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ABSTRACT 

This  Report examines the  s a t i s f a c t i o n  
t h a t  2 9 9  logging workers from the  B a y  o f  
Plenty and Northland der i ve  from s i x  
aspec ts  o f  t h e i r  job; the  work i t s e l f ,  
o n - s i t e  superv is ion ,  o f f - s i t e  super- 
v i s i o n ,  pay, promotional oppor tun i t i e s  
and co-workers. Greatest  s a t i s f a c t i o n  
was expressed w i th  t h e i r  immediate 
supervisor and co-workers. These were 
followed by s a t i s f a c t i o n  w i th  t h e i r  o f f -  
s i t e  superv isor ,  the  work i t s e l f  and 
pay. Least s a t i s f a c t i o n  was expressed 
wi th  t h e i r  perceived promotional 
oppor tun i t i e s .  Comparisons w i t h  t h e  
r e s t  o f  t h e  New Zealand male workforce 
suggest t h a t  1  ogging workers are more 
d i s s a t i s f i e d  wi th  t h e i r  pay and 
promotion. Loggers who intend t o  l eave  
the  indus t ry  over t h e  n e x t  5 years were 
s i g n i f i c a n t 1  y more d i s s a t i s f i e d  w i th  t h e  
work, t h e i r  promotional oppor tun i t i e s  
and t h e i r  pay. 

INTRODUCTION 

A cons iderable  amoun t  of t h e  r e sea rch  
c a r r i e d  o u t  by industr ial  and  organisa t ional  
psychologists focuses  on  t h e  na ture ,  causes  
and  consequences  of  job sa t i s fac t ion .  This 
r e sea rch  h a s  consistent ly shown t h a t  
dissat isf ied workers  a r e  m o r e  likely t o  b e  
absen t  f r o m  the i r  job, t e r m i n a t e  t he i r  
employmen t ,  a n d  b e  involved in industr ial  
disputes. O t h e r  r e sea rch  in to  t h e  
consequences  of  job sa t i s fac t ion ,  though less  
cons is ten t ,  sugges ts  t h a t  dissat isf ied workers  
a r e  a l so  m o r e  likely t o :  h a v e  higher a c c i d e n t  
r a t e s ,  b e  less  productive,  b e  m o r e  p rone  t o  

physical and  men ta l  il l-health, b e  less  
sa t i s f ied  wi th  the i r  l i fe  in gene ra l ,  and  t o  
h a v e  a sho r t e r  l i fe  expectancy.  Given t h a t  
many  of t h e s e  f a c t o r s  c o s t  t h e  New Zealand 
logging industry millions of  dol la rs  e a c h  yea r  
through lo:t v.ai;cs, inef f ic ien t  opera t ions ,  
and  reduced e x p o r t  earnings,  i t  i s  app ropr i a t e  
t h a t  t h e  sa t i s fac t ion  leve l  of New Zealand 
logging workers  b e  examined.  

Essential ly,  a worker ' s  leve l  of job 
sa t i s f ac t ion  i s  de t e rmined  by t h e  in t e rac t ion  
of t h e  psychological and  personal  
cha rac t e r i s t i c s  of  t h e  employee  a n d  the i r  
work envi ronment .  A major  problem in 
r e sea rch  i s  t h a t  t h e r e  a r e  many  f a c t o r s  
which c a n  a f f e c t  job sa t i s f ac t ion  wi th  t h e  
impor t ance  of e a c h  varying f rom worker  t o  
worker.  F o r  s o m e  employees ,  having a good 
working relat ionship wi th  co-workers  migh t  
b e  impor t an t ,  while  for  o thers ,  g r e a t e r  
oppor tuni t ies  f o r  promotion a n d  higher pay  
migh t  b e  m o r e  signif icant .  It  i s  o f t e n  
because  of individual d i f f e rences  tl;at t h e r e  
i s  a lack  of  cons is tency  in t h e  findings f rom 
o n e  r e sea rch  s e t t i n g  t o  another .  

J o b  sa t i s f ac t ion  should n o t  b e  confused  wi th  
t h e  t e r m  mora le  or ,  m o r e  spec i f ica l ly ,  
"industrial" mora le .  While job sa t i s f ac t ion  i s  
t h e  resu l t  of  a n  appra isa l  m a d e  by o n e  
person of h i s  o r  h e r  job a n d  work situation,.  
mora l e  i s  t h e  r e su l t  of appra isa ls  m a d e  by a 
group of people  of i t s  co l l ec t ive  abi l i ty  t o  
ach ieve  a common  goal.  Also, by v i r tue  of 
i t s  link wi th  goal  ach ievemen t ,  mora l e  is 
m o r e  conce rned  wi th  t h e  fu tu re ,  while job 
sa t i s f ac t ion  focuses  on present  and  pas t  
exper iences .  



