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CHAPTER I 

INTRODUCTION 

This i s a study of two kinds of work pressures among u n i v e r s i t y 

professors: (a) q u a n t i t a t i v e overload, the pressure which a r i s e s from 

having too much to do, and (b) q u a l i t a t i v e overload, the pressure which 

a r i s e s from not being able to do what one i s supposed t o do. 

More s p e c i f i c a l l y , the study t r i e s to show f i r s t how these pressures 

r e l a t e t o s t a t u s , t o psychological r e a c t i o n s , and to indices of a person's 

p h y s i o l o g i c a l s t a t e . Secondly, we w i l l t r y t o e s t a b l i s h t h a t achievement 

o r i e n t a t i o n , a c h a r a c t e r i s t i c of the person which i s r e l a t e d t o work 

pressure, i s also c o r r e l a t e d w i t h a person's serum u r i c acid l e v e l , a 

p h y s i o l o g i c a l v a r i a b l e . And f i n a l l y , we hope to demonstrate t h a t behavioral 

and emotional r e a c t i o n s t h a t are re l a t e d to serum u r i c acid are d i f f e r e n t 

from those emotional and behavioral r e a c t i o n s which are r e l a t e d to elevated 

serum c h o l e s t e r o l l e v e l s . 

Why study such problems among professors? We believe t h a t the r o l e 

o f higher education has gained i n importance. The t e c h n o l o g i c a l develop

ment of t h i s s o c i e t y , and the increase i n population w i t h the r e s u l t i n g 

pressure f o r c o l l e g e admission, have made i t e s s e n t i a l t h a t we know more 

about the professor and h i s problems. Academic o r g a n i z a t i o n and f i n a n c i n g 

a r e no doubt of s i m i l a r importance. But i t i s the professor who c a r r i e s 

t h e main burden of the perpetuation and advancement of l e a r n i n g ; i t i s he 

who c a r r i e s on research, and who teaches both h i s own successors as w e l l 

as those who w i l l apply h i s knowledge. 

1 
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The l i t e r a t u r e on professors contains two works which provided ideas, 

background, and perspective f o r t h i s study, .although, none of them deals 

w i t h overload s p e c i f i c a l l y . The f i r s t i s Wilson's The Academic Man. (1942) 

Wilson was concerned w i t h the e f f e c t s of the u n i v e r s i t y o r g a n i z a t i o n on 

the a t t i t u d e s and the behavior of u n i v e r s i t y professors„ He d e a l t w i t h 

such problems of the academic profession as s t a t u s , the f u n c t i o n of 

academic men, and v a r i a b l e s t h a t are important i n the q u a l i f i c a t i o n , 

r e c r u i t m e n t , and placement of professors i n the academic community. His 

conclusions are based on personal experiences and on a review of the 

l i t e r a t u r e up t o 1942, 

The second book, Caplow and McGee1s The Academic Marketplace (1958), 

was an attempt to analyze the s e l e c t i o n and the replacement of f a c u l t y 

members i n major i n s t i t u t i o n s . This analysis r e l a t e s the career p a t t e r n 

of the i n d i v i d u a l t o the present s t r u c t u r e of h i s u n i v e r s i t y , and places 

the l o c a l academic community w i t h i n the wider academic market. I t i s 

b a s i c a l l y an analysis of f a c u l t y m o b i l i t y ; the major p a r t of the book i s 

concerned w i t h the recruitment process. The f i n d i n g s of the book were 

based on open-ended i n t e r v i e w s conducted w i t h members of 215 l i b e r a l a r t s 

departments i n nine major u n i v e r s i t i e s having vacancies and replacements 

i n the academic years 1954-1956. Among those interviewed were f a c u l t y , 

department heads, candidates f o r the vacant p o s i t i o n s (successful and 

unsuccessful), and i n some instances u n i v e r s i t y deans and presidents. 

S u r p r i s i n g l y few studies have used face-to-face contact between 

researcher and respondent as a method of i n v e s t i g a t i o n . But e s p e c i a l l y 

i n the study of professors i s t h i s of importance. A great number of 

professors are h i g h l y r e l u c t a n t to f i l l out questionnaires. This p o i n t 
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was j u s t r e c e n t l y emphasized i n Austin's t h e s i s (1965) which d e a l t w i t h 

the determinants of occupational choice i n the academic realm. To 

express themselves w i t h i n the confines of predetermined and never exactly 

f i t t i n g categories i s not to t h e i r l i k i n g . . Moreover, they see t h e i r time 

as so valuable t h a t they are not i n c l i n e d to spend i t on research of 

others unless they are reasonably sure t h a t i t i s worthwhile. Face-to-face 

i n t e r a c t i o n seems a b e t t e r way of coping w i t h these obstacles than j u s t 

a l e t t e r which t r i e s t o introduce a study. Professors l i k e to t a l k , they 

l i k e t o f e e l t h a t t h e i r views are given a chance f o r expression, they 

themselves l i k e to be i n c o n t r o l of a s i t u a t i o n . I t i s , thus, a good 

idea to include face-to-face i n t e r a c t i o n i n t o any study of professors. 

On the other hand, s t r u c t u r e d questionnaires e l i m i n a t e a great number 

of problems of c o m p a r a b i l i t y and s t a n d a r d i z a t i o n . I n many ways i t i s also 

more e f f i c i e n t to l e t the person complete a questionnaire than t o lengthen 

an i n t e r v i e w unduly. Thus we f e e l t h a t the combination of face-to-face 

i n t e r a c t i o n followed by s t r u c t u r e d q u e s t i o n n a i r e s " i s an improvement over 

the use of e i t h e r method alone. 

No study has so f a r come to our a t t e n t i o n which r e l a t e s v a r i a b l e s . o f 

the academic environment to p h y s i o l o g i c a l v a r i a b l e s . I n i n c l u d i n g such 

v a r i a b l e s i n t h i s study we f e e l t h a t we are e x p l o r i n g a s t i l l r e l a t i v e l y 

uncharted area of r e l a t i o n s h i p s . I n the next chapter we s h a l l begin by 

s e t t i n g f o r t h the theory underlying t h i s study, and by g i v i n g a r a t i o n a l e 

f o r the hypotheses which are t e s t e d i n our study. 



CHAPTER TWO 

THEORY AND HYPOTHESES 

This study i s part of a la r g e r program which t r i e s t o l i n k p e r s o n a l i t y 

f a c t o r s and c h a r a c t e r i s t i c s of the s o c i a l environment to phys i c a l and 

mental h e a l t h . The basic t h e o r e t i c a l approach of t h i s program i s set 

f o r t h i n an a r t i c l e by French and Kahn (1962). I t postulates the 

interdependence among the o b j e c t i v e s o c I a l environment, the environment 

as i t i s perceived by the person, t h a t person's p e r s o n a l i t y c h a r a c t e r i s t i c s , 

and h i s behavioral and p h y s i o l o g i c a l r e a c t i o n s . The approach r e l i e s h e a v i l y 

on the theory of s e l f - i d e n t i t y as developed by D. R. M i l l e r (1963). A 

diagram may show how the main v a r i a b l e s of t h i s study might f i t i n t o t h i s 

l a r g e r scheme. 

C h a r a c t e r i s t i c s of the Person 

ACHIEVEMENT ORIENTATION < > SERUM URIC ACID 

Ob j e c t i v e 
Environment 

QUANTITATIVE CHOLESTEROL OVERLOAD 

> WORK HOURS STATUS 

QUALITATIVE 
OCCUPATIONAL OVERLOAD 
SELF-ESTEEM 

Psychological 
Environment 

Behavioral, a t t i t u d i n a l 
and p h y s i o l o g i c a l reactions 

F i g . 1: Diagram of the major r e l a t i o n s h i p s considered 
i n t h i s study. The arrows i n d i c a t e assumed causal r e l a t i o n s h i p s . 
Arrows p o i n t i n g i n two directions I n d i c a t e p a r a l l e l i s m r a t h e r than 
assumed c a u s a l i t y . 

4 
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The arrows i n F i g . 1 represent assumed causal r e l a t i o n s h i p . I n 

our t h e o r e t i c a l discussion we w i l l give the r a t i o n a l e f o r the causal 

inferences. Since we consider the hypotheses as part of the theory, 

they too w i l l be st a t e d i n causal form. The analysis of the data, 

however, i s based on c o r r e l a t i o n s which do not j u s t i f y causal i n t e r p r e t a 

t i o n s . Therefore, i n the p r e s e n t a t i o n of the data we d i s t i n g u i s h 

between hypotheses and e m p i r i c a l p r e d i c t i o n s . The e m p i r i c a l p r e d i c t i o n s 

are sta t e d without references t o causal d i r e c t i o n s . We s h a l l leave i t 

up t o the reader t o decide t o what extent he i s w i l l i n g t o consider the 

data as support of the t h e o r e t i c a l — c a u s a l l y stated—hypotheses. 

With respect to the diagram above, questions may a r i s e as t o why 

a v a r i a b l e has been placed i n t o a given category. Such questions may 

be r a i s e d e s p e c i a l l y about the placement of q u a n t i t a t i v e and q u a l i t a t i v e 

o v e r l o a d — w h i c h w i l l be defined t h e o r e t i c a l l y as two kinds of discrepancies 

between the s e l f and environmental c o n d i t i o n s . As such, the concept of 

overload does not f i t i n t o any of the given categories. I t i s only 

because we assess overload as a perceived s t a t e rather than as a discrepancy 

t h a t we f e e l j u s t i f i e d i n assigning i t t o a d i s t i n c t category. Overload, 

f o r example, i s o p e r a t i o n a l i z e d and measured by the emotions t h a t accompany 

i t . As such i t would belong i n t o the category "Behavioral, A t t i t u d i n a l , 

and P h y s i o l o g i c a l Reactions". On the .other hand, these emotions are reactions 

t o a c e r t a i n perception of the work s i t u a t i o n . As such i t would belong 

i n t o the category "Psychological Environment". Thus, the reader should 

consider the placement of the v a r i a b l e s as a t e n t a t i v e c a t e g o r i z a t i o n f o r 

i l l u s t r a t i v e purposes. 
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The v a r i a b l e s .included i n the preceding diagram are those which we 

intend .to l i n k t h e o r e t i c a l l y i n the way i n d i c a t e d by the. arrows. Besides 

these there are a number of other v a r i a b l e s -which may help us i n .the 

understanding-and the discussion of the r e s u l t s but which .are outside 

the focus of t h i s study. These v a r i a b l e s are: (a) defensiveness, 

(b) source of pressure, (c) l e g i t i m a c y of pressure, (d) s u b j e c t i v e p u b l i c 

esteem, (e) job worry, ( f ) blood pressure, and (g) o b e s i t y . A l l .measures 

w i l l be discussed i n the s e c t i o n on methodology. 

We s h a l l break the t h e o r e t i c a l discussion down i n t o four .problem 

areas: (a) a discussion of the r e l e v a n t concepts of s e l f - i d e n t i t y theory; 

(b) the concepts of q u a l i t a t i v e and q u a n t i t a t i v e overload and t h e i r 

r e l a t i o n s h i p s ; (c) serum u r i c acid and achievement o r i e n t a t i o n ; and (d) 

achievement o r i e n t a t i o n and c h o l e s t e r o l . I n each section we s h a l l define 

the concepts, s t a t e the theory, and present the r a t i o n a l e f o r the 1 

hypotheses. As said before, i n t h i s chapter we s h a l l s t a t e the hypotheses' 

c a u s a l l y and i n terms of the theory. Later, i n chapters V and V I , a f t e r 

d e s c r i b i n g the methods, the o p e r a t i o n a l i z a t i o n s of the concepts, and the 

sample, we w i l l present the e m p i r i c a l p r e d i c t i o n s used t o t e s t the hypotheses. 

Before going i n t o the t h e o r e t i c a l discussion i t might be u s e f u l t o 

s t a t e what t h i s study i s not. I t i s only i n part a survey of o b j e c t i v e l y 

e x i s t i n g c o n d i t i o n s . Frequently we are d e a l i n g only w i t h a person's 

per c e p t i o n of h i s work s i t u a t i o n . These perceptions are anchored t o status 

on the one s i d e , and p h y s i o l o g i c a l v a r i a b l e s on the other. But f o r the 

r e s t we have t o r e l y on statements made by the person h i m s e l f . Thus, the 

i n f o r m a t i o n on overload and on self-esteem, f o r example, comes from the 

same person. This means th a t our measures are not independent of each other. 
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We recognize•the l i m i t a t i o n s t h i s puts on the i n t e r p r e t a t i o n of the data, 

but i n the present study an independent assessment of a l l the v a r i a b l e s 

was not poss i b l e : i t would have been too c o s t l y i n terms of time and 

money and i t i s also d o u b t f u l t h a t we could have gotten p o s i t i v e coopera

t i o n from our subjects, f o r an approach which would have involved .among 

other t h i n g s , the i n t e r v i e w i n g of superiors and co-workers. 

Nor i s t h i s an a c t i o n - o r i e n t e d study. I t w i l l h a r d l y y i e l d recommenda

t i o n s f o r an a d m i n i s t r a t o r . F i n a l l y , the focus of t h i s study i s not the 

U n i v e r s i t y of Michigan as such, but only i n so f a r as the u n i v e r s i t y 

provided the p a r t i c u l a r s e t t i n g i n which t o t e s t d e r i v a t i o n s from a theory. 

We hope that the r e s u l t s are only i n i n s i g n i f i c a n t ways determined by the 

s p e c i a l c o n d i t i o n s p e r t a i n i n g only to t h i s i n s t i t u t i o n , except i n the 

sense t h a t the U n i v e r s i t y of Michigan i s i n the "major league" and th a t 

our conclusions might be d i f f e r e n t had we studied men i n the "bush league" 

or i n "academic S i b e r i a " (Caplow and McGee, 1958, p. 18). We would hope 

t h a t our f i n d i n g s could be generalised beyond t h i s one u n i v e r s i t y t o 

professors i n a l l i n s t i t u t i o n s t h a t are considered major u n i v e r s i t i e s . 

An e x p o s i t i o n of some relevant concepts of 
s e l f - i d e n t i t y theory 

Since the theory to which the concepts of work overload w i l l be l i n k e d 

i s t h a t of s e l f - i d e n t i t y theory, we s h a l l s t a r t by discussing some of i t s 

aspects, r e l y i n g on the work of Da R. M i l l e r (1963), and French and 

Sherwood (1963). 

The person b u i l d s and develops a p i c t u r e of the s e l f from h i s continous 

i n t e r a c t i o n w i t h the phy s i c a l and e s p e c i a l l y the s o c i a l environment. I t is 

the concepts developed i n t h i s process of i n t e r a c t i o n which provide the 
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i n d i v i d u a l w i t h the frame of reference f o r p e r c e i v i n g himself. This view 

o f the s e l f was introduced i n t o the s o c i a l sciences by Cooley (1909, 1922), 

and Mead (1934, 1956). I n 1943, G. W.. A l l p o r t surveyed the l i t e r a t u r e on 

the self-concept, and Ruth Wylie published a c r i t i c a l review of the 

e x i s t i n g research studies i n 1961. During the l a s t years the problem 

o f the s e l f has been taken up at the U n i v e r s i t y of Michigan mainly by 

Professors Daniel R. M i l l e r and John R. P. French, J r . The f o l l o w i n g 

concepts of t h e i r work seem r e l e v a n t t o an understanding of t h i s study. 

The Concept of Identity.Dimension 

The f i r s t concept of s e l f - i d e n t i t y theory t h a t i s relevant t o our 

subsequent discussion of overload i s the concept of i d e n t i t y dimension. 

We regard an i d e n t i t y dimension as a set of a l t e r n a t i v e l y possible 

a t t r i b u t e s which are tr e a t e d by the person as c o n s t i t u t i n g a roughly 

l i n e a r scale, a l l having a common core of meaning but va r y i n g i n degree. 

According to i t s degree, the a t t r i b u t e i s assigned a l o c a t i o n on the 

dimension. 

A s e l f - a t t r i b u t e i s the l o c a t i o n a person assigns to himself on a 

s i n g l e dimension. An i d e n t i t y dimension i s any human c h a r a c t e r i s t i c 

which can be ordered and scaled; f o r example, honesty, i n t e l l i g e n c e , 

s t r e n g t h , etc."^ 

1'It s h a l l be mentioned here t h a t probably not a l l human a t t r i b u t e s 
can be defined as p o s i t i o n s along a given dimension. French and Sherwood 
(1963) operate t h e r e f o r e w i t h the concept of 'primary subset', a s t r u c 
t u r e of mutually interdependent a t t r i b u t e s which are not necessarily 
ordered along a uni-dimensional scale. However, a b i l i t i e s and s k i l l s can 
be brought i n t o such a uni-dimensional rank-ordering and since i n our 
i n v e s t i g a t i o n we are mainly concerned w i t h a b i l i t i e s and s k i l l s , we w i l l 
continue to speak of dimensions. 



9 

The Concept of Performance Dimension 

How are i d e n t i t y dimensions b u i l t up? How does the person develop 

t h e conception of a dimension " i n t e l l i g e n c e " which can be used i n the 

d e s c r i p t i o n of h i s s e l f ? These dimensions develop out of the person's 

i n t e r a c t i o n w i t h h i s environment; h i s s e l f - a t t r i b u t e s are the r e s u l t 

o f repeated performances i n r e l a t e d s i t u a t i o n s . S e l f - a t t r i b u t e s 

develop out of behavior. The dimensions along which these behavior 

a c t s can be ordered are defined as performance dimensions. We assume 

t h a t f o r a l l a b i l i t i e s whose existence i s i n f e r r e d from performance, 

and f o r a l l behavioral t r a i t s which are defined i n terms of t y p i c a l 

performance l e v e l s , there e x i s t performance dimensions which correspond 

t o i d e n t i t y dimensions. For example, various dimensions of job 

performance such as t y p i n g speed, and various dimensions of moral and 

e t h i c a l behavior, w i l l have corresponding i d e n t i t y dimensions such as 

t y p i n g a b i l i t y or generosity and aggressiveness. 

The Concept of Value Scale 

Once an i d e n t i t y dimension has developed, how i s i t judged, how i s 

i t evaluated? Evaluation comes from the assumption t h a t each i d e n t i t y 

dimension has i t s corresponding value scale. A value scale i s the 

uni-dimensional o r d e r i n g of a value corresponding to an i d e n t i t y dimension. 

The value scale provides the basis f o r the person's e v a l u a t i o n of h i s 

own a t t r i b u t e s , and of the a t t r i b u t e s of others. A person i s p o s i t i v e l y 

valued i f h i s a t t r i b u t e s are a t t r a c t i v e t o the evaluator and n e g a t i v e l y 

valued i f h i s a t t r i b u t e s are r e p u l s i v e to the evaluator. The concept 

o f a 'value scale' should be d i s t i n g u i s h e d from the concept of 'value 

standard!. French and Kahn (1962) define t h i s d i f f e r e n c e as f o l l o w s : 
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A seventh conceptual property (of motives] should be u s e f u l i n 
d e s c r i b i n g v a r y i n g standards f o r the e v a l u a t i o n of s e l f and 
othe r s . For example, knowledge i s a good t h i n g , but the .amount 
of knowledge evaluated by P as "very good" w i l l d i f f e r depending 
on whether 0 i a a young c h i l d , a high school student, or a 
c o l l e g e student. We may conceptualize such value standards as 
the r e l a t i o n between the s e l f - i d e n t i t y dimension (e.g., amount 
of knowledge) and the value scale ( i . e . , how good or bad i t i s ) . 
Thus, value standards w i l l o f t e n s h i f t w i t h a change i n the O'B 
t o whom the value i s a p p l i e d . (1962, p. 15) 

The Concept of Self-esteem 

The e v a l u a t i o n of a s i n g l e s e l f - a t t r i b u t e on a value scale 

corresponding to an i d e n t i t y dimension i s one determinant of a person's 

self-esteem. T o t a l self-esteem i s defined as the e v a l u a t i o n of the 

t o t a l i t y of a person's s e l f - a t t r i b u t e s w i t h each a t t r i b u t e weighted 

according t o i t s importance f o r t o t a l s e l f - e v a l u a t i o n . 

We said e a r l i e r t h a t s e l f - a t t r i b u t e s are developed out of - t h e 

person's i n t e r a c t i o n w i t h h i s p h y s i c a l and a o c l a l environment. Aa 

Murphy (1958) expresses i t "a person learns through h i a r e l a t i o n s t o 

others where he belongs, who, and what he i s . " There are, of course, 

s i t u a t i o n s i n which no s o c i a l c o n f i r m a t i o n i s needed t o know whether 

one has or has not a c e r t a i n s e l f - a t t r i b u t e . I f a heavy stone l i e s 

i n my way and I move i t , then I don't need s o c i e t y to t e l l me my 

s e l f - a t t r i b u t e along the dimension of ' w e i g h t - l i f t i n g . ' But w i t h my 

p o s i t i o n along a dimension auch as 'research a b i l i t y , 1 I t i s d i f f e r e n t . 

What c o n s t i t u t e s research a b i l i t y or the lack of i t i s s o c i a l l y 

determined. The person learns t h a t he posseases a medium l e v e l of 

research a b i l i t y because the r e l e v a n t others i n h i s environment have 

repeatedly l a b e l l e d h i s behavior as corresponding t o a medium l e v e l 

of research a b i l i t y . We f o l l o w Festinger (1954) when we assume that 
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the dependence on the s o c i a l environment f o r the determination of 

one's s e l f - a t t r i b u t e s i s a f u n c t i o n .of the -lack of 'physical r e a l i t y 1 . 

But even i f a person v a l i d a t e s a . s e l f - a t t r i b u t e without reference 

t o s o c i e t y , as f o r example the a b i l i t y to l i f t a 100 l b . stone, he 

s t i l l does not- know how to evaluate t h i s a b i l i t y . I s the a b i l i t y t o 

l i f t 100 pounds good, bad, or average? To answer t h i s question he 

has t o ask others, or he has t o compare h i s s t r e n g t h w i t h the s t r e n g t h 

of others of the same age and sex, unless he r e s t r i c t s the eva l u a t i o n 

t o h i s s u r v i v a l needs. Thus, the ev a l u a t i o n of an a t t r i b u t e i s s t r o n g l y 

t i e d t o the norms of s o c i a l groups. 

I n t h i s study we are i n t e r e s t e d not i n the person's t o t a l s e l f -

esteem but only i n h i s occupational self-esteem. We define occupational 

self-esteem as the eva l u a t i o n of a t t r i b u t e s of the occupational sub-

i d e n t i t y . A s u b - i d e n t i t y i s defined as the t o t a l i t y of i d e n t i t y 

dimensions which corresponds t o the requirements of a s o c i a l r o l e or 

a s o c i a l category. A f u r t h e r discussion of the concept of s u b - i d e n t i t y 

and of r e l e v a n t l i t e r a t u r e can be found i n the work by Sherwood (1962). 

Such a s p e c i f i c a t i o n as to the s u b - i d e n t i t y we are dealing w i t h i s 

necessary i n order to avoid the confounding e f f e c t s of compensation. 

As French and Sherwood (1963) p o i n t out, the person's s e l f - e v a l u a t i o n 

i s a f u n c t i o n of the person 1s s e l f - a t t r i b u t e e v a l u a t i o n , weighted by 

the importance of those s e l f - a t t r i b u t e s f o r self-esteem. Increasing 

the importance of a dimension of high s e l f - e v a l u a t i o n i s a means of 

r a i s i n g one's self-esteem. High s e l f - e v a l u a t i o n as a f a t h e r , f o r 

example, could conceivably o f f s e t and counteract the e f f e c t s of low 

occupational self-esteem. For t h i s reason we make i t a point t o assess 

occupational self-esteem as d i s t i n g u i s h e d from t o t a l self-esteem. 
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Overload and. I t s E f f e c t s 

The Concepts of Q u a l i t a t i v e 
and Q u a n t i t a t i v e Overload 

The concept of overload i s n e i t h e r a-purely psychological-concept 

as f o r instance ' i n t e l l i g e n c e ' , nor i s . i t a purely s o c i o l o g i c a l concept 

such as-'class'. Overload holds a p o s i t i o n i n between. I t i s a 

concept which t r i e s t o define the correspondence between person and 

environment. While the character- of. a s o c i a l class may be influenced 

by psychological f a c t o r s , the concept of 'class' as a common p o s i t i o n 

i n the market s i t u a t i o n can nevertheless be understood independently 

of these c o n d i t i o n i n g human f a c t o r s . - S i m i l a r l y , we know th a t s o c i o l o g i c a l . 

f a c t o r s have a r e l a t i o n t o i n t e l l i g e n c e . For an understanding of the 

concept of i n t e l l i g e n c e as the a b i l i t y to solve problems, the consideration 

of these v a r i a b l e s i s not necessary. But n e i t h e r the knowledge of a man's 

a b i l i t i e s , nor our knowledge of the environmental o p p o r t u n i t i e s alone 

allows us to say whether a person i s overloaded or not. Only i f we set 

these c o n d i t i o n s i n r e l a t i o n to each other, can we speak of overload. 

For the purposes of t h i s study overload i s defined as the perceived 

discrepancy between a s t a t e of the person and the demands of the 

environmental s i t u a t i o n . ^ We d i s t i n g u i s h between two such discrepancies. 

One i s the discrepancy between a person's preferred use of an a b i l i t y and 

th e required use of an a b i l i t y ; the other i s the discrepancy between a 

^-This i s not meant t o negate the p o s s i b i l i t y t h a t denied overload can 
nevertheless a f f e c t a person's psychological reactions n e g a t i v e l y . To 
e x p l a i n some p r o p e r t i e s of the s e l f and some e f f e c t s of overload i t i s 
u s e f u l t o assume 'unconscious perception,' a term which applies to responses 
t h a t a person cannot r e p o r t , which the observer, however, can i n f e r from 
independent evidence such as GSR, or s l i p s of the tongue, and which are 
p r e d i c t a b l y associated w i t h s p e c i f i e d behavior. Thus, the concept of over
load includes the r e l a t i o n s h i p between what H i l g a r d (1949) has c a l l e d the 
" i n f e r r e d s e l f " and environmental c o n d i t i o n s . However, i n t h i s study we 
are dealing only w i t h the r e l a t i o n s h i p between the consciously perceived 
aspects of the s e l f and environmental c o n d i t i o n s . 



13 

i 

person's own degree of a b i l i t y and the required degree of a b i l i t y . We 
c a l l the one ' q u a n t i t a t i v e overload', and the other ' q u a l i t a t i v e over
load 1 . 

Q u a l i t a t i v e Overload 

I n the pure case, q u a l i t a t i v e overload e x i s t s when a si n g l e demand 

by r e l e v a n t others requires a higher degree of s k i l l or t a l e n t f o r i t s 

execution than the person possesses. Even i f the person devoted a l l of 

h i s time t o the f u l f i l l m e n t of t h a t one demand, he could not do i t . I n 

t h i s sense, every human being i s p o t e n t i a l l y exposed t o q u a l i t a t i v e 

overload, since there are always demands others could make which would 

exceed one's a b i l i t i e s . However, such a discrepancy becomes ps y c h o l o g i c a l l y 

r e l e v a n t only i f i t occurs w i t h respect to a dimension which i s part of 

the s e l f and w i t h respect to demands which are considered l e g i t i m a t e . For 

example, i t i s demanded of an i n t e r p r e t e r a t the UN t h a t he t r a n s l a t e 

what i s said w h i l e i t i s being s a i d . I could not do t h i s . But, on the 

other hand, I don't have a s e I f - i d e n t i t y dimension of 'being an i n t e r p r e t e r ' , 

nor do I have the job of an i n t e r p r e t e r . Thus, the discrepancy between 

my s k i l l l e v e l and the job demand does not face me. I n t h i s respect, I 

am not under q u a l i t a t i v e overload, because the dimension i n question i s 

not p a r t of the s e l f , and because r e l e v a n t others don't make any demands 

on me i n t h i s respect. On the other hand, i f a researcher who knows how 

t o handle a desk c a l c u l a t o r and f o r whom cor r e c t and e f f i c i e n t data 

a n a l y s i s i s p a r t of h i s occupational s e l f i s suddenly by r e l e v a n t others 

placed i n f r o n t of a high speed computer, then we do have a ps y c h o l o g i c a l l y 

r e l e v a n t discrepancy and speak o f q u a l i t a t i v e overload. Thus, the concept 

o f q u a l i t a t i v e overload can be r e s t a t e d by saying t h a t q u a l i t a t i v e overload 
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i s the existence of a discrepancy between a s e l f - a t t r i b u t e and a performance 

a t t r i b u t e required by r e l e v a n t o t h e r s . 

I t must be pointed out t h a t the .agent posing the demand can be the 

e x t e r n a l environment, i . e . , the chairman, the profession, and so f o r t h . 

But the person 1s own s e l f can also formulate the demand. We assume t h a t 

not l i v i n g up t o e x t e r n a l demands and not l i v i n g up t o one's own demands 

both create q u a l i t a t i v e overload. 

Q u a n t i t a t i v e Overload 

I n the pure case or i n the l a b o r a t o r y s i t u a t i o n , the concept of 

q u a n t i t a t i v e overload i s s i m i l a r t o J. G. M i l l e r ' s (1960) concept of 

'i n f o r m a t i o n input overload'. Each and every demand i s reasonable and 

compatible w i t h other demands, but i n combination and accumulation they 

cannot be handled i n the given u n i t of time. This could happen to the 

most s k i l l e d and most e f f i c i e n t switchboard operator. The lady may be 

able t o handle a l l kinds' of c a l l s c o r r e c t l y , but at a c e r t a i n time so 

many c a l l s may come i n simultaneously t h a t she i s unable t o handle them 

a l l e q u a l l y w e l l . 

While t h i s may describe the pure case, the conditions i n the ac t u a l 

j o b s i t u a t i o n are d i f f e r e n t . Here, we h a r d l y ever deal w i t h a s i n g l e 

s k i l l or a b i l i t y . Even on the assembly l i n e there i s p r a c t i c a l l y no job 

which r e q u i r e s day i n , day out f o r e i g h t hours the use of the same s k i l l . 

And c e r t a i n l y the job of a professor does not consist of using j u s t one 

s k i l l . Besides, we make the assumption t h a t i n a job s i t u a t i o n l i k e t h a t 

o f a professor the demands never reach a l e v e l where d i f f e r e n c e s i n s k i l l 

and e f f i c i e n c y become immaterial. 
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What leads t o q u a n t i t a t i v e overload f o r a professor i s the f a c t t h a t 

h i s preference f o r c e r t a i n a c t i v i t i e s , t h e i r psychological -weighing,: does 

not coincide w i t h the required weighing of these s k i l l s on the j o b . Let 

us look as an example at a good secre t a r y . Let us assume t h a t the lady 

loves her t y p e w r i t e r . I t i s nevertheless improbable t h a t she loves only 

the t y p e w r i t e r . She may love the boss too. If,now,her job r e q u i r e s her 

t o type a l l the time and i f i t does not give her also the p o s s i b i l i t y to 

make coffee f o r the boss, then we w i l l have t o say th a t she i s overloaded 

w i t h t y p i n g even though, b a s i c a l l y , she l i k e s t y p i n g . The p o i n t a t which 

the use of an a t t r a c t i v e s k i l l becomes overloading has t o be determined 

i n d i v i d u a l l y f o r each person according to the psychological weighing he 

assigns t o a given dimension i n r e l a t i o n t o oth e r s . The psycho l o g i c a l 

weight of the dimension w i l l f i n d some expression i n the amount of time 

the person i s w i l l i n g t o devote t o a given a c t i v i t y . I f a se c r e t a r y finds 

t y p i n g f o r her occupational s e l f - u t i l i z a t i o n more important than, l e t 

us say, h a l f of a l l the other s k i l l s r e q u i red on the j o b , then she w i l l 

consider h e r s e l f u t i l i z e d i f she can spend 50% of her working time at the 

t y p e w r i t e r . However, i f she i s forced to type 757o of the time, then she 

w i l l f e e l overloaded. At the same time, i n persons who l i v e a f u l l l i f e , 

t h e c o r r e l a t e of t h i s overload on one dimension implies the u n d e r - u t i l i z a t i o n 

o f some other dimension. The time which the secretary spends 'too long' 

a t the machine has t o come from somewhere and a person who l i v e s f u l l y 

does not have unnecessary waste-time i n h i s d a i l y . l i f e . (To say t h a t the 

secr e t a r y might work more i n t e n s i v e l y i s no s o l u t i o n since i t i s our 

assumption t h a t working above one's p r e f e r r e d l e v e l of i n t e n s i t y leads t o 

f e e l i n g s of overload i n the same way as working beyond one's p r e f e r r e d 

time a l l o t m e n t . I n t h i s study we are leaving ' i n t e n s i t y ' out of our 
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c o n s i d e r a t i o n s because of che d i f f i c u l t i e s i n o p e r a t i o n a l i z i n g t h i s 

concept.) We define q u a n t i t a t i v e overload as the discrepancy between 

t h e p r e f e r r e d use of an a b i l i t y which i s part of the occupational s e l f 

and the more extensive use required by the job s i t u a t i o n . 

Conceptually, and i n the case of a s i n g l e dimension, che d i s t i n c t i o n 

between q u a n t i t a t i v e and q u a l i t a t i v e overload seems c l e a r enough. But 

the f a c t t h a t an occupation requires the use of more than one dimension 

complicates the p i c t u r e , and the d i s t i n c t i o n becomes d i f f i c u l t . A 

professor who turns out shoddy research may say t h a t t h i s i s not due t o 

h i s lack of a b i l i t y but due to the f a c t t h a t he has so much else t o do. 

But i n co n t r a s t t o t h i s i t may be t h a t j u s t because he does not have the 

a b i l i t y — f o r concentrated and e f f i c i e n t work, l e t us say---that he gets i n 

a s i t u a t i o n of q u a n t i t a t i v e overload. Thus we do have an e m p i r i c a l 

interdependence: Lack of a b i l i t y leads t o q u a n t i t a t i v e overload, and 

q u a n t i t a t i v e overload leads to sub-standard performance. 

Hypothesis 1: When more than one dimension i s involved q u a l i t a t i v e 
overload and q u a n t i t a t i v e overload w i l l mutually i n 
fluence each other, i n t h a t lack of a b i l i t y may lead 
t o q u a n t i t a t i v e overload and i n that q u a n t i t a t i v e 
overload may lead to a d e t e r i o r a t i o n i n performance. 

The f a c t t h a t we recognize the interdependence of the two kinds o f 

overload does not mean t h a t we consider them i d e n t i c a l , Tt is one of the 

ba s i c statements of t h i s study that q u a l i t a t i v e and q u a n t i t a t i v e overload 

w i l l r e l a t e d i f f e r e n t i a l l y to such v a r i a b l e s as status or self-esteem. 

The question becomes one of o p e r a t i o n a l i z a t i o n . Can we assess that part 

o f the variance i n each concept which i s not common to both of them? 
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We decided t o attempt such an o p e r a t i o n a l i z a t i o n of the concepts by 

t r y i n g t o assess the emotional f e e l i n g s which accompany each-discrepancy. 

We do not c l a i m t h a t these emotional f e e l i n g s are t o t a l l y . d i f f e r e n t from 

each other. As s t a t e d above, we do expect an a s s o c i a t i o n , but we f e l t 

t h a t we could best get at the s p e c i f i c variance of q u a n t i t a t i v e overload 

by t r y i n g t o measure the f e e l i n g " I could do i t , but there i s j u s t too 

much of i t . " Q u a l i t a t i v e overload we see as accompanied by the f e e l i n g 

of " I cannot do i t ; I cannot l i v e up to the demands." Thus o p e r a t i o n a l l y , 

we a r e not assessing the discrepancies but the f e e l i n g s t h a t are assumed 

t o accompany these discrepancies. 

I t i s these two concepts and t h e i r r e l a t i o n s h i p s which mainly i n t e r e s t 

us i n t h i s study. The f o l l o w i n g i l l u s t r a t i o n might help t o c l a r i f y them. 

Very good 

Good 

Image of the i d e a l Wins the Nobel Prize 
researcher 

E v a l u a t i o n of 
the pos. of 
the s e l f -
a t t r i b u t e 

P o s i t i o n of the 
s e l f - a t t r i b u t e 

Bad 

Very bad 

n 

Overloads 

Demanded l e v e l 
of research 
performance 

Level of habi
t u a l research 
performance 

Image of the poor Never published a 
researcher piece of work 

Personal value Dimension of s e l f -
Scale i d e n t i t y (research 

(corresponding ^to a b i l i t y ) 
research a b i l i t y ) 

Corresponding performance 
dimension 

(research performance) 

F i g . 2.- I d e n t i t y dimension and i t s corresponding performance 
dimension and value scale which g r a p h i c a l l y represent the d e f i n i t i o n 
of over load. 
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The Relationship between Overload 
and Occupational Self-esteem 

We s t a r t out by assuming t h a t a person's occupational self-esteem 

which i s the e v a l u a t i o n of h i s s e l f - a t t r i b u t e s i s influenced by the way 

i n which the person performs h i s j o b , i . e . , by the correspondence be

tween h i s s e l f - a t t r i b u t e s as demonstrated i n performance and the 

required performance a t t r i b u t e s . The discrepancy between s e l f - a t t r i b u t e s 

and r equired performance a t t r i b u t e s was defined as overload whenever the 

required performance a t t r i b u t e s exceeded the l e v e l o f a person's s e l f -

a t t r i b u t e s so t h a t the r e s u l t i n g performance was inadequate. But t h i s 

e f f e c t o f overload on occupational self-esteem goes through several 

steps. A number of v a r i a b l e s mediate t h i s process. We p o s t u l a t e the 

f o l l o w i n g chain: Objective overload (OOL) > Communicated 

overload (COL) > Subjective or perceived overload (SOL) > 

Occupational self-esteem (OSE). This chain i s analogous to the one 

p o s t u l a t e d by French and Sherwood (1963), describing the r e l a t i o n between 

o b j e c t i v e p u b l i c e v a l u a t i o n and self-esteem. They p o s t u l a t e : Objective 

p u b l i c e v a l u a t i o n (OPE)— : > Communicated p u b l i c e v a l u a t i o n (COPE) > 

Subjective p u b l i c e v a l u a t i o n (SPE) > S e l f e v a l u a t i o n . 

We d e f i n e o b j e c t i v e overload (OOL) as the a c t u a l l y e x i s t i n g discrep

ancy, i r r e s p e c t i v e of the person's p e r c e p t i o n of I t . This could, f o r 

example, be determined by comparing a p t i t u d e t e s t scores w i t h r a t i n g s by 

independent judges of the aptitudes required i n a given s i t u a t i o n . We 

d e f i n e 'communicated overload' as i n f o r m a t i o n given t o the person t h a t such 

a discrepancy e x i s t s . 

The question a r i s e s : What determines o b j e c t i v e p u b l i c evaluation? 

I n the occupational realm we assume t h a t overload, the discrepancy between 
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a c t u a l and required performance, i s a major determinant. Thus we assume 

the f o l l o w i n g t h e o r e t i c a l model: 

O O L > C O L > S O L 

^ ^ ^ " ^ O S E 
V ^^^^ 

O P E > C O P E > S P E *\ 

Fig. 3: T h e o r e t i c a l model i l l u s t r a t i n g the r e l a t i o n s h i p 
among o b j e c t i v e overload, (OOL), communicated o b j e c t i v e overload 
(COL), s u b j e c t i v e overload (SOL), and occupational self-esteem 
(OSE) on the one hand, and o b j e c t i v e p u b l i c esteem (OPE), communi
cated p u b l i c esteem (COPE), s u b j e c t i v e p u b l i c esteem (SPE), and 
occupational self-esteem (OSE) on the other hand. 

I n the present study we do not deal w i t h a l l l i n k s i n the chain, but 

i t i s i n the framework of t h i s model t h a t the f o l l o w i n g discussion should 

be understood. What the model says i s t h a t overload a f f e c t s a person's 

self-esteem i n two ways, d i r e c t l y v i a h i s pe r c e p t i o n of the communicated 

overload, and i n d i r e c t l y v i a the e v a l u a t i o n of t h i s overload by r e l e v a n t 

o t h e r s . 

T h e o r e t i c a l l y , a communication about overload i s not the same as a 

communication about p u b l i c esteem. E m p i r i c a l l y , however, the two are 

l i k e l y t o be r e l a t e d as, f o r example, i n the ap p r a i s a l i n t e r v i e w s i n 

i n d u s t r y . A communication about overload w i l l l i k e l y be perceived as an 

expression of low p u b l i c esteem, and an expression of low p u b l i c esteem 

i s l i k e l y t o be seen as a r e s u l t of e x i s t i n g overload, 

Q u a n t i t a t i v e overload and occupational self-esteem 

I t i s the basic c o n t e n t i o n of t h i s study t h a t the two kinds of over

load w i l l have d i f f e r e n t e f f e c t s i n s p i t e of t h e i r interdependence 

because they d i f f e r i n t h e i r r e l a t i o n t o a person^s s e l f - i d e n t i t y . I n 
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or d e r t o understand the r e l a t i o n between q u a n t i t a t i v e overload and occupa
t i o n a l self-esteem, we proceed on the assumption t h a t how w e l l a professor 
performs v a r i o u s a c t i v i t i e s w i l l be more Important f o r h i s e v a l u a t i o n by 
r e l e v a n t others than how much time he spends on each a c t i v i t y . A professor 
may know t h a t he i s not f u l f i l l i n g a l l h i s d u t i e s because there are too 
many. But he also knows t h a t h i s r e l e v a n t others are i n the same s i t u a t i o n . 
There may be a discrepancy between performance requirements and s e l f - a t t r i 
b u t e s , but the person knows t h a t such a discrepancy i s the norm. I t may 
even be t h a t the professor i s proud to be involved i n so many a c t i v i t i e s 
t h a t he has too much t o do t o f u l f i l l a l l h i s o b l i g a t i o n s . The discrepancy 
i s o n l y q u a n t i t a t i v e , and we assumed t h a t q u a n t i t y i s less important f o r 
h i s e v a l u a t i o n by others than i a q u a l i t y . 

Hypothesis 2a: Q u a l i t a t i v e overload a f f e c t s a professor's p u b l i c 
e v a l u a t i o n more n e g a t i v e l y than does q u a n t i t a t i v e 
overload. 

Another v a r i a b l e t h a t w i l l a f f e c t the r e l a t i o n s h i p between q u a n t i t a 

t i v e overload and occupational self-esteem i s the perceived l e g i t i m a c y of 

the demands. Occupational self-esteem w i l l be influenced by q u a n t i t a t i v e 

o v e r l o a d only t o the ex t e n t t h a t the Job demands are considered l e g i t i m a t e 

so t h a t the person f e e l s he ought t o do a l l t h a t work. We hypothesize 

t h a t q u a n t i t a t i v e overload w i l l be n e g a t i v e l y r e l a t e d to the perceived 

l e g i t i m a c y of the pressure. The r a t i o n a l e f o r t h i s hypothesis i s the 

f o l l o w i n g . We know t h a t professors place a great value on having c o n t r o l 

over t h e i r j o b , as w e l l as freedom, and independence i n i t . Q u a n t i t a t i v e 

o v e r l o a d means th a t there Is too much t o do and t h i s prevents complete 

c o n t r o l over the d i s t r i b u t i o n o f a c t i v i t i e s , which reduces the f e e l i n g of 

freedom and independence, which he f e e l s he should have. 
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Hypothesis 2b: Q u a n t i t a t i v e overload i s n e g a t i v e l y r e l a t e d to the 
perceived l e g i t i m a c y of the pressure. 

The above reasoning suggests t h a t any negative r e l a t i o n s h i p t h a t 

might e x i s t between q u a n t i t a t i v e overload and occupational self-esteem 

w i l l be reduced i n s t r e n g t h when we consider the c o n d i t i o n i n g e f f e c t 

of the degree of perceived l e g i t i m a c y of pressure. 

Hypothesis 2c: The s t r e n g t h of the r e l a t i o n s h i p between q u a n t i t a t i v e 
overload and occupational self-esteem w i l l be reduced 
to the extent t h a t overload i s considered i l l e g i t i m a t e . 

We s a i d e a r l i e r t h a t s e l f - a t t r i b u t e e v a l u a t i o n i s an e v a l u a t i o n o f 

the p o s i t i o n of the s e l f - a t t r i b u t e along an i d e n t i t y dimension weighted 

by the importance of t h a t dimension. We also assumed t h a t q u a n t i t y would 

be less important than q u a l i t y of performance. Thus, q u a l i t a t i v e overload 

should a f f e c t occupational self-esteem more s t r o n g l y than q u a n t i t a t i v e 

overload. We p r e d i c t , t h e r e f o r e , t h a t the r e l a t i o n s h i p between q u a n t i t a 

t i v e overload and occupational self-esteem w i l l be weaker than the 

r e l a t i o n s h i p between q u a l i t a t i v e overload and occupational Belf-esteem. 

Hypothesis 2d: The r e l a t i o n s h i p between q u a n t i t a t i v e overload and 
occupational self-esteem w i l l be weaker than the 
r e l a t i o n s h i p between q u a l i t a t i v e overload and occupa
t i o n a l self-esteem. 

We do not f e e l t h a t we can make a more c o n f i d e n t p r e d i c t i o n about 

the r e l a t i o n s h i p between q u a n t i t a t i v e overload and occupational self-esteem, 

since the a b i l i t y t o perform a task and the amount performed are assumed 

to be r e l a t e d . 

Q u a l i t a t i v e Overload and Occupational Self-esteem 

Q u a l i t a t i v e overload i n c o n t r a s t to q u a n t i t a t i v e overload implies a 

c o n s i s t e n t l y low performance, i . e . , the p e r c e p t i o n o f a low performance 

a t t r i b u t e r e l a t i v e t o the r e q u i r e d performance a t t r i b u t e w i t h respect 
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to aspects of the job — q u a l i t a t i v e a s p e c t s — t h a t are important t o the 

person. Thus, we p r e d i c t t h a t q u a l i t a t i v e overload w i l l lead t o , or 

i m p l i e s , low occupational self-esteem. 

Hypothesis 2e: Q u a l i t a t i v e overload w i l l lead t o , or i m p l i e s , low 
occupational self-esteem. 

I t i s c e r t a i n l y t r u e t h a t d i f f e r e n t reference groups are involved i n 

the d e f i n i t i o n of what represents a 'required performance.' A professor 

might be considered as c r e a t i v e w i t h reference t o h i s p r o f e s s i o n but he i s 

s t i l l pushed to g r e a t e r heights t o improve the image of the u n i v e r s i t y , l e t 

us say. Thus, a man f o r whom the p r o f e s s i o n i s the more s a l i e n t reference 

group might s t i l l experience q u a l i t a t i v e overload as defined by the 

i n s t i t u t i o n as a reference group, b u t t h i s q u a l i t a t i v e overload w i l l a f f e c t 

h i s self-esteem less since the i n s t i t u t i o n i s less s a l i e n t as a reference 

group when compared w i t h the p r o f e s s i o n . 

We were aware of the possible c o n d i t i o n i n g e f f e c t s of reference 

group salience on t h i s r e l a t i o n s h i p . However, the questionnaire which 

t r i e d to assess reference group salience was not f i l l e d out p r o p e r l y by 

such a great number of professors t h a t the c o n s t r u c t i o n of a meaningful 

index was not p o s s i b l e . Thus we have to be content i n the present study 

w i t h the admittedly o v e r s i m p l i f i e d hypothesis stated above. 
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The R e l a t i o n s h i p between Status, Overload, 
and Occupational Self-Esteem 

I t i s reasonable to t h i n k t h a t a person's occupational status w i l l 

be r e l a t e d t o the overload he experiences. But why? The answer w i l l 

depend on what 'status' means t o the person. The work of Kasl and 

French (1962) deals w i t h r e l a t i o n s h i p s between status and occupational 

self-esteem. They f i n d chat people agree w e l l i n t h e i r status rankings 

of various job p o s i t i o n s , and t h a t these rankings form the basis f o r 

the a t t r i b u t i o n of c e r t a i n c h a r a c t e r i s t i c s t o the occupants of these 

j o b p o s i t i o n s . Therefore, "occupants of high s t a t u s jobs w i l l have 

a favorable o b j e c t i v e p u b l i c i d e n t i t y , t h a t i s high o b j e c t i v e p u b l i c 

esteem. Objective p u b l i c esteem l a r g e l y determines subjective p u b l i c 

esteem which i n t u r n s t r o n g l y a f f e c t s self-esteem" (1962, p. 76). 

They also f i n d t h a t the job occupants a t t r i b u t e the c h a r a c t e r i s t i c s 

associated w i t h a given job p o s i t i o n to themselves. Therefore, "the 

occupant of a high status job w i l l also tend to have a favorable s e l f -

concept; t h a t i s he w i l l have h i g h self-esteem because he w i l l tend t o 

perceive h i m s e l f i n the more h i g h l y valued regions of h i s self-dimension 

(1962, p. 76). Kasl and French use the f o l l o w i n g i l l u s t r a t i o n : 

Suppose t h a t f o r a person who works f o r a company manu
f a c t u r i n g e l e c t r o n i c equipment, knowledge of e l e c t r o n i c s has 
become an important dimension of h i s occupational s u b - i d e n t i t y . 
Suppose, moreover, t h a t 'extensive knowledge of e l e c t r o n i c s 1 i s 
evaluated h i g h l y and t h a t ' l i t t l e knowledge of e l e c t r o n i c s ' i s 
evaluated very l o w l y . This value scale i s shared by other 
employees of the company. I f he i s unable to advance beyond a 
job which r e q u i r e s only minimal knowledge of e l e c t r o n i c s , then 
h i s present job i s a constant reminder t h a t he i n f a c t lacks 
extensive knowledge. The job forces him ( b a r i n g d i s t o r t i o n s 
and other defenses) to perceive h i s p o s i t i o n on the i d e n t i t y 
dimension below t h a t p o s i t i o n which he evaluates as 'good' or 
' s a t i s f a c t o r y ' . He consequently experiences low self-esteem w i t h 
respect to t h a t dimension, (1962, p. 76). 
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We i n f e r from t h i s , two meanings of sta t u s f o r the person. Status 
means 'ob j e c t i v e p u b l i c esteem1™ But secondly, status provides d i r e c t 
feedback t o the person about how good he i s i n h i s chosen profession. 
I t i s a communication about how w e l l the person's a b i l i t i e s f i t the 
demands of the j o b . I t i s , i n other words, a communication about a 
l a c k of overload. A man appointed a s s i s t a n t professor has thus received 
the communication t h a t he should be able t o handle the work at t h i s l e v e l . 
H i s a b i l i t i e s have been judged t o f i t the demands at t h i s job l e v e l . 
But an a s s i s t a n t professor can s t i l l wonder whether h i s a b i l i t i e s f i t the 
jo b requirements of an associate or f u l l professor. An associate professor 
o n l y has t o wonder whether he w i l l be able t o handle the job of a f u l l 
p r ofessor. And a f u l l professor, f i n a l l y , has the c o n f i r m a t i o n t h a t h i s 
a b i l i t i e s f i t a l l the demands a given i n s t i t u t i o n might r e q u i r e . We 
assume here t h a t every man who enters the academic hi e r a r c h y wants t o 
reach the top of the ladder, wants t o become a f u l l professor. U n t i l he 
reaches t h a t l e v e l he cannot be sure t h a t h i s a b i l i t i e s match those f i n a l 
requirements. But as he advances, the amount of u n c e r t a i n t y w i l l become 
smaller and smaller. Less and less w i l l he be forced t o perceive a 
discrepancy between h i s a b i l i t i e s and the requirements of the j o b . 
I t i s i n t h i s way t h a t a person's s t a t u s provides feedback about a lack 
o f overload. 

We assume t h a t by r e c e i v i n g a c e r t a i n status the person learns 

something about overload; namely, t h a t there i s no overload which would 

prevent him from r e c e i v i n g t h a t s t a t u s . This communication w i l l influence 

h i s perception of the e x i s t i n g overload which i n t u r n influences h i s occu

p a t i o n a l self-esteem. The status given t o the person w i l l also serve 
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as the basis f o r h i s o b j e c t i v e p u b l i c e v a l u a t i o n by rel e v a n t o t h e r s . 

This e v a l u a t i o n w i l l be conununicated t o the person. I t w i l l be per

ceived by the person, and t h i s s u b j e c t i v e p u b l i c esteem w i l l i n f l u e n c e 

self-esteem. We can now r e s t a t e the causal chain described i n t h e 

previous s e c t i o n . 

O O L ( C O L ) > S O L 

Fi g . 4 j T h e o r e t i c a l model diagramming the r e l a t i o n s h i p s be
tween o b j e c t i v e overload (OOL), st a t u s conceived of as o b j e c t i v e 
p u b l i c esteem (OPE), communicated overload (COL), communicated 
p u b l i c esteem (COPE), s u b j e c t i v e overload (SOL) anu s u b j e c t i v e 
p u b l i c esteem (SPE) w i t h occupational self-esteem (OSE)« 

Again, we i n t e n d t o make d i f f e r e n t p r e d i c t i o n s f o r the e f f e c t s of 

s t a t u s on perceived q u a n t i t a t i v e and perceived q u a l i t a t i v e overload. We 

use the same r a t i o n a l e t h a t was presented i n the previous s e c t i o n : t h a t 

q u a l i t y o f performance w i l l be o f gr e a t e r importance than q u a n t i t y . Always 

t h e r e i s the assumption t h a t the q u a n t i t y o f demands w i l l lead t o a time 

a l l o c a t i o n which i s d i f f e r e n t from the person's p r e f e r r e d time a l l o c a t i o n * 

I f t h i s assumption i s c o r r e c t and i f s t a t u s i s mora a communication 

about lack o f q u a l i t a t i v e overload than about q u a n t i t a t i v e o v e r l o a d , then 

we can p r e d i c t that, s t a t u s w i l l lead t o a p e r c e p t i o n o f low q u a l i t a t i v e 

o v e r l o a d , and t h i s r e l a t i o n s h i p w i l l be s i g n i f i c a n t l y stronger than the 

r e l a t i o n s h i p between s t a t u s and q u a n t i t a t i v e overloads 

Status > S P E > C O P E 

O S E 
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Hypothesis 3a: Status i n f l u e n c e s the p e r c e p t i o n o f q u a l i t a t i v e overload 
i n t h a t as status increases the p e r c e p t i o n o f 
q u a l i t a t i v e overload w i l l decrease. 

Hypothesis 3b: The r e l a t i o n s h i p between q u a l i t a t i v e overload and s t a t u s 
w i l l be s i g n i f i c a n t l y stronger than the r e l a t i o n s h i p be
tween s t a t u s and perceived q u a n t i t a t i v e overload. 

Using the i n t e r p r e t a t i o n t h a t s t a t u s i s the basis o f o b j e c t i v e 

p u b l i c e v a l u a t i o n , we p r e d i c t t h a t s t a t u s w i l l be r e l a t e d t o s u b j e c t i v e 

p u b l i c esteem. 

Hypothesis 3c: As s t a t u s increases, s u b j e c t i v e p u b l i c esteem w i l l increase. 

The R e l a t i o n s h i p between Overload 
and Number o f Work Hours 

Q u a n t i t a t i v e overload and work hours 

I t seems reasonable t o assume t h a t the amount o f work ono has t o do 

w i l l be r e l a t e d t o the number o f hours spent. J, G. M i l l e r (1960) and h i s 

co-workers have demonstrated t h a t i n f o r m a t i o n input overload and performance 

a r e c u r v i l i n e a r l y r e l a t e d . As overload increases performance increases 

up t o a p o i n t at which i t s t a r t s t o d e t e r i o r a t e . J. G, M i l l e r (1960) deals 

w i t h i n f o r m a t i o n i n p u t overload as r e q u i r i n g an increase i n work i n t e n s i t y . 

W i t h i n a given span o f time the number o f incoming b i t s o f i n f o r m a t i o n i s 

i n c r e a s e d . The only way t o cope w i t h t h e problem i s t o work more i n t e n 

s i v e l y , more e f f i c i e n t l y - ' - i f we d i s r e g a r d f o r the moment the defensive 

coping techniques such as queuing, f i l t e r i n g , e t c . Our concept of over

l o a d i s d i f f e r e n t i n t h a t we decided t o leave i n t e n s i t y out of our 

d i s c u s s i o n . The way we conceptualized q u a n t i t a t i v e overload there e x i s t s 

a coping mechanism not a v a i l a b l e t o J. G. M i l l e r ' s s u b j e c t s - - t h a t i s , t o 

work longer hours. For a p r o f e s s o r , deadlines are l i n o s but not death, 

as many an e d i t o r has learned. I n order t o a r r i v e at tho hypothesis t h a t 
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q u a n t i t a t i v e overload w i l l lead ,to an increased number o f hours we f e e l 

another assumption i s needed-, and t h a t i s the assumption t h a t i n order t o 

cope w i t h q u a n t i t a t i v e overload people w i l l p r e f e r t o work longer hours 

r a t h e r than t o increase the e s t a b l i s h e d working i n t e n s i t y . There i s 

c e r t a i n l y a p o i n t beyond which working longer hours i s no longer possible 

and where any f u r t h e r increase i n overload could no longer be handled 

by p u t t i n g i n more time. However, i n our sample the perceived s t r e s s 

a r i s i n g from too heavy a work load and from too many d i f f e r e n t demands 

i s r e p o r t e d as moderate i n degree. The mean value o f the t o t a l group i s 

2.4 on a f o u r - p o i n t scale. That i s about halfway between "Hardly a source 

o f pressure" and "Somewhat a source of pressure," Only two professors 

i n our sample o f 122 r a t e q u a n t i t a t i v e overload as a "Great source o f 

p r e s s u r e " ; i . e . , "4". No matter what t h e i r complaints, they continue t o 

f u n c t i o n i n t h e i r assigned r o l e s . There i s only one man i n our sample 

about whom one might say t h a t he has broken down under h i s work load. 

Thus; we f e e l t h a t we are d e a l i n g w i t h a l i n e a r , not c u r v i l i n e a r 

r e l a t i o n s h i p . 

Hypothesis Ha: As q u a n t i t a t i v e overload increases the number o f work 
hours w i l l a l s o increase. 

Q u a l i t a t i v e overload and work hours 

This r e l a t i o n s h i p seems more complex. Simply working more does not 

seem as e f f e c t i v e a way o f coping w i t h q u a l i t a t i v e overload as i t does 

w i t h q u a n t i t a t i v e overload. There i s a c e r t a i n degree of f i n a l i t y about 

q u a l i t a t i v e " o v e r l o a d which i s not present when the pressure a r i s e s from 

j u s t q u a n t i t a t i v e overload. Q u a l i t a t i v e overload i s q u i t e l i k e l y t o d i s 

courage a person. Because of t h i s complexity we dare t o venture only a 
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weak p r e d i c t i o n . We p r e d i c t t h a t the r e l a t i o n s h i p between q u a l i t a t i v e 

o v e r l o a d and work output w i l l be s i g n i f i c a n t l y d i f f e r e n t from the r e l a 

t i o n s h i p between q u a n t i t a t i v e overload and work output. We p r e d i c t t h a t 

t h e r e l a t i o n s h i p w i l l be l e s s s t r o n g , even negative. 

Hypothesis 4b: The r e l a t i o n s h i p between q u a l i t a t i v e overload and work 
hours w i l l be s i g n i f i c a n t l y d i f f e r e n t from the r e l a t i o n 
ship between q u a n t i t a t i v e overload and number o f work 
hours. The r e l a t i o n s h i p w i l l be l e s s s t r o n g l y 
p o s i t i v e o r even negative. 

The R e l a t i o n s h i p between Overload 
and Achievement O r i e n t a t i o n 

So f a r we have discussed the r e l a t i o n s h i p between s t a t u s , a v a r i a b l e 

o f the o b j e c t i v e s o c i a l environment, and overload--and we have seen how 

o v e r l o a d i s r e l a t e d t o occu p a t i o n a l self-esteem. Now we want t o p o i n t 

o u t t h a t overload i s a f f e c t e d not only by the o b j e c t i v e l y e x i s t i n g condi

t i o n s but also by an a t t r i b u t e o f the person, namely achievement 

o r i e n t a t i o n . We define achievement o r i e n t a t i o n as an a t t i t u d e toward 

one's work t h a t emphasizes p u b l i c esteem as a value and t h a t guides one's 

behavior i n such a way as t o maximize the p r o b a b i l i t y of reaching p u b l i c 

esteem through achievement i n one's work. We see t h i s as d i f f e r e n t from 

•achievement motive' as used by McClelland et a l . (1953). Their concept 

seems t o r e l a t e more t o the personal a f f e c t connected w i t h s i t u a t i o n s o f 

c o m p e t i t i o n . Our concept t r i e s t o get at the s t r i v i n g f o r an o b j e c t i v e 

p u b l i c esteem. I n Riesman's (1950) terms, we would say t h a t achievement 

o r i e n t a t i o n i s a more " o t h e r - d i r e c t e d " tendency than McClelland*s 

achievement motive. 

I t was i n helping us t o i d e n t i f y those realms o f the academic work 

environment wherein achievement i s most l i k e l y t o lead t o p u b l i c esteem 
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t h a t we found the w r i t i n g s o f Wilson (1942) and Caplow and McGee (1958) 

most u s e f u l * We r a t e d the i n t e r v i e w s f o r the presence o r absence o f the 

f o l l o w i n g c h a r a c t e r i s t i c s which w i l l be defined more f u l l y i n the s e c t i o n 

on methodology and i n the Appendix: ( 1 ) Emphasis on research, 

( 2 ) Leadership, ( 3 ) Range o f a c t i v i t i e s , (4) The degree t o which the 

person pushes h i m s e l f , (5) The person's f e e l i n g s o f self-confidence and 

achievement, (6) His a t t i t u d e toward pressure, and (7) The general l e v e l 

o f h i s d r i v e as an i n d i c a t i o n o f the i n t e n s i t y o f l i v i n g . 

We t h i n k o f achievement o r i e n t a t i o n as a r e l a t i v e l y s t a b l e charac

t e r i s t i c of the person. Thus we assume t h a t a person's achievement 

o r i e n t a t i o n w i l l i n f l u e n c e h i s perception o f overload. We would expect 

t h a t a person w i t h high achievement o r i e n t a t i o n would be i n c l i n e d t o take 

on a g r e a t e r workload than a person w i t h low achievement o r i e n t a t i o n , i f 

t h i s i s seen as a way t o achieve p u b l i c esteem. By t a k i n g on more the 

person may r e a l i z e , however, t h a t he has taken on too much and t h a t h i s 

p r e f e r r e d d i s t r i b u t i o n o f d u t i e s no longer corresponds t o the d i s t r i b u t i o n 

o f d u t i e s t h a t i s now r e q u i r e d o f him. Thus we should f i n d a p o s i t i v e 

r e l a t i o n s h i p between q u a n t i t a t i v e overload and achievement o r i e n t a t i o n . 

