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Since the turn of the century , guidance 
personnel have been aware of the concept 
of matching people to jobs - the notion 
that the key to job success lies in the 
ability to place a person in a job situation 
for which that person is qualified. 

Research has produced "tools" which 
evaluate a person 's capabilities for an 
occupation , e.g ., the General Aptitude 
Test Battery (GATB) . Recently , more at­
tention has been given the " needs" a 
person has, and the necessity of these 
needs being filled through work. Many 
individuals do not remain in an occupation 
for which they appear " suited " i.e., satis­
factory ; even though their abilities closely 
match the job requirements, they choose 
to leave that work environment. This might 
be labeled the "satisfaction factor" as 
contrasted to the "satisfactoriness factor" 
which relates to job aptitudes and capa­
bilities , and on-the-job performance . 

Considerable progress has been made in 
developing instruments for measuring 
variables concerning job satisfaction and 
satisfactoriness. Some instruments now 
available for assessing individual voca­
tional needs and abilities include : 1) The 
Minnesota Satisfaction Questionnaire 
(MSQ) which measures how work satisfies 
an individual; 2) The Minnesota Satis­
factoriness Scales (MSS) which measure 
how satisfactorily individuals perform; 3) 
The Minnesota Importance Questionnaire 
(MIQ) which measures an individual 's 
vocational needs ; and 4) The Minnesota 
Job Description Questionnaire (MJDQ) 

which measures the reinforcers (rewards) 
jobs provide. 

The MJDQ and MSQ provide information 
useful in working with students concern­
ing their career development by identifying 
job reinforcer characteristics . The M inn­
esota Importance Questionnaire (MIQ) 
makes information from the MJDQ and 
MSQ more valuable when working with 
students, as it provides a direct measure of 
vocational needs by measuring and rank­
ing 20 vocationally relevant need dimen­
sions. 

Scores from the MIQ can be analyzed, 
then compared with scores for other occu­
pations. An occupational reinforcer pat­
tern (ORP) describes a job environment in 
terms of factors which satisfy the voca­
tional needs measured by the MIQ. The 
ability of the MIQ to measure vocational 
needs which can be compared with the 
reinforcing characteristics found in a spe­
cific work environment are unique. No 
other instrument presently available allows 
direct matching of needs and the rein­
forcers found in a work environment, 
thereby yielding a prediction of individual 
satisfaction on the job. 

Research on the topic of worker satis­
faction has been a major concern of the 
Work Adjustment Project (WAP) at the 
University of Minnesota. The WAP has 
concentrated along two fronts to develop 
better ways to match people with occupa­
tions by: assessing vocational abilities 
and matching these with the ability re­
quirements needed for successful occupa­
tional performance, and assessing voca­
tional needs (preference for those charac­
teristics of a job which are satisfying) ; 
then matching that individual 's needs with 
the occupational reinforcers (characteris­
tics of a job that cause satisfaction or 
dissatisfaction) for a given occupation . 
There seems to be substantial implicit 
agreement that a " good fit " between the 
individual and his environment facilitates 
individual adjustment. 

The terms satisfactoriness and satis­
faction describe the degree of success 
achieved in maintaining "correspondence" 
between an individual and the work en-
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vironment. Work "correspondence" can be 
described in terms of the individual's 
fulfilling the requirements of the work 
environment, and the work environment 
fulfilling the requirements of the indivi­
dual. This correspondence is a continuous 
process: it is termed "work adjustment". If 
a person reaches a stabilized state of 
correspondence, he or she is likely to 
remain on the job and obtain tenure . 
Satisfactoriness is an external indicator 
while satisfaction is an internal indicator 
of correspondence. Work personality­
work environment correspondence can be 
used to : 1) Predict satisfaction and satis­
factoriness which are indicators of corres­
pondence in the work adjustment process ; 
and 2) Predict job tenure . 

In order to predict tenure , satisfactori­
ness and satisfaction must be measure­
able and predictable. Basically , this is 
done through a two-step process : 1) 
Ability requirements are establ ished by 
studying satisfactory workers with sub­
stantial tenure ; 2) Reinforcer systems are 
established by studying satisfied workers 
with substantial tenure . 

The research framework of the WAP 
permits measurement of individuals and 
work environments explicitly , independ­
ently, and on a comparable measurement 
scale , thus permitting prediction of job 
satisfaction in advance of employment . 
Such a method of matching people and 
jobs has distinct promise for use in voca­
tional counseling or personnel placement. 

