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The Minnesota Studies in Vocational Rehabilitation

The Minnesota Studies in Vocational Rehabilitation are a series of
monographs published by the Work Adjustment Project, reporting research
studies being conducted on the general problem of adjustment to work. These
studies, begun in 1957, have two objectives: (1) development of tools for
predicting and measuring an individual’s work adjustment; and (2) exploration
of the process of adjustment to work. These primary goals are embodied in a
conceptual framework for research, entitled A Theory of Work Adjustment
{Dawis, England and Lofquist, 1964; Dawis, Lofquist and Weiss, 1968). This
theory focuses on interaction between the work personality and the work
environment as a way of conceptualizing the process by which an individual
adjusts to work.

The Theory of Work Adjustment states that vocational abilities and
vocational needs are the significant aspects of the work personality, while ability
requirements and reinforcer systems are the significant aspects of the work
environment. Work adjustment is predicted by matching an individual’s work
personality with work environments. How well an individual’s abilities cor-
respond to the ability requirements of the job will predict the satisfactoriness of
his work, and how well his needs correspond to the reinforcers available in the
work environment will predict his satisfaction with his work.

Measurement devices are required to make the Theory of Work Adjustment
operational. A worker’s abilities can be measured with the General Aptitude Test
Battery (U.S. Department of Labor, 1970b). His needs may be assessed using the
Minnesota Importance Questionnaire (Weiss, Dawis, England and Lofquist,
1964a,b; Weiss, Dawis, Lofquist and England, 1966). Ability requirements for
jobs are described by Occupational Aptitude Patterns (U.S. Department of
Labor, 1970a), while job reinforcer systems have been described by Occupa-
tional Reinforcer Patterns (Borgen, Weiss, Tinsley, Dawis and Lofquist,
1968a,b). The worker’s satisfaction can be measured with the Minnesota
Satisfaction Questionnaire (Weiss, Dawis, England and Lofquist, 1967), and his
satisfactoriness with the Minnesota Satisfactoriness Scales {Gibson, Weiss, Dawis
and Lofquist, 1970).

Summary

The present monograph describes the Minnesota Importance Questionnaire
(MIQ), a measure of one of the significant aspects of the work personality —
vocational needs. it is intended to serve as a manual for use of the MIQ. It



includes a discussion of the counseling use and interpretation of MIQ scores, and
additional technical data about the development, reliability and validity of the
MIQ.

The 1967 Revision of the MIQ is a 210-item pair-comparison instrument
designed 1o measure the following twenty vocationally-relevant need dimensions:
Ability Utilization, Achievement, Activity, Advancement, Authority, Company
Policies and Practices, Compensation, Co-workers, Creativity, Independence,
Moral Values, Recognition, Responsibility, Security, Social Service, Social
Status, Supervision — Human Relations, Supervision — Technical, Variety and
Working Conditions. The MIQ is self-administering and can be completed in
30-40 minutes. It has a reading difficulty level equivalent to the 5th grade.
Administration of the MIQ requires both re-usable booklets and consumable
answer sheets.

A completed MIQ is scored on each of the twenty need dimensions listed
above. In addition, a validity score, the total circular triad (TCT) score, is re-
ported to indicate random responding and other forms of invalid responding on
the MIQ. Circular triads are also used to compute error bands for each of the
twenty need scores. Need scores are reported in the form of a computer-printed
profile.

An MIQ profile may be interpreted in terms of the importance to the indi-
vidual of the twenty work reinforcers. (Needs may be defined as preferences for
specific job-related reinforcers.) Thus, one worker may prefer Ability Utilization
and Recognition while another prefers Social Status and Security. The resuiting
MIQ profile represents the individual’s preferences for job-related reinforcers
without reference to anyone else, i.e., the profile is not of the normative type.
The MIQ profile may also be interpreted in terms of its similarity (corre-
spondence) to Occupational Reinforcer Patterns (ORPs; see Monograph XXIV of
the Minnesota Studies in Vocational Rehabilitation). The degree of corre-
spondence of the MIQ profile to each of 81 occupations for which ORPs are
currently available is reported. This correspondence can be used by the
counselor as the basis for identifying occupational areas in which the individuat
would be predicted to be satisfied.

Median internal consistency reliability coefficients for the twenty MIQ
scales in several subject groups were generally in the .80’s. Median stability (test-
retest) coefficients for the twenty MIQ scale scores ranged from a high of .89 for
an immediate test-retest interval to a low of .48 for a 6 month test-retest interval.
For MIQ profiles, however, median stability coefficients were in the .80's. Scale
intercorrelations ranged from .05 to .77, with a median of .30.

Validation of the 1967 MIQ form consisted of content validity studies,
group djfference studies and concurrent validity studies. More detailed informa-
tion on the reliability and validity of the MIQ can be found in the Technical
Section.
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Implications for Vocational Rehabilitation Practice

The MIQ can be used by the vocational rehabilitation counselor in a number
of ways. It can be used to assess the vocational needs of his clients in the context
of vocational planning with that client. With the MIQ, the counselor can help the
client look at jobs in terms of the correspondence between his/her vocational
needs and reinforcer patterns in occupations. Considering need-reinforcer
correspondence together with the correspondence between the client’s abilities
and the ability requirements of jobs, the counselor can proceed to help the client
decide on the occupations in which he would most likely be both satisfied and
satisfactory.

The MIQ can also be used by the vocational rehabilitation counselor to
prepare for the counseling relationship. For example, a high Security score
combined with a low Responsibility score may indicate a more supportive,
actively helping approach with a client, while the opposite (low Security, high
Responsibility scores) may indicate allowing the client relatively more initiative
and a more active role in the counseling relationship.

The MIQ can be used to assess changes in the client’s vocational needs, in
particular, changes which result from the onset of disability. Pre-disability needs
might be inferred from the ORPs of satisfying jobs previously held by the client.
Comparison of pre- and post-disability needs might provide useful insights into
the impact of becoming diabled, eg., that the client has become less
achievement-oriented and more security-conscious. Such insights may be signifi-
cant not only for vocational planning with the client, but also for the
management of the rehabilitation process for the client. .

As a final illustration, the MIQ can be used to help a client plan effective
and satisfying use of his non-work time. This can be especially helpful when the
nature of the client’s disability limits his choice of work to jobs which are not
satisfying for him. Non-work activities can then be chosen which would provide
him with satisfaction for those needs which are not satisfied at work.

Recommendations for Use

The MIQ is designed for use only by trained professional personnel.
Appreciation of its capabilities and limitations requires a thorough grasp of the
technical nature of the instrument and a competence in reading and interpreting
research studies on the MIQ. The questionnaire itself requires no more than a
5th grade reading level and should be applicable to most groups. Research
evidence indicates that the MIQ can be used with minority and low
socioeconomic status groups (Hendel and Weiss, 1970b).

Although the MIQ can be used alone, its most effective use is through
matching an individual’s MIQ profile with specific ORPs, as programmed by the
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computer scoring service provided by Vocational Psychology Research at the
University of Minnesota. Because the MIQ was developed for the Theory of
Work Adjustment, its most legitimate application is within that theory’s
framework.

Care should be taken not to over-extrapolate the information provided by
the questionnaire. The MIQ does provide data on twenty vocationally relevant
needs, but obviously these do not constitute all the elements involved in voca-
tional choice and career planning and development. Even with the inclusion of
the complementary factor of ability there are still questions of job availability
and outlook, and personal or individual circumstances which the counselor must
consider to provide the most effective service to his clients. Within this larger
picture, the MIQ is a useful tool for vocational rehabilitation counselors and
their client’s vocational planning.

Copies of the MIQ and authorization to use it may be obtained by writing
to:

Vocational Psychology Research
Elliott Hall

University of Minnesota
Minneapolis, Minnesota 55455

Requests should include a description of how the MIQ is to be used and the
professional qualifications of the persons who will use it.
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Section | Description and Use

Description

The Minnesota Importance Questionnaire (MIQ), 1967 revision,
is a 210-item pair-comparison instrument designed to measure
twenty vocationally-relevant need dimensions. These need dimen-
sions refer to specific reinforcing conditions which have been found
to be important to job satisfaction. The statement representing each
dimension was chosen from analyses of an earlier Likert form of the
MIQ as that statement which best represented the scale. The
statements used to represent each of the twenty vocational needs in
the 1967 MIQ are as follows (in alphabetical order):

1

. Ability Utilization: 1 could do something that makes use of

my abilities.

.Achievement: The job could give me a feelmg of accomplish-

ment.

3‘.Activity: 1 could be busy all the time,

4. Advancement: The job would provide an opportumty for

advancement.

.Authority: 1 could tell people what to do.

6. Company Policies and Practices: The company would ad-

10

minister its policies fairly.

. Compensation: My pay would compare well with that of

other workers.

. Co-workers: My co-workers would be easy to make friends

with.

. Creativity: 1 could try out some of my own ideas.
. Independence: 1 could work alone on the job.
11.

Moral Values: 1 could do the work without feeling that it is
morally wrong.
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12. Recognition: 1 could get recognition for the work I do.
13. Responsibility: 1 could make decisions on my own.

14. Security: The job would provide for steady employment.
15. Social Service: 1 could do things for other people.

16. Social Status: I could be “somebody’’ in the community.

17. Supervision — Human Relations: My boss would back up his
men (with top management).

18. Supervision — Technical: My boss would train his men well.
19. Variety: 1 could do something different every day.

20. Working Conditions: The job would have good working
conditions.

The reading difficulty level of these statements is at approxi-
mately the fifth grade level as measured by the Flesch formula
{Weiss, Dawis, England and Lofquist, 1964a, p. 20).

Each of the twenty statements listed above is paired with every
other statement, yielding 190 pairs, each pair constituting an item.
Order of presentation of statements for each pair is random. The
items are sequenced so that the same statement does not appear in
two consecutive items. For these 190 items the individual is asked to
choose the statement of the pair which represents the more
important characteristic of his ideal job.

For items 191-210 the individual is asked to indicate whether or
not each of the twenty need dimensions is important or not
important in his ideal job. Thus, for the first 190 items the individual
is asked to make comparative judgments, but for the last twenty
items he/she is asked to make absolute judgments.

The MIQ items are presented in a re-usable booklet. The
individual records his responses on a separate answer sheet. A copy
of the MIQ instruction page and the first page of 1tems is contained
in Appendix A.

Administration

The MIQ is a self-administering paper-and-pencil instrument
which takes about 30-40 minutes to complete. All necessary
" instructions appear in the booklet. While these instructions are
self-explanatory, the psychometrist should insure that the respon-
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dent fully understands the instructions. This might be accomplished
by asking the individual to explain what the phrase “ideal job’> means
and by checking to see that the individual is choosing only one
answer per item, is responding to the items consecutively and is
moving in the right direction (along the rows) on the answer sheet.
Furthermore, since the MIQ is a self-report instrument, the psychom-
etrist should encourage the respondent to answer as honestly and
frankly as possible.

It is very important that the individual make a response for every
item, even if he must guess. The completed answer sheet should be
checked carefully by the psychometrist for unanswered items and
the respondent should be asked to complete any unanswered items.

The respondent should be encouraged to respond rapidly to the
MIQ items. He should read each item, make a choice, and move
quickly to the next item. Since it is assumed that his first reaction to
each item likely reflects his true feeling, he should not look back
over his answers or change answers once he has marked them on the
answer sheet.

Occasionally an individual will complain about the apparent
repetitiveness of some of the items. He may feel that the same item
pairs are being presented in an attempt to trick him or to determine
if he is responding the same way each time. The psychometrist
should explain that while the same statement appears many times, no
pair of statements is repeated. 1t might even be advisable to mention
this fact to the individual before he begins the MIQ.

Scoring

Basic scoring of the MIQ includes computation of adjusted scale
values for the twenty vocational need scales, and a total circular
triads score. In addition, error bands are computed around the
individual adjusted scale values.

Adjusted Scale Values. MIQ adjusted scale values can range from
-4.0 to +4.0, with a maximum range for any single individual being
half of this total range. Scale values greater than zero indicate needs
which are ‘“‘important” to the individual and those below zero
indicate needs which are ‘“‘unimportant.” Each individual’s profile is
determined solely by his responses to the MIQ rather than by
comparison with any normative group. The higher the adjusted scale
value, the greater the importance of the vocational need to that
individual. All scale values are ‘‘adjusted” for the individual, that is,
computed in such a way that the ‘““zero point” indicates the same -

3
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subjective point for all individuals. (A more detailed explanation of
adjusted scale values is found in the Technical Section, pages 29-32).
“Total Circular Triads. The total circular triads (TCT) score
indicates the logical consistency with which an individual has
responded to the MIQ items. A circular triad is an intransitive
(illogical) sequence of choices which can be described in the
following manner: i
1. A is chosen over B.
2. Bis chosen over C.
3. Cis chosen over A.

The circular triad score is used to indicate factors which might
invalidate an individual’s MIQ profile, such as random responding,
response set, lack of familiarity with occupational remforcers and
instability of the individual’s vocational needs.

Random responding on the MIQ can occur for several reasons.
For example: (a) the individual might not be interested in responding
meaningfully to the instrument; (b) the individual might not be able
to read well enough to understand the items; or (c) the individual
might be suffering from fatigue, boredom, illness or other conditions.

Response sets occur when an individual responds in a fixed
pattern which is not related to the item content. He might, for
example, mark only the first statement in the pair, or only the
second statement in the pair or alternate between them in some
systematic manner.

The individual who is unfamiliar with occupational reinforcers,
or the individual who has unstable vocational needs may respond to
the MIQ in a way that appears to be random. Whatever the cause,
such patterns of responding will result in a high TCT score.

A high TCT score indicates an invalid MIQ profile. The TCT
score on the MIQ can range from 0 to 385. Scores of 255 or higher
represent invalid response to the MIQ.

Error Bands. Error bands are computed for each adjusted scale
value. Error bands indicate the range of indecision for the respondent
on each vocational need dimension measured by the MIQ. In the
computation of the error bands, the number of circular triads
associated with each scale is counted. If a scale is not involved in
any circular triad, there will be no error band for that scale. The
error band indicates how an individual’s score would change if the
circular triads were changed to transitive (logically consistent)
choices. (For details of this procedure see the Technical Section,
pages 32-35).
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Random Response Patterns, Invalid MIQ profiles (those with
TCT scores of 255 or higher) can be divided into two types — true
random and pseudo-random. True random profiles are distinguished
from pseudo-random profiles by an analysis of the number of
circular triads associated with each of the twenty MIQ scales. If all
scales have approximately the same number of circular triads, the
resulting profile is considered to be the result of true random
responding. If, however, the circular triads are associated with certain
scales more than with others, then the profile is considered to be
pseudo-random. (Further details of this procedure are reported in the
Technical Section, page 35.)

D? Correspondence. According to the Theory of Work Adjust-
ment, an individual’s satisfaction in a particular occupation can be
predicted from the correspondence between his pattern of vocational
needs and the reinforcer system of that occupation. The MIQ profile
provides a measure of his vocational needs; Occupational Reinforcer
Patterns (ORPs) provide measures of reinforcer systems of occupa- -
tions. ORPs are currently available for 81 occupations (Borgen et al.,
1968a) and the Work Adjustment Project is conducting research to
expand the number of available ORPs.

The measure of correspondence used to indicate the corre-
spondence between an individual’s MIQ profile and the ORP for a
specific occupation is “D-squared” (D?). D? is simply the sum of the
squared differences between each of the twenty scale values on an
individual's MIQ profile and the corresponding scale values on an
ORP profile. The lower the D? for a given occupation, the greater the
similarity between the MIQ profile and the ORP for that occupation.
Low D? values indicate correspondence, while high D? values
indicate a relative lack of correspondence. Within the framework of
the Theory of Work Adjustment, low D? values are predictive of
satisfaction and high D? values, dissatisfaction. (For further details
of this procedure see the Technical Section, pages 35-37.)

Computer Reports. While it is possible to hand-score the MIQ,
it is unfeasible to obtain twenty adjusted scale values and corre-
sponding error bands, a total circular triads score, and D?s for the 81
ORPs. Furthermore, hand-scoring of the MIQ is likely to result in
many clerical errors because of the complexities of the calculations
involved. For these reasons, the Work Adjustment Project has
developed a computer scoring service for the MIQ which provides a
three-page computer-printed report for each individual.
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The circular triads score is printed first. If the TCT is 255 or
higher, a statement is printed that the MIQ is invalid and no MIQ
profile is printed. The scale-by-scale distribution of circular triads is
checked, and if found to be “true random” the following message is
printed:

Analysis of the pattern of circular triad data indicates that

response to the MIQ was random. This may be the result of one

or more of the following:
1. poor motivation
2. carelessness
3. faking
4. response set (patterned response)
5. lack of understanding

If the distribution of circular triads is found to be ‘“‘pseudo-random™
the following message is printed:

Analysis of the pattern of circular triad data indicates that
response to the MIQ was non-random. This suggests that this
person had difficulty on some (but not all) of the variables being
scaled in the MIQ. Re-administration might be appropriate after
discussion of the meaning or interpretation of the MIQ items.

This statement is followed by a list of the twenty MIQ scales in
descending order of number of circular triads associated with each
scale. The scale with the largest number of circular triads is the scale
the respondent had the most trouble evaluating, the scale with the
next largest number of circular triads is the one he had the next most
difficulty in evaluating, and so on down to the scale with the lowest
number of associated circular triads, which is the scale the individual
was most consistent in evaluating. Figure 1 shows a sample computer
report for a “pseudo-random” response pattern. The circular triads
associated with each scale are called Stimulus Circular Triads (SCT).
Since three statements are contained in each circular triad relation-
ship, the number of SCT across the twenty MIQ scales equals three
times the TCT score. (Further information can be found in the
Technical Section, pages 32-37.) For “pseudo-random” profiles,
re-administration of the MIQ may be indicated after clarifying to the
respondent the meaning of scales with high SCTs.

For those individuals with a TCT score lower than 255, a profile
of MIQ adjusted scale values and the D? correspondence indices for
81 occupation ORPs and nine cluster ORPs are printed. The MIQ
profile contains the twenty vocational need scales followed by the



Figure 1
Sample Computer Report for a Pseudo-Random Response Pattern
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adjusted scale values. A numerical scale (ranging from -4 to +4) is
printed at the top and bottom of each individual’s profile and an X
is printed on the profile to indicate the adjusted scale value for each
scale. The X is flanked by a number of dashes (— —) if an error band
(defined by the Stimulus Circular Triads associated with that scale) is
present for that scale. Numerical values for the error band around the
individual’s obtained adjusted scale value can be read from the
numerical scale at the top or bottom of the profile.

The zero point for each person is located in the center of the
profile. Positive adjusted scale values, indicating important vocational
needs, are plotted to the right of the zero point, and negative scale
values (non-important needs), to the left of the zero point. Adjusted
scale values above 1.5 are considered “high.” These values indicate
needs which are very important to the individual. Adjusted scale
values which are between 1.0 and 1.5 indicate “moderate” needs.
Both high and moderate scale values should be carefully considered.
Adjusted scale values between 0 and +0.3 indicate ‘“low’’ importance
and scale values below 0 are of “very low” importance. These
guidelines are shown on MIQ profiles by dotted, vertical lines at 0.3,
1.0,and 1.5.

The MIQ scale values represent the individual’s scaling of his
reinforcer preferences for his ideal job environment without reference
to anyone else. The adjusted scale values represent distances from the
individual’s own zero point. Thus the scale values are unique to the
individual and need not be compared with the scale values of others
for the purpose of interpretation. '

On occasion it may be appropriate to compare an individual’s
scores with scores of some reference group, as would be the case if
the counselor wished to find out whether an individual’s preferences
were “typical” of some group of which he is a member eg.,
rehabilitation clients. For this purpose, percentile conversions of
MIQ adjusted scale values and TCT scores are provided for several
groups in Appendix B.

