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PREFACE

Each of us is in truth an idea of the Great Gull,
an unlimited idea of freedom. ..

and precision flying is a step toward expressing
our real nature. ...

The trick was to know that his true nature lived,
as perfect as an unwritten number,
everywhere at once across space and time. ..

We can start working with time if you wish. ..
till you can fly the rast and the future. ...
You will be ready to begin to fly up and know
the meaning of kindness and of love.

Jonathan Livingston Seagull
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CHAPTER

PURPOSE, OBJECTIVES, AND METHODOLOGY

Introduction

One of the main challenges facing both business and governmental or-
ganizations is responding and adapting to rapidly changing conditions. The
ability of an organization to meet this challenge and achieve its objectives
depends upon the individuals who perform the necessary functions of the organ-
ization.

The influence of the formal organization on the activities of the individ-
uals who constitute the organization has continued to increase. Although the
formal organization has provided the individual with the means for accomplish-
ing society's complex tasks, it has also threatened to submerge his individual
identity. Modern society has placed a high value on the effective and rational1

operation of its organizations, which today require the simultaneous achievement

1I.-‘romm's approach to rational thinking requires objective reasoning
with the emotional attitude of humility. The objective is to ''see the difference
between my picture of a person and his behavior, as it is narcissistically dis-
torted, and the person's reality as it exists regardless of my interests, needs
and fears ... The ability to love. . .depends on our capacity to grow, to de-
velop a productive orientation in our relationship toward the world and ourselves.'
See E. Fromm, The Art of Loving (New York: Harper & Row Publishers, Inc.,
1956), p. 121,

1



of the organization's objectives and the fulfillment of the individual's needs. 2
The leadership necessary to achieve these organizational goals re-
quires the understanding of the organization's objectives and the understanding
of other persons' points of view. A greater interpersonal understanding on the
part of the leader, it is felt, will result in increased productiveness and in-
creased fulfillment on the part of the individual subordinate. Shuman suggests
that the phenomena of leadership and followership constitute an important seg-
ment of the area of interpersonal understanding.
All organization problems deal primarily with the relationship
of a man with men; and no matter how '"practical' the problem in hand
may appear to be, a satisfactory solution must stem from an understand-
ing of the nature of man; . . . 3
The administrator and the scientist have a common task in attempting
to understand the nature of human behavior. Argyris has suggested that the
understanding of human behavior has been researched from four viewpoints:

1, Individual factors - requires an understanding of personality factors
and principles.

2. Small informal group factors - requires an understanding of princi-
ples of social psychology.

2The essence of human existence can be thought of as self-transcendence.
Frankl's categorical imperative of logotherapy, 'So live as if you were living
already for the second time as wrongly as you are about to act now, " is a self-
transcendent maxium to develop our capacity to grow. The goal of the individ-
ual is to develop his capacities for freedom. See V. E. Frankl, Man's Search
for Meaning (New York: Washington Square Press, 1959), p. 173.

3Ronald B. Shuman, The Management of Men (Norman: University of
Oklahoma Press, 1948), p. vi.




3. Formal organizational factors - requires an understanding of
traditional principles of organizing people.

4. Organization as a whole - requires the dynamic understanding of
the above factors. 4

The dynamic nature of the whole organization presents-the administrator
with a formidible task in his attempt to understand its activities. In order to
improve the effectiveness of an organization the administrator must first
acquire the knowledge of the principles underlying each of these four viewpoints.
The administrator must utilize this knowledge for increasing his self-awarencss,
which in turn will enhance his understanding of the nature of man. Knowles and
Saxberg state that an administrator should know where his personality fits on
the range of leadership styles and should anticipate certain consequences.

Self-awareness and personal change go deeper than mere intel-
lectual curiosity and mental calculation. They reach into the shadows
of the mind seeking discovery and control of hitherto unknown aspects of
the personality. The successful leader needs to find and accept himself
in order to be sensitive and responsive to the full range of needs in his
environment. In no other way can he adapt himself effectively to the
demands of a changing organizational society. °

A leader's increased self-awareness which leads to an increased sensi-
tivity and responsiveness has been termed by many authors as one's human

relations skill. The effective manager in addition to understanding the admin-

istrative and technical aspects of his job, must also understand and deal with

4Chris Argyris, Personality and Organization-The Conflict Between
System and the Individual (New York: Harper and Row Publishers, Inc.), 1957, p.17.

5Henry P. Knowles and Borje O. Saxberg, Personality and Leadership
Behavior (Massachusetts: Addison-Wesley Publishing Company, 1971), p. 150,




interpersonal relations. The managerial tasks of structuring interactions and
rceinforcing worker expectations, which leads to group intcgration can ade-
quately be performed only through understanding the relevant human relation
variables.® The early connotation of human relations skill was one of "be nice"
to your subordinates attitude. It was also felt to be the concern of only upper
management. The emphasis has changed considerably to where Georgopoulos
and Mann feel that human relations retains its importance throughout the
organizational structure and refers to:

. . . the ability to use pertinent knowledge and methods of working
with or through people. It includes an understanding of general principles
of human behavior, particularly those principles which involve the regu-
lation of interpersonal relations and human motivation, and the skillful
utilization of this understanding in day-to-day interaction with others in
the work situation. 7

The human relation skill is the ability of an individual to integrate his
personality with those in his environment. Understanding the personality
factors and principles of individual behavior will better equip the administrator
in the ''skill of living." Roethlisberger's definition of the human relation skill

provides a unique view of the effective functioning personality. His definition

includes the following:

6These tasks will be elaborated upon in Chapter II.

"Basil S. Georgopoulos and Floyd C. Mann, '"'Supervisor and Adminis-
trative Behavior, " inR. A. Sutermeister, People and Productivity (New York:
McGraw-Hill Book Company, 1963), p. 360.




1. Skill deals with the concrete and not the abstract; through skill
onc relates himself directly to concrete phenomena.

2. Skill is a way of learning; it is the clementary way onec learns to
improve his relations to the external environment,

3. Skill is a process of balanced growth. Through skill one develops
a growing awareness of the complexity of relationships in concrete
phenomena as well as a growing confidence in his capacity to deal
with them. '

4, Skill is thus an organic, working, growing system of capacity for
response which allows a practitioner to respond more effectively
to a particular point in a given situation.

5. Human relation skill in particular is the capacity of a person to com-
municate his feelings and ideas to others, to receive such com-
munication from others, and to respond to their feelings and ideas
in such a fashion as to promote congenial participation in a common
task.8

An individual personality can be viewed as the '"capacity' for perceiving

and integrating the complexity of environmental relationships in order to com-
municate the feelings and ideas of the participants. This capacity springs
largely from the way in which the individual perceives his world. The differen-
tiating and integrating principles underlying coherent social behavior arise from
the principles of social perception. Perception can be thought of as a basic
cognitive process, which differentiates and organizes information, which in turn
influences judgments and behavior. Cantril states:

The more one studies perception the more one sees that what we

label ''perception" is essentially a process which man utilizes to make
his purposive behavior more effective and satisfying, and that his behavior

8Fritz Roethlisberger, Training for Human Relations (Boston: Harvard
Graduate School of Business Administration, 1954), p. 142,




6

always stems from and is rooted in a personal behavioral center. Thus,

perception involves numerous aspects of behavior which are rather arti-

ficially and necessarily differentiated in order to get a toehold for under-

standing, but which in the on-going process of living, orchestrate together

in a most interdependent way.9

A person's personality has been described as the cognitive structure he

uses for processing information in the surrounding environment. The informa-
tion processing approach centers on the perceptual capacity of the individual
to differentiate and organize social stimuli from his environment. A person's
cognitive level can range from simple to complex. The cognitively simple
individual is able to differentiate stimuli to a limited extent and uses only a few
rules in integrating this differentiated information. The cognitively complex
individual differentiates and integrates to a greater extent, resulting in less
absolutism and a greater variety of thought and action.

The concept of perceptual differentiation of an individual's social envir-

onment was developed by G. A. Kelly, The Psychology of Personal Constraints.10

He states that each person functions as a scientist in that his major effort is to
predict and control future events. Kelly maintains that each person develops a
set of unique constructs or models of the universe and that these constructs are
used by the individual to anticipate events in his world. Bieri states that the

emphasis of this system is on:

9Hardley Cantril, "Perception and Interpersonal Relations,' American
Journal of Psychiatry, 114, 1957, p. 119,

1()George A. Kelly, The Psychology of Personal Constructs, I (New York:
W. W. Norton and Company, 1955).




... the processes used by the individual in construing others and the
manner in which the various types of organizations of these ''constructs"’
lead to either more or less efficient anticipation and prediction of the
person's social environment.

Shuman points out the importance of this process for contemporary society.

Since man must live in the present, the principal interest of most
people is with immediate problems. The managers of society, however,
must pay the penalty of leadership. They must be largely concerned with
both future and past without neglecting provision for the present. The
extent to which present decisions are affected by remembrance and anti-
cipation constitutes a measure of the comglexity of mental processes in
the individual--his degree of intellectual sophistication.

Identification of those individuals who will make more effective managers
of society is an important decision facing both business and governmental organ-
izations. A state vocational rehabilitation agency, which participated in this
research project, will require a more effective supervisor-counselor relation-
ship in servicing their clients. The effectiveness of this relationship will depend
upon the managerial abilities of the supervisors.

The rehabilitation supervisor is receiving increasing attention as the
direct link between the counselor and the administration. The supervléor's
influence flows downward by presenting management's programs for accomplish-

ing the agency's objectives and upward by representing his counselors' position

to management. The rapid expansion of state rehabilitation agency's services

1]'James Bieri, ""Complexity-Simplicity as a Personality Variable in
Cognitive and Preferential Behavior}' in D. W. Fiske and S. R. Maddi (eds.),
Functions of Varied Experience (Homewood, Ill.: Dorsey Press, 1961), p. 357.

128human, The Management of Men, p. 6.



in the past decade has increased the need for adequately trained supervisors.
If the agencies are to accomplish their program goals, individual supervisors
must be fully developed and utilized. Voyle C. Scurlock, past Director of
Vocational Rehabilitation for the State of Oklahoma, comments on the super-
visor's leadership role as follows:

If supervision is to rest upon a complete understanding of philosophy,
aims, purposes, and activities, we might best describe supervision by
the use of one word, leadership. The function of the supervisor is to
guide, to help, to stimulate--to lead counselors to a critical appraisal and
study of their own performance as affected by their individual attitudes
and practices.

If the agency seeks to develop individual counselors to their highest
potential, then independence of thought must be encouraged and differences
in opinion recognized. Both are important as providing a spring board for

progress.

All this means, therefore, that the supervisor is to be truly a top-
flight rehabilitation leader--a person of superior ability, adequately pre-
pared educationally. He must be skilled in human relations, group
processes, personnel administration and evaluation; and with all of this
he must be constantly seeking new truths and relating them to program
aims and objectives.

The effectiveness of the supervisor-counselor relationship depends on a
supervisory leadership style emphasizing the human relation skill. The human
relation skill of a supervisor may possibly be related to the cognitive complexity
of the individual's personality and, therefore, if the perceptual differentiation
and integrative capacity of the individual's personality can be related to his
behavior a means of identifying and training effective supervisors may be pos-

sible. Hemphill states:

13Voyle C. Scurlock, ''Supervision in State Rehabllitation Agencies, "
Journal of Rehabilitation, 24, 1958, p. 8.




Both laymen and scientists agree that if we can understand the
selection and training of leaders, we can begin to take adaptive steps
toward controlling our own social fate. 14

Research Statement

The purpose of this research is to determine whether any relationship
exists between the supervisor's cognitive complexity and the dependent variables:
@) supervisor leadership behavior, (2) supervisor effectiveness, and (3) counse-
lor job satisfaction. It is hypothesized that a supervisor with a more cognitively
complex infonﬁation processing personality should manifest a leadership style
that will more effectively accomplish the rehabilitation agency's objectives and
result in higher rehabilitation counselor job satisfaction. Hypotheses are also

stated testing the interrelationship between all the subscaies on the instruments

utilized.

Research Methodology

Sample and Procedure
This research was conducted in a state vocational rehabilitation agency.
The sample consisted of those individuals with the j‘ob title of chief of rehabilita-
tion services, area supervisdr, and rehabilitation counselor. The assessments
in this research were as follows: (1) an evalﬁation of the supervisor's effective~
ness by the chief of rehabilitation services, (2) measurement of the area super-

visor's level of cognitive complexity, (3) measurement of the area supervisor's

14John K. Hemphill, Situational Factors in Leadership (Columbus, Chio:
Bureau of Educational Research, Ohio State University, Monograph #32, 1949),p. 3.
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leadership style as seen by himself, (1) mcasurement of the area supervisor's
leadership style as seen by the counsclors he supervises, (5) measurement of
the counselors' job satisfaction, and (6) collection of supervisor and counselor
personal data.

The chief of rehabilitation services was requested to group his area
sﬁpervisors into upper and lower categories of effectiveness. Then he was asked
to select from these two groups those supervisors comprising a middle category
of effectiveness. Finally, he was requested to list the criteria he used in making
the above categorizations.

One hour at the agency's bimonthly supervisory meeting was set aside for
the collection of data on the supervisors. After a brief comment on the naturc of
the research study and the assurance of anonymity, two packages were distributed
to the supervisors. The supervisors were then requested to remove the contents
of the unmarked package. It contained a directioﬁ sheet, a Personal Data Form,
the Paragraph Completion Test, the Modified Repertory Test, and the Leader-
ship Opinion Questionnaire. The Paragraph Completion Test is a timed instru-
ment and, thergfore, was completed first. The remaining instruments were self-
administered. In order to match the supervisor with his counselor and also to
identify the high and the low effective supervisors the envelopes containing the
instruments were coded.

The package with the supervisor's name contained from four to eight
stamped, self-addressed envelopes, which each supervisor was requested to

distribute to his counselors. The contents of the counselor's envelopes were
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explained to the supervisors. The counselor envelope contained a letter of
introduction, a direction sheet, a Personal Data Form, the Leadership Behavior
Description Questionnaire, and the Job Satisfaction Inventory (see Appendix I
for the letter, direction sheets, and Personal Data Forms for the counselor and.

supervisors).

Instruments
The selection of instruments for this research was based on the following
factors: (1) the theoretical and operaticnal frameworks of Kelly; Bieri; Schroder,
Driver, and Streufert; Stogdill; Muthard and Miller15; (2) the extensive research
utilizing these instruments; (3) the reported reliability and validity of each instru-
ment; (4) the extensive research in rehabilitation agencies utilizing these
instruments; and (5) the efficiency with which each instrument is administered.
Leader Behavior Description Questionnaire and
Leader Opinion Questionnaire

One of the outstanding characteristics of the Ohio State Leadership

Studies was the change in approach to studying leadership. The focus changed

from seeking answers to the question--'"What does an individual do while he

15Kelly, The Psychology of Personal Constructs, I (New York: W. W,
Norton and Company, 19566); James Bieri, '"Cognitive Complexity-Simplicity and
Predictive Behavior, " Journal of Abnormal and Social Psychology, 51, 1955, pp.
263-268; Harold M. Schroder, Michae! J. Driver, and Siegfried Streufert,

Human Information Processing (New York: Holt, Rinehart and Winston, Inc.,1967);
Ralph M. Stogdill, Individual Behavior and Group Achievement- A Theory, the
Experimental Evidence (New York: Oxford University Press, 1959); John E.
Muthard and Leonard A. Miller, The Criteria Problem in Rehabilitation Coun-
seling (Iowa City, Iowa: University of Iowa, 1966).
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operates as a leader ?'"' -~to answering the questidn ~-"How does he go about
what he does ?"' The Leader Behavior Description Questionnaire (LBDQ) was
developed to measure the behavior of leaders as perceived by their subordinates
and superiors. The Leader Opinion Questionnaire (LOQ) was developed to mea-
sure the leader's attitude towards his own behavior.

The supervisor's leadership behavior was assessed with the Leader

Behavior Description Questionnaire Form XII (Appendix IT) which provides an

aésessment of the leader's behavior from the counselor's viewpoint. Form XiI
is the fourth revision of the LBDQ, which developed out of the initial work of
Hemphill.16 The theoretical model underlying the LBDQ was outlined by
Morris and Seeman. 17 Hemphill and Coons describe the questionnaire's
development. 18 Halpin and Winerl® and Fleishman's20 factor analysis of the

questionnaire items identified "Consideration' and '"Initiation of Structure' as

16I*Iemphill, Situational Factors in Leadership.

17Rlchard T. Morris and Melvin Seeman, '""The Problem of Leadership:
An Interdisciplinary Approach,'" American Journal of Sociology, 56, 1950,

18John K. Hemphill and Alvin E. Coons, ''Development of the Leader
Behavior Description Questionnaire" in Ralph M. Stogdill and Alvin E. Coons,
Leader Behavior: Its Description and Measurement (Columbus, Ohio: Bureau
of Business Research, Ohio State University, Monograph #88, 1957), pp. 6-38.

19Andrew W. Halpin and James B. Winer, "A Factorial Study of the
Leader Behavior Descriptions, ' in Ralph M. Stogdill and Alvin E. Coons, Leader
Behavior: Its Description and Measurement (Columbus, Ohio: Bureau of Busi-
ness Research, Ohio State University, Monograph #88, 1957), pp. 39-51.

20 Edwin A. Fleishman, "A Leader Behavior Description for Industry"
in Ralph M. Stogdill and Alvin E. Coons, Leader Behavior: Its Description and
Measurement (Columbus, Ohio: Bureau of Business Research, Ohio State Uni-
versity, Monograph #88, 1957), pp. 103-119,
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sufficiently independent to measure two different kinds of leader behavior.
These two factors accounted for 83.2% of the total factor variance. Studies con-
ducted in the military by Halpin21 and in industry by Fleishman, 22 have further
substantiated the existence of the factorial independent subscales of '"Consider-
ation" and "Initiation of Structure."

A new theory of leadership role and group achievement was developed
by Stogdill. 23 After a survey of research data supporting this new theory and
a number of empirical research studies, Form XiII of the LBDQ was developed.
Ten additional subscales were hypothesized which are composed of either five
or ten items. The twelve subscales selected and defined by Stogdill are:

1. Representation - speaks and acts as the representative of the group.
(5 items)

2. Demand Reconciliation - reconciles conflicting demands and reduces
disorder to system. (5 items)

3. Tolerance of Uncertainty - is able to tolerate uncertainty and post-
ponement without anxiety or upset. (10 items)

4. Persuasiveness - uses persuasion and argument effectively; exhibits
strong convictions. (@0 items)

21 pndrew W. Halpin, '""The Leadership Behavior and Combat Performance
‘of Airplane Commanders, " Journal of Abnormal and Social Psychology, 49, 1954,
pp. 19-22; Andrew W. Halpin, "The Leader Behavior and Leadership Ideology of
Educational Administrators and Aircraft Commanders, ' Harvard Education

Review, 25, 1955, pp. 18~32.

