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ROLE CONFLICT, TENSION AND JOB SATISFACTION:
A STUDY OF MEDICAL REPRESENTATIVES

I, INTROOUCTICN
Many factors make the salesman's role within an organization unique:

1. It is a boundary role at the interface between the firm and
its market environment. His role-set extends outwards into
his customer groups and inwards into his organization and
his task is to reconcile the conflicting goals and expecta-
tions of a number of role partners.

2. He often Paces new and unusual demands which require inno-
vative handling and creative approaches. He rarely has
access to a clear set of standard operating procedures for
guidance.

3. His performance has a direct and important impact on the
effectiveness of a number of other functionaries in the
organization who have a vital stake in influencing his
activities and hbehaviour,

4. Because of the physical distance involved from the rest of
the organization, the salesman often feels lonely and iso-
lated, whila at the same time, he is highly protective of
his autonomy and independence.

These unique characteristics produce a high potential for role
conflict, tension and job dissatisfaction among salesmen. The present
study was designed to empirically examine the following questions:

1. UWhat are the most significant determinants of the concepts
of role conflict, role clarity, quality of supervision, job
tension and job satisfaction? ‘

The paper was prepared by Professor Subhash C. Mehta and Messers
Deepak Chawla, Anil M. Pandya and S. Roy, participants in the Fellow
Programme at the Indian Institute of Management, Ahmedabad.
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2, How are role conflict, tension, and satisfaction in a salesman®s
job related to each other and with other important organizational
variables like role clarity, quality of supervision, and the

¢ length of service with the company?

Previous research conducted on role conflict, tensian and job satis-
faction in various organizational settings provided the working hypo-.
thesas that were tested in the present study. These hypotheses were as
follous:

H, ¢ Role conflict is negatively related to satisfaction with

1 . .3 < . . ,
quality of supervision, job satisfaction, role clarity
and cxperience on the job and is positively related to
tension.

H2 ¢ Job tension is negatively related to satisfaction with
guality of supervision, job satisfaction, job experience
and role clarity and is positively related to role conflict.

H:3 ¢ Job satisfaction is nogotively related to role conflict and
tension and is positively related to satisfaction with super-
vision, job experience and role clarity.

1I, THE STUDY

The data for the study were obtained from a sample of 31 medical
representatives located in Ahmedabad, representing a cross-section of
pharmaceutical companies, with the help of the local Medical Represen-
tatives Association. Nearly 65% of the respondents belonged to come
panies with an annual turnover of above Rs. 10 crores each. Some 60%
of the representativos drawn in the sample worked for pharmaceutical
companics with foreign collaboration/affiliations.

Besides the unigue characteristics already mentioned, the choice
of medical representatives as a group for this study was influenced
by the following additional factors:

1. Pharmaceutical companies in India operate in a highly compe~
titive environment and high competitive pressure would normally
create a great dedl of tonsion among medical representatives.

2. Introduction of new products is very common in this industry
which makes additional demands on the salesmen to acquire neu
technical knowledge often and impart it to doctors.

3+ Personal selling is perhaps the single most important element
of the marketing mix used by pharmaceutical companies in their
overall marketing strategies. Medical representatives, there-
fore, are under continuous pressure to improve their performance.
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4. As a group o, prafessional salesmen, medical representatives
have higher "axpectatiohs" from their organizations and have
more complex satisfaction needs than salesmen in many other
Fields .

5, While status equality betuween the salesmen and their customers
gencrally incrcases the effectiveness of salesmen (Ditz, 1967
Gadel, 1964; Evans, 1963; Wittreich, 1962), medical represen—
tatives face considerable status inequality in their dsalings
with highly educated and often economically prosperouds group
of doctors, The task of influencing the doctors to prescribing
their company's drugs and of imparting to them information on
drugs has to be achieved within this constraint,

6. In their external role set, medical representatives have to
deal with diverse groups of professional doctors on the one
hand and commercially oriented chemists on the other hand,

In vicw of highly divergent expectations and demands of these

two groups, the medical representatives require a high degree

of flexibility, innovativeness and patience in the performance
aof their tasks.