On the second and third pages of the computer report, D?s are
given for the 81 occupations arranged in decreasing order of
correspondence (as D? increases, correspondence decreases). Job title -
is given, followed by a number identifying the ORP cluster of the
job, the D? index of correspondence and a prediction of the level of
satisfaction the individual is likely to achieve in the occupation.
Work Adjustment Project research plans include expanding the
number of available ORPs and improving the format for presenting
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correspondence indices as well as the measurement of corre-
spondence itself.

The same listing is provided for the nine ORP clusters with the
exclusion of a prediction of satisfaction. Each cluster is simply a
family of occupations with similar ORPs. These clusters allow the
counselor to generalize in a meaningful way beyond the 81 specific
occupations. (Further details on the ORPs and the development of
the occupational ORPs and ORP clusters can be found in Borgen et
al., 1968a,b). :

In using the D? correspondence measure, the vocational coun-
selor should be concerned with the relative ranking and absolute size
of D? values for the occupations listed on the MIQ computer report.
The D? measure is related to probable satisfaction in an occupation
(Betz, 1969). Thus, the lower the D? for the ORP of a particular
occupation, the more likely is the individual to be satisfied in that
occupation. Occupations with larger D? values are those in which the
individual is less likely to be satisfied, since his pattern of preferences
(needs) is less similar to the pattern of reinforcers (ORPs) in the
occupation.

Based on an examination of the distribution of D? values (using
the correspondence between the individual’s MIQ profile and the
ORP of the occupation in which he was currently employed) for
individuals in five different occupations', the following guidelines
for interpreting D? are suggested:

1) A D? of less than 9.00 suggests that the individual would be
satisfied in the occupation.

2) A D? of greater than 9.00 but less than 20.00 suggests that
the individual is likely to be satisfied in the occupation; and

3) A D? of greater than 20.00 suggests that the individual is not
likely to be satisfied in the occupation.
Interpretation of the MIQ

“As the preceding section on Scoring indicates, interpretation of
the MIQ can occur at many levels. The following summary might be
useful to the reader:

' The guidelines are based on the fact that not more than 25% of the workers in these ‘“own
occupations” had D*s of greater than 20.00, while almost 25% of them had a D? less than
9.00. These guidelines are used in determining the prediction of satisfaction which is
printed on the computer report.



MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

The MIQ is a self-report instrument and therefore its validity
depends to a significant extent on the full cooperation of the
responding individual.

On the MIQ, the individual reports his vocational needs, that
is, his preferences for occupational reinforcers. The structure
(format and scoring system) of the MIQ is designed to
facilitate the meaningful reporting of such preferences.

The adjusted scale values indicate the level of importance of
the individual’s reinforcer preferences, with reference to his
own zero point (no preference one way or the other). An
adjusted scale value of 1.5 or higher indicates a reinforcer of
high importance to the individual. An adjusted scale value of
1.0 to 1.5 indicates a reinforcer of moderate importance, a
value of 0.0 to 0.3 is of low importance and a value below
0.0 is of very low importance.

A circular triad score of 255 or higher indicates an invalid
MIQ profile that may be due to true random responding or to
pseudo-random responding. In the case of the latter, the
computer report will show the stimulus circular triad scores
which indicate which scales (statements about reinforcers)
are causing difficulty for the individual.

The error bands (dashes on both sides of the adjusted scale
values) indicate the extremes to which the scale value could
move if the individual were completely logically consistent
(transitive) in his responses to the MIQ.

. D? indicates the similarity between the individual’s reinforcer
preferences (MIQ vocational needs profile) and the reinforcer
pattern of the occupation (ORP). A D? of 9.00 or less
indicates a high degree of similarity or correspondence, for
which satisfaction with the occupation is predicted. A D?
higher than 9.00 but less than 20.00 indicates that satisfac-
tion is likely and a D? of 20.00 or greater indicates that
satisfaction is unlikely.

The vocational rehabilitation counselor is cautioned not to mis-
interpret the D? index. While D? helps to predict an individual’s sat-
isfaction in an occupation, it is not intended to be used to predict his
satisfactoriness (e.g., his job performance or a rating by his superiors).
Satisfactoriness is predicted from the correspondence of an individ-
ual’s vocational abilities and the ability requirements of an occupation.

10
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An individual may be a satisfactory employee and still not be satisfied
with his job. On the other hand, there are individuals who may be
satisfied with their jobs, but are unsatisfactory employees. The
vocational rehabilitation counselor should communicate very clearly
to the counselee that D?> (MIQ-ORP correspondence) relates to job
satisfaction, but not job satisfactoriness.

Given predictions of satisfactoriness derived from ability-ability
requirements correspondence, the vocational rehabilitation counselor
can then use the MIQ to narrow the range of job possibilities for a
counselee with a view to maximizing the counselee’s probable
satisfaction. Alternatively, the MIQ can be used to determine those
occupations for which the individual is predicted to be satisfied, and
then the range of occupational possibilities can be narrowed by
considering the counselee’s predicted satisfactoriness. Of course,
other important factors such as training requirements, availability of
training and the financial cost of training in light of the counselee’s
other responsibilities, should also be considered.

Interpretation of Scale Content

In the absence of data based on extensive counseling use of the
MIQ, a high scale value on the MIQ may be interpreted at face value
as signifying a preference for the specific reinforcer represented by
the scale, or as indicating preference for a more general reinforcer for
which the scale is one of several indicators. With respect to the latter
interpretation, six general reinforcers have been identified by factor
analysis as underlying the twenty MIQ scales (see Technical Section,
pages 41-46). These are listed below, together with the scales which
can be interpreted as indicators of the six general reinforcers:

I. Management

a. Supervision — Human Relations
b. Supervision — Technical

c. Company Policies and Practices
d. Compensation

e. Working Conditions

f. Security

. Au

I tonomy

a. Responsibility
b. Creativity
¢. Authority

11
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I11. Conditions of Work

a. Activity

b. Independence

c. Variety

d. Security

e. Working Conditions

IV. Altruism

a, Social Service
b. Moral Values
c. Co-workers

V. Achievement

a. Ability Utilization
b. Achievement
¢. Advancement

VI. Recognition

a. Social Status
b. Recognition
c. Authority

By examining the pattern of high scale values, one might be able to
discern which of these six general reinforcers might be preferred by
the MIQ respondent. Interpretation on this basis (general reinforcers)
might then be confirmed by interview or personal history data.

In interpretation of the MIQ profile, the scale titles cannot be
interpreted completely without reference to the specific content of
the item representing a given scale. As examples, the Social Status
scale is represented by the item “I could be ‘somebody’ in the
community,” and the Independence scale, by the item “I could work
alone on the job.” The individual, in responding to the MIQ, is
presented with the items rather than the scale titles themselves. Scale
values on the MIQ represent the individual’s preference for the
specific reinforcer represented by the item. Interpretation on this
basis may avoid some difficulties in the interpretation of some MIQ
scales with a given individual.

12



MANUAL FOR THE MINNESOTA IMPORTANCE QUESTIONNAIRE

Sample Profiles

Typical MIQ Profiles. Figures 2 and 3 show typical MIQ profiles
(but for fictitious individuals).

The first page of the report shows the MIQ profile. The total
circular triad score is printed in the upper left-hand corner of the
page. John Johnson (Figure 2) obtained 52 circular triads, which is
well below the cut-off value of 255 for invalid profiles. This fact is
indicated by the statement “MIQ is valid.”

The twenty MIQ scales are listed in alphabetical order on the
left-hand side of the profile. The next column shows John’s adjusted
scale values for each scale. To the right of this column, the scale
values are plotted, with the values indicated by X’s and dashes on
both sides of the X’s indicating the error bands.

John’s highest adjusted scale value was 2.6 on the Working
Conditions scale, followed by Security with a scale value of 2.1, and
Social Service with a scale value of 1.6, All of these scale values are in
the “‘high importance” range. The Working Conditions and Security
scale values have no error bands. This means that John was consistent
in his preferences for these two reinforcers. For Social Service the
error band extends to a scale value of 1.8, meaning that were John
logically consistent, Social Service could have an adjusted scale value
as high as 1.8.

Five scale values are in the “moderately important” range, with
four having error bands that extend into the ‘“high importance”
range. For these four scales, Achievement, Advancement, Compensa-
tion, and Creativity, the error bands indicate that the ‘“‘true’ scale
values might be as high as 1.6 for all four scales, as low as 1.1 for
Achievement, Compensation and Creativity and as low as 0.8 for
Advancement. '

John obtained adjusted scale values in the “very low” range of
importance for Social Status (-1.4), Authority (-.9) and Moral

Values (-.4) while Independence, Supervision—Human Relations,
and Supervision—Technical (all with scale values of .1) were in the
“low”’ importance range.

In summary, John Johnson’s MIQ profile is characterized by
preferences for Working Conditions, Security and Social Service as
“highly important” reinforcers, while Social Status, Authority and
Moral Values are reinforcers of “very low” importance to him.

Pages 2 and 3 of the MIQ computer report show the D? values
for the 81 occupations and the nine occupational clusters for which

13
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Figure 2 (continued)
Second Page of MIQ Computer Report for John Johnson

CORRESPONDENCF 9ETWEEN CCCUPATIONAL REINFORCER PATTERNS AND MTQ SCALE VALUFES FOR JOHi JOHNSON

B8] OCCURATICHNS LISTED IN DECREASING ORNPER OF CORRFSPONDENCEs USING D=-SAIARFN TNDEX.
OCCUPATIONS AT THE TOP OF THIS LTST ARF THOSF IN WHICH THIS INDIVIDUAL TS MnST LIKELY To RE SAYISF(FD,
OCCUPATIONS aT THE BOTTOM OF THF LIST ARF THOGE IN WHICH HE (SHE)} IS LFAST LIKELY TO AF SATISFIFNn,.

OCCUPATION CLUSTER N=CRUARED PRENICTION OF SATISFACTION

FRITERs TECHNICAL PURLICATIONS 2 H R? SATISFIED

PHOTOENGRAVER {STRIPPER) 9 ReR9 SATISFIED

BRAF TS AN ADCHITECTURAL 9 9,02 LIKFLY SATISFTFD
STFNOGRAPHER, TECHNICALs CIVIL SERVICF 5 Gena LIKELY SATISFIFN
SA| FSBERSUKY ShOE - 9,39 LIKELY SATISFIFD
ACCOUNTING CLEKKy MANHFACTURTMG A Q.87 LIKELY SATISFIED
MACHINIST 9 .72 LIKELY SATISFIFD
SHFET METal WORRKER 9 LY LIKFLY SATISFTED
1YOISTs CIVIL SERVICE 5 9.94 LIKFLY SATISFIED
FLECTRECNICS MECHANIC 9 10404 LIKELY SATISFIFD
WECEPTIONEST, CIVIL SERVICE - 10,08 LIKFLY SATISFIFR
SALESPERSUNy GENERAL (NEPARTMENT STORF) - 1015 LIKELY SATISFIED
FLFCTRICAL TFCHNIClAN 9 10,20 LIKELY QATISFTIED
1SSEMALEHe SMalLl PARTS 8 10.25 LIKELY SATISFIED
wATTER=WATTRESS 6 10,29 LIXELY SATISFIFD
TELEVISTION SFRVICE=~AND=RFEPATRMAN 9 10,39 LIKELY SATISFIFD
cOCK{RCTEL=RESTAURANT) - (Y] LIKFELY SATISFIfFED
HAaTMTENANCE MANs FACTORY 0P umILL 9 1067 ILIKFLY SATISFIFD
FLFCTRICTAN 9 10,42 LIKELY sATISFYFD
ACCOUNTANT s COST 2 1067 LIKELY SATISFIFD
prrtiRAMMFR (HUSTNESSIENGINEFRTHNG AND SCIENCF) 2 10.51 LIKELY SATISF1FN
STATISTICIAN, APPLILED 2 10661 LIKFELY SATISFIED
Sap FGMAr=IIHIVER - 10,63 1L IKELY SATISFIFD
ACCNUNTING CLEHKs CIVIL SERVYICF 5 10470 LIKELY SATISFTIFD
mEnlcal TECHNOLOGIST 6 10,79 LIKELY SATISFTIED
REAHUTY OPERATOR 3 10,R4 LIKELY SATISFIFEN
wELDERY CUOMBINATION 9 10490 LIKELY SATISFIFD
pReMCTran HELPER (FopD) ] 10,93 LIKELY SATISFYED
AUTOMCRILE=nODY REPATRMAN 9 Y1e08 LIKELY SATISFIFN
Rap 10LCG1C TFCRNOLOGIST 6 11,19 ILIKELY SATISFTEN
puYSICAal. THERAPISS 4 1129 LIKELY SATISFTFD
SerFweN CHINE OPERATOR. PROPNUATINN Q9 11.37 LLIXKELY SATISFIFD
malKER [:] 11438 LIKELY SAYISFIFD
PUr AH=FRESS NPERATOR L] 11,43 LIKFLY SATISFIED
ENGINEERe STATIONaRY - 11eb4 LIKELY SATISFTED
§8; Fapbee ALUTOMOK[LE - 11,47 LIKELY SATISFYFD
resT CLTTER A 1156 LIKELY SATISFIFD
AUTONCHILE SFRVICE STATION aTTENpaNT S 11,5 LIKELY SATISFYED
~UTOMCPILE MECHANIC 9 11eh1 LIKELY SATISFTED
P HAALMER 6 114673 LIKELY SATISFIED
TELLER (RANKING) - 1l1e71 LIKELY SATISFTIFN
HIPFFITTFR 7 11,83 LIKELY SATISFIFD
COMAFRCTAL aRPT1STe ILLISTRATYINA - 11.90 LLIKELY SATISFTED
FATHTFH/PAPERHANGER 7 11,91 I.LIRELY SATISFIFD
GFFICE=MaCHINE SERVICEMAN 9 11.94 LIKELY SATISFIFP

«=aCONTTINIEDN OM THFE NFXT PAGFa=



Figure 2 (continued)
Third Page of MIQ Computer Report for John Johnson

OCCUPATTIONS==~CONTINUED JORM(I0RMSON

LIRRARTIAN 4 11499 LIKELY SATISFTFN
CLAIM ADJUSTER - 17.21 LIKELY SATISFIFD
TRUCK ORIVER - 12.27 LIKELY SATISFTFD
HAKER L] 12,724 LIKELY SATISFIFD
AaSSEMBLER(ELFCTRICAL EQUIPMFNT) 8 12453 LIKELY SATISFIFD
NCCUPSTIONAL THERAPISTY 4 17454 LIKELY SATISFIFN
CARPENTER 7 1756 LIKFLY SATISFIFD
NUKRSE ATD 6 17.59 LIKFLY SATISFIEN
CASHIER-CHECKER - 172.h4 LIKELY SATISFIFN
rLERKs GENERAL OFFICEs CIVII SFRVICFE 5 12.74 LIKFLY SATISFIFD
HaRTENDER - 1274 LIKELY SATISFIfD
cIeTITIAN - 12 RS LIKELY SATISFIFD
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FNRINEER. CIVIL 1 13.88 LI®ELY SATISFIED
sy Esvane wEA ESTATE 3 13,96 LIKFLY SATISFIFD
COLNSELORY VOCATIONAL REMBAT) ITATTONM 4 1621 LIKELY SATISFTIFD
1STRUCTnke VOCATLONAL SCHOOY 4 14,75 LIKELY SATISFIFN
FIUF FLGHMTEM - 14469 LTIRELY SATISFIFN
TEACHER s ELEMENTARY ScHOOL 4 14,74 LIKFLY SATISFTFN
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ORPs are available. The occupations are listed from the lowest D?
(greatest correspondence between MIQ and ORP) to the highest D?
value. John’s listing of occupations shows his preferences to be most
similar to the occupations of Writer, Technical Publications (with a
D-squared value of 8.82) and Photoengraver with a D? value of
8.89). The ORP for Writer, Technical Publications (Borgen et al.,
1968a, pp. 178-179) shows that John’s two highest scales, Security
and Working Conditions, are ‘‘moderately descriptive” of that
occupation, while the two scales rated ‘“very low’ by John,
Authority and Social Status, are ‘“‘not descriptive” of the occupation.
The ORP for Writer, Technical Publications also has several scales in
the “moderate” and ‘‘high” ranges (Creativity, Advancement,
Achievement and Ability Utilization) which are also in John’s
“moderate’ to ‘“high”’ range. The major discrepancy between John’s
MIQ profile and the ORP for Writer, Technical Publications is that
Social Service is of ‘‘high importance” to John but below the
“moderate” range for Writer, Technical Publications.

ORPs for other occupations high on John’s list may be examined
in the manner illustrated above, comparing John’s salient preferences
and the salient reinforcer characteristics of the occupation. From
such consideration, the vocational rehabilitation counselor can help
his client choose an occupation or career from those most likely to
maximize his satisfaction. In John’s case the counselor has an
advantage since John’s vocational needs coincide with the reinforcer
characteristics of many jobs. '

At the bottom of the last page of the report the D? values are
given for the nine ORP clusters. These are also ranked in order of in-
creasing D? values. For John, Manual Occupations, Service-Main-
tenance (Cluster 9) and Technical Occupations, Semi-Professional
-(Cluster 2) have the lowest D2?s while Technical Occupations,
Professional (Cluster 1) and Sales Occupations, Service (Cluster 3)
have the highest D?s. The specific occupations in the cluster can be
identified by the cluster numbers printed following the 81 occupa-
tions.

Figure 3 shows an MIQ profile for another fictitious individual,
Howard Anthony.

Howard’s TCT score of 79 is well below the 255 cut-off for
invalid profiles. The statement ‘“MIQ is valid” is printed and the full
report follows.