22Fdwin A. Fleishman, "The Description of Supervisory Behavior, "
Journal of Applied Psychology, 37, 1963, pp. 1-6; Edwin A. Fleishman, Edwin
F. Harris, and Harold E. Burtt, Leadership and Supervision in Industry: An
Evaluation of Supervisory Training Program (Columbus, Ohio: Bureau of Busi-
ness Research, Ohio State University, Monograph #33, 1955).

23Ra.lph M. Stogdill, Individual Behavior and Group Achievements - A
Theory, the Experimental Evidence (New York: Oxford University Press, 1959).
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5. [Initiation of Structure - clearly defines own role, and lets followers
know what is expected. (10 items)

6. Tolerance of Freedom - allows followers scope for initiative, deci-
sion, and action. (10 items)

7. Role Assumption - actively exercises the leadership role rather than
surrendering leadership to others. (10 items)

8. Consideration - regards the comfort, well being, status, and contri-
butions of followers. (10 items)

9.. Production Emphasis - applies pressure for productive output. (10
items)

10. Predictive Accuracy - exhibits foresight and ability to predict out-
comes accurately. (5 items)

11, Integration - maintains a closely knit organization; resolves inter-
member conflicts. (5 items)

12. Superior Orientation - maintains cordial relations with superiors;
has influence with them; is striving for higher status. (10 items)24

Using the modified Kuder-Richardson formula, a series of studies provide
the reliability coefficients shown in Table 1. The modification consisted of each
item being correlated to the remainder of items in ifs subscale. This procedure
yielded adequate results, which were a conservative estimate of the subscale
reliability. Halpin reports that '"in several studies where agreement among
respondents in describing their respective leaders has been checked by a
' between~ vs. within-group' analys;is of variance, the F ratios all have been

found significant at the .01 level. Followers tend to agree in describing the same

24Ralph M. Stogdill, Manual for the Leader Behavior Description Ques-
tionnaire - Form XII: An Experimental Revision (Columbus, Ohio: Bureau of
Business Research, Ohio State University, 1963), p. 3.




TABLE 1

RELIABILITY COEFFICIENTS OF THE LBDQ

u ) ! o [
g B =2 & g8 5o g 2 @
48 E& <4 B o OSE 34 S A& &
1. Representation .82 85 74 55 59 54 .70 66 80
2. Demand Reconciliation .73 .17 58 .59 .81 .81
3. Tolerance Uncertainty .58 .66 .82 .84 .85 79 .82 .80 .83
4. Persuasiveness .84 .85 .84 L7 79 .69 .80 .76 .82
5. Initiating Structure .79 .75 .78 .70 72 77 .18 .80 .72
6. Tolerance Freedom .81 .79 .86 .75 .86 84 .58 . 73‘ .64
7. Role Assumption .85 .84 .84 .75 83 .57 .86 .75 .65
8. Consideration .76 .87 .84 .85 77 .78 .83 .76 .85
9. Production Emphasis .70 .79 .79 .59 79 .71 .65 .74 .38
10. Predictive Accuracy .76 .82 .91 .83 .62 84 .87
11, Integration .73 .79
12. Superior Orientation .64 .75 .81 ~ .66 .60

Source: Ralph M. Stogdill, Manual for the Leader Behavior Description Questionnaire-Form XII: An Experi-
mental Revision (Columbus, Ohio: Bureau of Business Research, Ohio State University, 1963), p. 11.

ST
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leader, and the descriptions of different leaders differ significantly.' 25

The 1.BDQ is composcd of 100 short, descr'iptivc statements indicating
ways a supervisor may behave. The respondent, who in this study is a coun-
selor, is to indicate the frequency he observes the supervisor engaging in each
leadership behavior by checking one of five adverbs: always, often, occasionally,
seldom, or never. The scoring on each item ranges from 1-5 or 5-1 depending

on the construction of the item (Appendix III).

The supervisor's leadership attitude was assessed using the Leader

Opinion Questionnaire. The LOQ has the same theoretical and research back-

ground as the LBDQ. This scale was developed by Fleishman and measures
‘the leader behavior dimensions ""Consideration' and "Structure."26 Fleishman

defines supervisory behavior asfollows:

Consideration (C). Reflects the extent to which an individual is
likely to have job relationships with his subordinates characterized by
mutual trust, respect for their ideas, consideration of their feelings,
and a certain warmth between himself and them. A high score is indica-
tive of a climate of good rapport and two-way communication. A low
score indicates the individual is likely to be more impersonal in his
relations with group members.

Structure (S). Reflects the extent to which an individual is likely
to define and structure his own role and those of his subordinates toward
goal attainment. A high score on this dimension characterizes individuals
who play a very active role in directing group activities through planning,
communicating information, scheduling, criticizing, trying new ideas,
and so forth. A low score characterizes individuals who are likely to be
relatively tnactive in giving direction in these ways.27

25 Andrew W. Halpin, Manual for the Leader Behavior Description
estionnaire (Columbus, Ohio: Bureau of Business Research, Ohio State
University, 1957).

26Flelshman. "A Leader Behavior Description for Industry, ' in Stogdill
a.nd COOBB, gpo _CEQ' pl 103‘119-

2TEdwin A. Fleishman, Manual for Leadership Opinion Questionnaire
(Chicago, Illinois: Sclence Research Associates, Inc., 1969), p. 1.
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The initial reliability of the L.OQ was determined by internal consistency,
inter-rater agreement, and stability of repeated measures over time. Table 2
presents the reliability correlations which were compiled using the split-half
~method. These reliabilities are at an acceptable level across these samples.
Adequate test-retest reliabilities were achieved for a sample of First-line
Supervisors with a three-month retest period and for a sample of Air Force

NCO's with a one-month retest period.

TABLE 2

RELIABILITY ESTIMATES OF THE LOQ

N Sample ' C S

122 First-line supervisors .70 .79
202 ROTC cadets .80 .82
394 Manufacturing employees .89 .88
120 Executives 62 .80
31 First-line supervisors .80%* L74*
24 Air Force NCOs LT .67*
80 Foremen in a pharmaceutical company .70 .69
90 Supervisor applicants in Swedish company .74 .82

Source: Edwin A. Fleishman, Manual for Leadership Opinion Question-
naire (Chicago, Illinois: Science Research Associates, Inc., 1969), p. 1.

*Test-retest reliabilities.
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The LOQ was developed to maximize construct validity. The validity of
the LOQ is continuing to be determined in other research studies by correlations
with independent measures of leadership. The LOQ'S factor analysis background
and careful item analysis accounts for the independence of the questionnaire's
scales. Table 3 presents the correlations between "Consideration" and "Structure"
scores. A median correlation of around zero indicates that '"halo" and "social

desirability" tendencies do not seem to be operating in these scales.

TABLE 3

CORRELATIONS BETWEEN CONSIDERATION AND
STRUCTURE SCORES FOR VARIOUS SAMPLES

N Sample T
122 First-line industrial supervisors -.01
46 First-line industrial supervisors -.07
22 Top executives .03
80 Bakery supervisors -.19
202 ROTC cadets -.19
247 Naval officer candidates -.23*
274 Naval officer candidates -.21%*
47 Air Force NCOs .02
47 Air Force NCOs .08
394 Industrial employees .04
60 General foremen -.23
100 College seniors -.05
59 Utility supervisors .05
80 Pharmaceutical foremen .10
21 Chemical supervisors .06
57  Motor trucking production foremen -.33.
75 Swedish supervisory candidates .16

Source: Edwin A. Fleishman, Manual for Leadership Opinion Question-
naire (Chicago, Illinois: Science Research Associates, Inc., 1969), p. 1.

*Significant at the , 01 level.
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The LOQ is composed of 40 short, descriptive statements indicating a
supervisor's leadership attitude. The supervisor is to select for each item
the alternative which most nearly expresses his opinion on how frequently he
should do what is described by that item. Variations of the adverb format:
always, often, occasionally, seldom, or never are selected for each leadership
attitude alternative. The scoring on each item is the same as the LBDQ and
ranges from 0-4 or 4-~0 depending on the construction of the item. Means and
standard deviations for the LBDQ and the LOQ are presented in Appendices IV

and V,

Modified Role Construct Repertory Test and
Paragraph Completion Test

Cognitive complexity was assessed with the Modified Role Construct
Repertory Test (MRT) and the Paragraph Completion Test (PCT). The measure-
ment of cognitive complexity has three levels of methodological problems: (1)
relating the definition of the concept to a general class of measurement operations;
(2) selecting specific forms of these measurement operations; and (3) deriving
scores from these specific forms of measurement operations. 28

Bieri's definition of cognitive complexity as "the tendency to construe
social behavior in a multidimensional way" implies that the subject has available
social stimuli upon which he can perform operations indicating the relative degree

of complexity. The "social stimuli'' are persons well-known to the subject.

28James Bieri, "Cognitive Complexity and Personality Development, " in
O. J. Harvey (ed.) Experience, Structure, and Adaptability (New York: Springer
Publishers Company, 1966), p. 25.
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Bieri selects a measurement form that uses a six-category articulation along
various dimensions of behavior provided to the subject. Complexity is mea-
sured by a row-by-row matching technique.

The supervisor's cognitive complexity was assessed with Bieri's Modi-

fied Repertory Test (Appendix V1). This instrument is a modification of

Kelly's Role Construct Repertory Test. The major modification consisted of
providing the subject with the construct dimensions rather than requiring him

29 provide sup-

to generate his own dimensions. A number of research studies
port for Bieri's assumption that 'the sampling of personal constructs provided
for a judge is representative of that judge's own constructs elicited in describing
similarities and differences among people." 30

The MRT consists of a 10 x 10 grid. Each column is identified with
a different role type, which should be representative of a meaningful person in
the subject's social environment. Each row is identified with a bipolar construct,
which is divided into a six-step Likert-type scale ranging from +3 to ~3. The

subject first lists the name or initial of the ten persons who best correspond to

the ten role types. Next the subject rates each of the ten persons on each of the

29Mare Irwin, Tony Tripodi, and James Bieri, '"Affective Stimulus Value
and Cognitive Complexity,'" Journal of Personality and Social Psychology, 5,
1967, pp. 444-448; J. Jaspars, 'Individual Cognitive Structure, " in The Pro-
ceedings of the 17th International Congress of Psychology (Amsterdam: North-
Holland, 1964); W. 8. Torgerson, Theory and Methods of Scaling (New York:
Wiley, 1958); Tony Tripodi and James Bieri, "Cognitive Complexity as a
Function of Own and Provided Constructs, " Psychological Reports, 13, 1963,
p. 26; Joseph S. Vannoy, ""Generality of Cognitive Complexity-Simplicity as a
Personality Construct, ' Journal of Personality and Social Psychology, 2, 1965,
Pp. 385-396.

307ames Biert, et al., Clinical and Social Judgment (New York: John
Wiley and Sons, Inc., 1966), p. 190.
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ten construct dimensions.

The grid is scored for cognitive complexity by comparing each rating in
a row with the rating direcfly below it. A scoré of one is given for every
identical comparison. Each column will ﬁave 45 possible comparisons which
yields a total possible score of 450. A subject who utilizes no differentiation
in his social perception would give identical ratings on all construct dimensions
and would score a maximum of 450. A score of 100 has been found to repre-
sent a relatively complex individual.

Schroder’'s definition of conceptual complexity as 'the number of differ-
ent ways an individual learns to combine and relate a set of information items, "
focuses on the number and connectedness of integrating rules used in organizing

the information process.31

Schroder selects a projective technique for mea-
suring the level of information processing that an individual uses in a particular
situation. Complexity is measured by inferring structural properties from
verbal responses.

The supervisor's conceptual complexity was assessed with Schroder's

Paragraph Completion Test (Appendix VII). The PCT "measures the

extent to which dimensional units of information can be interrelated in different

ways in order to generate new and discrepant perspectives about stimuli." 32

81 Harold M. Schroder, 'Conceptual Complexity and Personality Organi-
zation, ' in H. M. Schroder and P. Suedfeld (eds.), Personality Theory and Infor-
mation Processing (New York: The Ronald Press Company, 1971), p. 240.

32 Harold M. Schroder, Michael J. Driver, and Siegfried Streufert,
Human Information Processing (New York: Holt, Rinehart and Winston, Inc.,
1367), p. 25.
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This standardized paper and pencil test was developed with the intention of
measuring structure in the area of social interaction, which more specifically
is labelled the "interpersonal-uncertainty" domain.

The PCT presents the subject with 5 sentence stems in the interpersonal
area and asks him to write 3 or 4 sentences in approximately 100 seconds to
complete each item. The responses are rated for the degree of differentia-
tion and the number of degrees of freedom in the rules of .integration. It is
from these verbal responses that the mediating processes or conceptual struc-
ture is inferred.

The integrating complexity of the conceptual structure is measured along
a seven point scale. The scale is divided into four gross points: 1-Low,
3-Medium Low, 5-Medium High, and 7-High structural properties of verbal
responses. A score of 1 is given to a response generated by a single rule or
perspective, 3 indicates alternative but unconnected perspectives, 5 indicates ‘
a relationship between two perspectives, 7 indicates multiple relationships.
Points 2, 4, and 6 represent intermediate judgments. A sum of the top two
sentence scores is taken to indicate the individual's conceptual complexity. A
sum of top two scores of 7 or above indicates an individual functioning at the
more "abstract' or higher end of the conceptual complexity continuum, A score
of 4 or below is indicative of an individual who is functioning at the more
"concrete" or lower end of the continuum, The responses recorded in this
research were scored under the direction of Professor Schroder.

Schroder, et al. report three measures of internal consistency on the
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PCT.33 Table 4 shows that the correlations between the individual stem scores
and the total scores vary between .57 and .75. Total scores computed with all
six stems34 or the top two stems do not substantially differ on the split halves
test. An equal split halves correlation of .70 was found for scores on stems
""doubt', 'rules', and "when criticized' versing scores on "confusion', "parent',
and "criticism means. ' Intercorrelations among the similar pairs of stems,
ambiguity stems, external imposition stems, and interpersonal conflict stems
are .46, .38, énd .56, respectively. Schroder suggests that while different
classes of stems (stimuli) produce somewhat different levels of conceptual func-
tioning, the correlations are sufficient to warrant the summation of scores
across these stems to arrive at a general score.

Verbé.l fluency and social desirability in the test responses can reduce
the validity of‘the scores. Proper scoring procedures will reduce the influence
of fhese variables. Intelligence tests were significantly related to conceptual
structure with a correlation range from .12 to .45. Schroder found that when
the low intelligence subjects were eliminated the correlation is considerably
reduced.

Faletti experimentally studied the validity of the PCT using the structural

manual. 35 Three information processing structures were presented to three

33Schroder, et al., Human Information Processing, p. 196.

34Recent modification has reduced the PCT to five stem items.

35M. V. Falett!, "An Experimental Validation of Some Measures of Cog-
nitive Complexity," (unpublished thesis, Princeton University, 1968).
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TABLE 4

TYPICAL CORRELATIONS BETWEEN PARTS OF THE PARAGRAPH

COMPLETION TEST AND WITH OTHER TRADITIONAL MEASURES

1 2 3 4 5 6 7 8 9 10 11 12 13

1 Integi'ative index 70 59 76 68 75 57 65 86 86 12 50 -07

2 Stem I 48 46 62 35 33 94 55 35 12 33 -01
mubtl'.

3 Stem II 41 39 56 21 48 39 51 22 35 -02
Confusion. ..

4 Stem III 41 49 33 33 89 48 17 40 -17
Rules...

5 Stem IV 41 39 50 57 50 21 30 -01
Parents...

6 Stem V 44 29 55 85 09 33 -08
Criticism. ..

7 Stem VI 26 35 178 00 22 02
Criticism means...

8 Ambiguity 46 38 06 38 -02
stems (1 and 2)

9 External imposition 56 12 42 -08
stems (2 and 3)

10 Interpersonal conflict 04 36 -05
stems (4 and 5)

11 Verbal Fluency 10 17

12 Verbal IQ -41

13 Social desirability

Source: H. M. Schroder, M. J. Driver, and S. Streufert, Human Infor-
mation Processing, (New York: Holt, Rinehard and Winston, Inc., 1967), p. 197.
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matched groups using the simulated personnel selection situation. The infor-
mation processing structures were (1) two-dimensional single combinatory rule,
(2) three-dimensional single combinatory rule, and (3) threce-dimensional con~
nected multiple combinatory rule. The subjects were taught to use single or
multiple combinatory rules to think about cach applicant in the simulated situ-
ation. It was found that the induced organizational differences affected the
structural properties of the PCT. The integrative complexity scores for group
3 were higher than for groups 1 and 2.

Faletti's study demonstrated two effects: (1) as the degree of experi-
mentally induced differentiation was increased, scores on the Modified Rep
Test systematically increased, but scores on the PCT remained substantially
unchanged; (2) as the degree of experimentally induced organizational complexity
was increased, while holding the number of dimensional scale values of informa-
tion constant, scores on the PCT systematically increased while scores on the
Rep Test remained substantially the same. Vannoy reports scores of the PCT
were factorially independent of scores on the MRT.36 Gardiner's factorial
study showed that the PCT defined a factor as the level of conceptual complexity
which is relatively unrelated to factors of differentiation. 37 Therefore, the mea-
surement of cognitive complexity will consist of two aspects: the degree of social

stimuli differentiation and the degree of organizational integration. These two

363 oseph S. Vannoy, "Generality of Cognitive Complexity-Simplicity as
a Personality Construct, "' Journal of Personality and Social Psychology, 2, 1956,
pp. 385-396.

37G. S. Gardiner, '"'Some Correlates of Cognitive Complexity, " (unpub-~
lished master's thesis, University of Alberta, 1968).
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facets of cognitive complexity will be further outlined in Chapter III.

Job Satisfaction Inventory
The counselor's job satisfaction was assessed with the Job Satisfaction

Inventory (JSI) (Appendix VIII). The JSI was originally developed by J ohnson38

and later revised by Muthard and Miller for use with rehabilitation counselors.3?
The revision consisted of reducing the number of items from 99 to 70 and
changing the format of the item response. Muthard and Miller selected the JSI
because it appeared to cover most of the major dimensions of job satisfaction,
and the validation studies using self-estimates and co-worker criteria seemed
promising.

Muthard and Miller used a sample of 143 counselors from six rehabilita-
tion agencies to modify and test the JSI. Using the split half procedure and the
Spearman-Brown correlation, the authors report the reliability of the total score
from the JSI is .88. The corrected split-half reliability coefficients for the
eight dimensions ranged from .47 to .89, with the mean, using the Fisher Z
transformation, being .80. Intercorrelation of the JSI dimensions indicate
relative independence. 10

Studies using the JSI in rehabilitation agencies have continued to substan-

tiate the instrument's validity. Pacenilli, and Smits and Aiken, found the JSI

38George Johnson, "An Instrument for the Measurement of Job Satisfac-
tion, " Personnel Psychology, 8, 1955, pp. 27-37.