STUDY DETAILS 

The  purpose of  t h i s  Repor t  i s  t o  provide 
informat ion  a b o u t  job sa t i s f ac t ion  within t h e  
New Zealand logging industry. In par t icu lar ,  
i t  will: 

1. Identify those  a spec t s  of t h e  job which 
c a u s e  loggers s a t i s f ac t ion  o r  
dissat isfact ion;  

2. Inves t iga te  whether  d i f f e rences  in job 
sa t i s f ac t ion  occu r  be tween  regions and  
be tween  t h e  various Jogglng jobs 
per formed;  

3. Examine t h e  relat ionship be tween  job 
sa t i s f ac t ion  and t h e  personal  
cha rac t e r i s t i c s  of loggers, such  a s  a g e  
and  length of serv ice ;  and  

4. Inves t iga te  t h e  relat ionship be tween  job 
sa t i s f ac t ion  a n d  t h e  logger ' s  in tent ion  t o  
remain  within t h e  industry. 

The d a t a  f o r  t h e  s tudy w e r e  co l l ec t ed  as 
p a r t  of t h e  198617 Logging 1Vorkforce Survey 
(Gaskin e t  a l ,  1987; \X/ilson et  a l ,  1987) and  is 
based on in terv iews with 202 loggers f r o m  
t h e  Bay of P lenty  and  97  loggers f rom 
Northland. 

O t h e r  a t t e m p t s  a t  measuring t h e  job 
sa t i s f ac t ion  of t h e  New Zealand workforce  
a r e  ra re .  Two s tudies  a r e  c i t e d  in th is  
Repor t .  The  f i r s t  is t h e  1980-1 Social  
Indicators  Survey conducted  by t h e  
Depa r tmen t  of S ta t i s t ics  which measured  t h e  
job sa t i s f ac t ion  of a nat ional ly r ep resen ta t ive  
s a m p l e  of New Zealand workers  (Depa r tmen t  
of S ta t i s t ics ,  1984). The  second is a s tudy  of 
t h e  f a c t o r s  which cause  job sa t i s fac t ion  o r  
dissat isfact ion among New Zealand f a r m  
worlters ( C a n t  a n d  V!ood, 1968). 

J o b  sa t i s f ac t ion  was  measured  using t h e  J o b  
Descr ip t ive  Index (JDI)  developed by Smith ,  
Kendall and  Hulin (1969). The  JDI  i s  used 
internat ional ly and  is a widely regarded  
method of measuring job sa t i s fac t ion .  The  
JDI  measu res  a worker ' s  sa t i s fac t ion  wi th  
f ive  f a c e t s  of t he i r  j o b -  t h e  work i t se l f ,  
supervision, pay ,  promotional  opportunit ies ,  
and  co-workers. Each f a c e t  i s  measured  on 
e i t h e r  a 9 o r  18  i t em sca l e  consist ing of 
sho r t  descr ip t ive  phrases abou t  t he i r  job. 
The  sub jec t s  respond t o  e a c h  i t em with a 
"yes", "no" o r  "unsure", depending on how 
wel l  t h e  i t e m  descr ibes  the i r  job. Responses 
denot ing  sa t i s fac t ion  a r e  given a sco re  of 

t h ree ,  responses denot ing  d issa t i s fac t ion  a r e  
given a sco re  of ze ro ,  while unsure responses 
r ece ive  a s c o r e  of one.  T h e  scoring of t h e  
unsure responses c loser  t o  t h e  digsatisfied 
responses was  based on t h e  developer ' s  
discovery t h a t  dissat isf ied respondents  give 
m o r e  unsure responses. 

By summing t h e  i t e m  sco res  f o r  e a c h  sca l e ,  
a single s a t i s f ac t ion  s c o r e  i s  obta ined  fo r  
e a c h  a s p e c t  of t h e  job. F o r  compara t ive  
purposes t h e  sco res  on  t h e  9-i tem sca l e s  (pay 
and  promotions)  a r e  doubled, giving a l l  t h e  
sca l e s  a common  possible r ange  of 0 t o  54. A 
sub jec t  who i s  comple te ly  sa t i s f ied  with a 
par t icu lar  a s p e c t  of t he i r  job rece ives  a 
s c o r e  of 54, while a subjec t  who is 
comple t e ly  dissat isf ied rece ives  a s c o r e  of 0. 

Because mos t  loggers  recognise t w o  
supervisors  - t h e  gang boss or  "on-site" 
supervisor and  t h e  Company o r  "off-site" 
supervisor - t he i r  s a t i s f ac t ion  wi th  both  was  
measured .  

