






































force for accomplishing organizational objectives. The human relations
model led to the development of a large body of literature referred to as
the "human relations movement", a movement concerned about the good
relationship between managers and their subordinates. Under the influence
of the human relations model, the focus of job design has shifted from
physical working process and monetary incentives, towards the social
settings of workers and their attitudes,
1.1.3. The Motivation-Hygiene Theory

The motivation-hygiene theory, introduced by Herzberg (Herzberg,
Mausner, & Snyderman, 1959; Herzberg, 1966), attempts to differentiate the
causes of job satisfaction and dissatisfaction. According to this theory,
job satisfaction results from satisfier such as achievement, recognition,
responsibility, and the job itself. Job dissatisfaction comes from
hygiene factors such as physical working conditions, job security,
benefits, and salary. Hygiene factors, when appropriately provided, can
serve to remove job dissatisfaction and improve performance to a certain
extent. To pursue higher levels of performance, managers have to use
motivators to stimulate their employees. Although the differentiation of
satisfier and hyglene factors has failed to receive sufficient empirical
support, the motivation-hygiene theory has led to the development of job
enrichment -- a revolutionary reform in the practice of job design. The
essence of job enrichment is to enrich the content of jobs by including a
greater variety of skills and knowledge, by giving workers more
responsibilities and autonomy in job-related decision-making, and by
providing them with more opportunities for personal growth and
development.
1.1.4. The Job Characteristics Model

The impact of job characteristics on employees’ attitudes and
behaviour has become a popular topic of research in the past two decades.
The most influential model has been the Job Characteristics Model (JCM,

Hackman & Oldham, 1976). The JCM suggests that jobs can be characterized



by five core dimensions, skill variety, task identity, task significance,
autonomy, and feedback. These job characteristics induce employees'’
psychological states (experienced meaningfulness, experienced
responsibility, and knowledge of work results), which in turn lead to
favourable work outcomes such as high job satisfaction, high growth
satisfaction, high internal motivation, and better performance. The most
important contribution of the JCM to the area of job design is that it
summarizes and integrates a large amount of previous rescarch by
specifying the main features of jobs which affect employees' attitudes and
behaviour. The five core job dimensions have been proven to be important
factors in job design. Moreover, the JCM offers specific and testable
propnsitions regarding the causality between these five job dimensions and
outcome variables, This provides an extremely useful framework for
further research. Hundreds of studies have used this framework and the
Job Diagnostic Survey developed by Hackman and Oldham (1975). The
validity of self-reported job rating has been generally satisfactory
(Fried & Ferris, 1987; Gerhart, 1988).

Second, the JCM was developed and tested on a large and
heterogeneous sample of individuals and jobs. It provides a conceptual
framework for diagnosing and re-designing various jobs. From the
practical standpoint, the generalizability of the JCM is high.

Third, the JCM suggests that the employees’ psychological states
mediate the relationships between job characteristics and outcome
variables. The discovery of mediating effects in the JCM has enriched the
understanding of causal structure inherent in the model. Among, the
several tests of the mediating effects of the psychological states,
generally supportive results have been reported (i.e., Arnold & House,
1980; Hackman & Oldham, 1976; Johns, Xie, & Fang, 1992; Wall, Clepg, &
Jackson, 1978).



Fourth, the JCM identifies the importance of individual differences
in job design. Hackman and Oldham (1976) suggested that employees with
high growth need strength should respond more positively to job complexity
than employees with low growth need strength. Arnold and House (1980)
supported the moderator effects of GNS on the relationship between job
dimensions and psychological states. The interest in the moderating
effects of individual differences in job design has been expressed by many
researchers who have examined a variety of moderators, such as locus of
control, knowledge and skills (Wanous, 1974), personal characteristics,
context satisfaction and instrumentality of performance for pay and
promotion (Johns et al., 1992). To bring the variables of individual
differences into the literature and practice of job design, the JCM has
made a significant contribution.

