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ABSTRACT

A study using a mailed survey was conducted to 
determine the values, perceptions, and levels of satis
faction of different job characteristics for male and 
female pharmacists.

An existing instrument was modified to measure 
pharmacists' values and perceptions of job character
istics. These values, perceptions, and a resulting measure 
of job satisfaction were analyzed to ascertain what 
influence the sex of pharmacists had on the levels of each 
measurement. Number of years since most recent degree 
earned and type of pharmacy position held were used as 
co-variates.

Sex had little or no effect on the levels of values 
perceptions, and satisfaction of job characteristics except 
in the case where female pharmacists valued job character
istics indicative of long-range career objectives less than 
did male pharmacists / Overall satisfaction with most 
characteristics of their jobs appeared to exist at fairly 
low levels for all pharmacists.

Recommendations to improve the job satisfaction of 
pharmacists were presented.. In addition, suggestions for 
future research utilizing this study's instrument were made



CHAPTER 1

INTRODUCTION

Several powerful trends are restructuring society 
in the United States (Naisbitt, 1980). Society is adding 
new preoccupations and changing old ones. The health care 
delivery system in the United States is one of the elements 
of society that is rapidly changing (Gosselin, 1978, p. 73), 
and pharmacy is an integral part of the health care delivery 
system. Thus changes that are occurring within the health 
care system are having an impact of pharmacy.

Government and third-party payers are playing an 
increasing role in the practice of pharmacy as they pay an 
increasing part of drug costs. Long-term care facilities 
such as nursing.homes and hospices also are a growing 
part of the health care system. Due to federal requirements, 
pharmacists are required to play a larger role in these 
health care facilities. Computers, counters, and other 
technological advances are shaping the way pharmacy is 
practiced. The result is greater output of services at 
reduced costs.

The profession of pharmacy also has been influenced 
by the consumerism trend. Pharmacists have become
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increasingly concerned with how they are perceived by 
consumers and society in general. To better meet the 
demands of society, pharmacy has moved in the direction 
of extending roles for pharmacists, increasing current 
clinical roles, and searching for additional ways to 
contribute to society (Fedder and Beardsley, 1979).
To try to meet the challenges of extending, increasing,
and adding to present pharmacist roles, new ways to
educate pharmacy students are being advocated and implemented.

If pharmacists are to become more patient-oriented, 
they cannot continue to perform the routine dispensing 
functions. Oddis (1979) feels that the answer lies in 
the utilization of supportive personnel. Whitney,
Gardner, and Sitzler (1975) stress the need for programs 
to educate and train supportive personnel in order for 
the pharmacist to perform clinical and patient-oriented 
services, Some formal and informal programs to meet 
this objective already exist or are being considered.
Finally the maldistribution of pharmacists has had an 
impact on the pharmacy health care system. In 1980, 
there were shortages of pharmacists in 146 areas of 
the United States (Surface, 1980).

Even though the profession is attempting to 
meet society's demands of being more patient-oriented, 
conflicts exist in many of the areas mentioned.



Pharmacists and third-party payers often differ on which 
services are reimbursable, pharmacy educators differ on 
how to implement clinical programs in schools, pharmacists 
differ on how or if supportive personnel should be 
utilized, and consumers and pharmacists differ on just 
what services should be provided and at what cost. Even 
though these conflicts exist, there is a need to implement 
pharmacy services in geographical areas where there are 
shortages of pharmacists.

At the same time that many of the changes in the 
health care delivery system were occurring, there also 
was a change in women's roles. Between 1963 and 1976, 
the percentage of women who were active physicians rose 
from 5.7 percent to 8.3 percent. The percentage of 
women in medical school entering classes rose from 9.2 
percent to 24.7 percent (Moore, 1980). Somewhat-similar:, 
increases occurred in the professions of osteopathy, 
dentistry, optometry, podiatry, and veterinary medicine.
The increase in women pharmacists has been even more 
dramatic. Between 1963 and 1978, the percentage of 
women who were active pharmacists rose from 7.2 percent 
(Dickson and Rodowskas, 1973) to 18 percent (Brody, 1980). 
Between 1963 and 1978, the percentage of women in pharmacy 
schools rose from 13.3 percent (Dickson and Rodowskas, 1973) 
to 40.9 percent (Schlegel, 1979a). The trend continues



and it was predicted that women would make up approximately 
42.8 percent of graduating pharmacists in 1981 (Schlegel, 
1979c)..

It has been suggested by both male and female 
pharmacists that women have different personality traits, 
skills, strengths, attitudes, and goals which are attracting 
women to the changing profession of pharmacy (Anderson, 
Salisbury, and Bolger, 1970; Donovan,’ 1973; Kirk and 
Ohvall, 1973a; Kirk and Ohvall, 1975; Kimble, 1975; Slining, 
1975; Francke, 1976; Lear, 1979; Baldwin, Day and Riley,
1980). Many feel that women have the worthy characteristics 
of being more sensitive, empathetic, and understanding.
These characteristics would match well with those attributes 
needed in patient-oriented or clinical-type pharmacy practice.

If women do have different characteristics than 
men, then one might assume .that they also would value and 
would be satisfied with different aspects of their work 
as pharmacists. Several studies or surveys have been 
conducted to examine the job satisfaction of pharmacists.
Rabe (1971) surveyed women pharmacists only and found that 
93 percent would recommend pharmacy as a profession for 
others. Williamson and Kabat (1972) measured job satisfaction 
among hospital pharmacists as did Johnson, Hammel, and 
Heinen (1977). Neither study utilized sex as a variable.



but results indicated that hospital pharmacists were 
discontented with both intrinsic and extrinsic job 
characteristics. Curtis, Hammel, and Johnson (1978) 
measured job dissatisfaction between institutional and 
community pharmacists. It was found that extrinsic job 
characteristics, such as supervision and institutional 
policies and practices, were sources of higher job 
dissatisfaction among institutional pharmacists. Intrinsic 
characteristics such as work challange and ability 
utilization, were rated low by both groups of pharmacists. 
Once again, differences due to the sex of the pharmacists 
were not measured. Purohit and Stewart (1980a, 1980b) 
also measured satisfaction among pharmacists. They 
examined both facet-free (global) satisfaction and facet- 
specific (job-specific) satisfaction. The results of the 
study showed that global satisfaction did not vary by sex. 
Results did show different degrees of satisfaction with 
different job-specific characteristics, such as salary,
feedback, and recognition, between females and males.

Several of the above studies looked at few specific 
job characteristics when measuring job satisfation (Curtis, 
Hammel, and Johnson, 1978; Hammel, Curtiss, and Heinen, 
1979; Purohit and Stewart, 1980a, 1980b). Only one of 
these studies surveyed job characteristics with sex as an 
independent variable (Purohit and Stewart, 1980a, 1980b).
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In one additional study, Kirk and Ohvall (1975) looked 
at a few job characteristics to see if sex differences 
were present and found that males desired to earn a high 
salary more than females. Their survey involved students, 
not practicing pharmacists.

Herzberg, Mausner, and Snyderman (1959) in their 
study identified two classes of job characteristics.
One class was identified as hygiene (extrinsic) factors. 
These factors such as working conditions, co-workder 
relations, and job security, supposedly are responsible 
for causing work dissatisfaction or the lack of it. The 
second class was identified as motivator (intrinsic) 
factors. These factors, such as achievement, recognition, 
and responsibility are responsible for causing satisfaction 
or the lack of it. Since this study was completed many 
investigators have attempted to measure different aspects 
of these two factors. Only recently have these factors 
been examined with sex of the worker as a variable.
Several studies have measured these two factors in depth 
with business college graduates as subjects (Manhardt, 1972; 
Bartol and Manhardt, 1979; Brenner and Tomkiewicz,^197 9).
The investigators measured job characteristic values along 
the lines of extrinsic and intrinsic factors as they related 
to the sex of the graduate. Various differences in



environmental and long-range career objective preferences^ 
were found with sex used as a variable. The degrees of 
differences apparently lessened over time.

Other characteristics of pharmacists also may be 
associated with the particular job characteristics 
pharmacists value„ These characteristics may include 
type of practice or years of practice of the pharmacist, 
extent of the pharmacist's education, and social factors 
such as whether the pharmacist is married or the number 
of children the pharmacist has. Perhaps too, the career 
patterns of pharmacists may affect the job characteristics 
they value.

Statement of Problem
Difficulty in interpreting job satisfaction and 

job value studies has resulted due to the two different 
methods of measuring these job components. Those who 
have measured global or facet-free job satisfaction and 
values have usually found no differences, between the 
sexes (e.g. Weaver, 1980; Purohit and Stewart, 1980a). 
Differences in job satisfaction and values became more 
apparent when job-specific or facet-specific measures 
were used (e.g. Centers and Bugental, 1966; Manhardt, 1972 
Schuler, 1975; Brenner and Tomkiewicz, 1979; Purohit and 
Stewart, 1980b). Weaver (1980) felt that global job



satisfaction was somewhat unresponsive to changes in 
society. He did not take sides as to which measure 
should be used to measure job satisfaction, but stated 
that the issue of different results needed to be reexamined.

The interpretation of facet-specific job satisfaction 
and job characteristic preference differences due to the 
workers' sex also is difficult.. One of the primary reasons 
is the different instruments which have been used to measure 
these job qualities. One survey measured only one real job 
characteristic (Kirk and Ohvall, 1975) while another study 
measured fifty-five job characteristics (Bedeian, Armenakis, 
and Kemp, 1976). Many studies looked at ten or less job 
characteristics (e.g. Burke, 1966; Shapiro and Stern, 1975; 
Brief, Rose, and Aldag, 1977; Busch and Bush, 1978); 
Jurgensen, 1978) while others examined approximately two 
dozen characteristics (e.g. Manhardt, 1972; Singer, 1974; 
Brief and Oliver, 1976, 1976; Taveggia and Ziemba, 1978; 
Brenner and Tomkiewicz, 1979).

Several studies used a rank-ordering technique 
to determine if there were any differences in the way 
females and males valued job characteristics (e.g. Manhardt, 
1972; Fuselier and Tanja, 1975; Brief, Rose, and Aldag,
1977; Jurgensen, 1978) . The use of small numbers of job 
characteristics as variables and the use of rank ordering



may have resulted in added apparent agreement between 
sub-groups due to the small number of items ranked 
(Brief, Rose and Aldag, 1977) .

Several studies used independent t-tests to 
determine if the sexes differed on valued job charac
teristics (e.g. Manha-rdt, .1972; Busch and Bush, 1978; 
Brenner and Tomkiewicz, 1979). The use of independent 
t-tests with several or many dependent variables may 
have resulted in spurious significant differences when 
none may have existed (Huck, Cormier, and Bounds, 1974, 
p. 68).

Many of the studies involved convenience samples, 
and the results cannot be inferred beyong the particular 
subjects (e.g. Schuler, 1975; Brief and Oliver, 1976; 
Taveggia and Ziemba, 1978; Busch and Bush, 1978).
Other studies involved job applicants or recent college 
graduates (e.g. Manhardt, 1972; Jurgensen, 1978; Bartol 
and Manhardt, 1979). Still other studies used college 
students as subjects (e.g. Singer, 1974; Stake, 1978; 
Brenner and Tomkiewicz, 1979). Schultz (1969) feels 
that college students and recent college graduates 
differ in highly significant ways from the general 
population. By not being truly representative samples 
of the population, generalization of research results 
becomes quite difficult.
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Many other factors besides sex may play an important 
role in determining job satisfaction and job characteristic 
preferences. Among those mentioned were age, occupation, 
organizational level, and education. Therefore, there is 
a need to consider such factors as well as sex. Various 
studies controlled for different factors while other studies 
did not control any factors at all. Therefore, depending 
upon the factors involved, different studies are open to 
different outcomes and interpretations. -

Finally in trying to interpret job value studies, 
there is a need to appropriately define and identify 
intrinsic and extrinsic factors (Dyer and Parker, 1975). 
Authors of studies have used different methods to identify 
intrinsic and extrinsic factors. Some have strictly adhered 
to Herzberg's designation and classification (e.g. Saleh and 
Lalljee, 1969? Schuler, 1975; Stake, 1978? Curtiss, Hammel, 
and Johnson, 1978) . Several other authors appear to have 
used Herzberg's dichotomy (Taveggia and Ziemba, 1978?
Cooper, Foley, and Kaplan, 1979). Others have felt that 
the categorization of job characteristics as intrinsic 
or extrinsic restricted the analysis of relative importance. 
Manhardt (1972) , Barto1 and Manhardt (1979), Brenner and 
Tomkiewicz (1979) factor analyzed their results. The factor 
analysis basically retained the intrinsic factor while
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breaking the extrinsic factor down into several other 
factors. The extrinsic factor consisted of those 
variables relating to job environmental variables and 
those variables related to long-range career objective 
variables. By breaking up the intrinsic-extrinsic 
dichotomy the authors were able to show several sex 
differences that might not have manifested themselves.

Few studies evaluating job characteristics have 
dealt with practicing pharmacists (Williamson and Rabat,
1972; Kirk and Qhvall, 1975; Fuselier and Tanja, 1975;
Johnson, Hammel, and Heinen, 1977; Curtiss, Hammel and 
Johnson, 1978; Hammel Curtiss, and Heinen, 197 9; Purohit 
and Stewart, 1980a, 1980b). Most of these investigators 
have attempted to measure job satisfaction, with specific 
job characteristics used in only a small percentage of 
these studies. Further, only a few studies have investigated 
the sex of the pharmacist as a factor (Fuselier and Tanja, 
1975; Busch and Bush, 1978; Purohit and Stewart, 1980a,
1980b). Yet to be examined are the job characteristics 
pharmacists value, the extent to which these job character
istics are a part of the pharmacist's actual job, and the 
influence of sex on these perceived and valued job 
characteristics.



It was these findings and the need to characterize 
job roles and practice patterns of male and female pharma
cists which led to the present study.

Statement of Purpose 
One purpose of this study was to determine whether 

women currently engaged in the practice of pharmacy value 
job characteristics the same as men. Another purpose was 
to determine if the jobs of currently employed female 
pharmacists contain the same perceived levels of actual 
job characteristics as those of male pharmacists.
Finally, valued and actual levels of job characteristics 
were compared to determine if any differences exist. '

If female and male pharmacists value job character
istics differently, this result would be of special interest 
due to the increasing numbers of women entering the 
profession. The results of such a study could be of use 
in health and pharmacy woman/manpower planning and 
utilization. A better understanding could be developed 
as to why women pharmacists practice where they do.
The results would be of aid in developing affirmative 
action programs by employers. Personnel managers would 
be better able to evaluate jobs for more successful 
recruitment, replacement, and promotions. Personnel 
managers and other administrators would be better able to
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counteract or complement certain sex stereotypes if they 
indeed exist. Pharmacists of both sexes should be better 
able to relate to their job preferences with a better 
understanding of them.

Objectives
This study encompassed the following major 

objectives:

Objective 1
The first objective was to obtain the following 

demographic information;
(1) The sex and age of the: pharmacist; (2) the 

highest degree earned by the pharmacist and the year 
earned; (3) the current type of position held by.the 
pharmacist; and (4) number of years actively engaged 
in the practice of pharmacy.

Objective 2
The second objective was to determine the past 

and present career status of the pharmacist. This 
information was used for descriptive purposes. The 
following information was determined: (1) whether or not
the pharmacist was currently actively engaged in pharmacy- 
related work; (2) if currently actively engaged in the 
practice of pharmacy-related work, the reason why;
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(3) if currently engaged in the practice of pharmacy- 
related work only part-time, the reason why; (4) if 
not currently actively engaged in the practice of pharmacy- 
related work, the reason why; (5) the number of hours 
worked per week; (6) the number of weeks worked per year;,. 
(7) the number of years spent by the pharmacist in his/her 
current position.

Objective 3
The third objective was to collect data about 

which job characteristics female and male pharmacists 
valued. Differences due to years since most recent 
degree and differences due to type of position, were 
controlled. The types of job characteristic factors 
on which data were collected consisted of those labeled 
as: (1) intrinsic; (2) environmental; (3) long-range
career objective; and (4) structure.

Objective 4
The fourth objective was to collect data to 

determine what levels of job characteristics were present 
in current jobs as perceived by female and male pharmacists. 
Differences due to years since most recent degree and 
differences due to type of positon held were controlled.
The types of job characteristics on which data were 
collected consisted of those mentioned in Objective 3.
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Objective 5
The fifth objective was to determine what levels 

of satisfaction of job characteristics were present with 
current jobs of female and male pharmacists. Differences 
due to years since most recent degree and differences due 
to type of position held were controlled.

Objective 6
The sixth objective was to determine separately 

for males and females if there were any significant 
correlations between the levels of valued versus perceived 
job characteristics of female and male pharmacists.

Hypotheses
For the dependent variables, (1) Intrinsic,

(2) Environmental, (2) Long-range career objective, and
(4) Structure job characteristics, tested separately, the 
following hypotheses were tested:

Null Hypothesis I. After controlling for years 
since most recent degree and type of position, female 
pharmacists do not differ from male pharmacists in how 
they value the above four job characteristics.

Alternative Hypothesis I. After controlling for 
years since most recent degree and type of position, female 
pharmacists differ from male pharmacists in how they value 
the above four job characteristics.



Null Hypothesis II. After controlling for years 
since most recent degree and type of position, female 
pharmacists do not differ from male pharmacists in their 
perception of their current jobs as possessing the above 
fpur job characteristics.

Alternative Hypothesis II. After controlling for 
years since most recent degree and type of position, female 
pharmacists differ from male pharmacists in their percep
tion of their current jobs as possessing the above four 
job characteristics.

Null Hypothesis III. After controlling for years 
since most recent degree and type of position, female 
pharmacists do not differ from male pharmacists in the 
levels of satisfaction with their current, jobs on the 
above four job characteristics.

Alternative Hypothesis III. After controlling 
for years since most recent degree and type of position, 
female pharmacists differ from male pharmacists in the 
levels of satisfaction with their current jobs on the 
above four job characteristics.

Null Hypothesis IV. There is no relationship 
between female pharmacists1 perception of existing versus 
valued levels for the above four job characteristics.

Alternative Hypothesis IV. There is a relationship 
between female pharmacists' perception of existing versus 
valued levels for the above four job characteristics.
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Null Hypothesis V . There is no relationship 

between male pharmacists' perceptions of existing versus 
valued levels for the above four job characteristics.

Alternative Hypothesis V . There is a relationship 
between male pharmacists' perception of existing versus 
valued levels for the above four job characteristics.

Definitions
1. Clinical position - Pharmacy position which involves 

more than 50 percent involvement in direct patient 
care with emphasis on drug therapy.

2. Job characteristics - Distinguishing features or 
attributes of a job as defined and presented in the 
measuring instrument.

3. Job satisfaction - The favorable viewpoint of the 
worker toward the work role he/she presently occupies.

4. Job characteristic perception levels - Measurement, 
obtained directly from measuring instrument, of amount
of each type of job characteristic present in pharmacist's 
current job.

5. Job characteristic value levels - Measurement, obtained 
directly from measuring instrument, of amount of value 
pharmacists place on each type of job characteristic.

6. Job characteristic satisfaction levels - Measurement, 
derived by multiplying job characteristic perception
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levels of job characteristic value levels for each type 
of job characteristic, as an indication of job satis
faction.

7. Environmental job characteristics - Those job charac- ' 
teristics descriptive of the general work conditions 
and closely related to extrinsic characteristics.

8. Educational job characteristics - Those job charac
teristics descriptive of the use of educational 
background, knowledge, and skills.

9. Extrinsic job characteristics - Those job character
istics descriptive of work context.

10. Intrinsic job characteristics - Those job character
istics descriptive of work content or the work itself.

11. Long-range career objective job characteristics - Those
job characteristics descriptive of advancement, respon
sibility, and long-range career success.

12. Structure job characteristics - Those job character
istics descriptive of rules and regular toutine.

13. Type of position - Refers to both place of practice and
level of the organization in which the pharmacist 
practices.

14. Years of practice - Refers to number of years in which 
the pharmacist has practiced pharmacy or has been in 
pharmacy-related activities since obtaining his or her 
most recent degree.



CHAPTER 2

RELATED LITERATURE AND RESEARCH

This chapter reviews and discusses factors that are 
relevant to the conduct of the study. Special emphasis 
will be placed on women's roles in the general work force, 
particularly in pharmacy. An overview of several theories 
of work motivation and job satisfaction follows. Next, 
job satisfaction and job characteristics' studies as they 
relate to women and pharmacists will be described.
Included in this section of the chapter is a discussion 
of various factors that affect job satisfaction and job 
characteristics that are valued by workers.

Changes in the Current Work Society 
Today's work society is rapidly shifting from a 

mass industrial society to an information society (Naisbitt, 
1980). In 1950, 65 percent of people in the United States 
were in the industrial sector. Today the figure stands 
at 30 percent. Over the same time period the information 
sector has increased from 17 percent to 55 percent. The 
two main components of this information society are 
knowledge and data. A related aspect of today's changing 
work society is the development of technological advances
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that benefit society as a whole. A final aspect of today's 
work society is the growing demand of workers for more 
satisfaction from their work. At the same time these 
changes are taking place., women are playing an increasing 
role in today1s work force. • .

Participation of Women in the General Work Force
From 1947 to 1975, the female population increased 

52 percent (Glueck, 1978, p. 65). At the same time the 
percentage of women working increased 123 percent. Women 
now make up 42.2 percent of the work force (Hart, 1980).
By 1985, this is projected to increase to 46 percent . 
Currently almost 39 million women work (Biles and Pryatel, 
1978). Of these 39 million female workers, 75 percent 
are employed as secretary-stenographers, household workers, 
bookkeepers, elementary school teachers, and waitresses.
Half of all male workers, in comparison, are employed in 
65 different occupations. .

Participation of Women in the Professional Work Force 
Despite the fact that there has been a steady 

increase in the participation of women in the general 
labor force during the 20th century, most of the positions 
filled by women have been the lower paying, non-managerial 
positions. Women occupy 43.3 percent of all professional 
positions. Most of these are health and teaching positions.



Also women occupy 24.6 percent of all managerial and 
administrative positions (Hart, 1980). In terms of 
types of managerial positions, most female managers 
are in health administration along with building super
vision; in general office management; are assessors, 
controllers, and treasurers; and are in restaurant 
management (Brown, 1979). Present societal values though 
are beginning to force employers to look at their person
nel programs to see that policies agree with these 
societal values. Equal opportunity legislation has 
made it illegal to discriminate in hiring and treatment 
of employees due to sex (Glueck, 1978, p. 597).