FINDINGS 

Table  1 presents  t h e  mean ,  r ange  and 
co r re l a t ions  be tween  t h e  six scales.  As th i s  
t a b l e  shows, loggers  expressed g r e a t e s t  
s a t i s f ac t ion  wi th  the i r  on-si te  supervisor  a n d  
co-workers ,  wi th  m e a n  sco res  of 41.2 and 
Lc0.2, respect ively.  These  w e r e  followed by 
sa t i s fac t ion  wi th  the i r  of f -s i te  supervisor 
(32.0), t h e  work itself (29.9) and  the i r  pay 
(29.3). Leas t  sa t i s fac t ion  w a s  expressed  with 
the i r  perce ived  promotional  oppor tuni t ies  
(24.0). 

The posi t ive relat ionship be tween  t h e  six 
sca l e s  sugges ts  t h a t  loggers  who a r e  sa t i s f ied  
wi th  o n e  a s p e c t  of the i r  job, t e n d  a l so  t o  b e  
sa t i s f ied  wi th  t h e  o t h e r  aspec ts .  However,  
t h e  cor re la t ions  w e r e  suff icient ly low t o  
sugges t  t h a t  t h e  respondents  w e r e  a b l e  t o  
d i f f e ren t i a t e  be tween these  six f a c e t s  of 
t he i r  job. 

The 1980-8 1 Social Indicators  Survey 
( D e p a r t m e n t  of S ta t i s t ics ,  1984) also 
measured  sa t i s fac t ion  wi th  t h e s e  s a m e  job 
aspects .  Although this  survey used a 
d i f f e ren t  method of measuring job 
sa t i s fac t ion ,  comparisons a r e  possible by 
ca tegor is ing  loggers with a s co re  of 19  or  
m o r e  a s  "satisfied", loggers with a s c o r e  of 
1 8  a s  "indifferent", and  loggers with a sco re  
of 17  o r  less  a s  "dissatisfied". 



TABLE 1 : MEANS, RANGES AND INTERCORRELATIONS O F  JDI SCALES 

FACET MEAN RANGE INTERCORRELATIONS 

1 .  Work 2 9 . 9  3-54 

2 .  Pay 2 9 . 3  0-54 

3 .  P r o m o t i o n s  2 4 . 0  0 -54  

Table  2 shows t h e  p e r c e n t a g e  of respondents  
who f e l l  within e a c h  of t h e s e  t h r e e  
ca t egor i e s  f o r  both t h e  Logging Workforce 
Survey (LWS) and t h e  Social  Indicators  
Survey (51s). This d a t a  sugges ts  t h a t  job 
sa t i s f ac t ion  within t h e  logging industry is 
s imilar  t o  t h e  r e s t  of t h e  New Zealand ma le  
workforce  wi th  r e s p e c t  t o  t h e  work i t se l f ,  
promotions,  i m m e d i a t e  supervision, and  
co-workers. I t  would appea r ,  however ,  t h a t  
loggers  a r e  m o r e  dissat isf ied wi th  the i r  pay  
a n d  promot ional  opportunit ies .  

1  2  3  4  5  6 

- 

. 15  - 

.34 .24 - 

4 .  O n - S i t e  S u p e r v i s i o n  4 1 . 2  14-54 

5 .  O f f  - S i  t e  S u p e r v i s i o n  3 2 . 6  4-54 

REGIONAL DIFFERENCES 

.20 . 1 0  .24 - 

.11 .11  .07 . 1 0  - 

Figure  1 p re sen t s  t h e  m e a n s  o f  t h e  s ix J D I  
s c a l e s  f o r  bo th  Bay of P l en ty  a n d  Northland 
loggers. The  analysis  r evea l s  t h a t  Northland 
loggers a r e  s ignif icantly m o r e  sa t i s f ied  wi th  
t h e  work itself and  the i r  promot ional  
opportunit ies .  The  observed  d i f f e rences  
shown f o r  t h e  o t h e r  job a s p e c t s  w e r e  n o t  
s ta t i s t ica l ly  s ignif icant .  