Howard’s four highest adjusted scale values fall in the ‘“high”
importance range (Achievement, 2.8; Ability Utilization, 2.3; Ad-
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Figure 3

First Page of MIQ Computer Report for Howard Anthony
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Figure 3 (continued)
Second Page of MIQ Computer Report for Howard Anthony

CORRESPONDENGE RETWEEN UCCUPATIONAL REINFORCER PATTERNS ANN MIQ SCALE VALUES FOR HOWARD ANTHONY

81 OCCUPATIONS LISTED IN NECREASING ORNER OF CORRFSPONDENCEs USING D=SQUARFD TNDEX,
OCCUPATIONS AT THE TOP OF THIS 1 IST ARE THOSE TN WHICH TWIS INDIVIDUAL 1S MNST LTKELY To RE SATSFIFD,
QCCUPATIONS AT THE HOTTOM OF THF ILLIST ARF THOSE IN WHICH HE(SHE) IS LFASY LTKELY TO RF SATISFIFN,

OCCUPATION CLUSTER Na&NIARFN PRENDTCTTION OF SATISFACTION

- Dy - - LTy - CL L Y - Y T e T L T T T PR L )
wRYTERe TECHNICAL PURLICATIOMS 2 7.39 SATISFIED
CASEWORKFER 4 Tehl : SATISFIED
INSTRUCTORs VOCATIONAL SCHOO; 4 7.79 SaTISFIEN
PRGGRAMMER (RUSINESS,ENGINEERING aND SCIENCE) 2 R,N3 SATISFIED
TEACHERs ELEMENTARY SCHOOL 3 B,40 SATISFIEN
COUNSELORe VOCATIONAL REHARILITATTON 4 A,60 SATISFIED
PHYSTICAL THERAPIST 4 A, 71 SATISFIEN
DRAFTSMANs ARCHITECTURAL 9 R.95 SATISFIEN
REAUTY nPERATOR 3 R,96 SATISFIED
STATISTICIAN, APPLIED 2 9,07 LIKELY SATISFTIFD
FNGINEERs TIME STUDY 1 9,12 i LIKELY SATISFIFD
ACCOUNTANTs COST ? 9414 i LIKELY SATISFIFN
TELEVISION SERVICE=AND=REPATRMAN 9 9,18 LIKELY SATISFTED
LIRRARIAN 4 9,24 LIKELY SATISFIFD
TEACHERs SECONDARY SCHOOL 4 9,26 LIKELY SATISFIFD
ELECTRICAL TECHNICIAN 9 9.33 LIKELY SATISFYED
ELECTRICIAN . 9 9.40 LIKELY SATISFIFD
SHEET METAL WORKER 9 9.50 LIKELY SATISFIFP
COMMERCTIAL ARTISTY ILLUSTRATING - 9,76 LIKELY SATJISFTEN
ENGINEERy CIVIL 1 9,74 LIKELY SATISFIFD
CLATM ADJUSTER - 9,84 LIKELY SATISF1FD
SCREW=VMACHINE OPERATORs PRODUCTION 9 9.99 LIKELY SATISFIED
0CCUPATIONAL THERAPIST 3 10,03 LIKELY SAYISFIED
SALESPERSON, .GENERAL (DEPARTMENT STORF) - 1014 LIKELY SATISFIED
COOK (KCTEL=RESTAURANT) - 10,23 LIKELY SATISFIED
SALESPERSONs SHOE - 10.4) ) LIKELY SATISFIED
ELECTRCNICS MECHANIC 9 10,67 LIKELY SATISFTED
NURSE, PROFESSIONAL - 10,47 LIKELY SATISFIED
ENGINEERy MECHANICAL 1 10,48 LIKELY SATISFIED
SALESMAN, REAL ESTATE 3 10484 . ILIKELY SATISFIFD
SALESMANs SECURITIES 3 10,87 LIKELY SATISFIFD
COUNSELORs SCHOOL 3 10496 LIKELY SATISFIED
oF F [CE=MACHINE SERVICEMAN 9 10,98 LIKELY SATISFIED
EMAALMER 6 11.08 LIKELY SATISFIED
MAINTENANCE MANs FACTORY OR mILL 9 11,13 LIKELY SATISFIED
CARPENTER 7 11.29 LIKELY SATISFUED
SALESMANy AUTOMOBILE - 11,37 LIKELY SATISFIED
MACHINIST 9 11,51 LIKELY SATISFIED
WELDERs COMBINATION 9 11.82 LIKELY SATISFIED
AUTOMOBILE MECHANIC 9 11.84 LIKELY SATISFIED
cLaIM EXAMINER R - 11491 LIKELY SATISFIED
ACCOUNTING CLERK, CIVIL SERVYCE 5 12,04 LIKELY SATISFIED
PLUMBER 7 12,07 LIKELY SATISFIFD
RADIOLOGIC TECHNOLOGIST 6 12431 LIKELY SATISFIED
DIETITIAN - 12,57 LIKELY SATISFIED

==CONTINUED ON THE NFXT PAGEw=



Figure 3 (continued)
Third Page of MIQ Computer Report for Howard Anthony

OCCUPATIONS=«~CONTINUED HOWARN ANTHONY

AUTOMOBILE=BODY REPA[RMAN 9 12,62 LIKELY SATISFTFN
PAINTER/PAPERKHANGER 7 12,R1 ILIKELY SATISFYFN
NURSEe LICENSED PRACTICAL 6 12.8% LIKELY SATISFIFN
PHCTOENGRAVER(STRIPPER) 9 13,13 LIKFLY SATISFYIFD
POLICEMAN . - 13.13 LIKELY SATISFIFD
SALESMAN=DRIVER - 13,1% LIKELY SATISFIFN
MEDICAL TECHNOLOGIST 6 13,56 LIKELY SATISFTFD
ENGINEERy STATIONARY - 13,58 LIKELY SATISFIFN
RECEPTIONIST, CIVIL SERVICE - 13.61 LIKELY SATISFIFEN
AUTOMOBILE SERVICE STATIOM ATTFNDANT 1 13,746 LIKELY SATIGFTFD
PIPEFITTER 7 Y4403 LIKELY SATISFIFN
MARKER 8 14,26 LIKELY SATISFTIED
HEAVY EQUIPMENT OPERATOR(CONSTRUCTION) 7 14+2R LIKELY SATISFIFD
ACCOUNTING CLERKs MANUFACTURING A 14,33 . LIKFLY SATISFIFN
TYPISTy CIVIL SERVICE 5 14438 LIKELY SATISFTFD
ATAPLANE STEWARDESS - 14,41 LIKELY SATISFTIED
ASSEMBLERy SMALL PARTS A 16,60 LIKELY SATISFIED
PRODUCTION HELPER (FooD) 8 14,68 LIKELY SATISFIFD
STENOGRAPHER, TECHNICALs CIVIL SEPVICE 5 14.R3 LIKELY SATISFIEN
CLFRKe GENERAL OFF1CE, CIVI_ SERVICE 5 15,560 LIKELY SATISFIED
BAKER [} 15.50 LIKELY SATISFIFD
PHARMACIST - 15,50 ) LIKELY SATISFTIFN
LANDSCAPE GARDENER - 18.52 LIKELY SATISFIED
FIRE FIGHTER - 15,56 LIKELY SATISFIEn
TELLER (AANKING) - 16430 LIKFLY SATISFTED
NURSE AID [} 165,57 LIKFLY SATISF1eD
PUNCH=PRESS OPERATOR [} 16.RR LIKELY SATISFIED
SEWING=MACHINE OPERATORs aAUTAMATIC L] 17,09 LIKELY SATISFIED
WUS DRIVER - 17.29 LIKELY SATISFIEN
RARTENDER - 18,13 LIKELY SATISFIED
WAITER=WAITRESS 6 18455 LIKFLY SATISFTIFD
MEAT CUTTER a 1H,97 LIKFLY SATISFTFD
ASSEMBLER(ELECTRICAL EQUIPMENT) A 18,94 LIKELY SATISFTFN
CAgHIER=CHECKER - 19,64 LIKELY SATISFYFD
TRUCK DRIVER - 21e9R NOT LIKELY SATISFTEN
ORNERLY 6 P4 ,6% . NOT LIKELY SATISFIED

Q OCcUPATIONAL FAMILIES LISTED IN DECREASING NRDER OF CORRESPONDENCE, USING N=SQUARED INDEX

CLUSTER ¢ == SERVICE OCCUPATTONSs SOCIAL~ENHCATTONAL Reln
CLUSTER 2 == TECWHNICAL OCCUPATIONSe SEMI=PROFESSTONAL 8,13
CLUSTER 3 == SALES OCCUPATIONS, SFRVICE 9. 34 .
CLUSTER 1 ==~ TECHNICAL OCCUPATIONSs PROFESSTONAL 9,48
CLUSTER o =« MANUAL OCCUPATIONSs SERVICE=MAINTENANCE 10,04
CLUSTER 7 ==~ MANUAL OCCUPATTIONSs RUTLDING TRADES 12,34
CLUSTER g == SERVICE OCCUPATTONS, BUSINESS DETAIL 13.An
CLUSTER 6 == SERV]ICE OCCUPATYIONSs PERSONAL 14,38
CLUSTER 8 == MANUAL OCCUPATIONSs MANUFACTURING 16.60

VOCATIONAL PSYCHOLOGY RESEARCH
UNIVERSTITY OF MINNESOTA
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vancement, 2.0; and Social Service, 1.6). The three highest scale
values have no circular triads associated with them, indicating that
Howard was completely consistent in his ranking of these reinforcers.
For Social Service, however, Howard’s “true’ scale value could range
from 1.6 to 1.8.

Howard has two scale values which are in the “very low” range:
Authority (-.7) and Compensation (-.4). Independence and Super-
vision—Human Relations have error bands which extend into the
“very low” category.

The error band for Supervision—Human Relations is the widest
among all the twenty scales, ranging from -.7 to .8. This means that
Howard had his greatest difficulty in consistently rating the
statement “My boss would back up his men (with top managment).”

In summary, Howard Anthony’s MIQ profile is characterized by
strong preference for Achievement, Ability Utilization, Advancement
and Social Service, and low preference for Authority and Compensa-
tion.

On the listing of D? values, prediction of satisfaction for Howard
was obtained for nine occupations. Five of these occupations belong
to Cluster 4—Service Occupations, Social-Educational which is also
the cluster with the lowest D?. Two of the nine occupations belong
in Cluster 2—Technical Occupations, Semi-Professional, the cluster.
with the second lowest D?. These are occupational groups that
should be explored first in vocational counseling with Howard.

In general, Howard’s profile shows more variability in D?s than
John’s. He had more occupations in the predicted ‘‘satisfied”
category and two in the predicted ‘‘not likely satisfied” category
compared with none for John.

Some Atypical MIQ Profiles. Figure 4 is an example of an
extremely low profile. A profile like this will result if the individual
answers “no” to all the absolute judgment items (items 191-210).
When this happens, all scale values are zero or below, and
consequently all D? values are extremely high. (In this particular
case, the lowest D? value was 52.92.) Such a result could mean that
the MIQ is invalid for the individual (i.e., it does not contain any of
his preferred occupational reinforcers) or that the individual was
responding invalidly.

Figure 5 illustrates an extremely high MIQ profile which has a
large number of very high scale values. Such a profile results when
the individual answers “yes” to all the absolute judgment items. The
problem with such a profile is that it, too, yields very high D? values.

21



Sample Computer Report for an Extremely Low MIQ Profile

CIRCULAR TRIAD SCnRE= 142
INVALIN RFSPOASE RANGE
BEGINS aT 255,
MIQ IS vaLID.

MIG SCALE
ABILITY UTILIZATION ecovececocs
ACHIEVEMENT cevavecsrocovoacnse
ACTIVITY cevesctcccenvssscsccne
ADVANCEMENT ceoevscsvecscssene
AUTHORITY escvectevasesrcecscres
COMPANY POLICIES AND PRACTICES
COMPENSATION ceovsevscccnsanse
COWORKERS ecsscvsoscescrsrcsors
CREATIVITY ceasevcscsncencnvss
INNEPENDENCE cveveccrccctsceny
MORAL VALUES secsevescsssveonce
RECCGNITION casasscvosseccsses
RESPONSIBILITY ,e0c0ccevccsscrns
SECURITY oseccesscvsscsccscnnrs
SOCIAL SERVICE sevcvestoccvses
SOCIAL STATUS secssccccvasccs
SUPERVISIQN==nU~AN KELATIONS
SUPERVISION==TECHNICAL evacssos
VARIETY osscvscsesvnevecscessen
WORKING CONUITIONS covsecscorse

MIuw SCALE

Figure 4
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Sample Computer Report for an Extremely High MIQ Profile

CIRCULAR TRIAD SCORE= 42
INVALID RESPONSE RANGE
BEGINS AT 2SS,
M1Q IS vaLID,

MIO SCALE
ABILITY UTILIZATION sevsvcence
ACHIEVEMENT sscocescversoscnce
ACTIVITY covecvcccccsecoscence
ADVANCEMENT osavoscsosececrcnnne
AUTHORITY osevecccccosencrccccs
COMPANY POLICIES AND PRACTICES
COMPENSATION sssscevcncctcnsee
COWORKERS ssvevsesssccnsssensee
CREATIVITY'nto‘ctonno-oocoocuo
INDEPENDENCE sceveevsnssrassre
MORAL VALUES covvvseccvcscsone
RECOGNITION soevenncossocesnses

RESPONSIBILITY covesvassvcanse

SECURITY 4svc0c0ccocccsssscscese -

SOCIAL SERVICE ocsnesnstcveccne
SOCIAL STATUS sveeccvccrsncer
SUPERVISION==rUMAN RELATIONS
SUPERVISION==TECHNTICAL eoeeoee
VARTIETY eoceoscescncnctstcnccne
WORKING CONDITICNS sescesvnnsce

MIU SCaLE

REPORT ON THE MINNESOTA IMPORTANCE QUESTIONNAIRE
(M1Q)

ADJUSTED
SCALE
VALUE

3.2
3.2
1.4

2'6

2e6
1.6
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1967 REVISION

=3,0

Figure 5
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(In this case the lowest D? was 34.80.) Such a profile, as with the
extremely low one, is of little use to the vocational rehabilitation
counselor. At the most, the counseldr can use the salient scale values
(both highest and lowest) and compare these with ORPs on the
supposition that the ‘‘level effect’’ (elevation or depression) was
spurious. Such a supposition, needless to say, is fraught with error
unless other, more reliable, information can be brought to bear on
the problem (e.g., information from school records or work history).

Vocational Counseling Use of the M1Q.

The major use of the MIQ in vocational counseling is to measure

the vocational needs of the counselee. As a measure of vocational
needs, the MIQ’s main usefulness is in vocational planning. With the
MIQ, the vocational rehabilitation counselor can help the counselee
look at jobs in terms of the correspondence of the jobs’ reinforcer
systems to his (the counselee’s) vocational needs. To accomplish this
goal, the computer report for the MIQ is designed to facilitate the
search for need-reinforcer correspondence, that is, groups of jobs in
which the counselee would be likely to be satisfied. Collating these
job groups (in which the client would be satisfied) with those for
which the counselee has ability correspondence (that is, job groups
for which he is predicted to be satisfactory), groups of jobs can be
identified for which the counselee would be predicted to be
optimally work adjusted (satisfactory and satisfied).
" The MIQ can be used in a number of other ways. For example, it
can be used to prepare for the counseling relationship. The high scale
values on the MIQ indicate which reinforcers might be effective in
the counseling situation. High scores on Responsibility, Creativity
and Authority might indicate a counselee who prefers to do things
on his own and make his own decisions. High scores on Activity,
Independence and Variety might indicate a counselee who is
relatively impatient, who might want immediate action. The voca-
- tional rehabilitation counselor could utilize the MIQ-inferred rein-
forcers to influence the counseling process.

The MIQ could be used to assess the impact of disability. This is
feasible if a pre-disability work history is available and the evidence
indicates work adjustment for the counselee prior to the onset of
disability. Pre-disability needs might be inferred from ORPs of
satisfying jobs previously held by the counselee. Comparison of pre-
and post-disability needs might provide insights into the impact of
disability. Thus, a counselee might appear to be less achievement-
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oriented or more security-conscious after becoming disabled. Such
insights are useful not only in vocational planning but also in the
management of the rehabilitatign process for the counselee.

The MIQ might also be used to help a counselee, especially one
severely disabled, plan the effective and satisfying use of his
non-work time. When the nature of a counselee’s disability limits the
choice of possible jobs, available jobs are usually not satisfying to the
individual. In such a case, careful choice of non-work activities can
compensate for the lack of need-satisfaction in work.
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Section Il. Technical Information

Development of the MIQ

The MIQ was developed specifically as an instrument required by
the Theory of Work Adjustment. At the time of the initial
development of the theory, an appropriate measure of vocational
needs required by the theory was not available. The first attempt by
the Work Adjustment Project to measure vocational needs resulted in
the N-Factors Questionnaire. This was a 48-item, twelve-scale
instrument based on the work of Schaffer (1953). A description of
this instrument and its development is available in Minnesota Studies
in Vocational Rehabilitation: XVI. The Measurement of Vocational
Needs (Weiss, Dawis, England and Lofquist, 1964a).

By modifying the N-Factors Questionnaire, a new instrument
known as the Minnesota Importance Questionnaire was developed as
a measure of vocational needs. The goals in developing the MIQ
were: (1) to increase the number of dimensions measured by the
questionnaire; (2) to increase the variability of the scores; and (3) to
increase the reliability of the scales. This instrument consisted of
twenty scales of five items each, in which the respondent was asked
to rate how important a specific aspect of work was to him in his
characterization of an ‘‘ideal” job. This Likert form of the MIQ is
described in complete detail in the monograph just cited (The
measurement of vocational needs). While this first MIQ was a marked
improvement over the N-Factors Questionnaire, it still had some
undesirable characteristics. In particular, it yielded negatively skewed
distributions of scale scores and its scales intercorrelated to a rather
high degree.

At this point is was decided to try a different item format for the
MIQ, specifically a pair-comparison format.

The MIQ (1965 Revision). To construct a pair-comparison form
of the MIQ, it was first necessary to select one statement to represent
each of the twenty scales of the Likert form of the MIQ. This was
accomplished by selecting the scale item which had the highest
correlation with total scale score. The items which were selected by
this procedure were:

1. Ability Utilization: 1 could do something that makes use of
my abilities.

2. Achievement: The job could give me a feeling of accomplish-
ment.
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. Activity: 1 could be busy all the time.

. Advancement: The )ob would provide an opportunity for

advancement.

5. Authority: 1 could tell people what to do.

12,
13.
14.
15.
16.
17.

18.
19.
20.

.Combany Policies and Practices: The company would ad-
“minister its policies fairly.

. Compensation: My pay would compare well with that of

other workers.

. Co-workers: My co-workers would be easy to make friends

with.

. Creativity: 1 could try out some of my own ideas.
10.
11.

Independence: 1 could work alone on the job.

Moral Values: 1 could do the work without feeling that it is
morally wrong.

Recognition: 1 could get recognition for the work I do.
Responsibility: 1 could make decisions on my own.
Security: The job would provide for steady employment.
Social Service: 1 could do things for other people.

Social Status: 1 could be “somebody” in the community.

Supervision — Human Relations: My boss would back up his
men (with top management).

Supervision — Technical: My boss would train his men well.
Variety: I could do something different every day.

Working Conditions: The job would have good working
conditions.

Each of the above twenty statements was paired with every other
statement to constitute 190 pair-comparison items. Then these 190
items were repeated, but with the order (sequence) ol statements
reversed. Thus, the 1965 MIQ consisted of 380 pair-comparison

items.

The respondent was asked to choose, for each item, the

statement of the pair which was the more important to him in his
description of an ideal job.
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Scale internal consistency reliability coefficients for the 1965
MIQ ranged from .94 on Moral Values to .73 on Achievement, with a
median of .82 (comparable to the scale reliabilities obtained for the
earlier Likert form). A significant improvement in the scale inter-
correlations was found with the new form. Median scale inter-
correlation was - .02 with a range, in absolute value, from .00 to .64
(Weiss, Dawis, Lofquist and England, 1966; Fisher, Weiss and Dawis,
1968).

The factorial composition of the 1965 MIQ was found to be
quite different than that of the earlier form. Three orthogonal
factors emerged: (1) two of these factors were bipolar and seemed to
represent the continuum of intrinsic-extrinsic vocational needs, but
were composed of different sets of scales; and (2) the third factor
was unipolar and seemed to represent company management as a
source of reinforcement. These three factors accounted for approx-
imately 30% of the total variance of the scales. Since the median
reliability coefficient indicated that about 82% of the scale variance
was reliable, over 50% of the variance of MIQ scale scores was
reliable specific variance. This indicated that much information
would be lost if only factor scores were reported; therefore, all
twenty scale scores were used in further research. The elimination of
the general factor, which was prominent on the Likert form of the
MIQ, was evidence that the rating bias responsible for that factor had
been eliminated by the pair-comparison format.

In summary, the 1965 MIQ was an improvement over the Likert
MIQ since it resulted in lower scale intercorrelations and increased
variability of the scale scores with no loss in the internal consistency
of the scales.

MIQ (1967 Revision). The 1967 revision was designed to improve
the MIQ in two respects — scaling properties and administration
time. In terms of scaling, the 1965 MIQ yielded ordinal scores. While
the rank order of scores had meaning, the numerical differences
between scores could not be interpreted in terms of distances. The
ordinal property of the MIQ scores severely limited comparison
across individuals or across occasions. To remedy this deficiency, a
“zero point” was introduced to represent — for an individual at one
particular MIQ administration — the point on the scale at which a
reinforcer was neither ‘“important” nor ‘“not important” to the
individual. The ‘zero point” was derived from an ‘“absolute
judgment” section added to the pair-comparison section. In the
“absolute judgment’ section, the individual was asked to judge each
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MIQ statement representing a scale as to whether it was important or
not (using Yes and No as the response alternatives). The procedures
for deriving the ‘“zero point’ are described below. With the ‘“zero
point” it became possible to treat scale scores as distances from a
well-defined point on the scale, i.e., the scale scores acquired interval
scale properties.

