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June 29, 1984 
Memorandum 

To: All Permanent NPS Employees 

From: Director 

Subject: The NPS Employee Survey 

With this memorandum, I am pleased to send you the results of the NPS 
Employee Survey. I was happy to accept the recommendation of the Survey 
Task Force that each employee have a personal copy. I encourage you to 
study it and to discuss it with your co-workers and also with temporary 
staff and spouses, for whom surveys are to follow. 

This is an important and exciting document. It clearly shows the high 
measure of dedication felt by the NPS family toward our jobs, our future, 
and our mission. It should spark strong optimism throughout the Service. 

It is also a document that illuminates the need for and the inevitability 
of change. For example, it suggests many of the NPS staff would prefer 
some form of flexible work schedule. It says that about 18 percent of 
our ranks will be eligible to retire in the next 5 years and that two-
thirds of that number actually plan to do so. 

It is important that I caution you about the data: be careful in using it 
and drawing immediate conclusions. In looking at the survey results, I 
am sure you will also feel that they merit further analysis and 
response. In many instances the bare numbers lead to other questions 
that need answering and we will need to "look deeper" by cross 
referencing answers with other data. With the help of the team working 
with the Task Force, those further analyses will be completed in the 
months ahead and we will be sharing the results with you. 

Some additional analysis was done for the Task Force on Long Range 
Housing Policy. To illustrate how those analyses can further illuminate 
the basic data, I am also enclosing the Executive Summary on the quarters 
data that was done for the Housing Task Force. Similar detailed studies 
on each of the major subjects covered by the survey will be undertaken. 

In the meantime, I urge you study this. Supervisors are encouraged to 
discuss it with their staff; where things can be done to meet a need or 
address a concern or build on a strength, propose it, and help see it 
gets done. If you have an idea you want to share, write to one of the 
Task Force members or to Chairman Jim Tobin. I pledge my best efforts 
and urge all of you to give yours to respond to the needs and changes 
identified by this important survey. 
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INTRODUCTION 

The National Park Service Employee Survey (NPSES) 

As background to the report, a brief discussion of the National 

Park Service Employee Survey (NPSES) is presented. The NPSES was 

sponsored by the Director of the National Park Service with support and 

funding from the Regions of the National Park Service collectively, and 

from the Denver Service Center. The questionnaire was developed and 

administered by the Cooperative Park Studies Unit (CPSU), College of 

Forest Resources, University of Washington. Analysis of questionnaire 

data will involve the CPSUs at the University of Washington, Oregon 

State University and the University of Idaho collectively. 

The primary purposes of the survey are to: (1) diagnose 

problems and concerns of employees in the National Park Service, (2) 

enhance communication relative to selected issues of concern to 

employees and the agency, and (3) provide descriptive data for potential 

use in National Park Service training courses. 

Content of the Questionnaire. The questionnaire was designed in two 

phases with each one having several components. Phase I was a problem 

identification phase. Subject areas for inquiry were identified in 

three ways: (1) nominal group exercises with employees in each region of 
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the Park Service; (2) reviews of appropriate literature related to 

employee surveys and their content; and (3) interviews with 

representatives of various administrative divisions within the agency. 

Given the importance attached to facilitating "bottom up" 

communication from employees through the survey, the issues identified 

with the nominal groups formed a central core of the inquiry. The 

literature reviews provided necessary scientific background in 

conceptualizing job related attitudes and identifying appropriate 

measurement scales. Informal interviews gave specific direction to 

certain content areas. 

The questionnaire was drafted and reviewed by individuals within 

the Park Service and by experts in the area of organizational behavior. 

After the questionnaire was modified by results from these reviews, it 

was pretested with a simple random sample of approximately 100 

employees. The final version was completed and administered by mail to 

a random sample of full time permanent employees on October 18, 1983. 

Sampling and Questionnaire Administration. A fifty percent random 

sample of the permanent employees of the agency was drawn in early July 

of 1983. The individuals used in the pretest, three individuals used in 

the early review stage, and one of the project investigators were 

eliminated from the sample. Finally, 169 employees were removed from 

the sample after it was determined that they were either not working for 

the Park Service during the time the questionnaire was being 

administered, or that the addresses provided for them were incomplete or 

erroneous. Two reminder letters were mailed to individuals to prompt a 

response; a second questionnaire was sent with the last reminder. Of 
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the 4607 questionnaires distributed to eligible respondents, 3551 were 

returned, resulting in a 77 percent response rate. 

Accuracy of Sample 

The sample data provide highly accurate estimates of the response 

patterns for the entire population of NPS employees. This accuracy 

arises from the large sample size (4607), the high response rate (77%), 

and the high percentage of the entire population (nearly 50%) that was 

sampled. Assuming no nonresponse bias, sample data can be generalized 

to the entire service with a 95 percent assurance that the obtained 

response percentage to any item will vary by no more than 1.3 percent 

from the actual service-wide percentage. 

For example, the survey reports that 71.4 percent of employees 

surveyed have children. Thus we can be ^ery confident that the 

percentage of all Park Service employees who have children is between 

70.1 percent and 72.7 percent. Such a range is known as a confidence 

interval. To the extent that nonresponse bias exists with respect to 

this particular item, the confidence interval will be somewhat larger 

than stated. From information available on the nonrespondents, it is 

felt that this loss of accuracy will be slight. 

These ranges become "smaller" as the observed response rate departs 
from 50 percent. The difference is minimal until the observed rates 
come very close to either 0 percent or 100 percent. In general, it is 
always safe to estimate the error factors for all questions assuming a 
50 percent rate, as has been done in this example. 
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Confidence intervals will be larger (i.e., less precise) for 

questions that were applicable to only specific subsamples of the 

sample, or when estimating response rates for specific groups of 

respondents. For example, the 95 percent confidence interval for 

generalizing survey results to employees of the Western Region (n=456) 

is ±3.6 percent of the obtained response. 

Nonresponse. Although the 77 percent return rate is very good, it 

remains that 23 percent of the original random sample are not included 

in the data files. It is possible that differential response rates 

among types of employee groups could affect the representativeness of 

the results when inferences are being made to the entire NPS population. 

Fortunately, a minimal amount of data on each person is available 

through personnel listings, thereby making nonresponse tests according 

to certain employment characteristics possible. 

Accordingly, a series of statistical tests were run to determine if 

there were statistically significant different return rates among 

sub-samples of employees based on personnel listing data. (Sixty-six 

respondents whose questionnaire identification was removed are omitted 

from these tests.) These tests indicated statistically significant 

different response rates (at the .05 level or smaller significance 

level) based upon the following: pay grade, supervisory/nonsupervisory 

2 
The .05 significance level represents the probability that the observed 

difference between the groups could be due purely to chance. Unless 
otherwise noted, in the present report only differences at the .05 or 
smaller level, assuming an infinite population, are reported. It should 
be kept in mind, however, that with such a large sample size as the 
present a slight variation is statistically significant. Therefore, one 
must not only look at significant differences, but at strength of 
association to determine the practical relevance of findings. 
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classification, region/administrative unit, occupational classification, 

and personnel schedule. This fact means that certain groups are over 

and underrepresented in the sample, and a certain caution in interpret

ing results is in order. No statistical difference in response rate 

exists between regional offices and their corresponding field areas for 

the entire sample. 

Response rates are positively associated with pay grade in all 

personnel schedule categories (see Table 1). Return rates were highest 

for the GS/GM categories followed by the residual and WG categories. 

Lowest response rate is in the WG grades one through five; the highest 

response rate is in the GS grades 10 through 12. Response rates were 

higher for supervisors (83 percent) as compared to nonsupervisors (74 

percent). Statistically different return rates were also present on the 

basis of occupational classification. (See Table 2.) 

Finally, response rates varied significantly by region or by 

administrative unit. (See Table 3.) Note that the lowest response 

rates are from Washington Administrative Office (WASO) (56 percent) and 

the National Capital Region (59 percent). The response rate was 

generally higher in the western regions compared to the eastern regions. 

Most of the difference, however, accounting for the statistically 

significant difference in response rates by area is in the lower rates 

from WASO and the National Capitol Region. 
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Table 1. Response Rate by Pay Grade, GS, GM, WG, All Others. 

Percent 
Pay Grade Questionnaires 

Returned 

vi 

GS/GM 

1-5 (GS) 74.5 

6-9 (GS) 79.9 

10-12 (GS) 84.6 

13 and over (GS) 71.3 

13 and over (GM) 82.9 

WG 

1-5 47.7 

6-7 66.0 

8-9 72.1 

10 and over 69.3 

All Other 

1-5 57.2 

6-9 75.0 

10 and over 77.1 



Table 2. Response Rate by Occupational Classification. 

Occupational 
Classification 

Percent 
Questionnaires 

Returned 

Park Man./Park Tech. 

Engin./Archt. 

Information/Arts 

Phys., Biol. Sci. 

GS Series, Unclassified 

Soc. Sci., Psy., Legal, Lib 

Personnel Man. 

Bus., Industry 

Labor, Crafts 

Gen. Adm., Clerical 

Accounting, Budg. 

Machin., Trans., Elect. 

Pol ice Series 

87.3 

85.1 

82.3 

82.0 

81.3 

79.1 

75.7 

73.7 

70.7 

68.2 

68.2 

68.0 

55.7 
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Table 3. Response Rate by Administrative Unit 

Percent 
Unit Questionnaire 

Returned 

Alaska 90.0 

Midwest 88.0 

Pacific Northwest 87.2 

Rocky Mountain Region 84.2 

Denver Service Center 84.0 

Southwest 83.1 

Western 81.0 

Mid-Atlantic 78.5 

Harpers Ferry Center 78.3 

Southeast 76.3 

North Atlantic 75.0 

National Capital 59.3 

WAS0 56.3 
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Limitations 

The survey has several limitations. First, all surveys assume that 

respondents give accurate and honest responses to the questions they are 

asked. Second, the data represent employee's attitudes at a particular 

point in time (1983); additional surveys are required before trends can 

be described. 

Third, the data should be interpreted in view of the differential 

response rates. In most cases, because the sample is so large relative 

to the population, and because the response rate is high, the effect 

upon the data can be assumed to be slight. Fourth, the survey deals 

with the major concerns developed in the problem identification phase; 

data was not collected on all possible topics. 

Fifth, shortly after the questionnaires were administered a 

Washington Office local union issued a letter to all employees in that 

office urging their non-response. Although an examination of response 

rates for several categories of respondents in the WASO office suggests 

the lowered response rates are not entirely due to the union action, the 

reader should interpret the data pertaining to WASO in light of this 

factor. Similarly, the President of the National Federation of Federal 

Employees distributed a letter to local union presidents urging them to 

encourage non-response by members of their bargaining units. The impact 

of this action on the response rate is not known at this time. 

Nevertheless, the survey provides a large, accurate and 

policy-relevant set of data about the employees of the National Park 

Service. 
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Confidentiality of Responses 

Extreme care has been and will continue to be used to protect the 

privacy of individual respondents. Returned questionnaires are stored 

in locked cabinets accessible only to the University of Washington 

research staff. Questionnaire log books were stored in a separate 

building in a locked cabinet accessible only to the first author of this 

report. Answers from individual questionnaires were coded on separate 

forms which eliminated the questionnaires being handled by key punch 

personnel. The questionnaires themselves will be destroyed as soon as 

researchers are confident that they will not be needed for correction of 

the data or further analysis. 

The data are stored in a secure computer file. The pass words to 

the file are controlled by the first author and are known only to him 

and a programmer, who is an employee of the University of Washington. 

The data analysis will never include breakdowns by parks or by any 

administrative unit where individual responses could be identified. In 

no case will data be cited for a group of less than 25 respondents. 
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HOW TO USE THIS STATISTICAL ABSTRACT 

This section is designed as a brief introduction to the basic 

statistics included in the report. It defines some key terms and 

illustrates how the statistical tables in the report have been pre

pared. 

The main tool used in statistics is data, those observations and 

measurements that are recorded. As commonly used 'data' is plural 

(e.g., all the NPS units' phone numbers); a single observation (e.g., 

one of those phone numbers) is a datum. 

Data are collected about relevant variables. A variable is simply 

a characteristic or trait of interest that can vary. For example, the 

size of park, the year it was established, the number of employees, 

their attitudes toward the NPS, can all be considered variables. 

Variables can be of two types. Qualitative variables are expressed 

in terms of categories—whether an NPS unit is an historical site or a 

national park, whether an employee is working in the North Atlantic Region 

or the Pacific Northwest Region. Quantitative variables are expressed in 

terms of numbers. The size of a park (measured in acres or hectares) would 

be a quantitative variable. 

Quantitative variables can further be divided into two categories. 

Continuous quantitative variables increase with an uninterrupted series 

of gradations, such as the age of an employee. Discrete quantitative 

variables have distinct and separate units. There are no values possible 

in between the units of a discrete variable; an example would be the number 

of employees or parks in a region. 
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Figure 1 illustrates these concepts. 

data 

observations or 
measurements of a: 

qualitative 

expressed in terms 
of categories 

continuous 

quantitative 

expressed in terms 
of numbers 

can be either 

discrete 

Figure 1. Kinds of Data and Variables. 

Often data for more than one variable are collected. The data for 

one item (an employee, a family, a park, a nation) are a case. Statistical 

analyses are done on groups of cases, which form a data set. The number 

of cases in a data set is usually referred to as "N" (e.g., if 1,000 

employees answered a question, N=1,000). 

xl 1 

variable 

a characteristic or 
trait that can vary 

can be either 



In most instances, all respondents do not answer all questions. They 

either inadvertently skip a question or they are routed around the 

question because it does not apply to them. When a respondent does not 

answer a question, he or she is considered a "missing case" for that 

question. Each time the number of people answering a question (N) is 

reported, a corresponding footnote will report the number of people who 

did not answer the question (e.g., missing cases = 34). 

Data can be collected on all the possible cases, such as every park 

in the National Park System, or e^ery employee. This is a census. Or 

data can be collected on a sample of the total population. There are many 

ways to choose a sample; the most common is a random probability sample, 

where each individual in the total population has an equal probability of 

being chosen (see Figure 2). 

Although there are hundreds of statistical techniques for analyzing 

data sets, all of these techniques fall into one of two categories. 

The first is descriptive statistics. These statistics are used to summarize 

a larger group of numbers, and to describe general characteristics of the 

data set. For example, we might have a long list of each NPS employee's age. 

Several descriptive statistics could be used to quickly summarize this long 

list. The average age would be the total of all the cases' ages divided 

by the number of cases. The average is sometimes written "X". The modal 

age would be the most frequently reported age. The range would be the 

spread of ages from the youngest to the oldest. The standard deviation, 

abbreviated as S.D., is a measure of how the individual scale scores vary 

with respect to the mean. For example, if e^ery employee had the same age, 
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census 

all individuals 
included 

data is 
collected for a 

case 

which are 
combined to form a 

can be either 

random sample 

each individual has 
equal chance 

numerous other 
techniques 

Figure 2. Kinds of Data Sets. 

there would be no deviation and the standard deviation would be zero. The 

larger the spread of ages with respect to the mean, the larger the standard 

deviation. The standard deviation shows how closely the range of individual 

scores are grouped about the mean. 
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The second kind of statistics is inferential statistics. Inferential 

statistics are techniques used to estimate characteristics of a total 

population from data collected on a sample of the population. From the 

sample of NPS employees that completed the employee survey, inferences 

about the entire population of NPS employees can be made. 

Fiqure 3 illustrates these ideas. 

average 

sum of 
values T 

N 

mode 

most 
common 
value 

range 

spread 
of 

values 

Figure 3. Kinds of Statistics. 
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Statistics can be presented in several formats. Tables simply 

organize the data into horizontal rows and vertical columns, and some

times include brief explanations. Graphs or figures illustrate the data 

using visual displays. There are no graphs in this statistical abstract. 

The tables in this abstract are all set up in a standard format. 

Each table is numbered, and has a title that describes the variable(s) 

for which data are presented. The number of cases is listed after the 

title. The percentage and/or number of cases for each category of the 

variable is presented in the body of the table. This illustrates the 

frequency of each possible response; the table is called a frequency 

distribution. Below the frequency distribution, the relevant descriptive 

statistics are presented. Below the descriptive statistics additional 

comments are provided. 

Table 1 illustrates the standard format. Occasionally tables may 

combine data from several questions in order to be more efficient and 

readable. The general format is the same. 
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Table 1. Proportion of Respondents Who Have Received a Performance 
Appraisal While Working for the National Park Service 
(n=3494)a 

Q-25. "Have you received at least one performance rating while 
working for the National Park Service?" 

Percent 

NO 3 . 0 

YES 9 7 . 0 

TOTAL 100.0 

Missing Cases=57. 

Use of Scales in This Report 

Several of the tables in this report consist of items making up a 

scale. Items in each scale have been shown to measure the same concept 

or attitude. For example, the items, "I live, eat and breathe my job", 

and "most of my interests are centered around my job" are both indicators 

of job involvement, a concept measuring a nerson's psychological identifica

tion with the job. For a number of reasons using several items to measure 

a concept is better than using only a single item. One reason is that 

if a person fails to answer one of the items,a score can still be obtained 

for the person if he or she answers the other items making up the scale. 

In this report, two types of information are provided for scales 

used in the Employee Survey. First, all the items making up the scale 

are listed and the percent of employees falling into each category (e.g., 
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agree, disagree, undecided) is presented. At the bottom of the table the 

average scale score and standard deviation for all employees in the sample 

are given. The average score, represented by the symbol x is the sum 

total of all respondents' scores divided by the number of respondents. 

The average varies between 1.0 indicating the lowest levels of the concept 

under study and 5.0, the highest level of the concept. These average values 

should not be confused with the five verb/adverb combinations used to 

differentiate the response categories. For example, if the average score 

for a scale is 1.7, it is incorrect to say that the average value lies 

between "disagree" and "strongly disagree." 

Open End or Essay Questions 

For each question where an employee could write in a response space 

was allowed for at least two and in most instances three responses from 

each employee. Therefore, the total number of responses for this type 

of question will be greater than the number of employees answering the 

question since many employees gave more than one answer. 

Appendices 

Two appendices have been included at the end of this report. Appendix A 

is a guide to the Employee Survey Questionnaire. It has been prepared as an 

aid to understanding the various topics covered in the questionnaire. 

Appendix B is a copy of the questionnaire on which this report is based. 

The numbers of the questions (e.g., Q-50, Q-125) have been included in 

the following tables so that they can be easily found in Appendix B. The 

reader may find these appendices useful in interpreting the data in this 

report. 
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Should the reader want to learn more about the use of social 

statistics, several introductory books are available, listed below. 

Communications Research Machines. 1973. Society today, 2nd ed. 
Del Mar, CA: Communications Research Machines, Inc. 

Huck, S.W.; Cormier, W.H.; and Bounds, W.G., Jr. 1974. Rzadtng 
AtatlAtlcA and aeAexvich. New York: Harper and Row. 

Richards, L.E.; and LaCava, J.J. 1978. BuAtneAA AtatUttcA: Why 
and Mktn. New York: McGraw-Hill. 

Zeisal, Hans. 1968. Say it with itgan&A, 5th rev. ed. New York: 
Harper and Row. 
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Table 1. Attitudes Toward Supervisors. 

Percent 

1 

Strongly Strongly 
Question Agree Agree Undecided Disagree Disagree 

Supervision Competence^ 

Q-l. "My supervisor deals with 
subordinates well." 
(n=3517)a 11.3 47.8 9.8 23.1 8.0 

Q-2. "My supervisor handles the 
administrative part of his/ 
her job well." (n=3528)b 15.1 51.8 11.0 17.5 4.6 

0-3. "My supervisor handles the 
technical part of his/her job 
well." (n=3506)c 23.0 51.2 10.7 11.6 3.5 

y 

Delegation' 

Q-4. "My supervisor asks my opinion 
when a problem related,to my 
work arises." (n=3519)a 20.6 51.5 7.8 15.4 4.7 

Q-5. "My supervisor encourages me 
to help in developing work 
methods and job procedures." 
(n=3521)e 20.1 45.9 9.5 19.4 5.1 

Q-6. "My supervisor encourages 
subordinates to participate 
in important decisions." 
(n=3519)f 11.6 38.7 14.8 26.2 8.7 

s 
Task Orientation 

Q-7. "My supervisor insists that 
subordinates work hard." 
(n=3505)g 11.7 51.0 16.0 18.2 3.1 

0-8. "My supervisor demands that 
subordinates do.high quality 
work." (n=3513)n 16.0 49.7 14.9 16.6 2.8 

Work Facilitation and Goal Setting 

Q-9."My job duties are clearly 
defined by my supervisor." 
(n=3522)1 11.6 48.6 11.9 21.9 6.0 

Q-10."My supervisor sets clear 
goals for me in my job." 
(n=3523)J 7.7 39.2 16.0 28.6 8.5 



Table 1 (Continued). 

Question 

Percent 

Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

Note: Percentages sum to 100.0 percent across the rows. 

2 

Importance of Performance Appraisal11 

Q-14. "My supervisor considers the 
performance appraisal of 
subordinates to be an 
important part of his/her 
duties." (n=3525)k 11.6 44.6 20.9 17.5 5.4 

Q-15. "This organization con
siders performance appraisal 
to be an important part of a 
supervisor's duties." 
(n=3534)' 16.1 55.2 15.7 10.5 2.5 

Miscellaneous Supervisory Items 

Q-ll."My supervisor and I agree 
on what "good performance" 
means." (n=3522)m 10.7 47.9 19.0 16.4 6.0 

Q-12. "My supervisor evaluates 
my performance on things 
not related to my job." 
(n=3512)n 5.6 17.4 17.5 47.0 12.5 

Q-13. "My supervisor discusses with 
me the specific reason for 
the performance rating I 
receive." (n=3503)° 13.5 51.1 14.5 15.2 5.7 

0-16. "My supervisor is a diffi
cult person for me to get 
along with." (n=3526)P 5.5 10.9 9.6 44.2 29.8 

Missing Cases=a34, b23, c45, d32, e30, f32, g46, h38, ^ 9 , J'28, ^ 6 , 117, m29, n39, 

°48, p25. 

Average Scale Scores and Standard Deviations: 
qX=3.6 S.D.=.93, rx=3.5 S.D.=1.02, Sx=3.5 S.D.=.94, ^=3.5 S.D.=1.06, 
UX=3.6 S.D.=.84. 

Scale items were developed by the Office of Personnel Management for use in the 
1979 government-wide employee survey. 



Table 2. Frequency of Feedback from Supervisor. 

Percent 

Very 
Often Often Sometimes Rarely Never 

Q-17 "How frequently do you 
receive feedback from 
your supervisor that 
helps you improve your 
performance?" (n=3531)a 4.7 19.1 37.1 31.8 7.3 

Q-18 "How frequently would 
you like to receive 
feedback from your 
supervisor relative 
to your performance?" 
(n=3534)b n.7 55.1 29.1 3.0 1.1 

Missing Cases=a20, 17. 

Note: Percentages sum to 100.0 percent across the rows. 