At the same time more women than ever are 
planning a career in a business or a professional field. 
Women's interests in these fields has tripled since 
1973 (Cameron, 1980). For the first time in the Scholas
tic Apititude Test's (SAT) history, more women than men 
(18.8 percent versus 18.5 percent) are interested in 
business or a profession as an intended field of study.
Also women's interest in graduate degrees has grown twice 
as fast as that of men in the past seven years. This is 
die to several factors: (1) business and professional
schools have mounted campaigns to attract women; (2) 
women graduating from other schools in field traditional 
for them are having difficulty finding work, therefore many
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Also women occupy 24.6 percent of all managerial and 
administrative positions (Hart, 1980). In terms of types 
of managerial positions,, most female managers are in 
health administration along with building supervision; 
in general office management; are assessors, controllers, 
and treasurers; and are in restaurant management (Brown, 1979) . 
Present societal values though are beginning to force 
employers to look at their personnel programs to see that 
policies agree with these societal values. Equal 
opportunity legislation has made it illegal to discriminate 
in hiring and treatment of employees due to sex (Glueck,
1978, p. 597).

At the same time more women than.ever are planning 
a career in a business or a professional field. Women's 
interests in these fields has tripled since 1973 (Cameron,
1980). For the first time in the Scholastic Aptitude 
Test's (SAT) history, more women than men (18.8 percent 
versus 18.5 percent) are interested in business or a 
profession as an intended field of study. Also women's 
interest in graduate degrees has grown twice as fast as 
that of men in the past seven years. This is due to 
several factors: (1) business, and professional schools
have mounted campaigns to attract women; (2) women 
graduating from other schools in fields traditional for 
them are having difficulty finding work, therefore many
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women are seeking out the professional or business 
schools because of greater hope of employment; (3) the 
feminist movement has encouraged women to enter traditional 
male occupations; and (4) the shortage of competent 
professional and managerial talent has lead to women 
being sought to fill these positions (Burke and Weir, 1977).

Participation of Women in the Health Professional Work Force 
The health professions of medicine, dentistry, and 

pharmacy were very much dominated by men in 1870 (Blitz,
1974). Less than 5 percent of these health professionals 
were women. In 1890, 11.0 percent of all physicians 
(medical and osteopathic) were women. Less than 2.5 
percent of all dentists and pharmacists were women. By 
the early 1970's approximately 5 percent of all physicians,
6 percent of veterinarians, 1 percent of dentists, and 2 "
percent of optometrists were women (Carpenter, 1973). 
Approximately 10 percent of pharmacists were women. In 
1976, 8.3 percent of physicians were women (Moore, 1980).
In 1978, 1.7 percent of dentists were women (Moore, 1980), 
and 16.9 percent of pharmacists were women (Lear, 1979).
In addition, enrollments in the following health profes
sional schools rose during the time period from 1970 to 
1978 as follows: (1) Medicine, 9 percent to 22.4 percent;
(2) Dentistry, 1.1 percent to 11.2 percent; (3) Optometry,
2.9 percent to 13.4 percent; (4) Podiatry, 0.9 percent to
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7.1 percent; (5) Veterinary Medicine, 8.8 percent to 
28.2 percent; (6) Pharmacy 20.8 percent to 36.8 percent 
(Weaver and Garrett, 1978; Moore, 1980). It can be 
seen that from 1870 to 1970 there was a decline or status 
quo in the percentages of women in the health professions. 
Since 1970 the trend has reversed with women now becoming 
an ever larger proportion of health professionals in 
male-dominated professions.

Participation of Women in the Pharmacy Profession
The first woman pharmacist, according to historical 

records, practiced in 1804 (Who Was the First Woman 
Pharmacist in America, 1973). As was stated, until 
recent times women comprised less than 2.5 percent of all 
pharmacists. Pharmacy was typical of most health profes
sions (except for certain professions such as nursing) in 
being heavily male-dominated. It was not until the early 
1970's that the percentage of women pharmacists reached 
approximately 10 percent. Since then pharmacy has advanced 
at a faster pace than medicine, podiatry, dentistry, and 
osteopathy in adding women to its work force (Kronus 1977). 
Pharmacy schools in five states and the District of 
Columbia now graduate more women than men (Schlegel, 1979c). 
By 1981 women graduates will outnumber men graduates in 
six more states. In addition, in 1981 women graduates will 
comprise 40 percent or more of all graduates in 16 additional
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states. The percentage of female graduates in these 
states will equal or outnumber the percentage of women 
in the entire work force. Pharmacy along with medicine 
and dentistry is among the careers that professionals 
are least likely to abandon (Boyd, 1980). The implications 
are clear. Women are becoming an ever larger segment of 
pharmacy professionals, are likely to remain in pharmacy, 
and eventually, if the trends continue, are likely to 
become the dominant force in the practice of pharmacy.

Practice Patterns of Women Pharmacists
In a recent study of pharmacists who graduated from 

two pharmacy schools, it was found that two out of three 
women were staff pharmacists while two out of three men 
were at the managerial level (Mercadante, Fink, and 
Nelson, 1980). This compares with the national average 
of 4 3.3 percent of all women holding managerial positions 
(Hart, 1980). The study also showed that 89 percent of 
female pharmacists practiced full-time while 97 percent 
of male pharmacists did so. Also female pharmacists 
interrupted their careers at a rate four times that of 
male pharmacists. The main reason for women to.interrupt 
their careers was to have a child. In contrast women in 
managerial positions tended to interrupt their careers 
less than men. These current findings are in sharp contrast 
to those of past years. Kirk and Ohvall (1972) found that



25
56 percent of all women pharmacists, were practicing 
full-time in hospital practice, with a smaller percentage 
practicing full-time in community practice. Twice as 
many single women worked full-time as married women 
(Kirk and Ohvall, 1973b).

In 1974, approximately 50 percent of all women 
pharmacists were practicing in the hospital environment 
(Public Health Service, 1978). A survey of Ohio's 
practicing pharmacists showed that only eight percent of 
women in hospital practice were in managerial positions 
(Schwirian, 1973). In contrast, 57 percent of women 
pharmacy students aspiring to be hospital pharmacists 
desired eventually to be a chief pharmacist (Kirk and 
Henderson, 1975). Since this represents college graduates 
aspiring to future goals, the figure may be too high.
The number of women in managerial positions in hospitals 
will probably approach that of other practices as more 
women enter the profession of pharmacy. As a matter of 
fact, approximately 33 percent of all pharmacy Master's 
degree candidates in pharmacy administration and hospital 
pharmacy in the Fall of 1978 were women (Schelge.l, 1979b) . •

The life span of women currently exceeds that of 
men by approximately ten percent (Moore, 1980) . Thus the 
career times for both will likely end up being comparable 
(Francke, 1975). Women appear to be playing an increasing
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role in both managerial and staff roles in all types of 
pharmacy practice. Women are not only increasing in pure 
numbers in the practice of pharmacy, but also are playing 
an active role in the practice of pharmacy (Carpenter, 1977).

Sex Differences and Stereotypes
The movement of women into the work force and into 

positions of authority has not been without problems. 
Differential treatment of women has been reported in 
hiring, promotion, compensation, and performance ratings 
(Brown, 1979). A possible explanation for differential 
treatment is the existence of pervasive and persistent 
sex role stereotypes (Terborg, et al, 1977). Sex role 
stereotyping refers to the belief that a set of traits 
and abilities are more likely to be found among one sex 
than the other (Schein, 1978). For example men have been 
thought to be more aggressive, forceful, competitive, and 
ambitious. Women were characterized as more emotional, 
intuitive, people-oriented, and dependent (Brown, 1979). 
Coincidentally, the characteristics of the male better 
fit the ideal manager model. Women are felt to be better 
oriented for dealing with people. Yet these qualities 
may be those also needed to perform in the role of manager 
and professional person in pharmacy and other types of work.
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Sex Differences in Pharmacy Practice

The preponderance of articles concerning female 
pharmacists in the past ten years appear to have stereo
typed the female pharmacist. Female pharmacists have been 
characterized in them as being sympathetic to problems of 
patients, relating to people better than men, and being 
able to establish stronger rapport (Andersen, 1970); as 
having tact and understanding (Donovan, 1973); having 
inherent patience, understanding, better rapport, and 
sympathy (Kirk and Ohvall, 1973a); possessing "femininity" 
(Kimble, 1975); having sensitivity, warmth, empathy, and 
understanding (Slining, 1975); and as being caring, nurturing, 
dependent, emotional, sympathetic, and involved (Lear, 1979). 
Francke (1976) also mentioned several of these qualities 
as being inherent in women, but also mentioned that men 
were capable of the same qualities. On the other hand 
Kronus (1977) stated that stereotypes suffered from over
generalization. She felt that both men's and women's job 
ambition and commitment were affected by the same age 
and life cycles.

Several studies have investigated the interests 
of pharmacy students. Female pharmacy students were shown 
to desire well-planned, routine work (Rezler and Buckley,
1977). Unfortunately male students were not included in 
this study. In a study involving female and male pharmacy



students, Johnson, et al, (1978) found that occupational
interests for males and females were virtually identical.
In a study involving practicing pharmacists, Kirk, Johnson, 
and Ohvall, (1974) found that women pharmacists scored 
high on merchandising and medical service interest scales. 
Baldwin, Day, and Riley (1980) investigated the personality 
values of pharmacists and pharmacy students. The study 
tended to show moderate agreement for male and female 
pharmacists with regard to their personal values. Male 
and female students also tended to agree. However, pharmacy 
students were found to value social factors higher than 
pharmacists. One reason for this outcome could be a shift 
in interests within the profession over time. Also active 
practice may affect values and thus students' values may 
change after becoming practicing pharmacists.

It would appear in areas recently investigated 
that pharmacists and pharmacy students of both sexes 
tend to have few occupational differences.
Limitations of the studies are that, in several, only 
students were evaluated; and in studies which did involve 
pharmacists, few interests were evaluated. With the small 
number of articles and even smaller number of actual 
studies appearing in the literature, it is impossible to 
conclude whether pharmacists have actual occupational 
differences due to sex or whether false stereotypes exist.



Theories of Job Satisfaction 
Many theories as to what promotes worker 

motivation and job satisfaction exist. Most models 
are based on the theory that people have basic needs 
which must be met in order to stimulate the. worker.
The assumption is th&t motivation and satisfaction result 
if these basic needs can be met by the job. Different 
job characteristics,exist that can serve to meet these 
basic need's. The theories and models that have been 
developed describe the job characteristics that result 
in different degrees and types of job satisfaction.
This study's main purpose is to attempt to determine 
and evaluate what job characteristics are important 
to male and female pharmacists. Thus an understanding 
'of models of work motivation would be needed to be able 
to apply the results of such a study. Flippo and Munsinger 
(1978) state that the modern manager must be sufficiently 
aware of basic human needs and must try to understand 
how the worker's job can better meet these needs.

Herzberg's Motivation Versus Hygiene Theory
In the late 1950's, Herzberg, Mausner, and 

Snyderman (1959) began to study job attitudes. They 
believed that if an individual understood the forces that 
lead to improved morale, the result would be greater 
happiness and self-realization. For industry, the outcome
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would be decreased turnover, decreased absenteeism, and 
smoother working conditions. The subjects of the study 
were accountants and engineers. The researchers employed 
a rather unique method to determine workers' job attitudes. 
They interviewed each subject and asked them to recall 
times when they felt exceptionally bad or exceptionally 
good about their work. These critical incidents then 
were analyzed.

The results of the analysis showed two fairly 
distinct classes of job characteristics. One class, 
called hygiene factors, were associated mainly with 
those critical incidents when the worker felt exceptionally 
bad. The other class, called motivator factors, were 
associated mainly with those critical incidents when 
the worker felt exceptionally good. The hygiene factors 
were referred to as extrinsic or job context outcomes.
These factors included supervision, interpersonal relations, 
physical working conditions, salary, company policies and 
administrative practices, benefits and job security.
The motivator factors were referred to as intrinsic .
or job content outcomes. These factors included achievement,
recognition, work itself, responsibility, and advancement.

To summarize, the hygiene factors made up a 
continuum ranging from dissatisfaction to no dissatisfaction 
or a neutral zone. The motivator factors made up a
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continuum from no job satisfaction or a neutral zone to 
satisfaction. Hygiene factors can only eliminate 
dissatisfaction; only motivator factors can cause 
satisfaction and truly motivate the worker. This model 
is represented in Figure 1. The definitions of extrinsic 
(hygiene) and intrinsic (motivator) job characteristics 
have been used in most research on job characteristics 
since this study was published (Schuler, 1975).

Maslow's Need-Hierarchy
Maslow proposed a human need hierarchy as follows 

(Flippo and Munsiriger, 1978, p. 334):
1. Basic physiological needs
2. Safety and security
3. Love
4. Esteem
5. Self-actualization

As each basic human need is met, the individual moves 
on to the next basic need. The basic physiological needs, 
such as food, clothing, and shelter, are first in priority. 
When those needs are met, the need for safety and security 
are of the next priority. The need for love is next.
Esteem follows love. The last need to be met is self- 
actualization or self-fulfillment.
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Hygiene (Extrinsic) Factors
C o S I a n y X w c i K T ' „ ______ x  Na“tral State of Motivation
Co-workers) . Satisfaction, and Performance

Motivator (Intrinsic) Factors

Idvanclment^ v. Hi^h State of Motivation,
Recognition) Satisfaction, and Performance

Figure 1. Herzberg * s Two-Factor Theory Model
Source; Herzberg, Frederick, Bernard Mausner, and Barbara 

Bloch Snyderman. The Motivation To Work. Second 
Edition. New York, NY; John Wiley and Sons, Inc., 
1959.■
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This concept has been applied to the problems of 

job motivation. Management must determine what needs 
of the worker or workers must be met. Those needs that 
are already well satisfied would not be used to motivate 
the worker. Management then would have to attempt to 
meet the unsatisfied needs to really motivate the worker.

It has been suggested that the hygiene factors 
correspond most closely to Maslow1s lower hierarchy needs 
of basic needs, safety, and security. The motivator 
factors correspond more to the higher needs of esteem 
and self-actualization (Flippo and Munsinger, 1978, p. 341). 
Herzberg, Mausner, and Snyderman (1959) felt that there 
was a possibility of a fluctuating need hierarchy operating 
within the classes of hygiene and motivators. They also 
felt that the order of importance of the factors within 
each class may be uniform in groups of workers sharing 
common phychological characteristics. Thus the possibility 
exists for the hygiene-motivators to be part of a need 
hierarchy or to be characteristic of homogeneous groups 
as well as individuals.

The Job Characteristics Model of Work Motivation
Hackman and Oldham (1976) have developed a model 

of work motivation as represented in.Figure 2. The authors 
suggested that five core job dimensions prompt three 
psychological states which in turn lead to beneficial
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PERSONAL AND WORK 
OUTCOMES

CORE JOB 
DIMENSIONS CRITICAL

PSYCHOLOGICAL
STATES

Skill variety 
Task identity 
Task significance

Autonomy

Feedback-

Experienced 
/ ^meaningfulness 

of work

Experienced 
responsibility 
for outcomes 
of work

>

Knowledge of 
actual results of 
work activities

EMPLOYEE GROWTH 
NEED STRENGTH

High internal 
work motivation
High quality 
work performance

High satisfaction 
with the work

Low absenteeism 
and turnover

Figure 2. The Job Characteristic Model of Work Motivation

Source: Hackman, J . Richard and Greg R. Oldham. Motivation
Through The Design Of Work: Test Of A Theory.
Organizational Behavior and Human Development,
16: 250 (August) 1976.



personal and work outcomes. They defined skill variety 
as the degree to which a job involves a variety of 
different activities and requires different skills and 
talents of the worker. Task identity was the degree 
of doing a job from start to finish with a visible 
outcome. Task significance was the degree to which a 
job has a substantial impact on lives or work of other 
people. Autonomy was the degree to which a job provides 
freedom, independence, and discretion to the worker to 
schedule, determine, and carry out work procedures. 
Feedback was the degree to which the worker receives 
clear and direct information regarding the effectiveness 
of performance. Definitions of the three psychological 
states were as follows: Experienced meaningfulness of
the work was the degree to which the worker perceives the 
job as being meaningful, valuable, and worthwhile. 
Experienced responsibility for work outcomes was the 
degree to which the worker feels personally responsible 
for the work results. Knowledge of results was the 
degree to which the worker knows and understands on a 
continuous basis how he or she is performing.

Therefore, the overall motivating potential 
(M. P.) of a job should be highest when the job is high 
on at least one and hopefully all three job dimensions 
that lead to experienced meaningfulness, high autonomy,
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and high feedback. This is represented by the following 
formula:.

Skill + Task + Task
M.P. = Yariet^ Identity significance^ Autonomy+ Feedback

Hackman, et al (1975) asked the question— does the 
theory work for everybody? Their answer was: Unfortunately
not. They felt that not everyone is able to be internally 
motivated in his work even if the job's motivating potential 
is high. If the employee has a high "growth need strength" 
which is a psychological need, then the results will be 
favorable personal and work outcomes. If the opposite 
is true, then unfavorable personal and work outcomes will 
occur.
Expectancy Theory Model of the Motivational Propetties 
of Tasks

Staw's (1976) expectancy theory model of the 
motivational properties of tasks is represented in Figure 
3. This model can be represented by the following formula: 

MOTIVATIONAL FORCE = Valence X Expectancy 
The motivational force of a job should be highest when 
the job is high in valence and expectancy. Valence can 
be defined as the values or needs of the employee, for 
example those needs represented by Maslow's Hierarchy.
As mentioned before it would be up to management to 
determine what those needs are. Staw's model listed
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TASK ATTITUDES 
AND BEHAVIOR

TASK CHARACTERISTICS INTRINSIC MOTIVATION

Task variety Task uncertainty —  
Social interaction

Task identity 
Task significance — 
Responsibility for 
results

Intrinsic valence associated with —  
task behavior

Intrinsic valence -> associated with

Task satisfac- -> tion
Task partici
pation 
Task persis
tence 

)

Barriers to task 
accomplishment -— —  
Knowledge of results

task accomplishment

Perceived probability 
that task behavior leads 
to accomplishment *■----'— -

-.Quality of 
task
performance

Figure 3. An Expectancy Theory Model of the Motivational 
Properties of Tasks

Source: Staw, Barry M. Intrinsic And Extrinsic Motivation. 
Morristown, NJ: General Learning Press, 1976.
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intrinsic or higher order needs.' Expectancy involves 
an employee's belief that he or she has the capacity 
or that the probability exists to actually perform the 
task. It also involves the employee's belief that there 
is a linkage between performance and desired rewards.
Thus the anticipation of wants to fulfill desired needs 
is critical. Motivation results when the needs are in 
balance with the job characteristics. Greater worker 
effort and performance could be expected when job 
characteristics form the basis in terms of valences and 
expectancies.

The above models more or less assume stable 
needs. These needs are inborn and rather inflexible.
There is a need to match such needs with job characteristics 
in order to provide motivation to obtain satisfactory 
outcomes for both employee and employer. Herzberg1s 
theory tends to stray the farthest from a stable needs 
basis for motivation. At least on the side of the hygiene 
factors, the environment of the job rather than the 
employee's own self plays the largest role. Only the 
prevention of dissatisfaction results through hygiene 
factors. Motivator factors are what produce satisfaction. 
These factors can be related to stable, inborn needs.
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The Source Information Processing Perspective

The literature on job characteristics has been 
dominated by need-satisfaction models. These models 
state that people have needs, jobs have characteristics 
that meet or fail to meet these needs, and job attitudes 
result.

Salancik and Pfeffer (1978) contended that there 
is a need to take into account the social context in which 
work occurs and how the social context affects attitudes.
They also believed that the presence of consequences from 
previous actions needs to be taken into account. These 
can be combined to result in the social information 
processing perspective.

The fundamental premise of this approach is "that 
individuals, as adaptive organisms, adopt attitudes, . 
behavior, and beliefs to their social context and to the 
reality of their own past and present behavior and situation" 
(Salancik and Pfeffer, 1978). This leads to the conclusion 
that one can learn most about people by studying their 
informational and social environments.

An important source of information is the person's 
immediate social environment. There are several important 
sources in the social environment. The individual's 
attitude towards work and the co-workers' and supervisors' 
value statements regarding the job can influence the 
individual. They also can manipulate the work environment



favorably or unfavorably and might even influence how 
the individual interprets his or her needs. Individuals 
also cognitively evaluate dimensions of the job.
Information from the non-job environment can influence 
the individual. Finally, past behavior of the individual 
can be a source of information and a determinate of job 
attitudes. Thus the social context, through informational 
influence processes, can affect beliefs about what job 
characteristics are necessary, what attitudes are appro
priate and even determine what needs people should desire.

The authors concluded that there are better ways 
to redesign jobs than to match job characteristics to 
basic needs. Better ways involve changing people's 
needs by socialization and training, changing awareness 
of the job characteristics, changing the environment, 
changing the relationship between the person and the job, 
and changing people's behavior. In other words, concentrate 
less on people's needs and more on the context of the job.

Salancik and Pfeffer (1978) admitted that they 
cannot demonstrate that their perspective on aspects of 
job behavior and attitudes is correct. At the same time 
they felt that the need models offer limited knowledge 
on how people develop job attitudes. They felt this is 
true because the idea of basic needs is taken for granted.
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Most work motivation theories' were based on the need- 
satisfaction model as related to task design. Herzberg 
was one of the first to suggest a model of motivational 
properties of task design (Steers and Mowday, 1977).
His classification of job characteristics has permeated 
most work design research since.

Job Characteristics and Job Satisfaction
Among the many changes occurring in today's 

work society is the growing demand of workers for more 
satisfaction (Naisbitt, 1980) . The consensus is that 
there has been a shift in the values of workers (Cooper, 
Foley, and Kaplan, 1979). This shift has been accom
panied by the demand for more work satisfaction. The 
feeling is not unanimous, though. The results of a 
national study from 1972 to 1978 showed no significant 
change in global job satisfaction (Weaver, 1980) . It 
appeared that the global measure of job satisfaction 
may be unresponsive to changes in society. At any rate, 
there appeared to be a stronger than ever demand for the 
higher order, intrinsic demands to be met by the job.

The changes that are occurring in today's society 
are reflected in the practices of the health care delivery 
system, including the profession of pharmacy. Naisbitt 
(1980) mentioned several changes occurring in today's 
society besides the growing demand for worker satisfaction.