IITI. VARIABLES

The key variables included in the study wsre operationalized and
measured on the basis of multiple items, scores of which werc used to
compute the indexes. An attcmpt was made to weight the items by their
perceivci importance but differential weighting di. not prove superior
to equal weighting and results reported in this paper are confined only
to equal weighting cf the items. Questions used to measure each variable
and to develop the indexes arc provided in Exhibit I.

a, Role conflict was vicwed as a multi-dimensional phgnomenon
arising out of: (i) conflicting cxpectations and demands from
customers, superiors, other employces of the organization and
the family, (ii) inconsistenciecs in the jcb requirements with
personal values and norms, and (iii) constraints imposed by
company rules ahd policies.

be Role clarity was dofinaod as the extent to which medical rep-
resentatives are provided with the required information about
the performance of their job activities, their perceived
clarity about the limits and scope of their authority and
their clarity about the company rules and procedures affecting
their job performance. Since lack of performance feedback has
long been a bone of contention between salesmen and their
managers (Dorr, 1963), a measure of adequacy of such feedback
was also included in this index.
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Cs Quality of supcrvision was dofined as perceived discretion held
by medical representatives in their operations, openness of
communications with superiors, receptivity of superiors to their
suggestions-and influence of medical representatives in setting
their sales goals and quotas.

de Job tansion was viewed as perceived frequency with which medical
representatives were psychologieally bothered by work related
matters, by inedequacy of feedback on performance, and by lack
of clear communicationi

8. Job satisfaction was defined as mecdical represshtatives! satis=
faction with organizational enviromment, autonomy, self-sstcem,
opportunity for innovativeness, job security, and prospects of
advancement .

Also, overall measures of those concepts were obtained from the
roespondents, Oata were gathered on the length of employment of the
medical representatives with the present organization.

IV. RELIABILITY OF INDEXES

The coefficicent alpha measurc of reliability was determined for all
the indexes by thc formulas

3 “rij
kT T e
1]
where T = relicHility of multi-itom measure
K = No. of items in measurc
r = Avecrage co-relation among items

The coefficicnts obtained in the research ranged from .67 for super-
vision to .B4 for job satisfaction., The cocfficient for role clarity was
«75 and for both tension and role conflict .82. The values of these co-
gfficients indicate acceptable levels of reliability for research of this
type (Nunnally, 1967).

V. DETERMNINANTS OF THE CONCEPTS

1. Role Conflict

The mean value of overall role conflict measure was 3.7 while the
index value came tc 2,8. This indicates that medical represcentatives do
expericnce more conflict in their role, in a geoneral sense, but ars not
able to pinpeint it to the samc extent to its various dimensions.
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The moan ratings on thc stateoments inclucdad in this index indicated
that conflict arose primarily from inability to pay adequate attention to
family affairs (R.), pressurec from the organization to engage in sales
tactics with which medical representatives did not fully agree (R,), or
which wero not consistent with their personal norms and values (R,), and
resistancc from customers in accepting their suggestions (R.). Inconsist-
ency between the expoctations of the customers and thoss of“supervisors
from medical representatives also created conflicts (R7).

In a multiple regression analysis, when overall measurc of role con-
flict was regresscd* with the index items, inconsistency with personal
norms and values (R,) was the only item which explained significant
variance (9C= ;1) of 27% in an overall measure of role conflict.

2. Rolg Clarity

1
The mean valuo of overall role clarity mcasure was 5,0 whils the

index valuc came to 4.6. This indicatos that medical represcntatives do
not generally face much rolo ambiguity but when their attention is drawn
to specific aspects of role clarity, role ambiguity is felt to some extent.

The mean ratings on the statements included in this index indicated
that role ambigquity arose primarily from inadequate fecedback on performance
(c,), from lack of adaquats information about what all had te be done on
the job (01), and the way it had to be done (02) .

In a multiple regression analysis, when overall mecasure of rcle
clarity w-3 regressed with the in ox items, inadequcte information about
how various things in the job were to bo donme (C.) was the only item which
explained significant variancc (&&= ,1) of 29% i% an overall measurc of
role clarity,

3. Satisfaction with Quality of Supervision

Thoe mean value of overall measurc of satisfaction with the quality
of supervision was 3.6 while the index mcan came to 3.4.