The purpose of the study was to 
determine what work environment factors 
appeal to ag teachers. This was done by 
collecting data and constructing Occupa­
tional Reinforcer Patterns (ORPs) for high 
school and adult vocational agriculture 
instructors . 

Participants for the study were chosen 
from among the 487 Minnesota agriculture 
teachers employed in 1970-71. Two sub­
groups were surveyed : 1) 68 High School 
(HS) Instructors , and 2) 41 full-time Adult 
Farm Management (FM) Instructors . 

Selection was based on the factors of 
success in teaching and experience. The 
experience factor selected partic ipants on 
the basis of tenure ; this limited eligibility 
to those in the occupation for at least th ree 
years. Success - a subjective factor -
was intended to select sat isfied , satisfac­
tory individuals. FM participants were 
selected by the University's Ag Ed teacher 
trainer, while the high school group was 
selected by the state Ag Ed supervisor. A ll 

individuals designated as meeting the dual 
criteria were contacted for the study. 

A copy of the Minnesota Job Description 
Questionnaire (MJDQ) (which contains the 
short form MSQ) and a letter of explana­
tion were mailed to each participant. 
Completed questionnaires were scored 
and analyzed by the Work Adjustment 
Project. A 0 2 Comparative Value for the 
two occupations was then calculated to 
facilitate comparison of the ORPs on a 
quantitative basis. 

THE RESULTS 

Descriptive Characteristics of ORPs 
Each completed MJDQ provides data 

which helps establish the Occupational 
Reinforcer Paterns (ORPs) for an occupa­
tion described in Table 1. 

Scale 

1. Ab il i ty 
utilization 

2 . Achievement 

3 . Activity 
4 . Advance­

ment 
5 Authonty 

6 . Company 
policies and 
practices 

7. Compensa­
tion 

8 . Co-workers 

9 Creativity 
10 . lndepend-

ence 

Table 1. 

MJDQ Statement 

Workers on this job ... 

1. make use of th ei r indivi ­
dual abilities 

2. get a feeli ng o f accom­
plishment. 

3 . are bu sy all the time . 
4 . have opport unit ies for 

advancement. 
5 . tell o ther workers w hat to 

do . 
6 . have a company which 

adminis ters 1t s polic1es 
fairly . 

7 . are paid well in compari ­
son w i th other w orkers . 

8 . have co-workers who are 
easy to make friends w1th . 

9 . try out their own Ideas . 
10. do their work alone . 

11 . Moral 11 do •.vork Without feel1ng 
values that 11 is morally wrong . 

t 2. Recogn1t10n 12 receive recognition for the 
work they do . 

13. Responsibility 13 make decis1ons on their 

14 . Secunty 
15 Soc 1al 

service 
16 . Social 

status 

17 SuperviSIOn 
- human 
relations 

18 SuperviSIOn 
- techn1cal 

19 Vanety 

20 Workmg 
cond1t1ons 

21 Autonomy 

own . 
14 have steady employment 
15 have work where they do 

th1ngs for other people . 
16 . have the pos1t1on of 

"s omebody" 1n the 
comm unity . 

17 have bosses who back up 
their men (w1th top 
management) . 

18 . have bosses who tra1n 
their men well. 

19. have someth1ng different 
to do every day 

20 . have good work1ng cond i­
tiOns . 

21 . plan their work w1th l1ttle 
superv1s1on 
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Since not all reinforcers are expected to 
be found in a given work environment, and 
since reinforcers can be present at various 
levels in different environments, the MJDQ 
is designed to yield an estimate of magni­
tude of reinforcement as well as judging 
its presence. 

Figure 1 shows an ORP profile for HS 
and FM instructors . The profile for HS 
shows that Social Service, Ability Utiliza­
tion , Responsibility, Creativity, Security, 
Autonomy, Achievement , and Activity are 
descriptive reinforcer characteristics of the 
occupation , while Authority and Technical 
Supervision are characteristics not de­
scriptive of the occupation . (See Table 1 
for explanation of terms.) 

In addition , the ORPs profiles indicate 
the degree to which reinforcer character­
istics are descriptive. Highly descriptive 
reinforcers (in either a positive or negative 
sense) are indicated by the symbol I ; 
characteristics which are moderately de­
scriptive are indicated by the symbol e. 

