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ABSTRACT

This research project was a cross-cultural investigation 

designed to measure the effect of "culture" upon blue collar psycho

logical need satisfaction and need importance. A review of litera

ture indicated that relatively few research efforts have been exerted 

in the cross-cultural need satisfaction area especially with regard 

to blue collar need perceptions.
From the review of literature, a theoretical framework was 

formulated to identify those influences or elements that constitute 

a given culture as it progresses along a cultural continuum. From 

the theoretical framework, five hypotheses were developed that pre

dicted the effect of culture upon the need perceptions of blue collar 

workers from a traditional culture (Mexico) and from a modern culture 

(United States).

The research methodology utilized a revised version of the 

Porter Need Questionnaire (PNQ) as the testing instrument. The PNQ 

was administered on-site and on-the-job to 693 Mexican blue collar 

workers from six (6) Mexican electronics plants in Nogales, Sonora, 

Mexico and 50 American blue collar workers from an electronics plant 

in Tucson, Arizona. The Spanish version PNQ administered to the Mexican 

sample utilized a double translation procedure for validity and content.

The results indicated that Mexican or "traditional" workers 

perceived significantly higher levels of need satisfaction than

ix



Americans from the modern culture. However, Mexican and American 

workers perceived similar levels of importance for all need categories 

except for the social and esteem categories.

Some interesting perceptions were also found among and between 

the male and female workers from each culture.
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CHAPTER 1

INTRODUCTION/RESEARCH PROBLEM

Current management literature has produced numerous studies in 

the areas of employee motivation, job attitudes and psychological need 

satisfaction. This literature and research has to a degree, provided 

management with an improved perception of how to better understand em

ployees and how employers are affected by their work environment. As 

the literature seems to point out, a positive over-all work environment 

that both motivates its employees and provides some degree of personal 

satisfaction, enhances the overall effectiveness of the organization 

and its management.

It is in view of these findings that modern managers have been 

encouraged to develop appropriate strategies and work environments that 

will satisfy what has often been termed as the "lower" and "higher" 

psychological needs of its employees.

Up until 1966, the majority of need motivation research dealt 

primarily with the managerial levels of various organizations in the 

United States. Specifically, first-line, middle-management, and top 

middle-management levels were the groups most focused upon in the major

ity of motivation studies and programs. This is understandable in view 

of the fact that many of the larger corporations in the U.S. believed

1



that the positive motivation of its lower and middle-management levels 

would favorably motivate the entire organization.

Early management theorists believed that a basic understanding 

of the job attitudes and perceptions held by those individuals in man

agement positions seemed appropriate for the study of organizational 

problems and organizational effectiveness (Porter 1961).

Subsequently, top American executives in the 1950's and early 

1960's became understandably concerned with those particular factors 

and conditions in the work environment that were most conducive to the 

well-being, need satisfaction and motivation of its employees, particu

larly its managers.

2

Culture and Motivation

Recently however, because of the expanding nature of many U.S. 

corporations into foreign labor markets, American managers have devel

oped a keen interest into what effects culture and nationality may pos

sibly have upon its foreign operations. As with previous motivational 

studies in the United States, attention was initially focused on the 

managerial levels of the foreign operation.

Again, it was firmly believed that a basic understanding of the 

motivational nature of its foreign-based managers, whether they were of 

American or foreign origin, would better enable top American executives 

to design and incept those appropriate organizational factors that would 

encourage both personal need satisfaction and productivity.



There was however, some disagreement among management experts 

in considering the applicability of American technology and American 

management practices upon foreign-based operations. Some theorists be

lieved in the "universatility of management" which advocated that gen

eral or universal management principles and strategies could be 

developed and used effectively in any country or culture (Harbison and 

Myers 1959; Likert 1963).• Other theorists, like Gonzales and McMillan 

(1961), warned that management as a philosophy or as a process is 

"culture-bound" and that managers should adjust their managerial style 

to the culture and social norms of that particular country. It was 

argued that once the particular norms of a given culture were identi

fied and studied, its effects on the employee in the work environment 

could be better understood and appropriate adjustments in policy and 

strategy could be made.

Culture and Need Satisfaction

Because culture is considered to be one of the least understood 

elements in human behavior and motivation, "culture-bound" theorists 

emphasized that it was important for management to recognize culture 

"as a factor that is external to, and as such, uncontrollable by the 

organization" (Oberg 1963). These theorists emphasized that culture 

must be appreciated as a factor that significantly affects the work at

titude, motivation, and level of need satisfaction of both its manage

ment and workers.

By becoming sensitive to, or at least aware, of the influence 

of culture upon individual employees, "culture-bound" management

3
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theorists encouraged management to develop healthy and compatible 

organizational settings that would encourage and improve both the 

learning process and productivity of its employees. Subsequently, it 

was held that an appropriate organizational atmosphere would serve at 

least, as a partial vehicle for the satisfaction of employee "personal 

needs" that are so vital to continued motivation and productivity.
It is in this theoretical framework that recent "enlightened" 

management literature and research has developed a more concerned or 

"humanistic" approach towards the satisfaction of these "lower" and 

"higher" personal needs. In current literature, this research is often 

termed "need satisfaction" or "psychological need" motivation research.

Need satisfaction research, as it is termed, has received much 

attention in the last ten years and has increasingly become a frequent 

topic of study in the areas of general motivation research and some 

"cross-culture" motivation research.

The Research Problem

While other cross-cultural studies in the need satisfaction and 

need motivational areas have focused on the lower and middle-management 

employee of an organization, this research will study the nature of blue- 

collar worker psychological need satisfaction and need importance. 

Specifically, this research project investigates the effect and poten

tial influence of culture upon the level of perceived need satisfaction

and need importance of Mexican electronic assembly workers and American 
electronic assembly workers.



Given the significant similarities in work technologies and 

organizational structures of these various assembly plants, this re

search project endeavors to reveal some insight into the following 
general areas:

1. Is there a significant difference in the level of need satis

faction and need importance between Mexican and American elec

tronic assembly workers?

2. Among Mexican assembly workers themselves, is there a signif

icant difference in the level of need satisfaction and need 

importance between the six (6) Mexican electronic assembly 

plants in this study?

3. Among Mexican and American assembly workers is there a signif

icant difference in the level of need satisfaction and need im

portance between male and female workers?

Scope of Research Study

The total data base of 743 respondents for this research was 

composed of 693 Mexican national electronic assembly workers and 50 

American electronic assembly workers (see Table 1). The 693 respon

dents in the Mexican sample were from six (6) American owned and Amer

ican operated electronic assembly plants all located in the Parque 

Industrial, four miles south of Nogales, Sonora, Mexico.

The 50 respondents in the American sample were from an American 

owned twin-plant operation in Tucson, Arizona. This American plant 

owned and operated an identical twin plant in Nogales, Sonora, Mexico

5
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Table 1. Total Usable Sample of U.S. and Mexican Electronic Assembly 
Workers

Mexican Plants US
-------------------  Sub- Plant

1 2 3 4 5 6 Total % 7 % Total %

Male 9 29 24 16 152 80 310 44.7 20 40 330 44.4

Female 48 16 26 72 195 26 383 55.3 30 60 413 55.6

Total 57 45 50 88 347 106 693 100.0 50 100 743 100.0

!



that was one of the respondent plants in the Mexican sample of this 

research.

Of special interest is the comparison of need satisfaction and 

need importance scores between the twin plants owned by the same cor

poration. Specifically, these twin plants had physical layouts, or

ganizational settings, company regulations and work technologies that 

were extremely similar to each other. The remaining electronic as

sembly plants in the study had structures and technologies that were 

relatively similar but not identical.

Of the six (6) electronic assembly plants in the Mexican sample, 

one (1) large electronic communication plant (Plant //5) constituted ap

proximately 312 respondents or 34% of the entire Mexican data sample.

The remaining five (5) electronic assembly plants each produced be

tween 90-120 respondents constituting the remainder of the Mexican sample 

for the research project.

While it may be argued that leadership style may affect employee 

motivation and psychological need perception, within a given culture, 

the effects of leader behavior as an intervening variable were consid

ered to be outside the scope of this research.

A leadership style questionnaire (LOQ— Leadership Opinion Ques

tionnaire by E. A. Fleishman, 1960, Science Research Associates), how

ever, was given to the managers from each plant in the study as a 

supplementary research project. The results from that survey however 

are not included in this study and did not affect this data.

7
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Brief Description of Experimental Design 

According to Kluckhohn (1965), Faunce and Form (1969), Rosen 

(1969), and Weiner (1966), three (3) factors affect the behavior of 

managers and blue collar employees. These factors are:

1. Organizational Structure— span of control, operation procedures, 

organizational goals and management hierarchy, physical layouts, 

size of organization.

2. Technology— nature or complexity of the task, pooled or sequen

tial or reciprocal production interdependence, size of sub 

units.

3. Cultural— social norms or values based upon-traditional or mod

ern orientations.

In order to best determine or measure the effect of culture 

upon psychological need satisfaction and need importance, the two fac

tors of organizational structure and technology were closely matched by 

selecting organizations with similar operations involved in the produc

tion of similar products by workers of similar physical dexteral abil

ities. Specifically, all 743 Mexican and American respondents in the 

study worked at assembling various electronic components and subcompon

ents by following an established step-by-step procedure in a factory 

assembly type atmosphere within physical surroundings of high metal ceil

ings, pre-fabricated walls and well lighted work stations.

The close matching of technology, organizational structure and even 

physical environment assisted the researcher in isolating culture as an



independent variable and thus, more accurately observing its effect on 

psychological need satisfaction and need importance scores (Figure 1).

The Porter Need Questionnaire (PNQ) as developed by Lyman W. 

Porter (1961) was selected as the research instrument to measure the 

effect of culture on the relative level of need satisfaction and need 

importance between the two cultures. Since this research project sought 

to measure the level of need satisfaction and need importance of blue 

collar workers, the PNQ instrument was slightly modified and expanded 

to include questions pertaining to the physiological and security need 

levels of the employee.

Because of the language factor presenting itself as a potential
V

problem barrier to communication, the researcher prepared a double 

translated "Mexican" Spanish version of the PNQ. Of equal importance 

is the fact that the researcher himself presented and distributed the 

PNQ questionnaire to each of the respondents in the data base. The 

researcher, being of Mexican and Spanish descent, gave directions to 

the respondents in Spanish, answered questions in Spanish and assured 

the respondents of anonymity and confidentiality.

9
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CHAPTER 2

i

REVIEW OF LITERATURE 

Early Research

Work as a psychological function has been the concern of 

researchers and top management even before the famous Hawthorne experi

ments of 1926. Brayfield and Crockett (1955) in an extensive review of 

motivation research, state that Houser and his associates, as early as 

1921 pioneered the systematic investigation of employee attitudes at a 

time when there was very little active interest in the field.

These early endeavors at investigating employee attitudes were 

chiefly directed at determining relationships between various psycholog

ical and physical characteristics and productivity (Schaffer 1953). 

Light, noise and fatigue were typical of the variables that were most 

often selected for investigation.. It is not unusual, therefore, that 

these early studies by psychologists and other researchers should take 

this course of interest since much of the impetus at that time was pro

vided by the "Scientific Management" movement of Frederick Taylor and 

the Gilbreths.

The Hawthorne studies, however, which began in 1926, stimulated 

a shift in emphasis from the physical aspects to the emotional aspects 

of employee behavior. Beginning in the 1930's a large number of social 

scientists endeavored to understand and appreciate the human factors 

that operated in the work environment. Many of these researchers, both
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from fields of the behavioral sciences as well as other disciplines, 

were particularly interested in those factors related to worker adjust

ment and satisfaction.

Job Satisfaction Research

The Human Relations movement in the 1930's and 1940's with its 

emphasis on job satisfaction, good interpersonal relationships and in

formal groups, provided the important initial stimulant for the study 

of job attitudes and their relationship to human behavior in organiza

tions (Lawler and Porter 1968). Throughout this period, numerous stud

ies were carried out to determine possible correlations between job 

attitudes, job satisfaction and various job behaviors (Porter and Lawler 

1965; Schwab and Cummings 1970; Hulin 1969; Neely 1971; Pavone, Hurley 

and Dickard 1971; Pinto and Davis 1974; Ghiselli and Wyatt 1972; Imparto 

1972; Wofford 1971; Ivancevich and Baker 1969; Gibson and Klein 1970). 

Such studies examined possible associations between job satisfaction 

and such factors as seniority, age, sex, occupation, education, and 

income level, to mention just a few (Neely 1971). Other studies tried 

to relate worker attitudes and job satisfaction with such behavioral 

variables as absenteeism, accidents, grievances, illness and even life 

expectancy! (Vroom 1964; Hulin 1969; Payne, Carroll and Leete 1966;

Sells 1963). Imparto (1972) estimated that more than 3,000 articles in

vestigating the components of job satisfaction and employee attitude 

have been published since the appearance of Roethlisberger and Dickson's 
(1939) Hawthorne Studies (Locke 1969).
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One has but to take notice of the sheer number and variety of 

research efforts in the areas of worker attitude to appreciate the 

energy that has been expended to understand employee behavior and job 

attitude. Unquestionably, this great interest and research in job 

satisfaction developed because of its hypothesized or presumed connec

tion to job performance (Porter and Lawler 1968). As Brayfield and 

Crockett (1955) pointed out in their review of literature, the common

ly held assumption that employee satisfaction directly affects perfor

mance, is the reason why this topic permeated so much of the motiva

tional literature within the 1930's and 1940's. Not only did this 

assumed positive relationship fit into the value system of the human 

relations movement, but the Hawthorne studies and other related re

search (Kornhauser 1965) provided enough data to support this assump

tion.

The 1950's, however, generated researchers who did not so 

quickly and routinely accept the popular satisfaction-performance 

relationship. Brayfield and Crockett (1955) pointed out that the 

reader of literature in the 1950's wanted to understand why job satis

faction should lead to improved performance, and to what degree. In

deed, Brayfield and Crockett (1955) established in their extensive 

review that many studies had failed to find a significant positive 

satisfaction-performance relationship. This review had a major impact 

on the field of industrial psychology and helped shatter the kind of 

naive thinking that characterized the Human Relations movement (Porter 

and Lawler 1968). In fact, the Brayfield and Crockett study may have
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discouraged additional research and subsequent theoretical developments 

in this area to such a degree that few research studies in the job 

satisfaction-job performance area were reported in any scientific jour

nals after 1955!

However, another review of literature study by Herzberg,

Hausner, Peterson and Capwell in 1957 took a more optimistic view of 

the satisfaction-performance relationship by establishing that although 

the relationship was not highly positive nor absolute, there was fre

quent evidence that improving job attitudes was favorable to improving 

worker output.

Schwab and Cummings (1970) reviewed and evaluated the research 

and literature for the past 40 years for the satisfaction-performance 

relationship and categorized them into three (3) theoretical points of 

view:

1. The view that satisfaction leads to performance (the view gen

erally associated with the early human relations concept). 

Satisfaction Performance.
2. The view that the satisfaction-performance relationship is 

moderated or affected by a number of variables (this view gained 

acceptance in the 1960's).

3. The view that performance leads to satisfaction (a recently 

stated position). Performance •> Satisfaction.
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Motivation Theory Models

Vroom (1964) later conducted additional reviews of literature 

with basically the same general conclusions as Brayfield and Crockett 

(1955), but pointed out that additional theoretical frameworks and re

search models needed to be developed in order to better understand the 

satisfaction-performance relationship. Vroom (1964) suggested a "path 

goal theory model" to explain the satisfaction-performance relationship 

as one where performance leads to job satisfaction. Briefly stated, 

good performance may lead to rewards, which in turn leads to satisfac

tion. Thus formulation would then say that satisfaction, rather than 

causing performance, as was previously assumed, is caused b^ it (Vroom 

1964, 246).

A model prepared by March and Simon (1958) perhaps best bridged 

the "satisfaction-performance" view held by the human relationists and 

the "performance-satisfaction" view held by the behaviorists. The model 

suggested that both performance and satisfaction can serve as dependent 

variables. Specifically, March and Simon stated that the motivation 

to produce stems from a present or anticipated state of discontent and 

a perception of a direct connection between individual production and 

a new state of satisfaction. In relation to the present need satis

faction study, the March and Simon model hypothesizes that performance 

is a function of two variables:

1. The degree of dissatisfaction experienced.

2. The perceived instrumentability of that performance in attain

ing desired rewards (how much should there be?).
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The Porter-Lawler motivation model also hypothesized a circular 

relationship between performance and satisfaction. The model claimed 

that a state of dissatisfaction is a necessary, though not sufficient, 

indicator for performance because it activates the individual toward 

seeking the satisfaction of an unsatisfied need. Additionally, Porter 

and Lawler (1968) stated that the greater the potential toward satis

faction experienced the less value attached to such rewards.

The greatest ambiguity in this review of literature has been 

theorizing about satisfaction-motivation relationships and actually 

defining "satisfaction." First, it is often unclear whether satisfac

tion is being used in the "narrow" (need deprivation) sense or in the 

"broad" (attitudinal) sense. Secondly, research has not been clear on 

which needs or which attitudinal references are being considered.

Maslow's Need Hierarchy Theory

Many motivational studies have examined individual need satis

faction (psychological need satisfaction) using Maslow's hierarchical 

theory of human motivation (Porter and Lawler 1968; Hunt and Hill 1969; 

Schwab and Cummings 1970; Ajiferuke and Boddewyn 1970a; Ivancevich and 

Baker 1969; Ivancevich 1969; Slocum 1971; Slocum, Topichak and Kuhn 

1971; and Roberts 1970). Maslow's theory postulates five (5) broad 

classes of needs arranged in ascending or hierarchical levels of pre

potency. The ascending need categories are physiological, security 

(or safety needs), social (or love needs), esteem, and self actu

alization (see Figure 2). In essence, Maslow's theory states that 

man's behavior is continuously motivated by a desire to achieve or
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Least Prepotent

V. Self-Actualization
- full use of and exploitation of talents and capabilities
- complete development of one's resources

'' - self fulfillment, self-actualization
- growth and suitability
- learning and knowing more

IV. Esteem (divided into two parts) 1

; A. Self Esteemj - self respect, self esteem
' - achievement and capability and ability

- self reliance and strength
- high evaluation of oneself

B. Respect (derived from others)
- recognition and appreciation

 ̂ - reputation and prestige
'l* - leadership and autonomy
i - dominance, status, importance

ill* Social (also called Love needs)

| A. Love for others
j - affection for others

- respect for others
- loving, giving love

S B. Love from others
, - receiving love
t - acceptance, belongingness
' - a place in his group

1 II. Safety Needs
j - a job with tenure and protection
1 - something that may be counted upon now and in the future
! - reassurance and protection
j - insurance and a savings account

f a - undisrupted routine or schedule

i I. Physiological Needs; these pertain in addition to those
; listed below, the pure physical needs of the body (i.e.,
5 food, water, rest, sex).
! - favorable working hours
| - clean and tidy surroundings
I - favorable working conditions (light, noise, ventilation)

Most Prepotent

Figure 2. The Components of Maslow’s Hierarchy of Needs
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maintain a desired need satisfaction level. Specifically, the most 

prepotent or basic needs in the hierarchy must be satisfied first (at 

least minimally) before an individual will be motivated to satisfy the 

next, less prepotent need. As an individual has achieved some degree 

of satisfaction with these lower needs, he/she will actively seek to 

satisfy the higher order needs in the need hierarchy. As Maslow (1954) 

pointed out however, this hierarchy of needs is not a rigid fixed or

der that is identical for all individuals. The hierarchy of needs or 

the order of need-prepotency varies somewhat from person to person, 

especially in the area of middle-order needs such as the social and 

esteem needs. Additionally, Van Fleet (1961) states that certain qual

ifications and comments about the Maslow Hierarchy of Needs theory must 

be reiterated because of their importance in fully understanding the 

theory. Specifically, Van Fleet makes two (2) qualifications:

1. There are exceptions to the general applicability of the hier

archy notably with regard to the chronically deprived, the 

psychopathic, the innately creative and the individual whose 

needs have been satisfied extensively for a long period of time.

2. What is motivating and satisfying for one individual, may not 

hold true for every other individual.