Administration time for the 1965 MIQ was a problem — it took
most individuals almost an hour to complete the instrument. Many
individuals took umbrage at the repetitiveness of the instrument.
Since the purpose of repeating the items in reverse statement order
was to arrive at some index of consistency of choice, it was decided
to eliminate the second 190 items and to utilize a different approach
to determining choice consistency. The different approach involved
the use of the circular triad, an index of intransitivity of choice.
Choices among three statements are transitive if A is picked over B, B
over C, and A over C; they are intransitive (and hence a circular
triad) if A is picked over B, B over C and C over A.

With these changes, the 1967 MIQ became a 210-item instrument
with two sections — a pair-comparison section of 190 items and an
absolute judgment section of twenty items.

Scoring the 1967 Revision of the MIQ

Raw Scores. There are 21 raw scores generated by the scoring of
the MIQ. Scores for vocational need scales constitute twenty of these
21 scores; the twenty-first is the ‘“zero-point” scale by means of
which the twenty vocational need scales are “anchored.”

The raw score for each vocational need scale is the number of
times the statement representing that scale is chosen as “more
important” to the individual in his “ideal” job. For the pair-
comparison section (items 1-190) the chosen statement is scored “1”
and the statement not chosen is scored “0.” For the absolute
judgment section (items 191-210) the vocational need scales (state-
ments) identified as “important” by a ‘‘yes” response are scored “1”
and those identified as “not important” by a “no’’ response are
scored “0.” The zero-point scale raw score is obtained by counting
the number of “no” responses to the twenty absolute judgment
items (191-210). Raw scores, therefore, range from 0 to 20 for both
the vocational need scales and the zero-point scale. Table 1 indicates
which item represents which particular pair of vocational need
statements. A scoring key can be developed from this table.
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Table 1

1tem identification of statement pairs in the 1967 MIQ
(Table entries represent item numbers)

First

state- Second statement

ment AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC
AU :

Ach 3

Act 23 13

Adv 14 10 1

Au 38 24 53 65

CPP 55 39 4 25 15

Com 125 57 40 54 83 107

Cow 26 112 56 6 70 87 16

Cre 146 27 128 58 41 171 88 2

Ind 163 141 28 129 7 43 72 91 17

MV 181 162 142 29 130 59 44 73 92 108

Rec 190 180 161 143 30 8 60 42 82 98 18

Res 171 189 179 160 144 31 120 61 45 75 100 103

Sec 153 170 188 178 159 145 32 9 62 46 76 93 19

SSe 135 152 169 187 177 158 138 33 114 63 47 77 96 111

SSt 115 134 151 168 18 176 157 139 5 121 64 48 178 97 20

SHR 110 116 133 150 167 185 175 156 140 34 119 69 49 179 99 127

ST - 94 105 86 132 149 166 184 174 155 11 35 122 66 50 80 101 21

Var 89 85 104 117 126 148 165 183 173 154 136 36 123 67 51 81 102 113

wC 84 90 95 106 118 131 147 164 182 172 12 137 37 124 68 52 74 109 22
Zero -
point 191 192 193 194 195 196 197 198 199 200 201 202 203 204 205 206 207 208 209 210

NOILVLITIEVHYY TVNOILVDOA NI SRIANLS VIOSANNINW
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Scale Values. Since the MIQ utilized complete pair-comparison
scaling with a psychological neutral-point (Gulliksen, 1964), scale
values are determined for each scale by following the usual scaling
procedures for pair comparisons (e.g., Edwards, 1957, Ch. 2).

An MIQ scale value is calculated by taking the raw score on a
scale for an individual (the number of times a given statement is
chosen over all other statements) and converting it to an intra-
individual z-score. First, each raw score is expressed as a proportion
of the total number of stimuli being scaled (21, including the zero
point), and this proportion is converted to the appropriate z-value
from the cumulative normal distribution. In calculating that propor-
tion, .50 is added to the raw score to include the expected number of
times the statement would be chosen over itself had such a
comparison been made. A more complete rationale for this pro-
cedure is given by Guilford (1954). The MIQ scale values range from
-2.0 to +2.0. Table 2 lists the raw score to scale value conversions
made in scoring the MIQ.

Table 2
Conversion of raw MIQ scores to corrected proportions and scale values
Raw Corrected Scale
Score Proportion Value?
0 .024 -2.0
1 .071 -1.5
2 119 -1.2
3 167 -1.0
4 214 - .8
5 .262 - .6
6 309 -5
1 .357 - 4
8 405 - .2
9 452 - .1
10 500 .00
11 548 1
12 .595 2
13 .643 4
14 .691 .5
15 .138 .6
16 186 .8
17 .833 1.0
18 .881 1.2
19 929 1.5
20 976 2.0

47 _value from cumulative normal distribution

31



MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

Scale values indicate how far in standard deviation terms a given

raw score deviates from the individual’s own mean raw score, which

_is arbitrarily defined as 0.0. For the scale values, the individual is his
own basis for comparison, rather than some normative group.

The above procedure, because of its mathematics, always yields a
set of scale values which are equally distributed around zero, with
half the scale values positive and half negative. The scale values
(z-scores) are half positive and half negative for all individuals,
although different individuals will have different scale values for the
different scales. Such scale values reflect only the relative levels of
the measured vocational needs for a particular person and allow only
very limited comparisons among different individuals. To obtain
more meaningful comparison among individuals, scale values are
adjusted by the following procedure.

Adjusted Scale Values. As previously noted, an individual’s
zero-point raw scale score is derived from his responses to items
191-210. The scale value of the zero-point scale is determined in the
same way as the scale values for the twenty vocational need scales.
Once the scale value for the zero-point is determined, scale values for
the other twenty scales can be adjusted with respect to it by
subtracting the zero-point scale value from the other scale values, and
from itself. This procedure yields a group of 21 adjusted scale values,
with the individual’s zero-point scale value adjusted to zero and the
vocational need scales adjusted with respect to the individual’s
zero-point. The potential range for adjusted scale values is from -4.0
to +4.0, but the maximum range of values for an individual is only
half of that. Where this half falls depends on the zero-point scale
value before adjustment. )

Because of the adjustment procedure the sign of each adjusted
scale value indicates whether the reinforcer is considered important
or not. Adjusted scale values with positive signs indicate character-
istics of the individual’s ideal job, and therefore represent ‘‘signifi-
cant” vocational needs. The magnitude of the adjusted scale value
indicates how important a particular reinforcer is. Scale values with
negative signs indicate characteristics which are not important to the
individual and therefore are not relevant vocational needs for the
individual.

All scale values reported for the 1967 Revision of the MIQ are
adjusted scale values.

Total Circular Triad Score. The total circular triads score (TCT)
indicates the logical consistency (transitivity of preference) with
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which an individual has responded to the MIQ items and is simply
the total number of circular triads. A circular triad occurs when an
individual responds to a group of three items in the following
manner:

Item 1. He chooses statement A over statement B.
Item 2. He chooses statement B over statement C.
Item 3. He chooses statement C over statement A.

This sequence of choices is described as illogical or intransitive.

If an individual were perfectly logically consistent in his
responses to the MIQ, he would choose one statement over all the
others, a second over all others except the first, a third over all but
the first and second, and so forth down to the statement representing
the twentieth vocational need, which he would choose over none of
the other statements. At the other extreme would be an individual
who is totally logically inconsistent in his responding. He would
choose each statement half the time and its alternative half the time,
s0 that all triads of statements would be intransitive. This individual
would obtain the maximum number of circular triads, which for the
MIQ is 385.

The total number of circular triads for an individﬁal on the MIQ
is calculated by the following formula (Kendall, 1955, p. 125):

21
21 where X Xf is the sum of

TCT = (2870 -+X X; ﬁ =1
ot
) the squared raw scores for the voca-

tional need scales (including the
- zero-point scale).

The distribution of TCT scores for random responding has a mean of
333 and a standard deviation of 15.8. For computer reporting, a TCT
score of 254 was chosen as the maximum allowable for a valid
profile. This number is 5.0 standard deviations below the mean TCT
score for random responding. A TCT score of 255 or greater will not
yield an MIQ computer report.

In a study of 4,682 administrations of the MIQ, the TCT scores
ranged from 1 to 360, with a median of 73 and with 96% of the
profiles being classified as valid on the basis of TCT score. Table 3
shows the distribution of TCT scores for this group of respondents.
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Table 3
Distribution of total circular triad scores
(N = 4,682)
TCT Cumulative
Score Frequency Percent percent
0-14 70 1 1
15-24 220 5 6
25-34 359 8 14
35-44 462 10 24
45-54 442 9 33
55-64 428 9 42
65-74 394 8 50
75-84 348 7 57
85-94 290 6 63
95-104 252 6 69
105-114 179 4 73
115-124 190 4 17
125-134 143 3 80
135-144 112 2 82
145-154 95 2 84
155-164 102 2 86
165-174 71 2 88
175-184 66 1 89
185-194 b7 1 90
195-204 42 1 91
205-214 40 1 92
215-224 39 1 93
225-234 30 1 924
235-244 29 1 95
245-254 30 1 96
255-385 (invalid) 192 4 100

Error Bands. Circular triads represent some indecision on the
individual’s part. To indicate the location of such indecision, error
bands are computed for each scale from an analysis of the TCT score.
Error bands indicate the limits to which the adjusted scale value
could change if the individual were to respond in a perfectly logically
consistent manner.

The computation of the error bands proceeds as follows: For
each item, it is determined whether the individual’s item choice
appeared in a circular triad. On the assumption that an individual’s
scale scores are more reliable than each of the 210 item choices, each
item choice which is involved in a circular triad is compared with the
ranking of the individual’s scale scores for the two statements in the
item. Logically, the statement chosen should have the higher ranked
scale score. A count is kept of each instance where the item choice is
inconsistent with the scale ranking, separating the instances when the
choice increases the scale score from those which decrease the scale
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score. These counts are then added or subtracted (as the case may
be) from the raw scores and converted to scale values. The result is a
range of scale values around the observed scale value which
represents the individual’s indecision for the scale. It is this range
which is represented on the computer report by the dashes (---) of
the error band around the X which marks the observed adjusted scale
value for each vocational need scale. (For additional information
about this procedure see DeWitt and Weiss, 1969.)

Random Response Patterns. Invalid MIQ profiles (TCT greater
than 254) can be divided into two types — true random and
pseudo-random. To distinguish between these two types, the
Stimulus Circular Triad (SCT) score associated with each scale is
analyzed. The SCT score for a particular scale is derived by counting
the number of times that the statement for that scale appears in a
circular triad. The total number of SCT scores for all MIQ scales
equals three times the number of Total Circular Triads (each circular
triad involves three scale statements).

The assumption is that a rectangular distribution of SCT scores
would be obtained if an individual were responding to the MIQ in a
truly random manner. But if he were just having difficulty
discriminating between certain of the statements, there would be
more SCTs for those statements than for the others. Evaluation of
the distribution of the SCTs is made by the use of the chi-square
statistic.

A distribution of chi-square values for true random responding
was developed from 1,000 randomly generated MIQ response
records. For each random response record, the observed distribution
of SCTs was compared with the expected distribution of SCTs
among the 21 stimuli. A chi-square value was computed separately
for each random response record. The cumulative frequency distribu-
tion of chi-square values for these 1,000 random response records is
used to test the deviation of an observed chi-square value from the
random response expectation. According to this distribution, there is
only a 5% probability that a chi-square value greater than 25.9 - would
occur under conditions of true random responding. Therefore, if this
value is reached, the response pattern is labeled pseudo-random and
the appropriate message is printed on the MIQ computer report. (For
further details of this procedure see DeWitt and Weiss, 1969).

Comparison of MIQ Profiles with ORPs. Since Occupational
Reinforcer Patterns (ORPs, see Borgen et al., 1968b) are scaled by
the same methods used in scaling the MIQ, thereby yielding
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comparable scale values, and since ORPs and the MIQ refer to the
same set of reinforcers, it is possible to compare MIQ profiles with
ORPs. Several indices of ‘‘correspondence” can be used for such
comparisons. Betz (1969) investigated the predictive efficiency of
several correspondence indicators, with inconclusive results. For this
reason, the simplest index available, D?, is used in this manual as the
index of MIQ-ORP (i.e., need-reinforcer) correspondence.

D? is the sum of the squared differences between an individual’s
MIQ adjusted scale values and the corresponding adjusted scale values
for the ORP of a specific occupation. An example of the computa-
tion of D? is shown in Table 4, in which the D? is computed
between an MIQ profile and the ORP for Sheet Metal Worker. The
D? for this MIQ-ORP comparison is 6.79. This is a low D?, indicating
high correspondence between the MIQ and the ORP, or, translated
into more concrete terms, between the individual’s vocational needs
and the reinforcers available in the occupation of Sheet Metal
Worker.

Table 4
Example of computation of D-squared
MIQ Scale  ORP Scale Value D pD?
Value for for Occupation (Differ- (Difference
Scale Individual (Sheet Metal Worker) ence) squared)
Ability Utilization 14 1.37 .03 .0009
Achievement 2.6 1.35 ' 1.25 1.5625
Activity .6 a1 17 .0289
Advancement 1.8 .85 95 9025
Authority -.6 -.08 02 2704
Company Policies A .84 14 .0196 -
Compensation 1.6 .81 79 6241
Co-workers .2 .63 43 .1849
Creativity -.2 1 91 .8281
Independence 2 41 21 .0441
Moral Values -.6 53 1.13 1.2769
Recognition 2 .90 .70 4900
Responsibility 4 173 .33 .1089
Security 14 1.19 21 0441
Social Service .8 b5 .25 .0625
Social Status -.2 -.13 .07 .0049
Supervision-Human
elations .6 .63 .03 .0009
Supervision-Technical 1.0 .76 .24 .0576
Variety 2 .71 51 .2601
Working Conditions 1.1 .96 .14 .0196
Total D? = 6.7915
=6.79

(rounded to two-decimal places)
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As the correspondence between the individual’s MIQ and the
ORP for different occupations decreases, D? increases. High D?s
indicate high dissimilarity (discorrespondence) and low D?s indicate
high similarity (correspondence). If the MIQ and ORP profiles are
identical, the D? would be zero. As an index of MIQ-ORP
correspondence, D? is non-directional. That is, the same D? is
obtained regardless of whether the MIQ scale values are above or
below those of a given ORP, provided the scale value difference for
each scale is the same. Current computation of D? ignores the
direction of differences; it simply reflects the total difference
between the MIQ profile and the ORP. As further research is
conducted, more sophisticated measures of MIQ-ORP corre-
spondence will be provided.

From the distribution of D?s obtained by persons in five
occupations (in which MIQs were compared with the ORP of the job
in which they were currently employed) several prediction state-
ments have been developed to accompany the D? values appearing in
the computer reports. These are predictions of “satisfied” for D?s
less than 9.00, “likely satisfied” for D?s between 9.00 and 20.00,
and “not likely satisfied” for D?s greater than 20.00. The distribu-
tions of D? for these five groups are contained in Appendix C. These
D? cutting scores would predict about 25% of the persons in an
occupation to be ‘“‘satisfied,” about 50% to be “‘likely satisfied’’ and
about 25% to be ‘“not likely satisfied.” 7

“The five occupations studied were vocational rehablhtatlon
counselor, school counselor, cashier, marker and salesclerk. The
“predictions” of satisfaction levels were based only on the fact that
these persons had not left the occupation, and not on a direct
measure of their satisfaction. The Theory of Work Adjustment,
however, does state that satisfaction is related to need-reinforcer
correspondence on the one hand and tenure on the other. In support
of the Theory of Work Adjustment, Betz (1969) has shown that
MIQ-ORP correspondence predicts satisfaction and Taylor and Weiss
(1969) have shown that satisfaction does predict job termination.

Reliability

The reliability of the MIQ can be evaluated in three ways: (1) the
internal consistency of the scales; (2) the stability of MIQ scale
scores over time; and (3) the stability of MIQ profiles over time.
These three types of reliability can be studied separately, but their
interrelationships are also meaningful. Reliability data on the 1967

37



MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

MIQ supports the conclusion that it is reliable enough to be useful to
the vocational rehabilitation counselor.

Scale Internal Consistency. Scale internal consistency was investi-
gated by calculating the Hoyt reliability coefficient for each MIQ
scale for each of the nine different subject groups (Hendel and Weiss,
1970a). The results of this study are summarized in Table 5. Groups
1, 2, 3 and 4 were composed of college students, predominantly
sophomores; groups 5 and 6 were high school students; group 7
consisted of night school students; group 8 was composed of
individuals in a New Careers program; and group 9 consisted of
junior and senior college students. All groups included both males
and females.

Table b

Range and median of Hoyt reliability
coefficients for 20 MIQ scales, by group?

Hoyt reliability coefficients

Range
Group N Low High Median
1 42 42 .92 .81
2 146 .58 94 .81
3 157 .55 .95 .80
4 283 .63 .95 .81
5 73 .62 .93 79
6 180 .59 92 .80
7 27 .48 95 .81
8 53 40 .89 7
9 38 .30 .90 8

3From Hendel and Weiss (1970a)

The median scale Hoyt reliability coefficients for the nine groups
ranged from .77 to .81. The lowest reported single scale reliability
for any group was .30, and the highest (found in three groups) was
.95. These data indicate that the individual scales have sufficient
internal consistency reliability to meet usually accepted standards.
However, other types of reliability are more meaningful for use with
the pair comparison MIQ.

Stability of MIQ Scale Scores. Hendel and Weiss (1970a) also
investigated the stability of MIQ scale scores for different test-retest
intervals ranging from an immediate retesting for one group to a ten-
month retest for another group. The range and median scale stability
coefficients are presented in Table 6.
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The same nine groups described above were involved as subjects
but with the addition of a tenth group (group 5b) consisting of
vocational-technical high school women. The median scale stability
coefficients ranged from .48 for the six-month interval (the group
consisted of high school students) to .89 for immediate retesting (a
group of college sophomores). The lowest reported scale stability
coefficient was .19 (for a nine-month interval) and the highest was
93 (in immediate retest). The range of scale stability coefficients for
the longest interval studied (ten months) was from .46 to .79 with a
median of .53.

Table 6

Range and median of scale
stability coefficients, by groupa

Stability coef_ficients

Test-retest Range
Group N Interval Low High Median
1 42 immediate 12 93 .89
2 146 1 week .62 91 .81
3 1567 2 weeks .66 .89 79
4 283 6 weeks .65 .83 15
5a 13 4 months .35 i .63
5b 182 4 months 45 67 .68
6 180 6 months 40 .68 48
7 27 7T months 40 .83 .68
8 53 9 months .19 1 49
9 38 10 months A6 .19 .53

3All data except group 5b from Hendel and Weiss (1970a). Data for group 5b
consisted of adjusted scale values; all other dala were raw scale scores.

Stability of MIQ Profiles. From a counseling viewpoint, the
stability of score profiles is at least as important as that of scale
scores. Hendel and Weiss (1970a) reported MIQ profile stability
coefficients for time intervals ranging from immediate retesting to 10
months. The MIQ profile stability coefficients for ten subject groups
are contained in Table 7.

The median stability coefficients ranged from .95, for the
immediate retest, to .70 for the four-month retest interval group.
The lowest profile stability coefficient reported for one individual
was - .44 (a high school student in the six-month retest group) and
the highest, .98 (Lwo college sophomores in the one-week and two-
week retest interval groups). For the ten-month retest interval (the
longest interval studied), profile stability correlations ranged from
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.58 to .97 with a median of .87. These results indicate that for most
people MIQ profiles are relatively stable over periods approaching
one year. (Studies of MIQ profile stability over longer periods are
still in progress.) The data also show that MIQ profiles are more
stable than MIQ scale scores, suggesting that profile analysis is a more
useful basis for interpretation than the analysis of scale scores.