For example, in the HS ORPs profile , 
descriptive reinforcer characteristics are 
found on both the positive and negative 
side of the scale. For HS instructors, 
Social Service is considered a highly 
descriptive positive reinforcer characteris-

Figure 1 - Occupation Reinforcer Patterns 
Profiles for High School and Adult Agricultural 
Instructors as Measured by the Minnesota Job 
Description Questionnaire 

1. Ability utilization 
2. Achievement 
3. Activity 
4. Advancement 
5. Authority 
6. Company policies 
7. ·compensation 
8. Co-workers 
9. Creativity 

10. Independence 
11 . Moral values 
12. Recognition 
13. Responsibility 
14. Security 
15. Social service 
16. Social status 
17 . Supervision - human relations 
18. Supervision - technical 
19. Variety 
20. Working conditions 
21 . Autonomy 

I Highly descriptive characteristic 

--High School Instructors 
----Adult Farm Management Instructors 

tic , while Authority and Technical Super­
vision are moderately descriptive negative 
reinforcer characteristics . This indicates 
that an important job reinforcer charac­
teristic for HS instructors is having "work 
where they do things for other people" 
(Social Service), but HS instructors are 
less likely to "tell other workers what to 
do" (Authority), or to have "bosses who 
train their men well" (Technical Supervi­
sion) . 

Of the ten descriptive reinforcer charac­
teristics for HS instructors, one (Social 
Service) rated as highly descriptive while 
the other nine rated moderately descrip­
tive. Of the ten , eight are positive and two 
- Authority and Technical Supervision -
are negative reinforcers (not descriptive). 

FM instructors had eight descriptive 
reinforcer characteristics, six of which -
Responsibility , Ability Utilization, 
Autonomy, Achievement, Social Service, 
and Authority - are highly descriptive. 
Creativity and Technical Supervision rated 
as being moderately descriptive reinforcer 
characteristics of the occupation. As in the 
case of HS instructors, Authority and 
Technical Supervision are negative de­
scriptive reinforcer char~cteristics; the re­
maining six are positive. 

9 Moderately descriptive 
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In addition to the profile for each job, a 
list of descriptive phrases for each profile 
is obtained from MJDQ data. These de­
scriptive phrases are selected and classi­
fied as either highly or moderately 
descriptive on the basis of : 1) Their 
absolute scale value; 2) Consensus among 
respondents about the presence or ab­
sence of the reinforcer in the occupation . 

A descriptive phrase is termed highly 
descriptive of the occupation only if three 
conditions are met: 1) It has an adjusted 
scale value equal to or greater than 1.5; 2) 
At least 90 percent of the teachers agree 
that the statement describes the job; 3) 
The estimated overlap between the number 
of votes for the statement and the number 
of votes for the neutral point was less than 
or equal to 15 percent. 

Descriptive reinforcer characteristic 
phrases for ag teachers came out to be: 

A. Adult farm management 
instructors: 

1) make decisions on their 
own 

2) make use of their individual 
abilities 

3) plan their work with little 
supervision 

4) get a feeling of accomplish­
ment 

5) have work where they do 
things for other people 

6) do not tell other workers 
what to do 

7) try out their own ideas 
8) do not have bosses who 

train their men well 
B. High school vocational agri­

culture teachers : 
1) have work where they do 

things for other people 
2) make use of their own 

individual abilities 
3) make decisions on their 

own 
4) try out their own ideas 
5) have steady employment 
6) plan thei,r work with little 

supervision 
7) get a feeling of accomplish­

ment 
8) are busy all the time 
9) do not have bosses that 

train their men well 
1 0) do not tell other workers 

what to do 

highly 
descriptive 

J moderately 
descriptive 

J 
highly 
descriptive 

moderately 
descriptive 

The two sets of descriptive phrases are 
similar - all eight of the phrases which 
describe the occupation of FM instructor 
are found in the list of ten which describe 
the occupation of HS instructor. Such 
similarity indicates that the two jobs are 
alike in their reinforcer characteristics . 

The occupation of ag instructor was 

then compared to other occupations. Table 
2 shows a 0 2 value for the occupations of 
HS and FM instructors compared to nine 
job clusters: 1) Professional Technical, 2) 
Semi-professional Technical, 3) Service 
Sales, 4) Social-Education Service, 5) 
Business Detail Service, 6) Personal Ser­
vice, 7) Building Trades Manual, 8) Manu­
facturing Manual, and 9) Service­
Maintenance Manual Occupations. A low 
D 2 value indicates similarity, a high 0 2 

value indicates less similarity. 