3 



1 2 
Table 3. Job Satisfaction Scale: Perception of Supervision. ' 

4 

Question Perceni 

Q-19. "The supervision I receive is the kind that:" (n=3523)a 

1. Greatly discourages me from giving extra effort 6.2 
2. Tends to discourage me from giving extra effort 18.7 
3. Has little influence on me 29.2 
4. Encourages me to give extra effort 37.1 
5. Greatly encourages me to give extra effort 8.8 

TOTAL 100.0 

Q-20. "How satisfied are you with the reception your , 
supervisor gives your ideas and suggestions?" (n=3532) 

1. Very dissatisfied 9.7 
2. Somewhat dissatisfied 18.4 
3. Neither satisfied nor dissatisfied 14.0 
4. Somewhat satisfied 32.0 
5. Very satisfied 25.9 

TOTAL 100.0 

Q-21. " In terms of work-related habits and on-the-job 
behavior, the person who supervises me has:" (n=3516) 

1. Many more good traits than bad ones 26.1 
2. More good traits than bad ones 33.1 
3. About the same number of good traits as bad ones 24.1 
4. More bad traits than good ones 12.5 
5. Many more bad traits than good ones 4.2 

TOTAL 100.0 

Q-22. "Do you ever have the feeling you would be better off 
working under different supervision?" (n=3535)d 

1. I almost always feel this way 12.6 
2. I frequently feel this way 16.7 
3. I occasionally feel this way 25.8 
4. I seldom feel this way 24.8 
5. I never feel this way 20.1 

TOTAL 100.0 

Q-23. "How do you feel about the supervision you 
receive?" (n=3527)e 

1. I am extremely satisfied 11.9 
2. I am well satisfied 33.7 
3. I am only moderately satisfied 25.0 
4. I am somewhat dissatisfied 18.2 
5. I am ^ery dissatisfied 11.2 

TOTAL 100.0 



Table 3 (Continued). 

Missing Cases= a28, b19, c35, d16, e24, f26 . 

Average Scale Score and standard Deviation: X = 3.3 S.D.= 1.03 

These are copyright items used by permission from Climate Diagnostics, Inc. 
The scales are called the Index of Organizational Reactions and are used 
extensively by Sears and Roebuck Co. 
2 
These items appear again as Table 81a with the other job satisfaction 
scales. They are included here as well because they pertain to employees' 
ratings of supervision. 

5 

Question Percent 

Q-24. "How does the way you are treated by your 
supervisor influence your overall attitude toward 
your job?" (n=3525)f 

1. It has very unfavorable influence 10.2 
2. It has a slightly unfavorable influence 20.8 
3. It has no real effect 23.0 
4. It has a favorable influence 30.8 
5. It has a very favorable influence 15.2 

TOTAL 100.0 



Table 4. Proportion of Respondents Who Have Received a Performance 
Appraisal While Working for the National Park Service (;i=3494).a 

Q-25. "Have you received at least one performance rating while working 
for the National Park Service?" 

Percent 

NO 3 . 0 

YES 9 7 . 0 

TOTAL 100.0 

hissing Cases=57. 

6 



Table 5. Opinions Regarding Annual Performance Appraisal (Index of quality 
of Performance appraisal scale)) 

Question 

Percent 

Strongly 
Agree Agree Undecided Disagree 

Strongly 
Disagree 

Note: Percentages sum to 100.0 percent across the rows. 

7 

Q-26. "My performance rating 
presents a fair and 
accurate picture of my 
actual job performance." 
(n=3354)a 13.6 50.0 10.7 19.0 6.7 

Q-27. "My performance elements 
take into account the most 
important parts of my job." 
(n=3346)b 14.4 59.5 10.1 12.4 3.6 

Missing Cases=a197, 205. Average Scale Score and Standard Deviation: x=3.6, S.D.=.95 

Scale items were developed by the Office of Personnel Management for use in 
the 1979 government-wide employee survey. 



"How much did your last 
performance rating help you 
to: 

Percent 

Helped Margin- Not 
A Great Somewhat ally At All 
Deal Helpful Helpful Helpful Helpful 

Q-28. "improve your per
formance?" (n=3360)a 6.0 14.4 28.9 21.5 29.2 

Q-29. "determine your con
tribution to the , 
organization?" (n=3353)D 10.0 21.1 26.2 19.9 22.8 

Q-30. "assess your strengths 
and weaknesses in 
performing your job?" 
(n=3348)c 7.7 21.9 29.0 19.8 21.6 

Missing Cases= a191, b198, C203. 

Average Scale Score and Standard Deviation: x = 2.7 S.D.= 1.12 

Scale items were developed by the Office of Personnel Management for use in the 
1979 government-wide employee survey. 
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Table 6. Helpfulness of Performance Appraisal. 

Note: Percentages sum to 100.0 percent across the rows. 



Question 

Percent 

Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

Miscellaneous Items 

Q-31. "I am satisfied with my 
chances for getting a 
promotion."(n=3526)a 5.0 24.3 15.3 26.8 28.6 

Q-32. "I am not sure what 
determines how I can 
get a promotion in this, 
organization." (n=3525)D 16.7 29.1 14.6 31.2 8.4 

Q-33. "The procedures used to 
select people for promo
tion are fair." 
(n=3532)c 2.3 21.5 28.5 30.1 17.6 

f 
Performance Contingencies 

Q-34. "Under the present 
system, financial 
rewards are seldom 
related to employee 
performance." 
(n=3528)d 16.5 35.0 20.3 25.5 2.7 

0-35. "Promotions or 
unscheduled pay 
increases usually 
depend on how well a 
person performs his/ 
her job." (n=3530)e 3.8 29.4 21.0 32.5 13.3 

Missing Cases=a25, b26, c19, d23, e21. 

Average Scale Score and Standard Deviation: x = 2.7 S.D.= .96 

Items (except Q-33) were developed by the Office of Personnel Management for use 
in the 1979 government-wide employee survey. 

Note: Percentages sum to 100.0 percent across the rows. 
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Table 7. Attitudes Towards Promotion and Rewards for Good Performance. 



Table 8. Perception of Rewards for Good Performance 
(Good Performance Outcomes Scale).' 

10 

Percent 

Question 
Very Somewhat Not 
Likely Likely Likely Likely 

Not 
At All Don't 
Likely Know 

Q-36. "How likely is it that 
your own hard work will 
lead to recognition as 
a good performer?" 
(n=3536)a 13.5 27.0 27.6 18.1 11.7 2.1 

Q-37. "How likely is it that 
you will be promoted or 
given a better job if 
you perform especially 
well?" (n=3534)D 4.9 13.0 25.1 31.8 22.4 2.8 

Q-38. "How likely is it that 
you will have better 
job security if you 
perform especially well?" 
(n=3533)c 8.7 22.7 23.9 23.7 16.7 4.3 

Q-39. "How likely is it that you 
will get a cash reward or 
quality step increase if you 
perform your job especially 
well?" (n=3537)d 4.6 11.2 21.5 32.6 27.0 3.1 

Missing Cases=a15, b17, c18, d14. 

Average Scale Score and Standard Deviation: x =2.1, S.D.= .93 

Scale items were developed by the Office of Personnel Management for use in the 
1979 Government-Wide employee survey. 

NOTE: Percentages sum to 100.0 percent acrossthe rows. 



Table 9 . Choice of Awards for Outstanding Job Performance. 

11 

Missing Cases=a263, b261, C263,d262. 

Note: Percentages sum to 100.0 percent across the rows. 

Q-40. "If the Park Service were going to Percent 
recognize you for outstanding ^ ̂  pi r s t 

performance what would be your first p i r s t S e c o n d Q r $ e c o n d 

and second choice for an award? c h Q i c e c h Q i c e c h o i c e 

Cash Bonus (n=3288) 3 13.7 32.3 54.0 

More Time Off (n=3290) 2.9 5.2 91.9 

Increased Salary, c 

Same Job Responsibility (n=3288) 17.2 38.0 44.8 

Increased Salary, 
Job Responsibilities Increase 

(n=3289) d 61.1 16.8 22.1 

Other 



Table 10- General Attitudes Toward Relocation. 

12 

Percent 

Question 
Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

Q-41. "One of the things I like 
about working for the National 
Park Service is the opportunity 
to move several times in my 
career." (n=3553)a 17.0 33.2 15.8 22.5 11.5 

Q-42. "There should be more 
opportunity for career 
development and promotion 
in the Park Service without 
relocation." (n=3542)D 29.7 46.0 10.1 11.7 2.5 

Q-43. "In general, if people want to 
advance in the Park Service, 
they must be willing to 
relocate." (n=3536)d 32.7 46.4 7.6 10.0 3.3 

Q-44. "Generally speaking, Park 
Service managers should work 
in several areas during their 
careers." (n=3532)d 33.8 42.1 13.2 8.8 2.1 

Q-45. "I expected to be relocated on 
a regular basis when I began 
working for the Park Service." 
(n=3533)e 14.2 23.7 10.7 37.9 13.5 

Missing Cases=a16, b9, c15, d19, e18. 

Note: Percentages sum to 100.0 percent across the rows. 
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Table 11. Attitude Toward Transfers (n=3512). 

Q-46. "Which statement describes your attitude toward moving 
to another Park Service Location?" 

Percent 

I would not accept a transfer from my present 
location under any circumstances. 13.8 

I would not accept a transfer to a different 
location except to protect my job. 15.4 

I would accept a transfer to a different 
location if there were the right incentives 
for me. 48.6 

I am open to the possibility of relocation 
and would consider any offers made. 22.2 

TOTAL 100.0 

Missing Cases=39. 
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Table 12 . Reasons for Not Accepting a Transfer. 

Q-47. "Why would you not accept a transfer?" 

Percent indicating they 
would not accept a 

Reasons transfer for each reason 

Negative impact of move on spouse's career 
(n=1023).a 38.3 

Negative impact of move on children 
(n=1023).b 30.9 

p 

Leaving friends and family behind (n=1023). 37.8 

Not being able to sell my home (n=1023).d 17.0 

Paying higher interest rate on a new home 

mortgage (n=1023).e 29.4 
Don't want to leave the unique features of 

this region (n=1023).f 35.9 

Too close to retirement to move (n=1023).9 30.9 

The move might cost more than the government 

would pay (n=1023).n 15.9 

Don't want to leave this community (n=l023). 43.6 

Other 

Missing Cases=a44, b44, c44, d44, e44, f44, 944, h44, ""44. 

This question asked only of those employees who indicated they would not 
accept a transfer or would transfer only to protect their job. The percent 
of employees who would not transfer for each reason is indicated. The 
percentages do not total to 100 because each person could indicate several 
reasons for not wanting to transfer. 



Table 13. Ranking of Incentives for Transfer. 

Q-48. "Based upon your present situation, which would be the three most important incentives for you 
to transfer?"' 

Missing Cases=a99, 91, c102, 101, 103, 103, 9103, 105. ^ther incentives mentioned available upon request. 

This question asked only of those who indicated they would transfer if given the right incentives. 

Note: Percentages sum to 100.0 percent across the rows. 

Percent 

Not an Most Important 2nd Most 3rd Most 
Incentive Incentive Incentive Important Incentive Important Incentive 

Increased salary, job responsibilities 
remain the same (n=2424).a 58.5 5.2 21.9 14.4 

Increased salary, job responsibilities, 
increase (Promotion) (n=2432).D 10.1 63.2 18.7 8.0 

The chance to get out of current 
work situation (n=2421). 68.9 6.7 10.2 14.2 

Duty in a certain .park or 
location (n=2422)d 48.6 12.4 21.1 17.9 

Government compensation for housing 
cost differential (n=2420) 81.9 1.4 6.3 10.4 

Job search assistance for 
spouse (n=2420)f 81.9 2.3 7.3 8.5 

Assistance in locating suitable 
housing (n=2420)9 85.8 0.7 3.9 9.6 

Other1 (n=2418)h 74.7 8.5 8.0 8.8 

i—• 
en 
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Table 14. Comments on Relocation (n=1541). 

Q-49 Are there any comments you would like to make concerning your 
feelings about relocation? 

Percent 
of 

Comment Responses 

DISSATISFACTION WITH SYSTEM - General 3.1 
Relocation system is corrupt/unfair/discriminatory 4.5 
Promotion/success should not depend on relocation 5.9 
Relocations no longer benefit me 0.7 
Relocation prevents a sense of continuity/accomplishment 1.8 
There is too much relocation 1.2 
Relocation is used/abused to solve personnel problems 0.9 
Relocation is used for government's convenience, 

not to benefit employees or parks 1.4 
People who are satisfied and doing a good job should 

not be transferred/unnecessary transfers shouldn't 
be made 1.8 

Two or more of above 0.3 

PERSONAL DISSATISFACTION - General 1.4 
Do not want to relocate - no reason given 2.1 
Family factors 3.7 
Spouse's job/opportunities are factors 2.6 
Age/retirement is a factor 1.7 
Relocation is a financial burden 5.7 
Want to settle down/buy home/establish roots 1.3 
Want employee input/do not want forced relocation 0.7 
Two or more of the above 0.4 

SPECIFIC MENTION: WOULD CONSIDER RELOCATION 5.4 
There are no opportunities to relocate 3.3 
Region is a factor 4.1 
Family factors would be taken into account 3.6 
Spouse's present job and future opportunities 

are factors 2.3 
Unspecified personal factors 0.5 
Spouse also NPS employee - must relocated together 1.0 
Promotion needed to relocate 2.8 
Two or more of the above 0.3 

FAVORABLE COMMENTS - General 2.3 
Relocation is important, professionally 8.6 
Employees should transfer regularly 4.4 

GIVE ASSISTANCE TO TRANSFEREES - General 3.4 
Financial assistance should be offered 3.2 
Housing assistance should be offered 3.4 
Better/cheaper housing should be available 1.8 
NPS should help employees obtain transfers that are 

the most beneficial to them 2.3 
Transferring process should be made easier 1.0 
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Table 14 {Continued). 

(GIVE ASSISTANCE TO TRANSFEREES - General, Cont'd.) 
Relocation policy must address two-career family 0.2 
Financial incentives are needed 0.6 
Should be nationwide relocation opportunities, 

not just regional 0.7 
Should have time limitation on assignment/ 

opportunity for transfer if dissatisfied 0.6 

MISCELLANEOUS 3.0 

TOTAL 100.0 

1541 employees listed a total of 2010 responses. 



Table 15. Career Development Goals. 
18 

Percent 

Strongly Strongly 
Question Agree Agree Undecided Disagree Disagree 

Q-50. "Overall, advancing my career 
is more important to me than 
living in a particular area 
of the country." (n=3464)a 7.9 22.2 16.9 41.3 11.7 

Q-51 "I have a well-developed plan 
for where I want to be in my 
career five years from now." 
(n=3460)b 11.3 44.8 20.7 19.8 3.4 

Q-52. "I hope to assume more 
supervisory responsibility 
than I have now." (n=3457T 20.8 47.1 15.0 14.2 2.9 

Q-53. "I know what opportunities 
are open to me in the Park 
Service." (n=3457)d 7.4 49.9 18.4 19.5 4.8 

Q-54. "I plan to advance as far as 
I possibly can in the Park 
Service." (n=3459)e 19.1 40.7 20.8 16.0 3.4 

Q-55. "I am willing to go where 
the Park Service sends me if 
it will advance my career." 
(n=3463)f 7.1 18.0 23.2 36.5 15.2 

Q-56. "My career advancement will 
be slow." (n=2896)g>1 17.4 45.9 20.5 14.4 1.8 

Missing Cases=a87, b91, C94, d94, e92, f88, 9150. 

See Table 16 for reasons why "advancement will be slow." 

Note: Percentages sum to 100.0 percent across the rows. 
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Table 16. Comments on Career Advancement (n=!607)f 

Q-56 My career advancement will be slow (If you agree, please indicate 
why). ' 

Percent 
of 

Reason Responses 

LACK OF OPPORTUNITIES/OPENINGS - General 12.0 
Present level is saturated 1.9 
Next level is saturated 5.6 
Opportunities/openings limited due to influx of 

employees from other agencies (mergers, etc.) 2.9 
No specific career ladder 2.6 
Dead end job 2.3 
Present position limits advancement opportunities 7.9 
Can't get into job class (specific mention) I want 0.9 
Pronounced lack of advancemnet at GS 5 - 9 levels 0.4 
Very high competition 0.8 

CIRCUMSTANCES WON'T ALLOW: General 2.1 
Background is inadequate 2.9 
NPS won't provide necessary training/need more training 2.8 
Skills not recognized/utilized 2.0 
Would have to transfer (Can't sell house, spouse 

can't leave job, etc.) 1.4 
Close to retirement 0.9 
Have peaked out (reached top of skills, grade 

level, etc.) 4.5 
Mgmt./Supr. hinders advancement 0.7 

SLOW BY CHOICE - General 1.9 
Personal reasons 3.2 
I'm being highly selective about next job 3.5 
Don't want to become a superintendent 0.7 
I want to stay in the field 1.5 
Must consider spouse's career 1.8 
Don't want to enter (higher) management 1.2 
Don't want to transfer - like this region, family 

lives here, etc. 6.1 
Want to master skills in present position/want good 

foundation for management future 0.6 

DISCRIMINATION - General 0.9 
Racism 1.0 
Sexism 1.1 
Ageism 0.9 
Old boy system - preslection/politics 8.6 
EE0 comments - reverse discrimination 2.4 
Veterans 0.1 
Physically handicapped 0.1 
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Table 16 (Continued). 

SATISFIED WITH PRESENT JOB 1.6 

DISSATISFACTION WITH NPS POLICY - General 1.9 
Advancement not based on merit/performance 2.0 
Salary not commensurate with advancement 0.4 
Budget/personnel cuts hinder advancement 0.6 
Jobs are being contracted/A-76 0.2 
Lack of advancement and hiring in'Park Police 0.4 

OTHER 2.7 

TOTAL 100.0 

al607 employees listed a total of 2188 responses. 

^This question asked only of those who agreed that their career 
advancement would be slow. 
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Table 17. Training for Career Goals (n=3496). 

Q-57. "The training available to me supported by the 
National Park Service is adequate for my career 
goals." (if you disagree, please explain). 

Percent 

STRONGLY 
AGREE 6.9 

AGREE 41.1 

UNDECIDED '13.8 

DISAGREE1 24.7 

STRONGLY ] 

DISAGREE 13.5 

TOTAL 100.0 

.Missing Cases=55. 
See Table 18 for reasons why employees disagreed. 
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Table 18. Comments on National Park Service Supported Training 
(n=1173).a 

Q57 The training available to me supported by the National Park 
Service is adequate for my career goals (If you disagree, please 
explain) ' 

Percent 
of 

Reason Responses 

I HAVE BEEN UNABLE TO OBTAIN TRAINING - General 5.9 
Selection process is unfair 5.8 
Supervisors will not approve training/supervisors 

impede training 6.1 
Work schedule doesn't allow time for training 1.5 
Training opportunities are not well publicized 0.4 

TRAINING AVAILABLE IS FOR CURRENT POSITION/FIELD ONLY 2.8 
Training doesn't aid in career advancement 7.1 
No cross-training is available 3.2 
Training is poor quality/inadequate/irrelevant 6.3 
Those already in supervisory positions are favored 

for training 3.2 

RESOURCES/FUNDS FOR TRAINING ARE LIMITED 8.4 
Training is offered infrequently/too late/ 

too many years between training 4.9 
Not enough openings in classes 2.4 
NPS will not fund/allow/assist with outside training 4.9 
Has been nedessary to invest own time and money 

in training 2.5 

THERE ARE NO TRAINING OPPORTUNITIES AVAILABLE - General 7.0 
Training is not offered in unspecified fields 4.0 
Training is not offered in specific fields: 

Maintenance/engineering 5.8 
Administrative/management/programming/budgeting 6.0 
Trades/equipment 1.3 
Visitor protection/interpretation/ranger skills/ 

cultural resource (curator, preservation) 3.2 
Science 0.6 
Clerical, steno, secretarial training 0.4 
Training for low GS levels and wage grades 0.8 

POSITIVE COMMENTS - General 0.6 

NEGATIVE COMMENTS - General 1.9 

SUGGESTIONS FOR IMPROVING TRAINING 1.3 

MISCELLANEOUS 1.7 

TOTAL 100.0 

^ T 73 employees l i s t e d a to ta l of 1,586 responses. 

^This question asked only of those who f e l t NPS t ra in ing is not adequate 
for the i r career goals. 
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Table 19. Attitude Toward Working in the Washington Office 
(n=3506).a 

Q-58. "Would you like to work in the Washington Office?" 

Percent 

NO 73.6 

YES 20.9 

Work at WASO now 5.5 

TOTAL 100.0 

a 

Missing Cases=45. 
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Table 20- Attitudes Toward Working in Regional Office 
(n=3492).a 

Q-59. "Would you like to work in a Regional Office?" 

Percent 

NO 51.8 

YES 35.3 

Work in RO now 12.9 

TOTAL 100.0 

Missing Cases=59. 
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Table 21, Experience with Park Service Government Quarters 
(n=3485). 

Q-60. "Which of the statements below describes your 
experience with Park Service government quarters?" 

Percent 

I have never lived in government quarters. 52.8 

I used to live in government quarters, 

but I don't now. 24.6 

I presently live in government quarters. 22.6 

TOTAL 100.0 

Missing Cases=66. 



Table 22. Attitude Toward Government Quarters. 
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Percent 

Question 
Strongly 
Agree Agree 

Strongly 
Undecided Disagree Disagree 

Q-61. "For the money, govern
ment quarters are (were) 
a good value" (n=1642)a>k 13.6 50.5 8.5 20.0 7.4 

Q-62. "Government quarters 
are (were) a good 
value" (n=1646)b>k 7.2 48.0 7.6 27.8 9.4 

Q-63. "The quality of 
government quarters 
is (was) good" 
(n=1634)c,k 5.0 54.6 11.0 23.8 5.6 

Q-64. "I view(ed) the avail
ability of government 
quarters as an 
important part of the 
compensation for my 
job" (n=1639)d' k 18.1 42.7 6.6 26.0 6.6 

Q-65 "In general, I am (was) 
satisfied with living 
in government 
quarters (n=1642)e>k 8.7 59.6 8.4 17.5 5.8 

Q-66. The space I have (had) 
in government quarters 
is (was) adequate 
(n=1645)f' k 10.7 61.9 4.0 17.3 6.1 

Q-67. "Living in government 
quarters is (was) 
inconvenient to me or 
members of my family" 
(n=1632)9'k,l 7.5 21.0 6.1 52.2 13.2 

Q-68. "I would not accept a 
transfer if I were 
required to live in 
government quarters 
(n=3399)n 6.4 9.7 25.6 45.4 12.9 



Table 22 (Continued). 
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Percent 

Question 
Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

Q-69. "I would not accept a 
transfer unless I 
could live in 
government quarters" 
(n=3379)i 1.7 5.8 23.5 52.6 16.4 

Q-70. "I would prefer not to 
live in government „ 
quarters (n=3382)J'^ 9.9 28.4 28.3 28.2 5.2 

Missinq Cases=a1909, b1905, c1917, d1912, e1909, f1906, g1919, h152, ^ 7 2 , j169. 

This question asked only of those who have lived or are living in government 
quarters. 

For explanations regarding inconvenience see Table 23. 
2 
For reasons why not, see Table 24. 

Note: Percentages sum to 100.0 percent across the rows. 
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Table 23- Comments on Inconvenience of Living in Government Quarters 
(n=383).a 

Q-67 Living in government quarters is (was) inconvenient to me or 
members of my family (If you agree, please explain). ' 

Percent 
of 

Reason Responses 

LOCATION PROBLEMS - general mention of remote, 
isolation, etc. 7.2 

Too far from schools/poor quality schools 7.1 
Lack of social life - general mention 2.5 
Lack of social life for children 1.9 
Too far from nearest town (for community activities, 

supplies, medical facilities, etc.) 9.7 
No separation between work life and social life 1.6 
Poor transportation system 1.1 
Two or more of the above 2.7 

LACK OF PRIVACY - general mention 8.8 
Always on/never off duty 8.0 
Intrusion by the public 5.0 

UNSATISFACTORY QUARTERS - general mention 5.3 
Too small, too crowded, or not enough storage 8.0 
Expensive to heat 1.4 
Outdated 1.3 
Poorly maintained 3.1 
Two or more of the above 0.9 

INCONVENIENT FOR SPOUSE - general mention 1.7 
Little for spouse to do/was unhappy 0.3 
Few job opportunites for spouse 0.9 

NO CHANCE TO BUILD EQUITY IN A HOUSE 7.3 
Already own home 0.6 

POOR GQ POLICIES - general 3.6 
Not allowed to make necessary improvements 0.3 
Too many restrictions on use 2.8 
Rent is too expensive 4.7 

MISCELLANEOUS 2.2 

TOTAL 100.0 

183 employees listed a total of 637 responses. 

