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(ABSTRACT)

The purpose of this study was to determine the effect
the degree of planfulness of a career transition has on the
subsequent job satisfaction in persons seeking or working in
temporary employment. The population for this study was 117
individuals seeking or working as a temporary worker in the
internal pool of temporary employees at Virginia Polytechnic
Institute and State University. One hundred of the
individuals in the population completed a survey which
provided demographic information such as reasons for seeking
temporary work and employment plans. Planfulness of the
career transition was measured by the McDaniels Career
Transition Considerations (1991). Degree of job
satisfaction was measured by the Job Descriptive Index -
Revised (Smith, Kendall, & Hulin, 1985). Twenty-nine
individuals received personal interviews. These workers
were questioned about characteristics of their transition,

self, environment, and job satisfaction.



Descriptive and inferential statistics were used to
determine planfulness, jobs satisfaction, and to examine the
effect of planfulness of the career transition on job
satisfaction. Financial situation was determined to be the
primary consideration of those seeking temporary work
followed by work options and family issues. Three factors,
quality of supervision, co-workers, and the job in general,
were most clearly associated with job satisfaction of the
population. Present temporary work and pay were found to
provide low levels of satisfaction and promotion opportunity
was found not to be a source of satisfaction.

Analysis of variance (ANOVA) was computed for each
scale of job satisfaction and three groups of planfulness.
Results suggest that the more planful respondents
experienced more satisfaction with three factors of job
satisfaction: present work in temporary assignment, co-
workers, and the job of temporary work in general.

The findings suggest that individuals sought temporary
work as a result of a transition as defined by Schlossberg
(1984); specifically, in regards to adjusting to role change
salience as postulated by Super (1990). Temporary workers
were planful in the transition which resulted in
experiencing job satisfaction in many facets as described by

Hoppock (1935) and Smith, Kendall, and Hulin (1969). These



findings have implications for career counselors and
individuals seeking temporary work as an adjustment to a
career transition. Individuals concerned with their
financial situation, work options, and family issues while

in a career transition may find satisfaction in temporary

work.
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CHAPTER ONE

INTRODUCTION

Restructuring, downsizing, rightsizing, trimming the fat--
these terms became buzz words for the 1990's. Whatever the
euphemism, the bottom line was that millions of people were
unemployed or underemployed. The U.S. Department of Labor,
Bureau of Labor Statistics (BLS) (1992) reported that, in
the recession of 1990, over 9 million people became
unemployed. BLS projected that only a small number of those
who lost jobs in the recent recession was rehired by their
former employers (Gardner, 1994). The majority of these
workers initiated job searches and actively sought
reemployment. Not only was the American private sector not
employing as many workers, the United States military
services began a reduction in forces that released at least
548,000 veterans into the civilian labor seeking market by
1997 (Thompson, 1992).

Consider these two scenarios of modern employment:

My wife accepted a promotion, which made it
necessary for us to move to another state. My wife is

an executive, and I'm a factory worker. I temped at



industrial jobs for eight months until I finally found

another job.

I have two college degrees and a good track
record. I was really secure. Then my company started
trimming the fat--and I was considered excess baggage.
I ended up temping for almost a year, and eventually
accepted a position offered to me while on a temporary
assignment. (Mendenhall, 1993, p. 15)

Both of these workers were in what Schlossberg (1984)
called a career transition. Career transitions were either
planned, as in the case of a promotion, or unplanned, as in
the case of a layoff. Levinson (1978) viewed transitions as
the bridges between the periods of the life cycle. Bridges
(1980) noted that how individuals handled their career
transitions influenced their lives for many years. Many
individuals adapted to job transitions by becoming temporary
workers or "temps." The National Association of Temporary
Services (NATS) reported that every day over one million
people worked as temps (Sacco, 1992a). Contributing to the
growth of the temporary work industry was an increase in the
use of temps as adjunct workers by companies who sought to
reduce personnel costs, gauge personnel needs, and screen

potential new employees (Steinburg, 1993). Naisbitt (1984)



noted that from the 1980s to the year 2000 there was a
social reevaluation of the contributions of permanent jobs
to their organizations. Naisbitt (1990) predicted that this
reevaluation resulted in 10 million workers serving as
leased employees by the year 2000.