TABLE 2  : PERCENTAGE O F  RESPONDENTS SATISFIED, INDIFFERENT AND DISSATISFIED 

LWS S I S  LWS S I S  LWS S I S  

FACET 

P r o m o t i o n s  
O n - S i t e  S u p e r v i s i o n  

% % 

SATISFIED INDIFFERENT DISSATISFIED 

O f f - S i t e  S u p e r v i s i o n  

Co-Workers  9 4 . 0  4 . 0  3 . 0  1.5 1 . 0  I 
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Figure 1 - Regional Job Satisfaction Scores 

JOB DIFFERENCES 

N o  s i g n i f i c a n t  d i f f e r e n c e s  i n  t h e  l e v e l s  of job 
sa . t i s fac t ion  w e r e  f o u n d  b e t w e e n  t h e  e i g h t  
m a i n  logging jobs; fe l l ing ,  t r i m m i n g ,  b r e a k i n g  
o u t ,  skid  work ,  s k i d d e r  o p e r a t i n g ,  t r a c t o r  
o p e r a t i n g ,  l o a d e r  o p e r a t i n g ,  a n d  h a u l e r  
o p e r a t i n g .  T h e r e  was,  h o w e v e r ,  a t e n d e n c y  
f o r  m a c h i n e  o p e r a t o r s  t o  b e  m o r e  s a t i s f i e d  
w i t h  t h e i r  o f f - s i t e  supervisors .  

An i n t e r e s t i n g  f ind ing  w a s  t h a t  l o g g e r s  w h o s e  
n o r m a l  job involved b o t h  fe l l ing  a n d  
t r i m m i n g  w e r e  l ess  s a t i s f i e d  w i t h  t h e i r  
on-s i t e  superv i sor ,  p romot ions ,  a n d  
c o - w o r k e r s  t h a n  l o g g e r s  w h o  p e r f o r m e d  on ly  
o n e  o f  t h e s e  jobs. 

EMPLOYEE DIFFERENCES 

A s  d i scussed  e a r l i e r ,  r e s e a r c h  f ind ings  h a v e  
g e n e r a l l y  shown t h a t  e m p l o y e e s  d i f f e r  in 
t h e i r  v a l u e s ,  n e e d s  a n d  e x p e c t a t i o n s  o f  t h e i r  
job. While i t  i s  t r u e  t h a t  m o s t  e m p l o y e e s  
wil l  c o n s i d e r  p a y  t o  b e  i m p o r t a n t ,  t h e  
i m p o r t a n c e  a t t a c h e d  t o  o t h e r  f a c e t s  of t h e  
job a r e  n o t  q u i t e  s o  c l e a r .  F o r  e x a m p l e ,  
e m p l o y e e s  w i t h  f  a m i l y  respons ib i l i t i e s  will 
o f t e n  p l a c e  a h igher  v a l u e  o n  job s e c u r i t y ,  
whi le  highly e d u c a t e d  e m p l o y e e s  t e n d  t o  b e  
m o r e  c o n c e r n e d  w i t h  a  job's p r o m o t i o n a l  
o p p o r t u n i t i e s  a n d  cha l lenge .  

D a t a  f r o m  t h e  Logging  W o r k f o r c e  S u r v e y  w a s  
c o l l e c t e d  o v e r  a w i d e  r a n g e  of  e m p l o y e e  
c h a r a c t e r i s t i c s .  Th is  R e p o r t ,  h o w e v e r ,  wi l l  
f o c u s  on ly  o n  t h o s e  m o r e  f r e q u e n t l y  
r e s e a r c h e d  in s t u d i e s  o f  job s a t i s f a c t i o n ,  s u c h  
a s  l e n g t h  o f  s e r v i c e ,  a g e ,  m a r i t a l  s t a t u s ,  
n u m b e r  of d e p e n d e n t  c h i l d r e n  a n d  e d u c a t i o n .  

Length of Service 

Most  r e s e a r c h  f ind ings  h a v e  found  t h a t  job 
s a t i s f a c t i o n  i n c r e a s e s  w i t h  l e n g t h  of s e r v i c e .  
T h e  usua l  e x p l a n a t i o n  i s  t h a t  longer-serving 
e m p l o y e e s  a r e  m o r e  l ikely  t o  h a v e  r e a c h e d  a 
s a t i s f a c t o r y  l e v e l  o f  p a y ,  c u l t i v a t e d  p o s i t i v e  
c o - w o r k e r  r e l a t i o n s ,  a n d  g a i n e d  s t a t u s  a n d  
s e n i o r i t y .  Also,  job e x p e c t a t i o n s  a r e  l ikely  
t o  b e  m o r e  r e a l i s t i c  a s  t e n u r e  i n c r e a s e s ,  a n d  
r e s e a r c h  s u g g e s t s  t h a t  d i s s a t i s f a c t i o n  i s  m o r e  
l ikely  t o  r e s u l t  w h e n  t h e r e  is a l a r g e  
d i s c r e p a n c y  b e t w e e n  w h a t  a n  e m p l o y e e  
e x p e c t s  f r o m  a job a n d  w h a t  i t  a c t u a l l y  
p rov ides .  