These changes appear to coincide with the changes occurring 
in the health care system and especially in pharmacy. One 
of the changes was the shift from an industrial society 
to an information society. The main components of the 
information society are knowledge and data. The Study 
Commission on Pharmacy (1975) report stated that pharmacy 
was a knowledge system. As one of its recommendations, 
the Commission stated that pharmacists could contribute 
significantly to the health care system by providing 
information. ,The clinical pharmacy movement would appear 
to be right in line with the information shift in society. 
Clinical pharmacy's main output is information rather than a 
product. The second change occurring in today’s society 
is the development of high technological advances with a 
corresponding human response side. That is, many of 
today's technological advances are being accompanied by a 
compensatory human response. If not, the new technology 
is rejected. Thus in pharmacy the advent of technology 
such as computers, counters, and pharmacokinetics should 
have a high human touch component built in. These 
technologies appear to have the potential to allow the 
pharmacist more time to offer more and better patient- 
oriented services.

A concurrent event has been the movement of women 
into the general work force, including pharmacy. Women are
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becoming more and more a part of today's information 
and person-oriented society. The typical woman in the 
1940's was more interested in working for a short time 
and was more concerned with immediate working condition 
(Singer, 1974). Job values changed little during the 
1950's with.women preferring service-type jobs. During 
the 1960's, work was still a secondary role for women.
The question now is whether job characteristic prefer
ences of women are chaning in a manner parallel to 
other changes in today's society. Do women desire the 
same job characteristics as men? More specificially, do 
female pharmacists desire the same job characteristics 
as male pharmacists? A review of past studies gives mixed 
findings.

General Sex Difference Studies
Wagman (1965) studied the job value preferences of 

college female and male students and found some signifi
cant differences. Men preferred the occupational value 
of esteem while women preferred the value of social service. 
The author felt that the results were in line with women 
desiring to help others whereas men desired to be recog
nized by others. In a study of six job characteristics 
(extrinsic factors being pay, good co-workers, and 
security; intrinsic factors being interesting work, 
ability to use skills or talen and satisfaction). Centers 
and Bugental (1966). found that women workers placed a higher
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value on good co-workers while men placed a higher value 
on being able to use their skills or talent. Comparing 
college students by rank-ordering five extrinsic and five 
intrinsic job characteristics, Burke (1966) found that 
males and females tended to rank the characteristics 
approximately the same. As an interesting sidelight,
Burke also found that males felt females would desire 
extrinsic over intrinsic characteristics. Females felt 
that males would desire intrinsic over extrinsic charac
teristics. In fact, there appeared, as stated, to be no 
sex differences. Saleh and Lalljee (1969) replicated 
Burke's 1966 study using college students, school teachers, 
and employees of a service-oriented organization. There 
were no sex differences in extrinsic and intrinsic preferences 
in the first two samples. There were significant differences 
in the service-oriented workers, but the differences 
disappeared when education and job level were controlled.

Manhardt (1972) felt that the reason for previous 
relative failures to find any sex differences was due to 
the researchers adhering too strictly to the intrinsic- 
extrinsic dimension of Herzberg1s theory. He developed 
a twenty-five item survey to evaluate job characteristics 
preferred by college graduates entering a business 
profession. After factor analysis of his results, three 
factors appeared: (1) long-range career objective,
(2) environmental, and (3) intrinsic. Essentially,
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extrinsic characteristics were made up of the factors. 
long-range career objective and environmental. Manhardt 
found men rated characteristics present in the long- 
range career objective factorsuch as advancement and 
responsibility, significantly higher than women. Women 
gave higher ratings to characteristics in the environmental 
factor, such as congenial co-workers leisure time off the 
job, and comfortable working conditions. Only small and 
mixed differences occurred on the intrinsic or job content 
factor. Using psychology college graduates for his study. 
Singer (1974) had men and women rank order twenty-five 
different job characteristics. No distinction was made 
by the researcher as to extrinsic or intrinsic factors.
He concluded that overall very few sex differences were 
present.

. Chernik and Phelan (1974) surveyed employees 
of banks and savings institutions. Thirteen items classified 
according to the Maslow hierarchy were used. Males ranked 
self-actualization, autonomy, and esteem in order of 
increasing importance of needs to be fulfilled. Women 
ranked self-actualization, autonomy, and security in 
order of increasing importance of needs to be fulfilled.

Shapiro and Stern (1975) measured job satisfaction 
among professional workers (psychologists, social workers, 
and medical workers). The authors measured five job
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characteristics (pay, work, supervision, promotion, and 
co-workers). Satisfaction with work and promotion were 
higher for males than females.

Schuler (1975) felt that previous studies using 
workers did not adequately control for age and educational 
differences, though studies using college students approxi
mated such a condition. The subjects in Schuler's study 
were employees of a large manufacturing firm. Eight job 
characteristics were evaluated. The results showed that 
after controlling for age and education females rated the 
opportunity to work with pleasant co-workers (extrinsic) 
higher than males. Males valued the opportunity to 
influence important decisions (intrinsic) and to earn 
more money (extrinsic) more highly. Schuler concluded 
as did Manhardt (1972) that sex-role differences still 
existed. Brief and Oliver (1976), using a twenty-five 
job characteristic survey similar to Manhardt's (1972), 
studied retail sales managers. The results employing 
a rank-ordering showed no differences in the overall 
ranking. Barto1 and Wortman (1976) measured satisfaction 
with five job characteristics (work, pay, supervision, 
co-workers, and promotions) among Civil Service supervisory 
workers. Females were significantly more satisfied only 
with co-workers.

In 1977 results of a national survey (1973-1974) 
conducted by the National Opinion Research Center (NORC)
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were published. The sample was representative of the 
total non-institutionalized population of the United 
Sates. An attempt was made to establish the relative 
importance of five job characteristics (high income, 
security, short hours, advancement, and feelings of 
accomplishment) (Brief, Rose, and Aldag, 1977). No 
sex differences were found, but, as in several previous 
studies mentioned, only a limited number of job charac
teristics were measured and only a rank-order measure
ment was used. Weaver (1977) , evaluating the same study, 
concluded that regardless of educational level, marital 
status, number of children, family income, financial 
satisfaction, age, occupation, or occupational prestige, 
women looked to work as a source to provide interest and 
feelings of accomplishment. Women working for money 
itself was a thing of the past. As part of the NORC 
study, global satisfaction was measured. The following 
question was asked: "On the whole, how satisfied are you
with the work you do— would you way you are very satis- ■ 
fied, moderately satisfied, a little dissatisfied, or 
very dissatisfied?" (Weaver, 1978a, 1978b). Essentially 
no differences due to sex were found in evaluating thirteen 
different job characteristics. It must be remembered that 
this part of the survey dealt only with global, and not 
job-specific, satisfaction
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Taveggia and Ziemba (1978) set out to. study what 

importance employees attach to specific job characteristics. 
The subjects were employees of six manufacturing firms. 
Twenty-two job characteristics were used to evaluate 
importance. Sixteen characteristics were classified 
as extrinsic and six were classified as intrinsic. Their 
data suggested that females were more strongly interested 
than males in extrinsic work features. Occupational level 
and perceived mobility opportunities were controlled in 
this study. In direct contrast to the previous study.
Stake (1978) found that female college students from 
several universities and nursing schools were more 
interested in intrinsic job characteristics than males.
Herzberg1s classification was used to identify the 
characteristics.

Several longitudinal studies appeared in the 
literature in 1978. Job preferences of applicants of a 
public utility were measured over a thirty year period 
(Jurgensen, 1978). The applicants were asked to rank . 
the importance of ten job characteristics that make a
job good or bad. Nine of the ten factors could be
classified as extrinsic while one could be classified 
as intrinsic (type of work). The overall order for men 
was (1) security, (2) advancement, (3) type of work,
(4) company, (5) pay, (6) co-workers, (7) supervisor.
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(8) working conditions, (9) hours, and (10) working
conditions. For women this order was (1) type of work,
(2) company, (3) security, (4) co-workers, (5) advancement,
(6) supervisor, (7) pay, (8) working conditions, (9) hours, 
and (10) benefits. Thus the only intrinsic factor, type 
of work, was ranked higher by women. Type of work, though, 
over the thirty year period had gradually replaced security 
as most important among men. The rest of the rank order 
remained faily consistent for women and men over the thirty 
years.

Andrisani and Shapiro (1978) measured global 
satisfaction of women in their 30's and early 40's with 
their jobs over a period from 1967-1972. Women who were 
highly satisfied with their work were most likely to 
mention an intrinsic factor in relating to their satisfaction. 
At the same time, over 40 percent mentioned an extrinsic 
factor. Of particular importance was interpersonal 
relationships with co-workers. Women less satisfied 
with work usually mentioned extrinsic factors as those 
they did not like. The results of this study appear to 
agree with Herzberg's theory.

Bartol and Manhardt (1979) and Brenner and 
Tomkiewicz (1979) replicated Manhardt1s (1972) study.
Bartol and Manhardt (1979) once again used college 
graduates as subjects. Their factor analysis of job



characteristics, duplicated the original analysis„ The 
three dimensions were as before: (1) long-range career
objective, (2) environmental, and (3) intrinsic. The 
authors found that although sex differences still existed 
they were lessening and changing. Brenner and Tomkiewicz 
(1979) also used college graduates as subjects. In 
contrast to Manhardt (1972), they found an additional 
factor besides the three previously mentioned. Their 
factor analysis also yielded a factor called structure.
At the same time, they found male and female differences 
were declining. Only a few sex differences in job 
characteristics preferences showed up. Whereas Manhardt' 
study showed eleven differences, this study showed only 
eight. Six of the eight differences were as before.
The other two dealt with intelligence, knowledge, and 
skills. Yet females still preferred comfortable and 
pleasant working conditions more than males.

Pharmacy Sex Difference Studies
Several studies have examined job satisfaction 

and job characteristic preferences among pharmacists. 
Williamson and Rabat (1972) measured job satisfaction 
among hospital pharmacists as did Johnson, Hammel, and 
Heinen (1977). Curtiss, Hammel, and Johnson (1978) 
compared institutional and community pharmacists. Hammel 
Curtiss, and Heinen (1979) surveyed pharmacists on global
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and job specific values. None of these investigators 
looked for any sex differences. Kirk and Ohvall (1975) 
did study sex differences in a survey of pharmacy 
students, but only looked at one job characteristic 
(opportunity to earn a high salary).

A few studies were performed to determine if 
sex differences existed between female and male pharmacists. 
One study was related more to pharmacy than to pharmacists. 
Busch and Bush (1978) compared female to male members 
of a pharmacy company's sales force. Six job characteristics 
were evaluted (pay, customers, work, supervision, promotion, 
and co-workers). Females and males differed significantly 
on job characteristic importance on two items. Males 
placed greater importance on promotion. Females placed 
greater importance on dealing with customers. The 
researchers matched subjects to control for occupation, 
organizational level, tenure, number of previous jobs 
held, age, and education.

Fuselier and Tanja (1975) surveyed pharmacists in 
five states in 1.972. The pharmacists were asked to rank 
order seven job characteristics that they would expect 
to receive from their employer. These characteristics 
were (1) opportunity for expression and development,
(2) acceptable hours and wages, (3) fair and efficient 
leadership, (4) interest in work, (5) recognition as an



individual, (6) safe-health work conditions, and (7)
economic security. Males ranked interest in work first 
as did females. The ranking was almost identical for both 
sexes, except females rated fair and efficient leadership 
higher. Purohit and Stewart (1980a, 198 0b) measured 
facet-free (global) and facet-specific (job specific) 
satisfaction among pharmacists. . There were no significant 
differences between female and male pharmacists in global 
satisfaction. This was in agreement with prior non
pharmacist global satisfaction surveys. Thirty-five job 
characteristics were measured to determine facet-specific 
satisfaction. Male pharmacists were more satisfied with 
feedback and recognition from physicians and nurses, 
achievement, and responsibility measures. Female pharmacists 
were more satisfied with growth and development, pay, 
feedback from fellow pharmacists, relationship with fellow 
pharmacists, and patient interaction and counseling. The 
authors made no attempt to classify the differences as to 
extrinsic or intrinsic. It appears that males did value 
the intrinsic or job content factors more highly while 
females valued the extrinsic or job context factors more 
highly. The authors concluded by stating that very 
different results could be obtained when measuring facet- 
free satisfaction versus facet-specific satisfaction.



Related Factors
Many of the previous studies tried to determine 

if sex of the worker was a factor in determining what job 
characteristics were valued by the worker. In many of 
the studies other factors also were evaluated. Those 
most mentioned were age and tenure; social factors such 
as marital status, number of children, and spouse's support; 
education, occupation; and organizational level.

Age.and tenure have been used as factors in many 
job satisfaction studies that have not included sex as a 
factor. Different conclusions have been drawn as to the 
effect of age on job satisfaction and job characteristics. 
Herzberg et al (1957) and Muchinsky (1978) reported U-shaped 
relationships between age and job satisfaction. Middle 
aged workers are at the bottom of the U-shape with younger 
and older workers more satisfied. Tenure wa:s found by 
Herzberg et al (1957) to also have a U-shaped relationship 
with job satisfaction. Saleh and Otis (1964) found a 
linear relationship between age and job satisfaction, 
but only up to pre-retirement years. After age sixty, 
job satisfaction then declined. The third relationship 
between age and job satisfaction has been found to be 
linear. Hoppock (1960) found in a longitudinal study 
that job satisfaction increased with age. Hulin and Smith 
(1965) found that a linear relationship existed for male 
workers while no relationships existed for female workers.



Gibson and Klein (1970) found a positive linear relationship 
between employee satisfaction and age. In a survey of white- 
collar workers. Hunt and Saul (1975) found that age and 
tenure had positive linear relationships with job satisfaction. 
Age had a stronger relationship than tenure with satisfaction 
in males. The reverse was true for females.. A negative • 
linear relationship existed between satisfaction and tenure.
In the NORC study, a small, but positive linear relationship 
existed between global job satisfaction and age for both 
females and males (Glenn, Taylor, and Weaver, 1977). This 
study along with a study by Saleh (1964) pointed out that 
different degrees of job satisfaction varied with different 
valued job characteristics. Extrinsic factors appeared to 
become more important in pre-retiree age groups. Two 
explanations were offered. One was that as one becomes 
older, one is not able to gratify the higher, intrinsic 
needs. The other was that pre-retirees still desire 
intrinsic needs, but that they are no longer available, 
so extrinsic factors become more important. Altimus 
and Tersine (1973) found that need perceptions were quite 
different between younger and older blue-collar workers. 
Intrinsic needs appeared to be more important to younger 
workers (under 35) than to older workers (over 35).

Social factors such as marriage, number of children, 
and spouse's support have been investigated in several 
studies. Several of these studies have been descriptive



in nature (Crawford, 1977, Yohalem, 1979). Marriage 
tended to have no effect on job satisfaction, children 
tended to have a negative effect, and spouses with 
positive attitudes tended to have a positive effect, while 
spouses with negative attitudes tended to have a negative 
effect. Keaveny, Jackson, and Possum (1978) also found 
that marital status appeared to have little effect on 
job satisfaction. Fuselier and Tanja (1975) reported that 
they investigated the effect of marital status on job 
characteristic preferences of pharmacists, but no data 
were given. They stated no differences with respect to 
all other areas surveyed.

Educational effects also were investigated in 
several studies. Saleh and Lalljee (1969) found that 
additional education resulted in a value system more 
consistent with intrinsic factors. Schuler (1975) found 
no significant results to support this finding. Shapiro 
and Stern (1975) found in contrast that professional and 
non-professional workers differed in amounts of satis
faction with five job characteristics. Fuselier and 
Tanja (1975) found that those pharmacists with a Doctor 
of Pharmacy degree valued the same job characteristics 
as/Bachelor of Science degree pharmacists. Education 
does appear to play a role in determining what job 
characterics are valued. It tends to occur more when
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the delineations are sharp, for example, high school 
versus college education or non-professional versus 
professional education.

Brief and Oliver (1975) felt that many studies 
evaluating sex differences have resulted in erroneous 
results because, differences in occupation and organiza
tional levels were not controlled. Saleh and Lalljee 
(196 9) felt that job level was of more importance than 
sex differences in determining job values. Manhardt (1972) 
controlled for occupation and organizational level by 
surveying business college graduates. Schuler (1975) 
in his study.controlled for organizational level while 
Brief, Rose and Aldag (1977) controlled for occupation.

Job characteristic preferences seem to be more 
homogeneous across similar occupations than across 
different occupations (Brief, Rose, and Aldag, 1977, and 
Bartol and Manhardt, 1979) . Once inside an occupation, 
organizational level seems to play an important role in 
determining job characteristic preferences. In pharmacy 
organizational levels could be translated into types of 
positions such as hospital, community and chain store 
positions which can be further broken into managerial and 
staff positions. Each level has its own power structure. 
Occupational setting is the most important factor in 
determining how a pharmacist perceives he is evaluated.



The hospital pharmacist uses the physician as the evaluator 
of his worth, the community pharmacist uses his colleagues 
as the source of his status and identity, and the chain- 
store pharmacist's orientation is toward his clients (Kronus, 
1976). Thus places"of practice would appear to be able to 
influence job values. Also managers appear to place a higher 
importance on intrinsic factors than on extrinsic factors 
(Johnson, Hammel, and Neinen, 1977). As a matter of fact, 
in their study, Johnson, Hammel, and Neinen (1977) found 
that clinical pharmacists differed from staff pharmacists 
on seven of thirteen job characteristics on which they were 
satisfied. This was attributed to the fact that clinical 
pharmacists were more autonomous. Managerial and supervisory 
personnel fell between the clinical and staff extremes. 
Curtiss, Hammel, and Johnson (1978) measured job attitudes 
among four major pharmacy practice settings. Once again 
differences due to type of position showed up. Different 
practice settings of pharmacists resulted in different 
degrees of satisfaction on both intrinsic and extrinsic 
factors. Purohit and Stewart (1980b) using discriminant 
analysis were able .to detect measurable differences on 
satisfaction with job characteristics between pharmacy 
owners and non-owners, between supervisors and non-super- 
visors, and among hospital, community, and chain pharmacists.
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In contrast, Fuselier and Tanja (1975) using a rank-order- 
procedure found little difference between community and 
hospital pharmacists.

Summary
At the same time Herzberg's theory and other 

theories of work-motivation were being developed, women 
began entering the work force in numbers greater than 
ever before. Earlier research had not investigated 
sex-differences in work-motivation studies since women 
were not a large part of the work force until recently.
In the late 1960's and 1970's the area of possible sex 
differences in intrinsic and extrinsic motivation and 
satisfaction was investigated, and many studies were 
performed in those areas.

Pharmacy was experiencing a similar trend, but 
to a much greater degree, with women entering the heavily 
male-dominated profession. Some studies in the area of 
pharmacy dealing with sex differences also began to appear. 
Earlier investigations were descriptive mainly and generally 
dealt with female pharmacists only. It was not until the 
late 1970's that some studies investigating possible work 
value differences between female and male pharmacists began 
to appear in the literature. The results so far have been



mixed. Although it appears that sex differences in work 
and job values are decreasing, additional research is 
needed, especially in pharmacy.



CHAPTER 3

METHODOLOGY

A mail survey was used to obtain pharmacists 1 
perceptions of the levels of job characteristics existent 
in their current jobs. The survey also measured levels 
at which the same job characteristics are valued by 
pharmacists. The instrument consisted of a 7-point Likert 
Scale measurement of 25 job characteristics and provided 
numerical scores on both dimensions. The data also were 
used to determine any differences in each sex's perceived 
and valued levels. Factor analysis, correlations, multiple 
regression, and multiple comparisons were the main 
statistical procedures utilized to accomplish the analyses.

Various demographic data of pharmacists and their 
practices also were solicited on the survey. Babbie 
(1973) , Berdie and Anderson (1974) , Levy and Lemeshow 
(1980) , Nunnally (1978), and Oppenheim (1976) were used 
as sources to develop the demographic section of the survey.

Instrument for Measuring Job Characteristics
The instrument used was adapted from the one used 

by Manhardt (1972) in. his study. Twenty-five different job

60
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characteristics were measured. A 7-point Likert Scale was 
used in this study to measure the level of each job 
characteristic.

Factor analysis can be used as a method to determine 
the reliability of an instrument (Kerlinger, 1973, p. 471).
The amount of reliable variance (and thus reliability) is 
determined by the contribution of each factor. Reliability 
also can be based upon an internal consistency formula such 
as Cronbach1s alpha. . Both models were used in this study to 
evaluate reliability.

Factor analysis can be conceived as'a construct 
validity tool . (Kerlinger, 1973, p. 461, 685). Construct 
validity has been defined as common factor variance, and 
constructs can be defined by constitutive definitions. 
Essentially factor analysis enables the researcher to study 
the constitutive meanings of constructs and thus their 
construct validity. It correlates data obtained with the 
measure with the data from other theoretically related 
measures.

The instrument also was reviewed for face content 
validity, comprehension, and ease and time of completion by 
pharmacy practice graduate students. Their observations were 
utilized to make necessary modifications. The next step 
involved a pilot study with Tucson, Arizona practicing pharma
cists as subjects. Once again, questionnaire responses and



other comments were utilized by the author to make 
further modifications. The final survey instrument 
used is in Appendix B.

Subjects
The sample for this study consisted of 631 

pharmacists registered and residing in California.
They were selected by taking a systematic, random 
sample from a listing of 13,000 pharmacists provided 
by the California Pharmacists Association (1981).' The 
sample was stratified by sex of the pharmacist to ensure 
adequate representation of each sex.

Bentler, Lettieri, and Austin (1976, p. 146) 
state that when using factor analysis there should be at 
least five times as many subjects as dependent variables. 
Kerlinger (1973) suggests a rule-of-thumb of 10 subjects 
for each dependent variable. Nunnally (1978) states that 
10 subjects per variable would be moderately large. 
Therefore, a minimum of 250 subjects total was considered 
necessary for this study.

Bentler, Lettieri, and Austin (1976, p. 172) also 
report that adequate power for multiple regression 
requires that the sample size be at least 25 times as 
large as the number of predictors used. Since the number 
of predictors used in this study was 10, once again the 
minimum number of subjects needed was 250.
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Power analysis using standard deviations produced 

in Manhardt1s (1972) study with a 99 percent chance of 
detecting a true difference in population means, yielded 
a minimum number of approximately 150 subjects.

Identification of nonrespondents was made by 
comparison of early responders with late responders and 
by comparing proportions of study respondents with propor
tions available from the California sampling frame.

Data Collection 
The survey including the instrument, a cover letter, 

and a postage, paid return envelope were mailed to all 
selected pharmacists on April 7, 1981. On April 30, 1981, 
a reminder postcard was sent to each.of the nonrespondents 
as of that date. On May 13, 1981, a second mailing of the 
survey, a revised cover letter, and a postage paid return 
envelope were mailed to all nonrespondents as of that date. 
Finally, on May 28, 1981, the same reminder postcard was 
sent to all nonrespondents to date. Data collection was 
terminated on June 11, 1981. Copies of the cover letter, 
the revised cover letter, and the reminder postcard appear 
in Appendix C.