3930hn E. Muthard and Leonard A. Miller, The Criteria Problem in
Rehabilitation Counseling (Towa City, Iowa: University of Iowa, 1966).

40pid, , p. 43.
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to be significantly correlated with counselor perceptions of supervisory behavior.
Muthard and Miller, and Hanson related JSI scores to counselor productivity.
Smits, and Irzinski related JSI to counselor turnover. 4l

The rehabilitation counselor was asked to rate his feelings, beliefs, and
attitudes on seventy items whicﬁ measure job satisfaction in the following areas:
@) Physical and Mental Exertion; (2) Relations with Associates; (3) Relations
with Employer; (4) Security, Advancement and Finance; (5) Interest in, Liking
for, and Emotional Involvement in the Job; (6) Job Information, Training, and
Status; (7) Physical Surroundings and Work Conditions; (8) Future, Goals and
Progress.

The item response format is a five-point Likert scale using the following
adverbs and percent of time as guides: rarely (0 to 15 percent of the time), .
sometimes (16 to 35 percent of the time), frequently (36 to 65 percent of the time),
generally (66 to 85 percent of the time), and almost always (86 to 100 percent of

the time). Following Pacinelli's suggestion the adverb format was changed to

41Ralf N. Pacinelli, "Rehabilitation Counselor Job Satisfaction as it Re~
lates to Perceived Leadership Behavior and Selected Background Factors, '
(unpublished doctoral dissertation, Pennsylvania State University, 1968);
Stanley J. Smits and Wilbur J. Aiken, A Descriptive Study of Supervisory Prac-
tices as Perceived by Counselors in State Vocational Rehabilitation Agencies
(Bloomington: Indiana University, 1969); Leonard A. Miller and John E. Muthard,
""Job Satisfaction and Counselor Performance in State Rehabilitation Agencies, "
Journal of Applied Psychology, 49, 1965, pp. 280-283; J. C. Hanson, '"Job Sat-
isfaction and Effective Performance of School Counselors, " Personnel and Guid-
ance Journal, 46, 1968, pp. 864-869; Stanley J. Smits, Leadership Behavior of
Supervisors in State Rehabilitation Agencies (Atlanta: Georgia State University,
1971); Stanley M. Irzinski, '"Factors Related to Turnover in a State Rehabilita-
Agency, " (unpublished doctoral dissertation, Pennsylvania State University, 1968).
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"rarely," "seldom, " "occasionally, " "often, " and "always" to conform to the
LBDQ format and thereby clarify the instruments for the counselors.#2 The
seventy items are scored on a scale from 1-5 or 5-1 depending on the
statement. A total job satisfaction score can range from 70 to 350, and eight
dimensional scores can be computed (Appendix IX). A high total score or
dimensional score represents a high level of job satisfaction.

The following instruments were administered at.each organizational
level. The chief of rehabilitation services grouped his supervisors according
to their effectiveness. The supervisor completed a Personal Data Form, the
Paragraph Completion Test, the Modified Repertory Test, and the Leadership
Opinion Questionnaire. The counselor completed a Personal Data Form, the

Leadership Behavior Description Questionnaire and the Job Satisfaction Inven-

tory.
Hypotheses to BRe Tested
The following null hypotheses will be tested.
Hypothesis I: There is no difference between the supervisors' cognitive
complexity when classified according to effectiveness.
Hypothesis II: There is no difference between the supervisors' 1L.OQ sub-

scale scores when classified according to effectiveness.

Hypothesis III: There is no difference between the supervisors' LBDQ sub-
scale scores when classified according to effectiveness.

Hypothesis IV: There is no difference between counselors' JSI subscale
scores when classified according to their supervisor's
effectiveness.

42Ralf N. Pacinelli, "Rehabilitation Counselor -Job Satisfaction as it
Relates to Perceived Leadership Behavior and Selected Background Factors, "
(unpublished doctoral dissertation, Pennsylvania State University, 1968).
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Hypothesis V: There are no significant correlations between the super-
visors' cognitive complexity and the LOQ subscale scores.

Hypothesis VI: There are no significant correlations between the super-
visors' cognitive complexity and the LBDQ subscale scores.

Hypothesis VII: There are no significant correlations between the super-
visors' cognitive complexity and the counselors' JSI subscale
seores.

Hypothesis VIII:  There are no significant correlations between the super-
visors' LOQ dimension scores and the LBDQ dimension
scores.

Hypothesis IX: There are no significant correlations between the super-
visors' LOQ subscale scores and the counselors' JSI sub-
scale scores.

Hypothesis X: There are no significant correlations between the super-
visors' LBDQ subscale scores and the counselors' JSI
subscale scores.

Analysis of Data

Two nonparametric statistical models are utilized in testing these
research hypotheses. These models were selected because of the assumptions
underlying the population and the instrumentation. The Mann-Whitney U test
was used to test for a significant difference between the effectiveness classifica-
tions. Spearman Rank correlation analysis was conducted to test the remaining
hypotheses. The function of the correlation analysis was to determine the close-
ness of the relationship between any two variables. 'Multiple regression analysis
was conducted on the JSI total score. The objective of the multiple regression
analysis is the derivation of an equation by which the dependent variable, JSI

total, can be estimated from the other variables being investigated. The alter-

nate hypotheses state that the effective supervisors will score higher on the
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variables under consideration, and that there is a positive relationship between

the variables correlated.

Scope and Limitations

This research study was conducted in a state vocational rehabilitation
agency. The data were collected from the chief of rehabilitation services, 29
supervisors, and 147 counselors. Three supervisors were not included in the
study. One was sick during the testing period; a second was excused since she
had no counselors reporting to her; and, the third supervisor was eliminated
from the analysis because of apparent bias. A total of 190 counselors' packets
were distributed. Of these, 160 were returned and 147 were usable. Four
supervisors had less than the four counselor evaluations suggested for relia~
bility on the LBDQ, but were included because three counselor evaluations
were felt adequate considering that these supervisor's total number of counselors
were small, 43

The concepts of individual job satisfaction and leadership behavior con-
sist of many facets. The measurement of rehabilitation counselor job satis-
faction was limited to his response on the Job Satisfaction Inventory. The
measurement of leadership behavior was limited to the rehabilitation counselor's
perception of his immediate supervisor and the supervisor's self-report. These

measurements were made respectively with the Leadership Behavior Descrip-~

tion Questionnaire and the Leadership Opinion Questionnare. The measurement

43Ralph M. Stogdill, Managers, Employees, Organizations (Columbus,
Ohio: Bureau of Business Research, Division of Research, College of Commerce
and Administration, Ohio State University, 1965).
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of the supervisors' cognitive personality was limited to responses to the
Paragraph Completion Test and the Modified Repertory Test.

Several limitations occurred as a result of the research design. What
constitutes an "effective' supervisor is a difficult conceptual question to mea-
sure. No attempt was made to operationally define supervisor effectiveness.
Instead, the chief of rehabilitation services' designation of "effective' and
"less effective' supervisors, and the counselors' job satisfaction scores were
accepted as indicative of supervisory effectiveness.

Studies involving self-reporting and description of others' behavior
risk the collection of inaccurate information. In order to insure greater
accuracy the participants were instructed on the objectives and procedure of
the research study. Instructions and example questions preceded each instru-
ment. Since the anonymity of each respondent was assured, it was assumed
that the participants' responses were a truthful reflection of their feelings.

The scope and limitations of this research study caution the generaliza-
tion of the results to other state population of rehabilitation supervisors and
counselors. Caution is also extended to making any inferences about the causality
of the variables that are statistically interrelated. Richmond states:

The use of the terms dependent and independent to describe the
variables in correlation analysis stem from the mathematical func-
tional relationship and is not necessarily related to the dependence in
a causal sense of one variable on the other. As a matter of fact, there
is nothing in correlation analysis, regression analysis, or any other
mathematical procedure that can establish causality. We can and do

measure the nature and the degree of the association or covariation
between the true variables; but we cannot and do not from the procedures



32

described here, form any conclusions about the causality or lack of it
in the relationship between the two variables. 44
1t is further pointed out that the ex post facto research design limits
the manipulation of the independent variables and the control over the randomi-
zation of the subjects. The inferences about the relations among the variables
are therefore made without direct manipulation of the variables. Kerlinger
defines ex post facto research as:
Ex post facto research is systematic empirical inquiry in which
the scientist does not have direct control of independent variables be-
cause their manifestations have already occurred or because they are
inherently not manipulable. Inferences about relations among variables
are made, without direct intervention4 from concomitant variation of
independent and dependent variables. 5
The major design approach in the Ohio State Leadership Studies was to
discover the relation of group and individual factors to differentials in leader
behavior. These relationships could have been causal or concomitant in nature.
Although the ultimate effort is to establish a causal relation, this study focuses
on what phenomena are concomitant with certain kinds of leader behavior.

Morris and Seeman state that '"seeking out such concomitancies is a vital pre-

paratory step toward the establishment of causal patterns." 46

445amuel B. Richmond, Statistical Analysis (New York: Ronald Press
Company, 1964), p. 426.

45Frederick N. Kerlinger, Foundations of Behavioral Research; Educa-
tional and Psychological Inquiry (New York: Holt, Rinehart and Winston, Inc.,
1973), p. 379.

46Morris and Seeman, "The Problem of leadership, " p. 154.
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Justification {or the Research

The Ohio State Leadership Studies have developed a theoretical frame-
work directed at the understanding of intragroup relations, which emphasizes
the integration of other theoretical constructs. Using this framework the theo-

retical works of Stogdill, Individual Behavior and Group Achievement; Kelly,

The Psychology of Personal Constructs; Bieri, Cognitive Complexity-Simplicity

and Predictive Behavior; and Schroder, et al., Human Information Processing

are integrated in an attempt to test the hypothesized relation between perception
and behavior. Stogdill makes the following comments on the importance of

theoretical integration in the social sciences:

Strong efforts are being made in the social sciences to bring about
the integration of subsets of statements heretofore regarded as separate
and independent theories. The convergence of theories relating to indi-
vidual with those relating to group events is apparent in research on
interpersonal perception and interpersonal reinforcement. Much other
integrative work is being done at different levels of generality. ...
Increase in understanding is dependent upon the development of methods
for demonstrating that theories are not only verifiable, but logically con-
sistent.  Understanding is further increased when two or more separate
systems can be put together in such a manner as to form an integral
system of verifiable and logically consistent statements. 47

It is hoped that the findings from this research will add to the theoretical
base from which an experimental research program can be built to analyze

further the relationship between agency effectiveness and the human factors in

the organization. The following working principles, which have been utilized

47Ralph M. Stogdill, '"Intragroup-Intergroup Theory and Research, " in
Muzafer Sherif (ed.) Intergroup Relations and Leadershtp (New York: John Wiley
and Sons, Inc., 1962), p. 48.
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in the Ohio State Leadership Studies, provide a framework for continued rehab-

ilitation agency research.

1. Description should precede evaluation. Let us discover what exists
before attempting to evaluate it.

2. Understanding is based on the demonstration of relationships. Theory
should be based on an empirically established system of interrelation-
ships.

3. Methods should be developed for the measurement of all variables
thought to be necessary for a logically complete and coherent system.
Whenever possible, scaled measures should be developed for every
variable thought to be essential to the system. That which cannot be
categorized or quantified cannot be related to other variables.

4. Empirical research should be conducted on a systematic basis. |

5. Structural designs are necessary for systematic research. 48

A number of research efforts on agency supervision have been conducted.
Pacinelli related two dimensions of leader behavior of counselor job satisfaction;
Miller and Muthard examined job satisfaction and performance criteria; Irzinski
studied the factors underlying counselor turnover; Smits and Aiken described
supervisory practices as perceived by counselors; Bostic studied the effects of
perceived leadership climate in state agencies; and Viaille, Hills and Ledgerwood
studied the management practices of more effective and less effective district

offices. 42 Synthesis of these research efforts will add further understanding to

the already existing empirical relationships.

48Stogdill, "Intragroup-Intergroup Theory and Research,' p. 49.

49Paclnelli, "Rehabilitation Counselor Job Satisfaction as it Relates to
Perceived Leadership Behavior and Selected Background Factors;" Miller and
Muthard, "Job Satisfaction and Counselor Performance in State Rehabilitation
Agencies;" Irzinskli, "Factors Related to Turnover in a State Rehabilitation
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The Rehabilitation Service Administration Management Training Pro-
gram initiated at the University of Oklahoma provides a means by which
research findings can be utilized in the training of rehabilitation personnel. 50
The importance of human relation training has been pointed out by Smits and
Aiken's survey of counselors' assessments of the in-service training needs of
their supervisors. The overall assessment of supervisor competency was

favorable, with ratings of inadequacy ranging from 13.0% to 35.2%. The major

needs in order of priority were seen as:

Counselors
Rank Supervisor's Knowledge/Skill Area Checking
"Inadequate"
1 Ability to handle interpersonal relationships in 35. 29
administrative settings, directing, motivating,
and stimulating staff performance.
2 Ability to identify strengths and weaknesses in 33.5%

individual performance, to develop techniques
for stimulating professional growth and improve-
ment of sexrvices.

Agency;" Smits and Aiken, A Descriptive Study of Supervisory Practices as
Perceived by Counselors in State Vocational Rehabilitation Agencies; Carroll
R. Bostic, '"The Effect of Perceived Leadership Climate in the State Rehabilita~
tion Agency" (unpublished doctoral dissertation, University of Missouri, 1969);
Harold D. Viaille, William G. Hills and Donna E. Ledgerwood, Management
Practices in Vocational Rehabilitation District Offices (Norman, Oklahoma;
Regional Rehabilitation Research Institute, The University of Oklahoma, 1973).

50 This program offers seminars in the following areas: (1) Basic Prin~
ciples of Management, (2) Program Planning, (3) Manpower Development, (4)
Human Relations and Communication, (5) Problems in Organization, (6) Manage-
ment of Managers, (7) Problems of State Directors, (8) Supervisory Manage-
ment, (9) Managerial Decision Making, (10) Program Evaluation, (11) Manage-
ment of Change.
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3 Ability to track casework methods in such a way 31.79
as to improve case study evaluation, diagnosis,
and planning for rchabilitation services.

4 Knowledge of related regulations such as those 28.7%
associated with Public Welfare, Workmen's ~
Compensation, Wage and Hour, etc.

5 Understanding of the principles of human behavior, 27.49,
the significant aspects of interpersonal relation-
ships as reflected in client-counselor and super-
visor-counselor activities.5! '

Moriarty, Director of the Ohio Bureau of Vocationa! T ~iabilitation,
rests the agency's success as a whole on ;he relationship the supervisor
develops with his counselors. Belonging to a meaningful group association is
a basic counselor need, which is the supervisor's major responsibility.

It is a fact well recognized by state directors and by the federal
Office of Vocational Rehabilitation that supervision in vocational rehabil-
itation is important, that supervisory techniques and skills can be

improved through training, and that good supervision is closely related
to successful recruitment and retention of competent counseling staff.

This area of training need has long been given hlfh priority by the Council
of State Directors of Vocational Rehabilitation.

Argyris has suggested that the effective training of supervisors in
"Human Relations and Communication' may require new techniques that will

bring a change in '"general or total behavior.' He states:

518tanley J. Smits and Wilbur J. Aiken, A Descriptive Study of Super-
visory Practices as Perceived by Counselors in State Vocational Rehabilitation
Agencies (Bloomington, Indiana: Indiana University, 1969), p. 31.

52Edward J. Mortiarty, '"The Supervisor in a State Rehabilitation Agency,"
Journal of Rehabilitation, 25, 1959, p. 25.
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Thus, training in human relations, no matter how simple, is not
only a matter of 'getting the subject matter across clearly, ' but it is
also a matter of understanding how to help the foreman to incorporate
the subject matter as part of his personality. 53
Increasing the individual's perceptual accuracy may be one means of
incorporating the "Human Relation Skill" into the supervisor's personality.
Zalkind and Costello feel that:
We are not yet sure of the ways in which training for perceptual
accuracy can best be accomplished but such training cannot be ignored.
In fact, one can say that one of the important tasks of administrative
science is to design research to test various trammg procedures for
increasing perceptual accuracy. 54
The purpose of this research will attempt to assess the supervisor's
perceptual complexity and its relationship to leadership behavior, effectiveness
and job satisfaction. It is hypothesized that a more cognitively complex super-
visor will make more accurate perceptual judgments of people which in turn
allows him a wider range of freedom for accomplishing agency programs.
Developing the capacity of individual freedom will be the future challenge to the
administrative sciences. Schroder, Karlins and Phares state:
The noblest goal of the individual is to develop the capability to be

free, and the aim of all institutions and governments should be to help
the individual in his quest for freedom. Individuals differ in their ability

53 Argyris, Personality and Organization--The Conflict Between the System
and the Individual, p. 22.

54gSheldon S. Zalkind and Timothy W. Costello, '"Perception: Some
Recent Research and Implications for Administration," Administrative Science

Quarterly, 7, 1962, p. 235.
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to be free. It is a learned ability--an information-processing ability--
unrelated to the amount of knowledge a person learns or his memory
capacity. Freedom is the ability of a person to produce his own concep-
tions, to generate alternative and conflicting conceptions, to think and
value in terms of multiple perspectives, and to define one's identity and
his relationships to others on the basis of these self-generated concep-
tions of the world, 39

Organization of the Research

This research study is organized into five chapters. The infroduction,
methodology, and justification are présented in Chapter I. In Chapter II defini-
tions of leadership are presented and three theoretical concepts of leadership
are reviewed. The theoretical framework for the Ohio State Leadership Studies
outlines the direction for this research study. Next, Stogdill's theory of Indi-
vidual Behavior and Group Achievement is presented. This theory attempts to
synthesize some diverse research findings and also leads to the development of
Form XII of the LBDQ. Finally, the Human Relations Research Groups' leader-
ship paradigm is outlined. This paradigm emphasizes the perceptual capacities
of the leader.

In Chapter III the definition of personality is discussed, and the philo-
sophicai and theoretical concept of personality is presented. The philosophical

and theoretical position of Kelly's The Psychology of Personal Constructs is

outlined, The Repertory Test was developed from this theory. Next, the theo-
retical positions of Bieri and Schroder, et al. outline the theory of human

information processing. From these works the Modified Repertory test and the

55Harold M. Schroder, Marvin Karlins and Jacqueline O. Phares,
Education for Freedom (New York: John Wiley and Sons, Inc., 1973), p. 77.
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Paragraph Completion test were developed.
In Chapter IV the research literature, utilizing the theoretical approaches
mentioned above, is reviewed. In Chapter V the results and discussion of this

research project are presented.