Table 7

Range and median of MIQ
profile test-retest stability coafﬁcigntsa

Test-retest Range
Group N Interval w ig Median
1 42 immediate A1 97 .95
2 146 1 week 43 98 .90
3 157 2 weeks A1 .98 .89
4 ' 283 6 weeks .19 97 .87
ba . 13 4 months -.04 97 .18
5b 182 . 4 months 42 93 .10
6 180 6 months -.44 95 N
7 27 7T months 48 .93 .83
8 53 9 months .29 94 6
9 38 10 months 58 .97 .87

8All data except group 5b from Hendel and Weiss (1970a). Data for group 5b
consisted of adjusted scale values; all other data were raw scale scores.

The Relationship Between TCT Score and MIQ Stability. One
interesting and potentially useful finding from the reliability studies
on the MIQ was the observed relationship between the respondent’s
TCT score and the stability of his vocational needs (as measured by
the test-retest or stability coefficient). Hendel and Weiss (1970a)
reported correlations ranging from -.24 to -.68 between TCT score
and stability coefficient. The correlations between TCT score and
MIQ profile stability for the same ten groups are listed in Table 8. In
eight of the ten groups the correlation was significantly different
from zero at the .01 level. In addition, Hendel and Weiss found
significant differences in stability coefficients between low and high
TCT groups.

These results suggest the importance of specific individual factors
in the stability of questionnaire responses, and the usefulness of the
TCT score in the detection of such factors. The more logically
consistent the responses of an individual, the greater the predicted
stability of his response pattern.
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Table 8

Product-moment correlations between timg 1
TCT and individual stability coefficients

Time Level of
Group N Interval Correlation significance
Immediate ~
1 42 test-retest .57 p<.01
2 146 1 week - 47 p<.01
3 157 2 weeks - .56 p<.01
4 283 6 weeks - .61 p<.01
5a 73 4 months - .50 p<.01
5b 182 4 months - .49 p<.01
6 180 6 months - .45 p<.01
7 27 . 7 months - .68 p<.01
8 53 9 months -.25 Not significant
9 38 10 months - .24 Not significant

3All data except for group 5b from Hendel and Weiss (1970a). Adjusted scale
values were used for group 5b; for all other groups raw scale scores were used.

Scale Intercorrelations

A study of scale intercorrelations for the 1967 MIQ, derived
from data for 5,358 individuals, showed scale intercorrelations
ranging from .05 to .77 with a median intercorrelation of .33. The
intercorrelations are contained in Table 9.

Subgroups of the total group of 5,358 individuals in the analysis
reported above included 3,033 employed workers, 1,621 vocational
rehabilitation clients, 419 college students and 285 vocational-
technical school students. The scale intercorrelations for these
subgroups were also computed. They showed little deviation from
the total group intercorrelation matrix presented in Table 9 and,
hence, are not included in the present monograph.

Factor Composition

MIQ scale intercorrelation data were submitted to orthogonal
principal axes factor analyses using squared multiple correlations as
communality estimates, followed by Varimax rotation. Factors
rotated included all those accounting for 100% of estimated common
variance. This was done for the heterogeneous group of 5,358
individuals, and separately for each of three subgroups consisting of
1,621 vocational rehabilitation clients, 3,033 employed workers and
419 college students. Table 10 shows the factor loadings for the total
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Table 9

Intercorrelations of adjusted scale values of the 20 MIQ scales
(Total group: N = 5,358)

AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC
AU
Ach .63
Act. 37 38
Adv 49 47 .26
Au .33 .28 .27 43
CPP .34 .37 .30 .37 .27
Com .23 .28 .30 .45 .33 41
Cow .29 .37 40 .23 .26 .34 .30
Cre .53 45 .21 40 49 .28 .21 .22
Ind 27 .25 .49 21 .28 .21 .27 .28 .26
MV .21 26 .11 .10 .10 .39 .14 .27 .18 .05
Rec 43 .50 .36 .53 .43 .37 .46 .32 .38 .31 .12
Res .50 47 27 45 .58 .27 .26 .25 .17 .36 .16 .42
Sec .27 28 50 42 .21 .36 .48 .37 .09 .34 .13 .36 .15
SSe 40 44 35 .17 22 25 .06 .40 .33 .19 .28 .20 .32 .17
SSt 31 32 .28 40 45 .23 33 .37 .26 .29 .12 .48 .33 .31 .25
SHR .28 .32 35 40 .34 .61 45 .32 .30 .24 .27 .40 .32 .39 .21 .24
ST 34 33 43 40 33 56 .39 .36 .25 .29 .21 .38 .27 .42 .24 .28 .69
Var .33 .33 50 .27 .38 .22 .27 .38 .40 .47 .10 .32 43 .26 .33 .33 .25 .26
wC 32 .35 46 .39 .25 49 51 44 .18 .37 .12 .42 23 56 .22 .34 .45 49 .33
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group. Factor loading matrices for the subgroups can be found in
Appendix D.

As Table 10 shows, a seven-factor solution was appropriate for
the total group data, with the seventh factor being a residual. The
six factors and the scales loading highly on them were: 1) Manage-
ment (Supervision—Human Relations, Supervision—Technical, Com-
pany Policies and Practices, Compensation, Working Conditions, and
Security); 11) Autonomy (Responsibility, Creativity, and Authority);
III) Conditions of Work (Activity, Independence, Variéty, Security,
and Working Conditions); I'V) Altruism (Social Service, Moral Values,
and Co-workers); V) Achievement (Ability Utilization, Achievement,
and Advancement); and V1) Recognition (Social Status, Recognition,
and Authority). These six factors plus the residual accounted for 54%
of the total variance, leaving 46% specific to the individual scales.

In comparing the subgroup factor analyses shown in Appendix D,
several factors are observed to appear consistently across groups. A
triad of scales which load high on one factor for all the subgroups
consists of Supervision-Human Relations, Supervision-Technical, and
Company Policies and Practices. These scales are the three with the
highest loadings on the Management factor for the group analysis and
reflect the fact that supervision and management operate as
reinforcers in the work environment. The three scales appear to refer
to the need of a worker to have his supervisor and employer treat
him not only fairly but with respect.

The Responsibility and Creativity scales define a factor found for
all three subgroups studied as well as for the total group. These scales
seem to revolve around a need for autonomy within the work
environment. In the total group analysis, they are joined by the
Authority scale in defining the factor.

A “working conditions” dyad, consisting of the Working Condi-
tions and Security scales, appears to define a factor for all three
subgroups. For these subgroups, the need for security seems to be
related to the need for good working conditions. In the total group
analysis this dyad is found in both the Management and the
Conditions of Work factors,

Another triad of scales which defines a factor present in all three
subgroups consists, of Activity, Independence, and Variety. In the
total group analysis, they define the Conditions of Work factor. This
triad is found most clearly in the vocational rehabilitation client
subgroup, underscoring the perception of conditions of work as a
separate, distinctive set of reinforcers in the work setting.
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Table 10

Varimax factor loading matrix for the total group

Factor] FactorIl

Ability Utilization
Achievement
Activity
Advancement
Authority
Company Policies
and Practices
Compensation
Co-workers
Creativity
Independence
Moral Values
Recognition
Responsibility
Security
Social Service
Social Status
Supervision -
Human Relations
Supervision- Technical
Variety
Working Conditions

Contribution of factor

Proportion of common
variance

Proportion of total
variance

-.16 .38
-18 .28
-.27 07
-.37 .33
-.21 54
-.64 .14
-49 13
-122 .05
-10 a1
-16 23
-.22 .08
-33 .28
-1 .19
-.44 -09
-03 18
-.14 21
-4 .21
-70 13
-8 34
-.49 -.00
2.71 2.26
.25 21
.14 11

(N = 5,358)

Factor III Factor IV  Factor V.  Factor VI  Factor VII h?
-.21 ~.25 -.5 -.11 .00 .60
-.20 -.34 -.56 -17 -.03 .61
-.67 -.14 -.19 -.11 .04 .59
-08 .03 -.41 -.37 -.12 .58
-.17 -.4 -.02 -.40 .06 .53
-.09 -.33 -.12 -.07 -.09 .58
-.20 .01 -.09 -.34 -.29 .50

- =37 -.44 -.07 -.28 -.06 .46
-.12 -.19 -.22 -.05 -.02 .70
-.58 -.01 -.05 -.12 ~-.04 .43

.03 -.47 -.05 -.00 -.04 .28
-19 -105 -.32 -.45 -105 54
-.20 -.13 -.19 -.14 -.03 75
-42 -.03 -120 -126 -.23 54
-.28 - -.22 -.06 11 44
- 123 -8 -12 -.55 - 100 45
-12 -.18 -.05 =10 .05 .66
-.24 -.17 -.12 -.11 .14 .63
~-56 -.16 -.05 -.17 .01 .49
- 41 =12 -116 -.25 124 58
2.03 1.16 1.21 1.28 27 10.91

.19 .10 11 12 .02 1.00

.10 .06 .06 .08 .01 54
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The triad of Moral Values, Co-workers and Social Service scales is
also found in all of the subgroup analyses. These scales define the
Altruism factor in the total group analysis. They appear most clearly
as defining a factor in the college student group, with additional
scales being included in the other two subgroups. In the vocational
rehabilitation client subgroup analysis, the Company Policies and
Practices and two Supervision scales load on the same factor with
these three scales. In the employed worker group analysis, the triad is
joined by the Achievement and Ability Utilization scales.

‘ These latter two scales (Achievement and Ability Utilization)

constitute another dyad which appears across subgroups. The dyad
defines the Achievement factor in the total group analysis. These two
needs tend to be found together across groups and might best be
described by the statement, ‘“Achievement through Ability Utiliza-
tion,” indicating not only a need to use one’s abilities but also a need
to use them expertly, to achieve success by their use.

Another triad which is found across subgroups is the combina-
tion of Authority, Recognition and Social Status. This grouping of
scales fits the commonly held belief that the three go together in the
“real world.” For the employed worker and vocational rehabilitation
client subgroups the Compensation scale has a higher loading than
the Social Status scale, but the reverse occurs for the college student
subgroup with the Social Status scale having the higher loading. The
Recognition scale has moderate loadings for all three subgroups.
These three scales define the Recognition factor for the total group.

In summary, the MIQ factor structures for the three subgroups
appear to have several common elements, ie., several similar
groupings of scales which define factors. These factors, then, are
observed uniformly across subgroups, whether they be groups of
vocational rehabilitiation clients, employed workers or college
students. The contrasting differences among subgroups provide these
factors with some measure of generality. It appears, therefore, that
the total group factor analysis results can be utilized generally in
interpreting M1Q scale scores. That is, one way of interpreting MIQ
data can be by reference to the underlying factors of Management
(the triad of Supervision-Human Relations, Supervision-Technical,
and Company Policies and Practices), Autonomy (the triad of -

" Responsibility, Creativity, and Authority), Conditions of Work (the
dyad of Security and Working Conditions, and the triad of Activity,
Independence and Variety), Altruism (the triad of Moral Values,
Co-workers and Social Service), Achievement (the dyad of Achieve-.
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~ ment and Ability Utilization), and Recognition (the triad of Author-
ity, Recognition, and Social Status). The Advancement scale can be
located in the factors of Management, Achievement, and Recogni-
tion. It should be noted, however, that factor interpretation of the
MIQ accounts for only about half of the total variance of scale
scores.

Validity

Evidence of the validity of the 1967 MIQ is provided in a number
of ways. These are grouped . into three sections for ease of
presentation. The first section consists of structural evidence of the
MIQ’s validity as, for example, its content and discriminant validities..
The second section consists of indirect evidence of the MIQ’s validity
derived from research with earlier (i.e., pre-1967) forms. The last
section encompasses validity evidence based on research with the
present 1967 form.

In the discussions to follow, ‘“validity” is taken simply as the
demonstration that an instrument functions as it was intended to
function, in this case, that the MIQ measures ‘“‘vocational needs” as
this concept is defined in the context of the Theory of Work
Adjustment.

Structural Evidence of Validity. The manner in which an
instrument is constructed and its resulting properties provide some
evidence for its validity. In this respect, the reliability of the
instrument is one essential and necessary (though not sufficient)
condition for its validity. The reliability of the M1Q was discussed in
a previous section and it was shown that the MIQ adequately meets
this criterion.

The discriminant validity of the MIQ scales is another desired
structural property. This property is reflected in the scale intercorre-
lations and the factor structure of the MIQ scales. The evidence,
presented in preceding sections, shows that the MIQ scales measure a
number of discriminably different dimensions. Thus, new (and
potentially useful) information is contributed by each of the MIQ
scales.

Discriminant validity for the MIQ is also shown in another way.
Research previously reported in this series (Weiss, Dawis, Lofquist
and England, 1966) has shown that the relationship of the MIQ to a
multifactor measure of abilities, the General Aptitude Test Battery
(GATB), is uniformly low regardless of the index used. Cross-correla-
tions between MIQ scales and GATB tests clustered around zero,
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with very few exceeding .30. Canonical correlations between the set
of MIQ scale scores and the set of GATB test scores were generally in
the low .50’s. -

On the other hand, evidence of convergent validity for the MIQ is
provided by the findings of Thorndike, Weiss and Dawis, (1968a,b).
Using the 1965 form of the MIQ, they report canonical correlations
of .78 and .74 with the Strong Vocational Interest Blank (SVIB) for
groups of college students and Division of Vocational Rehabilitation
applicants, respectively. At the very least, these findings show that
the MIQ is more similar in what it measures to the SVIB than to the
GATB, an outcome theoretically to be desired.

Evidence from Earlier Forms. While strictly speaking the evi-
dence to be cited in this section does not concern the 1967 MI1Q but
rather the Likert form and the 1965 version, the fact that the 1967
MIQ consists of items derived from these earlier forms should weigh
in favor of examining such evidence for indirect support for the
validity of the current MIQ. This evidence is of two types — group
differences and confirmation of hypotheses from the Theory of
Work Adjustment.

A time-honored method of validating an instrument is to
demonstrate its ability to differentiate among groups in meaningful
ways, on the assumption that an invalid instrument cannot do so.
Scale score differences on the Likert form of the MIQ were found
between disabled and non-disabled workers, between different
occupational groups and between an employed group and a
pre-employment group. The data may be summarized as follows
(details are given in Weiss, Dawis, England and Lofquist, 1964a):

1. Disabled workers differed in both level (generally lower) and
variability (generally greater) on several MIQ scales from a
comparable group of non-disabled workers. Disabled workers
tended to have higher scores on ‘‘status” needs (Authority,
Independence and Social Status), but lower scores on
work-oriented needs (Achievement, Advancement, Company
Policies and Practices, Co-workers, Moral Values, Security,
Social Service, Supervision-Human Relations and Super-
vision-Technical).

2. Occupational group differences were observed in level,
variability and ranking on many MIQ scales. For example,
managers had the highest means and the smallest variability
in scores on Ability Utilization, Achievement, Advancement,
Compensation, Creativity, Recognition, Responsibility and
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Variety. Security was ranked highest by non-managerial
groups, while the managerial group ranked Advancement
highest. (A later study, this time using the 1965 MIQ,
confirmed the finding of occupational group differences. See
Weiss, Dawis, Lofquist and England, 1966).

3. Contrasted with a comparable group of managers and skilled
white collar workers, a pre-employment group of college
students had lower means and greater variabilities on all but
three scales (Ability Utilization, Social Service and Social
Status). In addition, differences were found between men
and women on the same jobs and between different length of
tenure groups in a study wherein the MIQ was used to infer
occupational reinforcement (Weiss, Dawis, England and
Lofquist, 1965).

All of these findings are consistent with expectations from the
Theory of Work Adjustment concerning the development and
stabilization of vocationally relevant needs.

Tests of hypotheses derived directly from the Theory of Work
Adjustment constitute the other type of pre-1967 MIQ validity data.
With satisfaction as the dependent variable, and need (MIQ) and
reinforcement (estimated) as the independent variables, findings such
as the following have been reported:

1. The variability of satisfaction scores was significantly greater
for the high need than for the low need group;

2. Average satisfaction of the high-need — high-reinforcement
group was significantly higher than that of the high-need —
low-reinforcement group;

3. Average satisfaction of the high-need — low-reinforcement
group was significantly lower than that of the low-need —
low-reinforcement group; and

4. Average satisfaction of the low-need — high-reinforcement
group was higher than that of the low-need — low-reinforce-
ment group.

Such evidences of validity were found for ten of sixteen scales in
one study (Weiss, Dawis, England and Lofquist, 1964b) and for thir-
teen of twenty scales in another study (Golden and Weiss, 1968).

These findings also confirm the Theory of Work Adjustment
proposition that satisfaction is a function of the correspondence
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between the reinforcer system of the work environment and the
needs of the individual. In further support of this proposition (and
thereby as validity evidence for the M1Q), Weiss, Dawis, England and
Lofquist (1965) also reported that through the use of both linear
multiple regression and reciprocal averages prediction, MIQ scale
scores can predict job satisfaction in situations where job reinforcers
are held constant, e.g., as for one occupational group.

Validity evidence for the 1967 form. Validity evidence for the
1967 MIQ follows much the same pattern as that for earlier forms,
i.e., validation by way of group differences and tests of hypotheses
from the Theory of Work Adjustment. At the present time only
validity of the concurrent type is available. Due to the newness of
the instrument, predictive studies have yet to be completed.

Data are available on nine different groups: (1) Vocational
Rehabilitation Counselors (N=317); (2) Retail Trade Workers I (from
one large work organization; N=1,897);(3) Retail Trade Workers 11
(from another large work organization; N=578); (4) Vocational
Rehabilitation Clients (N=1,621); (5) High School Counselors
(N=71); (6) High School Students (N=71); (7) College Students
(N=71); (8) Low Socioeconomic Status College Students (N=125);
and (9) Vocational-Technical High School Women (N=285). Adjusted
scale value mean differences among these groups were evaluated by
an unweighted one-way analysis of variance for each of the twenty
MIQ scales separately. The results of these analyses are shown in
Table 11.

Statistically significant differences were observed for all twenty
MIQ scales, with the largest differences (indicated by eta’) occurring
for (in rank order): Supervision—Human Relations, Security, Activ-
ity, Compensation and Working Conditions. For these scales, the
differences were produced by the relatively high scores of the retail
workers contrasting with the low scores of the students, both high
school and college. In other words, the contrast was between those
who had experienced work and those who had not, a finding in
accord with expectations from the Theory of Work Adjustment.