T h e  p r e s e n t  s t u d y  s u g g e s t s  t h a t  t h e  t i m e  
w o r k e d  in t h e  logging indus t ry  h a s  n o t  
in f luenced  t h e  l o g g e r ' s  l e v e l  of job 
s a t i s f a c t i o n .  H o w e v e r ,  a n a l y s i s  of t h e  t i m e  
w o r k e d  in t h e  p r e s e n t  g a n g  r e v e a l s  t h a t  
longer - se rv ing  g a n g  m e m b e r s  a r e  m o r e  
s a t i s f i e d  w i t h  t h e i r  o f f - s i t e  superv i sor  a n d  
p r o m o t i o n a l  o p p o r t u n i t i e s  t h a n  
s h o r t e r - s e r v i n g  m e m b e r s .  



RETENTION 

Resea rch  f indings genera l ly  r e p o r t  t h a t  o lde r  
worke r s  exh ib i t  g r e a t e r  job sa t i s f ac t ion  t h a n  
younger workers ,  par t icu lar ly  when t h e  
compar isons  a r e  m a d e  b e t w e e n  unde r  30 a n d  
ove r  30 y e a r  olds. S ince  a g e  a n d  l eng th  of 
s e r v i c e  a r e  c l ea r ly  r e l a t ed ,  many  of t h e  
explana t ions  g iven  f o r  length  of s e r v i c e  a l s o  
apply  t o  age .  Ce r t a in ly ,  o lder  e m p l o y e e s  a r e  
m o r e  l ikely t o  h a v e  s e t t l e d  o n  a job t h a t  i s  
compa t ib l e  w i th  t h e i r  needs.  

D a t a  f r o m  t h e  p re sen t  s tudy  sugges t s  t h a t  
a g e  p lays  only a minor  p a r t  in expla in ing  t h e  
leve l  of  job satisfa.ction o f  loggers. T h e  only 
d i f f e r ence  occu r r ed  wi th  r e s p e c t  t o  t h e  
loggers  s a t i s f ac t ion  wi th  t h e i r  pay ,  w h e r e  i t  
w a s  found t h a t  younger loggers  t e n d e d  t o  b e  
m o r e  s a t i s f i ed  t h a n  o lde r  loggers. 

Marital Status and Number of 
Dependent Children 

Most s tud i e s  r e p o r t  n o  re la t ionship  b e t w e e n  
job sa t i s f ac t ion  a n d  m a r i t a l  s t a t u s  o r  t h e  
number  of  dependan t  chi ldren.  

D a t a  f r o m  t h e  p re sen t  s tudy  found n o  
d i f f e r ences  in job sa t i s f ac t ion  o n  a n y  of  t h e  
J D I  s c a l e s  be tween  mar r i ed  a n d  single 
loggers. The re  was,  however ,  a t e n d e n c y  f o r  
loggers  w i th  t w o  o r  m o r e  ch i ldren  t o  b e  less  
s a t i s f i ed  with t he i r  p romot iona l  
oppor tuni t ies .  

Education 

Resea rch  sugges ts  t h a t  job sa t i s f ac t ion  
d e c r e a s e s  wi th  increasing educa t ion .  T h e  
explana t ion  usually o f f e r e d  is  t h a t  b e t t e r  
e d u c a t e d  employees  a r e  less  sa t i s f ied  w i th  
rou t ine  jobs t h a n  l e s se r  e d u c a t e d  employees .  
Resea rch  in t h i s  a r e a ,  however ,  i s  typ ica l ly  
based  on  sub jec t s  wi th  a  wide r a n g e  of 
educa t iona l  levels ,  f rom a wide  cross-sect ion 
of occupat ions.  It  w a s  e x p e c t e d  t h a t  n o  
d i f f e r ences  would b e  e v i d e n t  in t h e  p re sen t  
s tudy  where  t h e  sub jec t s  a r e  a l l  emp loyed  in 
t h e  s a m e  industry a n d  s h a r e  a  s imi la r  
educa t iona l  background.  

D a t a  f rom t h e  p re sen t  s tudy  la rge ly  suppor t s  
t h i s  view, a s  d i f f e r ences  w e r e  only found 
wi th  r e s p e c t  t o  t h e  loggers  s a t i s f ac t ion  wi th  
t he i r  pay. Specif ical ly,  loggers  wi th  o n e  y e a r  
o r  less  secondary  schooling w e r e  m o r e  
sa t i s f ied  with t he i r  pay  t h a n  Joggers wi th  
t w o  o r  m o r e  y e a r s  of secondary  schooling. 