CHAPTER @I

LEADERSHIP

Introduction

A persistent theme throughout history ﬁas been to identify the nature
and quality of leadership. The trait approach focused first on identifying char-
acteristicé pertinent to the leader. Finding the trait approach inadequate the
Ohio State Leadership studies turned to examining and measuring performance
or behavior in the situation. Stogdill's synthesization of theory and experimental
studies resulted in the formulation of a theory of leadership and group achieve-
ment, which proposes expectation theory as an important element in determining
group outputs. Tannenbaum, et al. represent the newest emphasis in leadership
research and focuses attention on identifying the psychological capacities that
undergird the leadership process. 1

Kelly's formal expectations theory outlines the necessary connection
between the leadership process and group achievement. Finding the current
psychoanalytical thought inadequate Kelly proposed a theory that is an antici-

patory rather than a reactive system. The additional concepts of Bieri and

lRobert Tannenbaum, Irving R. Weschler, and Fred Massarik, Leader-
ship and Organization--A Behavioral Science Approach (New York: McGraw-
Hill Book Company, 1961).

40
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Schroder, et al. complete the system of psychological processes. 2

The approach taken in this leadership research can be considered to be
situational and interactional. Leadership is explained as an interaction between
the leader and follower in the situation. Gibb's summary of the situational
approach emphasizes the process of social interaction which focuses on the

leader's capacity for the perception of individual differences. He states:

First, leadership is always relative to the situation. This rela-
tivity may be broken down with respect to each of the major variables in
the situation: (a) It is relative to the group task and goal. Individual
accession to the leader role is dependent upon the group goal. Insofar
as there can be no leadership in the abstract, it must be toward a goal,
however weakly that goal may be valued. (b) It is relative to group
structure or organization. Leader behavior is determined in large part
by the nature of the organization in which it occurs. (c) It is relative to
the population characteristics of the group or, in other words, to the
attitudes and needs of the followers. The leader inevitably embodies
many of the qualities of the followers, and the relation between the two
may be so close that it is often difficult to determine who affects whom
and to what extent. For this reason it is possible for leadership to be
nominal only.

Second, the basic psychology of the leadership process is that of
social interaction. It is distinctly a quality of a group situation. No
individual can be conceived of as a leader until he shares a problem with
others, until he communicates with them about the problem, until he has
succeeded in enlisting their support in giving expression to his ideas.
Leader and follower must be united by common goals and aspirations and
by a will to lead, on one side, and a will to follow on the other, i.e., by
a common acceptance of each other. It is a corollary of this principle
that the leader must have membership character in the group which
sponsors him for that role, because leader and followers are interdepen-
dent. The leader must be a member of the group, and must share its
norms, its objectives, and its aspirations.

Finally, given group-membership character. . . leader status
depends upon perception of individual differences. It is because there are

2Chapt;er V will more fully interrelate these concepts.
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individual differences of capacity and skill that one of a group emerges
as superior to others for meeting particular group needs. 3

The interactional approach emphasizes the quality of interaction between

the leader and follower. The basic assumption is that leadership cannot be

studied in isolation, since a major requirement for analysis is group interac-

tion. The situational factors are seen to play a minor role in leadership effec-

tiveness. . It is the interaction of the leader's characteristics with those in his

social field that are the relevant factors. Jennings identifies the primary indi-

vidual leader characteristics in the following statement:

The individual's extent of emotional expansiveness towards others
is seen to be his individual characteristic, a characteristic which finds
consistent expression without relevance to the environmental factors
which may exert "press' for or against its fulfillment. ...

In the inter-personal structure related to the criteria of living-
working, the choice--status of the individual appears directly attributable
to the capacities he shows in interaction with colleagues to lessen or aug-
ment the satisfaction of common group life. In this sense, choice is found
to be evoked towards him or withheld from him, more or less in propor-
tion to how he carries his role in relation to other members' roles, or,
to state it more precisely, in proportion to how others perceive him to
interact with them for the benefit of their group regime. Individuals whose
behavior in this context enable other members to have an expanding experi-
ence (by the latter's definition) appear to earn a high choice-status.
Individuals whose behavior in this context are considered to retard or be
disruptive to the kind of group experience wanted are found to be isolated
or near isolated from the choice of their fellow members. 4

3Cecil A. Gibb, "Leadership," in Gardner Lindzey (ed.) Handbook of

Social Psychology (Cambridge: Addison-Wesley Publishing Company, 1954),

p. 915.

4Helen Hall Jennings, Leadership and Isolation--A Study of Personality

in Interpersonal Relations (New York: Longmans, Green, and Company, 1950),

p. 265.
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Thus, the existentialist view of man is the basic 6rientation of this
leadership research. This view looks at the totality of man and situation and
considers that man is conscious of himself as an important part of his experi-
ence. Man's capacities for interaction with others is the determining factor
in his self development and leadership status. The situation may limit hié
choices, but it does not define behavior. In Knowles and Saxberg's view, the .
subjective personality ''reflects man's interactions with his environment in
terms of the 'inner man' looking out, developing self and self~awareness. "

The individual "has the potential to define himself 'free', and he should do so. "o

According to Cartwright and Zander , understanding leadership from a
scientific point of view has presented behaviorgl scientists with two major pro-
blems. The first problem is the confusion surrounding the question of what
leadership should be from the question of what consequences follow specific
leadership practices. The second problem is to find an acceptable definition
of leadership. 6

In answering these two questions this chapter will first present some
definitions of leadership and discuss the change in leadership research method-
ologies. Secondly, the Ohio State University Leadership Paradigm, Stogdill's
Individual Behavior and Group Achievement Theory, and the Human Relation

Research Group Leadership Paradigm are presented. This chapter and Chapter Il

5Henry P, Knowles and Borje‘O. Saxberg, Personality and Leadership
Behavior (Reading, Masg: Addison-Wesley Publishers Company, 1971), p.- 69..

SDorwin Cartwright and Alvin F. Zander (eds.), Group ics:
Research and Theory (Evanston, Ill.: Row, Peterson Company, 1953), p. 535.
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on personality theory were developed with the important stress Rychlak places

on psychological theory as:

. one which views theory as a coherent set of hypothetical,
conceptual (meaning, in psychology, operational defined), and pragmatic
(predictive) principles forming the general frame of reference for a field
of inquiry. From this coherent entity, the theoretician deduces princi-
ples, formulates hypotheses, and then undertakes the action necessary
to validate these hypotheses. 7

Leadership Definitions

Definitions of leadership have varied according to the disciplinary back-
ground of the researcher and the various approaches utilized in identifying a
leader. Gibb categorizes the definitions of a leader into the following classifica-
tions: (L) the leader as an individual in a given office, (2) the leader as one who
exercises influence over others, (3) the leader defined in terms of influence
upon syntality, (4) the leader as focus for the behavior of group members, (5)
the leader as one who engages in leadership behavior, and (6) the leader in

terms of sociometric choice. 8

The following leadership definitions can be
placed into one of these six classifications.

The initial approach adopted by Shartle and Stogdill in the Ohio State
University studies in Naval Leadership was that individuals who occupy positions

which are commonly presumed to demand leadership ability are proper and likely

7Joseph F. Rychlak, A Philosophy of Science for Personality Theory
(Boston: Houghton Mifflin Company, 1968), p. 11.

8Gﬂ)b, "Leadership, "' pp. 880-884.
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subjects for the study of leadership. 9 This was a convenient starting place

for their investigation since there was such a high degree of structure in the
organization they studied. Morris and Seeman in the Ohio State Leadership

studies say:

One tentatively adaptable definition of leadership emphasizes its
influence aspect: leadership acts are by persons which influence other
persons in a shared direction. This definition implies a positional rela-
tionship between the 'leader' and other persons. A leader position is
defined in terms of relative status in an influence hierarchy (or relative
degree of influence). 10

Cattell suggested that the existence and nature of leadership can be
found in either the group structure (i.e., the internal organization and interac-
tions of the group) or in the group syntality (i.e., the final group performance).
Although there are significant correlations between structure and syntality, he
states that:

If the ultimate criterion of leadership is to be the effect of leader-
ship structure upon the actual group performance. . . then it is better to

measure this directly as such, at the group performance level, rather
than try to infer it from the structure level. 1l

SRalph M. Stogdilland Carrol L. Shartle, Methods in the Study of Admin-
istrative Leadership (Columbus: Bureau of Business Research, College of Com-
merce and Administration, Ohio State University, Monograph 80, 1955), p. 1.

10Richard T. Morris and Melvin Seeman, '"The Problem of Leadership:
An Interdisciplinary Approach, "' American Journal of Sociology, 56, 1950,
p. 149.

11Raymond B. Cattell, "New Concepts of Measuring Leadership in Terms
of Group Syntality, " Human Relations, 4 , 1951, p. 174.
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Cattell, therefore, defines the leader as 'a person tho has a demonstrable
influence upon g'roup syntality. nl2

Gouldner defines a leader as "any individual whose behavior stimulates
patterning of behavior in some group. By emitting some stimuli, he facilitates
group action toward a goal or goals, whether the stimuli are verbal, written,
or gestural. " In completing the interaction process between the leader and fol-
lower Gouldner states that not only does the leader "emit" stimuli, but he will
also receive stimuli from the followers. ''The norms the leader applies, the
conflicts he resolves, the proposals he legitimates, involve his continual adapt-
ation to, and organization of stimuli which are issued by the behavior of group
members," 13

Likert's interactional approach to management stresses the role of
"effective communication' and ''supportive interpersonal relationships.'" In
applying the principle of supportive relationships, Likert maintains that the

superior-subordinate relationship is essential for goal accomplishment. The

principle is stated as follows:

The leadership and other processes of the organization must be
such as to insure a maximum probability that in all interactions and in
all relationships within the organization, each member, in the light of
his background, values, desires, and expectations, will view the experi-
ence as supportive and one which builds and maintains his sense of per-
sonal worth and importance. 14

12Ca'tizell, "New Concepts of Measuring Leadership in Terms of Group
Syntality," p. 176.

13Alvin Ward Gouldner, Studies in Leadership: Leadership and Demo-
cratic Action (New York: Harper and Row Publishers, Inc., 1950), p. 17.

14pensts Likert, The Human Organization Its Management and Value
(New York: McGraw-Hill Book Company, 1967), p. 47.
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The findings on leader-subordinate relationships reveal a wide range

of individual differences in personality. ' Their reflection in ways of behaving

15

show leadership to be definable by a manner of interacting with others."
Using a: sociometry approach Jennings' definition views the individual's satis-
faction and effectiveness to be a function of his interpersonal relationships.

She maintains that as the self grows, the individual becomes more affected by

the interpersonal relationships that exist for him. Jennings states:

The emotional milieu of the self is affected by the other selves with
whom the self is in contact and the interpersonal experiences that take
place between the self and others. If the self is inadequate in capacity to
enter into relationships with other selves, the individual may find himself
in a relatively neutral relationship to almost all the surrounding selves
so that he is neither able to act upon them nor to be contacted by them,
and to the extent that this is true the individual has fewer effective avenues
for contributing his experience to the experience of others or to be enriched

by theirs. 16
After an extensive review of definition of leadership Gibb finds Pigors'’
definition the most satisfactory:

. . . that leadership is a concept applied to the personality-
environment relationship to describe the situation when a personality is
so placed in the environment that his ''will, feeling, and insight direct
and control others in the pursuit of a common cause. " 17

Gibb regards the interactional theory of leadership, which considers izadership

as a "function of personality, and of the social situation, and these two in

15Jennings, "Leadership and Isolation, " p. 185.
16p44,, p. 6.
17Gibb, "Leadership, " p. 882.
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interaction,' as the most comprehensive. Gibb goes on to state that it's not
the various variables that determine the interaction, '"but that it is the percep-
tion of the leader by himself and by others, the leader's perception of those

others, and the shared perception by leader and others of the group and the

situation with which we must deal." 18

Pigors' definition of the leadership situation is as follows:

Leadership is a process of mutual stimulation which, by the suc-
cessful interplay of relevant individual differences, controls human
energy in the pursuit of a common cause.

On this basis we can also construct a definition of a leader. Any
person may be called a leader during the time when, and in so far as,
his will, feeling, and insight direct and control others in the pursuit of
a cause which he represents.

Similarly, we might define any person as a follower during the
time when, and in so far as, he accepts and is directed by the will,
feeling, and insight of another in the pursuit of a cause which that other
represents.

Effective leadership requires a flexibility in responsiveness to varying
situational factors. The selection of a leadership approach first requires what
Argyris calls '"Reality Diagnosis." Reality-centered leadership diagnoses
each situation with the predisposition that the individual has his own view of

reality. Argyris maintains the essential ingredient is ''self-awareness and

awareness of others."20 The kinds of diagnostic abilities he lists are:

18Gmb, '"Leadership, " p. 914.

1
% paul Pigors, Leadership or Domination (Boston: Houghton-Mifflin
Company, 1935), p. 16.

20chris Argyris, Personality and Organization— The Conflict Between
the System and the Individual, p. 207.
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1, Knowing (cognitive) abilities: the abilities which we use to know our
world.

2. Doing (motor) abilities: the abilities which permit us to do things
physically.

3. Feeling abilities: the ability to experience the many complex feelings
in life and to be sensitive to other people's feelings. 21

As the individual's personality grows and matures, Argyris states, '"he
not only acquires more parts (i.e., more needs, abilities), but he also deepens
many of them. As these parts are acquired, they are also integrated with the
already existing parts of the personality. " 'Argyris' definition of leadership as
"the ability to effectively influence the opinions, attitudes, and behavior, of
subordinates, "' depends upon the development of the leader's diagnostic abilities.22

Based on the psychoanalytic theory of Freud,23 Red]l distinguishes ten
different emotional relationships between the "'central person"24 and other
group members. Whereas Freud called the person around whom group forma-
tive process crystalizes the leader, Redl reserves the leader term for only one

type of the ten emotional relationships. The relationship termed leadership is

restricted to one characterized by love of the members for the central person.

21Argyrts, Personality and Organization — The Conflict Between the
System and the Individual, p. 34.

221hid. , p. 47.

23S1gmund Freud, Group Psychology and Analysis of Ego (London: Inter-
national Psychoanalytic Library, 1922).

24Red] defines the central f)erson as one "around whom' group formative
processes take place, the "crystallization' point of the whole affair.
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The personality of the central person is incorporated into the ego ideal of the
followers. On the basis of this similarity the group members wish to become
the type of person the leader is, which results in the development of group
emotions toward each other. 25
In describing ''the leader' Redl uses an illustrative example of a
teaching situation. Of the teacher leader he says:
He also stands for "work and discipline' and gets his youngsters
to comply without much outward pressure. However, the basis on which
he gets them to support his authority is a little different. He differs
from the patriarch mainly in that he strongly sympathizes with the drives
of the children. They are clearly aware of it. He plays a dual role in
his teaching. In his own super-ego, he is identified with the order and
the demands of the school which he represents; but he is keenly aware
of the instinctual demands of the youngsters. In order to accomplish
both he has to display considerable technical skill. ... To be understood--
accepted--.is the minimum requirement for group happiness in this class. 6
As the above example portrays, whenever two or more persons interact
on the basis of "mental similarity, ' the phenomena of leadership and fellowship
is evident. Pigors defines mental similarity as ""a community of mental con-
tent and intention which may range all the way from a general emotional con-
gruence to explicit unity of purpose. 27 1n most of these leadership definitions
the underlying theme of congruence has been emphasized. The degree of con-

gruence between the leader and his followers in a situation will depend on the

25pritz Redl, "Group Emotion and Leadership, " Psychiatry, 1, 1942, p. 576.
261hid. , p. 577.

27Pigors, "Teadership and Domination, " p. 5.
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leader's perceptual capacities. The ''deeper' the leader's perceptual capa-
cities the more effective communication and supportive interpersonal relation-
ships will ensure.

Turning to Cartwright and Zander's first problem, Gibb states that the
most objective approach to analyzing the leadership phenomenon is one in which
the criterion of leadership ''resides in the measurement of the influence of
group members upon one another. n28 This approach concentrates on the
leader's behavior by identifying leadership acts and the frequency they are
exhibited. Gibb states:

To shift the problem of definition from that of defining the leader
to that of defining leader behavior or leadership acts has advantages for
particular researchers and for particular systematic psychologies, but
it offers no solution to the definitional problem. Whether we couch our
definitions in terms of the leader or the leadership act it is, of course,
leader behavior with which the psychologist is concerned. 29

The first step for the researchers in focusing theéir attention on leader
behavior was to circumvent the semantic problem, which emerged from the
definitional dilemma of incorporating into the term leadership both descriptive
and evaluative components. Stogdill and Coons in the Ohio State Leadership
Studies approached this dilemma by deciding (1) that description and evaluation

3

should be conducted as separated research operations, 0 and (2) that description

28Glbb, "Leadership, " p. 916.

291bid., p. 884.

3OIn actual practice the description and evaluation were often carried out
simultaneously. For a review of concurrent and predictive validity studies see
Korman, A.K., "'Consideration', 'Initiating Structure', and Organizational
Criteria- a review,' Personnel Psychology, 19, 1966, pp. 349-361.
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should precede evaluation. 31 Halpin states two methodological advantages to
be gained from shifting the emphasis from 'leadership' to the analysis of leader

behavior.

In the first place, we can deal directly with observable phenomena,
and need make no a priori assumptions about the identity or structure of
whatever capacities may, or may not, undergird these phenomena. Sec-
ondly, this formulation keeps at the forefront of our thinking the import-
ance of differentiating between the description of how leaders behave and
the evaluation of the "effectiveness' of their behavior in respect to speci-
fied performance criteria. 32

Early leadership research studied the more convenient phenotypic data,
which has resulted in no acceptable theory of leadership. During the past few
decades the research emphasis has focused upon the situational determinants
of leader behavior. A major benefit arising from this approach has been the
new ways of constituting the crucial variables of leadership. One of these new
approaches is to explore the relevance of the genotypic variables in pre-
dicting the leader's behavior.33 This approach however, does require a

priori assumptions about the structure of capacities that undergird the

phenomena of leader behavior. Halpin states that '"eventually, it may be

31Ralph M. Stogdill and Alvin E. Coons, Leader Behavior: Its Descrip-
tion and Measurement (Columbus, Ohio: Bureau of Business Research, Ohio
State University, Monograph #88, 1957), p. 2.

32Andrew W. Halpin, Theory and Research in Administration (New York:
The Macmillan Company, 1966), p. 86.

33The distinction between phenotypic and a genotypic research approach
is described in chapter 1 of Kurt Lewin, Dynamic Theory of Personality (New
York: McGraw-Hill Book Company, 1935). ,
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possible to define a few variables of genotypic order that will prove predictive
of leader behavior in a variety of situations. n3d

The search for an acceptable definition of leadership will contim.1e to be
as varied as the research methodologies for studying leader behavior. Based
on the methodology adopted in this research study the definition of leadership

revolves around the cognitive capacities an individual possesses for understand-

ing himself and his interpersonal relationships. The mental similarity among

the leader and the group members will affect the degree of leadership present.