The mean ratings on tho statcements included in this indox indicated
that dissatisfaction with eupcervision arosc primarily from inability to
adeguately influcnce the salos goals sot for the individuals (SP,), and
perceived failurc of the supervisors in fully appreciating the suggestions
and rccommendations of the medical represcntatives (sP,). To some extoent,
inability to communicate their probloms to the superviSors was also a
contributory causc of dissatisfaction with supervision (SPZ)'

*Since index was formed from the items, index score was not considercd
appropedate for use as a dependont variable in these regrossions,
Instoad, overall measurc score was preferred,
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Multi-le regression anmalysis -nawed that index i:cems explained 53%
of variance in an overall measure of satisfaction with the quality of
supervision., The two items that were signifigant in explaining this
variance were inability to communicate problems to supervisors (S5P.) and
the way their suggsstions and recommendations wers treated by the Super-
visdrs (593), the respective gfvalues being .01 and .1.

4., Job Tension

The mean value of overall job tension was 3.5 while the index value
came to 2.9. Thus the respondents overestimated the overall tension in
the job, but their focus on specific dimensions of tension indicated that
the phenomenon was less pronounced than the tension that was perceived to
be prevailing in a general manner.

The mean ratings on the statements comprising this index indicated
that major causes of tension were pressure to perform certain job activities
against personal judgement (T.), availability of adequate information to
carry out various activities (T )s emphasis on quantity rather than qualit
of work (T.), overall work 1oad® (T), conflicting demands of superiors (T {
and difficulties in convincing customers (T )

Multiple regression analysis showed that index items explained 66%
of the variance in the overall measure. The two items that were signi-
ficant in explaining this variance were heavy work load (T.) and diffi-
culties faced in convincing the customers (T ), the respec§1ue &€ values
being 01 and 1.

5. Job Satisfactign

The mean value of overall job satisfaction was 4.4 and the index value
obtained was 4.1« The rean ratings on the statcments comprising this index
indicated that lack of oppertunity in thc job in preparing for future ad-
vancement (S ), less than total involvement (S_.), inability to determine
oun goals (S ) and lack of full appreciation op their job by other depart-
ments of the company (S ) were porceived as the major reasons for job dis-
satisfaction among medlcaﬁ representatives.

Multiple regression analysis showed that index items axplained 78% of
the variance in the overall measurc of job satisfaction. The items that
were most significant in explaining this variance (&&= ,01) werc less
than total involvement in the job (56) and lack of advancement opportunity
(S ). Inability to detcrmine own goals (S,) and overall liking for the
organlzatlon as a place of work (S } were also significant at 05 level.
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VI. TESTS OF HYPOTHESES

Table I presents correlations of indexes on role conflict, tension
and job satisfaction with the various variables included in the hypotheses
and indicates support for sach one.

Table I

CORRELATIONS OF CONFLICT, TENSION AND 30B SATISFACTION

: ___ _Co-Relations Job
Variables Conflict _ Tension Satisfagtion
1. Job Satisfaction Index —, 65% -, 58* 1
2. Role Clarity Index — o 34 N% - 27 ¥ Xk A4
3. Satisfaction with
Supervision Index —.52% ~e54%* .60%
4, Tension Index o T2% 1 —.58%
5. Job Experience -, 2 6% #¥ e 23REX o 26993
6. Role Conflict 1 o T2% —e 65%
*ofL= 01 **QfC= ,05 #erg= .1

1. Role Conflict: The correlations of role conflict with all the
other variables are statistically significant. The correlations
indicate that lesser the job satisfaction, role clarity, satisfaction
with supervision and job experience and greater the tension, more ths
rale conflict.

A multiple regression analysis with role conflict index as a
dependent variable and the above mentioned five indspendent variables
showed that 61% of the variance in role conflict index measure was
explained by thess variables., While all the independent variables
had their hypothesized sighs in the regression equation, only tension
and job satisfaction turned out to be significant at ,01 and .05 level
respectively., Role conflict, thus, has a substantial association with
role tension and job satisfaction.
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2. Job Tension: The correlations of job tension with all ether variables
are statistically significant. The correlations indicate that greater the
job satisfaction, rcle clarity, satisfaction with supervision, and job
axperisnce but lesser the role conflict, lesser the tsnsion.

A multiple regression analysis with job tension index as a dependent
variable showed that 60% of the variance in tension index was explained by
the five independent variables. While all the independent variables had
their hypothesized signs in the regression equation, only role conflict
and job experience turned out to be significant at .01 & ,05 level res-
pectively. Role tension, thus, has a substantial association with role
conflict and job experience.

3., Job Satisfagtion: The correlations of job satisfaction with all the
other variables are statistically significant. The correlations indicate
that greater the role clarity, satisfaction with supervision, and job
experience but lesser the tension and role conflict, moro the job satis-
faction .