This question asked only of those who felt that living in government 
quarters was inconvenient. 
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Table 24. Comments on Why Employees Prefer Not to Live in Government 
Quarters (n=1091)a 

Q-70 "I would prefer not to live in government quarters." (If you 
agree, please explain) 

p e r c e nt 
of 

Reason Responses 

POOR GQ POLICIES - General mention 1.7 
Rent too expensive 10.8 
Too many restrictions 2.6 

UNSATISFACTORY QUARTERS - General mention 3.0 
Too small/crowded/not enough storage 1.8 
Poorly maintained/difficult to maintain 4.7 

LACK OF PRIVACY/NO SEPARATE PRIVATE LIFE - General mention 6.2 
Always on duty/unable to leave job behind when off-duty 4.2 
Intrusion by public 0.4 

PREFERENCE FOR NORMAL COMMUNITY LIFE - General mention 2.6 
Want to be close to: schools, shopping, medical 

facilities, etc. 1.3 
Dislike the lack of separation between work and 

social life 5.0 
Spouse needs career opportunities 0.2 
Prefer to choose my own rental housing 1.9 

PREFER TO OWN HOME FOR FINANCIAL REASONS - General mention 3.9 
To build equity/investment 19.1 
Income tax/interest advantages 3.0 
Don't want to keep paying rent for no return investment 3.5 
Not possible to save enough money to buy a home later 0.6 

PREFER TO OWN HOME General mention 12.8 
Prefer to have no restrictions on how I maintain/ 

decorate my home 5.2 

PREFER TO OWN HOME, BUT CANNOT, DUE TO: - General mention 0.2 
Position/grade/level/required occupancy 0.3 
Lack of funds 0.8 
Lack of available housing 0.3 

DON'T WANT TO MOVE/TRANSFER 0.5 

RETIRING SOON 0.2 

MISCELLANEOUS 3.2 

TOTAL 100.0 

1091 employees listed a total of 1557 responses. 

This question asked only of those who indicated they prefer not to 
live in government quarters. 
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Table 25. Attitude Toward Change in Quarters Policy 
(n=3428). 

Q-71. "Do you feel that the Park Service government quarters 
policy should be changed?" 

Percent 

No change necessary 16.0 

Policy should be changed 37.8 

Don't know 46.2 

TOTAL 100.0 

Missing Cases=123. 
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•a 
Table 26 . Comments on Change in Government Quarters Policy (n=1271). 

Q-72. "In what ways should the government quarters policy be changed?"^ 

Percent 
of 

Response Responses 

STRUCTURAL IMPROVEMENTS - General mention 2.8 
Structural improvements - specific mention 0.8 
Better maintenance needed 6.6 
Get rid of mobile homes 0.8 
Need energy and efficiency improvements 0.4 
Rental money for quarters should return to quarters/should be 

used for maintenance, repair, renovation 1.7 

OCCUPANCY POLICIES - General mention 7.5 
Required occupancy only for certain vital positions 3.3 
Use private sector housing whenever possible 2.0 
Do away with required occupancy - gov't housing should be 

optional 3.7 
More government housing is needed 2.9 
Less discrimination against lower grade employees 2.4 
Recognize that required occupancy benefits gov't, not employees 2.2 
Required occupancy housing should be available to all 2.7 
Fewer restrictions on lifestyle (pets, interior decoration, 

landscaping, etc.) 1.2 
Housing should be matched to needs of occupants (size of 

family, etc.) 1.9 

RENT POLICIES - Other than reduction - General mention 5.3 
Rent should not be based on comparable market value 4.6 
Rent should be in accord with COLA indexes 0.8 
There should be a standard regional/nationwide rental policy 2.4 
Tie rent to salary 5.6 
Local housing market/full market value should be considered 

in setting rates ? 2.1 
Set rates according to foot per person, and number and 

quality of appliances 0.3 

REDUCE RENT/RENT IS TOO HIGH - General mention 11.6 
To compensate for high utility costs 1.2 
To compensate for renter maintenance 0.7 
To compensate for required occupancy & 24-hour duty 6.1 
To compensate for lack of equity accumulation in a home 3.0 
To compensate for isolation 4.8 
To compensate for other inconveniences 3.4 
Rent should be free in required occupancy situations 1.0 
Employees should be allowed to purchase Government Quarters 0.4 

OTHER 3.8 
TOTAL 100.0 

1271 employees recorded 2406 responses. 

'This question asked only of those who felt government quarters policy should 
be charmed. 



Table 27. Reasons for Beginning Work for National Park Service. 

OJ 

Percent 

VERY MODERATELY SOMEWHAT NOT 

Questionnaire Item IMPORTANT IMPORTANT IMPORTANT IMPORTANT 

Q-143. Amount of job security I would have (n=3477).a 43.0 23.5 21.8 11.7 

Q-144. Amount of retirement benefits I would have (n=3454).b 37.5 24.0 21.6 16.9 

Q-145. Amount of health and life insurance benefits I 

would have (n=3461). 31.1 24.6 24.5 19.8 

Q-146. Salary I would have (n=3509).d 30.6 32.0 26.2 11.2 

Q-147. Promotional opportunities available to me (n=3465).e 29.9 35.9 25.5 8.7 

Q-148. Opportunity to live in or near national 

parks (n=3486).f 26.8 19.3 17.4 36.5 
Q-149. Opportunity to live in rural area or community 

(n=3466).9 20.3 21.3 16.0 42.4 

Q-150. Challenging work responsibilities (n=3490).h 45.9 33.0 16.0 5.1 

Q-151. Opportunity to be part of NPS mission of 

conservation and preservation (n=3456).1 43.3 25.4 18.7 12.6 

Q-152. Opportunity for public service (n=3470).:i 29.3 29.9 '24.4 16.4 

Q-153. Opportunity to move and live in several different 

areas (n=3471).k 13.8 17.9 18.3 50.0 

Q-154. Best job opportunity for me (n=3447).] 36.9 28.6 21.3 13.2 

Q-155. Professional opportunities available to me (n=3411).m 26.9 33.1 26.3 13.7 



Table 27 (Continued). 

Missing Cases=a74, b97, C90, d42, e86, f 65 , g85, h 6 1 , ^ 5 , J 8 1 , k80, ^ 0 4 , m140, n125, °132, p3142. 

Note: Percentages sum to 100.0 percent across the rows. 

CO 
CO 

Percent 

VERY MODERATELY SOMEWHAT NOT 
Questionnaire Item IMPORTANT IMPORTANT IMPORTANT IMPORTANT 

Q-156. Possibilities for on-the-job training (n=3426).n 25.4 27.7 27.0 19.9 

Q-157. Didn't want to relocate my residence (n=3419).° 20.1 8.2 11.1 60.6 

Q-158. Other (n=409).p 84.1 12.7 2.0 1.2 



Table 28. Most Important Reasons for Beginning Work with the National Park Service. 

Missing Cases=a118,b168, c189. 

CO 

Percent 
Most 2nd Most " 3rd Most 

Important Important Important 
Reason (n=3433)a (n=3383)b (n=3662)c 

Q-143. "Amount of job security I would have" 22.5 10.3 7.7 

Q-144. "Amount of retirement benefits I would have" 2.7 10.3 8.0 

Q-145. "Amount of health and life insurance benefits 

I would have" .7 3.3 5.5 

Q-146. "Salary I would have" 8.9 11.8 10.4 

Q-147. "Promotional opportunities available to me" 4.1 6.1 6.3 

Q-148. "Opportunity to live in or near national parks" 6.1 8.0 5.8 

Q-149. "Opportunity to live in rural area or community" 1.6 3.0 3.4 

Q-150. "Challenging work responsibilities" 10.1 10.8 12.0 

Q-151. "Opportunity to be part of NPS mission of 

conservation and preservation" 15.8 9.8 7.9 

Q-152. "Opportunity for public service" 2.2 5.6 5.9 

Q-153. "Opportunity to move and live in several different 

areas" 1.2 2.5 5.1 

Q-154. "Best job opportunity for me" 12.0 5.9 7.5 

Q-155. "Professional opportunit ies avai lable to me" 2.7 5.4 5.3 

Q-156. "Poss ib i l i t i es for on-the-job t r a i n i ng " .9 3.3 3.9 

Q-157. "Didn't want to relocate my residence" 2.8 2.5 3.9 

Q-158. "Other" 5.7 1.4 1.4 
TOTAL 100.0 100.0 100.0 



Table 29. Reasons for Continuing to Work with National Park Service. 

On 

Percent 

VERY MODERATELY SOMEWHAT NOT 

Questionnaire Item IMPORTANT IMPORTANT IMPORTANT IMPORTANT 

Q-160. Amount of job security I have (n=3517).a 54.0 27.7 14.0 4.3 

Q-161. Chances for receiving a performance reward (n=3445). 10.3 16.4 28.7 44.6 

Q-162. Promotional opportunities available to me (n=3452).c 31.0 28.3 26.1 14.6 

Q-163. Salary I have (n=3511).d 43.0 35.7 17.1 4.2 

Q-164. Getting a personal feeling of accomplishment 

from my job (n=3504).e 62.7 24.3 10.4 2.6 
Q-165. Respect I receive from the people I work with 

(n=3490).f 43.1 32.3 18.4 6.2 

Q-166. Social relationships with other NPS employees 

(n=3496).9 14.9 23.3 32.0 29.8 

Q-167. Amount of retirement benefits I will have (n=3501).h 41.4 26.9 22.2 9.5 

Q-168. Amount of.my health and life insurance benefits 

(n=3502). 32.0 28.1 26.7 13.2 
Q-169. Opportunity to live in or near national parks 

(n=3498).J 19.2 19.0 22.7 39.1 

Q-170. Opportunity to live in a rural area or community 

(n=3484).k 17.0 19.3 20.2 43.5 

Q-171. Challenging work responsibilities (n=3509).] 48.8 32.9 15.3 3.0 

Q-172. Opportunity to be a part of NPS mission of 

conservation and preservation (n=3482). 39.7 28.2 21.6 10.5 
Q-T73. Opportunity for public service (n=3490).n 27.0 30.1 27.0 15.9 



Table 29 (Continued). 

Missing Cases=a34, b106, c99, d40, e47, f 6 1 , g55, h50, n49, j 5 3 , k67, ] 4 2 , m69, n 6 1 , °107, P99, q 7 1 , r 150, s164, 
t3322. 

Note: Percentages sum to 100.0 percent across the rows. 

OJ 

Percent 

VERY MODERATELY SOMEWHAT NOT 
Questionnaire Item IMPORTANT IMPORTANT IMPORTANT IMPORTANT 

Q-174. Opportunity to move and live in several 

d i f f e ren t areas (n=3444).° 9.7 15.4 20.4 54.5 

Q-175. Professional opportunities available to me (n=3452).p 30.0 32.0 26.4 11.6 

Q-176. Possibilities for on-the-job training (n=3480).q 26.0 26.4 29.2 18.4 

Q-177. Best job opportunity for me (n=3401).r 36.4 29.2 22.4 11.9 

Q-178. Don't want to relocate my residence (n=3387).s 24.9 11.9 15.3 47.9 

Q-179. Other (n=229)t 78.6 15.2 3.1 3.1 



Table 30. Most Important Reasons for Continuing Work with National Park Service 

Percent 

Most 2nd Most 3rd Most 
Important Important Important 

Reason (n=3412)a (n=3361)b (n=3322)c 

Q-160. "Amount of job security I have" 22.3 7.9 5.8 

Q-161. "Chances for receiving a performance reward" 0.3 0.5 0.5 

Q-162. "Promotional opportunities available to me" 5.6 6.0 3.6 

Q-163. "Salary I have" 9.1 12.6 7.9 

Q-164. "Getting a personal feeling of accomplishment 

from my job" 12.5 8.5 7.8 

Q-165. "Respect I receive from the people I work with" 0.8 2.9 3.3 

Q-166. "Social relationships with other NPS employees" 0.2 0.4 0.8 

Q-167. "Amount of retirement benefits I will have" 3.0 9.0 9.3 

Q-168. "Amount of my health and life insurance benefits" 0.3 2.2 4.3 

Q-169. "Opportunity to live in or near national parks" 2.3 3.4 4.1 

Q-170. "Opportunity to live in a rural area or community" 2.0 2.9 3.6 

Q-171. "Challenging work responsibilities" 10.6 12.2 10.3 

Q-172. "Opportunity to be a part of NPS mission of 

conservation and preservation" 10.6 8.1 8.4 

Q-173. "Opportunity for public service" 1.7 4.2 5.0 

Q-174. "Opportunity to move and live in several different 

areas" 0.7 1.9 2.9 

Q-175. "Professional opportunities available to me" 3.7 5.9 6.0 

Q-176. "Possibilities for on-the-job training" 1.2 2.7 4.2 

Q-177. "Best job opportunity for me" 5.5 4.8 5.9 

Q-178. "Don't want to relocate my residence" 4.8 3.0 4.9 

Q-179. "Other" 2.8 0.9 1.4 

100.0 100.0 100.0 

Missing Cases= a139, b190, c229. 
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Table 31 . Intention to Remain with National Park Service (n=3443).a 

Q-73. "During the past year, have you seriously considered 
quitting your job with the Park Service?" 

Percent 

NO 63.3 

YES 36.7 

TOTAL 100.0 

a 

Missing Cases=108. 
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Table 32 . Intention to Look for New Job (n=3452).a 

Q-74. "During the next year, do you think you will look 
for a new job outside of the Park Service?" 

Percent 

NO 7 2 . 5 

YES1 2 7 . 5 

TOTAL 100.0 

-.Missing Cases=99. 
See Table 33 for reasons why employees plan to look for a new 
job. 



Table 33. Comments on Looking for New Job (n=937). 

Q-75. "What are the reasons you have decided to look for a new job?"^ 

Percent 
of 

Response Responses 

DISSATISFACTION WITH WORK - General mention 4.4 
Lack of career advancement opportunities 2?..9 
Lack of responsibility/challenging work 4.1 
Work capabilities not being recognized 3.6 
Dissatisfaction with working conditions {social: tired of 

bickering, conflicts with co-workers, etc., and physical: 
poor air quality in office) 3.1 

Want to work in a more professional environment/directly in 
my chosen career 2.7 

Job is too stressful 1.2 
Lack of recognition for job well done 0.5 
Spc. mention, low morale 0.5 

PERSONAL REASONS - General mention 3.2 
Must follow spouse's career 0.7 
Planning to retire 0.6 
Moving (to be near friends, family, etc.) 0.7 
To find a job closer to home (now making long commutes) 0.9 
Undesirable quality of life 0.8 
Want to change fields 2.1 
Want to get out of this location 2.9 

DISSATISFACTION WITH MANAGEMENT - General mention 5.3 
Immediate supervisor (inside respondents park/office) 3.7 
High level NPS management 2.2 

DISCRIMINATION - General mention 0.5 
EE0 comes before job qualifications 0.3 
Against women 0.5 
Against minorities 0.1 
Against/for a certain type of worker 0.3 
Preselection for promotion (old boy network) 1.5 

DISSATISFACTION WITH POLICIES AND BENEFITS - General mention 2.9 
Salary is too low 12.8 
Lack of training opportunities 1.8 
Too much red tape/bureaucracy 2.3 
Poor housing, retirement, or other benefits 2.4 
Must relocate to advance in NPS 0.6 
A-76 policy 1.7 
Two or more of the above regarding dissatisfaction with 

policies and benefits 0.2 

40 
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Table 3 3 (Continued). 

Percent 
of 

Response Responses 

PROBLEMS WITH GOVERNMENT SERVICE - General mention 2.1 
Want to get out of government service/Park Service 0.5 
Tired of the reputation that government workers have 0.6 
Mention of politics, or politics before resource management 1.3 
Other 1.5 

TOTAL 100.0 

a937 employees recorded 2107 responses. 

This question asked only of those who indicated they plan to look for a new 

job during the next year. 
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Table 34. Marital Status (n=3518).a 

Q-l22. "Which of the categories below describes your 
current marital situation?" 

Marital Status Percent 

Single, never married 13.7 

Separated 1.8 

Divorced 8.5 

Widowed 1.4 

Married 74.6 

TOTAL 100.0 

Missing Cases=33. 
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Table 35. Employment Status of Spouse (n=2608). 

Q-123. "Is your spouse employed?" 

Percent 

NO 35.1 

PART TIME 22.9 

FULL TIME 42.0 

TOTAL 100.0 

aMissing Cases=943.(Includes unmarried respondents) 
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Table 36. Proportion of Spouses Working with National Park 
Service (n=1681).a 

Occupation Percent 

Park Service employee 12.1 

Non-Park Service employee 87.9 

TOTAL 100.0 

Missing Cases=1870. (Includes unmarried respondents) 
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Table 37. Employment Category of Spouse (n=1535).d 

Q-124. "What is your spouse's occupation?" 

Occupation Percent 

Managerial & professional 42.1 

Technical, sales & administration 34.9 

Service occupations 10.4 

Farming, forestry & fishing 1.7 

Precision production, craft & repair 3.8 

Operators, fabricators, laborers 4.9 

Housewife/househusband 0.4 

Military service 0.7 

Unclassifiable 1.1 

TOTAL 100.0 

aMissing Cases=2016. (Includes unmarried respondents) 
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Table 38. Proportion of Employees with Children (n=3510). 

Percent 

NO 28.1 

YES 71.9 

TOTAL 100.0 

aMissing Cases=41. 

Q-125. "Do you have any children?" 



Table 39a. Age Classes of Children Living with Employee, Percentages 
Based on All Employees in the Sample (n=3437).a 

Q-127. "What age groups do your children fall into?" 

47 

Group Number of Children 

1. Four years old or younger 0 84.9 

1 10.6 

2 4.3 

3 0.2 

5b 0.0 

TOTAL 100.0 

2. Five through nine years 0 83.7 

1 11.7 

2 4.2 

3 0.4 

4b 0.0 

TOTAL 100.0 

3. Ten through fourteen years 0 80.5 

1 14.8 

2 4.3 

3 0.4 

4b 0.0 

5b 0.0 

TOTAL 100.0 

Percent 



Table 39a(Continued). 
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Group Number of Children Percent 

4. Fifteen through seventeen 

years 0 87.2 

1 10.7 

2 2.0 

3 0.1 

4b 0.0 

TOTAL 100.0 

5. Eighteen years and older 0 86.8 

1 8.9 

2 3.2 

3 0.8 

4 0.2 

5 0.1 

7b 0.0 

TOTAL 100.0 

Missing Cases=114. 

One case, representing less than one tenth of one percent 

'Percent is based upon all respondents, whether or not they have any 
children. 
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Table 39b. Age Classes of Children Living with Employee, Percentages 
Based Only on Employees with Children (n=2450l. 

Q-127. "What age groups do your children fall into?" 

Group Number of Children Percent 

1. Four years old or younger 0 78.7 

1 14.9 

2 6.2 

3 0.2 

5b 0.0 

TOTAL 100.0 

2. Five through nine years 0 77.0 

1 16.4 

2 6.0 

3 0.6 

4b 0.0 

TOTAL 100.0 

3. Ten through fourteen years 0 72.7 

1 20.7 

2 6.0 

3 0.6 

4b 0.0 

5b 0.0 

TOTAL 100.0 
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Table 39b {Continued), 

aMissing Cases=73. 

One case, representing less than one tenth of one percent 

Percentage is based only on those employees who have children. 

Group Number of Children Percent 

4. Fifteen through seventeen 0 82.0 

1 15.0 

2 2.8 

3 0.2 

4b 0.0 

TOTAL 100.0 

5. Eighteen years and older 0 81.7 

1 12.4 

2 4.4 

3 1.1 

4 0.3 

5 0.1 

7b 0.0 

TOTAL 100.0 



Table 40a. Age Classes of Employees' Children Not Living with 
Employee, Percentages Based on All Employees in the 
Sample (n=8437). 

Q-127. "What age groups do your children fall into?" 
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Number of Children Percent* 

1. Four years old or younger 0 99.3 

1 0.6 

2 0.1 

3b 0.0 

4b 0.0 

7b 0.0 

TOTAL 100.0 

2. Five through nine years 0 98.3 

1 1.2 

2 0.4 

3 0.1 

TOTAL 100.0 

3. Ten through fourteen years 0 97.0 

1 2.4 

2 0.6 

3 0.0 

TOTAL 100.0 
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Table 40&(Continued). 

Number of Children Percent 

4. Fifteen through seventeen 

years 0 97.5 

1 2.1 

2 0.2 

3 0.1 

4 0.1 

TOTAL 100.0 

5. Eighteen years and older 0 70.3 

1 9.0 

2 10.1 

3 6.0 

4 2.6 

5 1.0 

6 0.6 

7 0.2 

8 0.1 

9b 0.0 

10 0.1 

TOTAL 100.0 

aMissing Cases=114. 

One case, representing less than one tenth of one percent 

Percent is based on all employees whether or not they have any 
children. 
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Table 40b. Age Classes of Employees' Children Not Living with 
Employee, Percentages Based Only on Employees with 
children (n=2450). 

Q-127. "What age groups do your children fall into?" 

Group Number of Children Percent 

1. Four years old or younger 0 99.0 

1 0.8 

2 0.2 

3b 0.0 

4b 0.0 

7b 0.0 

TOTAL 100.0 

2. Five through nine years 0 97.6 

1 1.7 

2 0.6 

3 0.1 

TOTAL 100.0 

3. Ten through fourteen years 0 95.9 

1 3.3 

2 0.8 

3b 0.0 

TOTAL 100.0 



Table 40b (Continued). 
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Group Number of Children Percent 

4. Fifteen through seventeen 

years 0 , 96.6 

1 2.9 

2 0.3 

3 0.1 

4 0.1 

TOTAL 100.0 

5. Eighteen years and older 0 58.5 

1 12.6 

2 14.1 

3 8.4 

4 3.7 

5 1.3 

6 0.8 

7 0.3 

8 0.2 

9b 0.0 

10 0.1 

TOTAL 100.0 

aMissing Cases=73. 

One case, representing less than one tenth of one percent 

Percentage is based only on those employees who have children. 
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Table 41. Major Responsibility for Dependent Care (n=3450) 

Q-128. "Do you ever assume the major responsibility for the 
routine physical care of children or other dependents 
in your household? " 

Percent 

NO 54.1 

YES 45.9 

TOTAL 100.0 

Missing Cases=101. 
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Table 42. Frequency of Responsibility for Dependent Care (n=1565). 

Q-129. "How often does this responsibility occur?" 

Frequency Percent 

Every day 39.9 

A few days per week 16.3 

A few days per month 19.3 

Every few months 13.6 

Other 10.9 

TOTAL 100.0 

aMissing Cases=1986 

This question asked only of those who indicated they assume major 

responsibility for dependent care. 
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Table 43. Impact of National Park Service Work Schedule on 
Deoendent Care (n=1574).a 

Q-130. "Does your Park Service work schedule interfere 
with your responsibilities to dependents?"^ 

Percent 

NO 73.6 

YES 26.4 

TOTAL 100.0 

1 Missing Cases=1977. 
This question asked only of those who indicated they assume 
major responsibility for dependent care. 
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Table 44. Comments on Work Schedule and Dependent Care Responsibilities(n=402). 

Q-131. "Please give reasons why your schedule interferes." 