1.1.5. The Social Information Processing Model

Salancik and Pfeffer (1978) were among the first group of
researchers who presented the social information processing model (SIP
model) as an alternative view to the JCM. They claimed that task
perception and affective responsés were functions of social cues.
According to Pfeffer (1981, pl0), the four premises of the SIP model are
as follows: "First, the individual's social environment may provide cues
as to which dimensions might be wused to characterize the work
environment. .... Second, the social environment may provide information
concerning how the individual should weigh the various dimensions-whether
autonomy is more or less important than variety of skill, whether pay is
more or less important than social usefulness or worth., Third, the social
context provides cues concerning how others have come to evaluate the work
environment on each of the selected dimensions...... and fourth, it is
possible that the social context provides direct evaluation of the work
setting along positive or negative dimensions, leaving it to the
individual to construct a rationale to make sense of the generally shared

affective reaction." The major difference between the JCM and SIP model













































characteristics have been included in this approach, however, exciting and
illuminating results have been reported. In particular, the joint effects
of job demands (or responsibility) and 1lack of control over the
environment on stress have received empirical support (i.e., Karasek,
1979; Martin & Wall, 1989).

Contribution of Previous Research

To summarize, the most significant contribution of the correlational
studies 1is that they have revealed the complexity of the relationships
between job design and job stress. Two important findings have been
brought to light. First, the correlations between job characteristics and
role stressors are generally low, which has challenged the appropriateness
of the sole use of role stressors to predict job stress. Second, although
most research relating job design to job stress has implicitly postulated
that enriched job characteristics should be associated with decreased role
stressors, research evidence suggests both positive and negative linkages
between job characteristics and role stressors. It seems that the
relationship betwzen task characteristics and role stressors is much more
complicated than was commonly believed.

Causal studies are rare in this field. They have tested four
hypotheses: job design is the antecedent of job stress; job design and
role stressors are independent antecedents of job stress; job design and
role stressors jointly affect job stress; and job characteristics jointly
affect stress. It is difficult to make a conclusive interpretation of the
results due to the small number of studies that have been conducted.
However, valuable information has been accumulated. First, past studies
have clarified causality of a few job characteristics such as PDM to
stress. Second, as sets of wvariables, the predictive power of role
stressors to stress is generally greater than that of job characteristics.
Third, the joint effects of job design variables and role stressors on
stress and the joint effects of different job characteristics on stress

have received some empirical support.
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Limitation of Previous Research

The job design/stress literature is not yet theory driven. Although
researchers have strived for model developments, the theoretical bases of
these models are relatively weak. It is commonly assumed that enriched
job characteristics should decrease stress. Empirical support for this
linkage is neither strong nor consistent. Very limited effort has been
made to investigate whether a negative or a curvilinear relationship may
exist between certain job characteristics and stress.

The job design/stress literature is heavily influenced by role
stress constructs. Role ambiguity and conflict have remained the
dominating measures in this field. Potential danger may arise due to the
over-reliance on role stress constructs. From the theoretical
perspective, there is no established theoretical linkage between role
stressors and job stressors. Studies in the past only reported
associations between role stressors and job characteristics. No evidence
is available to assure the representativeness of role stressors to job
stressor as a whole. From the methodological standpoint, the use of role
stress measurement lacks consensus. For instance, role ambiguity and
conflict have been treated as stressors in the studies using the third and
fourth approaches but as stress in the studies using the second approach.
The relationship between job design and other forms of stress has not been
systematically investigated.

The causal studies of job design and job stress have been rare.
Only a few job characteristics, such as participation in decision-making,
have been investigated as causal factors of stress (e.g., French et al.,
1960; Jackson, 1983). The causal effects of skill variety, task identity,
and task significance on stress have almost not been tested. The
examination of mediating effects of role stressors in job design/stress
relationship is completely missing. Lack of broader explorations and in-
depth examinations of the relevant variables and relationships has limited

the theoretical development in this field.
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Chapter Two

Theoretical Framework of the Present Study

Chapter One critically reviewed the theoretical and empirical
research on job design, job stress, and the relationship b-~tween job
design and stress. As an area of research, job design has been the most
active forum for work on job attitude (0'Reilly, 1991), and numerous
theories have been developed and tested. Job stress is at a less
developed stage. There 1s still a great deal not known about the
antecedents and consequences of job stress. Encouragingly, job stress is
gaining importance in both academic research and management practice.