During t h e  c o u r s e  of t h e  in te rv iew,  t h e  
respondents  w e r e  a sked  if t h e y  would s t i l l  b e  
working in t h e  logging industry in f i v e  y e a r s  
t ime .  Of t h e  299 in te rv iewed,  154 s t a t e d  
t h a t  t h e y  would, 5 5  s t a t e d  t h a t  t h e y  would 
n o t ,  a n d  90 w e r e  n o t  sure .  

This s ec t ion  inves t iga t e s  w h e t h e r  t h e r e  a r e  
d i f f e r ences  in t h e  l eve l  of job sa t i s f ac t ion  
b e t w e e n  respondents  whose s t a t e d  in ten t ion  
w a s  t o  l e a v e  t h e  industry a n d  t h o s e  whose  
s t a t e d  i n t en t ion  w a s  t o  remain .  While i t  is 
a c c e p t e d  t h a t  one ' s  in ten t ions  will n o t  
a lways  r e su l t  in a c t u a l  behaviour,  m a n y  
r e s e a r c h e r s  h a v e  n o t e d  a s t rong  link b e t w e e n  
a n  employees  s t a t e d  in ten t ion  t o  l e a v e  a job, 
a n d  the i r  subsequent  tu rnover .  

F igu re  2 shows t h e  m e a n  s c o r e s  f o r  e a c h  of 
t h e  six job sa t i s f ac t ion  s c a l e s  f o r  loggers  
whose in ten t ion  i t  w a s  t o  r ema in  in t h e  
industry a n d  t h o s e  whose  in ten t ion  i t  w a s  t o  
leave .  T h e  ana lys is  r evea l s  t h a t  loggers  who 
p lan  t o  l eave  t h e  industry o v e r  t h e  n e x t  5 
y e a r s  w e r e  s ignif icant ly m o r e  dissat isf ied 
w i th  t h e  work ,  t he i r  p romot iona l  
oppor tuni t ies ,  a n d  t h e i r  pay.  T h e r e  w a s  a l so  
a t endency  f o r  t hose  in tending  t o  l eave  t h e  
industry t o  b e  m o r e  dissat isf ied wi th  t he i r  
on-si te  supervision. 

CAUSES OF JOB DISSATISFACTION 

Given t h a t  prev ious  r e s e a r c h  h a s  es tab l i shed  
a c l e a r  link b e t w e e n  a n  employee ' s  s t a t e d  
in ten t ion  t o  l e a v e  a  job a n d  t h e i r  a c t u a l  
t u rnove r ,  i t  is  des i rab le  t o  ana lyse  m o r e  
closely t h e  responses  given t o  t h e  var ious  
i t e m s  con ta ined  on  t h e  JDI  sca les .  

Dissatisfaction with the Work Itself 

Dissat isfact ion wi th  t h e  work  i tself  i s  c lear ly  
r e l a t e d  t o  t h e  physical ly demanding  n a t u r e  of 
logging work.  The  ma jo r i t y  of t h e  loggers  
in te rv iewed cons idered  t h e  work t o  b e  "hot", 
"tiresome", "endless", and  "on your  feet". 
Interest ingly,  t h e s e  v iews  w e r e  found n o t  t o  
b e  r e l a t e d  t o  t h e  respondents  a g e  o r  t h e  job 
per formed.  I t  would a p p e a r ,  howeve r ,  t h a t  
t h e s e  a t t r i b u t e s  w e r e  n o t  s e e n  as being 
d e t r i m e n t a l  t o  t he i r  physical  well-being, a s  
a n  overwhelming 9 1% of  t h e  respondents  
regarded  logging worl< a s  "healthy". 
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F i g u r e  2 - J D I  Scores b y  L o g g e r s  I n t e n t i o n s  A b o u t  T h e i r  F u t u r e  i n  L o g g i n g  

Dissatisfaction with Pay 

While i t  w a s  n o t  surprising t o  find t h a t  
higher  paid loggers t ended  t o  b e  m o r e  
sa t i s f ied  wi th  the i r  pay than  lower paid 
loggers, i t  would a p p e a r  t h a t  d issa t i s fac t ion  
wi th  pay  i s  n o t  s o  much r e l a t ed  t o  t h e  a c t u a l  
a m o u n t  rece ived ,  b u t  r a t h e r  t o  t h e  f a c t  t h ~  
respondents  f e l t  t hey  w e r e  wor th  more.  
Only 18% considered t h a t  t he i r  pay was  
"bad", while  53% considered i t  w a s  "less t han  
I deserved". The  majori ty of  t h e  respondents  
t hough t  t he i r  pay  w a s  a d e q u a t e  f o r  normal  
expenses  a n d  enough t o  l i ve  on. 

supervisor, i t  would appea r  t h a t  sa t i s fac t ion  
f o r  s o m e  could b e  fu r the r  improved by a 
move  toward  a m o r e  par t ic ipa t ive  s ty l e  of 
leadership. About  one-third of t h e  
respondents  c la imed t h a t  t he i r  supervisor  did 
n o t  ask  the i r  advice .  