Measurement Scale 
All dependent variables were measured using a 7-point 

Likert Scale. A major assumption of Likert scaling is that
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each item has about the same intensity as the rest.
Therefore, the Likert. Scale is' assumed to be an interval 
scale providing continuous data (Babbie, 197 3). Oppenheim 
(1966) felt that this type of scale does not provide a 
neutral point and hence lacks equal intervals and provides 
mainly a reliable, rough ordering of people with regards 
to interests. In contrast, Kerlinger (1973, p. 440) stated 
that even though most psychological scales are basically 
ordinal, equality of intervals can be assumed. Evidence 
seems to show that the results obtained with Likert Scales 
assuming equal intervals are quite satisfactory. Babbie 
(1973, p. 270) felt that it is the assumed equal intervals 
of. Likert Scales that differentiate them from all other 
scaling methods. Nunnally (1978, p. 590) stated that Likert- 
type scales represent the most widely used and valid approach 
currently for measuring interests or attitudes.

The Likert Scale used to measure the perceived levels 
of job characteristics in this study ranged from 0 (no amount) 
to 6 (very high amount). It is possible to perceive that a 
job has no amount or a positive amount of a characteristic 
present. In contrast, it is possible for an employee to 
negatively value a job characteristic as well as place ho 
value or a positive value on the characteristic. To nega
tively value a characteristic means that an employee would 
be more dissatisfied with a job as the amount of the



characteristic increases. . To positively value a charac
teristic means that an employee would be more satisfied 
as the amount of the characteristic increases. Thus the 
Likert Scale used to measure the valued levels of job 
characteristics ranged from -3 (high negative value) to 
+3 (high positive value).

The above Likert Scales measured the pharmacist's 
value and perception of presence of a characteristic in 
his job. These two scores were used to determine a third 
score approximating facet-specific job satisfaction. 
Derivation of these scores was based on several job satis 
faction theories (e.g. Hackman and Oldham, 1976; Herzberg 
Mausner, and Snyderman, 1959; Staw, 196 7) which propose 
that a job must provide the basic needs which are valued 
by workers in order for them to be satisfied with their 
jobs. A measure of job satisfaction could be derived by 
multiplying perception levels by value levels for each 
type of job characteristic. It was postulated that if a 
worker highly valued a job characteristic and if that 
characteristic was present to a high degree in the job, 
then the worker should be highly satisfied. If the job 
characteristic was present to a lower degree, then the 
worker should be less satisfied.

Data Analysis
Since this study involves 25 dependent variables, 

a principal components factor analysis was used to reduce
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the number of dependent variables. A varimax (orthogonal) 
rotation of the correlation matrix of the 25 variables was 
performed. Four factors with eigenvalues over 1.0 and which 
accounted for an appreciable percentage of variance were 
extracted. A variable with a factor loading of 0.4 0 or 
greater was included in the factor on which it loaded as long 
as no other variable loaded greater than 0.35 on the same 
factor. If another factor loaded greater than 0.35, the 
factor loading higher had to load at least 0.15 greater to 
be included in the factor.

The independent variables made up four sets as
follows:

Set A: Years Since Most Recent Degree 
Set B: Type of,Position

1. Independent Community - Owner, Partner 
or Manager

2. Independent Community - Staff or 
Employee

3. Chain Community- Manager or Assistant 
Manager

4. Chain Community - Staff or Employee
5. Hospital - Director or Assistant 

Director, or Supervisor
6. Hospital - Staff or Employee
7. Clinical
8. Other



Set C: Sex' of Pharmacist
1. Male
2. Female

Set D: Interactions
1. Years Since Most Recent Degree by .Sex
2. Type of Position by Sex

Multiple regression analysis was used to determine 
if perceived levels of job characteristics valued levels of 
job characteristics, and satisfaction with job characteristics 
differed by sex of pharmacists. The review of related 
literature suggested that type of position and years since 
most recent degree along with sex were main determinants in 
causing differences in job characteristic preferences. It 
was necessary to determine if any interaction existed between 
these two co-variates with sex. If no significant interaction 
existed, then type of position and years since most recent 
degree could be used as co-variates arid held constant to 
determine what contribution sex makes to pharmacists' 
characteristic preferences and perceptions.

The following hierarchical, entry of Sets was made into 
the multiple regression analysis: years since most recent
degree was entered first, followed in order by type of posi
tion, sex, and interactions. Dummy coding was utilized for 
the nominal variables, type of position and sex.
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Pearson correlations were used to determine if there 

were significant relationships between perceived and valued 
levels of job characteristics for each sex.

The Statistical Package for the Social Sciences 
(SPSS) was used to analyze the data (Nie et al, 1975). 
Descriptive statistics included frequency distributions, 
measures of central tendency, and standard deviations. 
Significant alpha levels less than or equal to 0.05 were 
reported for these results. The alpha level for rejecting 
the null hypotheses was set at less than or equal to 0.01. 
This alpha level was chosen after considering the manpower, 
time, and money that would be needed to change pharmacists' 
work environments.

Assumptions
The assumptions for this study were:
1. The survey responses accurately reflected

the respondents' relative values and perceptions 
and demographic backgrounds.

2. The sample accurately reflected the target 
population of pharmacists registered and 
residing in California.

Limitations
The limitations of this study were:
1. The measure of values and perceptions were 

limited by the validity and reliability of 
the measurement instrument.

2. The survey was representative of California 
pharmacists for the time frame covered by 
the study.



CHAPTER 4

RESULTS AND DISCUSSION 

Analysis of Return Rate

The overall response rate was 61.0 percent for 
the 631 pharmacists (326 males and 305 females) selected 
as a sample for the study. Forty-four (7.0 percent) surveys 
were returned due to incorrect addresses. Adjusting for 
nondeliverable surveys, the response rate was 66.1 percent. 
Thirteen surveys (2.2 percent) were received after the 
June 11, 1981, cutoff date and were not included in the 
analysis. Eleven surveys (1.9 percent) were unusable due 
to insufficient responses on items necessary for analysis. 
Criteria for noninclusion of active pharmacists were lack 
of response on year of most recent degree, type of position 
held, and/or sex; failure to respond on either the perceived 
or valued job characteristic scale; not responding to an 
entire page of the survey; or circling entirely the same 
response for each characteristic on either scale. When 
alterations were made for late and, unusable surveys, the 
adjusted response rate was 63.2 percent representing 364 
pharmacists which was the final number for the study.

69
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Of the 364 pharmacists included in the study, 302 

(83.0 percent) were actively and currently practicing in 
California. Inactive California pharmacists accounted for 
the remainder of the sample. Women represented 154 or 51.0 
percent of the active pharmacists, 27 or 43.5 percent of the 
inactive pharmaciss, and 181 or 49.7 percent of the total 
sample. These results were expected because of the sample 
stratification based on sex.

The response rate of initial responders was compared 
against the reponse rate of those who. responded after 
receiving follow-up reminders. The initial responders 
consisted of 197 pharmacists or 52.5 percent of all 
responders. The follow-up responders consisted of 178 
pharmacists. There were no significant differences between 
responders when tested using chi-square tests on various 
categories of independent variables. These results are 
summarized in Table A-l (Appendix A).

In addition, characteristics of sample respondents 
were compared to the population from which they were drawn. 
In order to accomplish this comparison, the data for . 
actively practicing pharmacists was broken down by sex, 
age group, type of position held, position level, practice 
site, and type of degree held (see Appendix Tables A-2,
A-3, A-4, A-5, A-6, and A-l). Statistics on California 
pharmacists have been compiled by the Public Health Service,
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Office of Health Research Statistics and Technology (1981)„ 
The time frame for collection of this data was the calendar 
year, 1979. The Public Health Service statistics have not 
been adjusted for questionnaire nonresponse, and all pharma
cists were not necessarily practicing in their principal 
state of registration. Although any comparisons -are 
approximate, these statistics represent the most recent 
manpower data on California pharmacists. These statistics 
describe the percentages of pharmacists by various categories. 
The percentages in the populations as given by the Public 
Health Service manpower data are compared with those from the 
sample in Table A-8 (Appendix A).

By stratifying according to the sex of the pharma
cist, it was expected that 48.3 percent of the total sample 
would be representative of female pharmacists. A Goodness 
of Fit Chi-Square test showed no significant difference 
between the sample population obtained and that expected 
(X2 = .27, df = 1, p > .61) .

Demographic Information
Demographic data were 

survey in order that this data might be utilized to 
establish the career status of pharmacists and to test 
hypotheses. This data is presented and summarized in the 
following sections of this chapter. Based on data 
provided by the California Pharmacists Association and
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the Public Health Service, Office of Health Research 
Statistics and Technology (1981), approximately 17 percent 
of California pharmacists were women. The percentage of 
women selected for the study was approximately 48 percent.
A weight factor of 4.4 was calculated using these 
percentages. All statistics which include the attributes 
of sex were weighted, except as noted, due to the over-

Isampling of female pharmacists.
The following means and standard deviations (S. D.) 

were obtained for the total sample of 364 pharmacists:
1. Age: Mean = 43.39, S. D. = 13.49
2. Number of years in pharmacy work:

Mean = 17.54, S. D. = 14.30
3. Number of years since registration:

Mean = 18.76, S. D. = 13.77 '
4. Number of years since most recent degree:

Mean = 18.14, S. D. = 13.53
Of the total sample, 302 pharmacists (81.6 percent)

were actively practicing pharmacy while 62 pharmacists were
inactive. It was found that 80.9 percent of all males
were in active practice compared to 8 5.1 percent of the
women. The difference was not statistically significant 

2(X .= 1.48, df = 1, p > .22). Of those pharmacists in 
active practice, 67.5 percent were working full-time.
It was found that 73.8 percent of all males' worked . 
full-time and 7.1 percent worked part-time, while 58.0 
percent of all females worked full-time and 27.1 percent
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worked part-time. This difference was statistically
significant (X2 = 61.32, df = 2, p < .001). Thus a
greater proportion of male pharmacists worked full-time
as compared to female pharmacists, while the reverse
was true regarding part-time work. The proportions of
those not working at all was not statistically different

2between the two sexes (X = 1.48, df = 1, p > .22).
The following means and standard deviations were 

obtained for inactive pharmacists:
1. Age: Mean = 59.44, S. D. = 14.98
2. Number of years in pharmacy work:

Mean = 15.20, S. D. = 12.42
3. Number or years since registration:

Mean = 33.59, S. D. = 15.76
4. Number of years since most recent degree:

Mean = 33.20, S. D. = 16.37
As part of the survey, it was determined why

inactive pharmacists were not working. The results are
shown in Table A-9 (Appendix A). The table shows that
there was a significant difference as to why males
compared to females were not working. The largest
percentage of males (60.0 percent) were not working
because they were retired. The remaining number (40.0
percent) were inactive due to personal preference. These
personal preferences included mainly the abandonment of
pharmacy practice to pursue other careers such as medicine,
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dentistry, and podiatry. One pharmacist was now an 
airplane pilot. The two main reasons why women were 
inactive were retirement (33.3 percent) and family/ 
children responsibilities (33.3 percent). Another 
25.9 percent listed personal preference. Not as many 
women listed the abandonment of pharmacy practice to 
pursue other careers as men did. It is apparent that 
family/children played an important role as to why many 
women pharmacists were inactive while not one male 
pharmacist listed it as a reason. As for retirement, 
obviously many more males were at the retirement level 
than females.

All hypothesis testing was based on active 
pharmacists, as the main objective of this study was to 
evaluate job characteristics as pharmacists perceive and 
value them. Thus more demographic data was analyzed for 
this group than for the total sample of inactive pharmacists.

The mean age of active pharmacists was 40.96 with 
a S. D . of 11.44. For males the mean age was 42.24 with
a S. D . of 11.42 while for females the mean age was 35.58
with a S. D . of 10.02. The difference in age was statis
tically significant (t = 5.38, p < .001)

The mean number of years in pharmacy work was 
16.03 with a S. D . of 12.92. For males the mean was 17.34 
with a S. D. of 13.46 while for females the mean was 10.45
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with a S. D . of 8.54. The difference in number of 
years in pharmacy work was statistically significant 
(t = 5.29, p < .001).

The mean number of years since registration 
was.16.67 with a S. D. of 12.09 and since most recent 
degree was 16.01 with a S. D . of 11.61. For males the 
years since registration mean was 17.78 with a S. D. of 
12.26 while for females the mean was 11.97 with a S. D. 
of 10.28. The difference was statistically significant 
(t = 3.98, p < .001). For males the years since most 
recent degree mean was 16.98 with a S. D. of 11.07 while 
for females the mean was 11.90 with a S. D . of 10.41.
The difference was also statistically significant (t = 3.98,
p < .001).

The mean number of weeks worked per year was 50.49 
with a S. D . of 7.08. Males worked an average of 50.45 
weeks with a S. D. of 7.33 while females worked 50.63 
with a S. D . of 6.07. The difference was not statistically 
significant (t = -.23, p > .82). When the number of 
weeks was broken down by full-time and part-time workers, 
the difference was statistically significant between part- 
time males and females (t = -2.28, p < .05) but not statis
tically significant between full-time males and females 
(t = -.47, p < .64). The data for this breakdown are 
presented in Table A-10 (Appendix A).
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The mean number of years in present position was 

8.93 with a Si D . of 9.70. Males worked an average of 
9.78 years with.a S. D. of 10.32 while females worked an 
average of 5.33 years with a S. D. of 5.35. The difference 
was statistically significant (t = 4.66, p < .001). When 
the number of years was broken down by full and part-time 
workers, the difference was statistically significant 
between full-time males and females (t =4.88, p < .001) 
but not statistically significant between part-time males 
and females (t = 1.32, p > .21). The data for this 
breakdown are presented in Table A-12 (Appendix A).

The statistically significant differences between 
male and female pharmacists for age, number of years since 
registration, number of years since most recent degree, 
and number of years in present position were to be expected 
due to the low percentage of women in the profession until 
the 1970's. The difference in means of approximately 5 
to 7 years correlates roughly with the point 10 to 12 
years ago when women began to enter schools of pharmacy in 
greater numbers. These differences should decrease in 
the future as the increase in female pharmacists continues. 
The significant difference in number of hours worked 
per week is due mainly to the average number of hours 
that managers worked (47.61) as compared to staff 
personnel (37.45). As can be seen by an examination of
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Table A-5 (Appendix A), 52.7 percent of all male 
pharmacists were in management whereas only 22.7 percent 
of female pharmacists were. The difference was statis
tically significant (X2 = 45.08, df = 2, p < .0001).
If the women now entering the profession enter managerial 
positions, this difference should decrease also.

As shown in Table A-4 (Appendix A) there was a
significant difference In the types of positions held by

2male and female pharmacists (X = 57.94, df = 7, p < .0001)
and in Table A-6 (Appendix A) a significant difference
in their practice sites (X2 = 26.94, df = 3, p < .0001).
Almost half of all women pharmacists were practicing in
the hospital environment whereas only 30 percent of all
males practiced in this environment.

The data in Table A-7 (Appendix A) also shows a
significant difference in the types of degrees held by

2male and female pharmacists (X = 1-6.44, df = 5, p < .01). 
Approximately 5 0 percent of female pharmacists held a 
Doctor of Pharmacy (Pharm. D .) degree while approximately 
45 percent held a Bachelor of Science (B. S.) degree.
Among males only 36 percent held a Pharm. D . degree as 
compared to 54 percent holding a B. S. degree. This is 
mainly due to the recent increase in number of women 
pharmacists who are entering"single degree, Pharm. D . 
programs in California. As Table A-3 (Appendix A) shows.
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there was a significant difference between sexes in

2different age groups (X = 61.01, df = 5, p < .001). 
Forty-four percent of all pharmacists under 30 years of 
age were women. This represented 33 percent of all active 
women pharmacists. In all other age groups, women repre
sented less than 20 percent of all pharmacists, and of all 
women pharmacists.

Just as for inactive pharmacists' when it was 
determined why they were not working, the survey also 
determined why active pharmacists were practicing full 
or part-time. The results for full-time pharmacists are 
shown in Table A-13 (Appendix A). The table shows that
there was a significant difference as to why males compared

2to females were working full-time (X = 34.21, df = 5, 
p < .0001). A higher percentage of females listed personal, 
preference whereas almost twice as many males as compared 
to females listed family/children responsibilities. This 
result probably can be explained by either of two ways. 
Since the pharmacist population is heavily represented by 
young pharmacists on the female side, many of these women 
may be single or just married and may not yet have any 
family and children responsibilities. Also it may 
reflect the traditional role that the father has held 
as the breadwinner for the family.
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The results for part-time pharmacists are presented

in Table A-14 (Appendix A). The table shows that there
was a significant difference as to why males compared to

2females were working (X = 33.63, df = 5, p < .0001). 
Approximately equal percentages of males (54 percent) and 
females (57 percent) listed personal preference. As with 
reasons for being inactive, approximately 33 percent of 
all women listed family/children responsibilities as the 
reason for working part-time. Almost 25 percent of male 
pharmacists listed semi-retirement as a reason for working 
part-time as opposed to only 4 percent of all women. It 
is apparent that family/children played an important role 
as to why many women pharmacists practiced part-time, 
while not one male pharmacist listed it as a reason. As 
for retirement, it was a matter of many more males at the 
pre-retirement (or semi-retirement) level than females.

One further descriptive item was derived from data 
obtained by the survey. Percentage of careers that male and 
female pharmacists actively practice either full and/or 
part-time was calculated: years in active pharmacy work/
years since registration X 100. Male pharmacists actively 
practiced 97.6 percent of their careers as compared to 
female pharmacists having actively practiced 87.3 percent 
of their careers. The difference was statistically 
significant (t = 10.56, p < .001).
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■Analysis of the 25 Job Characteristic Responses 
Subjects were asked to rate on a 7-point scale how 

much of each of 25 job characteristics was present in their 
current job (0 = No Amount to 6 = Very High Amount). They 
also were asked how valuable" it was to have a job which 
•contains each of the 25 job characteristics (-3 — Low 
Value to 0 = No Value to +3 = High Value). A third value 
was derived by multiplying the perceived level of a job 
characteristic with the valued level of same job charac
teristic in order to obtain a measurement of satisfaction 
with the job characteristic. Means were calculated on 
each scale. The full designations for each job character
istic listed in these tables can be found in the survey 
in Appendix B .

A multivariate analysis of variance technique 
(MANOVA) using Roy-Bargman Stepdown F-tests was utilized 
to determine which variables for each scale were making 
significant contributions to the dependent variables (while 
preventing alpha-level slippage). Box's M Test showed 
homogeniety of variance-covariance (p < .01), while the 
Bartlett Test of Sphericity showed homogeneity of variance 
(p < .001) for all scales.

On the perceived job characteristic scale, there 
were, as shown in Table 1, statistically significant 
differences between means on six variables.
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Perceived job characteristics rated higher by

males:
1. Requires originality and creativeness
7. Makes a social contribution by the work you do
9. Requires working on problems of central 

importance to the organization
Perceived job characteristics rated higher by

females:
3. Encourages continued development of knowledge 

and skills
12. Provides change and variety in duties and 

activities
21. Permits you to work for superiors you admire 

- and respect
The characteristics males rated higher tend to be 

intrinsic/career factors while the females tend to be 
extrinsic factors. It must be noted that characteristics 
1, 3, 8, 12, and 21 also showed significant differences 
among type of positions pharmacists held. Using the same 
MANOVA techniques to determine significant differences as 
with sex, there were statistically significant differences 
among 'type of positions for characteristics 1, 3, 9, 12, 
and 21. Thus there might be an apparent interaction between 
type of position and sex. Overall there appeared to be 
little difference among male and female pharmacists in the 
perception of levels of different job characteristics in 
their current jobs.



Table 1. Mean Importance Ratings for Perceived Job Characteristics

Job Characteristic
All

Active
Males

Pharmacists 
(n=148) Females (n=154)

Mean S.D. Mean S.D. Mean S.D.
Creativeness/Originality 3.41 1.45 3.53** * 1.44 2.91*** 1.42
Educational Background 4.06 1.28 4.07 1.29 4.03 1.23
Continued Development 4.05 1.43 4.03** * 1.46 4.10*** 1.31
Respect by Others 4.32 1.13 4.34 1.09 4.19 1.28
Job Security 4.47 1.38 4.47 1.38 4.45 1.43
High Income 3.76 1.36 3.74 1.37 3.80 • 1..35
Social Contribution 3.91 1.36 3.97* 1.36 3.62* 1.38
Risks 3.93 1.65 3.95 1.67 3.86 1.59
Important Problems 3.57 1.73 3.70* 1.80 3.01* 1.69
Congenial Associates 4.43 1.28 4.42 1.28 4.46 1.33
Leisure Time 3.38 1.51 3.32 1.52 3.64 1.48
Change of Routine 3.00 1.63 2.97** 1.64 3.12** 1.63
Working Conditions 3.98 1.37 4.02 1.35 3.80 1.46
Advancement 2.57 1.93 2.61 1.94 2.40 1.90
Working Independently 4.44 1.53 4.53 1.48 4.08 1.69
Recognition 3.02 1.72 3.05 1.74 2.93 1.68
Supervising Others 4.19 1.69 4.23 1.72 4.04 1.55
Intellectually Stimulating 3.64 1.60 3.65 1.60 3.83 1.63
Cultural/Aesthetic 2.85 1.67 2.96 1.65 2.38 1.70
Rules 4.03 1.58 4.03 1.61 3.99 1.43
Admired/Respected Superiors 2.92 1.89 2.80** * 1.90 3.41*** 1.74
Regular Routine 4.25 1.73 4.27 1.76 4.16 1.63
Personal Contacts 4.60 1.36 4.64 1.32 4.41 1.49
Own Methods 4.11 1.59 4.18 1.58 3.81 1.63
Accomplishment 3.98 1.63 4.05 1.64 3.71 1.57
Difference Between Means:

*p < .05
**p < .01

***p 7 .001
00fo
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On the valued job characteristic scale, there

were, as shown in Table 2, statistically significant
differences on four variables.

Valued job characteristic rated higher by males:
8. Gives you the responsibility for taking risks

Valued job characteristics rated higher by females:
3. Encourages continued development of knowledge 

and skills
11. Provides ample leisure time off the job
21. Permits you to work for superiors you admire 

and respect
The characteristic males valued more tends to be a career 
factor while the characteristics females valued more tend 
to be extrinsic factors. There were also significant 
differences among type of positions for characteristics 
3 and 21.

Job characteristic satisfaction differences, as 
shown in Table 3, were statistically significant on four 
variables.