With regard to the conceptualization of a "hierarchy of needs" 

as a model for understanding human motivation, other writers and re

searchers have used similar conceptual frameworks in their discussions 

of need or job satisfaction of individuals working in a given organiza

tion (e.g., Argyris 1957; Davis 1957; Haire 1956; Leavitt 1958; Smith



1955). Within the present research design. Maslow's Hierarchy Theory 

forms a simple and direct theoretical framework for motivational re

search, especially since many psychologists (Whyte 1969; Roberts,

Walter and Miles 1971; Argyris 1957) tend to think in terms of human 

need motivation as the basis for variations in individual behavior and 

work attitudes.
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General Need Satisfaction Studies 

As previously stated, a great number of motivational research 

studies have examined human behavior in terms of "psychological need 

satisfaction." Roberts (1970) states that Maslow's Hierarchy of Needs 

theory offers both a scheme for categorizing needs and a development 

theory concerning the human motivation system. Additionally, the Mas- 

low hierarchy offers a widely known system for structuring human needs 

and is a likely starting point for those researchers who favor the con

cept that the dimensions of job satisfaction are related to the need 

system of the jobholder (Roberts 1969).
Basically, need satisfaction research can be classified into 

two areas, those studies dealing with managerial need satisfaction and 

those studies dealing with blue collar employee need satisfaction. Both 

of these areas of study according to Nath (1968) follow the "development 

process" experienced by all new areas of investigation. Specifically 
this process is:

1. Exploratory Stage— discussion of the general problems of inter

est in cross-culture research.



20

2. Explanatory Stage— attempts to explain the phenomena uncovered 

by the exploratory studies.

3. Predictive Stage— based upon the exploratory and explanatory 

studies, theories are developed that are used to predict rela

tionships (e.g., culture and need satisfaction).

Although a significant amount of research has been in the "need satis

faction" area, the majority of these studies were concerned more with 

domestic (U.S.) need satisfaction profiles within organizational levels . 

rather than across cultural boundaries. Porter (1963), for example, 

undertook an extensive set of research projects that systematically in

vestigated the relationship of Maslow's need hierarchy model to differ

ent organizational levels within an organization. In an exploratory

study in 1961, Porter examined the differences in perceived need satis-
' * /

faction between bottom and middle management jobs and found vertical 

location to have a significant effect on the level of need satisfaction. 

In subsequent studies. Porter (1962) found that the level of position 

affected both the amount of need satisfaction and the degree of impor

tance that lower, middle, and top managers assign to the various need 

satisfaction factors.

In a later study relating need satisfaction to horizontal posi

tions, Porter (1963) found that line managers in various American or

ganizations perceived greater need fulfillment than staff managers with 

the greatest differences occurring in the "esteem" and "self- 

actualization" areas.
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Other researchers in the area of motivational need satisfaction 

have related such organizational variables as leadership style to need 

satisfaction (Ghiselli and Wyatt 1972; Beer 1966; Van Fleet 1961), job 

content and job context to need satisfaction (Neely 1971),. and even 

occupation (Kuhn, Slocum and Chase 1971) to need satisfaction. Pinto 

and Davis (1974) formulated a "need-type" hypothesis ac a factor that 

possibly affects need satisfactions, which stated that different indi

viduals with distinctive need patterns differ in the way their needs 

are satisfied and interrelated.

In addition to the research efforts expended in the business 

sector, studies were also undertaken to investigate need satisfaction 

in the governmental sector. Using the Porter Need Questionnaire (PNQ) 

Paine, Carroll and Leete (1969) compared the need satisfactions of field 

managers with office managers in a governmental agency and later com

pared these results to private industry managers from the Porter (1962) 

study. Rinehart, Barrell, DeWolf, Griffin, and Spaner in 1969 later 

conducted a study that similarly compared need satisfaction in business 

organizations to need satisfactions in government agencies. As in the 

Porter studies, the results of the investigation found that need satis

faction decreases from top to lower management levels with the greatest 

satisfaction deficit being in the autonomy and self-actualization areas 

(Porter 1961). Porter and Mitchell (1967) conducted a subsequent study 

using the Porter Need Questionnaire (PNQ) that compared need satisfac

tion levels of military personnel to civilians in similar jobs and hier

archical levels. The results of Porter and Mitchell were similar to
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the results of Rhinehart et al. (1969) and Paine et al. (1966) in that 

need satisfaction increased in relation to military rank in the same 

way it did for civilians in the business sector. In addition to these 

aforementioned studies, extensive research was also undertaken to re

late Maslow's need hierarchy model to other motivational models.

Schneider and Alderfer (1973) related Maslow's need categories to three 

(3) categories: existence, relatedness and growth (see Figure 3) while

Imparto (1972) compared the need satisfactions factors in the Porter 

Need Questionnaire (PNQ) to the job satisfaction areas of the Job De

scription Index (JDI).

While these and other studies have provided great insights into 

the relationship of need satisfaction to numerous organizational vari

ables, Lacey (1971) emphatically states that the major contribution to 

the research on Maslow's motivation model have been the research studies 

conducted by Lyman Porter (1961, 1962, 1963).

It has been only recently, however, that more attention has been 

focused upon culture and nationality as a likely determinant or factor 

affect need satisfaction.

Cross-Cultural Need Satisfaction Studies

Nath (1968) described cross-cultural research as research under

taken for comparative purposes across several different natural popula

tions or equivalent sections of different national populations.

Because of the expanding nature of many U.S. corporations into foreign 

or overseas labor markets it is not surprising therefore, that business 

executives from all countries have become increasingly concerned with
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Figure 3. Comparison of Maslow and ERG Concepts



the moderating effect that culture and nationality have upon the 

attitudes of employees in their foreign operations. That the degree 

of need perceptions may, in fact, vary from one culture or country to 

another has been well established by many researchers (Porter 

1963; Ivancevich 1969; Ivancevich and Baker 1969; Richman 1965; Zurcher 

1963; Simonetti and Weitz 1967; Weaver and Glenn 1970; Chaney 1966; 
Slocum 1971, Zurcher, Meadow and Zurcher 1965).

Cross-cultural research, therefore, provides a better basis 

and theoretical framework for an appreciation of the influences that 

culture (especially across national boundaries) have upon employee 

attitudes in the organizational environment (McCann 1970). Webber 

(1969) and numerous other researchers have stated that culture influ

ences the approval and disapproval of behavior patterns in individuals 

both on and away from the organizational setting. Additionally, Webber 

(1969) found that the cultural influence upon any given individual is 

often so strong that the dimensions and norms of that particular culture 

become a form of a security. Chapter 3 of this research project pre

sents a discussion of the factors or institutions that constitute a 

given "culture" or society.

Managerial Cross-Cultural Studies 

In an extensive review of previous research projects dealing 

with cross-cultural need satisfaction. Porter and Lawler (1968) found 

that most researchers have traditionally concentrated on the managerial 

levels of an organization when investigating need-motivation. Porter 

and Lawler (1968) state that the emphasis has been somewhat justified

24
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because of a given organization's ability to differentially reward 

managers in terms of money and promotion and, thus, creating greater 

differences for investigation. Haire, Ghiselli and Porter (1965) con

ducted a similar cross-cultural review that examined the need satisfac

tion of 3641 business and industrial managers in 14 countries. The 

study was both exploratory and explanatory in nature. The Porter Need 

Questionnaire (PNQ), as developed by Lyman Porter (1961) was used as 

the research instrument to examine the degree of need fulfillment and 

need importance experienced by these managers. Using an 8-part semantic 

differential questionnaire, Haire, Ghiselli and Porter (1965) were able 

to categorize the 3641 managers in the data base into four (4) broad 

categories: North European, Latin European, Anglo-American, and

Developing countries. These classifications gave valuable insights in

to both the need satisfaction and leadership styles of the managers in 

the countries being studied. Haire et al. attributed 25 to 30 percent 

of the observable differences in managerial attitudes to national origin.

However, Porter and Lawler (1968) point out that the research 

project by Haire et al. (1965) has several methodological shortcomings 

that may have biased the final results of the project. One possible 

intervening variable was age. There were considerable age differences 

among the 3641 managers in the data base. Additionally, Porter and 

Lawler (1965) state that there were no comparisons of job descriptions 

which would create the possibility that managers with similar titles 

could have been performing vastly different job duties.
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Ajiferuke and Boddewyn (1970a) state that although the Haire 

et al. study did possess several errors In Its research design, the 

study nevertheless, emphasized the Importance of such intervening 

variables as religion, education level and culture upon psychological 

need satisfaction.

In a comparative study of need satisfaction between American 

managers located in the United States (USA) and American managers 

located in Europe (USE), Ivancevich and Baker (1969) found that culture 

had a significant effect on need satisfaction even if the respondent 

was not of that culture! The study, which incorporated 75 American man

agers in Europe (USE) and 404 American managers in the United States 

(USA), found that domestic managers reported greater overall need- 

fulfillment than their overseas counterparts. Of interest in the study 

by Ivancevich and Baker (1969) is that while some of the overseas man

agers reported adequate satisfaction of their higher order needs, there 

were significant deficiencies reported in some of the lower level needs 

(i.e., security). Although this study was both exploratory and explana

tory in nature, there were several structural shortcomings. Specifical

ly, the data used the results of a previous study by Porter (1963) as 

the domestic sample. While this may be somewhat acceptable in itself, 

a time lag of approximately six (6) years between the Porter (1963) 

group and the Ivancevich and Baker (1969) group may have distorted the 

results of the study since the two groups could have been affected by 

different economic and business environments.
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Rickman (1965) tells us that the cultural environment of 

business not only affects the perception of the employees who are na

tive to that culture and country but also affects the need perceptions 

of the American manager within that culture as well! It is in this 

conceptual framework that researchers like Gonzales and McMillan (1961), 

Oberg (1963), and Harbison and Myers (1959) are often quoted to show 

that work attitude (e.g., need satisfaction) and management of person

nel is a culture-bound phenomenon.

Blue Collar Cross-Cultural Studies

As Porter and Lawler (1968) had previously stated, the research 

in general need satisfaction and cross-cultural need satisfaction has 

traditionally shown a marked emphasis on the managerial personnel of an 

organization (Porter and Lawler 1965; Porter 1961; Ghiselli and Wyatt 

1972; Paine, Carroll and Leete 1966; Porter and Mitchell 1967; Slocum 

1970; Rosen 1969). It has been only recently that researchers like 

Singh and Wherry (1963); Sirota and Greenwood (1971); Slocum (1971); 

Altimas, Richards, and Slocum (1971); and Schneider and Alderfer (1973) 

have exerted an. effort and interest in the area of blue collar need 

satisfaction studies.

Singh and Wherry (1963) undertook a research project to examine 

need motivation of factory workers in the United States and India. The 

study found that both Indian and U.S. workers place job security as the 

most important of all job factors. From the importance rankings of this 

study, Singh and Wherry were able to recommend different strategies that 

management could use to motivate the workers in the two cultures.
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The major shortcoming in this study, however, was the time lag 

between the collection of data from the Indian sample (1948) and the 

U.S. sample (1963). This time difference alone cast doubt on the valid

ity of the results, especially when one considers that the researchers 

were comparing 1961 India with 1930 America. Another methodological 

shortcoming was that there was no comparison of the organizations' struc

ture nor the nature of the work technology in comparing the results of 

the two cultures. In this sense, the Singh and Wherry study did not 

endeavor to isolate culture as an influencing factor.

Sirota and Greenwood (1971) conducted a cross-cultural study 

for an electrical manufacturing corporation that included 13,000 em

ployees from 46 different countries. The study clustered the data base 

into six (6) groups: Anglo, French, Northern European, Southern Latin

American, Northern Latin American, and independents. Sirota and Green

wood found that the Anglo cluster ranked highest among other clusters 

in goals or needs relating to individual autonomy and achievement. The 

French cluster ranked higher in placing greatest importance in security 

while the Germans and Latin Americans place less importance in individ

ual achievement goals. Of interest in this study was that in spite of 

the differences in need factor importance among the various clusters, 

Sirota and Greenwood felt that the goals of workers are basically simi

lar for the countries and therefore justified the setting of world-wide 

company policies.

Slocum, Topichak and Kuhn (1971) examined the perceived need 

satisfaction and need importance of 177 blue collar workers in the
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United States and Mexico. Using the Porter Need Questionnaire (PNQ) 

Slocum et al. collected data from 83 employees in a glass factory in 

the United States and 94 employees in a similar glass factory operating 

in Sonora, Mexico. Both factories produced identical products for the 

same parent company. The study compared product lines, production 

technology, job requirements and organizational structure for the two 

glass blowing plants and found them to be similar. These methodological 

precautions, in contrast to previous studies, more carefully isolated 

culture as the independent variable.

The findings of the Slocum et al. study showed that culture, 

indeed, had an effect on the level of employee need satisfaction and 

need importance. Specifically, the cluster scores showed that there 

were significant differences in the level of need satisfaction in nearly 

every need item score between the two countries. The study showed that 

the Mexican workers were more highly satisfied than the American workers 

and placed greater importance upon all levels of psychological needs 

than the American workers did. Additionally, Slocum et al. found that 

the security need was the most important but least satisfied need for 

the Mexican worker, but was not as important yet also less satisfied 

for the American worker. Altimus, Richards and Slocum (1971) state 

that although the Slocum et al. study controlled organizational struc

ture and technology, an adequate translation procedure and tighter con

trol over the administration of the questionnaire could have improved 

the confidence of the study. Additionally, of notable concern in the 

Slocum et al. study was the absence of questions that related to the
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lower, physiological needs of Maslov's need motivation theory. 

Specifically, the PNQ instrument used in the study did not incorporate 

questions that related to the adequacy of pay to provide enough food 

and shelter for the worker and his/her family.

Altimas, Richards and Slocum (1971) undertook an interesting 

study that sought to measure the perceived "modernity" of Mexican and 

American blue collar workers as an index of cultural variation. The 

modernity or cultural influence of the respondents was then used to 

assess its effect on job and need satisfaction. The study found that 

Mexican workers perceived greater need satisfaction and need importance 

than their American counterparts from a sister plant.

The absence of the physiological category when administering the 

Porter Need Questionnaire has been a common and perpetuated oversight 

by many previous researchers (Porter and Lawler 1965; Porter 1961, 1962, 

1963; Ghiselli and Wyatt 1972; Slocum, Topichak and Kuhn 1971; Slocum 

1971; Altimas 1971). The inclusion of the physiological need category 

is an important addition when one considers the fact that the blue col

lar Mexican worker in general exists on a significantly lower economic 

plane than his Ameircan counterpart, and even lower than the American 

management personnel that became the focus of previous motivational 

studies.

The present research study realized this socio-economic reality 

and justifiably included three (3) additional questions in the Porter 

Need Questionnaire relating to the lower needs (see Appendix A).



CHAPTER 3

THEORETICAL FRAMEWORK 

Introduction
The theoretical framework and the definition of terms for this 

research was developed from approximately 94 American and cross- 
cultural studies articles and texts. These articles, as does the pres

ent research project, assumed that a correlation and relationship does 

exist between the cultural background of an employee and his perception 

and attitude toward his work environment.

Haire, Ghiselli and Porter (1965), Ajiferuke and Boddewyn 

(1970a) and Nath (1968) all reviewed research in the employee motiva

tional area to determine what factors influenced differences in worker 

attitudes. These authors among others, found that cultural, sociolog

ical, psychological, economic and even religious factors in the envi

ronment all affected employee motivation and perception. The majority 

of these studies, however, found that the cultural factor had the most 

prevalent influence on employee attitude and perception.

These authors, however, stated that the cultural factors used 

to explain differences in work attitudes were somewhat vague with re

gard to their definition of culture and its exact influence on worker 

attitudes. The main reason for this imprecision, according to Aji

feruke and Boddewyn (!9J0b) was due to the differences in the academic
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background of the various authors. Specifically, authors and 

researchers with disciplines in anthropology, sociology, and psychol

ogy will approach and define culture according to their own respective 

academic backgrounds and biases. For example, anthropologists seek to 

gain their knowledge of culture by participating in, and observing the 

society being studied. Sociologists consider culture only as it af

fects group relationships within a particular society. Psychologists, 

on the other hand, consider only what effects culture has on the in

dividual personality.

Inkeles (1968) and Weiner (1966) utilized a socio- 

psychological approach in their endeavors to view culture in more ex

plicit terms. Specifically, this approach viewed an individual's 

behavior, perceptions and attitude as a function of his "culture." 

Additionally, Stinchcombe (1965), Anderson (1966) and Black (1966) 

visualized culture as constantly adapting to the industrialization 

and modernization of a society. Inkeles (1968) later adopted the 

term "modernity" to represent the changes in people's perception as 

their society moves along a cultural continuum.

Definitions of Culture

Since "culture" as a concept or a phenomenon is often defined 

differently by different academic disciplines, researchers often dis

agree to what extent culture affects need perception and motivation 

in a given situation. The effect of culture therefore,on human be

havior is often described rather than precisely defined. Kluckhohn,
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a sociologist, (1965, p. 19) described culture as "learning acquired 

as a result of membership in a particular group," that culture is 

"part of a learned behavior pattern that is shared with others and 

allows us to know what to expect of others and what others expect of 

us." Benedict (1934), a psychologist, considered culture as an inter

dependent link between men and women through the processes of living, 

thinking, reacting and feeling. Foa and Chemers (1967) viewed culture 

as a complex function of social norms and habits guided by various 

societal institutions (governments, places of employment, schools, 

churches, family.)

Kluckhohn states that culture is a "historically created and 

selected process that formulates and channels man’s reaction to inter

nal and external influences." In this sense, Kluchohn claims that 

what is learned, from whom it is learned, and when the learning ac

tually occurs varies according to that particular society’s culture 

(Altimus 1971).

Culture Defined for This Study 

The various definitions of culture, although derived from 

different academic disciplines, have one theme in common. They all 

agree that culture "is transmitted from one generation to the next 

by those within its scope of influence" (Berelson and Steiner 1967; 

Webber 1969). Additionally, Kluckhohn (1965) states that culture is 

a distinctive way of life for a group of people; it is their complete 

design for living. For the purposes of this present research study, 
culture will be defined as:



34

. . . the set of learned attitudes and behavior for a 
specific geographic area that is acquired and regulated 
through teaching and influencing institutions with the 
society's industrialization have an effect (Altimus 
1971).

From this framework, the influences or dimensions of a soci

ety's culture are viewed as having a significant impact on the percep

tions and attitudes of its members (McCann 1970; Foa and Chemers 1967).

Additionally, the concept of culture should not be viewed as 

a static or unchanging condition, but as a dynamic human phenomenon 

that changes as the dimensions in that society's environment change.

Subsequently, the stage of a society's industrialization will 

undoubtedly affect the cultural development of that society, especial

ly the blue collar employee in the work environment (Slocum et al.

1971; McCann 1970; Altimus et al. 1971).

In relation to the present research project, culture will be 

considered to have a significant impact in affecting the attitudes and 

behavior of American and Mexican assembly workers with regard to their 

perceived level of need satisfaction and need importance.

The Cultural Continuum and Modernity

Much research and investigation has been compiled to measure 

or identify the dimensions of culture. Because of its abstractness, 

however, the concept or phenomenon of culture has been difficult to 

operationalize for use in research study. Smelser (1966) endeavored 

to describe culture as a progression of society from a basic or tra

ditional structure to a complex or changing one. The progression
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covered the areas of government, education, religion, family influence 

and socio-economic mobility.

Inkeles (1968) viewed culture as being measurable on a contin

uum, ranging from a traditional or basic culture state on one end, to 

a modern or complex state on the other. The dimensions that Inkeler , 

conceptualized can, and are being used in research and constitute the 

basis for an instrument called an "Overall Modernity (OM)'Scale."

This scale measures the modern tendencies of either individuals or 

groups in the following areas:

1. Openness to new experiences (both with people and in new ways 

of doing things);

2. Assertion of increased independence (from traditional author

ity figures such as parents and priests, to government, unions, 

and public figures);

3. Belief in the value of science and medicine (a general aban

donment of passivity and fatalism);

4. Ambition for one's self and one's children (to achieve high 

occupational and educational goals);

5. Desire for punctuality (wanting people to be on time and 

carefully planning events in advance);

6. Interest in politics (showing a strong interest in community

' affairs and local politics); and

7. Knowledge of current news events (striving energetically to 

keep up with news, especially national and international news) 

(Inkeles 1960; and Altimus 1971).
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This cultural continuum according to Inkeles, was closely 

related to the 1) level of formal education within a society and 2) 

the length of time that an individual or society has been exposed to 

industrialization or factory-type jobs. Inkeles formulated a table 

that summarizes modernity factors and how they change as a particular 

society and its members progress along the cultural continuum (see 

Table 2).

The concept of a cultural continuum for research was used as 

early as 1937 by J. S. Plant (Altimus 1971). Cultural and adaptability 

continuums have been used by many other authors who have considered the 

concept of culture on a continuum basis (Feldman and H u m  1966; Foa and 

Chemers 1967; Kluckhohn 1965; Zurcher 1968; Altimus 1971) in their re

search effort to operationalize the phenomenon of culture. Each of 

these researchers, however, used their own terms and dimensions to de

scribe the elements on each end of the cultural continuum.

The Culture Continuum and Individual Influences 

Many reasons may be presented as to why an individual's 

attitudes, perceptions and general sentiments may be his/her culture.

A given society is composed of many dimensions, institutions and in

fluences that constitute a particular culture. These influences af

fect an individual from the time he is born and provide a frame of 

reference for his present perceptions and attitudes in nearly all 

situations he experiences.