Percent 
of 

Response Responses 

LONG, IRREGULAR OR INCONVENIENT HOURS - General mention 11.2 
Schedule interferes with weekend activities 13.0 
Emergencies or other responsibilities can occur at any time 7.2 
Long hours during summer or other busy season 5.0 
Frequent and/or short notice schedule changes 7.8 
Overnight travel 7.0 
Inconvenient leave time/days off 4.5 
Commuting time in addition to work hours 2.2 
Evening duty 6.3 
Must work holidays 0.5 

SPECIFIC MENTION OF INTERFERENCE WITH PERSONAL OR FAMILY LIFE - General 
8.3 

Schedule presents spending enough time with, or attending to, 
children 17.6 

Long duty hours and frequent schedule changes 4.1 
Must bring work home which takes time away from family 0.8 

OTHER 4.5 

TOTAL 100.0 

a402 employees reported 640 responses. 

This question asked only of those who indicated their work schedule inter
feres with responsibility to dependents. 



Table 45. Present and Preferred Work Schedules. 
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Percent 

Have at Preferred 
Present Schedule, 

Work Schedule (n=3497)a (n=3490)D 

1. 5-day, fixed 40-hour week 70.6 36.0 

2. 4-day, fixed 40-hour week 2.2 24.4 

3. Flextime (5-day, variable 40-hour week) 10.0 22.6 

4. 5-4/9 plan 4.2 9.9 

5. 5-day, 40-hour week, rotating shifts 8.0 1.9 

6. Permanent part-time 1.7 1.9 

7. Other 3.3 3.3 

TOTAL 100.0 100.0 

_Missing Cases= 54, 61. 

This table based on Q-132 and Q-133 of the Employee Survey. 
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Table 46 . Personal/Emotional Problems and Work Performance. 

Percent 

Not at \lery A Great 
Question All Little Somewhat Moderately Deal 

Q-134. "Do you feel that 
alcohol or drug 
abuse problems affect 
performance of your 
work group?"(n-3527)a 57.5 21.5 8.8 5.5 6.7 

Q-135. "Do you feel that 
personal/emotional 
problems other than 
those of alcohol or 
drug abuse affect 
performance of your , 
work group?"(n=3529)D 23.5 30.2 24.0 12.9 9.4 

Q-136. "Are there sources 
of stress in your 
personal 1ife that 
are affecting your 
performance at work?" 
(n=3525)C 41.2 35.0 14.6 6.8 2.4 

Missing Cases=a24,b22, c26. 

Note: Percentages sum to 100.0 percent across the rows. 

file:///lery


Note: Percentages sum to 100.0 percent across the rows. 
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Table 47 . Need for Additional Counseling Programs. 

Q-137. "Do you believe that additional employee counseling 
programs are needed in the National Park Service for: " 

Percent 

Item YES NO NOT SURE 

Alcoholism (n=3532)a 35.9 27.9 36.2 

Drug abuse (n=3314)b 24.7 31.8 43.5 

Personal problems (N=3445)c 41.2 22.7 36.1 

Missing Cases=a199, b237, c106. 

For comments on counseling programs see Table 48-
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Table 48. Comments on Additional Counseling Programs (n=957). 

Q-137. "Do you believe that additional employee counseling programs are 
needed in the National Park Service?" 

Percent 
of 

Response Responses 

PROGRAMS ARE NECESSARY - General mention 16.0 
There are adequate counseling programs 4.1 
Not aware of existing programs 7.5 
In-house programs no good - fear loss of anonymity 2.4 
NPS does not support these programs .3 

NEGATIVE RESPONSES - General mention 2.4 
NPS shouldn't tolerate employees who have these problems 2.9 
People who need these programs don't use them 2.4 
NPS counseling is ineffective or inadequate 6.1 
Management ignores these problems 4.8 

SPECIFIC MENTION OF EXISTING PROBLEMS - General mention 5.3 
Stress/emotional 5.3 
Divorce/marital 1.7 
Alcohol 3.5 
Drugs .5 
Not aware of the existence of these problems 7.5 

SUGGESTIONS FOR COUNSELING PROGRAMS 8.9 
Counselors should be hired professionals from outside of NPS 3.3 
NPS should not be involved - individuals should seek help in 

private sector 5.1 
Cooperation from supervisors (they should be aware of problems 

and able to help) 2.6 
OTHER 7.4 

TOTAL 100.0 

•a 
957 employees recorded 1106 comments. Not all respondents chose to make 

comments. 
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Table 49 • Minority Affiliation (n=1157). 

Q-181. Are you a member of any of the following groups? 

Minority Group Percent 

WOMEN 59.9 

ETHNIC 7.4 

RACIAL 14.2 

HANDICAPPED 4.5 

WOMEN, ETHNIC 3.4 

WOMEN, RACIAL 5.4 

WOMEN, HANDICAPPED .2 

ETHNIC, RACIAL 3.3 

ETHNIC, HANDICAPPED .1 

RACIAL, HANDICAPPED .1 

WOMEN, ETHNIC, RACIAL 1.3 

ETHNIC, RACIAL, HANDICAPPED .1 

WOMEN, ETHNIC, RACIAL, HANDICAPPED J_ 

TOTAL 100.0 

hissing Cases=2394. 

Missing Cases include 2116 employees responding "No" and 159 
"Don't wish to respond." 
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Table 50. Treatment of Minori ty Employees by Co-Workers. 

Percent 

Much Much 
Question 182 Worse Worse Same Better Better Undecided 

"WOMEN: Because of your sex, how 
are you treated compared 
to your male co-workers?" 
(n=794) a 5.4 23.9 55.8 4.3 .8 9.8 

"ETHNIC MINORITIES: Because of your 
ethnicity, how are you 
treated compared to your 
co-workers?" (n=176)& 5.8 24.4 58.0 1.1 1.7 8.0 

"RACIAL MINORITIES: Because of 
your race, how are you 
treated compared to your 
co-workers?" (n=276)c 8.7 26.8 50.0 1.4 1.1 12.0 

"HANDICAPPED: Because of your 
disability, how are 
you treated compared to 
your nondisabled .co
workers?" (n=60)a 1.7 11.6 80.0 1.7 0 5.0 

Missing Cases =a2757, b3375, c3275, d3491. 

Number of Missing Cases includes those respondents with no minority affiliation 
and those not wishing to respond. 
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Table 51. Effects of Job Related Stress (n=3446).a 

Q-183. "How is stress resulting from your job affecting you?" 

Percent 

I am not experiencing any job stress 20.3 

The level of job stress I feel is enough to 
motivate me to do my job, but is causing no 
personal problems 33.2 

The level of job stress I feel has resulted 
in some personal problems for me, but they 
are not serious 35.2 

The level of job stress I feel has resulted 
in personal problems for me 11.3 

TOTAL 100.0 

Missing Cases=105. 

See Table 52, Table 53, and Table 54 for consideration of source, 
means of reduction and effect of stress. 



62 

Table 52. Sourcesof Job Stress (n=1595).a 

Percent 

Source of Not a Source 
Problem Stress of Stress 

Conflict with supervisor 35.5 64.5 
Conflict with subordinates 11.2 88.8 
Conflict with co-workers 15.5 84.5 
Inadequate direction from supervisor 36.6 63.4 
Unrealistic deadlines for assigned tasks 28.8 71.2 
Inadequate resources or personnel to 
complete assigned tasks 49.2 50.8 

Lack of challenging work assignments 19.9 80.1 
Job interference with home life 20.6 79.4 
Other (n=1594) 33.2 66.8 

Missing Cases=a1956, b1957. 

This question asked only of those who indicated that stress was causing them 
personal oroblems. 

Note: Percentages sum to 100.0 percent across the rows. 

Q-184. "What is the source of the job stress you feel?" 



Q-185. "What could be done to reduce the level of job stress you are 
experiencing?" ' 

Percent 
of 

Suggestion Responses 

SYSTEM NEEDS TO BE MORE EFFICIENT - General mention 2.1 
Need enough time to complete work/realistic deadlines 4.2 
Need proper planning/direction 3.4 
Need enough personnel/resources/equipment (generally speaking) 10.8 
Need more personnel/assistance for specific workload 4.2 
Want less of a workload or shared workload 1.6 
Need enough training/information/guidance to do job 2.5 
Need reduced paperwork/administrative tasks/reports 2.2 
Need a clearer job description - operating procedures 1.6 

MANAGEMENT/SUPERVISOR COMMENTS - General mention 4.2 
Supervisor should be;removed 4.4 
Supervisor should direct/assist more 3.1 
Supervisor is inadequate/incompetent 2.1 
Need a better/competent supervisor 5.4 
Need better communication with supervisor 3.4 
Supervisor should support me/my decisions/my program 1.8 

JOB ASSIGNMENT COMPLAINTS/SUGGESTIONS/REQUESTS - General mention 1.3 
Want to relocate - unspecified location 2.3 
Want to relocate - location mentioned .9 
Want a new job assignment - unspecified assignment 2.3 
Want a new job assignment - assignment mentioned .7 
Want more responsibility 1.7 
Want more challenging work 1.0 
Want more variety in work 0.3 
Want more input in decision making 1.2 

PERSONNEL COMPLAINTS/SUGGESTIONS/REQUESTS - General mention 3.0 
Better communication needed - General mention 2.6 
Better communication needed - specific mention 0.4 
Create/improve system for firing incompetent workers/relocation 1.1 
Don't hire incompetent workers 0.9 
Everyone should do his/her job 1.2 

NPS POLICY COMPLAINTS/SUGGESTIONS/REQUESTS - General mention 4.1 
Salary should be commensurate with responsibility/work performed 0.6 
Salary should be increased 1.2 
Politics/preselection should be reduced 1.3 
More promotional opportunities/career development 1.9 
Improved benefits (housing, medical, retirement) 0.5 
Improved scheduling policies/more flexibility in scheduling 2.3 
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Table 53. Comments on Ways to Reduce Job Stress (n=1490).a 
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Table 53 (Continued). 

Percent 
of 

Suggestion Responses 

MORALE NEEDS A BOOST - General mention 0.8 
Fairer treatment of/more concern with employees - General 

mention 1.7 
More concern with employees - specific mention 0.8 
Need recognition 1.2 
Need to feel more a part of NPS 0.2 

COUNSELING/CLASSES SUGGESTIONS - General mention 0.9 
Stress reduction classes needed 0.9 

OTHER 3.7 

TOTAL 100.0 

al490 employees listed 3031 suggestions. 

"•This question asked only of those who indicated that job stress was causing 
them personal problems. 
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Table 54 . Effect of Job Stress on Work Performance (n=2749). 

Q-186. "Is job stress decreasing the quality of your work?" 

Response Percent 

NOT AT ALL 34.7 

SOMETIMES 55.5 

FREQUENTLY 7.7 

ALMOST ALL OF THE TIME 2.1 

TOTAL 100.0 

aMissing Cases=802. 

This question asked only of those who indicated they were experiencing 
some level of job stress. 
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Table 55 . Retirement Eligibility (n=3500).a 

Q-187. "Will you be eligible for retirement in the 
next five years?" 

Response Percent 

YES 1 8 . 1 

NO 81.9 

TOTAL 100.0 

h i s s i n g Cases=51 
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Table 56 . Year of Retirement Eligibility (n=609). 

Q-188. "What year will you be (or were you) eligible to 
retire?"^ 

hissing Cases=2942. 

This question was asked only of those respondents who are currently 
eligible to retire or will be 1n the next 5 years. 

Indicates percentage eligible to retire each year. 

2 
Year Percent 

1970 .2 

1974 .3 

1975 1.0 

1976 .5 

1977 1.0 

1978 1.0 

1979 1.5 

1980 2.3 

1981 3.3 

1982 6.7 

1983 10.2 

1984 11.7 

1985 13.6 

1986 13.6 

1987 12.6 

1988 17.1 

1989 3.4 

TOTAL 100.0 
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Table 57. Intention to Retire When Eligible (n=3453). 

0-189. "Do you plan to retire the same year you become 
eligible?""! 

Response Percent 

NO 19.3 

YES 32.9 

DON'T KNOW 47.8 

TOTAL 100.0 

3 

Missing Cases=98. 

This question asked only of those eligible to retire in next 5 
years. 
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Table 58. Intention to Work Beyond Retirement Eligibility (n=504). 

Q-190. "How many years past the year you become eligible to 
retire do you plan to work?"^ 

Number of Years Percent 

1 4.6 

2 7.1 

3 9.3 

4 3.8 

5 40.7 

6 2.8 

7 5.8 

8 3.8 

9 0.8 

10 18.5 

12 0.2 

13 0.2 

14 0.2 

15 0.8 

20 1.4 

TOTAL 1 00.0 

aMissing Cases=3047. 

This question asked only of those who indicated they would not retire 
the same year they become eligible. 



70 

Table 59 . Self Rating of Work Effort (n=3896).a 

Q-191. "Please rate the amount of effort you put in 
performing work activities during an average 
workday." 

Rating of Effort Percent 

Very little 1 0.5 

2 0.2 

3 0.8 

4 1.1 

5 8.9 

6 6.3 

7 18.5 

8 34.6 

Very 9 15.5 

Intensive ]Q 13.6 

TOTAL 100.0 

a 
Missing Cases=65. 
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Table 60. Rating of Work Group Effort (n=3436).a 

Q-192. "Now, please rate the amount of work effort you see 
others in your immediate work group putting out in 
performing work activities during an average workday." 

Rating of Effort Percent 

Very L i t t l e 1 1.6 

2 1.7 

3 4.3 

4 7.5 

5 24.1 

6 13.7 

7 18.8 

8 18.2 

9 5.7 

Very Intensive 10 4.4 

TOTAL 100.0 

a 
Missing Cases=115. 
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Table 61 . Need to Increase Work Group Effort (n=3444) a 

Q-193. "Do you feel there is a need to increase the effort of 
your work group?" 

Response Percent 

YES1 44.1 

NO 55.9 

TOTAL 100.0 

aMissing Cases=107. 

See Table 62 for methods suggested to increase work group effort. 
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Table 62. Comments on Ways to Increase Work Group tffort (n=1462). 

Q-194. "Please suggest two things that could be done to increase the effort 
of your work group."1 

Percent 
of 

Suggestion Responses 

BETTER SUPERVISION - General mention 3.1 
Stricter/more direct supervision needed - General mention 4.4 
Higher standards for employee performance needed/better 

enforcement of existing standards- 2.4 
Supervisors should have a system to handle employee misconduct 0.9 
Other reasons for more supervision (if none listed below apply) 0.2 
New/more competent supervisor needed 4.4 

MANAGEMENT COMMENTS -General mention 2.2 
Improvement management skills/knowledge of job/supervisory 

ability 3.3 
More effort on part of management 1.9 
Reduce levels of management (too many) 0.4 
Improved communication with employees/management should be 

more receptive to employee suggestions 4.5 

DISCIPLINE COMMENTS - General mention 0.7 
More discipline/enforcement of regulations needed - General 2.1 
In the office (too much talking, goofing off, etc.) 2.1 
For abuse of sick leave; absenteeism/tardiness 0.5 
Nonproductive employees should be fired 2.8 
Nonproductive employees should be transferred 0.9 
Other complaints about other employees - specific mention 0.9 

WORKLOAD COMMENTS - General mention 1.6 
Workload should be redistributed 2.8 
More/interesting work is needed 3.2 
Less paperwork/busywork is needed 1.6 
More efficient planning of activities/workload is needed 4.6 
Employees should have more input into planning of activities/ 

workload 1.8 
More personnel needed 2.4 
More funding needed 0.4 
More/better equipment needed 1.4 
Two or more of the above 0.5 

WORK GROUP COMMENTS - General mention 2.7 
Clear description of duties and job assignments is needed 3.0 
Employees should be assigned to jobs according to their skills 1.4 
More training/training opportunities needed 3.2 
Conflicts among employees should be resolved 0.9 
Employees should be trained as a team/emphasis on teamwork 1.9 
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Table 62 (Continued,). 

Percent 
of 

Suggestion Responses 

GENERAL MOTIVATION NECESSARY 2.3 
Recognition/thanks for good work 3.3 
Material incentives/rewards for good work 5.4 
Morale boost necessary 3.1 
Stronger tie between performance and evaluation is necessary 1.7 

COMMENTS REGARDING NPS EMPLOYEE POLICIES- General mention 2.2 
More promotion/advancement opportunities , 3.0 
Better pay and benefits (housing, medical, etc.) 1.4 
Opportunity to change schedule/shifts 0.4 
Job counsel ing 0.4 
Opportunities for transfer 0.8 

BETTER PLANNING NEEDED - General mention 0.7 
Clearer program direction needed/clarify goals of park/or office 1.6 

OTHER " ' " 2.6 

TOTAL 100.0 

1462 employees listed 2570 responses. 

This question asked only of those who felt there is a need to increase effort 
of their work group. 
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Table 63 . Work Experience in Socially Isolated Area (n=3520).a 

Q-138. "Have you worked for the Park Service in an area 
that you would consider socially isolated?" ' 

Response Percent 

YES 34.5 

NO 65.5 

TOTAL 100.0 

Missing Cases=31 . 
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Table 64. Personal Problems in Socially Isolated Areas. 

Q-140. "In your experience, are the following problems among 
employees or their families more common in isolated 
assignments than in non-isolated assignments?" ' 

Percent 

Problem YES NO NOT SURE 

1. Alcoholism (n=1179)a 36.4 28.2 35.4 

2. Drug abuse (n=1166)b 9.6 38.9 51.5 

3. Personal problems (n=1192f 52.8 18.8 28.4 

Missing Cases= a2372, D2385, C2359. 

Asked only of those who have worked in a socially isolated area. 
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Table 65. Occurrence of Problems in Isolated Area Living 
(n=1189).a 

0-141. "Did living in an isolated location create certain 
problems or stresses that were difficult for you or 
your family to deal with?" 1 

Response Percent 

YES 53.9 

NO 46.1 

TOTAL 100.0 

Missing Cases=236 . 

Asked only of those who have worked in a socially isolated 
area. 
2 
See Table 66 for explanation of these problems. 
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Table 66 . Comments on Living in Socially Isolated Areas (n=634). 

Q-141. "Did living in an isolated location create certain problems or 
stresses that were difficult for you or your family to deal 
with?" 

"Please explain ..." 

Percent 
of 

Response Responses 

LOCATION PROBLEMS - General mention 5.9 
Too far from schools/poor quality schools/no schools 9.1 
Too far from nearest town for: shopping, medical facilities, 

activities 13.5 
Medical facilities are limited/poor quality 1.5 
Too far from family and friends 4.0 
Lack of transportation/expensive 0.5 
Lack of TV/radio/communications 0.8 

FAMILY PROBLEMS 2.7 
Lack of job opportunities for spouse 4.1 
Little for spouse to do/was unhappy 5.3 
Friction between family members 0.9 
Marital stress 1.1 

LIMITED SOCIAL AND RECREATIONAL OPPORTUNITIES - General mention 10.6 
Limited social activities for unmarried people 3.1 
Limited activities for children and teens 4.9 
Limited interaction with local community 5.7 
No separation of work and social life 11.4 
Limited opportunity to meet new people due to size of community 2.6 
Lack of cultural/intellectual activities 0.7 
Nonacceptance, animosity due to racial, religious and prejudice 

against government workers 1.1 

NPS POLICY/WORK SITUATION - General mention 4.6 
Problems with co-workers 1.9 
Ignored by management/management insensitive to hardships 0.6 
Increased stress/24-hour/day job/no relief 0.7 

OTHER 2.7 

TOTAL 100.0 

&34 employees listed a total of 999 problems. 
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Table 67 . Preparation for Socially Isolated Assignment 
(n-3491).a 

Q-142. "Do you feel that the National Park Service 
adequately prepares and assists employees and 
their families in adjusting to socially 
isolated areas? " 

Response Percent 

YES 10.7 

NO1 27.4 

DON'T KNOW 61.9 

TOTAL 100.0 

aMissing Cases=60 

See Table 68 for employee suggestions for improved 
preparation. 
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Table 68. Comments on Improvinq Socially Isolated Area Preparation and 
assistance (n=845).a 

Q-142. "Do you feel that the National Park Service adequately prepares and 
assists employees and their families in adjusting to socially 
isolated areas ?" 

"How could this preparation or assistance be improved?" 

Percent 
of 

Response Responses 

LEVEL OF ASSISTANCE - General mention 1.5 
NPS provides no assistance 6.4 
No need for NPS to have such programs 1.6 

SELECT APPROPRIATE TYPE PEOPLE - General mention 2.9 
Use psychological screening to find those suited 3.9 
Choose those who wish to be isolated 0.6 
Select people with families who can adapt to living conditions 2.3 
Have good management in SIAs 1.1 
Don't force urbanites or others who are unsuited 0.2 

POLICY CHANGES - General mention 3.3 
Define a maximum SI length of stay/limited tour of duty 4.8 
Allow exemptions to nepotism law 1.1 

PROVIDE COMMUNITY ORIENTATION - General mention 3.9 
Assist in finding housing 0.7 
Availability of community services 0.7 
Welcome wagon, personal contact by NPS employees in the area, 

planned social gatherings 2.7 
Assistance in finding schools 0.6 
Job search assistance for spouse 1.5 

COMPENSATION AND BENEFITS FOR THOSE MOVING - General mention 2.3 
Financial relocation assistance 0.4 
Rent subsidy to compensate for isolation 1.5 
Bonus time off 0.5 
Continuing education opportunities 0.6 
Financial compensation for moving - a bonus 0.6 
Travel bonuses/"home leave"/assistance for families to get away 

from the area 2.1 

HONEST ORIENTATION ON WHAT TO EXPECT IN AN SIA - General mention 12.5 
Trial period before accepting assignment 2.8 
Chance to talk with (former) employees in the area 2.4 
Include negative living aspects in the vacancy announcement 5.4 
Provide counseling programs for those assigned to remote 

locations 6.5 
Provide more information - General mention 2.1 
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Table 68 (Continued). 

a845 employees listed 1237 responses. 

This question asked only of those who felt that the preparation and assistance 
provided by the National Park Service is not adequate. 

Percent 
of 

Response Responses 

NPS SHOULD PROVIDE MORE AMENITIES - General mention 2.2 
Provide additional recreation facilities 5.2 
Allow government equipment (e.g., rafts) to be used by employees 0.6 
Provide better quarters 1.5 
Provide interesting/stimulatinq activities 2.3 

OTHER 3.2 
DON'T KNOW 5.5 

TOTAL 100.0 
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Table 69 . Superv isory Sta tus (n=3459).a 

Q-232. "Are you o f f i c i a l l y c l a s s i f i e d as supe rv i so r? " 

Response Percent 

YES 39.7 

NO 60.3 

TOTAL 100.0 

Miss ing Cases=92 
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Percent 

Question Always Often Sometimes Seldom Never 

Note: Percentages sum to 100.0 percent across the rows. 

Table 70- Access to Job Related Information. 

Q-233. "How frequently do you feel 
that you receive more informa
tion that you need in order to 
make the best work-related 
decisions?" (n=1362)a .9 9.0 28.4 49.1 12.6 

0-234. "How frequently do you feel 
that you receive less infor
mation that you need in 
order to make the best work-
related decisions?" (n=1362)b 2.5 35.1 43.2 17.1 2.1 

0-235. "How frequently do you receive 
the same piece of information 
more than once?" (n=1364)c 1.4 30.4 40.7 25.1 2.4 

Q-236. "How frequently do you feel 
that information you receive 
is of no use in making work-
related decisions? 
(n=1361)d .4 26.5 43.6 26.0 3.5 

Missing Cases=a2189, b2189, c2187, d2190. 

These questions asked only of employees officially classified as supervisors. 
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Table 71 . Importance of Informal Communication (n=1362). 

Q-238. "How important is. grapevine communication to you in doing 
your job wel1?" 

Response Percent 

NOT AT ALL 
IMPORTANT 10.1 

NOT VERY 
IMPORTANT 27.4 

SOMEWHAT 
IMPORTANT 35.5 

VERY 
IMPORTANT 21.6 

EXTREMELY 
IMPORTANT 5.4 

TOTAL 100.0 

Missing Cases=2189. 

This question asked only of employees officially classified as 

supervisors. 
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Percent 

Question 
Strongly Strongly 
Agree Agree Uncertain Disagree Disagree 

Missing Cases=a2203, b2485, C2420, d2650. 