Hypothesis 5a: I f q u a n t i t a t i v e overload i s seen as a way of achieving 
p u b l i c esteem, then the greater the achievement 
o r i e n t a t i o n the g r e a t e r w i l l be the q u a n t i t a t i v e 
overload. 

The r e l a t i o n s h i p between achievement o r i e n t a t i o n and q u a l i t a t i v e 

o v e r l o a d should be d i f f e r e n t . Since q u a l i t a t i v e overload i s hypothesized 

t o lead t o low p u b l i c esteem, and since men o f high achievement o r i e n t a 

t i o n are assumed t o t r y t o maximize p u b l i c esteem, such a person w i l l 

t r y t o avoid t a k i n g on tasks t h a t lead t o q u a l i t a t i v e overload. I t may, 
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however, be t h a t u n w i t t i n g l y and i n c i d e n t a l t o t a k i n g on t o o much the 
person may also take on more than h i s a b i l i t i e s permit him to'do. I n 
view o f these two f a c t o r s operating we don't f e e l confident enough t o 
make a strong p r e d i c t i o n about the r e l a t i o n s h i p between achievement 
o r i e n t a t i o n and q u a l i t a t i v e overload. We do, however, expect t h a t t h i s 
r e l a t i o n s h i p w i l l be s i g n i f i c a n t l y d i f f e r e n t from the r e l a t i o n s h i p be
tween achievement o r i e n t a t i o n and q u a n t i t a t i v e overload. 

Hypothesis 5b: The r e l a t i o n s h i p between achievement o r i e n t a t i o n and 
q u a l i t a t i v e overload w i l l be s i g n i f i c a n t l y more i n 
the negative d i r e c t i o n than the r e l a t i o n s h i p between 
achievement o r i e n t a t i o n and q u a n t i t a t i v e overload. 

The R e l a t i o n s h i p between Overload and C h o l e s t e r o l 

I n the discussion o f c h o l e s t e r o l we r e l y mainly on the work by Hoses 

(1963) who discusses c h o l e s t e r o l i n i t s r e l a t i o n t o a t h e r o s c l e r o s i s . 

C h o l e s t e r o l i s a waxy, i n s o l u b l e substance which i s t o some extent 

present i n a l l c e l l s of the human body, but which has i t s highest concen

t r a t i o n i n the t r a i n and the adrenal c o r t e x . 

C h o l e s t e r o l i s t o some extent contained i n a l l o r d i n a r y d i e t s . More

o v e r , the body can synthesize c h o l e s t e r o l from any d i e t a r y source 

p r o v i d i n g a c e t a t e . C h o l e s t e r o l plays a major r o l e i n the pathogenesis of 

a t h e r o s c l e r o s i s because i t i s a substance t h a t can accumulate i n the w a l l s 

o f the a r t e r i e s and produce an o b s t r u c t i o n . Moses (1963) s t a t e s t h a t 

" i t i s g e n e r a l l y accepted t h a t from one-half t o t h r e e - q u a r t e r s o f the 

d i e t a r y c h o l e s t e r o l i s absorbed [ i n t o t h e blood stream]." (1963, p, 92) 

Moses ( 1 9 6 3 ) — c i t i n g Gould (19 5 4 ) — s a y s t h a t c h o l e s t e r o l i s e x t r a c t e d 

f r o m the blood by the l i v e r , p a r t i c u l a r l y by c o n v e r t i n g i t i n t o b i l e acids. 

From 70 t o 90 per cent of the c h o l e s t e r o l degradation i n v o l v e s the 



31 

f o r m a t i o n o f b i l e acids. However, as he also p o i n t s o u t , the evidence on 

t h i s p o i n t i s not a b s o l u t e l y c l e a r . 

C h o l e s t e r o l i s of i n t e r e s t t o t h i s study because t h e r e i s an increas

i n g body of l i t e r a t u r e which l i n k s serum c h o l e s t e r o l l e v e l s t o 

s i t u a t i o n a l s t r e s s . The l i t e r a t u r e on t h i s p o i n t i s reviewed by Hoses 

and by Kasl and French (1962), who w r i t e : 

There are s e v e r a l studies (Russek and Zohman, 1958; 
Friedman, Rosenman and C a r r o l l , 1950; Friedman and Rosenman, 
1959) which demonstrate t h a t men under M5 who are subjected 
t o such occupational stresses as deadlines, intense c o m p e t i t i o n , 
long hours, or secondary jobs w i l l have higher l e v e l s o f serum 
c h o l e s t e r o l and g r e a t e r incidence o f coronary a r t e r y disease. 
The f i r s t and t h i r d study c i t e d above t moreover, tend t o suggest 
t h a t t h i s occupational s t r e s s o r i g i n a t e s more in the intense 
m o t i v a t i o n of the men than i n the j o b s i t u a t i o n ; a l a b o r a t o r y 
study by Friedman and Rosenman (1960) corroborates t h i s sug
g e s t i o n . However, these studies donot warrant the conclusion 
t h a t the p e r s o n a l i t y c h a r a c t e r i s t i c of a d r i v i n g ambition i s 
alone responsible f o r an abnormally high incidence o f coronary 
a r t e r y disease i n a p a r t i c u l a r group. An a l t e r n a t i v e hypothesis 
suggests i t s e l f i f we r e c a l l t h a t the highest rates of disease 
were found i n the male c l e r i c a l workers i n r e l a t i v e l y low status 
whi.te c o l l a r jobs: namely, what may be pathogenic i s not a 
d r i v i n g ambition but a r e l a t i v e l y low job s t a t u s i n the presence 
of such an ambition. The executives, i n whom there i s presum
ably a favorable balance between high ambitions and high 
accomplishment, w i l l give evidence of t h e i r ambitions on the 
s e r o l o g i c a l data but remain r e l a t i v e l y healthy. U n f o r t u n a t e l y 
f o r t h i s i n t e r p r e t a t i o n , the s e r o l o g i c a l data on male white c o l l a r 
workers are l a c k i n g . I n any case, these s t u d i e s suggest t h a t 
c e r t a i n j ob dimensions (e.g., time pressures, overloads) and 
c e r t a i n s e l f dimensions (e.p,., " d r i v i n g ambition") ought t o be 
included i n any comprehensive study of the e f f e c t s of occupa
t i o n a l s t a t u s on h e a l t h . (1962, p. 72). 

An i n t e r p r e t a t i o n o f such a r e l a t i o n s h i p i s given by Dreyfuss and 

Czaczkes (1959) i n t h e i r study of medical students under examination pres

sure . They venture the suggestion t h a t increased c h o l e s t e r o l l e v e l s 

p r o v i d e a p o t e n t i a l source of adrenal s t e r o i d hormones r e q u i r e d i n order 

t o cope w i t h s t i m u l i of a tension-producing s i t u a t i o n . 
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I t should, however, be noted t h a t these r e l a t i o n s h i p s between 

c h o l e s t e r o l and overload were e s t a b l i s h e d e i t h e r by inference from the 

prevalence o f heart disease (Russek and Zohman, 1958; Friedman and 

Rosenman, 1959) or from studies of within-person v a r i a t i o n s of c h o l e s t e r o l 

l e v e l s due t o episodes of s i t u a t i o n a l stress (Friedman et a l . , 1958; 

Thomas' and Murphy, 1950; Dreyfuss and Czackes, 1959). I n t h i s study we 

can i n v e s t i g a t e only the r e l a t i o n s h i p between c h o l e s t e r o l l e v e l s and 

o v e r l o a d at a f i x e d point i n time. I t i s by inf e r e n c e t h a t we assume 

t h a t a chronic c o n d i t i o n of s t r e s s w i l l lead t o a l a s t i n g e l e v a t i o n i n the 

l e v e l s of serum c h o l e s t e r o l . This d i f f e r e n c e may a f f e c t the r e l a t i o n s h i p . 

I t i s thus only t e n t a t i v e l y t h a t we hypothesize t h a t overload w i l l be 

p o s i t i v e l y r e l a t e d t o c h o l e s t e r o l l e v e l s . We hypothesize f u r t h e r , 

t e n t a t i v e l y , t h a t since the r e l a t i o n s h i p between c h o l e s t e r o l and pressure 

seems t o o r i g i n a t e i n the intense m o t i v a t i o n of the men more than i n the 

n a t u r e o f the j o b , t h a t q u a l i t a t i v e o v e r l o a d — w h i c h i s assumed t o be more 

c l o s e l y r e l a t e d t o the s e l f — w i l l show a stronger p o s i t i v e r e l a t i o n s h i p 

t o c h o l e s t e r o l than q u a n t i t a t i v e overload. 

Hypothesis 6a: The higher the q u a n t i t a t i v e overload the higher w i l l 
be the serum c n o l e s t e r o l l e v e l . 

Hypothesis 6b: The higher the q u a l i t a t i v e overload the higher w i l l 
be the serum c h o l e s t e r o l l e v e l . 

Hypothesis 6c: Q u a l i t a t i v e overload and serum c h o l e s t e r o l l e v e l s w i l l 
be r e l a t e d more s t r o n g l y than q u a n t i t a t i v e overload 
and serum c h o l e s t e r o l l e v e l s . 

Achievement O r i e n t a t i o n and I t s R e l a t i o n t o 
Serum U r i c Acid 

The i n t e r e s t i n an i n v e s t i g a t i o n o f the r e l a t i o n s h i p between serum u r i c 

a c i d and achievement o r i e n t a t i o n arose from the f a c t t h a t both of these 
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v a r i a b l e s seem t o be r e l a t e d t o a t h i r d one, gout. For a d e f i n i t i o n of 

gout we quote Cobb (1964): 

"Gout i s an e x c r u c i a t i n g l y p a i n f u l form o f a r t h r i t i s t h a t 
begins w i t h i n t e r m i t t e n t acute a t t a c k s and may progress t o the 
chronic tophaceous form w i t h permanent d e f o r m i t i e s and d i s a b i l 
i t i e s . The a r t h r i t i s i s apparently due t o the p r e c i p i t a t i o n 
o f urate c r y s t a l s i n the j o i n t s . . . ' ; 

'"At the Symposium on Population Studies i n R e l a t i o n t o 
Chronic Rheumatism, held i n Rome i n 1961, a set o f d i a g n o s t i c 
c r i t e r i a f o r f i e l d study purposes was recommended, t o w i t a 
diagnosis o f gout should be made only when at l e a s t two of the 
f o l l o w i n g f o u r c r i t e r i a have been met: 

1. Serum u r i c a c i d above 7.0 mg/10,0 ml i n males and above 
6.0 mg/100 ml i n females, determined by the spectrophotometry 
uricase method. 

2. The presence o f t o p h i . 
3. The demonstration of u r a t e c r y s t a l s i n s y n o v i a l f l u i d o r 

of urate d e p o s i t i o n i n t i s s u e s by chemical o r m i c r o s c o p i a l 
examination. 

4. A c l e a r h i s t o r y o f a t t a c k s of p a i n f u l j o i n t swelling.,. 1. 1 

Thus, gout i s a disease t h a t i s r e l a t e d t o elevated l e v e l s of u r i c a c i d . 

For our discussion o f serum u r i c a c i d we r e l y h e a v i l y on the work by 

T a l b o t (1964). He describes the u r i c a c i d metabolism as f o l l o w s t 
"'Uric a c i d i s the end-product of metabolism o f purine sub

stances i n humans.... Most other mammals convert u r i c a c i d t o 
a l l o n t o i n and excrete only small amounts o f the former substance...' 

''Most o f the u r i c a c i d [ o f humans] i s excreted i n the u r i n e . 
A d d i t i o n a l amounts are excreted by way of the i n t e s t i n a l t r a c t and 
the sweat glands.-' (1964, 29) 

An increased concentration of u r i c a c i d i n the body f l u i d s which leads 

t o the d e p o s i t i o n o f u r a t e c r y s t a l s i n the j o i n t s may be the r e s u l t o f ex

t e r n a l f a c t o r s or may be brought about by i n t e r n a l derangements. 

T a l b o t (1964) concludes from a review of the a v a i l a b l e l i t e r a t u r e : 

Improper d i e t , excessive i n t a k e o f a l c o h o l i c beverages and 
exposure t o lead have been i m p l i c a t e d as e x t e r n a l noxious forces. 

There are a t l e a s t three i n t e r n a l dysfunctions which may 
l e a d t o an increased c o n c e n t r a t i o n o f urate i n body f l u i d s . 
These are: 

1. Diminished d e s t r u c t i o n by enzymes. 
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2, Diminished e x c r e t i o n by the kidneys. 
3. Increased formation through a f a u l t i n 

intermediary metabolism. 
Impaired d e s t r u c t i o n by the human organism o f s i g n i 

f i c a n t q u a n t i t i e s of u r i c a c i d by an enzymatic system compri
s i n g u r i c a s e i s not of s u f f i c i e n t magnitude t o e x p l a i n the 
p e r s i s t e n t hyperuricemia [ i n g o u t ] ... Diminished e x c r e t i o n 
o f urate by the kidneys has enjoyed l i m i t e d p o p u l a r i t y as an 
explanation of the increased c o n c e n t r a t i o n i n the serum,.. 
Increased formation of u r i c a c i d i n the body l e a d i n g t o an 
increase i n the size of the metabolic pool continues t o be an 
a t t r a c t i v e explanation f o r the major p o r t i o n o f the 
metabolic disturbance. (1964, p. 40). 

But g o u t — w h i c h i n p a r t , at l e a s t , i s due t o h y p e r u r i c e m i a — a l s o 

seems r e l a t e d t o achievement. Students of gout have long noted how f r e 

quently- t h i s disease i s mentioned by n a t i o n a l biographers, and how 

commonly i t i s encountered among men o f d i s t i n c t i o n . Rodnan (1961) 

describes how men of a c t i o n l i k e Alexander the Great, or Charlemagne, 

poets l i k e Goethe, and s c i e n t i s t s l i k e Newton and Darwin, a l l probably 

s u f f e r e d from gout. 

Thus, we have found t h a t there i s a r e l a t i o n between serum u r i c a c i d 

and gout, and between gout and achievement. I f one grants the p l a u s i b l e 

assumption'that achievement presupposes achievement o r i e n t a t i o n , then i t 

i s reasonable t o expect an a s s o c i a t i o n between serum u r i c a c i d and 

achievement o r i e n t a t i o n . Several w r i t e r s have speculated about t h i s r e l a 

t i o n s h i p . I n the mid-50's Orowan (1955) pointed out t h a t s i g n i f i c a n t 

l e v e l s o f u r i c a c i d e x i s t among mammals only i n the blood of higher apes 

and man. He proposed, but d i d not prove, t h a t u r i c a c i d l i k e o t her purines, 

c a f e i n e and theobromine, has the a b i l i t y t o s t i m u l a t e the c e r e b r a l c o r t e x . 

He p o s t u l a t e d t h a t the s u p e r i o r c e r e b r a t i o n of man and primates was due 

t o high l e v e l s o f u r i c a c i d i n these animals r e s u l t i n g from a mutation 
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r e s p o n s i b l e f o r the loss o f hepatic u r i c a s e . Later Haldane (1955) proposed 

some t e s t a b l e consequences of Orowan's hypothesis f o r an endogenous 

c o r t i c a l s t i m u l a n t . Among these were the suggestions t h a t hyper-

ucicemics are on the average more i n t e l l i g e n t , or at l e a s t less susceptible 

t o some kinds of f a t i g u e , than o t h e r s . Following Haldane, S t e t t e n and 

Hearon (1959) studied the r e l a t i o n between serum u r i c a c i d and army 

i n t e l l i g e n c e t e s t scores i n 817 army inductees. The c o r r e l a t i o n between 

these two v a r i a b l e s was found t o be low but s i g n i f i c a n t ( r = , 0 8 , p ̂  .05). 

I n 1963, Dunn et a l . noted a s o c i a l class gradient o f serum urate 

l e v e l s i n males. This r e p o r t i n d i c a t e d t h a t serum urate l e v e l s appeared 

t o be more r e l a t e d t o the achieved s o c i a l s t a t u s of the i n d i v i d u a l t h a n 

t o t h a t o f his ancestors; t h a t perhaps a tendency t o gout was a tendency 

t o the executive s u i t e . I n an e d i t o r i a l which accompanied the communication, 

t h e J.A.M.A. (1963) s t a t e d : " I f t h i s observation i s t o f i t w i t h the 

evidence f o r a s u b s t a n t i a l genetic i n f l u e n c e , f i n hyperuricemia] one i s 

f o r c e d t o conclude t h a t the serum u r i c a c i d value i s r e l a t e d t o b e h a v i o r a l 

c h a r a c t e r i s t i c s t h a t lead t o outstanding performance and t h e r e f o r e t o up

ward m o b i l i t y or the maintenance o f h i ^ h s o c i a l s t a t u s achieved by one's 

f o r e f a t h e r s . " (1963, p. 196) Thus, we hypothesize t h a t there w i l l be a 

p o s i t i v e r e l a t i o n s h i p between serum u r i c a c i d and achievement o r i e n t a t i o n . 

Hypothesis 7: As serum u r i c a c i d l e v e l s increase, achievement 

o r i e n t a t i o n w i l l also increase. 

The R e l a t i o n s h i p between Achievement O r i e n t a t i o n 
and C h o l e s t e r o l 

We have p r e v i o u s l y discussed the r e l a t i o n s h i p between c h o l e s t e r o l and 

s i t u a t i o n a l s t r e s s . But the l i t e r a t u r e also p o i n t s t o an a s s o c i a t i o n 
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between c h o l e s t e r o l and c e r t a i n p e r s o n a l i t y s t r u c t u r e s . Friedman and 
Roseman (1959) have described a group of i n d i v i d u a l s w i t h c e r t a i n common 
p e r s o n a l i t y c h a r a c t e r i s t i c s which they have c a l l e d "overt behavior 
p a t t e r n A". I t i s characterized by "excessive competitive d r i v e , a 
p e r s i s t e n t desire f o r r e c o g n i t i o n , and advancement, and a h a b i t u a l 
propensity t o accelerate t h e i r pace of l i v i n g and working. Or i n a 
symposium on the f a c t o r of emotional stress i n coronary heart disease 
i t was suggested by K i s s i n et^ a l . (1959) t h a t I f there i s a coronary 
p e r s o n a l i t y p a t t e r n i t seems w e l l described by the term 'Sisyphus complex' 
the p i c t u r e of a man ceaselessly s t r i v i n g w i t h o u t j o y , t o reach a forever 
u n a t t a i n a b l e goal. 

I n c e r t a i n respects these d e s c r i p t i o n s seem s i m i l a r t o the way we 

have described the c o r r e l a t e s of serum u r i c a c i d . Thus, we hypothesize 

t h a t men who score high on our index of achievement or i e n t e d behavior 

w i l l also have higher l e v e l s of c h o l e s t e r o l . Such a hypothesis i s 

f u r t h e r suggested by the work of those authors who found an a s s o c i a t i o n 

between serum u r i c acid and serum c h o l e s t e r o l . I n the study of a whole 

community, Barry et a l . (1964) found t h a t the d i s t r i b u t i o n of serum 

c h o l e s t e r o l values i n men w i t h high serum u r i c acid i s s h i f t e d s i g n i f i c a n t 

t o higher values when compared w i t h the e n t i r e male population. I n a 

study of 27 p a i t e n t s w i t h h i g h l e v e l s of serum c h o l e s t e r o l , Adlersberg 

(1949) found t h a t one t h i r d had hyperuricemia, and one t h i r d had serum 

u r a t e l e v e l s at the b o r d e r l i n e (between 5 and 6 mg/lOO ml.) I t should, 

however, be pointed out t h a t t h i s evidence i s not uncontested. I n another 

community study Mikkelsen and Dodge (1962) found a c o r r e l a t i o n of 

r = .08 which the authors evaluate as "no appreciable a s s o c i a t i o n " , 

although the c o r r e l a t i o n i s s i g n i f i c a n t at the 0,01 l e v e l because of 
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the large number of cases. No r e l a t i o n s h i p between c h o l e s t e r o l and 

serum u r i c a c i d was found i n a group of 269 executives.as reported 

by Dunn et _ a l . (1963). Leeper e_t _a_l. (1960) i n t h e i r study-, of 

hyperuricemia i n myxedema also do not f i n d an a s s o c i a t i o n between 

the two v a r i a b l e s . 

Hypothesis 8: As achievement o r i e n t a t i o n increases, serum c h o l e s t e r o l 

l e v e l s w i l l also increase. 

This concludes our t h e o r e t i c a l discussion. We w i l l now t u r n to 

a d e s c r i p t i o n of the methodology, the op e r a t i o n a l d e f i n i t i o n of the 

v a r i a b l e s , and the presentation.of a p i c t u r e of the u n i v e r s i t y professor. 



CHAPTER I I I 

METHOD AND MEASURES 

The Sample 

The sample of t h i s study consisted of professors a t the U n i v e r s i t y o f 

Michigan who entered the p e r i o d i c f a c u l t y h e a l t h examination between 

August 15, 1963 and February 15, 1964. I t consisted only of males i n 

the three academic ranks o f a s s i s t a n t , associate, and f u l l professor. 

Academic a d m i n i s t r a t o r s l i k e chairmen or deans were included. 

During the p e r i o d of data c o l l e c t i o n , 136 men were e l i g i b l e f o r our 

study. Those on academic leave were not e l i g i b l e . Of these 136 men w i t h 

academic rank, 124 or 9 1 % were w i l l i n g t o p a r t i c i p a t e i n our study. Aa 

i t turned out one man was on re t i r e m e n t furlough and was therefore 

excluded. Another one withdrew from the f a c u l t y examination before he 

could be Interviewed. Thus, the sample which i s used f o r at l e a s t some 

k i n d of analysis c o n s i s t s of 122 professors and academic a d m i n i s t r a t o r s . 

I n the next chapter we w i l l describe the c h a r a c t e r i s t i c s of the sample 

I n greater d e t a i l . 

The Source of the Data 

I n Table 1 below we present an overview of the d i f f e r e n t ways i n 

which the data f o r t h i s study were c o l l e c t e d . The data come from semi-

formal i n t e r v i e w s , s e l f - a d m i n i s t e r e d questionnaires, and the r e s u l t s o f 

an extensive p h y s i c a l examination. 

38 
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TABLE 1.- Various sources of the data 

Part Source of the data 

Part 1 Open-ended i n t e r v i e w and three c h e c k - l i s t s 
completed d u r i n g the in t e r v i e w . 

Part 2 A set of s e l f - a d m i n i s t e r e d questionnaires 
which the sub j e c t f i l l e d out at home a t 
hi s convenience. 

Part 3 A s e l f - a d m i n i s t e r e d questionnaire g i v e n t o 
the w i f e of the professor. 

Part 4 A p h y s i c a l examination i n c l u d i n g l a b o r a t o r y 
t e s t s and extending over a two-week p e r i o d . 

Given such a great amount of d i v e r s i f i e d i n f o r m a t i o n i t i s not 

s u r p r i s i n g t h a t the r e t u r n r a t e i s v a r y i n g . These ra t e s were as 

f o l l o w s : 

TABLE 2.- Return r a t e s of the data 

Part % completed % p a r t i a l l y 
completed 

% not returned 

1 100 0 0 

2 86 7 7 

3 92 0 8 

4 98 0 2 

I t should be pointed out t h a t even i n the 105 sets of se l f - a d m i n i s 

t e r e d questionnaires which were re t u r n e d , supposedly completed, s i n g l e 

questions were f r e q u e n t l y l e f t unanswered. The analysis o f t h i s study 

w i l l , t h e r e f o r e , have t o operate w i t h c o n s t a n t l y varying number of subjects. 



40 

-The Data Gathering Procedure 

The p a r t i c i p a t i o n i n the f a c u l t y h e a l t h examination la v o l u n t a r y . 

Between 75%-80% of a l l those i n v i t e d do p a r t i c i p a t e , however. The 

professor i s i n v i t e d by a form l e t t e r . A f t e r the professor had accepted 

the i n v i t a t i o n t o the p h y s i c a l h e a l t h examination he was contacted by a 

l e t t e r sent t o h i s home asking him t o p a r t i c i p a t e i n an extension o f 

the p h y s i c a l examination. We made no secrets about the f a c t t h a t the 

a d d i t i o n a l p a r t i c i p a t i o n would be lengthy, f i v e hours i n f a c t 

(Appendix A) . 

W i t h i n a week a f t e r the professor had received t h i s l e t t e r , h i s 

o f f i c e , h i s secretary or he himse l f was contacted by phone t o set up an 

appointment t o inform him f u r t h e r about the study. Only three of the 

twelve professors who u l t i m a t e l y refused d i d so over the phone. 

The purpose of the personal contact was t o acquaint the professor w i t h 

the person who would I n t e r v i e w him and i n whose hands he would have to 

place c o n f i d e n t i a l i n f o r m a t i o n . Also the i n t e r v i e w e r wanted t o make i t 

more d i f f i c u l t f o r the professor t o say "no". But the main task remained 

to assure the subject of c o n f i d e n t i a l i t y , and t o convince him t h a t the 

study was worthwhile doing. One professor asked f o r a 20 minute expo

s i t i o n of the theory. Many wanted t o know where the support came from. 

I t was a t t h i s p o i n t t h a t our connection w i t h the f a c u l t y h e a l t h examina

t i o n was probably most h e l p f u l . Frequently the professor acknowledged 

what he considered to be an o b l i g a t i o n on h i s p a r t to p a r t i c i p a t e i n 

r e t u r n f o r having been given the examination. Only i n the case of one 

abusive professor d i d the i n t e r v i e w e r s l i p i n t o using t h i s same argument. 

Mostly the importance of the problem was emphasized and the competence 

of our I n s t i t u t e t o deal w i t h i t . Among the reasons f o r p a r t i c i p a t i o n 
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i n the study, two seemed to have been predominant: An i n t e r e s t i n the 

study, and, more important, a sense of duty t o cooperate i n a bona f i d e 

research e f f o r t , a sense of duty and o b l i g a t i o n t o the u n i v e r s i t y as a 

whole. This came out e s p e c i a l l y c l e a r l y i n the case of the u n i v e r s i t y 

a d m i n i s t r a t o r s . Not one of the 12 professors who refused i s e i t h e r 

chairman or dean. On the other hand our sample includes three chairmen, 

three deans, and nine men i n p o s i t i o n s l i k e a s s i s t a n t dean, associate 

chairman or d i r e c t o r of an i n s t i t u t e . 

I f the professor chose t o p a r t i c i p a t e , a date and a place were set 

f o r the i n t e r v i e w , which was to l a s t from two t o two-and-a-half hours. 

Whenever possible the i n t e r v i e w was conducted i n the professor's o f f i c e . 

I f t h a t was not pos s i b l e the professors were i n v i t e d to the I n s t i t u t e 

f o r S ocial Research. V a r i a t i o n s on t h i s arrangement were minor. Several 

professors i n v i t e d the i n t e r v i e w e r to t h e i r homes; one professor i n v i t e d 

the i n t e r v i e w e r f o r dinner; some made arrangements f o r conference rooms. 

The interviews (Appendix B) ranged i n length from an hour and f i v e 

minutes t o three and three-quarters of an hour. From d i r e c t comments to 

the i n t e r v i e w e r , from comments made to professors i n the I n s t i t u t e , and 

from i n d i r e c t comments v i a t h i r d persons and p a r t y t a l k we can r e s t 

assured t h a t the professors found the i n t e r v i e w r e l a x i n g , enjoyable, and 

even t h e r a p e u t i c . From a d i r e c t question a t the end of the i n t e r v i e w 

we learned t h a t they considered the i n t e r v i e w comprehensive, thorough, 

and w e l l conducted. Only three professors f e l t t h a t we were g e t t i n g at 

the s u p e r f i c i a l f u n c t i o n a l aspects o f a professor's r o l e only. Two came 

from the humanities, and one f e l t t h a t other problems i n a man's l i f e so 

f a r outweigh work problems t h a t responses to questions about work could 
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not be meaningfully r e l a t e d t o h e a l t h . 

The i n t e r v i e w asked i d e n t i c a l questions of a l l professors. But withn 

the i n t e r v i e w the questions v a r i e d i n the degree to which they encouraged 

free and undirected responses i n answering them. The i n t r o d u c t o r y 

question was simply, "How would you describe your job? What do you do?" 

On the other hand, the i n t e r v i e w included such s p e c i f i c questions as, 

"Could you estimate how many hours per week you spend on a l l your 

p r o f e s s i o n a l a c t i v i t i e s ? " 

At three p o i n t s the i n t e r v i e w was i n t e r r r u p t e d and the s u b j e c t was 

given a c h e c k l i s t t o complete. This procedure worked very w e l l and the 

use of interspersed c h e c k l i s t s should be increased i n eventual f u r t h e r 

studies of t h i s group. Most i n t e r v i e w s were conducted i n one s i t t i n g . 

I n f o u r cases the i n t e r v i e w was broken up i n t o two p a r t s because of 

scheduling problems. 

At the end of the i n t e r v i e w a new time was arranged at which the 

i n t e r v i e w e r was to b r i n g the questionnaires t o the professor. This date 

was u s u a l l y from a week t o ten days l a t e r . I n the mean, each of the open-

ended i n t e r v i e w s was examined f o r dimensions which best described the 

man's j o b , h i s d u t i e s , and the p r o f e s s i o n a l areas he worked i n such as 

research, teaching, a d m i n i s t r a t i o n , and so f o r t h . The procedure here 

was the f o l l o w i n g : The f i r s t question o f the i n t e r v i e w was the most 

general one. I t asked, "How would you describe your job? What do you 

do?" This question was the basis f o r e x t r a c t i n g f o r each professor 16 

j o b dimensions. I f the d e s c r i p t i o n of the job was d e t a i l e d and extensive, 

16 dimensions were e x t r a c t e d from the answers t o t h i s one question. I f 

the d e s c r i p t i o n was meager, the missing number of dimensions was selected 

from a c h e c k l i s t of human t r a i t s the professor was asked to r a t e 
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for their importance. Those he rated very important were Included. I f 

the t o t a l number of t r a i t s which were rated very important for the person

a l i t y of a professor brought the l i s t of possible dimensions to more than 

16, i t was the interviewer's judgment which decided which of those rated 

very Important were to be included. The instance that the answers 

to the question "What do you do?" and to the c h e c k l i s t did not y i e l d 

16 dimensions did not occur. 

In order to get a picture of the dis t r i b u t i o n of dimension we took 

a random sub-sample of 25 and tabulated the d i s t r i b u t i o n of dimension. 

In a sub-sample of 25 there are 400 dimensions (16x25). Of the 400, 16% 

or 62 dimensions are unique; they occur only once. The dimensions that 

are used by at l e a s t 40% of the subsample are l i s t e d below, in Table 3. 

TABLE 3.- Distribution of the dimensions roost 
frequently used In the description of the job 

in a random subsample of 25 cases 

Dlmension Frequency Percentage 

Teaching 24 96 

Carrying out research 19 76 

Planning research 18 72 

Keeping up with the f i e l d 18 72 

Communicating i n writing 14 56 

Supervising others 12 48 

Doing "chores", e.g., paperwork 12 48 

Getting along with people 11 44 
Administrative duties 11 44 
Publishing regularly 10 40 
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While there i s no check i n t h i s study as to whether or not these 

dimensions f u l l y covered a l l aspects of the j o b , we are convinced and 

proceed on the assumption that these job dimensions gathered from the 

int e r v i e w s o f f e r a b e t t e r d e s c r i p t i o n of the man's job than i f one 

standard l i s t of dimensions had been applied to a l l professors. 

The 16 dimensions e x t r a c t e d from the interviews were typed i n t o 

empty blank spaces provided f o r t h i s purpose on the questionnaires. Thus 

each professor answered our questions w i t h respect t o dimensions which 

f i t t e d as c l o s e l y as pos s i b l e h i s p a r t i c u l a r j o b . The stem of the 

questions, however, was standard f o r a l l professors. Thus, we asked a l l 

professors, "How s a t i s f i e d or d i s s a t i s f i e d are you w i t h your present degree 

of s k i l l or t a l e n t w i t h respect to t h i s dimension?" The questions were 

the same f o r a l l , but the dimensions w i t h respect to which these questions 

were asked v a r i e d from person to person. 

I t i s our general impression t h a t t o the extent to which the profes

sors l i k e d the i n t e r v i e w they d i s l i k e d f i l l i n g out the questionnaires. 

The average number of weeks i t took them t o r e t u r n the forms was e i g h t . 

Frequently, these forms were f i l l e d out s l o p p i l y and w i t h o u t proper 

regard f o r the i n s t r u c t i o n s , although the professor had read a l l the 

i n s t r u c t i o n s i n the presence o f the i n t e r v i e w e r . We had assumed t h a t once 

the professors chose to p a r t i c i p a t e , w i t h o u t being coerced, they would 

apply themselves to t h i s task w i t h the same d i l i g e n c e they give t o the 

r e s t of t h e i r d u t i e s . Well, they d i d not. 

A professor who d i d not r e t u r n h i s questionnaire w i t h i n s i x weeks 

was sent a reminder (Appendix C). I f he did not respond to t h i s reminder, 

he received several weeks l a t e r the v i s i t of a charming young lady u r g i n g 

him to please r e t u r n the forms. 
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Following the f i n d i n g s of.Cannell and Fowler (1963) we d i d not t h i n k 

i t advisable to have any f u r t h e r follow-ups. Cannell and Fowler asked 

subjects whether they had or had not been i n the h o s p i t a l i n a given 

p e r i o d of time. They had independent checks as to the number of h o s p i t a l : 

admissions of each su b j e c t . They found t h a t people were not always 

accurate i n t h e i r answers and t h a t the percentage of inaccurate answers I 
i 

increased w i t h the number o f follow-ups. The percentage o f inaccurate 

answers increased p a r t i c u l a r l y w i t h and a f t e r the t h i r d follow-up. As 

i t was we were able to get w i t h our procedure a r e t u r n r a t e o f 867« 

completely returned sets o f questionnaires. Another IX of the sets were 

re t u r n e d a t l e a s t p a r t i a l l y completed. 

Concomitantly w i t h the i n t e r v i e w i n g of the professors went the 

questioning of the professors' wives. At the end of the i n t e r v i e w the 

professor was asked f o r h i s permission f o r the i n t e r v i e w e r ' s a s s i s t a n t t o 

give a questionnaire t o h i s w i f e . With the exception of t h r e e , a l l those 

who had wives were amenable to t h i s request. The wives were sent a 

l e t t e r e x p l a i n i n g the purpose of the questionnaire (Appendix D). The 

questionnaires themselves were d e l i v e r e d and picked up by a young lady 

who c a l l e d f i r s t to make sure t h a t she was coming at an opportune time. 

How wise and appropriate t h i s procedure was became clear i n the few cases 

where the wives i n s i s t e d on r e t u r n i n g the questionnaires by m a i l . I n 

these cases i t o f t e n took several reminders t o receive the form back. 

Only three wives refused o u t r i g h t upon being contacted. One person r e 

turned the questionnaire i n s u f f i c i e n t l y completed and w i t h a note doubting 

the c o n f i d e n t i a l i t y of our procedures. We returned the questionnaire 

t o her i n order to a l l e v i a t e these concerns. F i n a l l y , we sent a l e t t e r 
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thanking che professor f o r h i s p a r t i c i p a t i o n and assuring him t h a t he 

would be given an a b s t r a c t of the r e s u l t s at the time of the completion 

of the study (Appendix E). , 

The Variables and Their Measurement 

I n the t h e o r e t i c a l chapter, we discussed f i r s t the hypotheses r e 

l a t i n g t o overload and i t s r e l a t i o n s h i p s , then the r e l a t i o n s h i p between 

serum u r i c acid and achievement o r i e n t a t i o n , and f i n a l l y the r e l a t i o n s h i p 

between c h o l e s t e r o l and achievement o r i e n t a t i o n . Here we w i l l order the 

p r e s e n t a t i o n somewhat d i f f e r e n t l y . We w i l l present the discussion of 

the measurement of the v a r i a b l e s according to the categories d e f i n i n g 

the main f o c i of t h i s t h e o r e t i c a l approach, and corresponding to the 

categories of Figure 1. We w i l l present the v a r i a b l e s and how they were 

measured as w e l l as the meaning of the v a r i a b l e s i n t h i s s e c t i o n . Table 

4 presents a l i s t of these main v a r i a b l e s . 

TABLE 4.- L i s t of the major v a r i a b l e s used 
i n the study 

C h a r a c t e r i s t i c s of the person 

Achievement O r i e n t a t i o n Defensiveness Serum Uric Acid 

Objective 
Environment Psychological Environment 

Behavioral, A t t i t u d i n a l 
and P h y s i o l o g i c a l Reactions 

Status Q u a n t i t a t i v e overload Occupational self-esteem 

Q u a l i t a t i v e overload Number of work hours 

Sel f as source of pressure Cholesterol 

Legitimacy of pressure 

Sub j ec t ive pub1ic e s teem 
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Status, a Variable of the Objective S o c i a l Environment 

Status has been recognized as a s a l i e n t v a r i a b l e a f f e c t i n g not only 

other s o c i o l o g i c a l c h a r a c t e r i s t i c s o f the person but also psychological 

r e a c t i o n s and a person's h e a l t h . The rel e v a n t l i t e r a t u r e i s summarized 

by Kasl and French (1962) i n the r e p o r t of t h e i r study r e l a t i n g occupa

t i o n a l s t a t u s to i l l n e s s behavior. 

I n t h i s study we measure st a t u s b a s i c a l l y as p r o f e s s o r i a l rank. 

I t was coded on a three p o i n t scale: Assistant professor ( 1 ) , Associate 

Professor ( 2 ) , and F u l l professor ( 3 ) . We decided on t h i s c l a s s i f i c a t i o n 

since even the 15 a d m i n i s t r a t o r s included i n our sample perceive them

selves as members of the academic community and continue to teach and do 

research. 

However, since a d m i n i s t r a t i o n does add a dimension t o the work s i t u 

a t i o n of the f a c u l t y member, we also ran c o r r e l a t i o n s on the p r o f e s s o r i a l 

ranks excluding a d m i n i s t r a t o r s (N «= 107), and on a d m i n i s t r a t o r s (N - 15) 

as a separate group. Wherever i t makes a d i f f e r e n c e t h a t a person i s 

chairman or dean we w i l l p o i n t t o these d i f f e r e n c e s and t r y t o understand 

them. The group of 15 a d m i n i s t r a t o r s contains 14 f u l l professors and one 

associate professor. The a d m i n i s t r a t i v e f u n c t i o n s range from associate 

chairman t o dean. Since the group i s so small we do not intend to make 

any f u r t h e r d i f f e r e n t i a t i o n among the group of a d m i n i s t r a t o r s . 

B a s i c a l l y , we f e e l t h a t f o r an analysis of sta t u s d i f f e r e n c e s i t 

would be s u f f i c i e n t t o deal w i t h the three p r o f e s s o r i a l ranks, but i n 

order t o understand the e f f e c t s of the job environment i t might be help

f u l t o separate the a d m i n i s t r a t o r s from the s t r i c t l y academic ranks. 

I t might be argued t h a t p r o f e s s o r i a l rank i s not the best measure 

of s t a t u s , and t h a t i t would have been b e t t e r t o use the r a t i n g s 
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of r e l e v a n t o t h e r s . U n f o r t u n a t e l y , t h i s procedure, which has been 

s u c c e s s f u l l y used by Kahn e t a l . (1964), was not p o s s i b l e i n the p r e s e n t 

s tudy. 

C h a r a c t e r i s t i c s of the Person 

D e f e n s i v e n e s s 

The r e c o g n i t i o n of the importance of a concept l i k e 'defensive d i s 

t o r t i o n 1 or 'defensiveness' comes from Sigmund Freud. He d e f i n e s a 

defense as "a g e n e r a l d e s i g n a t i o n f o r the techniques which the ego makes 

use of i n c o n f l i c t s which may lead to n e u r o s i s " (1936). Anna Freud 

developed her f a t h e r ' s ideas f u r t h e r ( 1 9 4 6 ) . As M i l l e r and Swanson (1960) 

poi n t out, such a d e f i n i t i o n i s too g e n e r a l to be of help to the e m p i r i c a l 

worker. They s t a t e : 

To i d e n t i f y r e p r e s s i o n or, f o r t h a t matter, any other 
defense, one must be a b l e to l o c a t e an event, u s u a l l y an a c t i o n 
tendency, which i f i t were expressed d i r e c t l y , would c r e a t e 
o b j e c t i v e d i f f i c u l t i e s or v i o l a t e the person's i n t e r n a l norms. 
Because t h i s unconscious impulse engenders a n x i e t y , the 
i n d i v i d u a l u n c o n s c i o u s l y s u b s t i t u t e s some a l t e r n a t i v e for the 
o r i g i n a l . (1960, page 196) 

Thus, the p s y c h o a n a l y t i c concept of defense i s mainly t h a t of an un

c o n s c i o u s l y operating ego mechanism. But t h i s does not exhaust the 

d e f e n s i v e n e s s which a l t e r s a person's answers i n a t e s t or i n t e r v i e w 

s i t u a t i o n . There can be conscious d e f e n s i v e d i s t o r t i o n . Such conscious 

d i s t o r t i o n e n t e r s i n t o the p r o c e s s of t r y i n g to give answers that a r e 

s o c i a l l y d e s i r a b l e . T h i s concept of s o c i a l d e s i r a b i l i t y and i t s e f f e c t s 

on t e s t answers was e x t e n s i v e l y s t u d i e d by Edwards (1957). Edwards 

c o r r e l a t e d judges' r a t i n g s of the s o c i a l d e s i r a b i l i t y of p e r s o n a l i t y - t e s t 

items w i t h the p r o b a b i l i t y of t h e i r endorsement. He found a c o r r e l a t i o n 

of .87. The more f a v o r a b l e the s o c i a l - d e s i r a b i l i t y r a t i n g of an item, 

the g r e a t e r the l i k e l i h o o d of i t s endorsement under standard 
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t e s t - t a k i n g i n s t r u c t i o n s . 

I n d e a l i n g w i t h the problems of d e f e n s i v e d i s t o r t i o n we have to 

r e a l i z e t h a t t h e r e i s f i r s t the person's " r e a l " s e l f , r e a l i n the a b s t r a c t 

sense of Kant's Ding an s i c h . I t c a n never be f u l l y known. I t i s only 

i n f e r r e d . T h i s " r e a l " s e l f i s p e r c e i v e d by the person as a s e t of a t t r i 

butes along given i d e n t i t y dimensions. This p e r c e i v e d s e l f i s a l r e a d y 

i n f l u e n c e d by d e f e n s i v e d i s t o r t i o n s i n such a way as to keep s e l f - e s t e e m 

high. We I n v e s t i g a t e t h i s p i c t u r e of the p e r c e i v e d s e l f by e v a l u a t i n g 

the presented s e l f , the p i c t u r e of h i m s e l f the person chooses to r e v e a l 

to the i n t e r v i e w e r . Defensive d i s t o r t i o n s are assumed to a l t e r t h i s 

p r e s e n t a t i o n of the s e l f as w e l l . Thus, d e f e n s i v e n e s s a l t e r s both the 

p e r c e p t i o n of the s e l f and the p r e s e n t a t i o n of the s e l f . 

Defens ive Defensive 
D i s t or t ion D i s t o r t i on 

" R e a l " ^ > P e r c e i v e d ^ _ _ > Presented 
s e l f s e l f s e l f 

P i g . 5: Diagram r e p r e s e n t i n g the two aspects of d e f e n s i v e d i s t o r t i o n 

What we c a l l the " r e a l " s e l f i n c l u d e s e v e r y t h i n g t h a t i s r e a l i n 

Lewin's sense of the word. I t comprehends e v e r y t h i n g t h a t has e f f e c t s , 

i n c l u d i n g u n c o n s c i o u s l y p e r c e i v e d a s p e c t s of the s e l f . The 'perceived 

s e l f i n c o n t r a s t i s assumed to i n c l u d e only those a s p e c t s of the s e l f 

t h a t are c o n s c i o u s or p r e c o n s c i o u s , 

The concept of d e f e n s i v e n e s s has r e c e n t l y been t r e a t e d i n the wider 

context of an "approval motive" by Crowne and Marlow (1964) who p r e s e n t a 

review of the r e l e v a n t background l i t e r a t u r e and go on to e v a l u a t e e x i s t i n g 

experimental evidence as i t p e r t a i n s to the proposed i n t e g r a t i n g concept 

of "approval motive." 
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I n our c o n s i d e r a t i o n s about the measurement of de f e n s i v e n e s s we d i s 

m i s s e d on a p r i o r i grounds the need to guard a g a i n s t o u t r i g h t l y i n g . The 

p r o f e s s o r s are a l l v o l u n t e e r s . T h e i r w i l l i n g n e s s to cooperate was e x c e l l e n t 

a s judged from the rapport during the i n t e r v i e w s . The importance of the 

r e s e a r c h was r e a l i z e d by the great m a j o r i t y . I t , thus, seemed extremely 

u n l i k e l y t h a t we had to d e a l w i t h the problem of d e l i b e r a t e l y i n g . 

I n order to guard a g a i n s t unconscious d i s t o r t i o n and the e f f e c t s of 

s o c i a l d e s i r a b i l i t y , we decided to use the K - s c a l e of the MMPI as a 

c o r r e c t i v e measure. I t has been w e l l r e s e a r c h e d (Dahlstrom and Welsh, 1960) 

and has weathered the t e s t of wide a p p l i c a t i o n i n p r a c t i c a l s i t u a t i o n s . 

We know that the use of t h i s one c o r r e c t i v e s c a l e w i l l not e l i m i n a t e a l l 

e f f e c t s of d e f e n s i v e d i s t o r t i o n but i t seemed the most e f f i c i e n t way f e a s 

i b l e i n t h i s study. A l l r e l a t i o n s p resented i n t h i s study are c o r r e c t e d 

f o r d e f e n s i v e n e s s by p a r t i a l l i n g out the e f f e c t s of d e f e n s i v e d i s t o r t i o n 

a s measured by the K - s c a l e on the c o r r e l a t i o n s under c o n s i d e r a t i o n . Only 

the r e l a t i o n s h i p s between v a r i a b l e s t h a t were independently a s s e s s e d and 

which do not come from s e l f - r e p o r t d a t a such as s t a t u s or serum u r i c a c i d 

were not c o r r e c t e d f o r by p a r t i a l l i n g out the e f f e c t s of d e f e n s i v e n e s s . 

T a b l e 5 presents the c o r r e l a t i o n s between our v a r i a b l e s and defensiveness 

a s measured by the K - s c a l e . 

The meaning of these c o r r e l a t i o n s i s th a t a high s c o r e on the v a r i a b l e 

l i s t e d f i r s t i m p l i e s a hi g h degree of d e f e n s i v e n e s s when the c o r r e l a t i o n 

i s p o s i t i v e . A high s c o r e on the f i r s t v a r i a b l e i s a s s o c i a t e d with a low 

degree of d e f e n s i v e n e s s when the d i r e c t i o n of the c o r r e l a t i o n i s negative. 
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TABLE 5.- C o r r e l a t i o n s between the v a r i a b l e s of 
the study and the K - s c a l e of the MMPI 

C o r r e l a t i o n with s c o r e s on 
the K - s c a l e 

v a r i a o x e 
N .r P 

Occupational s e l f - e s t e e m 105 .44 < .01 

Q u a n t i t a t i v e overload 108 -.19 < .05 

Q u a l i t a t i v e overload 108 -.35 < .01 

S e l f as source of press u r e 107 -.18 N.S, 

Legitimacy of pressure 107 .11 N.S. 

S u b j e c t i v e p u b l i c esteem 105 .36 < .01 

Achievement o r i e n t a t i o n 87 .12 N.S. 
Emphasis on r e s e a r c h 87 -.31 < .01 
Leadership 87 .16 N.S. 
Range of a c t i v i t i e s 87 .31 < .01 
Pushing of s e l f 87 -.17 N.S. 
Achievement/self-confidence 87 .29 < .01 
A t t i t u d e toward pre s s u r e 87 .19 N.S. 
Driv e 87 .05 N.S. 

Age 108 .21 < .05 

S t a t u s 108 .13 N.S. 

Serum u r i c a c i d 102 -.08 N.S. 

C h o l e s t e r o l 104 -.06 N.S. 

D i a s t o l i c blood pressure 106 .09 N.S. 

Obesity 108 .02 N.S. 

Work hours (reported by p r o f e s s o r ) 98 .08 N.S. 

Work hours (reported by the wi f e ) 97 .01 N.S. 

Job worry (reported by the w i f e ) 99 -.31 < .01 

Job worry (r e p o r t e d by p r o f e s s o r ) 107 -.34 < .01 
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The items making up the K - s c a l e are found i n Appendix F. Since 

the K - s c a l e was f r e q u e n t l y not f i l l e d out completely by the p r o f e s s o r s , 

we had to use average s c o r e s i n order to make the s c a l e s comparable for 

a l l p r o f e s s o r s . The average number of omissions per t e s t was 0.12. The 

omissions are randomly d i s t r i b u t e d a c r o s s items. 

The s c a l e c o r r e l a t e s s i g n i f i c a n t l y w i t h age ( r • .21, p < .05) but 

i t does not c o r r e l a t e s i g n i f i c a n t l y w i t h academic rank ( r = .13). The 

mean v a l u e of the K s c o r e s for a l l p r o f e s s o r s i s .56. The average f o r 

50 c o l l e g e students I s .54. The average f o r 100 e l e c t r i c a l engineers i s 

.56 (McKinley e t a l . , 1956). Thus, the average found i n t h i s group seems 

to correspond q u i t e w e l l to the most comparable groups on which normative 

data can be found. 

With r e s p e c t to the r e l i a b i l i t y of the K - s c a l e , Meehl and Hathaway 

(1956) s t a t e : 

T e s t - r e t e s t c o e f f i c i e n t s were .72 and .74 computed on two 
groups, one of which was r e t e s t e d a t i n t e r v a l s v a r y i n g from one 
day to over a y e a r , the other a f t e r a lapse of 4 - 15 months. 
(1956, p. 26) 

The v a l i d i t y of the K - s c a l e as a measure of d e f e n s i v e n e s s was shown 

by Meehl and Hathaway (1956), and McKinley e t a l . (1956) who r e p o r t the 

s t u d i e s which showed i n c r e a s e d p r e d i c t a b i l i t y of abnormal p e r s o n a l i t y 

p a t t e r n s when using the K - s c a l e . 

Serum U r i c A c i d 

E a r l i e r , serum u r i c a c i d was d e s c r i b e d as an end-product of human 

metabolism which i s i n v o l v e d i n the pathogenesis of gout. Here we want 

to extend our e a r l i e r d i s c u s s i o n by c o n s i d e r i n g a d d i t i o n a l aspects of 

serum u r i c a c i d r e l e v a n t to the measurement of t h i s v a r i a b l e , such as 
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i t s s t a b i l i t y over time, and the normal range of i t s c o n c e n t r a t i o n i n 

the blood. 

T a l b o t (1964) w r i t e s that the " c o n c e n t r a t i o n of u r i c a c i d i n the 

serum i n normal males i s l e s s than 6 mg/100 ml. I n p a t i e n t s w i t h gout, 

i r r e s p e c t i v e of the presence of acute or ch r o n i c symtoms, and i r r e s 

p e c t i v e of the stage of the d i s e a s e , the c o n c e n t r a t i o n i s g r e a t e r than 

6.0 mg." 

During a 24-hour span the c o n c e n t r a t i o n of u r i c a c i d i n the serum 

does not seem to vary g r e a t l y . Z a c h a u - C h r i s t i a n s e n (1959) drew blood 

from h o s p i t a l p a t i e n t s on a normal, though p r o t e i n low, d i e t . The 

observed v a r i a t i o n s i n any one s u b j e c t was not g r e a t e r than 0.5 mg/100 ml. 

Dunn e t a l , (1963) confirm t h i s f i n d i n g , f or the most p a r t . Following 

s u b j e c t s over a two-month period a l s o d i d not r e v e a l any s i g n i f i c a n t 

w i t h i n - p e r s o n v a r i a n c e . These f i n d i n g s were s u b s t a n t i a t e d i n the study 

of another group, of 58 e x e c u t i v e s who had two serum u r i c a c i d determi

n a t i o n s a t an i n t e r v a l of one y e a r . Dunn e t a l . conclude t h a t serum 

u r i c a c i d i s a reasonably s t a b l e c h a r a c t e r i s t i c of i n d i v i d u a l s . The 

c o n c e n t r a t i o n of u r i c a c i d i n the serum a l s o does not seem to vary g r e a t l y 

w i t h age i n adul't males. As a r e s u l t of a population study c a r r i e d out 

i n a Michigan community, Mikkelsen and Dodge (1962) r e p o r t e s s e n t i a l l y 

s t a b l e serum u r i c a c i d v a l u e s i n males a f t e r puperty. Dunn e_t a l . (1963) 

a l s o see no e f f e c t of age on serum u r i c a c i d l e v e l s i n the age range 

from 30 to 66 y e a r s . I n our sample the c o r r e l a t i o n between age and serum 

u r i c a c i d i s r = .09 which i s not s i g n i f i c a n t . 

During the y e a r s from 1938 to 1946 Smyth, Cotterman and Freyberg 

measured the d i s t r i b u t i o n of serum u r i c a c i d l e v e l s i n f a m i l i e s . I n 

1961 and 1962 Rakic e t a l . (1964) rean a l y z e d 17 of the o r i g i n a l 19 f a m i l i e s . 
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They p r e s e n t the data i n t a b u l a r form and conclude t h a t hyperuricemia i s 
a s t a b l e t r a i t but they do not p r e s e n t a c o r r e l a t i o n between the o r i g i n a l 
and the r e p e a t measures, probably because the methods used i n the e a r l y 
study and the l a t e r study are not a b s o l u t e l y comparable. But s i n c e these 
a r e the only d a t a — t o our knowledge—where the serum u r i c a c i d l e v e l s 
were measured a f t e r such a long time i n t e r v a l , we decided to compute the 
Pearson c o r r e l a t i o n c o e f f i c i e n t for those males 20 y e a r s and older a t 
the time of the o r i g i n a l i n v e s t i g a t i o n . There are 27 such c a s e s and the 
c o r r e l a t i o n between the f i r s t and second measurement i n these 27 c a s e s 
i s r - .69 which i s s i g n i f i c a n t a t b e t t e r than the .01 l e v e l . We take 
t h i s as f u r t h e r support t h a t serum u r i c a c i d i s a r e l a t i v e l y s t a b l e 
c h a r a c t e r i s t i c of the i n d i v i d u a l . 

Of the v a r i e t y of non-genetic f a c t o r s that have been reported to 

a f f e c t or to be c o r r e l a t e d w i t h serum u r i c a c i d ( T a l b o t , 1964; O'Brien 

e t a l , , 1964; Dunn e t a l , , 1963) the r e l a t i o n s h i p s to o b e s i t y and blood 

p r e s s u r e were measured i n t h i s study. The c o r r e l a t i o n between o b e s i t y 

and serum u r i c a c i d i n our sample i s r ~ .25 (p <• .05), and between 

d i a s t o l i c blood p r e s s u r e and serum u r i c a c i d the c o r r e l a t i o n i s 

r = .17 (p < .05). 

The normal-concentration of u r i c a c i d i n the s e r u m — a t l e a s t i n the 

developed c o u n t r i e s of the West—seems to l i e between 5.0 and 5.2 mg/100 ml. 

The evidence i s summarized by Cobb (1964) i n a t a b l e which i s presented 

below. 
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TABLE 6.- Mean serum u r i c a c i d l e v e l s as determined by the 
spectrophotometric u r i c a s e method f o r c e r t a i n C a u c a s i a n populations 

. . . . Males, Post-
Population Adolescent Females Population 

Mean Mean 
N SUA N SUA 

High s c h o o l students, U.S. (Cobb, 1963) 138 5.1 74 4.0* 

Small community, U.S. (Mikkelsen e t a l . 573 5.2 720 4.0* 
1962) 

M i l i t a r y ' r e c r u i t s , U.S. ( S t e t t e n & Hearon, 817 5,1 - -
1959) 

"Normals", Denmark (Hauge & Harvald, 1955) 130 5.1 150 4.0 

H o s p i t a l s t a f f , Denmark (Gjorup et a l . , 1955) 143 5.0 157 3,8 

P e n i t e n t i a r y , U. S. (Decker e t a l . , 1963) 90 5.0 - -

R u r a l community, England (Popert 6c Hewitt, 436 4.5 320 3.5* 
1962) 

*Female populations known to c o n t a i n no persons over 45. 

There does e x i s t , however, a c l e a r s o c i a l c l a s s g r a dient i n the mean 

v a l u e s of u r i c a c i d l e v e l s i n the serum. Cobb and Brooks tabulated the 

a v a i l a b l e evidence for a r e c e n t r e s e a r c h p r o p o s a l . T h i s t a b l e i s 

presented below. 

TABLE 7.- Mean v a l u e s of serum u r i c a c i d l e v e l s i n 
samples of d i f f e r i n g s o c i a l s t a t u s 

Population 
Males Females Population 

N mg. % N mg. % 

Hourly workers (Dunn e t a l . , 1963) 268 4.7 j 185 3.7 
High s c h o o l students, U.S. (Cobb, 1963) 138 5.1 74 4.0* 

P r o f e s s i o n a l s (Brooks, unpublished) 139 5.2 j 76 4.2 

Medical students (Cobb, 1963) 96 5.4 - -
U n i v e r s i t y p r o f e s s o r s ( t h i s study) 113 5.7 - -
E x e c u t i v e s (Dunn e t a l . . 1963) 339 5,7 - -

*Female populations known to c o n t a i n no persons over 45. 

f 
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I f we d i v i d e our t o t a l sample of u n i v e r s i t y p r o f e s s o r s i n t o the 

v a r i o u s s t a t u s subgroups, we f i n d the d i s t r i b u t i o n of mean serum u r i c 

a c i d l e v e l s presented i n Table 8. 

TABLE-8.- Mean serum u r i c a c i d l e v e l s 
d i s t r i b u t e d by s t a t u s l e v e l 

S t a t u s 

Mean v a l u e s of serum u r i c 
a c i d 

S t a t u s 
N Mean 

T o t a l sample 113 5.66 

A s s i s t a n t p r o f e s s o r (a) 48 5.50 

A s s o c i a t e p r o f e s s o r (b) 23 5.50 

F u l l p r o f e s s o r Cc) 29 5.95 

A d m i n i s t r a t o r (d) 13 5.92 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 100 5.63 

S i g n i f i c a n c e of d i f f e r e n c e s among 
groups a to d F = 1.29 p > .05 

U n t i l r e c e n t l y , i t had been g e n e r a l l y accepted t h a t high concentra

t i o n of serum u r i c a c i d i n the blood was an i n h e r i t e d c h a r a c t e r i s t i c . 

O'Brien (1964) c i t e s the r e l e v a n t evidence. However, on the b a s i s of the 

study of two I n d i a n t r i b e s , the B l a c k f e e t of Montana and the Pima I n d i a n s 

o f A rizona, O'Brien comes to the c o n c l u s i o n that only about 24% of the 

v a r i a b i l i t y of serum u r i c a c i d can be a t t r i b u t e d to h e r e d i t y . 

These f i n d i n g s agree w i t h the con c l u s i o n s of Neel et_ al. (1965) 

who, on the b a s i s of a r e a n a l y s i s of 17 f a m i l i e s f i r s t s tudied around 

1940 s t a t e t h a t "as a biochemical t r a i t , serum u r i c a c i d l e v e l would... 

seem to f a l l i n a category w i t h c h o l e s t e r o l l e v e l or glucose l e v e l or 

even blood p r e s s u r e , a l l biochemical t r a i t s which i n c r e a s i n g l y appear 
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to have complex g e n e t i c backgrounds i n f l u e n c e d i n the m a n i f e s t a t i o n by 

m u l t i p l e environmental f a c t o r s . " (1965, p. 20) 

Measurement of serum u r i c a c i d : The c o n c e n t r a t i o n of u r i c A c i d i n 

the serum was measured by the enzymatic s p e c t r o p h o t o m e t r y method advocated 

by L i d d l e , e t a l . (1959) i n 1959. The method r e q u i r e s t h a t u l t r a v i o l e t 

r a y s are sent through the serum before and a f t e r u r i c a s e has been added. 

U r i c a s e i s an enzyme th a t c o n v e r t s u r i c a c i d to a l l o n t o i n . The d i f f e r e n c e 

i n the abs o r p t i o n o f - u l t r a v i o l e t r a y s has been found to be d i r e c t l y pro

p o r t i o n a l to the c o n c e n t r a t i o n of u r i c a c i d i n the serum. 

T h i s method I s now p r e f e r r e d because i t i s s p e c i f i c to u r i c a c i d . 

The p r o c e s s of measuring does not l o s e any u r i c a c i d and there are a l s o 

few i n t e r f e r i n g substances which a f f e c t the a b s o r p t i o n of u l t r a v i o l e t r a y s . 

The method for determining the t e c h n i c a l e r r o r of t h i s procedure i s 

described, by Dunn' e t a l , ( 1 9 6 3 ) . F o r d u p l i c a t e d e t e r m i n a t i o n s done at 

the same day the e r r o r was 0.03 mg/100 ml and f o r those done One week 

ap a r t the e r r o r was 0.07 mg/100 ml. Since Mr. Brooks d i d the la b o r a t o r y 

a n a l y s i s f o r Dunn e t a l , and f o r t h i s study, and s i n c e the same standards 

of e x a c t i t u d e p r e v a i l e d , no s p e c i a l determinations o f t e c h n i c a l e r r o r were 

made i n t h i s study. 

Achievement o r i e n t a t i o n 

I n order to t e s t the h y p o t h e s i s t h a t the l e v e l of u r i c a c i d i n the 

serum i s r e l a t e d to achievement o r i e n t a t i o n as d e s c r i b e d i n the t h e o r e t i c a l 

d i s c u s s i o n we developed an index of achievement o r i e n t a t i o n which t r i e d 

co a s s e s s seven dimensions. These seven dimensions are f u l l y d e s c r i b e d 

i n the appendix (Appendix G ) . Here we w i l l g i v e a more g e n e r a l d e s c r i p t i o n 

which we hope w i l l be s u f f i c i e n t f o r an understanding of the measure. 
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Achievement and s e l f - c o n f i d e n c e : Here we a s s e s s the p r o f e s s o r ' s 
o c c u p a t i o n a l s e l f - e s t e e m as i t expresses i t s e l f i n the i n t e r v i e w by the 
r e p o r t i n g of a c h i e v e m e n t s — p a p e r s , books, honors, e t c , — a n d by an a s s e s s 
ment of the degree of p r i d e with which he r e p o r t s these achievements. 