The research area which has been least explored is the relationship
between job design and stress. No established theories are available to
guide research in this field. With regard to the limited empirical
studies relating job design to stress, research evidence has been
avallable for: (a) correlations between some job characteristics and role
ambiguity and conflict; (b) causality between very few job characteristics
and role ambiguity and conflict; (c¢) role ambiguity and conflict may have
stronger predictive powers to stress-related outcomes than the job
characteristics; and (d) job design factors and role stressors may jointly
affect stress.

Numerous unsolved problems have remained:

1. Job design has been narrowly defined in the studies of job design
and stress. Job content variables, particularliy the core job
characteristics (JDS, Hackman & Oldham, 1976), have been used as
representative measures of job design. Very limited studies have
examined the relationship between job context and stress. The
interactive effects of job content and job context on stress have
been rarely investigated.

2. An over-reliance on the role stress construct has restricted the

scope and depth of cultivation in this field. Limited knowledge has
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Chapter Three
Method

3.1. Subjects

This study was designed to examine the relationship between job
complexity, job context, and stress. The nature of the study has
determined that the sample must have two features: (1) the subjects
should represent a wide variety of job designs; and (2) the subjects
should come from a wide variety of job contexts. Therefore, a decision
was made to choose the subjects from different organizations and differcnt
jobs.

The data was collected in mid-1991 mainly through a mail survey.
The researcher telephoned the managers in numerocus organizatious In
Montreal to schedule meetings with them in their oryanizations. At these
meetings, the researcher introduced the purpose of the research and
forwarded a copy of the questionnaire to the managers. Sixty-flve
organizations gave permission for the survey. They included banks,
insurance companies, high schools, universities, construction companies,
communication utility companies, hospitals, retail stores, restaurants,
and manufacturing companies. Nine hundred and fifty questionnaires (950)
were distributed by the managers in these organizations. Stamped
envelopes were attached with the questionnaires which were returned
directly, by the participants, to the researcher’s university address.

At the beginning of September 1991, approximately fifty (50)
questionnaires were distributed in two classes at Concordia University.
The researcher supervised the distribution of these questionnaires and
collected them directly upon completion. They were answered by full-time
employees (part-time students).

Altogether, one thousand (1,000) questionnaires were distributed and
four hundred and sixty (460) were returned. Among them 42 were unusable

because they were completed by part-time employees. Therefore, subjects of
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this study were 418 full-time employees representing 143 job titles.

The wide variety of job titles rontained in the sample are presented
in Appendix 1. The job classification of the 1970 United States Census
was employed to categorize the 143 job titles into five groups:
professional workers (n=90); managers (n=125); sales workers (n=37);
clerical workers (n=101); and blue-collar workers (n=65).

Forty-nine percent (49%) of the participants were male while fifty-
one percent (51%) were female. Six and a half (6.5) percent were under
the age of 20; 39% were between 20 to 29; 28.5% were between 30 to 39;
19.7% were between 40 to 49; 5.3% were between 50 to 59; and 1% were above
60. The average participant had been in his or her current job for 4.5
years and had been in the same line of job for 8 years. The average

number of years of education was 15.

3.2. Measures

Predictor Variables

Job_Content

Job content refers to the core job characteristics of a job. The
job content of each participant was rated on three sources of measures: 1)
incumbent report; 2) Dictionary of Occupational Titles (Roos & Treiman,
1980); and 3) Occupational Prestige Score (Treiman, 1977). The former
included incumbent-reported job characteristics and job complexity. The
latter two were summary measures of job complexity.