Dissatisfaction with Co-Workers 

Although respondents  w e r e  genera l ly  sa t i s f ied  
wi th  the i r  co-workers ,  any  d issa t i s fac t ion  
would appea r  t o  s t e m  f rom d i f f e rences  in 
mutua l  i n t e re s t s  r a t h e r  t h a n  f rom on-site 
antagonism. 

Dissatisfaction with Promotions DISCUSSION AND CONCLUSIONS 

The d a t a  sugges t  t h a t  d issa t i s fac t ion  with 
promotional  opportunit ies  i s  n o t  r e l a t e d  t o  
a n y  unfairness within t h e  sys t em (only 18% 
considered t h e  gang's  promotion policies 
w e r e  unfair),  b u t  r a the r  t h a t  promotions 
w e r e  l imi t ed  and  irregular .  Given this ,  i t  
w a s  somewha t  surprising t o  discover t h a t  
only 28% of t h e  loggers in terv iewed r ega rded  
t h e i r  job a s  "dead-end". 

Dissatisfaction with Supervision 

While t h e  s tudy shows t h a t  t h e  v a s t  major i ty  
of loggers  a r e  sa t i s f ied  wi th  the i r  
supervisors ,  par t icu lar ly  the i r  on-site 

This s tudy measured  t h e  sa t i s fac t ion  t h a t  
logging workers  f rom t h e  Bay of  P lenty  and 
Northland de r ive  f rom six a s p e c t s  of t he i r  
job; t h e  work i t se l f ,  on-si te  supervision, 
of f -s i te  supervision, pay, promotions and 
co-workers. 

The findings sugges t  t h a t  while  t h e  
respondents  w e r e  general ly sa t i s f ied  wi th  
t h e s e  job a spec t s ,  s o m e  cha rac t e r i s t i c s  of 
t h e  job provided considerably m o r e  
sa t i s f ac t ion  than  o thers .  G r e a t e s t  
s a t i s f ac t ion  was  expressed wi th  the i r  
i m m e d i a t e  supervisor  (gang boss) and  
co-workers  (i.e. t h e  "social aspec ts"  of t h e  



w o r k  e n v i r o n m e n t ) .  T h e s e  w e r e  f o l l o w e d  b y  
s a t i s f a c t i o n  w i t h  t h e i r  o f f - s i t e  superv i s ion ,  
t h e  work  i t s e l f ,  a n d  pay.  L e a s t  s a t i s f a c t i o n  
w a s  express 'ed w i t h  t h e i r  p e r c e i v e d  
p r o m o t i o n a l  oppor tun i t i es .  C o m p a r i n g  t h i s  
i n f o r m a t i o n ' w i t h  t h a t  p r o v i d e d  b y  t h e  S o c i a l  
I n d i c a t o r s  S u r v e y  s u g g e s t s  t h a t  logg ing  
w o r k e r s  a r e  m o r e  d i s sa t i s f i ed  w i t h  t h e i r  p a y  
a n d  p r o m o t i o n s  t h a n  t h e  r e m a i n d e r  o f  t h e  
N e w  Z e a l a n d  m a l e  w o r k f o r c e .  T h e  d a t a  a l s o  
s h o w s  t h a t  job s a t i s f a c t i o n  wi th in  t h e  logg ing  
i n d u s t r y  i s  n o t  r e l a t e d  t o  t h e  job p e r f o r m e d .  

F e w  d i f f e r e n c e s  w e r e  f o u n d  in  t h e  
r e l a t i o n s h i p s  b e t w e e n  job s a t i s f a c t i o n  a n d  t h e  
individual  d i f f e r e n c e s  of t h e  l o g g e r s  s tud ied .  
W h e r e  d i f f e r e n c e s  did  o c c u r ,  t h e y  w e r e  
g e n e r a l l y  c o n s i s t e n t  w i t h  p r e v i o u s  r e s e a r c h  
a n d  s h o w e d  job s a t i s f a c t i o n  i n c r e a s i n g  w i t h  
l e n g t h  of s e r v i c e ,  a n d  d e c r e a s i n g  w i t h  
e d u c a t i o n .  P a y ,  h o w e v e r ,  w a s  o n e  a r e a  w h e r e  
t h e  f ind ings  d i f f e r e d  f r o m  o t h e r  r e s e a r c h  in  
t h a t  y o u n g e r  l o g g e r s  t e n d e d  t o  b e  m o r e  
s a t i s f i e d  w i t h  t h e i r  p a y  t h a n  o l d e r  loggers .  
T h e  p r e s e n t  s t u d y  i n d i c a t e s  t h a t  l o g g e r s  w i t h  
t w o  o r  m o r e  d e p e n d a n t  c h i l d r e n  a r e  l e s s  
s a t i s f i e d  w i t h  t h e i r  p r o m o t i o n a l  
oppor tun i t i es .  