On the other hand, the smallest (though statistically significant)
differences observed between groups occurred for Co-workers,
Variety, Ability Utilization, Social Status, Responsibility and
Achievement. Ability Utlhzatlon and Achjevement were rated high
by all groups, Social Status was rated low by all groups, and the
remaining scales were rated in the middle by-all groups.
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Table 11

Means and dard deviati of MIQ adj d scale values for nine groups
and statistics for one-way ANOVA, by scale )
Group
= S = = a
N v = = 29 2
3 - g2 z ' ' 3§ &
.-y == = =3 37 z z . =< 3
S35z s's sl 5 23z 3 3z e 2235 2z3%
235 g3 g8 3Z5 i3 5 o3 §538  334:
s827 327 327 388 &5 =3 s 2280 SISt
$£3! 2% 5 g£3 2 3 33 23z $g2s
>xlZ z2xZ =2Z >25 £8 =3 33 333z SEEE
X sD % SD X sD X sD sD % sD % sD 4 SD < SD F.ratio p? Eta? pf
AU 1.72 60 153 74 1.55 68 163 75 1.58 58 1.24 59 145 60 1.76 74 1.82 71 1260 <.01 .02 <.01
Ach 1.78 59 1.55 0 1.17 63 1.56 1 170 55 1.44 60 1.51 61 1.87 64 1.79 61 17.48 < .01 .03 <.01
Act 10 82 72 73 8 1 63 .86 .02 67 05 86 13 81 .70 .75 91 7410464 <.01 13 <.01
Adv 1.29 68 1.60 87 1.57 .85 1.41 .84 101 68 1.20 71 114 75 1.69 71 155 10 2976 <.01 .04 <.01
Au 08 83 12 87 05 8§ -.21 94 47 72 -.30 % -.23 90 -.21 18 -.29 .16 28.36 < .01 04 <.01
CppP 1.00 66 1.23 75 1.27 .69 .88 .69 92 61 64 58 82 70 1.14 81 1.00 80 14.34 < .01 .06 <.01
Com 84 79 1.38 86 1.23 .83 .82 .82 64 72 60 85 45 85 .82 .85 67 80 10253 <.01 .13 <.02
Cow 62 87 70 69 79 .63 69 72 73 64 81 58 69 74 74 64 .89 66 4.61 <.01 .01 <.01
Cre 1.31 69 1.13 75 113 18 .86 .86 1.32 59 89 73 118 70 .17 T2 .85 79 2765 <.01 04 <.01
Ind 15 87 24 1 .80 .36 95 47 15 (1] 24 86 A1 79 .40 47.87 <.01 .07 <.01
MV 1.23 121 L15 1.02 85 1.02 74 102 140 107 94 115 1.18 1.20 .94 .85 .83 79 2752 < .01 .04 <.01
Rec 23 71 1.26 77 126 13 97 .79 689 15 78 79 68 76 .97 .76 1.02 78 45.69 <.01 .06 .22
Res 1.28 62 1.08 73 1.4 15 92 81 119 58 17 69 1.02 72 .10 13 .81 78 17.20 <.01 02 <.01
Sec 60 83 143 89 1.26 79 136 .84 59 71 1.09 88 85 140 80 1.44 76 106.52 < .01 .13 <.01
SSe 1.50 81 1.0t 78 1.08 80 112 91 167 76  1.04 9% 1.08 1.00 173 .75  1.60 94 43.12 <.01 05 <.01
18 90 09 91 25 .86 09 102 -.19 86 24 1.13 16 97 .12 .99 .16 89 15.18 <.01 .02 <.01
SHR 90 64 1.31 80 115 74 71 .16 67 59 49 68 14 68 .83 .56 68 69 117.32 <.01 .15 <.01
ST 69 62 1.07 75 1.05 12 .86 72 23 65 42 83 27 65 .88 .51 17 59 93.43 <.01 .12 <.01
Var 44 81 62 17 51 75 .50 92 38 69 58 81 38 87 .54 .84 .83 78 1071 <01 02 <.01
wC 71 700 1,24 78 1.1 68 1.04 .69 .74 .60 .80 .70 .50 682 115 83 123 57 77.72 <.01 .10 <.01
TCT 6199 47.98 99.86 7166 81.53 47.01 92.82 67.60 57.10 46.33 83.31 59.99 55.26 40.06 91.61 54.56 94.28 58.35 39.12 <01 .05 <.05

30ne-way ANOV A F ratio with (8.5545) degrees of (reedom.
beobability of rejecting the null hypothesis of no differences in group means.
Probability value from Bartlett’s test of homogeneity of group variances.

NOLLVLIITIEVHIY TVNOLLVIOA NI $31aNLS V.LOSANNINW



MANUAL FOR THE MINNESOTA IMPORTANCE QUESTIONNAIRE

Scales of high importance (adjusted scale values of 1.5 or higher)
were the following:

1. For Vocational Rehabilitation Counselors — Achievement,
Ability Utilization, and Social Service.

2. For Retail Trade Workers I — Advancement, Achievement,
and Ability Utilization.

3. For Retail Trade Workers Il — Achievement, Advancement,
and Ability Utilization.

4. For Vocational Rehabilitation Clients — Ability Utilization
and Achievement.

. 5. For High School Counselors — Achievement, Social Service,
and Ability Utilization. '

6. For High School Students — none.
For College Students — Achievement.

8. For Low Socioeconomic Status Students — Achievement,
Ability Utilization, Social Service and Advancement.

9. For Vocational-Technical High School Women — Ability |
Utilization, Achievement, Social Service and Advancement.

Demographic data (sex, age, education, occupational tenure and
marital status) were available for the four largest groups of subjects
(Vocational Rehabilitation Counselors, Retail Trade Workers I and I}
and Vocational Rehabilitation Clients). MIQ adjusted scale value
differences among groups classified according to demographic vari-
ables were tested by weighted means two-way analyses of variance.
The results of these analyses are summarized in Table 12, and the
main effect means for the four groups on all twenty MIQ scales are
contained in Appendix E. Interactions are not reported because less
than 5% were significant at the .05 level, and those found
significant were not replicated in other groups. It was concluded that
the significant interactions observed were chance results.

Taking as an arbitrary criterion the replication of results in at
least one other group, the following conclusions may be drawn from
Table 12:

1. Sex was a factor related Lo scores on fifteen of the M1Q scales
and the TCT score. Females tended to score higher on
Achievement, Activity, Company Policies and Practices,
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Co-workers, Independence, Social Service and Working Con-
ditions. Males tended to score higher on Advancement,
Authority, Compensation, Creativity, Recognition, Respon-
sibility, Security, Social Status, Supervision — Human Rela-
tions and Total Circular Triads score.

Table 12
Significant differences in mean MIQ adjusted scale values, by scale

MIQ Marital
Scale ) Sex Education Tenure Status

(1) (2) 3 @ Q) (2) (3) 4) (1) (2) (8) (4) (1) (2) (3) (1)
AU + + + + + 0
Ach F F + + + + (4]
Act F F + + o+ - - + M O
Adv M MMM C C + o+ M
Au MM MM C C + M
CpP F F + + o+ - - 0O O
Com M ot o+ C M
Cow F F F C S S
Cre M M M + o+ + 0
Ind F F cC + + C o
MV F + + + M
Rec M M + M
Res M MM C C + 0+ + M
Sec M M + - M
SSe M F F + C CcC -
SSt M MM C - C 0
SHR M M + + + + - + MOM
ST + o
Var - S
wC F F + 0+ - - M
TCT M M - C - - S

Cell entries indicate statistically significant findings, as follows:

Sex: F = females have higher mean
M = males have higher mean

Age, Education, Tenure:
+ = positive relationship (e.g. higher means for older groups)
- = negative relationship (e.g. lower means for more educated groups)
C= curvilinear relationship

Marital Status:
S = single group has highest mean
M = married group has highest mean
O = other group has highest mean

Group identification:

(1) = Vocational Rehabilitation Counselors
(2) = Retail Trade Workers 1
(3) = Retail Trade Workers II
(4) = Vocational Rehabilitation Clients

&~
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2. Age was a factor in eleven MIQ scales. The older age groups
tended to score higher on Ability Utilization, Achievement,
Activity, Company Policies and Practices, Compensation,
Moral Values, Supervision-Human Relations, and Working
Conditions. A curvilinear trend was observed for Advance-
ment, Authority, and Responsibility.

3. Education was a factor for seven scales and the TCT score.
The more educated groups tended to score higher on Ability
Utilization, Advancement, Creativity and Responsibility;
while the less educated groups tended to score higher on
Activity, Company Policies and Practices, Working Condi-
tions, and the Total Circular Triads score.

4. The relationship of MIQ scale values and tenure was
replicated for only one scale, Social Status, although signifi-
cant differences were observed for eleven other scales. The
trend for Social Status was curvilinear.

5. Marital status as a factor was found replicated for three
scales: Company Policies and Practices, Co-workers, and
Supervision-Human Relations. The “other” (separated, di-
vorced, widowed) group tended to score highest on Company
Policies and Practices, the single group on Co-workers, and
the married group on Supervision-Human Relations. How-
ever, significant differences among marital status groups were
observed for nineteen scales and the TCT score, the only
exception being the Social Service scale.

In a related ‘study, Gay and Weiss (1970) examined the
relationship between MIQ scale values and amount of work experi-
ence (indicated by number of past jobs) for the group of 1,621
vocational rehabilitation clients. Using one-way analysis of variance,
they found that: (1) persons with different amounts of work
experience tended to have different levels of MIQ scale values; (2)
the overall level of MIQ scale values differed with differing work
experience; and (3) the TCT score tended to decrease with increasing
work experience, suggesting an increase in the clarification of need
structures.

A number of post hoc explanations might be advanced to
account for the group differences observed and reported above. The -
more significant aspect of the findings, however, is simply the
demonstration that differences in measured vocational needs are
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reflected by the MIQ among groups which, there is good reason to
believe, should be different. This “discriminating power’’ of the M1Q
might be taken as additional evidence of its validity.

The data shown in Table 13 can be used to demonstrate validity
for the MIQ which is based on the Theory of Work Adjustment.
According to the theory, tenure in an occupation is in part a
function of need-reinforcer correspondence (Corollary VilIa). Thus
we would expect members of an occupation to have MIQ profiles
which correspond to the occupation’s Occupational Reinforcer Pat-
tern (ORP). Evidence supporting this expectation is given in Table
13, which lists mean MIQ scale values and the corresponding ORP
values for the Vocational Rehabilitation Counselor, High School
Counselor, and Retail Trade Workers I and II groups. The MIQ scale

Table 13

Mean MIQ scale values and ORP values for
four occupational groups, by scale

Vocational Rehabilitation  High School

Counselor Counselor  Retail Trade Workers I and 11
MIQ Salesperson
Scale MIQ ORP MIQ ORP MIQ() MIQ(II) ORP
AU 1.72 1.85 1.58 1.69 1.63 1.55 1.09
Ach 1.78 1.56 1.70 1.30 1.56 1.77 1.07
Act .10 .87 -.02 1.03 12 .82 1.21
Adv 1.29 .90 1.01 .30 160 1.57 .74
Au -.08 -.55 - 47 -.44 12 .05 -.11
cprp 1.00 .63 92 A1 1.23 1.27 1.01
Com .84 .36 .64 .04 1.38 1.23 47
Cow .62 .60 .13 95 70 .79 .86
Cre 1.31 1.58 1.32 1.27 1.13 1.13 .15
Ind -.15 .81 -.47 .69 .24 .19 .30
MV 1.23 .64 1.40 .96 1.15 .85 .61
Rec 93 .13 .69 13 1.26 1.26 1.07
Res 1.28 1.86 1.19 143 1.08 1.14 62
Sec .60 91 . .59 .85 1.43 1.26 1.09
SSe 1.50 1.47 1.67 1.89 1.01 1.08 .88
SSt -.18 .19 -.19 57 09 -.256 -.31
SHR .90 .64 .67 46 1.31  1.15 NKi
ST .69 .54 .23 .09 1.07 1.05 .85
Var .44 1.26 .38  1.27 62 .51 .68
wC 1 .81 74 1.00 1.24 131 1.07

rho (Vocational Rehabilitation Counselor MIQ and ORP) = .60

rho (High School Counselor MIQ and ORP) = .62

rho (Relail Trade Worker (I) MIQ and salesperson ORP) = .48

rho (Retail Trade Worker (11) MIQ and salesperson ORP) = .58

rho (Retail Trade Worker (I) MIQ and Retail Trade Worker (11} MIQ) = .94
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values were taken from Table 11 while the ORP values were those
given in Borgen, Weiss, Tinsley, Dawis and Lofquist, 1968a (pp. 63,
61, and 149). Need-reinforcer correspondence is indicated by
Spearman rank-order correlation (rho) coefficients of .60, .62, .48
and .58 respectively for the four groups. It is also worth noting that
the mean MIQ profiles for the two. groups of Retail Trade Workers,
obtained from two separate organizations, correlate .94, indicating a
degree of generalizability in the use of the MIQ for the assessment of
vocational needs and indicating likewise the validity of the Theory of
Work Adjustment, specifically of Corollary VIlla.

A validation study of the 1967 MIQ, based on the Theory of
Work Adjustment, was conducted by Betz (1969). Using as subjects -
groups of cashiers, sales clerks and checker-markers in a retail-trade
organization, she tested the proposition that ‘satisfaction is a
function of the correspondence between the reinforcer system of the
work environment and the individual’s needs .. .” (Proposition III).
As measures of reinforcer systems, Betz used the ORPs given in
Borgen, et al. (1968a). To control for satisfactoriness (Proposition 111
adds ‘“ . .. provided that the individual’s abilities correspond with the
ability requirements of the work environment’), Betz limited her
study only to persons who had been employed for at least twelve
months. She found correlations between MIQ-ORP correspondence
and job satisfaction (measured by the Minnesota Satisfaction
Questionnaire) to be statistically significant for cashiers (r=.32) and
salesclerks (r=.45), but not for checker-markers (r=.11). ‘““Hit rates”
in the prediction of job satisfaction, calculated from dichotomization
according to the median on MIQ-ORP correspondence and satisfac-
tion, were .68 for cashiers and .73 for salesclerks. These hit rates
represent improvements of 18% and 23%, respectively, beyond
chance hit rates.

The data provided above give evidence that the MIQ functions as
it was intended to function, that is, as a measure of vocational needs
as defined in the Theory of Work Adjustment.
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Appendix A

Directions

The purpose of this questionnaire is to find out what you consider important in your ideal job, the kind
of job you would most like to have.
On the following pages you will find pairs of statemenis about work,

—Read each pair of statements carefully.

~Decide which statement of the pair is more imporiant to you in your ideal job.

—For each pair mark your choice on the answer sheet. Do not mark this booklet. (Directions on

how to mark the answer sheet are given below.)

Do this for all pairs of statements. Work as rapidly as you can. Read each pair of statements, mark your
choice, then move on to the next pair. Be sure to make a choice for every pair. Do not go back to change
your answer to any pair.

Remember: You are to decide which statement of the pair is more important to yow in your ideal job.
Mark your choice on the answer sheet, not on this booklet.

How to Mark the Answer Sheet
First of all

Print your name in the space provided, and fill in the other information requested.

To fill in the answer sheet
Start where it is marked “Page 1.”

There is a box for each pair of statements. The number in the middle of the box is the number of
that pair. “a” and “b" in the box stand for the two statements of the pair.

If you think statement “a” is more important to you than statement “b”, mark an “X” over the “a” on
the answer sheet, as shown in the example below:

' a o
P 1 2 3—1|-
b b b

However, if you think statement “b” is more important to you than statement “a”, mark an “X“ over
the “b” on the answer sheet, as shown in the example below:

a a
page
1 } 2 3
b b

Mark Only One Answer for Each Pair of Statements.

Mark either "a” or “b" for each pair. Do this for all pairs of statements. Remember, do not
mark your answer on this booklet, Use the answer sheet.
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Ask yourself: Which is more important to me in my ideal job?

]

. | could be busy all the time.
1. OR
b. The job would provide an opportunity for advancement.

a. | could try out some of my own ideas.
2. OR
b. My co-workers would be easy to make friends with,

a. The job could give me a feeling of accomplishment.
3. OR
b. | could do something that mokes use of my abilities.

o. The compony would administer its policies fairly.
4. OR
b. | could be busy all the time.

a. 1 could try out some of my own ideas.
5. OR
b. 1 could be “somebody” in the community.

a. The job would provide an opportunity for advancement,
R

b. My co-workers would be easy to make friends with.

a. | could tell people what to do.
OR

b. 1 could work alone on the job.

a. 1 could get recognition for the work | do.
8. OR .
b. The company would administer its policies fairly.

a. My co-workers would be easy to make friends with,
9. OR
b. The job would provide for steady employment.

a. The job could give me a feeling of accomplishment.
10. OR
b. The job would provide an opportunity for advancement.

a. My boss would train his men well.
1. OR
b. 1| could work alone on the job.

a. | could do the work without feeling that it is morally wrong.
12, OR
b. The job would have good working conditions.
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Table B-1

Cumulative percents for adjusted scale values for M1Q vocational need scales
(Total group: N =5,358)

Ad- TCT
justed Cumula-
scale TCT tive
value AU Ach Act Adv Au CPPCom Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC Range percent
4.0 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 100 255-385% 100
35 99 99 99 99 99 99 100 99 99 99 99 99 99 99 99 99 99 100 99 250-254 96
32 99 99100 98 99 99 99 99 99 99 99 99 99 99 99 99 99 99 99 99 245-249 96
30 98 98 99 97 99 99 98 99 99 99 98 99 99 98 98 99 99 99 99 99 240-244 96
28 95 96 99 95 99 99 97 99 99 99 96 98 99 96 97 99 98 99 99 98 235-239 96
27 94 95 99 93 99 98 97 99 98 99 94 98 98 95 96 99 98 99 99 98 230-234 95
26 92 93 99 91 99 97 96 99 97 99 93 97 98 94 95 99 97 98 99 97 225-229 95
25 91 92 99 90 99 97 95 99 97 99 91 97 97 93 94 99 97 98 99 97 220-224 95
24 88 88 98 87 99 96 94 99 96 98 88 95 96 90 92 99 95 97 98 96 215-219 94
23 8 8 98 8 99 95 93 98 95 98 87 94 95 88 90 98 95 96 98 95 210-214 94
22 83 83 98 83 99 94 92 98 94 98 86 93 94 87 89 98 94 926 98 94 205-209 94
21 79 79 97 80 99 93 90 98 92 98 84 92 92 84 87 98 92 95 97 92 200-204 93
20 76 76 96 77 98 91 88 97 90 97 82 90 91 82 85 98 91 94 96 91 195199 93
19 68 68 94 71 98 87 84 96 86 96 79 86 88 77 81 97 88 91 94 86 190-184 92
1.8 67 66 93 69 97 8 83 94 85 95 78 84 8 775 79 96 86 90 93 85 185-189 92
17 59 57 91 63 96 83 70 92 81 94 75 80 82 71 75 96 84 88 92 81 180-184 91
16 55 54 90 60 96 81 76 91 79 94 73 77 80 68 72 95 82 8 90 78 175-179 91
15 46 44 87 53 95 75 72 88 73 92 70 71 74 63 67 93 77 82 87 73 170-174 90
14 43 41 8 50 94 72 69 8 69 91 67 69 72 60 65 92 74 79 85 70 165-169 89
1.3 36 33 82 43 92 66 65 82 63 88 63 63 66 55 59 91 69 75 82 64 160-164 89
1.2 32 30 79 40 91 62 62 79 59 87 61 59 62 52 56 8% 66 71 79 60 155-159 87
1.1 26 24 75 34 89 57 57 74 53 84 57 54 56 47 51 87 62 66 75 54 150-154 87
1.0 22 20 72 31 88 51 53 70 48 82 54 50 51 43 47 85 57 62 72 50 145-149 86
9 17 14 66 26 85 43 47 63 41 178 50 43 44 37 41 82 50 54 67 43 140-144 85
8 14 12 62 22 84 39 43 58 37 76 47 38 39 34 37 80 45 49 64 38 135-139 &4
J 11 9 57 18 81 33 38 53 32 73 43 33 34 29 33 77 39 44 60 33 130-134 82

{continued on next page)
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Table B-1 {continued)

Cumulative percents for adjusted scale values for MIQ vocational need scales
(Total group: N =5,358)