D r i v e : Here we r a t e d a l i f e s t y l e . We t r i e d to a s s e s s the i n d i v i d 

u a l ' s output of energy, and the i n t e n s i t y of l i v i n g and working. 

Leadership: T h i s v a r i a b l e i s a measure of the tendency to lead 

others by p e r s u a s i o n . I t i n v o l v e s s t r o n g i n t e r e s t i n the smooth f u n c t i o n i n g 

of i n t e r p e r s o n a l r e l a t i o n s . I t i s c l o s e l y r e l a t e d to what Mann (1965) 

c a l l s 'human r e l a t i o n s s k i l l s ' . 

Range of a c t i v i t i e s : We r a t e d the use of p r o f e s s i o n a l s k i l l s i n o f f -

campus a c t i v i t i e s a t the n a t i o n a l , s t a t e , and community l e v e l . Any 

i n d i c a t i o n t h a t a man engages i n a wide v a r i e t y of a c t i v i t i e s w i l l r a i s e 

h i s score on t h i s dimension. The use of t h i s dimension was suggested by 

the work of Dunn et. a_l. (1963) who found a s i g n i f i c a n t a s s o c i a t i o n between 

the number of a c t i v i t i e s high s c h o o l students engaged i n and t h e i r serum 

u r i c a c i d l e v e l s . 

Pushing of s e l f : Along t h i s dimension we r a t e d p e r s i s t e n c e and 

t e n a c i t y i n the p u r s u i t of p r o f e s s i o n a l g o a l s . I n order to a s s e s s t h i s 

dimension we coded a l l i n d i c a t i o n s t h a t the p r o f e s s o r was p r e s s i n g h i m s e l f 

to the l i m i t s of h i s c a p a c i t y . We found t h i s expressed i n the number of 

hours he r e p o r t e d l y works i n an average week. The c o r r e l a t i o n i s 

r = .49 (p < .01). 

Emphasis on r e s e a r c h : Here we r a t e d the r e l a t i v e importance of and 

p r e f e r e n c e f o r r e s e a r c h as compared wi t h teaching. We take t h i s r a t i n g 

as an o p e r a t i o n a l i z a t i o n of s t a t u s s t r i v i n g i n the c u r r e n t academic 

environment. We f i n d j u s t i f i c a t i o n f o r t h i s o p e r a t i o n a l i z a t i o n i n the work 
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o f Caplow and McGee who conclude t h a t when p r o f e s s o r s "are e v a l u a t e d . . . , 
e i t h e r as candidates f o r a vacant p o s i t i o n , or as candidates for promotion, 
t h e e v a l u a t i o n i s made p r i n c i p a l l y i n terms of t h e i r r e s e a r c h and c o n t r i b u 
t i o n s . " (1958, p. 82) Any measure of achievement o r i e n t a t i o n , as i t was 
d e f i n e d e a r l i e r , should i n c l u d e an assessment of s t a t u s . s t r i v i n g , but the 
p a r t i c u l a r o p e r a t i o n a l i z a t i o n we have chosen would not be a p p l i c a b l e to 
o t h e r groups. I n groups of e x e c u t i v e s , for example, t h i s dimension would 
have to be o p e r a t i o n a l i z e d d i f f e r e n t l y . 

A t t i t u d e toward p r e s s u r e : Here we e v a l u a t e the answers to the question 

"How do you feel'about p r e s s u r e ? Do you l i k e i t , do you d i s l i k e i t , or how 

do you f e e l ? " The people who scored h i g h e s t on t h i s dimension seemed to 

" t h r i v e on p r e s s u r e . " 

The data used i n a s s e s s i n g these dimensions were e x t r a c t e d from the 

two-hour semiformal i n t e r v i e w s d e s c r i b e d e a r l i e r . The development of the 

achievement o r i e n t a t i o n measure—sometimes r e f e r r e d to as the AOR s c o r e - -

took the f o l l o w i n g course: 

On the b a s i s of t e n t a t i v e hypotheses, a coding sheet was assembled. 

S i x c a s e s w i t h high and s i x c a s e s with low serum u r i c a c i d l e v e l s were 

s e l e c t e d from among the f i r s t 80 c a s e s c o l l e c t e d i n the course of t h i s 

i n v e s t i g a t i o n . These were s t u d i e d f o r the presence of meaningful dimensions 

t h a t might be d i s c r i m i n a t i n g . E l e v e n cases were then s e l e c t e d a t random 

i n order to t e s t whether the presence or absence' of these dimensions could 

be a s s e s s e d i n other than extreme c a s e s . On the b a s i s of the a n a l y s i s of 

t h e s e 23 c a s e s we s e t t l e d on the use of the seven dimensions d e s c r i b e d above 

Each of these seven s u b s c a l e s was scored by the same two r a t e r s on a 

t h r e e - p o i n t s c a l e . The t o t a l s u b s c a l e score i s the sum of the two r a t i n g s 

on that dimension. T h i s t o t a l s u b s c a l e score can range from 2-6. The t o t a l 
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i n d e x score of achievement o r i e n t a t i o n i s the sum of these seven s u b - s c a l e 

s c o r e s . I t can range from 14-42. j 

The semi-formal i n t e r v i e w was o r i g i n a l l y not designed to include s p e c i f i c 

q u e s t i o n s for a s s e s s i n g any of the seven dimensions. Thus we had to t r a i n 

o u r s e l v e s i n the coding of the i n t e r v i e w s , i n order to become attuned to the 

r i g h t c l u e s . 

T h i r t y - n i n e c a s e s were coded independently by two r a t e r s without knowledge 

o f the serum u r i c a c i d v a l u e s . However, a f t e r every batch of f i v e or s i x 

r a t i n g s the serum u r i c a c i d v a l u e s i n t h i s group were made known and the r a t e r s 

d i s c u s s e d d i s c r e p a n c i e s i n t h e i r assessments. We c a l l t h i s the ".training 

group." 
Then 38 i n t e r v i e w s were coded independently by the two r a t e r s without 

d i s c u s s i o n . We c a l l t h i s the " f i r s t r a t i n g group." 

H a l f a year l a t e r independent achievement o r i e n t a t i o n r a t i n g s were made of 

t h e 22 p r o f e s s o r s on which no blood had been a v a i l a b l e a t the time the o r i g i n a l 

r a t i n g s had been made. I n the meantime, of these 22 men 12 had provided the 

m i s s i n g blood samples. These were, however, i d e n t i f i e d only by a l a b o r a t o r y 

number so as not to contaminate the behavior r a t i n g s on these c a s e s . We 

c a l l t h i s the "second r a t i n g group." 

The r e l i a b i l i t y of the achievement o r i e n t a t i o n s c o r e was assessed by 

computing the c o r r e l a t i o n of the achievement o r i e n t a t i o n r a t i n g s of the two 

r a t e r s and c o r r e c t i n g t h i s c o r r e l a t i o n c o e f f i c i e n t by the Spearman-Brown 

formula for estimated r e l i a b i l i t y when the length of the t e s t i s doubled. 

As G u i l f o r d (1956) p o i n t s out, the pooled judgments of two observers y i e l d 
an i n c r e a s e d r e l i a b i l i t y i n the manner found for the doubling of a t e s t , 

t h u s making the use of t h i s p a r t i c u l a r formula a p p l i c a b l e to our s i t u a t i o n . 
The work with these two a d d i t i o n a l groups contained much valua b l e data. 

I f we could combine the three groups to get an N of 99 i n s t e a d of 60 t h i s 

would make a more d e t a i l e d a n a l y s i s p o s s i b l e . Thus we looked at the 
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r e l i a b i l i t i e s of the v a r i o u s group r a t i n g s (Table 9 ) . 

TABLE 9.- I n t e r r a t e r c o r r e l a t i o n s and estimated 
r e l i a b i l i t y c o e f f i c i e n t s f o r the v a r i o u s sub-samples. 

Group I n t e r r a t e r 
c o r r e l a t i o n s 

Estimated 
r e l i a b i l i t y 

T r a i n i n g Group 
N = 39 .63 .77 

F i r s t Independently Rated 
Group (N = 38) .87 .93 

Second Independently Rated 
Group (N = 22) .93 .96 

T o t a l Group 
N = 99 .82 .90 

Even the lowest r e l i a b i l i t y c o e f f i c i e n t ( T r a i n i n g Group) seems 

adequate. T h i s seems to i n d i c a t e t h a t most of the l e a r n i n g process 

took place i n the a n a l y s i s of the f i r s t 23 case s not included h e r e . 

T h e r e f o r e , i t was decided to use a l l 99 case s i n the a n a l y s i s of the 

r e l a t i o n s h i p s between achievement o r i e n t a t i o n and other v a r i a b l e s . 

The c o e f f i c i e n t s of estimated r e l i a b i l i t y of the seven s u b - s c a l e s are 

pre s e n t e d i n the appendix (Appendix H ) . The s u b - s c a l e s "Pushing of 

S e l f " and "Achievement/Self-Confidence" have the lowest s u b - s c a l e 

r e l i a b i l i t y ( r = .71). 

I t should be pointed out t h a t the high l e v e l of r e l i a b i l i t y co

e f f i c i e n t s r e f l e c t s p a r t l y the o b j e c t i v e nature of some of the q u e s t i o n s . 

The need to make i n f e r e n c e s from the data i n the i n t e r v i e w s v a r i e d from 

q u e s t i o n to q u e s t i o n . Broken down by s t a t u s groups the mean v a l u e s of 

the achievement o r i e n t a t i o n index are d i s t r i b u t e d as shown i n Table 10. 
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TABLE 10.- Mean v a l u e s of achievement o r i e n t a t i o n scores 
d i s t r i b u t e d by s t a t u s l e v e l 

S t a t u s -
•Mean v a l u e s of 

o r i e n t a t i o n 
achievement 
scores S t a t u s -

N Mean 

T o t a l sample 99 31.44 

A s s i s t a n t p r o f e s s o r (a) 38 30.18 

A s s o c i a t e p r o f e s s o r (b) 22 29.59 

F u l l p r o f e s s o r ( c ) 28 33.46 

A d m i n i s t r a t o r <d). 11 34.36 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 88 31.08 

S i g n i f i c a n c e of d i f f e r e n c e among 
groups a to d F = 4.25 p < .01 

We see th a t there are s i g n i f i c a n t d i f f e r e n c e s among the s t a t u s groups. 

A s s i s t a n t and a s s o c i a t e p r o f e s s o r s are s i g n i f i c a n t l y d i f f e r e n t from f u l l 

p r o f e s s o r s and a d m i n i s t r a t o r s . The d i f f e r e n c e s between a s s i s t a n t and 

a s s o c i a t e p r o f e s s o r s , and between f u l l p r o f e s s o r s and a d m i n i s t r a t o r s are 

no t s i g n i f i c a n t . 

For f u r t h e r i l l u s t r a t i o n we a l s o want to present the s u b - s c a l e data. 

I f we look at the d i s t r i b u t i o n of the mean v a l u e s we see th a t not a l l 

r e l a t i o n s h i p s are l i n e a r , and t h a t , t h e r e f o r e , a Pearson c o r r e l a t i o n 

c o e f f i c i e n t i s not f u l l y adequate to d e s c r i b e the data. For t h i s reason 

we present the mean v a l u e s and compare them by u s i n g a n a l y s i s of v a r i a n c e 

i n T a b l e 11. 
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TABLE 11.- Mean v a l u e s of the achievement o r i e n t a t i o n 
s u b s c a l e scores d i s t r i b u t e d by s t a t u s l e v e l 

Mean v a l u e s of A 0 R s u b s c a l e s c o r e s 

Sub-scale T o t a l A s s t . 
P r o f . 

Assoc. 
P r o f . 

F u l l 
P r o f. Admin. F - r a t i o 

N = 99 N = 38 N = 22 N = 28 N = 11 F P 

Achievement/ 
S e l f - C o n f . 4.50 4.16 3.77 5.25 5.18 10.44 <.01 

D r i v e 4.92 4.87 4.68 5.07 5.18 0.80 N.S. 

L e a d e r s h i p 4.66 4.05 4.50 5.11 5.91 7.93 <.01 

Range of 
A c t i v i t i e s 4.07 3.40 3.96 4.79 4.82 7.10 <.01 

Pushing of 
S e l f 4.88 4.95 4.86 4.75 5.00 0.19 N.S. 

Emphasis on 
R e s e a r c h 4.38 4.68 3.82 4.79 3.46 4.02 <.01 

A t t . toward 
P r e s s u r e 4.06 4.08 4.00 3.79 4.82 2.19 N.S. 

From the preceding t a b l e we see th a t a d m i n i s t r a t o r s place the l e a s t 

emphasis on r e s e a r c h . The tendency to lead and to manipulate other people, 

on the other hand, i n c r e a s e s l i n e a r l y and i s h i g h e s t i n a d m i n i s t r a t o r s . 

The same holds true f o r the s i g n i f i c a n t i n c r e a s e s i n the range of 

a c t i v i t i e s i n which a man engages. Achievement and s e l f - c o n f i d e n c e a r e 

lowes t among the a s s o c i a t e p r o f e s s o r s . There are no d i f f e r e n c e s i n 

a t t i t u d e toward p r e s s u r e , d r i v e , and pushing o n e s e l f . O v e r a l l , a s s o c i a t e 

p r o f e s s o r s show the l e a s t achievement o r i e n t a t i o n . The average score in 

t h i s group i s s i g n i f i c a n t l y lower than the average score f o r e i t h e r f u l l 

p r o f e s s o r s or a d m i n i s t r a t o r s . 
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These data thus focus our i n t e r e s t on a s s o c i a t e p r o f e s s o r s . I t 

probably takes a great deal of energy, d e d i c a t i o n , work commitment, and 

s t a t u s s t r i v i n g to become a f u l l p r o f e s s o r or an a d m i n i s t r a t o r at a l a r g e 

u n i v e r s i t y . On t h i s b a s i s the h i g h e s t AOR s c o r e s are to be found, as 

expected, i n those two groups. Compared with f u l l p r o f e s s o r s and academic 

a d m i n i s t r a t o r s , a s s o c i a t e p r o f e s s o r s are a l e s s s e l e c t e d group. Among 

these men there are a number who w i l l not be promoted and f o r whom t h i s 

a s s o c i a t e p o s i t i o n i s the f i n a l one a t the u n i v e r s i t y . We assume t h a t i t 

i s these people who are r e s p o n s i b l e for the comparatively low AOR s c o r e 

of the group. A s s i s t a n t p r o f e s s o r s are c l e a r l y the l e a s t s e l e c t e d group, 

chosen probably more on the b a s i s of promise and p o t e n t i a l than on the 

b a s i s of achievement. But an a s s i s t a n t p r o f e s s o r s h i p i s not a f i n a l p o s i 

t i o n a t t h i s u n i v e r s i t y . A s s i s t a n t p r o f e s s o r s have to s t r i v e i n order 

t o keep t h e i r j o b s . Perhaps t h i s i s why they perform at an energy output 

l e v e l above t h a t of the a s s o c i a t e p r o f e s s o r s . However, t h i s i n t e r p r e t a t i o n 

should be viewed with some c a u t i o n , s i n c e we cannot be sure that the 

knowledge of a man 1s s t a t u s did not i n f l u e n c e our achievement o r i e n t a t i o n 

r a t i n g s , although the r a t i n g i n s t r u c t i o n s were designed to minimize such 

contamination. 

Meaning of the measure: ••••In order to b e t t e r understand the meaning 

of the achievement o r i e n t a t i o n score we computed f i r s t an i n t e r c o r r e l a t i o n 

m a t r i x of each su b s c a l e w i t h the AOR score and w i t h one another. T h i s 

m a t r i x i s presented below. A l l s u b s c a l e s c o r r e l a t e s i g n i f i c a n t l y w i t h the 

achievement o r i e n t a t i o n s c o r e . However, these c o r r e l a t i o n s are somewhat 

i n f l a t e d because of the part-whole nature of the c o r r e l a t i o n s . 



TABLE 12.- C o r r e l a t i o n s between the s u b s c a l e s and the t o t a l 
achievement o r i e n t a t i o n s c o r e , and the i n t e r c o r r e l a t i o n s 

among the' s u b - s c a l e s . (N =.87) (K - c o r r e c t e d ) 

-

Achievemt 
and S e l f -
Confidence 

Dr i v e Leadership Range of 
A c t i v i t i e s 

Pushing 
of S e l f 

Emphasis 
on 

Research 

A t t i t u d e 
towards 
P r e s s u r e 

D r i v e .63 

Leadership .49 .52 

Range of A c t i v i t i e s .45 .36 .45 

Pushing of S e l f .35 .69 .34 .18 

Emphasis on Research .35 .35 -.12 .04 .35 

A t t . towards P r e s s u r e .22 .32 .15 .08 .14 .04 

A O R Score .79 .85 .64 .59 .67 .47 .47 

C o r r e l a t i o n s s i g n i f i c a n t a t the .05 l e v e l or b e t t e r are underlined 
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Since the average i n t e r - c o r r e l a t i o n among the s u b s c a l e s i s r e l a t i v e l y 
s m a l l ( r = .30), the AOR score does not c o n s t i t u t e a f a c t o r i a l l y pure 
measure. On the other hand, 14 of the 21 i n t e r c o r r e l a t i o n s among the sub-
s c a l e s are s i g n i f i c a n t , i n d i c a t i n g t h a t the su b s c a l e s are not completely 
independent of each other, but measure to some extent a core of meaning 
common to a l l the s u b s c a l e s (Table 1 2 ) . 

Sinc e none of the 21 i n t e r c o r r e l a t i o n s among the s u b s c a l e s i s l a r g e r 

than the c o r r e l a t i o n of th a t s u b s c a l e w i t h the AOR sc o r e , we conclude that 

t h e r e i s no s u b - c l u s t e r i n g among the s c a l e s . T h erefore, no c o l l a p s i n g of 

s c a l e s seemed indicated,, We want to point out, however, that the c o r r e l a 

t i o n s between the s u b s c a l e s "and the t o t a l score are part-whole c o r r e l a t i o n s 

and, as such, i n f l a t e d . 

The c o r r e l a t i o n between the AOR score and the K - s c a l e of the MMPI i s 

on l y an i n s i g n i f i c a n t r = ,12. T h i s would seem to i n d i c a t e that the 

p r o f e s s o r s ' d e f e n s i v e n e s s had l i t t l e e f f e c t on the r a t i n g s of achievement 

o r i e n t a t i o n . Some of the s u b s c a l e s , however, are s i g n i f i c a n t l y r e l a t e d to 

d e f e n s i v e n e s s , as was shown e a r l i e r . 

The s u b s c a l e s L e a d e r s h i p , Achievement and S e l f - c o n f i d e n c e , and Dri v e 

c o r r e l a t e h i g h e s t w i t h the AOR s c o r e . The sub s c a l e " D r i v e " i s s i g n i f i c a n t l y 

r e l a t e d to every other s u b s c a l e and i t c o r r e l a t e s so h i g h l y w i t h the AOR 

s c o r e ( r = .85) that the c o r r e l a t i o n i s c l o s e to the estimated r e l i a b i l i t y , 

o f the AOR s c o r e . T h i s seems to i n d i c a t e t h a t we were l a r g e l y repeating 

i n t h i s s c a l e , i n summary, a s p e c t s of the other s u b s c a l e s . 

I n order to a s s e s s f u r t h e r the meaning of the AOR score we considered 

the c o r r e l a t i o n between AOR sc o r e s and age (Table 13). We hypothesized 

t h a t the younger men a t each s t a t u s l e v e l would be those with the higher 
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achievement o r i e n t a t i o n s c o r e s . The r a t i o n a l e for t h i s i s the assumption 

t h a t s t a t u s w i l l be awarded on the b a s i s of achievement. The g r e a t e r the 

achievement o r i e n t a t i o n the e a r l i e r i n l i f e w i l l a man have accumulated 

enough achievements to be given a c e r t a i n s t a t u s . 

We b e l i e v e t h a t these age d i f f e r e n c e s w i t h i n s t a t u s groups strengthen 

our conception of these r a t i n g s as r e f l e c t i n g achievement o r i e n t a t i o n and 

work r e l a t e d energy output. 

TABLE 13.- C o r r e l a t i o n between age and achievement 
o r i e n t a t i o n i n the v a r i o u s s t a t u s groups. 

S t a t u s 
C o r r e l a t i o n between age and 

achievement o r i e n t a t i o n S t a t u s 
N r P 

T o t a l group 87 .038 N.S. 

A s s i s t a n t p r o f e s s o r s (a) 35 -.342 <.05 

A s s o c i a t e p r o f e s s o r s Cb) 19 -.383 N.S. 

F u l l p r o f e s s o r s ( c ) 24 -.276 N oS 0 

A d m i n i s t r a t o r s (d) 9 .338 N.S. 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 78 -.022 N.S. 

We i n t e r p r e t t h i s t a b l e i n the f o l l o w i n g way. We see t h a t i n the 

s t r i c t l y academic ranks there i s a ne g a t i v e c o r r e l a t i o n between age and 

achievement o r i e n t a t i o n . For a s s i s t a n t p r o f e s s o r s t h i s r e l a t i o n s h i p i s 

s i g n i f i c a n t . However, among a d m i n i s t r a t o r s the trend i s r e v e r s e d , though 

not s i g n i f i c a n t l y so. We suggest t h a t i t i n d i c a t e s high achievement 

o r i e n t a t i o n i f a person reaches a given s t a t u s l e v e l a t a comparatively 

young age. T h i s we would t h i n k holds true i n g e n e r a l , but for the admin

i s t r a t o r s there i s an added f a c t o r . We f e e l t h a t i t i n d i c a t e s high 
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achievement o r i e n t a t i o n i f a man remains i n an a d m i n i s t r a t i v e p o s i t i o n 

a s -his age increases,, We assume t h a t the c o r r e l a t i o n s presented above 

would be l a r g e r i f we knew not only the person's present age but a l s o 

h i s age at the time of appointment to a given p o s i t i o n . 

V a r i a b l e s of the P s y c h o l o g i c a l Environment 

Q u a n t i t a t i v e overload 

During the i n t e r v i e w the p r o f e s s o r was given a c h e c k l i s t of items 

which could conceivably cause p r e s s u r e for him. T h i s l i s t of items, 
3 

e s t a b l i s h e d on the b a s i s of p r e t e s t i n t e r v i e w s , was then f a c t o r analyzed. 

Q u a n t i t a t i v e overload was one of the f a c t o r s t h a t emerged. Each item 

was r a t e d on a four-point s c a l e : "Not a source of p r e s s u r e on my j o b " 

( 1 ) ; "Hardly a source of p r e s s u r e . . . " (2);'Somewhat a source of p r e s s u r e , , . " 

( 3 ) ; and "Great source of p r e s s u r e . . . " ( 4 ) . The items included i n the 

q u a n t i t a t i v e overload s c a l e were s e l e c t e d (a) because of t h e i r high f a c t o r 

l o a d i n g s , (b) because they c o r r e l a t e d l e s s than .30 w i t h items included 

i n the q u a l i t a t i v e overload s c a l e , and ( c ) they seemed to a s s e s s the 

emotional q u a l i t y we t r i e d to c a t c h . The q u a n t i t a t i v e overload s c a l e 

c o n s i s t s of the f o l l o w i n g items: 

1. Overwhelming work load; too many things need to be done. 
2. Having t h i n g s to do one r e a l l y doesn't want to do. 
3. Not enough time to t h i n k and contemplate. 
4. Being torn by c o n f l i c t i n g demands. 
5. The f e e l i n g of never having any time. 
6. Not being able to a l l o c a t e one's time and r e s o u r c e s as one would 

wish to. 

We are p r e s e n t i n g below the mean va l u e s of t h i s q u a n t i t a t i v e overload 

s c a l e f o r the t o t a l sample and for each s t a t u s group s e p a r a t e l y . There are 

The f a c t o r loadings of the items are given i n Appendix I . 
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s t a t u s differences.. We saw e a r l i e r t h a t on the achievement o r i e n t a t i o n 

s u b s c a l e 'range of a c t i v i t i e s , 1 f u l l p r o f e s s o r s and.administrators ranked 

s i g n i f i c a n t l y h i g h e r . That we do not f i n d such s t a t u s d i f f e r e n c e s w i t h 

r e s p e c t to the q u a n t i t a t i v e overload s c a l e seems to suggest that we indeed 

measure more than j u s t pure q u a n t i t y of work load. 

TABLE 14.- D i s t r i b u t i o n of the mean va l u e s of the 
q u a n t i t a t i v e overload s c o r e s i n the t o t a l group 

and i n the v a r i o u s s t a t u s groups 

Mean va l u e s of q u a n t i t a t i v e overload 
S t a t u s 

N Mean 

T o t a l sample 122 2.39 

A s s i s t a n t p r o f e s s o r (a) 49 2.38 

A s s o c i a t e p r o f e s s o r (b) 25 2.33 

F u l l p r o f e s s o r Cc) 33 2.46 

A d m i n i s t r a t o r (d) 15 2.38 

A l l p r o f e s s o r s e x c l u d i 
a d m i n i s t r a t o r s 

n 8 
107 2.39 

S i g n i f i c a n c e of d i f f e r e n c e s 
among groups a to d F = 0.17 p > .05 

Q u a l i t a t i v e overload 

T h i s s c a l e was d e r i v e d from the same o r i g i n a l s e t of items which was 

d e s c r i b e d above. The f a c t o r t h a t came c l o s e s t to our conception of 

q u a l i t a t i v e overload c o n t a i n s the f o l l o w i n g items which form the q u a l i t a t i v e 

i ^ i 4 over l o a d s c a l e : 

The f a c t o r loading of the items i s given i n Appendix I . 
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1. The press u r e to succeed. 
2. Not measuring up to the. .demands of the jo b : l a c k of t r a i n i n g 

or knowledge, or talent„ 
3. P r e s s u r e to keep up wi t h one's c o l l e a g u e s . 
4. The " p u b l i s h or p e r i s h " r a c e . 

The r a t i o n a l e behind the use of these items as o p e r a t i o n a l i z a t i o n of 

a concept d e s c r i b i n g the discrepancy between p e r s o n a l s k i l l s and job.demands 

l i e s i n the assumption that u n l e s s the person p e r c e i v e s a negative 

d i s c r e p a n c y between h i s l e v e l of performance and t h a t demanded by the job 

t h e r e i s no reason f or him to f e e l under pre s s u r e because of competition 

w i t h o t h e r s . We f e e l that the common v a r i a n c e of the items making up 

t h i s s c a l e b e s t f i t s our conception of q u a l i t a t i v e overload i n s p i t e of 

th e i n d i r e c t phrasing of the q u e s t i o n s . The mean va l u e s f o r the t o t a l 

group and the v a r i o u s s t a t u s sub-groups are presented i n Table 15, 

TABLE 15.- D i s t r i b u t i o n of the mean v a l u e s of the 
q u a l i t a t i v e overload s c o r e s i n the t o t a l group and 

i n the v a r i o u s s t a t u s groups. 

S t a t u s 

Mean v a l u e s of q u a l i t a t i v e 
overload 

S t a t u s 
N Mean 

T o t a l sample 122 2.13 

A s s i s t a n t p r o f e s s o r s (a) 49 2.55 

A s s o c i a t e p r o f e s s o r s (b) 26 2.13 

F u l l p r o f e s s o r s (c) 33 1.79 

A d m i n i s t r a t o r s (d) 15 1.54 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 107 2.22 

S i g n i f i c a n c e of the 
among groups a to d 

d i f f e r e n c e s 
F = 12. 23 p < .01 
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The c o r r e l a t i o n between q u a l i t a t i v e overload and s t a t u s i s r = -,45 

(p <.01). We w i l l d i s c u s s t h i s c o r r e l a t i o n i n g r e a t e r d e t a i l i n a l a t e r 

c h a p t e r . The c o r r e l a t i o n between q u a n t i t a t i v e and q u a l i t a t i v e overload, 

c o r r e c t e d f or d e f e n s i v e n e s s , i s r = .34-which i s s i g n i f i c a n t at b e t t e r than 

the .01 l e v e l . I n t r y i n g to e s t a b l i s h d i f f e r e n t i a l r e l a t i o n s between .the 

two kinds of overload and other v a r i a b l e s , we w i l l t r y to c o n t r o l f o r t h i s 

common v a r i a n c e by p a r t i a l l i n g i t out. Since we are c o n t r o l l i n g our 

r e l a t i o n s h i p s f or def e n s i v e n e s s as a matter of course, t h i s means th a t 

whenever we t e s t the d i f f e r e n c e s between c o r r e l a t i o n s we are comparing 

second order p a r t i a l c o e f f i c i e n t s . 

S e l f as a source of pressure"* 

O r i g i n a l l y we had intended to a s s e s s with t h i s s c a l e the r e l a t i v e weight 

o f four agents of p r e s s u r e : the p r o f e s s i o n , the i n s t i t u t i o n , the c o l l e a g u e s , 

and the s e l f . On each of the 16 dimensions we asked f o r an i n d i c a t i o n of 

whether or not p r e s s u r e was a s s o c i a t e d with t h i s dimension. I f yes, we 

asked the p r o f e s s o r to rank order the four agents of p r e s s u r e . However, 

t h i s was one of the q u e s t i o n n a i r e s which a m a j o r i t y of the pr o f e s s o r s did 

not f i l l out p r o p e r l y . F r e q u e n t l y only one or two of the four agents of 

p r e s s u r e were ranked. Sometimes th e r e were only check-marks. Thus we had 

t o r e d e s i g n our s c a l e . We ended up measuring only the degree to which the 

s e l f was p e r c e i v e d as a source of p r e s s u r e . We counted f i r s t the number 

o f dimensions w i t h r e s p e c t to which pressure was experienced. We then 

counted the number of times the s e l f was l i s t e d as the foremost source 

o f p r e s s u r e on these dimensions. A person's score was the percentage of 

dimensions on which he l i s t e d the s e l f as the foremost source of p r e s s u r e . 

A person who experienced overload w i t h respect to a l l 16 dimensions and 

who i n d i c a t e d 8 times that the s e l f was the g r e a t e s t source of pressure 

For the q u e s t i o n n a i r e form see Appendix J . 
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got a sc o r e of "50". A person who experienced overload, on only 8 

dimensions and who i n d i c a t e d 4 times t h a t the s e l f was the g r e a t e s t 

s o u r c e of pressure got the same sco r e of "50". Thus t h i s s c a l e 

a s s e s s e s the importance of the s e l f as a source of press u r e i n one 

person r e l a t i v e to the importance of the s e l f as a source of pressure 

i n other persons. The s c a l e n e g l e c t s the degree .of p r e s s u r e . The 

mean v a l u e s of the v a r i o u s groups are d i s t r i b u t e d as shown i n .Table- 16. 

TABLE 16.- D i s t r i b u t i o n of the mean va l u e s of the " s e l f 
as a source of p r e s s u r e " s c o r e s i n the t o t a l group and 

i n the v a r i o u s s t a t u s groups. 

S t a t u s 

Mean va l u e s 
source of 

of s e l f as a 
pressure 

S t a t u s 
N Mean 

T o t a l sample 110 62.13 

A s s i s t a n t p r o f e s s o r (a) 46 57.65 

A s s o c i a t e p r o f e s s o r (b) 22 65.34 

F u l l p r o f e s s o r s ( c ) 29 74.31 

A d m i n i s t r a t o r s (d) 13 45.31 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 97 64.38 

S i g n i f i c a n c e of the 
among groups a to d 

d i f f e r e n c e s 
F = 4.62 p < .01 

We see that t h e r e are s i g n i f i c a n t d i f f e r e n c e s among the s t a t u s 

groups w i t h r e s p e c t to the degree to which the s e l f i s perceived as the 

s o u r c e of whatever p r e s s u r e e x i s t s . The d i f f e r e n c e l i e s i n the f a c t that 

a d m i n i s t r a t o r s are c l e a r l y d i f f e r e n t from that academic rank from which 
i 

most of them are chosen, the f u l l p r o f e s s o r s . F u l l p r o f e s s o r s much more 
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t h a n .administrators f e e l that they themselves are the agent which c r e a t e s 

whatever p r e s s u r e e x i s t s . 

We a l s o see that w i t h i n the s t r i c t l y academic ranks of a s s i s t a n t , 

a s s o c i a t e , and f u l l p r o f e s s o r there i s a l i n e a r i n c r e a s e i n the degree 

t o which the s e l f i s seen as the source of p r e s s u r e . Within these three 

groups the c o r r e l a t i o n between s t a t u s and s e l f a s a source of p r e s s u r e 

i s s i g n i f i c a n t , ( r = .28; p <„01), 

P e r c e i v e d l e g i t i m a c y of p r e s s u r e ^ 

I n the t h e o r e t i c a l d i s c u s s i o n we pointed out t h a t only those performance 

requirements w i l l l ead to a f e e l i n g of overload for which there are 

corresponding i d e n t i t y dimensions. We assume that one of the f a c t o r s 

which i n f l u e n c e whether or not a person w i l l develop i d e n t i t y dimensions 

w h i c h correspond to r e q u i r e d performance dimensions w i l l be the degree to 

w h ich he sees the performance requirements as l e g i t i m a t e . Thus, i n t h i s 

q u e s t i o n n a i r e we have t r i e d to a s s e s s the degree to which the p r o f e s s o r 

e x p e r i e n c e s the p r e s s u r e s he i s s u b j e c t e d to as l e g i t i m a t e . Again, we 

p r e s e n t e d the p r o f e s s o r w i t h h i s p e r s o n a l l i s t of 16 dimensions and asked 

him to i n d i c a t e on those dimensions which he experienced as p r e s s u r e -

c a u s i n g , whether the p r e s s u r e was l e g i t i m a t e or an u n j u s t i f i e d i m p o s i t i o n . 

The r a t i n g was made along a f i v e - p o i n t s c a l e ranging from "very l e g i t i m a t e " 

( 5 ) to "very i l l e g i t i m a t e " ( 1 ) . We got the f o l l o w i n g d i s t r i b u t i o n of 

mean v a l u e s : 

For a sample of the q u e s t i o n n a i r e form see Appendix K.. 
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TABLE 17,- D i s t r i b u t i o n of the mean v a l u e s of the 
"perceived, l e g i t i m a c y " s c o r e s i n the t o t a l group 

and i n v a r i o u s s t a t u s groups 

Mean value of perceived 
l e g i t i m a c y 

N Mean 

T o t a l sample 111 4,40 

A s s i s t a n t p r o f e s s o r (a) 46 4.40 

A s s o c i a t e p r o f e s s o r (b) 23 4.41 

F u l l p r o f e s s o r ( c ) 29 4.35 

A d m i n i s t r a t o r (d) 13 4.46 

A l l p r o f e s s o r s excluding 
a d m i n i s t r a t o r s 98 4.39 

S i g n i f i c a n c e of d i f f e r e n c e 
among groups a to d F = 0.14 p > .05 

S u b j e c t i v e p u b l i c esteem 

I t should be understood t h a t we measured s u b j e c t i v e p u b l i c esteem i n 

th e o c c u p a t i o n a l realm, but f o r the sake of convenience we w i l l simply 

speak of s u b j e c t i v e p u b l i c esteem. T h i s v a r i a b l e t r i e s to a s s e s s the 

p e r c e p t i o n of the person of the degree to which r e l e v a n t other persons 

esteem him. We asked the f o l l o w i n g q u e s t i o n : "How are you p r e s e n t l y 

e v a l u a t e d p r o f e s s i o n a l l y by those persons and groups i n your f i e l d whose 

o p i n i o n s matter to you?" The person made h i s assessments on a seven 

p o i n t s c a l e ranging from "1" (low e v a l u a t i o n ) to "7" (high e v a l u a t i o n ) . 

The d i s t r i b u t i o n of mean v a l u e s i s shown i n Tabl e 18. 

For a sample of the q u e s t i o n n a i r e form see Appendix L. 



75 

TABLE 18.- D i s t r i b u t i o n of the-mean v a l u e s of the 
" s u b j e c t i v e p u b l i c esteem" s c o r e s i n the t o t a l .group 

and i n v a r i o u s s t a t u s groups 

S t a t u s 

Mean v a l u e s 
p u b l i c 

of s u b j e c t i v e 
esteem 

S t a t u s 
N Mean 

T o t a l sample 108 5.28 

A s s i s t a n t p r o f e s s o r (a) 45 5,08 

A s s o c i a t e p r o f e s s o r (b) 22 5.29 

F u l l p r o f e s s o r ( c ) 28 5.40 

A d m i n i s t r a t o r (d) 13 5.69 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 95 5.23 

S i g n i f i c a n c e of the 
among groups a to d 

d i f f e r e n c e S i g n i f i c a n c e of the 
among groups a to d 

d i f f e r e n c e 
F = 2.29 p > .05 

The a n a l y s i s of v a r i a n c e does not show any s i g n i f i c a n t d i f f e r e n c e s 

among the s t a t u s groups, although the v a l u e of F approaches s i g n i f i c a n c e . 

S i n c e the mean v a l u e s are l i n e a r l y d i s t r i b u t e d , we c o r r e l a t e d s t a t u s and 

s u b j e c t i v e p u b l i c esteem. T h i s c o r r e l a t i o n , though s m a l l , i s s i g n i f i c a n t 

( r = .22, p < .05) f o r the group as a whole. Since the F - t e s t does not 

c o n s i d e r the o r d e r i n g of the data, and s i n c e these mean v a l u e s are l i n e a r l y 

o r d e r e d , we f e e l t h a t the c o r r e l a t i o n i s a b e t t e r i n d i c a t i o n than the F - t e s t 

a s to the nature of the r e l a t i o n s h i p between s t a t u s and s u b j e c t i v e p u b l i c 

esteem. 

V a r i a b l e s Measuring B e h a v i o r a l , A t t i t u d i n a l , 
and P h y s i o l o g i c a l R e a c t i o n s 

O c c u p a t i o n a l s e l f - e s t e e m 

A sample q u e s t i o n n a i r e i s found i n Appendix M. The question we asked 
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was i n essence: With r e s p e c t to the a b i l i t y or a t t r i b u t e l i s t e d below, 
how s a t i s f i e d or d i s s a t i s f i e d are you w i t h your degree of s k i l l or t a l e n t ? 
The answers, d i s t r i b u t e d along a f i v e - p o i n t s c a l e , ranged from " J am ve r y 
d i s s a t i s f i e d " to " I am r a t h e r s a t i s f i e d - . " The answers were scored from 
-2 to +2. The score was the average r a t i n g of the 16 dimensions l i s t e d . 
Broken down by s t a t u s groups, we f i n d the f o l l o w i n g d i s t r i b u t i o n of mean 
s c o r e s : 

TABLE 19.- D i s t r i b u t i o n of the mean v a l u e s of the 
"oc c u p a t i o n a l s e l f - e s t e e m " s c o r e s i n the t o t a l group 

and i n v a r i o u s s t a t u s groups 

Mean v a l u e s of occupational 
s e l f - e s t e e m 

N Mean 

T o t a l sample 106 .463 

A s s i s t a n t p r o f e s s o r ( a ) 44 .286 

A s s o c i a t e p r o f e s s o r (b) 21 .576 

F u l l p r o f e s s o r <c) 28 .446 

A d m i n i s t r a t o r (d) 13 .915 

A l l p r o f e s s o r s e x c l u d i n g 
a d m i n i s t r a t o r s 93 .400 

S i g n i f i c a n c e of d i f f e r e n c e s 
among groups a to d F = 2.48 p > .05 

The F - r a t i o approaches s i g n i f i c a n c e but does not reach i t . Thus we 

conclude t h a t t h e r e are no d i f f e r e n c e s i n the degree of oc c u p a t i o n a l s e l f -

esteem among the v a r i o u s s t a t u s groups. 

I t should be pointed out that t h i s measure of oc c u p a t i o n a l s e l f - e s t e e m 

i s an unweighted measure. F o l l o w i n g the t h e o r e t i c a l t h i n k i n g of French 

and Sherwood (1963), we o r i g i n a l l y designed our measure of occu p a t i o n a l 
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s e l f - e s t e e m i n t o two-forms: weighted and .unweighted. I n order to weight 

a dimension by i t s importance, we asked the p r o f e s s o r how important 

s a t i s f a c t i o n or d i s s a t i s f a c t i o n on the given dimension was for h i s t o t a l 

o c c u p a t i o n a l s e l f - e s t e e m . We then m u l t i p l i e d the e v a l u a t i o n by the 

importance and averaged i t over 16 dimensions. The weighted and the 

unweighted measures of o c c u p a t i o n a l s e l f - e s t e e m proved to be h i g h l y 

c o r r e l a t e d ( r = ,97), On the b a s i s of these f i n d i n g s we decided to 

r e s t r i c t our a n a l y s i s to the use of unweighted measures. We f e l t t h a t 

i n our case the weighting f a c t o r did not add any new information. On the 

o t h e r hand, the use of the weighted measure reduced the s i z e of our sample. 

Some p r o f e s s o r s completed the e v a l u a t i o n part of the q u e s t i o n n a i r e but 

not the importance p a r t . Consequently, they could not be assigned a 

weighted s c o r e , thus reducing the s i z e of the sample. I t should be noted 

t h a t the c o r r e l a t i o n between the weighted and the unweighted measure of 

s e l f - e s t e e m i s a part-whole c o r r e l a t i o n and, as such, i n f l a t e d . 

But there i s a l s o a t h e o r e t i c a l argument which would lead us to p r e d i c t 

a c o r r e l a t i o n between e v a l u a t i o n and importance. French and Sherwood (1963) 

s t a t e t h a t there e x i s t s a f o r c e on the person i n the d i r e c t i o n of higher 

s e l f - e s t e e m . They point out t h a t changing the importance of a given 

dimension i s a way of i n c r e a s i n g one's s e l f - e s t e e m . I n order to keep h i s 

s e l f - e s t e e m high a person w i l l r a t e the dimensions on which he holds a 

f a v o r a b l e s e l f - a t t r i b u t e as important and he w i l l r a t e those dimensions 

on which he i s not able to a t t r i b u t e a favorable s e l f - a t t r i b u t e to h i m s e l f 

a s unimportant, I n a randomly s e l e c t e d subsample of ten, we c o r r e l a t e d 

e v a l u a t i o n and importance w i t h i n a person over 16 dimensions. The average 

c o r r e l a t i o n c o e f f i c i e n t of these ten persons i s r = .34 (p < ,01). 



78 

Work hours 

We assume that overload w i l l have an e f f e c t on the-number of hours 

the professor^ works-. We decided to ask the question as to the number of 

hours worked of both the professor and h i s w i f e . We got the f o l l o w i n g 

d i s t r i b u t i o n of answers: 

TABLE 20.- D i s t r i b u t i o n of the mean values of .the work 
hour re p o r t s i n the t o t a l group and i n the various s t a t u s 
groups, and c o r r e l a t i o n s between the work-hour estimates 
of the husband w i t h those of the w i f e f o r the - t o t a l group 

and the var i o u s status groups 

Mean number of working hours per week ' 

Husband Wife C o r r e l a t i o n 
N Mean N Mean r P 

T o t a l sample 107 57.37 106 55.95 ,27 <,01 

A s s i s t a n t professor (a) 42 57.48 42 57.48 ,13 N.S. 

Associate professor (b) 23 56.78 23 54.09 .32 N.S. 

F u l l professor (c) 30 57,07 29 56,86 .60 <.01 

A d m i n i s t r a t o r (d) 12 58.92 12 52.00 -.69 <,05 

A l l professors excluding 
a d m i n i s t r a t o r s 95 57,18 94 56.46 ,34 <.01 

S i g n i f i c a n c e of d i f f e r e n c e 
among groups a t o d F<1,00 N.S. F=l .73 N.S. 

We see th a t the average professor r e p o r t e d l y works between 56 and 

57 hours a week depending upon whether one asks h i s w i f e or hi m s e l f . 

According to the f i n d i n g s of the Bureau of Labor S t a t i s t i c s (1961) t h i s 

i s considerably higher than the average of any of the groups l i s t e d . 

According to t h a t survey, professionals work 41,3 hours a week and managers 

work on the average 49.5 hours. Our f i n d i n g s on professors do, however, 
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correspond very c l o s e l y to de Grazia' s (1962) .data on executives.. He states « 

t h a t "a recent p i c t u r e of the executive, pieced together by a b r i e f survey, 

r e v e a l s t h a t . . . t h e sum of these working hours — o f f i c e , home, e n t e r t a i n i n g - -

comes t o a t o t a l of 55 hours a week." (1962, p. 134). de Grazia's 

i n t e r p r e t a t i o n of the work hours of an executive applies equally w e l l to 

our professors. He w r i t e s : 

The question i s comp1icated by the nature of the e x e c u t i v e 1 s 
work,... To shape p o l i c y , determine goals, and create programs i s 
not a f u n c t i o n to be performed a t stated hours of the day or w h i l e 
a man i s seated i n any p a r t i c u l a r spot. I f the executive tends t o 
p i c t u r e h i m s e l f as being c o n s t a n t l y at work i t may be i n p a r t 
because he f e e l s under some pressure to give a t a n g i b l e proof of 
h i s c o n t r i b u t i o n . So much of what he does i s not capable of being 
r e a d i l y evaluated; i t does not lend i t s e l f t o being seen and 
immediately appraised by h i s associates. Hours of work thus become 
a v i v i d s i g n . . . of the extent of h i s labors. 

The main reason, however, why the executive works long hours... 
i s t h a t h i s way of l i f e permits no c l e a r - c u t d i s t i n c t i o n between 
work and f r e e time. (1962, p. 135) 

What i s s t r i k i n g i n the preceding t a b l e i s the s i g n i f i c a n t negative 

c o r r e l a t i o n between the work hour estimates of a d m i n i s t r a t o r s and t h e i r 

wives and the s i g n i f i c a n t d i f f e r e n c e i n mean values ( t = 2,49,p <.05). 

At present we have no explanation f o r the negative c o r r e l a t i o n but we 

f e e l t h a t we can i n t e r p r e t the d i f f e r e n c e i n the mean values of the work 

hour estimates. We presume t h a t the d i f f e r e n c e i s due to a d i f f e r e n t 

conception of what means 'work 1. An a d m i n i s t r a t o r ' s job includes a 

r e l a t i v e l y greater amount of s o c i a l f u n c t i o n s and of t r a v e l i n g when compared 

w i t h t h a t of the s t r i c t l y academic professor. I t seems t h a t the m a j o r i t y 

o f a d m i n i s t r a t o r s i n our sample consider these f u n c t i o n s work, w h i l e t h e i r 

wives seem to consider them play. Can t h i s be substantiated? 

We w i l l assume t h a t a d m i n i s t r a t o r s who perceive the pressures of t h e i r 

j o b as sel f - i n d u c e d w i l l be less i n c l i n e d to perceive the added fun c t i o n s 

o f the job as work and w i l l , t h e r e f o r e , r e p o r t fewer work hours than those 
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who f e e l t h a t the pressures of t h e i r job are not self-induced. The 

c o r r e l a t i o n between work hours reported by the a d m i n i s t r a t o r and the degree 

t o which the s e l f i s perceived as the source of pressure is- r = -.30 (p >.05). 

I f the wives re p o r t fewer work hours because they do not consider a l l 

a c t i v i t i e s of the husband as work then those a d m i n i s t r a t o r s who perceive 

th e pressures of t h e i r job as self-induced should show less discrepancy i n 

comparison w i t h t h e i r wives. I n other words, the c o r r e l a t i o n between s e l f 

as a source of pressure and the discrepancy between man and w i f e should be 

neg a t i v e . This i s the case. The c o r r e l a t i o n i s r = -.42 ( p > , 0 5 ) . I n 

vi e w of the very small N t h i s might be taken as p a r t i a l support, at l e a s t , 

o f our i n t e r p r e t a t i o n , e s p e c i a l l y since these r e l a t i o n s h i p s are d i f f e r e n t 

among the s t r i c t l y academic professors. Here the c o r r e l a t i o n between reported 

work hours and s e l f as a source of pressure i s r = .11 (p >.05), and the 

c o r r e l a t i o n between s e l f as a source o f pressure and discrepancy of estimate 

between husband and w i f e i s r = .15 (p>.05). 

Among the s t r i c t l y academic ranks we see a l i n e a r increase i n the strength 

o f the correspondence between the work hour estimates of the husband w i t h 

those of the w i f e . We i n t e r p r e t t h i s as a consequence of the in c r e a s i n g 

f a m i l i a r i t y of the wives w i t h the job s i t u a t i o n of t h e i r husbands. The 

w i f e of a newly appointed a s s i s t a n t professor may not yet know what aspects 

o f h i s job the husband considers work. I n contrast the w i f e of the f u l l 

p r ofessor has learned t h a t not everything done f o r the job i s work or th a t 

h e r husband considers many things work t h a t might appear t o others as l e i s u r e , 

as f o r example reading the newspaper. 

There i s another v a r i a b l e by which we can compare the answers given by 

the husband w i t h those given by the w i f e . This i s the worry index, an 

a d a p t a t i o n of the measure used by Kahn et a l , (1964) i n t h e i r study of 

o r g a n i z a t i o n a l s t r e s s . We get the f o l l o w i n g c o r r e l a t i o n s f o r the correspon

dence between husband and w i f e (Table 21): 
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TABLE 21.- Mean values of worry scores as reported by 
the professor, h i s worrying as reported by the wife, 
and correlation between husband and wife in the t o t a l 

groups and in the various status groups 

Mean values of scores on the worry index 

Husband Wife Correlation 
N Mean N Mean r P 

Total sample 111 2.36 108 1.94 .37 < .01 

Assistant professor (a) 46 2.55 43 2.12 .39 < .01 

Associate professor (b) 22 2.30 23 1.87 - .02 .N.S. 

F u l l professor (c) 30 2.25 30 1.81 .37 N.S. 

Administrators (d) 13 1.98 12 1.76 .33 N.S. 

A l l professors excluding 
administrators 

98 2.41 96 1.96 .36 < .01 

Significance of the 
difference among 
groups a to d 

F ° 

P < 

5.04 

.01 

F 

P 

- 3.29 

< .05 

When we look at the mean values we see that husbands report a 

greater amount of worry than their wives report them as worrying. 

This finding i s s i g n i f i c a n t for the group as a whole and for a l l status 

subgroups except the administrators. When we look at the mean values 

of the different status groups we see that a s s i s t a n t professors worry 

the most. When we consider the reports of the husbands and of the 

wives we see that a s s i s t a n t professors worry s i g n i f i c a n t l y more than 

f u l l professors and administrators. 

Aside from the mean values, we find again a r e l a t i v e l y low corres
pondence between the answers of the husband and of the wives. Especially 

curious i s the lack of correspondence at the associate professor l e v e l . 
These relationships c e r t a i n l y suggest a f r u i t f u l f i e l d for further study, 
although the present work contains neither the theory nor the data to 

untangle them. 
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Cholesterol 

We described cholesterol e a r l i e r as a waxy substance of the sterol 

group that i s taken in with the di e t or synthesized by the body. The 

normal concentration of cholesterol i n the serum l i e s between 150 and 

250 mg/100 ml. The Framingham study group (Kannel, et a l . , 1961) in 

their six-year follow-up report found that elevations of serum 

cholesterol above 245 mg/100-ml. provide a threefold increased r i s k for 

the occupance of coronary heart disease in men. 

When compared with serum u r i c acid, cholesterol levels show a 

stronger relationship to age. Moses (1963) states on the basis of the 

available evidence that " i n the middle twenties, males begin to demon

strate a steady increase ln the t o t a l serum cholesterol levels and the 

slope of t h i s r i s e becomes steeper in the f i f t i e s , l e v e l l i n g off i n the 

mid-sixties." (1962, p. 149). I n our sample the correlation between 

age and cholesterol i s r = .19 (p < .05). Cholesterol does not seem to 

be related to status, at le a s t not in our sample ( r = .11, p > .05). 

Furthermore, according to the evidence cited by Moses (1963), cholesterol 

does not seem to be related to body weight. We obtained the same 

findings. In our sample cholesterol and overweight are not correlated 

( r = .01, p > .05). 

Determinations of cholesterol levels are done as a matter of course 

during the periodic health examinations of the faculty. The c o l l e c t i o n 

i s under the supervision of a research cardiologist. The method used 

i s that by Mann (1961). I t i s b a s i c a l l y an extension of the method 

developed by Abell et al.(1952). I t i s a photometric method using a 

solution of iron and s u l f u r i c and acetic acid as a reagent, and measures 

the changes i n optical density. The relat i o n of optical density and 
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cholesterol concentration Is l i n e a r . The technical error of this method 

by Mann i s 11.0 mg/100 ml. 

Obesity 

Overweight was determined by using the table of desirable weights 

published by the Metropolitan L i f e Insurance Company (1959). This table 

contained desirable weights for given heights for men 25 years and over. 

The table was broken down into weights for small, medium, and large-frame 

men. For each entry a range of weights was given. Since we did not 

have any measurement of the body frame, we used the entry "medium frame" 

and took the upper value of the range as the desirable weight. 

This desirable weight was compared with the actual weight measured 

during the examination. The measurements and weights i n tables of the 

Metropolitan L i f e Insurance Company were given for clothed men. The 

measurements and weights from the faculty health examination were also 

taken while the professor was clothed. Thus the measures are comparable. 

From the discrepancy, positive or negative, between desirable weight and 

actual weight, the percentage of overweight or underweight was computed. 

On the average, the men in our sample are 8.3 per cent overweight. 

However, only 16.4 per cent of the men In the sample are 20 per cent or 

more overweight and could be called obese. Overweight i s neither related 

to age ( r = .10, p > .05) nor to status ( r » .07, p > .05). 

Blood pressure 
Blood pressure was measured with a mercury manometer by a registered 

nurse while the patient was in a s i t t i n g position after a fi v e to ten-

minute waiting period. The mean d i a s t o l i c blood pressure in th i s group 

i s 79. The correlation between d i a s t o l i c blood pressure and age Is 
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r * .30 (p < .01). The c o r r e l a t i o n with status i s r « .20 (p < .05), but 

i f we control t h i s correlation for the effects of age, the correlation 

drops to r » -.03 (p > .05). 

In the opinion of the medical s t a f f of the university health service, 

we are dealing with a group of men who enjoy above average health and 

about whose health state the doctors are l i t t l e concerned. Blood pressure, 

cholesterol, and serum ur i c acid are we l l within the normal range. The 

s l i g h t average overweight i s apparently no reason for a doctor's concern. 

S t a t i s t i c a l Procedures 

Computing the Differences 
between Correlations 

A word about the method for computing the differences between the 

correlation c o e f f i c i e n t s i s in order. The-slmplest formula i s that r e l y 

ing on a z-transformation of the c o e f f i c i e n t s as reported by Guilford 

(1956, p. 194). 

z l " z 2 
Z a-

1 
N 3 N 

In comparing co e f f i c i e n t s of correlation three situations can a r i s e : 

(1) Comparison of correlation c o e f f i c i e n t s r e l a t i n g the same two variables 

measured i n two different populations. This i s the case for which the 

above formula i s most applicable. The correlation coefficients to be 

compared are independent of each other. (2) Comparison of two cor r e l a 

tion c o e f f i c i e n t s measured i n the same population but assessing the 

relationships of two pai r s of variables r and r . In this case the 
1^ 

amount of error introduced depends on the correlations r , r , r > r . 
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I n the present study t h i s problem does not a r i s e . (3) We are confronted 

! with the third situation, comparing two correlation c o e f f i c i e n t s measured 

in the same population when one variable i s common to both co e f f i c i e n t s , 

r i 2 V S * r13* * n ^ i s c a s e the error Introduced when using the formula 

for uncorrelated correlations depends on the s i z e of r T h e r e e x i s t s a 

long and cumbersome formula for the comparison of co e f f i c i e n t s i n t h i s 

third case (Guilford, 1956). 

The z-transformation formula i s simpler. We decided to use i t on 

the basis of the following argument: I f in situation 3 the error depends 

on the correlation then correcting gor this error by the use of 

p a r t i a l correlation should remove that source of error. This i s what 

we did. Whenever we compared two c o e f f i c i e n t s of correlation, these were 

p a r t i a l coefficients of correlation. To check on the correctness of this 

assumption we computed several differences between correlations using 

both methods, the z-transformation formula applied to p a r t i a l s and the 

decidedly more cumbersome method outlined by Guilford. The more involved 

procedure gives somewhat more conservative values which, however, do not 

d i f f e r enough from the simpler approximation to cause concern. 

One-tail Test Versus Two-tail Test 

In order to avoid entanglement in the discussion about the use of 

one-tail and two-tail t e s t s , we decided to report p-values based on two-

t a i l t e s t s throughout t h i s study. This makes our statements conservative 

and leaves i t to the reader to decide whether a one-tail test i s appropriate. 

Correcting for Defensiveness 

There i s the feeling among psychometricians that the problem of 

correcting for defensiveness has not yet been solved s a t i s f a c t o r i l y . The 
problem i s that i t i s d i f f i c u l t to know what effects the correction 
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measures r e a l l y have. In this study we had the feeling that some means 

was needed to lower the danger that our correlation reflected not the 

relationship between the variables but only the distorting influence of 

the tendency to appear in a favorable l i g h t . On the other hand, i t may 

very well be a r e f l e c t i o n of the importance for self-esteem i f a person 

t r i e s to defend against the r e a l i z a t i o n that he i s not qualified to 

handle an assigned job. P a r t i a l l i n g this defensiveness out may in effect 

overcorrect and hide a relationship. Moreover, the K-scale which we used 

as a measure of defensiveness was e s p e c i a l l y designed as a suppressor 

scale to be used in the MMPI. 

For these reasons we present i n Appendix U* a correlation matrix of 

the relationships among the data not corrected for defensiveness as w e l l 

as a matrix of the corrected data (Appendix V). We are aware that here 

l i e s a problem for research, but we f e l t that we needed a corrective 

measure and that by using the K-scale we would--if anything--err in the 

direction of being too conservative. 

This concludes the presentation and description of those variables 

that were used in t h i s study in order to test our hypotheses or in the 

course of the discussion. But the interviews with the professors pro

vided a r i c h amount of further data. We want to present some of these 

data in the next chapter in order to give the reader a better feeling for 

the nature of the group from which we drew our data. Findings presented 

i n the next chapter do not belong into the main body of the study. We 

w i l l not attempt to interpret them at any great length. But they are 

interesting and can provide a better understanding of what professors 

are l i k e . 



CHAPTER IV 

DESCRIPTION OF THE SAMPLE 

D i s t r i b u t i o n of the Sample by Academic 
Rank and Department 

I n our sample are 49 as s i s t a n t p r o f e s s o r s , 26 associate p r o f e s s o r s , 

and 47 f u l l professors. Of those who refused, 3 were a s s i s t a n t professors, 

5 a s s o c i a t e , and 4 f u l l professors. Fourteen o f the 15 ad m i n i s t r a t o r s 

were f u l l p rofessors; one was an associate 'professor 0 The administra

t o r s are not separated i n the t a b u l a t i o n s o f t h i s chapter; t h e i r group 

i s too small t o allow f o r meaningful analyses o f d i f f e r e n c e s i n 

frequency d i s t r i b u t i o n . 

TABLE 22.- Comparison of the sta t u s d i s t r i b u t i o n of the 
sample with ' t h e s t a t u s d i s t r i b u t i o n o f the u n i v e r s i t y as 

a whole 

Assistant 
professor 

Associate 
professor 

F u l l 
professor 

% % % 

D i s t r i b u t i o n of the 
sample 40.2 21.3 38 05 

' D i s t r i b u t i o n 1 w i t h i n 
the u n i v e r s i t y 25.9 27 09 46 02 

As can be seen from Table 22, the high ranks are under-represented 

i n our sample, while a s s i s t a n t professors are over-represented 0 The over 

r e p r e s e n t a t i o n 1 o f a s s i s t a n t professors occurred because at the beginning 

o f the academic year—when the data were c o l l e c t e d — i t i s the job o f the 

•health service t o examine a l l those who have become e l i g i b l e but have 

not had an examination. A s s i s t a n t professors make up a la r g e p a r t of 

t h i s group. O r i g i n a l l y , we had hoped t o c o l l e c t equal numbers i n the 
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academic ranks. This turned out t o be impossible. 

The bias introduced i n t o t he study by t h i s s e l e c t i o n l i e s i n the 

f a c t t h a t only f u l l and associate professors are groups s e t t l e d i n t h e i r 

jobSo I n the a s s i s t a n t professor group there i s a comparatively greater 

number o f men who are not yet f u l l y acquainted w i t h the j o b , because 

of the recency o f t h e i r appointments. To evaluate the bias more 

s p e c i f i c a l l y i s very d i f f i c u l t since no two s i t u a t i o n s were a l i k e . 

Some of these men were new a s s i s t a n t professors but had been on the 

f a c u l t y as i n s t r u c t o r s . Others had been a s s i s t a n t professors f o r several 

years but at d i f f e r e n t i n s t i t u t i o n s . 

I n s p i t e o f the over-representation o f a s s i s t a n t p r o f e s s o r s , the 

sample - does cut across departments and' schools as can be seen from 

Table 23. 

D i s t r i b u t i o n o f the Sample b y Age and M a r i t a l Status 

The vast m a j o r i t y o f our professors are married: 94% or 115 out of 

122, One professor i s divorced, one i s widowed. Five'professors are 

s i n g l e * 

The mean age i n our group i s 42.9 years; ranging from as young 

as 25 years t o men 69 years o f age and at the th r e s h o l d of r e t i r e m e n t . 

This mean age coincides w i t h the mean age of the U n i v e r s i t y as a 

whole. Table 24 compares the sample age d i s t r i b u t i o n w i t h the 1961-62 

U n i v e r s i t y age d i s t r i b u t i o n . 
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TABLE 23.- D i s t r i b u t i o n of the : t o t a l group and the 
various status groups by department and s c i e n t i f i c 

d i s c i p l i n e . 