Job characteristic satisfaction rated higher by
males:

1. Requires originality and creativeness
8. Gives you the responsibility for taking risks 
Job characteristic satisfaction rated higher by

females:



Table 2. Mean Importance Ratings for Valued Job Characteristics

Job Characteristics
All . .

Active• 
. Males

Pharmacists
(n=148) Females•(n=154)

Mean S.D. Mean S.D. Mean S.D.
Creativeness/Originality 2.07 1.02 2.11 .99 1.90 1.11
Educational Background 2.29 .98 2.28 1.01 2.32 .83
Continued Development 2.13 1.07 2.06*** 1.10 2.41*** .88
Respect by Others 2.32 .83 2.34 .74 2.20 1.11
Job Security 2.33 1.20 2.33 1.26 2.31 .92
High Income 2.29 .98 2.33 .98 2.10 .95
Social Contribution 1.99 1.07 2.01 1.05 1.90 1.16
Risks 1.33 1.48 1.45** 1.42 .86** 1.65
Important Problems 1.64 1.26 1.68 1. 25 1.44 1.29
Congenial Associates 2.30 .94 2.29 .93 2.35 .99
Leisure Time 2.06 1.28 2.01* 1.35 2.24* .96
Change of Routine 1.84 1.20 1.79 1.25 2.05 .93
Working Conditions 2.11 1.15 2.09 1.18 2.21 1.01
Advancement 1.52 1.59 1.58 1.61 1.27 1.52
Working Independently 2.14 1.00 2.19 .95 1.95 1.19
Recognition 2.08 1.15 2.07 1.14 2.11 1.21
Supervising Others 1.58 1.26 1.64 1.25 1.32 1.32
Intellectually Stimulating 2’. 20 1.03 2.18 1.04 2.28 1.01
Cultural/Aesthetic 1.39 1.42 1:42 1.47 1.28 ■ 1.23
Rules 1.23 1.49 1.20 1.49 1.35 1.48
Admired/Respected Superiors 1.53 1.58 1.43** 1.64 1.95** 1.24
Regular Routine 1.36 1.49 1.31 1.52 1.57 1.37
Personal Contacts 1.71 1.30 1.74 1.31 1.62 1.25
Own Methods 2.25 .93 2.29 .94 2.10 .87.
Accomplishment ........... 2.43 . .. .97 . 2.41 1.00 2.51 ' .84
Difference Between Means;

*p _< .05
**p < .01 oo

***p <■ .001 ^



Table 3. Mean Importance Ratings for Job Characteristic Satisfaction
Active.Pharmacists 

All. Males (n-148.) . . Females (n=154)
Job Characteristic Mean S.D. Mean S.D. Mean S.D.
Creativeness/Originality 7.52 5.29 7.68** 5.34 6.01** '4.86
Educational Background 9.60 5.71 9.61 5.91 9.60 4.86
Continued Development 8.84 6.13 8.54** 6.25 10.12*** 5.48
Respect by Others 10.17 4.74 10.32 4.59 9.53 5.35
Job Security 10.88 6.04 10.95 6.17 10.58 5.54
High Income 8.76 5.29 8.90 5.37 8.17 4.98
Social Contribution 8.40 5.62 8.58 5.70 7.63 5.32
Risks 6.30 6.53 6.83** 6.22 4.05** 7.37
Important Problems 6.84 6.05 7.23 6.15 5.17 5.37
Congenial Associates 10.60 5.52 10.55 5.50 10.81 5.70
Leisure Time 7.42 5.80 7.20 5.94 8.34 5.15
Change of Routine 6.13 5.45 6.00 5.58 6.67 4.93
Working Conditions 8.69 5.90 8.69 6.07 8.67 5.23
Advancement 4.97 6.11 5.28 6.16 3.66 5.81
Working Independently 10.04 6.05 10.43 5. 98 8.37 6.14
Recognition 6.54 5.30 6.57 5.28 6.42 5.45
Supervising Others 7.31 6.56 7.61 6.61 6.03 6.28
Intellectually Stimulating 8.39 5.62 8.37 5.65 8.47 5.57
Cultural/Aesthetic 4.90 5.21 5.22 5.33 3.61 4.52
Rules 5.35 7.06 5.26 7.15 5.73 6.76
Admired/Respected Superiors 5.84 6.05 5.46* 6.10 7.38* 5.69
Regular Routine 6.64 7.15 6.51 7.30 7.22 6.59
Personal Contacts 8.51 6.96 8.66 7.11 7.88 6.37
Own Methods 9.74 5.91 10.03 5.97 8.49 5.57
Accomplishment 9.99 6 .04 . 10.09 6.22 "  9.59 5.32
Difference Between Means:

*p £ .05
**p £ .01

***p < .001
00 
Ln ,
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3. Encourages continued development of knowledge 

and skills
21. Permits you to work for superiors you admire 

and respect --
On characteristic 1, there was no difference between values
of each sex, but males perceived significantly more of,
the characteristic in their jobs. • On characteristic 8,
there was no difference in perceptions of each sex, but
males valued the characteristic more. On characteristic
3, females both perceived and valued the characteristic
significantly more than males. On characteristic 21,
the same was true. Once again, there were significant
differences among type of positions for all characteristics.

Mean scores for males and females were rank ordered 
to see if any relationship existed between their overall 
perceptions, values, and levels of satisfaction. The rank 
orders are shown in Table 4. The Spearman Rank Order 
Correlation Coefficient between the rank orders of male 
and female mean ratings for perceived levels was .93 
(p <'.001), for valued levels, .79 (p < .001), and for 
satisfaction levels, .83 (p < .001) . The correlations
were fairly high for all scales indicating that there 
was a minimal difference between the male and female 
correlations. However, a significant Spearman coefficient 
does not necessarily mean that there are no meaningful sex



Table 4. Spearman Rank Order of Job Characteristics by Sex
Perceived^ Valuedb Satisfaction0

Job Characteristic Males Females Males Females Males Females
(n=148) (n=154) (n=148) (n-154) (n=148) (n=154)

Creativeness/Originality 19 23 10 16 14 20
Educational Background 9 9 2 4 7 4
Continued Developmen 10.5 6 13 2 12 3
Respect by Others 5 4 3 9 4 6
Job Security 3 2 4.5 5 1 2
High Income 16 14 4.5 11 1 12
Social Contribution 14 17 15 17 11 14
Risks 15 12 21 25 18 23
Important Problems 15 21 18 20 16 22
Congenial Associates 4 1 6.5 3 2 1
Leisure Time 20 16 14 17 17 11
Change of Routine 22 20 16 13 21 17
Working Conditions 13 13 11 8 9 7
Advancement 25 24 .20 23.5 23 24
Working Independently 2 7 8 14.5 3 10
Recognition 21 22 12 10 19 18
Supervising Others 8 8 19 21 15 19
Intellectually Stimulating 18 18 9 6 13 9
Cultural/Aesthetic 23 25 23 23.5 25 25
Rules 10.5 10 25 22 24 21
Admired/Respected Superiors 24 19 22 14.5 22 15
Regular Routine 6 5 24 19 20 16
Personal Contacts 1 3 17 19 10 13
Own Methods 8 11 6.5 12 6 8
Accomplishment 12 15 1 .1 .5 5

ar = .90, p £  .001 
br = .79, p ^ .001 
Cr = .83, p < .001
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differences in specific job characteristic correlations 
between males and females.

To determine if there were any relationships 
between job characteristics perceived and valued by 
each sex, mean scores for males and females were once 
again rank ordered. These rank orders are shown in 
Table 5. The Spearman coefficient between the male 
rank orders of perceived and valued mean ratings was 
.45 (p < .05). Although significant, the correlation 
was fairly low especially when compared to the correla
tions in the perceived rankings. There appears to be a 
difference between what is perceived on the job and what 
is valued by male pharmacists. For females, the Spearman 
coefficient was .32 and the correlation was not statis
tically significant (p > .10). There appears to be a 
difference between females perception's and value's 
relationships that is even greater than that of males.

To determine if there was any relationship 
between perceptions and values of each sex, Pearson 
Product-Moment Correlation Coefficients between percep
tions and values were obtained for each job characteristic. 
These are found in Table 6. Most correlations for male 
pharmacists were statistically significant. Three 
characteristics (high income, working conditions, and 
recognition) had nonsignificant correlations. Most



Table 5. Spearman Rank Order Correlation of Job Characteristics by Scales

Job Characteristic
Males3 (n=148) Femalesb (n=154)

Perceived Valued Perceived Valued
Creativeness/Originality 19 10 23 16
Educational Background 9 2 9 4
Continued Development 10.5 13 6 2
Respect by Others 5 3 4 9
Job Security 3 4.5 2 5
High Income 16 4.5 14 11
Social Contribution 14 15 17 17
Risks 15 21 12 25
Important Problems 17 18 21 20
Congenial Associates 4 6.5 1 3
Leisure Time 20 14 16 7
Change of. Routine 22 16 20 13
Woirking Conditions 13 11 13 8
Advancement 25 20 24 23.5
Working Independently 2 8 7 14.5
Recognition 21 12 22 10
Supervising Others 7 19 8 21
Intellectually Stimulating 18 9 18 6
Culturally/Aesthetic 23 23 25 23.5
Rules 10.5 25 10 22
Admired/Respected Superiors 24 22 19 14.5
Regular Routine 6 14 5 19
Personal Contacts 1 17 3 18
Own Methods 8 6 .5 11 12 \
Accomplishment 12 1 15 1

ar = .45, p £ .05 
bb = .32, p > .10

00
VO
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Table 6. Pearson Correlations of Job Characteristic

Values and Perceptions for Male and Female.
 __________ Pharmacists_____ ;___________________________ . '

Correlation
Job Characteristic____________ Males (n=148) Females (n=154)
Creativeness/Originality e 29*** .30***
Educational Background .26*** .24***
Continued Development .14* .22***
Respect by Others . 17* . 12
Job Security .30*** .23**
High Income .13 .11
Social Contribution 4 3*** .21**
Risks e 44*** .21**
Important Problems o 45*** .35***
Congenial Associates .37*** .24***
Leisure Time .24*** .14*
Change of Routine 24*** .18*
Working Conditions .11 .10
Advancement = 37*** .16*
Recognition .09 .12
Supervising Others .28*** .33***
Intellectually Stimulating .25*** .18*
Cultural/Aesthetic .31*** . 22**
Rules . 17* .16*
Admired/Respected Superiors .35*** .27***
Regular Routing .34*** .31***
Personal Contacts .35*** .41***
Own Methods • .30*** .34***
Accomplishment .19** .20**

* p < .05
** p _< .01

*** p £ .001
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correlations for females were also statistically significant. 
Four characteristics (respect by others, high income, working 
conditions, and recognition) had nonsignificant correlations. 
Correlations for women pharmacists were lower on 17 job 
characteristics and higher on eight job characteristics as 
compared to. males. Overall the Pearson correlations for both 
sexes were significant but fairly small. This seems to 
support the Spearman rank order correlations.

Since type of position held was a co-variate in the 
study, Pearson Product-Moment Correlation Coefficients were 
also obtained for each type of position. Results are shown 
in Tables 7, 8, 9 ,  and 10. Seven correlations for indepen
dent community managers were as large as .50 compared to only 
three for staff. Three correlations for chain community mana
gers were as large as .50 as compared to the same number for 
staff. Four correlations for hospital managers were as large 
as .50 while no correlations for hospital staff reached that 
magnitude. Of note was that the characteristic representing 
the opportunity to earn a high income had a statistically 
significant correlation in the negative direction for hospital 
pharmacist managers (r = -.32, p £ .05). Eighteen correla
tions for clinical pharmacists were as large as .50 as well 
as for other pharmacists (who included such pharmacists as 
teachers, drug representative, drug wholesale personnel, and 
researchers).
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Table 7. Pearson Correlations of Job Characteristic

Values and Perceptions for Independent Community
Pharmacists

Correlation
Job Characteristic Management (n=54) Staff (n=41)
Creativeness/Originality .33** .20
Educational Background .43*** .13
Continued Development .27** .12
Respect by Others .00 .26
Job Security .03 .36*
High Income .16 .17
Social Contribution .66** .19
Risks .61*** .23
Important Problems .41*** .33*
Congenial Associates .53*** .37**
Leisure Time .14 .12
Change of Routing .41*** .46**
Working Conditions .26* .21
Advancement .51*** .11
Working Independently .30** .43**
Recognition . 3-5*** . 12
Supervising Others .22* .26
Intellectually Stimulating .45*** .24
Cultural/Aesthetic .48*** .11
Rules .26* .39**
Admired/Respected Superiors .66*** .31*
Regular Routine . 30** .53***
Personal Contacts .50*** . 74***
Own Methods .52*** .57***
Accomplishment .43*** .13

*p £ .05
**p <_ .01

***p < .001
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Table 8. Pearson Correlations of Job Characteristic Values
_________and Perceptions for Chain Community Pharmacists -

Correlation
Job Characteristic Management (n=27) Staff (n=45)
Creativeness/Originality .54*** — .02
Educational Background -.12 .50***
Continued Development .13 -.22
Respect by Others . 34* .30*
Job Security .-.15 -.02
High Income .39* -.01
Social Contribution .24 .64***
Risks .02 .20
Important Problems .52*** .17
Congenial Associates .33* .43**
Leisure Time . 02 .21
Change of Routine — .05 .24
Working Conditions -.11 .14
Advancement .23 .47***
Working Independently .38* .48***
Recognition -.24 — .08
Supervising Others .43** .21
Intellectually Stimulating .32* — .08
Cultural/Aesthetic .46** .40**
Rules .52*** — .13
Admired/Respected Superiors -.18 .22
Regular Routing — .13 .58***
Personal Contacts .10 — .02
Own Methods -.04 .28*
Accomplishment .15 -.11

*p <_ .05
**p <_ .01

***p < .001
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Table 9. Pearson Correlations of Job Characteristic Values
 __________ and Perceptions for Hospital Pharmacists_____

Correlation 
Job Characteristic Management (n=32) Staff (n=71)
Creativeness/Originality .65*** .21
Educational Background .46*** .22*
Continued Development .37* .07
Respect by Others .64*** .05
Job Security .16 .47***
High Income -.32* .11
Social Contribution .45** .37**
Risks .59*** .20
Important Problems  ̂4 g * * * .27*
Congenial Associates .07 .10
Leisure Time .46** .30*
Change of Routine. .31* .10
Working Conditions .20 .08 •
Advancement .05 .03
Working Independently .16 .16
Recognition .26 -.17
Supervising Others .11 .28*
Intellectually Stimulating .21 .07
Cultural/Aesthetic .66*** -.06
Rules .19 — .06
Admired/Respected Superiors .38* .15
Regular Routine .22 .23*
Personal Contacts -.05 .34**
Own Methods .28* .21
Accomplishment .12 -.01

*p < .05
**p _< .01

***p < .001
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Table 10. Pearson Correlations of Job Characteristic Values
____________ and Perceptions for Clinical and Other Pharmacists

Correlation
Job Characteristic Clinical (n=17) Other (n=15)
Creativeness/Originality . 87*** .47*
Educational Background .86*** .75***
Continued Development .75** .67**
Respect by Others .17 .51*
Job Security .45 .50*
High Income .53* .46
Social Contribution .70** .40
Risks .86*** .80***
Important Problems . 82*** .62*
Congenial Associates .02 .72**
Leisure Time .23 .63**
Change of Routine .50* . 88***
Working Conditions .51* .87***
Advancement .45 .45
Working Independently .10 .52*
Recognition .70** .04
Supervising Others .54* .51*
Intellectually Stimulating .56* .62*
Cultural/Aesthetic .60* .55*
Rules .11 .32
Admired/Respected Superiors .78*** — .08
Regular Routine .51* .68***
Personal Contacts .87*** .84***
Own Methods .60* .71***
Accomplishment .64** .70***

*p < .05
**p _< .01

***p < .001 /
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It appears that clinical, independent community 

managers, and other pharmacists (as classified in the 
instrument) were more satisfied with the perceived and 
valued levels of their jobs. All chain pharmacists 
along with hospital staff pharmacists were the least 
satisfied. . Hospital managers and independent commmunity 
staff pharmacists were in the middle. Therefore it appears 
that type of position influenced how male and female 
pharmacists evaluated the levels of job characteristics 
they perceive and the levels they value.

Pearson Product-Moment Correlation Coefficients also, 
were calculated for years since most recent degree broken 
down into five groups. The results are presented in Table 11. 
The groups which received their most recent degree less than 
10 years and 10 to 19 years ago had no correlations as large ' 
at .50. The group which received its most recent degree 
2 0 to 2 9 years ago had only one correlations as large as 
.50. The group which received its most recent degree 30 to 
39 years ago had 12 correlations as large as .50 while the 
group which received its most recent degree over 39 years 
ago had 11. The latter group also had eight correlations 
greater than or equal to .70. It appears that age did 
influence how male and female pharmacists evaluated the 
levels of job characteristics they perceived in relationship 
to the levels they valued.



Table 11. Pearson Correlations of Job Characteristic Values and Perception by
Years Since Most Recent Degree

Correlation
Job Characteristic

<10 Years 
(n=110)

10-19 Years 
(n=91)

20-29 Years 30-39 Years 
(n=58) (n=30)

>39 Years 
(n=13)

Creativeness/Originality .28*** .28** .32** .48** .24
Educational Background .29*** .34*** -.01 .54*** .73**
Continued Development .20* .04 .12 .46** .71**
Respect by Others .12 .21* .20 .15 .36
Job Security . 37*** .16 .38** .63*** — .18
High Income .11 .17* .14 .17 -.19
Social Contribution e 4 9*** .47*** .36*** .51** .70**
Risks .28*** .47*** .37*** .50** .69**
Important Problems .39*** .37*** .58*** .59*** .46
Congenial Associates .36*** .39*** .26* .37* -.18
Leisure Time .21* .27** .38*** .32* -.14
Change of Routine .21* .35*** .34** .39* .78**
Working Conditions .27** .15 — . 1 1 .42* -.05
Advancement .30** .40*** .23* .49** .44
Working Independently .30** .33*** .15 .82*** . 82***
Recognition . .14 .12 .11 . 01 -.28
Supervising Others .15 .33*** .25* .53*** .69**
Intellectually Stimulating .12 .25** .32** .62*** . .35
Cultural/Aesthetic .27*** .29** .31** .48** .38
Rules .28* .02 .18 .49** .50*
Admired/Respected Superiors .45*** e44*** -.01 .23 .84***
Regular Routine .29*** .27** .20 . .72*** .87***
Personal Contacts .30*** .19* .25* .81*** .46
Own Methods .31*** .34*** .13 .70*** .82***
Accomplishment .20* .22** .08 .51** .34

*p < .05
**p £ .01

***p < .001
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Factor Analysis of Job Characteristics 

A principal components factor analysis with unities 
in the diagonal and rotation by the varimax (orthogonal) 
method was performed on the correlation matrix of the 25 
valued job characteristics. This was done to yield distinct, 
interpretable factors for use as dependent variables in the 
hypotheses testing. The outcomes are Represented in Figure
4. Factor loadings for the four factors with eigenvalues 
greatern than 1.0 and which accounted for an appreciable 
percentage of variance are shown in Table 12.

The factors are described as follows:
Factor I (Proportion of total variance = .247)

The job characteristics which loaded on this factor 
were those classified as intrinsic. The four characteristics 
were:

11* Provides ample leisure time .off.the job
12. Provides change and variety in duties and 

activities 
18. Is intellectually stimulating 
25. Provides a feeling of accomplishment

Change of routine, intellectual stimulation, and feeling of
accomplishment are representative of work content or the work
itself. While ample leisure time is normally descriptive of
work context, pharmacists, who typically have little leisure
time off the job, may value leisure time as an intrinsic
factor because it usually is not a readily available
extrinsic factor.
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Job Characteristic 
Values

Job Characteristic 
Satisfaction

Job Characteristic 
Perceptions

Measuring Instrument 
With'

25 Job Characteristic Items

Factor I Factor II Factor III Factor IV
(Intrinsic) (Long-Range (Educational) (Structure)

Career Objective)

1. Subject Rating On Likert Scales
2. Derived Methematically From Values And Perception Scores
3. Factor Analysis Based On Value Scores
4. Factors From Value Scores Process Also Used To Interpret 

Perception. And Satisfaction Scores

Figure 4. Derivation of Principal Component Factors to be
Used as Dependent Variances in Hypothesis Testing
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Table 12. Factor Loadings of Valued Job Characteristics

Job Characteristic_______
Creativeness/Originality 
Educational Background 
Continued Development 
Respect by Others 
Job Security 
High Income 
Social Contribution 
Risks
Important Problems 
Congenial Associates 
Leisure Time 
Change of Routine 
Working Conditions 
Advancement 
Working Independently 
Recognition 
Supervising Others 
Intellectually Stimulating 
Cultural/Aesthetic 
Rules
Admired/Respected Superiors 
Regular Routine 
Personal Contacts 
Own Methods 
Accomplishment

I II III IV
.22 .46 .34 — .12
.00 .07 .76 .18
.14 .32 .84 .13
.14 .32 . 19 .35

-.08 .12 .23 . . 30
.36 .29 .09 . 06
.23 .22 .42 .23

-.15 .50 .35 — .16
— .05 .70 .14 .16
.22 .16 -.05 .44
.73 -.14 -.05 .00
.74 .06 .06 .11
.38 .03 .12 .48
.24 .64 .07 .20
.37 .46 -.02 -.09
.48 .44 — .12 .27
.11 .60 .00 .32
.60 .28 .32 .07
.22 .37 .12 .22

-.13 .05 .09 .75
.41 .22 .02 .46
.06 -.04 .29 .69
.36 .21 .46 .19
.48 .37 .19 .01
.67 .25 .33 .10

n = 302



101
Factor II (Proportion of total variance = .078)

The job characteristics which loaded on this 
factor were those descriptive of long-range career 
objectives. The four characteristics were:

8 . Gives you the responsibility for taking 
risks

9. Requires working on problems of central 
importance to the organization

14. Permits advancement to high administrative 
responsibility 

17. Requires supervising others
All of these factors are representative of long-range 
career characteristics which are descriptive of advance
ment and long-range career success.
Factor III (Proportion of total variance = .064)

The job characteristics which loaded on this 
factor were those descriptive of using specific educational 
background, knowledge, and skills. The three character
istics were:

2. Makes use of your specific educational 
background

3. Encourages continued development of 
knowledge and skills

7. Makes a social contribution by work you 
do

All of these factors are related to a pharmacist using what 
he has been taught and what he knows for the betterment of 
his patients.
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Factor IV (Proportion of total variance = .059)'
The job characteristics which loaded on this 

factor were those descriptive of job structure. The 
three characteristics were:

• 10. Involves working with congenial associates 
20. Has clear cut rules and procedures to follow
22. Permits a regular routine in time and place 

of work
Rules and procedures and regular routine are descriptive 
of characteristics which add structure to a job. Congenial 
associates is normally an environmental factor, but to 
pharmacists congenial fellow pharmacists and especially 
physicians are vital to accomplishing the pharmacists 
objectives. Congenial associates would therefore add 
structure and regularity to a pharmacist's job. Non- 
congenial associates would tend to disrupt the pharmacist's 
routine in trying to provide what he feels is proper 
patient care.