Table 2. Cultural Continuum

Basic/Traditional Culture Modernity Dimensions Modern or Complex

Lesser amount 1. Amount of education Greater amount

Little or no exposure 2. Amount of experience in factories/ 
industry

Greater exposure

Traditions and family 3. Receptivity to new ideas Constant exposure

Dependence on local 
leaders/authoritarian

4. Independence from authority figures Self-determining,
democratic

Some superstitions, 
less belief in science

5. Belief in science Interest in new 
developments

Labor employee 6. Aspiration level for one's self and 
one's children

Supervisory level

Not vitally important 7. Desire for Punctuality Very necessary

Little or nonexistent 8. Interest in politics Aware of its implication/ 
importance

Aware of only local 
events

9. Knowledge of news events International concern

Family in nature 
(small number)

10. Institutions available to satisfy 
needs

Hospitality in nature 
(large number)

Rural 11. Proximity to the city Urban
Source: Inkeles (1968) and Altimus (1971)
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However, as their elements of influence slowly change (perhaps 

because of an increased level of education or increased exposure to 

industrialization) so does the "modernity" of that particular culture. 

Subsequently, as the culture surrounding the blue collar worker slowly 

progresses along the cultural continuum cited by Inkeles, changes will 

occur in attitudes towards one’s occupation, work environment, super

vision and psychological need satisfaction.

Foa and Chemers (1967) in addition to Inkeles (1968) cited 

several "influencing factors" that affect an individual within a par

ticular society as that society moves along the cultural continuum.

These "influences" are:.

1. Institutional influences,

2. Educational influences,

3. Industrialization influences,

4. Communication influences, and

5. Religious and political influences.

Farmer and Richman (1969) also proposed a similar format in 

describing the characteristics of culture but also included socio

economic influences as a factor affecting culture.

Institutional Influences

The sociologists, Foa and Chemers (1967), stated that man's 

behavior is a function of his social "orientations." These orientations 

are influenced by the nature of a given society or culture and are often 

termed "insitutions" of that culture. Foa and Chemers (1967) surveyed



the development of societal institutions and postulated two basic 

types of institutions: 1) the "family" institution, and 2) the "hos

pitality" institution.

"Family institutions as defined by Foa and Chemers were those 

units or structures that define and determine attitudes and behavior 

patterns for an individual when he is interacting with members of his 

own kinship group (e.g., immediate sanguine family: mother, father,

brothers, sisters, cousins, uncles, aunts, etc.).

"Hospitality" institutions were defined as those units that 

affected relationships for an individual when he is interacting with 

persons outside his kinship circle (e.g., friends, co-workers, social 

peers, etc.).

Foa and Chemers (1967) stated that the work situation in a 

traditional culture was an extension of the family institution. Spe

cifically, the work environment offers direction and guidance, much 

like a family institution, that invariably affects the attitudes and 

behavior of those employees within its sphere of influence. Hospital

ity institutions, on the other hand, establish general guidelines for 

social contacts both inside and outside the work situation and Foa and 

Chemers stated that as a society progresses from a basic to a modern 

cultural state, the primary influence upon an individual changes from 

the family institution (traditional) to the hospitality institution 

(modern). Additionally, as the culture becomes more complex, an in

creasing number of "institutions" will compete to satisfy an individ

ual’s needs. Subsequently, the workers in a "modern" society (e.g.,
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American workers) will expect smaller portions of his total life 

satisfaction to come from any one source (e.g., his job).

In contrast, the traditional individual, (e.g., the Mexican 

worker) who is more influenced by the family type institution, will 

place greater importance on his/her work situation and possibly expect 

or receive greater satisfaction from it (Altimus 1971).

Bass (1967), however, warned that it was necessary to focus on 

both situational and individual factors to formulate generalizations 

about social behavior. Friedlander andMargulies (1969) found that the 

amount of work satisfaction derived from various organizational factors 

was moderated by the work values held by the employee. It follows, 

then, that these satisfaction variables are highly influenced by the 

institutional orientation (family vs. hospitality) that is dominant in 

that particular employee's culture and heritage (Foa and Chemers 1967).

Foa and Chemers (1967) established that there are fewer insti

tutions available to satisfy an individual's psychological needs in a 

traditional society than in a modern cultural society. It can be ex

pected, therefore, that workers from a more traditional culture will 

attach more importance to a given institution as an important source 

of satisfaction than those in a "modem" society. Conversely, workers 

in a more modern culture (e.g., American workers) have available to 

them a wider variety of institutions so that no single institution need 

be all-important and/or all-satisfying for them.
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In this framework, it is hypothesized that the Mexican worker 

because of his "traditional" institutional influences, will express a 

higher level of perceived need satisfaction and will assign more im

portance to these job factor categories than his American counterparts 

from the "modern" culture.

Educational Influences

With regard to the effect of education on culture, Anderson 

(1966) stated that as a culture Becomes more modern and industrialized 

in nature, the members within its scope of influence enjoy a higher 

standard of living because of an increased and more constant income 

level. It follows, then, according to R. C. Wood (1966) that this 

additional income level will allow the members within that culture to 

pursue and attain higher education levels for themselves and their 

constituents. Once this higher educational level is attained, new and 

startling dimensions, as described by Inkeles (1968) in the Overall 

Modernity (O.M.) Scale begin to develop within that society. Specifi

cally, the children of this higher educated society begin to develop 

new concepts about themselves, their culture and the institution that 

constitutes that entire society.

However, as Anderson (1966) stated, education levels historical

ly move in a slow step by step fashion in accordance with the increased 

income level of each generation. Thus, the increased education level 

for each successive generation in a particular culture causes an appro

priate shift in the dimensions of that culture. Explicitly, there is 

corresponding progression from the high structured traditional society
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to the less structured modern society. It follows therefore, that as 

a culture becomes less structured and more modern, by virtue of an in

creased education level, the aspiration level of its members increases 

(Slocum et al. 1971).

Zurcher (1968) found that as a society progresses along the cul

ture continuum, the traditional worker will shift his reference group 

(agriculture workers) away from the traditional end and towards their 

foreman or supervisor at the modern end of the continuum. As a result, 

the traditional (Mexican) worker's level of aspiration is more easily 

realized and he is subsequently more satisfied than his modern counter

part (American) because his social or reference comparison level is 

lower.

In this theoretical framework, it is postulated that because 

workers from a traditional culture historically possess a lower educa

tion and aspiration level than their modern counterparts, the 

traditional employee will probably be more satisfied with his job, and 

will assign more importance to his job than the modern worker who 

characteristically has more education and higher levels of aspiration.

Industrialization Influences

As a given culture progresses toward the modern end of the 

cultural continuum through increased exposure from industrialization, 

individuals within that culture are increasingly affected by "moderniz

ing influences." Specifically, the members in a developing society are 

exposed to new opinions, new lifestyles and new value systems that may



be quite different from the traditional views that were previously 

handed down to them by their parents and village elders.

Smelser (1966) stated that as industrialization, with its 

modernizing influences, "invades" a culture, one observes a gradual 

breakdown of the family unit as the main economic unit of production. 

Understandably, as a new factory or assembly plant is established in a 

nearby town, one or more members of households in the surrounding rural 

communities will leave the village and the immediate family to seek 

employment. This is exactly the situation encountered by the researcher 

as he learned that many young employees of the American-owned plants 

(maquflas) in the Nogales Industrial Park were former residents of the 

surrounding rural, traditional communities of Imuris, Cananea, and 

Magdalena in Sonora, Mexico.
As the tendency toward the disintegration of the family contin

ues, fewer and fewer generations live in the same household; as is often 

the case in traditional Mexican families both in Mexico and the American 

Southwest. Newly married, traditional couples become more mobile and 

eventually seek steadier and higher income opportunities from nearby, 

modern and industrialized cities.

As previously discussed, the increased income level enjoyed by 

the family in the modern culture allows the parents to gradually re

lease the training and education of their children to several outside 

institutions (i.e., public or parochial schools)(Smelser 1966). Sub

sequently, as that culture or family moves toward the modern end of the 

cultural continuum, the "family institution" gradually loses its
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influence to the more prevalent "hospitality" institutions of the 

modern society (Altimus 1971)..

The gradual orientation toward the modern culture by the 

industrialized society also affects the values and perceptions of the 

factory worker. The increased number of institutions and factors 

available in an industrialized society cause the blue collar individual 

in a modern culture to attach less importance to his job as the only 

source of satisfaction and importance. In contrast, the traditional 

individual from a basic society considers both his family and job to 
be important sources of overall personal satisfaction (Zurcher et al. 

1965; Weiner and Glenn 1970; McCann 1970; and Gonzales and McMillan 

1961).

Black (1966) summarized this development by stating that mo

dernization destroys the traditional patterns of life, and undermines 

the rural and family unit that was a previous source of life and work 

satisfaction to the individual. Both Black (1966) and R. C. Wood 

(1966) postulated that with the disintegration of the family, tradi

tional family values and traditional life patterns led to individual 

frustrations and dissatisfactions with one's job and life. Wood,

(1966)and Millikan (1966) also stated that the accumulating stresses, 

demands, and expectations of a highly industrialized culture lead the 

individual to reduced job satisfaction, reduced job security, and 

overall frustrations. These considerations support the hypothesis of 

greater satisfaction from traditional workers in a modern society 
than modern workers in the same environment.
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Communication Influences

The establishment of a new factory or assembly plant in a 

nearby city affects surrounding villages and their cultures in a fas

cinating manner. Many members of the nearby villages, especially the 

younger ones, gradually leave the traditional influences of their vil

lage as they seek employment and higher incomes as factory workers in 

the nearby industrialized city.

Communication is a form of man's behavior and man's behavior 

is a reflection of his attitudes and cultural heritage (McCann 1970). 

The traditional, rural individual in a modern, industrialized society 

creates a phenomenon in and of itself. Specifically, although a tra

ditional individual may possess ideas and values that are firmly em

bedded into his personality, his is nonetheless affected by the 

tremendous array of stimuli that constitute the industrial work envi

ronment and the modern "city life." In a unique manner, the influences 

of the nearby modern culture will reach the family villages through 

their offspring; the transplanted industrial worker. Specifically, 

the traditional employee, because of traditional family ties, will 

maintain communication with the family unit and intentionally or un

intentionally convey news or descriptions of various stimuli, develop

ments or other influences from the modern culture.

The communication factor will also affect the modernity of a 

culture in many other ways. As a road is constructed to link the 

traditional village with the nearby factory and the subsequent outside
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world, other modern influences come into the village. People from 

other towns begin to visit and bring with them news and developments 

from the nearby city or the world in general. Radios, television and 

even telephones bring additional new ideas and advice on a national 

scale to the villages on all aspects of life ranging from new agricul

tural practices to fashionable clothing .(Altimus 1971).

As these media influences increase, the traditional individual 

begins to reevaluate his beliefs and perceptions about his family, his 

job and his overall work environment.

In this framework, the amount and quality of communicational 

influences upon a given culture will determine how modern or tradition

al that society and how that degree of modernity will affect psycholog

ical need satisfaction.

Religious and Political Influences

The religious and political history of a culture explains a 

great deal about the development of that society’s beliefs, values 

and perceptions. For example, Weiner (1966) described the great di

chotomy between the United States and Latin America as being 

Protestant-Democratic versus Roman Catholic-Authoritarian.

Latin America, for example, was colonized by Spanish and 

Portuguese explorers with a strong, if not zealous, Roman Catholic 

background. Therefore the culture and religion that these Conquista- 

dores and explorers brought with them established a heritage in the 

New World that was military and authoritative in nature.



The Roman Catholic Church, for example, is an authoritarian 

and traditional form of government (McCann 1970). Its laws, cere

monies and regulations originate within the hierarchy of the church 

and church officials claim their authority to command is a divine 

right. The majority of Catholics in the Holy See, to this day, will 

assign a high status and respect to those in the religious clergy 

and will usually yield to the will or opinion of these church priests 

or bishops in nearly all matters (McCann 1970).

The authoritarian or traditional way of life was further 

embedded into the culture at the time when the Spanish Conquistadores 

enslaved the Indian and transformed the social system in that era 

into two classes: the conquerors and the conquered, or the socially

elite (the "patron"— boss, master) and the Indian or mestizo* (peon—  

lower class or serf).

The United States, on the other hand, was colonized by Northern 

Europeans who were seeking religious and political freedom from the 

predominant religious institution at that time; the Roman Catholic 

Church. The resulting culture therefore, of the early American 

colonizers was democratic in nature, with a "feeling of equality be

tween lay people and those who minister the religion" (Weiner 1966). 

Obviously, the early American settlers wanted freedom from political 

and religious oppression. The Spanish colonizers, however, readily
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*Mestizo is the term used to designate an offspring of a 
White Spanish individual and an Indian native of that area.
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accepted authority and sought to establish and secure the New World 

through authoritarian governments and military dictatorships. These 

traditions stemming from the Catholic Church, the military, and the two 

class social systems have impregnated the Mexican culture with charac

teristics that accept and expect autocratic leadership.

In this framework, the orientation and historical development 

of a society's religious and political institutions will have a defi

nite influence on the people that are within that cultural boundary. 

Specifically, it is believed that an individual whose heritage and 

culture have been authoritarian will tend to accept and respect super

vision from his superiors more readily and often without question than 

his modern counterpart who is more influenced by the democratic way 

of government. In consideration of these factors, it may be predicted 

that the "traditional" blue collar employee from a basic culture will 

be more satisfied with supervision and aspire less to achieve individu

ality than his "modern" blue collar counterpart.

Summary

The aforementioned studies and discussions cause one to ap

preciate the various institutions and factors that constitute a given 

culture and the importance of their influences on the individual and 

his perceptions. From the discussion presented in this chapter of the 

various influences (i.e., institutional, educational, industrial, 

communicational and religious— political) that constitute a culture.
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the researcher postulates that the individual from a basic, or 

traditional culture will perceive his job, his role in that job, his 

supervision and his overall work environment quite differently from 

an individual from a modern or complex culture. Specifically, the 

blue collar worker from a basic or traditional culture will perceive 

and attach a different amount of psychological need satisfaction and 

need importance than will a blue collar employee from a modern culture.

Given the theoretical framework of culture discussed in this 

chapter and its postulated effects on employee work attitudes and 

perception, the researcher proposes the following hypotheses:

Hypothesis 1: Psychological Need
Satisfaction

Because there are fewer institutions available in a basic cul

ture to fill the needs of its members, workers from a traditional 

culture (Mexican) will perceive significantly higher levels of psycho

logical need satisfaction from their job and work environment than 

workers from a "modern" society (American).

Hypothesis 2: Psychological Need
Importance

Workers from a traditional culture (Mexican) will attach 

higher importance to each need category for their job and work envi

ronment than will workers from the modern culture (American).



Hypothesis 3: Mexican Need Satisfaction
and Need Importance (among Mexicans Only)

a) Because of their common traditional culture, Mexican workers 

will not perceive significantly different levels of psychological need 

satisfaction among themselves.

b) Because of their common traditional culture, Mexican workers 

among themselves will not attach significantly different importance 

values to each need category.

Hypothesis 4: Male and Female Need
Satisfaction among Mexican Workers 
and between American Workers

a) Among Mexican blue collar workers from the traditional culture, 

there will not be a significant difference in psychological need satis

faction between Mexican male and Mexican female workers.

b) Mexican male and Mexican female workers from the traditional 

culture will perceive higher need satisfaction than their correspond

ing American male and American female counterparts from the modern 

culture.
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Hypothesis 5: Male and Female Need
Importance among Mexican Workers 
and between American Workers

a) Among Mexican blue collar workers there will not be a signifi

cant difference in psychological need importance between Mexican male

and Mexican female workers.



b) Mexican male amd Mexican female workers from the traditional 

culture will assign higher importance to each need category for their 

job than will their American male and female counterparts.

Chapter 4 discusses the research methodology used to test 

these hypotheses.



CHAPTER 4

METHODOLOGY

The research, selection of the data base, administration of 

the testing instrument and collection of the data for this research 

project was personally undertaken by the researcher to assure first

hand that all phases of the study were completed with accuracy and 

reliability. Numerous other studies in the need motivational area 

were analyzed with respect to the nature and scope of the project, the 

independent and supplementary variables being measured, the sample 

size of the data base, the testing instrument used and the method of 

data collection. The resulting review and comparison assisted the 

researcher in the design of the present methodology project.

Independent Variable

The independent variable for the study, as described and 

defined in Chapter 3, is culture. Once the review of literature was 

completed, and the hypotheses from the theoretical framework were 

formulated, the researcher endeavored to select those plants and or

ganizations that possessed similar or identical structures and tech

nologies so that the true effect of the cultural variable upon need 

perception could be measured.

52



53

Supplementary Variables

The organizational structure and technology of the selected 

assembly plants in the data base were matched as closely as possible 

to more accurately measure the effect of culture (the independent 

variable) upon the level of perceived need satisfaction and perceived 

need importance.

Organizational Variables

The researcher made much reference to the study undertaken by 

Porter and Lawler (1965) that delineated the properties of organiza

tional structure (in relation to job attitudes) that should be consid

ered in the comparison of organizations.

Specifically, Porter and Lawler (1965) developed a criteria 

for defining factors that constitute the organizational structure of 

a firm. These factors were:

1. Size of the total organization

2. Structural organizational factors

a. Span of control

b. Organizational levels

c. Line-staff relationships

3. Centralized versus decentralized decision-making

4. Rules and regulations 

. Size of organizational sub-units.5
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Of the 52 American-owned, Mexican plants operating in the 

Parque Industrial in Nogales, Sonora, Mexico in 1976, approximately 

ten (10) plants possessed similar characteristics using the criteria 

advocated by Porter and Lawler (1965). Four (4) of these Mexican 

operatives were ultimately eliminated because of problems with their 

corporate offices, security clearances or general time and scheduling 
difficulties.

The six (6) remaining Mexican assembly plants from the Parque 

Industrial and the single American plant in the study were found to 

be very similar to each other in terms of organizational structure as 

described by Porter and Lawler.

1. Size. All six (6) Mexican plants (labeled Plants //1-//6) 

and the single American plant (Plant //7) in the study were subsidi

aries or satellite assembly plants for American firms based in a large, 

industrialized American city (Chicago, Pittsburgh, Cincinnati).

The size of each of the plants in the study however, was not 

identical. Plants //l, 2, 3, 4, and 7 possessed between 45-55 employ

ees. Plants #4 and 6 employed approximately 89-106 workers while 

Plant #5 possessed 347 employees.

Of importance, also, is the fact that the ultimate number of 

respondents in the data base differs from the total number of employees 

available (923) from the seven different assembly plants in the study. 

This is because some employees were either absent, temporarily away 

from the plant, or not available when the testing instrument was



administered. Additionally, many questionnaires that were collected 

by the researcher were either left blank or filled out incorrectly 

so as to preclude their being used in the data base.

2. Structural Factors. All of the six Mexican plants in the 

study were of a labor-intensive nature. These plants were primarily 

concerned with the assembly or partial assembly of electronic compon

ents. These components were originally manufactured by their American 

parent companies in the United States. Of particular interest is the 

fact that the American plant in the study was an exact or identical 

twin plant of Plant //I in the study with a similar plant layout and 

nearly identical assembly procedures.

With respect to Span of Control, all plant managers had an 

organizational range of not more than three (3) departments with the 

production department being the most important in all cases.

There were among all plants in the study, approximately five 

organizational levels between the blue collar worker and the plant 

general manager.

Line-staff relationships for all seven plants in the study 

were departments composed of accounting (cost control', budgets, etc.) 

and personnel (payroll, manpower requirements).

3. Decision-Making. The nature of the decision-making process 

for all plants concerned was essentially centralized with all major 

directives coming from the American corporate offices. Specifically, 

the main office for each plant determined production levels, deadlines,
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cost and budget allocations and general operational policies. The 

subsidiary assembly plants did, in all cases, have some decision

making input with respect to scheduling, overtime and paid holidays 

particular to that area.

4. Rules and Regulations. All general operational policies 

and procedures with respect to the nature and extent of operations, 

the mode of operation, structure, and personnel, were determined by 

the main corporate office for each of the plants in the study. Local

ized policy on hours of operations, plant rules, tardiness, etc. was 

determined by the plant general manager. In all cases, rules with 

respect to promotions, disciplinary action, and hiring and firing were 

developed and enforced by the local plant manager with the assistance 

of the personnel manager.

5. Size of the Organizational Sub-units. In all cases, for 

the seven plants involved in the study, the size of each assembly or 

operating sub-unit was approximately 10-12 employees with a lead man 

assigned to 1-3 groups of this size. Depending on the complexity or 

tediousness of the job, each worker was periodically rotated to a 

different task of varying sub-group size.

Technology Variables

The work technology, or nature of the operations undertaken 

by the assembly plants in this study, was very similar for all seven 

companies. Specifically, all seven plants were involved in the
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assembly, or subassembly, of various electronic components that were 

to be ultimately used in pocket calculators, electrical switches, or 

electronic circuit boards. Additionally, all plants in the study used 

similar methods of operation with similar machinery and equipment.