L i k e  p r e v i o u s  r e s e a r c h ,  t h i s  s t u d y  f o u n d  t h a t  
r e s p o n d e n t s  w h o  w e r e  m o r e  s a t i s f i e d  w i t h  
t h e i r  job w e r e  l e s s  l ike ly  t o  h a v e  i n t e n t i o n s  
o f  l e a v i n g  t h a n  r e s p o n d e n t s  w h o  w e r e  n o t  s o  
s a t i s f i e d .  Spec i f i ca l ly ,  t h o s e  l o g g e r s  w h o s e  
s t a t e d  i n t e n t i o n  i t  w a s  t o  l e a v e  t h e  i n d u s t r y  
o v e r  t h e  n e x t  f i v e  y e a r s  w e r e  s i g n i f i c a n t l y  
m o r e  d i s s a t i s f i e d  w i t h  t h e i r  w o r k ,  p r o m o t i o n s  
a n d  pay .  F u r t h e r m o r e ,  t h e r e  w a s  a t e n d e n c y  
f o r  t h o s e  e m p l o y e e s  t o  a l s o  b e  m o r e  
d i s s a t i s f i e d  w i t h  t h e i r  on-s i t e  supervis ion.  

F u r t h e r  a n a l y s i s  o f  t h e  d a t a  f r o m  t h e  s u r v e y  
s u g g e s t s  t h a t  job d i s s a t i s f a c t i o n  in  t h e  N e w  
Z e a l a n d  logging i n d u s t r y  is  l inked to :  

- t h e  physical ly  d e m a n d i n g  n a t u r e  of t h e  
w o r k ;  

- a d i s c r e p a n c y  b e t w e e n  t h e  p a y  r e c e i v e d  by  
l o g g e r s  a n d  t h e  p a y  t h e y  f e e l  t h e y  
d e s e r v e ;  

- t h e  p e r c e p t i o n  t h a t  p r o m o t i o n a l  
o p p o r t u n i t i e s  a r e  l i m i t e d  a n d  i r r e g u l a r ;  

- t h e  f e e l i n g  t h a t  t h e  superv i s ion  s t y l e  d o e s  
n o t  a l l o w  f o r  w o r k e r  i n v o l v e m e n t  in 
decis ion-making;  a n d  

- d i f f e r e n c e s  in  t h e  m u t u a l  i n t e r e s t s  of 
co-workers .  

Final ly ,  t h e  r o l e  t h a t  good  i n t e r p e r s o n a l  
r e l a t i o n s  p lay  i n  p rov id ing  a n  e f f e c t i v e  w o r k  
e n v i r o n m e n t  should n o t  b e  u n d e r - e s t i m a t e d .  
F o r  e x a m p l e ,  C a n t  a n d  Woods (1968)  f o u n d  
t h e  h u m a n  r e l a t i o n s  a s p e c t s  of m a n a g e m e n t  
t o  b e  t h e  s ing le  m o s t  i m p o r t a n t  f a c t o r  in  
d e t e r m i n i n g  t h e  job s a t i s f a c t i o n  of N e w  
Z e a l a n d  f a r m  workers .  While  i t  i s  a c c e p t e d  
t h a t  p e o p i e  m a y  r e f r a i n  f r o m  m a k i n g  
n e g a t i v e  r e s p o n s e s  in  c o n t e x t s  w h e r e  i t  i s  
p o l i t i c  n o t  t o  b e  c r i t i c a l ,  e.g. s u p e r v i s o r s  a n d  
c o - w o r k e r s  (Bel l  a n d  W e a v e r ,  1987) ,  t h e  high 
l e v e l s  of s a t i s f a c t i o n  e x p r e s s e d  w i t h  t h e  
"social  a s p e c t s "  o f  t h e  job e n v i r o n m e n t  would 
a p p e a r  t o  b e  a n  e s s e n t i a l  a t t r i b u t e  in  a n  
i n d u s t r y  w h e r e  p r o d u c t i v e  e f f e c t i v e n e s s  i s  s o  
d e p e n d a n t  upon  t h e  c o n c e r t e d  e f f o r t s  of 
s m a l l  w o r k  groups.  
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