Leadership Theory

Ohio State University Leadership Paradigm

An interdisciplinary study on the performance or behavior of individuals
in the leadership role was initiated in 1945 by the Personnel Research Board of
the Ohio State University. The principal aim of the studies was to test hypoth-
esis concerning the situational determinates of leader behavior. Stogdill's
survey suggested that leadership is not a unitary human trait, but is a function
of the interaction of individual, group, and organizatioﬁal factors. Leadership
exists in individuals to the extent of their interaction with others. 39 Stogdill

and Shartle state that leadership must "be studied as a relationship between

34hapin, Theory and Research in Administration, p. 85.

35Ralph M. Stogdill, "Personal Factors Associated with Leadership: A
Survey of the Literature, " Journal of Psychology, 25, 1948, pp. 35-71.
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persons, and as an aspect of organizational activities, sturctures, and goals."36

When the Ohio State studies were initiated there was no satisfactory
definition or approach to studying the leadership phenomenon. Stogdill and
Shartle emphasize the study's aim of improving,

. . . the methodology for studying leadership, to establish criteria
for judging it, and to prepare information and techniques which may be
useful in selecting and training persons who may occupy leadership posi-
tions iu various types of organization structure.37

The studies proceeded on the assumption that "leadership is a process of inter-
action between persons who are participating in goal oriented group activities."
Stogdill and Shartle point out the three concepts implied in this assumption are
() leadership resides in specific persons, (2) leadership is an aspect of group
organization, and (3) leadership is concerned with attaining objectives. 38

The paradigm for the Ohio State University Leadership Studies is set
forth in Figure 1. The paradigm provides a useful way of analyzing the nature
of the leadership situation. The model stresses the analysis of group and indi-
vidual factors from the following five perspectives: as results of the leader's

behavior, as concomitants, determiners, or conditioners of the leader's behav-

ior, and as criteria for evaluation. Morris and Seeman state:

36Ralph M.Stogdill and Carrol L. Shartle, "Methods for Determining
Patterns of Leadership Behavior in Relation to Organizational Structure and
Objectives, ' Journal of Applied Psychology, 32, 1948, pp. 286-291,

37mid. , p. 286.

38mid., p. 287.
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For even the simplest definition of a leader, i.e., an individual
influencing group effectiveness, indicates the need to study the attributes
of groups--group morale, integration, and productivity--as well as the
attributes of individuals--motivations, aspirations, and perceptionss.39

The research studies conducted under this paradigm, sampled from

group and individual factors and analyzed their relationship to leadership be-

havior. Morris and Seeman define group factors as ''characteristics of the

group in which the individual designated as leader exercise the function of

leader' and individual factors as ''characteristics of the individual designated

a leader.'" The analyses under this paradigm can be conducted in either of the
following four methodologies: a job analysis and organizational structure
approach, a status factor approach, a group dimension approach, and a communi-
cation and leader effectiveness approach. The authors describe the communi-

cation and leadership effectiveness approach as one:40

. . . in which are examined first, the relation of leader effectiveness
to specific leader differences, e.g., the ability to estimate group opinion
(5E); and, second, the relation among multiple criteria for effectiveness,
e.g., high group morale (10-aD) and ratings by subordinates (10-bC). 41

The communication and leader effectiveness approach is the methodo-~

logical approach used in this research study. This study is interested in dis-

covering the individual factors which determine differences in leader behavior.

39Morris and Seeman, "The Problem of Leadership,' p. 149.

40The numbered letters refer to Figure 2.

41Morris and Seeman, '"The Problem of Leadership, ' p. 153.
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The theoretical relation postulated is that the individual factors (5E, Percep-
tion and attitudes) are determiners (6-b) of leader behavior (3C, frequency of
various categories of behavior), which in turn affects the individual-centered
evaluation criteria (10-b-C, effectiveness or other merit ratings by the mem-
bers or others) and the group-centered evaluation criteria (10-a-A, goal
achievement of group). The method used for leader behavior descr{ption is
the behavior checklist 3K). Morris and Seeman state the reason for research
of this nature.
We are interested here in discovering the group or individual fac-
tors which determine differences in leader behavior (6-a, 6-b). As such
factors are found, we will be in a better position to test our findings by

controlled experimentation in the selection, training, and evaluation of
leaders. 42

Individual and Group Achievement Theory
Drawing on Learning Theory, Interaction Theory, and Expectation
Theory, Stogdill assumes that performances interactions, and expectations
represent the basic input variables to the development of a theoretical system
explaining the internal structure and operations of a group. 43 The assumption
underlying the theoretical system are:

1. A social group can be described in terms of the performances,
interactions, and expectations of its members.

42 Morris and Seeman, "The Problem of Leadership, ' p. 154.

43Ralph M. Stogdill, Individual Behavior and Group Achievement—A_
Theory, the Experimental Evidence (New York: Oxford University Press, 1959).
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2. Human beings act, scnse, perceive, feel, and learn, and that
these experiences determine to some extent their behavior in
relation to other persons.

3. A social order determines to some extent the behaviors of indi-
viduals as well as the kinds of groups that are formed in a given
culture.

4. The nature of the group will be determined by the kinds of people
who make up its membership as well as by the social environment
of which it is a part. 44

Stogdill's theoretical input-output system is illustrated in Figure 2.

This representation contains the variables that are needed to outline the struc-
tural requirements of the theory. Performances, Interactions, and Expecta-
tions are the member input variables and are aspects of individual or interper-
sonal behavior. These three elemental concepts are structurally quite complex
and are sufficient in Stogdill's terms to ''generate a theory of organization
achievement." 45 The interaction of these three behavioral variables result in
the properties of role differentiation and role performance or in Group Structure
and Operation. The mediating variables of Group Structure and Operation,
which are designated as Formal Structure and Role Structure, provide the struc-
turing and patterning of the input variables necessary for the Group outputs of
Productivity, Morale, and Integration. Stogdill states:
The proposed theoretical system is concerned only with the group
and what happens inside it. It is concerned with the individuals who make

up the group membership, their relationships to each other, and their
joint action as an entity. It seeks to isolate and define basic dimensions

445t0gdill, Individual Behavior and Group Achievement, p. 17.

451pid. , p. 13.



MEMBER INPUTS MEDIATING VARIABLES GROUP OUTPUTS

Behaviors Formal Structure Role Structure Achievement
Performances ' Function Responsibility Productivity
Interactions . Status Authority Morale
Expectations (Purpose, Norms) (Operations) Integration

GROUP STRUCTURE AND OPERATIONS EFFECTS

Figure 2 —- Structure of a Theory of Organization Achievement
Stogdill, Individual Behavior and Group Achievement, Figure 1, p. 13.

Performance is a response which may be identified as one of the actions or reactions that constitute the
operations of an interaction system.

Interaction is an action~reaction sequence in which the reactions of each participant in the sequence are
responses to action initiated by other participants.

Expectation as a readiness for reinforcement, is a function of drive, the estimated probability of occur-
ence of a possible outcome, and the estimated desirability of the outcome. Motivation is regarded as a
function of drive and confirmed desirability estimates.

Group Structure and Operations are the formal structural characteristics, Function and Status, defined in
relation to group purpose, and the role structural characteristics, Responsibility and Authority, defined
in relation to group operations.

Productivity is the degree of change in expectancy values created by the group operations.
Morale is the degree of freedom from restraint in action toward a goal.
Integration is the extent to which structure and operation are capable of being maintained under stress.

A group is an open interaction system in which actions determine the structure of the system and succes-
sive interactions exert coequal effects upon the identity of the system.

6S
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of group organization as a foundation for the development of a theory

of group achievement and to show how these variables operate to gen-

erate group structure and achievement. 46

The system operates from left to right in the modification or transfor-
mation of the input variables; performances, interactions, and expectations,
through the mediating variables; formal structure and role structure, into
output variables; productivity, morale and integration. Stogdill regards the
input-output system as unstable, but makes the assumption in regards to the
transformation process:
. it is difficult to substantiate the assumption of absolute input-

output equality. However, a high degree of equivalence may be assumed

In order to increase output above a standard level, it appears necessary

to increase input energy or values. 41

Based on this theoretical outline a theory of leadership is generated,

which is based upon the performance, expectations, and interactions of group
members. Once the group has agreed upon a common task it continues to
operate to achieve the three outcomes of (1) the maintenance of group producti-
vity, (2) the maintenance of structural and operational integration, and (3) the
maintenance of sufficient freedom of action for individual initiative in the per-
formance of defined roles. 48 These three maintenance requirements are the

basic functions of the leader's role.

468togdill, Individual Behavior and Group Achievement, p. 13.

47mhid. , p. 13.

48Stogdill, "Intragroup-Intergroup Theory and Research, ' p. 56.
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The concept of role is central to this theoretical outline. Roles are
defined in terms of the expectations a group member has relative to his own
and others'performances and interactions. Each member acquires a differen-
tiated role dependent upon his performance, interaction, and expectation.
Leadership is one aspect of role differentiation. Stogdill states:

Roles are defined in terms of mutual expectations. In view of this
consideration, it would seem that leadership can best be defined in terms

of the initiation and maintenance of structure in expectation and interac-
tion, 49

Leadership is defined in terms of two of the input variables, expectations,
and'interactions that generate the theoretical system of group purpose, structure,
operations, and achievements. The leader is expected to initiate interaction
structure, reinforce the expectation of a continuing structure and provide the
freedom for initiation of performance in other member roles. Performance is
not included in the definition of leadership because the leader can not do all the
members' work and it is notconfined only to leadership. It appears that greater
leadership status is granted to a member who exhibits tolerance in the initiation
of task performance. Stogdill states:

. . . one of the prime functions of leadership is that of providing
freedom for the initiation of performance in other roles. The only restric-
tion of this freedom for initiative that concerns leadership is such a re-

striction as may result from the maintenance of structure in role definition.
Within this range of definition, initiative for performance remains with the

498togdtll, "Intragroup-Intergroup Theory and Research, " p. 57.
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occupant of each position in the group. Any serious violation of this
freedom for initiative is likely to reduce group productivity, and pos-
sibly integration as well. 90

Human Relations Research Group Leadership Paradigm

The Human Relations Research Group at the University of California,
Los Angeles, has developed a frame of reference based on the following con-
clusions of Sanford.

It now looks as if any comprehensive theory of leadership will have
to find a way of dealing in terms of one consistent set of rubrics, with the
three delineable facts of leadership phenomenon:

1. The leader and his psychological attributes,

2. the follower with his problems, attributes, and needs, and

3. the group situation in which followers and leaders relate with

one another. 51
The purpose of the research group's frame of reference was to develop a com-
prehensive theory which would guide future research and practice by (1) pointing
to variables that needed to be identified and measured, (2) stating hypotheses of
these variables that underlying leader effectiveness, and (3) providing meaning-

ful objectives for the development of more adequate leaders. 52

Tannenbaum et al. theoretical approach defines leadership as:

) 50Stogdill, "Intragroup-Intergroup Theory and Research, ' p. 57.

51Fillmore H. Sanford, Current Trends: Psychology in the World Emer-
gency (Pittsburgh: University of Pittsburgh Press, 1952), p. 60.

52Robert Tannenbaum, Irving R. Weschler and Fred Massarik, Leader-

ship and Organization —A Behavior Science Approach (New York: McGraw-Hill
Book Company, 1961), p. 22.
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. interpersonal influence exercised in situations and directed,
through the communication process, toward the attainment of a specific
goal or goals. Leadership always involves attempts on the part of a
leader (influences) to affect (influence) the behavior of a follower (influ-
ence) or followers in situation. 53

The authors' definition treats leadership as a process which is primarily con-
cerned with the interpersonal influence a leader exerts on his followers through
the sccpe of his "repertory of communication behavior." The effectiveness of
this leadership process is a function of the ""dynamic inc¢~crelationship of the
personality characteristics of the leader, the personality characteristics of the
follower, and the characteristics of the situation within the field of each individ-
ual. 194
. The Human Relations Research Group finds little conceptual differences
between communication and the leadership process. Communication is the influ-
ence process through which tt > leader can function. Tannenbaum et al. state:
The leader uses communication stimuli as tools by which he may
affect the perceptual-cognitive structure of the follower. He attempts to
select from his alternative communication behaviors those which he be-
lieves will appropriately affect the followers so that the desired attitude
change may in turn result in the desired behavioral changes. 55
The leader's effectiveness is, therefore, determined by the selection of those
communication behaviors that result in the follower changing his attitudes and

behavior in line with the leader's desired goals. In the view presented the com-

munication capacities receive exclusive focus, which in turn rely upon the

53Tannenbaum, et al., Leadership and Organization, p. 24.

54@(_1., p. 31,
% bid., p. 33.



64

perceptual sophistication of the leader.

Figure 3 represents the dynamics of the leadership process which places

primary empbasis upon the leader's perceptual capacities. Tannenbaum, et al.

sequentially defines the leadership process as follows:

1.

Perceptual capacities are the leader's potential for responding to
a variety of external stimuli.

Action capacities are the leader's potential for responding bchavior-
ally under a variety of conditions.

Needs of the leader are important in two respects:

(a) The leader's needs significantly determine what he can see
or do in the course of his influence attempts.

(b) The leader's needs by affecting other aspects of his person-
ality structure, have impact on how he is perceived by the
follower,

Perceptual flexibility is the range of stimuli of which the leader is
cognitively aware in an actual leadership situation. The perceptual
flexibility of a leader is his responsiveness towards attributes of
the follower and attributes of the situation.

Actual relevance refers to a link in the mind of the leader hetween
the stimulus perceived and the goal desired. 'Structuring the situ-
ation" and "understanding the follower" are the stimuli perceived.

Social sensitivity is used synonymously with the social perceptual
accuracy of the leader. The type of social sensitivity Tannenbaum's
model refers to is interpersonal sensitivity is the understanding of
others.

The psychological map is the end result of the leader's "structuring
the situation" and "understanding the follower.' The leader forms
a mental image which will facilitate the achievement of his desired
goal. The image is an end result of the perceptual preliminaries
(perceptual flexibility, judging relevance, sensitivity).

Action flexibility is the repertory of behavior the leader has avail-
able for responding to hig environment. The authors' definition of



Porcoptuel
Lasder personality fiesidliity
Follower Parcoptuel tiealbil-
ol 1ty regerding attel-
shiuetion butes ol follower
oad sitvation

Communicetion
Releve s“’?c‘lan;' Paychelog! lo erreios oy ®
[0} nonsoclel et Action ¢ lete Attuol”
by teode “hctual® retevance  sansitivity ”m flealbitity PP ader » oppreprict owibvnd
Attridutes of fotlower| Senitive ]
ond situstion Judged
relevont ond octually
Altribetes of fol- refevont Insensitive
lowsr ond site- |
etion jusged rele- Prchelopicet
veat by leader Aftridetes of tollower | _Seatitive Selacted commeni-
ond situotion judged cation dehoviots
relevoat but octuolly which ore octuefly
irrelevent tasensitive} opprepti
’ ::-nl- / Lesderchip
cation effective-
ness
Atiributes of foliower | Sensitive behoviers \ Stelected i
ond sitwation jodged cstion behoviors
{rraievont but actu- whick ore octuolly
Atfributes of fol-] M7 Incppropriote
lower ond site~
ation judged lrral-
avent by leoder Aftridotes of falk Sansitlve Rejected communi-
ond situolion judged . cotion behaviors
lrrelevont ond octu- which are ectualty
otly rreievont Insensitive

Boieotad opprepriote
u'-mml- /

cetion
behoviors PR

cation behoviors
whizh are ectuolly
inoppropriate

Action
cepocitles

Action
[tresivitity

Figure 3 -~ The Leadership Process.
Tannenbaum, et al., Leadership and Organization, Figure 2-1, p. 32.

s9



66

leadership limits this action to the range of communication flexibility
available to the leader.

9. Selection of communication behavior judged appropriate by leader
and "actual appropriateness' is the leader's evaluation of his psy-
chological map of the follower and the situation. With the informa-
tion provided by his map the leader will select the most appropriate
communication behavior. The authors state that the communication
capacities are the exclusive focus, which are seen as ''potential
skills for the production of symbolic stimuli, including verbal behav-
ior, facial expressions, gestures, etc., for the purpose of changing
followers' attitudes.

The dynamics of the leadership process can be described as follows.

The leader interacts with the follower in a particular situation. The interaction
first begins with the leader's perception of a range of individual and situational
stimuli, The needs of the leader along with other aspects of his personality
will affect his perceptual capacities.

Together with the leader's personzlity attributes and the quality and
quantity of available stimuli the leader's realized potential for perception is
determined. The perceptual flexibility of the leader, as defined by his percep-
tual capacity, determines the range of stimuli fhat the leader becomes aware
of cognitively. From this range of stimuli the leader will distinguish which
stimuli are relevant to accomplishing his goals.

The range of relevant stimuli perceived by the leader may be accurate
as it agrees with some stipulated criterion of reality. When the attributes of
the follower and the situation are judged relevant and actually are relevant, the

leader accuracy of perception is termed social sensitivity. The end result of

56

Tannenbaum, et al., Leadership and Organization, pp. 34-41.
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this cognitive perceptual structuring of the follower and situation is called the

psychological map.

The psychological map forms a mental image for the leader of the
"barriers and facilitating circumstances that bear on the desired goals of his
leadership behavior. ' 57 It is at this point in the model that the leader's per-
sonality (needs and action capacities) enters the system in order to determine
the leader's action flexibility. When the range of possible communicative
actions has been determined, the psychological map of the leader will facilitate
the selection of that communication behavior judged appropriate by the leader.

Tannenbaum, et al. state that:

The effective leader has available an adequate repertory of communi-
cation behaviors (as part of his action flexibility). In the utilization of this
repertory, the effective leader will be skillful in selecting those behaviors
which %%e most appropriate for the accomplishment of the goals which he
seeks.

The essence of the leadership process is the interpersonal influence
exhibited by the leader. This influence is directly dependent upon the leader's
perceptual capacities. Tannenbaum, et al. state that the individual's perceptual
and action capacities are viewed as "internal bases for subsequent behavior. "
The authors feel that these capacities are conceptually analogous to variables
such as intelligence and emotional stability and can be characterized by some

stability and generality. 59

57 Tannenbaum, et al., Leadership and Organization, p. 39.

58mhid., p. 42.

mid., p. 34.