Department* 
T o t a l 
(122) 

Assistant 
(49) 

Associate 
(26) 

F u l l 
(47) . Department* ERE. % FRE. FRE, % FRE, % 

Physical sciences 14 11.5 6 12,2 2 7.7 6 12,8 

L i r e sciences 7 5.7 2 4,1 1 3,8 4 8.5 

Soci a l sciences 14 11.5 10 20,4 0 0.0 4 8.5 

Bus. Ad./Econ. 12 9.8 5 10.2 0 0,0 7 14.9 

Medicine 14 11.5 5 10.2 3 11,5 6 12.8 

Engineering 19 15.6 7 14.3 6 23,1 6 12.8 

L i b e r a l A r t s 17 13.9 ' 10 20,4 4 15.4 3 6.4 

Publ i c Health 7 5.7 1 2.0 4 15.4 2 4.3 

Music 8 6.6 1 2,0 3 11.5 4 8.5 

Educat ion 5 4.1 2 4.1 2 7.7 1 2.1 

Other 5 4.1 0 0.0 1 3.8 4 8.5 

TOTAL 122 100.0 49 100.0 26 100.0 47 100.0 

*For a d e s c r i p t i o n of the coding categories see Appendix N. 
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TABLE 24 0- Age D i s t r i b u t i o n of the Sample and i t s 
Various Status Subgroups, and Age D i s t r i b u t i o n a t the 

U n i v e r s i t y o f Michigan i n 1961-62 

Status N 

T o t a l group 122 

Assistant professor 49 

Associate professor 26 

F u l l professor 47 

Mean age 
Sample 

42.9 

33.3 

45.7 

51.3 

Mean age 
U n i v e r s i t y 

43.0 

37.0 

43.0 

52.0 

Wilson (1942) r e p o r t s t h a t i n 1928-29 at the U n i v e r s i t y of Chicago 

the average age o f f u l l professors was 51,4; of associate professors 44,0; 

and o f a s s i s t a n t professors 36.2, He also gives f o r t h a t year 32.2 as 

the average age o f i n s t r u c t o r s . The age d i s t r i b u t i o n of our sample cor

responds f a i r l y c l o s e l y t o these two comparison d i s t r i b u t i o n s a t l e a s t 

at the l e v e l s o f associate and f u l l professors. The comparatively 

young age of t h e a s s i s t a n t professors i n our sample i s again, at l e a s t 

i n p a r t , a consequence of c o l l e c t i n g the data at a time when the s t a f f 

of t h e h e a l t h service concentrated on those who had never had an 

examination b e f o r e 0 Another reason p a r t i a l l y responsible f o r the 

r e l a t i v e l y younger age o f the a s s i s t a n t professors may be the growing 

t r e n d t o h i r e men w i t h Ph. D.'s d i r e c t l y as a s s i s t a n t professors and t o 

make i n s t r u c t o r a rank held by graduate students close t o r e c e i v i n g the 

d o c t o r a l degree- Wilson's age f o r i n s t r u c t o r s i n our group has become 

the age o f the a s s i s t a n t professor. 
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A t t i t u d e s Toward Work 

The i n f o r m a t i o n on a t t i t u d e s toward work comes from a coding of the 

semiformal i n t e r v i e w s . Since the group of the ad m i n i s t r a t o r s i s so small, 

we decided t o t a b u l a t e the answers according to academic rank r a t h e r than 

t o use a d m i n i s t r a t o r s as a separate group. 

This i s a study of work pressures. But do professors themselves 

r e p o r t t h a t they are working hard or do they see themselves i n a secluded 

bay of l i f e leading a l e i s u r e l y , serene existence? We asked the ques

t i o n : " I n general, do you t h i n k you are working hard or not very hard?" 

We found the f o l l o w i n g d i s t r i b u t i o n o f answers: 

TABLE 25.- D i s t r i b u t i o n by s t a t u s of the answers t o the 
question: " I n general, do you t h i n k t h a t you are working 

hard or not very hard?"* 

T o t a l Sample Ass i s t a n t 
Professor 

Associate 
Professor 

F u l l 
Professor 

FRE. 7. FRE. % FRE. % FRE. % 
1. Very Hard 21 17 6 12 5 19 10 21 

2. Hard 38 31 12 25 10 39 16 34 

3. Q u a l i f i e d "Hard" 21 17 11 22 5 19 5 11 

4. No clear answer 32 26 13 27 6 23 13 28 

5. Not Hard 10 8 7 14 0 0 3 6 

TOTAL 122 100 49 100 26 100 
4 7 

100 

*For a d e s c r i p t i o n of the coding categories see Appendix 0. 

An i n s p e c t i o n of the t a b l e shows t h a t there i s not r e l a t i o n s h i p be

tween academic rank and the f e e l i n g t h a t one i s working hard. The 
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chi-square f o r s i x degrees of f r e e d o m — c o l l a p s i n g groups 1 and 2, and 4 and 

5--is 5=89, which i s not s i g n i f i c a n t . I t would be i n t e r e s t i n g to compare 

these f i n d i n g s w i t h the d i s t r i b u t i o n i n other populations, but we don't 

know of any study which has asked the question i n the same way. 

We see also from the preceding t a b l e that 65% of the professors i n 

our sample f e e l that the way they work can be described as "working hard", 

But why do they do i t ? Would professors continue t o work even i f they did 

n o t have to work? Why do they want t o work? We asked t h i s question i n the 

i n t e r v i e w and a t a b l u a t i o n of the answers provides the f o l l o w i n g p i c t u r e : 

Would Professors Work Even I f They d i d not Have To? 

We asked the professors the same question Morse and Weiss (1955) asked 

i n t h e i r n a t i o n a l sample of 401 employed men: " I f by some chance you 

i n h e r i t e d enough money to l i v e comfortably w i t h o u t working, do you t h i n k 

you would work anyway, or not?" The d i s t r i b u t i o n of answers i s presented 

i n Table 26. 

TABLE 26.- D i s t r i b u t i o n by st a t u s of the answers t o the 
question: " I f by some chance you i n h e r i t e d enough money 
to l i v e comfortably w i t h o u t working, do you t h i n k you 

would work anyway or not? 

T o t a l Sample Assi s t a n t 
Professor 

Associate 
Professor 

F u l l 
Professor 

FRE. % FRE. % FRE. FRE. 
1. Yes 104 85 39 80 23 88 42 89 

2. Q u a l i f i e d 
"yes" 17 14 10 20 3 12 4 9 

3. Don't know 1 1 0 0 0 0 1 2 

4. No 0 0 0 0 0 0 0 0 

TOTAL 122 100 49 100 26 100 47 100 

Chi-square = 2.07 d.f. = 2 p > .05 ( c o l l a p s i n g groups 2 to 4) 
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We see t h a t 857o answer the question w i t h an unequivocal 'yes'. This 

f i n d i n g corresponds c l o s e l y to the one by Morse and Weiss who found 

867. of those i n p r o f e s s i o n a l p o s i t i o n s would continue t o work, even i f 

they d i d not have t o . 

What Motivates Professors t o Work? 

We asked the question: "Why would you work ( i f by some chance you 

i n h e r i t e d enough money t o l i v e comfortably w i t h o u t working)?" The coding 

categories to t h i s and the other t a b l e s are f u l l y explained i n the 

Appendix. We got the f o l l o w i n g d i s t r i b u t i o n of answers: 

TABLE 27.- D i s t r i b u t i o n by s t a t u s of the answers t o 
the question: "Why would you work?"* 

T o t a l 
Sample 

Assi s t a n t 
Professor 

Associate 
Professor 

F u l l 
Professor 

p-value of 
chi-square 

FRE. % FRE. 7o FRE. FRE. % 
Nature of the 
work 71 58 29 59 15 58 27 57 N.S. 

F u n k t i o n s l u s t 64 52 18 37 17 65 29 62 <.05 

S a t i s f a c t i o n of 
e x t r i n s i c needs 
and values 

57 47 24 49 17 65 16 34 <.05 

Job pressure, 
overload 46 38 19 39 9 35 18 38 N.S . 

Work as moral 
va lue 34 28 10 20 9 35 15 32 N.S. 

Success 
s t r i v i n g 27 22 12 24 6 23 9 19 N.S. 

S o c i a l Pressure 7 6 3 6 1 4 3 6 N.S. 

Other 8 7 2 4 0 0 6 13 N.S. 

*For a d e s c r i p t i o n of the coding c a t e g o r i e s see Appendix P. 
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By "Funktionslust", a descriptive term used by one of- our subjects, 

we mean the simple enjoyment of a c t i v i t y , of being active and busy, We 

see that t h i s motive i s s i g n i f i c a n t l y stronger in associate and f u l l 

professors. We would interpret t h i s as a r e s u l t of prolonged s o c i a l 

i z a t i o n . The job becomes more and more the l i f e , so much so that i t may 

be d i f f i c u l t to say exactly why one works, but expressing the c l e a r 

•foellng that something would be missing, that l i f e would be impoverished, 

i f one could not work anymore. Another reason that may account for t h i s 

difference i s the fact that associate and f u l l professors have a r r i v e d , 

r e l a t i v e to assista n t professors. They are i n the goal region i n 

Lewin's terms. Having arrived may make i t more d i f f i c u l t to specify 

s p e c i f i c goals one wants to reach. 

A second s i g n i f i c a n t difference in reported work motivation i s found 

with respect to the motive to s a t i s f y e x t r i n s i c needs and values, such 

as money, s e c u r i t y , other amenities. This motivation i s strongest among 

associate professors, which i s understandable when we think that 

associate professors are l i k e l y .to be of an age where the f i n a n c i a l 

pressures are greatest. Their children are in college or approaching 

college; a larger house has to be maintained and a certa i n l i v i n g s t y l e 

i s expected. A l l t h i s makes the s a t i s f a c t i o n of e x t r i n s i c needs such as 

money more important. The average age of the associate professor, as we 

saw, i s 46 years i n t h i s group. 

For comparison we present i n Table 28 the di s t r i b u t i o n of answers 

Horse and Weiss (1955) obtainod to the same question: 
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"TABLE 28.- Reasons f o r c o n t i n u i n g working 
(Morse and Weiss, 1955) 

Question: "Why do you f e e l t h a t you would work? 

P o s i t i v e reasons 
Number Per cent 

Enjoy the k i n d o f work 27 9 

To be associated w i t h people 4 1 

To keep occupied ( i n t e r e s t e d ) 93 32 

J u s t i f i e s my existence 14 5 

Gives f e e l i n g of s e l f - r e s p e c t 13 5 

Keeps i n d i v i d u a l l y h e a l t h y , 
good f o r person 30 10 

Other 4 1 

T o t a l p o s i t i v e reasons 185 63 

Negative reasons 

Without work, would: 

Feel l o s t , go crazy 42 14 

Feel useless 5 2 

Feel bored 11 4 

Not know what t o do w i t h 
my t i m e , can't be i d l e 29 10 

H a b i t , i n e r t i a 17 6 

To keep out of t r o u b l e 3 1 

Other 2 0 

The coding categories i n the two studies are not comparable but i t is 

i n t e r e s t i n g t o note the great d i f f e r e n c e between the categories 
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'Nature of the work' of t h i s study and 'Enjoy the k i n d of work'1 taken 

from' Morse and Weiss. I t seems a f a i r inference t h a t compared w i t h the 

general p o p u l a t i o n , professors enjoy a c l e a r advantage i n the degree t o 

which they are able t o l i k e the k i n d of work they are doing. On the 

other hand, i f we compare : F u n k t i o n s l u s t ' w i t h a l l the Morse and Weiss 

categories which we subsumed under t h a t one term ' F u n k t i o n s l u s t 1 we f i n d 

t h a t t h i s u n s p e c i f i e d response i s given w i t h equal frequency by 

professors. I f we add up the Morse and Weiss categories "To keep occupied 

"Feel l o s t " , "Feel bored", "Can't be i d l e " we see t h a t 60% of the men 

i n t h e i r sample give these reasons as compared w i t h 52% o f the professors. 

Job S a t i s f a c t i o n v 

We can go on and ask whether or not the j o b s a t i s f i e s these motives, 

- Do professors l i k e t h e i r jobs?- The only possible answer t o t h i s i s 

an unequivocal''yes'. The number o f professors who are s e r i o u s l y d i s 

s a t i s f i e d w i t h t h e i r - l o t i s extremely small. On the other hand, many 

spontaneous comments i n d i c a t e s a t i s f a c t i o n ; " I have the world by t h e t a i l 

" I should pay the u n i v e r s i t y " ; " I have made a w e l l paying job out of what 

would have been my hobby anyway." Such comments are i n the m a j o r i t y . 

S p e c i f i c a l l y , we 1asked t h e - q u e s t i o n ; - " ( I f by some chance1 you i n h e r i t e d 

enough money t o l i v e comfortably without working), would you s t i l l keep 

doing the same type of work you 1are doing now?" From Table 29 below we 

see t h a t more than h a l f o f a l l the professors i n our sample would continue 

e x a c t l y what they are doing now, e v e n " i f they were completely independent 

f i n a n c i a l l y . And t h i s f i n d i n g a p p l i e s t o a l l s t a t u s l e v e l s without any 

marked: d i f f e r e n c e s . I f we i n c l u d e the group who wants only minor changes-

somewhat'less a d m i n i s t r a t i o n or somewhat more r e s e a r c h — t h e percentage 
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of those who would continue i n the same way jumps to 82%. Again, t h i s 

applies across a l l status l e v e l s . 

TABLE 29.- D i s t r i b u t i o n by s t a t u s of the answers to the 
question: " ( I f by some chance you i n h e r i t e d enough money 
to l i v e comfortably w i t h o u t working), would you s t i l l keep 

doing the same type of work you are doing now?" 

T o t a l Sample A s s i s t a n t Associate F u l l 
Profe ssor Professor Professor . . 

FRE. % FRE. % FRE. % FRE. % 
1. Yes 66 54 26 53 14 54 26 55 

2. Q u a l i f i e d 
"Yes" 34 28 14 29 7 27 13 28 

3. Don't know 11 9 4 8 3 12 4 9 

4. No 11 9 5 10 2 8 4 9 

TOTAL 122 100 49 100 26 100 47 100 • 

Chi-square = 0.04 d.f. = 4 p > .05 ( c o l l a p s i n g group 2 to 4) 

Rewards of the Job 

What s p e c i f i c a l l y are the rewards which account f o r t h i s high degree 

o f job s a t i s f a c t i o n i n our group? We asked each professor: "Could you 

t e l l me s p e c i f i c a l l y what are the thi n g s you l i k e about your job?" We 

used coding categories f o r t h i s question t h a t are d i f f e r e n t from those 

t h a t describe work m o t i v a t i o n . I t might be argued t h a t i t would have 

been b e t t e r t o use the same coding categories f o r both questions, since 

what i s rewarding on the job should a l s o be a m o t i v a t i n g f a c t o r . We f e l t , 

however, t h a t s p e c i f i c coding c a t e g o r i e s — w h i c h are described i n the 

A p p e n d i x — f i t t e d the data b e t t e r . Response to the question of job rewards 
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y i e l d e d a wide v a r i e t y of answers. The e i g h t most f r e q u e n t l y mentioned 

categories are the f o l l o w i n g : 

TABLE 30.- D i s t r i b u t i o n by st a t u s group of the answers t o 
the question; "Could you t e l l me s p e c i f i c a l l y what are 

the things you l i k e about your j o b ? " * 

Categories of job rewards 
T o t a l Sample Assi s t a n t 

Professor 
Associate 
Professor 

F u l l 
Professor 

p-value of 
chi-square 

N - 122 N - 49 N - 26 N - 47 
FRE. % FRE. % FRE. 7, FRE. % 

Freedom and 
independence 79 65 34 69 16 62 29 62 N.S. 
I n t e r p e r s o n a l 
r e l a t i o n s 71 58 27 55 13 50 31 66 N.S. 
Nature of the 
work 67 55 26 63 13 50 28 60 N.S. 
Teaching and 
teaching 
s i t u a t i o n 61 50 31 63 13 50 17 36 <.05 
Working 
c o n d i t i o n s 52 43 15 30 16 62 21 45 <.05 
Tangible 
rewards 44 36 15 30 10 38 19 40 N.S. 
Academic way 
of l i f e 39 32 16 33 8 31 15 32 N.S. 
Research and 
research 
s i t u a t i o n 37 30 16 33 8 31 13 28 N.S. 

*For a d e s c r i p t i o n of the coding categories see Appendix Q, 

Among these s p e c i f i c job rewards we f i n d two categories t h a t show 

s i g n i f i c a n t v a r i a t i o n s w i t h s t a t u s . There i s a l i n e a r decrease from assis

t a n t to f u l l professor i n per c e i v i n g teaching and the teaching s i t u a t i o n as 

a j ob reward. At present we have no explanation f o r t h i s f i n d i n g but note 
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i t as a suggestion f o r f u t u r e research. 

Working con d i t i o n s are most f r e q u e n t l y mentioned as a job reward by 

associate professors. Again i t seems d i f f i c u l t t o suggest a p l a u s i b l e 

explanation without f u r t h e r i n v e s t i g a t i o n o f work areas which are not 

p a r t of t h i s study. 

I t i s i n t e r e s t i n g t o note t h a t 36% of the men i n our sample mention 

t a n g i b l e rewards ( s a l a r y , tenure, v a c a t i o n s , e t c . ) as job rewards. This 

i s q u i t e i n contrast t o e a r l i e r f i n d i n g s . Flexner w r i t e s i n 1930 (quoted 

from Wilson, 1942, page 146): 

The t r u t h i s t h a t , w i t h exceptions, of course, the American 
professorate i s a p r o l e t a r i a t , l a c k i n g the amenities and d i g n i t i e s 
they are e n t i t l e d t o enjoy. 
I n 1959 Ruth Eckert, et a l . i n r e p o r t i n g the r e s u l t s o f a survey of 

s a t i s f a c t i o n s and d i s s a t i s f a c t i o n s o f 576 f a c u l t y members i n 4-year colleges 

and u n i v e r s i t i e s s t a t e t h a t 47.2% o f the sample mentioned poor s a l a r y as a 

major j ob d i s s a t i s f a c t i o n e I n our sample complaints about money and t a n g i b l e 

rewards occurred so i n f r e q u e n t l y t h a t i t d i d not seem worthwhile t o code 

them i n a s p e c i a l category. T h i s , o f course, i s not t o mean t h a t professors 

are no longer i n t e r e s t e d i n money, or t h a t they would not leave f o r higher 

s a l a r i e s . I t does, however, i n d i c a t e t h a t between 1930 and 1965 worries 

about money have ceased t o be worries about - n e c e s s i t i e s and have become 

worr i e s about amenities. 
Leisure Pattern Among Professors 

But w i t h a l l this'emphasis on-the j ob how does t h e ' p a t t e r n o f l e i s u r e 
a c t i v i t i e s look? What do professors do when they are not at the job? We 
asked t h i s question only o f the wives o f professors i n several d i f f e r e n t forms. 
We asked, "When your'husband comes'home, what are some o f the ways i n which 
he relaxes?"; and "Could you please t e l l us how your husband u s u a l l y spends 
h i s weekends?" We coded the responses t o each o f these questions i n t o 12 
categories which are described i n ' t h e Appendix. The r e s u l t s , l i s t i n g the 
f i v e categories most f r e q u e n t l y mentioned f o r each of the two questions, 
are presented i n Tables 31 and 32, 
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TABLE 31,- D i s t r i b u t i o n by status of the answers to the 
question: "When your husband comes home what are some of 

the ways i n which he relaxes?"* 

A c t i v i t y 
T o t a l Sample As s i s t a n t 

Professor 
Associate 
Professor 

F u l l 
Professor 

p-value of 
chi-square A c t i v i t y N = 107 N = 42 N = 24 N = = 41 

FRE. X FRE. 1 X FRE. X FRE. % 

Reading f o r 
r e l a x a t i o n 99 92 37 88 20 83 42 100 N.S. 
P l a i n 
r e l a x i n g 72 67 27 64 15 63 30 71 N.S. 
Spectator 
r e l a x a t i o n 69 64 27 64 15 63 27 64 N.S, 
With the 
f a m i l y 61 56 33 79 15 63 13 31 <.05 
Hobbies 42 39 11 26 12 50 19 45 N.S. 

TABLE 32.- D i s t r i b u t i o n by status of the answers to the 
question: "Could you please t e l l us how your husband 

u s u a l l y spends h i s weekends?"* 

T o t a l Sample Assi s t a n t 
Professor 

Associate 
Professor 

F u l l 
Professor 

p-value of 
chi-square 

FRE. X FRE. X FRE. X FRE. X 

P r o f e s s i o n a l 
work 72 67 37 88 15 63 20 48 <.05 
S o c i a l i z i n g 69 64 26 62 13 54 30 71 N.S. 
Spectator 
r e l a x a t i o n 62 57 26 62 13 54 23 55 N.S. 
Household 
maintenance 61 56 22 52 18 75 23 55 N.S. 
Family 56 52 25 60 14 58 17 40 N.S. 

*For the d e s c r i p t i o n of the coding categories see the Appendix R. 

From the two tables above we get f u r t h e r c o n f i r m a t i o n of the work com

mittment of u n i v e r s i t y professors. More than anything else i t i s p r o f e s s i o n a l 

work t h a t f i l l s the weekends of the professor. 
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There i s a s i g n i f i c a n t l i n e a r decline i n the use of the weekend f o r 
p r o f e s s i o n a l work as we go from a s s i s t a n t t o f u l l p r o f e s s o r s 0 This f i n d i n g 
may r a i s e doubts about our e a r l i e r i n t e r p r e t a t i o n s where we s t a t e d t h a t 
" j o b " became " l i f e " more f o r f u l l professors than f o r a s s i s t a n t professors. 
Two explanations are possible„ The statement t h a t younger men spend more 
o f t h e i r l e i s u r e hours on p r o f e s s i o n a l a c t i v i t i e s can be a r e f l e c t i o n o f 
t h e wife's f r u s t r a t i o n o f not having the husband a v a i l a b l e over the week
end,, Such f r u s t r a t i o n should be g r e a t e s t among the younger ones who 
presumably are less adjusted t o the f a t e of a professor's w i f e than the 

o l d e r ones, Younger wives t i e d down by the presence of younger c h i l d r e n 

are also more l i k e l y t o be those who have less d i v e r t i n g i n t e r e s t s and are 

thus more dependent on t h e i r husbands f o r companionship and s t i m u l a t i o n 

The other explanation t h a t occurs i s t h a t a s s i s t a n t professors spent more 

o f t h e i r l e i s u r e hours on the job f o r e x t r i n s i c reasons, teaching extension 

courses f o r money, or t h a t they work longer hours i n order t o get ahead 

f a s t e r . Out of t h i s w i l l develop over the years the f e e l i n g t h a t the j o b 

i s one's l i f e . But i t i s our impression from reading the i n t e r v i e w s t h a t 

among a s s i s t a n t professors the f e e l i n g i s s t i l l very much a l i v e t h a t one 

could also do other t h i n g s besides teaching and research. The hope t o 

remain a well-rounded person, t o maintain a balance between the job and 

o t h e r i n t e r e s t s , i s c l e a r l y more prevalent i n younger men0 

We hope t h a t the preceding p r e s e n t a t i o n has given the reader a b e t t e r 

understanding' of the k i n d o f group we are dealing w i t h 0 I n the next chap

t e r we w i l l present the data r e l a t i n g t o the hypotheses s t a t e d e a r l i e r , . 



CHAPTER V 

RESULTS: OVERLOAD AND ITS RELATION TO STATUS 
AND TO PSYCHOLOGICAL VARIABLES 

I n the second chapter we have t r i e d t o o u t l i n e the t h e o r e t i c a l 

r e l a t i o n s h i p s between the main v a r i a b l e s of t h i s study 0 I n t h i s chapter 

and the next we w i l l present the data and discuss the r e s u l t s 0 We w i l l 

begin by lo o k i n g at the data r e l a t i n g t o overload* 

J l ^ - g - ^ j ^ t ^ ^ I l ^ i j j j ^ ? ^ " - 6 6 " Overload, Subjective P u b l i c 
Esteem and Occupational Self-esteem 

Before we go i n t o a more d e t a i l e d presentation i t might help t o give 

the data i n the form o f a correlogram 0 

Quant i t stive*" — 
o v e r l o a d v <3> 

Occupational Subjective ® „34 p u b l i c esteem self-esteem 

.43 
e26 

Q u a l i t a t i v e 
overload 

F i g a 6 0 - Correlogram p r e s e n t i n g the network of r e l a t i o n s between 
the v a r i a b l e s : q u a n t i t a t i v e overload, q u a l i t a t i v e overload, s u b j e c t i v e 
p u b l i c esteem, and occupational self-esteem. Underlined c o r r e l a t i o n s 
are s i g n i f i c a n t at the „ 05 l e v e l or better,, 

102 
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When we present the same data i n t a b u l a r form we get the f o l l o w i n g 

p i c t u r e : 

TABLE 33.- C o r r e l a t i o n between overload, s u b j e c t i v e 
p u b l i c esteem, and occupational self-esteem. 

33 (a) • 
C o r r e l a t i o n w i t h occupational 

self-esteem 33 (a) • 
N r P 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

Subjective p u b l i c esteem 

S i g n i f i c a n c e o f d i f f e r e n c e 
between q u a n t i t a t i v e and 
q u a l i t a t i v e overload 

105 

105 

103 

-.16 

-.26 

,i+6 

N 0S e 

< -01 

< ,01 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

Subjective p u b l i c esteem 

S i g n i f i c a n c e o f d i f f e r e n c e 
between q u a n t i t a t i v e and 
q u a l i t a t i v e overload 

z = 0.99 p > . 05 

33 (b) 
C o r r e l a t i o n w i t h s u b j e c t i v e 

p u b l i c esteem 33 (b) 
N r P 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

S i g n i f i c a n c e o f the 
d i f f e r e n c e 

105 

105 

-.14 

- a42 

N.S, 

< ,01 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

S i g n i f i c a n c e o f the 
d i f f e r e n c e z = 3 023 p ,01 

33 ( c ) 
C o r r e l a t i o n w i t h q u a l i t a t i v e 

overload 33 ( c ) 

N r P 

Q u a n t i t a t i v e overload 105 ,34 < > 0 1 

I n our t h e o r e t i c a l discussion we s t a r t e d out by hypothesizing t h a t 

q u a n t i t a t i v e overload w i l l be i n a r e l a t i o n s h i p o f interdependence w i t h 
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q u a l i t a t i v e overload. This hypothesis seems supported. The c o r r e l a t i o n 

between the two measures o f overload i s s i g n i f i c a n t . 

Next we made the assumption t h a t how w e l l a professor performs various 

a c t i v i t i e s w i l l be more important than how much time he spends on each 

a c t i v i t y ; i . e , , the q u a l i t y of h i s performance w i l l be more important than 

the q u a n t i t y . We assumed t h i s t o be a norm o f the academic community. 

The theory states t h a t the norms of a group are r e f l e c t e d i n the p u b l i c 

e v a l u a t i o n of the group members. I f a norm plays an important r o l e i n the 

e v a l u a t i o n of a person, then adherence t o t h a t norm should c o n t r i b u t e a 

great deal t o the e v a l u a t i o n . I n o t h e r words, we should f i n d a stronger 

negative c o r r e l a t i o n between q u a l i t a t i v e overload and s u b j e c t i v e p u b l i c 

esteem than between q u a n t i t a t i v e overload and s u b j e c t i v e p u b l i c esteem. As 

we see from the t a b l e , t h i s hypothesis i s supported. However, these data 

from the group as a whole obscure an i n t e r e s t i n g d i f f e r e n c e w i t h i n our 

sample which i s t h a t t h i s r e l a t i o n s h i p holds t r u e only f o r professors but 

not f o r academic a d m i n i s t r a t o r s . We w i l l come back t o t h i s s h o r t l y . 

We f u r t h e r p r e d i c t e d t h a t the r e l a t i o n s h i p between q u a n t i t a t i v e over

l o a d and occupational self-esteem w i l l be weaker than the r e l a t i o n s h i p 

between q u a l i t a t i v e overload and occupational self-esteem. This hypothesis 

i s only p a r t l y confirmed. There does e x i s t a s i g n i f i c a n t negative 

c o r r e l a t i o n between q u a l i t a t i v e overload and occupational self-esteem, 

w h i l e - t h e r e l a t i o n s h i p between q u a n t i t a t i v e overload and occupational 

self-esteem-is not s i g n i f i c a n t . However, the d i f f e r e n c e between the two 

c o r r e l a t i o n s i s not s i g n i f i c a n t . 

This l a c k ' o f a s i g n i f i c a n t d i f f e r e n c e could, of course, be due t o a 

weakness of the measure. But i t should be remembered t h a t i n order t o 
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compare the c o r r e l a t i o n of q u a l i t a t i v e overload and occupational self-esteem 
w i t h t h a t between q u a n t i t a t i v e overload and self-esteem we c o n t r o l l e d f o r 
the c o r r e l a t i o n between the two measures of overload by p a r t i a l l i n g i t out. 
Thus, we t r i e d t o c o n t r o l f o r an overlap of the measures of q u a l i t a t i v e 
and q u a n t i t a t i v e overload. But t h e r e are shortcomings of each i n d i v i d u a l 
measure. For example, the items i n our in d i c e s may not be the ones best 
s u i t e d t o assess e i t h e r q u a n t i t a t i v e or q u a l i t a t i v e overloads Conse
q u e n t l y , we cannot r u l e out the p o s s i b i l i t y t h a t t he lack of s i g n i f i c a n t 
d i f f e r e n c e between the c o r r e l a t i o n s i s due t o shortcomings o f our measures. 

I f we assume f o r the moment t h a t the i n s i g n i f i c a n c e of the d i f f e r e n c e 
i s not only due t o shortcomings o f t h e measures, then what does t h i s 
suggest f o r " t h e t h e o r e t i c a l hypothesis? We derived t h i s hypothesis v i a 
the assumption t h a t i n a s i t u a t i o n o f q u a n t i t a t i v e overload an e x i s t i n g 
discrepancy i s not perceived as- i n d i c a t i n g anything important about the 
s e l f , t h a t the s e l f would not be evaluated i n terms o f q u a n t i t a t i v e d i s 
crepancies. The f i n d i n g s presented lend p a r t i a l support t o t h i s assumption, 
although the lack of a s i g n i f i c a n t d i f f e r e n c e between the c o r r e l a t i o n s o f 
q u a n t i t a t i v e and q u a l i t a t i v e overload w i t h self-esteem prevent us from 
drawing d e f i n i t i v e conclusions. T h e ' p o s s i b i l i t y t h a t there does e x i s t 
t h e tendency t o evaluate the s e l f on the basis o f q u a n t i t a t i v e 
discrepancies cannot be r u l e d out completely. 

Overload and the Nature of the Sample 

I n order t o account f o r the lack of s i g n i f i c a n t d i f f e r e n c e between 

t h e c o r r e l a t i o n s , we want t o explore the e m p i r i c a l f i n d i n g t h a t the tendency 

t o evaluate the s e l f on the basis of q u a n t i t a t i v e discrepancies seems t i e d 

t o a p a r t i c u l a r sub-group w i t h i n our sample. We f i n d t h a t professors do 
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not evaluate the s e l f on the basis o f q u a n t i t a t i v e discrepancies but that 

a d m i n i s t r a t o r s do so evaluate themselves. I n order t o show t h i s we present 

the correlogram of the r e l a t i o n s h i p s between overload, s u b j e c t i v e p u b l i c 

esteem, and occupational self-esteem separately f o r professors and f o r 

admini s t r a t ors. 

Q u a n t i t a t i v e 
overload ^ 

-.12 

,35 

Q u a l i t a t i v e 
overload 

-.11 

Subjective 
^public esteem ,41 Occupational 

self-esteem 

^,26 

Fi g . 7.- Correlogram presenting the r e l a t i o n s h i p s between ov e r l o a d , 
s u b j e c t i v e p u b l i c esteem, and occupational self-esteem i n p r o f e s s o r s , 
excluding a d m i n i s t r a t o r s . C o r r e l a t i o n ^ s i g n i f i c a n t a t the .05 l e v e l or 
b e t t e r are underlined. 

Q u a n t i t a t i v e 
overload 

.42 
I 
I 
I 
I 

• Q u a l i t a t i v e 
• overload ^ 

^.36 

+ .30 

-.65 

^ Subjective 
p u b l i c esteem 

-.03 

.80 Occupational 
self-esteem 

F i g , 8.- Correlogram presenting the r e l a t i o n s h i p s between o v e r l o a d , 
s u b j e c t i v e p u b l i c esteem, and occupational self-esteem among ad m i n i s t r a t o r s , 
Cor r e l a t i o n s s i g n i f i c a n t at the .05 l e v e l o r b e t t e r are underlined. 

When we look at the t a b u l a r p r e s e n t a t i o n o f these data (Table 34) we 

see t h a t q u a n t i t a t i v e overload a f f e c t s the occupational self-esteem o f 

a d m i n i s t r a t o r s s i g n i f i c a n t l y more s t r o n g l y than i t does the occupational 
self-esteem o f professors. Possible explanations f o r t h i s f i n d i n g w i l l be 
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presented l a t e r . Here we want t o demonstrate the need t o separate the 
ad m i n i s t r a t o r s from the professors i n any analysis o f overload and i t s 
r e l a t i o n s h i p s . We also see from a comparison of the two correlograms 
t h a t not only q u a n t i t a t i v e overload and occupational self-esteem r e l a t e 
d i f f e r e n t l y but also q u a l i t a t i v e overload and s u b j e c t i v e p u b l i c esteem 0 

Below, we present these d i f f e r e n c e s i n the form of two t a b l e s . 

TABLE 34„- C o r r e l a t i o n between q u a n t i t a t i v e overload 
and occupational self-esteem among professors and 

among a d m i n i s t r a t o r s . 

C o r r e l a t i o n o f q u a n t i t a t i v e overload 
and occupational self-esteem 

- N r . P 

Among professors 
excluding a d m i n i s t r a t o r s 

92 - a i N,S0 

Among a d m i n i s t r a t o r s 13 - 065 < 005 

Si g n i f i c a n c e o f the 
•difference z = 2 a 01 p <S o05 

TABLE 35.- C o r r e l a t i o n between q u a l i t a t i v e overload 
and s u b j e c t i v e p u b l i c esteem among professors and 

among a d m i n i s t r a t o r s 

C o r r e l a t i o n o f q u a l i t a t i v e overload 
and s u b j e c t i v e p u b l i c esteem 

• N r P 
Among professors 
excluding a d m i n i s t r a t o r s 92 -,46 < .01 

Among a d m i n i s t r a t o r s 13 030 N„S a 

S i g n i f i c a n c e o f the 
d i f f e r e n c e z = 2.43 p < o05 

I t seems c l e a r t o us from a co n s i d e r a t i o n of these data t h a t ' q u a l i t y 

o f performance' has a d i f f e r e n t meaning f o r a d m i n i s t r a t o r s and f o r 
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p r o f e s s o r s 0 The assumption t h a t q u a l i t y of performance as defined by 
p u b l i c a t i o n s and competition w i t h colleagues i s a more important aspect 
o f s u b j e c t i v e p u b l i c esteem than keeping up w i t h the work load holds only 
f o r professors but not f o r a d m i n i s t r a t o r s . Among academic a d m i n i s t r a t o r s 
q u a n t i t a t i v e overload i s s i g n i f i c a n t l y more s t r o n g l y r e l a t e d t o occu
p a t i o n a l self-esteem as Table 36 shows„ 

TABLE 36.- C o r r e l a t i o n between overload and 
occupational self-esteem among a d m i n i s t r a t o r s 

C o r r e l a t i o n w i t h occupational 
self-esteem 

N r P 
Q u a n t i t a t i v e overload 13 -.65 < ,05 

Q u a l i t a t i v e overload 13 - 003 N.So 

Si g n i f i c a n c e of the 
d i f f e r e n c e z = 2*76 p < a01 

I t seems t h a t "performing w e l l " f o r the a d m i n i s t r a t o r s means "keeping 

a clean desk" and t h a t consequently an a d m i n i s t r a t o r ' s occupational 

self-esteem i s more a f f e c t e d by a perceived lack of keeping up w i t h the 

work load than i s the occupational self-esteem o f a professor* 

The n o t i o n t h a t those aspects o f the job t h a t went i n t o our index o f 

q u a l i t a t i v e overload have a d i f f e r e n t meaning f o r a d m i n i s t r a t o r s than f o r 

professor f i n d s f u r t h e r support when we look at the c o r r e l a t i o n between 

q u a l i t a t i v e overload and s u b j e c t i v e p u b l i c esteem ( r = o 3 0 ) o A d m i t t e d l y , 

t h e c o r r e l a t i o n i s not s i g n i f i c a n t , but w i t h t h i s l i m i t a t i o n i n mind we 

b e l i e v e t h a t the f o l l o w i n g i n t e r p r e t a t i o n has m e r i t : A professor at an 

i n s t i t u t i o n l i k e t h i s one i s expected to publish,, He i s expected t o 
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compete w i t h h i s colleagues f o r p r o f e s s i o n a l r e c o g n i t i o n . The group 
expectations f o r an a d m i n i s t r a t o r are d i f f e r e n t . However, i t seems t h a t 
an academic a d m i n i s t r a t o r who i n s p i t e o f h i s d i f f e r e n t o b l i g a t i o n s 
continues t o s t r i v e f o r p r o f e s s i o n a l r e c o g n i t i o n gains added esteem from 
the members of h i s reference group. A dean or even a chairman who con
t i n u e s t o f e e l the pressure of the " p u b l i s h or p e r i s h " norm does i n a way 
more than i s expected o f him. I n t h e eyes of h i s reference group he 
makes i t harder on himself than he has t o , and t h i s seems t o b r i n g him 
an increase i n esteem. Reasonable as we f e e l t h i s i n t e r p r e t a t i o n i s , we 
p o i n t out again t h a t t h i s i s the i n t e r p r e t a t i o n of a n o n - s i g n i f i c a n t 
c o r r e l a t i o n and t h a t , t h e r e f o r e , i t should be viewed w i t h the 
appropriate caution. 

On the basis o f these f i n d i n g s and t h e i r i n t e r p r e t a t i o n we decided 

t o exclude the group o f a d m i n i s t r a t o r s from the analysis o f the r e l a t i o n 

s h ip between overload and occupational self-esteem. Below, we present a 

re a n a l y s i s of the r e l a t i o n s h i p between overload and occupational 

self-esteem which excludes a d m i n i s t r a t o r s , 

Reanalysis of the Rel a t i o n s h i p Between 
Overload and Occupational Self-esteem 

We see from Table 37 t h a t even though the d i f f e r e n c e o f the c o r r e l a 

t i o n c o e f f i c i e n t s becomes l a r g e r i f we exclude the a d m i n i s t r a t o r s , i t does 

not reach s i g n i f i c a n c e . What does t h i s suggest f o r the theory? Two 

l i n e s o f thought suggest themselves*. 

(1) There i s no discrepancy between s e l f - a t t r i b u t e s corresponding t o 

the overloading performance requirements and the requirements of the 

s i t u a t i o n But the performance requirements o f the s i t u a t i o n a f f e c t not 
on l y the corresponding s e l f - a t t r i b u t e s but also more general, c o n t e n t - f r e e , 
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s e l f - a t t r i b u t e s such as " I am a man capable of doing e v e r y t h i n g t h a t i s 

re q u i r e d o f me." I t also assumes t h a t t h i s dimension—though not 

measured—affects our index of occupational self-esteem. With respect to 

such a general s e l f - a t t r i b u t e there would then e x i s t a discrepancy t h a t i s 

t h r e a t e n i n g t o one's occupational self-esteem,, (2) The other way o f 

t h i n k i n g suggests t h a t each s e l f - a t t r i b u t e has two components, a component 

of content and a component of degree. I t suggests a greater s p e c i f i c i t y 

i n the determination o f s e l f - a t t r i b u t e s . According t o t h i s t h i n k i n g a man 

would not have j u s t a s e l f - a t t r i b u t e o f " i n t e l l i g e n t c r i t i c o f the 

l i t e r a t u r e , " l e t us say, but a s e l f - a t t r i b u t e t h a t includes a q u a n t i t a t i v e 

c o m p o n e n t f o r example, " i n t e l l i g e n t c r i t i c o f a l l the r e l e v a n t 

l i t e r a t u r e , " I n the case of q u a n t i t a t i v e overload there would be no 

discrepancy w i t h respect t o the content component o f the s e l f - a t t r i b u t e , 

but w i t h respect t o the q u a n t i t a t i v e component. 

TABLE 37 B- C o r r e l a t i o n between overload and occupational 
self-esteem among pro f e s s o r s , excluding a d m i n i s t r a t o r s 

C o r r e l a t i o n w i t h occupational 
self-esteem 

N r P 

Q u a n t i t a t i v e overload 92- - a i N 0S 0 

Q u a l i t a t i v e overload 92 -.26 < o05 

S i g n i f i c a n c e o f the 
d i f f e r e n c e z = 1,47 P > -05 

I n our t h e o r e t i c a l model we pointed out how e x i s t i n g overload would 

i n f l u e n c e a person i n two ways , d i r e c t l y v i a the perception o f the com

municated overload and i n d i r e c t l y v i a the perception of p u b l i c esteem 0 

When we look at the d i r e c t r e l a t i o n s h i p between q u a l i t a t i v e overload and 

occupat i o n a l self-esteem we see t h a t the c o r r e l a t i o n i s r = - O 2 6 0 
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I n comparison, the i n d i r e c t r e l a t i o n s h i p i s s i g n i f i c a n t l y stronger (see 

F i g . 7 ) . From t h i s we conclude t h a t q u a l i t a t i v e overload a f f e c t s a 

professor's occupational self-esteem predominantly because q u a l i t a t i v e 

overload determines a large p a r t of a person's occupational p u b l i c evalu

a t i o n . French and Sherwood (1963) assumed t h a t s u b j e c t i v e p u b l i c esteem 

a f f e c t s self-esteem. They t e s t e d and confirmed t h i s assumption i n a 

f i e l d experimento S e l f - i d e n t i t y theory states f u r t h e r t h a t a group 

evaluates a member on the basis of h i s behavior i n r e l a t i o n t o group 

standards. Among pro f e s s o r s , q u a l i t a t i v e overload means not l i v i n g up t o 

group standards. Thus we assume t h a t q u a l i t a t i v e overload leads t o lower 

s u b j e c t i v e p u b l i c esteem, which i n t u r n leads t o lower occupational 

self-esteemo 

I n summary, we can say t h a t the hypothesis seems supported t h a t among 

professors at l e a s t q u a l i t a t i v e overload has a negative e f f e c t on occupa

t i o n a l self-esteem, or i m p l i e s low self-esteem, but t h a t the p i c t u r e of 

the r e l a t i o n s h i p s suggests f u t u r e refinements i n the conception of t h e 

term ' s e l f - a t t r i b u t e . 1 

Legitimacy as a c o n d i t i o n i n g v a r i a b l e 

We also argued t h a t any r e l a t i o n s h i p t h a t might e x i s t between q u a n t i 

t a t i v e overload and occupational self-esteem w i l l be conditioned by the 

degree o f perceived l e g i t i m a c y of pressure• We f i n d t h a t although t h e r e 

does e x i s t a s i g n i f i c a n t negative relationship'between the-degree o f 

perceived l e g i t i m a c y and q u a n t i t a t i v e overload ( r = -.37 p<^ o 0 1 ) , 

c o n t r o l l i n g f o r - l e g i t i m a c y hardly a l t e r s the r e l a t i o n s h i p between q u a n t i t a t i v e 

overload'and occupational-self-esteem; The o r i g i n a l c o r r e l a t i o n o f q u a n t i 

t a t i v e overload and occupational self-esteem was r = - 9 1 1 . ^When we c o n t r o l 

f o r the degree of perceived l e g i t i m a c y of pressure, the s t r e n g t h of the 

r e l a t i o n s h i p i s reduced t o r = -,07 e This d i f f e r e n c e i s f a r too s m a l l t o 

be s i g n i f i c a n t . 
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I n order t o give the reader an overview of what we have done, we 

now present a summary of the hypotheses, and t h e • p r e d i c t i o n s discussed. 

A f t e r t h i s 1 summary we w i l l go on t o the r e l a t i o n s h i p between overload, 

academic s t a t u s , and occupational self-esteem,, 

Summary of Hypotheses and P r e d i c t i o n s 

Hypothesis 1:: There w i l l be an interdependence between q u a l i t a t i v e 
and q u a n t i t a t i v e overload when more than one dimension 
i s i nvolved. (SUPPORTED) 

".Prediction: There w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between 
the index of perceived q u a l i t a t i v e overload and the index 
of perceived q u a n t i t a t i v e overload,, 

Hypothesis 2a: Q u a l i t a t i v e overload a f f e c t s a professor's p u b l i c evalua
t i o n more n e g a t i v e l y than does q u a n t i t a t i v e overload 
(SUPPORTED) 

P r e d i c t i o n : The c o r r e l a t i o n between the index of perceived q u a l i t a t i v e 
overload and the index of su b j e c t i v e p u b l i c esteem w i l l 
be s i g n i f i c a n t l y more.negative then the c o r r e l a t i o n between 
the index of perceived q u a n t i t a t i v e overload and the index 
of s u b j e c t i v e p u b l i c esteem among professors, excluding 
a d m i n i s t r a t o r s , 

Hypothesis__2b: Q u a n t i t a t i v e overload i s n e g a t i v e l y r e l a t e d t o the perceived 
l e g i t i m a c y of pressure. (SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , there w i l l be 
a s i g n i f i c a n t negative c o r r e l a t i o n between the index of 
perceived q u a n t i t a t i v e overload and the index of perceived 
l e g i t i m a c y of pressure. 

Hypothesis 2c: The strength of the r e l a t i o n s h i p between q u a n t i t a t i v e over
load and occupational self-esteem w i l l be reduced.to the 

• extent'"that''tne ̂ overload i s considered i l l e g i t i m a t e . 
(Not supported) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the s t r e n g t h 
of the r e l a t i o n s h i p — d i s r e g a r d i n g the d i r e c t i o n — b e t w e e n 
the index of perceived q u a n t i t a t i v e overload and the 
index of occupational self-esteem w i l l be s i g n i f i c a n t l y 
reduced when we p a r t i a l out the e f f e c t s of the index of 
perceived l e g i t i m a c y on t h a t r e l a t i o n s h i p . 
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Hypothesis 2d: The r e l a t i o n s h i p between q u a n t i t a t i v e overload and 
occupational self-esteem w i l l beweaker than the 
r e l a t i o n s h i p between q u a l i t a t i v e overload and occu
p a t i o n a l self-esteem, ( P a r t l y supported) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the 
c o r r e l a t i o n between the index o f : p e r c e i v e d q u a l i t a t i v e 
overload and the index of occupational self-esteem 
w i l l be s i g n i f i c a n t l y more negative than the c o r r e l a t i o n 
between the index of perceived q u a n t i t a t i v e overload and 
the index of occupational self-esteem. 

Hypothesis 2e: Q u a l i t a t i v e overload w i l l lead t o , or imply, low occupa
t i o n a l self-esteem, (SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , t h e r e ' w i l l 
be a s i g n i f i c a n t negative c o r r e l a t i o n between the index 
of perceived q u a l i t a t i v e overload and the index of 
occupational self-esteem. 

Hypothesis 2f: The r e l a t i o n s h i p between q u a l i t a t i v e overload and occupa-
t i o n a l self-esteem i s mediated by s u b j e c t i v e public esteem, 
(SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the c o r r e l a t i o n s 
between the index of perceived q u a l i t a t i v e overload and the 
index of s u b j e c t i v e p u b l i c esteem, and between subjective 
p u b l i c esteem and the index of occupational self-esteem, 
w i l l be s i g n i f i c a n t l y greater than the c o r r e l a t i o n between 
the index of perceived q u a l i t a t i v e overload and the index 
of occupational self-esteem. 

The Rel a t i o n s h i p Between Overload, Academic 
Status, and Occupational Self-esteem 

I n our t h e o r e t i c a l discussion we pointed out t h a t status might mean 

two t h i n g s t o a person: (a) an i n d i c a t i o n of h i s o b j e c t i v e public evalua

t i o n by r e l e v a n t others, and (b) a communication about a lack o f • q u a l i t a t i v e 

o verload. We present the data f i r s t i n graphic form. Since overload is 

one of the v a r i a b l e s under c o n s i d e r a t i o n , we again exclude a d m i n i s t r a t o r s 

from t h i s a n a l y s i s . 
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F i g . 9.- Correlogram showing the r e l a t i o n s between s t a t u s , 
overload, s u b j e c t i v e p u b l i c esteem, and occupational s e l f -
esteem among professors, excluding a d m i n i s t r a t o r s . C o r r e l a t i o n s 
s i g n i f i c a n t a t the .05 l e v e l or b e t t e r are underlined. 

P u t t i n g the data not presented p r e v i o u s l y i n the form of a t a b l e gives 

us the f o l l o w i n g p i c t u r e : 

TABLE 38.- C o r r e l a t i o n among s t a t u s , overload, s u b j e c t i v e p u b l i c 
esteem, and occupational self-esteem among professors, excluding 

a d m i n i s t r a t o r s 

C o r r e l a t i o n w i t h status 
38 (a) N r P 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

S i g n i f i c a n c e of the 
d i f f e r e n c e 

95 

95 

.04 

-.44 

N.S. 

<.01 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

S i g n i f i c a n c e of the 
d i f f e r e n c e z = 5.10 p <.01 

38 (b) 
C o r r e l a t i o n w i t h status 

38 (b) 
N r i 

P 
Su b j e c t i v e p u b l i c esteem 
Q u a l i t a t i v e overload 
S i g n i f i c a n c e of the d i f f e r e n c e 
( d i s r e g a r d i n g d i r e c t i o n ) 

92 
95 

.18 
-.44 

N.S. 
<.01 

Su b j e c t i v e p u b l i c esteem 
Q u a l i t a t i v e overload 
S i g n i f i c a n c e of the d i f f e r e n c e 
( d i s r e g a r d i n g d i r e c t i o n ) z = 2.74 p <.01 
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TABLE 38--continued 

38 (c) 
C o r r e l a t i o n w i t h status 

38 (c) 
N r P 

Occupational self-esteem 92 .11 N.S. ' 

We made three p r e d i c t i o n s w i t h respect to status. We predicted 

t h a t status would be n e g a t i v e l y r e l a t e d t o q u a l i t a t i v e overload and 

t h a t t h i s r e l a t i o n s h i p would be s i g n i f i c a n t l y stronger than the 

r e l a t i o n s h i p between q u a n t i t a t i v e overload and s t a t u s . Both p r e d i c t i o n s 

a r e confirmed, We f u r t h e r predicted t h a t status would i n f l u e n c e 

s u b j e c t i v e p u b l i c esteem. This was not supported by the data. 

Discussion of the Re l a t i o n s h i p between Status 
and Perceived Q u a n t i t a t i v e Overload 

I t seems curious t h a t there should be no r e l a t i o n s h i p between status 

and perceived q u a n t i t a t i v e overload. I s i t not reasonable t o expect 

t h a t as a man increases i n s t a t u s , more and more o b l i g a t i o n s w i l l come 

h i s way: committee assignments, involvement i n p r o f e s s i o n a l s o c i e t i e s , 

n a t i o n a l advisory boards, and so f o r t h . Does not the range of a c t i v i t i e s 

increase as a man advances i n status? Indeed i t does. The c o r r e l a t i o n 

between status and the range of a c t i v i t i e s a professor engages i n i s 

r = .43, which i s s i g n i f i c a n t at b e t t e r than the .01 l e v e l . 

Thus, considering the increase i n range of a c t i v i t i e s , q u a n t i t a t i v e 

overload should be perceived to be greater as a man increases i n status. 

On the other hand, however, a person i s l i k e l y t o adjust t o t h i s s t a t e 

o f a f f a i r s t o the end t h a t h i s s u b j e c t i v e f e e l i n g of being t o r n i n 

d i f f e r e n t d i r e c t i o n s may not increase p r o p o r t i o n a t e l y . A young a s s i s t a n t 

professor may experience the same f e e l i n g of q u a n t i t a t i v e overload i n 
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s p i t e of an o b j e c t i v e l y smaller degree of overload. Can we substantiate 

the hypothesis t h a t the same degree of q u a n t i t a t i v e overload I s experienced 

d i f f e r e n t l y by men of d i f f e r i n g status? We have no d i r e c t evidence, but 

perhaps the f o l l o w i n g argument w i l l s u f f i c e . I n the i n t e r v i e w we found 

t h a t 62% of the f u l l professors gave as one of t h e i r work motivations the 

p l a i n enjoyment of a c t i v i t y . Only 37% of the a s s i s t a n t professors reported 

"FunktidhBiu'sr." as a work m o t i v a t i o n . This d i f f e r e n c e i s s i g n i f i c a n t 

at the .05 l e v e l , and I t was i n t e r p r e t e d as i n d i c a t i n g the e f f e c t of 

prolonged s o c i a l i z a t i o n which makes i t d i f f i c u l t t o specify j u s t why one 

works and f o r what ends. 

Furthermore, when asked about the rewards of the j o b , 627* of the 

associate professors mentioned working conditions while only 307o o f 

the a s s i s t a n t professors d i d . This d i f f e r e n c e i s s i g n i f i c a n t at the .05 

l e v e l . Under the heading "working c o n d i t i o n s " we coded a l l expressions 

of s a t i s f a c t i o n w i t h e x t e r n a l aspects of the work s i t u a t i o n , such as l i t t l e 

p o l i t i c s , the support given to one's work by the u n i v e r s i t y , or t o l e r a n t 

s u p e r i o r s . The r e l a t i v e l y smaller s a t i s f a c t i o n derived from t h i s work 

aspect might again be i n t e r p r e t e d as r e l a t i v e l y less adjustment to the j o b . 

Thus we conclude t h a t while a m u l t i t u d e of demands increases, the 

adjustment t o the Job also increases. Both forces seem to cancel each 

other out so t h a t i n the end there i s no r e l a t i o n s h i p between status and 

q u a n t i t a t i v e overload. 

We should i n t h i s connection also consider the f o l l o w i n g argument: 

I t i s perhaps c o r r e c t t o assume t h a t men of higher rank w i l l get Involved 

i n a greater number of p r o f e s s i o n a l o b l i g a t i o n s . On the other hand 

there i s the f a c t o r of age: i t i s the young men who w i l l be most w i l l i n g 

t o c a r ry the heaviest work load. As a person increases i n age, he w i l l 
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t r y t o reduce h i s work load or overload. Since age and status are 

c o r r e l a t e d ( r = ,71, p <.01), these two f a c t o r s w i l l p u l l i n opposite 

d i r e c t i o n s . I f t h i s argument i s c o r r e c t , then we would expect t h a t 

t h e younger men at each status l e v e l experience the greatest q u a n t i t a t i v e 

o v e r load. The data are presented i n Table 39. 

P r e d i c t i o n : Within-each status l e v e l there w i l l be a s i g n i f i c a n t 
negative c o r r e l a t i o n between age and q u a n t i t a t i v e 
overload. 

TABLE 39.- C o r r e l a t i o n of age and q u a n t i t a t i v e overload i n the 
various status groups 

C o r r e l a t i o n of age and q u a n t i t a t i v e overload 

N r P 

Among Assi s t a n t Professors 45 .11 N.S. 

Among Associate Professors 21 .08 N.S. 

Among F u l l Professors 29 -.03 N.S. 

We see t h a t t h i s p r e d i c t i o n i s not confirmed. This means t h a t we 

cannot a t t r i b u t e the la c k of r e l a t i o n s h i p between status and q u a n t i t a t i v e 

overload t o any opposing e f f e c t of age on q u a n t i t a t i v e overload. 

Discussion of the R e l a t i o n s h i p between 
Status and Subjective Public Esteem 

The r e l a t i o n s h i p between status and -subjective p u b l i c esteem i s not 

s i g n i f i c a n t , although s e l f - i d e n t i t y theory i s very e x p l i c i t about the 

connection between o b j e c t i v e -public esteem and s u b j e c t i v e p u b l i c esteem. 

The r e l a t i o n s h i p found i s curious because i t i s i n s i g n i f i c a n t . 

We f e e l t h a t the best explanation f o r t h i s lack of r e l a t i o n s h i p 

l i e s i n the f a c t t h a t academic rank i s not the best f i t t i n g o p e r a t i o n a l i 

z a t i o n of o b j e c t i v e p u b l i c e v a l u a t i o n . More than one w r i t e r p o i n t s out 

t h a t i n the academic world the i n s t i t u t i o n which confers the s t a t u s , and 
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t h e reference group determining the esteem .are not the same. .Barzun 

(1945) points out t h a t a professor " i s - h i r e d f o r one purpose, expected 

t o c a r r y out another, and p r i z e d f o r achieving a t h i r d : teaching, 

research, prestige-are independent v a r i a b l e s . " Gr Cooley (1931) s t a t e s 

t h a t " i n s t i t u t i o n s and genius a r e - i n the nature-of things a n t i t h e t i c a l , 

and i f a man of genius i s found l i v i n g contentedly i n a u n i v e r s i t y , . i t 

i s p e c u l i a r l y c r e d i t a b l e t o both." F i n a l l y , Wilson (1942) says 

" p a r a d o x i c a l as i t may seem, p r o f e s s i o n a l r e c o g n i t i o n i s achieved through 

a c t i v i t i e s engaging a minor p o r t i o n of the average man's a c t i v i t i e s . " 

Of course, i t i s the b e l i e f of every o r g a n i z a t i o n t h a t i t awards s t a t u s 

on the basis of p r e s t i g e , but Caplow and McGee (1958) p o i n t out how 

t h i s b e l i e f may be too simple a f a i t h . 

Another argument t o e x p l a i n the lack of c o r r e l a t i o n between s t a t u s 

and s u b j e c t i v e p u b l i c esteem i s t o say t h a t w h i l e the value scales 

remain the same-at a l l status l e v e l s , the value standards change. 

C r e a t i v i t y may be^.a value scale a p p l i c a b l e t o a l l ranks but an a s s i s t a n t 

professor may be judged c r e a t i v e simply on the basis of a b r i l l i a n t t h e s i s . 

To a c e r t a i n extent we take a man's rank i n t o c o n s i d e r a t i o n when we 

evaluate him. Since value standards are-set by the group i t might also be 

argued t h a t the r e l a t i v e l y low c o r r e l a t i o n between st a t u s and su b j e c t i v e 

p u b l i c esteem i s due t o the f a c t t h a t a man's reference group changes 

as he-increases i n s t a t u s . 

Status Perceived as Control Over the Job 

We f i n d t h a t w i t h i n the academic ranks--exeluding a d m i n i s t r a t o r s — 

s t a t u s and perception of s e l f as a source of pressure are p o s i t i v e l y 

c o r r e l a t e d . The c o r r e l a t i o n i s r = .28, which i s s i g n i f i c a n t at b e t t e r 
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th a n the .01 l e v e l . This s i g n i f i c a n t r e l a t i o n s h i p helps us i n our 

understanding of the r e l a t i o n s h i p of st a t u s and q u a l i t a t i v e overload. We 

i n t e r p r e t the r e l a t i o n between status and s e l f as pressure t o mean t h a t 

t h e o b j e c t i v e v a r i a b l e 'status' i s s u b j e c t i v e l y perceived by the person--

i n p art a t least--as having c o n t r o l over the j o b . But according to the 

dynamics of self-esteem discussed i n the t h e o r e t i c a l chapter, having 

c o n t r o l over the job should r e s u l t i n a r e d u c t i o n of the self-esteem 

t h r e a t e n i n g q u a l i t a t i v e overload. 

This i s indeed the case. The c o r r e l a t i o n between the s e l f as a 

source of pressure and perceived q u a l i t a t i v e overload i s r = -.29 (p <,01). 

Summary of Hypotheses and P r e d i c t i o n s 

Hypothesis 3a: Status influences the perception of q u a l i t a t i v e 
overload i n t h a t as status increases the perception 
of q u a l i t a t i v e overload w i l l decrease. (SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , there 
w i l l be a s i g n i f i c a n t negative c o r r e l a t i o n between 
status and the index o f perceived q u a l i t a t i v e overload. 

Hypothesis 3b: The r e l a t i o n s h i p between perceived q u a l i t a t i v e overload 
and s t a t u s w i l l be stronger than the r e l a t i o n s h i p 
between s t a t u s and perceived q u a n t i t a t i v e overload. 
(SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the 
c o r r e l a t i o n between status and the index of perceived 
q u a l i t a t i v e overload w i l l be s i g n i f i c a n t l y more negative 
than the c o r r e l a t i o n between status and the index of 
q u a n t i t a t i v e overload. 

Hypothesis 3c: As status increases s u b j e c t i v e p u b l i c esteem w i l l also 
increase. (Not supported) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , there w i l l 
be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between status 
and the index of su b j e c t i v e p u b l i c esteem. 
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The Relationship ̂ Between Overload and the Number 
of Work Hours 

We hypothesized t h a t perceived q u a n t i t a t i v e overload would lead t o 

an increase i n the number of hours the professor spends on h i s p r o f e s s i o n a l 

a c t i v i t i e s . We also hypothesized t h a t the r e l a t i o n s h i p would be s i g n i 

f i c a n t l y weaker between q u a l i t a t i v e overload and the number of work 

hours re p o r t e d . Since we asked both the professor and h i s w i f e f o r an 

estimate of work hours, we present the data from both groups (Table 40), 

We exclude from t h i s analysis again the group of a d m i n i s t r a t o r s f o r the 

reasons given e a r l i e r , and also because i n t h i s group of a d m i n i s t r a t o r s 

the d e f i n i t i o n of what i s meant by "work" does not seem to be a uniform 

one. 

TABLE 40.- C o r r e l a t i o n between overload and work 
hour estimates, as reported by the professors and 

by t h e i r wives, 

C o r r e l a t i o n w i t h 
hours rep. by man 

C o r r e l a t i o n w i t h 
hours rep. by w i f e 

Significance of 
d i f f e r e n c e 

, N r P N r P z p 
Quant. Overload 

Qual. Overload 

S i g n i f i c a n c e of 
d i f f e r e n c e 

86 

86 

.25 

-.09 

<.05 

N.S. 

85 

85 

.03 

-.20 

N.S. 

N.S. 

2.12 

1.01 

<.05 

N.S. 

Quant. Overload 

Qual. Overload 

S i g n i f i c a n c e of 
d i f f e r e n c e z = 3.24 p <.01 z = 2.10 p <-05 

We see t h a t our hypotheses are confirmed f o r the husband's estimate 

of h i s work hours. They are only weakly supported f o r the wife's estimate 

of her husband's work hours. I t i s d i f f i c u l t t o say which estimate.gives 

the more c o r r e c t p i c t u r e o f the a c t u a l s t a t e of a f f a i r s . We do not f e e l 

t h a t we can decide t h i s question i n the present study. 
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We would l i k e t o p o i n t out, however, t h a t the r e l a t i o n s h i p of 

overload and work hours i s i n f l u e n c e d by a t h i r d v a r i a b l e , the degree 

o f perceived l e g i t i m a c y of the pressure. 

Q u a n t i t a t i v e overload was defined as the degree t o which one's own 

p r e f e r r e d time d i s t r i b u t i o n d i f f e r s from the time d i s t r i b u t i o n imposed by 

t h e demands of the job being tog'.numerous i n c e r t a i n areas. Do professors 

accept t h i s - s t a t e of a f f a i r s as l e g i t i m a t e or do they see i t as an 

i l l e g i t i m a t e imposition? 

TABLE 41.- C o r r e l a t i o n between overload and perceived 
l e g i t i m a c y of pressure 

1 
C o r r e l a t i o n w i t h perceived 

l e g i t i m a c y 

N r P 

Q u a n t i t a t i v e Overload 94 -.37 <.01 

Q u a l i t a t i v e Overload 94 -.13 N.S. 