These questions asked only of those employees officially classified as supervisors. 

Note: Percentages sum to 100.0 percent across the rows. 

Table 72. Communication within National Park Service 

Q-239. "This park/office has a 
long way to go before 
communication here will 
be satisfactory. " 
(n=1348)a 16.8 33.3 12.8 33.2 3.9 

Q-240. "I am satisfied with the 
communication I exchange 
with the superintendent 
of the park in which I 
work." (n=1066)b 10.6 40.2 13.3 23.0 12.9 

Q-241. "I am satisfied with the 
communication I exchange 
with the Regional Office." 
(n=1131)c 5.0 43.8 18.2 24.2 8.8 

Q-242. "I am satisfied with the 
communication I exchange 
with WAS0." (n=901)d 1.8 29.4 25.9 28.7 14.2 
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Percent 

Question 
Strongly Strongly 
Agree Agree Undecided Disagree Disagree 

Q-243. "Personnel actions reward
ing employees for good 
performance are avoided 
in the Park Service 
because of the paperwork 
that is required." 
(n=1358)a 14.1 36.5 17.9 29.2 2.3 

Q-244. "Supervisors here feel 
their ability to man
age is restricted by 
unnecessary rules and 
regulations." 
(n=1355)b 12.5 42.3 17.1 27.3 .8 

Q-245. "I do not have enough 
authority to deter
mine how I get my job 
done." (n=1355)c 6.6 20.8 9.7 55.7 7.2 

Q-246. "I do not have enough 
authority to remove 
people from their jobs 
if thev perform noorly." 
(n=1355)d " 18.1 34.2 11.1 32.0 4.6 

Q-247. "I do not have enough 
authority to hire 
competent people when 
I need them." (n=1349)e 19.2 34.1 8.2 34.9 3.6 

Q-248. "I do not have enough 
authority to promote 
people." (n=1347)f 16.0 43.0 11.4 27.4 2.2 

Q-249. "I do not have enough 
authority to determine 
my employees' pay." 
(n=1345)9 19.7 46.8 12.6 19.9 1.0 

Missing Cases=a2193, b2196, c2196, d2196, e2202, f2204, g2206. 

These questions asked only of employees officially classified as supervisors. 

Note: Percentages sum to 100.0 percent across the rows. 

Table 73. Attitudes Toward Paperwork, Unnecessary Rules, and Authority. 



Table 74. Organization Commitment 

Percent 

Question 
STRONGLY 
AGREE AGREE UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

oo 

Q-76. "I am willing to put in a great deal of effort 
beyond that normally expected in order to help 
the Park Service be successful" (n=3534).a 34.7 52.3 7.3 5.1 0.6 

Q-77. "I talk up the Park Service to my friends as a 
great organization to work for" (n=3533).b 21.7 47.2 11.9 17.2 2.0 

Q-78. "I would accept almost any type of job assignment 
in order to keep working for the Park Service" 
(n=3535).c 4.3 15.7 19.3 46.4 14.3 

Q-79. "I feel little loyalty to the Park Service" (n=3527).d 4.4 13.6 8.4 47.6 26.0 

Q-80. "I find that my values and the Park Service's values 
are very similar" (n=3519).e 15.1 54.9 18.5 9.4 2.1 

Q-81. "I am proud to tell others that I am part of the 
Park Service" (n=3536).f 33.7 51.3 9.6 4.4 1.0 

Q-82. "I could just as well be working for a different 
organization as long as the type of work were 
similar" (n=3532).9 4.7 31.4 17.3 37.5 9.1 

Q-83. "The Park Service really inspires the best in me 
in the way of job performance" (n=3526).n 9.4 41.2 21.1 24.0 4.3 

Q-84. "It would take very little change in my present 
circumstances to cause me to leave the Park Service" 
(n=3515).i 3.8 16.3 15.8 51.7 12.4 

Q-85. "I am extremely glad I chose the Park Service to work 
for over other organizations.I was considering at 
the time I joined" (n=3508).J 23.1 49.3 17.8 8.0 1.8 



Percent 

Question 
STRONGLY 
AGREE AGREE UNDECIDED 

STRONGLY 
DISAGREE DISAGREE 

Missing Cases=a17, b18, c16, d24, e32, f15, 919, h25, n36, J43, k24, '18, m21, nI9, °26. 

Scale developed by Richard T. Mowday and Richard T. Steers. 

Mean Scale Value and Standard Deviation: x = 3.6, S.D. = .63 

Note: Percentages sum to 100.0 percent across the rows. 

CD 
co 

Q-86. "There's not much to be gained by sticking with 
the Park Service indefinitely" (n-3527).R 4.0 16.9 21.3 45.6 12.2 

Q-87. "Often, I find it difficult to agree with the Park 
Service's policies on important matter, relating 
to its employees" (n=3533)J 10.7 35.3 20.2 31.1 2.7 

Q-88. "I really care about the fate of the Park Service" 
(n=3530).m 43.2 49.3 4.7 2.1 0.7 

Q-89. "For me, this is the best of all possible 
organizations for which to work" (n=3532).n 16.6 34.2 28.3 17.8 3.1 

Q-90. "Deciding to work for the Park Service was a 
definite mistake on my part" (n=3525).° 1.0 1.8 8.9 49.4 38.9 

Table 74 (Continued). 



Table 7 5. Job Involvement 

Missing Cases=a29, _3, C23, d18, e35, f20, g24, h35, _4, j40, k22. "Jean Scale Value and Standard Deviation: 
•t x * j,o s.u.- .69 
Q-91 through Q-100 measure job involvement developed by Rabindua N. Kamungo. 
2 
This item was developed specifically for the NPSES and is not included in the calculation of the scale mean. 

Note: Percentages sum to 100.0 percent across the rows. 

Percent 

STRONGLY STRONGLY 
Question AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-91. "The most important things that happen to me 
involve my present job" (n=3522).a 5.6 33.4 14.4 40.9 5.7 

Q-92. "To me, my job is only a small part of who I am" 
(n=3528).D 8.7 37.8 7.0 42.2 4.3 

Q-93. "I am very much involved personally in my job" 

(n=3528).c 17.0 63.6 7.5 10.5 1.4 

Q-94. "I live, eat and breathe my job" (n=3533).d 3.2 13.1 7.5 56.3 19.9 

Q-95. "Most of my interests are centered around 

my job" (n=3516).e 3.7 29.4 9.4 50.0 7.5 
Q-96. "I have strong ties with my present job which 

would be very difficult to break" (n=3531).f 5.3 36.3 13.3 37.8 7.3 

Q-97. "Usually, I feel detached from my job" (n=3527).g 1.2 8.1 10.5 68.4 11.8 

Q-98. "Most of my personal life goals are job-oriented" 

(n=3516).h 3.7 31.9 12.6 46.1 5.7 
Q-99. "I consider my job to be very central to my 

existence" (n.517).1 5.1 40.7 11.3 35.5 7.4 

Q-100. "I like to be absorbed in my job most of the 
time" (n=3511).J 4.8 41.9 13.9 35.3 4.1 

Q-101. "My job makes good use of my abilities"2(n=3529)k 9.9 54.6 9.8 18.8 6.9 

CO 

_ 
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Table 76. Use of Employee's Abilities (n=3470).a 

Q-102. "Does your job allow you to use your abilities as much 
as you would like?" 

Response Percent 

YES 51.3 

NO 48.7 

TOTAL 100.0 

Missing Cases=81. 



91 

Table 77. Comments on Use of Abilities (n=1603).a 

Q-103. "If you answered "NO" to Q-102, please give reasons why." 

Response 

Percent 
of 

Responses 

NATURE OF THE JOB - Problems 3.7 
Work is not interesting or challenging 4.4 
Abilities limited due to specialization required by job/ limited 

to one area/limited to a very special role 6.3 
Not enough time to do a good job 2.1 
Staff too small/lack of support from other staff members 1.8 
Too much routine and paperwork 5.3 
Not able to do what I was hired to do/too many tasks that are 

unrelated to my position 2.9 
Lack of funding/equipment/personnel 1.0 

GENERAL PROBLEMS WITH NATURE OF NPS AND MANAGEMENT/SUPERVISORS 7.8 
Management doesn't encourage creativity or initiative 4.9 
Management won't allow me to work in areas I enjoy 0.8 
Management decisions based on political considerations 1.0 
Management/supervisor ignores my suggestions/recommendations 4.2 
Management/supervisor limits use of employees' skills/abilities 7.4 
No opportunity for advancement/career stagnation 2.8 
Lack of communication/support from management/no opportunity 

for input 0.6 
Management/supervisor disputes and power struggles 0.5 

SKILLS NOT UTILIZED - General mention 8.0 
Supervisory or decision making skills not utilized 7.8 
Specific mention of skills not utilized 4.0 
Need more responsibility 6.2 
No opportunity to develop skills/maintain skills 2.7 

EDUCATION AND TRAINING 0.1 
Need/desire for more education 1.8 
Education and training not being used 7.0 

DISSATISFACTION/PROBLEMS WITH NPS POLICY 
Jobs are being contracted out/ A-76 0.2 
Discrimination, favoritism, preselection exists 0.5 
Pol icies/bureacracy create obstacles 0.5 

OTHER 3.7 

TOTAL 100.0 

1603 employees recorded 2258 responses. 



Percent 

Question 
A VERY A GREAT QUITE LITTLE 

GREAT DEAL DEAL A BIT SOME OR NO 

Note: Percentages sum to 100.0 percent across the rows. 

Table 78. Participation in Decision Making. 

Missing Cases=a19, b19, c25, d19. Mean Scale Value and Standard Deviation: x * 3.1, S.D. = 1.02 

Scale developed by Robert A. Ruh, J. Kenneth White, and Robert R. Wood—adapted from scale by Victor Vroom. 

Q-104. "In general, how much say or influence do you 
have on what duties your job involves?" (n=3532) 14.0 20.9 20.7 28.9 15.5 

Q-105. "To what extent are you able to decide how 
to do your job?" (n=3532)b 25.7 30.7 19.0 19.9 4.7 

Q-T06. "In general, how much say or influence do you 
have on what goes on in your work group?" (n=3526) 15.0 21.8 21.1 27.6 14.5 

Q-T07. "In general, how much say or influence do you . 
have on decisions which affect your job?" (n=3532) 8.0 18.0 20.2 32.8 21.0 



Table 79. Job Related Communication. 

Percent 

in 
CO 

STRONGLY STRONGLY 
Question AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-109. "I am told promptly when there is a change in 
policy, rules or regulations that affects me" 
(n=3538).a 7.4 43.7 11.2 29.0 8.7 

Q-110. "The information I get through formal channels 
helps me perform my job" (n=3534).b 4.8 52.1 16.3 22.3 4.5 

Q—111. "Overall, I am satisfied with the communication , 
that takes place within this park/office" (n=3535). ' d 4.2 34.9 13.2 32.6 15.1 

Missing Cases=a13, b17, c16. 
dThis item is not included in calculation of the scale score. Average Scale Score and Standard Deviation: 
1 x = 3.6 S.D.= .64 
Scale developed by the Office of Personnel Management for use in the 1979 government-wide employee survey. 

Note: Percentages sum to 100.0 percent across the rows. 



Note: Percentages sum to 100.0 percent across the rows. 

1 2 
Table 80- R o l e Ambiguity and Role Conflict ' 

Percent 

VERY SLIGHTLY SLIGHTLY VERY 

Statement TRUE TRUE NEITHER FALSE FALSE 

Q-112. "I have enough time to complete my work" (n=3529).a 29.4 35.2 4.8 19.2 11.4 

Q-113. "I feel certain about how much authority I have" 

(n=3529).b 34.8 34.4 8.0 15.7 7.1 
Q-114. "Clear, planned goals and objectives exist for 

my job" (n=3520).c 20.8 37.9 10.4 19.3 11.6 

Q-115. "I know what my responsibilities are" (n=3538).d 55.7 32.7 2.6 7.0 2.0 

Q-116. "I receive an assignment without adequate resources 

and materials" (n=3520).e 13.9 30.1 14.4 24.7 16.9 

Q-117. "I know exactly what is expected of me" (n=3533).f 35.4 36.9 6.3 16.6 4.8 

Q-T18. "I work on unnecessary things" (n=3530).g 11.2 28.6 11.4 23.4 25.4 

Q-119. "Explanation is clear of what has to be done" (n=3535).h 25.0 39.3 9.8 19.7 6.2 

Q-120. "I know that I have divided my time properly" (n=3526).1 29.9 42.4 13.5 12.2 2.0 

Q-121. "My official job description accurately reflects the 

duties that I actually perform" (n=3529).J 30.0 35.4 4.7 19.4 10.5 

Missing Cases=a22, b22, c31, d13, e31, f18, g21, h16, ^ 5 , J"22. Role Ambiguity Mean Scale Value and 
]Scale developed by John R. Rizzo, Robert J. House and Sidney I. Lirtzman. Standard Deviation: x - 2.2 S.D.=.89 

2Items Q-112, 0-116, and 0-118 are Role Conflict items and are not included in the calculation of the 
Role Ambiguity Scale Score. 
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Table 81a. Job Satisfaction: Supervision. 

Question Percent 

Q-19. "The supervision I receive is the kind that:" (n=3523) 

1. Greatly discourages me from giving extra effort 6.2 
2. Tends to discourage me from giving extra effort 18.7 
3. Has little influence on me 29.2 
4. Encourages me to give extra effort 37.1 
5. Greatly encourages me to give extra effort 8.8 

TOTAL 100.0 

Q-20. "How satisfied are you with the reception your , 
supervisor gives your ideas and suggestions?" (n=3532) 

1. yery dissatisfied 9.7 
2. Somewhat dissatisfied 18.4 
3. Neither satisfied nor dissatisfied 14.0 
4. Somewhat satisfied 32.0 
5. Very satisfied 25.9 

TOTAL 100.0 

Q-21. "In terms of work-related habits and on-the-job 
behavior, the person who supervises me has:" (n=3516) 

1. Many more good traits than bad ones 26.1 
2. More good traits than bad ones 33.1 
3. About the same number of good traits as bad ones 24.1 
4. More bad traits than good ones 12.5 
5. Many more bad traits than good ones 4.2 

TOTAL 100.0 

Q-22. "Do you ever have the feeling you would be better off 
working under different supervision?" (n=3535)c' 

1. I almost always feel this way 12.6 
2. I frequently feel this way 16.7 
3. I occasionally feel this way 25.8 
4. I seldom feel this way 24.8 
5. I never feel this way 20.1 

TOTAL 100.0 

Q-23. "How do you feel about the supervision you 
receive?" (n=3527)e 

1. I am extremely satisfied 11.9 
2. I am well satisfied 33.7 
3. I am only moderately satisfied 25.0 
4. I am somewhat dissatisfied 18.2 
5. I am very dissatisfied 11.2 

TOTAL 100.0 
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Table 81 a (Continued). 

Question Percent 

Q-24. "How does the way you are treated by your 
supervisor influence your overall attitude toward 
your job?" (n=3525)f 

1. It has very unfavorable influence 10.2 
2. It has a slightly unfavorable influence 20.8 
3. It has no real effect 23.0 
4. It has a favorable influence 30.8 
5. It has a very favorable influence 15.2 

TOTAL T0lD\~fT 

Missing Cases=a28, b19,C35, d16,e24, f26. 

Average Scale Score and Standard Deviation: x=3.3 S.D.= 1.03 

Satisfaction items were developed and copyrighted by Climate Diagnostics, 
Inc., and are used with their permission. 
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Missing Cases=a61, b38, c25, d24. Average Scale Score and Standard 
Deviation: x = 3.5 S.D.= .72 

Table 81 b. Job Satisfaction: Identification with National Park 
Service.' 

Question Percent 

Q-201. "There is something about working for the Park 
Service that:" (n=3490)a 

1. Greatly encourages me to do my best 18.7 
2. Definitely encourages me to do my best 50.8 
3. Only slightly encourages me to do my best 23.1 
4. Tends to discourage me from doing my best 6.2 
5. Definitely discourages me from doing my best 1.2 

TOTAL 100.0 

Q-202. "From my experience, I feel the Park Service 
probably treats its employees:" (n=3513)D 

1. Poorly 7.0 
2. Somewhat poorly 16.9 
3. Fa i r ly well 43.3 
4. Quite well 27.8 
5. Extremely well 5.0 

TOTAL 100.0 

Q-203. "How does working for the Park Service influence 
your overall attitude toward your job?" (n=3526) 

1. It has a \ery unfavorable influence 2.6 
2. It has an unfavorable influence 7.1 
3. It has no influence one way or the other 17.9 
4. It has a favorable influence 55.4 
5. It has a very favorable influence 17.0 

TOTAL 100.0 

Q-204. "How do you describe the Park Service as an 
organization to work for?" (n=3527).^ 

1. Couldn't be much better 6.6 
2. Very good 42.4 
3. Fairly good 40.1 
4. Just another place to work 6.7 
5. Poor 4.2 

TOTAL 100.0 

1 
Satisfaction items were developed and copyrighted by Climate Diagnostics, 
Inc., and are used with their permission. 
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Table 81c. Job Satisfication: Kind of Work. 

Question Percent 

Q-205. "Work like mine:" (n=3501)a 

1. Discourages me from doing my best 1.3 
2. Tends to discourage me from doing my best 5.6 
3. Makes little difference 10.8 
4. Slightly encourages me to do my best 33.0 
5. Greatly encourages me to do my best 49.3 

TOTAL 100.0 

Q-206. "How often when you finish a day's work do you 
feel you've accomplished something really 
worthwhile?" (n=3537)b 

1. All of the time 5.7 
2. Most of the time 48.7 
3. About half of the time 26.9 
4. Less than half of the time 13.2 
5. Rarely 5.5 

TOTAL 100.0 

Q-207. "How does the kind of work you do influence your 
overall attitude toward your job?" (n=3521)c 

1. It has a very unfavorable influence 3.1 
2. It has a slightly unfavorable influence 8.2 
3. It has no influence one way or the other 10.5 
4. It has a fairly favorable influence 47.4 
5. It has a very favorable influence 30.8 

TOTAL 100.0 

Q-208. "How many of the things you do on your job do 
you enjoy?" (n=3535)° 

1. Nearly all 37.6 
2. More than half 34.2 
3. About half 19.8 
4. Less than half 7.0 
5. Almost none 1.4 

TOTAL 100.0 



Table 81c (Continued). 
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Question Percent 

Missing Cases=a50, b14, c30, d16, e28, f26. 

Average Scale Score and Standard Deviation: x = 3.8 S.D.= .79 

Q-209. "How much of the work you do stirs up a real 
enthusiasm on your part?" (n=3523)e 

1. Nearly all of it 16.6 
2. More than half of it 34.3 
3. About half of it 28.2 
4. Less than half of it 16.6 
6. Almost none of it 4.3 

TOTAL 100.0 

Q-210. "How do you feel about the kind of work 
you do?" (n=3525)f 

1. Don't like it, would prefer some other 
kind of work 2.4 

2. It's OK, there's other work I like better 13.5 
3. I like it, but there is other work I like 

as much 21.1 
4. I like it \iery much 46.6 
5. It's exactly the kind of work I like best 16.4 

TOTAL 100.0 

Satisfaction items were developed and copyrighted by Climate Diagnostics, 
Inc., and are used with their permission. 

file:///iery
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Table 81d. Job Satisfaction: Amount of Work. 

Missing Cases=a28, b40, C37, d26. 

Average Scale Score and Standard Deviation x~ = 3.4 S.D.= .72 

Satisfaction Items were developed and copyrighted by Climate Diagnostics, 
Inc., and are used with their permission. 

Question Percent 

Q-211. "I feel my workload is:" (n=3523)a 

1. Never too heavy 7.8 
2. Seldom too heavy 24.9 
3. Sometimes too heavy 40.3 
4. Often too heavy 17.9 
5. Almost always too heavy 9.1 

TOTAL 100.0 

Q-212. "How does the amount of work you're expected, to do 
influence the way you do your job?" (n=3511) 

1. It never allows me to do a good job 0.8 
2. It seldom allows me to do a good job 11.9 
3. It has no effect on how I do my job 25.3 
4. It usually allows me to do a good job 55.3 
5. It always allows me to do a good job 6.7 

TOTAL 100.0 

Q-213. "How does the amount of work you're expected to do 
influence your overall attitude toward your job?" 
(n=3514)c 

1. It has a very favorable influence 7.4 
2. It has a favorable influence 37.5 
3. It has no influence one way or another 33.5 
4. It has an unfavorable influence 19.9 
5. It has a very unfavorable influence 1.7 

TOTAL 100.0 

Q-214. "How do you feel about the amount of work you're 
expected to do?" (n=3525)d 

1. Very dissatisfied 4.3 
2. Somewhat dissatisfied 21.3 
3. Neither satisfied nor dissatisfied 23.5 
4. Somewhat satisfied 35.0 
5. Mery satisfied 15.9 

TOTAL 100.0 
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Question Percent 

Q-215. "How do you generally feel about the employees 
you work with?" (n=3520)a 

1. They are the best group I could ask for 9.9 
2. I like them a great deal 44.8 
3. I like them fairly well 37.5 
4. I have no feeling one way or the other 4.3 
5. I don't particularly care for them 3.5 

TOTAL 100.0 

Q-216. "How is your overall attitude toward your job . 
influenced by the people you work with?" (n=3510) 

1. It is very favorably influenced 11.3 
2. It is favorably influenced 50.1 
3. It is not influenced one way or the other 24.2 
4. It is unfavorably influenced 13.2 

5. It is very favorably influenced 1.2 

TOTAL 100.0 

Q-217. "The example my fellow employees set:" (n=3515) 

1. Greatly discourages me from working hard 3.0 
2. Somewhat discourages me from working hard 15.5 
3. Has little effect on me 37.4 
4. Somewhat encourages me to work hard 32.4 
5. Greatly encourages me to work hard 11 .7 

TOTAL 100.0 

Q-218. "How much does the way your co-workers handle their 
jobs add to the success of this Park/Office?" 
(n=3512)d 

1. It adds almost nothing 2.6 
2. It adds very little 7.9 
3. It adds only a little 14.6 
4. It adds quite a bit 48.8 
5. It adds a very great deal 26.1 

TOTAL 100.0 

Table.81e. Job Satisfaction: Co-workers. 
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Tab!e 81 e (Continued). 

Question Percent 

Q-219 "Among your co-workers there i s : " (n=3524)e 

1. A wery great deal of f r i c t i o n 4.3 
2. Quite a big of f r i c t i o n 11.4 
3. Some f r i c t i o n 39.4 
4. Very l i t t l e f r i c t i o n 30.4 
5. Almost no f r i c t i o n 14.5 

TOTAL 100.0 

Missing Cases=a31, b41, c36, d39, V -

Satisfaction items were developed and copyrighted by Climate Diagnostics, 
Inc.. and are used with their permission, 



Table 81 f. Job Satisfaction: Physical Work Conditions."' 

Question 

103 

Percent 

Missing Cases: a110, b19, C25. Average Scale Score and Standard Deviation: 
x = 3.5 S.D.= 1.00 

Q-220. "Is your primary workplace inside or outside?"2 
(n=3441)a 

1. Inside 68.8 
2. Outside 31.2 

TOTAL 100.0 

Q-221. "How do you feel about the physical working 
conditions on your job?" (n=3532)b 

1. Extremely satisfied 12.7 
2. Well satisfied 47.9 
3. Only moderately satisfied 22.7 
4. Somewhat dissatisfied 11.7 
5. yery dissatisfied 5.0 

TOTAL 100.0 

Q-222. "How do the physical working condit ions a f fec t 
the way you do your job?" (n=3526)c 

1. They help me a great deal 24.4 
2. They help me a l i t t l e 23.5 
3. They make l i t t l e di f ference 28.3 
4. They tend to make i t d i f f i c u l t 21.2 
5. They make i t very d i f f i c u l t 2.6 

TOTAL 100.0 

Satisfaction items were developed and copyrighted by Climate Diagnostics, Inc., 
and are used with their permission. 
2 
This item is a screening question for the satisfaction with workplace items 

which follow and is not included in the scale calculations. 
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Question Percent 

Table 81g. Job Satisfaction Scale: Financial Considerations. 