68

The "internal' basis underlying the leader's perceptual capacities will
directly influence his ''social perceptual accuracy' which is synonymously
defined in the model as social sensitivity. Various "levels of depth' can be |
associated with the leader's social perceptual accuracy. It is the ""deeper
levels' of the "internal" basis that facilitate the understanding of a follower's
unconscious dynamics. Tannenbaum, et al. state with respect to prediction
that:

It may be that superficial behavioral characteristics, public atti-
tudes, ieelings and attitudes privately held, and unconscious processes
represent increasing degrees of depth and therfore of difficulty. Further,
the task of prediction becomes increasingly difficult as the leader is
required to make many and complex extrapolaticas from available stimuli
to the desired judg'ment.60

The effectiveness of the leadership process is a function of the inter-
relationship of the models three major variables: the personality characteristics
of the leader, the personality characteristics of the follower, and the character-
istics of the situation. The degree to which a leader's selected behaviors are
appropriate will be determined by the psychological attributes facilitating social
perceptual accuracy, in particular, the social sensitivity of the leader in under-
standing others. Tannenbaum, et al., state:

The personality of the follower (as it manifests itself in a given situ-
ation) becomes a key variable with which the leader must deal. The needs,

attitudes, values, and feelings of the follower determine the kinds of sti-
muli produced by the leader to which the follower will respond. The

6oTannenbaum, et al., Leadership and Organization, p. 38.
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personality of the leader (also manifesting itself in a situation) influences
his range of perception of follower and situation, his judgment of what

is relevant among these perceptions, and thence his sensitivity to the per-
sonality of the follower and to the situation. The leader's personality also
has impact on his behavioral repertory (action flexibility) and on his skill
in selecting appropriate communication behaviors. 61

Rogers' self theory provides the basic assumptions upon which the
leadership processes are based. 62 The importance of perception and communi-
cation, in the process of leadership proceeds from nineteen propositions that
develop a general theory of personality. A tentative formulation of a general
law of interpersonal relationships is centered on thé concept of congruence.
Congruence indicates an accurate matching of experience, awareness, and com-

munication. Rogers states:

The greater the congruence of experience, awareness, and communi-
cation on the part of one individual, the more the ensuing relationship will
involve: a tendency toward reciprocal communication with a quality of
increasing congruence; a tendency toward more mutually accurate under-
standing of the communications; improved psychological adjustment and
functioning in both parties; mutual satisfaction in the relationship.

~ Conversely the greater the communicated incongruence of experience
and awareness, the more the ensuing relationship will involve; further
communication with the same quality; disintegration of accurate under-
standing; less adequate psychological adjustment and functioning in both
parties; and mutual dissatisfaction in the relationship. 63

Rogers continues by stating: '"With probably even greater formal accuracy

61 Tannenbaum, et al., Leadership and Organization, p. 31.

62carl R. Rogers, Client-centered Therapy; Its Current Practice, Impli-
cations, and Theory (Boston: Houghton Mifflin Company, 1951).

63Carl R. Rogers, On Becoming a Person (Boston: Houghton Mifflin Com-
pany, 1961), p. 344.
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this general law would be stated in a way which recognizes that it is the percep-
tion of the receiver of communication which is crucial." Two of Rogers' propo-
sitions, which will be further explored in the next chapter, indicate the importance
of perception in understanding leader behavior:
The best w)antage point for understanding behavior is from the
internal frame of reference of the individual himself, . . .
When the individual perceives and accepts into one consistent and
integrated system all his sensory and visceral experiences, then he is

necessarily more understanding of others and is more accepting of others
as separate individuals, 64

Summary

The research approach adopted in this study considers the existential
view of man. The individual's adjustment to the world is predominantly deter-
mined by his own capacities for interacting with his surroundings. While a final
solution to the definitional problem was not found, the definitions of leadership
presented, emphasized the perceptual and integrative capacities of the individual
personality. The mental similarity between the supervisor and his subordinates
underlies the leadership process presented.

The supervisor's behavior is an important variable in any organization's
effectiveness. The Ohio State Leadership Studies have provided a broad theore-
tical framework (Figure 1) for conducting research into the determinates of
leadership behavior. Within this framework the approach utilized for the present

research was the communication and leader effectiveness approach. The

64Rogers, Client-centered Therapy, p. 494 and p. 520.
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emphasis is upon identifying the genotypic variables in predicting leader be—
havior. The paradigms of Stogdill (Figure 2), and Tannenbaum, et al. (Fig-
ure 3) further illustrate the leadership process that is outlined by the Ohio
Stateb theoretical framework.

In Chapter III the theoretical framework of the individual's perceptual
capacities will be presented. This theory is predicated on the idea that as the
self grows in its self awareness, the '"perception of individual differences
and the "emotional expansiveness towards other'' deepens. The more congruent
the leader's perceptual capacities the more he will be accepting of others as
separate and unique individuals. In Humphreys' words:

Man is earth when conforming to earth,

He is heaven when conforming to heaven,

He is Tao when conforming to Tao.

Let him thus conform himself to the suchness of things. 85

65Christ:mas Humphreys, The Way of Action (London: George Allen and
Unwin, Ltd., 1958), p. 63.




CHAPTER III

PERSONALITY

Introduction

Personality is viewed as the mediating structure that an individual uses in
the perception of his world. A basic axiom of perceptual psychologists is that
the individual's behavior is a product of his perceptual capacities. Human be-
havior is studied from the internal frame of reference of the individual, which
has been defined as the information processing model of personality.

The information processing model presented is based on the theoretical
frameworks of Kelly, Bieri, and Schroder, Driver and Streufert. 1 The model

postulates the two interdependent properties of dimensions and integrative

rules. The attempt is to build a system emphasizing the processes the individual
utilizes in construing and organizing his perception of others, in order to
efficiently anticipate his social environment.

The "self" has an important place in the framework of this model. When
the ""self" becomes a part in an individual's personal construct system he is able

to structure his own behavior with respect to others in his social environment.

1Kelly, The Psychology of Personal Constructs; Bieri, "Cognitive Com-
plexity-Simplicity and Predictive Behavior"; Schroder et al., Human Informa-
tion Processing.
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This development enables the individual to respond meaningfully to the frame of
reference of others. Kelley reveals the relation between the perceptual process

and the growth of "self. "

One of the most revealing facts about perception is that it is selec-
tive. We do not see everything in our surroundings. There are thousands
of coincidences in the situation in which we find ourself at any point of
time. To perceive them all would cause pandemonium. We therefore
choose that which the self feeds upon. The direction of the growth of self
depends upon those choices. The choices seem to be on the basis of
experience and unique purpose. We all have a background of experience
upon which perception is in part based. We cannot see that which we
have no experience to see. But experience is not enough to account for
what happens, for there are many objects in our surrounding with which
we have had experience, but which we do not perceive.

The additional element which appears to determine perceptive intake
is purpose. There is ample evidence now to show that all living tissue is
purposive, and, of course, in man this purpose is partly, but only partly,
on the conscious level. In perception, purpose operates automatically
most of the time. And so, just as we do not eat everything, our psycho-
logical selves are particular as to what they feed on. What they take in
has to suit their purpose and has to fit onto their past experiences. 2

In this chapter Allport's approach to defining personality is presented. 3
Allport's comprehensive definition of personality sets the framework for the

theoretical positions discussed in this chapter. The philosophical and psycho-

logical framework of Kelly's Psychology of Personal Constructs provides the

2Earl C. Kelley, "The Fully Functioning Self, " in Association for
Supervision and Curriculum Development Yearbook Committee's, Perceiving,
Behaving, Becoming: A New Focus for Education (Washington: National Educa-
tion Association, 1962), p. 14.

3Gordon W. Allport, Personality: A Psychological Interpretation (New
York: Henry Holt and Company, 1937).
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basis upon which Bieri and Schroder ¢t al., expand the information processing

model of personality.

Personality Definitions

The diversity of personality definitions is considerable and no substantive
definition of personality has been applied with any generality. The definitions
adopted by experimenters are a result of their particular theoretical prefer-
ence. Instead of presenting a number of personality definitions based on varying
theoretical frameworks, a general classification of definition will be presented.
Allport's survey of. the literature extracted fifty definitions which were classified
into two broad categories. 4

The term personality had its origination in the Greek theatrical mask
Persona. The persona came to stand for the opposite meanings of the Mask and
the Player. Allport reports that in the early writings of Cicero (106-143 BC)
the four distinct meanings of persona are (1) as one appears to others (but not
as one really is), (2) distinction and dignity (as in a style of writing), (3) the
part someone (e.g., a philosopher) plays in life, and (4) an assemblage of per-
sonal qualities that fit a man for his work.® Us ing these four meanings Allport
developed his classification of personality definition. Meanings. (1) and (2) can
be categorized as biosocial definitions and meanings (3) and (4) can be categor-

ized as biophysical definition.

4The definitions of personality are the subject matter of Chapter II in
G. W. Allport, Personality.

Sbid., p. 26.
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The biosocial definition stresses the outer appearance of the individual,
in terms of his stimulus value. This approach assumes that it is the reaction
of other individuals to the subject that determines his personality. Burgess'
sociological definition, while biosocial in nature, contains remnants of the
original Ciceronic usages:

Personality is the integration of all the traits which determine the
role and status of the person in society. Personality might, therefore,
be defined as social effectiveness. 6 '

Allport objects to the implication that the individual's personality resides
in the '"responding other" and prefers the biophysical definitions, which locates
the personality in the capacities of the individual. The focus of attention is
upon the organization of the individual's mental life. Thus, Hetherington and
Muirhead define personality as:

That form of individuality. . . which is rendered possible by the pos-
session of mind and will. To be a person is to be one and indivisible, but
it is a unity that is achieved, not by the suppression of natural instincts,
temperament, and capacities, but by the permeation of them with a com-
mon spirit--the power of finding freedom, not from them but in them. 1

The biophysical definitions of personality are classified into five psycho-
logical types. Omnibus definitions include everything about the individual from

biological dispositions to tendencies acquired by experience. Integrative and

6E. W. Burgess, "Personality." In The Proceedings of the Second Col-
loquium on Personality Investigation (John Hopkins University Press, 1930),p. 149.

"Hector W. Hetherington and J. H. Muirhead, Social Purpose (New York:
The Macmillan Company, 1918), p. 104.
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configurational definitions stress the organization of personal attributes.
Hierarchical definitions are known by the various levels of integration or organ-
ization, with a unifying principle at top. Adjustment definitions stress the in-
dividuals adjustment to his environment based on his integrative capacties.
Distinctiveness definitions stress the organized system that differentiate indi-
viduals in a group.

For the psychologist some definitions seem to be more serviceable than
others. Completely unsuitable are the biosocial and the omnibus definitions.
The intervening variable definitions, suggested by the last four definitional
approaches, are the types most widely accepted by psychologists. Allport's
comprehensive definition represents a synthesis of contemporary psychological
usage and considers personality as a system that intervenes between the person
as a stimulus to other people and the responses he makes.

Personality is the dynamic organization within the individual of those
psychophysical systems that determine his unique adjustments to his
environment. '

Many theorists who study the ways in which an individual adjusts to his

environment have adopted the concept of information processing. The informa-

tion processing model emphasizes the indentification and acquisition of useful
stimuli, the transformation of the information received into meaningful organi-
zations, and the use of these organizational structures in choosing an optimal

response., The major interest is in the cognitive processes. Bieri states:

8Allpori:, Personality, p. 48.
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The cognitive theorist accepts as a basic assumption that a pro-
cess of stimulus or information transformation mediates any antecedent-
consequent relation in behavior, 9

There are two major approaches to studying information processing
structures as personality characteristics. One group of theories emphasizes
specific structural tendencies and the second classifies structures according
to their general ability to differentiate and integrate information. ?he second
approach which this research effort adopts, deals with information processing
complexity. A basic aspect of personality is how the individual discriminates
along and across stimulus dimensions and how varied he is in ways of organi~
zing and integrating information.

Kelly's theoretical framework places cognitive structure at the center of
personality theory and attempts to use this concept as a major explanatory
variable in behavior. The Fundamental Postulate of his personality theory is
that, ''a person's processes are psychologically channelized by the ways in which
he anticipates events. n10 Subsequently, Bieri introduced the concepf of cogni-
tive complexity-simplicity, reflecting the idea that a cognitively complex indi-
vidual has available more construct dimensions than does a cognitively simple

individual. 11 Schroder, et al., view personality as the style a person uses in

97ames Bieri, '"Cognitive Structures in Personality, " in Harold M.

Schroder and Peter Suedfeld (eds.), Personality Theory and Information Pro-
cessing (New York: The Ronald Press Company, 1971), p. 178.

10kery, The Psychology of Personal Constructs, p. 46.
11

Bieri, '"Cognitive Structures in Personality, ' in Schroder and Suedfeld,
op. cit., p. 263.



78

processing information. The focus is '""on the number and connectedness of
conceptual as integrating rules used for organizing such information in thinking,
judging, and valuing. nl2 Personality is defined by the particular theoretical
framework employed by these authors, and as such, is viewed as the cognitive

capacities a person utilizes in interaction with his environment.

Personality Theory

The Psychology of Personal Constructs
Kelly's theoretical framework builds a system of personality which looks
forward and sees behavior as anticipatory not reactive. The central core of
Kelly's theory is that man is continually attempting to predict and control the
events he experiences. In this way man's task of living is likened to a scientist's
pursuit of truth, which is the empirical procedure of stating hypotheses and

testing them out in the world of experience. Kelly states:

It is customary to say that the scientists ultimate aim is to predict
and control. This is a summary statement that psychologists frequently
like to quote in characterizing their own aspirations. Yet, curiously
enough, psychologists rarely credit the human subjects in their experi-
ments with having similar aspirations. It is as though the psychologist
were saying to himself, "I, being a psychologist, and therefore a scientist,
am performing this experiment in order to improve the prediction and
control of certain human phenomena; but my subject being merely a human
organism, is obviously propelled by inexorable drives welling up within

12Harold M. Schroder, "Conceptual Complexity and Personality Organi-
zation," in H. M. Schroder and P. Suedfeld (eds.) Personality Theory and Infor-
mation Processing (New York: The Ronald Press Co., 1971), p. 240.
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him, or else he is in gluttonous pursuit of sustenance and shelter. nl3

Man the scientist bases his thinking on certain prior convictions about
the universe. Kelly's philosophical system makes three assumptions about the
nature of the universe and the nature of man. Kelly assumes (1) that the uni-
verse is real and that man is gradually coming to understand it, (2) that the
universe is integral, and (3) that the universe can be understood along a dimen-
sion of time. 14 These assumptions have important implications fox; the psy-
chological theory that is developed.

Kelly accepts that the universe contains real objects, events, and
thoughts. The reality of thoughts have two important implications. First, an
accurate awareness of the universe comes about by man's successive interpre-
tations of it. Rogers indicates this is a phenomenological theory, which
'superimposes normative thinking upon the phenomenological data. nl15 Secondly,
the reality of thoughts emphasizes the viability of a theory without relying on
more substantial events.

Kelly presumes that the universe is integral. This means that the uni-
verse functions as a unit with everything affecting everything else. Since man

is coming to know the world an integrated system of thought is necessary in order

1'?'Kelly, The Psychology of Personal Constructs, p. 5.

l4pid., p. 6-1.

1

5Carl R. Rogers, "Intellectualized Psychotherapy, Review of G. A.
Kelly, The Psychology of Personal Constructs, "' Contemr:rary Psychology, 1,
1956, p. 357.
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to explore and analyze the system of interrelated relationships. The essence
of this assumption is that man is continually construing these relationships in

an attempt to develop a coherent view of the universe. Life, Kelly states:

. . . is an interesting relationship between parts of our universe
wherein one part, the living creature, is able to bring himself around
to represent another part, his environment. Sometimes it is said that
the living thing is "'sensitive, '"" in contrast to the nonliving thing, or that
he is capable of "reaction.' It emphasizes the creative capacity of
the living thing to represent the environment, not merely to respond to
it. Because he can represent his environment, he can place alternative
constructions upon it and, indeed, do something about it if it doesn't
suit him. To the living creature, then, the universe is real, but it is
not inexorable unless he chooses to construe it that way. 16

A represental model of the universe is construed by each man which permits
him to understand and react to the world. As the universe unfolds the construc-
tions of reality will be modified for better future predictions. Time, Kelly says,
"provides the ultimate bond in all relationships."17

A universe measured along a time line is a universe that is continually
changing. In order to contemplate change the dimension of time is essential.
Kelly sees man existing primarily in the dimension of time and secondarily, in
the dimension of space. The events of a man's life make sense only when the
past, present, and future are properly considered. Kelly states:

If we want to know why man does what he does, then the terms of

our whys should extend themselves in time rather than space; they should
be events rather than things; they should be mileposts rather than

16Kelly, The Psychology of Personal Constructs, p. 8.

17%id. , p. 6.
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destinations. Clearly, man lives in the present. He stands firmly
astride the chasm that separates the past from the present. He is
the only connecting link between these two universes. He, and only
he, can bring them into harmony with each other. 18

These philosophical statements about the nature of the universe provide
the essence of Kelly's psychological statements concerning the nature of man.
The nature of man's thinking is but a small replica of the moving universe. As
a particle of the whole, man is continually evolving an integrated system of
thought to transcend his past, present, and future. The destiny of man lies in

his ability to properly anticipate the occurrence of future events. Kelly states:

But though our devices for interpreting circumstances are still
meager, and the human adventure continues to be fraught with dire
uncertainties, it does not follow that facts ever dictate our conclusions,
except by the rules we impose upon our acts. Events do not tell us what
to do, nor do they carry their meanings engraved on their backs for us
to discover. For better or worse we ourselves create the only meanings
they will ever convey during our lifetime. The facts of life may even be
brutal, but they are nonetheless innocent of any evil intent, and we can
scarcely accuse them of taking sides in our epistemological disputes.
Our ever present task is to devise ways of anticipating their occurrences,
and thus to prepare ourselves for assuming a more and more responsible
role in the management of the universe. 19

The philosophical position of constructive alternativism leads to Kelly's

psychological theory. This theory envisions man as a form of movement, who

18George A. Kelly, "Man's Construction of His Alternatives," in
Brendan Maher (ed.) Clinical Psychology and Personality: The Selected Papers
of George Kelly (New York: John Wiley and Sons, Inc., 1969), p. 86.

19George A. Kelly, "A Brief Introduction to Personal Construct Theory,'
in Donald Bannister (ed.) Perspective in Personal Construct Theory (New York:
Academic Press, 1970), p.3.
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is the link between the past and the futurce. The Fundamental Postulate and

eleven Corollaries are formulated with a conjunctive view of man anticipating

his experiences. 20

Fundamental Postulate: A person's processes are psychologically
channelized by the ways in which he anticipates events. Man is considered a
form of perpetual motion with his direction controlled by the ways events are
anticipated.

Construction Corollary: A person anticipates events by construing their
replications. Man attempts to anticipate future events by detecting certain
recurrent themes that he has experienced.

Individual Corbllary: Persons differ from each other in their construc-
tion of events. Individuals have different interpretations of the same event
based on their different constructions.

Organization Corollary: Each person characteristically evolves for his
convenience in anticipating events, a construction system embracing ordinal
relationships between constructs. Personality is conceptualized as a personal
hierarchial system, which is the person's way of viewing himself and the world.

Dichotomy Corollary: A person's construction system is composed of
a finite number of dichotomous constructs. A person's construction system is
abstracted on the basis of similarity and contrast.