S i g n i f i c a n c e of the 
d i f f e r e n c e z = 2.51 p <.01 

We f i n d i n the above t a b l e a strong i n d i c a t i o n t h a t q u a n t i t a t i v e 

overload i s seen as an i l l e g i t i m a t e i m p o s i t i o n i n c o n t r a s t to q u a l i t a t i v e 

overload, where t h i s a s s o c i a t i o n i s s i g n i f i c a n t l y weaker. Next we-can ask 

whether the degree of perceived l e g i t i m a c y i s also r e l a t e d t o the estimates 

o f work hours. Table 42, shows t h a t •while l e g i t i m a c y i s n e g a t i v e l y 

r e l a t e d t o the professor's estimate of h i s work hours, the r e l a t i o n s h i p 

i s not s i g n i f i c a n t l y d i f f e r e n t from t h a t between the w i f e ' s estimate 

and l e g i t i m a c y . 
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TABLE 42.- C o r r e l a t i o n between the work hour estimates 
of the professors and t h e i r wives w i t h the degree of 

perceived l e g i t i m a c y of pressur.e 

C o r r e l a t i o n w i t h perceived 
l e g i t i m a c y 

N r P 

Work hour estimate reported by 
the professor 86 -.23 <.05 

Work' hour estimate reported by the 
w i f e of the professor 85 -.09 N.S. 

S i g n i f i c a n c e of the 
d i f f e r e n c e z = 1.32 p >.05 

I f we c o n t r o l the r e l a t i o n s h i p between perceived q u a n t i t a t i v e 

overload and the professor's work hour estimate by p a r t i a l l i n g out 

t h e e f f e c t s of perceived l e g i t i m a c y on t h a t r e l a t i o n s h i p , the c o r r e l a t i o n 

o f r = .25 loses s i g n i f i c a n c e . I t becomes r = .18 (p >.05). I f we 

c o n t r o l f o r the degree of perceived l e g i t i m a c y , the c o r r e l a t i o n between 

q u a n t i t a t i v e overload and w i f e ' s estimate of work hours changes from 

r = .03 (p >.05) t o r = -.01 (p >.05). 

I f we c o n t r o l the r e l a t i o n s h i p between perceived q u a l i t a t i v e 

overload and the professor's work hour estimate by p a r t i a l l i n g out 

the e f f e c t s of perceived l e g i t i m a c y on t h a t r e l a t i o n s h i p , the 

r e l a t i o n s h i p remains v i r t u a l l y the same. The c o r r e l a t i o n c o e f f i c i e n t 

o f r = -.09 becomes r = -.12. The r e l a t i o n s h i p between q u a l i t a t i v e 

overload and the w i f e ' s estimate of the husband's work hours also 

remains v i r t u a l l y unchanged when we c o n t r o l f o r the e f f e c t s of perceived 

l e g i t i m a c y . The c o r r e l a t i o n c o e f f i c i e n t of r = -.20 becomes r = -.21. 
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Before we present, the data i n the form of a correlogram we would 

l i k e t o ask ourselves another question: I s the r e l a t i o n s h i p between 

q u a n t i t a t i v e overload and the professor's work hour estimates a f f e c t e d 

by the man's achievement o r i e n t a t i o n ? When we c o n t r o l the c o r r e l a t i o n 

between q u a n t i t a t i v e overload and the man's work estimate f o r achievement 

o r i e n t a t i o n , the c o r r e l a t i o n of r = .25 reduces t o r = .17--Which again 

i s not s i g n i f i c a n t . The d i f f e r e n c e between the c o r r e l a t i o n s i s not 

g r e a t , but as a suggestion i t might be j u s t i f i e d t o s t a t e t h a t working 

more i s used as a technique of coping w i t h q u a n t i t a t i v e overload only 

by men w i t h high achievement o r i e n t a t i o n . C o n t r o l l i n g the other three 

r e l a t i o n s h i p s between overload and work hour estimates of e i t h e r the 

professor or h i s w i f e f o r the e f f e c t s of achievement o r i e n t a t i o n does 

n o t a l t e r the r e l a t i o n s h i p s i n any way worth t a l k i n g about. 
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F i g . 10.- Correlogram of the r e l a t i o n s h i p s among 
overload, l e g i t i m a c y of pressure, and work hour estimates 
of the professor and h i s w i f e - - e x c l u d i n g a d m i n i s t r a t o r s . 
C o r r e l a t i o n s s i g n i f i c a n t at the ,05 l e v e l or b e t t e r are 
underlined. 

We i n f e r from t h i s correlogram t h a t the v a r i a b l e 'perceived 

l e g i t i m a c y of pressure' has some c o n d i t i o n i n g e f f e c t on the r e l a t i o n 

s h i p between q u a n t i t a t i v e overload and the professor's estimate of h i s 

work hours. I t seems as i f the f e e l i n g of f r u s t r a t i o n which i s l i k e l y 

t o accompany i l l e g i t i m a t e demands has e f f e c t s not only on the f e e l i n g 

o f being overloaded, but i t also seems t o make more of what the professor 

does appear to be work. The data from the w i f e suggest t h a t i n a c t u a l i t y 

t h e professor who f e e l s overloaded may not r e a l l y work longer hours, 

b u t t h a t whatever he does j u s t seems to be more of a burden t o him. 

Of course, another i n t e r p r e t a t i o n also may be v a l i d . Conditions 

o f q u a n t i t a t i v e overload make the professor work more. But he has a 

norm as t o how many hours represent a f a i r week's work. I f he has t o 

exceed t h i s number of hours he may f e e l t h a t he i s imposed upon. 

F i n a l l y , we want t o comment on the f a c t t h a t the c o r r e l a t i o n 

between q u a n t i t a t i v e overload and work hours i s so r e l a t i v e l y small. 

We are i n c l i n e d to i n t e r p r e t the r e l a t i v e l y low degree of c o r r e l a t i o n -

i n r e l a t i o n to the absolute l e v e l s o f working hours. I n the t h e o r e t i c a l 

d i s c u s s i o n we stat e d t h a t our concept of overload d i f f e r e d from the way 

J. G. M i l l e r defines i t i n t h a t time was not a constant i n any attempt 

.to cope w i t h the overload. Now, the r e l a t i v e l y small degree of 

a s s o c i a t i o n makes us doubt t h i s . Perhaps professors work even w i t h o u t 

overload to the l i m i t of what i s p o s s i b l e . They work on the average 
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57 hours a week. There are few groups t h a t work more. I f they work 

long hours as a matter of course, then t h i s approaches the kind of 

s i t u a t i o n M i l l e r deals w i t h where time i s no longer a v i a b l e mechanism 

o f coping w i t h overload, thus making the small degree of a s s o c i a t i o n 

between q u a n t i t a t i v e overload and work hours understandable. 

Summary of Hypotheses and P r e d i c t i o n s 

Hypothesis 4a: As q u a n t i t a t i v e overload increases, the number of 
work hours w i l l also increase. ( P a r t l y supported) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , there 
w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between 
the index of perceived q u a n t i t a t i v e overload and 
the professor's estimate of h i s weekly work hours. 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , there 
w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between 
the index of perceived q u a n t i t a t i v e overload and 
the wife's estimate of her husband's weekly work 
hours. 

Hypothesis 4b: The r e l a t i o n s h i p between q u a l i t a t i v e overload and 
the number of work hours w i l l be s i g n i f i c a n t l y 
d i f f e r e n t from the r e l a t i o n s h i p between q u a n t i t a 
t i v e overload and the number of work hours. The 
r e l a t i o n s h i p w i l l be less s t r o n g l y p o s i t i v e or even 
negat i v e . (SUPPORTED) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the 
c o r r e l a t i o n between the index of perceived q u a l i t a 
t i v e overload and the work hour estimate of the 
professor w i l l be s i g n i f i c a n t l y d i f f e r e n t from the 
c o r r e l a t i o n between the index of perceived q u a n t i t a 
t i v e overload and the work hour estimate of the 
professor. 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the 
c o r r e l a t i o n between the index of perceived q u a l i t a t i v e 
overload and the work hour estimate made by the w i f e 
w i l l be s i g n i f i c a n t l y d i f f e r e n t from the c o r r e l a t i o n 
between the index of perceived q u a n t i t a t i v e overload 
and the work hour estimate made by the w i f e . 
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The Relationship.Between Overload and 
Achievement O r i e n t a t i o n 

For the r e l a t i o n s h i p between achievement o r i e n t a t i o n and overload, 

we hypothesized t h a t the greater the achievement o r i e n t a t i o n , the 

g r e a t e r w i l l be the q u a n t i t a t i v e overload. We also hypothesized t h a t 

t h i s r e l a t i o n s h i p would be s i g n i f i c a n t l y more p o s i t i v e than the 

r e l a t i o n s h i p between achievement o r i e n t a t i o n and q u a l i t a t i v e overload. 

Before we enter i n t o a pres e n t a t i o n and discussion of the data we 

want to show again why we decided to exclude the ad m i n i s t r a t o r s i n our 

sample from t h i s a n a l y s i s . We found t h a t the r e l a t i o n s h i p between 

q u a n t i t a t i v e overload and achievement o r i e n t a t i o n was d i f f e r e n t f o r the 

two groups (Table 43), 

TABLE 43.- C o r r e l a t i o n between q u a n t i t a t i v e overload 
and achievement o r i e n t a t i o n among professors and 
among adminis among a d m i n i s t r a t o r s 

C o r r e l a t i o n 
o r i e n t a t i o n and 

of achievement 
quant, overload 

N r P 

Among a l l members of the 
sample 87 .17 N.S. 

Among professors excluding 
a d m i n i s t r a t o r s (a) 78 .25 <.05 

Among a d m i n i s t r a t o r s (b) 9 - .37 N.S. 

Si g n i f i c a n c e of the 
d i f f e r e n c e between 
groups (a) and (b) z = 1.53 p <.10 

1 

How can we e x p l a i n t h i s d i f f e r e n c e i n r e l a t i o n s h i p ? We formulated 

our hypothesis about the p o s i t i v e a s s o c i a t i o n between q u a n t i t a t i v e 

overload and achievement o r i e n t a t i o n by using the f o l l o w i n g r a t i o n a l e : 
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Achievement o r i e n t a t i o n means s t r i v i n g f o r p u b l i c esteem. This w i l l lead 

t o the t a k i n g on of d u t i e s t h a t are seen as instrumental toward t h i s 

g o a l . But what i f the number of d u t i e s i s r e l a t i v e l y f i x e d at an over

loading l e v e l and p u b l i c esteem i s given on t h t basis of reducing t h i s 

e x i s t i n g overload? I n t h i s case the p r e d i c t i o n would go i n the 

opposite d i r e c t i o n . I n other words, only i f the person himself deter

mines the nature of h i s du t i e s w i l l we f i n d a p o s i t i v e c o r r e l a t i o n 

between achievement o r i e n t a t i o n and q u a n t i t a t i v e overload. But at t h i s 

p o i n t we f i n d d i f f e r e n c e s i n our sample. The score f o r the degree to 

which the s e l f i s a source of pressure i s 64.4 f o r the academic ranks 

excluding a d m i n i s t r a t o r s . The same score f o r the a d m i n i s t r a t o r s i s 45.3. 

This d i f f e r e n c e i s not s i g n i f i c a n t b u t i t shows a t r e n d . Since our 

sample of a d m i n i s t r a t o r s i s so small i t is d i f f i c u l t t o o b t a i n 

s i g n i f i c a n t r e s u l t s . I t should a l s o be pointed out t h a t one of the 

subscales of achievement o r i e n t a t i o n — e m p h a s i s on r e s e a r c h — i s less 

a p p l i c a b l e t o a d m i n i s t r a t o r s , although the d i f f e r e n c e of the means i s 

again not s i g n i f i c a n t . 

F i n a l l y , there i s one more deduction that should be made. I f 

achievement o r i e n t a t i o n means s t r i v i n g f o r p u b l i c esteem, and p u b l i c 

esteem influences self-esteem, and i f furthermore the r e l a t i o n s h i p 

between q u a n t i t a t i v e overload and achievement o r i e n t a t i o n i s d i f f e r e n t 

f o r professors and a d m i n i s t r a t o r s , then the r e l a t i o n s h i p between q u a n t i 

t a t i v e overload and occupational self-esteem should also be d i f f e r e n t 

i n the two groups. This i s indeed the case. The r e l a t i o n s h i p between 

q u a n t i t a t i v e overload and occupational self-esteem was s i g n i f i c a n t l y 

stronger among a d m i n i s t r a t o r s , as we saw e a r l i e r . 
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I n summary, we can say th a t our assumption t h a t overload has a 

d i f f e r e n t meaning f o r professors than f o r a d m i n i s t r a t o r s seems 

s u f f i c i e n t l y supported to exclude a d m i n i s t r a t o r s from t h i s a n a l y s i s . 

Thus, our p r e d i c t i o n reads: 

P r e d i c t i o n : Among p r o f e s s o r s — e x c l u d i n g a d m i n i s t r a t o r s — t h e r e 
w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between 
our index o f achievement o r i e n t a t i o n and the index 
of perceived q u a n t i t a t i v e overload. 

With respect t o the r e l a t i o n s h i p between achievement o r i e n t a t i o n 

and q u a l i t a t i v e overload we hypothesized t h a t i t should be d i f f e r e n t 

from the r e l a t i o n s h i p between q u a n t i t a t i v e overload and achievement 

o r i e n t a t i o n . We came to t h i s conclusion because, since q u a l i t a t i v e 

overload i s c l e a r l y n e g a t i v e l y r e l a t e d t o p u b l i c esteem, we assumed 

t h a t a person of high achievement o r i e n t a t i o n would t r y t o avoid creat 

q u a l i t a t i v e overload f o r himself. I f t h i s assumption i s c o r r e c t , then 

we should f i n d a negative c o r r e l a t i o n between the s e l f as a source of 

pressure and q u a l i t a t i v e overload. This i s the case. The c o r r e l a t i o n 

i s r • -.29, which i s s i g n i f i c a n t a t the .01 l e v e l . We thus p r e d i c t 

the f o l l o w i n g : 

P r e d i c t i o n : The c o r r e l a t i o n between the index of achievement 
o r i e n t a t i o n and the index o f perceived q u a n t i t a t i v e 
overload w i l l be s i g n i f i c a n t l y more p o s i t i v e than 
the c o r r e l a t i o n between the index of achievement 
o r i e n t a t i o n and the index of perceived q u a l i t a t i v e 
overload among p r o f e s s o r s — e x c l u d i n g a d m i n i s t r a t o r s . 
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TABLE 44: C o r r e l a t i o n between overload and achievement 
o r i e n t a t i o n among professors, excluding a d m i n i s t r a t o r s 

C o r r e l a t i o n w i t h achievement 
o r i e n t a t i o n 

N r P 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

78 

78 

.25 

-.15 

< .05 

N.S. 

S i g n i f i c a n c e o f the 
d i f f e r e n c e z = 3.68 p < .01 

We see from Table 44, above, t h a t both p r e d i c t i o n s i n support o f 

the corresponding hypotheses are confirmed. But what do the data 

i n d i c a t e when we consider each subscale separately? Table 45 presents 

the c o r r e l a t i o n s between overload and the seven subscales. 
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TABLE 45.- C o r r e l a t i o n between overload and the 
seven subscales of the achievement o r i e n t a t i o n 
index among professors, excluding a d m i n i s t r a t o r s 

Subscale N C o r r e l a t i o n w i t h 
quant i t . over1oad 

C o r r e l a t i o n w i t h 
q u a l i t . overload 

Si g n i f i c a n c e of 
the d i f f e r e n c e 

r P r P z P 

Achievement 
Self-Conf. .03 N.S. -.30 < .05 3.02 < .01 

D r i v e 78 .22 N.S. -.02 N.S. 2.27 < .05 

Leadership 78 .24 < .05 -.17 N.S. 3.80 < .01 

Range of 
A c t i v i t i e s 78 .22 N.S. -.35 < .01 5.52 < .01 

Pusb-ing of 
S e l f 78 .39 < .01 .12 N.S. 2.57 •= .01 

Emphas i s on 
Research 78 .04 N.S. -.01 N.S. 0.45 N.S. 

A t t . towards 
Pressure 78 -.02 N.S. .16 N.S. 1.61 N.S. 

We hypothesized t h a t high achievement o r i e n t a t i o n i n the s t r i c t l y 

academic ranks would show i t s e l f i n the tendency t o take on more d u t i e s 

than the man can handle comfortably. Those of the subscales which seem 

best s u i t e d to assess t h i s tendency are leadership, range of a c t i v i t i e s , 

pushing of s e l f , and d r i v e . One might wonder whether 'leadership' belongs 

i n t o t h i s group, but we f e e l t h a t i n the academic s e t t i n g w i t h i t s l i m i t e d 

p o s s i b i l i t i e s f o r d e l e g a t i o n of work among colleagues, the assumption of 

leadership f u n c t i o n s w i l l i n v o l v e an increased amount o f work f o r the 

leader h i m s e l f . Two of the four scales assumed to assess the i n c l i n a 

t i o n to take on more work r e l a t e s i g n i f i c a n t l y to q u a n t i t a t i v e overload. 

The other two scales approach s i g n i f i c a n c e and would be s i g n i f i c a n t i f 

we used a o n e - t a i l t e s t . Moreover, one might say t h a t increasing one's 
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range of a c t i v i t i e s w i l l not be an automatic way of increasing achievement. 
Spreading oneself too t h i n might be a c t u a l l y d e t r i m e n t a l to achievement. 
We proceeded on the assumption that i ncreasing one's range of a c t i v i t i e s 
represented an increase of one's p a r t i c u l a r domain more than would a 
branching out i n t o unconnected areas of work. Since the c o r r e l a t i o n 
between range of a c t i v i t i e s and 'achievement/self-confidence'--our 
best measure of a c t u a l achievement--is r = .45 (p < .01), t h i s seems 
a j u s t i f i e d assumption. But since the c o r r e l a t i o n i s not g r e a t e r , our 
assessment of range of a c t i v i t i e s might w e l l contain some of the tendency 
t o spread oneself t h i n . 

We d i d not make any strong p r e d i c t i o n s about the r e l a t i o n s h i p between 

achievement o r i e n t a t i o n and q u a l i t a t i v e overload. However, the s i g n i f i 

cant r e l a t i o n s h i p s we do f i n d seem p l a u s i b l e . I t seems reasonable to 

assume that a person whose low achievement o r i e n t a t i o n expresses i t s e l f 

i n a narrow range of a c t i v i t i e s w i l l preceive himself as not l i v i n g up to 

the norms of the j o b . Another i n t e r p r e t a t i o n of the same r e l a t i o n s h i p 

would be t h a t a person who f e e l s t h a t he i s not up to the demands of the 

job w i l l r e s t r i c t h i s range of a c t i v i t i e s i n order to avoid f a i l u r e . 

I t w i l l probably be best to assume an interdependent r e l a t i o n s h i p . The 

r e l a t i o n s h i p between 'achievement/self-confidence' and perceived q u a l i t a 

t i v e overload i s t o be expected since both do i n p a r t , at l e a s t , measure 

the same t h i n g . 

We would l i k e t o add a t t h i s p o i n t a short discussion o f the 

r e l a t i o n s h i p s among the v a r i a b l e s " s e l f as a source of pressure,' 

' q u a l i t a t i v e overload, 1 and 'perceived l e g i t i m a c y of pressure,' 

as represented i n F i g . 11. 
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Self as a source 
of pressure 

\ 
-.29 

.30 Perceived 
l e g i t i m a c y of pressure 

/ 
/ 

-.13 
/ 

Q u a l i t a t i v e 
overload 

F i g . 11: Correlogram showing the r e l a t i o n s h i p s between 
q u a l i t a t i v e overload, perceived l e g i t i m a c y of pressure, and 
s e l f as a source of pressure among professors, excluding ad
m i n i s t r a t o r s . S t r a i g h t l i n e s i n d i c a t e s i g n i f i c a n t r e l a t i o n s h i p s . 
Broken l i n e s i n d i c a t e t h a t the r e l a t i o n s h i p i s not s i g n i f i c a n t . 

Among p r o f e s s o r s — e x c l u d i n g a d m i n i s t r a t o r s — w e f i n d a p o s i t i v e 

r e l a t i o n s h i p between the s e l f as a source of pressure and the perceived 

l e g i t i m a c y of the pressure. We assume t h a t l e g i t i m a c y means t h a t the 

pressure i s accepted by the s e l f . I t i s reasonable t o assume, also, that 

pressure which the s e l f creates is.accepted by the s e l f . A f u r t h e r 

e xplanation of the p o s i t i v e r e l a t i o n s h i p between the s e l f as a source o f 

pressure and the perceived l e g i t i m a c y would be t h a t pressures t h a t are 

seen as l e g i t i m a t e and j u s t i f i e d are more acceptable to the s e l f . We 

assume t h a t i t i s easier f o r the s e l f to i n t e r n a l i z e a l e g i t i m a t e 

pressure than an i l l e g i t i m a t e one. Ihe c o r r e l a t i o n between the s e l f as 

a source of pressure and the degree of perceived l e g i t i m a c y of pressure 

i s r - .30, which i s s i g n i f i c a n t a t b e t t e r than the .01 l e v e l . On the 

other hand, the c o r r e l a t i o n between the s e l f as a source of pressure 

and q u a l i t a t i v e overload i s negative ( r •= -.29, p < .01). Thus, we 

might l o g i c a l l y expect a negative r e l a t i o n s h i p between perceived 
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l e g i t i m a c y and q u a l i t a t i v e overload. There i s no such r e l a t i o n s h i p 

( r = -.13, p > .05), however. The d i f f e r e n c e between the c o r r e l a t i o n s i s 

u n f o r t u n a t e l y not s i g n i f i c a n t . S t i l l , we f e e l t h a t there i s suggestive 

evidence i n d i c a t i n g t h a t professors tend not to create q u a l i t a t i v e over

load f o r themselves, but t h a t e x i s t i n g q u a l i t a t i v e overload might or 

might not be considered l e g i t i m a t e . Thus, an overload t h a t i s not s e l f -

induced could nevertheless be perceived as l e g i t i m a t e . The suggestion 

t h a t q u a l i t a t i v e overload i s perceived as coming from without adds 

f u r t h e r support t o the hypothesis, discussed e a r l i e r , t h a t q u a l i t a t i v e 

overload a f f e c t s occupational self-esteem v i a the r e s u l t i n g p u b l i c esteem. 

Summary of Hypotheses and p r e d i c t i o n s 

Hypothesis 5a: The greater the achievement o r i e n t a t i o n , the greater 
w i l l be the q u a n t i t a t i v e overload. (SUPPORTED) 

P r e d i c t i o n : Among p r o f e s s o r s — e x c l u d i n g a d m i n i s t r a t o r s — t h e r e 
w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between 
the index of achievement o r i e n t a t i o n and the index 
of perceived q u a n t i t a t i v e overload. 

Hypothesis 5b: The r e l a t i o n s h i p between achievement o r i e n t a t i o n and 
q u a l i t a t i v e overload w i l l be s i g n i f i c a n t l y more i n 
negative d i r e c t i o n than the r e l a t i o n s h i p between 
achievement o r i e n t a t i o n and q u a n t i t a t i v e overload. 
(SUPPORTED) 

P r e d i c t i o n : The c o r r e l a t i o n between the index of achievement 
o r i e n t a t i o n and the index of perceived q u a n t i t a t i v e 
overload w i l l be s i g n i f i c a n t l y more p o s i t i v e than the 
c o r r e l a t i o n between the index of achievement o r i e n t a 
t i o n and the index of q u a l i t a t i v e overload among 
p r o f e s s o r s — e x c l u d i n g a d m i n i s t r a t o r s . 

This concludes the discussion of the r e l a t i o n s h i p among the 

psychological v a r i a b l e s . We t u r n now to a discussion of those r e l a t i o n 

ships t h a t i n v o l v e both p h y s i o l o g i c a l and psychological v a r i a b l e s . 



CHAPTER V I 

RESULTS: FINDINGS CONCERNED WITH THE RELATIONSHIPS AMONG 
PSYCHOLOGICAL AND PHYSIOLOGICAL VARIABLES 

Up t o now our discussion has remained w i t h i n the same l e v e l o f 

a b s t r a c t i o n , namely the ps y c h o l o g i c a l l e v e l . Even the e f f e c t s of sta t u s 

were explained by reference t o t h e i r psychological meaning. As long as we 

remained w i t h i n the same l e v e l of a b s t r a c t i o n , i t was appropriate to make 

causal statements at l e a s t i n our t h e o r e t i c a l discussion. Whether i t i s 

permissible to make causal statements t h a t cut across l e v e l s of a b s t r a c t i o n 

Is a much more disputed question. Moreover, i n dealing w i t h p h y s i o l o g i c a l 

v a r i a b l e s we are de a l i n g w i t h v a r i a b l e s where many of the l i n k s i n the 

causal chain among the p h y s i o l o g i c a l events are s t i l l obscured. This i s 

another reason t h a t makes i t advisable to t a l k of associations or r e l a t i o n 

ships only and to avoid a l l statements of c a u s a l i t y . For these reasons 

we decided to separate the di s c u s s i o n of the r e l a t i o n s h i p s between v a r i a b l e s 

of d i f f e r e n t l e v e l s of a b s t r a c t i o n , and to subsume them under a separate 

chapter. 

The R e l a t i o n s h i p between Overload and Cholesterol 

We hypothesized on the basis o f previous f i n d i n g s i n the l i t e r a t u r e 

t h a t q u a n t i t a t i v e as w e l l as q u a l i t a t i v e overload should be r e l a t e d to 

serum c h o l e s t e r o l l e v e l s . Our c o r r e l a t i o n a l a n a l y s i s gives us the 

f o l l o w i n g data (again, excluding the a d m i n i s t r a t o r s ) : 

134 
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TABLE 46.- C o r r e l a t i o n between c h o l e s t e r o l and 
overload 

C o r r e l a t i o n w i t h c h o l e s t e r o l 
N r P 

Q u a n t i t a t i v e overload 

Q u a l i t a t i v e overload 

91 

91 

+ .15 

+.03 

N.S, 

N.S. 

Sig n i f i c a n c e of the 
d i f f e r e n c e z - 1.13 p > 0.05 

We see t h a t none of the three hypotheses i s supported i n t h i s 

sample. We want t o p o i n t out t h a t we stated these hypotheses only 

t e n t a t i v e l y , since we are not measuring overload i n a temporary and 

s p e c i f i c stress s i t u a t i o n , b ut as a chronic c o n d i t i o n . I n the l i t e r a t u r e , 

the established r e l a t i o n s are f o r the most p a r t between a temporaray stress 

s i t u a t i o n and c h o l e s t e r o l . 

We pointed out i n our disc u s s i o n of c h o l e s t e r o l t h a t i t i s r e l a t e d 

t o age. Q u a l i t a t i v e overload i s also r e l a t e d to age ( r *= -.36, p < .01). 

Could age be a c o n d i t i o n i n g v a r i a b l e ? I f we c o n t r o l f o r the e f f e c t s of 

age, the c o r r e l a t i o n between q u a l i t a t i v e overload and c h o l e s t e r o l becomes 

r • .09, which i s not s i g n i f i c a n t . The d i f f e r e n c e i n the c o r r e l a t i o n s i s 

a l s o not s i g n i f i c a n t . Thus we are l e f t w i t h the conclusion t h a t overload 

and c h o l e s t e r o l do not seem to be r e l a t e d i n our sample. 

Summary of Hypotheses and P r e d i c t i o n s 

Hypothesis 6a: The higher the q u a n t i a t i v e overload the higher the 
serum c h o l e s t e r o l l e v e l . (Not supported) 

'Prediction: Among professors, excluding a d m i n i s t r a t o r s , there w i l l be 
a p o s i t i v e c o r r e l a t i o n between the index of q u a n t i t a t i v e 
overload and the measure o f serum c h o l e s t e r o l . 
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Hypothesis 6b: The higher the q u a l i t a t i v e overload the higher w i l l be 
the serum c h o l e s t e r o l level. (Not supported) 

P r e d i c t i o n : Among pro f e s s o r s , excluding a d m i n i s t r a t o r s , there w i l l 
be a p o s i t i v e c o r r e l a t i o n between the index o f perceived 
q u a l i t a t i v e overload and the measure of serum c h o l e s t e r o l . 

Hypothesis 6c: Q u a l i t a t i v e overload and serum "ch o l e s t e r o l l e v e l s w i l l 
be r e l a t e d more s t r o n g l y than q u a n t i t a t i v e overload and 
serum c h o l e s t e r o l l e v e l s . (Not supported) 

P r e d i c t i o n : Among professors, excluding a d m i n i s t r a t o r s , the c o r r e l a t i o n 
between the index of q u a l i t a t i v e overload and the measure 
of serum c h o l e s t e r o l w i l l be s i g n i f i c a n t l y more p o s i t i v e 
than the c o r r e l a t i o n between the index of q u a n t i t a t i v e 
overload and the measure of serum c h o l e s t e r o l . 

The Relationship between Achievement O r i e n t a t i o n 
and Serum Uric Acid 

We t u r n next to a c o n s i d e r a t i o n of the r e l a t i o n s h i p between achieve

ment o r i e n t a t i o n and serum u r i c a c i d . We hypothesized t h a t as serum u r i c 

acid l e v e l s increased, achievement o r i e n t a t i o n would also increase. We 

t r a n s l a t e d our hypothesis i n t o the f o l l o w i n g p r e d i c t i o n : There w i l l be a 

s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n between serum u r i c a c i d values and the 

index of achievement o r i e n t a t i o n . The data are presented i n Table 47. 

TABLE 47.- C o r r e l a t i o n between serum u r i c a c i d , 
achievement o r i e n t a t i o n index, and the seven 

subscales of t h i s index 

C o r r e l a t i o n w i t h serum u r i c acid 
N r P 

A 0 B Score 87 .61 < .01 
Achievement and Self-confi&ence 87 .52 < .01 
Drive 87 .50 < .01 

Leadership 87 .49 < .01 

Range of A c t i v i t i e s 87 .41 < .01 

Pushing of S e l f 87 .39 < .01 

Emphasis on Research 87 .19 N.S. 

A t t i t u d e toward Fressure 87 .18 N.S. 
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We see t h a t the AOR score and f i v e of the seven subscales are 

s i g n i f i c a n t l y r e l a t e d t o the l e v e l o f u r i c acid i n the serum. The sub-

scales, "Achievement and Self-confidence," "Drive," and "Leadership," 

c o r r e l a t e highest w i t h serum u r i c a c i d . However, u n t i l t h i s measure of 

achievement o r i e n t a t i o n i s c r o s s - v a l i d a t e d , we cannot say t h a t the same 

three subscales w i l l again emerge as the highest. 

The r e l a t i o n s h i p s between achievement o r i e n t a t i o n and serum u r i c a c i d 

w i t h i n the four s t a t u s groups are presented i n Appendix S . The r e l a t i o n 

ships are, w i t h a few exceptions, e s s e n t i a l l y the same w i t h i n the status 

groups. Where there are d i f f e r e n c e s we cannot say whether or not these 

are r e l i a b l e or due to the r e d u c t i o n i n size of the sample. That fewer 

c o r r e l a t i o n c o e f f i c i e n t s reach the set l e v e l of s i g n i f i c a n c e (p < .05) 

seems t o be r e l a t e d t o the smaller number o f cases i n each status group. 

For these reasons we p r e f e r not to speculate about the possible meaning 

of d i f f e r e n c e s among status groups. 

Summary of Hypothesis and p r e d i c t i o n 

Hypothesis 7: As serum u r i c a c i d l e v e l s increase, achievement 
o r i e n t a t i o n w i l l a lso increase. (SUPPORTED) 

P r e d i c t i o n : There w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n 
between the measures o f serum u r i c acid and the 
scores on the index of achievement o r i e n t a t i o n . 

The R e l a t i o n s h i p between Achievement O r i e n t a t i o n 
and C h o l e s t e r o l 

We hypothesized, mainly on the basis of the work by Friedman and 

Rosenmann (1958), t h a t serum c h o l e s t e r o l l e v e l s should be r e l a t e d to 

h igh l e v e l s of achievement o r i e n t a t i o n . Our p r e d i c t i o n was, "There w i l l 

be a p o s i t i v e s i g n i f i c a n t c o r r e l a t i o n between the scores on the index 

of achievement o r i e n t a t i o n and the measures of serum c h o l e s t e r o l l e v e l s . " 
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We see from Table 48, below, th a t the hypothesis i s not supported. 
Neither the AOR score nor any of i t s s u b s c a l e s are s i g n i f i c a n t l y r e l a t e d 
to the l e v e l of c h o l e s t e r o l . Because of the s i z e a b l e number of c a s e s 
s t u d i e d , the chance that a r e l a t i o n s h i p l i k e the one suggested by 
Freidman and Rosenman (1958) could be p r e s e n t but undetected i n these 
data i s n e g l i g i b l e and does not need to be considered. 

TABLE 48.- C o r r e l a t i o n between c h o l e s t e r o l , achievement 
o r i e n t a t i o n index, and the seven s u b s c a l e s of t h i s index 

C o r r e l a t i o n w i t h c h o l e s t e r o l 

N r P 

A 0 B Score 87 .03 N.S. 

Achievement and S e l f - c o n f i d e n c e 87 .11 N.S. 

Driv e 87 -.01 N.S. 

Leadership 87 .14 N.S. 

Range of A c t i v i t i e s 87 .14 N.S. 

Pushing of S e l f 87 -.08 N.S. 

Emphasis on Research 87 -.08 N.S. 

A t t i t u d e toward P r e s s u r e 87 -.10 N.S 

D i s c u s s i o n of the D i f f e r e n t i a l R e l a t i o n s h i p of Serum 
U r i c A c i d and C h o l e s t e r o l w i t h Achievement O r i e n t a t i o n 

The l a c k of p o s i t i v e a s s o c i a t i o n shown above i s an unexpected 

f i n d i n g and needs f u r t h e r c o n s i d e r a t i o n , e s p e c i a l l y s i n c e the d i f f e r 

ences become even more s t r i k i n g when we c o n t r o l the r e l a t i o n s h i p between 

c h o l e s t e r o l and achievement o r i e n t a t i o n f or the e f f e c t s of serum u r i c 

a c i d l e v e l s on that r e l a t i o n s h i p . The c o r r e l a t i o n between serum u r i c 
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a c i d and c h o l e s t e r o l i s r - .22, which i s s i g n i f i c a n t at the .05 l e v e l . 

The d i f f e r e n c e s i n the r e l a t i o n s h i p s between serum u r i c a c i d and 

achievement o r i e n t e d behavior, and c h o l e s t e r o l and achievement oriented 

behavior, are s i g n i f i c a n t i n a l l e i g h t i n s t a n c e s (Table 4 9 ) . Thus, as a 

group, men w i t h high c h o l e s t e r o l l e v e l s show average achievement o r i e n t e d 

behavior i n a l l i t s a s p e c t s measured here, which i s l e s s than what we 

f i n d i n men w i t h high l e v e l s of serum u r i c a c i d . 

TABLE 49.- D i f f e r e n c e s i n the c o r r e l a t i o n s between 
the achievement o r i e n t a t i o n index, i t s s u b s c a l e s , 
and serum u r i c a c i d and c h o l e s t e r o l , r e s p e c t i v e l y 

Serum U r i c A c i d 
" c o r r e c t e d r " 

C h o l e s t e r o l 
" c o r r e c t e d r " 

S i g n i f i c a n c e of 
the d i f f e r e n c e 

AOB Score .62 -.10 z 1 = 5.58, P < .001 

A c h . / S e l f - c o n f . .52 -.01 z 3.81, P < .001 

D r i v e .52 -.14 z = 4.69, P < .001 

L e a d e r s h i p .47 • .04 z = 3.04, P < .01 

Range of A c t i v . .39 .06 z = 2.28, P < .05 

Pushing of S e l f .42 -.18 z 4.09, P < .001 

Emph. on Research .21 -.13 z = 2.18, P < .05 

A t t . toward P r e s s u r e .20 -.15 z 2.27, P < .05 

" C o r r e c t e d r " means the c o r r e l a t i o n s between the v a r i a b l e s a f t e r 
c o n t r o l l i n g f o r the c o r r e l a t i o n between c h o l e s t e r o l and serum 
u r i c a c i d ( r = .22, p < .05). 

How can we e x p l a i n t h i s l a c k of r e l a t i o n s h i p between c h o l e s t e r o l 

and achievement o r i e n t a t i o n ? At the conceptual l e v e l , " p e r s i s t e n t d e s i r e 

f o r r e c o g n i t i o n " comes c l o s e to what we c a l l ' s t a t u s s t r i v i n g . ' "Habitual 

p r o p e n s i t y to a c c e l e r a t e t h e i r pace of l i v i n g and working" sounds l i k e our 
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concept of ' d r i v e . ' But we do not have a concept t h a t seems to correspond 

to what Friedman and Rosenman c a l l " e x c e s s i v e competitive d r i v e . " On the 

other hand, t h e i r behavior p a t t e r n does not seem to include such aspects 

as tendency to l e a d e r s h i p , range o f a c t i v i t i e s , or achievement and s e l f -

c onfidence. Thus, we see th a t even at the conceptual l e v e l the two 

p a t t e r n s are not as s i m i l a r as they might appear. Moreover, when i t 

comes to the o p e r a t i o n a l i z a t i o n of the v a r i o u s a s p e c t s of the concept, 

the two s t u d i e s seem q u i t e d i f f e r e n t , although we can't say how much 

d i f f e r e n t s i n c e we don't know on the b a s i s of what cues the judges rated 

a person as e x h i b i t i n g behavior p a t t e r n A. 

But i f we conclude t h a t "Behavior P a t t e r n A" and "Achievement 

O r i e n t a t i o n " are d i f f e r e n t concepts, then t h i s r a i s e s the question as to 

what I s the d i f f e r e n c e between the two. We cannot make a d i r e c t comparison 

between our group of u n i v e r s i t y p r o f e s s o r s and the samples used i n other 

s t u d i e s ; we don't have the data. But we can look w i t h i n our group of 

p r o f e s s o r s a t the context of serum u r i c a c i d and c h o l e s t e r o l , r e s p e c t i v e l y . 

From such a comparison we may be able to draw i n f e r e n c e s which y i e l d u s e f u l 

hypotheses f or f u t u r e r e s e a r c h . 

I n which d i r e c t i o n s h a l l we s e a r c h ? The study by Friedman et a l . 

(1959) on the r e l a t i o n of c h o l e s t e r o l to c y c l i c a l s t r e s s was done among 

owners or r e s p o n s i b l e p a r t n e r s of accounting f i r m s . Thus, i t might be 

assumed t h a t i n t h i s group, s t r i v i n g c a r r i e d w i t h i t an element of worry and 

a n x i e t y . K i s s i n et a l . (1959) d e s c r i b e the men i n c l i n e d to coronary 

d i s e a s e as c e a s e l e s s s t r i v i n g without j o y . On the b a s i s of these leads 

we hypo t h e s i z e t h a t the s t r i v i n g of men w i t h high c h o l e s t e r o l l e v e l s w i l l 

b e s t be d i s t i n g u i s h e d from the achievement o r i e n t e d behavior of men w i t h 

h i g h l e v e l s of serum u r i c a c i d by the presence or absence of 
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worry and a n x i e t y . 

T h i s study does not c o n t a i n any measures of a n x i e t y . We d i d , however, 

ask the w i f e to i n d i c a t e how much the husband w o r r i e s about a number of 

job and l i f e a s p e c t s . The average of these r a t i n g s y i e l d e d a "worry index" 

d e s c r i b e d i n more d e t a i l i n Appendix T. How does t h i s worry index r e l a t e 

to serum u r i c a c i d and c h o l e s t e r o l , r e s p e c t i v e l y ? I f our hypothesis i s 

c o r r e c t , then the r e l a t i o n s h i p of serum u r i c a c i d and the worry index 

should d i f f e r s i g n i f i c a n t l y from the r e l a t i o n s h i p of c h o l e s t e r o l and the 

worry index. The data are p r e s e n t e d i n Table 50. 

TABLE 50.* D i f f e r e n c e s i n the c o r r e l a t i o n s 
of serum u r i c a c i d and c h o l e s t e r o l w i t h 

the worry Index ( w i f e r e p o r t i n g ) 

C o r r e l a t i o n w i t h '.'worry index" 

N r P 
Serum u r i c a c i d 87 -.24 < .05 

C h o l e s t e r o l 87 .00 N.S. 

S i g n i f i c a n c e of the 
d i f f e r e n c e z = 2.09 P < .05 

Unf o r t u n a t e l y , these data lend only weak support to our h y p o t h e s i s . 

I t i s true t h a t the r e l a t i o n s h i p between serum u r i c a c i d and worrying i s 

s i g n i f i c a n t l y d i f f e r e n t from the r e l a t i o n s h i p between c h o l e s t e r o l and 

worrying. However, we cannot say t h a t men w i t h h i g h c h o l e s t e r o l l e v e l s 

worry a g r e a t deal--which i s what our hypothesis i m p l i e d . We can only say 

t h a t men w i t h high serum u r i c a c i d l e v e l s worry s i g n i f i c a n t l y l e s s than 

men w i t h h i g h c h o l e s t e r o l l e v e l s . The l a c k of c o r r e l a t i o n between worrying 

and c h o l e s t e r o l i s i n l i n e w i t h f a c t o r - a n a l y t i c data presented by 
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C a t t e l l and S c h e i e r (1961) who a l s o f a i l e d to f i n d an a s s o c i a t i o n between 
a n x i e t y — a s measured by t h e i r s c a l e U.I. 2 4 — a n d t h e i r c h o l e s t e r o l / p u l s e 
r a t e f a c t o r . On the b a s i s of a second-order f a c t o r a n a l y s i s , C a t t e l l 
and S c h e i e r (1961) conclude t h a t i n c r e a s e i n serum c h o l e s t e r o l l e v e l 
might be a d i s t i n c t way of r e a c t i n g to f r u s t r a t i o n . 

What groups of people are l i k e l y to be f r u s t r a t e d and might thus be 

expected to r e a c t to f r u s t r a t i o n w i t h r a i s e d c h o l e s t e r o l l e v e l s ? We w i l l 

assume th a t those who p e r c e i v e the p r e s s u r e they a r e under as i l l e g i t i m a t e , 

and .those who do not f e e l that they themselves are the source of p r e s s u r e , 

w i l l be more l i k e l y to be f r u s t r a t e d . The data a v a i l a b l e show a trend 

i n t h i s d i r e c t i o n . The c o r r e l a t i o n between c h o l e s t e r o l and the degree 

of perceived l e g i t i m a c y i s r •= -.10 (p > .05). The c o r r e l a t i o n between 

c h o l e s t e r o l and s e l f as a source of p r e s s u r e i s a l s o negative ( r «• .08, 

p > .05). I n both case s the r e l a t i o n s h i p w i t h serum u r i c a c i d i s i n the 

o p p o s i t e — i . e . , p o s i t i v e - - d i r e c t i o n . The c o r r e l a t i o n between serum u r i c 

a c i d and the degree of p e r c e i v e d l e g i t i m a c y i s r = .09 (p > .05). The 

c o r r e l a t i o n between serum u r i c a c i d and s e l f as a source of p r e s s u r e 

i s r = .05 (p > .05). 

I n c o n c l u s i v e as these data a r e , they do p o i n t out a trend t h a t seems 

worthwhile p u r s u i n g . We suggest the fol l o w i n g h y p o t h e s i s f or f u t u r e r e 

s e a r c h w i t h a l a r g e r sample and w i t h more cogent questions: Men who 

s t r i v e h a p p i l y and wi t h a sense of enjoyment and s a t i s f a c t i o n w i l l be 

those w i t h h i g h serum u r i c a c i d l e v e l s ; men whose s t r i v i n g i s a response 

to f r u s t r a t i o n w i l l be those who show e l e v a t e d l e v e l s of serum c h o l e s t e r o l . 

We b e l i e v e t h a t ' d r i v i n g ' v e r s u s 'being d r i v e n ' w i l l appear as the v a r i a b l e 

t h a t s e p a r a t e s men w i t h h i g h l e v e l s of serum u r i c a c i d from those w i t h 

high l e v e l s of serum c h o l e s t e r o l . 
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Summary of Hypotheses and P r e d i c t i o n s 

Hypothesis 8: As achievement o r i e n t a t i o n i n c r e a s e s , serum c h o l e s t e r o l 
l e v e l s w i l l a l s o i n c r e a s e . (Not supported) 

P r e d i c t i o n ( a ) : There w i l l be a s i g n i f i c a n t p o s i t i v e c o r r e l a t i o n 
between the index of achievement o r i e n t a t i o n and 
the measurement of serum c h o l e s t e r o l l e v e l . 

T h i s concludes the p r e s e n t a t i o n and d i s c u s s i o n of the data. 

I n the next chapter we t r y to summarize the f i n d i n g s , draw c o n c l u s i o n s , 

and p o i n t a t areas f o r f u t u r e r e s e a r c h . 



CHAPTER V I I 

SUMMARY, CONCLUSIONS, AND SUGGESTIONS 

Summary 

T h i s study i s the attempt to p r e s e n t a matrix of r e l a t i o n s h i p s 

surrounding two k i n d s of work p r e s s u r e : ( a ) q u a n t i t a t i v e overload, 

d e f i n e d as the p r e s s u r e a r i s i n g from the fact- t h a t a person's p r e f e r r e d 

time d i s t r i b u t i o n i s d i s c r e p a n t from the r e q u i r e d time d i s t r i b u t i o n 

due to the q u a n t i t y of demands i n c e r t a i n areas of the job, and (b) 

q u a l i t a t i v e overload, the d i s c r e p a n c y between a p r e s e n t l y h e l d s k i l l 

l e v e l and the s k i l l l e v e l r e q u i r e d by the job. 

Secondly, t h i s study r e l a t e s a c h a r a c t e r i s t i c of the person, 

achievement o r i e n t a t i o n , to serum u r i c a c i d , an end-product of human 

metabolism. 

L a s t l y , a h y p o t h e s i s i s developed to d i f f e r e n t i a t e the achievement 

o r i e n t a t i o n found i n men with h i g h l e v e l s of serum u r i c a c i d from the 

k i n d of s t r i v i n g we see i n men w i t h high l e v e l s of serum c h o l e s t e r o l . 

Chapter I I o u t l i n e s r e l e v a n t concepts of s e l f - i d e n t i t y theory as 

developed by D. R. M i l l e r (1963) and French and Sherwood (1963) which 

provide the t h e o r e t i c a l background f o r the d i s c u s s i o n of the concepts 

of q u a n t i t a t i v e and q u a l i t a t i v e o verload. I t a l s o g i v e s the r a t i o n a l e 

f o r e i g h t major hypotheses t h a t l i n k overload to s t a t u s , to c h a r a c t e r ^ 

i s t i c s of the person, and to emotional, b e h a v i o r a l , and p h y s i o l o g i c a l 

r e a c t i o n s . 

Chapter I I I d e s c r i b e s i n d e t a i l the methods of t h i s study. The 

data come b a s i c a l l y from two sou r c e s , the s e l f - r e p o r t of the i n d i v i d u a l , 
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and an e x t e n s i v e p h y s i c a l examination. The measurements of the v a r i a b l e s 
are d i s c u s s e d . A newly developed measure of achievement o r i e n t a t i o n 
that should be of c o n t i n u i n g u s e f u l n e s s f o r f u t u r e r e s e a r c h was described 
i n g reat d e t a i l . 

Chapter IV g i v e s a f e e l i n g f o r the k i n d of men s t u d i e d i n our sample. 

I t d e s c r i b e s p r o f e s s o r s as hard working, s a t i s f i e d w i t h t h e i r j o b s , and 

motivated by i n t r i n s i c r a t h e r than e x t r i n s i c c o n s i d e r a t i o n s . The 

g r e a t e s t rewards of being a p r o f e s s o r seem to l i e i n the r e l a t i v e f r e e 

dom and Independence o f f e r e d by the job as w e l l as i n the opportunity I t 

a f f o r d s f o r u t i l i z i n g one's s k i l l s and t a l e n t s to a high degree. 

Chapter V p r e s e n t s the r e s u l t s of a c o r r e l a t i o n a l a n a l y s i s of the 

d a t a . I t c o n v e r t s the t h e o r e t i c a l , c a u s a l l y s t a t e d hypotheses, i n t o 

e m p i r i c a l p r e d i c t i o n s . I t t e s t s these p r e d i c t i o n s by looking a t the 

s i g n i f i c a n c e l e v e l s of the obtained c o r r e l a t i o n s and by t e s t i n g the 

s i g n i f i c a n c e of the d i f f e r e n c e between c o r r e l a t i o n s . An added f e a t u r e 

of t h i s a n a l y s i s f r e q u e n t l y not found i n other s t u d i e s i s the f a c t t h a t 

a l l r e l a t i o n s h i p s are c o n t r o l l e d f o r d e f e n s i v e n e s s to the e x t e n t p o s s i b l e 

by use of the K - s c a l e as a c o r r e c t i o n measure. 

The a n a l y s i s supports the h y p o t h e s i s t h a t q u a n t i t a t i v e overload and 

q u a l i t a t i v e overload are interdependent, but d i f f e r e n t from each other 

i n t h e i r r e l a t i o n s h i p to s t a t u s , s u b j e c t i v e p u b l i c esteem, and a c h i e v e -

ment o r i e n t a t i o n . P a r t i a l support i s g i v e n to the hypothesis t h a t 

q u a n t i t a t i v e and q u a l i t a t i v e overload r e l a t e d i f f e r e n t i a l l y to occupa

t i o n a l s e l f - e s t e e m , and to the number of hours a p r o f e s s o r works. The 

h y p o t h e s i s that overload w i l l be r e l a t e d to c h o l e s t e r o l i s not supported 

i n t h i s study. The a n a l y s i s d e s c r i b e d one of the d i f f e r e n c e s t h a t p r e 

v a i l e d w i t h i n our sample, between p r o f e s s o r s and academic a d m i n i s t r a t o r s 
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such as chairmen or deans. The d i f f e r e n c e seems to l i e i n the f a c t 
t h a t p r o f e s s o r s as compared to a d m i n i s t r a t o r s are de c i d e d l y l e s s 
n e g a t i v e l y a f f e c t e d i n t h e i r s e l f - e s t e e m by q u a n t i t a t i v e overload. 
F i n a l l y , the a n a l y s i s p r e s e n t s s u b s t a n t i a l support f or the a s s o c i a t i o n 
between serum u r i c a c i d and a k i n d of achievement o r i e n t a t i o n that s t r i v e s 
f or p u b l i c esteem. 

Conclus ions 

The f i r s t c o n c l u s i o n which seems to a r i s e from the present study i s 

t h a t p r o f e s s o r s a t a major u n i v e r s i t y belong to a h i g h l y p r i v i l e g e d group. 

According to medical evidence, they are above average i n h e a l t h . 

Economically, they are i n a p o s i t i o n where concerns about money have 

moved from concerns about n e c e s s i t i e s to concerns f o r amenities. 

P r o f e s s o r s have no, complaints about s o c i a l s t a t u s : they f e e l t h a t they 

have p r e s t i g e , are a p p r e c i a t e d , and to some extent there i s even a 

f e e l i n g of power. P s y c h o l o g i c a l l y , t h i s group combines freedom and 

independence i n t h e i r work w i t h a f a i r degree of s e c u r i t y and e x t r i n s i c 

reward. The a n x i e t i e s d e s c r i b e d i n such s t u d i e s as Caplow and McGee's 

The Academic Market P l a c e (1958) a r e present but seem predominantly a 

c r e a t i o n of the person's own a s p i r a t i o n s . " P u b l i s h or p e r i s h " i s an i s s u e , 

but the o p p o r t u n i t i e s to do r e s e a r c h and the support f o r i t seem to make 

I t l e s s o f a dilemma than might appear from other s t u d i e s and from the 

g e n e r a l f o l k l o r e . The shadow i n the p i c t u r e seems to come from the 

f a c t t h a t the p r o f e s s o r ' s f a m i l y pays to a c e r t a i n extent f o r h i s 

d e d i c a t i o n , and from the f a c t t h a t a group which seems exemplarly equipped 

to make use of l e i s u r e does not have i t . 

A second c o n c l u s i o n which we f e e l emerges from the study i s the 
need f o r more s p e c i f i c i t y i n the use of such concepts as 
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' s t r e s s ' or 'pressure.' As we saw, even a r e l a t i v e l y s p e c i f i c concept 
such as work p r e s s u r e due to d i s c r e p a n c i e s between s e l f - a t t r i b u t e s and 
performance requirement needs to be broken down f u r t h e r i n order to 
y i e l d meaningful r e l a t i o n s h i p s . 

F i n a l l y , there i s a t e n t a t i v e c o n c l u s i o n which we have s t a t e d as 

a h ypothesis for f u r t h e r r e s e a r c h : I t i s not j u s t s t r i v i n g and d r i v e 

that r e l a t e to p h y s i o l o g i c a l v a r i a b l e s such as c h o l e s t e r o l and serum 

u r i c a c i d , but the nature and the q u a l i t y of t h i s s t r i v i n g . The 

b e h a v i o r a l m a n i f e s t a t i o n s of s t r i v i n g may s u p e r f i c i a l l y look a l i k e l n 

men w i t h high serum u r i c a c i d and i n men w i t h h i g h l e v e l s of c h o l e s t e r o l , 

but the f a c t t h a t one d r i v e s h i m s e l f and the other i s d r i v e n seems co 

d i s t i n g u i s h those men w i t h high l e v e l s of serum u r i c a c i d from those 

w i t h high l e v e l s of c h o l e s t e r o l . 

Suggestions 

The f i r s t and foremost suggestion f o r f u t u r e r e s e a r c h i s t h a t the 

data c o l l e c t e d for t h i s study be more v a r i o u s l y analyzed, and not b u r i e d 

i n dead storage. For example, the only way we subdivided our sample was 

by s t a t u s . I t y i e l d e d the important and r e l e v a n t d i s t i n c t i o n between 

p r o f e s s o r s and academic a d m i n i s t r a t o r s . Beyond t h i s i t showed us t h a t 

o r g a n i z a t i o n a l rank i s not the b e s t assessment of p r e s t i g e or, as we 

c a l l i t , o b j e c t i v e p u b l i c esteem. But the data could be d i v i d e d i n t o 

many more meaningful ways, by age or the academic d i s c i p l i n e of the 

p r o f e s s o r , f o r example, 

A second suggestion t h a t comes out of t h i s study i s the need for 

the c o l l e c t i o n of more o b j e c t i v e and independent data. We t r i e d to 

a s s e s s q u a n t i t a t i v e and q u a l i t a t i v e overload by measuring the emotions 
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t h a t accompanied each type of o v e r l o a d . By so doing we opened o u r s e l v e s 

to the c r i t i q u e that such a measure implied low s e l f - e s t e e m , t h a t the 

r e p o r t of high q u a l i t a t i v e overload, for example, was i n e f f e c t a s t a t e 

ment about low o c c u p a t i o n a l s e l f - e s t e e m . The attempt to a s s e s s overload 

or achievement Independently, by u s i n g informants other than the p r o f e s s o r 

h i m s e l f , would have countered such a c r i t i q u e to some extent. Unfor

t u n a t e l y , such an approach was not p o s s i b l e i n t h i s study. 

We want to c l o s e by s t a t i n g the v a l u e o r i e n t a t i o n t h a t has c r y s t a l 

l i z e d as a r e s u l t of t h i s work. We f e e l t h a t 'putting on the p r e s s u r e ' 

may be a b l e to i n s u r e t h a t a man i s landed on the moon by 1970, but can 

i t i n s u r e the c r e a t i o n of the idea's and t h e o r i e s on which such t e c h n i c a l 

advances r e s t ? P l a t o and A r i s t o t l e worked i n l e i s u r e , and our c i v i l i 

z a t i o n has been b u i l t o n ' t h e i r thoughts. Kant d i d not w r i t e h i s 

C r i t i q u e of Pure Reason u n t i l he was i n h i s f i f t i e s , and E i n s t e i n spent 

ten y e a r s developing the theory of r e l a t i v i t y . H i s t o r i c a l l y , the 

u n i v e r s i t y has been the p l a c e which t o l d a s o c i e t y to stop and take stock 

once i n a w h i l e . The tendency seems to be today to transform the 

u n i v e r s i t y i n t o a b u s i n e s s concern that d e l i v e r s a product: knowledge. 

I t seems t h a t p u t t i n g on p r e s s u r e and c r e a t i n g overload have been 

s u c c e s s f u l i n making the u n i v e r s i t y a 'going concern' whose stock i s 

r i s i n g . But what d i d we l o s e , and, i f we l o s t something, can we a f f o r d 

to l o s e i t ? We f e e l t h a t i t i s i n t h i s d i r e c t i o n t h a t the i n v e s t i g a t i o n 

of overload i n the academic s e t t i n g should expand. 
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The Employees P e r i o d i c H e a l t h E x a m i n a t i o n Program and t h e I n s t i t u t e f o r 
S o c i a l Research o f The U n i v e r s i t y o f M i c h i g a n a re c o o p e r a t i n g i n an i n q u i r y 
i n t o t h e h e a l t h problems connected w i t h w o r k p r e s s u r e s . 

S t u d i e s i n t h e p a s t have d e a l t w i t h t h e r e s u l t s o f d i a g n o s t i c s u r v e y s , 
of v a r i o u s l a b o r a t o r y d e t e r m i n a t i o n s , e t c . I n a d d i t i o n , t h e r e have been 
s t u d i e s performed elsewhere d e a l i n g w i t h t h e r e l a t i o n s h i p between s t a t u s and 
h e a l t h , and work o v e r l o a d among e x e c u t i v e s . Since t h e f a c u l t y e x a m i n a t i o n 
p r o g r a m as a p a r t o f a U n i v e r s i t y e f f o r t r e c o g n i z e s r e s p o n s i b i l i t i e s i n 
r e s e a r c h as w e l l as i n s e r v i c e , an e f f o r t i s now b e i n g made t o c o n t i n u e t h i s 
k i n d o f i n v e s t i g a t i o n i n a u n i v e r s i t y s e t t i n g . For i n s t a n c e , t h e r e i s some 
e v i d e n c e t o suggest t h a t e x e c u t i v e s have a h i g h e r r a t e o f u l c e r s t h a n u n i v e r s i t y 
p r o f e s s o r s and t h a t d i a b e t e s seems t o be more p r e v a l e n t among p r o f e s s o r s t h a n 
e x e c u t i v e s . 

T h e r e f o r e , i n o r d e r t h a t we may e f f e c t i v e l y enhance our u n d e r s t a n d i n g 
o f t h e work s i t u a t i o n o f u n i v e r s i t y p e o p l e and o f t h e p r e s s u r e s and demands 
made upon t h e i r t i m e , as w e l l as t h e s a t i s f a c t i o n s t h e y a c h i e v e , we are 
e m b a r k i n g on a s e r i e s o f i n t e r v i e w s and q u e s t i o n n a i r e s and w i s h t o ask f o r 
y o u r h e l p and c o o p e r a t i o n . 

D u r i n g the' n e x t few days, Mr. M u e l l e r , who i s A s s i s t a n t Study D i r e c t o r 
i n c h a r g e o f t h i s p r o j e c t , w i l l a t t e m p t t o c o n t a c t you d u r i n g y o u r o f f i c e 
h o u r s t o t a l k w i t h you f u r t h e r . The s t u d y i s l e n g t h y , r e q u i r i n g about f i v e 
h o u r s d i s t r i b u t e d over s e v e r a l s e s s i o n s , b u t we b e l i e v e t h a t you w i l l f i n d i t 
i n t e r e s t i n g and t h e s e s s i o n s w i l l be s c h e d u l e d i n c o n n e c t i o n w i t h your m e d i c a l 
a p p o i n t m e n t s f o r t h e t i m e s t h a t a r e most c o n v e n i e n t t o you. 

The c o n f i d e n t i a l n a t u r e o f t h e f i n d i n g s i n t h e P e r i o d i c H e a l t h A p p r a i s a l 
Program w i l l c o n t i n u e t o be m a i n t a i n e d as i n t h e past and your name and 
i d e n t i t y w i l l n o t be r e v e a l e d . 

We w i l l d e e p l y a p p r e c i a t e your a s s i s t a n c e i n t h i s e f f o r t t o g a i n new 
knowledge about t h e impact o f work on h e a l t h as opposed t o t h e impact o f h e a l t h 
on w o r k . 

S i n c e r e l y y o u r s , 

C. J. Tupper, M.D., D i r e c t o r 
P e r i o d i c H e a l t h A p p r a i s a l Program 

John R. P. F r e n c h , J r . , Ph.D. 
Program D i r e c t o r , I n s t i t u t e f o r S o c i a l Research 
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The U n i v e r s i t y o f M i c h i g a n 
I n s t i t u t e f o r S o c i a l Research 

Employees' P e r i o d E x a m i n a t i o n U n i t 

WORK LOAD AND HEALTH AMONG UNIVERSITY FACULTY 

( I n t e r v i e w on Job and Job P r e s s u r e s ) 

Date I d e n t i f i c a t i o n No. 
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INTRODUCTION 

BE SURE TO MENTION THE FOLLOWING POINTS I N THE INTRODUCTION: 

A. The s t u d y o f o v e r l o a d and h e a l t h 

(1 ) The s t u d y i s p a r t o*f a l a r g e , j o i n t r e s e a r c h e f f o r t by t h e Employees' 
P e r i o d i c E x a m i n a t i o n U n i t and t h e I n s t i t u t e f o r S o c i a l Research. 

(2) The s t u d y t r i e s t o l i n k j o b p r e s s u r e s and r e a c t i o n s t o j o b p r e s s u r e 
t o p h y s i o l o g i c a l v a r i a b l e s and h o p e f u l l y t o c l i n i c a l p i c t u r e s . 

( 3 ) The s t u d y w i l l add about 5 h o u r s t o your h e a l t h e x a m i n a t i o n , b u t i t 
w i l l be f i t t e d i n w i t h y o u r h e a l t h a p p o i n t m e n t s so t h a t i t w i l l n o t 
d i s r u p t y o u r schedule more t h a n i s u n a v o i d a b l e . 

( 4 ) The r e s e a r c h i s j o i n t l y s u p p o r t e d by t h e U. S. O f f i c e o f E d u c a t i o n 
and t h e U n i v e r s i t y o f M i c h i g a n . I t i s , however, n o t a s s o c i a t e d w i t h 
n o r i n i t i a t e d by t h e U n i v e r s i t y A d m i n i s t r a t i o n . None o f t h e i n f o r m a t i o n 
you g i v e w i l l end up i n any a d m i n i s t r a t i o n f i l e . 