Q-223. "For the job I do, I feel the amount of money I make 
is:" (n-3535)a 

1. Extremely good 6.1 
2. Good 41.6 
3. Neither good nor poor 26.4 
4. Fairly poor 19.7 
5. Very poor 6.2 

TOTAL 100.0 

Q-224. "Considering what it costs to live in this area, 
my pay is:" (n=3533)b 

1. Very inadequate 8.4 
2. Inadequate 16.0 
3. Barely adequate 30.8 
4. Adequate 42.8 
5. More than adequate 2.0 

TOTAL 100.0 

Q-225. "Does the way pay is handled by the National Park 
Service make it worthwhile for a person to work 
especially hard?" (n=3514)c 

1. It definitely encourages hard work 2.5 
2. It tends to encourage hard work 16.9 
3. It makes little difference 49.6 
4. It tends to discourage hard work 24.6 
5. It definitely discourages hard work 6.4 

TOTAL 100.0 

Q-226. "How does the amount of money you now make influence 
your overall attitude toward your job?" (n=3535)a 

1. It has a very favorable influence 9.1 
2. It has a fairly favorable influence 34.1 
3. It has no influence one way or the other 33.5 
4. It has a slightly unfavorable influence 19.3 
5. It has a very unfavorable influence 4.0 

TOTAL 100.0 

Missing Cases=a16, b18, c37, d16. 

Average Scale Score and Standard Deviation: x = 3.1 S.D.= .76 

Satisfaction items were developed and copyrighted by Climate 
Diagnostics, Inc., and are used with their permission. 
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Table 81h. Job Satisfaction Scale: Career Future. 

Question Percent 

Q-227. "How do you feel about your future with the Park 
Service?" (n=3526)a 

1. I am very worried about it 7.2 
2. I am somewhat worried about it 12.0 
3. I have mixed feelings about it 43.0 
4. I feel good about it 30.3 
5. I feel very good about it 7.5 

TOTAL 100.0 

Q-228. "How do your feelings about your future with the 
Park Service influence your overall attitude 
toward your job?" (n=3526)b 

1. They have a very favorable influence 8.0 
2. They have a favorable influence 33.2 
3. They have no influence one way or the other 31.1 
4. They have a slightly unfavorable influence 24.4 
5. They have a very unfavorable influence 3.3 

TOTAL 100.0 

Q-229. "The way my future with the Park Service looks to 
me now:" (n=3507)c 

1. Hard work seems very worthwhile 16.0 
2. Hard work seems fairly worthwhile 21.4 
3. Hard work seems worthwhile 32.2 
4. Hard work hardly seems worthwhile 23.0 
5. Hard work seems almost worthless 7.4 

TOTAL 100.0 

Q-230. "Do you feel you are getting ahead in the Park 
Service?" (n=3522)d 

1. I'm making a great deal of progress 8.7 
2. I'm making some progress 34.4 
3. I'm not sure 20.0 
4. I'm making very l i t t l e progress 21.2 
5. I'm making no progress 15.7 

TOTAL 100.0 
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Table 81 h (Continued). 

Question Percent 

Q-231. "How secure are you in your present job?" (n=3551) 

1. I feel very uneasy about i t • 3.7 
2. I feel f a i r l y uneasy about i t 3.8 
3. I feel somewhat uneasy about i t 14.1 
4. I feel f a i r l y sure of i t 48.3 
5. I feel \iery sure of i t 30.1 

TOTAL 100.0 

Missing Cases=a25, b25, c44, d29, e17. 
Average Scale Score and Standard Deviation: x = 3.3 S.D.= .80 

Satisfaction items were developed and copyrighted by Climate Diagnostics, 
Inc., and are used with their permission. 

file:///iery
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Table 81i. Overall Job Satisfaction Scale Score 
(n=3398). a 

Mean Score (x) = 3.4 

Standard Deviation (S.D.) = .53 

Missing Cases = 153 

Overall scale score is based on the total for the eight 
satisfaction subscales presented in Tables 81a through 81h. 



Question 

Percent 

STRONGLY 
AGREE AGREE UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

o 
oo 

Table 82. Motivation Items. 

Q-195. "Doing my job well gives me a feeling that 
I've accomplished something worthwhile: 
(n=3537).a 62.8 33.8 2.1 1.2 0.1 

Q-196. "I enjoy doing my job for the personal 
satisfaction it gives me" (n=3537).D 51.6 43.0 3.3 1.8 0.3 

Q-197. "Doing my job well makes me feel good about 
myself as a person" (n=3530). 58.0 39.7 1.4 0.8 0.1 

Missing Cases=a14, 14, c21. Average Scale Score and Standard Deviation: x - 4.5 S.D.= .55 

These items were developed by the Office of Personnel Management for use in the 1979 government-wide 
Employee Survey. 



Question 
STRONGLY 
AGREE 

Percent 

AGREE UNDECIDED DISAGREE 
STRONGLY 
DISAGREE 

Missing Cases=a22, b 3 1 , c24. 

These items (except 0-198) were developed by the Office of Personnel Management for use in 
the 1979 government-wide Employee Survey. 

o 

Table 83. Miscellaneous Items. 

Q-198. "Considering everything about 
the Park Service, it is a good 
organization to work for" 
(n=3529) a 33.7 48.8 12.4 4.1 1.0 

Q-199. "Employees do not have much 
opportunity to influence 
what goes on in the Park 
Service" (n=3520)b 14.9 37.1 .20.8 24.3 2.9 

0-200. "In general I am satisfied 
with my job" (n=3527) c 20.3 57.1 10.4 9.5 2.7 



no 

Table 8 4 . H i s t o r y o f Residence Dur ing P a r t i c u l a r Age Group ings . 

0-250. "Using the key, please indicate in which size place you l ived the 
majority of the time for each age group below." 

Percent 

Missing Cases=a153, b153, C149, d159, e170. 

" P l a c e s " are d e f i n e d as : 

Farm: means a farm or ranch 
Rural town: means a town under 2,500 people, greater than 50 miles from a 

city of 50,000 or more people. 
Nonrural town: means a town under 2,500 peoole, 50 miles or less from a city 

of 50,000 or more oeople. 
Small city: means a city of 2,500-9,999 people. 
Medium city: means a city of 10,000-50,000 people. 
Metropolitan area: means a city over 50,000 people. 

Which Size Place? 

Age Groups Farm Rural Nonrural Small Medium Metro 

5 years old and under (n=3398)a 18.5 17.6 7.8 12.1 16.3 27.7 

6-10 years old (n=3398)b 16.2 16.2 9.0 12.7 17.8 28.1 

11-15 years old (n=3402)c 14.9 15.1 8.7 12.2 19.4 29.7 

16-18 years old (n=3392)d 11.9 14.3 8.3 11.6 20.8 33.1 

19-21 years old (n=3381)e 5.1 11.2 6.8 11.2 26.7 39.0 
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Table 85 . Sex o f Respondent ( n = 3 5 2 7 ) . a 

Q-251 "Are you male or female?" 

Answer Percent 

Male 75.2 

Female 24.8 
100.0 

a 
Missing Cases=24. 



Table 86. Race of Respondents (n=3352).a 

Q-254 Are you: 

Response Percent 

American Indian/Eskimo 1 .8 

Asian or Pacific Islander .9 

Black 7.7 

White 86.6 

Other 3.0 

TOTAL 100.0 

112 

aMissing Cases=199 
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Table 87 . P r o p o r t i o n o f Respondents w i t h H i s p a n i c Backoround 
(n=3Q23). " 

Q-255 Are you of : 

Response Percent 

Hispanic origin 5.7 

Non-Hispanic origin 94.3 

TOTAL 100.0 

Tlissing Cases=528. 
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Table 88- Range of Personnel Age, Education and Tenure in the Park Service. 

Years 

Variable Minimum Maximum Mean 

Q-252. Age (n=3497)a 19 74 41.4 

Q-253. Number of Years of Schooling 1 22 14.7 
(n=3446)D 

Q-256. Number of Years as Permanent NPS 
Employee (n=3493)c 1 47 10.4 

Missing Cases=a54, b105, c58. 
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Table 89 . Region of Respondents (n=3485).a 

Region Percent 

WASO 4.8 

Harpers Ferry Center 1.3 

Rocky Mountain 12.0 

North Atlantic 6.5 

Denver Service Center 6.3 

National Capital 14.5 

Mid Atlantic 8.3 

South East 12.7 

Midwest 5.9 

Southwest 8.4 

Western 13.1 

Pacific Northwest 4.5 

Alaska 1.7 

TOTAL 100.0 

hissing Cases=66. 
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Table 90. Personnel Schedule Classification of Respondents 
(n-3479). 

Personnel Schedule Percent 

Executive Service (ES) 0.1 

General Management (GM) 7.6 

General Schedule (GS) 63.9 

GG (similar to GS) 0.1 

Park Police (SP) 4.2 

Wage System Supervisor (WS) 5.2 

Wage System Other Supervisory Positions (XC) 0.4 

Wage System Leader (WL) 1.2 

Wage System Nonsupervisor (WG) 15.6 

Wage System Nonsupervisor (XA) 1.1 

Wage Negotiated (WB) 0.6 

TOTAL 100.0 

aMissing Cases=72. 
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Table 91. Supervisory Status of Respondents (n=3480). 

Supervisory Status Percent 

Manager, GM or GS 1.6 

Supervisory, GM or GS 4.2 

Management, GM or GS 2.8 

First Level Supervisor 4.6 

Second or Higher Level Supervisor 15.5 

Leader, Wage System 0.9 

Non-Supervisory Positions 70.4 

TOTAL 100.0 

Missing Cases=71. 
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GUIDE TO THE CONTENTS OF THE 

1983 NATIONAL PARK SERVICE EMPLOYEE SURVEY QUESTIONNAIRE1 

Prepared by 

Darryl1 R. Johnson and Richard S. Converse 

Cooperative Park Studies Unit 
College of Forest Resources AR-10 

University of Washington 
Seattle, Washington 98195 

February 198A 

The NPS employee questionnaire was developed and administered 
under contract by the Cooperative Park Studies Unit, College of 
Forest Resources, University of Washington. Analysis of these 
data will be by the University of Washington, Oregon State 
University and University of Idaho Cooperative Park Studies 
Units. 



119 

In 1979 the Office of Personnel Management (0PM) conducted a government-
wide study of federal employee attitudes. Many items in the NPS employee 
questionnaire were taken from this study. When specific 0PM scales are 
mentioned, these are scales contained in Table B2, pp. 45-57 of the Publica
tion entitled "Federal Employee Attitudes, Phase 1: Baseline Survey 1979," 
available from Office of Personnel Management, Civil Service Reform Act, 
Evaluation Management Div. 1900 E Street, N.W. Room 3305 Washington, D.C. 
20415 

This paper describes several areas covered in the National Park Service 
Employee Survey (NPSES) and suggests how these areas may be useful in 
better understanding the Park Service workforce. The purpose is to give 
a brief overview of the topics contained in the questionnaire. People 
needing more detailed information on a particular area should contact pro
ject investigators. In no way are the suggested analyses a complete 
accounting of the possible analyses. They are listed as examples only. 

Section 1. Aspects of Supervision (pp.1-2; Ql-18) 

Questions Ql through Q15 and Q17, Q18 were taken from the 1979 0PM survey . 
The section consists of ten aspects of supervision, each of which is 
addressed by one or more questions. These aspects are: 

a. Ql-3 Overall Supervision/Competence Scale from 0PM 

b. Q4-6 Delegation Scale from 0PM 

c. Q7-8 Task Orientation Scale from 0PM 

d. 019-10 Work Facilitation/Goal Setting Scale from 0PM 

e. Ql1 Agreement on "good performance." I tern 58 from 1979 0PM 
Quest ionnai re 

f. Q12 Evaluation Not Related to Job. I tern 74 from 1979 0PM 
Quest ionnai re 

g. Ql 3 I tern 72 from Index of Quality of Performance Scale from 0PM 

h. Q14-15 Importance of Performance Appraisals Scale from 0PM 

i. Q16 Get Along with Supervisor, Original I tern 

j. Q17-18 Items 127 and 128 from 1979 0PM Questionnaire 

This section describes various characteristics of leaders such as a democratic 
participative style of decision making (Q4-6) in which employees are 
encouraged to share in work-related decisions, and use of an initiating 
structure (Q9-10) where the leader suggests ways to complete assigned tasks. 
Analyses can show how these leadership characteristics are related to job 
satisfaction, organizational commitment, intentions to seek another job, stress, 
and other measures contained in the questionnaire. Such analyses may begin 
to suggest which leadership styles are most effective in achieving some 
personnel management goals. 
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The items in this section (except Q.16) were administered to a sample of 
employees from all federal government agencies. Comparing Park Service 
employee responses to this set of items with those of all federal workers 
will help put Park Service supervisory practices in perspective. 

Section 2. Satisfaction with Supervision (pp.2-3; QJ9-24) 

Satisfaction with supervision is one aspect of the overall attitude of job 
satisfaction. Other aspects of satisfaction are measured in the questionnaire 
and are described in Sections 21 and 22. 0J9-24 are copyright items used by 
permission from Climate Diagnostics, Inc. 

Section 3- Performance Appraisal Evaluation (pp.3~4; 0.25-30) 

In addition to ensuring compliance with the Civil Service Reform Act, 
effective performance appraisal has several benefits for the Park Service. 
Among other things: it reduces the possibility of legal action resulting 
from alleged discrimination; reduces employee turnover; improves overall 
productivity; improves internal communication and results in more motivated 
employees (Morrisey 1983). 

The questions in this section will allow employees to indicate how useful 
their last performance appraisal was to them. Potential problems with the 
NPS performance appraisal may be highlighted. Results could be broken down 
by various groups within the Service. 0.-26 through Q"30 were taken from the 
1979 qovernment-wlde 0PM survey. 0"25 is a screeninq question which routes 
people who have not received a performance appraisal to the next section. 

Section A. Attitudes towards Promotional Opportunities (pp.4-5; 031~35) and 
Rewards for Outstanding Performance (p.5; 036-40) 

These items are indicators of employee motivation. Some of them measure 
perceptions of equity, others measure the extent to which rewards are perceived 
to be linked to job performance. Q31, 032, and 034 through 039 were taken from 
the 1979 0PM survey of federal employees. Q33 and 040 were developed by the 
project researchers. 

Employees are likely to work harder if they feel that the effort will be 
rewarded and that rewards are administered fairly. This section allows 
potential sources of low motivation to be identified. In addition, employees 
were encouraged to suggest a reward for outstanding performance and several 
hundred suggestions were made. 

Section 5- Relocation (pp.6-8; Q.41-49) 

This is the first servicewide attempt to assess employee feelings regarding 
relocation and the utility of these items is readily apparent given the* 
importance of relocation as an organizational policy. 
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The first set of questions (Q4l to 0,45) concerns general feelings of employees 
towards relocation. The most important part of the Section is the next group 
of questions, Q46-48. This set divides respondents into four groups: l) 
those who would not transfer under any circumstances; 2) those who would 
transfer only to protect their job; 3) those who would transfer if offered 
the right incentives; 4) those who are open to the possibility of transfer 
and may actively seek relocation. 

Next, respondents are asked a follow-up question based on their feelings 
towards relocation. Groups 1 and 2 are asked why they would not accept a 
transfer (0.47). Many times the reasons will be beyond the Park Service's 
influence, for instance, the presence of respondent's family in the area. However, 
if major reasons can be influenced by personnel policy, perhaps incentives 
for relocation can be identified. 

Groups 3 and 4 are asked which items would be the most important incentives 
to transfer (0.48). Examples of incentives are more responsibility, increased 
salary, compensation for housing cost differential and duty in a certain 
location. Respondents may also write in their own choice for an incentive. 

Finally, employees are asked if there are any additional comments they care 
to make concerning relocation (Q49). This unstructured essay format may 
provide new insights into employees' feelings toward relocation. 

Section 6. Attitudes Toward Career Development and Training (pp.8-9; 0,50-59 

The items in this section have been designed to address a number of questions: 
1) how employees feel about their chances for career advancement; 2) how 
committed employees are to advancing their careers in the Park Service; and 
3) what types and how many employees are willing to accept administrative 
positions in a regional office or in WASO . Two open-ended questions provide 
a chance for employees to report their feelings on their chances for career 
advancement (0.56) and the availability of training opportunities (Q57)• 

Section 7. Experience with/Attitudes Towards Living in Government Quarters 
(pp. 9-H, Q60-72) 

Provision of government quarters (GQ) and required occupancy have been held 
to be necessary components of resource protection. What types of experiences 
have employees had while living in GQ? If the experience has been a bad one, 
what made it so? Where is improvement needed in managing GQ? Do employees 
view GQ as part of the compensation for the work they do, or is it seen as 
a benefit to the government at the expense of the employee? These questions 
are covered in the employee questionnaire and may be important inputs to an 
analysis of GQ policy. An added feature of the section is that it provides 
an organized format for employees to suggest changes in GQ policy. 
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Section 8. Intentions to Remain with the Park Service (p.11; Q73~75) 

Only recently has the Park Service begun to systematically document why 
employees decide to leave the service. Valued employees may be leaving due 
to problems which the organization has the power to correct. This section 
will document the reasons employees feel they may leave the service. Analyses 
can be conducted separately by various job categories. Other factors (low 
morale, lack of reward for high performance, etc.) can be examined to see 
which are most associated with the intention to leave. Subsequent surveys 
might identify characteristics of those who actually do leave. 

Section 9. Organizational Commitment (p.12; Q76~90) 

The concept of organizational commitment refers to the relative strength 
of an individual's identification with and involvement in particular 
organizations. 

The NPS employee survey contains the most widely used scale to measure 
organizational commitment, which was developed by Richard T. Mowday and 
Richard M. Steers. 

Section 10. Job Involvement (p.13, Q91-103) 

Job involvement refers to the extent to which one psychologically identifies 
with his or her current job. It is not the same as identification with work 
in general or organizational commitment. 

The NPS survey contains a recent improved measure of job involvement (Q91-
100) by Rabindua N. Kanungo, McGill University, Montreal. I terns 101 through 
103 were developed by the project researchers and measure the extent to which 
respondents believe their job makes good use of their abilities. 

Section 11. Participation in Decision Making (p.19; Q10A-108) 

These items refer to the extent the employee feels he or she is involved in 
relevant decisions affecting his or her job. 

The NPS Employee Questionnaire measures participation in decision making by a 
scale developed by Robert A. Ruh, J. Kenneth White, and Robert R. Wood, 
adapted from an earlier scale created by Victor Vroom. 

Section 12. Job Communication (p.15; Q109-111) 

Communication between different levels is important in a work setting. While 
the three questions on job communication included in the NPSES are not 
designed to analyze communication in great depth, they are indicators of 
potential problems which may require further study. Two of the questions 
(0.109, Q110) were taken from the 1979 0PM governmentwide study of employee 
attitudes and will provide a norm with which to compare the NPS study results. 
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Section 13- Role Ambiguity/Conflict (p.15; (1112-121) 

A role is a set of behavioral expectations attached to a position in a social 
structure (e.g., an organization). These expectations not only define 
behavior for the occupant of the position but set the stqge for how other 
role occupants will interact with it. Role ambiguity refers to how clear or 
understandable the expectations are that define role behavior and how well 
the occupant of the position can predict the outcomes of his behavior 
according to these expectations. Role conflict refers to the compatibility 
o^ work expectations. 

The NPS questionnaire measures role ambiguity and conflict with items 
developed by John R. Rizzo, Robert J. House and Sidney I. Lirtzman. Q.121 was 
developed by the project researchers. 

Section 14. Job-Home Life Conflicts (pp.16-17,; 0,122-133) 

The dual earner or dual career couple, in which both partners are employed 
outside the home, is becoming the norm rather than the exception. In 1980, 
slightly over half of all married couples fell into this category (Aldous 1982) . 

The necessity of meeting both job and family responsibilities may be par
ticularly burdensome for some employees. In addition to decreased work 
efficiency, responsibility to both employer and family may lead to stress and 
marital tension. 

This section of the questionnaire will provide information on the number of 
employees whose spouses also work. In addition it asks if, as well as the 
reasons why, employees' job responsibilities interfere with family responsi-
bi1i ties. 

Section 15. Personal Problems Employees May Face (pp.18-19; QJ 34-137) 

Employees' personal problems (drug/alcohol/emotional) may not be caused by 
the job but they can easily affect job performance. Employers increasingly 
recognize that it is in their best interests to offer the troubled employee 
some form of guidance. This may include in-house counseling or merely a 
referral to services provided by the community. As one way of assessing 
the need for guidance to troubled employees, the questionnaire asks 
respondents the extent to which they feel personal problems exist in their 
work group. 
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Section 16. Experience with Isolated Area Duty (pp.18-19; QJ 38-142) 

Some people believe that personal problems may be likely to occur in isolated 
areas where employees make a radical transition from previous lifestyles. 
Often there is little differentiation between work and nonwork life. The 
questionnaire allows employees to list an area where they have worked which 
they consider socially isolated. They are then asked if there were any 
problems they faced while living there and, finally, how isolated area 
preparation or assistance could be improved. 

Section 17. Reasons for Beginning Work/Staying with NPS (pp.20-22; 0J43-180) 

The aim of this section is to gain an understanding of the NPS work experience. 
What motivates employees to begin working for the Service? Are these the 
same factors that motivate them to stay?* This information may suggest ways 
to attract and retain high quality workers. 

Section 13. Treatment of Minorities with the Park Service (p.23; 0.131-182) 

Compliance with equal opportunity and antidiscriminatory legislation must be 
monitored to ensure fair treatment of all employees as well as to avoid 
grievance claims and legal action. The questions in this section provide 
one means of accomplishing this task. 

Section 19- Job Related Stress (p.24; OJ83-I86) 

While some level of job stress can motivate employees to accomplish work 
objectives, extreme levels of stress are harmful both mentally and physically. 
0,183 divides respondents into four groups based on the amount of job stress 
they feel. Other questions identify the most common sources of job stress 
and ask how employees feel the stress can be reduced. Finally, Q. 186 asks 
how job stress affects the quality of the employee's work. 

Section 20. Work Effort (p.25; 0J91-194) 

This section asks for a self report of the respondent's work effort as well 
as that of his or her work group. The most important part of the section, 
however, is the question which solicits ways to increase the effort of the 
employee's work group. Such suggestions provide a logical starting point 
to the examination of employee work effort. 

Section 21. Intrinsic Motivation/Extrinsic Motivation and General Job 
Satisfaction (p.20; 0.195-200) 

"Motivation" refers to psychological processes that cause voluntary behavior; 
motivation is the mental reaction that gets behavior started and sustains it. 
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One can see work motivation as being guided by two kinds of rewards; one is 
intrinsic, the other is extrinsic. Intrinsic rewards result from the job 
itself. They are conditions of one's work that are inherently rewarding. 
Factors in a job that result in autonomy, self-direction or creativity might 
be intrinsically motivating. Extrinsic rewards are associated with the job 
environment and not experienced directly by the person. Organizational 
rewards such as money and benefits are good examples. 

Intrinsic motivation is measured in the NPS employee questionnaire by items 
from the 1979 Office of Personnel Management study. They are contained in 
Questions 195 through 197. The extent to which employees are motivated by 
extrinsic rewards can be inferred from Questions 160 through 163, 165 through 
170 and 172 through 178. 