A multiple regression analysis with job satisfaction index as a
dependent variable showed that 67% of the variance in job satisfaction
index was explained by the five independsnt variables. While all the
independent variables had_ their hypothosized signs in the regression
equation, only satisfaction with supervision and role conflict turned
-8 to be significant at .01 and .05 lovel respectively. Job satisfaction,
thus, has a substantial association with quality of supervision and role
conflict,

VII. IMPLICATIONS

A number of implications cmerge from the results of this study,
These arc discussed under managerial implications and methodological
implications. )

1. Managerial Implications: Every sales manager is intercsted in improving
job satisfaction and decreasing role conflict and tension among his salesmen.
If he has a variety of variables to monitor ‘and control for the achicvement
of objectives relating to incrcased job satisfaction and doqreased tension
and conflict, where shouldyhe focus his primary attention? The findings

of this ressarch provide important clues towards action strategies for the
achievement eof these objoctives. The major reccommendations that smerge are:

. a. Medical representatives assign considerable importance to their
personal norms and values. Uso of any sales tactics which are
inconsistent with these norms and values cause significant role
conflict and job tension which, in turn, causc job dissatisfac-
tion. The sales manager has to doveclop a clear understanding
of theso norms and cndeavour to develop sales strategy and
tactics consistent with the provailing standards of personal
norms and values held by his sales forcc.
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tecause of work pressures, medical representatives are worried
over their inability to pay adequate attention to their family
affairs. Thc sales manager should help enhance the self-worth
of the salesman in the eyes of the family so that the family
begins to rationalize his inadequate attaention to its affairs
in terms of his involvement in job and relatively higher order
goals, The sales manager should also take friendly interest
in the family related matters of the salesmen to develop a
compensatory feelings Howsver, such an interest should be
shown with due regard to the privacy of salesman's life and
undsr no circumstances should come to be perceived as an
"intervention".

Satisfaction with the quality of supsrvision is one of the most
important variables affecting job satisfaction. In this, medical
representatives desire openness of communication, a greater
appreclation of their suggestions and recommendations by the
supervisors, and an opportunity to influence ths sales goals and
quatas set for them. UWhen such conditions are laid douwn, they
probably begin to feel that their supervisors are concerned about
their work and are trying to help them do a good jeb. It should
be realized that openness of communication is more important than
the mere frequency of communication.

Job experience is positivaly related to job satisfaction and nega-
tively related to tension and conflict. Sales managers should,
therefore, guard against excessive turnover in the organization,
which limits the average life span of the sales force organization.

Though lack of role clarity was not found to be a major problem

in this group, there was some ewidcnce that the group was concerned
with inadequate feedback on performance and from lack of adequate
information about the way various activitics were to bo performed
on the jobs Thc latter also causcs some job tension.

The fecling that medical represcntatives' job content does not
proparc them for future advancement was quite predominant in the
group and contributed significantly to the measurc of job satis-
faction, It is, thcrofore, important that companics not only
concentrate on immediate job rolated matters in their refresher
training programmes likec providing tcchnical information and
detailing stratcg§ on now and old drugs, but also provide them
managemcent oricnted training which givas them a feeling of pre-
paration for futurc highor rosponsibilitics.

In many occupations, lack of cnough discretion has a negative
impact on a worker's job satisfaction (Likert, 1967). The

finding of this study is quitc opposite. The medical represen-
tative's jab is far less structurcd than most non-selling jobs,

He oftcn faces non-routine situations and unique customer dcmands.
Conscquently, he dosircs morc direction and support than increascd
discrotion, Nor does hc want more opportunitics for innovative-
ness. Porhaps the oxisting job demands alrecady takc a heavy "toll"
of his innovative abilities,



In short, the study supports the contention that job goals should
be clearly established for the salesmen and thay should be furnished
regular feedback on how well they are meeting the organization's
expepotations. A reciprocal information~flow and open communication
need to be established between the salesmen and their supervisors for
not only satting performance standards and for assessing performance
but also for exchanging information on how the various activities of
the job are to be performed and unique problems solved. An improved
system of communication will create within the salesmen an increased
commitment to attain their job goals and provide them an opportunity
to express their discomfort .on inconsistencies between organizational
demands and their personal values. Ffinally, the research findings
suggest that role conflict, tension and the guality of supervision
are all important variables in the study of salesmen's job behaviour
and satisfaction, A clearer understanding of the critical dimensions
of these variables should assist the sales manager in his managerial
tasks and processes.