The four factors extracted closely relate to those 
extracted by Manhardt (1972) , Bar to 1 and Manhardt (197,9) , 
and Brenner and Tomkiewicz (1979) except for the educa
tional factor (III). This factor was labeled environmental 
by the above authors. Subjects in all three of their 
studies were recent college graduates and not in practice. 
Thus environmental characteristics may have been of more 
importance to them, than they would have been to practicing
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pharmacists. Also the subjects were mainly business 
college graduates. Use of educational background, 
knowledge, and skills is of much importance to pharma
cists who often are characterized as the most over
educated and most under-utilized health professional.

Factor analysis also provides a measure of 
reliability and construct validity. Reliable variance 
for the four factors extracted totaled 44.8 percent.
Scale reliability was also determined by computing 
Cronbach's alpha reliability coefficient. The computed 
reliability for the intrinsic factor scale (I) was 
.76; for the career factor scale (II), .72; for the 
educational factor scale (III), .68; and for the structure 
factor scale (IV), .61. These coefficients are consistent 
with the factor structure. Cronbach's alpha decreases 
as the amount of variance accounted for by a factor 
decreases. Construct validity can be determined by 
constitutive definitions. The definitions given the four 
factors extracted by this study are consistent with 
previous studies and characteristic-;of'practicing;- 
pharmacists.

One other point to be considered before using the 
extracted job factors as dependent variables in a multiple 
regression analysis was determination of whether the job 
factors may have been a result of sex differences themselves.
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If that was true, then the use of a smaple that includes 
male and female pharmacists would prevent an explanation 
of sex differences in terms of factor analytically derived 
dimensions. Therefore the data were factor analyzed 
separately for males and females using the same technique 
as used for the whole sample. Coefficients of congruence 
were calculated as provided by Harman (1976, P. 343). The 
coefficient of congruence for the intrinsic factor (I) was 
.90; for the career factor (II), .73; for the educational 
factor (III), .90; and for the structure factor, .70. 
According to Harman (1976, p. 345), these coefficients of 
congruence were of the magnitude that the factor structure 
based on a combined sample was not apparently the result 
of sex differences.

Hypotheses Testing 
From the factors extracted from pharmacists' 

valued job characteristics, four perceived and four 
valued job factors resulted. These were used in the • 
testing of the hypotheses that dealt with male and female 
pharmacist differences. The four factors indicative of 
level of satisfaction obtained as a product of perceived 
and valued job factors were used to test the hypotheses 
that dealt with differences between perceived and valued 
job factors for each sex separately. Multiple regression
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and correlation techniques were used. All hypotheses 
were evaluated at the .01 significance level.

Hypothesis I
The first hypothesis dealt with the levels of values 

that male and female - pharmacists place on each of four job 
characteristic factors (intrinsic, educational, long-range 
career objective and structure). Each of the four factors 
were evaluated by means of a multiple regression method to 
determine if sex made a significant contribution to the 
amount of value a pharmacist placed on a job characteristic 
factor. Years since most recent degree and type of position 
held were controlled by using these variables as co-variates. 
Results for all four dependent variables are shown in Tables 
13, 14, and 15. There were no significant (p > .05) inter
actions between the independent variable, sex:, and either 
co-variate. The multiple R's for the educational, career, 
and structure factors were statistically significant 
(p < .001) while nonsignificant for the intrinsic factor 
(p > .05) .

A significant positive linear relationship for years
(r = .23, slope = .01, p < .05) existed for the structure
factor while a significant quadratic relationship for years

2existed for the educational factor (AR = .021, p < .01). 
Separate multiple correlations for males and females showed
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Table 13. Multiple Regression Results For Valued Job Factors

Job Factor Variable
Incremental 
Contribution 

To R2
OVERALL2R R

Intrinsic .'Years . .026* .16
Position .032 .24
Sex .005 .25 .063

Educational Years .010 .10
Years (Quadratic) .026** .19
Position .061*** .31
Sex .000 .31 .097***

Career Years .008 .09
Position .072*** .29
Sex .021** .32 .101***

Structure Years .040*** .20
Position .076*** . .34
Sex .007 .35 .123***

n = 302
*p < .05

**p £ .01
***p < .001
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Table 14. Means and Standard Deviations of Valued Job

Factors By Sex
Intrinsic Educational Career Structure

Category Mean S.D. Mean S.D. Mean S.D. Mean S.D'.
Total Sample 2.13 .86 2.14 .80 1.52 . 98 1.63 .97
Males 
. (n=148)

2.10 .89 2.12 . 80 1.59 .94 1.60 ' -97

Females
(n=154)

2.27 .70 2.21 .76 1.23 1.06 1.76 .96



Table 15. Means and Standard Deviations of Valued Job Factors by Type of Position
Intrinsic Educational Career Structure

Category' Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Total Sample 2.13 .86 2.14 .80 1.52 .98 1.63 .97
Independent 
Community Management 

(n=54)
1.98 .96 2.11 .67 1.59 .89 1.64 .91

Independent 
Community Staff 

(n=41)
2.01 . .77 2.00 .97 1.15 1.01 1.69 1.01

Chain Community 
Management 

(n=27)
1.91 1.23 1.69 1.18 1.38 . 1.03 1.46 .77

Chain Community 
Staff 

(n=45)
2.22 .77 2.08 .69 1.28 .91 1.66 1.19

Hospital Management 
(n=32)

2.49 .44 2.44 .56 2.10 .75 1.64 .88

Hospital Staff 
(n=71)

2.29 .70 2.33 .68 1.57 .93 1.93 .78

Clinical
(n=17)

2.08 .69 2.12 .67 1.44 1.02 1.03 1.15

Other
(n=15)

2.04 .83 2.22 .58 1.55 1.20 .98 1.02

108
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that a significant positive linear relationship on the
structure factor existed for males (r = .23, slope = .02,
p < .01). A significant quadratic relationship on the

' 2educational factor existed for males (AR = .037, p < .05).
The curves for both the total sample and the male sample 
showed a downward trend (with the overall sample downward 
trend being greater) until about 30 years after most recent 
degree. Beyond 30 years, there was an upward trend in the 
curve. Type of - position held made statistically signifi
cant contributions to variance (p < .001) of the three 
factors on which the overall multiple R was significant.

Sex did not make any significant contributions to 
variance (p > .05) on the intrinsic, educational, or structure
factors. Variance due to sex did make a statistically

2significant contribution (AR = .021, p < .01) on the career 
factor. On this factor the mean for women (1.23) was lower 
than that for men (1.59). Thus it appears that after control
ling for years since most recent degree and type of position, 
female pharmacists value the long-range career objective 
job characteristics less than male pharmacists do. It also 
appears that there are no differences between female and 
male pharmacists in their values for intrinsic, educational, 
and structure job characteristics.

Hypothesis II
The second hypothesis dealt with how much of the 

job characteristic factors pharmacists perceived to exist
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in their current jobs. Each of the four factors were 
evaluated using the same multiple regression techniques 
as those used to evaluate the valued levels. Once again 
there were no significant (p > .05) interactions between 
the independent variable, sex, and either co-variate. The 
multiple R for each of the four factors was statistically 
significant (intrinsic, educational, career, p < .001; 
structure, p < .01). Results for all four dependent 
variables are shown in Tables 16, 17, and 18.

• A significant positive linear relationship for years 
(f = .16, slope = .02, p < .01) existed for the educational 
factor. Separate multiple correlations for males and females 
showed a significant positive linear relationship on the 
educational factor for males (r = .16, slope = .01, p < .05) . 
Type of position held made statistically significant contri
butions to variance (p < .001) on all four perceived job 
factors.

Sex did not make any significant contributions to 
variance (p > .05) on all four factors. It appears that 
after controlling for years since most recent degree and 
type of position, there are no differences between female 
and male pharmacists in their perception of their jobs as 
containing intrinsic, educational, long-range career 
objective, or structure job characteristics.
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Table 16. Multiple Regression 

Factors
Results For Perceived Job

Job Factor Variable
Incremental 
Contribution 

To R2
OVERALL 

R R2
Intrinsic Years .012 .11

Position .190*** .45
Sex .009 .46 .211***

Educational Years .025* .16
Position .090*** .34
Sex .000 . 34 .115***

Career Years .003 . 05
Position .239*** .49
Sex .000 .49 .232***

Structure Years . 005 .07
Position .068*** .27
Sex .006 .28 . 079***

n = 302
*p _< .05

**p _< .01
***p <_ . 001
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Table 17. Means and Standard Deviations of Perceived Job

Factors By Sex
Intrinsic Educational Career Structure

Category Mean S.D. Mean S.D. Mean S.D. Mean S.D.
Total Sample 3.51 1,13 4.00 1.10 3.55 1.32 4.23 1.02
Males . 

(n=14 8)
3.51 1.13 4.02 1.11 3.60 1.35 4.24 1.04

Females
(n=154)

3.51 1.11 3.92 1.03 3.32 1.20 4.20 . 96



Table 18. Means and Standard Deviations of Perceived Job Factors by Type of Position

Category
Intrinsic 

Mean S.D.
Educational 
Mean S.D.

Career 
Mean S.D.

Structure 
Mean S.D.

Total Sample 3.51 1.13 4.00 1.10 3.55 1.32 4.23 . 1.02
Independent 
Community Management 

(n=54)
3.54 1.06 4.23 .99 4.23 1.12 4.59 .85

Independent 
Community Staff 

(n=41)
3.17 1.07 3.72 1.08 2.99 .87 4.09 1.30

Chain Community 
Management 

(n=27)
3.38 .87 3.85 .99 3.33 1.44 4.47 .89

Chain Community 
Staff

(n=45)
2.78 ' 1.27 3.61 1.29 2.62 1.37 4.10 .99

Hospital Management 
(n=32)

4.36 .63 4.25 .76 4.44 1.00 4.31 .82

Hospital Staff 
(n=71)

3.35 1.09 3.77 1.15 3.09 1.12 3.97 1.03

Clinical
(n=17)

4.41 .79 4.58 1.01 4.05 1.09 3.77 .80

Other 4.33 .74 4.80 .92 3.94 1.21 3.83 1.31
(n=15)



Hypothesis III
The third hypothesis dealt with how satisfied 

pharmacists were with each of the job characteristic 
factors. Each of the four factors were used to evaluate 
valued and perceived levels. There were no significant 
(p > .05) interactions between the independent variable, 
sex, and either co-variate. The multiple R's for all 
four factors were statistically significant for each 
of the four factors (intrinsic, educational, career, 
p < .001; structure, p < .01). Results for all four 
dependent variables are shown in Tables 19, 20, and 21.

A significant positive linear relationship for 
years (r - .21, slope = .03, p < .05) existed for the 
structure factor while significant quadratic relation
ships for years existed for the intrinsic factor 

2(AR = .015, p < .05) and the educational factor 
2(AR = .029, p < .01). Separate multiple correlations

for males and females showed a significant negative
linear relationship on the career factor for females
(r = -.16, slope = -.07, p < .05). A significant quadratic
relationship on the educational factor existed for males 

2(AR = .031, p < .05). . The curve for the intrinsic factor 
for the total sample showed a downward trend until about 
20 years since most recent degree. Beyond 20 years there 
was a upward trend. The curve for the educational factor
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Table 19. Multiple Regression Results For Satisfaction 

With Job Factors
Incremental

Job Factor Variable Contribution OVERALL
2 2 To R R Rz

Intrinsic Years .001 .03
Years (Quadratic) .016* .11
Position .125*** .37
Sex . 000 .37 .142***

Educational Years . 000 . 00
Years (Quadratic) . 029** .17
Position .080*** .33
Sex .000 .33 .109***

Career Years .005 .07
Position ' . 163*** . 41
Sex .012* .42 .180***

Structure Years .044*** .21
Position . .042* .29
Sex .006 .30 .092***

n = 302
*p £ .05

**p <_ .01
***p < .001
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Table 20. Means and Standard Deviations for Satisfaction 
____________ With Job Factors by Sex.__________________

Intrinsic Educational Career Structure
Category Mean S.D. Mean S.D. Mean S.D, Mean S.D.
Total Sample 7.72 4.15 8.76 4.56 5.94 4.56 7.22 4.74
Males

(n=14 8)
7,63 4.26 8.73 4.64 6.26 4.59 7.13 4.77

Females 
(n=154)

8.07 3.67 8.91 4.29 4.57 4.25 7.63 4.63



Table 21. Means and Standard Deviations for Satisfaction with Job Factors by
Type of Position

Category
Intrinsic 

Mean S.D.
Educational 
Mean S.D.

Career 
.Mean S.D.

Structure 
Mean S.D.

Total Sample 7.72 4.15 8.76 4.56 5.94 4.56 7.22 4.74
Independent 
Community Management 

(n=54)
7.50 4.20 9.21 4.08 7.10 4.59 7.79 4.84

Independent 
Community Staff 

(n=41)
6.84 3.75 7.51 4.82 3.83 3.38 7.65 5.18

Chain Community 
Management 

(n=27)
6.54 4.87 6.53 5.59 5.30 4.74 6.59 3.79

Chain Community 
Staff

(n=45)
5.99 3.84 7.73 4.44 3.85 3.48 7.20 5.35

Hospital Management 
(n=32)

10.90 2.65 10.55 3.61 9.62 4.47 7.34 4.24

Hospital Staff 
(n=71)

7.75 3.46 8.97 4.22 5.02 3.45 7.74 . 3.92

Clinical
(n=17)

9.41 4.21 •10.30 4.48 6.55 4.82 4.32 4.97

Other
(n=15)

9.24 4.57 10.94 4.27 7.12 5.87 4.61 5.18
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for both the total sample and the male sample showed a 
downward trend until about 30 years since most recent 
degree. Beyond 30 years there was an upward trend. (
Type of position held made statistically significant 
contributions to variance (intrinsic, educational, , 
career, p < .001; structure, p < .05) on all four factors.

Sex did not make any significant contributions 
to variance (p j> .05) on any of the four factors. Thus 
it appears that, after controlling for years since most 
recent degree and type of position, that there are no 
differences between female and male pharmacists in the 
levels of satisfaction in their current jobs for intrinsic, 
educational, long-range career objective, and structure 
job characteristics.

Hypothesis IV
The fourth hypothesis states that there would 

be a relationship between female pharmacists' perceptions 
and values of the four job characteristic factors. This 
hypothesis was tested by calculating Pearson Product- 
Moment Correlation Coefficients between the paired valued 
and perceived factors. Results are shown in Table 22.
The correlation between the intrinsic pair was nonsigni
ficant (p .05). The correlations between the educational, 
career, and structure factors all exceeded the .001 
significance level. There was no relationship between
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female pharmacists' perceptions and values of intrinsic 
job characteristics. It appears that there was a 
relationship between female pharmacists' perceptions 
and values of educational, career, and structure job 
characteristic factors.

Hypothesis V
The fifth hypothesis stated that there would be 

a relationship between male pharmacists' perceptions and 
values of the four job characteristic factors. This 
hypothesis was tested also by calculating Pearson Product- 
Moment Correlation Coefficients between the paired valued 
and perceived factors. Results are shown in Table 23.
The correlations between all four factors were significant 
(educational, career, structure, p < .001; intrinsic, 
p < .01). It appears that there was a relationship 
between male pharmacists' perceptions and values of 
intrinsic, educational, career, and structure job 
characteristic factors.

While the magnitude of the correlations for female 
and male pharmacists were similar, it must be pointed out 
that when the paired perceived and valued job factors are 
correlated by type of position and years since most recent 
degree (broken down nominally into, groups), several of 
these categories had correlations of much greater magnitude. 
No correlations for males or females exceeded .40 in
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There was no relationship between female pharmacists' 
perceptions•and values of intrinsic job characteristics.
It appears that there was a relationship between female 
pharmacists' perceptions and values of educational, career, 
and structure job characteristic factors.

Hypothesis V
The fifth hypothesis stated that there would be a 

relationship between male pharmacists' perceptions and 
values of the four job characteristic factors. This hypo
thesis was tested also by calculating Pearson Product- 
Moment Correlation Coefficients between the paired valued 
and perceived factors. Results are shown in Table 23.
The correlations between all four factors were significant 
(educational, career, structure, p < .001; intrinsic, 
p < .01). It appears that there was a relationship between 
male pharmacists' perceptions and values of intrinsic, 
educational, career, and structure job characteristic factors.

While the magnitude of the correlations for female 
and male pharmacists were similar, it must be pointed out 
that when the paired perceived and valued job factors are 
correlated by type of position and years since most recent 
degree (broken down nominally into groups), several of 
these categories had correlations of much greater magnitude.
No correlations for males or females exceeded .40 in



120
Table 22. Pearson Correlations of Job Factor Values 

and Perceptions for Female Pharmacists

Job Factor r ’ r2
Intrinsic .13 . .002
Educational . .32 .102***
Career .30 .090***
Structure .26 .06 8***
n = 154
***p < .001

Table 23. Pearson Correlations of Job Factor Values 
 _______and Perceptions for Male Pharmacists_____

Job Factor r r2
Intrinsic i—1CM .044**
Educational .25 .063***
Career .40 .16.0***
Structure .33 .109***
n = 148
**p <_ . 01

***p < .001
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magnitude. In comparison correlations for type of position 
held by pharmacists were as large as .66 on the intrinsic 
factor, .85 on the educational factor, .71 on the career 
factor, and .64 on the structure factor. Correlations for 
years since most recent degree were as large as .50 on the 
intrinsic factor, .77 on the educational factor, .62 on 
the career factor, and .80 on the structure factor. These 
results are shown in Tables 24 and 25.



Table 24. Pearson Correlations of Job Factor Values and Perceptions for Active
Pharmacists by Type of Position

Type of Position Intrinsic
Job Factor 

Educational Career Structure
Independent Management 

(n=54)
.39*** .41*** . .32** .32**

Independent Staff 
(n=41)

.36* .07 .31* . .56***

Chain Management 
(n=27)

.09 .02 .36* . .08

Chain Staff 
(n=45)

-.17 .34* . 38** .36**

Hospital Management 
(n=32)

.13 .43** .40** .34*

Hospital Staff 
(n=71)

.10 .23* .16 .09

Clinical
(n=l7)

.44 .85*** .67** .48*

Other
(n=15)

.66** .56* .71** .64**

*p < .05
**p £ .01

***p < .001
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Table 25. Pearson Correlations of Job Factor Values and Perceptions for Active
Pharmacists by Years Since Most Recent Degree

Years Since Most 
Recent Degree Intrinsic

Job Factor 

Educational Career Structure
< 10 Years 
(n=110)

.11 .35*** .31*** .41***

10-19 Years 
(n=91)

.28** .26** .42*** .17

20-29 Years 
(n=58)

.20 .09 .36** .12

30-39 Years 
(n=30)

.41* .39* .62** .61**

> 39 Years 
(n=13)

.50 .77** .53* .80***

*p < .05
**p £ .01

***p < .001
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CHAPTER 5

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

This study represented a different approach than 
used in past pharmacy studies to ascertaining the value 
that pharmacists place on 25 different job characteristics. 
Also measured was the perception by pharmacists of how 
much of each of these job characteristics were present 
in their current jobs. By measuring both valued and 
perceived levels, it also was possible to develop a 
measurement scale for the amount of apparent satisfaction 
with these job charcteristics. The job characteristics 
were factor analyzed to develop factors which could be 
interpreted as representing specific aspects of the work 
environment. These factors were analyzed as dependent 
variables to determine what influence years since most 
recent degree, type of position held, and the sex of the 
pharmacist had on pharmacists' levels of values, perceptions, 
and satisfaction. The main objective of this study was 
to determine what influence sex of the pharmacist had 
after controlling for the other two variables, years since 
most recent degree and type of position held.

124
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Summary
Response Rate and Nonresponse Bias

The adjusted response rate for the return of the 
instrument was 63.2 percent. The response rate exceeded 
the author'd original estimate of 6 0 percent. It was 
felt that, with a survey measuring both values and 
perceptions, any response over 60 percent would be very 
satisfactory. To further test for nonresponse bias, 
early responders were compared by using chi-square tests 
with late responders on several characteristics. No 
statistically significant differences were found. A 
comparison of the proportion of male and female pharmacist 
responders to the proportion of those selected for the 
study showed no significant difference. A comparison 
of this study's proportions with those most recently 
available for California pharmacists showed very small 
differences. Finally,responses by the study sample 
had a wide distribution of scores on all job character
istics and factors. When all of these outcomes are 
takent into consideration, it appears that the sample 
obtained for this study was representative of the 
population. . .

Practice Status Outcomes
The main objective of this study was to determine 

if the sex. of pharmacists influenced their evaluation of
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their work. Women pharmacists are entering the practice 
in increasing numbers yearly. The most recent manpower 
data is two to five years old, and this data changes 
annually. Therefore, practice status was analyzed to 
give the most current representation of the population.

Manpower data (Public Health Service, 1974) for 
California pharmacists showed that 11.4 percent of all 
active pharmacists in 1973 were females; this study's 
population had 19.1 percent females, almost double that 
of eight years ago. Assuming that most clinical pharma
cists are in the hospital setting, hospitals still employ 
the largest percentage of women (48.7 percent). The 
community setting employs the next largest percentage 
(45.5 percent). Only 30.4 percent of males work in the 
hospital setting compared to 65.5 percent in the community 
setting. These differences between males and females 
were statistically significant. Since 1973 the proportion 
of women in the hospital setting has remained fairly 
constant. Since 7.8 percent of all women pharmacists 
stated that they were clinical pharmacists, there appears 
to be a shift from a hospital staff role towards the 
clinical role.

Of the total women pharmacists, data from the 
present study showed that 22.7 percent were in managerial
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positions as compared to 52.7 percent of all men. This 
figure for women is much lower than that reported by 
Mercadante, Fink, and Nelson (1980) in their survey.
The national average for women holding managerial positions 
in all occupations was 43.3 percent (Hart, 1980). There
fore, both the present results and Mercadante, Fink, and 
Nelson's (1989) results for pharmacy are well below the 
national average for all occupations.