Ad- TCT
justed Cumula-
scale TCT tive
value AU Ach Act Adv Au CPPCom Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC Range percent
6 9 7 52 16 78 28 33 47 28 70 38 29 30 26 28 74 34 39 55 28 125-129 81
5 6 5 46 13 75 22 28 39 24 66 34 23 24 21 24 71 28 32 50 23 120-124 80
4 5 4 42 10 73 18 25 34 21 62 30 21 21 18 20 67 24 27 47 19 115119 178
.3 4 3 36 8 69 14 21 27 17 58 26 17 17 15 16 63 20 22 41 15 110-114 76
2 3 2 34 7 67 12 19 24 15 55 24 15 14 13 14 60 17 19 38 12 105-109 74
1 2 1 29 5 62 9 15 19 12 49 19 12 12 10 11 55 14 14 33 9 100-104 72
0.0 1 1 26 4 61 7 13 16 11 48 18 10 10 9 9 54 12 12 31 7 9599 70
- 0 0 21 3 53 4 10 11 8 40 14 7 7 6 7 48 9 9 24 5 9094 67
-2 19 2 51 4 9 10 7 3 13 6 6 6 6 47 8 8 22 4 8589 65
-3 15 2 45 3 7 7 5 33 11 4 4 4 4 42 6 6 17 3 80-84 61
- 4 14 1 42 2 6 6 4 30 9 4 3 4 4 39 5 5 15 2 9579 58
- b 11 1 37 1 5 4 3 26 8 3 2 3 3 3 4 4 11 2 17074 54
- 6 9 0 32 1 4 3 221 6 2 1 2 23 3 3 9 1 6569 50
-7 7 28 13 2 219 5 1 1 2 1 27 2 2 6 1 6064 46
- .8 5 23 0 2 1 115 4 1 0 1 1-23 1 2 4 0 5559 41
-9 4 20 1 1 1 12 4 O 1 120 1 1 3 50-54 37
-1.0 3 17 1 1 0 10 3 1 117 1 1 2 45-49 32
-1.1 2 12 0 o 7 2 0 012 0 0 1 40-44 27
-1.2 2 10 6 2 11 1 35-39 21
-1.3 1 8 4 1 8 1 30-34 16
-14 1 7 3 1 7 0 25-29 11
-1.5 1 4 1 1 4 20-24 8
-1.6 0 2 1 0 2 15-19 4
-1.7 1 0 1 10-14 2
-1.8 1 , 1 .59 0
-1.9 0 0 04 0
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Table B-2

Cumulative percents for adjusted scale values for M1Q vocational need scales

{DVR group: N = 1,621)

Ad-
justed
scale

value AU Ach Act Adv Au CPP Com CowCre Ind MV Rec Res Sec SSe SStSHR ST Var

TCT

TCT
Cumu-
lative

Range percent

4.0 100 100

T o s S e S T 2 b SN M A b g ot
PNV OO N WRNDIDOO=NWRNTNVIPOND M
(o2
=
-3
=

100 100

99

100 100 100

100 100

100 100 100 100 100

99

255-385
250-254
245-249
240-244
235-239
230-234
225-229
220-224
215-219
210-214
205-209
200-204
195-199
190-194
185-189
180-184
175-197
170-174
165-165
160-164
155-159
150-154
145-149
140-144
135-139
130-134
125-129

100

(continued on next page)
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Table B-2 {continued)

Cumulative percents for adjusted scale values for MIQ vocational need scales
{DVR group: N = 1,621)

Ad- TCT
justed Cumu-
scale : TCT lative
value AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC Range percent

5 7 7 45 14 78 31 35 41 35-59 42 27 32 16 25 65 40 31 53 23 120-124 176
4 5 6 41 12 76 26 31 35 32 55 38 24 29 13 22 62 35 27 50 19 115-119 175
3 4 4 35 9 74 20 26 28 27 50 33 20 24 10 18 57 29 22 45 13 110-114 73
2 3 3 32 7 72 17 24 24 24 48 30 18 21 8 16 54 25 18 42 10 104-109 171
1 2 2 28 6 69 13 19 20 20 42 26 15 17 6 13 51 20 14 38 8 100-103 71

0.0 1 2 3 5 67 10 17 17 19 40 24 12 15 4 11 49 18 11 36 6 9599 70
-1 0 1 20 4 60 7 13 12 14 34 20 9 12 3 8 45 13 8 29 4 9094 63
-.2 0 18 3 58 6 12 11 12 32 18 8 10 2 7 43 11 6 28 3 85-8 61
-3 15 2 52 4 9 9 10 27 15. 6 7 2 6 39 9 5 22 2 80-84 57
-4 13 2 49 3 8 7 8 24 13 5 5 1 5 31T 8 4 20 2 17579 54
-5 10 1 4 2 6 6 6 21 11 4 4 1 4 33 6 3 16 1 7074 51
-6 8 038 2 5 5 517 9 3 3 1 3 29 5 2 13 1 7569 48
-1 7 3% 1 3 3 4 14 8 2 2 1 2 27 4 2 10 0 6064 43
-.8 5 30 1 2 2 212 7 1 1 0 2 24 2 1 17 55-59 39
-9 4 26 0 2 2 210 6 1 O 1 20 2 1 6 50-54 35
-1.0 3 23 1 1.1 8 5 O 1 18 2 0 4 45-49 30
-11 2 17 1 1 0 5 4 1 13 1 3 40-44 25
-1.2 2 15 0 1 4 3 1 11 0 2 35-39 19
-1.3 1 12 0 3 3 0 9 1 30-34 15
-14 1 10 2 2 8 0 25-29 10
-1.5 0 6 1 2 5 20-24 7
-1.6 4 1 1 3 15-19 4
-1.7 2 1 1 2 10-14 2
-1.8 2 0 0 2 5-9 1
-1.9 1 1 0-4 0
-2.0 0 0
2.1
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Table B-3

Cumulative percents for adjusted scale values for MIQ vocational need scales
{Vocational technical school women: N = 285)

Ad-
justed
scale

value AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC

35 99

e e e e R D D RO N R D NI D €0 00
D OMWRUIO 10O INWRNIONWON
o
EN |

100 100 100

100 100 99 99 98 98 98

TCT
Cumu-
TCT lative
Range percent
255-385 100
250-254 98
245-249 97
240-244 97
235-239 97
230-234 96
225-229 96
220-224 96
215-219 95
210-214 95
205-209 94
200-204 94
195-199 94
190-194 93
185-189 93
180-184 93
175-179 92
170-174 90
165-169 89
160-164 89
155-159 88
150-154 86
149-149 85
140-144 83
135-139 82
130-134 81

(continued on next page)
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Cumulative percents for adjusted scale values for MIQ vocational need scales
(Vocational technical schoo!l women: N = 285}

Table B-3 (continued)

Au CPP Com Cow Cre Ind MV Rec Res

Sec SSe SSt SHR ST Var

Ad-
justed
scale
value AU Ach Act Adv
5 i 38 10
3 0 29
1 24
1 19
1 16
0 12

[wy
O pd e N T -
O b ek e b ek GO QO O~

e s R =
WO -TNNBE W OO R WD =Wk e

89
86
84
81
80
74
73
66

28
21
17
11
10

6

O = N\ b

© b b et e 1D €O s D

40
29
24
16
15
11

10

O-HHNNDWWOTD

OHMNNWOIUT MW

41
35
29
24
21
16
15
12
10

O = NN NN W U100

29

[
B Nl S NarNie]

O = B DN W

O NN W -0

13
10

Or N W &N

QO b b pd ek ek et b DD €O CO W Y YD OO

50
40
34
24
21
18
16
12
10

O bt 1= = NI N DD i T Y )

O N NN WO -

39
34
31
27
24
21
19
15
14

© b b b b et b i OO0 D

14

O i ek g b DD GO OO 4 =D €O

TCT
Cumu-

TCT lative

WC Range percent
125-129 79
120-124 77
115-119 74
110-114 72
105-109 69
100-104 66
95-99 64
90-94 60
85-89 56
80-84 53
75-79 51
70-74 46
65-69 41
60-64 37
55-59 33
50-54 28
45-49 22
40-44 16
35-39 13
30-34 9
25-29 6
20-24 3
15-19 1
10-14 0
5-9 0
0-4 0
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. Table B-4

Cumulative percents for adjusted scale values for MIQ vocational need scales

(College students: N = 419)

Ad-
justed Cumu-
scale TCT lative
value AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC  Range percent
4.0 100 100 255-385 100
3.5 100 99 100 100 99 250-254 100
3.2 99 99 99 100 100 99 100 99 100 245-250 100
3.0 99 99 99 99 99 99 99 99 100 99 99 240-244 100
2.8 98 97 97 100 100 99 99 99 97 99 99 100 98 100 99 235-239 100
2.7 97 97 97 99 99 99 99 97 94 99 99 99 97 99 99 230-234 100
26 97 96 97 99 99 99 99 97 93 98 99 99 96 99 100 99 225-229 100
25 96 95100 96 99 99 99 99 96 100 89 98 98 99 94 99 99 99 220-224 99
24 94 93 99 94 99 98 98 99 94 99 83 98 97 99 90 98 99 99 215-219 99
23 93 92 99 93 99 98 98 98 94 99 78 98 97 98 88 99 99 99 210-214 99
2.2 90 89 99 92 99 98 98 98 93 99 75 97 96 98 87 98 100 - 98 99 205-209 99
21 88 86 99 91 99 98 97 96 91 99 73 97 94 97 83 98 99 100 97 99 200-204 99
20 85 83 99 89 98 97 97 96 89 98 70 96 93 97 80 97 99 99 95 99 195-199 99
19 77 76 99 85 98 94 95 94 86 98 65 95 89 95 76 96 99 99 94 99 190-194 99
1.8 76 74 99 83 97 94 95 93 84 98 63 94 88 95 75 96 98 99 94 98 185-189 99
1.7 71 64 98 80 97 89 94 91 79 98 61 92 83 94 71 96 97 99 93 98 180-184 99
16 67 59 98 78 96 87 93 90 78 98 59 91 82 92 69 95 97 99 91 98 175-179 99
1.5 58 49 98 73 96 83 91 87 71 97 54 89 76 90 65 93 94 98 89 96 170-174 98
14 52 45 97 70 95 82 89 8 68 97 53 87 74 89 63 93 93 97 88 95 165-169 98
1.3 42 35 96 62 93 77 81 61 61 95 50 82 68 86 59 90 91 96 85 92 160-164 98
1.2 38 35 95 57 93 74 83 78 56 94 48 78 64 84 56 90 89 94 83 90 155-159 97
11 29 30 93 50 92 70 79 73 49 92 46 75 58 79 53 88 8 92 80 87 150-154 97
1.0 26 25 92 46 9 66 77 70 44 90 42 69 53 76 49 88 83 90 78 83 145-149 97
9 19 17 89 39 89 58 71 65 36 89 40 62 42 71 44 86 75 86 73 76 140-144 97
.8 15 13 88 32 87 51 67 59 32 88 38 57 38 66 41 8 70 80 71 72 135-139 96
1 12 10 84 26 85 46 62 55 25 86 26 53 32 62 36 82 63 77 68 65 130-134 96
6 8 8 82 24 83 39 58 48 20 8 31 48 28 59 33 80 59 73 64 59 125129 94

(continued on next page)
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Table B-4 (continued)

Cumulative percents for adjusted scale values for M1Q vocational need scales
(College students: N = 419)

69

_Ad- TCT
justed Cumu-
scale TCT lative
value AU Ach Act Adv Au CPPCom CowCre Ind MV Rec Res Sec SSe SSt SHR ST Var WC  Range percent
5 5 4 78 18 79 32 52 42 15 82 29 41 21 53 30 78 54 64 57 51 120-124 94
4 3 3 74 15 77 27 49 37 12 78 26 37 15 48 26 76 49 58 53 44 115-119 93
.3 1 2 70 13 75 20 43 31 8 76 24 31 14 43 23 71 43 51 48 36 110-114 92
2 1 1 69 11 72 16 41 26 6 73 21 29 12 41 21 68 38 45 45 31 105-109 91
1 1 0 64 9 67 14 35 22 5 70 19 25 11 35 19 64 33 37 40 27 100-104 89
0.0 1 61 7 65 12 31 18 4 68 18 21 9 32 15 63 29 33 28 22 9599 88
-1 1 5 5 59 9 26 14 3 61 16 15 7 25 12 57 22 26 34 16 90-94 86
-.2 0 52 4 57 8 24 12 2 58 15 13 6 23 11 56 20 23 29 13  85-89 85
-3 45 3 52 6 21 9 2 53 13 10 4 20 9 50 17 20 23 10 80-84 82
-4 42 2 50 4 20 7 2 49 12 9 4 18 9 47 14 17 21 9 7579 79
-5 36 1 46 3 15 6 2 44 10 6 2 14 7 42 10 14 16 7 70-74 75
-.6 31 1 42 3 14 4 2 38 10 5 1 12 6 40 8 12 13 5 6569 73
-7 27 1 36 2 10 3 0 35 8 3 110 4 34 5 8 9 3 6064 69
-.8 22 0 30 1 7 3 30 6 3 1 9 3 29 3 6 T 3 5559 66
-9 18 26 1 6 2 26 6 2 1 6 2 26 1 4 6 2 5054 61
-1.0 15 22 0 4 1 22 5 1 0 5 2 23 0 4 5 1 4549 56
-1.1 12 16 3 1 15 4 0 4 1 17 3 4 1 4044 49
-1.2 9 13 3 0 13 3 3 1 14 2 3 1 3539 44
-1.3 8 11 1 11 3 2 1 12 2 2 1 30-34 37
-14 7 10 1 10 2 1 1 10 1 2 0 2529 29
-1.5 5 7 1 6 2 1 0 7 1 1 20-24 21
-1.6 3 5 0 3 2 0 4 1 1 15-19 13
-1.7 3 5 3 2 4 1 1 10-14 7
-1.8 2 2 1 1 2 0 0 5-9 4
-1.9 1 1 1 1 1 0-4 0
-2.0 0 0 1 0 0
-2.1 0
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Table B-5

Cumulative percents for adjusted scale values for M1Q vocational need scales

(Employed group: N = 3,033)

Ad-
justed

scale
value AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var

TCT

Range percent

TCT
Cumu-
lative

4.0 100 100
35 99 99

P et 2 D R D NN R NN 0 00
OO oo D T00 OOt n =100 o
)
©
D
&

100 100

100 100 100 100 100 100
99 99 99 99

100 100

255-285
250-254
245-249
240-244
235-239
230-234
225-229
220-224
215-219
210-214
205-209
200-204
195-199
190-194
185-189
180-184
175-179
170-174
165-169
160-164
155-159
150-154
145-149
140-144
135-139

100

(continued on next page)
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Tabie B-5 (continued)

Cumulative percents for adjusted scale values for MI1Q vocational need scales
{Employed group: N = 3,033)

Ad- . TCT
justed Cumu-
scale TCT lative

value AU Ach Act Adv Au CPP Com Cow Cre Ind MV Rec Res Sec SSe SSt SHR ST Var WC  Range percent

7 12 8 56 17 79 27 29 52 26 75 39 28 29 29 33 79 27 39 60 30 130-134 82
6 10 6 50 14 76 22 25 47 22 72 35 24 25 25 28 76 22 34 55 26 125.129 81
5 7 4 43 12 72 17 20 39 18 68 30 19 19 21 23 73 17 27 50 20 120-124 80
4 5 3 40 10 70 14 17 34 15 65 27 16 16 18 19 69 15 23 46 17 115119 78
3 4 2 34 7 65 10 14 27 12 60 23 12 12 15 14 65 11 18 40 13 110-114 76
2 3 231 6 62 9 12 24 10 57 21 11 11 13 12 62 10 16 36 11 105109 74
1 2 12 557 6 9 18 8 51 16 8 8 10 9 57 8 12 30 8 100104 72
00 1 1 24 4 5 5 815 7 5 15 7 7 9 8 5 6 10 28 6 9599 170
-1, 0 0 18 3 47 3 5 10 5 42 11 5 4 6 6 49 5 7 21 4 9094 67
-2 17 2 46 2 5 9 4 41 10 4 3 5 4 48 4 6 20 4 8589 64
-3 13 23 2 3 7 3 3 8 3 2 4 3 43 3 5 14 3 8084 61
-4 11 13 1 3 6 33 17 2 2 3 2 40 2 4 12 2 17579 58
-5 8 13 1 2 4 22 6 2 1 2 13 2 3 8 1 17074 54
-6 6 1 2 0 2 3 12 5 1 1 2 131 1 2 6 1 6569 50
-7 5 23 1 2 12 4 1 0 1 127 1 2 5 0 6064 45
-8 4 0 18 1 1 015 3 0 1 123 0.1 3 55.59 40
-9 3 15 0 1 12 2 1 0 19 1 2 50-54 35
-1.0 2 12 0 10 2 0 17 1 1 4549 21
-1.1 1 8 7 1 11 0 0 40-44 26
-1.2 1 7 6 1 10 35-39 20
-1.3 1 5 3 1 7 30-34 15
-14 0 4 3 0 6 25-29 10
-15 2 1 3 20-24 7
-16 1 0 2 15-19 4
-1 0 1 10-14 2
1.8 0 5-9 0

AYIVNNOILSIND FONVIUOINT VILOSANNIN FHL HOd TVANVI



Distribution of D? (cumulative percents) of D?
for five occupations on own ORP'

Appendix C

Table C-1

Occupations Occupations
D? VRC C M S PSC D? VRC C M S PSC
4.75 2 1 1400 46 46 62 60 50
6.00 4 2 1 1425 48 46 62 62 51
6.50 1 6 5 2 1450 50 50 62 65 53
6.75 2 6 1 2 1475 54 51 64 65 55
7.00 2 12 8 2 1500 56 54 66 65 56
7.25 2 12 10 3 1526 57 54 68 65 58
1.50 3 1 12 10 3 1550 59 58 T0 66 62
1.75 4 4 14 10 3 15675 61 59 72 66 63
8.00 5 4 18 11 4 16.00 62 62 75 66 63
8.25 6 4 20 11 4 1626 63 62 175 69 66
8.50 7 4 22 13 5 1650 64 62 75 69 68
8.715 8 8§ 25 18 6 16175 65 64 77 72 10
9.00 9 8 27 18 8 1700 66 67 77 12 12
9.256 10 8§ 29 21 8 1726 68 170 771 13 13
950 10 11 29 24 10 1750 69 70 77 15 14
975 13 12 31 28 10 1775 69 170 81 176 175
1000 15 14 32 33 16 1800 70 170 83 178 176
1025 18 16 33 36 16 1826 7T 70 8 79 176
1050 20 19 35 36 20 1850 72 70 85 81 176
1075 22 20 37 387 21 1875 74 74 85 82 176
11560 25 22 43 37 23 1900 75 74 8> 84 18
1175 30 25 43 44 30 1925 176 74 85 86 82
1200 32 29 43 46 32 1950 76 75 85 86 83
1225 34 29 43 49 35 197 77 15 85 86 84
1250 36 30 45 50 38 2000 178 71 85 86 87
1275 38 35 45 50 39 2025 79 79 85 86 87
1300 40 38 45 52 42 2050 80 79 85 86 87
13.25 42 41 47 56 47 2075 81 179 85 86 87
1350 44 41 b4 56 48 2100 83 79 8 86 88
13.75 45 46 56 59 49 2125 83 179 85 86 89

19
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for five occupations on own ORP!

Table C-1 {continued)

Distribution of D? (cumulative percents) of D?