Incumbent Report of Job Characteristics

Appendix 2 is a sample of the questionnaire used in this study.
[ncumbent-reported job characteristics included the five JDS job
dimensions (Hackman & Oldham, 1975). They were skill variety (Appendix Z,
Items 6, 21, and 34), task identity (Appendix 2, Items 5, 32 and 37), task
significance (Appendix 2, Items 7, 35, and 40), autonomy (Appendix 2,
Items 4, 36, 39), and feedback (Appendix , Items 3. 33, 38). The JDS has

been the most commonly used measure of job design and its psychometric
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properties have been established (Fried & Ferris, 1987).

Among the studies which examined the comprehensiveness of the JDS as
a measure of job design (Idaszak, Bottom, & Drasgow, 1988; Jans & McMahon,
1989; Kiggundu, 1983; Taber & Taylor, 1990). Jans and McMahon (1989)
considered that the JDS should have a person-task match wvariable.
Kiggundu (1983) suggested adding a variable of job interdependence to the
JDS. Since this study especially examined the match between person and
job, the JDS's possible shortcoming of a lack of person-task match
variable can be effectively compensated for. The wmeasures of
responsibility (Caplan et al., 1975) and participation in decision-making,
(PDM, Vroom, 1960) were inciuded in this study to supplement the
assessment of a job's interdependence with other people and/o: other jobs.
The variable responsibility had six items (Appendix 2, ltems 12 to 17).
FOM had four items (Appendix 2, Items 8 to 11). The alpha reliability
coefficients of the seven job characteristics ranged .64 to .82 and
averaged .73.

A summary measure of job content was developed by averaging the
responses to all seven job characteristics. This measure was named job
complexity. As a result of the concerns raised by Evans (1991) and Evans
and Ondrack (1991), the multiplicative form of the summary measure was not
utilized. The alpha reliability of the summary measure was .89.

Nonincumbent Measures of Job Characteristics

Historically, the studies of job design and job stress have relied
largely on incumbent reports of job characteristics. Al thouph some
subjective measures, such as JDS, have verified congruence with objective
measures of job design (Fried & Ferris, 1987; Gerhart, 1988), the solc usc
of self-reported data has often been criticized due to unavoidable
subjectivity and difficulties of identifying causal directions (Rohberts &
Glick, 1981, Salancik & Pfeffer, 1978). Recently, multiple data sources
have been used in more than ten published studies. However, as pointed

out by Spector and Jex (1991, p47), "One feature of most studles in which
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effects on curvilinear relationships was adopted from Champoux (1992).

Among individuals in the high GNS group, the relationship between
identity and exhaustion was an unbalanced U-shape. Nevertheless, although
both high and low levels of identity were associated with exhaustion for
the high GNS group, those with low identity experienced a much higher
level of exhaustion than those with high identity. Among individuals in
the low GNS group, an unbalanced inverted U-shaped relationship occurred
between identity and exhaustion. Low identity was associated with the
lowest exhaustion. High identity was related to an intermediate level of
exhaustion.

To view the tests of moderator effects of GNS as a whole, twenty-
eight regressions resulted in five significant interactions which

accounted for approximately 18% of the total tests performed.

Additional Tests

In addition to the tests of the hypothesized relationships, similar
analysis was performed using the non-hypothesized variables of job design
(three summary measures of job complexity). The purpose of the additional
analysis was to compare the predictive powers, between job characteristics
and job complexity, in the test of moderation. The results are shown in
Part B of Tables 5 and 6. GNS did not moderate any relationship between

job complexity and stress.

S-V Match As A Moderator
Summary of the Results

Moderator Effects of S-V Match on Linear Relationships Between Job Desipgn

and Stress

Part A of Table 7 shows the results of the moderated multiple
regression analysis. The tests involving identity-felt stress, identity-
exhaustion, and significance-exhaustion are not included in Table 7

because these pairs have curvilinear relationships.
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Twenty-five regressions resulted in two significant interactions
which accounted for 8% of the tests conducted. Identity and S-V match had
an interactive effect on anxiety (AR%=.013; F39~5.42, p<.05).
Responsibility and S-V match jointly affected time stress (AR?=.01;
Fang=6.21, p<.05).