Some temps reported more job satisfaction with their
employment choices than others. For example, take the
following two statements into consideration:

I never, ever dreamed I would resign from a very
well paying, secure job with great benefits simply
because I didn’t want to work there anymore and I
wanted to do something different. But at the age of
thirty-nine that is exactly what I did...I turned in my
resignation, tightened my belt, made some adjustments
and went through with my plans. (Mendenhall, 1993, p.
14)

I'm the type of person that if I do a job, I want
to do it. And I want to be challenged. So all of
these assignments have been really sort of easy for me.
But I try not to let that bother me because I know it’s
not something I’'m going to stay with. (Henson, 1993,

p. 180)



A question arouse as to what were the factors, if any,
that foster job satisfaction for the temporary worker. Most
employers considered it desirable that their permanent
employees experienced a feeling of job satisfaction. Job
satisfaction was attributed to improved employee attitude
and productivity, attendance, and retention (Feldman &
Doerpinghaus, 1992; Gunnings, 1982; Hoppock, 1935;
Peluchette, 1993; Schultz, 1982). These attributes were
equally applicable to temporary workers. This study
determined the effect of planned career transitions on the

job satisfaction of temporary workers.

STATEMENT OF THE PROBLEM

Bruce Steinberg, Media Relations Representative of the
NATS, stated that "temporary employment is a bridge to full
time employment" (1993, p. 4). Companies employed temporary
workers while they gauged their needs for permanent
employees. Temporary-help agencies such as Manpower served
as employment brokers who helped temps by placing them in
work assignments and assisted the employer by assuming the
functions of screening, testing, training, and placing

workers. In an interview with the Wall Street Journal,

Judith Scott, an analyst of the temping industry for Robert



W. Baird and Company, said she expected this trend to
continue: "This approach provides excellent opportunities
to the temporary-help industry, not only to increase its
traditional businesses but to expand its role as an
extension of the human resource department" (Schellenhardt,
1991, p. 3A). Justice-0O’Connell (1994) stated that before
workers entered the temp industry, their individual
situations was to be examined, as some people were more
successful than others in temp work. Those who were
dissatisfied and continued in the field may have experienced
debilitating mental and physical problems such as stress and
lowered morale (Bledsoe & Haywood, 1981; Gunnings, 1982;
Hendrix, Steel, & Schultz, 1987; Huberty & Hueber, 1988;
Jupp & Shaul, 1994; Kesler, 1990; Kornhauser, 1965; Leonard,
Margolis, & Keating, 1981; Lyman, Pynoos, & Cohen, 1993;
Matthisen, Raknes, & Rokkum, 1989; Olson & Dilley, 1988;
O'Toole, 1973; Peluchette, 1993; Trivette, 1993). For this
study, the problem was to determine the effect of planned
career transitions on the job satisfaction of temporary

workers.



PURPOSE OF THE STUDY

The general purpose of this study was to determine the
effect the degree of planfulness of a career transition had
on the subsequent experience of job satisfaction in persons
Who sought or worked in temporary employment. As noted in
the problem statement, the study determined the effect of
planned career transitions on the experience of job
satisfaction and was limited to the population of temporary
workers. In order to determine this effect, career
transition and job satisfaction was defined and measured.
Then the factors of planned career transition and job
satisfaction were identified and the effect of planfulness
of career transitions on the job satisfaction of temporary

workers was examined.

RESEARCH QUESTIONS
The following questions were considered in this study
of temporary workers:
1. What factors significantly contributed to the
planfulness of career transitions?
2. What factors significantly contributed to

experiencing job satisfaction?



3. Was there a significant difference between the
degree of planfulngsé”of~career transitions and the

experience of job satisfaction?

ASSUMPTIONS

1. Job satisfaction was a desirable attribute in
temporary workers.

2. Career transitions were identifiable career
development phenomena.

3. Workers could be planful in career transitions.

4. Various factors influenced the degree of planning
workers attributed to their experience of career
transitions.

5. Various factors influenced the degree of job
satisfaction a worker experienced.

6. Instruments could be identified or created that
would measure planfulness of career transitions and the
experience of job satisfaction.

7. Respondents could accurately self report the
planfulness of their career transitions and their experience

of job satisfaction.



LIMITATIONS

1. Selection was limited to the population of all
available workers seeking or currently employed in temporary
jobs at Virginia Polytechnic Institute and State University
(Virginia Tech) in the fall of 1994.

2. This study examined the effects of planned career
transitions on job satisfaction. Other factors not related
to career transitions may have contributed to employee
experience of job satisfaction or dissatisfaction.

3. Data on job satisfaction was collected by self
report on the Job Description Index - Revised (JDI-R)
(Smith, Kendall, & Hulin, 1985), factors that influenced job
satisfaction not measured by this instrument may have
existed.

Data on planned career transitions was collected by
self report on the McDaniels Career Transitions
Considerations (Modified) (MCTC-M) (McDaniels, 1991), factors
that influenced the planfulness of career transitions not

measured by this instrument may have existed.