2. Methodologigcal Implicationss Based on the experience of this study,
two important research methodological suggestions are made:

ae. While developing the indexes, an attempt was made to use a
two companent model where each item was followed by a measure
of its importance and the index value was computed on the
basis of wcighted average of the items (thcse results are
not reported in this paper). The two~component model Por
the formation of indexes did not prove superior to the one-
component ‘model reportezd in the study in terms of its ex-~
planatory pouwer.

b. In general, overall measurcs of concepts like job satisfac-
tion, conflict, tension, role clarity and satisfaction with
quality of supcrvision were not as effective as indexas
formed on the basis of the various dimensions of these
concepts. Considerable explanatory pouer was lost when
overall measures, instead of indexes, were used in both
correlational and multiple regression analysis (the results
of overall measures have bcen omitted from the paper), It
is, therefore, suggested that multi-item measures be used
in operationalizing and measuring such concepts.

VIII. FUTURE RESEARCH

It is suggested that this study bo replicated using larger
samples and in the context of other selling situations. It would
be interesting to find out if importance being attached to porsonal
norms in terms of their consistoncy with sales tactics is a unique
phenomenon of professional selling in the pharmaccutical industry
or clse it is emerging as a significant phcnomenon in the selling .
"profossion" in general, Also, the finding that job experience -



is positively rolated to job satisfaction and negatively related to
conflict and.tension nceds furtheor investigation, The average job
oxperience of the medical represcntatives included in the study was
eight ycars. Would the rclaticnship hold good for a much larger
period of job cxperience? It is possible that while relationship

of job expericnce with tcnsion and conflict may rcmain the same with
oxtended period of job exparicncc, its relationship with job satis~
faction may change. In other words, the two variables of work ex—
perience and job satisfaction may be rolated curvilinearly wherc at
some point in tho life span of the salcsman in the company, extended
period of gxpericnce may becgin to affoct job satisfaction. It is
gencrally scen that after some yecars, unless advanced or promoted,
senior salesman begin to feel borod and lose some of tho challongo
and cnthusiasm of tho job. At what point such a declino sets in
should be an intriguing gquesticn for the roscarcher to ansuwcr.

Also, bascd on some support from the findings of this study, the
following additional hypothoses can bc stated for formal testing in
futuroc rescarch of this type:

a. Tho lesser the salecsman's neocd for additional discretion,
the greater the job satisfaction.

b. Thc greater the innovativencss rcoulred of salesman, the
lower the job satisfaction.

c. The longer the time a salesman has spent in his currcent
position,. the laser the role conflict and ambiguity.,
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Exhibit I: QUESTIONNAIRE ITEMS USED TO DEVELOP INDEXESH*
44D FOR DOBTAINING OVERALL MEASURES

1. Role Conflict Index (2.9)** —~ Determined from 7 guestions scored on a
1 ta 6 scale ranging from "MNot at AlLl" to "To a great extent®,
!
R1: To what extent does your job invclve deing things which in
certain ways are against your personal norms and valuss? (2.9)

R2= To what extent some of your activities, which you consider
important for effective performance of your job, are considered
as unimportant by people working in other dspartments of your
organization? (2.5)

To what extant do your clients/customers resist the suggestions
made by you in your clicnts' best interests? (2.9)

ps)
oe

R : To what extent your organization forces you to engage in sales
tactics with which you do not agree? (3.2)

R.: To what extent do you feel that you cannot meet customers'/clients!
logitimate demands because of the rules and regulations of your
organization? (247)

To what extent does your job prevent you from paying adequate
attention to your family affairs? (3.2)

(o)}
L2

R,: To what extent do you think that the expcctations of your superiors
and the oxpoectations cof your customers.are contradictory to each
other? (3.0)

2. Role Claritlende(4.6) —- Dotarmined from 5 guestions scorsd on a
1 to 6 scale ranging from "Not at all Adequatce" to "VWery Adequate.

C ]

1t Do you feel your organization gencrally provides you with adequato

information about what all you havc to do on your job? (4.7)

C,: Do you fececl your es organization gencerally provides you with
adequate information about how you arc supposed to do various
things on your job? (4.4)

——

* Provious rescarch provided the basis for tho selection of the items
for the indexes. See Robert L. Kahn, et. ale., Organizational Stress:
Studies in Role Conflict and Ambiquity, Wiley, 19643 T.F. Lyons, "Role
Clarity, Need for Clarity, Satisfaction, Tension and Withdrawal,"
Organizational Behaviour and Human Performance (January 1971), James
H, Donnelly and J.M. Ivancevich, "Role Clarity and the Salesman," Journal

of Marketing (January, 1975) and Martin Patchen, Participation, AchicVCywant,
and Invplvement on the Job, Prontice-Hall, 1970.