Figure 5 portrays the direction of these two interactions. S-V
match moderated the relationship between identity and anxiety. The
negative relationship between identity and anxiety was stronger among
those who perceived a lack of §-V match than among those who perceived $-V
match., The direction of this effect was similar to those f und in the
tests of GNS (Figure 3). It is worth noting that those who perceived S-V
mismatch reported a higher level of anxiety than those who perceived S-V
match. This difference in anxiety was particularly apparent when the
level of identity was low and was minimized gradually with an increase of
identity.

The moderator effect of S-V match on the responsibility-time stress
relationship was unique (Figure 5). Incremental responsibility was not
associated with time stress for those who perceived S-V match, whereas, it
had a positive relationship with time stress for those who perceived a
lack of S-V match. The direction of this interaction was consistent with

the prediction of the hypothesis.

Moderator Effects of S-V Match on Curvilinear Relationships Between Job

Design and Stress
Part A of Table 8 shows the tests of moderator effects of S-V match

on the relationships of identity-felt stress, identity-exhaustion, and
significance-exhaustion. Three curvilinear moderated regressions resulted
in three significant interactions, which accounted for 100% of the tests
conducted.

Identity and S-V match jointly affected felt stress (AR%*=.01;

F

Fyaq0~4-15, p<.05), and exhaustion (AR*=.01; F 40~%.66, p<.05).
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Significance and S-V match had an interactive effect on exhaustion
(AR%=.016; F307~7.62, p<.01). The shapes of the interactions are
portrayed in Figure 6. Two shallow, U-shaped relationships were found
between identity and felt stress for both high and low S-V match groups.
With low identity, those who perceived S-V mismatch reported a higher
level of felt stress than those who perceived §-V match, With high
identity, those who perceived S-V mismatch seemed to experience a lower
level of felt stress than those who perceived S-V match. The
relationships between identity and exhaustion are two unbalanced U-shaped
curves for both high and low S-V match groups. The shapes of these two
curves are near to that of a positive, linear curve, suggesting that
incremental identity was associated with exhaustion for both groups.
However, those who perceived S-V mismatch reported a higher level of
exhaustion than those who perceived S-V match. §-V match also moderated
the relationship between significance and exhaustion. Among those who
perceived a lack of S§-V match, a U-shaped relationship occurred between
significance and exhaustion, whereas, a shallow, Inverted U-shaped
relationship was found among those who perceived S-V match. One
commonality of these three moderator effects is that those who perceived
a lack of S-V match consistently reported a higher level of stress than
those who perceived S-V match. This is supportive of the notion of §-V
fit and stress.

To view the tests of the moderator effects of §-V match as a whole,
twenty-eight regressions resulted in five signiflcant effects, which

accounted for 18% of the tests performed.

Additional Tests
Similar analysis was conducted using the three summary measures of
job complexity. The results are presented in Part B of Tables 7 and 8.

No significant moderator effect of S-V match was found.
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indicated that although both low and high job complexity were related to
stress, the stress levels of those who had complex jobs were not nearly as
high as those with low-complexity jobs.

The finding of unequal levels of stress in the low and high job
complexity groups may have practical meanings for managers. It suggested
that job complexity can be used as a means of reducing stress. However,
managers need to know the extent to which a given job design leads to an
optimum level of motivation for the job holder. A proper job design
should provide the job holder with opportunity for personal development,
and be sensitive, at the same time, to individual vulnerability.

Third, the curvilinearity occurred not only in job characteristics-
stress relationships but also in job complexity-stress relationships.
While Warr emphasized individual job characteristics in his discussion of
AD factors, this study has added to our knowledge of AD factors by
identifying job complexity as an AD factor as well, It should be
emphasized that the empirical evidence to the curvilinear relationships
between job complexity and stress was provided by all three measures of
job complexity: incumbent-reported job complexity, DOT measure of job
complexity, and OP.