J. Thompson (1972) would describe the work technology in the 

seven plants as being "long-linked" or "interdependent," where opera

tion "Z" can be performed only after successful completion of "Y" which 

in turn depends on the completion of "X." Thompson describes the pro

duction assembly line as the original symbol of "technical rationality" 

and long-linked interdependence.

In all cases, the nature of the work performed in these assem

bly plants was relatively simple in nature with an average worker be

ing able to attain production proficiency in 2-3 days.

Of special interest in the data base is the relationship of 

the Mexican twin plant (Plant #1) with the American twin plant (Plant 

#7). Specifically, workers in both twin plants performed identical 

tasks in some instances, with the American plant performing the major

ity of the component manufacturing and the Mexican plant performing 

the majority of the labor or assembly work, with some manufacturing 

involved. In any case, the work technology and organization structure 

for both plants was such that either twin plant could assume the work

load of the other if the situation so demanded. Tansik (1970) from 

the University of Arizona described in detail the technology and the 

benefits involved in the twin plant concept, especially with regard 
to U.S./Mexican twin plants.
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Sample Size and Selection

Exactly 743 electronic assembly workers participated in 
the research project (see Table 1). The six Mexican assembly plants 

contributed 693 respondents or 93.3% of the total data base, while 

the American plant constituted 50 respondents or 6.5% of the total 

data base.

Only those workers that were engaged in tasks directly con

nected with assembly of electronic components were considered for 

the study. Job classifications were examined and analyzed to insure 

that the respondents performed identical or similar work in each of 

the assembly plants in the study.

The wage system and hourly rate for each job classification 

was nearly identical for all the Mexican plants in the study with a 

variance of not more than $0.04 or 6% per hour. The American plant,

of course, had a considerably higher pay scale than its Mexican 
counterparts.

Basically, the various job classifications for the respondents 

in the data base were as follows;

Assemblers. For all plants in the study, the assemblers were 

the entry level labor positions. The job was relatively simple with 

proficiency attainable within 2-3 days. The job consisted of the 

soldering or assembly of various (the job assemblies varied from plant 

to plant) electronic components for further assembling or as a compon

ent to complete a larger component.
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Operators. These workers handled the various power tools in 

the assembly plant that riveted, screwed or drilled various components 

or metal plates for further processing or work. The operators worked 

exclusively with the machines and the work stations assigned to them.

Inspectors. These workers usually inspected the finished as

sembly or subassembly components for completeness and quality. Re

jected components were hand-picked out and placed in a "reject bin" 

for correction or further processing.

headmen. These workers were in a position of responsibility 

to insure that their section of the assembly plant ran smoothly, that 

work breaks and lunch breaks were coordinated and some order was kept. 

These leadmen or section heads were usually Mexican with an education 

level higher than the assemblers, operators or inspectors. The Mexi

can leadmen or foremen in most instances were an important link be

tween the Mexican blue collar ranks and the American plant management.

Demographic Factors

Smith and Inkeles (1966). found that a worker’s- age, education 

level and sex affect the individual's level of need satisfaction in the 

work environment. Information on these demographic factors was gathered 

from the plant manager and personnel managers from each plant.

Age. Although data on the exact age distribution of the ' 

respondents was not compiled, all six managers from the Mexican plants 

estimated the greater majority of their employees (75%) were between
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the ages of 17 and 23. The ages therefore of the Mexican respondents 

was significantly lower than those from the American sample (19-55).

According to several research investigations by Gibson and 

Klein (1970) there is usually a positive relationship between age and 

job satisfaction. If the age factor is significant in this study, then 

the modern worker (U.S.) should be more satisfied than his traditional 

(Mexican) counterpart.

Sex. According to Table 1, the distribution of the respondents 

in the research study was approximately 44% male and 55% female. This 

may be slightly inconsistent with T. King (1970), who stated that there 

are fewer jobs for women in a traditional culture (e.g., Mexican) than 

in a modern culture and thus, one observes fewer women leaving the 

traditional family structure to seek employment in the industrialized 

city. However, if one considers the proximity of Nogales, Sonora, 

Mexico, to the nearby Mexican towns of Cananea, Imuris and Magdalena 

the high percentage of women in this study may not be so unusual.

Specifically, within the traditional cultures, contact with 

the basic family unit is often retained through geographically trans

planted relatives in other towns and cities. These relatives are 

usually in the form of older brothers, first cousins, uncles, aunts 

or "ninos" who had also migrated from their "traditional" towns years 

ago, to seek employment opportunities in the nearby factories of a 

more modernized city.
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Apparently, this seemed to be the case with many of the 

traditional youths working in the Nogales, Sonora assembly plants. 

Through numerous casual conversations with the respondents in this 

project, the researcher discovered that many of the traditional fac

tory workers (especially the females) ventured away from the tradi

tional family unit only after it had been determined that they could 

relocate, with the family's blessing, with a family relative in that 

particular town. Additionally, in the spirit of the Mexican tradi

tion quite familiar to the researcher, the factory-bound family member 

was expected to actually move in with the extended family member and 

accord him/her the same honor and respect normally given to the ori

ginal parents from the basic family.

It is within this cultural framework that one observes the 

unappreciated phenomenon of more females from a traditional culture 

leaving.the basic family unit and therefore, constituting a signifi

cant portion of the data base.

Smith and Inkeles (1166) discussed previous resesarch con

cerning women and their effect upon job satisfaction scores. Smith 

found that, where women performed similar work and received similar 

compensation as their male associates, women experienced greater job 

satisfaction than men. Since there exists slightly more women in the 

data base than men, the countervailing influence of this variable 

should reflect higher need satisfaction scores for traditional workers 

than for modern workers.



62

Educational Level. According to the personnel records kept 

by either the personnel manager or the general manager from each of 

the assembly plants in the study, the educational level of the workers 

from the traditional culture was lower than that of the modern workers. 

This determination was not made through a direct examination of the 

personnel records of the respondents but by information-gathering 

interviews with the plant or personnel manager from each of the assem

bly plants in the study. For purposes of internal security against 

corporate espionage, the researcher was not allowed access to person

nel and production records.*

From these interviews the researcher determined that the tra

ditional worker in the Parque Industrial averaged about 7-8 years of 

formal schooling which is the mandatory term in Mexico. Some individ

uals, especially from the Nogales area, however, did attend "escuela 

secundaria" (high school) for 1 to 2 years. This increased the "aver

age" of those workers that did not complete "escuela primaria" (grade 
school, grades 1-8).

According to a similar interview with the personnel manager of 

the American plant in the study, the level of formal education for 

the American workers in the modern plant was approximately 12-13 years

Competition was extremely keen in the summer of 1975 between 
various electronic firms in the Parque Industrial. To illustrate, 
three of the six assembly plants were all manufacturing a low cost 
business pocket calculator that would be introduced into the U.S. 
market within five to six months.



with the majority of the respondents completing high school and many 

completing additional schooling at junior colleges or vocational 

schools.

Smith and Inkeles and Kornhauser (1965) studied the relation
ship between educational level and job satisfaction and concluded that 

job satisfaction increased as the level of education increased. From 

this research, one could only postulate that modern workers would be 

more satisfied with their jobs than the traditional workers.

Demographic Summary. Given the theoretical framework in this 

research study and the postulated effects of age, sex, and education 

on the level of need satisfaction, one would hopefully try to match 

these factors in a cross-cultural study such as this one, as closely 

as possible. However, the very nature of cross-culture research is 

such that these factors normally vary between traditional and modern 

cultures. But, by at least identifying and examining these differ

ences, the reader may be aware of their existence and thus, more aptly 

appreciate the results of the study.

Locale of Administration of Questionnaire

After the researcher had carefully screened the numerous as

sembly plants in the Nogales Parque Industrial, those particular 

plants that were most similar with respect to technology and organiza

tional structure were selected as the sample data base for the study. 

The respective managers from these plants were then personally con

tacted by the researcher and asked for their cooperation and assis

tance in the research project (See Appendices B and D).
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Since the research site was only 70 miles away from the 

University of Arizona campus, and only 10 miles inside the Mexico- 

USA international boundary, the researcher could easily accommodate 

each plant manager in the study with a convenient date and time for 

the on-the-job, on-site administration of the testing instrument.

Need Satisfaction Questionnaire

The Need Satisfaction Questionnaire, as devised and developed 

by Lyman Porter (1961), was used as the testing instrument to measure 

the level of need satisfaction and the level of need importance of 

the blue collar assembly workers in the study.

Although many researchers and authors are not content with the 

reliability or validity of the Porter Need Questionnaire (Payne 1970; 

Roberts, Walter and Miles 1971) or, for that matter, with Maslow's 

hierarchy theory in general (Wahba and Birdwell 1976; Schneider and 

Alderfer 1973), many theorists feel that the Maslow hierarchy theory 

forms a simple and direct framework for motivational research. Addi

tionally, although researchers suggested the possibility of multi- 

collinearity between the item questions, the Porter Need Questionnaire 

was chosen due to its high face validity and relative ease of 

administration.

For a summary of literature explaining why the PNQ is so wide

ly used and accepted in motivational research, refer to Schwab and 

Cummings (1970). This "need fulfillment" questionnaire, later termed 

the Porter Need Questionnaire or the PNQ was devised by Porter as a
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modification of Abraham Maslow's (1954) motivation model of the 

"Hierarchy of Needs." Specifically, the Porter Need Questionnaire 

measures the magnitude, importance and degree of need satisfaction of 

the respondent on the job in relation to the five (5) human motivation

al need categories defined by Maslow (Schwab and Cummings 1970; Walters 

and Roach 1973; Imparto 1972; Porter 1961, 1962, 19631.

Format of the Need Questionnaire

The original PNQ questionnaire format as devised by Porter in 

1961 contained 12 questions or items that were relevant to Maslow's 

motivation theory and in general agreement with the hierarchical clas

sification originally used by Maslow (1954). These categories were 

arranged in approximate hierarchical order from the lowest order 

(most prepotent) motivational needs to the highest order (least pre

potent) needs.

Of note, however, is the fact that the original PNQ question

naire did not contain any items relating to the lower physiological 

and security needs. Their exclusion in the original PNQ, according 

to Porter (1961), was due to the belief that these needs are 

presumably so adequately satisfied for any managerial person that 

questions concerning them appear irrelevant and unnecessary to the 

respondent. Additionally, Porter (1961) slightly deviated from Mas

low's original 5-category need system by adding an "Autonomy" category 

that, according to Maslow's (1954) theory, would be included in the 

esteem category directly before "Self-Actualization."



However, in view of the fact that the data base for the

present research project was composed entirely of blue collar workers

(and not well-paid managerial employees), the researcher feels that

the original PNQ format would not be entirely appropriate to this

study. Subsequently, the PNQ instrument for this research study was

appropriately modified to include questions relating to the lower-

level needs. Specifically, three additional questions pertaining to

the physiological and security needs that were more relevant to the

blue collar worker frame of mind were included in the questionnaire

format of the PNQ for this study (.see Appendix A).

Exactly 16 questions or items were included in the revised

version of the PNQ instrument (see Appendix A). The questionnaire

itself was three legal pages in length with the following directions

(in Spanish to the Mexican sample) given at the top of the first page:

On the following pages will be listed several characteris
tics or qualities connected with your job. For each character
istic, you will be asked to give three ratings.

a. How much of the characteristic is there now connected 
with your job?

b. How much of the characteristic do you think should be 
connected with your job?

c. How important is this characteristic to you?

Each rating will be recorded on a seven point scale as indi
cated below:

(minimum) 1 2 3 4 5 6 7 (maximum) (See Appendices C and F.)

An example, or illustration of how to complete the question

naire was also given at the top of the first page and further explained 

by the research in Spanish or English (see Appendix E).
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Each of the 16 items presented in the revised PNQ questionnaire 

corresponded to one of the five (5) need categories as presented by 

Maslow's Hierarchy of Needs theory.

The answer to question (a) was taken to be a measure of need 

fulfillment or the existing degree or presence of that particular con

dition on the job. Question (b) was taken as a measure of the blue 

collar worker's expected level of reward in terms of how much he/she 

felt should be associated with the job.

The difference between question (a) and question (b) was as

sumed to measure the amount or degree of perceived need deficiency for 

that particular need category.

The response to question (c) was taken as a singular indica

tion of the relative importance associated with that particular item.

All item-questions presented in random order were then clas

sified according to the five types of needs described by Maslow (1954) 

as physiological, security, social, esteem, autonomy, and self- 

actualization .

Chapter 5 discusses the findings and statistical analysis of 

the resulting scores.

Translation of the Questionnaire

The revised PNQ instrument used a double translation and 

verification procedure to insure that the Spanish-version PNQ cate

gories represented the valid intent and spirit of each item in the 

questionnaire rather than a mere literal translation. First, the
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questionnaire was translated into Spanish by a male, native bilingual 

Tucsonan who possessed a Master's Degree in Spanish and had taught 

school in the southern Arizona area for over 18 years. A second Span

ish translation from English was also performed by a female post

graduate student in Spanish who had lived in the Nogales, Arizona, 

and Nogales, Sonora area for over 8 years. Both English to Spanish 

questionnaire versions were then translated back to English by 

Mexican natives, both with college degrees in Business, to obtain con

sensual validation and reliability. Both these versions subsequently 

were compared to the original English language version of the PNQ for 

intent and content, rather than a word for word translation (see Appen

dices E and F). Of additional consideration in this translation process 

was that the researcher requested that the translation correspond to 

the educational level of the typical Mexican blue collar worker in 

the study (8th grade).

Administration of Questionnaire

The double translated version of the PNQ instrument was dis

tributed to 748 Mexican blue collar workers working for six (6) 

American-owned electronic assembly plahts located in the Industrial 

Park of Nogales, Sonora, Mexico. The English language version of 

the PNQ was also given to 50 American electronic assembly workers 

from an identical "twin plant" in Tucson, Arizona.
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The following procedures were used in the administration of 

the PNQ instrument and collection of data:

1. In all cases, the plant managers from each of the seven (7) 

factories in the study were contacted well in advance (1-2 

months) regarding the nature of the research project and their 

requested participation in the study.

2. Anonymity and feedback were promised to each plant manager.

3. In all cases, the questionnaires were personally distributed 

by the researcher at the actual job site and during normal 

working hours.

4. In all instances, the researcher clearly explained to the 

participants that the survey was being conducted by a Univer

sity of Arizona student and was not in any manner sponsored 

by their plant management.

5. The researcher clearly stated that the survey was strictly 

voluntary but that participation was encouraged by management. 

(Only 8 employees from the Mexican sample and 5 employees from 

the American sample chose not to participate in the survey.)

6. In all cases, sections of assembly lines or work areas were 

temporarily shut down for the necessary 30-45 minutes to ad

minister the Spanish version questionnaire. When possible, 

large groups of 25-28 employees were grouped into a conference 

room or cafeteria for the administration of the PNQ. (The 

English language version administered to the American workers 

took only 20 to 25 minutes to complete.)
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7. In all cases, the researcher gave instructions to the : 

respondents in either English or Spanish, answered questions, 

and collected the PNQ questionnaires immediately after they 

were completed.

Anonymity and confidentiality were promised to all respon

dents both before and after the administration of the question

naire. (This was especially helpful in administering the 

Spanish version questionnaire to the Mexican workers, who ver
bally expressed concern to the researcher that they feared the 

loss of their jobs if managment believed them to be unhappy 

with their work.)

8. Although each questionnaire had an assigned number, no names 

were placed on the questionnaire. The researcher, however, 

did request the participant to reveal whether they were male 

or female.

9. Supervisory personnel or first line foremen were not permitted 

to participate.

10. The researcher at all times wore a blue University of Arizona 

windbreaker jacket as an added effect to assure the respon

dents that the survey was being undertaken by a University of 

Arizona student and was not in any manner related to the man

agement of their respective plants.
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Of the six (6) Mexican assembly plants in the survey, 740 from 

a possible 748 blue collar workers participated in the PNQ survey.

From the American sample, exactly 50 from a possible 55 participated 

in the survey. Forty-seven questionnaires from the Mexican (tradition

al) sample were improperly completed or not completed at all, leaving 

693 total usable Mexican responses. All the questionnaires completed 

by the American (modern) sample were usable.

Thus, 693 or 93.6% (693/790) of the traditional responses 

(Mexican) and 100% of the modern responses (American) were used for 

the final calculations in the present study.

Chapter 5 contains the discussion of the statistical results 

and findings from these questionnaires.



CHAPTER 5

STATISTICAL ANALYSIS AND FINDINGS

This chapter presents the statistical findings that resulted 

from the administration of a modified version of the Porter Need Ques

tionnaire (Porter 1961) to 693 Mexican and 50 American blue collar 

electronic assembly workers. Chapter 2 (Review of Literature) surveyed 

past and recent motivational studies in the need satisfaction area and 

found that only a small percentage investigated cross-cultural, blue 

collar, need satisfaction. Of the few studies in the cross-cultural, 

blue collar area, only the studies by J. Slocum (1971) and Altimus 

(1971) exerted an attempt to isolate culture as an independent variable 

by endeavoring to control technology and organizational structure. How

ever, several methodological shortcomings in the Slocum study, especial

ly in the areas of the PNQ format and the actual administration 

procedures of the PNQ instrument, reduced the confidence assigned to 

the need satisfaction scores obtained from this project. Specifically 

the Slocum study utilized a hired assistant to administer the PNQ in

strument instead of the primary researcher (Slocum) administering the 

questionnaire himself (Slocum 1971). This fact in itself prevents the 

primary researcher from assuring that proper testing procedures were 

followed and whether or not the Mexican respondents in the study fully 
understood what was being asked of them.
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Chapter 3 discussed the theoretical framework that constitutes 

the concept of culture and how it is believed to affect employee work 

attitudes. This postulated influence of culture upon work attitudes 

was then formulated into five (5) hypotheses.

Chapter 4 (Research Methodology) discussed the research design 

and procedures employed to overcome past methodological oversights and 

more accurately measure the perceived need satisfaction levels of the 

traditional and modern workers in the study.

Chapter 5 utilizes these computed quantitative scores to pro

vide a basis for either the support or the rejection of the 5 re

search hypotheses in this project.

Chapter 6 will discuss these statistical findings in relation 

to the theoretical framework of Chapter 2 and the effect of the culture 

variable on employee need satisfaction and need importance.

Discussion of Hypotheses

Hypothesis 1: Psychological Need
Satisfaction

Because there are fewer institutions available in a basic cul

ture to fill the needs of its members, workers from a traditional culture 

(Mexican) will perceive significantly higher levels of psychological 

need satisfaction from their job and work environment than workers from 

a "modern" society (American).

Presentation of Data Results. Hypothesis 1 was designed to 

predict and test the differences in the amounts of perceived
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psychological need satisfaction between blue collar workers from a 

traditional culture (Mexican) and blue collar workers from a modern 

culture (American). Specifically, Hypothesis 1 intended to test the 

differences in need satisfaction scores between the two cultures on the 

basis of a 16-item questionnaire that incorporated the levels of human 

psychological needs according to Maslow’s Hierarchy of Needs theory 

(1954).

A measure or score for determining the level of psychological 

need satisfaction (or need deficiency) was computed by calculating the 

difference between the score assigned to question (a) of each test item 

("How much of this characteristic is there now?"), and the score as

signed to question (b) ("How much of this characteristic do you think 

should be connected with your job?"). This computed difference is an 

approximate measure of the level of need satisfaction associated with 

that particular item or need category as it relates to the hierarchy of 

needs theory.

Table 3 presents the raw data for the cluster scores assigned 

to question (a) ("how much of this characteristic is there now?") for 

the six (6) need categories as scored by the seven (7) plants in the 
study.