Choice Corollary: A person chooses for himself that alternative in a
dichotomized construct through which he anticipates the greater possibility for
the elaboration of his system. The direction of a person's choice depends on
the betterment of his anticipations and is governed by his awareness of the pos-
sibilities. 21

Range Corollary: A construct is convenient for the anticipation of a
finite range of events only. A construct is not relevant to all perceptual events.
It has a focus of convenience.

20-rhe Fundamental Postulate and its eleven Corollaries are the subject
of Chapter II in G. A. Kelly, The Psychology of Personal Constructs I (New
York: W. W. Norton and Company, 1955), pp. 46-104.

21The 1955 version referred to '"the extension and definition' of the
system, but the term "elaboration' is now used to cover both.
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Experience Corollary: A person's construction system varies as he
successively construes the replication of events. As a person's anticipation
of events unfold, his construction system will be altered to improve his pre-
diction,

Modulation Corollary: The variation in a person's construction system
is limited by the permeability of the constructs within whose range of conveni-
ence the variants lie. A permeable construct is one that is more open to the
inclusion of new events than is an impermeable construct.

Fragmentation Corollary: A person may successively employ a variety
of construction subsystems which are inferentially incompatible with each other.

A person's reactions to a similar event may seem inconsistent until viewed
from a superordinate construct.

Commonality Corollary: To the extent that one person employs a con-
struction of experience which is similar to that employed by another, his pro-
cesses are psychologically similar to those of the other person. The events
two people experience don't have to be the same or similar, but their construc-
tion has to be the same or similar in order to have psychological congruence.22

Sociality Corollary: To the extent that one person construes the con-
struction processes of another, he may play a role in a social process involving

the other person. The extent to which one person construes another's view-
point determines the interpersonal understanding and interaction that will ensue.

Kelly carefully worded his fundamental postulate and eleven corollaries
to surmount the problems of, why is man motivated and what determines the
direction of his choices. First, Kelly rejects the push theories based on stimuli
and the pull theories based on needs, and instead simply defines man as active.
Secondly, man moves in the direction that will result in increased meaning for
himself.

Kelly points out that when the individual begins to use himself as a datum

in the context of a superordinate system, his behavior in comparison to others

22Kelly orginally used the term 'psychological" to modify ''processes, "
but revised it to modify "similar. "
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is significantly affected. 23 The constructs the individual forms with his self
operates as a tight control on his own social behavior. As the individual
moves toward increased meaning, the self constructs make it possible to or-

ganize his own behavior in relation to others,

Cognitive Complexity-Simplicity
Bieri sets forth a theoretical framework, which focuses on the differen-
tiation of interpersonal perception. The central core of thié framework is based
on the predictive accuracy of an individual's behavior. Predictive accuracy is
the extent to which one person's expectations of another's behavior are accurate.
Following the perceptual framework of Kelly, Bieri assumes that:
. a basic characteristic of human behavior is its movement in
the direction of greater predictability of an individual's interpersonal
environment. It is further assumed that each individual possesses a
system of constructs for perceiving his social world. There constructs
are invoked and form the basis for making predictions. The constructs
composing the system are the characteristic modes of perceiving per-
sons in the individual's environment. 24
The personal constructs are fundamental in predicting a person's behav-

ior. The predictive efficiency of an individual's system of constructs lies in its

versatility. Bieri states:

Inasmuch as constructs represent differential perceptions or discrim-
inations of the environment, it would be expected that the greater the degree
of differentiation among the constructs, the greater will be the predictive

23Kelly, The Psychology of Personal Constructs, p. 131.

24James Bieri, "Cognitive Complexity-Simplicity and Predictive Behavior,"
Journal of Abnormal and Social Psychology, 51, 1955, p. 263.
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power of the individual. In other words, there should be a positive
relationship between how well an individual's system of constructs dif-
ferentiates people in the environment and how well the individual can
predict the behavior of these people. 25
The concept of differentiation refers to the relative number of dimensions used
in construing another's behavior. The degree of differentiation is defined as
its cognitive complexity-simplicity. A cognitively complex individual has a
more versatile system that mediates the perception of other individuals and
anticipates their behavior. The position taken is that an individual's anticipa-
tory behavior and its accuracy are viewed within the conception of a personality

structure. 26

Human Information Processing
Schroder et al., set forth a theoretical framework which focuses on the
level of information processing. The levels of information processing refers
to the nature and interdependence of conceptual rules for organizing dimensional
values. Four conceptual-complex structural levels will be described, which
are points along a somewhat continuous dimension. These four structural levels
27

are low, moderately low, moderately high, and high integration indices.

Figure 4 illustrates the low integration structure, which is characterized

2sBlerl, "Cognitive Complexity-Simplicity and Predictive Behavior," p. 263.
281bid., p. 263.

27The theoretical description is the subject of Chapter II in Schroder,
et al., Human Information Processing (New York: Holt, Rinehart and Winston,
Inc., 1967), pp. 14-28,
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by compartmentation and hierarchical integration of parts (rules). When the
dimensional perception of a range of stimuli are organized in a fixed way, the
structure is hierarchical and lacks sets of alternate interacting parts. A hier-
archical structure can have a small or a large number of parts, but the relation-

ship between them are relatively static and may be expressed as a single circle.

Dimensions

Relntively fixed or
hierorchical organizction

Figure 4 -- Low Integration Index
Schroder et al., Human Information Processing, p. 15.

The following implications derived from these characteristics are @) at any given
time, stimuli are '"read" or interpreted unidimensionally, (2) comparatively few
degrees of freedom exist for generating conflict or ambiguity or for resolving
ambiguity, and (3) dimensions are dichotomous with respect to the distribution
of stimuli. 28

Certain behavioral patterns are generated by the low integrative structure
There is categorical thinking in terms of black or white. Since the structure of
thinking is based upon a single fixed rule the individuals' ability to think in terms

of relativeness is reduced. Conflict is minimized, since stimuli either fit into

28Schroder, et al., Human Information Processing, p. 16.
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a category or are excluded from consideration. The conceptual apparatus pre-
vents alternative generation. Behavior is anchored in external condition.
Absolute categorization restricts the integral intergrative processes resulting
in no internal causation. As a result of the above factors behavior in generalized
to a great extent. The perception of the other person is over-generalized and
viewed from the subject's point of view.

The central feature in the further evolvement of higher level structural
properties is the development of rules for categorizing stimuli, and for articu-
lating structure and order. The differentiation of stimulus placement within a
single dimension opens up the developmental possibilities. As the conceptual
level increases, alternative perspectives and interrelationships are generated
from the same dimensional values. This development represents an increase
in the concept of ""self'" as an internal causal agent. Schroder et al., state:

The more integratively complex the information processing structure,
the more the '"'self'' enters as a causal agent in generating new perspectives
and new ways of relating to objects. In simple attitudes, the ways of rela-
ting are fixed and absolute and the potential for generating alternate per-
spectives is low. Conceptual level defines the level of awareness of self
as agent and provides an objective measure of self-development.29

Figure 5 illustrates the moderately low integration structure, which is
characterized by the emergence of alternate combinations of dimensional scale

values. The evolvement of this conceptual level requires the generation of alter-

native interpretations of a stimulus on any one dimension at the same time. This

29Schroder, et al., Human Information Processing, p. 9.
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information processing system results in the generation of more information

and evaluations which are less fixed. The major characteristics of this integra-
tive structure is the presence of a conceptual apparatus that can generate alter-
nate organizations of dimensions, but lacks apparatus for relating as 6rganizing

differentiated rules.

Dimensions

Emergence of alternate
combinations of )
dimensionai scale valuves

Figure 5 -- Moderately Low Integration Index
Schroder et al., Human Information Processing, p. 18.

Certain behavioral patterns are generated by the moderately low integra-
tive structure. With the emergence of the internal causation processes there is
a movement away from absolutism. There is less categorical'thinking because
of the availability of alternate schemata, but at the same time there is more
jnstability and noncommitment because of the absence of complex rules for inte-
grating the alternate schemata. A form of rigidity and negativism is still present
at this level due to the fact that when one perceptual alternative is selected the
other becomes almost completely ineffective.

Figure 6 illustrates the moderately high integration structure which is

characterized by the emergence of more complex rules for comparing and relating
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different perspectives. At this level, the person is able to combine various
perspectives in his decision making. The major implication of this development

is the increase in the amount of functional information available. This is due to

Dimensions

Alternate combinations
(perspectives)

More complex rules for
comparing and relating

Figure 6 -- Moderately High Integration Index
Schroder et al., Human Information Processing, p. 20.

the fact that in the process of comparing, the alternative perspectives become
more independent and therefore remain open to the perception and effects of
other alternatives.

A number of behavioral patterns are generated by the moderately high
integration structure. As the system becomes less deterministic the causal
"self'" enters more into the internal processes. The information processing
structure is now more selfreflective. The person is able to generate strategic
adjustment processes, which means he can view the effects of his behavior from
a number of viewpoints. Therefore, the individual's behavior becomes less

anchored in the past and increasingly determined by the internal processes of
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the structure.

Figure 7 illustrates the high integration structure which is characterized
by a structure for generating complex relationships. At this highest level, com-

parison rules can be further integrated resulting in highly abstract functioning.

Dimensions

Different combirations of
dimensiong! scole values

Comparison ruies

Structure for generating
comzlea reioticnships

Figure 7 -- High Integration Index
Schroder et al., Human Information Processing, p. 22.

Schroder et al., state that as the number and complexity of the parts of a

structure increase it is accompanied by:

(a) an increase in the degree of diversity the system can generate
and handle, in the number of schemata and dimensions, and in the com-
plexity of their organization; (b) greater discrimination between stimuli
within dimensions; and (c) an increased potential for the structure to
generate alternate patterns of interaction and new schemata without the
imposition of new external conditions. Internal processes can produce
alternate organizations of rules for viewing the world. These schemata
can then be tested by exploration. 30

30schroder, et al., Human Information Processing, p. 23.
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Behaviorally the high integration structure should be effective in adopting
to a complex and changing situation. The effectiveness of this structure will be
maximized if the performance criteria are based upon the utilization of the alter-
nate interactive processes and the ability to cope with a changing situation. With
the delineation of many systematically related alternatives, decisions at a parti-
cular time should be most effective for adapting to future events.

At each successive level of integrative evolvement the information pro-
cessing structure acquires additional functioning parts. In the low integrative
structure rules specify the conditions that govern the choice of stimulus cate-
gories. Then in the moderately integrative structure additional rules specify
conditions under which alternate schemata are used. Next, the moderately high
integrative structure specifies additional rules in which schemata are compared.
Finally, at the high integrative structures general laws are generated that
systematize a large body of differentiated information. This evolvement process
represents a growing self awareness, which ultimately will have a considerable
influence on an individual's interpersonal interactions. The more integratively
complex the information processing structure the more ways a person has of

perceiving and interacting with his world.

Organization of Dimensional Scale Values of Information

The organization of dimensional scale values of information is a persist-
ant and important problem in psychology. The learning process and personality
development stress both the acquisition of dimensions and the organization of

dimensional information. The conceptual framework presented here emphasizes
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the degree of differentiation and integration of interpcrsonal stimuli. Operation-
alizing the processes of integration has been described hy a linear additive model
and by a more complex configural model.

Figure 8 illustrates the multidimensional single-rule structure for pro-
cessing information. Compared to other relevant people, stimulus person A is
differentiated at scale points x, y, and z along the three independent dimensions:
¢ (creativity), o (orderliness), and r (reciprocity - the ability to understand
another's point of view). The combinatory rule expresses the weights 65%, 25%,
and 10%) utilized when the scale values are combined in decision making. The
linear =dditive model assumes that regardless of the scale valie or the value of

other dimensions the scale value is weighted the same for all pérsons.

GOAL SPECIFIC JUDGMEINT REQUIRED ABOUT STIMULUS PERSON A
Dimensionol Scale low high  low yhigh low o hiegh
Values of () x () () z
Information

10%

Combinatory Rule
(weighting of scale va'ues,
Generating Perspective

Organization

Decision Judgment

Figure 8 -- A Multidimensional Single-rule Structure.
Schroder, '"Conceptual Complexity and Personality Organization, ' p. 249,
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IFigure 9 illustrates the multidimensional multirule structure for proces-
sing information. Using the same informational input creativity, orderliness,
and reciprocity the three scale values x, y, and z are orgainized by two com-
binatory rules which generate two alternative judgments. The configural model
assumes that differential weighting of scale values produces different perspec-

tives. Schroder states:

This ability to generate multiple perspectives by weighting similar
dimensional scale values of information differently, represents a critical
step in personality development in any stimulus domain. In the interper-
sonal domain it may be observed as a reduction in absolutistic thinking.

It represents the ability to view and understand events from another person's
perspective and to arrive at alternative judgments or opinions about people
or events. It represents a marked advance in the complexity of thinking,

in providing the foundation for an individual to generate conflict and uncer-
tainty for himself. 31

GOAL SPECIFIC JUDGMENT REQUIRED ABOUT STIMULUS PERSON A
Dimensional Scale (c)low v high (o“lo‘« v high (r)low v high
Values of x ’ z
Information
ECIO
Organizotion
Combinatory Rules
Generating Two
Perspoctives
Decision Judgment A Judgment B

Figure 9 -- A Multidimensional Multi-rule Structure.
Schroder, ''Conceptual Complexity and Personality Organization, ' p. 252,

31Schroder, ""Conceptual Complexity and Personality Organization, " p. 253,
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Figure 10 illustrates the multidimensional multiconnected rule structure
for processing information. The information processing structure advances to
high degree of complexity as the combinatory rules for generating perspectives
are connected in formulating a judgement. Further conceptual advancement
would be represented by additional combinatory rules and connectors between
perspectives. A situational model for combining cues considers the linear addi-

tive, configural, or both methods for generating alternative constructions,

GOAL SPECIFIC JUDGMENT REQUIRED ABOUT STIMULUS PERSON A
Di ional Scale lo high , Jow high ,  low high
Valvesof (=" (0) R (——

Information

Organization
Combinatory Rules
Generating Two

Perspectives

Connectedness
Between
Perspectives

Relating
Perspectives

Decision Judgment

Figure 10 -- A Multidimensional Multiconnected Rule Structure.
Schroder, '"Conceptual Complexity and Personality Organization,' p. 254,
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Summary

The philosophical assumptions of a universe that is real, integral, and
primarily understood along the dimension of time determine the essential nature
of man. As a scientist, man is postulated as seeking truth in order to improve
his anticipations of his world. Each man is in truth seen as an idea of an unfold-
ing universe. It is man's ability to place alternative constructions on the events
he experiences that leads to the Fundamental Postulate that ''a person's processes
are psychologically channelized by the ways in which he anticipates events.' Per-
sonality is defined as the internal system a person utilizes in processing informa-
tion and its cognitivé complexity is the degree of differentiation and integration
of interpersonal stimuli. A more cognitively complex system indicates a more
fully functioning person. Behaviorally, there is a greater congruence of experi-

ence, awareness, and communication on the part of the individual. In the words

of Knowles and Saxberg:

Acceptance of another person involves positive attitudes of respect,
interest, caring, and trust, as well as the assumption of dependability, con-
sistency, and the preservation of separateness based on an honest appraisal
of differences. Self-acceptance is synonymous with self-awareness. Aware-
ness, in turn, increases the capacity of individuals to attend to and respond
to another individual or group. The degree to which this is possible can be
measured by the extent to which an individual can respond meaningfully to a
frame of reference other than his own. Thus, communication is inextricably
bound to cooperation. 'No man is an island, " said the poet Donne, each is
"a part of the main.'" Nowhere is this more true and more critical than in
the life of the organization.32

32Knowles and Saxberg, Personality and Leadership Behavior, p. 93.




CHAPTER IV

Research Review

Introduction
The research literature relevant to the theoretical frameworks previously
prescnted, is reviewed in this chapter. The research studies utilizing the LBDQ
and the LOQ will be summarized in tabular form along with some general com-
ment. This will be followed by a more detailed presentation of State Vocational
Rehabilitation Agency studies. Next, the research studies utilizing the MRT and
the PCT are reviewed and, finally cognitive complexity and leadership behavior

studies are presented.

Leadership Research Studies

There have been numerous research studies describing the leader's be-
havior and his effectiveness. Leader behavior has been identified as ""employee-
centered' and 'production centered"; ''support" and 'production emphasis'’;
"concern for people" and '"concern for production'; ''psychologically~-distant' and
"psychologically-close"; and '"democratic' and '"autocratic." In the "Leader-
ship in a Democracy' research program, the Ohio State Leadership Studies
isolated "consideration' and "initiating structure' as basic dimensions of leader-

ship behavior in formal organizations. These dimensions were identified in a

96
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scries of factor-analytical studies, which described the leader's behavior as
scen by his subordinates and by himsclf. Consideration and Initiating Structure
were found to be orthogonal in the original factor-analytic studies and this is
interpreted as indicating independence of the two dimensions. The independence
of the dimensions suggests that the leader's behavior with respect to one dimen-
sion does not necessarily influence the other dimension. Lowin, et al. state:
This is a very significant argument for it suggests that it is possible
to exert considerable direction on the activities of one's subordinates, yet
still maintain a highly supportive relationship with him. Just this delicate
fusion of a high level of consideration and a high level of initiating structure
may be the key to effective supervision. 1
Korman has cataloged some of the literature on the relationship of con-
sideration and initiating structure with organization effectiveness. The review
is not exhaustive and the original studies contain far more data than is presented.
Korman's review was interested only in the dimensions as independent variables
and specific independent organization criteria. Table 5 and Table 6 provide a
summary review of the relationship between various criteria and the LBDQ and
the LOQ, respectively.2

The studies reviewed were conducted under a wide variety of conditions

and most followed the concurrent validity approach of simply correlating the test

1Aaron Lowin, William J. Hrapchak, Michael J. Kavanagh, '"Consider-
ation and Initiating Structure an Experimental Investigation of Leadership
Traits," Administrative Science Quarterly, 14, 1969, p. 238.