( 5 ) A l l t h e i n f o r m a t i o n you g i v e w i l l be h a n d l e d as a b s o l u t e l y c o n f i d e n t i a l : 

a. I t i s seen o n l y by a s m a l l r e s e a r c h team and a l l t h e i n f o r m a t i o n 
w i l l u l t i m a t e l y be punched on IBM car d s w i t h o u t i d e n t i f i c a t i o n 
o f name s. 

b. A l t h o u g h y o u r name i s , o f c o u r s e , needed f o r your m e d i c a l r e c o r d , 
none o f t h e q u e s t i o n n a i r e s w i l l c a r r y your name. On the s e forms 
you a re i d e n t i f i e d o n l y by t h e number o f your m e d i c a l r e c o r d . • 
A f t e r t h e s t u d y i s completed t h e s e q u e s t i o n n a i r e s w i l l become 
p a r t o f your m e d i c a l r e c o r d and t h e d a t a w i l l have t h e same degree 
o f c o n f i d e n t i a l i t y . 

B. The j o b - r e l a t e d i n t e r v i e w 

( 1 ) T h i s i n t e r v i e w t r i e s t o g e t a t t h e d i f f e r e n t a spects and f a c e t s o f 
your j o b s i t u a t i o n . I n l a t e r q u e s t i o n n a i r e s we w i l l ask you s p e c i f i c 
q u e s t i o n s . I n t h e i n t e r v i e w we t r y t o g e t an o u t l i n e and t h e g e n e r a l 
p i c t u r e . 

( 2 ) The i n t e r v i e w q u e s t i o n s a r e by no means o f an i n t i m a t e n a t u r e , and i n 
any case, you are always f r e e n o t t o r e s p o n d . I f you do re s p o n d , 
f r a n k n e s s i s o f t h e essence. Please t r y n o t t o t h i n k o f how y o u r 
answers may appear t o an o u t s i d e r . 

( 3 ) B e f o r e we b e g i n , do you have any q u e s t i o n s ? 
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1. One o f t h e t h i n g s t h a t we wou l d l i k e t o f i n d o u t i n our st u d y i s how people 
i n a u n i v e r s i t y s e t t i n g v i e w t h e i r j o b s . How w o u l d you d e s c r i b e y o u r job? 
What do you do? 

l a . L e t us t a l k about t h e s e d i f f e r e n t a c t i v i t i e s i n a l i t t l e more d e t a i l . 
Can you make any f i n e r d i s t i n c t i o n s i n t h e d i f f e r e n t areas? How do 
you go about ( t e a c h i n g , d o i n g r e s e a r c h , e t c . ) ? 

l b . ( I f n o t mentioned b e f o r e ) What about summer s c h o o l t e a c h i n g ? Do 
you do any o f t h a t ? 

l c . ( I f n o t mentioned b e f o r e ) What about e x t e n s i o n t e a c h i n g ? Do you do i t ? 

I d . Are you engaged i n any p r o f e s s i o n a l work o f f campus? 

2. I n g e n e r a l , would you say t h a t you wo r k h a r d o r n o t v e r y hard? 

2a. Why do you work h a r d ( o r n o t so h a r d ) ? 

3. I f by some chance you i n h e r i t e d enough money t o l i v e c o m f o r t a b l y w i t h o u t 
w o r k i n g , do you t h i n k you would work anyway? 

3a. Why do you t h i n k you would ( o r would n o t ) work? 

4. ( I f WOULD WORK was answered above) Would you s t i l l keep on d o i n g t h e 
same t y p e o f wo r k you are d o i n g now? 

4a. I f yes, why? 

4b. I f no, what k i n d o f o t h e r work would you do? 

4c. Why would you do t h i s ? 

5. ( I f WOULD NOT WORK was answered above) What wo u l d you do w i t h y o u r time? 

5a. Why woul d you do t h i s ? 

6. You have s a i d t h a t you a r e w o r k i n g h a r d ( o r n o t so h a r d ) . Could you 
e s t i m a t e how many ho u r s per week you spend on a l l y o u r p r o f e s s i o n a l 
a c t i v i t i e s ? T a k i n an average week, how many h o u r s do you t h i n k you work? 

6a. ( I f n o t r e s e n t e d ) Maybe you can work i t o u t . When do you come t o 
the o f f i c e ? When do you go home? ( e t c . ) 
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1. One o f t h e t h i n g s t h a t we would l i k e t o f i n d o u t i n our s t u d y i s how people 
i n a u n i v e r s i t y s e t t i n g v i e w t h e i r j o b s . How would you d e s c r i b e your job? 
What do you do? 

l a . L e t us t a l k about these d i f f e r e n t a c t i v i t i e s i n a l i t t l e more d e t a i l . 
Can you make any f i n e r d i s t i n c t i o n s i n the d i f f e r e n t areas? How do 
you go about ( t e a c h i n g , d o i n g r e s e a r c h , e t c . ) ? 

l b . ( I f n o t mentioned b e f o r e ) What about summer s c h o o l t e a c h i n g ? Do 
you do any o f t h a t ? 

l c . ( I f n o t mentioned b e f o r e ) What about e x t e n s i o n t e a c h i n g ? Do you do i t ? 

I d . Are you engaged i n any p r o f e s s i o n a l work o f f campus? 

2. I n g e n e r a l , would you say t h a t you w o r k h a r d or n o t v e r y hard? 

2a. Why do you work h a r d ( o r n o t so h a r d ) ? 

3. I f by some chance you i n h e r i t e d enough money t o l i v e c o m f o r t a b l y w i t h o u t 
w o r k i n g , do you t h i n k you would work anyway? 

3a. Why do you t h i n k you would ( o r wo u l d n o t ) work? 

4. ( I f WOULD WORK was answered above) Would you s t i l l keep on d o i n g the 
same t y p e o f work you are d o i n g now? 

4a. I f yes, why? 

4b. I f no, what k i n d o f o t h e r work w o u l d you do? 

4c. Why would you do t h i s ? 

5. ( I f WOULD NOT WORK was answered above) What would you do w i t h your time? 

5a. Why woul d you do t h i s ? 

6. You have s a i d t h a t you a r e w o r k i n g h a r d ( o r n o t so h a r d ) . Could you 
e s t i m a t e how many ho u r s per week you spend on a l l y o u r p r o f e s s i o n a l 
a c t i v i t i e s ? T a k i n an average week, how many hours do you t h i n k you work? 

6a. ( I f n o t r e s e n t e d ) Maybe you can wo r k i t o u t . When do you come t o 
the o f f i c e ? When do you go home? ( e t c . ) 
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7. How do you f e e l about your performance on t h e j o b ? Do you t h i n k you are 
d o i n g a good job? What do you t h i n k about i t ? 

8. How do you d e f i n e a j o b w e l l done? What a r e your s t a n d a r d s f o r e v a l u a t i n g 
y o u r performance? How do you know y o u have done w e l l ? 

8a. T h i n k i n g about t h e l e v e l o f y o u r work, i t s q u a l i t y and q u a n t i t y , what 
are t h e groups and who a r e t h e persons whose o p i n i o n s a r e i m p o r t a n t 
t o you? Whose p r a i s e or c r i t i c i s m o f y o u r j o b performance m a t t e r s t o 
you? 

8b. You mentioned t h e f o l l o w i n g persons and groups as i m p o r t a n t t o you: 
Could you please r a n k o r d e r t h e s e persons and groups a c c o r d i n g t o 
t h e degree t o w h i c h t h e i r o p i n i o n s about your work m a t t e r s t o you? 

9. You have been d e s c r i b i n g your j o b g e n e r a l l y . Could you t e l l me now 
s p e c i f i c a l l y what a r e t h e t h i n g s you l i k e about y o u r job? What are i t s 
p o s i t i v e a s pects? What are a l l t h e t h i n g s t h a t you would c a l l " p l u s " 
f a c t o r s ? 

9a. ( I f ' o p p o r t u n i t y ' o r ' c h a l l e n g e ' was m e n t i o n e d ) Are t h e r e any o t h e r 
o p p o r t u n i t i e s ( o r c h a l l e n g e s ) you c a r e t o mention? 

9b. ( I f ' o p p o r t u n i t y ' was NOT m e n t i o n e d ) I n a d d i t i o n t o these p o s i t i v e 
a s p e c t s you have m e n t i o n e d , do you see any s p e c i a l o p p o r t u n i t i e s or 
c h a l l e n g e s i n y o u r j o b ? 

9c. ( I f ' o p p o r t u n i t y ' was mentioned e i t h e r d i r e c t l y or t h r o u g h p r o b i n g ) 
Do you f e e l t h a t you a r e making f u l l use o f these o p p o r t u n i t i e s ? 

9d. ( I f the answer t o 9c i s "NO") I n what way do you t h i n k you a r e n o t 
making f u l l use o f t h e o p p o r t u n i t i e s y o u r j o b o f f e r s you? 

9e. ( I f t h e answer t o 9c i s "NO") How do you f e e l about n o t making f u l l 
use o f t h e o p p o r t u n i t i e s o f y o u r job? 

10.- Now, what do you see as t h e p r e s s u r e s o f y o u r job? What are t h e t h i n g s 
t h a t p u t you on edge, w o r r y you, o r make you angry? 

10a. We have t a l k e d t o a g r e a t number o f p r o f e s s o r s and we have made a l i s t 
o f t h i n g s t h e y c o n s i d e r p r e s s u r e s o f t h e i r j o b . We would l i k e you t o 
go over t h i s l i s t , even i f some o f t h e i t e m s o v e r l a p w i t h what you 
have j u s t s a i d . I n t h i s way you may become aware o f a s p e c t s o f your 
j o b w h i c h you m i g h t n o t have o t h e r w i s e t h o u g h t o f as p r e s s u r e s . A l s o , 
we a r e g a i n i n g t h i s way a b r o a d e r , more s t a n d a r d i z e d b a s i s f o r comparisons. 
Please go down t h e l i s t and r a t e each i t e m as t o t h e degree t o which i t 
i s a source o f p r e s s u r e on your j o b . 
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(ASK R TG TURN TO CARD A) 

CARD A 

1 Not a source o f p r e s s u r e on my j o b 

2 H a r d l y a source o f p r e s s u r e on my j o b 

3 Somewhat a source o f p r e s s u r e on my j o b 

4 Gr e a t source o f p r e s s u r e on my j o b 

D i f f e r e n c e s o f o p i n i o n between o n e s e l f and one's s u p e r i o r s , chairmen, 
deans, r e s e a r c h d i r e c t o r s , e t c . 
Overwhelming work l o a d . Too many t h i n g s need t o be done. 
Lack o f communication. Not l e a r n i n g i n t i m e o f p o l i c i e s , changes, e t c . 
Not b e i n g a b l e t o speak one's m i n d . 
The p r e s s u r e t o succeed. 
H a v i n g t o do t h i n g s one r e a l l y doesn't want t o do, c e r t a i n a d m i n i s t r a t i v e 
d u t i e s , e t c . 
Not m e a s u r i n g up t o the demands o f the j o b , l a c k o f t r a i n i n g o r 
knowledge, or t a l e n t . 
R e s p o n s i b i l i t y f o r and c o n t r o l o f people's f u t u r e s . 
H a v i n g t o p u t up w i t h and t o l e r a t e incompetence. 
P r e s s u r e t o keep up w i t h one's c o l l e a g u e s . 
Not t e a c h i n g as w e l l as one wou l d want t o . 
The p r e s s u r e o f " h a v i n g t o g e t a l o n g " w i t h p e o p l e . 
D i f f i c u l t i e s i n h a n d l i n g s u b o r d i n a t e s , s e c r e t a r i e s , s t u d e n t a s s i s t a n t s , e 
Awareness o f what a s t r u g g l e l i f e r e a l l y i s . 
D i f f e r e n c e s i n p o l i t i c a l , s o c i a l , and economical v i e w s . D i f f e r e n c e s 
i n "Weltanschauung." 
Not enough t i m e t o t h i n k and c o n t e m p l a t e . 
H a v i n g t o work w i t h o u t adequate funds and equipment. 
Lack o f independence. 
B e i n g t o r n by c o n f l i c t i n g demands. 
The f e e l i n g o f never h a v i n g any t i m e . 
Some o f t h e peo p l e a r o u n d . 
The " p u b l i s h " o r p e r i s h " r a c e . 
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D i f f i c u l t y o f f i n d i n g r e s e a r c h money. 
H a v i n g no one t o t a l k t o about one's work and r e s e a r c h . 
One's work n o t b e i n g g i v e n due c r e d i t . 
Not b e i n g l i k e d p e r s o n a l l y . 
Not b e i n g a b l e t o a l l o c a t e one's t i m e and r e s o u r c e s as one would wish t o . 

10b. How do you f e e l about t h e s e p r e s s u r e s ? Do you l i k e them? Do you d i s l i k e 
..having them? What do you t h i n k about them? 

10c. Why do you t h i n k so? 

When you a r e under s t r e s s and p r e s s u r e on your j o b , what ways have you 
p e r s o n a l l y f ound u s e f u l i n h a n d l i n g t h e t e n s i o n s and pr e s s u r e s of your 
j o b ? Please g i v e me s p e c i f i c examples o f what you do. 

11a. And i f t h a t does n o t work, t h e n what do you do? 

l i b . I would l i k e t o ask you about two (one) s p e c i f i c s i t u a t i o n s . ( I f 
q u a l i t a t i v e o v e r l o a d was m e n t i o n e d ) I n cases where you f i n d t h a t you 
have t o do t o o much, how do you r e a c t ? What do you do? 

Probe: ( I f t e n s i o n c o p i n g was NOT mentioned) Such a s i t u a t i o n i n 
wh i c h one has t o o much t o do u s u a l l y produces a f a i r amount 
o f d i s c o m f o r t and t e n s i o n . What do you do then? How do you 
h a n d l e these t e n s i o n s ? 

Probe: ( I f p r e s s u r e c o p i n g was NOT mentioned) I f you have t o o much 
t o do, i n what ways do you t r y t o h a n d l e t h e work load? How 
do you d e a l w i t h i t ? 

11c. ( I f q u a l i t a t i v e o v e r l o a d was NOT mentioned) I f you f e e l t h a t demands 
are made upon you which you cannot h a n d l e because you l a c k t r a i n i n g 
o r s u f f i c i e n t knowledge, what do you do? 

Probe: ( I f t e n s i o n c o p i n g was NOT mentioned) Such a s i t u a t i o n i n 
w h i c h one i s l a c k i n g t r a i n i n g or knowledge i s u s u a l l y 
u n c o m f o r t a b l e and s t r e s s f u l . What ways have you found 
h e l p f u l i n d e a l i n g w i t h t h e t e n s i o n s a r i s i n g f r o m such a 
s i t u a t i o n ? ' 

Probe: ( I f p r e s s u r e c o p i n g was NOT mentioned) I n such a s i t u a t i o n 
what do you do w i t h y o u r work load? 
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l i d . We have t a l k e d t o a g r e a t number o f p r o f e s s o r s and have made a l i s t o f 
the t h i n g s t h e y have mentioned as ways o f d e a l i n g w i t h p r e s s u r e s o f the 
j o b . We would l i k e you t o go over t h i s l i s t , even i f some o f t h e i t e m s 
s h o u l d o v e r l a p w i t h those you have me n t i o n e d e a r l i e r . The r e a d i n g o f 
th e s e items m i g h t make you aware o f t h i n g s t h a t you do b u t w h i c h you 
have n o t mentioned so f a r . Please go down t h e l i s t and r a t e each i t e m 
a c c o r d i n g t o t h e c h o i c e s p r o v i d e d on t h e t o p o f Card B. 

(ASK R TO TURN TO CARD B) 

CARD B 

1 I never cope w i t h p r e s s u r e s on t h e j o b i n t h i s way. 
2 I r a r e l y cope w i t h p r e s s u r on t h e j o b i n t h i s way. 
_3 I sometimes cope w i t h p r e s s u r e on t h e j o b i n t h i s way. 
4 I o f t e n cope w i t h p r e s s u r e s on t h e j o b i n t h i s way. 

W i t h d r a w i n g t e m p o r a r i l y f r o m t h e s i t u a t i o n , l i k e g o i n g f o r a w a l k , 
t a k i n g a l o n g c o f f e e or l u n c h b r e a k . 
Changing t o a d i f f e r e n t a s p e c t o f t h e t a s k , l i k e r e a d i n g i n s t e a d 
o f w r i t i n g . 
Changing t o an e n g r o s s i n g non-work a c t i v i t y , l i k e t a k i n g o f f f o r 
g o l f , o r g o i n g t o a movie i n t h e a f t e r n o o n . 
A n a l y z i n g t h e pr o b l e m and w o r k i n g on a p l a n f o r s o l v i n g i t . 
J u s t g o i n g on t h e same way, h o p i n g f o r t h e b e s t . 
B l o w i n g o f f steam, l i k e g e t t i n g i r r i t a t e d a t whoever i s around, 
w r i t i n g a n a s t y l e t t e r , o r t e l l i n g somebody o f f . 
Using a t r a n q u i l i z e r , s t i m u l a n t o r o t h e r m e d i c a t i o n . 
E n l i s t i n g a s y m p a t h e t i c ear f o r g r i p i n g about t h e p r e s s u r e s , t a l k i n g 
t o w i f e or c o l l e a g u e s . 
Going home t o t a k e a nap. 
T r y i n g t o b u i l d r e s i s t a n c e t o p r e s s u r e by g e t t i n g enough s l e e p and 
e x e r c i s e . 
T a k i n g o f f f o r a c o u p l e o f days, l i k e g o i n g on v a c a t i o n s , o r t o a 
c o n v e n t i o n . 
Making a t i m e s c h e d u l e , a l l o t i n g a g i v e n amount o f t i m e f o r a 
c e r t a i n a c t i v i t y . 
E v a d i n g r u l e s w h i c h cause p r e s s u r e s . 
A c c e p t i n g a lo w e r degree o f q u a l i t y , l i k e w r i t i n g one l e s s d r a f t of 
a paper. 
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T r y i n g t o d e l e g a t e w o r k t o o t h e r s . 
A v o i d i n g t h e people who are t h e cause o f p r e s s u r e s . 
E ngaging i n p o l i t i c a l b a t t l e s , " p u l l i n g r a n k . " 
Working evenings and weekends, t a k i n g work home. 
L e a r n i n g t o t a k e i t , s w e a t i n g i t o u t , d e v e l o p i n g a t h i c k s k i n . 
T a k i n g a s t r o n g d r i n k . 
Doing something t h a t d r a i n s o f f a g g r e s s i o n , l i k e a t h l e t i c s , o r 
p l a y i n g b r i d g e and p o k e r . 
T a k i n g t i m e t o p u t t h i n g s i n t o p e r s p e c t i v e , l i k e t h i n k i n g i n 50 
y e a r s i t w i l l a l l be o v e r . 
D r i v i n g f a s t . 
E a t i n g more. 
Remembering something good from t h e p a s t , o r t h i n k i n g about something 
e n j o y a b l e t o l o o k f o r w a r d t o . 
T u r n i n g t o p r a y e r , s e e k i n g t h e h e l p o f God. 
E s t a b l i s h i n g p r i o r i t i e s among t h e t h i n g s t h a t have t o be done. 
Comparing my own performance t o t h a t o f o t h e r s who a r e a c c o m p l i s h i n g 
l e s s . 
Engaging i n a s o c i a l a c t i v i t y , o r g a n i z i n g a p a r t y . 
S h u t t i n g o u t a l l a s p e c t s o f the problem b u t one, s o l v i n g i t and 
p r o c e e d i n g t o t h e n e x t one. 
R e f u s i n g any new commitments, t r y i n g t o p r e v e n t p r e s s u r e s f r o m 
a r i s i n g i n t h e f u t u r e . 
Engaging i n some r o u t i n e t a s k , l i k e b r i n g i n g f i l e s up t o d a t e , or 
c l e a n i n g the desk. 
C a l l i n g o n e s e l f t o o r d e r , c u r s i n g a t o n e s e l f . 
S o c i a l i z i n g w i t h a c o m p l e t e l y d i f f e r e n t s e t o f pe o p l e . 
D i s c u s s i n g t o p i c s o f g e n e r a l i n t e r e s t w i t h one's c o l l e a g u e s , l i k e 
p o l i t i c s , s p o r t s . 
E s t a b l i s h i n g p r i o r i t i e s among t a s k s , o m i t t i n g those o f low p r i o r i t y . 

12. Speaking more g e n e r a l l y now, and n o t o n l y t h i n k i n g o f the ways i n which 
y o u d e a l w i t h s t r e s s and p r e s s u r e , what a r e some o f t h e ways i n w h i c h 
y o u r e l a x ? I f you are r u n down, what r e c h a r g e s y o u r b a t t e r i e s , so t o 
speak? 
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13. We have been t a l k i n g about p r e s s u r e s on your j o b . How do these j o b 
p r e s s u r e s compare w i t h o t h e r p r e s s u r e s i n your l i f e ? Are t h e p r e s s u r e s 
on t h e j o b g r e a t e r , o r l e s s t h a n t h e p r e s s u r e s i n o t h e r areas o f y o u r 
l i f e , o r what do you t h i n k ? 

13a. Do you have t h e f e e l i n g t h a t o t h e r areas o f y o u r l i f e i n t e r f e r e w i t h 
your j o b ? 

Probe: How much i n t e r f e r e n c e f r o m o t h e r areas o f your l i f e do you 
f e e l t h e r e i s ? 

14. S o . f a r we have been t a l k i n g about ' t o o much.' Bur what about 'too l i t t l e 1 ? 
I s t h a t a problem on your job? Do you f e e l t h a t y o u r s k i l l s and t a l e n t s 
a r e n o t f u l l y u t i l i z e d ? 

14a. ( I f t h e answer t o 14 was YES) Which a r e t h o s e s k i l l s and t a l e n t s 
w h ich a r e n o t f u l l y u t i l i z e d ? 

14b. ( I f t h e answer t o 14 was NO) Are t h e r e any o f your s k i l l s and t a l e n t s 
w h i c h you w o u l d want t o u t i l i z e more? 

14c. ( I f t h e answer t o 14 was YES) You have s a i d t h a t some o f y o u r s k i l l s 
and t a l e n t s a re n o t f u l l y u t i l i z e d on your j o b . What do you do? How 
do you r e a c t t o t h i s ? 

Probe: ( I f t e n s i o n c o p i n g was NOT mentioned) Such a s i t u a t i o n i n 
w h i c h one cannot f u l l y u t i l i z e what one has u s u a l l y c r e a t e s 
t e n s i o n and d i s c o m f o r t . What ways have you p e r s o n a l l y found 
u s e f u l i n h a n d l i n g t h e s e t e n s i o n s ? 

Probe: ( I f p r e s s u r e c o p i n g was NOT mentioned) You have p o i n t e d out 
how t o d e a l w i t h t h e t e n s i o n s o f such a s i t u a t i o n . Now what 
about t h e s i t u a t i o n i t s e l f ? Do you t r y t o a l t e r i t ? I n what way? 

15. Could you pleas e d e s c r i b e t h e k i n d o f person who w o u l d f u n c t i o n b e s t i n a 
p o s i t i o n l i k e y ours? What k i n d o f p s y c h o l o g i c a l make-up sh o u l d a p e r s o n 
have i n o r d e r t o do w e l l i n a j o b l i k e yours? 

15a. We have spoken t o a g r e a t number o f p r o f e s s o r s and have made a l i s t o f 
t h e q u a l i t i e s t h e y have m e n t i o n e d as i m p o r t a n t a t t r i b u t e s o f t h e 
p e r s o n a l i t y o f a p r o f e s s o r . We would l i k e you t o go over t h i s l i s t 
and check them, even i f some o f t h e items o v e r l a p w i t h what you have 
mentioned e a r l i e r . I n t h i s way we w i l l have a bro a d e r f e e l i n g f o r the 
k i n d o f p i c t u r e p r o f e s s o r s have of themselves as a p r o f e s s i o n . The 
l i s t i s q u i t e v a r i e d . Some t h i n g s may be more i m p o r t a n t t h a n o t h e r s 
t o d i f f e r e n t p e r s o n s . Please go down t h e l i s t and r a t e each i t e m 
a c c o r d i n g t o t h e a l t e r n a t i v e s p r o v i d e d a t t h e t o p of the c a r d . I n 
t h i n k i n g about what a p r o f e s s o r should be l i k e , do n o t c o n s i d e r an 
a b s t r a c t i d e a l , b u t answer t h e q u e s t i o n s f o r a p r o f e s s o r i n t h i s s o c i e t y 
and i n our t i m e . 
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(ASK R TG TURN TO CARD C) 

CARD C 
^ A c r u c i a l l y i m p o r t a n t a t t r i b u t e o f t h e p e r s o n a l i t y o f a 

— — p r o f e s s o r i n t h i s s o c i e t y i n our t i m e 
2 A f a i r l y i m p o r t a n t a t t r i b u t e o f t h e p e r s o n a l i t y o f a 

p r o f e s s o r i n t h i s s o c i e t y i n our t i m e 
^ A s l i g h t l y i m p o r t a n t a t t r i b u t e o f t h e p e r s o n a l i t y o f a 

p r o f e s s o r i n t h i s s o c i e t y i n our t i m e 
^ Not an i m p o r t a n t a t t r i b u t e o f t h e p e r s o n a l i t y o f a 

p r o f e s s o r i n t h i s s o c i e t y i n our t i m e 

I n t e l l i g e n c e 
A b i l i t y t o command a cl a s s r o o m 
Commitment t o p u b l i c s e r v i c e 
S t a b i l i t y o f p e r s o n a l i t y - e m o t i o n a l s t a b i l i t y 
I n t e l l e c t u a l and p e r s o n a l i n t e g r i t y 
A b i l i t y t o p l a n and c o n c e p t u a l i z e r e s e a r c h 
Reading speed 

E f f e c t i v e n e s s i n p u b l i c a f f a i r s 
A b i l i t y t o w r i t e c l e a r l y and a r t i c u l a t e l y 
Dynamic and i n s p i r i n g p e r s o n a l i t y 
Good a d m i n i s t r a t i v e a b i l i t y 
Good speaker and d e b a t e r 
Aggre s s i v e n e s s 
C r e a t i v i t y 
F a i r n e s s 
C r i t i c a l mind 
P o i s e 
P e r s i s t e n c e and t e n a c i t y i n r o u t i n e t a s k s 
P r o d u c t i v i t y 
O b j e c t i v e l y 
Thoroughness 
A b i l i t y t o work under p r e s s u r e and t o w i t h s t a n d p r e s s u r e 
Commitment t o t h e advancement o f knowledge 
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S e l f - d i s c i p l i n e 
A b i l i t y t o h a n d l e p u b l i c r e l a t i o n s f u n c t i o n s 
P a t i e n c e and u n d e r s t a n d i n g 
Commitment t o s c i e n t i f i c v a l u e s 
I n t e l l e c t u a l c u r i o s i t y 
C l e a r t h i n k i n g 
C u l t u r e d 
A b i l i t y t o communicate 
Open-mindedness 
P e r s o n a l autonomy 
We11-rounded per s o n a 1 i t y 
E x p e r t competence i n a s p e c i a l f i e l d , s p e c i a l i s t 

16. The n e x t q u e s t i o n i s somewhat d i f f e r e n t and more g e n e r a l . I t has been 
s a i d t h a t no man can l i v e w i t h o u t s e l f - e s t e e m , w i t h o u t a f e e l i n g o f 
p e r s o n a l w o r t h . U s u a l l y , our s e l f - e s t e e m and t h e t h r e a t s t o i t d e r i v e 
f r o m many d i f f e r e n t areas o f l i f e . Could you p l e a s e " t e l l me what areas 
o f y o u r l i f e a r e i m p o r t a n t t o you i n t h i s r e s p e c t . Which are t h e areas 
o f y o u r l i f e w h e reinesuccess o r f a i l u r e a f f e c t s t h e way you e v a l u a t e 
y o u r s e l f ? 

Probe: ( I f p r o f e s s i o n was n o t m e n t i o n e d ) Does y o u r performance on t h e j o b 
a f f e c t t h e way you f e e l and t h i n k about y o u r s e l f ? 

Probe: ( I f husband r o l e was NOT s p e c i f i c a l l y m e n t i o n e d ) Does t h e way you 
behave as a husband a f f e c t t h e way you f e e l and t h i n k about y o u r s e l f ? 

Probe: ( I f f a t h e r r o l e was NOT m e n t i o n e d ) Does t h e way you a c t as a f a t h e r 
a f f e c t t h e way you t h i n k and f e e l about y o u r s e l f ? 

16a. Are t h e r e any o t h e r s ources w h i c h c o n t r i b u t e e i t h e r p o s i t i v e l y or 
n e g a t i v e l y t o t h e way you e v a l u a t e y o u r s e l f ? For example, y o u r 
f a m i l y background, yo u r e x p e r i e n c e s , t h i n g s l i k e t h a t . 

17. W e l l , S i r , t h a t i s a l l f o r t o d a y . You have been v e r y p a t i e n t and I want 
t o t h a n k you. There i s one o t h e r t h i n g . We t r y t o g e t as comprehensive 
a p i c t u r e o f y o u r work s i t u a t i o n as p o s s i b l e . A v e r y i m p o r t a n t a s p e c t 
o f a man's wo r k s i t u a t i o n i s t h e r e a c t i o n o f h i s f a m i l y t o t h e j o b and 
i t s demands. For t h i s r e a s o n we w o u l d v e r y much l i k e t o ask y o u r w i f e i n 
a q u e s t i o n n a i r e a s e t o f s i m i l a r q u e s t i o n s , b u t we d o n ' t want t o do t h i s 
w i t h o u t y o u r c o n s e n t . I s i t a l l r i g h t w i t h you i f we approach y o u r w i f e ? 
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17a. ( I f t h e answer t o 17 was NO) Do you t h i n k you m i g h t f e e l d i f f e r e n t l y 
i f I showed you t h e q u e s t i o n n a i r e ? 

18. How do you f e e l about t h e i n t e r v i e w . Do you t h i n k i t covered i m p o r t a n t 
a s p e c t s o f y o u r j o b ? 

18a. I s t h e r e a n y t h i n g t h a t i s - i m p o r t a n t t o you i n y o u r a t t i t u d e 
t o ward y o u r work t h a t I h a v e n ' t asked about? I s t h e r e a n y t h i n g 
you would l i k e t o add? 
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Dear 

I know how e a s i l y things can s l i d e to the bottom of the p i l e , 
e s p e c i a l l y on a p r o f e s s o r ' s desk w i t h i t s multitude of forms, 
r e q u e s t s , l e t t e r s , e t c . 

I t seems th a t t h i s has happened to the q u e s t i o n n a i r e which 
I brought you a number of weeks ago and which t r y to fo l l o w up 
the leads which you gave us i n the i n t e r v i e w you and I had a 
couple of months ago. I know t h a t f i l l i n g out such a s e t of 
q u e s t i o n n a i r e s may seem l i k e a d i f f i c u l t t a s k , but i t does not 
have to be. I f you approach these questions w i t h the a t t i t u d e : 
w e l l , l e t ' s do some s e l f - a p p r a i s a l , some job assessment, then you 
might p o s s i b l y f i n d i t q u i t e e a s y . And s i n c e everybody needs an 
o c c a s i o n a l break i n the flow of work you can a l s o make these forms 
instruments f or a temporary b r e a t h i n g s p e l l . I am a l s o sure that 
you a p p r e c i a t e the importance of complete data f or any r e s e a r c h . 
S i n c e t h i s i s the i n t e n s i v e study of a r e l a t i v e s m a l l sample, 
each m i s s i n g q u e s t i o n n a i r e h u r t s us e s p e c i a l l y . 

With the hope that t h i s s h o r t reminder w i l l push our 
q u e s t i o n n a i r e c l o s e to the top of the p i l e , I am, 

S i n c e r e l y , 

E r n s t Mueller 
A s s i s t a n t Study D i r e c t o r 

EM: ad 
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Your husband has probably t o l d you t h a t he i s p a r t i c i p a t i n g as a subject 
i s a study i n q u i r i n g i n t o the h e a l t h problems connected w i t h work pressures. 
T h i s i s a r a t h e r l a r g e study supported by the US O f f i c e o f Education and " j o i n t l y 
c a r r i e d out by the Employees' P e r i o d i c Health Examination Program and the 
I n s t i t u t e f o r Social Research of the U n i v e r s i t y of Michigan. 

We have been i n t e r v i e w i n g your husband about h i s work, i t s stresses, s a t i s 
f a c t i o n s , and h i s ways of coping w i t h the problems of the j o b . These i n t e r v i e w s 
g i v e us a r i c h amount of m a t e r i a l . The answer t o some of the questions, however, 
i s d i f f i c u l t t o give f o r a man who i s i n the middle of t h i n g s . I n many cases 
your husband might be too close to h i s work to be able to c l e a r l y assess h i s 
r e a c t i o n s . What we need to round out our impressions are the views of a sympa-
t h e t i c observer. This i s why we t u r n t o you. Your husband knows of t h i s and 
has expressed h i s approval o f your t a k i n g the questionnaire. 

On the one hand, a w i f e i s in v o l v e d i n and a f f e c t e d by a man's work so 
t h a t she c e r t a i n l y has the knowledge t o answer our questions. But on the other 
hand, she i s removed enough to be able t o give us a new viewpoint. We have 
t h e r e f o r e designed a number of questions to give us a p i c t u r e of how you look 
a t your husband's r e a c t i o n s to h i s work. The questionnaire w i l l r e q u i r e about 
t h i r t y minutes of your time. 

During the next few days Mrs. Arlene Mueller who i s an a s s i s t a n t i n t h i s 
study w i l l t r y to contact you and arrange an appointment a t a time which is 
convenient to you. 

The c o n f i d e n t i a l nature of your answers w i l l be maintained and your name 
and i d e n t i t y w i l l not be revealed. 

We w i l l deeply appreciate your assistance i n t h i s e f f o r t t o gain new 
knowledge about the impact of work on h e a l t h as opposed t o the impact of 
h e a l t h on work. 

Sincerely yours, 

Ernst Mueller 
A s s i s t a n t Study D i r e c t o r 
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Dear 

We deeply appreciate your cooperation i n t h i s research. 
Your generous g i f t of valuable time has made a s i g n i f i c a n t con
t r i b u t i o n to the p r o j e c t and has been of r e a l value. 

The questionnaire included i s the l a s t form we w i l l ask 
you to complete and I t should not r e q u i r e more than f i v e or ten 
minutes of your time. As you can see, i t attempts t o assess 
your r e a c t i o n t o the h e a l t h examination t h a t you have p a r t i c i 
pated i n over the l a s t weeks. A f t e r you have answered the 
questions, please seal the form i n the envelope and drop i t 
i n t o any mailbox. 

We a n t i c i p a t e completion o f the study I n September of 
1964. At t h a t time we w i l l send you an abstract of the r e p o r t 
o u t l i n i n g the main r e s u l t s f o r your i n f o r m a t i o n and i n t e r e s t . 
Let me r e i t e r a t e t h a t your i d e n t i t y w i l l not be revealed and 
your answers w i l l be kept c o n f i d e n t i a l i n f u l l accord w i t h the 
p r i n c i p l e s of medical e t h i c s and p r i v i l e g e d communication. 

Our thanks t o you f o r your cooperation and helpfulness 
i n what we hope w i l l be a meaningful and f r u i t f u l e n t e r p r i s e . 

S i n c e r e l y yours, 

C. J. Tupper, M.D., D i r e c t o r 
P e r i o d i c Health Appraisal Unit 

John R. P. French, J r . 
Program D i r e c t o r 
Research Center f o r Group Dynamics 

GC 

Enclosure 
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The items of the K-scale of the MMPI: 

The f o l l o w i n g questions ask you to make a choice between two a l t e r 
n a t i v e s , "TRUE" and "FALSE" i n response t o c e r t a i n s e l f - d e s c r i p t i v e 
statements. Please c i r c l e the choice which applies to you. 

At periods my mind seems to work more slowly than usual. 

I have sometimes f e l t t h a t d i f f i c u l t i e s were p i l i n g up so high 
t h a t I could not overcome them. 

I have o f t e n met people who were supposed t o be experts who were 
no b e t t e r than I . 

I f i n d i t hard to set aside a task t h a t I have undertaken, even 
f o r a short time. 

I l i k e t o l e t people know where I stand on th i n g s . 

At times I f e e l l i k e swearing. 

At times I am f u l l o f energy. 

At times I f e l l l i k e smashing things. 

I have never f e l t b e t t e r i n my l i f e than I do now. 

I t takes a l o t of argument to convince most people of the t r u t h . 

I have periods i n which I f e e l unusually c h e e r f u l w i t h o u t any 
s p e c i a l reason. 

I c e r t a i n l y f e e l useless at times. 

C r i t i c i s m or sc o l d i n g h u r t s me t e r r i b l y . 

I t h i n k a great many people exaggerate t h e i r misfortunes i n 
order to gain the sympathy and help of others. 

Often I cannot understand why I have been so cross and grouchy. 

I get mad e a s i l y and then get over i t soon. 

What others t h i n k of me doesn't bother me. 

I have very few qua r r e l s w i t h members of my fa m i l y . 

I am against g i v i n g money to beggars. 
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At times my thoughts have raced ahead f a s t e r than I could speak them, 
I f r e q u e n t l y f i n d myself w o r r y i n g about something. 
I worry over money and business. 

I t makes me impatient t o have people ask ray advice or otherwise 
i n t e r r u p t me when I am working on something important. 

People o f t e n disappoint me. 

I o f t e n t h i n k , " 1 wish I were a c h i l d again." 

I f i n d i t hard t o make t a l k when I meet new people. 

When i n a group of people I have t r o u b l e t h i n k i n g o f the r i g h t 
t hings t o t a l k about. 

Most people w i l l use somewhat u n f a i r means to g a i n p r o f i t or 
advantage r a t h e r than t o lose i t . 

I t makes me uncomfortable to p u t on a stunt a t a p a r t y even when 
others are doing the same s o r t of th i n g s . 

I t h i n k n e a r l y anyone would t e l l a l i e to keep out o f t r o u b l e . 



APPENDIX G 

CODING INSTRUCTIONS FOR THE SUBSCALES OF THE 
ACHIEVEMENT ORIENTATION MEASURE 

Emphasis on Research 

Conceptual d e f i n i t i o n 

This dimension was chosen t o assess status s t r i v i n g , preoccupation 

w i t h p r e s t i g e , and concern f o r t h a t l i n e of e f f o r t which promises the 

greatest e x t e r n a l rewards i n termB of status and p u b l i c esteem. 

Operational d e f i n i t i o n 

(a) High: Clear i n d i c a t i o n t h a t research i s p r e f e r r e d over teaching. 

Teaching i s seen as helping and f u r t h e r i n g research, not the other way 

around. Such a person i s l i k e l y t o be involved i n a good deal of re

search a d m i n i s t r a t i o n , because of the number and magnitude of h i s 

p r o j e c t s . 

(b) Medium: Not a c t i v e i n a l l phases of research. More one-track 

minded. Fewer p r o j e c t s and more time spent on teaching. P r o j e c t s are 

undertaking w i t h o u t s p e c i f i c concern f o r t h e i r promise of success or 

l i m i t e d t o those t h a t y i e l d p u b l i s h a b l e r e s u l t s i n a r e l a t i v e l y short time. 

(c) Low: Clear i n d i c a t i o n t h a t the man p r e f e r s teaching over 

research. Research i s seen as hel p i n g and f u r t h e r i n g teaching, not the 

other way around. Only l i p service i s p a i d t o research. 

Example of 'high': "Research i s my r a i s o n d'etre." 

Example of 'low': " I am not t r a i n e d i n research. I am t r a i n e d 

i n teaching. The f i r s t time I walked i n t o a classroom I knew t h a t was 

fo r me." 

These examples though i n qu o t a t i o n marks — are not a c t u a l 

quotations o f a s i n g l e i n d i v i d u a l , but condensations from the i n t e r v i e w s 
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of several persons designed to show the meaning and the f l a v o r of the 
p a r t i c u l a r dimension. 

I n t e r v i e w questions used i n the assessment 

I t should be pointed out t h a t none of the dimensions are assessed 

e x c l u s i v e l y on the basis of the questions l i s t e d below. The questions 

l i s t e d i n d i c a t e , however, l i k e l y p o i n t s at which answers relevant t o t h i s 

dimension might occur. 

Question: 1 t o I d , 9 to 9e, 14 to 14c, 15 

D i f f i c u l t y i n assessing t h i s demenslon 

What i s the equi v a l e n t f o r research i n the humanities, or f i e l d s l i k e 

music i s not always easy to decide. Is w r i t i n g think-pieces i n philosophy 

research? We t r i e d t o solve t h i s d i f f i c u l t y by asking, " I s t h i s an 

a c t i v i t y which i s l i k e l y t o increase the person's p r e s t i g e ? " I n the 

f u t u r e , a more s p e c i f i c approach to t h i s dimension might be not to ask 

f o r the emphasis on research but f o r the emphasis on p u b l i s h i n g and making 

oneself v i s i b l e . 

Leadership 

Conceptual d e f i n i t i o n 

Under 'leadership 1 we understand here the de s i r e t o lead and guide 

others by persuasion toward a common goal. This v a r i a b l e i s not j u s t 

i n d i c a t i v e of a u t h o r i t a r i a n c o n t r o l . 
i 

Operational d e f i n i t i o n 

(a) High: Just l i k i n g people i s not enough. The person must i n d i 

cate t h a t he wants t o mold other people i n some way, to change them. 

Psychotherapists would be rate d high on t h i s dimension. I f t h i s manipu

l a t i n g of others f o r the sake of a common goal i s done against obstacles 
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and r e s i s t a n c e , we have an e s p e c i a l l y strong case of manipulation. 

(b) Medium: The expressed concern f o r the course o f human r e l a 

t i o n s h i p s w i t h o u t evidence t h a t the person a c t u a l l y makes the attempt 

t o manipulate others. 

(c) Low: S p e c i f i c expression of the desire to work alone, t o 

remain f r e e from i n t e r p e r s o n a l entanglements. The w i l l i n g n e s s t o l e t 

others do the g u i d i n g , persuading, and c o n t r o l l i n g . However, i t does 

not mean th a t the person h i m s e l f wants t o be manipulated by those others 

t o whom he i s w i l l i n g t o leave the job of handling s o c i a l r e l a t i o n s . 

Example of 'high': " I l i k e t o work w i t h people more than w i t h 

problems. People want t o be appreciated and I t r y to see t h a t they 

f e e l they are. I have to keep morale at a high l e v e l . " 

Example of 'low 1: " I wish they would leave me alone w i t h those 

assignments. I don't l i k e to d i r e c t people and see that they do what 

they are supposed to be. I never could be a chairman." 

I n t e r v i e w questions used i n the assessment 

Question: 1 t o I d , 15 

D i f f i c u l t y i n assessing t h i s dimension 

I t i s sometimes d i f f i c u l t t o assess the meaning of a man's admin

i s t r a t i v e d u t i e s . A l o t of a d m i n i s t r a t i o n i s paperwork and does not 

in v o l v e the dealing w i t h people. Furthermore, i t i s d i f f i c u l t t o 

assess t h i s k i n d of leadership i n young people who are hampered i n the 

expression of t h i s tendency by t h e i r p o s i t i o n . 

We t r i e d to counter t h i s d i f f i c u l t y by r u l i n g out a d m i n i s t r a t i v e 

peperwork as I n d i c a t i v e of t h i s k i n d of leadership and by changing our 

value standards according to age and p o s i t i o n of the subject. 
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Range of A c t i v i t i e s 

Conceptual d e f i n i t i o n 

D i v e r s i f i e d p r o f e s s i o n a l Involvement i s the concept we t r y to assess. 

Only f u r t h e r i n v e s t i g a t i o n can show whether d i v e r s i f i e d p r o f e s s i o n a l 

involvement i s important to achievement o r i e n t a t i o n i n i t s own r i g h t or 

because i t r e f l e c t s status s t r i v i n g and leadership. 

Operational d e f i n i t i o n 

(a) High: We are looking here f o r i n d i c a t i o n s that the professor 

does not only use h i s p r o f e s s i o n a l s k i l l s w i t h i n the s t r i c t t r i a d of 

the academic p o s i t i o n , teaching, research, and a d m i n i s t r a t i o n , but i s 

i n c l i n e d t o extend the d e f i n i t i o n o f h i s job and carry p r o f e s s i o n a l s k i l l s 

i n t o off-campus a c t i v i t i e s . A c t i v i t i e s t h a t are s t r i c t l y hobbies or 

t h a t i n v o l v e him i n r o l e other than t h a t of professor are not counted. 

We are also l o o k i n g f o r i n d i c a t i o n s t h a t the t a k i n g on of these a c t i v i t i e s 

i s not p a r t i c u l a r l y l i m i t e d by devotion to the f a m i l y . 

(b) Medium: The number of these a c t i v i t i e s described above i s smaller 

and they are more immediately job r e l a t e d l i k e p r i v a t e students f o r a 

music professor, or a p r i v a t e p r a c t i c e of a professor i n the medical 

school. 

(c) Low: There are few or no a c t i v i t i e s which are not d i r e c t l y job 

connected. 

Example of ' h i g h 1 : "Oh, yes, I am involved i n much more than the 

job r e q u i r e s . I am c o n s u l t a n t t o the surgeon general, to communities 

i n Mexico, and the N a t i o n a l Commission f o r Equal Employment Op p o r t u n i t i e s . 

I also serve on other s t a t e boards and commissions." 

Example of 'low': "No, I don't do any c o n s u l t i n g . My p r o j e c t does 

not leave me time f o r anything e l s e . I c o n s t a n t l y t u r n things down." 
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I n t e r v i e w questions used I n the assessment 

Question: 1 to I d , 2a 

D i f f i c u l t y i n assessing t h i s dimension 

I t i s not always easy to separate a c t i v i t i e s which are done f o r ex

traneous reasons l i k e need f o r a d d i t i o n a l income from a high l e v e l of 

work involvement. There i s also the problem of how to assess t h i s 

v a r i a b l e i n young men who have less chance t o get involved and o l d men 

who were involved once but are no longer. 

We t r i e d to a l l e v i a t e t h i s problem by weighing outside l e c t u r i n g 

and c o n s u l t i n g l i g h t l y i n comparison to a c t i v i t i e s which are known t o 

c a r r y no remuneration. For the e v a l u a t i o n o f t h i s dimension i n young 

people we changed our value standards. Old men who once had been i n 

volved i n a wide v a r i e t y of a c t i v i t i e s were r a t e d 'medium'. 

Pushing of S e l f 

Conceptual d e f i n i t i o n 

Strength of the work r e l a t e d superego demands f o r achievement and 

r e l e n t l e s s s t r i v i n g . 

Operational d e f i n i t i o n 

(a) High: We took the number of work hours reported by the professor 

as an i n d i c a t i o n of superego demands. I f there were i n d i c a t i o n s t h a t the 

professor worked long hours i n order to f u r t h e r h i s career and h i s pro-

f e s s i o n a l p r e s t i g e , t h i s increased our r a t i n g . Such persons are l i k e l y 

to complain about the pressure, but there I s no evidence that they do 

anything about i t . One gets the f e e l i n g t h a t w h i l e they may not acknowedge 

i t , they would not be happy any other way. A l l i n d i c a t i o n s of g u i l t about 

not working more tend t o push the r a t i n g higher.' 
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(b) Medium: A l l of the above, but to a lesser degree. 

(c) Low: Feeling of l i v i n g a relaxed l i f e i s taken as an i n d i c a t i o n 

t h a t the professor does not push h i m s e l f very hard. 

Example o f 'high': "The work demands these long hours. I n terms of 

accomplishments I o f t e n f e e l »I am not making f u l l use of the o p p o r t u n i t i e s 

of the j o b . I f e e l q u i t e g u i l t y sometimes." 

Example of 'low': "The job does not weigh on me. I don't mind 

sneaking out f o r g o l f once i n awhile. I suppose nobody ever makes f u l l 

use of h i s o p p o r t u n i t i e s , but I would not know how t o do i t b e t t e r . " 

I n t e r v i e w questions used i n the assessment 

Question: 2 and 2a, 6, 9c t o 9e, 10b and 10c, 14 to 14c, Card A 

D i f f i c u l t y i n assessing t h i s dimension 

Here i t i s o f t e n d i f f i c u l t t o assess the d i f f e r e n c e between what 

the professor says and what he does. I t i s sometimes d i f f i c u l t not t o 

be stunned by f l a s h y answers. Does the man r e a l l y f e e l g u i l t y about not 

working more or i s he simply being coy? 

There was no f u l l y s a t i s f a c t o r y way of s o l v i n g t h i s problem i n the 

present i n t e r v i e w . We t r i e d to use our awareness of the problem as a 

c o r r e c t i v e . 

Achievement and Self-Confidence 

Conceptual d e f i n i t i o n 

We do not have a s p e c i f i c conceptual d e f i n i t i o n f o r t h i s dimension. 

We included i t on the assumption t h a t among men of. h igh a b i l i t y i n p o s i t i o n s 

w i t h considerable o p p o r t u n i t i e s f o r achievement, achievement o r i e n t a t i o n 

should be followed by ac t u a l achievement and correspondingly high s e l f -

confidence. 
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Operational d e f i n i t i o n 

(a) High: Any o b j e c t i v e evidence of a c t u a l achievements pushes 

the r a t i n g up, p u b l i c a t i o n s , honors, p o s i t i o n s h e l d . Men who have done 

a l o t of good work know i t , and w i t h o u t p a r t i c u l a r l y asking them i t 

expresses i t s e l f i n the i n t e r v i e w . Statements l i k e ' I d i d * or ' I was' 

are frequent among these men. Shortcomings are state d m a t t e r - o f - f a c t l y 

w i t h o u t f e e l i n g g u i l t y about them. 

(b) Medium: Less i n d i c a t i o n o f demonstrable achievement. Somewhat 

more concern w i t h d e f i c i e n c i e s . Less reference to the pro f e s s i o n at 

large as a reference group. 

(c) Low: High emphasis placed on superiors as reference persons. 

Clear i n d i c a t i o n of lack of se l f - c o n f i d e n c e . Mostly concerned w i t h the 

immediate demands of the j o b . 

Example of 'high': "The o p p o r t u n i t i e s are u n l i m i t e d . I am making 

use of them to the extent of the time I have. I do as much as I can and 

don't lose sleep over not being able t o do t h i n g s . I t h i n k I am b e t t e r 

i n research than most people I know and my p u b l i c a t i o n s and the reactions 

to them prove i t . " 

Example of 'low': " I am doing a poor j o b . I am depressed. I could 

not get any recommendations from t h i s place were I t o leave. I have put 

i n two years of unproductive work." 

I n t e r v i e w questions used i n the assessment 

Question: 1, 7, 9d and 9e 

D i f f i c u l t y in__assessing t h i s dimension 

I n order t o evaluate achievement i t i s c l e a r l y necessary to e s t a b l i s h 

some k i n d of time/achievement r a t i o since i t i s obviously not appropriate 

to expect from a beginning a s s i s t a n t professor the same achievements 
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as from a seasoned f u l l professor. I n t h i s study t h i s was not done i n 

any formal way. Only the awareness of the problem was used as a c o r r e c t i v e . 

A t t i t u d e Toward Pressure 

Conceptual d e f i n i t i o n 

We don't have a conceptual d e f i n i t i o n o f t h i s v a r i a b l e . We included 

i t on the basis o f the assumption t h a t men w i t h h igh achievement o r i e n t a 

t i o n should t h r i v e on pressure, enjoy I t , and show an aggressive and 

o p t i m i s t i c outlook on l i f e . This v a r i a b l e c o r r e l a t e s l e a s t ( r = .42) 

w i t h the t o t a l achievement o r i e n t a t i o n score. The measurement would 

e i t h e r have t o be redesigned or perhaps the dimension should be dropped 

i n f u t u r e work. 

Operational d e f i n i t i o n 

(a) High: The c l e a r statement or the clear i m p l i c a t i o n t h a t the man 

l i k e s pressure, t h r i v e s oh i t , and would not want t o be w i t h o u t i t . 

(b) Medium: People rat e d 'medium'accept pressures as a f a c t of l i f e 

b u t f e e l ambivalent about them. 

(c) Low: Clear statement t h a t the person d i s l i k e s pressure. 

Example of 'high': " I work b e t t e r under pressure. I don't know why 

I put these pressures on myself. Maybe I l i k e t o get things done and 

need pressure t o do i t . " 

Example of 'low': " I d i s l i k e pressure. Who wants t o f e e l pinched?" 

I n t e r v i e w questions used i n the assessment 

Question: 10b 

D i f f i c u l t y i n assessing t h i s dimension 

Here there i s again the problem of whether or not we can t r u s t the 

answers, and whether or not the professors answer the question w i t h 
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respect t o pressures too s p e c i f i c t o a l l o w f o r an assessment of the 

general a t t i t u d e toward pressure. Furthermore, i n c o n t r a s t t o the other 

dimensions, the e v a l u a t i o n here r e s t s h e a v i l y on the answers to a single 

question. We d i d not solve the measurement problems connected w i t h the 

assessment of t h i s dimension. 

Drive 

Conceptual d e f i n i t i o n 

The concept we t r y t o measure i s t h a t of energy output. This i s a 

summary v a r i a b l e i n which we t r y t o tap a l i f e s t y l e . How much i n t e n s i t y 

does the man put i n t o a l l h i s a c t i o n s , t h a t i s the question. 

Operational d e f i n i t i o n 

(a) High: The man gives the -impression- t h a t he c o n s t a n t l y uses a l l 

h i s energies to reach h i s goals, whatever they are. The impression that 

the man i s c o n s t a n t l y running at top speed i s pushing t h i s r a t i n g up. 

(b) Medium: A l l of the above but to a lesser degree. 

(c) Low: A l l i n d i c a t i o n s t h a t express t h a t the man i s r e t i r i n g , 

t a k i n g i t easy, and l o o k i n g f o r the good l i f e . 

I n t e r v i e w questions used i n the assessment 

The assessment of t h i s dimension d i d not depend on the consideration 

of s p e c i f i c questions but on the impression gained from the i n t e r v i e w as 

a whole. 

D i f f i c u l t y i n assessing t h i s dimension 

Since the assessment of t h i s dimension cannot be pinned down to a 

c o n s i d e r a t i o n o f the answers from s p e c i f i c questions i t leaves greater 

room f o r s u b j e c t i v i t y i n e v a l u a t i o n . 



APPENDIX H 

INTERRATER CORRELATION AND ESTIMATED RELIABILITY OF THE 
SEVEN SUBSCALES OF THE ACHIEVEMENT ORIENTATION MEASURE 

I n t e r r a t e r 
c o r r e l a t i o n 

Estimated 
r e l i a b i l i t y 

Emphasis on research .85 .92 

Leadership .67 .80 

Range of a c t i v i t i e s .72 .84 

Pushing of s e l f .55 .71 

Achievement/Self-confidence .55 .71 

A t t i t u d e toward pressure .74 .85 

Drive .61 .76 
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APPENDIX I 

FACTOR LOADING OF THE ITEMS COMPOSING THE TWO 

OVERLOAD SCALES 

Qu a n t i t a t i v e Overload (Factor QT) 

Item Loading on 
f a c t o r QT 

Loading on 
f a c t o r QL 

Overwhelming work l o a d e Too 
many t h i n g s need t o be done 0 

-.69 -.22 

Having t o do t h i n g s one does 
not r e a l l y want t o do 0 

-,45 -.06 

Not enough time t o t h i n k 
and contemplate» 

-.71 ,05 

Being t o r n by c o n f l i c t i n g 
demands. 

-.55 -.33 

The f e e l i n g o f never 
having any time. 

-.78 -.15 

Not being able t o a l l o c a t e 
one's time as one would wish. 

-,69 -o!5 

Q u a l i t a t i v e Overload (Factor QL) 

Item 

The pressure t o 
succeed 

Not measuring up. to. the 
demands of the job 

Pressure t o keep up w i t h 
one's colleagues 

The " p u b l i s h or p e r i s h " 
race 

Loading on 
f a c t o r QT 

-.13 

-.12 

-.18 

-.11 

Loading on 
f a c t o r QL 

- D73 

,47 

-.71 

-.81 
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APPENDIX J 

QUESTIONNAIRE FORM USED TO ASSESS THE DEGREE TO WHICH"THE SELF IS 
SEEN AS THE FOREMOST SOURCE OF PRESSURE 

Job pressures as w e l l as other pressures vary as t o the source of these pressures. A u n i v e r s i t y r u l 
i n g would be an environmental source of pressure. But pressures are also created w i t h i n the person himself 
through hopes, f e a r , a s p i r a t i o n s , and i n t e r n a l i z e d standards of conduct. For example, i f you decide t o do 
f i r s t r a t e research, although nobody asks you t o do so, then you y o u r s e l f are the .source o f pressure. I t i s 
not always easy t o a s c e r t a i n f o r oneself where the a c t u a l source o f pressure l i e s , but please t r y . 

Ask y o u r s e l f : do.I f e e l any pressure a r i s i n g from t h i s a c t i v i t y ? Then ask y o u r s e l f : who i s r e a l l y 
responsible f o r t h i s pressure. 

Check AS MANY choices as you f e e l are appropr i a t e . I f you f e e l t h a t there i s more than one source o f 
pressure connected w i t h a given a c t i v i t y , then-please RANK ORDER the-sources, f l ' being the main source o f 
pressure and so f o r t h . I f you f e e l the source of pressure i s not l i s t e d among the choices provided then 
please WRITE IN what-you consider the source of pressure t o be. I f no.pressure.arises, from a given a c t i v i t y , 
then .please check the f i r s t column. 

The source Of the pressures created by t h i s a c t i v i t y l i e s i n t h e . . . 

Other sources* 
No standards standards standards l e v e l o f (Please w r i t e i n 
pressure o f the of t h i s among my my own the source, i f 

Name of a c t i v i t y or a c t i v i t i e s : f e l t p r ofession i n s t i t u t i o n colleagues standards not mentioned). 



APPENDIX K 

QUESTIONNAIRE FORM USED TO ASSESS THE PERCEIVED LEGITIMACY 

OF THE PRESSURE 

I f any o f the job a c t i v i t i e s l i s t e d below act as a source o f pressure i n your l i f e , please i n d i c a t e 
whether you view these pressures as a r i s i n g out of demands which fOU accept as j u s t i f i e d , reasonable, and 
l e g i t i m a t e ; or whether you view these pressures as a r i s i n g out o f u n j u s t i f i e d or a r b i t r a r y i m p o s i t i o n s . For 
example, a chairman's demand t o take over an e i g h t o'clock class may seem l e g i t i m a t e t o a new Ph.D., but 
may be viewed as an u n j u s t i f i e d or a r b i t r a r y request by a f u l l professor w i t h h igh s e n i o r i t y . 

Please place a checkmark on each l i n e i n the appropriate place. Do not h e s i t a t e t o use a l l p a r t s o f 
the scale. I f you don't f e e l any pressure w i t h respect t o t h i s a c t i v i t y , check .the f i r s t column. 

I consider the pressures which a r i s e i n connection w i t h t h i s a c t i v i t y * * * 

Name o f a c t i v i t y or a c t i v i t i e s : 

No pressure 
f e l t , Ques
t i o n doesn't 
apply. 

n e i t h e r 
l e g i t i m a t e 

very somewhat nor somewhat very 
l e g i t i m a t e legitimate, i l l e g i t i m a t e i l l e g i t i m a t e i l l e g i t i m a t e 



APPENDIX L 

QUESTIONNAIRE FORM USED TO ASSESS THE DEGREE OF SUBJECTIVE PUBLIC ESTEEM 

I n these questions we t r y t o l e a r n what others i n your f i e l d t h i n k of you p r o f e s s i o n a l l y . Below, you 
w i l l f i n d the l i s t of a b i l i t i e s and a t t r i b u t e s which you mentioned i n our i n t e r v i e w . For each one please 
answer two questions: 

1. How are you pre s e n t l y evaluated p r o f e s s i o n a l l y by those persons and groups i n your f i e l d 
whose opinions matter t o you? 

2. What p r o f e s s i o n a l e v a l u a t i o n are you s t r i v i n g t o achieve among those persons o r groups i n your 
f i e l d whose opinions matter t o you? 

Below, the number ' 1 ' represents a low e v a l u a t i o n , the number '7' a high e v a l u a t i o n . For each ques
t i o n select the appropriate numerical value and c i r c l e i t . A f t e r you have considered each a b i l i t y or 
a t t r i b u t e , t here should be TWO e n c i r c l e d numbers, one p e r t a i n i n g t o question 1 , the other t o question 2, 
Do not h e s i t a t e t o use a l l p a r t s o f the scale. 

With respect t o the a t t r i b u t e or a b i l i t y l i s t e d below ... 

Name o f a b i l i t y or a t t r i b u t e : 

The present e v a l u a t i o n of me by 
those i n my f i e l d whose o p i n 
ions matter t o me i s : 



APPENDIX H 

QUESTIONNAIRE FORM USED TO ASSESS THE DEGREE OF OCCUPATIONAL SELF-ESTEEM 

The degree of a given q u a l i t y does n o t — b y i t s e l f — i n d i c a t e whether or not you are s a t i s f i e c 1 w i t h the way 
you stand on t h a t q u a l i t y . There i s probably no one who can say; "I'm p e r f e c t l y s a t i s f i e d w i t h my degree o f 
a b i l i t y as i t i s ; I don't want t o change at a l l . " Usually, people would l i k e t o change, but d i f f e r as t o the 
kinds of a t t r i b u t e s and a b i l i t i e s about which they are d i s s a t i s f i e d and i n which they would l i k e t o see some 
change come about. 

Below, you w i l l f i n d the same l i s t o f t r a i t s t h a t you have been using i n Part I . Please i n d i c a t e f o r each 
t r a i t how s a t i s f i e d or d i s s a t i s f i e d you axe w i t h the amount of t a l e n t you have at present. 

Place a checkmark on each l i n e at the appropriate place. Do not h e s i t a t e t o use a l l p a r t s of the scale. 