Table 4 presents the raw data for the cluster scores assigned 

to question (b) ("How much of this characteristic do you think should be 

connected with your job?") for the corresponding items tabulated in 

Table 2. It is important to clarify at this point that the scores and 

values assigned to each of the six (6) need categories are cluster



Table 3. Amount of Need Characteristic Actually Perceived. —  Total Sample

Total Sample
Mexican Plants Weighted Weighted

Mexican U.S. Total
1 2 3 4 5 6 Average Rank Plant Rank Average Rank

Physiological 5.91 4.66 5.78 4.81 5.10 5.33 5.19 (1) 4.95 (1) 5.17 (1)
Security 5.32 4.86 5.43 4.52 5.13 4.98 5.05 (3) 4.35 (4) 5.01 (3)
Social 5.29 4.03 4.15 3.91 4.17 4.49 4.26 (6) 4.25 (6) 4.26 (6)
Autonomy 5.25 3.73 4.99 3.99 4.61 4.75 4.58 (5) 4.65 (2) 4.50 (5)
Esteem 5.62 4.60 5.25 4.91 5.13 5.20 5.15 (2) 4.31 (5) 5.02 (2)
Self-
Actualization 5.58 4.01 5.28 4.43 4.91 5.07 4.90 (4) 4.51 (3) 4.87 (4)

N - 57 45 50 38 347 106 69 50 743

Ul



Table 4. Amount of Need Characteristic that Should Be Present. —  Total Sample

Total Sample
Mexican Plants Weighted Weighted

Mexican U.S. Total
1 2 3 4 5 6 'Average Rank Plant Rank Average Rank

Physiological 6.22 5.81 5.83 5.83 5.98 5.80 5.93 (3) 6.34 (2) 5.96 (3)
Security 6.21 5.90 6.41 5.76 6.30 6.00 6.16 (1) 6.72 (1) 6.20 (1)
Social 5.96 5.43 5.37 5.43 5.58 5.35 5.53 (6) 5.36 (6) 5.52 (6)
Autonomy 6.08 5.26 5.74 5.38 5.81 5.57 5.70 (5) 5.76 (4) 5.71 (5)
Esteem 6.22 5.38 5.38 5.82 5.92 5.71 5.83 (4) 5.66 (5) 5.87 (4)
Self-
Actualization 6.33 5.67 5.94 5.70 6.02 5.84 5.95 (2) 6.30 (3) 5.97 (2)

N - 57 45 50 88 347 106 693 50 743

<T>



scores or cumulative scores of the various individual question-items 

related to that particular need category (see Appendix A)..

Both Tables 3 and 4 incorporate a weighted-average and rank for 

the six (6) Mexican plants in the study and a total weighted-average 

and rank which includes the American plant.

Table 5 computes the level of need satisfaction for the six (6) 

need categories for each of the seven (7) plants in the study. As pre

viously mentioned, this value is computed by subtracting the scores 

assigned to question (b) (Table 4) from the scores assigned to question 

(a) (Table 3) for each of the cluster scores in each of the six (6) 

need categories. Specifically, the greater the value of the score in 

Table 5 (under weighted-average) the greater the amount of need dissat

isfaction associated with that particular category. Hence, lower values 

in the need dissatisfaction scores of Table 5 represent higher relative 

levels of satisfaction.

Statistical Interpretation of Findings. The findings of this 

study support Hypothesis 1 that workers from a traditional culture 

(Mexican) will perceive a higher level of psychological need satisfac

tion than workers from a modern culture (American). Specifically, the 

scores from the questionnaire show that Mexican blue collar workers 

perceived, over all, greater actual need satisfaction (or less dissat

isfaction) than their American counterparts for all areas (physiological, 

security, social esteem, autonomy and self-actualization) of the ques
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Table 5. Amount of Need Satisfaction • —  Total Sample

Total Sample
Mexican Plants Weighted Weighted

Mexican U.S. Total
1 2 3 4 5 6 Average Rank Plant Rank Average Rank

Physiological 2.32 2.52 1.09 2.66 2.15 1.55 2.14 (1) 3.16 (3) 2.20 (1)
Security 1.40 1.50 1.36 1.62 1.65 1.82 1.62 (4) 3.41 (2) 1.74 (2)
Social 1.34 2.00 1.48 1.72 1.82 1.58 1.72 (2) 2.03 (6) 1.74 (3)
Autonomy 1.12 1.81 .89 1.58 1.50 1.07 1.43 (5) 2.05 (5) 1.47 (5)

Esteem 1.17 1.08 .96 .81 1.26 1.08 1.64 (3) 2.93 (4) 1.17 (6)
Self-
Actualization 1.54 1.89 .91 1.43 1.46 .99 1.37 (6) 3.42 (1) 1.50 (4)

N - 57 45 50 88 347 106 693 50 743

v joo
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In terms'of magnitude, an F-ratio variance computation showed 

that traditional (Mexican) workers exhibited significantly higher need 

satisfaction scores (p < .001) than the modern American workers 

for all need categories except in the social and autonomy areas (see 

Table 6). The difference in need satisfaction scores between the two 

cultures was significant at .023 for the autonomy category and .315 for 

the social category.

The F-ratio statistic was used in this research project chiefly 

because of its power efficiency and its ability to test whether the 

differences between samples (the 7 electronic plants in the data base) 

was due to the experimental design and not to chance alone (Siegel 1956; 

Runyon and Haber 1970). Each F-statistic was then examined for its 

confidence level or significance level using an SPSS (Statistical Pack

age for Social Studies) program.

Mexican and American Twin Plant Comparison. With regard to the 

comparison of need satisfaction scores between the two (2) twin plants 

in the study. Table 7 shows that the test results were quite similar to 

those found in Hypothesis 1 in that Mexican workers from Plant #1 also 

recorded higher need satisfaction scores than their American counter

parts for all need categories of the questionnaire. Using the F-ratio 

statistics from Table 7, differences in need satisfaction scores were 

highly significant at a less than .001 level for security, esteem, and 

self-actualization, at .012 for the physiological category, .138 for 
social, and .042 for the autonomy category.



Table 6, Differences between U.S. Plant and All Mexican Plants. —  Analysis of Variance

- Total
U.S. Plant

Male
U.S. Plant

Female 
U.S. Plant

All Hex. Plants 
F-Ratio Sig.*

All Hex 
F-Ratio

. Plants 
Sig.*

All Hex. 
F-Ratio

Plants
Sig.*

Actual Physiological 1.994 .158 .001 .982 3.251 .072
Security 13.023 * 6.138 .014 6.716 .010
Social .004 .948 1.400 .238 .767 .382
Autonomy .075 .784 .340 .557 .739 .391
Esteem 24.950 1.933 .165 28.363 . *
Self-Actualization 5.192 .023 .041 .839 6.773 .010

Should Physiological 13.320 * 1.350 .246 13.330 *
Security 17.162 * 2.678 .103 16.152 *
Social 1.153 .783 2.297 .131 .009 .924
Autonomy .220 .639 .452 .502 1.497 .222
Esteem 1.823 .177 .504 .478 1.352 .246
Self-Actualization 8.818 .003 1.444 .230 8.279 .004

Importance Physiological 1.378 .241 .028 .867 2.146 .144
Security .090 .764 5.251 .023 1.939 .165
Social 7.403 .007 9.423 .002 1.193 .275
Autonomy 2.118 .146 6.545 .011 .030 .862
Esteem 19.936 * 16.388 * 5.234 .017
Self-Actualization .464 .496 .065 .800 1.205 .273

Satisfaction Physiological 17.591 * .599 .440 20.602 *
Security 55.198 * 9.231 .003 62.365 *
Social 1.014 .315 .935 .338 .229 .663
Autonomy 5.202 .023 3.679 .057 2.115 .148
Esteem 25.338 * 3.606 .060 25.950 *
Self-Actualization 69.502 * 5.666 .011 20.910 *

*Blank spaces in significance column are "less than .001"; i.e., highly significant
00o



Table 7. Differences between Matched U.S. and Mexican Plants. —  Analysis of Variance

Total
U.S. Plant (7)

Male
U.S. Plant (7)

Female
U.S. Plant (7)

Mex. Plant (1) 
F-Ratio Sig.*

Mex. Plant (1) 
F-Ratio Sig.*

Mex. Plant (1) 
F-Ratio Sig.*

Actual Physiological 21.793 * 2.559 .121 20.613 *
Security 14.027 * 1.255 .272 11.486 *
Social 11.421 .001 1.178 .287 7.995 .006
Autonomy 8.408 .005 5.079 .033 3.710 .058
Esteem 28.846 * 1.329 .259 30.818 *
Self-Actualization 14.407 * .522 .476 16.180 *

Should Physiological .541 .464 .323 .575 1.497 .225
Security 10.145 .002 4.791 .037 7.515 .008
Social 6.548 .012 .935 .342 4.132 .046
Autonomy 4.102 .045 2.636 .116 1.298 .258
Esteem 8.087 .005 4.479 .044 4.763 .032
Self-Actualization .055 .815 .071 .791 .007 .932

Importance Physiological .118 .731 .014 .907 .499 .482
Security .001 .970 .655 .425 1.501 .224
Social 5.009 .027 .387 .539 2.708 .104
Autonomy 3.047 .084 3.047 .093 .339 .562
Esteem 8.696 .004 3.401 .077 3.270 .075
Self-Actualization .266 .607 1.103 .303 .019 .892

Satisfaction Physiological 6.710 .012 .028 .870 7.848 .008
Security 38.541 * 10.703 .004 50.079 *
Social 2.294 .138 .009 .927 1.980 .170
Autonomy 4.740 .042 3.570 .155 2.391 .143
Esteem 21.757 * 3.480 .121 18.673 *
Self-Actualization 21.991 * .993 .352 27.034 *

*Blank spaces In significance column are "less than .001"; i.e., highly significant
ooH
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A Spearman rank correlation coefficient (r^) was computed to 

determine whether there was a significant correlation between the rank

ings of the need satisfaction categories from one culture to another.

The rg value was computed at 0.15 for the American workers in Plant 7 

when compared to all the Mexican workers in Plants //I and #6. The 

Spearman r. for the matched workers from the Mexican twin plant //I and 

the American twin plant #7 was rg = .657.

Hypothesis 2: Psychological Need
Importance

Workers from a traditional culture (Mexican) will attach higher 

importance to each need category for their job and work environment 

than will workers from the modern culture (American).

Presentation of Data Results. Hypothesis 2 was tested using 

the need importance cluster scores from the revised version of the 

Porter Need Questionnaire. Specifically, Hypothesis 2 was designed to 

predict and test the differences in the amount of psychological need im

portance that blue-collar workers from both cultures assigned to the 

various need categories in the PNQ questionnaire. The response value 

given to question (c) ("How important is this characteristic to me?") 

for each need-item in the questionnaire was taken as the singular indi

cation of the relative importance of that item to the worker, on the 
job.

Table 8 presents the raw data for the cluster scores assigned to 
question (c) for the six need categories as scored by the seven (7) 

plants in the research study.



Table 8. Amount of Need Perceived Importance. —  Total Sample.

Need
Categories

Mexican Plants
Weighted 
Mexican 
Average c 
(Rank) *

U.S.
Plant c 
(Rank) <3

Weighted 
Total 

Average c 
(Rank) m

Physiological 6.55 6.57 6.57 6.51 6.60 5.97 6.48 (2) 6.60 (1) 6.49 (2)

Security 6.55 6.61 6.74 6.50 6.70 6.27 6.59 (1) 6.56 (2) 6.59 (1)
Social 6.20 6.12 6.11 6.08 6.19 5.68 6.09 (6) 5.68 (6) 6.06 (6)

Autonomy 6.33 6.21 6.40 6.07 6.30 5.80 6.20 (5) 6.02 (4) 6.18 (5)

Esteem 6.38 6.21 6.42 6.26 6.39 5.94 6.30 (4) 5.71 (5) 6.26 (4)

Self-Actualization 6.53 6.46 6.52 6.23 6.49 6.01 6.39 (3) 6.46 (3) 6.39 (3)
N - 57 45 50 88 347 106 693 50 743

a
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Statistical Interpretation of the Findings. The findings of 

this study only partially support Hypothesis 2 that traditional workers 

(Mexican) will attach more importance, on the job, to each need cate

gory than will their modern counterparts (American).

Specifically, in terms of comparative scores and rank ordering, 

American and Mexican workers indicated very similar feelings regarding 

relative need importance. According to Table 8, traditional workers 

attached more importance than modern workers to those items in the se

curity, social, autonomy and esteem need categories.

Using an F-ratio variance computation from Table 6, the differ

ences in importance scores for the two cultures were significant for 

only the social category at the .007 level and the esteem category at a 

level less than .001. The difference in need importance scores for the 

remainder of the need categories were not significant at the .10 level.

Mexican and American Twin Plant Comparison. With regard to the 

need importance scores for the two twin plants in the study (Plant //I 

and Plant //7), Mexican workers from Plant #1 placed surprisingly more 

importance on the social, autonomy, esteem and self-actualization cate

gories, while their American counterparts placed only slightly more im

portance on the physiological and security need categories.

However, an F-ratio analysis of variances from Table 7, showed 

these differences to be significant at the .01 level only for the so

cial and esteem categories. The unexpected similar scores the lower
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need categories of physiological and security and in the higher order 

self-actualization scores were not significant at any credible value.

A Spearman rank correlation coefficient (r^) was computed to 

determine if there was a significant correlation between the rankings 

of the need importance categories for the Mexican and American cul

tures. A rg value of .943 was computed to reflect a high correlation 

in need importance values assigned to the PNQ item-questions by the 

Mexican and American workers.

This high correlation coefficient refutes Hypothesis 2 that 

workers from a traditional culture will place more importance on all 

need items than workers from the modern culture. The alternative to 

Hypothesis 2 therefore, is that traditional and modern workers place 

similar importance and priorities on all the need categories of Maslow's 

hierarchical need theory, except for the social and esteem categories.

Hypothesis 3: Mexican Need Satisfaction
and Need Importance (among Mexicans Only)

a) Because of their common traditional culture, Mexican workers 

will not perceive significantly different levels of psychological need 

satisfaction among themselves.

b) Because of their common traditional culture, Mexican workers 

among themselves, will not attach significantly different need impor

tance values to each need category.

Presentation of Data Results. Hypotheses 3a and 3b were tested 

using the need satisfaction and need importance cluster scores from the
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revised version of Porter Need Questionnaire. This hypothesis was 

designed to test if blue collar workers of similar technologies but 

different plant structures still shared common perceptions of need 

satisfaction and need importance. Specifically, Hypotheses 3a and 3b 

were designed to determine if the 693 Mexican workers from the six (6) 

Mexican assembly plants in the study shared similar perceptions because 

of their common traditional culture background. Table 8 presents the 

raw data for the rankings cluster scores assigned to "need importance" 

while Table 5 presents the raw data for the rankings and the computed 

"need satisfaction" values as scored by the Mexican workers from the 

six (6) Mexican plants in the study.

Statistical Interpretation of Findings. The findings of this 

study partially reject Hypothesis 3a that Mexican workers among them

selves will not show a significant difference in their perceived level 

of need satisfaction for all the need categories in the questionnaire. 

Hypothesis 3b is also rejected in that the importance scores assigned 

to the need items in the questionnaire were also significantly different 
among the Mexican workers themselves.

Discussion of Hypothesis 3a. With regard to Hypothesis 3a, the 

F-ratio analysis of variances for the computed need satisfaction scores 

shows a significant difference among Mexican workers in physiological, 

autonomy and self-actualization need categories at a .004 or better 

level of confidence (see Table 9). There were no significant differences 
in need satisfaction scores among the traditional Mexican workers for



' Table 9. Differences among Mexican Plants . —  Analysis of Variances

Male Versus
Total Female

F-Ratio Slg.* F-Ratio Slg.*

Actual Physiological
Security
Social
Autonomy
Esteem
Self-Actualization

Should Physiological
Security
Social
Autonomy
Esteem
Self-Actualization

Importance Physiological
Security
Social
Autonomy
Esteem
Self-Actualization

Satisfaction Physiological
Security
Social
Autonomy
Esteem
Self-Actualization

12.445 * .104 .747
5.015 * 5.110 .024
8.580 * 7.549 .006
16.537 * 1.898 .169
5.821 * .005 .945
15.845 * .392 .531

3.078 .009 4.121 .043
6.837 * 14.263 *
3.165 .008 4.449 .035
9.121 * 5.812 .016
7.397 * 3.671 .056
6.241 * 6.676 .010
14.501 * .843 .359
6.164 * 4.339 .038
4.863 * 4.074 .044
8.552 * 7.815 .005
5.289 * 3.052 .081
8.790 * 6.183 .013
10.119 * .288 .592

.770 .572 .180 .729
1.293 .266 2.244 .135
3.511 .004 .078 .781
1.585 .165 .925 .337
4.717 * .910 .341

* Blank spaces in significance column are "less than .001"; i.e., highly significant



the categories of security, social and esteem. Specifically, these 

results indicate that Mexican workers from the traditional culture 

shared similar perceptions of need satisfaction only for the need cate

gories of security, social and esteem but differed in perceived need 

satisfaction for the physiological,autonomy, and self-actualization 
categories.

Mexican Twin Plant //I and Other Mexican Plants— Need Satisfac

tion. With regard to the Mexican twin plant in the study (Plant #1), 

Table 10 indicates that the need satisfaction values computed for the 

traditional workers from the Mexican twin plant did not differ signif

icantly at any credible level, from the need satisfaction values com

puted for the other Mexican plants (Plants #2-6). Specifically, Table 

10 illustrates that the Mexican workers from twin-plant #1 showed very 

similar perceptions of need satisfaction with the other Mexican plants 

for each need category in the questionnaire.

This finding is important in that it eliminates the possibility 

that the twin plant in this research project differs significantly from 

the other Mexican plants and therefore, would not constitute a fair, 

later comparison in need satisfaction scores with the American plant 

(Plant #7).

Discussion of Hypothesis 3b. With regard to Hyopthesis 3b, the 

F-ratio analysis of variances showed that all Mexican workers, among 

themselves, assigned significantly different perceptions of need impor

tance to the need items in the questionnaire (see Table 9). These
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Table 10. Differences between Mexican Plant 1 and Other Mexican Plants. —  Analysis of Variance

Total
Mexican Plant 1

Male
Mexican Plant 1

Female
Mexican Plant 1

Others
F-Ratio Sig.*

Others
F-Ratio Sig.*

Others
F-Ratio Sig.*

Actual Physiological 25.417 * 2.734 .099 25.066 *
Security 2.667 .103 .142 .707 5.374 ' .021
Social 31.977 * .676 .411 43.195 *
Autonomy 22.314 * 3.938 .048 22.501 *
Esteem 13.806 * .073 .788 17.005 *
Self-Actualization 23.760 * .862 .354 28.388 *

Should Physiological 8.548 .004 2.001 .158 9.062 .003
Security .171 .678 1.793 .182 2.287 .131
Social 10.470 .001 .270 .604 13.799 *
Autonomy 12.883 * 1.133 .288 15.624 *
Esteem 12.689 * 4.203 .041 10.154 .002
Self-Actualization 13.467 * 1.135 .288 15.329 *

Importance Physiological . 667 .417 .001 .977 .544 .461
Security .171 .679 .067 .795 .042 .837
Social .888 .346 1.292 .257 2.475 .116
Autonomy 1.719 .190 .076 .783 2.039 .154
Esteem .572 .450 .325 .567 .325 .569
Self-Actualization 7.280 .132 .651 .420 1.871 .172

Satisfaction Physiological .652 .410 .405 .525 .302 .583
Security 1.077 .300 2.002 .159 .108 .743
Social 2.354 .126 .397 .529 5.629 .018
Autonomy .858 .355 .130 .719 .919 .539
Esteem .048 .826 .215 .643 .002 .963
Self-Actualization .326 .568 .428 .514 .081 .776

*Blank spaces in significance column are "less than .001"; i.e., highly significant
oovo



differences in perceptual need importance were highly significant at 

less than the .001 confidence level for all the need categories in the 

questionnaire.

Mexican Twin Plant #1 and Other Mexican Plants— Need Impor

tance . With regard to the Mexican twin plant (Plant #1) in the study 

as compared to the other Mexican plants (Plants 52-6), the results from 

Table 10 indicate that the need importance perceived by the workers 

from the Mexican twin plant also do not differ significantly at any cred

ible level from the importance scores among the other Mexican plants 

(Plants 52-6). In other words, the Mexican employees from the Mexican 

twin plant shared very similar perceived levels of importance for each 

need category in the questionnaire as the other Mexican plants in the 

study.

As stated previously, the analysis of variances between the 

Mexican twin plant and the other Mexican plants in the areas of need 

satisfaction and need importance was critical to a valid comparison of 

the Mexican twin plant to the American twin plant. It was important, 

therefore, that the need satisfaction and importance scores from the 

Mexican twin plant were not significantly unlike the other Mexican 

plants in the study.
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Hypothesis 4: Male and Female Need
Satisfaction among Mexican Workers 
and between American Workers

\
a) Among Mexican blue collar workers from the traditional cul

ture, there will not be a significant difference in psychological need 

satisfaction between Mexican male and Mexican female workers.

b) Mexican male and Mexican female workers from the tradition

al culture will perceive higher need satisfaction than their correspond

ing American male and American female counterparts from the modern 

culture.
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Presentation of Data Results. Hypotheses 4a and 4b were tested 

using the need satisfaction cluster scores from a revised version of 

the Porter Need Questionnaire.

Hypothesis 4a was designed to predict and test if there was a 

significant difference in need satisfaction scores between and among 

only the Mexican male and female workers from among the six (6) Mexican 

plants in the study.

Hypothesis 4b was designed to test if Mexican male and female 

workers perceived significantly greater need satisfaction from their 

job than their corresponding American male and female counterparts. 