The discovery of the curvilinear linkage between job complexity and
stress is important. It indicated that although most job characteristics
(CE factors) have a linear, negative relationship with stress, the
combination of numerous CE factors can have a curvilinear relationship
with stress, In other words, the accumulation of numerous job
characteristics may change the nature of their effects. Further
examinations of AD factors should focus not only on the individual
characteristics but also on the additive and interactive effects of

numerous characteristics.
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Fourth, the curvilinear effects of job characteristics (or
complexity) have centred on exhaustion, with the exception of the
curvilinear relationship between task identity and felt stress. Since
exhaustion indicates an extreme state of stress, and is related to
numerous physical and mental ailments (Jackson et al., 1986: Maslach,
1982), the negative effects of job complexity on job holders’ physical and

mental health require serious consideration.

5.1.2. P-E Fit/Misfit and Stress

The P-E fit approach to job stress characterizes job stress as a
result of a lack of fit between personal characteristics (e.g., abilities,
values) and environment <(e.g., demands, supplies). French and his
colleagues distinguished S-V fit and D-A fit (Caplan et al,, 1975; French
et al., 1982; French & Kahn, 1962). Despite this, P-E fit notlion has been
used as a loose framework rather than as a rigorous model in most job
stress research. "A major problem is the lack of corresponding schemes by
which fit has been tested." (Venkatraman, 1989, p423). Another major
problem has been the common negligence of the conceptual and empirical
distinctiveness between S-V fit and D-A fit (Edwards & Cooper, 1990).
Moreover, as was pointed out by Ganster and Schaubroeck (1991),
researchers have often used inappropriately small sets of job dimensions
and improper measures to test S-V fit and D-A fit. The absence of
correspondence between the P-E fit theory and rigorous tests has weakened
the influence of this theory in job stress literature.

In responding to the problems addressed above, this study was
designed to test the P-E fit theory as rigorously as possible. The tests

of P-E fit were characterized by three features:
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1. This study tested §-V fit and D-A fit separately. The uniqueness of
these two versions of P-E fit, with regard to their directions of
moderator effects and their consequences, has been explored.

2. Seven job dimension and three summary measures of job complexity
were employed as predictors in the tests of P-E fit. This is one of
the few studies which employed a comprehensive set of predictors
(the study of Caplan et al (1975) measured eight dimensions).
Moreover, four stress variables were employed as the outcome
variables., A broad coverage of the job dimensions and stress
dimensions enables us to conduct a thorough test of P-E fit and
stress.

3. Most studies of P-E fit have totally relied on subjective reports as
the basis for measuring fit (Ganster & Schaubroeck, 1991). This
study has attempted to reduce this reliance by using multiple
measures of fit, D-A fit was measured by three wvariables:
education, tenure, and D-A match. However, the measures of S-V fit
had to rely on the subjective reports. Growth need strength

(GNS) and a self-assessment of S-V match were used.

For the tests of S§-V fit, although both GNS and S5-V match were
proven to have moderator effects on the relationships between job design
and stress, the percentage of significant moderator effects of the total
tests was relatively low. Nevertheless, the direction of the moderator
effects of S-V match was consistent with the prediction (Figures 5 and 6).
For instance, responsibility combining a lack of S-V match was associated
with stress, whereas responsibility was not a stressor for those who
perceived S-V match,

Surprising findings were obtained in the tests of GNS. It seemed
that the relationship between job characteristics and stress was negative
for individuals with lower GNS, whereas the relationship was positive for

those with higher GNS.
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Table 4.