**Figures in brackcts give the mean values of the indexes, individual state-
ments forming the indexcs as wcll as for overall mcasures obtained from the
survey data. Index values are computced by weighting the statements cqually.



Do you foeel your superiors provide you with adequate feodback
on your porformance and progress? (3.8)

Jo you foel that you aro gonorcily cuitoe clear about the limits
and scope of your authority? (5.0)

Do you feel that you arc genorally clear about the policics,
rulos and procedurcs of your company that affoet the performance
of your job? (5.1)

Quality of Supervision Index (3¢4) ~~ Determined from 4 questions
scored on 1 to 6 scale ranging from "Not at ALL" to "Completely/Highly"

SPq:

Job

Do you feel that you have to perform your job strictly in accord-
ance with tHe instructions of your supervisors or elsa you believe
ybu have some discretion in deciding your opsrations and activi-
ties? (444)

Do youw think you are able teo satisfactorily communicate your pro-
blems to your superiors in the arganization? (3.7)

To what extent are you satisfied with the way your suggestions/
recommendations are treated by your superiors? (3,1)

Jo uhat extent do you influence the setting up aof annual sales
targets/quotas you have to mest? (2.5)

Tension Index {2.9) —— Oetermined from 9 guesticns scored on a

1 to 6 scale ranging from "Never'" tc "Nearly all the Time"

T1:

TZ:

|
(13

How often do you Feel botherad by being unclear on just what the
scope and responsibilities of your job are? (2.4)

How aften do you feel bothered by not knowing what cpportunities
for advancement or promotion exist For you? {2.5)

How aften do you feel bothered by not knowing what your immediate
superior thihks about you in regard to your performanrce? (2,8)

How often do you fecl bothared by the fact that you can't get
enough information te carry out vaerious activities related to
your job? {3.3)

How often do you feel bothered by the fact that you have too

heavy a work load? (3.0)

How often de you feel bothered by the fact that the guantity
{volume) of your work interforss with its quality (i.e: how well
it gets done)? (3.1)

How often do you feel bothosred by the fact that you have to
perform certain activities against your better judgement? (3.5)



T,: How often the thoughtthat you won't be able to satisfy the con-
flicting demands of your superiors bothers you? (3.0)

T,: How often do you fesl bothecred by the fact that despite many calls
and sclling efforts, you are not able to convince the customers
about your sales proposals? (3.0)

Job Satisfaction Index (441) ~= Determined from 9 questions scored on
a1 to B scale ranging from "Do not Agreec at all"™ tp "Strongly Agree".

51: My job allows me to set my own goals and objectives (3.4).

S,% My job is very challenging (51).

53: My organization considers my contribution impeortant for its success(4.3)
84: Employces working in other departments of the organization consider

my job as an important one (3.8)

S_: My job provides me uwith, th3 opportunlty to prepare myscglf for future
advancement (3.1)

¢ I feel totally involved in my JOb and time litecrally flies (3.6)
I very much like my company as an organization to work for (5.0)
My job provides me with a strong feeling of sccurity (4.0)

sg: I get many opportunitics to try out déﬁ'ideas in my job (4.,3)
. v

Overall Measurcs — Determined from a single question scored ocn a1 to 6
scale ranging from "Not at All" to "Highly/Compleotely'. Overall measurcs
refer to tension, supervision, satisfaction, role clarity and role
conflict respectivcly,

i) Considoring your job on the wholc, how relaxed do you generally
foel about your job? (3.5)

ii) Considering your job on thc whole, to what extent you are pleased
with thc quality of supervision you get? (3.6)

iii) Considering all aspcdts of your job, on the whole, hou satlsfled
you foel in your present job? {(4.4)

iv) Considering all aspects of your job, on tho whole, do you feel
that gencrally you are as cloar as you would like to be about
various aspects of the job you have to porform? (5.0)

v) Considering your job as a whole to what eoxtent you feel it imposes
on you conflicting domands from various sides (ie.ce from your supcr-
iors, customers, family members, personal beliefs and valucs, ctc.)

(347)
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