Hypothesis 4b was also designed to test for any significant differences 

in need satisfaction scores between the Mexican males and females from 

the Mexican twin plant (Plant #1) and American males and females from 

the American sister plant in Tucson, Arizona.
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Table 11 presents the raw data for the cluster scores assigned 

to the PNQ item question (a) ("How much of this characteristic is there 

now?") as scored by both Mexican male and female workers and American 

male and female workers in the study.

Table 12 presents the raw data for the cluster scores assigned 

to item question (b) ("How much of the characteristic should be con

nected with your job?") as scored by both Mexican and American males 

and feknales.

Table 13 presents the cluster scores for the resulting need 

satisfaction values computed by subtracting the scores in item-question 

(a) from item question (b) for both Mexican and American males and fe

males in the study.

Statistical Interpretation of Findings. The statistical find

ings of this study support Hypothesis 4a that there will not be a sig

nificant difference in need satisfaction scores between traditional 

Mexican males and traditional Mexican females.

The statistical findings of this study partially reject Hypo

thesis 4b that Mexican males and females from the traditional culture 

will perceive significantly greater need satisfaction than their Amer

ican male and female counterparts from the modern culture.

Discussion of Hypothesis 4a. With regard to Hypothesis 4a 

Table 13 indicates that Mexican males from among the Mexican plants 

felt the least satisfied with the need categories of physiological (1) 

and security (2) when compared to the Mexican females in the study.



Table 11. Amount of Need Characteristic Actually Perceived for Males and Females

Need
Mexican Plants

Weighted 
Mexican 
Average 
(Rank) 5

U.S.
Plant ■g

Weighted 
Total 

Average^ 
(Rank) 5Categories 1 2 3 4 5 6 (Rank) a

Males
Physiological 5.83 4.71 5.92 5.47 5.09 5.32 5.22 (2) 5.22 (1) 5.22 (1)
Security 5.00 4.73 5.68 4.90 5.28 4.99 5.44 (1) 4.42 (5) 5.11 (2)
Social 4.78 4.09 4.24 4.43 4.47 4.55 4.55 (6) 4.10 (6) 4.42 (6)
Autonomy 5.39 3.73 5.07 4.30 4.72 4.80 4.67 (5) 4.52 (4) 4.66 (5)
Esteem 5.22 4.63 5.51 5.11 5.14 5.15 5.13 (3) 4.78 (3) 5.10 (3)
Self-
Actualization 5.30 4.04 5.33 4.58 5.01 5.15 4.97 (4) 4.92 (2) 4.96 (4)

N = 9 29 24 16 152 80 310 20 330
Females
Physiological 5.93 4.57 5.65 4.66 5.11 5.35 5.03 (2) 4.76 (1) 5.01 (2)
Security 5.38 4.09 5.30 4.44 5.02 4.94 4.97 (3) 4.30 (4) 4.92 (3)
Social 5.28 3.94 4.06 3.80 3.94 4.33 4.12 (6) 4.35 (2) 4.13 (6)
Autonomy 5.23 3.75 4.92 3.93 4.53 4.61 4.51 (5) 4.70 (2) 4.52 (5)
Esteem 5.70 4.54 5.01 4.86 5.12 5.33 5.13 (1) 3.98 (6) 5.04 (1)
Self- :
Actualization 5.63 3.96 5.22 4.40 4.83 4.82 4.84 (4) 4.23 (5) 4.79 (4)

N = 48 16 26 72 195 26 383 30 413
XOw



Table 12. Amount of Need Characteristic that Should Be Present for Males and Females

Weighted Weighted
Mexican Plants Mexican U.S. Total

Need -----------------------------------------  Average Plant Average
Categories 1 2 3 4 5 6 (Rank) (Rank) (Rank)

Males
Physiological 6.37 5.79 5.98 6.06 6.06 5.88 5.99 (3) 6.20 (3) 6.00 (3)
Security 5.89 5.79 6.54 6.43 6.47 6.02 6.27 CD 6.60 (1) 6.29 (1)
Social 5.78 5.43 5.54 5.87 5.71 5.37 5.60 (5) 5.22 (6) 5.57 (6)
Autonomy 6.06 5.34 5.90 5.77 5.90 5.56 5.57 (6) 5.62 (5) 5.75 (5)
Esteem 6.46 5.58 5.93 5.96 5.98 5.58 5.84 (4) 5.70 (4) 5.83 (4)
Self-'
Actualization 6.29 5.87 5.99 6.07 6.11 5.81 6.00 (2) 6.22 (2) 6.01 X-N

CMN-X

N = 9 29 24 16 152 80 310 20 330

Females
Physiological 6.20 5.87 5.69 5.78 5.91 5.56 5.89 (3) 6.43 (2) 5.93 (3)
Security 6.27 6.09 6.30 5.62 6.17 5.96 6.07 (1) 6.80 CD 6.12 (1)
Social 6.00 5.43 5.22 5.33 5.48 5.31 5.48 (6) 5.46 (.6) 5.48 (6)
Autonomy 6.08 5.12 5.59 5.29 5.73 5.61 5.66 (5) 5.85 (4) 5.67 (5)
Esteem 6.17 5.00 5.71 5.56 5.88 6.12 5.83 (4) 5.63 (5) 5.81 (A)
Self-
Actualization 6.34 5.31 5.89 5.62 5.95 5.94 5.90 (2) 6.36 (3) 5.94 (2)

N = 48 16 26 72 195 26 383 30 413
VO•p*



Table 13. Amount of Need Satisfaction (Should - Actual) for Males and Females

' Weighted Weighted
Mexican Plants Mexican U.S. Total

Need ■ Average Plant Average
Categories 1 2 3 4 5 6 (Rank) (Rank) (Rank)

Males
Physiological 2.43 2.55 1.19 2.59 2.24 1.61 2.13 (1) 2.50 (2) 2.15 (D
Security 1.00 1.28 1.35 2.06 1.65 1.80 1.63 (2) 2.68 (1) 1.69 (2)
Social 2.00 1.96 1.60 1.54 1.57 1.50 1.59 (3) 2.07 (6) 1.62 (3)
Autonomy 1.12 1.89 1.09 1.64 1.45 00 1.33 (5) 2.50 (3) 1.40 (5)
Esteem 1.42 1.33 1.00 .83 1.23 .94 1.09 (6) 2.44 (5) 1.18 (6)
Self-
Actualization 1.78 2.00 .78 1.82 1.44 .85 1.36 (4) 2.50 (4) 1.43 (4)

N = 9 29 24 16 152 80 310 20 330
Females
Physiological 2.28 2.46 1.04 2.68 2.09 1.37 2.15 CD 3.42 (3) 2.24 CD
Security 1.54 2.17 1.37 1.53 1.65 1.87 1.58 (3) 4.19 CD 1.77 C3)
Social 1.19 2.05 1.39 1.76 1.98 1.90 1.82 (2) 2.00 (5) 1.83 (2)
Autonomy 1.12 1.54 .75 1.57 1.54 1.89 1.49 (4) 1.93 (6) 1.52 (5)
Esteem 1.10 .70 VO .81 1.29 1.62 1.01 (6) 3.17 C4) 1.16 (6)
Self-
Actualization 1.49 1.67 1.00 1.35 1.49 1.36 1.39 C5) 3.45 (2) 1.57 (4)

N = 48 16 26 72 195 26 383 30 413
vo
U i
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The F-ratios in Table 9 for the analysis of variances however, 

indicate that these differences in need satisfaction scores among the 

743 Mexican male and female workers were not significant at any level 

for any of the need categories. These results, therefore indicate 

that the Mexican males and females in the study perceived similar lev

els of need satisfaction for every need category in the questionnaire.

Mexican Plant //I and Other Mexican Plants— Males and Females. 

With regard to the F-ratio analysis of variances for the need satisfac

tion scores of the Mexican twin plant (Plant //l) as compared to the 

rest of the Mexican plants (Plants #2-6) Table 10 indicates some inter

esting results. Specifically, the F-ratios in Table 10 show that 

neither the males nor females from the Mexican twin plant differed 

significantly from the males and females of the other Mexican 

plants (Plants #2-6) in nearly all categories. The only exception to 

this observation was in the social category where scores differed sig

nificantly at the .018 level between Mexican females from Plant #1 and 

Mexican females from the other Mexican plants.

Specifically, the findings in Table 10 illustrate that the 

males and females from the Mexican twin plant share very similar per

ceptions of need satisfaction with the male and female workers from the 

other Mexican plants. As the reader can appreciate, the findings of 

this comparison will lend more credibility to the later comparison of 

this same Mexican twin plant (Plant #1) with its American twin plant 

of Tucson, Arizona. Specifically, since the F-ratios illustrate that



the Mexican twin plant is not significantly unlike the other plants, 

from the Mexican data sample, the Mexican twin plant will portray a 

valid representation of similar Mexican need satisfaction scores.

: Discussion of Hypothesis 4b. With regard to Hypothesis 4b con

cerning the predicted differences in need satisfaction scores between 

Mexican male and female workers in general and American male and fe

male workers. Tables 13 and 6 indicate several significant statistics.

Table 13 indicates that Mexican males from the six (6) Mexican 

plants generally felt more satisfied (lower dissatisfaction scores) 

than the males from the American plant for all need categories.

Table 13 likewise indicates that Mexican females felt more 

satisfied than the American females for all need categories.

The F-ratio for the analysis of variances from Table 6 point 

out that Mexican males differed significantly from American males for 

need satisfaction scores in the need categories of security (.003), 

autonomy (.057), esteem (.060) and self-actualization (.011).

Differences between Mexican females in general and American 

females were highly significant for the need categories of physiolog

ical, security, esteem, and self-actualization at a less than .001 

level.

These results indicate that the ipale and female workers 

from all the Mexican plants differed significantly from the American 

males and females in their perceived level of need satisfaction.
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Plants 01 and 07, Hale/Female Intraplant Comparison. With 

regard to the intraplant comparison of need satisfaction scores be

tween males and females from each of the twin plants in the study,

Table 13 indicates that among Plant 01 Mexican males felt greater need 

satisfaction than Mexican females in the area of security and autonomy.

Table 13 also indicates that among Plant 07, American males 

felt more satisfied in the area of physiological, security and esteem 

than their fellow American females.

However, the F-ratios in Table 14 indicate that the differences 

between the Mexican males and females from within the Mexican twin 

plant were not significant at any level.

Likewise, Table 14 indicates that differences among American 

males and females from within the American twin plant (Plant 07) were 

significant only for the security need (.003).

Table 14 indicates therefore, that the Mexican males and fe

males from Plant #1 shared similar perceptions of need satisfaction 

among themselves. Likewise, American males and females from Plant 07 

also shared similar perceptions of need satisfaction among themselves 

for all categories except the social need which was significant at the 

.003 level. This finding will assist us in analyzing the following 

comparison of the Mexican males and females and the American males and 

females from the twin plant.

Mexican Twin Plant 01 Versus American Twin Plant, Males and 

Females. With regard to the perceived level of need satisfaction
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Table 14. Plants #1 and #7 Differences between Males and Females. —  Analysis of Variance

Plant //I
Male
Female

F-Ratio Sig.

Plant //7
Male
Female

F-Ratio Sig.

Actual Physiological .073 .788 1.889 .176
Security 1.094 .300 .068 .795
Social 1.195 .279 .282 .598
Autonomy .170 .682 .262 .611
Esteem 2.030 .160 3.434 .070
Self-Actualization .973 .328 1.629 .208

Should Physiological .316 .576 1.118 .296
Security 1.060 .308 5.269 .183
Social .267 .608 .943 .505
Autonomy \014 .907 2.546 .403
Esteem 1.069 .306 .917 .849
Self-Actualization .043 .837 .617 .571

Importance Physiological .229 .634 1.124 .295
Security .000 .994 5.269 .026
Social 2.099 .153 .943 .337
Autonomy .066 .799 2.546 .118
Esteem .126 .724 .917 .343
Self-Actualization .182 .672 .617 .436

Satisfaction Physiological .084 .774 2.854 .105
Security 1.632 .212 11.169 .003
Social 1.247 .277 .008 .928
Autonomy 0 1.000 .849 .375
Esteem .516 .482 .631 .453
Self-Actualization .356 .559 3.594 .075 %ovo
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between the Mexican male and female workers from the Mexican twin 

plant (Plant //l) as compared with the American male and female workers 

from the American sister plant (Plant #7), Tables 13 and 7 present the 

pertinent data. Table 13 indicates that the males from the Mexican 

twin plant tabulated lower need deficiency for all categories than did 

the American male counterparts from the American twin plant. In other 

words, Mexican males expressed more need satisfaction than American 

males from the twin plants for all need categories.
Table 13 likewise, indicates that the females from the 

Mexican twin plant expressed higher need satisfaction for all cate

gories than the females from the American twin plant. With regard to 

these differences, the F-ratios in Table 7 indicate that Mexican males 

differed significantly from American males only for the security cate

gory at the .004 level of confidence.

Mexican females, on the other hand, did differ significantly 

from their American female counterparts for the categories of physic 

ological at the .008 level, and security, esteem and self-actualization 

at a highly significant level of less than .001.

The F-ratios from the male-female twin plant comparison indi
cate that while the males from the Mexican twin plant jfl perceived 

similar levels of need satisfaction as their American male counterparts 

from American sister plant #7, Mexican females and American females 

from the twin plants perceived significantly different levels of need

satisfaction.



The results from testing Hypotheses 4a and 4b indicate that 

among and between themselves, Mexican male and female workers do not 

perceive significantly different levels of need satisfaction.

When compared to the American male and female workers, however 

Mexican male and female workers as a total did differ significantly in 

perceived levels of need satisfaction. However, when the Mexican males 

and females from the Mexican plant #1 were compared to the American 

males and females from the American twin plant //7, only the female 

workers differed significantly in perceived need satisfaction for cer

tain need categories.

Hypothesis 5: Male and Female Need
Importance among Mexican Workers 
and between American Workers

a) Among Mexican blue collar workers there will not be a sig

nificant difference in psychological need importance between Mexican 

male and Mexican female workers.

b) Mexican male and Mexican female workers from the tradition- 

al culture will assign higher importance to each need category for 

their job than will their American male and female counterparts.

Presentation of Data Results. Hypotheses 5a and 5b were 

tested using the need importance cluster scores from a revised version 

of the Porter Need Questionnaire.

Hypothesis 5a was designed to test if significant differences 

in need importance between and among the 693 Mexican males and Mexican
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female workers in the study could be attributed to the sex variable.
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Hypothesis 5b was designed to test if significant differences 

in need importance scores between Mexican workers and American workers 

could also be attributed to the sex variable.

Hypothesis 5b was also designed to test for any significant 

differences in need importance scores between the Mexican males and fe

males from the Mexican twin plant (Plant #1) and the males and 

females from the American twin plant (Plant //7) .

Table 15 presents the total raw data for the cluster scores 

assigned to need importance for the 693 Mexican male and female workers 

in the study and the 50 American male and female workers for the Amer

ican plant.

Statistical Interpretation of Findings. The findings of this 

study reject Hypothesis 5a that there will not be a significant differ

ence in need importance scores between the Mexican males and the Mex

ican females in the data base.

The findings of this study also partially rejects Hypothesis 5b 

that Mexican male and female workers will assign greater need impor

tance to the various need categories than their corresponding American 

male and female counterparts.

Discussion of Hypothesis 5a. With regard to the difference in 

need importance between Mexican males and Mexican females from among 

the Mexican plants. Table 15 indicates that Mexican males and females 

differed only slightly from each other in need importance scores.



Table 15. Amount of Need Importance, Raw Scores for Males and Females

Weighted Weighted
Mexican Plants Mexican U.S. Total

Need Average ̂ 5 Plant ti Average
Categories 1 2 3 4 5 6 (Rank) ^ (Rank) a (Rank) 5

Males
Physiological 6.44 6.48 6.56 6.47 6.65 6.00 6.44 (2) 6.47 (1) 6.45 (2)
Security 6.56 6.59 6.85 6.78 6.74 6.30 6.62 (1) 6.22 (3) 6.59 (1)
Social 5.78 6.41 6.11 5.97 6.31 5.71 6.11. (5) 5.45 06) 6.07 (6)
Autonomy 6.28 6.20 6.43 6.42 6.39 5.74 6.11 (6) 5.71 (4) 6.18 (5)
Esteem 6.46 6.25 6.57 6.56 6.42 5.90 6.29 (4) 5.47 (5) 6.24 (4)
Self-
Actualization 6.59 6.51 6.53 6.67 6.53 5.97 6.39 (3) 6.35 02) 6.39 (3)

N = 9 29 24 16 152 80 310 20 330

Females
Physiological 6.58 6.73 6.58 6.51 6.55 5.89 6.51 (2) 6.70 (2) 6.52 (2)
Security 6.55 6.66 6.64 6.44 6.67 6.15 6.58 (1) 6.78 OD 6.59 (1)
Social 6.29 5.57 6.11 6.11 6.10 5.60 6.07 (6) 5.84 06) 6.05 (6)
Autonomy 6.34 6.23 6.36 5.99 6.23 5.97 6.19 (5) 6.22 (4) 6.19 (5)
Esteem 6.63 6.14 6.28 6.19 6.36 6.08 6.30 04) 5.89 (5) 6.27 (4)
Self-
Actualization 6.52 6.36 6.51 6.13 6.46 6.11 6.38 (3) 6.54 (3) 6.39 (3)

N = 48 16 26 72 195 26 383 30 413 103



Mexican males placed slightly more importance on the security and 

social categories while Mexican females considered the physiological, 

autonomy and esteem more important.

The F-ratios in Table 9 indicate that the differences in need 

importance scores among the 743 Mexican male and Mexican female work

ers as highly significant for the security category at the .030 level; 

significant for the social category at the .044; significant for the 

autonomy category at the .005 level and significant for the self- 

actualization category at the .013 level. The differences in need im

portance scores for the physiological and esteem categories were not 

significant at the 0.10 level of confidence.

Specifically the F-ratio in Table 9 indicates that the Mexican 

male and female workers from among the six (6) Mexican plants did not 

differ significantly in the relative importance each sex placed on the 

various psychological need categories.

Mexican Plant #1 Versus Other Mexican Plants, Males and Females. 

With regard to the analysis of variances in the need importance scores 

of the Mexican twin plant (Plant #1), as compared to the rest of the 

Mexican plants (Plants //2-6), Table 10 indicates that neither the 

Mexican males or Mexican females from the Mexican twin plant differed 

significantly from their Mexican male and female colleagues from the 

other plants in the study (Plants #2-6). This finding will be impor

tant for a later twin plant comparison of Mexican male and females with 

American males and females from the sister plant in Tucson.
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Specifically, this analysis established that the Mexican twin 

plant (Plant //l) was not significantly unlike the other Mexican plants 

and therefore, would not constitute an unusual representation for its 

later comparison with U.S. American twin plant.

Discussion of Hypothesis 5b. With regard to Hypothesis 5b 

concerning the differences in need importance scores between Mexican 

male and female workers as compared to American male and female work

ers, Table 6 indicates that the difference between cultures was signif

icant only for the male sample of the data base.

Table 15 indicates that Mexican males from all the plants 

placed more importance than American males on all need categories ex

cept for physiological.

Table 15 indicates that the Mexican females from all the plants 

placed more importance only on the social and esteem than the American 

females.

The F-ratios for the analysis of variances indicate that dif

ferences in need satisfaction scores were significant for the categories 

of security at the .023 level; for social at the .002 level, autonomy 

at the .011 and highly significant for esteem at a level less than .001.

Differences however, between Mexican female workers and Amer

ican female workers were significant only for the esteem category at 

the .017 level of confidence.

These results illustrate that differences in need importance 

scores on the basis of sex are significant only between the Mexican 

male workers and the American male workers.
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Plants #1 and //7, Male and Female Intraplant Comparison. With 

regard to the intraplant comparison of need importance scores between 

the male and female workers from each twin plant in the study. Table 

14 presents the F-ratio analysis of variances. The F-ratios in Table 

14 indicate that the Mexican males and females from within the Mexican 

twin plant //I did not have significantly different importance scores 

among themselves for any need category.

Similarly, American male and female workers from within the 

American twin plant did not differ significantly in need importance 

scores for all need categories except security (.026).

Specifically, Table 11 indicates that the males and females 

from Mexican twin plant ill shared similar values of need importance 

among themselves as did the American males and females from American 

twin plant //3 for all need categories except security for the American 

workers.

Mexican Twin Plant versus American Twin Plant. With regard to 

the need importance scores between the Mexican male and female workers 

from the Mexican twin plant (Plant 111) as compared with the American 

male and female workers from the American sister plant (Plant ill)

Table 7 presents a summary of raw scores. Specifically, Table 7 

indicates that the Mexican males from the Mexican twin plant ill placed 

more importance than the American males in all categories except for 

physiological.

Table 7 indicates that Mexican females placed greater impor

tance on the social autonomy and esteem needs.
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The F-ratlos from Table 7 indicate that the males from the 

Mexican twin plant generally did not differ significantly in need im

portance scores from the American males in the American twin plant. 