The general job satisfaction questions (0198-200) provide an overall measure 
of employees' contentment with their work. While it is of value, a more 
meaningful way to measure job satisfaction is to look at each component that 
goes into the overall feeling of job satisfaction. These component measures 
of satisfaction are described below. 

Section 22. Job Satisfaction (pp.2~3; Q19~24, and pp.26-31; Q201-23O 

Job satisfaction refers to the feelings of employees regarding their work 
and its environment. More commonly general job satisfaction might be 
referred to as morale. As it is measured in the employee survey, it refers 
to a set of different satisfactions (facets) that together represent an 
overall attitude. These facets are: 

Facet Quest ions 

Supervision Q19-24 
Agency Identification Q201-204 
Kind of Work Q205-210 
Amount of Work Q211-214 
Co-workers Q215-219 
Physical Work Conditions Q221-222 
Financial 0223-226 
Career Future Q227-231 

These are copyright items used by permission from Climate Diagnostics, Inc. 
The scales are called the Index of Organizational Reactions and are used 
extensively by Sears and Roebuck Co. 

Section 23. Questions Asked of Supervisors (p.32-34; Q232-249) 

The questions directed to employees with supervisory responsibilities are 
divided into two parts. The first part (Q233-242) is concerned with communica
tion of information needed to make decisions, proportion of information 
received through formal and informal channels and communication between 
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various levels within the Park Service. As noted earlier, communication is 
important to the function of any organization. Managers' and supervisors' 
views on communication and information flows are especially relevant since 
they are the ones using communications to make decisions and direct subordinates, 
items Q233~238 were adapted from ones used by C. Fisher and J. Thomas. I terns 
Q.232 and Q239~2A2 were developed by the project researchers. 

The second part of the supervisory section (Q2A3-249) deals with supervisors' 
opinions regarding their ability to do what is necessary to effectively carry 
out their job. Lack of authority to reward/punish employees as necessary 
not only results in inefficiency but can be a source of frustration and 
job stress as well. These items are from the 1979 0PM study. 

Section 2k. Employee Demographics (p.25 OJ87-190 and p.35; Q25Q-258) 

The items which describe the demographic structure of the NPS workforce are 
among the most important in the questionnaire. For example, QJ87 through 
Q.190 ask about employees' retirement intentions. Knowing what year 
employees plan to retire is important in estimating future personnel needs. 
Knowing employees' level of education and field of study (0.253) gives some 
indication of the kind of expertise - some of which is probably untapped at 
present - which is available to the organization. Finally, an employee's 
work location history (0258) may be an important variable in determining 
feelings of satisfaction and intrinsic motivation and in identifying 
career paths for certain job classifications. These are just a few of the 
uses of demographic data contained in the survey. 
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SURVEY INSTRUCTIONS 
PLEASE READ CAREFULLY 

Many of the questions in this survey ask you how much you agree wi th things related to your job, how 
important they are, and how often they happen. 

The questions appear in several ways. Below is an example of how an employee might answer some 
questions about Park Service policy on wearing uni forms. 

These items ask your feelings 
about Park Service uni form policy. 
(Circle one response) 

Q-1 

Q-2 

For my job it really isn't necessary to wear 
a uni form 

Employees who are required to wear 
uni forms should not receive an al lowance 
to help pay f o r t h e m 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

In this example the answers to each question are wr i t ten off to the side. This employee circled one 
answer. Other questions may look like Q-3: 

Q-3 Do you like the Park Service uni form policy? (Circle one number) 
1 YES 
2 NO 
3 UNDECIDED 

In this example the answers to the question are underneath. The employee liked the policy and circled 
number 1 to answer YES. 

Some questions wi l l be a little different f rom these examples, so please fo l low the directions given at 
the beginning of each set of questions. Be sure to read all the answer choices before choosing and 
circling your answer. Sometimes the directions may tell you to skip certain questions. Follow the arrow 
and begin work ing again at the question it points to. If you do not see an arrow by the answer you have 
chosen, go on to the next quest ion. 

PRIVACY ACT STATEMENT: Sol ic i tat ion of this in format ion is authorized by Executive Order 9830 and 
Department of the Interior, Departmental Manual (370 DM 230. 2.1). The in format ion wi l l only be used to 
prepare aggregate statistical reports. Whi le we need your input and urge your cooperat ion, part ic ipat ion is 
voluntary and decl in ing to respond wi l l have no effect on you . 

,.r.£-) |>] - . ( i s Ut LS'iCNNAIRK Ana 

L'CLYP'.'iHTEC BY CLIMATE DIAGNOSTICS INC. ASP u t r -DY. . , . 

THEIR I'EBM'iLLICN. 
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These questions ask about your immediate supervisor—the individual that 
you report to directly. How much do you agree or disagree with each state
ment? (Circle one response for each statement) 

STRONGLY 
AGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

Q-1 My supervisor deals wi th subordinates 
well 

Q-2 My supervisor handles the administrat ive 
parts of his/her job wel l 

Q-3 My supervisor knows the technical parts of 
his/her job wel l 

Q-4 My supervisor asks my opinion when a 
problem related to my work arises . . . . 

Q-5 My supervisor encourages me to help in 
developing work methods and job 
procedures 

Q-6 My supervisor encourages subordinates to 
participate in important decisions . . . . 

Q-7 My supervisor insists that subordinates 
work hard 

Q-8 My supervisor demands that subordinates 
do high quality work 

Q-9 My job duties are clearly defined by my 
supervisor 

Q-10 My supervisor sets clear goals for me in my 
present job 

Q-11 My supervisor and I agree on what "good 
per formance" means 

Q-12 My supervisor evaluates my performance 
on things not related to my job 

Q-13 My supervisor discusses wi th me the 
specific reason for the performance rating I 
receive 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 
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STRONGLY 
AGREE AGREE 

STRONGLY 
UNDECIDED DISAGREE DISAGREE 

Q-14 My supervisor considers the performance 
appraisal of subordinates to be an 
important part of his her duties 

Q-15 This organization considers performance 
appraisal to be an important part of a 
supervisor's duties 

Q-16 My supervisor is a difficult person for me to 
get along wi th 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

VERY 
OFTEN OFTEN SOMETIMES RARELY NEVER 

Q-17 

Q-18 

How frequently do you receive feedback 
f rom your supervisor that helps you 
improve your performance? 

How frequently wou ld you like to receive 
feedback f rom your supervisor relative to 
your performance? 

VERY 
OFTEN 

VERY 
OFTEN 

OFTEN SOMETIMES RARELY NEVER 

OFTEN SOMETIMES RARELY NEVER 

The fo l lowing questions ask about the kind of supervision you receive and the 
way you feel about it. As above, think in terms of your immediate supervisor. 
(Circle one number for each question) 

Q-19 The supervision I receive is the kind that: 

1 Greatly discourages me f rom giving extra effort 
2 Tends to discourage me f rom giving extra effort 
3 Has little influence on me 
4 Encourages me to give extra effort 
5 Greatly encourages me to give extra effort 

Q-20 How satisfied are you wi th the reception your supervisor gives your ideas and suggestions? 

1 Very dissatisfied 
2 Somewhat dissatisfied 
3 Neither satisfied nor dissatisfied 
4 Somewhat satisfied 
5 Very satisfied 
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Q-21 In terms of work-related habits and on-the-job behavior, the person who supervises me has: 

1 Many more good traits than bad ones 
2 More good traits than bad ones 
3 About the same number of good traits as bad ones 
4 More bad traits than good ones 
5 Many more bad traits than good ones 

Q-22 Do you ever have the feeling you would be better off working under different supervision? 

1 I almost always feel this way 
2 I frequently feel this way 
3 I occasionally feel this way 
4 I seldom feel this way 
5 I never feel this way 

Q-23 How do you feel about the supervision you receive? 

1 I am extremely satisfied 
2 I am well satisfied 
3 I am only moderately satisfied 
4 I am somewhat dissatisfied 
5 I am very dissatisfied 

Q-24 How does the way you are treated by your supervisor influence your overall attitude toward your 
job? 

1 It has very unfavorable influence 
2 It has a slightly unfavorable influence 
3 I has no real effect 
4 It has a favorable influence 
5 It has a very favorable influence 

Q-25 Have you received at least one performance rating while working forthe National Park Service? 
(Circle one number) 

GO TO Q-31 

Q-26 through Q-30 on the next page ask about your annual performance 
appraisal by your supervisor. Do not answer the questions in terms of other 
performance reviews, such as research grade evaluations. 

1 NO -

•2 YES 
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STRONGLY 
AGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

Q-26 My performance rating presents a fair and 
accurate picture of my actual job 
performance 

Q-27 My performance elements take into 
account the most important parts of my job 

STRONGLY 
AGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

How much did your last performance rating help you to: 

HELPED MARGIN- NOT 
A GREAT QUITE SOMEWHAT ALLY AT ALL 

DEAL HELPFUL HELPFUL HELPFUL HELPFUL 

Q-28 improve your performance? 

Q-29 determine your contribution to the 
organization? 

Q-30 assess your strengths and weaknesses in 
performing your job? 

A GREAT 
DEAL 

A GREAT 
DEAL 

A GREAT 
DEAL 

QUITE 

QUITE 

QUITE 

MARGIN- NOT 
SOMEWHAT ALLY AT ALL 

MARGIN- NOT 
SOMEWHAT ALLY AT ALL 

MARGIN- NOT 
SOMEWHAT ALLY AT ALL 

These items ask how you feel about the way the National Park Service 
promotes employees and rewards good performance. 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-31 I am satisfied with my chances for getting a 
promotion 

Q-32 I am not sure what determines how I can 
get a promotion in this organization . . . 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 
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STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-33 The procedures used to select people for 
promot ion are fair 

Q-34 Under the present system, financial 
rewards are seldom related to employee 
performance 

Q-35 Promotions or unscheduled pay increases 
usually depend on how well a person 
performs his/her job 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

VERY 

LIKELY 
SOMEWHAT NOT NOTATALL DON'T 

LIKELY LIKELY LIKELY LIKELY KNOW 

Q-36 How likely is it that your own hard work 
wil l lead to recognit ion as a good 
performer? 

Q-37 How likely is it that you wi l l be promoted 
or given a better job if you perform 
especially well? 

Q-38 How likely is it that you wi l l have better 
job security if you perform especially 
well? 

Q-39 How likely is it that you wi l l get a cash 
reward or quality step increase if you 
perform your job especially well? . . . 

VERY SOMEWHAT NOT NOTATALL DON'T 

LIKELY LIKELY LIKELY LIKELY LIKELY KNOW 

VERY SOMEWHAT NOT NOTATALL DON'T 

LIKELY LIKELY LIKELY LIKELY LIKELY KNOW 

VERY SOMEWHAT NOT NOTATALL DON'T 

LIKELY LIKELY LIKELY LIKELY LIKELY KNOW 

VERY SOMEWHAT NOT NOTATALL DON'T 

LIKELY LIKELY LIKELY LIKELY LIKELY KNOW 

Q-40 If the Park Service were going to recognize you for outstanding performance, what wou ld be your 
first and second choices for an award? (Please put a "1" before your first choice and a "2"before 
your second choice.) 

I I cash bonus 

I | more t ime off 

I I increase in salary; job responsibil it ies remain the same 

I | increase in salary; job responsibil it ies increase (promotion) 

I | other (please indicate) 
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The next few questions are about your feelings concerning relocation. 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-41 One of the things I like about work ing for 
the National Park Service is the opportuni ty 
to move several t imes in my career 

Q-42 There should be more opportuni ty for -
career development and promot ion in the 
Park Service wi thout relocation 

Q-43 In general, if people want to advance in the 
Park Service, they must be wi l l ing to 
relocate 

Q-44 Generally speaking, Park Service managers 
s/?ou/c/work in several areas during their 
careers 

Q-45 I expected to be relocated on a regular 
basis when I began work ing fo r the Park 
Service 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-46 Which statement describes your attitude toward moving to another Park Service location? (Circle 
one number) 

1 I wou ld not accept a transfer f rom my present location under any circumstances. 

2 I wou ld not accept a transfer to a different 
location except to protect my job. 

3 I wou ld accept a transfer to a different location 
if there were the right incentives for me. GOTOQ-48 

4 I am open to the possibil i ty of relocation 
and wou ld consider any offers made. —> GOTOQ-48 
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Q-47 Why wou ld you not accept a transfer? (Circle the numbers of all that apply) 

1 negative impact of move on spouse's career 

2 negative impact of move on children 

3 leaving fr iends and fami ly behind 

4 not being able to sell my home 

5 paying higher interest rate on a new home mortgage 

6 don't want to leave the unique features of this region 

7 too close to retirement to move 

8 the move might cost more than the government wou ld pay 

9 don't want to leave this communi ty 

10 other (please indicate) 

11 other (please indicate) 

GO TO Q-49 

Q-48 Based upon your present si tuat ion, which would be the three most important incentives for you 
to transfer. (Please place a "1" beside the most important incentive, a "2" beside the second 
most important incentive, and a "3" beside the third most important.) 

I | increased salary, job responsibil it ies remain the same 

I | increased salary, job responsibil it ies increase (promotion) 

I | the chance to get out of current work situation 

I I duty in a certain park or location —* Which one? 

I I government compensat ion for housing cost differential 

I | job search assistance for spouse 

I I assistance in locating suitable housing 

I | other (please specify) 
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Q-49 Are there any comments you wou ld like to make concerning your feelings about relocation? 
(Circle one number) 

1 NO 
2 YES (please specify)-

The fo l lowing items ask about your career development goals. 

STRONGLY 
AGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

Q-50 Overall, advancing my career is more 
important to me than living in a particular 
area of the country 

Q-51 I have a wel l-developed plan for where I 
want to be in my career five years f rom 
now 

Q-52 I hope to assume more supervisory 
responsibil i ty than I have now 

Q-53 I know what opportunit ies are open to me 
in the Park Service 

Q-54 I plan to advance as far as I possibly can in 
the Park Service 

Q-55 I am wi l l ing to go where the Park Service 
sends me if it wi l l advance my career . . . 

Q-56 My career advancement wi l l be slow (If you 
agree, please indicate why. If you plan to 
retire in 5 years or less, circle "NA.") . . . 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONCIT 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE NA 



138 

Q-57 The training available to me supported by the National Park Service is adequate for my career 
goals. 

STRONGLY 
AGREE AGREE 

(if you disagree please explain) 
UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

Q-58 Would you like to work in the Washington Office (WASO)? 
1 NO 
2 YES 
3 NOT APPLICABLE, I work there now 

Q-59 Would you like to work in a Regional Office? 
1 NO 
2 YES 
3 NOT APPLICABLE, I work in one now 

These questions ask your opinion regarding Park 
Service government quarters. 

Q-60 Which of the statements below describes your experience wi th Park Service government 
quarters? (Circle one number) 

1 I have never lived in government quarters.—>| GO TO Q-68 
2 I usedto live in government quarters, but I don't now. 
3 I presently live in government quarters. 

GO TO Q-61 
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These questions are about your experience wi th Park Service 
government quarters. If you are in government quarters now, piease 
answer according to your present feelings. If you don't live there now, 
but used to, answer in terms of the way you remember them. 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-61 For the money, government quarters are 
(were) a good value 

Q-62 Government quarters are (were) well 
maintained and repaired 

Q-63 The quality of government quarters is 
(was) good 

Q-64 I view(ed) the availabil ity of government 
quarters as an important part of the 
compensat ion for my job 

Q-65 In general, I am (was) satisfied wi th l iving 
in government quarters 

Q-66 The space I have (had) in government 
quarters is (was) adequate 

Q-67 Living in government quarters is (was) 
inconvenient to me or members of my 
f a m i I y (If you agree, please explain) . . 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-68 

Q-69 

Q-70 

I wou ld not accept a transfer if I 
were required to live in government 
quarters 

I wou ld not accept a transfer unless I could 
live in government quarters 

I wou ld prefer not to live in government 
quarters (If you agree, please explain) . . 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY 
AGREE UNDECIDED DISAGREE DISAGREE 
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Q-71 Do you feel that the Park Service government quarters policy should be changed? (Circle one 
number) 

1 NO — » | GO TO Q-73 

I 2 Y E S I 1 
3 DON'T KNOW —>| GO TO Q-73 

Q-72 In what ways should the government quarters policy be changed? 

The next three questions ask about your intention to remain 
with the National Park Service. 

Q-73 During the past year, have you seriously considered quitting your job with the Park Service? 
(Circle one number) 

1 NO 
2 YES 
3 NOT APPLICABLE (planning to retire, or haven't worked here for one year) 

Q-74 During the next year, do you think you will look for a new job outside of the Park Service? (Circle 
one number) 

GO TO Q-76 1 NO -
•2 YES 
3 NOT APPLICABLE (plan to retire during next year) 

Q-75 What are the reasons you have decided to look for a new job? 

1 

2 

3 

GO TO Q-76 
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Listed below are ways that you might feel about the National Park 
Service as an organization for which to work. Please indicate your 
agreement or disagreement wi th each statement. 

STRONGLY 
AGREE AGREE 

STRONGLY 
UNDECIDED DISAGREE DISAGREE 

Q-76 I am wi l l ing to put in a great deal of effort 
beyond that normal ly expected in o rder to 
help the Park Service be successful . . . . 

Q-77 I talk up the Park Service to my friends as a 
great organization to work for 

Q-78 I wou ld accept almost any type of job 
assignment in o rder to keep working for 
the Park Service 

Q-79 I feel little loyalty to the Park Service . . . 

Q-80 I f ind that my values and the Park Service's 
values are very similar 

Q-81 I am proud to tell others that I am part of 
the Park Service 

Q-82 I could just as wel l be work ing for a 
different organization as long as the type of 
work were similar 

Q-83 The Park Service really inspires the best in 
me in the way of job performance . . . . 

Q-84 It wou ld take very little change in my 
present circumstances to cause me to 
leave the Park Service 

Q-85 I am extremely glad I chose the Park 
Service to work for over other 
organizations I was considering at the t ime 
I joined 

Q-86 There's not much to be gained by sticking 
wi th the Park Service indefinitely 

Q-87 Often, I f ind it diff icult to agree wi th the 
Park Service's policies on important 
matters relating to its employees 

Q-88 I really care about the fate of the Park 
Service 

Q-89 For me, this is the best of all possible 
organizations for which to work 

Q-90 Deciding to work for the Park Service was a 
definite mistake on my part 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 
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Please tell us your level of agreement or disagreement wi th the 
fo l lowing statements regarding your present job. 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-91 The most important things that happen to 
me involve my present job 

Q-92 To me, my job is only a small part of who I 
am 

Q-93 I am very much involved personally in my 
job 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

Q-94 I live, eat and breathe my job 

Q-95 Most of my interests are centered around 
my job 

Q-96 I have strong ties wi th my present job 
which wou ld be very diff icult to break 

Q-97 Usually, I feel detached f rom my job . . 

Q-98 Most of my personal life goals are job-
oriented 

Q-99 I consider my job to be very central to my 
existence 

Q-100 I like to be absorbed in my job most of the 
t ime 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

STRONGLY 
AGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

AGREE UNDECIDED DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

STRONGLY 
DISAGREE 

Q-101 My job makes good use of my abilities 
STRONGLY 

AGREE AGREE UNDECIDED DISAGREE 
STRONGLY 
DISAGREE 

Q-102 Does your job al low you to use your abilities as much as you would like? 

1 YES 

2 NO 

GO TO Q-104 

Q-103 If you answered " N O " to Q-102, please give reasons why. 

1 

2 
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These questions are to f ind out how much say you have in deciding 
how to do your job. (Circle one number for each question) 

Q-104 In general, how much say or influence do you have on what duties your job involves? 

1 a very great deal of influence 
2 a great deal of influence 
3 quite a bit of influence 
4 some influence 
5 little or no influence 

Q-105 To what extent are you able to decide how to do your job? 

1 to a very great extent 
2 to a great extent 
3 to quite an extent 
4 to some extent 
5 to little or no extent 

Q-106 In general, how much say or influence do you have on what goes on in your work group? 

1 a very great deal of influence 
2 a great deal of influence 
3 quite a bit of influence 
4 some influence 
5 little or no influence 

Q-107 In general, how much say or influence do you have on decisions which affect your job? 

1 a very great deal of influence 
2 a great deal of influence 
3 quite a bit of influence 
4 some influence 
5 little or no influence 

Q-108 My superiors are receptive and listen to my ideas and suggestions. 

1 strongly agree 
2 agree 
3 neither agree nor disagree 
4 disagree 
5 strongly disagree 
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Please tell us how you feel about the amount and type 
of communication you receive on your job. 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-109 I am told promptly when there is a change 
in policy, rules or regulations that affects 
me 

Q-110 The information I get through formal 
channels helps me perform my job . . . . 

Q-111 Overall, I am satisfied with the 
communication that takes place within this 
park/office 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 
AGREE AGREE UNDECIDED DISAGREE DISAGREE 

The following statements describe characteristics of jobs in general. 
For each statement, please circle the appropriate response to show 
how much the characteristic applies to your particular job. 

Q-112 I have enough time to complete my work . 

Q-113 I feel certain about how much authority I 
have 

Q-114 Clear, planned goals and objectives exist 
for my job 

Q-115 I know what my responsibilities are . . . . 

Q-116 I receive an assignment without adequate 
resources and materials 

Q-117 I know exactly what is expected of me . . 

Q-118 I work on unnecessary things 

Q-119 Explanation is clear of what has to be done 

Q-120 I know that I have divided my time properly 

Q-121 My official job description accurately 
reflects the duties that I actually perform 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 

VERY SLIGHTLY SLIGHTLY VERY 
TRUE TRUE NEITHER FALSE FALSE 
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The next few questions are to f ind out if you feel your work schedule is 
interfering wi th your fami ly responsibil it ies and to f ind out what type 
of work schedule you prefer. 

GO TO Q-125 

Q-122 Which of the categories below describes your current marital situation? (Circle one number) 

1 single, never marr ied— 
2 separated 
3 divorced 
4 w idowed— 

I 5 married 

Q-123 Is your spouse employed? 

1 NO - _ _ 
2 YES, part-t ime 
3 YES, ful l- t ime 

GO TO Q-125 

Q-124 What is his or her occupation? (Circle one number) 

1 Park Service employee: job title.. 
2 Non-Park Service employee: jobtitle-

Q-125 Do you have any children? 

1 NO -
-2 YES 

GO TO Q-128 

Q-126 How many children? (number of children) 

Q-127 What age groups do your children fall in? 
(Please write in the boxes the number of children in each category) NO LIVING 

WITH YOU 
NO. LIVING 
ELSEWHERE 

1 Four years old or younger 

2 Five through nine years old 

3 Ten through fourteen years old 

4 Fifteen through seventeen years old 

5 Eighteen years old or older 



146 

Q-128 Do you ever assume the major responsibil i ty for the routine physical care of children or other 
dependents in your household? (Circle one number) 

1 NO -
2 YES 

GO TO Q-132 

Q-129 How often does this responsibil i ty occur? (Circle one number) 

1 everyday 
2 a few days per week 
3 a few days per month 
4 every few months 
5 other (please indicate how often) 

Q-130 Does your Park Service work schedule interfere wi th your responsibil it ies to dependents? (Circle 
one number) 

1 NO -
-2 YES 

GO TO Q-132 

Q-131 Please give reasons why your schedule interferes. 

1 

Q-132 What type of work schedule do you have at present? (Circle one number) 

1 5-day, f ixed 40-hour week 
2 4-day, f ixed 40-hour week 
3 f lext ime (5-day, variable 40-hour week) 
4 5-4/9 plan 
5 5-day, 40-hour week, rotating shifts 
6 permanent part-t ime (please indicate what kind) 
7 other (please indicate what kind) 

Q-133 In terms of your overall personal si tuation, which of the fo l lowing work schedules would you 
prefer to work under? (Circle one number) 

1 5-day, f ixed 40-hour week 
2 4-day, f ixed 40-hour week 
3 f lext ime (5-day, variable 40-hour week) 
4 5-4/9 plan 
5 5-day, 40-hour week, rotating shifts 
6 permanent part-t ime (please indicate what kind) 
7 other (please indicate what kind) 
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The next few questions ask your opinion regarding personal/emotional 
problems that National Park Service employees may face. 