With respect t o the a b i l i t y or a t t r i b u t e l i s t e d below 

Name of a b i l i t y or a t t r i b u t e : 

I am very I am 
d i s s a t i s f i e d somewhat 
w i t h my present d i s s a t i s f i e d 
degree of 
t a l e n t or s k i l l 

I am n e i t h e r 
s a t i s f i e d nor 
d i s s a t i s f i e d 

I am 
somewhat 
s a t i s f i e d 

I am r a t h e r 
s a t i s f i e d w i t h 
my present 
degree o f 
t a l e n t o r s k i l l 



APPENDIX N 

CODING CATEGORIES FOR THE CLASSIFICATION OF 

THE VARIOUS DEPARTMENTS 

Physical sciences 

L i f e sciences 

S o c i a l sciences 

: Astronomy 
Biochemistry 
Chemistry 
Mathematics 
Physics 

: Botany 
Genetics 
Zoology 

: Anthropology 
P o l i t i c a l Science 
Psychology 
S o c i a l Work 
Sociology 

Business a d m i n i s t r a t i o n / 
economics 

Medicine 

Engineering 

L i b e r a l Arts 

Public Health 

Music 

Education 

Other 

A l l f i e l d s represented i n the school 
of business a d m i n i s t r a t i o n and the 
department of economics 

A l l branches of medicine i n c l u d i n g : 
Anatomy 
D e n t i s t r y 
Pathology 
Psychiatry 

A l l f i e l d s represented i n the college of 
Engineering, and also 
Heterology 
Wood technology 

H i s t o r y 
Languages 
Philosophy 
Speech 

A l l f i e l d s represented i n the school o f 
Publ i c Health 
A l l f i e l d s represented i n the School of 
Music 
A l l f i e l d s represented i n the School of 
Education, i n c l u d i n g p h y s i c a l education 
Miscellaneous departments: 
law, a r c h i t e c t u r e , a r t 

Journalisms, 
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APPENDIX 0 

CODING CATEGORIES FOR THE ANSWERS TO THE QUESTION: "IN GENERAL 

WOULD YOU SAY THAT YOU WORK HARD OR NOT VERY HARD?" 

In general would you say t h a t you work hard or not 
very hard? (Q. 2) 

1. Very hard 

2. Hard 

3. Q u a l i f i e d 'hard' and 'average' 

P r e t t y hard 
Harder than average 
People say I work hard, but I don't f e e l I am 
working t o capacity 
I don't t h i n k I work too hard, g e n e r a l l y j u s t normal 

4. Avoids a c l e a r answer 

I am t i r e d when ni g h t comes 
Hard i s r e l a t i v e 
I don't work more than I should 
I have never asked myself t h a t 
P r e t t y hard t o say 
I worked harder i n the past 
I don't get much done anymore 

5. Not hard 

I don't work hard 
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APPENDIX P 

CODING CATEGORIES FOR THE ANSWERS TO THE QUESTION: "WHY 
WOULD YOU WORK (IF YOU DIDN'T HAVE TO)?" 

Why would you work, ( i f by some chance you i n h e r i t e d enough 
money t o l i v e comfortably without working)? (Q. 3a) 

Fu n k t i o n s l u s t , enjoyment of a c t i v i t y -

Here are t o be coded a l l i n d i c a t i o n s t h a t the man f e e l s 
and i n t r i n s i c need t o be a c t i v e without s p e c i f y i n g any p a r t i 
c u l a r reasons or motives. 

Examples: I enjoy i t 
I t i s i n my glands 
I would not be happy without something t o do 
I am not conscious o f the energy i t takes 
The body needs a c t i v i t y 

Nature of the work and s e l f - u t i l i z a t i o n 

Here are t o be coded a l l i n d i c a t i o n s t h a t the man i s driven 
t o work by an i n t r i n s i c i n t e r e s t i n the nature of the work 
and the need t o u t i l i z e h i s s k i l l s and t a l e n t s . 

Examples: I am i n t e r e s t e d i n the work 
I get fa s c i n a t e d by.ideas 
I l i k e my job 
I t i s a challenge 
B a s i c a l l y , I don't l i k e anything b e t t e r 

Work as a moral value 

Here are t o be coded a l l i n d i c a t i o n s t h a t the man perceives 
work as having an i n t r i n s i c moral value f o r i t s own sake. 

Examples: I was brought up t h a t way 
I t i s my philosophy of l i f e 
I t would v i o l a t e my standards, i f I did n ' t work hard 
This i s my l i f e , t h i s i s my r e l i g i o n 
Without a j o b people f l o a t and flounder 
Without i t l i f e would have no purpose 
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Success s t r i v i n g and s t r i v i n g f o r r e c o g n i t i o n . 

Here are t o be coded a l l i n d i c a t i o n s t h a t the man works i n order to 
achieve success, an e x t r i n s i c g o a l , which i s not inherent i n the nature 
of the work i t s e l f but nevertheless a goal o f the person himself. 

Examples: I l i k e t o be a leader i n the f i e l d 
Because I am v a i n and have t o keep a r e p u t a t i o n 
I want t o get ahead 
I f you want a promotion,'you have t o t u r n out work 
Without hard work success would be impossible 
T l i k e t o p u b l i s h 
I want regard, I want t o count 

So c i a l pressure 

Here are t o be coded a l l i n d i c a t i o n s t h a t the man works because he 
f e e l s the s o c i a l pressure t o do so. I n co n t r a s t t o success s t r i v i n g as 
a reason for'working ';his i s seen by the person as an e x t e r n a l f o r c e 
impinging upon him. 

Example: s o c i a l pressure 

Job pressure (overload) 

Here are t o be coded a l l i n d i c a t i o n s t h a t the man works because he 
sees the job as an e x t e r n a l f o r c e , o b l i g i n g him t o work. He works because 
f o r what reason ever he can't or won't escape the commitments he has 
taken on. 

Examples: I am driven by p r o j e c t s 
The pressure of the new course 
The job has t o be done 
There i s no choice 
You accept something and then you are commited 

S a t i s f a c t i o n o f other e x t r i n s i c needs and values 

Here are t o be coded a l l i n d i c a t i o n of other motivations o r i g i n a t i n g 
i n the person but not i n t r i n s i c a l l y t i e d t o the nature of the j o b . 

Examples: Concern f o r the community 
I want r e s p o n s i b i l i t y 
I want t o help people 
I want t o c o n t r i b u t e 
The s a t i s f a c t i o n o f accomplishing something 
I t allows me a s t y l e of l i f e I would not have otherwise 
I want salary r a i s e s 
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Others ( i n c l u d i n g unclear answers) 

Here are t o be coded a l l comments t h a t don't f i t i n t o 
.any of the other categories and those t h a t are unclear,, 

Examples: I always have worked hard 
I t i s more i n t e r e s t i n g t o work hard than not t o 
I am b a s i c a l l y happier i f I work hard 



APPENDIX Q 

CODING CATEGORIES FOR THE ANSWERS TO THE QUESTION: "COULD YOU 

TELL ME SPECIFICALLY WHAT ARE THE THINGS YOU LIKE ABOUT YOUR JOB?" 

Could you t e l l me s p e c i f i c a l l y what are the t h i n g s you l i k e about your 
job? (Qc 9) 

Here are t o be coded a l l comments about freedom t o arrange one's time, 
work, and a l l comments about independence and being one's own boss. Also? 
a l l comments concerning academic freedom as a p o l i t i c a l i s s u e e 

Examples: Academic freedom 
Freedom o f work and time 
I am my own boss 

1. This category i s mentioned 

0* This category i s not mentioned. I n a p p l i c a b l e 

The i n t e r p e r s o n a l .fQ.l^i, 0. 1}, 3, 

Here are t o be coded a l l comments about pleasant and e n r i c h i n g profes
s i o n a l and personal r e l a t i o n s . Also: references to the competence o f 
colleagues. 

Examples: The kind of people one associates w i t h 
Competent colleagues 
Cross f e r t i l i z a t i o n 
The lack of a r t i f i c i a l i t y 
The p r i v a c y a large u n i v e r s i t y gives you 

The academic way o f l i f e 

Here are t o be coded a l l comments about u n i v e r s i t y l i f e or univer
s i t y atmosphere i n general without mentioning any p a r t i c u l a r aspects a 

Examples: I l i k e u n i v e r s i t y l i f e 
The i n t e l l e c t u a l atmosphere 
The u n i v e r s i t y atmosphere 
The o p p o r t u n i t i e s of a u n i v e r s i t y community 
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The nature o f the work-and s e l f ^ u t i l i z a t i o n . 

Here are t o be coded a l l comments i n d i c a t i n g t h a t the man f i n d s 
s a t i s f a c t i o n i n the nature o f the work and t h a t i t allows him the use of 
his s k i l l s and t a l e n t s . This category i s d i f f e r e n t i a t e d from several 
others by the f a c t that t he nature o f the work i s mentioned i n general 
terms, without g i v i n g p a r t i c u l a r s . Also t o be coded here are a l l comments 
about the s a t i s f a c t i o n o f personal need excluding, however, s t a t u s 
s t r i v i n g and the need t o help and c o n t r i b u t e . 

Examples: The work i s f a s c i n a t i n g 
I l i k e t h i s work best 
Every day I do what I t h i n k i s important 
I t s a t i s f i e s my c u r i o s i t y 
I t s a t i s f i e s personal needs 
I am best q u a l i f i e d t o do t h i s 
I t c a p i t a l i z e s on my experience 
I do what I want t o do 

Teaching and the t e a c h i n g ^ s i t u a t i o n 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h teach
ing as a p a r t i c u l a r aspect of the j o b and w i t h p a r t i c u l a r favorable 
arrangements of the teaching s i t u a t i o n . 

Examples: Developing young people 
The imparting of knowledge 
Working w i t h good students 
Light teaching load 
Teaching advanced courses 
I enjoy teaching 

Research and t h e research s i t u a t i o n 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h the 
research as a p a r t i c u l a r aspect o f the job and w i t h the p a r t i c u l a r 
favorable arrangements of the research s i t u a t i o n . 

Examples: I enjoy research 
Ease of o b t a i n i n g funds 
P o t e n t i a l of the job f o r research 
F a c i l i t i e s 

V a r i e t y 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h the 
•var i e t y of tasks involved i n the j o b . Also t o be coded here are a l l i n d i 
c ations t h a t t he man i s glad t o have a balance of d u t i e s . 

Examples: I have t o have v a r i e t y 
I want a balance 
Teaching and research 
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Self-development and challenge 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n because 
the j ob allows f o r personal growth, and because i t c o n s t i t u t e s a 
challenge. 

Examples: The challenge 
Opportunity f o r growth 
Pressure t o keep, up t o date 
Opportunity t o l e a r n more about the f i e l d 
Being at the center of my work 
The c r e a t i v i t y of the j o b 

Good working c o n d i t i o n s 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h t h i s 
or t h a t e x t e r n a l aspect o f the work s i t u a t i o n , e x c l u d i n g , however, a l l 
comments mentioning t a n g i b l e rewards. 

Examples: L i t t l e p o l i t i c s 
Low l e v e l o f pressure 
Tolerant superiors 
The contacts you can b u i l d up 
Not as production o r i e n t e d l i k e i n d u s t r y 
I l i k e the team approach 
The support the u n i v e r s i t y gives t o my work 

Prestige^ of the u n i v e r s i t y and the^ p r o f e s s i o n 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h the 
p r e s t i g e o f the u n i v e r s i t y , school, or department. Also: a l l p r e s t i g e 
o r i e n t e d comments i n general. 

Examples: P r i v i l e g e t o be at a good school 
Prestige 
The st a t u s you have as a professor 

Tangible rewards 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h the 
e x t e r n a l rewards t h a t go w i t h the j o b , e x c l u d i n g , however, those t h a t 
go w i t h l i v i n g i n a p a r t i c u l a r towru 

Examples: Salary 
S e c u r i t y 
R e l a t i v e l y l a r g e amount o f vacation 
Fringe b e n e f i t s 
I get t o t r a v e l 
Opportunities f o r outside work 
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The community 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n w i t h 
l i v i n g i n a p a r t i c u l a r community without mentioning the u n i v e r s i t y 
a f f i l i a t i o n of t h a t town. 

Examples: L i v i n g i n Ann Arbor 
A good place t o r a i s e the k i d s 

Opportunity t o help, c o n t r i b u t e , and t o be o f service 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n 
w i t h the o p p o r t u n i t i e s the j o b o f f e r s t o help o t h e r s , t o c o n t r i b u t e 
something, and t o be of s e r v i c e . 

Examples: I have a message 
One t h i n k s one has t o make a c o n t r i b u t i o n 
I want t o help 
I can help people 

Influence and r e s p o n s i b i l i t y 

Here are t o be coded a l l comments expressing s a t i s f a c t i o n 
w i t h the f a c t t h a t the job c a r r i e s r e s p o n s i b i l i t y and i n f l u e n c e . 

Examples: The r e s p o n s i b i l i t y my work c a r r i e s 
The in f l u e n c e you w i e l d 

Other 

Here are t o be coded a l l comments" expressing s a t i s f a c t i o n 
w i t h aspects of the job which do not f i t i n t o any o f the 
previous coding categories. 



APPENDIX R 

CODING CATEGORIES FOR THE ANSWERS TO THE QUESTIONS ASKED 

OF THE WIFE ABOUT THE LEISURE TIME ACTIVITIES OF THE HUSBAND 

"When your husband comes home, what are some of the 
ways i n which he relaxes?" "Could you t e l l us how 
your husband u s u a l l y spends h i s weekends?" 

A c t i v i t i e s w i t h w i f e and f a m i l y 

This includes everything the man does w i t h h i s wife and f a m i l y . But 
i t excludes s o c i a l i z i n g w i t h others. I t also excludes going t o movies, 
p l a y s , sport events unless the f a m i l y i s s p e c i f i c a l l y mentioned,, 

Examples: "Helps, or plays w i t h me" 
"Plays w i t h the baby" 
"The f a m i l y dinner hour" 
"Excursion day w i t h the f a m i l y " 
"Sex" 
"Helps c h i l d r e n w i t h the schoolwork" 
"Encourages meal p r e p a r a t i o n " 

P r o f e s s i o n a l work 

This includes everything the man does f o r h i s work e i t h e r at home o r by 
going back t o the o f f i c e , l a b . o r by going t o meetings, 

NOTE: I f i t says something l i k e "works on the p r o j e c t " without 
e l a b o r a t i o n , code t h i s as r e f e r r i n g t o p r o f e s s i o n a l work. 

Examples: "Out of town conferences" 
"Attends meetings, l e c t u r e s " 
"Correspondence", "Prepares f o r classes" 
"Works at l a b . " 
"Reads t e c h n i c a l r e p o r t s " 

• "Plans the next day, makes l i s t s " 

Reading f o r r e l a x a t i o n 

NOTE: I f i t j u s t says "reading" code t h i s under t h i s category, 
• reading f o r r e l a x a t i o n . 

Examples: "Reads the paper", "Reads magazines" 
"Non-technical reading" 
"Reading f o r pleasure" 
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House and household maintenance 

I n t o t h i s category belong a l l the " d o - i t - y o u r s e l f " a c t i v i t i e s 
which cannot be recognized as hobbies. Here also belong such t h i n g s 
as errands, paying o f b i l l s , reading the m a i l , t a k i n g care o f 
the car, e tc. 

Examples: "Errands around town", "goes shopping" 
"Care of basement and garage" 
"Gardening and outdoor chores" 
"Putters around the house, garden" 
"Looks at m a i l " 

NOTE: I f "gardening" i s mentioned without any f u r t h e r 
e l a b o r a t i o n , then code i t under hobbies. 

Hobbies 

I n t h i s category belong a l l purposeful but r e l a x i n g hobby 
a c t i v i t i e s w i t h the exception o f a t h l e t i c a c t i v i t i e s . 

Examples: "Current p r o j e c t - p a i n t i n g , f u r n i t u r e r e f i n i s h i n g " 
"Crossword puzzles", "Guitar p r a c t i c e " 
"Hobbies and the l i k e " 

A t h l e t i c a c t i v i t i e s 

This includes a l l p h y s i c a l and sports a c t i v i t i e s but not 
walking and camping. 

Examples: " G o l f " , " A t h l e t i c s " , " S a i l i n g " , "Tennis" 

Spectator r e l a x a t i o n 

This includes a c t i v i t i e s i n which the man p a r t i c i p a t e s as a passive 
s p e c t a t o r , movies, TV, sports events. I t does not include 
concerts, and plays. 

Examples: "Spectator s p o r t s " , "Movies", "Watching TV"„ 
"Watches news on TV"0 
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S o c i a l i z i n g 

This includes a l l a c t i v i t i e s w i t h people other than one's 
immediate f a m i l y , though members of the immediate f a m i l y may 
also be present. 

Examples: " V i s i t i n g f a m i l y " 
"Plays host", "Friends f o r bridge" 
" E n t e r t a i n or be e n t e r t a i n e d " 
" S o c i a l i z i n g , guests o r p a r t i e s " 

I n t e l l e c t u a l p u r s u i t s 

This r e f e r s t o i n t e l l e c t u a l a c t i v i t i e s . o u t s i d e the house 
but not connected w i t h the work. 

Examples: "Plays", "concerts", " a r t e x h i b i t s " , e t c 

C i v i c a c t i v i t i e s 
This includes a l l the work done- f o r church, community, schools, 
e t c . I t also includes simply going t o church. 

Examples: "Army reserve meeting", "church" 
"Prepares Sunday School class" 
"Boy scouts" 

P l a i n r e l a x i n g 

This includes a l l the a c t i v i t i e s which j u s t seem t o provide a 
t r a n s i t i o n from work t o home, or which take the mind o f f t h i n g s , 
plus p l a i n l o a f i n g . 

Examples: "Nothing", "Taking shower", "Eating'!, "Dinner" 
"Mixing a d r i n k " , "Sleeping l o n g " , "Walking" 
"Wandering around the shops", "Nap" 
"Changing c l o t h e s " , " L i s t e n i n g t o music", e t c , 

' Other 

Here should be coded everything t h a t does not f i t i n t o any o f 
the former categories. This i s the waste basket category. You 
should f i n d i t only very r a r e l y necessary t o use i t , 



APPENDIX S 

CORRELATION OF ACHIEVEMENT ORIENTATION AND SERUM URIC 
ACID IM THE FOUF STATUS GROUPS 

Co r r e l a t i o n w i t h serum u r i c a c i d 

Assistant 
professor 

Associate 
professor 

F u l l 
professor A d m i n i s t r a t o r 

H = 35 N = 19 N = 24 N = 9 

Emphasis on research .32 .10 -.06 .61 

Leadership ,56 a .40 ,47 (*) 

Range of a c t i v i t i e s ,40 .31 ,33 .36 

Pushing of s e l f .56 -.04 .37 066 

Achievement/self-conf. ,64 *54 .35 ,59 

A t t i t u d e toward pressure -.02 .41 ,06 ,52 

Drive .71 ,52 .29 .40 

A O R score .72 ,54 049 ,78 

a C o r r e l a t i o n s s i g n i f i c a n t at the ,05 l e v e l o r b e t t e r are underlined 

(*} Computation of the c o r r e l a t i o n c o e f f i c i e n t was not pos s i b l e since 
a l l a d m i n i s t r a t o r s received equally the highest r a t i n g (3) on t h i s 
sui>ucale» 



APPENDIX T 

ITEMS AND INSTRUCTIONS OF THE WORRY INDEX 

A l l of us occ a s i o n a l l y f e e l bothered by c e r t a i n t h i n g s i n our work. Here 
are a l i s t o f t h i n g s t h a t sometimes bother people; I would l i k e you t o 
check how o f t e n you f e e l bothered by them. 

A. Feeling t h a t you have too 
l i t t l e a u t h o r i t y t o carry 
out the r e s p o n s i b i l i t i e s 
assigned t o you? 

B* Being unclear on j u s t what 
the scope and r e s p o n s i b i l i 
t i e s of your j o b are.? 

C, Not knowing what o p p o r t u n i t i e s 
f o r advancement or promotion 
e x i s t f o r you? 

D, Feeling t h a t you have too 
heavy a workload, one t h a t you 
can't p o s s i b l y f i n i s h durin£ 
an o r d i n a r y workday? 

E, Thinking t h a t y o u ' l l not be 
able t o s a t i s f y the c o n f l i c t 
ing demands of various people 
over you? 

F, Feeling t h a t you're not 
f u l l y q u a l i f i e d t o handle 
your job? 

G, Not knowing what your 
colleagues t h i n k o f you, how 
they evaluate your work? 

H. The f a c t t h a t you can't get 
in f o r m a t i o n needed t o carry 
out your job? 

I , Having t o decide t h i n g s t h a t 
a f f e c t the l i v e s of people 
you know? 

J 0 Feeling t h a t you may not 
be l i k e d and accepted by 
the people, you work with? 

K„ Feeling t h a t you are 
f a i l i n g to get ahead? 

L« Feeling t h a t I am 
" i n a r u t " ? 

M, P o s s i b i l i t y of l o s i n g 
t h i s job? 

N, Money problems? 

0. My own health? 

P 0 Feeling t h a t I don't put 
enough e f f o r t i n t o the job? 

Each v a r i a b l e was measured on a f i v e - p o i n t scale ranging from 
"Never" t o "Nearly a l l the time", A s i x t h category "Doesn't 
apply" was included, A person's score i s the average o f h i s 
r a t i n g s on a l l items not r a t e d "Doesn't apply" 3 
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ATKHDIX D 
l o c i t u n i U t l M H e t r U af th* n r l a b l u uaad in th l a amdy, 

a.b 
Dot u m c M f o r d d i d t l f o a u 

1 2 3 4 3 6 7 8 9 10 11 12 13 14 15 16 17 

1. Occupational aelf-eeteen 
i . Quantitative overload -.23 
3. Qualitative overload -.37 .38 
4. S e l f aa aourcc of pre n i t r e -.05 -.08 -.10 

5. Legitimacy of praaaure .17 -.36 -.12 • 26 
6. Subjective public e a t e n • 54 -.19 -.50 .14 .29 
7. Achievement orientation .10 .14 -.19 .09 .00 .20 
e. Enphaala on reaearch -.27 .12 .16 • 22 -.06 -.30 .40 

9. Leaderahtp .19 .14 -.27 - .08 -.04 • 36 .65 -.16 

10. Range af a c t i v t t i e e .26 .06 -.41 .03 .10 • 37 • 60 -.06 .47 

n . Puahlng of eel f -.19 .33 .14 .07 -.09 -.02 • 63 .38 .10 .11 

u . Ach laves-nt IS* lf-con f Idanca • 28 -.09 -.37 .05 .06 • 30 .79 .23 .50 .50 -28 

13. Attitude couird preaaure .13 -.09 .03 .04 .09 .05 .43 -.02 .17 .13 .10 • 17 

14. Drive .02 .16 -.06 .07 -.07 .09 •as .32 • 52 .35 • 67 .62 .33 

IS. Age • 23 .03 -.40 -.01 -.08 .19 .06 -.27 .28 .30 -.17 .13 .05 -.09 
.71 

16. Statua .23 .02 -.45 -.02 .03 • 25 • 31 -.16 .44 .40 -.01 .38 .11 .12 .71 

17. Serun u r i c acid .07 .03 -.0* .06 .08 .15 • 59 .20 .47 .36 -39 .48 .16 .50 .09 .16 

I S . Choleeterol .03 -.10 -.03 -.07 -.10 -.06 .03 -.06 .13 .11 -.07 .09 -.11 -.01 .19 .11 • I I 

19. D i a s t o l i c blood preaaure .20 -.01 -.19 -.23 -.06 .16 .24 .05 .16 • IB .11 .22 .07 .15 • 30 • 20 .17 

20. Obesity .00 -.10 -.10 -.11 -.03 .12 .16 -.10 • 34 .16 .08 .17 -.10 .11 .10 .07 • 16 

21. Ocfen*1vaneit .44 -.19 - • 3 i -.18 .11 • 36 .12 -.31 .16 • 31 -.17 .29 .19 .05 • 21 .13 -.08 

21. Work houra (huaband'a report) -.01 .18 -.11 .04 -.14 .09 .43 .17 • 26 • IT A8 .34 -.04 .42 -.11 .04 .08 

23. Hark hours (wife'a report) .IB .03 -.15 .04 -.10 .12 .10 .14 -.01 .13 .09 .10 -.16 .13 -.16 -.15 .04 

24. Worry (huaband'a report) -.44 .41 .58 -.10 -.35 -.46 -.15 .12 -.20 -.30 .13 -.17 -.08 .01 -.16 -.34 -.11 

2S. Horry (wife's report) -.30 .26 .45 .03 •20 -.33 -.17 .11 -.24 -.30 .13 -.3* .07 -.08 -.16 -.26 -.20 

-.01 
.01 .17 

-.06 .09 .01 
-.09 .13 .18 .08 
-.10 .03 -.02 .01 
.04 -.10 .04 -.34 
.01 -.05 -.13 -.31 

a Correlation* s i g n i f i c a n t at the .05 le v e l or bactar are uadarllaad 
b The umber of c a i e i v t r l e a due to a t t a i n t data. 

The data are f o r the aavpla aa a whole. L a c L - ^ < t h e aieBdAlacratara 



IOtereorrelaElou ttatrlx of tfaa variablea uaad Ln t h i i study, 
icted for M u i l n n n . ' ' 

O 
ru 

1 2 3 4 3 6 7 8 9 10 11 12 L3 14 15 16 17 LB 19 20 21 22 
1. Occupational i*lf-*»teea 
I . Quantitative overload -.16 
1. Qual i t a t i v e overload -.26 • 34 
4. Self ai source of pressure .05 -.11 -.17 
i . L»gltlnacy of preliure .13 -.35 -.09 .29 
6. Subjective public eiteea .46 -.14 -.43 .22 .14 
7. 
B. 

Achievement orientation 
Emphasis on research 

.06 

.15 
.17 
.06 

-.16 
.06 

.11 
17 

.01 
-.03 

.17 
-22 • 47 

9. Leadershlp .13 .16 -.23 -.05 -.06 .36 .64 -.12 
10. Range of a c t i v i t i e s .14 .13 -.34 .10 .07 .30 .60 .04 • 45 
11. Pushing of ae l f -.13 .31 .09 .04 -.07 .04 .66 • 35 • 34 .17 
17. Achievement/Self-confidence .17 -.03 -.30 .11 .OS • 22 • 80 • 34 .48 .45 .35 
t3. Attitude towards pressure .OB -.05 .11 .07 07 -.02 •42 -.04 .15 .08 .14 .22 
14. Or lve .00 .17 -.04 .08 -08 08 .85 .36 .52 .35 .69 .64 .33 
IS. Ag.- .16 .07 -.36 -.04 -.10 .09 .03 -.22 .26 • 25 -.14 .10 .01 -.10 
16. Status • 1? .04 -.45 .00 .02 .22 .30 -13 Al • 38 -.08 .35 .10 .11 .70 
17. Scrum u r i c acid .12 .01 -.12 .05 .09 .19 • 61 .11 • 49 • 41 • 39 .32 .18 • 50 .05 .16 
IB. Cholesterol .07 .09 -.05 -.08 -.09 -.04 .03 -.08 .14 .14 -.08 .11 -.10 -.01 .20 .12 • 22 
19. D i a s t o l i c blood pressure .18 .01 -.17 -.21 -07 .14 •23 .09 .15 • 27 .13 .20 .05 .15 .29 .19 .16 -.11 
20. Obesity -01 .11 -.10 -.11 -.03 .12 .18 -.09 .3S .26 .08 .17 -.10 .11 .10 .07 • 26 .01 .17 
21 Defonslvuiiuis .44 -.19 -.35 -.18 .11 .52 .13 -.31 .16 .31 -.17 .29 .19 .05 • 21 .13 -.08 -.06 .09 .02 
22. Work, hour[ (husband's report) -06 • 21 -09 .05 -.15 .06 .42 .21 .26 .27 .50 .34 -06 .42 -.13 .03 .08 .18 .05 .18 .0B 
23. Work hours (wife's report) .20 .03 -.16 .04 -.10 .13 .10 .15 -.01 .14 .09 .10 -16 .13 -.16 -.15 .04 -.10 .03 -.02 .01 Jl 
24. Worry (husband's report) .35 .40 .52 -.17 -.33 • 39 -.12 .01 -.18 -.21 .08 -.19 -.01 .03 -.21 -.32 -.14 .05 -.08 -03 -.34 .07 
25. Worry ( v l f t ' i report) .19 .22 .38 -.03 -.18 .25 -.14 .01 -.20 -.22 .09 -.27 .14 -.06 -.10 -.23 -.24 .00 -.02 -.13 -.31 -.05 

-.17 
.03 

Correlations s i g n i f i c a n t at the 0.05 l a n l or better are underlined 
The mober of UMI var i e s within t h l a table due to odeaing data 
The data are for the sample aa a uhole, including the administrator a 
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APPENDIX W 



SELF-ACTUALIZATION, OVERLOAD, AND HEALTH: A THEORETICAL APPROACH1 

Ernst F. Mueller 

The present a r t i c l e s h a l l introduce the reader who has no immediate 

access to American dissertations and to progress reports of unfinished 

studies, to new thoughts about the problems of physical and mental health 

i n the professional realm. 

That personality factors and factors of the s o c i a l environment affect 

the physical and mental health of a person, has been shown by a multitude of 

studies, Less c l e a r are the causal chains which underlie these relation

ships. The attempt to gain insight into these causal chains through a 

comprehensive, empirically testable theory seems rather new, Basic to th i s 

approach i s the assumption that s o c i a l factors influence the person's 

self-image, that the person evaluates t h i s self-image mainly according to 

the norms of his s o c i a l environment, and that the psychological reactions 

which r e s u l t from t h i s self-evaluation trigger physiological e f f e c t s which 

may lead to maladjustment and f i n a l l y i l l n e s s . The center for t h i s work 

seems at present the I n s t i t u t e for S o c i a l Research at the University of 

Hichigan i n Ann Arbor. The present state of the work i s reported in the 

Journal of S o c i a l Issues, July, 1962. 

The investigation of the relationships between s e l f - a c t u a l i z a t i o n and 

health i s a part of t h i s larger program. The concept of s e l f - a c t u a l i z a t i o n 

i s s p e c i a l i n the sense that s e l f - a c t u a l i z a t i o n i s neither a purely 

sociological concept, as for instance ' c l a s s 1 , nor a purely psychological 

A German translation of t h i s a r t i c l e i s in press in Koelnor 
Z e i t s c h r i f t fur Soziologie und Sozialpsychologie. 
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one, such as ' i n t e l l i g e n c e * . S e l f - a c t u a l i z a t i o n i s a r e l a t i o n a l concept 
t h a t assesses the correspondence between person and environment« While 
the character o f a s o c i a l class i s undoubtedly i n f l u e n c e d by psychological 
f a c t o r s , the concept o f class as a common f a t e i n the'market s i t u a t i o n 
can be understood independently o f these f a c t o r s . S i m i l a r l y , we know that 
s o c i o l o g i c a l v a r i a b l e s r e l a t e ' t o the degree of i n t e l l e c t u a l performance, 
but i n order t o understand the concept of i n t e l l i g e n c e as the a b i l i t y t o 
solve new problems such s o c i o l o g i c a l considerations are not necessary,, 
However, n e i t h e r the knowledge o f a person's a b i l i t i e s nor our knowledge 
o f the environmental c o n d i t i o n s alone permits us t o say whether or not a 
person u t i l i z e s h i s a b i l i t i e s . Only when we put both f a c t o r s i n r e l a t i o n 
t o each o t h e r , can we speak of s e l f - a c t u a l i z a t i o n . 

As soon-as one begins t o analyze the concept o f s e l f - a c t u a l i z a t i o n 

one r e a l i z e s the necessity t o d i s t i n g u i s h between two d i f f e r e n t meanings 

o f the concept. On the one hand, s e l f - a c t u a l i z a t i o n can be understood as 

t h e process 1 of self-development. G. W. A l l p o r t (1) and Rogers (28) use 

t h e concept i n t h i s sense as a c h a r a c t e r i z a t i o n o f the human s t r i v i n g t o 

develop- given t a l e n t s and t o improve oneself* Goethe's "Faust" gives 

p o e t i c expression t o t h i s concept. But on the other hand, s e l f - a c t u a l i z a t i o n 

describes the degree t o which a person uses h i s a b i l i t i e s i n h i s occupation 

o r i n his l i f e i n general. Thus, we d i s t i n g u i s h between self-development 

and s e l f - u t i l i z a t i o n . U n t i l now, our work has been concerned only w i t h 

t h e concept of s e l f - u t i l i z a t i o n . As s a i d above, we consider 

s e l f - a c t u a l i z a t i o n as the correspondence between developed a b i l i t i e s 

and environmental o p p o r t u n i t i e s . 

But immediately the question a r i s e s , when i s t h i s s e l f - u t i l i z a t i o n 

achieved? I s i t necessary t o show correspondence between person and 
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environment i n a l l aspects of a person's l i f e , or can we speak of 
s e l f - u t i l i z a t i o n already when a person uses f u l l y only h i s few outstanding 
a b i l i t i e s ? I n order t o answer t h i s q u e s t i o n , we have t o give a short 
e x p o s i t i o n o f what we mean when we speak o f the ' s e l f . 

The Concept o f S e l f 

A person, through h i s r e l a t i o n t o the environment, develops percep

t i o n s and concepts which he uses t o determine and d i s t i n g u i s h the o b j e c t s 

and events i n h i s l i f e space* We are only i n t e r e s t e d i n a part of t h i s 

universe o f concepts, namely, those which the person uses f o r the 

perc e p t i o n and e v a l u a t i o n o f persons, his own as w e l l as others„ We 

assume t h a t the categories are s i m i l a r and t h a t they are independent of 

whether the person perceives or evaluates himself o r another persona 

S e l f - p e r c e p t i o n can be assumed as the basis of a l l personal perception.. 

This view seems well-supported by e m p i r i c a l research fe.g«, 7 ) 0 I t i s 

f u r t h e r assumed t h a t changes i n the perception o f one's s e l f are in f l u e n c e d 

by the same f a c t o r s as changes o f perceptions i n general» 

This theory of the s e l f which u n d e r l i e s our work was introduced i n t o 

t h e social-sciences by Cooley (6) and Mead ( 2 4 ) ( I n 1943 G0 We A l l p o r t 

wrote a review o f the then e x i s t i n g l i t e r a t u r e and i n 1961 Ruth Wylie (30) 

published a c r i t i c a l e v a l u a t i o n o f the e m p i r i c a l research; During the 

l a s t years the problem o f the s e l f has been taken up at the U n i v e r s i t y 

o f Michigan, mainly by Professors Daniel R. M i l l e r and J* R0 P. French, Jr„ 

The work on the theory i s s t i l l i n progress, t he p o s i t i o n s are not yet 

f i x e d , and the only p u b l i c a t i o n (as o f December 1962) i s an a r t i c l e by 

French and Kahn ( 1 1 ) . D„ R« M i l l e r , i n an unpublished manuscripts, gives 

t h e folJ^'-'ing summary which i s reported below i n i t s essence,, 
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Public identity i s that which one represents i n the eyes of others. 

S e l f - i d e n t i t y i s the picture which one has developed of oneself on the 

b a s i s of the reactions of others to one's own behavior. The s e l f consists 

of many dimensions, which gain t h e i r relevance because of t h e i r t i e s to 

s o c i a l events. The understanding of t h i s relevance i s common to the members 

of a given s o c i a l group. Every person holds a position somewhere along 

these dimensions. This position, or t h i s scale value, constitutes an 

attr i b u t e of the person. Personal value s c a l e s , developed during the so c i a l 

learning process, correspond to these self-dimensions so that some parts 

of the dimension are considered as negative, others as evaluatively 

n e u t r a l , and others as positive or even i d e a l . Certain dimensions carry 

greater importance for the l i f e , of the person than others. Changes of one's 

posit i o n along these cen t r a l dimensions have far-reaching ef f e c t s for the 

rel a t i o n s h i p s between the person and h i s environment. Good and bad per

formances which are measured along corresponding performance dimensions 

are frequently generalized to the s e l f as a whole. 

Before we go on, the concepts mentioned above should be considered i n 

more d e t a i l . We- see an identi t y dimension as a collection of alternatively 

possible a t t r i b u t e s , which form i n the eyes of the person a roughly li n e a r 

s c a l e . A l l attributes have a common core of meaning, but vary i n degree. 

The degree -of an attribute determines i t s position along the dimension. 

Thus a s e l f - a t t r i b u t e i s the position of an attribute along a dimension 

which the person perceives as se l f - r e l e v a n t . The s e l f i s the structure 

of a l l s e l f - a t t r i b u t e s . Every human c h a r a c t e r i s t i c which can be ordered 

along a uni-dimensional scale can be seen as a dimension, e.g., inte l l i g e n c e , 
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honesty, strength, etc.^D 

A value scale i s a one-dimensional ordering of evaluations which i s 

attached to positions along the self-dimension. These value scales pro

vide the basis for the person's evaluation of his own s e l f - a t t r i b u t e s and 

of the s e l f - a t t r i b u t e s of others, A person i s evaluated pos i t i v e l y when 

h i s s e l f - a t t r i b u t e s attract the evaluator. A person i s evaluated negative- ' 

l y when his s e l f - a t t r i b u t e s repulse the evaluator. Although the evaluation 

i s linked to the position of the s e l f - a t t r i b u t e along the identity 

dimension, both can conceivably vary independently of each other. In 

other words, there can be changes i n either tho evaluation or the 

s e l f - a t t r i b u t e without corresponding changes In the other. 

But not only values scales correspond to Identity dimensions. Since 

the image of the own s e l f develops out of the perception of behavior a c t s , 

we also have to see performance dimensions as corresponding to the identity 

dimensions. We assume that for a l l a b i l i t i e s whose existence i s inferred 

from the behavior of the person, and for a l l c h a r a c t e r i s t i c s which are 

defined i n terms of t y p i c a l behavior a c t s , a corresponding performance 

dimension can be found. To various dimensions of work behavior, for example 

typing, and to various dimensions of moral or e t h i c a l behavior there 

correspond Identity dimensions such as 'typing a b i l i t y 1 , 'generosity 1, or 

'aggressiveness', With the help of t h i s conception we are able to define 

s e l f - u t i l i z a t i o n quantitatively, namely as the discrepancy between a 

^ ^ I t should be mentioned that probably not a l l human c h a r a c t e r i s t i c s can 
be expressed as positions along a dimension. French and Sherwood (14) 
suggest therefore the concept 'primary subset', a structure of i n t e r 
dependent attributes which are not necessarily ordered i n a l i n e a r 
fashion. But since we talk i n the present context of a b i l i t i e s and 
since dogrees of a b i l i t i e s can be ordered l i n e a r l y , we w i l l continue 
to apeak of 'dimensions'. 
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person's present s e l f - a t t r i b u t e on an i d e n t i t y dimension and h i s t y p i c a l 

performance along a corresponding performance dimension* A man w i t h an 

IQ o f 150 i n an occupation t h a t r e q u i r e s only an IQ o f 100, there uses 

l e s s i n t e l l i g e n c e than he has on the j o b . Of course, the t o t a l i t y of a 

person's occupational s e l f - u t i l i z a t i o n w i l l not only be determined by the 

degree t o which he u t i l i z e s his- i n t e l l i g e n c e * A great number of dimensions 

form the occupational s e l f - i d e n t i t y . 

I t should be pointed out t h a t the ' s e l f we speak of should be under

stood as a p e r c e p t i o n , a c o g n i t i v e s t r u c t u r e i n the mind of the person. 

Hume s a i d , " I can never catch myself at any time w i t h o u t a p e r c e p t i o n , and 

never can observe anything but the p e r c e p t i o n " (15, p. 239). I t i s t h i s 

c o g n i t i v e s t r u c t u r e o f perceptions we speak o f . The s e l f - p i c t u r e i s a 

c o g n i t i v e system w i t h m o t i v a t i n g and e v a l u a t i n g characteristics» I n other 

words, we assume t h a t the way i n which a person perceives himself and h i s 

w o r l d w i l l i n f l u e n c e h i s motives and behavior. We b e l i e v e that memories 

o f one's parents and mythological heros are as r e a l — a f f e c t behavior as 

p r o f o u n d l y — a s the world of concrete o b j e c t s . However, perception means 

more than j u s t phenomenology. For the explanation of c e r t a i n q u a l i t i e s 

o f the s e l f we f i n d the assumption of 'unconscious perception' indispen-

s i b l e . We use t h i s concept i n order t o r e f e r t o re a c t i o n s which the person 

h i m s e l f cannot consciously r e l a t e t o o t h e r s , but which can be i n f e r r e d 

independently o f the person's own r e p o r t from s l i p s o f the tongue, GSR 

responses, and so f o r t h , and which are i n a p r e d i c t a b l e manner l i n k e d t o 

a c e r t a i n behavior. I n summary, th e n , the s e l f i s the perceived s t r u c t u r e 

o f a l l p o s i t i o n s on dimensions which a person consciously o r 

unconsciously applies t o himself. 
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The a c t u a l s e l f , as we have defined i t above, i s not the only p i c t u r e 

o f the s e l f the person forms. Besides t h i s a c t u a l or present s e l f we can 

de f i n e such p i c t u r e s as the p o t e n t i a l s e l f , what a person could be; the 

i d e a l s e l f , how the person i d e a l l y would want t o be; the presented s e l f , 

which i s r e l a t e d t o Jung's concept o f 'persona'; and f i n a l l y the aspired 

s e l f , which i s t h a t p i c t u r e of the s e l f whose r e a l i z a t i o n seems 

achievable. I n the present context we are i n t e r e s t e d only i n the aspired 

s e l f . We have said t h a t the person holds a p o s i t i o n along each dimension 

which he applies t o himself and t h a t t h i s p o s i t i o n represents an a t t r i b u t e 

o f the person. At the top of the dimension l i e s the a t t r i b u t e which the 

person considers as i d e a l . But t h i s i d e a l a t t r i b u t e i s by d e f i n i t i o n 

unreachable. However, between the i d e a l - a t t r i b u t e and the present 

s e l f - a t t r i b u t e l i e s another p o s i t i o n which defines t h a t a t t r i b u t e which 

th e person f e e l s he can reach. For example, a man who t h i n k s of himself 

as a f a i r p i s t o l shooter can believe t h a t he could be a good shot, i f 

o n l y he concentrated b e t t e r or p r a c t i c e d more 0 Being a good shot appears 

t o the person as a r e a l i s t i c , achievable goal. Along the performance 

dimension which corresponds t o the i d e n t i t y dimension of p i s t o l shooter 

t h i s means t h a t a person who p r e s e n t l y , l e t us say, scores 73 s t r i v e s t o 

reach 85. Eighty f i v e represents f o r him t h a t performance which cor

responds t o the aspired s e l f - a t t r i b u t e of 'good shot's Let i t be c l e a r 

t h a t we are d e a l i n g here w i t h the person's conception as t o what i s a 

r e a l i s t i c goal. Whether t h i s goal i s indeed f o r the'given person a 

r e a l i s t i c one i s a d i f f e r e n t question. The performance which corresponds 

t o the aspired s e l f - a t t r i b u t e i s characterized by the Lewinian (16) 

concept o f ' l e v e l of a s p i r a t i o n ' . However, the concept of 'aspired 

s e l f - a t t r i b u t e ' i s d i f f e r e n t from the concept of ' l e v e l of a s p i r a t i o n * , 
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The aspired s e l f - a t t r i b u t e i s a c o g n i t i v e s t r u c t u r e i n the mind of the 
person. The concept of l e v e l o f a s p i r a t i o n , on the other hand, r e f e r s 
t o measurable behavior along a performance dimension., 

So f a r we have defined only t he concept o f the aspired s e l f - a t t r i b u t e . 

The aspired s e l f i s the t o t a l s t r u c t u r e of a l l aspired a t t r i b u t e s on a l l 

dimensions which the person consciously or unconsciously applies t o a 

d e s c r i p t i o n o f himself. The t h e o r e t i c a l importance o f t h i s concept l i e s 

i n the close r e l a t i o n s h i p between aspired s e l f - a t t r i b u t e and evaluation* 

What a person considers as good he i s l i k e l y t o s t r i v e f o r , and what a 

person s t r i v e s f o r i s l i k e l y t o a f f e c t h i s conception o f what i s good* 

A beginner w i l l be content i f only he h i t s the t a r g e t w i t h each shot* 

L a t e r , only a shot i n the black may s a t i s f y him. I t i s our assumption 

t h a t the s e l f - a t t r i b u t e t o which a person aspires forms the reference 

p o i n t o f h i s personal value standard* - I n other words, the personal value 

standard which corresponds t o an i d e n t i t y dimension changes according 

t o a l t e r a t i o n s i n the p o s i t i o n o f the aspired s e l f - a t t r i b u t e 0 S a t i s f y i n g 

i s what comes closest t o the aspired s e l f - a t t r i b u t e . Consequently, a 

person's e v a l u a t i o n of h i s present s e l f - a t t r i b u t e i s r e l a t e d t o the 

discrepancy between the a c t u a l and aspired s e l f - a t t r i b u t e * A club champion 

who wants t o win an Olympic medal w i l l evaluate h i s club championship 

d i f f e r e n t l y from the person who only wants t o be league champion*. 

There are advantages i n t h i s conception o f the s e l f as a s t r u c t u r e 

o f dimensions, Koch, i n h i s discussion, of. t h e o r i e s o f m o t i v a t i o n , w r i t e s . 

" I n the t e c h n i c a l t h e o r i e s , the c e n t r a l assumption i s t h a t a c t i o n i s 

always i n i t i a t e d - , d i r e c t e d , or sustained by an i n f e r r e d i n t e r n a l s t a t e 

c a l l e d v a r i o u s l y a motive, d r i v e , need, te n s i o n system, what-not, and 
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terminated by attainment of a s i t u a t i o n which removes, diminishes, 
' s a t i s f i e s * , or i n any other way a l l e v i a t e s t h a t s t a t e " (20, p 0 632)* 
The m o t i v a t i n g behavior i s i n a l l these t h e o r i e s always a means toward 
the r e g a i n i n g of some k i n d of e q u i l i b r i u m 0 The d i f f i c u l t y i n t o which such 
t h e o r i e s get when they t r y t o e x p l a i n tension-seeking behavior, f o r 
example c r e a t i v e a c t i v i t i e s , has g e n e r a l l y been countered by psychologists 
w i t h the i n v e n t i o n of new needs, f o r example w i t h the assumption of a 
general human need f o r growth (see 22, 28 ) 0 I n contrast t o the assumption 
o f such general needs, we speak of value scales which correspond t o iden
t i t y dimensions and which are able t o arouse, d i r e c t s and s u s t a i n behavior 
r e l e v a n t t o the r e a l i z a t i o n of the p a r t i c u l a r value* B a s i c a l l y , t h i s 
assumption stems from Lewin who considers values as m o t i v a t i n g f a c t o r s 
•which are able t o create b e h a v i o r - i n f l u e n c i n g f o r c e f i e l d s ( 1 8 ) 0 Since 
t h e value scale corresponds not only t o the i d e n t i t y dimension but also 
t o the corresponding performance"dimension, the r e s u l t i n g f o r c e f i e l d 
w i l l lead t o the tendency t o act i n accordance w i t h the values D We are 
now i n a p o s i t i o n t o answer the question which we had posed e a r l i e r * 

The Problem of Central Dimensions 

The question was, how general must the correspondence be between 

person and environment, before we can t a l k about s e l f - a c t u a l i z a t i o n * Our 

answer i s t h a t only dimensions which the person applies t o h i m s e l f and 

which moreover are p o s i t i v e l y valued or needed are relevant f o r 

s e l f - a c t u a l i z a t i o n * This should be discussed i n some more d e t a i l , . We 

d i s t i n g u i s h between v a l u e - u t i l i z a t i o n and n e e d - u t i l i z a t i o n 0 I t i s assumed 

t h a t human behavior acquires t h i s e v a l u a t i o n o r i g i n a l l y according t o the 

importance which the s o c i a l environment a t t r i b u t e s t o t h a t behavior* 
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I t i s f u r t h e r assumed t h a t the person i n t e r n a l i z e s t h i s e v a l u a t i o n , i , e , , 

t h a t s o c i a l norms become personal value scales. Of course, the importance 

a t t r i b u t e d t o a given behavior w i l l vary i n the d i f f e r e n t s o c i a l groups 

and a change from one group t o another can lead t o value c o n f l i c t s 

w i t h i n the person. But beyond t h i s t here i s a realm i n which the form

ing i n f l u e n c e o f the s o c i a l environment i s l i m i t e d , namely, the realm of 

needs. As French and Kahn w r i t e ( 1 1 , p. 11,12): "Both needs and values 

are defined as motives because both o f them have the basic conceptual 

p r o p e r t y o f the a b i l i t y t o motivate g o a l - d i r e c t e d behavior i n the person 

by inducing valences ( o r i n c e n t i v e values)-on c e r t a i n environmental 

o b j e c t s , behaviors, or states o f a f f a i r s . " Values and needs are d i f f e r 

e n t , however, i n t h e i r a b i l i t y t o induce evaluations o f one's own s e l f 

and o f others. I n d e s c r i b i n g form we can say t h a t needs are accompanied 

by the f e e l i n g of ' I want', while values are accompanied by the f e e l i n g 

o f ' I should*. French and Kahn ( 1 1 , p; 15) assume " t h a t t h i s conceptual 

p r o p e r t y of the a b i l i t y t o induce evaluations i s unique t o a value and 

does not apply t o a need." This d i s t i n c t i o n i s conceptually clear but i n 

t h e i n d i v i d u a l case the d i f f e r e n t i a t i o n might be d i f f i c u l t . A c e r t a i n 

m o t i v a t i o n can c a r r y both features ' I want 1 as w e l l as ' I s h o u l d 1 . And 

what c o n s t i t u t e s a need f o r one s o c i a l group can be a value f o r another 

and vice versa. A person w i t h a s t r o n g need f o r aggression may grow up i n 

an environment which condemns-aggression. I t i s our assumption—supported 

by e m p i r i c a l r e s e a r c h — t h a t the person i n such a s i t u a t i o n w i l l accept the 

norms o f the group i n s p i t e of h i s need, and t h a t he w i l l be-faced by a 

need-value c o n f l i c t as a consequence; Leo Simons' book Sun Chief (29) 

i s an e x c e l l e n t case study o f such a c o n f l i c t and i t s s o l u t i o n . I t i s our 
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assumption t h a t the p s y c h o l o g i c a l c o r r e l a t e s and the coping techniques 

w i l l d i f f e r depending on whether the person i s faced by a value c o n f l i c t 

o r a need-value c o n f l i c t . However, the consequences are s t i l l unclear 

and i n the f u r t h e r discussion we w i l l not r e t u r n t o the d i s t i n c t i o n be

tween v a l u e - u t i l i z a t i o n and n e e d - u t i l i z a t i o n . 

What has been s a i d so f a r i s not yet the whole answer. As already 

mentioned, c e r t a i n dimensions occupy a more c e n t r a l p o s i t i o n i n the l i f e 

o f the person than o t h e r s . I n t e l l i g e n c e i s probably, f o r a p r o f e s s o r , 

more important than a t h l e t i c prowess„• T h e q u e s t i o n what ' c e n t r a l ' means 

i s not yet solved t o our s a t i s f a c t i o n . , We recognize t h a t c e r t a i n a t t r i -
i 

b utes possess a greater degree of selfness f o r the person but what we 

should understand as selfness or c o r e n e s s i s s t i l l u n c e r t a i n . At'present 

we are operating w i t h two concepts, s t r e n g t h and g e n e r a l i t y of an a t t r i b u t e . 

French and Sherwood (14) deal w i t h these concepts i n the f o l l o w i n g way: The 

s t r e n g t h of a s e l f - a t t r i b u t e i s the combination of frequency and i n t e n s i t y 

w i t h which a given s e l f - a t t r i b u t e i s used f o r the p erception or e v a l u a t i o n 

o f one's own s e l f i n comparison w i t h o ther s e l f - a t t r i b u t e s . When a 

p r o f e s s o r t r i e s t o p i c t u r e himself t o h i m s e l f , he w i l l t h i n k more f r e q u e n t l y 

and-with greater i n t e n s i t y o f such a t t r i b u t e s as i n t e l l i g e n t , or c r e a t i v e , 

and less f r e q u e n t l y and w i t h less i n t e n s i t y o f such a t t r i b u t e s as w e l l 

dressed, although these too may be a t t r i b u t e s o f h i s s e l f as w e l l . The 

u n c l a r i t y l i e s , of course, i n the concept o f ' i n t e n s i t y ' . What we mean 

by ' i n t e n s i t y ' has not yet been f i n a l l y determined. I n our e m p i r i c a l work 

we u s u a l l y ask f o r the 'importance' of an a t t r i b u t e r e l a t i v e t o other 

a t t r i b u t e s ; We t r y t o define the concept 'importance' f o r the subjects 

by asking how much a c e r t a i n a t t r i b u t e c o n t r i b u t e s to the subject's 
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t o t a l s e l f - u t i l i z a t i o n or h i s self-esteem r e l a t i v e t o other a t t r i b u t e s . 

The g e n e r a l i t y o f a s e l f - a t t r i b u t e i s defined as the number o f sub

s t r u c t u r e s of the s e l f i n which the a t t r i b u t e appears weighted by the 

s t r e n g t h o f the a t t r i b u t e . We c a l l t he more complex and more d i f f e r e n 

t i a t e d of these substructures ' s u b - i d e n t i t i e s ' . Frequently, these 

s u b - i d e n t i t i e s correspond t o the s o c i a l r o l e s o f the person* I n how many 

of these sub-structures a given s e l f - a t t r i b u t e appears and the s t r e n g t h 

of the a t t r i b u t e i n each sub-structure d e f i n e the g e n e r a l i t y o f the 

s e l f - a t t r i b u t e . The concept of' g e n e r a l i t y assesses what we mean when we 

speak of a ' t y p i c a l c h a r a c t e r i s t i c ' o f a person. I t i s r e l a t e d t o Bruner's 

concept o f the ' c r i t i c a l a t t r i b u t e ' ( 5 ) . I t i s these a t t r i b u t e s of great 

g e n e r a l i t y which we'tap i n the "Who am I " questionnaires. 

Thus our answer t o the question "What are the c e n t r a l a t t r i b u t e s 

•which determine s e l f - u t i l i z a t i o n ? " says t h a t a t t r i b u t e s w i t h a great 

g e n e r a l i t y c o n t r i b u t e more t o a person's s e l f - u t i l i z a t i o n than those o f 

low g e n e r a l i t y . 

S e l f - U t i l i z a t i o n and Overload 

I n the beginning we defined s e l f - u t i l i z a t i o n q u i t e g e n e r a l l y as the 

correspondence between given a b i l i t i e s and the use of these a b i l i t i e s i n 

s p e c i f i c environmental s i t u a t i o n s . But i t i s easy t o say t h a t d e v i a t i o n s 

from t h i s correspondence can go i n two d i r e c t i o n s . On the one hand, the 

a b i l i t i e s of the person may be g r e a t e r than the o p p o r t u n i t i e s t o u t i l i z e 

these a b i l i t i e s . On the other s i d e , the demands o f the environment may 

exceed the a b i l i t i e s o f the person. I n t h e - f i r s t case we speak of under-

U t i l i z a t i o n , i n the second case we speak of overload. 
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When we deal w i t h a b i l i t y o r s k i l l dimensions we can f i n d , as was 
already s a i d , q u a n t i f i a b l e performance dimensions which correspond t o the 
i d e n t i t y dimensions. The s e l f - a t t r i b u t e o f average courtesy corresponds 
t o a p o s i t i o n on a performance dimension which i s characterized by behav
i o r as i f i s expected of somebody who has learned the fundamentals of 
s o c i a l i n t e r c o u r s e . The e v a l u a t i o n o f t h i s s e l f - a t t r i b u t e along the 
corresponding personal value scale develops out of the i n t e r n a l i z a t i o n 
o f present and previous group norms. The standards of e v a l u a t i o n change 
t o some degree w i t h the norms of the c u r r e n t l y most s a l i e n t reference 
group. Therefore, i n order t o determine the self-esteem of a person 
c o r r e c t l y , a knowledge of the s t r u c t u r e of these reference groups i s 
e s s e n t i a l . (We w i l l t a l k more about self-esteem l a t e r on.) The corres
pondence o f s e l f - a t t r i b u t e and behavior might be c a l l e d 'matching 
u t i l i z a t i o n 1 . We want t o express by t h i s term t h a t an a d u l t w i t h a 
developed s e l f who believes t o possess an average degree o f courtesy w i l l 
consider a behavior as i n accordance w i t h h i s p e r s o n a l i t y t h a t requires 
o f him not more or less than the fundamentals of s o c i a l i n t e r c o u r s e r e q u i r e . 
I n i t s development t h i s process i s , o f course, e x a c t l y reversed. Murphy 
(27) expresses t h i s when he says t h a t through h i s s o c i a l r e l a t i o n s a 
person "learns where he belongs, who and what he i s " (27, p. 83). A person 
l e a r n s t h a t he possesses an average degree of courtesy because re l e v a n t 
others i n h i s environment have l a b e l e d h i s behavior repeatedly as 
corresponding t o such a l e v e l o f courtesy. I n order t o give a young 
person the impression t h a t he i s t a c t l e s s and uncouth one has only t o ar
range t h i n g s so t h a t i n s i t u a t i o n s which r e q u i r e t a c t , the d e f i n i t i o n of 
t a c t - o f the environment d i f f e r s from the d e f i n i t i o n of t a c t the person 
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has developed so f a r . Members of m i n o r i t y groups are f r e q u e n t l y 
maneuvered i n t o such s i t u a t i o n s . Of course, t h e r e are s i t u a t i o n s i n 
which no s o c i a l c o n f i r m a t i o n i s needed t o t e l l a person whether or not 
he possesses a c e r t a i n s e l f - a t t r i b u t e . When a heavy stone l i e s i n my path 
and I l i f t i t aside then I don't need any s o c i a l c o n f i r m a t i o n t o t e l l me 
my position along the dimension 'weight l i f t i n g ' . But w i t h the p o s i t i o n 
on the dimension o f 'courtesy' i t i s d i f f e r e n t . What c o n s t i t u t e s courtesy 
o r the lack of i t i s s o c i a l l y determined. We f o l l o w Festinger (9) when 
we assume t h a t the dependence on s o c i a l c o n f i r m a t i o n i s a f u n c t i o n o f the 
l a c k o f 'physical r e a l i t y ' ; (The i n f l u e n c e o f the s o c i a l environment on 
th e e v a l u a t i o n of an a t t r i b u t e , however, i s important i n any case. Wo 
w i l l discuss t h i s below.) 

But l e t us r e t u r n t o the ad u l t person with' an average degree of courtesy. 

Let us assume t h a t a person w i t h an average' degree of courtesy towards 

l a d i e s commits a crime and goes t o j a i l . There are no l a d i e s . I n such a 

case we probably speak r i g h t l y o f ' u n d e r - u t i l i z a t i o n ' . But on the other 

hand, s i t u a t i o n s may a r i s e t h a t r e q u i r e of t h i s same person a degree o f 

•courtesy toward ladies which he simply does not possess. This could 

occur, for-example, i f the person became a salesman i n a store f o r l a d i e s ' 

a p p a r e l ; I n such a case we would speak of overload. 

But overload i t s e l f i s not a uniform concept. - Further d i s t i n c t i o n s 

are"needed. B a s i c a l l y we d i s t i n g u i s h between q u a l i t a t i v e and q u a n t i t a t i v e 

o v e r l o a d . Q u a n t i t a t i v e overload e x i s t s when the demands on a person are 

reasonable and compatible but when i n combination and accumulation they 

exceed the person's a b i l i t y t o cope w i t h them; A switchboard operator i s 

an example. The lady may be able t o handle a l l kinds of c a l l s c o r r e c t l y . 
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But at a c e r t a i n time so many c a l l s may be coming i n t h a t she i s simply 

unable t o handle them a l l equally wello On the other hand, we have 

f r e q u e n t l y s i t u a t i o n s i n which a s i n g l e demand r e q u i r e s a greater degree 

o f a b i l i t y than the person possesses,, I f somebody who knows how t o 

operate a c a l c u l a t o r i s suddenly placed i n f r o n t of a computer, then we 

have a case where we would be speaking o f q u a l i t a t i v e overload 0 

Considered i n i s o l a t i o n t h i s d i s t i n c t i o n of q u a l i t a t i v e and q u a n t i 

t a t i v e overload i s q u i t e reasonable But i n the a c t u a l occupational 

s i t u a t i o n we are hardly ever dealing w i t h the use o f a s i n g l e a b i l i t y 0 

Even on the assembly l i n e there i s h a r d l y a p o s i t i o n which requires day-in 

day-out f o r e i g h t hours the use of the same s k i l l o What leads t o overload 

i n t h i s s i t u a t i o n i s the r e l a t i o n s h i p o f the s k i l l s t o each o t h e r , the 

r e l a t i v e time d i s t r i b u t i o n o f the r e q u i r e d s k i l l s , , I n other words, the 

w e i g h t i n g which the person ascribes t o the i n d i v i d u a l s k i l l s does not 

c o i n c i d e w i t h the weighting o f these a b i l i t i e s i n the a c t u a l work s i t u a t i o n . . 