SD =

Occupations Occupations
D? VRC C M S PSC D? VRC C M S PSC
2150 84 79 87 88 90 30.00 94 87 100 94 98
2175 86 79 87 91 91 30.25 95 87 94 99
2200 87 79 8 91 92 31.7 95 87 94 99
2225 88 79 89 91 93 3250 95 87 95 99
2275 89 79 8 91 93 32.75 95 87 95 99
2300 8 8 8 91 93 33.20 96 88 95 99
23.25 89 80 8 91 93 33.50 97 88 95 99
"2350 89 82 89 92 94 33.75 97 90 95 99
23.75 90 82 89 92 94 3450 97 91 95 99
2400 90 82 89 94 95 35.26 97 93 95 99
2450 90 82 83 94 95 3725 97 95 95 99
2475 91 82 89 94 96 3850 97 96 95 100
2500 91 82 83 94 97 38.7 97 96 95
2550 92 82 8 94 97 40.00 98 96 97
25775 92 82 89 94 98 41.26 98 96 97
2625 93 82 91 94 98 41.75 98 96 98
2650 93 82 91 94 98 4225 98 99 98
2675 93 83 91 94 98 4250 98 99 100
2700 93 8 95 94 98 43.75 99 99
2875 94 8 98 94 98 48.00 100 100
29.00 94 8 98 94 98 50.00
2975 94 87 98 94 98
' N~- 313 62 48 69 151
X = 15.9218.4814.03 14.83 14.86

7.2311.58 6.31 8.29 5.26

"The group designations are: Vocational Rehabilitation Counselor (VRC),
Cashier (C), Marker (M), Salesclerks (S) and Professional School Counselors
(PSC). The D? values of less than 9.00, 9.00 to 20.00 and greater than 20.00
predict approximately 25% to be “satisfied,” 50% to be “likely satisfied” and
25% to be “‘dissatisfied” respectively.
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Appendix D

Table D-1
Varimax factor loading matrix for vocational rehabilitation clients
(N = 1,621)
Factors
. MIQ Scale I 11 111 A" \ \'21 h?
Ability Utilization -.22 -34 -15 -.27 58 -.04 59
Achievement =21 -.27 16 -.30 60 -.14 61
Activity -.26 -.06 63 -.24 27 -.15 61
Advancement -83 -37 -03 -.16 39 .04 60
Authority -.28 -.58 13 -.14 02 -.27 52
Company Policies
" and Practices -.37 -.14 05  -.62 16 -.02 .57
Compensation -.62 -.18 19 -.14 05 -.15 .50
Co-workers -.25 -.11 g0 -39 10 -.40 48
Creativity -.03 -.76 A3 -.16 .24 -.03 .69
Independence -.26 -.28 85 -.06 06 -.06 .45
Moral Values 00 -.06 08 -.45 A5 -.11 .25
Recognition 44 -3 A1 -.14 38 -.21 .53
Responsibility -13 -1 23 -.13 23 -.07 .75
Security -.62 -.01 B30 -.17 .26 -.04 57
Social Service 07 -.19 .26 -.36 .28  -.32 41
Social Status -35 -.26 16 -.08 A7 -.42 43
Supervision- )
uman Relations -.45 -.21 07 -.61 .05 .00 .63
Supervision-Technical -42 -.14 A5 -.59 A0 -.01 .58
* Variety -.14 -.40 52 -1 03 -.18 49
Working Conditions -57 -.08 80 -.31 d1 -.14 .55
Contribution of factor 261 243 155 2.09 1.44 69 10.79
Proportion of
common variance .24 .23 .15 .19 13 06 1.00
Proportion of '
total variance .13 12 .08 A1 07 .03 54
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Table D-2
Varimax factor loading matrix for employed workers
(N = 3,033)
Factors
MIQ Scale 1 i1 I IV v VI h?
Ability Utilization -.11 64 -13 -37 -.22 -4 .64
Achievement -.10 bl -14 -47 -31 -.13 .63
Activity -.22 .16 -65 -.16 -.19 -.05 .56
Advancement -.23 b0 -03 -.05 -52 07 .58
Authority -.18 53 -.22 03 -.17 .38 .54
Company Policies

and Practices -.60 Jd4 0 -11 -27  -.27 .02 .54
Compensation -.30 A1 -.20 -.02 -.57 .08 417
Co-workers -.18 06 -39 -4 -.26 .18 A7
Creativity -.13 80 -.15 -.18 -.01 .05 72
Independence -.16 19 -60 -.02 -.15 .09 .45
Moral Values -.23 .06 00 -46 -.03 .05 27
Recognition ' -.19 488 -.20 -.11 -.51 .14 .51
Responsibility -.11 .80 -.21 -~-11 -.06 .15 13
Security -.31 -.04 -37 -.11 -.50 .01 .50
Social Service -.07 30 -.26 -.56 .01 .01 48
Social Status -.10 29 -.24 -18 -.36 41 .48
Supervision-

Human Relations -.q2 18 -17  -12 -.21 .06 .63
Supervision-Technical -.70 A7 0 -23 -13  -.20 .06 .63
Variety -.08 33 -60 -.15 -.12 .14 .52
Working Conditions -.36 04 -39 -17 -50 -.00 55

Contribution of factor 2,02 3.08 2.03 1.36 1.95 .48 10.91
Proportion of common

variance .19 .28 .19 12 .18 .04 1.00
Proportion of
total variance .10 .15 .10 .07 .10 .02 .54




MINNESOTA STUDIES IN VOCATIONAL REHABILITATION

Table D-3
Varimax factor loading matrix for college students
(N =419) '
Factors

MIQ Scale I 11 I v \' \'2 | h?
Ability Utilization -45 23 -.156 .18 07 -.37 .45
Achievement -.34 24 -.20 18 -.16 -.39 42
Activity -.40 .14 .05 H83 -.09 -.21 .52
Advancement -.13 .25 -.58 21 .28 .03 .54
Authority -.41 .06 -5% -~-.08 -.04 .11 .50
Company Policies

and Practices -.07 .66 -.02 Ad9 -32 -.01 .58
Compensation .01 21 - 31 .08 .02 42
Co-workers -.14 20 -.15 47 -4 -.16 .52
Creativity -.15 A1 -12 -04 -04 -.14 .61
Independence -4 03 -.07 .18 00 -.04 .23
Moral Values 13 .35 02 00 -.46 .08 .36
Recognition -.19 .01 -.61 .08 05 -.29 .50
Responsibility -.78 A1 -22 -.05 .00 .07 .67
Securit .05 34 -19 57T -.03 .05 .48
Social Service -.25 .16 .16 09 -43 -.13 .32
Social Status -11 -0 -.74 09 -11 -.05 .59
Supervision-

Human Relations -.17 a2 -.12 20 -.04 -.09 .61
Supervision-Technical  -.19 8% -.10 21 -.12 -15 .57
Varlety -46 -. -.10 .36 ~-.08 -.15 .38
Working Conditions -.09 24 -.21 .60 -.05 -.04 417
Contribution of factor 2.46 2.04 215 1.71 .85 .56 9.76
Proportion of

common variance .25 .21 .22 .18 .09 .05 1.00
Proportion of

total variance 12 .10 11 .09 .04 .03 .49
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Mean M1Q scale values for Rehabilitation Counselors,
by demographic subgroups

Appendix E

Table E-1

Sex Age Education Tenure

Q Mal Femal 21-34 35-44  Over 44 Coélegf Pl(;“ . Grezater man
MI e emale - - ver graduate college ear ears
Scale N= 189 47 75 41 64 50 12 gE
AU 1.71 1.73 1.72 1.64 1.77 1.70 1.72 1.74 1.57 1.78
Ach 1.81 1.76 1.85 1.72 1.73 1.88 1.72 1.84 1.84 1.71
Act .15 .00 11 .09 .35 .24 .13 .13 .13 .20
Adv 1.38 1.03 1.39 1.32 1.26 142 1.27 1.36 1.41 1.28
Au -.01 31 -.03 -.19 .06 .01 -.05 -.20 -.01 .04
CPP .98 99 97 1.03 1.18 1.14 91 1.03 1.11 .97
Com .86 70 .99 .90 1.04 1.09 82 .96 1.06 .93
Cow .65 .49 .60 .58 .56 .65 .55 .53 5 .51
Cre 1.32 1.19 1.23 1.25 1.27 1.17 1.36 1.21 1.29 1.24
Ind -.10 -.35 -.29 .10 -.08 -.03 -.27 -.11 -.16 -.14
MV 1.23 95 1.10 98 117 1.08 1.13 .86 1.11 1.26
Rec 1.02 a7 1.01 .98 1.04 1.09 .95 97 1.15 .94
Res 1.28 1.15 1.29 1.19 1.31 1.30 1.24 1.33 1.23 1.23
Sec a1 .25 .59 79 91 .81 .60 .65 1 .78
SSe 1.55 1.26 1.36 1.52 1.78 1.56 1.43 1.56 143 1.49
SSt -.15 -.40 -.28 -.19 -.18 -.08 -.40 -.43 .07 -.29
SHR 91 .78 80 98 1.20 1.05 .85 96 .85 .98
ST 65 67 58 59 .86 -. -.60 .67 .65 62
Var 41 .32 45 39 .35 42 .36 .30 .64 34 -
wC a1 .64 14 .86 .83 .92 .69 .76 .94 1
TCT 65.84 43.17 54.45 61.12 76.00 58.36 - 61.83 49.92 64.76 67.96

Note — Significant differences are underscored.
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Table E-2

Mean MIQ scale values for Retail Workers |,
by demographic subgroups

Sex Age Education
Post
Under Over Grade High high

MIQ Males Females 25 25-34 35-44 44 school school school
Scale N= 1,267 482 403 624 464 374 170 1,561 131
AU 1.54 1.52 1.46 1.52 1.58 1.60 1.36 1.54 1.76
Ach 1.52 1.62 1.45 1.51 1.61 1.65 140 1.56 1.6
Act .63 93 .64 63 13 —95 82 13 42
Adv 1.66 1.42 1.54 1.64 1.66 1.52 1.36 1.61 1.81
Au 27 -.31 .00 .16 .14 —13 .06 .11 .25
CPP 1.22 1.25 1.03 1.20 1.29 1.41 1.23 1.24 1.11
Com 1.36 1.42 1.32 1.38 1.39 1.41 1.36 1.39 1.31
Cow .64 .85 .84 .65 .65 .70 a1 72 .36
Cre 1.22 .87 1.03 1.15 1.15 1.15 1.05 1.11 1.36
Ind .20 .30 .29 17 21 31 .54 .23 -.05
MV 1.11 1.16 94 1.06 1.25 1.38 1.09 1.14 1.28
Rec 1.26 1.24 1.23 1.27 1.25 1.28 1.22 1.27 1.16
Res 1.17 .85 1.00 110 1.14 1.05 97 1.08 1.24
Sec 1.41 1.48 1.40 1.42 1.41 1.50 1.58 1.46 .90
SSe 1.00 1.04 .97 .90 1.07 1.16 .99 .02 .88
SSt -16 -.15 23 .08 -.02 10 -2 .09 =13
SHR 1.33 1.21 1.17 1.30 1.34 1.43 1.36 1.31 1.22-
ST 1.07 1.04 97 1.06 1.10 118 1.13 1.08 .88
Var 61 .62 .70 .59 .57 .63 g1 .62 .48
WC 1.18 1.38 1.25 1.25 1.20 1.24 1.34 1.27 .70
TCT 102.74 85.15 109.67 98.17 92.64 96.50 120.64 99.14 69.12

Note — Significant differences are underscored.

(continued on next page)
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Table E-2 (continued)

Mean MIQ scale values for Retail Workers |,
by demographic subgroups

Tenure

Less than 1-2 3-5 6-10 11-15 16-20 21-25 26-30 Over
MIQ 1 year years ears ears years years years years 30 years
Scale 244 238 324 361 245 171 50 30
AU 148 1.41 1.50 1.52 1.61 1.58 1.60 1.87 1.61
Ach 1.45 1.44 1.49 1.54 1.63 1.64 1.67 1.82 1.69
Act 62 84 15 85 10 85 80 Y S 7 |
Adv 1.50 1.54 1.54 1.66 1.68 1.64 1.66 1.60 1.41
Au .03 -.02 .03 .09 18 .20 28 49 .24
CPP 1.06 1.02 1.22 1.25 1.28 1.35 1.47 1.51 1.48
Com 1.30 1.26 1.37 1.48 1.42 1.30 1.51 1.36 1.31
Cow .74 .15 .76 .64 .64 .61 70 .62 .74
Cre 1.00 .96 1.08 1.14 1.23 1.30 1.25 1.30 1.03
Ind 32 15 31 A3 21 -20 .28 22 -.03
MV .96 .99 1.06 1.12 1.24 1.22 1.29 1.51 1.39
Rec 1.20 1.18 1.22 1.26 1.34 1.29 1.29 1.39 1.27
Res .98 91 1.04 1.12 1.15 1.19 1.25 1.34 95
Sec 1.50 1.38 1.42 1.46 1.44 1.32 1.44 1.52 1.42
SSe 1.01 .89 .98 .92 1.04 1.16 1.12 1.27 1.19
SSt .31 11 .03 -.01 .04 -.06 .20 .06 .19
SHR 1.17 1.17 1.24 .35 1.36 1.36 .59 1.39 1.51
ST 98 .14 1.02 1.08 115 1.11 .30 1.07 1.26
Var .70 .52 .73 .55 .55 .63 .62 .68 .54
WC 1.32 1.19 1.28 1.22 1.20 1.14 1.30 1.18 . 1.16
TCT 120.65 107.43 101.49 84.01 95.35 89.75 94.87 81.16 74.97

Note — Significant differences are underscored.

JYUIVNNOLLSAND FAONV.LYHOJNI VLOSANNIN dHIL H0OJd "ITVANVIN



08

Table E-3

Mean MIQ scale values for Retail Workers !,
by demographic subgroups

Sex Age Education Marital status

Not a
high High Post
Under Over school  school high

MIQ Male Female 25 25-34 35-44 45  graduate %g school SinEle Married OQther
Scale N= 131 445 186 101 154 122 95 132 412" 39

AU 1.57 1.54 1.56 1.59 1.53 1.55 1.35 1.67 - 1.62 1.56 1.55 1.90
Ach 1.66 1.81 1.73 1.74 1.83 1.71 1.71 1.80 1.76 1.68 1.81 1.73
Act ' .53 90 .69 .83 .83 1.01 90 87 .63 62 .89 i
Adv 1.87 1.48 1.63 1.70 1.51 1.50 1.29 1.61 1.67 1.64 1.53 1.80
Au 41 -.06 13 -.01 .01 .06 04 .01 .15 .19 .01 -.04
CPP 1.12 131 1.10 1.28 141 1.39 1.24 1.31 1.18 1.04 1.33 1.36
Com 1.11 1.26  1.06 1.19 1.35 1.43 1.21 1.27 1.14 1.07 1.27 1.32
Cow .63 .84 87 a3 .80 12 .81 .79 Y .88 a8 61
Cre 1.40 1.05 1.21 111 1.03 1.15 1.02 1.06 1.39 1.16 1.14 .96
Ind -.02 .25 19 -.01 .19 .36 .34 .18 12 12 .23 .10
MV .55 95 79 .82 1.01 .80 .76 .89 .85 .70 92 .74
Rec 1.36  1.23 1.31 1.27  1.20 1.26 1.15 1.27 1.30 1.29 1.26 1.13
Res 1.44 1.05 1.21 1.12 1.13 1.08 1.01 1.10 1.33 1.14 1.15 1.07
Sec 1.26 1.28 1.21 1.22° 1.30 1.38 1.26 1.31 1.14 1.25 1.24 1.53
SSe .86 1.14 1.03 1.04 1.19 1.08 1.14 1.13 .90 1.03 1.11 93
SSt .00 -.32 -11 -24 -.35 -.31 -.27 -.25 -.24 -.12 -.28 -.31
SHR 1.15 1.14 96 122 1256 1.26 1.22 1.17 1.06 .95 1.20 1.20
ST 99 1.06 86 1.04 1.15 1.20 1.12 1.08 .93 .86 1.10 1.13
Var 45 .53 59 .46 .50 .49 .58 52 46 .62 .50 30
WC 1.02 1.40 1.11 1.29 1.46 149 1.40 1.36 1.14 1.10 1.38 1.37
TCT 79.19 82.14 79.83 7768 B80.65 82.85 100.66 81.70 67.32 79.83 82.87 72.82

Note — Significant mean differences are underscored.
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Table E-4

Mean M1Q seale values for Vocational Rehabilitation Clients,
by demographic subgroups

Sex Education Marital status

Some High Post
Less than 8th high school high

MiQ Male F 1 8th Szage de school d school Single Married Divorced Other
Scale N= 1,148 %% EISU 503 5%8 84 SgI 523 104
AU 1.63 1.63 1.52 1.75 1.62 1.63 1.52 1.50 1.74 1.85 1.84
Ach 1.54 1.63 1.44 1.72 1.57 1.54 1.54 1.42 1.70 1.82 1.77
Act 62 .68 1.16 .96 .69 .53 .26 .52 12 .19 .83
Adv 1.50 1.20 1.29 1.49 1.44 142 1.28 1.27 1.59 1.58 1.51
Au -.11 -.49 -.15 -.11 -.20 -.23 -.30 -.31 -.07 -.08 =23
CPP .87 .96 .88 1.04 .92 .83 .85 a1 1.00 1.06 1.05
Com .87 .68 1.07 1.06 .88 1 .68 .10 .95 .94 92
Cow .66 11 .81 12 .16 .64 64 74 .62 61 2
Cre 94 .65 75 81 .87 .86 97 16 .98 1.02 98
Ind .39 .29 93 73 45 .24 01 .26 46 49 61
MV 74 a7 94 89 .15 .68 78 .67 §§ A1 10
Rec 1.02 .84 99 1.15 .98 .96 84 .85 1.13 1.05 1.13
‘Res .00 .69 3 95 .96 93 83 a8 1.07 1.10 .99
Sec 1.41] 1.26 1.61 1.74 1.39 1.29 1.09 1.22 1.54 1.43 1.51
SSe 104 1.34 1.11 1.14 1.17 1.11 1.00 1.08 .15 1.23 1.18
SSt .14 -.06 .29 .35 27 -.01 -.39 12 .02 19 .15
SHR Vi) .56 .84 .90 .76 .65 .59 59 .88 .87 a3
ST .90 .80 1.08 .99 93 .80 70 .18 .98 93 .90
Var 51 .46 .67 .59 .55 .46 .31 417 .53 .51 .59
wC 1.03 1.08 1.21 1.18 1.10 99 .88 1.00 1.09 1.05 1.14
TCT 92.84 87.82 122.59 99.91 102.10 85.43 73.68 103.00 81.72 81.17 75.42

Note — Significant differences are underscored.

(continued on next page)
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Table E-4 (continued)

Mean MIQ scale values for Vocational Rehabilitation Clients,
by demographic subgroups

Age
MIQ 16-17 18 19 20 21 22 23 24-25 26-30 31-35 36-40 41-45 46-50 Over 51
Scale N= ~ 79 144 151 110 88 64 61 90 142 120 106 133 111 168
AU 1.40 152 149 149 154 1.65 148 164 164 1.69 1.76 1.8 1.80 1173
Ach 145 131 141 14 150 146 155 161 161 171 179 175 170 1.63
Act 48 39 58 51 51 .23 49 .64 .27 8 18 .14 .76 1.00
Adv 1.21 121 128 127 138 152 131 152 150 156 159 164 1.58 .33
Au -2 -30 -34 -41 -325 -40 -22 -19 -17 -08 -22 -13 -.03 ~-.0%
CPP 74 69 .76 a1 a6 79 N 76 .86 1.01 1.09 09 165 110
Com 62 65 66 .72 .67 .61 68 84 84 96 .95 .97 .97 1.09
Cow a2 76 a7 .66 72 a2 64 .63 66 69 .65 .66 61 2
Cre .82 13 5 .79 11 1.00 .83 98 94 102 .85 .94 .88 .87
Ind 24 .03 .37 .20 05 -.01 19 .33 41 55 .34 52 .56 .18
MV .82 66 .66 50 .53 .56 9 60 66 90 .87 .84 97 .92
Rec .85 13 8 91 96 .98 Q1 .99 99 103 101 103 114 115
Res 18 J4 75 83 .84 .96 J9 0 .97 1.08 1.12 99 1.06 93 93
Sec 1.09 111 128 1.23 1.27 118 1.28 138 137 141 1.65 154 152 160
SSe 1.25 112 114 102 100 96 104 106 103 116 125 113 1138 119
SSt .20 .20 .07 10 .18 -.06 35 .02 .04 17 -.07 -.02 07 .04
SHR 44 57 82 57 60 .49 59 65 .70 .86 .94 .90 .88 92
ST 63 .65 .81 .88 74 88 68 .85 82 98 103 .97 1.06 1.02
Var 40 .56 43 47 55 .40 A7 .50 42 67 A7 A7 .54 57
wC 1.01 91 108 8 105 .87 99 97 106 112 116 113 112 1.13
TCT 11594 103.16 96.15 99.24 87.15 78.66 105.20 88.82 8395 89.90 75.70 77.84 87.91 95.86

Note — Significant differences are underscored.
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