Analysis_of Variance of the Curvilinear Relstionship between Job Characteristics {Complexity) and
Stress

Part A. Tests of Curvilinear Relationships of Task Significance-Stress and Responsibility-Stress

Qutcomes
Predictors Anxiety Time Stress Felt Stress Exhaustion
Significance -.080 -.018 131 - 140%%
F2 1.940 .139 5.510* 10.350%*
R .005 .000 .014 .025
(Significance)? .040 .026 .040 1040w
onverall 1.540 .385 3.330* 11.780**
R .007 .002 .016 .055
aR% .002 (N.S.) .002 (N.S.)  .002 (N.S.) .030 (p <.01)
Responsibility .028 .182** .248%* -.040
F2 .130 8.210%* 11.4620%* .482
R .000 .020 .028 .001
(Responsibility)® .059 .092 .039 .048
onverall 418 5.380%* 5.870** .640
R .002 .026 .029 .003
A32 .002 (N.S.) .006 (N.S.) .001 (N.S.) .002 (N.S.)
Part B. Additional Tests Using Non-hypothesized Variables

Outcomes
Predictors Anxiety Time Stress Felt Stress Exhaustion
Variety -.049 .053 LA75e = 140"
F2 1.080 1.840 15.020** 15.310%*
R .003 .005 .040 .040
(Variety)® .009 .002 .018 .030
onverall .590 .920 7.740%* 8.710%*
R .003 .005 .040 .040
Ag2 .000 (N.S.) .000 (N.S.) .000 (H.S.) 000 (N.S.)
Identity -. 119 -.032 .005 -, 128%#
F2 5.050* .530 .009 9.810%*
R .012 .001 .000 .023
(1dentity)? .057 .02 .100%w .050*
onverall 4,000* 640 4 .800** 6.870**
R 019 .003 .023 .033
aR? .007 (N.S.) .002 (N.S.)  .023 (p <.01) .010 (p <.05)
Autonomy - 154%* -.058 .072 - .235%%
F2 8.500** 1.640 1.820 33.240%*
R .020 .004 .004 .076
(Autonomy)® .007 .035 .023 -.001
onverall 4.040%* 1.640 1.160 16.580%*
R .020 .008 .005 .076
2R? .000 (N.S.) .004 (N.S.)  .001 (N.S.) .000 (N.S.)
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Unstandardized 2 9
Predictors coefficient F R AR
Outcome variable: Exhaustion
Step 1: DOT complexity 2 -.503ww
(DOT complexity) RAA L
D-A match ~.316% 24.521%% .153
Step 2: DOT complexity x D-A match  -.076%* 20.991%* A3 020 (p <.01)
Step 3: o
(DOT complexity)“ x D-A match .004 17.163%% 176 .003 (N.S.)
Qutcome variable: Exhaustion
Step 1: Occuaational prestige (OP)  -.047*
(OP) .0001*
D-A match - 3324 20,158** .130
Step 2: OP x D-A match -.008* 16.252** 139 .009 (p <.05)
Step 3: (CtP)2 x D-A match -.0001 13.055** .140 .001 (N.S.)

fa

Curvilinear stressors = task identity, task significance, incumbent_reported job complexity,

DOT job complexity, and occupational prestige. These variables have curvilinear relationships

with stress.
* p < .05
L p < .01
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Table 15.

Tests of Internctions between Job Complexity and Working Conditions in Predicting Anxiety, Time Stress,

and Felt Stress

OCutcomes
Predictors Anxiety Time Stress Felt Stress
Incumbent_reported complexity -.102 .108 356%*
Incumbent_reported working conditions 7610 .606%* .810**
F, 19.482** 15.114%* 25.299**
R .092 .073 .16
Incumbent_reported complexity
x Incumbent_reported
working conditions - .349* -.003 -.167
fzoverall 14.600%* 10.050%* 17.243%*
R, .102 .073 .118
aR? .010 (p <.05)  .000 (M.S.) .002 (N.S.)
DOT complexity .005 .028 099
Incumbent_reported working conditions 7614 L605% .812%*
Fy 17.892%* 14.998%% 20.833**
R .082 .069 .094
DOT complexity
x Incumbent_reported working conditions  -.053 .025 .019
onverall 12.175%* 10,057%* 13.890%*
R ) .083 .070 .094
AR .001 (N.S.) .001 (N.S.) .000 (N.S.)
Occupational Prestige (OP) -.005 -.003 .010
Incumbent_reported working conditions T739%w 569%* L762**
F, 18.278%* 14,.742%* 18.848**
R .083 .068 .086
0P x TIncumbent reported
working conditions -.004 .009 .007
F,overall 12.218** 10.239** 12,770%*
R .084 .07 .087

9
AR"

.001 (N.S.)

