AIR COMMAND AND STAFF COLLEGE/
20 X3 MALE/
21 X4 EDUCATIONAL LEVEL/X5 FIRST BORN OF 2 OR MORE CHILDREN/
22 X6 TIME IN SERVICE/
23 X7 SUPERVISOR/
24 X8 TIME AS SUPERVISOR/
25 Y1 NEED FOR POWER/Y2 NEED FOR AFFILIATION/
26 Y3 NEED FOR ACHIEVEMENT/
27 COMMENT THIS REGRESSION SATISFIES HYPOS #1, #2, #3, #4, #8
29 REGRESSION VARIABLES=YI,Y2,Y3,XI,X2,X3,X4,XS,X6,XT,X/
29 REGRESSION=Y1 (*,.000000000001,.00000000000':1,
30 .00000000000001) WITH XI TO X8 (1)/
31 REGRESSION=Y1 (*,.0000000000001,.000000000000001,
32 .00000000000001) WITH X3 TO X8 (1)/
33 REGRESSION=Yt (*,.0000000000001,.000000000000001,
34 .00000000000001) WITH Xl TO X6 (1),X8 (1)/
35 REGRESSION=Y2 (*,.0000000000001,.000000000000001,
36 .00000000000001) WITH XI TO X8 (I)/
37 REGRESSION=Y2 (*,.0000000000001,.000000000000001,
38 .0000000000C001) WITH X3 TO XS (i)i
39 REGRESSION=YI (*,.0000000000001,.000000000000001,
40 .00000000000001) WITH Xl TO X4 (1),X6 TO X8 (1)/
41 STATISTICS 1,2,3
42 READ INPUT DATA
43 FINISH
EOT..
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