The trend toward more women entering the profession 
in increasing proportions is supported by data that showed 
33.1 percent of all female pharmacists were under 30 years 
of age compared to 10.1 percent of all male pharmacists * 
These women represent 4 3.6 percent of all practicing 
pharmacists in this age group. In no other age group did 
women represent more than 20 percent of all practicing 
pharmacists. The trend is further supported by the fact 
that 43.5 percent of all women now hold the most recently 
available degree, the Pharm. D ., as compared to 28.4 
percent of all men.

Full-time positions were held by 58.0 percent of 
all women, part-time positions were held by 27.1 percent, 
and the rest were inactive. Of all male pharmacists,
73.8 percent worked full-time. 7.1 percent worked part- 
time, and the rest were inactive. Full-time female 
pharmacists worked over 4 3 hours per week as compared to
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'over 46 hours for male, pharmacists. When it came to 
part-time pharmacists, the reverse was true. Women 
worked over 24 hours per week while men worked over 
17 hours per week.

Job Characteristics
There were four statistically significant 

differences between males and females as far as valued 
job characteristics were concerned (risks, continued 
development, leisure time, and respected superiors).
There were no significant differences for the other 21 
job characteristics. It appears that there were few 
overall differences between males and females as to how 
they value job characteristics. Manhardt (1972) found 
11 differences for valued job characteristics and Brenner 
and Tomkiewicz (1979) showed eight differences between 
male and female business college graduates. It must be 
pointed out that the previous studies used business people 
and college graduates as subjects while the present study's 
subjects were actively practicing pharmacists. Therefore 
results are not readily comparable.

For the perceived presence of characteristics in 
one's job, there were six statistically significant 
differences between men and women (creativeness, social 
contribution, important. problems> continued.-.development, 
change of routine-, and respected superiors). Once again
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it would appear that the sexes were more alike than they 
were different on how they perceived their jobs. As for 
satisfaction with job characteristics there were only 
four statistically significant differences (creativeness, 
risks, continued development, and respected superiors) 
making it appear that male and female pharmacists were 
much alike in their satisfaction with their job's 
characteristics.

The Spearman Rank-Order Correlation Coefficients 
also supported the proposition that males and females 
were fairly close together on their values, perceptions, 
and satisfaction with individual job characteristics.
All coefficients were greater than .79, and all were 
statistically significant (p < .001).

An attempt was made to determine if there was 
a relationship between the job characteristics valued 
and those perceived in their current jobs by male and 
female pharmacists separately. Most correlations derived 
between valued and perceived characteristics were 
statistically significant for each sex, but only a few 
were as large as .40. Overall the correlations of males 
tended to be higher.

A Spearman Rank-Order Correlation Coefficient 
was calculated for each sex for the valued and perceived 
job characteric levels. The coefficient for males was
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.45 (p < .05) and for females was .32 (p > .10). The 
results tend to support the conclusion that there 
appeared to be a relationship between valued and 
perceived levels for males, but it was fairly low.
For females there, was no relationship. ’ These results 
appear to substantiate the conclusion that the Pearson 
correlations for males, and especially for females, were 
of a small magnitude.

It was noted that the type of position held and 
the breakdown of years since most recent degree showed 
correlations of greater magnitude in certain cases.
The magnitude of correlations for males and females was 
fairly low in comparison with those that resulted "for 
the other independent variables, years since most recent 
degree,and type of position held.

Job Factors
To aid in further analyzing the data, a principal 

components factor analysis was performed. The objective 
was to reduce the 25 dependent variables into orthogonal 
factors interpretive and descriptive of certain aspects 
of a pharmacist's job. Four factors that related to 
pharmacy work and previous studies (Manhardt, 1972; Bartol 
and Manhardt, 1979; Brenner and Tomkiewicz, 1979) were 
extracted. The four factors were designated as follows:
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1. Intrinsic - Those job characteristics 

descriptive of work content or the work 
itself.

2. Educational - Those job characteristics 
descriptive of the use of educational 
background, knowledge, and skills.

3. Long-range career objective - Those job 
characteristics descriptive of advancement, 
responsibility, and long-range career success.

4. Structure - Those job characteristics 
descriptive of rules and regular routine.

A multiple regression technique was used to 
evaluate what contribution the independent variable, 
sex, made to differences in how pharmacists valued, 
perceived, and were satisfied with the four job charac- 
tersitic factors after treating years since most recent 
degree and type of position held as co-variates.

Sex was found to make a significant contribution 
to variance, after controlling for the two co-variates, 
in only two areas (valued career and satisfaction with 
career factors)., In comparison, years since most recent 
degree or a quadratic function of it made a significant 
contribution in seven of the twelve areas (intrinsic, 
educational, career, and structure values, perceptions, 
and satisfaction) while type of position did so in eleven 
of the twelve areas. The level of significance for 
satisfaction with career was less than the .01 level set 
for rejecting the null hypothesis of no difference between
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male and female pharmacists' satisfaction with the long- 
range career objective job characteristics. Female 
pharmacists did value long-range career objective job 
characteristics less than male pharmacists. Comparisons 
with the past studies suggested that there would be a 
difference between males and females on this factor.
Males in all previous studies rated this factor higher 
in value. The conclusion of no differences between men 
and women on intrinsic and structure factors was consistent 
with the past studies. The educational factor was a 
unique and new factor derived by this study.

It appears that there are only two differences 
(career job characteristic values and satisfaction) between 
male and female pharmacists with regard to how they value> 
perceive, and are satisfied with specific aspects of their 
work. It also appears that overall there are few differ
ences (with the notable exception of a utilization of 
education, knowledge, and skills factor) due to the sex 
of the pharmacist when compared to the business college 
graduates who were the subjects in the previous studies 
using the same measuring instrument. Perceived and 
satisfaction levels cannot be compared to the previous 
studies as these were new aspects added to the present 
instrument and survey.
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As was done with individual job characteristics, 

Pearson Product-Moment Correlation Coefficients were 
calculated separately to see if male and female pharmacists' 
valued job characteristic factors were related with how 
they perceived them in their current jobs. The results 
for males showed significant correlations on all four 
factors with the career factor having the highest correla
tion (r = .40, p < .001). The intrinsic factor had the 
lowest correlation (r = .21, p < .01) . The results for 
females showed significant correlations on all factors 
except the intrinsic factor (r = .13, p > .05). The 
highest correlation existed on the educational factor 
(r = . 32, p < .001).

Coefficients derived on the same factors for type 
of position held and years since most recent degree showed 
correlations as high as .85 (p < .001) (on educational 
factor for clinical pharmacists) and .80 (p < .001) (on 
structure factor for pharmacists whose most recent degree 
was > 3 9  years.ago). Although Pearson correlations were 
significant for males and three out of four were signifi
cant for females, the correlations do not appear to be of 
a large or even moderate magnitude. Males and females did 
not appear to differ in their satisfaction with job factors 
found in their jobs and appeared to see only a small rela
tionship between their values and what they perceive in 
their jobs.
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The results of this study confirmed the results 

of other surveys that women are entering the profession 
of pharmacy in ever increasing numbers. The proportion 
of active (full-time and part-time) practicing female 
pharmacists has nearly doubled in just over seven years.

Of all male pharmacists registered and residing 
in California, 19.9 percent were inactive while 14.6 
percent of all female pharmacists were inactive. It 
may appear that female pharmacists were practicing pharmacy 
to a greater extent than males. The difference in fact 
was due to the greater population of older male pharmacists. 
Of all inactive male pharmacists, 6 0 percent were retired 
and the other 4 0 percent were inactive due to personal 
preference, which mainly appeared to an abandonment of 
pharmacy practice for more desirable positions. Only 
33 percent of inactive female pharmacists were retired, 
while an equal percentage of women were inactive due to 
child/family responsibilities. Another 25 percent of 
women listed personal preference. Most of the younger 
female pharmacists were inactive due to personal respon
sibilities at home, and males appeared to be the more

i .

active of the two sexes in the age groups containing the 
largest numbers of practicing pharmacists.
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In 1971, Kirk and Ohvall found that 56 percent 

of all women were practicing full-time. Results of the 
present study dhowed that 58.0 percent of all women 
pharmacists were practicing full-time. In a ten year 
span, the percentage of women practicing full-time has 
remained essentially the same. This may be explained 
when the reasons given for working full-time and part- 
time are evaluated. Two-thirds of all active male 
pharmacists listed personal preference as the reason 
for working full-time while three-quarters of female 
pharmacists did so. It is interesting to note that 
reason for working full-time was the only category where 
males mentioned home responsibilities as a reason for 
their present work status. Over 25 percent of all 
males pharmacists listed family/children responsibilities 
while less than 15 percent of females did so. This may 
be due to the fact that male pharmacists were an older 
group and have had more opportunity to be married and 
have children. Even if a female pharmacist is married 
and has children, she may list family/children responsi
bilities less because it is the traditional role of the 
father to be the breadwinner for the family. Not one 
male pharmacist gave family/children responsibilities 
as a reason for working part-time or not working. Thirty- 
three percent of all women working part-time also gave 
this as a reason for working part-time while 33 percent of
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inactive female pharmacists gave this as a reason for not 
working. Next to personal preference (53.8 percent) just 
over 2 3 percent of males listed semi-retirement as the 
reason for doing part-time work as compared to just over 
four percent of all part-time female pharmacists. The 
percentage of females who listed personal preference was 
57.1, which was slightly greater than the males' 53.8. 
Family/children responsibilities seem to play a very 
important role as to why more female pharmacists worked 
part-time than male pharmacists.

Even though women are entering the profession in 
larger numbers than ever before, there still were signifi
cant differences in the types of positions and levels of 
positions women held. As stated before, the largest 
percentage of female pharmacists was found in hospital 
pharmacy practice. Of those women that were hospital 
pharmacists, only one-quarter were in management positions. 
Of all pharmacy positions, only 22.7 percent of all women 
were in management positions. As previously noted, the 
national average for percentage of women workers in mana-' 
gerial positions is 43.3 percent (Hart, 1980) . The only 
data relating to percentages of women pharmacists in . 
managerial roles in the past is supplied by Schwirian (1973) 
who found that 9.3 percent of owners, partners, and adminis
trators were women. The present study showed that exactly



the same percentage (9.3 percent of all managers, owners, 
partners, administrators) were women. Two points can be 
made. The first is that even though the proportion of 
women entering the profession has increased, the percentage 
who hold management positions is still only one-half 
that of the average for all occupations in the U. S. The 
second is that, despite this proportional growth, women 
made up only 9.3 percent of all managers in the present 
study. This represented no gain over the figure reported 
for 1972 (Schwirian, 1973). The first point could be 
explained because women entering the profession have yet 
to catch up to national averages. Eventually women inaye 
have the same percentage employed as managers as the 
national average.

The reason the percentage of management, positions 
held by women has.remained the same may be the time span 
required for many pharmacists to enter these positions. 
There may not have been enough time yet for those women 
entering the profession in the past ten years to enter 
management positions. If the percentage of management 
positions held by women continues to remain constant in 
the coming years, when it should begin to increase, 
other explanations are needed.

If could be explained by stereotypes women pharma
cists have about themselves that prevent them from assuming 
managerial positions (APhA Task Force, 1981). It may be
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due to the fact that women pharmacists do not place as
high a value as men on the job characteristics that
would be required of them in a managerial position. An 
analysis of the data on job characteristics revealed that 
there were few sex differences as to how pharmacists 
valued, perceived, and were satisfied with these charac
teristics. The difference that did occur was that females 
valued those job characteristics representative of long- 
range career objectives less than males. Characteristics 
which made up the long-range career objective factor 
included:

1. Gives you the responsibility for taking risks.
2. Requires working on problems of central 

importance to the organization.
3. Permits advancement to high administrative 

responsibility .
4. Requires supervising others

Women thereby would avoid positions that require these job 
aspects to a greater degree than men would. This also, may 
explain why most women still enter the hospital setting as 
well as hold only 9.3 percent of all management positions 
in pharmacy.

In some instances, years since most recent degree 
and type of position held require some consideration. In 
those cases where years since most recent degree played a 
significant role, the following conclusions could be drawn.
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A significant positive linear relationship 

existed on the'valued structure factor. Pharmacists 
in the older age groups appeared to value more structure 
in their positions. Male pharmacists showed the same 
relationship while female pharmacists did not show any 
significant linear relationship. This probably was due 
to the fact that the female population was a significantly 
younger one. A U-shaped relationship resulted on the 
valued educational factor for the total sample, as well 
as for 'males, while none existed for females. Up to 30 
years since most recent degree, the curve declined and 
they turned upward after 30 years. Thus pharmacists, 
and males in particular, who obtained their degrees from 
about 1950 to 1970 valued the educational background, 
knowledge, and skills utilization characteristics the least. 
Younger and older pharmacists valued them the most. The 
younger pharmacists were those who are receiving an educa
tion that now promises the use of their education. The 
older pharmacists were those who learned and practiced 
pharmacy as a hands-on profession. No similar trend 
occurred for female pharmacists. The explanation again 
may be that women were a younger group.

At the same time, male pharmacists perceived their 
jobs as possessing this factor in a greater amount in the 
older groups. This presents.the possibility that male
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pharmacists would be most satisfied with the educational 
aspects during their later careers. In fact the oldest 
group of pharmacists, primarily men, showed the highest 
correlation (r = .77, p < .01) between the perceived and 
valued educational aspects of all groups.

The same linear relationship that appeared for all 
pharmacists on the valued structure job factor appeared for 
the satisfaction of structure factor. The same U-shaped 
relationship appeared on the satisfaction with education 
factor as appeared on the value factor. On the satisfaction • 
with career curve a U-shaped curve also resulted, but the 
low point in the curve appeared at approximately 20 years 
since most recent degree. Females showed a significant 
negative linear relationship. Thus the females' relation
ship seems to dominate the downward trend until 2 0 years 
since most recent degree where the number of females in 
pharmacy practice drops off. After that, the male popu
lation appears to be satisfied with intrinsic job charac
teristics and the curve turns upward.

Type of position held made significant contributions 
to variance on the educational, career, and structure 
factors. Hospital pharmacy managers placed the highest 
values almost uniformly across all three factors while 
chain community pharmacists placed the lowest values 
almost uniformly acorss all three factors (see Table 15).
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Type of position held made significant contributions to 
variance on all four perceived factors. The results were 
more mixed here, but basically independent community 
management, hospital management, clinical and other 
pharmacists (as classified in the instrument) perceived 
the highest amounts of intrinsic, educational, and career 
job characteristic factors as being parts of their jobs. 
Independent and chain community pharmacists perceived 
the highest amounts of structure job characteristics 
(see Table 18).

The conclusion could be drawn that hospital 
pharmacist managers appeared to be the most satisfied 
of all categories of pharmacists. They gave almost 
uniformly the highest ratings of satisfaction with all 
four factors (see Table 21). Clinical, other pharmacists, 
and independent community management pharmacists followed 
in decreasing order of satisfaction. All staff pharmacists 
plus chain community management pharmacists appeared to 
be less satisfied with their jobs. Pearson Product-Moment 
Correlation Coefficients calculated for all types of 
positions (see Tables 7, 8, 9, and 10) appear to support 
these conclusions.

A final area that was investigated was the degree 
to which male and female pharmacists separately perceived 
job characteristics in their current jobs as being in



agreement with their values. Pearson Product-Moment 
Correlation Coefficients calculated for each sex showed 
significant relationships between valued and perceived 
job characteristics on all factors, except the intrinsic 
factor for females. The highest correlation between 
values and perceptions, though, was only .40 (career 
factor for males). Many of the others were much lower. 
Spearman Rank-Order Correlation Coefficients tended to 
support the low degree of correlation between what both 
male and female pharmacists valued and what they perceived 
in their job environment. Although a relationship 
between what a worker values and what he perceives does 
not necessarily mean he is satisfied with his job, a 
conclusion drawn from this study that pharmacists, both . 
males and females, were not very highly satisfied with 
their jobs would be in keeping with trends in today's 
work society (Naisbitt, 1980).

Recommendations 
The purpose of this study was to look at the 

practice status of pharmacists by sex and to compare the 
job characteristics that they valued. By doing this a 
better understanding of why pharmacists choose the practice 
sites they do could be developed. Personnel managers then 
would be able to evaluate pharmacy jobs better for more 
successful recruitment, replacement, and promotions. The
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ultimate outcome would be that pharmacists of both sexes 
might relate better to their job preferences by having a 
better understanding of them.

Overall, of the job characteristic factors 
measured, there were almost no differences on how male 
and female pharmacists valued, perceived, and apparently 
were satisfied with their jobs' characteristics. Thus 
there appears to be no need for wholesale changes in 
pharmacy jobs as they pertain to the sex of the pharmacist. 
The one significant difference found was that females 
valued less those long-range career objective job charac
teristics necessary for holding a management position.
This difference deserves to be examined by personnel 
managers, by those in pharmacy who are decrying the lack 
of women in management positions, and by women pharmacists 
themselves. It may be that women pharmacists do not value 
the characteristics necessary for assuming managerial 
positions. They may be content with hospital practice 
(including clinical) where they may be able to utilize 
better those traits that are ascribed to them, such as 
being more emotional, intuitive, and people-oriented.
It may be, as suggested by The APhA Task Force (1981), 
that women feel they can better utilize their educational 
background in a hospital setting. The present report
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showed no differences in how male and female pharmacists 
value educational background job characteristics.

It is recommended that personnel managers, who 
may be influenced by those who advocate women for mana
gerial roles because of their increasing numbers in the 
profession, look more closely at the applicant's desire 
to accept the role with its existing job characteristics. 
Many women may not value those characteristics and may 
be happier in a non-managerial role. As a result, those 
who attempt to influence others to accept more women 
pharmacists as managers should evaluate if women pharmacists 
really value those managerial positions. Women pharmacists 
themselves need to evaluate their own goals and objectives 
as they relate to their own values. If they truly do not 
Value these characteristics, they should not allow them
selves to be. placed in managerial roles just because they 
are women and the number of women pharmacists is increasing.

There is a need to investigate further what other 
factors have caused the percentage of all managers who 
are women to have remained about the same during the 
past ten years despite the large influx of women in the 
profession. If it is due to attrition, what are the 
reasons? Is it because women, as shown in this study.
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do not value the job characteristics presented by 
these positions as much as men do, or is it due to 
other factors? Are the reasons the same for male 
pharmacists? Other factors, such as marital status, 
number of children, spouse's support, ethnicity, 
educational background and training, salary, and sex 
stereotyping need to be examined.

A limitation of the present study was that 
these other variables were not investigated. The 
reason for this was the author felt that the informa
tion already being obtained delved deeply enough into 
the personal lives of the subjects. If more personal 
items were, requested, it was felt that the completion 
and return of the survey by many respondents would be 
jeopardized. There is a need to develop a technique 
to obtain this added information without overly 
threatening the respondent.

There were no apparent differences between 
males and females on overall satisfaction with the 
levels of job characteristics in their current jobs.
It seemed that the level of this overall satisfaction 
was not very high. There were significant relationships 
between valued and perceived job characteristics, but 
once again, they were not of a large magnitude. Type of 
position held contributed significantly to satisfaction



• with job characteristics. Hospital pharmacy managers, 
independent community managers, clinical and other 
pharmacists appeared to be more satisfied with their 
positions. It was apparent that they perceived higher 
amounts of job characteristics in relation to those 
they valued. Chain community managers and all staff 
pharmacists appeared to be less satisfied. There is 
a need for independent community and hospital pharmacy, 
managers to evaluate more closely the reasons for their 
staffs' dissatisfaction. The anomaly to the satisfaction 
of pharmacists presented here is the low amount of 
satisfaction apparent for both chain community managers 
and staff. Being a manager does not result in increased 
satisfaction as it does with other managers. There is 
a need for chain store personnel managers to investigate 
the job environments of all their personnel to look for 
areas of improvement. The results of this study would 
appear.to be a good starting point for independent 
community, hospital pharmacy, and chain store personnel 
managers to identify areas of dissatisfaction.

It appears that a large proportion of women 
pharmacists will continue to practice part-time or be 
inactive during parts of their careers due to family/ 
children responsibilities. Manpower planners will have 
to take this into account. To increase the manpower
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utilization of women, it might be appropriate for 
personnel managers to provide added incentives for 
women who are inactive or part-time due to family/ 
children responsibilities and who may wish to become 
more active. These could include such items as compressed 
work weeks or flexitime, personal time off, increased 
flexibility in scheduling time off, maternity leave with 
return to job guaranteed, or provision of child care 
centers (Glueck, 1978).

■ The measuring instrument was a modification of 
an instrument originally developed by the Personnel 
Research Section of the Prudential Insurance Company 
of America in 196 9 (Manhardt, 1972) . It had the advantage 
of measuring the levels of enough job characteristics 
so that it could be factor analyzed to break down the 
intrinsic-extrinsic dimension of jobs to be able to 
investigate sex differences in job characteristic 
orientations. Up to the present study the instrument 
had been used with recent graduates as subjects. 
Replications of the original study by the other authors 
produced the same factor structure, but the amount of 
total variance explained by the factors increased from 
37.3 percent in the early study (Manhardt, 1972) to 83.1 
percent in the later study (Brenner and Tomkiewicz, 1979).
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The present study, using a heterogeneous population of 
practicing pharmacists, had 44.8 percent of the total 
variance explained by the factors.

Even though the factors extracted were consistent 
with previous studies utilizing this instrument and 
practicing pharmacists' characteristics, there is a need 
to cross-validate the factor results with new samples.
One reason for this is that this study constituted the 
first use of this instrument with only pharmacists. In 
addition, the subjects were actively practicing their 
profession. Finally, the sample included pharmacists 
of different ages holding a wide, variety of types of 
positions and degrees. New samples could consist of a 
random sample of other state pharmacists, a number of 
stratified regional samples, or a national sample as 
part of a manpower data collection study.