Table 2. 
D 2 Comparison Value for High School 

and Farm Management Instructors with 
Nine Job Clusters 

Occupational 0 2 Value 
Job-Cluster 

~ FM 
1 . Professional technical 4 .59 6.92 
2. Semi-professional 

technical 3 .78 5.4() 
3 . Service Sales 4.52 4 .91 
4 . Social-education Service 1 .77 2 .86 
5 . Business Detail Service 6 .70 9.49 
6 . Personal Service 6.26 8 .00 
7 . Building trades Manual 7 .21 9 .08 
8 . Manufacturing Manual 11.56 12.91 
9 . Service-Maintenance 

Manual 4.63 6.23 

Both HS and FM instructors had the 
lowest D 2 value when compared to Job 
Cluster 4, Social-Education Service Occu­
pations, a cluster that contains "educator­
type" occupations e.g. elementary, 
secondary, and vocational teachers. (As 
contrasted to this apparent close identi­
ficat ion with cluster 4, both groups had 
high D2 values for cluster 8, Manufacturing 
Manual Occupations.) 

After cluster 4 was identified as being 
similar, a 0 2 value was calculated for each 
of the nine occupations within the cluster: 
caseworker, school counselor, vocational 
rehabilitation counselor, vocational 
instructor, librarian, occupational thera­
pist, physical therapist, elementary teach­
er and secondary teacher. Interestingly 
enough, both groups again agreed (as 
indicated by lowest 0 2 value) most closely 
with one occupation - that of school 
counselor (0 2 = 1 .5). 

CONCLUSIONS . 

The major goal of this study was to 
identify those characteristics of the occu­
pations of farm management instructor 
and high school instructor that are rein­
forcing, and lead to job satisfaction for 
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those engaged in that occupation. 
The results were summarized in the form 

of Occupational Reinforcer Pattern pro­
files , and in a list of descriptive charac­
teristics. Adjusted scale values on each of 
21 scales were used to calculate a D2 

comparative value for each of nine job 
clusters and nine distinct occupations. 

The results indicate that the occupa­
tions of adult farm management instructor 
and high school vocational education in 
agriculture instructor have certain identi­
fiable reinforcer characteristics, and that 
the characteristics are similar . Eight 
common descriptive reinforcer character­
istics were found. 

Adult farm management instructors 
seem to exhibit a somewhat more definite 
attitude on those reinforcer characteristics 
they identify, as indicated by the number 
of "highly descriptive" characteristics on 
their ORPs with FM instructors having six 
reinforcer characteristics designated 
" highly descriptive" while HS instructors 
had one. 

The 8-10 descriptive statements given 
for these occupations suggest the most 
important characteristics of each occupa­
tion , a source of occupational information 
for counseling . It would appear that the 
two occupations provide a similar rein­
forcer system, and a person satisfied with 
one occupation would likely be satisfied 
with the other . 

The ORPs for both occupations show a 
high degree of correlation with the 
descriptive characteristic , indicating a 
high level of agreement among teachers in 
both comparative judgement and categori­
cal judgement of reinforcer characteristics 
of their occupation . Of the nine reinforcing 
characteristics shown on the ORPs for the 
FM instructors , only one was not listed as 
being a descriptive characteristic of that 
occupation ; all ten of the characteristics 
identified as being reinforcers for the HS 
instructors were listed as descriptive. This 
would imply that Ag teachers agree on the 
presence of reinforcer characteristics . 

Comparing the occupations of HS and 
FM instructor resulted in a low D 2 Value, 
indicating the two jobs are similar in 
reinforcer characteristics . These occupa­
tions show a similarity to occupations 
listed under the title , "Social -Education 
Service Occupations ," implying that HS 
and FM instructors' occupations have 
reinforcer characteristics similar to theirs . 
It is interesting to note that the D 2 values 
suggest a strong correlation with that of 

counselor, an activity often performed by 
ag teachers. 

Additional Research Needed 

Further research needs to be conducted 
to identify reinforcer characteristics of the 
many off-farm agricultural occupations as 
guidance personnel contact a small num­
ber of potential ag instructors yet contact 
many potential employees for off-farm 
occupations , and counseling toward semi­
professional occupations deserves greater 
emphasis . Through the use of the MJDQ it 
would be possible to survey more occupa­
tions and develop ORPs for use in guid­
ance . 

Research needs to continue to refine the 
tools used in determining reinforcer 
characteristics since the MJDQ may not 
discriminate among closely allied jobs 
such as the two in this study. More 
research is needed to explore the possi­
bility of identifying additional characteris­
tics which may be reinforcing to various 
groups of people . It would also be of 
interest to survey managerial-type occu­
pations and observe their reinforcer 
characteristics . 

The Theory of Work Adjustment holds 
promise for guidance and career develop­
ment personnel now working with 
students in secondary and post-secondary 
schools . It also represents another effort 
to better " match" people to jobs in order to 
improve worker satisfaction and satis­
factoriness . 
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