.003 (N.S.)

.001 (N.S.)

Incumbent_reported complexity
00T working condi tions

F2

R

Incumbent_reported complexity
x DOT working conditions
f,overall

R®,

oR?

=197
0N

2.322
.012

112
1.693
.013

.001 (N.S.)

.061
195
1.799
.009

1264
1.453
011

.002 (N.S.)

.233*
<. 149
4.808%*

.024

.001
3.197*
.024

.000 (N.S.)
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Cutcomes

Predictors Anxiety Time Stress Felt Stress
DOT complexity ~.054 .005 .019
DOT working conditions -.008 .185 -.189
2 1.027 1.478 1.624
R .005 .007 .008
DOT complexity
X DOT working conditions -.001 022 -.043
onveral t .683 1.025 1.203
R .005 .007 .009
aR? .000 (N.5.) .000 (N.S.) .000 (N.S.)
Occupational Prestige (OP) -.010 -.004 .002
DOT working conditions -.018 149 -.197
Fy 1.673 1.884 1.564
R .008 009 .008
OP x DOT working conditions -.002 .004 -.006
onverall 1.118 1.304 1.112
R .008 .010 .008
2R? .000 (N.S.) .001 (N.S.) .000 (N.S.)
*  p<05
**  p <.01
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Figure 9.
Interactions betwee

Time stress
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® Tenure = years of working experience on the same line of job.

* PDM = Participation in decision-making.
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Figure 10.

Interactions between Job Design Varfables and D-A Match on Job_Stress
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Figure 10. (continued)
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Thank you very much for answering the following questions.

1, Wwhat is your present job title?

2. What organization do you work for?

3. 1 would like to know what you do on your present job. Plcase be as specific as possible. tor instance:
- 1f you work 1n a dental clinic, please indicate whether you are a dentist? or a dental assistant? or a dental hygiemist?
or 8 clinical technician? or a8 receptionist?
- If you ore a machine operator, please indicate whether you are 8 drill press operator? or o grinding press operator?

or a lathe and milling machine operator? ......
< 1f you work in a bank, pleasc indicate whether you are o teller? or 8 clerk? or an assistant minager? or on anatyst?

or a financial monager? ......

that do you do on your present job? .

&4, How ltong have you becn working 1n your current joby? yoars Item

S. How long have you been 1n this Line of work? ycars Item 2

Scction One

This part of the quostiennaire asks you to deseribe your job, a3 objectively as you con.
Please do not use this part of the questionnaire to show how much you Like or dislike your job. Ouestions about
that will come later. Instead, try to make your deseriptions as accurate dond as objective as you possibly can,

A sanple question is given below.

A. To whai extent does your job require you to work with mechanical equipment?

R ettt L et Eadde et ——————T
Very hitile: the job requires Moderately Very much: the job requires
almost no contact with almost constant work with
mechanical cquipment of mechanical cquipment.

any kind.

You arc to circle the number which is the most accurate description of your job.

11. for example, your job requircs you to work with mechanical cquipment a good dcal of the time ~but also requires
somc paperwork —you might circle the number six. as was done n the example above,

Nou, please answer the following questions.
P Jtem 3

1. To what extent does doing the job itself provide you with information about your wotk performance? Thal is. does the
actual work itself provide clues about how well you are dong—aside from any “lecdback™ coaworkers or supcrvisors

may provide?

Ty LRy ER TSy SR |

Very little: the job isell is Moderately: someumes Very much: the job is sct up
set up so | could work for- doing the job provides so that | gct almost constant
ever without finding out ~{feedback™ 10 me: some~ “feedback” as )} work about
how well | am doing. Limes 1t does not. how well | am doing.
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