Q-134 Do you feel that alcohol or drug abuse 
problems affect performance of your work 
group? 

Q-135 Do you feel that personal/emotional 
problems other than those of alcohol or 
drug abuse affect performance of your 
workgroup? 

Q-136 Are there sources of stress in your personal 
life that are affecting your performance at 
work? 

NOT AT 

ALL 

NOT AT 

ALL 

VERY A GREAT 

LITTLE SOMEWHAT MODERATELY DEAL 

VERY A GREAT 

LITTLE SOMEWHAT MODERATELY DEAL 

NOT AT VERY A GREAT 

ALL LITTLE SOMEWHAT MODERATELY DEAL 

NOT AT VERY A GREAT 

ALL LITTLE SOMEWHAT MODERATELY DEAL 

Q-137 Do you believe that additional employee counseling programs are needed in the National Park 
Service for: 

1 Alcoholism YES NO NOT SURE 

2 Drug abuse YES NO NOT SURE 

3 Personal problems YES NO NOT SURE 

Comments: 

Q-138 Have you worked for the Park Service in an area that you would consider socially isolated? 

1 NO -
2 YES 

GO TO Q-142 

Q-139 As an example, give the name of the most recent socially isolated area in which you worked 
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Q-140 In your experience, are the following problems among employees or their families more 
common in isolated assignments than in non-isolated assignments? (Circle one response for 
each item) 

1 Alcoholism YES NO NOT SURE 

2 Drug abuse YES NO NOT SURE 

3 Personal problems YES NO NOT SURE 

Q-141 Did living in an isolated location create certain problems or stresses that were difficult for you or 
your family to deal with? (Circle one number) 

1 NO 
2 YES—> Please explain 

Q-142 Do you feel that the National Park Service adequately prepares and assists employees and their 
families in adjusting to socially isolated areas? (Circle one number) 

— 1 NO 
2 YES 
3 DON'T KNOW 

•>How could this preparation or assistance be improved? . 
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How important was each of the fo l lowing in your decision to work for 
the National Park Service? 

VERY MODERATELY SOMEWHAT NOT DON'T 
IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

Q-143 Amount of job security I wou ld have . . . 

Q-144 Amount of retirement benefits I wou ld 
have 

Q-145 Amount of health and life insurance 

benefits I wou ld have 

Q-146 Salary I wou ld have 

Q-147 Promotional opportunit ies available to me 

Q-148 Opportuni ty to live in or near national 
parks 

Q-149 Opportuni ty to live in rural area or 
communi ty 

Q-150 Challenging work responsibil i t ies . . . . 

Q-151 Opportuni ty to be part of NPS mission of 
conservation and preservation 

Q-152 Opportunity for public service 

Q-153 Opportunity to move and live in several 

different areas 

Q-154 Best job opportuni ty for me 

Q-155 Professional opportunit ies available to me 

Q-156 Possibilities for on-the-job training . . . . 

Q-157 Didn't want to relocate my residence . . . 

Q-158 Other (please specify) 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 

VERY MODERATELY SOMEWHAT NOT DON'T 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT RECALL 
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Q-159 Which of the above items (Q-143 - Q-158) were most important at the t ime you decided to work 
for the National Park Service? (Put number of item in appropriate box) 

most important 

second most important 

third most important 

In terms of your reasons for continuing to work for the National Park 
Service, how important is each of the fo l lowing to you? 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

Q-160 Amount of job security I have 

Q-161 Chances for receiving a performance 

reward 

Q-162 Promotional opportunit ies available to me 

Q-163 Salary I have 

Q-164 Getting a personal feeling of 
accompl ishment f rom my job 

Q-165 Respect I receive f rom the people I work 
wi th 

Q-166 Social relationships wi th other NPS 
employees 

Q-167 Amount of retirement benefits I wi l l have . 

Q-168 Amount of my health and life insurance 
benefits 

Q-169 Opportuni ty to live in or near national 
parks 

VERY MODERATELY SOMEWHAT NOT 
IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 
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VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

Q-170 Opportunity to live in a rural area or 
community 

Q-171 Challenging work responsibilities . . . . 

Q-172 Opportunity to be a part of NPS mission of 
conservation and preservation 

Q-173 Opportunity for public service . . . . . . . 

Q-174 Opportunity to move and live in several 

different areas 

Q-175 Professional opportunities available to me 

Q-176 Possibilities for on-the-job training . . . . 

Q-177 Best job opportunity for me 

Q-178 Don't want to relocate my residence . . . 

Q-179 Other (please specify) 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 
IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 
IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

VERY MODERATELY SOMEWHAT NOT 

IMPORTANT IMPORTANT IMPORTANT IMPORTANT UNDECIDED 

Q-180 Which of the above items (Q-160-Q-179) are most important to you? (Put number of item in 
appropriate box) 

most important 

second most important 

third most important 
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The following questions ask about the treatment of individuals in vari
ous groups in the National Park Service. 

Q-181 Are you a member of any of the following groups? (Circle all that apply) 

-1 WOMEN 
2 ETHNIC MINORITY 
3 RACIAL MINORITY 

-4 PHYSICALLY OR DEVELOPMENTALLY HANDICAPPED 

5 NO-
GO TO Q-183 

6 DON'T WISH TO RESPOND-

Q-182 Of the following four questions, answer only the ones that apply to you. 

MUCH 

WORSE WORSE 

MUCH 

SAME BETTER BETTER UNDECIDED 

WOMEN: Because of your sex, how are 
you treated compared to your 
male co-workers? 

ETHNIC MINORITIES: Because of your 
ethnicity, how are you treated 
compared to your co
workers? 

RACIAL MINORITIES: Because of your 
race, how are you treated 
compared to your co
workers? 

HANDICAPPED: Because of your 
disability, how are you 
treated compared to your 
nondisabled co-workers? . . 

MUCH MUCH 

WORSE WORSE SAME BETTER BETTER UNDECIDED 

MUCH 

WORSE WORSE 

MUCH 

WORSE 

MUCH 

WORSE 

WORSE 

WORSE 

MUCH 

SAME BETTER BETTER UNDECIDED 

SAME 

SAME 

BETTER 

BETTER 

MUCH 

BETTER UNDECIDED 

MUCH 
BETTER UNDECIDED 
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The next questions are about job-related stress. 

Q-183 How is stress resulting f rom your job affecting you? (Circle one number) 

1 I am not experiencing any job stress. — > GO TO Q-187 

2 The level of job stress I feel is enough to motivate 
me to do my job, but is causing no personal problems. 

3 The level of job stress I feel has resulted in some 
personal problems for me, but they are not serious. — > 

4 The level of job stress I feel has 
resulted in personal problems for me. 

GO TO Q-186 

GO TO Q-184 

GO TO Q-184 

Q-184 What is the souce of the job stress you feel? (Circle the number of each item that applies) 

1 conflict wi th supervisor 
2 conflict wi th subordinates 
3 conflict wi th co-workers 
4 inadequate direction f rom supervisor 
5 unrealistic deadlines for assigned tasks 
6 inadequate resources or personnel to complete assigned tasks 
7 lack of challenging work assignments 
8 job interference wi th home life 
9 other (please indicate) 

Q-185 What could be done to reduce the level of job stress you are experiencing? (Be as specific as 
possible) 

1 

Q-186 Is job stress decreasing the quality of your work? (Circle one number) 

1 NOT AT ALL 
2 SOMETIMES 
3 FREQUENTLY 
4 ALMOST ALL OF THE TIME 
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These questions are about your retirement intentions. 

Q-187 Wil l you be eligible for retirement in the next five years? (You are eligible if you are age 55 and 
have 30 years of service, age 60 and have 20 years of service, or age 62 and have 5 years of 
service) 

-1 NO 
-2 YES 

Q-188 What year wi l l you be (or were you) eligible to retfre? 
(year) 

^Q-189 Do you plan to retire the same year you become eligible? 

-1 NO 
2 YES 
3 DON'T KNOW. GO TO Q-191 

Q-190 How many years past the year you become eligible to retire do you plan to work? 
(number of years) 

The next four questions relate to work effort. 

Q-191 Please rate the amount of effort you put out in performing work activities during an average 
workday. (Circle one number) 

VERY LITTLE AVERAGE VERY INTENSIVE 
EFFORT EFFORT EFFORT 

1 2 3 4 5 6 7 8 9 10 

Q-192 Now, please rate the amount of work effort you see others in your immediate work group putt ing 
out in performing work activit ies'during an average workday. (Circle one number) 

VERY LITTLE AVERAGE VERY INTENSIVE 
EFFORT EFFORT EFFORT 

1 2 3 4 5 6 7 8 9 10 

Q-193 Do you feel there is a need to increase the effort of your work group? 

1 NO -
•2 YES 

GO TO Q-195 

Q-194 Please suggest two things that could be done to increase the effort of your work group. (Be as 
specific as possible) 

1 

2 



155 

Please indicate your level of agreement with each of the following items. 

Q-195 Doing my job well gives me a feeling that 
I've accomplished something worthwhile . 

Q-196 I enjoy doing my job for the personal 
satisfaction it gives me 

Q-197 Doing my job well makes me feel good 
about myself as a person . 

Q-198 Considering everything about the Park 
Service, it is a good organization to work 
for 

Q-199 Employees do not have much opportunity 
to influence what goes on in the Park 
Service 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

Q-200 In general I am satisfied with my job 
STRONGLY 

AGREE 

STRONGLY 

AGREE UNDECIDED DISAGREE DISAGREE 

The next series of questions asks about your experience in working for 
the National Park Service. 

Q-201 There is something about working for the Park Service that: 

1 Greatly encourages me to do my best 
2 Definitely encourages me to do my best 
3 Only slightly encourages me to do my best 
4 Tends to discourage me from doing my best 
5 Definitely discourages me from doing my best 

Q-202 From my experience, I feel the Park Service probably treats its employees: 

1 Poorly 
2 Somewhat poorly 
3 Fairly well 
4 Quite well 
5 Extremely well 
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Q-203 How does working for the Park Service influence your overall attitude toward your job? 

1 It has a very unfavorable influence 
2 It has an unfavorable influence 
3 It has no influence one way or the other 
4 It has a favorable influence 
5 It has a very favorable influence 

Q-204 How do you describe the Park Service as an organization to work for? 

1 Couldn't be much better 
2 Very good 
3 Fairly good 
4 Just another place to work 
5 Poor 

Q-205 Work like mine: 

1 Discourages me f rom doing my best 
2 Tends to discourage me f rom doing my best 
3 Makes little difference 
4 Slightly encourages me to do my best 
5 Greatly encourages me to do my best 

Q-206 How often when you f inish a day's work do you feel you've accomplished something really 
worthwhi le? 

1 A l l o f t h e t i m e 
2 Most of the t ime 
3 About half of the t ime 
4 Less than half of the t ime 
5 Rarely 

Q-207 How does the kind of work you do influence your overall attitude toward your job? 

1 It has a very unfavorable influence 
2 It has a sl ightly unfavorable influence 
3 It has no influence one way or the other 
4 It has a fairly favorable influence 
5 It has a very favorable influence 

Q-208 How many of the things you do on your job do you enjoy? 

1 Nearly all 
2 More than half 
3 About half 
4 Less than half 
5 Almost none 
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Q-209 How much of the work you do stirs up a real enthusiasm on your part? 

1 Nearly all of it 
2 More than half of it 
3 About half of it 
4 Less than half of it 
5 Almost none of it 

Q-210 How do you feel about the kind of work you do? 

1 Don't like it, wou ld prefer some other kind of work 
2 It's OK, there's other work I like better 
3 I like it, but there is other work I like as much 
4 I like it very much 
5 It's exactly the kind of work I like best 

Q-211 I feel my work load is: 

1 Never too heavy 
2 Seldom too heavy 
3 Sometimes too heavy 
4 Often too heavy 
5 Almost always too heavy 

Q-212 How does the amount of work you're expected to do influence the way you do your job? 

1 It never al lows me to do a good job 
2 It seldom allows me to do a good job 
3 It has no effect on how I do my job 
4 It usually al lows me to do a good job 
5 It always al lows me to do a good job 

Q-213 How does the amount of work you're expected to do influence your overall attitude toward your 
job? 

1 It has a very favorable influence 
2 It has a favorable influence 
3 It has no influence one way or another 
4 It has an unfavorable influence 
5 It has a very unfavorable influence 

Q-214 How do you feel about the amount of work you're expected to do? 

1 Very dissatisfied 
2 Somewhat dissatisfied 
3 Neither satisfied nor dissatisfied 
4 Somewhat satisfied 
5 Very satisfied 
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Q-215 How do you generally feel about the employees you work with? 

1 They are the best group I could ask for 
2 I like them a great deal 
3 I like them fairly wel l 
4 I have no feeling one way o r the other 
5 I don't particularly ca re fo r them. 

Q-216 How is your overall attitude toward your job influenced by the people you work with? 

1 It is very favorably influenced 
2 It is favorably influenced 
3 It is not influenced one way o r the other 
4 It is unfavorably influenced 
5 It is very favorably influenced 

Q-217 The example my fel low employees set: 

1 Greatly discourages me f rom working hard 
2 Somewhat discourages me f rom working hard 
3 Has little effect on me 
4 Somewhat encourages me to work hard 
5 Greatly encourages me to work hard 

Q-218 How much does the way your co-workers handle their jobs add to the success of this Park/Office? 

1 It adds almost nothing 
2 It adds very little 
3 It adds only a little 
4 It adds quite a bit 
5 It adds a very great deal 

Q-219 Among your co-workers there is: 

1 A v e r y great deal of fr ict ion 
2 Quite a bit of fr ict ion 
3 Some fr ict ion 
4 Very little fr ict ion 
5 Almost no fr ict ion 

Q-220 Is your pr imary workplace inside or outside? (Circle one number) 

1 indoors 
2 outdoors 



159 

Q-221 and Q-222 ask about your workplace. Think about your primary 
workplace while completing these questions. 

Q-221 How do you feel about the physical working conditions on your job? 

1 Extremely satisfied 
2 Well satisfied 
3 Only moderately satisfied 
4 Somewhat dissatisfied 
5 Very dissatisfied 

Q-222 How do the physical working conditions affect the way you do your job? 

1 They help me a great deal 
2 They help me a little 
3 They make little difference 
4 They tend to make it difficult 
5 They make it very difficult 

Q-223 Forthe job I do, I feel the amount of money I make is: 

1 Extremely good 
2 Good 
3 Neither good nor poor 
4 Fairly poor 
5 Very poor 

Q-224 Considering what it costs to live in this area, my pay is: 

1 Very inadequate 
2 Inadequate 
3 Barely adequate 
4 Adequate 
5 More than adequate 

Q-225 Does the way pay is handled by the National Park Service make it worthwhile 
for a person to work especially hard? 

1 It definitely encourages hard work 
2 It tends to encourage hard work 
3 It makes little difference 
4 It tends to discourage hard work 
5 It definitely discourages hard work 
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Q-226 How does the amount of money you now make influence your overall attitude toward your job? 

1 It has a very favorable influence 
2 It has a fairly favorable influence 
3 It has no influence one way orthe other 
4 It has a slightly unfavorable influence 
5 It has a very unfavorable influence 

Q-227 How do you feel about your future with the Park Service? 

1 I am very worried about it 
2 I am somewhat worried about it 
3 I have mixed feelings about it 
4 I feel good about it 
5 I feel very good about it 

Q-228 How do your feelings about your future with the Park Service influence your overall attitude 
toward your job? 

1 They have a very favorable influence 
2 They have a favorable influence 
3 They have no influence one way or the other 
4 They have a slightly unfavorable influence 
5 They have a very unfavorable influence 

Q-229 The way my future with the Park Service looks to me now: 

1 Hard work seems very worthwhile 
2 Hard work seems fairly worthwhile 
3 Hard work seems worthwhile 
4 Hard work hardly seems worthwhile 
5 Hard work seems almost worthless 

Q-230 Do you feel you are getting ahead in the Park Service? 

1 I'm making a great deal of progress 
2 I'm making some progress 
3 I'm not sure 
4 I'm making very little progress 
5 I'm making no progress 

Q-231 How secure are you in your present job? 

1 I feel very uneasy about it 
2 I feel fairly uneasy about it 
3 I feel somewhat uneasy about it 
4 I feel fairly sure of it 
5 I feel very sure of it 
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Q-232 Are you officially classified as a supervisor? (Circle one number) 

1 NO -
2 YES 

GO TO Q-250 

Please answer the fo l lowing questions wi th respect to the 
informat ion you need to make best work-related decisions. 

Q-233 How frequently do you feel that you 
receive more information than you need in 
order to make the best work-related 
decisions? 

Q-234 How frequently do you feel that you 
receive less informat ion than you need in 
order to make the best work-related 
decisions? 

Q-235 How frequently do you receive the same 
piece of informat ion more than once? 

Q-236 How frequently do you feel that 
information you receive is of no use in 
making work-related decisions? . . . . 

ALWAYS OFTEN SOMETIMES SELDOM NEVER 

ALWAYS OFTEN SOMETIMES SELDOM NEVER 

ALWAYS OFTEN SOMETIMES SELDOM NEVER 

ALWAYS OFTEN SOMETIMES SELDOM NEVER 

ALWAYS OFTEN SOMETIMES SELDOM NEVER 

Q-237 Organizations have both formal and informal communicat ion channels. Formal channels include 
the official informat ion that comes down to you through the hierarchy and your direct superior, 
and informat ion that is reported up to you by your subordinates. Informal channels include what 
is called " the grapev ine"—where you hear a rumor, or call a friend with whom you have no direct 
report ing relationship in o rder to f ind out what is happening or expected to happen. 

Of the really useful informat ion you receive at work: 

a. About what percent comes through formal channels? % 

b. About what percent do you hear " through the grapevine?" % 
TOTAL 100% 
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Q-238 How important is grapevine communicat ion to you in doing your job well? (Circle one response) 

NOT AT ALL 
IMPORTANT 

NOTVERY 
IMPORTANT 

SOMEWHAT 
IMPORTANT 

VERY 
IMPORTANT 

EXTREMELY 
IMPORTANT 

These questions ask about communicat ion you may have wi th different 
levels in the National Park Service. (Circle one response for each 

statement. If you feel a statement does not apply to you, circle "NA." 
For example, in Q-240, if you do not work in a park, circle "NA.") 

DOES NOT 

APPLY-

NO 

CONTACT 

STRONGLY STRONGLY ATTHIS 

AGREE AGREE UNCERTAIN DISAGREE DISAGREE LEVEL 

Q-239 This park/office has a long way to go 
before communicat ion here wil l be STRONGLY STRONGLY 
satisfactory AGREE AGREE UNCERTAIN DISAGREE DISAGREE NA 

Q-240 I am satisfied wi th the communicat ion I 
exchange wi th the superintendent of the STRONGLY STRONGLY 
park in which I work AGREE AGREE UNCERTAIN DISAGREE DISAGREE NA 

Q-241 I am satisfied wi th the communicat ion I STRONGLY STRONGLY 
exchange wi th the Regional Office . . . AGREE AGREE UNCERTAIN DISAGREE DISAGREE NA 

Q-242 I am satisfied wi th the communicat ion I STRONGLY STRONGLY 
exchange wi th WASO AGREE AGREE UNCERTAIN DISAGREE DISAGREE NA 
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Please indicate your level of agreement with each of the following items. 

STRONGLY 

AGREE 

STRONGLY 

AGREE UNDECIDED DISAGREE DISAGREE 

Q-243 Personnel actions rewarding employees 
for good performance are avoided in the 
Park Service because of the paperwork that 
is required 

Q-244 Supervisors here feel their ability to 
manage is restricted by unnecessary rules 
and regulations 

Q-245 I do not have enough authority to 
determine how I get my job done 

Q-246 I do not have enough authority to remove 
people from their jobs if they perform 
poorly 

Q-247 I do not have enough authority to hire 
competent people when I need them . . . 

Q-248 I do not have enough authority to promote 
people 

Q-249 I do not have enough authority to 
determine my employees'pay 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 

STRONGLY STRONGLY 

AGREE AGREE UNDECIDED DISAGREE DISAGREE 
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The following questions are about your personal background. 

Q-250 Using the key, please indicate in which size place you lived the majority of the time for each age 
group below. (Circle one response for each group) 

KEY: USE THIS TO ANSWER THE ITEMS BELOW 

Farm: means a farm or ranch 
Rural town: means a town under 2,500 people, greater than 50 miles from a city of 50,000 

or more people. 
Nonrural town: means a town under 2,500 people, 50 miles or less from a city of 50,000 or more 

people. 
Small city: means a city of 2,500-9,999 people. 
Medium city: means a city of 10,000-50,000 people. 
Metropolitan area: means a city over 50,000 people. 

AGE GROUPS 

5 years old and under 

6-10 years old . . . . 

11-15years old . . . 

16-18years old . . . 

19-21 years old . . . 

WHICH SIZE PLACE? 

FARM RURAL NONRURAL SMALL MEDIUM METRO 

FARM 

FARM 

FARM 

FARM 

FARM 

RURAL NONRURAL SMALL MEDIUM METRO 

RURAL NONRURAL SMALL MEDIUM METRO 

RURAL NONRURAL SMALL MEDIUM METRO 

RURAL NONRURAL SMALL MEDIUM METRO 

RURAL NONRURAL SMALL MEDIUM METRO 

Q-251 Are you male or female? (Circle one number) 

1 Male 
2 Female 

Q-252 What was your age on your most recent birthday? 

(age) 
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Q-253 What is the highest year of formal schooling you have completed? (Circle one number) 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 

COLLEGE OR OTHER ADVANCED TRAINING 

field of study or training at 
highest level: 

type of certificate or diploma at 
highest level: 

Q-254 Are you : (Circle one number) 

1 American Indian/Eskimo 
2 Asian or Pacific Islander 
3 Black 
4 White 
5 Other 
6 Don't wish to respond 

Q-255 Are you of: (Circle one number) 

1 Hispanic or igin 
2 Non-Hispanic or igin 
3 Don't wish to respond 

Q-256 How many years have you worked as a permanent employee for the National Park Service? 

(years) 

Q-257 Have you ever worked as a seasonal or temporary (tour of duty one year or less) Park Service 
employee? (Circle all that apply) 

1 NO 

2 YES, as a seasonal. How many seasons? 

3 YES, as a temporary. How many months?-

seasons 

months 
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Q-258 In the spaces below, please list in order all the locations you have worked as a permanent 
employee for the Park Service and the number of years you spent in each. (Please list the 
particular field location or office in which you worked, starting with your present location and 
working backward.) 

PRESENT LOCATION:. 

SECOND LOCATION:. 

THIRD LOCATION: 

FOURTH LOCATION: 

FIFTH LOCATION: 

SIXTH LOCATION:_ 

SEVENTH LOCATION:. 

EIGHTH LOCATION:_ 

NINTH LOCATION: 

TENTH LOCATION: 

ELEVENTH LOCATION:. 

TWELFTH LOCATION:-

THIRTEENTH LOCATION:. 

FOURTEENTH LOCATION: 

FIFTEENTH LOCATION: 

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS. 

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS-

NO. OF YEARS. 

Q-259 Would your spouse be willing to complete a short questionnaire (four pages or less) on how Park 
Service organizational policies may be affecting him or her? 

1 NO 
2 YES 
3 NOT APPLICABLE, not married 
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Q-260 Before you return this questionnaire in the postage-paid envelope, is there anything else you 
would like to tell us about your feelings toward the personnel policies of the National Park 
Service? 

I U.S. GOVERNMENT PRINTING OFFICE: 1984—776-031/4015 REGION NO. 8 