Specifically, Mexican males differed from their American twin plant 

counterparts only in the need categories of autonomy at the .093 level 

of significance and esteem at the .077 level.

Correspondingly, Table 7 indicates that the females from the 

Mexican twin plant also did not significantly differ from their Amer

ican counterparts except for the esteem category at the .075 level.

The results from the male-female, twin-plant comparison were 

not greatly unlike the results obtained in Hypothesis 5b where Mexican 

and American males from each of the twin plants differed more in their 

need importance perception than did Mexican and American females.

The results from testing Hypothesis 5a and 5b indicate that 

although Mexican workers do share a common cultural background Mexican 

males and Mexican female workers did differ among themselves in need 

importance scores. Mexican females did not differ significantly from 

American females, while Mexican males did differ among total plant 

comparisons.

Chapter 6 discusses the implications of these statistical find

ings.



CHAPTER 6

DISCUSSION OF FINDINGS

From the theoretical framework established in Chapter 3, five 

(5) major hypotheses were formulated to predict the effect of culture 

bn blue collar psychological need satisfaction and need importance.

From these original five (5) hypotheses, 18 individual comparisons were 

formulated that considered variances among and between Mexican workers 

from the "traditional" culture and American workers from the "modern" 

culture.

While Chapter 5 discussed the raw scores and statistical results 

of the testing of these hypotheses, this chapter will analyze these 

findings as they relate to the theoretical framework and perception 

in this study.

Need Satisfaction

The results from testing Hypothesis 1 generally support the 

theoretical framework that workers from a "traditional" culture will 

perceive higher levels of need satisfaction than workers from a "modern" 

culture. The results from testing Hypothesis la found that the Mexican 

workers from the six (6) Mexican plants in the study, did, indeed per

ceive greater levels of satisfaction for all need categories than did 

the American workers from the modern culture. Using an F-ratio statis

tic for the analysis of variances, the differences in need satisfaction
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scores between the two cultures were found to be highly significant 

for all categories except for the social needs.

Hypothesis la was further extended into the form of Hypothesis 

lb which tested for differences in need satisfaction between two nearly 

identical Mexican and American twin plants of the same parent company. 

The results of testing Hypothesis lb found that the traditional workers 

from the Mexican twin plant also perceived greater need satisfaction 

(or less need dissatisfaction) for all need categories, than did their 

modern counterparts from the American sister-plant. The differences 

in perception between the matched twin plants, were found to be signif

icant for all need categories except social (.139).

However, when Hypothesis la and lb were expanded to include 

a comparison of need satisfaction scores among the Mexican workers them

selves, the results of Hypothesis 3a found that significant differences 

in need satisfaction levels existed for the need categories of physi

ological, autonomy and self-actualization.

This may have been caused, in part, by the greatly divergent 

values that the Mexicans assigned to the "actual" portion ("How much 

of this characteristic is there now?"), and "should be" portion ("How 

much should there be?") of the questionnaire. The significant (.001) 

differences in "actual" and "should be" scores obviously resulted in 

significant differences for the computed satisfaction scores among the 

Mexican plants. It may appear therefore, that such organizational vari

ables as physical environment, formal structure, policies and leadership
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style may influence need satisfaction scores among the Mexican plants 

on a company by company basis.

However, when Hypothesis 3a was tested for differences in per

ceived need satisfaction between the Mexican twin plant and the remain

ing Mexican plants, no significant differences in need satisfaction 

scores was found at any level of confidence.

The results from the intraplant comparison of Hypothesis 3a 

established the fact that although there were significant differences 

in need satisfaction scores among the six (6) Mexican plants, the Mex

ican twin plant (Plant //l) did not differ significantly from the other 

Mexican plants and therefore would safely establish it as a valid rep

resentation of Mexican blue collar need satisfaction.

In all instances, however, the Mexican workers from the tradi

tional culture perceived greater "actual" satisfaction for all need 

categories and recorded higher "should be" scores than the Americans 

for the categories of social, autonomy, esteem and self-actualization.

Although the literature may indicate that these differences 

in need satisfaction are only partially caused or affected by culture 

(Haire, Ghiselli, and Porter 1965; Ivancevich and Baker 1969), 

the majority of cross-cultural research indicates that culture does 

indeed, significantly affect the psychological need perceptions of that 

organization's employees (Singh and Wherry 1963; Sirota and Greenwood 

1971; Ajiferuke and Boddewyn 1970a ; Slocum, Topichak and Kuhn 1971; 
Edchman 1965; Porter and Lawler 1968).
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In comparing the effects of culture upon the Mexican and 

American blue collar workers in the study, Faunce and Form (196&) 

described the Mexican culture as "high stability" and "low mobility" 

while Williams (1965) described the American culture as "highly mobile" 

with constant new patterns of behavior being introduced ("low stabil

ity"). These cultural differences, it was claimed would "seemingly 

breed a different set of values between American and Mexican operatives" 

(Slocum 1971).

Zurcher, Meadow and Zurcher (1965) from the University of Ari

zona found that Mexican workers from a traditional culture possess a 

lower level of aspiration than workers from a modern culture and there

fore, will perceive greater levels of need-satisfaction than their Amer

ican "modern" counterparts. Specifically, since the traditional worker 

uses as his reference group (usually agricultural workers) those indi

viduals that have lower socio-economic status than he, the traditional 

worker will usually perceive himself in a more advantageous position 

than his former reference group. The modern worker, on the other hand, 

usually selects individuals higher in status as a reference group and 

inevitably perceives himself on a less advantageous position (Foa and 

Chemers 1967).

With regard to the Mexican and American twin plants in the re

search project, Slocum, Topichal and Kuhn (1971) undertook a very sim

ilar study and found that employees from the Mexican operatives were 

generally more satisfied in their psychological needs than their Amer

ican counterparts.



Traditionally, Slocum (1971) qualified his research results 
by stating that the findings were attributed to differences in both 

cultures and both social structures since various other organizational 

variables affecting job satisfaction were carefully controlled (Slocum 

et al. 1971).

Although the testing of Hypothesis 3a revealed some interesting 

differences in need satisfaction perceptions among the Mexican plants 

themselves, the results of testing Hypotheses la and lb generally sup

port the theoretical framework that workers from the traditional cul

ture will perceive higher levels of need satisfaction than workers from 

a modern culture.
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Need Importance

The results from testing Hypothesis 2 only partially support 

the theoretical framework that workers from a traditional culture will 

attach more importance to their job as a source of satisfaction than 

will workers from a modern culture.

In considering the effects of culture upon perceived psycholog

ical need importance, the testing of Hypothesis 2a found that the Mex

ican workers from the traditional culture attached more importance to 

the need categories of security, social, autonomy, and esteem than did 

the American workers from the modern culture. However, these differ

ences were statistically significant only for the social (.007) and 

esteem (.001) categories.

Hypothesis 2a was further expanded into the form of Hypothesis 

2b which tested for differences in need importance between the Mexican
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and American twin plants in the study. The testing of Hypothesis 2b 

produced similar results as those found in Hypotheses la and lb in that 

the traditional workers placed more importance on the need categories 

of social, autonomy, esteem, and self-actualization than the American 

workers from the modern culture. Again, however, these differences 

were significant for the twin plants only for the social (.027) and 

esteem (.004) categories.

These results, in essence, state that the workers from the Mex

ican twin plant (Plant #1) shared similar, rather than different per

ceptions of need importance with the American workers from the American 

twin plant (Plant #7) for all need categories except social and esteem. 

However, when Hypothesis 2a was further expanded into the form of Hy

pothesis 3b that included the comparison of importance scores among only 

the Mexican plants in the study, highly significant differences in need 

importance perceptions for every category were found. As stated before, 

those differences could be related to differences in physical environ

ment, organizational structure and leadership from plants that were 

similar in technology but different in terms of perception.

Given the statistically divergent perceptions of need impor

tance among the Mexican companies themselves, the researcher was 

prompted to formulate an additional comparison in Hypothesis 3b to in

vestigate if the Mexican twin plant (Plant #1) in the study also pos

sessed significantly different need importance perceptions from the 

remaining Mexican plants in the data base (Plants #2-#6).
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The results from testing Hypothesis 3b found that no 

significant differences in need importance scores for any category 

existed between the Mexican twin plant and the other Mexican assembly 

plants. This finding was interpreted to mean that the Mexican twin 

plant in the study would constitute a generally fair representation 

of the other Mexican plants when later compared to the American twin 

plant for differences in need importance.

-Hypotheses 2a and 2b were based on the concept that Mexican 

workers have fewer institutions in the traditional culture to fulfill 

their needs and therefore, will assign more importance to need fulfill

ment on the job than Americans from the modern culture. Foa and Chemers 

(1967) pointed out that as a society or a culture becomes more complex 

an increasing number of "institutions" will compete to satisfy various 

individual needs. Subsequently, the workers from the modern society 

will accept less amounts of satisfaction and therefore assign less im

portance to any one source (e.g., his job).

However, the results of Hypothesis 2 indicate that this was 

not the case when Mexicans from one twin plant were compared with Amer

icans from a sister twin-plant. Specifically, Mexican workers from 

twin Plant //I and American workers from twin plant if7 assigned similar 

need importance values for all need categories except for the social 

and esteem needs. The significant difference in need importance as

signed to the social category by both cultures may also be explained 

in terms of different institutional orientations. Specifically, since 

Mexicans are "family-institution" oriented and Americans are
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"hospitality-institution" oriented, Mexicans will greatly value social 

contacts in the work environment and view them as an extension of the 

family and kinship circle (Zurcher et al. 1965; McCann 1970; Gonzales 

and McMillan 1961).

The Sex Variable and Need Satisfaction and Importance

The formulation and testing of Hypotheses 4 and 5, regarding 

the effect of gender upon the need perceptions of the male and female 

blue collar workers from this cross-cultural study, was an "exploratory" 

effort undertaken, out of curiosity by the researcher rather than an 

"explanatory" project which seeks to explain why a phenomena has oc

curred. The comments and opinions in this section, therefore, are based 

upon the researcher's own opinions and perceptual framework.

Of the 743 respondents in the research project, males consti

tuted 44.4% of the total data base while females constituted a major

ity at 55.6% (see Table 1). The same tendency toward a female-bias 

constituted the Mexican Sample with females at the 55.3% level for 693 

Mexican respondents and the American sample with females at the 60% 

level for 50 American respondents.

Male/Female Need Satisfaction

With regard to the comparison of need satisfaction scores be

tween male and female workers from among the six (6) Mexican plants 

the comparisons used in testing Hypothesis 4a found that Mexican males 

and Mexican females among themselves perceived very similar levels of 

need satisfaction for all categories. This similarity however, was
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not true for the social need which was significant at the .018 level. 

Apparently, it seems possible that Mexican females from among the six 

(6) Mexican plants in the study were even more "family-institution" 

oriented than their Mexican male counterparts. This is evidenced by 

their higher need deficiency scores in Table 5 which may indicate that 

Mexican females quite readily view their jobs and the work environment 

as an extension of the family unit yet, feel it constitutes a poor sub

stitute for a family while the Mexican female is away from home at 

work!

With regard to the comparison of need satisfaction scores be

tween Mexican males and females and American males and females the test

ing of three comparisons in Hypothesis 4b that Mexican males, in 

general (from among all Mexican plants) perceived greater need satis

faction for every need category than the American males. However, 

these differences were significant only for the security need at the 

.003 level. Specifically, it seems that American males expressed more 

concern (dissatisfaction) for the security aspect of their job than 

their Mexican male counterparts. Mexican females, on the other hand, 

perceived significantly more need satisfaction than American females 

for the categories of physiological, security, esteem and self- 

actualization. No significant differences were reported for the social 

category which indicates that Mexican females may share similar "family- 

institution" orientations with American females in viewing the workplace 

as an extension of the kinship, family circle.
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Hypothesis 4b. With regard to the comparison of need 

satisfaction scores between and among the twin plants in the study the 

testing of Hypothesis 4b indicated Mexican males from Plant #1 did not 

differ significantly from their fellow Mexican female workers in the 

same plant. Similarly, American males from Plant if7 did not differ 

significantly in need satisfaction from their fellow American female 

workers.

When Mexican males from Plant //I were compared to American 

males from Plant if7 in Hypothesis 4b the F-ratios from Table 6 indi

cated that males from both twin-plants shared similar perceptions of 

need satisfaction for all items, except security (.004). Specifically, 

American males were significantly more dissatisfied with the security 

category than their Mexican male counterparts from the twin plant.

This observation is also reinforced by the results obtained from Hypoth

esis lb where Mexican workers and American workers in general exhibited 

significantly different need satisfaction scores for the security cate

gory. Female workers from each of the twin plants also expressed sig

nificant differences in perceived need satisfaction for the security 

category in addition to physiological, esteem and self-actualization 

needs.

It appears that between the twin plants, both Mexican male 

and females differed significantly from American male and females in 

the security category. Since both American males and American females 

expressed greater need-satisfaction deficiency (or less satisfaction) 

than their Mexican male and female counterparts for the security
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category, the researcher postulates that higher "should be" scores 

(which in turn affect the amount of need deficiency) reflect the desire 

of American males and females for more predictability or security in 

their changing "modern" culture.

Male/Female Need Importance

Hypotheses 5a and 5b. With regard to the comparison of need 

importance scores between the Mexican male and female workers from 

among the six (6) Mexican plants in the study, the comparisons used 

in testing Hypothesis 5a found that Mexican males placed greater impor

tance ranking on security (1), self-actualization (3), and social (5) 

categories while the Mexican females valued physiological (2), esteem 

(5), and autonomy (4) as most important in ascending order. These dif

ferences were significant for all categories except physiological which 

both Mexican males and Mexican females ranked as second only to the 

security need. The fact that Mexican males ranked the social and se

curity categories higher than their Mexican female counterparts reflects 

the fact that traditional workers may possess traditional work-role 

identifications where the male of the family is expected to be the prin

ciple breadwinner and thus, will predictably view job and friends in 

the work environment as an important and necessary extension of the 

family circle. Mexican females however, (as supported by the results 

of testing Hypothesis 4a) who are also considered to be family- 

institution oriented, will view the workplace only as a necessary and



temporary substitute to her actual family. The Mexican female 

therefore, will not value her job as important as the Mexican male.

In all comparisons however, the fact that Mexican males and 

females still considered physiological and security very important to 

the job supports the findings of Slocum, Topichak and Kuhn (1971) that 
the average Mexican worker goes to work primarily to provide his family 

with material needs.

The score results for Hypothesis 5a was supported by two intra

plant comparisons. Specifically there were no significant differences 

in need importance scores among the Mexican males from the twin plant 

(Plant #1) and the males from the remaining Mexican plants 

(Plants #2-//6).

Similarly, there were no significant differences between the 

Mexican females from the twin plant and the females from the remaining 

Mexican plants.

These findings indicate that although significant differences 

in need satisfaction existed among the total Mexican data base (3a), 

Plant //I (the Mexican twin plan) did not record significant differences 

in need importance from the other Mexican plants, and would therefore, 

constitute a true representation of the other Mexican plants when com

pared to the American plant.

Hypothesis 5b(1). With regard to the comparison of need impor

tance scores between Mexican males and females and American males and 

females, the testing of these comparisons in Hypothesis 5b indicates
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that Mexican males from all the Mexican plants assigned more importance 

to all need categories than did the males from the American plant.

These differences however, were significant only for the security 

(.023), social (.002), autonomy (.011) and esteem (.001) needs. This 

particular finding is also supported by the results from Hypothesis 

2a where Mexican workers also attached significantly more importance 

to the social and esteem categories.

Except for the esteem category, there were no significant dif

ferences in importance scores between Mexican females.

These results indicate that although Mexican males and American 

males share similar feelings regarding the importance of the physiolog

ical needs, workers from a traditional culture will place more impor

tance on the security and social needs because of their orientation 

toward the "family-institution." These particular findings coincide 

with the results obtained by Slocum (1971) in similar study involving 

Mexican and American glass workers in which product lines, technology 

and organization structure were closely matched. Culture therefore, 

was isolated as an independent variable affecting need satisfaction 

and need importance.

Hypothesis 5b. With regard to the twin plants in the study, 

the findings of Hypothesis 5b indicated that Mexican males from Plant 

//I perceived similar need importance values as their f ellow female work

ers from the same plant.

Likewise, American males from Plant //7 perceived similar need 

importance values as the American females for all categories except



security (.026). The researcher postulates that the security of 

retaining a job may be extremely important for those American females 

who must by virtue of choice, or marital status continue to work as 

the principle breadwinner for their children or families.

The results from testing Hypothesis 5b coincide closely with 

the results from Hypothesis 2b. Specifically, although the Mexican 

males from the Mexican twin plant assigned greater importance scores 

to all categories than did the American males from the sister plant, 

the differences were significant only for the social and esteem needs. 

The difference in social importance scores can again be interpreted as 

the cultural propensity of the traditional worker (Mexican) to be more 

family-institution oriented and therefore regard the workplace as an 

extension of his kinship family.

With regard to the comparison of Mexican females with American 

females of the twin plants, no significant differences in assigned need 

importance were reflected.
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CHAPTER 7

SUMMARY AND CONCLUSIONS 

Summary of Research Project

This research project was undertaken to establish and formulate 

a theoretical framework for the concept of culture and how it relates 

to and affects the human motivational areas of psychological need sat

isfaction and need importance. A review of literature was undertaken 

that briefly summarized the development of human motivational research 

from the time of the Hawthorne studies of 1926 through the human rela

tions movement and up to the recent studies by Porter (1961, 1962, 1963), 

Slocum et al. (19701, and Altimus et al. (1971) in the blue collar, 

need satisfaction area.
This review was undertaken primarily to point out that blue 

collar need satisfaction research in the cross-cultural area is a rel

atively new area of management interest and concern.

From the review of literature, a theoretical framework or 

reference point was formulated that established, for this study, the 

elements or "influences" that constitute a given culture as it moves 

along a cultural continuum. From the theoretical framework, several 

hypotheses were formulated to predict the effect of culture upon blue 

collar need satisfaction and blue collar need importance.
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A research design or methodology was formulated to test these 

hypotheses through the use of a revised version of the Porter Need 

Questionnaire (PNQ). As the test instrument, the PNQ was administered 

to 693 Mexican assembly workers from six American-owned electronics 

plants in Sonora, Mexico and 50 American workers from a twin electron

ics plant located in Tucson, Arizona.

Using the same instrument, the researcher took this opportun

ity to designate whether the respondents from each culture were male 

or female so that an analysis of need perception based on gender would 

later be undertaken.

Briefly, the results of this research project indicated that 

Mexican or "traditional" workers perceived significantly higher levels 

of need satisfaction than the American or "modern" counterparts. With 

regard to perceived need importance, Mexican and Americans assigned 

similar importance values to all the need categories in the PNQ except 

for the social and esteem categories. Some interesting differences 

in need perceptions were also found among and between the male and fe

male respondents from each culture.

Implications for Management

Up until 1966, the majority of need motivation research was 

concerned with the domestic work attitudes and perception of managerial 

personnel. Recently, however, because of the expanding nature and im

portance of international trade, the positive motivation of foreign 

blue collar employees has become a subject of wide interest and



research. Although many management theorists still claim that the 

effective management of all people is based upon "universal" manage

ment principles, there has been increasing evidence that management, 

as a philosophy or as a process, is definitely "culture bound."

The specific results derived from the research project support 

the view that management and the motivation of blue collar workers is 

culture-bound. Explicitly, this study supports previous research ef

forts that culture and nationality have a definite effect upon psycho

logical need perceptions and need satisfaction (Porter 1961, 1962, 1963 

Haire et al. 1965; Ivancevich 1969; Sirota and Greenwood 1971; Slocum 

et al. 1970; and Altimus et al. 1971).

What this implicates to the field of management is that the 

present day administrator, at any level, must consider the cultural 

background, orientations, expectations and specific need profiles of 

his employees if he is to be successful in motivating his employees 

and enhancing the effectiveness of the organization. Adopting the er

roneous belief that the management of any organization is based upon 

"universal" management principles and is therefore, not affected by 

culture, may well result in less-than-optimal worker motivation and 

performance.

As many corporations become more and more multinational in 

scope, top corporate executives must also seriously consider the cul

tural implications of organization structure, group dynamics, company 

values and regulations and appropriate leadership style upon worker 

need perceptions and attitudes.
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With regard to the comparison of the twin plants in the study, 

the research found that even when two organizations possess similar 

formal structures, identical work technologies, identical physical lay

outs, and even share a common twin-plant manager, that psychological 

need perception will still differ significantly from one culture to 

another. The raw scores and statistical analysis of variances from 

the comparison of Mexican twin plant (Plant //l) with the American twin 

plant (Plant //7) in the study further support the statistical findings 

that culture will significantly affect the level of perceived need sat

isfaction.