CONCEPTUAL FRAMEWORK
The constructs used in this study were grounded in six

primary established sources: (a) Super’s (1957, 1963, 1976,



1980, 1983, 1990) theory of career development; (b)
Schlossberg’s (1972, 1984) theory of career transitions; (c¢)
Hoppock’s (1935, 1960, 1974a, 1974b, 1976) theory of job
satisfaction; (d) Smith’s, Kendall’s, and Hulin’s (1969a,
1969b, 1975/1985) theory of job satisfaction; (e) recent job
satisfaction studies at Virginia Tech (Bolon, 1993; Brown,
1992; Evans, 1993; Lewis, 1992; Rhodes, 1993; Stripling,
1990; Trivette,1993); and (f) trends in temporary
employment. Each of these six will now be considered in
turn.

Super’'s life-span/life-space approach to career development

In his work, Super (1957, 1963, 1976, 1980, 1983, 1990)
addressed the definition of a career, transitions, and the
job satisfaction of individuals. Super (1976) defined a
career as:

The sequence of major positions occupied by a person

throughout his preoccupational, occupational, and post-

occupational life; includes work-related roles such as
those of student, employee, pensioner, together with
complementary vocational and familial and civic roles.

Careers exist only as people pursue them; they are

person centered. (p. 20)



Career development occurred in stages and these stages
occurred in minicycles of growth, exploration,
establishment, maintenance, and decline. Minicycles
occurred within the broader context of a maxicycle. Super
noted that the process of recycling involved new growth,
reexploration and reestablishment, and was a transition that
was a function of an individual’s situation, personality,
and abilities. Transitions occurred as the individual moved
from stage to stage or as the individual confronted external
forces, such as restructuring of the work environment, or
internal forces, such as illness or injury.

Super (1990) contended that individuals experienced job
satisfaction in a variety of settings. While many factors
influenced the degree of satisfaction, the extent the
individual was able to develop and implement self-concepts
was proportionaly related to job satitsfaction. Super’s
work suggested that satisfaction depended on the extent to
which the individual was able to developmentally meet needs
in the workplace.

Schlossberg’s theory of transitions

Schlossberg (1984) established a framework for adult

career development based on the notion that adults needed to

be approached as individuals, not in terms of predictable

10



behavior stemming from early childhood experiences nor by
age or stage, but in terms of transitions. Included in the
definition of transition were obvious life changes, such as
job entry, and less obvious changes, such as loss of career
aspirations. Also considered as career transitions were
anticipated events that did not come to pass, such as an
expected promotion that was never offered. "Thus a
transition can be both an event and a nonevent--if it
results in change" (Schlossberg, 1984, p. 43). Spierer
(1977) claimed that "a transition is any change that has
important consequences for human behavior" (p. 6). If an
individual did not change previously held assumptions and/or
relationships there was no transition. For example, if a
worker was not affected by the denial of a promotion and
continued to work at the same position, the worker did not
experience a career transition. However, if the worker
reacted to the nonevent by deciding to quit the job, the
worker then entered a transition. The extent to which the
worker explored goals, narrowed choices, and evaluated
actions were indicators of planfulness of a career

transition (Schlossberg, 1972).

11



Hoppock'’s theory of job satisfaction

Beginning with Hoppock (1935), job satisfaction was a
widely researched and theorized construct of work behavior.
Hoppock (1976) stated that until he began constructing an
attitude scale to measure job satisfaction, few attempts had
been made to determine the relationships between job
satisfaction and its contributing variables. He noted that
the level of satisfaction changed quickly by changes in the
nature of the job or the conditions under which it is done.
Hoppock (1974b) also noted that work that was meaningless to
one group of workers may have been of meaning to others and
individuals often expressed dissatisfaction with
occupational choices in times of economic prosperity than in
times of economic hardship when employment was scarce. He
stated that with better career planning, the job changes
that came with career development were more satisfying.
Hoppock contended that most people eventually made job
adjustments and found harmonious employment. When workers
obtained satisfying work, they showed fewer signs of
emotional maladjustment, experienced more effective
relationships with supervisors and co-workers, and felt more

successful.

12



Smith’s, Kendall’s, and Hulin’s theory of job satisfaction
Smith, Kendall, and Hulin (1969a) contended that job

satisfaction could be measured across a variety of factors.
They noted that job satisfaction was measured by the
difference between the outcome a worker experienced and the
outcome that was expected by the worker. Their assessment
instrument, the Job Descriptive Index (JDI) (1985), measured
multiple job satisfaction factors and was widely used to
measure job satisfaction for years (Evans, 1993; Rhodes,
1993; Hanisch, 1992). Its six scales (work, pay, promotion,
supervision, co-workers, and job in general) used adjective
like items to which the respondent indicated agreement,
disagreement, or a neutral response. The scales were
revised to reflect changes in jobs and language (Smith,
Kendall, & Hulin, 1985).