Let us take a good secretary as an example. Let us assume t h a t the lady 

l o v e s her t y p e w r i t e r . Nevertheless, i t i s u n l i k e l y t h a t i t i s her o n l y 

wish t o use the t y p e w r i t e r . I t may be t h a t she loves her boss even more,, 

But i f her job now r e q u i r e s the e x c l u s i v e use o f the t y p e w r i t e r and does 

n o t give her the o p p o r t u n i t y to make co f f e e f o r the boss, then we w i l l 

have t o say t h a t she i s overloaded w i t h t y p i n g even though t y p i n g i s 

b a s i c a l l y an a t t r a c t i v e a c t i v i t y f o r h e r n The p o i n t a t which an a t t r a c = 

t i v e a c t i v i t y becomes a source o f overload has t o be determined f o r each 

case i n d i v i d u a l l y . We are d e a l i n g here again w i t h the question o f the 

r e l a t i v e weighting o f the dimensions,, I t i s our assumption t h a t the 

importance or c e n t r a l i t y o f a dimension w i l l f i n d some expression i n the 
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amount of time a person i s w i l l i n g t o devote t o i t s u t i l i z a t i o n 0 I f 

t y p i n g i s more important f o r a secretary's s e l f - u t i l i z a t i o n than, l e t us 

say, h a l f o f a l l the s k i l l s r e q u i r e d f o r her j o b , then we w i l l consider 

her u t i l i z e d i f she can spend 50% of her time at the t y p e w r i t e r But i f 

she i s forced t o type 75% o f her time she w i l l f e e l overloaded 0 At the 

same time we have t o r e a l i z e t h a t t h i s overload i s l i k e l y t o imply the 

u n d e r - u t i l i z a t i o n o f another dimension. The time which the secretary 

spends 'too long* at the t y p e w r i t e r has t o come from somewhereE and a 

person u s u a l l y does not have unnecessary waste-time i n h i s d a i l y l i f e * 

(To assume t h a t the secretary could work more i n t e n s i v e l y i s no s o l u t i o n 

s i n c e we assume t h a t a work i n t e n s i t y which exceeds the desired work 

i n t e n s i t y leads t o a f e e l i n g of overload as w e l l ) 0 Thus, while i t i s 

reasonable t o speak o f overload and u n d e r - u t i l i z a t i o n w i t h respect t o a 

g i v e n dimension, i t seems b e t t e r t o use f o r the occupational s i t u a t i o n i n 

i t s t o t a l i t y a d i f f e r e n t term. When r e f e r r i n g t o the t o t a l occupational 

s i t u a t i o n we speak of 'occupational s e l f - a c t u a l i z a t i o n * 0 Expressed d i f 

f e r e n t l y , we can say t h a t every person c a r r i e s w i t h i n him the conception 

o f d i f f e r e n t p r o f i l e s , f o r example a p r o f i l e of h i s s k i l l s , and a p r o f i l e 

o f the r e q u i r e d s k i l l s . The comparison o f the required s k i l l p r o f i l e 

w i t h the p r o f i l e o f h i s own s k i l l s and p r e f e r r e d s k i l l usages and the 

measurement of the discrepancies between these give us an assessment o f 

t h e degree of the present occupational s e l f - a c t u a l i z a t i o n 0 

A few words should be sa i d w i t h respect t o the m o t i v a t i o n a l basis of 

overload. • Not a l l overload i s caused by the environment 0 Dedication t o 

a t a s k can lead t o overload as w e l l , i f the person i n the service of t h a t 

t a s k demands too much o f himself. A f u r t h e r cause o f overload l i e s i n 

what has been c a l l e d 'work a d d i c t i o n ' ( 3 ) , the compulsive need t o work 
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which can be understood only w i t h reference t o unsolved p e r s o n a l i t y 

problemse The m o t i v a t i o n a l bases f o r u n d e r - u t i l i z a t i o n are probably, i n 

s i m i l a r ways, d i f f e r e n t i a t e d , , I t may very w e l l be t h a t the environment 

o f f e r s o p p o r t u n i t i e s f o r s e l f - u t i l i z a t i o n but t h a t the person does not 

make use o f them. I t may be t h a t the consequences of overload and 

u n d e r - u t i l i z a t i o n are d i f f e r e n t - depending on the underlying m o t i v a t i o n , 

b u t we do not yet have any s p e c i f i c hypotheses i n t h i s r e s p e c t 0 

Consequences o f U n d e r - U t i l i z a t i o n and Overload 

What are the consequences of u n d e r - u t i l i z a t i o n , overload, and o f lack 

o f correspondence between person and occupation? We do not deny the 

p r o b a b i l i t y t h a t overload and u n d e r - u t i l i z a t i o n have d i r e c t and harmful 

h e a l t h e f f e c t s . A man w i t h a s i t t i n g occupation does not use h i s muscles 

s u f f iciently„ - Lack o f exercise," u n d e r - u t i l i z a t i o n of muscles, on the 

o t h e r hand, i s one of the f a c t o r s i n the pathogenesis of a t h e r o s c l e r o s i s 

( 4 ) , However, our i n v e s t i g a t i o n goes i n d i f f e r e n t directions,. We are 

i n t e r e s t e d mainly i n the e f f e c t s of overload and u n d e r - u t i l i z a t i o n on 

t h e occupational self-esteem o f the person. That our e m p i r i c a l research 

must t r y t o exclude a l t e r n a t i v e explanations i s c l e a r 0 U n f o r t u n a t e l y , 

t h i s i d e a l i s very d i f f i c u l t t o r e a l i z e i n the i n d i v i d u a l case 0 Before 

we discuss these r e l a t i o n s h i p s f u r t h e r , we should c l a r i f y the meaning of 

t h e concept self-esteem or self-evaluation,, 

The Concept of Self-esteem 

The self-esteem of a person i s defined as the ev a l u a t i o n of the 

t o t a l i t y of h i s s e l f - a t t r i b u t e s w i t h each a t t r i b u t e ' s w eighting according 

t o i t s importance D This s e l f - e v a l u a t i o n develops out of the r e f l e c t i o n 

o f one's e v a l u a t i o n b y r e l e v a n t o t h e r s 0 A group forms, w i t h i n a r e l a t i v e l y 
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s h o r t t i m e , a d e t a i l e d p i c t u r e of every member, a p i c t u r e t h a t consists 

o f those a t t r i b u t e s t h a t are important f o r the f u n c t i o n i n g of the group 0 

The general esteem of the group f o r the member i s the ev a l u a t i o n o f the 

group-relevant a t t r i b u t e s o f the member; Since the esteem of the group 

a f f e c t s i t s r e a c t i o n s , i t i s s e l d o m . d i f f i c u l t f o r the member t o estimate 

t h e group's esteem f o r him; I f the member i s at a l l t i e d t o the group, 

he w i l l come t o see himself as r e l e v a n t others seem t o see him 0 Mead 

w r i t e s ('25; p. 215): "...the i n d i v i d u a l experiences h i m s e l f , 0 0 i n d i r e c t l y 

from the standpoints o f the i n d i v i d u a l members,or from the general 

standpoint o f the s o c i a l group as a whole..." I n h i s e x p o s i t i o n of the 

'm i r r o r image o f the s e l f Cooley assumes t h i s sequence; " c o a t h e imagin

a t i o n of appearance t o the other person, the imagination o f h i s judgment 

o f t h a t appearance, and some s o r t of s e l f - f e e l i n g , such as p r i d e or 

m o r t i f i c a t i o n . " ( 6 , p. 183) Such statements as the ones quoted assume 

t h e tendency t o behave i n such a way as t o maximize one's esteem i n the 

eyes o f oth e r s . The f a c t o r s responsible f o r such an a t t i t u d e are manifold, 

t h e need t o be appreciated, the c o n t r i b u t i o n w i t h one's own a c t i o n makes 

f o r the well-bei n g of the*group, and the p r a c t i c a l advantages a r i s i n g 

from the good w i l l o f others; The tendency t o r a i s e oneself i n the esteem 

o f others and the corresponding tendency t o r a i s e one's own self-esteem 

has impressed'several authors, f o r example McDougall (23) f o r whom 

' s e l f - r e g a r d ' i s a major 'sentiment', and Rogers (28) who uses p o s i t i v e 

s e l f - r e g a r d as a c r i t e r i o n f o r measuring gains i n therapy. The motive 

t o increase one's self-esteem and one's esteem i n the eyes o f r e l e v a n t 

o t h e r s occupies various realms o f research. I t i s involved i n the work 

t h a t concerns i t s e l f w i t h the s o c i a l d e s i r a b i l i t y o f t e s t answers 0 
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D i s t o r t i o n s o f perception have also been r e l a t e d t o the degree of s e l f -
esteerru The r e l a t i o n s h i p between shame and g u i l t i s the t o p i c o f se v e r a l 
i n v e s t i g a t i o n s and p e r s o n a l i t y problems such as depression and compulsive 
neurosis have been understood as the r e s u l t of c e r t a i n s t a t e s o f one's 
s e l f - e v a l u a t i o n . The s t r e n g t h o f t h i s m o t i v a t i o n w i l l depend on the 
degree o f i n t e r n a l i z a t i o n of the group t i e s 0 Later i n l i f e most persons 
abandon the attempt t o maximize self-esteem and r e s t r i c t themselves t o 
the attempt t o keep self-esteem at an optimal l e v e l o The s t r i v i n g f o r 
an u n r e a l i s t i c a l l y high s e l f - e v a l u a t i o n ends t o o - f r e q u e n t l y i n f a i l u r e 
and- lowered self-esteem 0 A s t r i v i n g t h a t takes account of the 
p r o b a b i l i t y o f success has i n the long run the best chance t o l i f t one fs 
self-esteem t o an optimal i f not maximal levelo The knowledge of the 
•strength o f the motive t o increase one's self-esteem i s e s s e n t i a l f o r 
t h e c o r r e c t understanding o f the r e a c t i o n s t o a t h r e a t t o self=esteem 0 

A person w i t h a strong motive t o increase h i s self-esteem w i l l r eact 
w i t h g u i l t , t e n s i o n , and d i s s a t i s f a c t i o n i n s i t u a t i o n s which do not e l i c i t 
such re a c t i o n s i n persons w i t h a weaker motive to increase self-esteem 0 

The s t r e n g t h of t h i s motive i s one o f the c o n d i t i o n i n g v a r i a b l e s which 
we have' t o take i n t o account i n our i n v e s t i g a t i o n s 0 One o f the conse
quences o f t h i s motive i s the f a c t t h a t persons i n order t o increase 
t h e i r self-esteem t r y t o u t i l i z e predominantly t h e i r p o s i t i v e l y evaluated 
a b i l i t i e s , an event which already, Freud and Adler have pointed o u t c 

The s t r i v i n g f o r s e l f - u t i l i z a t i o n , however 9 i s not only a c t i v a t e d 

by such i n s t r u m e n t a l m o t i v a t i o n as the tendency t o increase one's 

self-esteemo We assume t h a t there e x i s t s a n a t u r a l tendency t h a t wherever 

a s e l f - a t t r i b u t e has a corresponding performance a t t r i b u t e the person 
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w i l l t r y t o r e a l i z e the s e l f - a t t r i b u t e through the appropriate behavior 0 

The greater the g e n e r a l i t y o f an a t t r i b u t e the greater w i l l be the 

tendency t o behave accordingly* On the basis of t h i s assumption we can 

say any k i n d of behavior, good or bad, can become f u n c t i o n a l l y autonomous* 

The d e c i s i v e f a c t o r i s the degree t o which a c e r t a i n repeated behavior 

has succeeded i n s e t t i n g up and developing a corresponding - s e l f - a t t r i b u t e * 

The- t h e o r e t i c a l value of t h i s approach l i e s i n the f a c t t h a t i t gives 

t h e p o s s i b i l i t y of e x p l a i n i n g the p u z z l i n g phenomenon t h a t some a c t i v i t i e s 

never become f u n c t i o n a l l y autonomous w h i l e o t h e r s , even a f t e r a very 

s h o r t t i m e , don't seem to-need the support of any i n s t r u m e n t a l m o t i v a t i o n 

The use o f t h i s aspect of the theory allows us new i n s i g h t s and new 

measurement approaches i n the area of s e l e c t i o n t r a i n i n g , and usage o f 

personnel* The o l d problem o f the r i g h t man at the wrong place can be 

re f o r m u l a t e d i n new, q u a n t i f i a b l e concepts by the use o f s e l f - i d e n t i t y 

t h e o r y . The degree of maladjustment i s determined by the discrepancy 

between the person's p o s i t i o n on an i d e n t i t y dimension and on a c o r r e s 

ponding performance dimension. I f the s k i l l o f the person i s g r e a t e r 

t h a n the o p p o r t u n i t i e s t o u t i l i z e these s k i l l s on the j o b , we speak of 

u n d e r - u t i l i z a t i o n ; i f the demands o f the job are greater than the s k i l l s 

o f the person, then we speak o f overload,, Both concepts, overload and 

u n d e r - u t i l i z a t i o n , d i f f e r from the f o r m u l a t i o n of the problem i n present 

day personnel psychology because i n our approach we i n v e s t i g a t e the 

person's own a b i l i t i e s and not the r e s u l t s o f a p t i t u d e t e s t s * This 

approach complements the conventional view o f the problem by d e s c r i b i n g 

t h e f i t between man and j o b i n a new framework which has greater relevance 

f o r questions of m o t i v a t i o n and psychological adjustmento This approach 
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can e x p l a i n , f o r example, the lack o f adjustment of a successful salesman 

t o h i s j o b , a j o b which f r e q u e n t l y forces the person t o use exaggerated 

arguments i n the s e l l i n g of pro d u c t s , and which thus creates a c o n f l i c t 

between sales success and honesty. 

Aside from the motive t o r a i s e one's self-esteem, French and M i l l e r 

(12) discuss two f u r t h e r determinants of the l e v e l of self-esteem. 

According t o t h e i r views the l e v e l o f s e l f - e v a l u a t i o n i s f i r s t a f u n c t i o n 

o f the 1 personal ev a l u a t i o n of the self-attributes„ What i s tapped here 

i s the r e a l i z a t i o n t h a t the person—though i n f l u e n c e d by the g r o u p — i s 

nevertheless not i d e n t i c a l w i t h i t , and makes without doubt evaluations 

which are independent of the group norms or which are even'in contrast 

t o i t * . I n a m e t a t h e o r e t i c a l sense we assume t h a t even these 'independent' 

decisions are developed out of the i n t e r n a l i z a t i o n o f — e a r l i e r — g r o u p 

t i e s , but at the l e v e l of e m p i r i c a l l y v e r i f i a b l e f a c t s we have t o take 

i n t o account a realm which i s independent of group infl u e n c e s * 

T h i s , however, i s not meant t o say t h a t the l e v e l of self-esteem i s 

not also co-determined by the p u b l i c e v a l u a t i o n o f the person i n the 

various' reference groups. So f a r we have spoken o f the l e v e l of the t o t a l 

self'-esteem. But our assumptions also hold f o r the consideration o f 

t h e s i n g l e a t t r i b u t e . As soon as a s e l f - a t t r i b u t e gains importance f o r 

t h e group, i . e . , as soon as the s e l f - a t t r i b u t e becomes part of the p u b l i c 

i d e n t i t y o f the person, the personal evaluation o f i t w i l l be a f f e c t e d 

by group e v a l u a t i o n s . The s t r e n g t h o f the group i n f l u e n c e depends on the 

reference power (13) of the group. We have described above how a person 

does not•need a social'environment t o determine h i s p o s i t i o n along the 

dimension 'weight l i f t i n g ' . However, t h i s ' p h y s i c a l r e a l i t y ' does give 
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the person a standard f o r the e v a l u a t i o n of h i s p h y s i c a l strengths I s 

the a b i l i t y t o l i f t 100 pounds good, bad, or average? I n order t o 

answer t h i s question the person must observe other persons of equal age 

and sex or he has t o ask them, i n order t o compare h i s s t r e n g t h w i t h 

t h e i r s ; The e v a l u a t i o n o f an a t t r i b u t e i s i n any case open t o s o c i a l 

i n f l u e n c e attempts. More than one reference group may be involved i n 

th e f i n a l personal e v a l u a t i o n of a given a t t r i b u t e * The evaluation of 

a person's t o t a l self-esteem i s u s u a l l y i n f l u e n c e d by a great number 

o f groups. 

S e l f - A c t u a l i z a t i o n and Self-Esteem 

What are the consequences of i n s u f f i c i e n t s e l f - a c t u a l i z a t i o n on one's 

j o b f o r the person's self-esteem? Our considerations r e s t on the assump

t i o n t h a t the behavior of a person determines h i s s e l f and t h a t t h i s 

tendency w i l l be the stronger the s t r i c t e r the s o c i a l environment reacts 

not t o the person's s e l f but t o h i s behavior. Some of t h e • v a r i a b l e s 

which determine whether t h i s tendency w i l l become a r e a l i t y w i l l be 

discussed below. Here we want t o p o i n t out t h a t any case of u n d e r - u t i l i z a t i o n 

creates i n p r i n c i p a l a force t o lower the person's s e l f - a t t r i b u t e along the 

i d e n t i t y dimension which corresponds t o the performance dimension along 

which the u n d e r - u t i l i z a t i o n occurs. Since each i d e n t i t y dimension i s 

associated w i t h a value scale, the l o w e r i n g of the p o s i t i o n of a s e l f -

a t t r i b u t e contains the p o t e n t i a l consequence of a lowered p o s i t i o n along 

t h i s value scale.' Expressed i n the form o f a general theorem: Under-

u t i l i z a t i o n ' leads t o a t h r e a t t o self-esteem. I t i s t h e o r e t i c a l l y 

p o s s i b l e — a s mentioned e a r l i e r — t h a t a person chances h i s value standards 

i n order t o escape t h i s t h r e a t t o h i s self-esteem,, However, i n the 
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oc c u p a t i o n a l realm the forces against a change of value standards are 

u s u a l l y very s t r o n g , thus lowering t h e e m p i r i c a l p r o b a b i l i t y o f such a 

r e a c t i o n o c c u r r i n g . 

I n the case o f overload i s the answer t o the question as co whether 

th e consequences f o r self-esteem are more d i f f i c u l t . Let us consider 

f i r s t the case where the overload i s caused e x c l u s i v e l y by the environment, 

As long as i n such a s i t u a t i o n n e i t h e r the behavior nor the value 

standard changes, t h e r e w i l l be no tendency t o change the self-attribute» 

As long as the person ignores the demands of the environment without 

g u i l t f e e l i n g s , no t h r e a t t o self-esteem e x i s t s . 

However, i f the person complies w i t h the demands o f the environment 

the s i t u a t i o n changes. I n t h i s case t h e r e i s the tendency t o develop a 

new s e l f - a t t r i b u t e and—as a r e s u l t — a higher f e e l i n g o f self-esteem. 

Whether t h i s heightened e v a l u a t i o n o f the new s e l f - a t t r i b u t e leads t o an 

increase i n the person's t o t a l self-esteem, however, i s a d i f f e r e n t 

q u estion and depends on the f a c t of whether or not the heightened per

formance along one dimension i s achieved through the u n d e r - u t i l i z a t i o n 

o f o t h e r , maybe more c e n t r a l , dimensions. I t i s conceivable t h a t a person 

becomes a master chess player at the expense of h i s career, but i t i s 

u n l i k e l y t h a t t h i s r a i s e s h i s t o t a l self-esteem unless he changes 

d r a s t i c a l l y the r e l a t i v e importance o f the dimensions' w i t h i n the 

i d e n t i t y s t r u c t u r e . 

On the other hand, when a person-accepts and i n t e r n a l i z e s the demands 

o f the environment, the consequences of overload f o r self-esteem are 

again d i f f e r e n t . The"environmental demands now become the person's l e v e l 

o f a s p i r a t i o n . But t o the l e v e l of a s p i r a t i o n corresponds an aspired 
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s e l f - a t t r i b u t e * Since, as we assumed, the personal value standard changes 

corresponding t o changes i n the a s p i r e d s e l f - a t t r i b u t e , the e v a l u a t i o n of 

the present a c t u a l s e l f - a t t r i b u t e w i l l also change. Through the change 

o f the value standard the present a c t u a l s e l f - a t t r i b u t e w i l l be evaluated 

l e s s p o s i t i v e l y * I f i n such a s i t u a t i o n the person does not l i v e up t o 

the i n t e r n a l i z e d demands, a t h r e a t t o self-esteem w i l l be the r e s u l t * 

But what i f the person does l i v e up t o the i n t e r n a l i z e d demand and 

thus r a i s e s h i s s e l f - a t t r i b u t e according t o the increased performance so 

t h a t i t coincides w i t h the aspired a t t r i b u t e ? The answer w i l l depend 

on the f a t e of the aspired attribute„ Several ways o f t h i n k i n g are possible„ 

We are i n c l i n e d t o argue as f o l l o w s : We assume t h a t the motive f o r s e l f -

u t i l i z a t i o n arouses-the tendency t o set the aspired s e l f - a t t r i b u t e 

h i g her as soon as i t has been reached* I n t h i s case, the personal value 

standard would s h i f t so t h a t i t i s conceivable t h a t the self-esteem remains 

the same but does not increase* However, two f a c t o r s speak against t h i s : 

( a ) The motive f o r s e l f ^ u t i l i z a t i o n and the connected tendency t o r a i s e 

th e aspired s e l f - a t t r i b u t e v a r i e s from person t o person and w i t h i n a 

person f r o m - a t t r i b u t e t o a t t r i b u t e * I n our e m p i r i c a l research we measure 

the s t r e n g t h o f the motive f o r s e l f - u t i l i z a t i o n as one of our 

c o n d i t i o n i n g v a r i a b l e s * (b) Secondly, the aspired s e l f - a t t r i b u t e — a s the 

o t h e r c o n c e p t s — i s conceptually a q u a s i - s t a t i o n a r y e q u i l i b r i u m and the 

h i g h e r the l e v e l o f t h i s e q u i l i b r i u m the stronger are the forces against 

a f u r t h e r r a i s i n g of the l e v e l ( 1 7 ) , I n the co n t i n u i n g process of 

re a c h i n g and r a i s i n g of the aspired s e l f - a t t r i b u t e the magnitude of t h e 

discrepancy between the two w i l l decrease«, I n the long" run the person 

w i l l approach the aspired s e l f - a t t r i b u t e more and more and thus r a i s e 
h i s self-esteem. 
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I n summary, we can say t h a t the answer t o the question whether or 

not overload w i l l lead t o a t h r e a t t o self-esteem depends t h e o r e t i c a l l y 

on the degree o f i n t e r n a l i z a t i o n of the environmental demands and on the 

performance o f the person, whether or not the performance f u l f i l l s t he 

demands of the environment* I n the e m p i r i c a l i n v e s t i g a t i o n o f these 

problems the s t r e n g t h of the motive f o r s e l f - u t i l i z a t i o n must be taken 

i n t o account as a c o n d i t i o n i n g v a r i a b l e * 

Threat t o Self-Esteem and Psychological Reaction 

We can now go a step f u r t h e r and asks Granted t h a t t h e r e i s a t h r e a t 

t o self-esteem, what determines whether or not t h a t w i l l lead t o a 

p s y c h o l o g i c a l reaction? I n other words, we are asking f o r the v a r i a b l e s 

which c o n d i t i o n the next l i n k i n our assumed causal chain* One o f these 

v a r i a b l e s has already been discussed, the s t r e n g t h o f the motive t o r a i s e 

one's self-esteem* According t o our theory we do not see t h i s motive as 

a- general human tendency, but we t h i n k of i t as varying according t o the 

c e n t r a l i t y of each a t t r i b u t e * A person may use every t r i c k i n the book 

t o r a i s e * h i s occupational self-esteem 0 The same person may be t o t a l l y 

i n d i f f e r e n t t o whether or not he i s also a good a t h l e t e 0 We f e e l t h a t 

' m o t i v a t i o n ' i s conceptually not a m y t h i c a l , a l l - p e r v a s i v e l i b i d o but a 

s t r u c t u r e of forces which d i r e c t and s u s t a i n s p e c i f i c behavior acts which 

correspond t o s e l f - a t t r i b u t e s * Consequently, we assume t h a t the s t r e n g t h 

o f each m o t i v a t i o n changes w i t h the c e n t r a l i t y o f the r e l e v a n t 

s e l f - a t t r i b u t e * 

The ways and means f o r the r a i s i n g of the self-esteem are undoubtedly 

numerous and we w i l l mention a few below* But we deal i n our work mainly 

w i t h occupational self-esteem and occupational s e l f - u t i l i z a t i o n * I n t h i s 
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realm the forces toward adjustment t o the r e a l i t y of the s i t u a t i o n are 

u s u a l l y so strong t h a t a great number o f t h e o r e t i c a l l y possible ways of 

in c r e a s i n g one's self-esteem are p r a c t i c a l l y not a v a i l a b l e t o the person* 

For example s a person who f a i l s i n h i s occupation and who considers 

t h i s a t h r e a t t o h i s self-esteem can t h e o r e t i c a l l y r a i s e h i s self-esteem 

by reducing the occupational s u b - i d e n t i t y i n i t s importance 0 But since 

the m a j o r i t y o f u s — a s i d e from the ps y c h o l o g i c a l importance--are 

dependent on income from an occupation s the choice of such a method o f 

main t a i n i n g self-esteem i s u s u a l l y r a t h e r i n e f f e c t i v e and thus improbable* 

We are w i l l i n g t o assume t h a t the only r a t i o n a l and e f f e c t i v e way t o 

r a i s e the occupational self-esteem i n the occupational realm l i e s i n 

increased performance, e i t h e r absolute by doing a b e t t e r job or r e l a t i v e l y 

by g e t t i n g a d i f f e r e n t , less demanding job* We are w i l l i n g t o consider 

the e x i s t i n g t e s t s of need achievement as possible i n d i c a t o r s of the 

s t r e n g t h o f the motive t o r a i s e one us self-esteem i n the occupational 

realm 0 

Another v a r i a b l e t h a t should be considered i s the time perspective 

with'which a person perceives an overloading demanda I t i s q u i t e possible 

t h a t i n v e s t i g a t i o n w i l l show t h a t occasional periods of middle overload 

are d e s i r a b l e f o r the person's w e l l - b e i n g and t h a t only chronic overload 

has harmful e f f e c t s on a person's h e a l t h * The time perspective i s 

important f o r at l e a s t two reasons; (a) I f overload leads to psycho

l o g i c a l r e a c t i o n , which brings on harmful p h y s i o l o g i c a l r e a c t i o n s , then 

t h e s e - p o t e n t i a l l y harmful p h y s i o l o g i c a l reactions w i l l l a s t the longer 

the overload l a s t s 0 And while on the one hand c e r t a i n small temporary 

changes i n the person's p h y s i o l o g i c a l e q u i l i b r i u m may be s t i m u l a t i n g , the 
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same changes as a chronic c o n d i t i o n may lead t o i l l n e s s * (b) But secondly 

t h e r e are i n d i r e c t reasons. The time perspective i s an e s s e n t i a l aspect 

o f a person's frame of reference. W i t h i n i t he i n t e r p r e t s the events of 

h i s l i f e . I f a person i s not able t o see an end t o a s i t u a t i o n of 

overload'or u n d e r - u t i l i z a t i o n , then the r e s u l t i n g hopelessness may aggra

vate the consequences o f a lowered self-esteem* On the other hand, i f 

the overload i s , l e t us say, the consequence of a new job p o s i t i o n , then 

i t might be perceived-as temporary* I n t h i s case the p a r t i c u l a r time 

perspective would n e u t r a l i z e the negative p s y c h o l o g i c a l r e a c t i o n s , 

A t h i r d c o n d i t i o n i n g v a r i a b l e l i e s i n the nature of the coping 

techniques a person uses. I f a person sees h i s self-esteem threatened 

by-a s i t u a t i o n o f overload or u n d e r - u t i l i z a t i o n and reacts to t h i s t h r e a t 

by'changing his'environment so t h a t the t h r e a t i s e l i m i n a t e d , then i t 

w i l l not come t o harmful p s y c h o l o g i c a l r e a c t i o n s , 

A change of the environment i s , of course, only'one o f the ways t o 

avoid a t h r e a t ' t o one's self-esteem. A person may also t r y t o a l t e r h i s 

s e l f - i d e n t i t y ' , French and M i l l e r (12) discuss t h i s question. I f , as 

discussed above; the l e v e l o f a person's t o t a l self-esteem i s determined 

by the e v a l u a t i o n o f the s i n g l e • a t t r i b u t e w i t h each a t t r i b u t e weighted 

according t o i t s c e n t r a l i t y , then i t f o l l o w s t h a t the person can change 

h i s t o t a l self-esteem by changing the c e n t r a l i t y o f given a t t r i b u t e s . I f 

an a t t r i b u t e l i e s i n i t s e v a l u a t i o n above the average o f a l l s e l f - a t t r i b u t e s , 

t h e n an increase i n c e n t r a l i t y of t h a t a t t r i b u t e strengthens self-esteem 

and v i c e versa, A person can t h e r e f o r e — w i t h i n v a r i a b l e l i m i t s — m a n i p u l a t e 

the l e v e l of h i s self-esteem-through changes i n the c e n t r a l i t y or impor

tance of 'good' and 'bad' - a t t r i b u t e s . 
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We have f u r t h e r assumed t h a t i f the c e n t r a l i t y o f an a t t r i b u t e i n 

creases, i f i t becomes a more important p a r t o f the s e l f , then the 

tendency to u t i l i z e t h i s a t t r i b u t e i s also increased,, On the basis o f 

e a r l i e r ' b e h a v i o r a person develops, l e t us say, the s e l f - a t t r i b u t e 'good 

a d m i n i s t r a t o r 1 . The g r e a t e r t h e c e n t r a l i t y of t h i s a t t r i b u t e the more 

the person w i l l be motivated t o emphasize the a d m i n i s t r a t i v e aspects of 

h i s job. The greater the c e n t r a l i t y o f a p o s i t i v e l y valued a t t r i b u t e , 

the stronger i s the m o t i v a t i o n t o engage i n the corresponding behavior. 

A c o r r e l a t e o f the above sentence i s t h a t a person can r a i s e h i s self-esteem 

by r e s t r i c t i n g h i s performance t o those dimensions which c o n t r i b u t e most 

t o h i s self-esteem. A person compensates f o r h i s weaknesses by 

r e s t r i c t i n g h i m s e l f t o behavior t h a t r e f l e c t s h i s strong a t t r i b u t e s . 

I n other words, a person tends t o do what he i s good at and t o avoid what 

he i s bad a t . 

I f the person i s forced t o act i n a way which reveals his weaknesses, 

t h e n he" may t r y t o avoid an e v a l u a t i o n o f these performances, However, 

t h i s i s f r e q u e n t l y made impossible through the evaluatingresponses o f 

o t h e r s . 

I f the person i s forced'to avaluate bad performances as such, then 

he may r e t r e a t ' t o 1 a t h i r d l i n e of defense and deny t h a t ' t h e bad p e r f o r 

mance i s in'any way i n d i c a t i v e o f a low p o s i t i o n - o f h i s s e l f - a t t r i b u t e 

on the dimension i n question. I n s i t u a t i o n s l i k e the a p p r a i s a l i n t e r v i e w 

i n i n d u s t r y the-subordinate cannot'escape the e v a l u a t i o n through the boss. 

However, the person may t r y t o defend h i s self-esteem by d i s a s s o c i a t i n g 

t h e e v a l u a t i o n o f the performance from any ev a l u a t i o n of the s e l f . This 

can take several forms: accusing co-workers, t o o l s , working c o n d i t i o n s , 
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o r claiming i l l n e s s , and so f o r t h . 

Psychological Reaction and P h y s i o l o g i c a l Reaction 

But assume now t h a t the t h r e a t t o self-esteem leads t o g u i l t f e e l i n g s , 

t e n s i o n , and d i s s a t i s f a c t i o n . Does t h a t n e c e s s a r i l y imply the occurrence 

o f p h y s i o l o g i c a l reactions? Not n e c e s s a r i l y . There i s f o r one t h i n g the 

person's c o n s t i t u t i o n as a c o n d i t i o n i n g f a c t o r . People d i f f e r i n the 

degree t o which t h e i r p h y s i o l o g i c a l processes are responsive t o emotional 

i n f l u e n c e s . Secondly, we have t o r e a l i z e t h a t a l l the defense mechanisms 

which were discussed e a r l i e r may- a f f e c t t h i s l i n k i n the causal chain as 

w e l l . I f a person succeeds i n denying and r a t i o n a l i z i n g s u c c e s s f u l l y the 

t e n s i o n s and g u i l t f e e l i n g s , he may be spared any p h y s i o l o g i c a l r e a c t i o n s . 

However-, an unsuccessful repression o r working through might w e l l lead 

t o a g r e a t e r s e v e r i t y of the p h y s i o l o g i c a l r e a c t i o n s . 

What can we say about the connection between p s y c h o l o g i c a l and physio

l o g i c a l r eaction? For the most p a r t we are here s t i l l dependent on the 

demonstration of c o r r e l a t i o n s . So f a r we have r e l a t e d our v a r i a b l e s 

mainly t o r a t h e r g l o b a l measures o f i l l n e s s behavior, f o r example, the 

number-of v i s i t s o f a worker t o the dispensary (19). But our i n t e r e s t i s 

s h i f t i n g more and more t o the study o f continuous p h y s i o l o g i c a l v a r i a b l e s 

such as blood pressure, c h o l e s t e r o l , and d i u r n a l rhythm. That these 

v a r i a b l e s are r e l a t e d t o p s y c h o l o g i c a l f a c t o r s has been s u f f i c i e n t l y demon

s t r a t e d i n the l i t e r a t u r e . Epstein (8) and Brightman (4) review i n t h e i r 

surveys o f the l i t e r a t u r e numerous st u d i e s which r e l a t e p s y c h o l o g i c a l stress 

w i t h blood pressure, f o r example, or c h o l e s t e r o l . The r e l a t i o n between 

t h e c y c l i c a l body f u n c t i o n s and self-esteem has been demonstrated i n a 

study o f s h i f t work ( 2 1 ) , 
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The programmatic approach o u t l i n e d here i n some o f i t s aspects seems 
new because o f the attempt t o extend the chain o f causal l i n k s so t h a t 
not only p s y c h o l o g i c a l and p h y s i o l o g i c a l f a c t o r s are r e l a t e d t o each other 
b u t by considering also the person's reactions t o h i s job s i t u a t i o n and 
h i s s o c i a l environment. Few e x i s t i n g i n v e s t i g a t i o n s operate w i t h i n such 
a f a r - f l u n g and yet t h e o r e t i c a l l y r e l a t i v e l y - s t r u c t u r e d framework. Many 
o f the now e x i s t i n g data could be subsumed and r e i n t e r p r e t e d i n terms 
o f t h i s approach. Taken by i t s e l f each of the e x i s t i n g i n v e s t i g a t i o n s 
u s u a l l y considers only a pa r t of the chain o f connections described here. 
Our work, supported by the O f f i c e of Education and the National I n s t i t u t e 
o f Mental Health, t r i e s t o study the r e l a t i o n s h i p s i n t h e i r wider context. 
The beginnings o f t h i s work, published i n the summer o f 1962, are 
encouraging. 

F i n a l l y , two l i k e l y c r i t i q u e s should be countered. The present 

a r t i c l e does not describe the f u l l complexity o f our approach. On the 

one hand, t h i s would exceed the framework of an a r t i c l e , and on the other 

hand, a number o f a r t i c l e s d e a l i n g w i t h p a r t i c u l a r problems are i n 

press. But beyond t h i s we have t o confess t h a t a d e f i n i t i v e e x p o s i t i o n 

I s simply not yet p o s s i b l e , .Many aspects are s t i l l u n clear, and the 

conception o f some concepts i s s t i l l changing from i n v e s t i g a t i o n t o 

i n v e s t i g a t i o n . Secondly, t h i s a r t i c l e does not say much about the 

o p e r a t i o n a l i z a t i o n o f the concepts and the methods of measurement by which 

we t r y t o assess our concepts. I t seemed b e t t e r t o defer these problems 

f o r d iscussion i n a separate a r t i c l e . We be l i e v e t h a t t h i s a r t i c l e has 

f u l f i l l e d • i t s purpose i f I t has succeeded i n arousing the reader's 

i n t e r e s t i n our approach. 
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Synopsis.-Abstract 

The purpose .of t h i s study -was t o t e s t the hypothesis that personal 

c h a r a c t e r i s t i c s of d r i v e , achievement and leadership are p o s i t i v e l y 

associated w i t h the l e v e l of u r i c acid i n the serum. Among seven behavior 

scales which were developed, d r i v e , achievement and leadership c o r r e l a t e d 

most h i g h l y w i t h serum urate l e v e l s . The . c o r r e l a t i o n c o e f f i c i e n t between 

the t o t a l of a l l behavior scales and serum urate i n 51 U n i v e r s i t y of 

Michigan Professors was r = .66, a very high order of r e l a t i o n s h i p f o r 

such studies between behavior v a r i a b l e s and p h y s i o l o g i c a l ones. The 

r e s u l t s of t h i s study lend s u b s t a n t i a l support t o the hypotheses t h a t a 

tendency t o gout i s a tendency t o the executive s u i t e , and that serum 

u r i c acid i s r e l a t e d to behavioral c h a r a c t e r i s t i c s t h a t lead t o out

standing performance. There i s now a need f o r pharmacological experiments 

t o see i f the concept of serum urate as an endogenous c o r t i c a l stimulant 

can also be supported. 
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Students of gout have associated t h i s disease w i t h a high l e v e l of 

i n t e l l e c t u a l attainment. They have been impressed by the f a c t t h a t t h i s 

disease i s commonly .mentioned by n a t i o n a l biographers., and f r e q u e n t l y 

•encountered among persons of d i s t i n c t i o n and achievement."'' I n 1955 
2 

Orowan pointed out t h a t s i g n i f i c a n t l e v e l s of u r i c acid e x i s t among 

mammals only i n the blood of higher apes and man. He proposed, but did 

not prove, t h a t .uric a c i d , l i k e other purines, c a f f e i n e and theobromine, 

has the a b i l i t y t o s t i m u l a t e the c e r e b r a l cortex. He postulated t h a t the 

s u p e r i o r c e r e b r a t i o n of man and primates was due t o h i g h l e v e l s of u r i c 

a c i d i n these animals, r e s u l t i n g from a mutation responsible f o r the 
3 

l o s s of hepatic- u r i c a s e . Later t h a t same year Haldane proposed some 

t e s t a b l e consequences of Orowan's Hypothesis f o r an endogenous c o r t i c a l 

s t i m u l a n t . Among these were the suggestions t h a t hyperuricemics are on 

the average more i n t e l l i g e n t , or at l e a s t less susceptible t o some kinds 
4 

o f f a t i g u e , than others. I n 1959 S t e t t e n and Hearon studied the r e l a t i o n 

between serum u r i c acid concentration and army i n t e l l i g e n c e t e s t s i n 817 

army inductees. The c o r r e l a t i o n c o e f f i c i e n t between these two v a r i a b l e s 

was found to be +.0759, low but s t a t i s t i c a l l y s i g n i f i c a n t . 

•In 1963, Dunn et . a l . n o t e d a s o c i a l class gradient of serum urate 

l e v e l s i n males. This r e p o r t i n d i c a t e d t h a t serum urate l e v e l s appeared 

t o be more r e l a t e d t o the achieved s o c i a l status of the i n d i v i d u a l than 

t o t h a t of h i s ancestors; t h a t perhaps a tendency to gout was a tendency 

t o the executive s u i t e . I n an e d i t o r i a l which accompanied the communication, 

the JAMA^ st a t e d : " I f t h i s observation i s to f i t w i t h the evidence for 

a s u b s t a n t i a l genetic i n f l u e n c e , ( i n hyperuricemia) one i s forced t o 

conclude t h a t the serum u r i c a c i d value i s r e l a t e d to behavioral 
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c h a r a c t e r i s t i c s t h a t lead t o outstanding performance and t h e r e f o r e t o 
.upward s o c i a l m o b i l i t y or the maintenance of high s o c i a l status 
achieved by one's f o r e f a t h e r s . " 

I t i s the purpose of t h i s study t o i n v e s t i g a t e the hypothesis 

t h a t d r i v e , achievement., and leadership are p o s i t i v e l y associated w i t h 

the l e v e l of u r i c acid i n the serum. 

Me thods 

The data of t h i s study derived from medical examinations, s e l f -

administered questionnaires and i n t e r v i e w s of professors at the 

U n i v e r s i t y of Michigan who entered the v o l u n t a r y p e r i o d i c f a c u l t y h e a l t h 

examination-between August 1963 and February 1964.. Between 75 - 80% of 

those i n v i t e d a v a i l themselves of t h i s o p p o r t u n i t y . Not a l l of these 

were e l i g i b l e f o r t h i s study. Only males i n academic p o s i t i o n s who 

were not on leave, had "just f i n i s h e d a s a b b a t i c a l leave, or were expecting 

i t at the end of the semester were included. I n a l l , 136 persons were 

e l i g i b l e f o r the l a r g e r study of which t h i s r e p o r t i s one aspect. Of 

t h e 136 e l i g i b l e , 122 or 90% were w i l l i n g t o p a r t i c i p a t e i n our study. 

These less than p e r f e c t response r a t e s could introduce a s e l e c t i o n 

b i a s but w i t h o u t much f u r t h e r study i t i s d i f f i c u l t t o say whether such 

b i a s e x i s t s and i f so what kind of bias i t i s . Blood samples could not 

be obtained on 9 of the 122 cases f o r the determination of serum u r i c 

a c i d values. This i s not done r o u t i n e l y as part of the p e r i o d i c 

examination. Thus, the f i n a l sample consisted of 113 males i n the 

academic ranks of a s s i s t a n t , associate, and f u l l professor. 

Serum u r i c acid determinations were performed i n our l a b o r a t o r y 

according t o the enzymatic spectrophotometry method"described by L i d d l e , 

Seegmiller and Laster.^ Cholesterol determinations are r o u t i n e l y performed 
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g 

d u r i n g the period examination according t o the method of Mann i n the 

l a b o r a t o r y of the U n i v e r s i t y Health.Service under the supervision of 

a research c a r d i o l o g i s t . 

Data on ob e s i t y , d i a s t o l i c blood pressure, glucose tolerance l e v e l s , 

and .diagnosis were a v a i l a b l e from the medical examination records. The 

se l f - a d m i n i s t e r e d questionnaire provided, among other t h i n g s , data on 

a p p e t i t e , consumption of coffee and a l c o h o l , smoking, hours of sleep, 

f e e l i n g s of being overburdened on the job, i . e . , the degree to which 

an i n d i v i d u a l f e e l s he has. too great a q u a n t i t y of work. 

The T r a i n i n g Group 

The data on work behavior were gathered and recorded by one person, 

a c l i n i c a l psychologist, i n a two-hour semi-formal i n t e r v i e w . 

I d e n t i c a l questions were asked of a l l professors. The questions 

v a r i e d i n the degree to which they encouraged f r e e and undirected 

responses.. The i n t r o d u c t o r y question was simply, "How would you describe 

your j o b , what do you do?" On the other hand, such s p e c i f i c questions 

were asked as, "Could you estimate how many hours per week you spend on 

a l l your p r o f e s s i o n a l a c t i v i t i e s ? " The professors l i k e d being interviewed 

and t o a l l appearances gave honest and spontaneous answers. Later informal 

feed-back from the professors on t h e i r r e a c t i o n t o the interviews confirmed 

t h i s impression. 

On the bases of t e n t a t i v e hypotheses, a coding sheet was assembled. 

Then s i x cases w i t h low serum u r i c acids were selected from among the 

f i r s t 80 cases c o l l e c t e d i n the course of t h i s i n v e s t i g a t i o n . These were 

studied f o r the presence of meaningful dimensions t h a t might be d i s c r i m i n a t i n g . 
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Eleven cases were then selected at random i n order t o t e s t whether the 

presence or absence of these dimensions could be assessed i n other 

than extreme case-s-. On the basis of these 23 cases, the f o l l o w i n g 

seven dimensions' were developed: 

1. Drive -.This v a r i a b l e i s a measure of the i n d i v i d u a l ' s output of 

energy i n the t o t a l i t y of h i s d a i l y a c t i v i t i e s . . The men recorded 

as high.on. t h i s .variable l i v e a l i f e i n . which they .are constantly 

working at top speed or w i t h .great i n t e n s i t y . 

.2... Achievement - This focuses p r i m a r i l y on the occupational self-esteem 

and self-confidence of the professor. I t i s evaluated by the a c t u a l 

achievement. of the man- as-well-as by the. degree of. pride with, which 

he reports, .these achievements. 

3. Leadership - This v a r i a b l e i s a measure of the tendency t o lead others 

by persuasion. I t involves s t r o n g i n t e r e s t i n the. smooth f u n c t i o n i n g 

of i n t e r - p e r s o n a l r e l a t i o n s . a n d u s u a l l y a greater i n t e r e s t i n manipula

t i n g people than things.. 

4. Pushing.of Se l f - This concept involves persistence and t e n a c i t y , 

p a r t i c u l a r l y i n the p u r s u i t of p r o f e s s i o n a l goals. Operationally 

t h i s i s most c l e a r l y seen i n terms of hours spent on the job and i n 

re p o r t s of pressing p r o f e s s i o n a l a c t i v i t i e s t o the l i m i t of the 

i n d i v i d u a l 1 s capacity. 

5. Range of A c t i v i t i e s - This covers the a p p l i c a t i o n of profe s s i o n a l 

and other s k i l l s i n off-campus a c t i v i t i e s at the n a t i o n a l , s t a t e , 

or community l e v e l , p a r t i c u l a r l y when these are not i n h i b i t e d by 

devotion to f a m i l y nor s t i m u l a t e d by monetary rewards. 
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6. A t t i t u d e towards Pressure - The concept involved here i s .an 

o p t i m i s t i c and aggressive a t t i t u d e towards a l i f e which i s 

productive but not burdensome. O p e r a t i o n a l l y the people 

.scored highest on t h i s v a r i a b l e are those who " t h r i v e on 

pressure"; 

7. Emphasis on Research - O p e r a t i o n a l l y i t i s easy t o detect the 

professor who .is more i n t e r e s t e d i n research than .teaching. 

Conceptually t h i s probably r e f l e c t s s t a t u s - s t r i v i n g i n the 

cu r r e n t academic environment. . I t i s a v a r i a b l e t h a t would be 

o p e r a t i o n a l l y i r r e l e v a n t i n another s e t t i n g . 

9 

D e t a i l e d coding i n s t r u c t i o n s f o r these v a r i a b l e s were w r i t t e n . 

Thus, w h i l e the i n t e r v i e w was only p a r t l y s t r u c t u r e d , the r a t i n g i n s t r u c 

t i o n s are d e t a i l e d and s p e c i f i c . Their use i n s i m i l a r groups should 

a l l o w a r e p l i c a t i o n of f i n d i n g s . No r a t i n g was done before a l l the 

i n t e r v i e w s were c o l l e c t e d . Each of the seven dimensions was scored 

on a t h r e e - p o i n t scale by the same two r a t e r s throughout. The combined 

scores of the two r a t e r s on each of the seven dimensions-ranging from 

2 t o 6--were summed t o give the T o t a l Behavior Score, ranging from 14 to 

42. 

Since the semi-formal interview, was not s p e c i f i c a l l y designed f o r 

the measurement of the above dimensions, i t was necessary f o r the authors 

t o t r a i n themselves i n coding the in t e r v i e w s and t o become attuned t o the 

r i g h t clues. T h i r t y - n i n e cases were used f o r t h i s t r a i n i n g . They were 

coded independently by the two r a t e r s w i t h o u t i n i t i a l knowledge of the 

serum u r i c a c i d values. However, a f t e r every batch of f i v e or s i x 



8 

r a t i n g s the serum ur.ic acid values were made known and the r a t e r s 
discussed discrepancies i n t h e i r assessments. 

The Test Group 

The remaining 51 cases were coded independently and b l i n d l y by 

the two r a t e r s w i t h o u t discussion and .without the knowledge of the 

a c t u a l serum u r i c acid values. In. o r d e r .to check f o r .the p o s s i b i l i t y 

o f a systematic change i n the r a t i n g c r i t e r i a over time t h i s Test 

Group was s p l i t c h r o n o l o g i c a l l y i n t o an e a r l y group of 26 cases .and a 

l a t e group of 25 cases. The r e l i a b i l i t y and the c o r r e l a t i o n between 

T o t a l Behavior Score and serum u r i c a c i d f o r each group separately were 

computed and compared. The r e s u l t s . o f t h i s comparison are presented 

i n Table 1. 

Table 1 about here 

I t i s obvious t h a t none of the d i f f e r e n c e s are s i g n i f i c a n t at the 

p <.05 l e v e l which.was adopted throughout t h i s study as the c r i t e r i o n 

f o r s t a t i s t i c a l - s i g n i f i c a n c e . 

The r e l i a b i l i t y of the T o t a l Behavior Score was assessed by computin 

the c o r r e l a t i o n of the scores of the two r a t e r s and c o r r e c t i n g t h i s 

c o r r e l a t i o n c o e f f i c i e n t by the Spearman-Brown formula f o r estimated 

r e l i a b i l i t y when the length of a t e s t i s doubled. As G u i l f o r d ^ points 

out, the pooled judgments of two observers y i e l d an increased r e l i a b i l i t 

i n the manner found f o r the doubling of a t e s t thus making the use of 

t h i s formula a p p l i c a b l e to our s i t u a t i o n . 
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I t i s believed, t h a t the high r e l i a b i l i t y may r e f l e c t two t h i n g s : 

(a.) an expression of the o b j e c t i v e .nature of some of the questions, 

(b). the. success, of the* extensive t r a i n i n g period which preceded our 

. f i n a l independent- and b l i n d , r a t i n g s and f o r which a t o t a l of .62 of our 

113 cases were used. 

Table 2 about here 

The i n t e r r e l a t i o n s h i p s among the seven subscales are shown i n Table 

2. Since, the average i n t e r - c o r r e l a t i o n among the subscales i s r e l a t i v e l y 

.small ( r = .,26,--p >.05),. the T o t a l Behavior Score does not c o n s t i t u t e a 

f a c t o r i a l l y .pure .measure. Table ,2- also shows that- a l l subscales 

c o r r e l a t e , s i g n i f i c a n t l y w i t h the T o t a l Behavior Score. Since these 

are partr.whole c o r r e l a t i o n s and • thus i n f l a t e d , seven s u b - t o t a l scores 

were computed f o r each person, i.e.,, the T o t a l Behavior Score minus 

t h i s score .on-each-of. the, seven subscales. The c o r r e l a t i o n between the 

subscale scores and the T o t a l Behavior Score minus a given subscale 

.score are presented, i n the l a s t row of Table 2.. Five of the. seven 

subscales continue t o c o r r e l a t e s i g n i f i c a n t l y w i t h the s u b - t o t a l scores 

which do not include the p a r t i c u l a r subscale score. 

The c o r r e l a t i o n between the T o t a l Behavior Score and the K-scale of 

the MMPI i s only r = .09 (p > , 0 5 ) . ^ This would seem to i n d i c a t e t h a t 

the professors 1 defensiveness and i n t e r v i e w a t t i t u d e s had l i t t l e e f f e c t s 

on the r a t i n g s of t h e i r work behavior. 

Findings 

The mean serum u r i c acid value i n t h i s sample of U n i v e r s i t y of 

Michigan professors i s 5.66 w i t h a standard d e v i a t i o n of 1,17 mg/100 ml 

(N = 113). Executives have been found t o have a mean value of 5.73 w i t h 
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a standard, d e v i a t i o n of 1..21 mg/100 ml.^ Serum urate l e v e l s are indepen
dent .of age ( r = .09, p>.05).. While f u l l professors have the highest 
mean serum-uric acid values, 5..95.mg/100 ml, associate and as s i s t a n t 
professors have mean values, of 5.50.-mg/100 ml, the d i f f e r e n c e i s not 
s i g n i f i c a n t . 

T o t a l Behavior Scores show a s i m i l a r d i s t r i b u t i o n of mean values. 

F u l l professors are rate d h i g h e s t , associate and as s i s t a n t professors 

have p r a c t i c a l l y the same .mean values.. The. d i f f e r e n c e among these groups 

i s s i g n i f i c a n t , however (p <.05). The c o r r e l a t i o n between age and be

h a v i o r score w i t h i n each status group i s negative; i n other words, the 

younger men at status l e v e l show greater achievement o r i e n t a t i o n . 

The c o r r e l a t i o n c o e f f i c i e n t between serum urate l e v e l s and the T o t a l 

Behavior Score i n the t e s t group of 51 professors i s .66. Differences 

i n the c o r r e l a t i o n c o e f f i c i e n t s among the three status groups are not 

s i g n i f i c a n t , . .The c o r r e l a t i o n s of serum ur.ic acid w i t h the T o t a l 

Behavior Score and w i t h each behavior subscale are shown i n the f i r s t 

column of Table 3. D r i v e , Leadership, Achievement and Range of 

Table 3 about here 

A c t i v i t i e s c o r r e l a t e highest w i t h serum u r i c a c i d . Only two v a r i a b l e s , 

A t t i t u d e towards Pressure, and Emphasis on Research do not c o r r e l a t e 

s i g n i f i c a n t l y . 

The c o r r e l a t i o n s i n the bottom row of Table 2 i n d i c a t e the degree 

t o which a p a r t i c u l a r subscale measures what the remaining subscales 

measure i n combination. I n c o n t r a s t to t h i s the c o r r e l a t i o n s i n the 

l a s t column of Table 3 i n d i c a t e how those aspects of each subscale 
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which are unique to i t and which are not also assessed by a combination 

o f the other subscales r e l a t e t o serum u r i c a c i d . 

Only one c o r r e l a t i o n c o e f f i c i e n t i s reduced, to almost zero, A t t i t u d e 

towards- Pressure. Only one c o r r e l a t i o n i s s i g n i f i c a n t at the p <.05 

l e v e l , Leadership. 

Other . c h a r a c t e r i s t i c s showing s i g n i f i c a n t (p <.05) c o r r e l a t i o n w i t h 

serum u r i c acid.are .worry about the job (.= -.24), c h o l e s t e r o l ( r = .22), 

o b e s i t y ( r = .26), consumption of a l c o h o l ( r = .19) and good a p p e t i t e 

( r = .31). .No s i g n i f i c a n t c o r r e l a t i o n e x i s t s w i t h glucose tolerance 

l e v e l s , d i a s t o l i c blood pressure, hours of sleep, consumption of 

c o f f e e or smoking. 

Despite the c o r r e l a t i o n between serum u r i c acid and c h o l e s t e r o l 

l e v e l s , there i s no c o r r e l a t i o n between c h o l e s t e r o l and the T o t a l Behavior 

Score ( r = .01) and no s i g n i f i c a n t c o r r e l a t i o n between c h o l e s t e r o l and 

any of the behavior subscales. This f a c t r a i s e d some i n t e r e s t i n g questions 

so i t was decided to do p a r t i a l c o r r e l a t i o n s ^ of c h o l e s t e r o l h o l d i n g 

u r i c acid constant and u r i c acid h o l d i n g c h o l e s t e r o l constant w i t h the 

s e v e r a l behavior v a r i a b l e s . 

The v a r i a b l e s f o r which the "corrected r ' s " were s i g n i f i c a n t l y d i f f e r e n t 

are l i s t e d i n Table 4. From t h i s t a b l e i t i s clear t h a t u r i c acid i s 

d i f f e r e n t l y r e l a t e d to t h i s set of v a r i a b l e s than i s c h o l e s t e r o l . 

Table 4 about here 

Of p a r t i c u l a r i n t e r e s t i s the f a c t t h a t c h o l e s t e r o l l e v e l s tend t o 

be higher and u r i c a c i d l e v e l s tend to be lower i n those i n d i v i d u a l s 

w i t h f e e l i n g of being overburdened, and i n those who do not spend the 

major p o r t i o n of t h e i r day i n the p e r s i s t e n t p u r s u i t of p r o f e s s i o n a l 

goals. 
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This study has been concerned w i t h the r e l a t i o n s h i p between 

serum u r i c acid l e v e l s and behavior v a r i a b l e s derived from a semi-

f o r m a l interview.. These v a r i a b l e s have- been shown to have a high degree 

of. .reproducibility..., ,The technique f o r determining serum u r i c acid l e v e l s 

has, i n our hands,, demonstrated the same q u a l i t y . ^ The f i n d i n g s of t h i s 

study i n d i c a t e the. p o s s i b i l i t y of achieving a r e l a t i v e l y high order of 

c o r r e l a t i o n between behavior v a r i a b l e s and p h y s i o l o g i c a l ones, when 

c l a s s i f i c a t i o n e r r o r s can be minimized. Since we derived our measures 

from int e r v i e w s not designed o r i g i n a l l y to provide s p e c i f i c answers t o 

t h e questions rai s e d by our hypotheses, there i s a need f o r f u r t h e r 

s t u d i e s s p e c i f i c a l l y designed f o r the study of r e l a t i o n s h i p s between 

behavior and serum u r i c acid l e v e l s . 

The f a c t t h a t serum u r i c acid l e v e l s are h i g h l y c o r r e l a t e d w i t h the 

personal c h a r a c t e r i s t i c s of d r i v e , achievement, and leadership lends 

. s u b s t a n t i a l support to the hypothesis t h a t a tendency to gout i s a 

.tendency to .the executive suite.. We . cannot say at present t h a t the 

c o r r e l a t i o n w i t h behavior i s the only reason f o r the s o c i a l class 

d i s t r i b u t i o n of u r i c acid l e v e l s . I t i s c l e a r l y an important f a c t o r i n 

t h i s population i n which we have shown t h a t the a s s o c i a t i o n of urate 

l e v e l w i t h behavior scores i s much stronger than i t i s w i t h status of the 

i n d iv.idual. 

We tend to favor the n o t i o n of serum u r i c acid as an endogenous 
2 

c o r t i c a l s t i m u l a n t , o r i g i n a l l y proposed by Orowan. We believe, however, 

t h a t our previous work w i t h s o c i a l class gradients of urate l e v e l s as 

w e l l as t h i s present study of u n i v e r s i t y professors indicates -that such 

possible s t i m u l a t i o n has a much stronger r e l a t i o n s h i p t o achievement 
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o r i e n t a t i o n i n our c u l t u r e than i t has t o high scores on i n t e l l i g e n c e 

. t e s t s . There i s now a- need f o r combined pharmacological and .psychological 

experiments t o t e s t these hypotheses. 

Our f i n d i n g s confirm the pr e v i o u s l y .demonstrated a s s o c i a t i o n of serum 
5 12 13 

u r i c acid w i t h obesity. , ' but not the association w i t h glucose t o l e r 

ance l e v e l s . ^ ' ^ Studies published p r i o r t o t h i s one.have not 

demonstrated . the a s s o c i a t i o n of serum u r i c acid and c h o l e s t e r o l l e v e l s i n 

the .same .normal .population. ̂  ' ̂  

Since the T o t a l Behavior Score has some of the c h a r a c t e r i s t i c s of the 

" o v e r t behavior p a t t e r n A" .of Friedman and Rosenman^ i t was thought t h a t 

the c o r r e l a t i o n between urate l e v e l and c h o l e s t e r o l might be accounted 

f o r . by an as s o c i a t i o n w i t h the same p e r s o n a l i t y v a r i a b l e s . I t i s of 

considerable i n t e r e s t t o f i n d that t h i s i s not so. The f a c t t h a t those 

i n d i v i d u a l s high i n c h o l e s t e r o l tend t o f e e l overburdened w h i l e those 

h i g h on serum u r i c acid tend t o f e e l the opposite, i s consistent w i t h 

and strengthened by the s i g n i f i c a n t l y c o n t r a s t i n g c o r r e l a t i o n s w i t h 

D r i v e , Pushing of Sel f and Emphasis on Research. I t would seem t h a t tasks 

and r e s p o n s i b i l i t i e s assumed as an expression of one's own d r i v e i n men 

w i t h high urate l e v e l s are not experienced as unduly burdensome or 

unpleasant. This i s i n contrast to the sense of being d r i v e n associated 
18 

w i t h high c h o l e s t e r o l l e v e l s i n medical students at examination time , • . 1 9 or accountants at tax deadline time. 
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Summary 

U n i v e r s i t y of Michigan professors w i t h high serum u r i c acid values 

t e n d . t o have .high scores .on measures of d r i v e , achievement, and leader

ship, developed, here. They show l i t t l e concern w i t h being overburdened 

i n . t h e i r j o b s , .do l i t t l e w orrying over t h e i r job s i t u a t i o n s but spend the 

g r e a t e s t p o r t i o n of t h e i r waking day on. t h e i r work and r e l a t e d p r o f e s s i o n a l 

a c t i v i t i e s . They .have good a p p e t i t e s , l i k e t h e i r a l c o h o l i c beverages 

and. are somewhat more obese. On the other hand, they do not sleep less, 

d r i n k more-.coffee or smoke more than t h e i r colleagues. Cholesterol 

l e v e l s are . s l i g h t l y but s i g n i f i c a n t l y associated w i t h u r i c acid l e v e l s . 

I n t h i s group they tend .to be higher i n . men .who. appear to be driven 

r a t h e r than i n men who d r i v e themselves. 
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TABLE 1.- Comparison of the data i n the "Early Group" 
and i n the "Late Group" 

Early Group Late Group T o t a l Test 
N = 26 N = 25 Group 

N = 51 

I n t e r r a t e r c o r r e l a t i o n .87 .89 .88 

Estimated R e l i a b i l i t y .93 .94 .93 

C o r r e l a t i o n between SUA 
and T o t a l Behavior Score .63 .68 .66 



TABLE 2.- I n t e r c o r r e l a t i o n s , T o t a l Behavior Score and.Subscales (N = 51) 

Drive Achievement Leadership Pushing of 
s e l f 

Range of 
A c t i v i t i e s 

A t t i t u d e 
towards 
Pressure 

Emphasis 
on 

.Research • 

Drive 

Achievement 

Leadership 

Pushing of 
Self 

.61 

.62 

.59 

.58 

.19 32 

Range of 
A c t i v i t i e s 

A t t i t u d e towards 
Pressure 

.38 

.24 

.51 

.27 

.55 

19 

.05 

-.03 25 

Emphasis on 
Research 

T o t a l Behavior 
Score 

.15 

.81 

.08 

.78 

-.20 

71 

.40 

.50 

-.16 

63 

-.14 

.42 ,28 

T o t a l Behavior Score 
minus the subscale 
score .74 .65 53 .41 54 ,20 -.01 

C o r r e l a t i o n s s i g n i f i c a n t , at the p <.05 l e v e l or b e t t e r are underlined 
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TABLE 3.- C o r r e l a t i o n of T o t a l Behavior Score 
and subscales w i t h serum u r i c acid (N = 51) 

Variable Pearsonian- C o r r e l a t i o n 
C o e f f i c i e n t 

Corrected* 
r 

T o t a l Behavior Score .66 

D r i v e .57 . 18 

Achievement .54 .21 

Leadership .54 .33 

Pushing of Sel f .43 .24 

Range of A c t i v i t i e s .51 .25 

A t t i t u d e towards Pressure .12 -.03 

Emphasis on Research .19 .26 

Co r r e l a t i o n s s i g n i f i c a n t at the p <0.05 l e v e l or b e t t e r are underlined 

*"corrected r " means the c o r r e l a t i o n between the subscale and serum 
u r i c acid a f t e r c o n t r o l l i n g f o r the r e l a t i o n s h i p between the sub-
scale and the s u b - t o t a l score, i . e . the T o t a l Behavior Score minus 
the p a r t i c u l a r subscale score. 



TABLE 4.- D i f f e r e n t i a l r e l a t i o n s h i p s between psychological v a r i a b l e s , c h o l e s t e r o l and serum 
u r i c acid 

Variable N Serum Uric Acid 
"corrected r " 

Cholesterol 
"corrected r " * 

S i g n i f i c a n c e of the 
Diff e r e n c e 

T o t a l Behavior Score 51 .68 -.19 z=4.98 P= <.001 
Drive 51 .59 -.19 z=4.24 P= <.001 
Achievement 51 .53 . .02 z=2.78 P= <.01 

Leadership 51 .53 .10 z=2.39 P= <.05 

Range of A c t i v i t i e s 51 .52 -.07 z=3.17 P= <.01 

Pushing of Self 51 .45 -.14 z=3.02 P= <.01 

Emphasis on research 51 .24 -.24 z=2.34 P= <.05 

A t t i t u d e toward pressure 51 .17 - .20 z=1.80 p= N.S. 

Feeling of being 
overburdened 106 -.11 .25 z=2.50 P= <.01 

•"corrected r " means the c o r r e l a t i o n between the var i a b l e s a f t e r c o n t r o l l i n g f o r the c o r r e l a t i o n 
between c h o l e s t e r o l and serum u r i c acid ( r = .22) 