In analyzing the differences in perceived need importance be

tween the two cultures, the study indicated that Mexican workers in 

general, and American workers shared similar importance values for all 

need categories except in the social and esteem areas. Nearly identi

cal results were found when the Mexican twin plant was compared with 

the American plant indicating statistical support that both cultures 

(even with technological and organizational variables held constant) 

shared similar feelings of need importance.

However, a closer examination of the need importance scores 

in Table 5 indicated that although both culture workers shared similar 

need importance perceptions, the particular sequence of their need im

portance hierarchy was different for both cultures. This finding is 

supported by Kuhn, Slocum and Chase (1971) who indicated that even 

though workers may be motivated by the level of need, management must 

appreciate that the relative importance of that need may be different
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in each culture. Williams (1965) further states that differences in 

the hierarchial arrangement of needs is an indication that current mo

tivational theories should be re-examined to determine the degree that 

each theory is bound to the culture of the United States.

Since both cultures regarded the lower needs (physiological 

and security) as most important, the modern manager must appreciate 

that culture will not only affect need perception but the relative 

hierarchial ranking of need satisfaction and need importance. Specif

ically, researchers have discovered that the performance of blue collar 

workers is closely related to the lower needs (physiological, security) 

while the performance of managers is more related to the higher needs 

(autonomy, self-actualization) (Porter and Lawler 1968; Slocum 1970;

Kuhn et al. 1971).

The similarity of need satisfaction scores between the two cul

tures for the social category, coupled with the significant differences 

in need importance scores for the social category may constitute an 

interesting implication for managpient. Specifically, these variances 

indicate that while Mexican workers and American workers may express 

similar numerical scores for the social category, the significant dif

ferences in how important the social category is to each culture is 

an indication of different cultural orientations. This particular find- 

,ing should convince managers that workers from a traditional culture 

(i.e., Mexican) will view his job, the work place, and even the manager 

as an extension of his family unit. Zurcher, Meadow and Zurcher (1965) 

indicate that differences in the cultural backgrounds of Mexican and
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American workers yield differences in "value orientations" that 

subsequently influence organizational behavior. Zurcher et al. (1965) 

found that these cultural value differences occurred within, as well 

as between countries.

The analysis of differences in need perceptions between the 

male and female respondents from both cultures indicated that while 

male and female workers from within each culture did not differ signif

icantly from among themselves (i.e., Mexican males versus Mexican fe

males) in the need satisfaction area, there were significant 

differences both within and between males and females from both cul

tures in the need importance area.

While Mexican males and females in general perceived greater 

need satisfaction than American males and females respectively, Mexican 

males and females in general perceived similar levels of need impor

tance as American males and females. However, Mexican males and fe

males among themselves, perceived significantly different levels of 
need importance with Mexican males placing more importance in the 

security and social categories than Mexican females.

These findings imply to management that not only must the ef

fective manager be cognizant of the effect of culture upon need per

ception but he/she must also be sensitive to the effect of gender as 

a factor affecting the work role and need perceptions of his workers 

within a different cultural framework. The effective manager therefore 

may be cautious to realize that the United States' trend toward women's 

liberation and equal opportunities for women may not exactly be well-
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received in a traditional culture where men and women have different 

social and economic roles.

Suggestions for Future Research

As the review of literature indicated, there is a scarcity of 

studies investigating blue collar need satisfaction in the cross cul

tural area. While there have been several studies in the area of 

cross-cultural, managerial need satisfaction, the researcher recommends 

additional investigations into the areas of cross-cultural blue-collar 

need satisfaction, especially with regard to American and Mexican twin 

plant operations.

No research whatsoever was found regarding differences in psy

chological need satisfaction between sexes. The researcher highly 

recommends that additional need satisfaction research be undertaken 

both domestically and in other countries in the area of need perception 

differences between sexes so that the results of the present study may 

be compared, agreed with or refuted.

Although not reported in the present findings, the researcher 

also used this opportunity to distribute several leadership question

naires to each of the plant managers, assistant plant managers and 

functional managers from the seven (7) companies in the data base. Fu

ture research could investigate the effect of leadership style upon 

psychological need perceptions to determine which leadership styles 

would be appropriate for a particular culture, given the need percep

tions of the work force.



APPENDIX A

REVISED VERSION OF THE PORTER 

NEED QUESTIONNAIRE (NON- 

RANDOMIZED FORMAT)

I. Physiological needs

*1. Working conditions (lighting, ventilation)

*2. Adequate pay to provide food, clothes

II. Security needs

1. The feeling of security in my job

*2. The feeling of being free from serious injury while on the 
job

III. Social needs

1. The opportunity my job gives me to give help to other people 
(give love, help)

2. The opportunity to develop close friendships while working 
at my job (receive love, help)

IV. Esteem needs

1. The feeling of self-esteem a person gets from being in my 
job

2. The prestige of my job inside the company (that is, the regard 
received from others in the company)

3. The prestige of my job outside the company (that is, the 
regard received from others not in the company)

^Denotes the questions that were added to the original PNQ 
version.
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V. Autonomy needs

1. The responsibility connected with my job

2. The opportunity for independent thought and action in my job

3. The opportunity my job gives me to help set goals for the 
company

4. The opportunity, in my job, for participation in the deter
mination of methods and procedures

VI. Self-actualization needs

1. The opportunity for personal growth and development that my 
job offers

2. The feeling of self-fulfillment a person gets from being in 
my job (that is, the feeling of being able to use one's own 
unique capabilities, realizing one's potentialities)

3. The feeling of worthwhile accomplishments that I get from 
my job



APPENDIX B

LITERATURE GIVEN TO PROSPECTIVE PLANTS

UNIVERSITY OF ARIZONA 

DEPARTMENT OF MANAGEMENT 

MASTER'S THESIS PROJECT 

BY

ROBERT J. MEJIAS

Thesis Title: . A Study of Need Satisfaction and Leadership Styles
in Mexican Operatives

Scope of Thesis: The thesis project is based on Maslov's hierarchy
of need theory and on the related studies done by 
Porter and Lawler. The thesis project intends to 
determine the level of need satisfaction of Mexican 
assembly workers in Nogales, Sonora, Mexico.

The thesis also intends to measure the leadership 
style exhibited by the managers of these plants and 
compare their compatibility with the need level of 
their employees.

Data Base: Data for the above proposal will be gathered from
the Parque Industrial plants and those plants in 
the surrounding industrial areas.

Methodology: Specific data will be gathered by way of question
naires distributed to those companies expressing an 
interest in the project and ultimately selected for 
the thesis study. The first questionnaire will be 
distributed to the employees of the selected plants 
to determine their level of need satisfaction and 
need rank. The Porter Questionnaire version will 
be used (see Exhibit 1).
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The second questionnaire will be distributed to 
the management and supervisory personnel of the 
selected plant. The LOQ and T.P. questionnaires 
will be used.

Both questionnaires will be translated into the 
native language of the employees/management 
questioned.

Research Results/Feedback

All information and questionnaire results will be kept strictly con
fidential to protect the employer and the individual plants researched.

If requested however, individual results for a specified plant will be 
disclosed but only to that respective plant that was researched. Re
sults, for example, from the Harmex Survey will not be available to 
Bomar, Inc.

Maslow's Hierarchy of Needs

Definition: The theory of Maslow's Hierarchy of Needs,
states that man is continuously motivated by the 
desire to achieve or maintain a desired need satis
faction level. These need levels are arranged in 
a hierarchical order of prepotence. Specifically, 
this means that the most prepotent need goal will 
monopolize all the capabilities and activities of 
the person so that he may attain the particular 
unsatisfied need.

When a person reaches a desired need level and 
is fairly satisfied with it, the next prepotent 
(higher) need emerges. The satisfied need there
fore ceases to become a motivating force and the 
new unsatisfied need level now becomes the motiva
ting force.

As outlined below, there are five sets of goals 
which we may call basic needs. They are: 1) Phys
iological, 2) Safety, 3) Social, 4) Esteem and 
5) Self-Actualization.

V. Self-Actualization
- full use of and exploitation of talents and 

capabilities
- complete development of one's resources
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- self fulfillment, self actualization
- growth and suitability
- learning and knowing more

IV. Esteem (divided into two parts)
A. Self Esteem

- self respect, self esteem
- achievement and capability and ability
- self reliance and strength
- high evaluation of oneself

B. Respect (derived from others)
- recognition and appreciation
- reputation and prestige
- leadership and autonomy
- dominance, status, importance

III. Social (also called Love needs)
A. Love for others

- affection for others
- respect for others
- loving, giving love

B. Love from others
- receiving love
- acceptance, belongingness
- a place in his group

II. Safety Needs
- a job with tenure and protection
- something that may be counted upon now and

in the future
- reassurance and protection
- insurance and a savings account
- undisrupted routine or schedule

I. Physiological Needs; these pertain in addition 
• to those listed below, the pure physical needs 
of the body (i.e., food, water, rest, sex).
- favorable working hours
- clean and tidy surroundings
- favorable working conditions (light, noise,

ventilation)



APPENDIX C

PORTER NEED QUESTIONNAIRE 

ENGLISH VERSION

On the following pages are several characteristics connected with your 
job. For each characteristic you will be asked three questions:

a. How much of this characteristic iss there?
b. How much do you feel there should be?
c. How important is this characteristic to you?

You are to answer the above three questions for each characteristic on 
a rating scale. Please circle only one number for each question. The 
scale extends from a minimum value of L to a maximum value of 7.

(minimum) 1 2 3 4 5 6 7  (maximum)

All results from this questionnaire will be held strictly confidential. 
PLEASE DO NOT PUT YOUR NAME ON THIS QUESTIONNAIRE. Results as a total 
will be used as a data information base for the thesis project being 
conducted.

PLEASE DO NOT OMIT ANY QUESTIONS OR SCALES.

1. The responsibility my job has.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7

2. The amount of pay to provide for food and <clothes for myself and
my family.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7

134



135
The opportunity my job gives me to help iother people .

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The feeling of worthwhile accomplishment I get: from my job
a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The opportunity my job gives me to develop close friendships.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The feeling of self-esteem a person gets from being in my job.
a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The opportunity my job gives me to help set goals for the company.
a • How much is there now? (min) 1 2 3/ 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The amount of prestige my job has inside the plant. (The respect
received from my fellow employees.)

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
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9. The amount of prestige my job has outside the plant. (The respect
received from people not working where I work.)

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

10. The opportunity my job gives me for personal growth and development.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

11. Good working conditions (lighting, ventilation) that allow me to
perform my duties.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7

12. The opportunity my job gives me for independent: thought and action.
a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7

13. The feeling of self-fulfillment I get from my job (Specifically,
the chance I get to use my capabilities. )
a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7
c. How Important is this to you? 1 2 3 4 5 6 7
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9. The amount of prestige my job has outside the plant. (The respect 
received from people not working where I work.)

a. How much is there now?

b. How much should there be?

(min) 1 2 3 4 5 6 7 (max)

______  1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

10. The opportunity my job gives me for personal growth and development.

a. How much is there now? (min) 1 2 3 4 5 6 7  (max)

b. How much should there be? 1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

11. Good working conditions (lighting, ventilation) that allow me to 
perform my duties.

a. How much is there now?

b. How much should there be?

(min) 1 2 3 4 5 6 7 (max)

______  1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

12. The opportunity my job gives me for independent thought and action.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)

b. How much should there be? 1 2 3 4 5 6 7

c. How important is this to you? 1 2 3 4 5 6 7

13. The feeling of self-fulfillment I get from my job. (Specifically, 
the chance I get to use my capabilities.)

a. How much is there now?

b . How much should there be?
(min) 1 2 3 4 5 6 7 (max)

1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
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14. The opportunity my job gives me to help determine methods and 

procedures.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7
The feeling of security in my job.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? • 1 2 3 4 5 6 7
The feeling that I am free from serious injury while working at my
job.

a. How much is there now? (min) 1 2 3 4 5 6 7 (max)
b. How much should there be? 1 2 3 4 5 6 7
c. How important is this to you? 1 2 3 4 5 6 7



APPENDIX D

LETTER TO ASSISTANT PLANT MANAGERS

UNIVERSITY OF ARIZONA 
DEPARTMENT OF MANAGEMENT 
MASTERS THESIS PROJECT 

TUCSON. ARIZONA

Estimado gerente:

Estoy conduciendo un estudio internacional de su fabrica como trabajo 
de tests de la Escuela de Graduados en Administracion de Negocios de 
la Universidad de Arizona. Le pido que participe en este estudio 
dandome 30 minutos de participacion de cada uno de sus empleados, para 
que completen el cuestionario que es corto y facil de llenar. (Porter 
Questionnaire).

Junto con el cuestionario hay instrucciones para llenarlo. Despues de 
haber leido las instrucciones. Ud, podra contestar a cualquier pre- 
gunta que puedan tener sus empleados con respeto al cuestionario.

Es importante que Ud. asegure a sus empleados que no hay respuestas o 
falsas or verdaderas. Son sus opiniones personales lo que cuentan.
Les puede decir a sus empleados que sus respuestas seran confiden- 
ciales. Estas respuestas seran conocidas unicamente por los investi- 
gadores de este estudio. Las respuestas de sus empleados seran 
combinadas con las de otros empleados en otras fabricas para ser in- 
cluldas en el resumen final de este estudio.

Si tenga preguntaso necesite mas informacion, por favor llamame por 
telefono: casa - 622-8989, oficina - 884-7170.

Muchas gracias por su tiempo y cooperacion.

Robert J. Mejias 
Estudiante-Graduado
Facultad de Administracion de Negocios 
de la Universidad de Arizona
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APPENDIX E

ORAL DIRECTIONS FOR MEXICAN SAMPLE

DIRECCIONES PARA ADMINISTRAR 
EL CUE STIONARIO - PORTER NEED 

PARA LOS EMPLEADOS QUE LO CONTESTARAN

En las paginas siguientes estan escritas varias caracteristicas o 
condiciones relacionadas con su trabajo. Para cada caracterlstica 
Ud. debe dar tres grados o claslfIcaciones:

a. 2Que Canto de esta caracterlstica existe actualmente en su 
trabajo?

b. IQue Canto de esta caracterlstica cree Ud. que debe de existir?

c. £Que tanta importancia tiene esta caracterlstica (en la escala) 
para Ud.?

Cada classificacion esta en una escala del 1 al 7, por ejemplo:

(el mlmimo) 1 2 3 4 5 6 7 (el maximo)
creciente

Los siguientes numeros representan estas cantidades:

1. nada, no existe

2. muy poco

3. no mucho

4. = algo

5. regular

6. bastante

7. lo maximo, lo mas posible

139



140
Encierre con un clrculo el numero que major represente la calificacion 
de la caracterlstlca que esta slendo valuada. Numeros bajos represen- 
tan clasificaciones minlmos. Numeros altos represents clasificaciones 
altas o maximas.

For ejemplo, si Ud. piensa que existe "muy poco" o "nada" de una 
caracteristica asociada con su trabajo, debe de apuntar o senalar el 
numero 1. Si Ud. piensa que existe "mucho" de una caracteristica, debe 
de apuntar o senalar el numero 7.

Para cada escala, encierre unicamente un numero.
Favor de no escribir su nombre en este cuestionario. Los resultados 
seran confidenciales.

Favor de no omitir ninguna pregunta.



APPENIDX F

PORTER NEED QUESTIONNAIRE 

SPANISH VERSION

UNIVERSIDAD DE ARIZONA 
CUESTIONARIO DE PORTER NEED

No hay respuestas correctas o incorrectas. REspondan con sus opiniones 
personales. Respondan a las caracteristlcas segun esta escala:

(el mlnimo) 1 2 3 4 5 6 7 (el maximo)

Los nfimeros en esta escala representan estas cantldades:
1. s nada, no existe

2. s my poco

3. no mucho

4. algo

5. regular

6. bastante

7. lo maximo, lo mas poslble

Favor de no omitir ninguna pregunta.

1. Las responsabllldades que tengo en ml trabajo.

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7  (max)

b. iQue tanto debe de haber? 1 2 3 4 5 6 7

c. iQue tan importante es esto para Ud.? 1 2 3 4 5 6 7
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APPENIDX F

PORTER NEED QUESTIONNAIRE 

SPANISH VERSION

UNIVERSIDAD DE ARIZONA 
CUESTIONARIO DE PORTER NEED

No hay respuestas correctas o incorrectas. REspondan con sus opiniones 
personales. Respondan a las caracteristicas segun esta escala:

(el mlnlmo) 1 2 3 4 5 6 7 (el maximo)

Los ntimeros en esta escala representan estas cantldades:

1. = nada, no exlste

2. = my poco

3. * no mucho /

4. = algo

5. = regular

6. = bastante

7. = lo maximo, lo mas posible 

Favor de no omitir nlnguna pregunta.

1. Las responsabilidades que tengo en ml traba.jo.

a. iQue tanto hay ahora? (min) 1

b. iQue tanto debe de haber? 1

c. iQue tan Importante es esto para Ud.? 1

2 3 4 5 6 7 (max)

2 3 4 5 6 7

2 3 4 5 6 7
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!. Un sueldo suficiente para mantener a mi y a ml familia.

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)

b. iQue tanto debe de haber? 1 2 3 4 5 6 7

c. iQue tan importante es esto para Ud.? 1 2 3 4 5 6 7

$. La oportunidad que mi trabajo me da para ayudar a otros.
a. $Que tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)

b. IQue tanto debe de haber? 1 2 3 4 5 6 7

c. iQue tan importante es esto para Ud.? 1 2 3 4 5 6 7

4. El sentido de estar logrando algo util en mi trabajo.
a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQue tanto debe de haber? 1 2 3 4 5 6 7
c. IQue tan importante es esto para Ud.? 1 2 3 4 5 6 7

5. La oportunidad que mi trabaio me de para 1acer verdaderas amistades.
a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQue tanto debe de haber? 1 2 3 4 5 6 7
c. iQu6 tan importante es esto para Ud.? 1 2 3 4 5 6 7

6. El sentido de auto-aprecio de mi trabajo.
a. iQu6 tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQu6 tanto debe de haber? 1 2 3 4 5 6 7
c. iQu6 tan importante es esto para Ud.? 1 2 3 4 5 6 7

7. La oportunidad que tengo para establecer objectives para la
compania.

a. iQu6 tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. IQuS tanto debe de haber? 1 2 3 4 5 6 7
c. iQud tan importante es esto para Ud.? 1 2 3 4 5 6 7
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8. El prestigio que ml posicion me da dentro de la companfa (el 
estlmo que me da la gente con qulen trabajo).

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7  (max)

b. iQue tanto debe de haber? 1 2 3 4 5 6 7

c. iQue tan Importante es esto para Ud.? 1 2 3 4 5 6 7

9. El prestigio que ml trabajo me da fuera de la companfa (el 
estimo que me da la gente que no trabaja en donde yo trabajo).

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)

b. !Qu6 tanto debe de haber? 1 2 3 4 5 6 7

c. £Qu£ tan importante es esto para Ud.? 1 2 3 4 5 6 7

10. La oportunidad que mi trabajo me da para el desarrollo y 
crecimiento personal.

a. iQu£ tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. £Qu6 tanto debe de haber? 1 2 3 4 5 6 7
c. £Qu6 tan importante es esto para Ud.? 1 2 3 4 5 6 7
Buenos condiciones en la plants (luz, ventilacldn) que me permiten
trabajar bien.

a. £Qu6 tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. £Qu6 tanto debe de haber? 1 2 3 4 5 6 7
c. £Qu6 tan importante es esto para Ud.? 1 2 3 4 5 6 7
La oportunidad que mi trabajo mei permite para pensar y actuar
independientemente.

a* £Qu6 tanto hay ahora? (rain) 1 2 3 4 5 6 7 (max)
b. £Qu6 tanto debe de haber? 1 2 3 4 5 6 7
c. £Qu6 tan importante es esto para Ud.? 1 2 3 ' 4 5 6 7
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13. El sentldo de satisfaccl6n y cumplimiento personal que me da ml 
trabajo.

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQue tanto debe de haber? 1 2 3 4 5 6 7
c. iQue tan importante es esto para Ud.? 1 2 3 4 5 6 7

14. La oportunldad que tengo para participar ien la determinacion de
metodos y procedimientos.

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQue tanto debe de haber? 1 2 3 4 5 6 7
c. iQue tan Importante es esto para Ud.? 1 2 3 4 5 6 7

15. La segurldad de tener empleo constants. •

a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. 6Que tanto debe de haber? 1 2 3 4 5 6 7
c. iQue tan Importante es esto para Ud.? 1 2 3 4 5 6 7

16. El saber que hay precauclones para evitar accidentes e*n iai trabajo.
a. iQue tanto hay ahora? (min) 1 2 3 4 5 6 7 (max)
b. iQue tanto debe de haber? 1 2 3 4 5 6 7
c. iQue tan Importante es esto para Ud.? 1 2 3 4 5 6 7
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