Job satisfaction studies conducted at Virginia Tech

Studies conducted at Virginia Tech suggested that
research insititutions considered job satisfaction a social
phenonmenon worthy of academic study. For example, studies
were aimed at specific occupations, such as Evans’ (1993)
survey of certified substance abuse counselors, Brown’s
(1992) and Rhoades’ (1993) studies of school psychologists,

and Trivette’s (1993) study of elementary school counselors.

13



In addition to studies involving individuals in specific
occupational settings, variables of job satisfaction were
the subject of research, including Stripling’s (1990)
variables of job satisfaction for employed women, Lewis’
(1992) wvariables to account for a worker’s perceived
organizational commitment, and Bolon’s (1993) relationships
among organizational components.

While educational pursuit was aimed at examining
factors of job satisfaction and specific occupations, no
study was conducted to examine causal factors of job
satisfaction and temporary workers. This study adressed the
lack of research conducted in this area.

Trends in the temporary employment industry

The rise of brokering agencies to place temporary
workers was primarily a post World War II phenomenon which
boomed into a growing industry. In 1993, the Bureau of
Labor Statistics estimated that temporary workers comprised
1.3% of the total workforce, accounting for 1.5 million
workers (Sperry, 1993). There was a significant rise in the
establishment of "temp pools" within organizations (Bassett,
1989). Christensen (1989) noted that 49% of the 521 largest
U.S. corporations established internal pools of temporary

employees, which may have pushed the total number of

14



temporary workers into the multi-million range. The trend
was an increased establishment in companies of a smaller
core of permanent workers supplemented by larger numbers of
adjunct temporary workers (Golden & Appelbaum, 1992;
Schellenhardt, 1994). The use of temps as adjunct employees
eliminated expenses such as unemployment insurance, paid
vacations, and other benefits usually offered with permanent
jobs (Kleinschrod, 1990). Companies were increasingly
employing former permanent staff as in-house temporaries.
This action allowed for the employee to remain gainfully
employed and allowed for the company to retain an
experienced and trained employee (Temporary, 1992).
Increasingly, employees who formerly held permanent
jobs were seeking temporary work. Temping was a viable
option for those seeking permanent positions. Temps learned
about internal job openings and made business contacts while
they simultaneously conducted a job search and earned an
income (Ryan, 1991). When temp jobs became permanent
positions, temps served as candidates whose performance had

already been tested (Falcone, 1993).

15



SIGNIFICANCE OF THE STUDY

In the last ten years, the temporary work industry
tripled, which made it one of the hottest businesses for
1994 (Schuster, 1994). The growth of the temping industry
made temporary employment a viable option for adults iﬁ a
transition. McDaniels, Hedrick, and Watts (1991) estimated
that at any given time approximately 10% of the population
experienced a life event which resulted in a major career
transition, while 90% dealt with subtle transition issues
that influenced career decisions.

Job satisfaction was likely to be a major influence on
career decisions made during transitions. Job satisfaction
was defined as the difference between the reality of the job
and the worker’s expectations of the job based on a variety
of factors such as pay and work environment. Dissatisfaction
with a job may have led to disengagement from the job or the
occupation as a whole (Clemons, 1988; Hoppock, 1935).

Temporary workers with low levels of job satisfaction
may have quit their jobs precipitously and without adequate
planning for a career transition. The decision to quit was
costly to temporary agencies that prided themselves on

investment in training their workforces. Businesses lost

16



both time and money--while they obtained and trained another
temp--on repeated in-house training.

Job dissatisfaction could have devastating effects on
the individual (Bledsce & Haywood, 1981; DeCotis & Summers,
1987; Hendrix, Steel, & Schultz, 1987; Kesler, 1990;
Leonard, Margolis, & Keating, 1981; Schnitzius & Lester,
1980). For example, O'Toole (1973) found multiple
consequences of job dissatisfaction, which included mental
and physical health problems. Kornhauser (1965) associated
low self-esteem, anxiety, depression, and psychosomatic
illness with job dissatisfaction. Schultz (1982) found that
job satisfaction influenced the quality of one’s work
activities, specifically high levels of satisfaction was
correlated with high performance, low turnover, and low
absenteeism.

Traditionally, studies on employee job satisfaction
focused on permanent, not temporary workers. Several
dissertations focused on temporary workers. Henson (1993)
conducted indepth interviews with temporary workers and
found that reasons for choosing temporary work and job
satisfaction of temporary workers varied greatly. Jackle
(1993) claimed to have the first study basing the choice of

contingent employment on environmental, personal, and

17













































































































































































































































































































