There is a need for more recent manpower data 
on a national basis. The most comprehensive data 
available at the moment is that for 1973. New data 
has been collected for 1979, but will not be tabulated 
and published until the end of 1981. By that time, 
much of the data will be outdated, especially as it 
pertains to women. Also much of the data is generalized 
over all pharmacists and supplies little data on women 
in pharmacy. The author of this study proposes a



149
similar study on a national basis. The present study 
revealed some previously unknown data of the type that 
was recommended by the APhA Task Force (1981) to be 
collected by future studies. The information provided 
by the present study, as a result, provides a good start 
in that direction. The utilization of this instrument 
and a more complete survey could serve as a pilot fqr 
meeting the Task Force's recommendations on a national 
basis.
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Table A-l. Comparison of Initial Responders With

-__________Follow-up Responders by Pharmacist Category
Degrees of

Category_____________  Chi-Square_____ Freedom____ Probability
Active Pharmacists

(n=309)
Sex .42 1 : .52
Type of Position 2.02 7 .96
Type of Degree 7.15 5 .21
Age Group .71 5 .98
Position Level .06 2 .97
Site of Practice 1.90 3 .59

All Pharmacists 
(n=371)

Work Status
(Active/Inactive) .00 7 1.00
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Table A-2. Number and Percent Distribution of Active
_____________ Pharmacists by Sex__________________________

Sex

Sample
Number of 

Pharmacists Percentage

Population

Percentage
Males 148 49.0 80.9 ,
Females 154 ot—1ID 19.1
Total 302 100.0 100.0
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Table A-3. Number and Percent Distribution of Active

Pharmacists by Age Group and Sex
Sample

Number of 
Age Group Pharmacists

Percent of 
Pharmacists

Population
Percent of 
Age Group

Percent of 
Sex

< 30 
Male 15 8.2 56.4 10.1
Female 51 6.3 43.6 33.1

30-39
Male ' 55 30.1 80.7 37.2
Female 58 7.2 19.3 19.3

40-49
Male 38 20.8 87.9 25.7
Female 23 2.9 12.1 12.1

50-59
Male 29 15.8 87.0 19.6
Female 19 2.4 13.0 12.3

6 0 — 64
Male 6 3.3 96.4 4.1
Female 1 0.1 3.6 0.6

> 64 
Male 5 2.7 91.7 3.4 1
Female 2 0.2 8.3 1.3

Total 302 100.0
X2 = 61.01, df = 5, p < .0001
Note. Population percentages corrected (weight factor = 4.4) 
Due to oversampling of female pharmacists.



Table A-4. Number and Percent Distribution of Active Pharmacists by Type of Position
and Sex

Type of Position Held

Sample '
Number of 
Pharmacists

Percent of 
Pharmacists

Population
Percent of 
Position

Percent of 
Sex

Independent Community Management 
Male 44 24.0 95.1 29.7
Female 10 1.2 4'.,9 6.5

Independent Community Staff
Male 19 9.8 77.5 12.2
Female 23 2.9 22.5 14.9

Chain Community Management
Male 16 8.7 86.5 10.8
Female 11 1.4 13.5 7.1

Chain Community Staff
Male 19 10.4 76.3 12.8
Female 26 3.2 23.7 16.9

Hospital Management 
Male 18 9.8 85.0 12.2
Female 14 1.7 15.0 9.1

Hospital Staff
Male 22 12.0 66.4 14.9
Female 49 6.1 33.6 31.8

Clinical
Male 5 2.7 64.7 3.4
Female 12 1.5 35.3 7.8

Other
Male 6 3.3 74.6 4.1
Female 9 1.1 25.4 ' 5.8

Total 302 100.0
X2 = 57.94, df = 7, p < .0001
Note. Population percentages corrected (weight factor = 4.4) due to oversampling of 
female pharmacists.



Table A-5. Number and Percent Distribution of Active Pharmacists by Position Level
and Sex

Position Level

Sample
Number of 
Pharmacists

Percent of 
Pharmacists

Population
Percent"of 

Position Level
Percent of 

Sex
Management

Male 78 42.6 90.7 52.7
Female 35 4.3 9.3 22.7

Staff
Male 64 35.0 71.9 43.2
Female 110 13.7 28.1 71.4

Other
Male 6 3.3 74.6 4.1
Female 9 1.1 25.4 5.8

Total 302 100.0
X2 = 45.08, df = 2, p < .0001
Note. Population percentages corrected (weight factor = 4.4) due. to oversampling of 
female pharmacists.



Table A-6. Number and Percent Distribution of Active Pharmacists by Practice Site
and Sex

Practice Site

Sample
Number of 
Pharmacists

Percent of 
Pharmacists

Population
Percent of 

Site
Percent of 

Sex
Independent Community

Male 62 33.9 89.2 41.9
Female 33 4.1 10.8 21.4

Chain Community
Male 35 19.1 80.6 23.6
Female 37 4.6 19.4 24.0

Hospital
Male . 45 24.6 72.5 30.4
Female 75 9.3 27.5 48.7

Other
Male 6 3.3 74.6 4.1
Female 9 1.1 25.4 5.8

Total 302 100.0
X2 = 26.94, df = 3, p < .0001
Note. Population percentages corrected (weight factor = 4.4) due to oversampling of 
female pharmacists



Table A-7. Number and Percent Distribution of Active Pharmacists by Degree and Sex

Degree .

Sample
Number of 
Pharmacists

Percent of 
Pharmacists

Population
Percent of 

Degree
Percent of 

Sex
B . S . '

Male 80 43.7 83.6 54.1
Female 69 8.6 16.4 44.8

M.S.
Male 8 4.4 89.8 5.4
Female • 4 0.5 10.2 . 2.6

Ph.D.
Male 3 1.6 81.5 2.0
Female 3 0.4 . 18.5 1.9

Pharm.D. (6 year)
Male 42 23.0 73.4 28.4
Female 67 8.3 26.6 43.5

Pharm.D. (> 6 year)
Male 12 6.6 82.8 8.1
Female 11 1.4 17.2 7., 1

Other
Male 3 1.6 100.0 . 2.0
Female -- ---- ---- ----

Total . 302 100.0
X = 16.44, df = 5, p < .01
Note. Population percentages corrected (weight factor = 4.4) due to oversampling of 
female pharmacists
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Table A-8. Percent Distribution of California Pharmacists
_____________ by Selected Characteristics____________  .

Population Estimates
Characteristic_______________ PHSa____________ Study
Active Pharmacists 

Sex
Male 82.6 80.9
Female 17.4 19.1

Level of Practice
Management 45.0 47.0
Staff 45.3 48.6
Other 9.7 4.4

Site of Practice
Independent 33.3 38.0
Chain 25.4 23.8
Hospital 34 . 6 33.9
Other 6.7 4.4

Type of Degree
B.S. 61.1 52.3
Pharm.D. 30.1 39.2
Advanced Degree 4.2 6.9
Other 4.6 1.6

Age Group
< 30 21.4 14.5
30-39 32.1 37.3
40-49 22.6 23.7
50-59 - 15.3 18.2
60-64 4.1 3.4
> 64 4.5 2.9

All Pharmacists
Employment Status

Active 86.3 81.6
Inactive 13.7 18.4

aPublic Health Service, Office of Health Research, 
Statistics, and Technology



Table A-9. Number and Percent Distribution of Inactive.Pharmacists by Reason for
_____________Not Working_______________________________   ■_______

Reason for 
Not Working

Sample
Percent of 
Pharmacists

Population
Percent of Percent of 
Pharmacists Sex

Personal Preference
Male 14 34.0 40.0
Female 7 3.9 25.9

Spouse 1s Preference
Male — ---- — —

Female — ---- ----
Family/Children Responsibility

Male — — _— ----
Female 9 5.0 33.3

Support Full/Part-time Study 
Male
Female — ---- ----

Retired
Male 21 51.0 60.0
Female 9 5.0 33.3

No Acceptable Full or 
Part-time Job Available 

Male
Female 1 0.6 3.7

Other
Male — -- -— ————
Female 0.6 3.7

Total 62 100.0
X2 = 66.86, df = 4, p < .0001 
Note. Population percentages corrected (weight factor = 4.4) due to oversampling
of female pharmacists
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Table A-10. Number of Weeks Worked per Year by Active Pharmacists

Category Mean
Standard
Deviation Minimum Maximum

All Pharmacists 50.49 7.08 1 52
Male 50.45 7.33
(n=14 8)
Female 50.63 6.07
(n=154)

Full-time Pharmacists 51.94 .40 48 52
Male 51.94 .41
(n=135)
Female 51.96 .'28
(n=105)

Part-time Pharmacists 40.71 16.81 1 52
Male 35.00* 19.28
(n=13)
Female 47.66* 10.37
(n=49)

Difference Between Mean;
*p < .05

H
O -



Table A-11. Number of Hours Worked per Week by Active Pharmacists

Category Mean
Standard
Deviation Minimum Maximum

All Pharmacists. 42.57 12.72 1 90
Male 43.80*** 12.67
(n=148)
Female 37.37*** 11.57
(n=154)

Full-time Pharmacists 45.95 9.28 30 90
Male 46.37** 9.68 ?
(n=135)
Female 43.60** 6.28
(n=105)

Part-time Pharmacists 20.41 9.66 1 50
Male 17.31* 8.96
(n=13)
Female 24,02* 9.39
(n=4 9)

Difference between means s
*p < .05

**p £ .01
***p < .001
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Table A-12. Number of Years, in Present Position ;by .Active .Pharmacists

Category Mean
Standard
Deviation Minimum Maximum

All Pharmacists 8.93 9.70 0 45
Male 9.78*** 10.32
(n=148)
Female 5.33*** 5.35
(n=154)

Full-time Pharmacists 8.68 7.98 0 45
Male 9.33*** 8.19
,(n=135)
'Female 5.01*** 5.45
(n=105)

Part-time Pharmacists 10.56 17.28 0 45
Male 14.46 22.95
(n=13)
Female 6.02 5.12
(n=4 9)

Difference between means:
***p < .001
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Table A-13. Number and Percent Distribution of Active Pharmacists by Reason for
______________Working Full-Time_______________________________________________________

Sample Population
Reason for 
Working Full-Time

Number of 
Pharmacists

 ̂ Percent of 
Pharmacists

Percent of 
Sex

Personal Preference
Male . 91 57.3 67.4
Female 79 11.3 75.2

Spouse's Preference 
Male _ _ _ _ _ _

Female 1 0.1 1.0
Family/Children Responsibility

Male 35 22.0 25.9
Female 15 2.1 14.3

Support Full/Part-time Study
Male — ----------------- ----------------

Female — ----------------- ----------------

Not Ready/Eligible to Retire
Male 9 , 5.7 6.7
Female 6 0.9 5.7

No Acceptable Part-time
Job Available 

Male
Female 3 0.4 2.9

Other
Male — ----------------- -----------------

Female z 1 0.1 1.0
Total 240 100.0
x2 = 34.21, df = 5, p < .001
Note. Population percentages corrected (weight factor = 4.4) due to oversampling 
of female pharmacists 163



Table A-14. Number and Percent Distribution of Active Pharmacists by Reason for
Working Part-Time

Reason for 
Working Part-Time

Sample
Number of 
Pharmacists

Population
Percent of Percent of 
Pharmacists Sex.. .

Personal Preference
Male 7 29.0 53.8
Female 28 26.4 57.1

Spouse's Preference 
Male 1 4.1 7.7
Female — --------- ---------

Family/Children Responsibilites
Male — —--- ---------

Female 16 15.1 32.7
Support Full/Part-time Study 

Male
Female 1 0.9 2.0

Semi-Retired
Male 3 12.4 23.1
Female 2 1.9 4.1 .

No Acceptable Full-Time 
Job Available

Male 2 8.3 15.4
Female 2 1.9 4.1

Other
Male
Female — --------- ---------

Total 62 100.0
x2 = 33.63, df = 5, p < .0001
Note. Population percentages corrected (weight factor = 4.4) due to oversampling 
of female pharmacists
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PHARMACY JOB CHARACTERISTIC SURVEY
Identifier No. ( 1-4 )

NOTE: This identifier number will be used for accounting purposes only.
THE CONFIDENTIALITY OF ALL RESPONDENTS IS GUARANTEED.
The num bers in parentheses on the right are to facilitate key-punching. Please ignore them as you complete the survey. 

INSTRU CTIONS FOR COM PLETING TH E SURVEY:
Please mark an 4x’ o r 1 ✓ ’ above the appropriate numeral for each of the two questions (one question on the LEFT and one 
question on the RIGHT).
Please answer the question on the left as to how much each type of job  characteristic is present in your current, principal 
pharmacy or pharmacy-related job  (if you are not currently engaged in full or part time work, please answer the question 
as it pertajns to your most recent job). The numerals represent a CONTINUUM  which ranges from NO AM OUNT (0) at 
the low end to a VERY HIGH AM OUNT (6) at the high end.
Please answer the question on the right as to how valuable it is to  you to have a job which contains each type of job 
characteristic. The numerals represent a CONTINUUM which ranges from a HIGH NEGATIVE VALUE (-3) at the 
low end to NO VALUE (0) at the middle to a HIGH POSITIVE VALUE (+3) at the high end. To negatively value a 
characteristic means that you would be more dissatisfied with a job  as the am ount of the characteristic in the job 
increases. To positively value a characteristic means that you would be more satisfied with a job  as the am ount of the 
characteristic in the job  increases.

How much of each of the job  char
acteristics listed in the center column 
are present in your current job?

TYPE O F JOB CH A RA CTER ISTIC
How valuable is it to you to have a job 
which contains the job  characteristics 
listed in the center column?

Negative Positive

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

0 2 3 4 5 6

Requires originality and creativeness

Makes use of your specific educational background

Encourages continued development of knowledge 
and skills

Job  is respected by others 

Provides job  security

Provides the opportunity to earn a high income

Makes a social contribution by the work you do

Gives you the responsibility for taking risks

Requires working on problems of central importance 
to the organization

Involves working with congenial associates

-3 -2 -I 0 +1 +2 +3

-3 -2 -1 0 +1 +2 +3

-3 -2 -I 0 +1 +2 +3

-3 -2 -1 0 +1 +2 +3

-3 -2 -1 0 +1 +2 +3

-3 -2 -1 0 +1 +2 +3

-3 -2 -1 0 +1 +2 +3

-3 -2 -I 0 +1 +2 +3

-3 -2 -I 0 +1 +2 +3

-3 -2 -I 0 +1 +2 +3

PLEASE CO NTIN UE (OVER)
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How much of each of the job  
characteristics listed in the 
center column are present in 
your current job?

0 1 2 3 4 5 6

0 1 2 3 4 5 T

o i 2 T T T T

o i 2 F T 1  T

o i T  3 "T"! 6~ 

F T T T

0 1 2  3 4 ~ T ~

0 1 2  3 T 1  6~

0 1 2  3 ~4 5 6~

Y ~ T ~ 2 ~  3 TTT

0 ~  2 3 ~4 5 6~

^ T T T T T T

0̂ 1 2 3 4 5 6~

0 1 2 ~3 4 5 6~

0 1 2  3 T T T

(5-29)

How valuable is it to you to 
have a job  which contains the 

TYPE O F JOB CH A RA CTER ISTIC jo b  characteristics listed in
the center column?

Negative Positive

Provides ample leisure time off the jo b  _____________ _____________
-3 -2 - 1 0  +1 +2 +3

Provides change and variety in duties and a c t i v i t i e s __________________________
-3 -2 -1 0 +1 +2 +3

Provides comfortable working conditions ______________________ ____
- 3 - 2 - 1  0 + 1  +2 +3

Permits advancement to high administrative
responsibility __________________________

- 3 - 2 - 1  0 + 1 + 2 + 3

Permits working independently __________________________
-3 -2 -1 0 +1 +2 +3

Rewards good performance with recognition __________________________
-3 -2 -1 0 +1 + 2 + 3

Requires supervising others_________________________ __________________________
-3 -2 - 1 0 +1 +2 +3

Is intellectually stimulating __________________________
- 3 - 2 - 1  0 + 1 + 2 + 3

Satisfies your cultural and aesthetic needs __________________________
-3 -2 -1 0 +1 +2 +3

Has clear cut rules and procedures to follow_________ __________________________
-3 -2 -1 0 +1 +2 +3

Permits you to work for superiors you admire
and respect __________________________

-3 -2 -1 0 +1 +2 +3

Permits a regular routine in time and place of w o r k __________________________
-3 -2 -1 0 +1 +2 +3

Requires meeting and speaking with many other
people____________________________________________ __________________________

- 3 - 2 - 1  0 + 1  +2 +3

Permits you to develop your own methods of
doing work __________________________

-3 -2 -I 0 +1 +2 +3

Provides a feeling of accomplishment______________________________ ____________
-3 -2 -1 0 +1 + 2 + 3

(30-54)

2 PLEASE CO NTINUE (N EX T PAGE)
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Finally, there is a need for some inform ation about you and your practice. Please place the appropriate responses in the spaces 
provided.

1. Please indicate whether you are currently and actively engaged in the practice of pharmacy or pharmacy-
related work (full or part time). (55)

Y E S.
(I)

N O .

. (If YES, please answer la , lb , 1c, and Id for your current, principal job) 

. (If NO, please answer la, lb , 1c, and Id for your most recent job)
(2)

la. Approxim ately how many weeks per year are you actively engaged in the practice of pharm acy or 
pharmacy-related work (include paid vacations and sick leave)?

Number of w eeks_______ :_____

I b. Approxim ately how many hours per week, on the average, are you actively engaged in the practice of 
pharmacy or pharmacy-related w ork?,

Number of h o u rs___________

1c. Which of the following best describes your principal pharmacy position (please check one position 
only)?

Independent community-Owner, partner, or manager _
(1)

Independent community-Staff or em ployee. (2)
Chain community-M anager or assistant manager —

Chain community-Staff or em ployee----------------

Hospital-Director, assistant director, or supervisor. 

Hospital-Staff or employee _

(3)

(5)

Clinical (Defined as more than : 
therapy)  ------

(6)
% involvement in direct patient care with emphasis on drug

(7)

Other (Please specify). (8)
Id. Please indicate how many years you have worked in your present position.

Number of years_____________

2. Please indicate the most recent degree you have earned.
B S -------------------  Pharm D (6 year)-------

( l ) (4)

M S . (2) Pharm D (M ore than 6 year) _
(5)

P h D . Other (Please specify).
(3)

3. In what year did you earn your most recent degree?

Y ear__________

4. In what year were you first registered as a pharmacist?

Y ear__________

(6)

(56-57)

(58-59)

(60)

(61-62)

(63)

(64-65)

(66-67)

5. How many years since being registered as a pharmacist (full time a n d /o r  part time) have you been actively, 
engaged in the practice of pharmacy or pharmacy-related work?

Number of years__________ (68-69)

6. Please indicate your age at your last birthday. 

A ge------------------- (70-71)

PLEASE CO NTIN UE (OVER)
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7. Your gender, please. 
M ale___ (0)
Fem ale___

(l) (72)

8a. If you are currently engaged in the practice of pharmacy of pharmacy-related work on a full time basis, please 
indicate the main reason (check one only).

Personal preference____________ _
(I)

Spouse’s preference___
(2)

Fam ily/children responsibilities _
(3)

To support or pursue full or part time study __
(4)

Not ready or eligible to re tire____________
(5)

No acceptable part time job  availab le_____
(6)

Other (Please specify).
(7) (73)

8b. If you are currently engaged in the practice of pharmacy or pharmacy-related work on a part time basis only, 
please indicate the main reason (check one only).

Personal preference _ (0
Spouse’s preference___

(2)
Fam ily/children responsibilities __

(3)

To support or pursue full or part time study _
(4)

Sem i-retired____________
(5)

No acceptable full time job available . 

O ther (Please specify)---------------------
(7) (74)

8c. If you are not currently engaged in the practice of pharmacy or pharmacy-related work, please indicate the 
main reason (check one only).

Personal preference-----
(1)

Spouse’s preference-----
(2)

Fam ily/children responsibilities _
(3)

To support or pursue full or part time study _
(4)

R etired_____________
(5)

No acceptable full or part time job  available _
(6)

Other (Please specify) _
(7) (75)

TH IS CO M PLETES THE SURVEY. THANK YOU FOR TAKING TH E TIM E TO FILL IT OUT. PLEASE M AIL IT IN 
THE ENCLOSED POSTAGE PAID ENVELOPE AND RETURN TO:

University of Arizona 
College of Pharmacy 
Department of Pharmacy Practice 
Tucson, Arizona 85721 
ATTN: Frank J. Nice, R.Ph.

4
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T U C S O N .  A R I Z O N A  85721

C OLLEGE OF P H A R M A C Y  

D E P A R T M E N T  O F  P H A R M A C Y  P R A C T I C E

April 9, 1981

Dear Pharm acist:

Your voluntary participation in the com pletion of a survey entitled . “Pharm acy  
Job C haracteristics,” is requested. This survey is part of a statew ide study being  
undertaken by the U n iversity  of A rizona C ollege of Pharm acy. W e are most 
anxious to obtain your responses because your pharm acy work exp eriences w ill be 
an im portant contribution.

The objective of this study is to characterize present pharm acy positions to provide 
for better utilization  of present and future pharm acists. If you decide to 
p articipate, p lease answ er as m any of the questions as you are able to answ er w ith  
confidence. Only about 15 m inutes of your tim e w ill be required for com pletion of 
this survey. Y our return w ill indicate your consent as a w illin g  participant in this 
stud y. A ll d ata  rece ived , of course, w ill be trea ted  w ith  an on ym ity  and  
confidentiality.

It would be appreciated  if you would com plete the enclosed survey as soon as you 
can and return it in the enclosed stam ped envelope. The entire study cannot be 
com pleted until the requested data is received from you and all other p articipating  
pharm acists.

Once again, please be assured that all inform ation collected through this process 
w ill be confidential. S p ecific  data w ill not be identified  w ith any individual or 
institution and w ill be reported only in sta tistica l sum m aries. The identifier  
num ber w ill be used only to aid in our follow-up techniques and to prevent you from  
receiving bothersom e rem inders.

Thank you for your cooperation and participation in this endeavor. If you have any 
questions, p lease feel free to contact me.

Sincerely,

Frank J. N ice, R.Ph. 
College of Pharm acy  
U niversity  of A rizona
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T H E  U N I V E R S I T Y  O F  A R I Z O N A
T U C S O N ,  A R I Z O N A  85721

C OL LEGE OF P H A R M A C Y  

D E P A R T M E N T  O F  P H A R M A C Y  P R A C T I C E

Dear Pharm acist:

R ecently you received a survey requesting your essential input in the area of 
pharm acy job ch aracteristics. S ince the sam ple size is lim ited, your response 
is very im portant to the accuracy of this study and its outcome.

In case the survey did not reach you or has becom e lost or m isplaced, another 
form and a stam ped return envelope are enclosed for your convenience.

The survey should take only 15 m inutes to com plete, and you can return it 
postage-free. Of course your response w ill be held in strict confidence.

I should be m ost gratefu l if you would com plete the survey and return it as 
soon as is possible. If you have already done so, thank you very much.

Sincerely,

Frank J. N ice, R.Ph.



Dear Pharmacist:
Recently a survey was sent to you asking for your partici
pation in an important study.
If you have not yet returned the completed form, would you 
be good enough to do so as soon as is possible. Your 
participation is vital to the success of this study.
If you have already returned the survey, please accept 
my appreciation for your generous cooperation.

Sincerely,

Frank J. Nice, R.Ph.
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