2 Abraham K. Korman, " 'Consideration',' Initiating Structure' and Organ-
izational Criteria — A Review,'" Personal Psychology, 19, 1966, pp. 349-361.
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TABLE 5

VALIDITY STUDIES OF THE LEADER BEHAVIOR DESCRIPTION

QUESTIONNAIRE
f : r with ' rwith
Investigator Type of Sample . a,ﬂf]:’; Type of Criteria Consider- 1 [nitiating Y
H ! | ation l Structure |
I. Objective Measures of Performance as Criteria
Fleishman (1953) Supervisors Concurrent;  Work Group Grievances —.43 ! :
Fleishman, Harris & Burtt | Production Super- | Concurrentj Work Group Absenteeism —.40%* 2 0 T2
(1953) visors :
Work Group Accidents —.06 15 @ 72
Work Group Grievances - .07 A5 72
Work Group Turnover .13 06 - 72
Fleishinan, Harris & Burtt | Non-Produetion Concurrent] Work Group Absentecism —.38 -.06 , 23
(1935} Supervisors Work Group Accidents — .42t 18 . 23
Work Group Grievances 15 28
Work Group Turnover .04 ) S 5
Fleishman & Harris (1962) Supervisors Concurrent| Work Group Grievances - .51t T 57
Work Group Turnover —.6or*, 63 E o7
I1. Superior Rutings As Criteria
: i ' Rating ’ !
! : . 1 , l
Halpin & Winer” (1057) E Air Crew Com- ' Concurrent!  Technieal Competence | —.38n P .36 I og
i manders X Tffectiveness of Working with i —-.33 l A0 29
I ! } Crew Members g .
[I. Combined Pecr-Subordinate Ratings Ax Criteria
——— ; - : :
Hemphiil (1953) | Acendemie Depart- l (,‘uncnrrvnl? Administeative Reputalion ’ ST | A I
f’ ment Heads ; l '
IV. Peer Ratings As Criteria
e 1 § ; ° 7
Bass (1957) l Sules Supervisors I Concurrcnl.' Visibility b - -1 34
! —Sample A ; i Popularity P06 12 3
! ; I Value to Company [ .08 1 10 ) 34
; ! | Problem-Solving Ability | .05 | —08 24
: : i Ability to Influence Rater i —-.18 A5 34
Bass (1057) l Sales Supervisors ' Coucurrcnl; Visibility -.03 25 28
¢ —Sample B i Popularity ! -0 .04 | 2%
i | ! Value to Company I -1 i -0 | 28
' i Problem-Solving Ability | .00 Jd4 4 28
g | Ability to Influence Rater | =00 A5 |28
i

Source: Korman, "'Consideration’, 'Initiating Structure', and Organiza-
tional Criteria - A review, ' p. 356-358.
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TABLE 5 (Continued)

Investigato Typeol Sample | Iypeof i rpie of Criteri Commitbe. | 1ofcting | N
estigator 'ype of Sample I Vnmity l Type of Criteria ' onl'ilor: - , Slln;zlur‘f-
V. Subordinate Ratings as Criterin
Halpin & Winer (1957) l Air Crew Com- Concnrrem: Satisfaction 573 ' -.03 29
' manders Confarmity to Standard — .52 B ] 29
Operating Procedures
Performunce Under Stress —.24 .26 20
¢ Attitude & Motivation to be | —.50%* .42° 29
i Effective !
: Over-All ~.46* 487 20
Halpin (1957) Aireraft Com- Concurrent| Technical Competence .09 30 | 87
manders Effectiveness in Working with + .18 .28** | 87
Others
Couformity to Standard Pro- —.03 .32 | 87
cedures !
Performance under Stress .18 .32 7
Attitude & Motivation .03 .29 §7
Over-All Effcctiveness A7 .30%* | 87
V. Subordinate Ratings as Criterin—Cont.
i 3 i -
| Rating [ | |
| |
Fleishmman, Harris & Burtt | Production Fore- | Concurrent;  Over-All ) A 47 T2
(1955) men i ; !
I'leishman, Harris & DBurtt | Non-Production | Concurrent| Over-All .28 -.19 23
(1955) Foremen
Baxs (1957) Sales Supervisors | Concurrent| Merit -.02 -.05 34
—Sample A
fales Supervisors | Concurrent:  Merit .02 15 23
—Sample B i
Halpin (1957) Air Craft Com- Concurrent, Confidenece & Proficiency LG9* .68** | 84
manders ! Friendship & Cooperation .84 ) S
Morale .27** .28+ ¢+ 84
Satisfaction ' T N LB

1 These nre correlation ratios. All other correlations in Tables Sand 6 are Pearson r's. -

? All predictor-criterion correlations reported for the Halpin and Winer (1957) study are partial r's with the effect of the othier
predictor-criterion correlation removed. Unlike most studies, “Consideration’ and “Initinting Structure” were highly negatively
related for this sample.

1 Sce Footnote 2 above.

*7p < .05

vt p < 01,

Source: Korman, '"'Consideration', 'Initiating Structure’, and Organiza-
tional Criteria - A review, " pp. 356-358.
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TABLE 6

VALIDITY STUDIES OF THE LEADERSHIP OPINION QUESTIONNAIRE

Corrclation iCon'cl.a.l.ian :

Investigator Type of Sample ‘\rim:’f, { Type of Criteria Cc:::i!dcr- Ini‘t‘&lgng , ~
\ ation Structure |
, :
1. Objective Measures of Performance as Criteria
Parker (1963) Supervisors Concurrcntl Group Productivity 13 .07 8o
Order-Filling Errors Group -.1 .15 80
l Ordcer-Pricing Errors Group -.10 .23* 80
Spitzer & MeNamara (1964) | Various Mgmt. Lovels | Concurrent] Corrected Salary—Sample A .02 .09 51
Corrected Salary—Sample B .14 —.05 51
1. Superior Ratings as Criterin
R.:uing
Bass (1950) Supervisors Predictive | Over-All .20% | —.00 53
Bass (1058) Supcervisors Predictive | Over-All P Ad .03 42
Fleishman & Peters (1952) Various Mgmt. Levels | Concuirent| Over-All .02 —.02 35
Oaklander & Fleishman (1964) | Large Hospital Mgmt. | Concurrent| Inter-Unit Stress Sample A .16 .06 60
Me:lium Hospital Inter-Unit Stress Sample B 19 —.39** | 36
Mgmt.
Small Hospital Mgmt. Inter-Unit Stress Sample C .15 -0t 22
Spitzer & MeNamara (1961) Various Mgmt. Levels | Concurrent; Over-All—Sample A .01 -.07 , 31
’ ! Over-All—Sample B —-.05 ! A3 0351
III. Peer Ratings As Criteria

Spitzer & McNamara (1964) | Various Mgmt. Levels | Concurrent] Over-All Ratings Sample A -.17 i | 51
Over-All Weighted Ratings— -1z | a5 oAt

Samiple A ’ |
Over-All Rankings Sample A —.09 01 5l
Over-All Ratings Sample B .03 —.11 5l
Over-All Weighted Ratings— .01 -.00 ,; 51

Sample B |
Over-All Rankings Sample B ~.02 —-.01 | 3l
Fleishman (1057 OCS Group Concurrent! Over-All Ratings —.01 .03 ! 116
Over-All Ratings -.02 .08 | 247

]

IV. Self-Ratings As Criteria

Oaklander & Fleishman (1964) | Large Hospital Mgmt. , Concurrent| Intra-Unit Stress Sample A l - 374 | =41 ’ 60
Medium Hospital i Concurrent| Iutra-Unit Stress Sample B | —.46%* | —.07 .36

Mgmt. t [
Small Hospital Mgmt. Concurmnt| Intra-Unit Stress Sample C ' -.02 .45* i 22

V. Subordinate-Ratings As Criteria

Parker (1963) Supervisors Concurrent{ Attitudes Toward Supervisor l, 51 .22 ! 8%
| Supervisory Recognition | .45* 05 ' 80
! .24* .18 80

i Performance Instrumentality

- -]
AA
o0
o

Source: Korman, '''Consideration', 'Initiating Structure', and Organiza-
tional Criteria - A review, ' pp. 352-353.
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variable with the criterion variable. Studies of the LBDQ indicatc a slightly
consistent pattern of effective performance being related positively to consider-
ation and negatively to initiating structure, but there are some inconsistencies
(Bass, 1957; Hemphill, 1955), even among studies using somewhat similar
populations (Halpin and Winer, 1957; Halpin, 1957).

A possible explanation of these research results is the concurrent nature
of these studies. In a research design where the same people make both predictor

and criterion ratings the rater might distort one or both of his perceptions in

3

order to attain a more 'balanced' cognition.” Anderson states another reason:

Consideration and Initiation of Structure ratings generally have
shown reliable relationships with leadership-effectiveness ratings. The
relationships are crucially dependent, however, upon the source of the
effectiveness rating: i.e., whether the leader is being evaluated by his
superiors or by his subordinates. Subordinates generally rate the leader
as being effective to the extent that he displays considerate behavior.
When rated by his superiors, however, the effectiveness of this same
leader is positively correlated with the structuring behavior that he is
seen as instigating in his group. 4

Studies of the LOQ reveal that most of the correlations are insignificant
for consideration and initiating structure. Consideration seems to have some -
relation to a "pleasantly affective' work situation as it is rated both by self

(Oaklander and Fleishman, 1964) and by subordinates (Parker, 1963), but the

3Andrew W. Halpin, "The Leader Behavior and Effectiveness of Air-
craft Commanders, in Ralph M. Stogdill and Alvin E. Coons (eds.), Leader
Behavior: Its Description and Measurement, (Columbus, Ohio: Bureau of Busi-
ness Research, Ohio State University, 1957), pp. 52-64.

4Lynn R. Anderson, "Leader Behavior, Member Attitudes, and Task
Performances of Intercultural Discussion Groups, ' Journal of Social Psychol-
ogy, 69, 1966, p. 306.
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results lor initiating structure arc inconsistent and indicate no discernible pat-
tern. Korman points out that the concurrent nature of these studics makcv it
difficult to know whether the patterns of consideration or initiating structure arc
the cause or the effect of managerial effectiveness. This is probably the major
reason the results with the LOQ are less promising than those with the LBDQ.

After a thorough reading of the relevant literature Lowin, ct al. conclude:

There appears to be much evidence that consideration and initiating
structure can each correlate positively, negatively, both positively and
negatively (depending on other variables), and only weakly if at all with
effectiveness and morale indices. There seems to be no apparent prepon-
derance of any one of these kinds of findings. It must be emphasized that
many of the correlations are sufficiently high (given the number of subjects)
to very satisfactory levels of statistical significance. We are dealing,
therefore, with truly complex relationships, not merely with a sampling
distribution about a (probably weak) correlation value. 9

Fleishman compiled the following results on these dimensions: (1) No cases
where low consideration goes with good supervisory performance; (2) the most
undesirable pattern is one in which supervisors are low in both consideration and
initiating structure; (3) the low consideration and high initiating structure super-
visor is more likely to show more turnover, grievances, and stress among his
subordinates, but supervisors high in consideration can be higher in structure with-
out these adverse effects; and (4) for many criteria and situations, the above aver-
age consideration and initiating structure pattern seems most likely to optimize a

variety of different effectiveness criteria.® After reviewing the available evidence,

5Lowin, et al., "Consideration and Initiating Structure An Experimental
Investigation of Leadership Traits,' p. 240,

6Fleishmzam, Manual For Leadership Opinion Questionnaire, p. 2.
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Shartle comes to the same conclusion that leader behavior, which is high on both
consideration and initiating structure rather than on one factor alone is more

likely to enhance group performance. 7

State Vocational Rehabilitation Agency Research Studies

Interpersonal influence is accepted as an essential factor in the behavior
of a leader. The effectiveness of a leader's influence is a function of the inter-
personal values that he holds. Interpersonal values are interpreted as the 'kinds
of human relations" considered important and they represent "motivational
patterns that are relatively stable traits within individuals. " 8 The human relation
skill of perceiving accurately the position of others has been defined as ""empathy. "
The empathic leader's motivational patterns enable him to perceive and structure
accurately his psychological map of the follower and the situation. The first
three studies examine the relationship between the leader's behavior, his inter-
personal values and his empathy toward subordinates. This same theme is next
investigated in three State Vocational Rehabilitation Agency research studies.
Finally, five additional agency research studies are presented.

Fleishman and Peters studied the interrelationships among criteria of
leadership effectiveness, | value dimensions, and leader behavior and attitudes.
Their subjects included four plant managers, ten group managers, and twenty-five

subordinate department managers of a manufacturing plant. The plant managers

TCarrol L. Shartle, Executive Performance and Leadership (Englewood
Cliffs, New Jersey: Prentice-Hall, 1956).

8

Edwin A. Fleishman and David A. Peters, 'Interpersonal Values, Leader-
ship Attitudes and Managerial Success, ' Personnel Psychology, 15, 1962, p. 127,
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completed effectiveness ratings for each of their group and départ:ment managers.
The Survey of Interpersonal Values and the L.OQ were completed by the group and
department managers. The effectiveness ratings were not related to leadership
attitudes, but were significantly correlated with the value conformity (r = -. 44,
p<. 02).9 The leadership pattern of Structure was significantly correlated with
the interpersonal value of Independence (r = -.39, p<.05). Consideration and Ben-
evolence were correlated (r = .35). The authors conclude that "if a person's inter-
personal needs and values are considered as reflecting stable personality traits,
the results are encouraging."lo
Litzinger. studied interpersonal values and leadership attitudes of managers
in centralized and decentralized organization; The subjects consisted of 33 mana-
gers from a centralized and 32 managers from a decentralized bank. The survey
of Interpersonal Values and the LOQ were completed. No significant differences
were found between these two categories of managers. Structure and Support were
correlated for the centralized managers (r=.25). Consideration and Independence
were significantly correlated for the centralized manager (r = -.36,.p < .05).
The author concluded that the leadership and value climate of the two groups are

relatively homogeneous. 11

9The Survey of Interpersonal Values has the following subscales: Support,
Conformity, Recognition, Independence, Benevolence, Leadership.

1OFleishman and Peters, "Interpersonal Values, Leadership Attitudes and
Managerial Success, ' p. 142,

11Wllliam D. Litzinger, "Interpersonal Values and Leadership Attitudes of
Branch Bank Managers," Personnel Psychology, 18, 1965, p. 198.
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Fleishman and Salter examined the relation between the leader's behavior
and his empathy toward subordinates. The subjects were 12 departmental super-
visors and 24 subordinates in two small business organizations. An empathy
measure was developed based on the Self-Description Questionnaire. The leader
behavior was measured by the Supervisory Behavior Description Quesi:ionnaire.12
The empathy score was significantly correlated with Consideration (r=.40,p<.05).
Structure and empathy did not correlate significantly. The authors conclude that
the study should be repeated with a larger sample. It was emphasized that con-
cepts like empathy, self-awareness, and social sensitivity can be useful when
related to leader behavior. 13

Smits describes the leadership styles, interpersonal problem-solving
orientations, and work activities of supervisors in State Rehabilitation Agencies.
The subjects were 252 supervisors in 32 State Rehabilitation Agencies. The
Leadership Opinion Questionnaire, the Interpersonal Orientation Scale, and the
Work Activities Questionnaire were distributed to the supervisors. 14 The super-

visors described themselves as being more 'considerate' than ''structured" and

more "altruistic'' than "manipulative.' Consideration was significantly correlated

12 The Supervisory Behavior Description Questionnaire measures the same
dimensions as the Leadership Opinion Questionnaire.

13Edwin A. Fleishman and James A. Salter, "The Relation Between the
Leader's Behavior and His Empathy Toward Subordinates, "' Journal of Industrial

Psychology, 1, 1963, p. 84.

14The Interpersonal Orientation Scale consists of two types of relatedness:
altruistic and manipulative. The Work Activities Questionnaire is composed of
administrative items, consultive items, and evaluative items.
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with Altruism (rho = .15, p<.05) and Manipulation (rho= -.16, p<.05). Struc-
ture was significantly correlated with Altruism (rho=-.24, p<.0l) and Manipu-
lation (rho=.23, p<.01l). Supervisors more frequently engaged in consultative
work activities were significantly related to Consideration (rho=.12, p<.05),
Altruism (rho=.14, p<.05), and Manipulation (rho=-,14, p<.05). The leader-
ship styles, interpersonal problem-solving orientation, and work activities

were analyzed with respect to size of the supervisory unit. Smits concludes:

The hierarchical organizational system places role demands upon the
supervisors most removed from the counselors which are different from
those placed upon supervisors who are in direct contact with counselors on
a daily basis, The role demands in turn, influence both leadership style
and interpersonal problem-solving orientation. If this assumed state-of-
affairs is accurate, leadership behavior could be changed most easily by
changing the role demands placed upon the supervisor. Such changes
would probably begin with a change in the size of the unit supervised. 15

Smits and Aiken studied the supervisory practice as perceived by coun-
selors in State Vocational Rehabilitation Agencies. The subjects were 230 coun-
selors in 31 State Rehabilitation Agencies. The LBDQ, the Relationship Inventory
(RI), and the JSI were distributed to the counselors.}® The counselors saw their
supervisors' leadership behavior as being more characteristic of 'tolerance of

freedom' and '"consideration' than of "'initiation of structure' and 'production

15Stanley J. Smits, "Supervisory Practices: From the Supervisor's
Point of View," in S. J. Smits, Leadership Behavior of Supervisors in State
Rehabilitation Agencies (Atlanta, George: Georgia State University, 1971), p. 47.

16The Relationship Inventory attempts to meas@re an individual's ability
to demonstrate to another person his capacity for emphatic understanding, level
of regard, unconditionality of regard, congruence or genuineness, and total
relation score. Initiation of Structure, Tolerance of Freedom, Consideration,
and Production Emphasis were the only LBDQ scales utilized on the LBDQ.
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emphasis.'" Twenty-one out of the 32 correlations between the subscales on the
LBDQ and the JSI are significant. Fifteen out of the 20 correlations between
the subscales on the LBDQ and the RI are significantly correlated (Appendix X).
When the sample was analyzed in terms of eight regional areas only one
significant F value was found among the subscales (F =2.97, p< .01 for Security/
Advancement/Finances). When the sample was analyzed in terms of agency size
only one significant F value was found among the subscales (F =4.33, p< .05 for
Initiating Structure). The authors conclude that the data substantiates the rela-
tionship of supervisory behavior and counselor job satisfaction, but they indicated
that further research was needed to isolate the leader’'s interpersonal values. 17
Aiken, Smits and Lollar factor-analyzed the data from the previous study.
The first factor, Interpersonal Aspects of the Work Environment, accounted for
the largest percentage of common variance (52.2%). High loadings were obtained

on the RI subscales, LBDQ Consideration subscales, and the JSI Relationship

with Employer subscale. The results of the factor analysis suggests that:

The most important aspect of employment in State Rehabilitation
Agencies as far as counselors are concerned is the interpersonal behavior
in which the supervisor and counselor engage. How the supervisor treats
the counselor seems to be far more important than working conditions or
the reward system of the agency.18

17stanley J. Smits and Wilbur J. Aiken, A Descriptive Study of Super-
visory Practices As Perceived by Counselors in a State Vocational Rehabilitation
Agency (Bloomington, Indiana: Indiana University, 1969), p. 38.

18Wilbur J. Aiken, Stanley J. Smits, and Donald J. Lollar, "Leadership
Behavior and Job Satisfaction in State Rehabilitation Agencies,' Experimental
Publications Systems, No. 5, Ms No. 181A (Washington, D.C. : American
Psychological Association, 1970), p. 5.
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In a follow-up study to Smits and Aiken, Smits examined the job satisfac-
tion and employment turnover in State Rehabilitation Agencies. The directors
of the 31 agencies were asked to report each counselor's employment s.tatus one
year after the JSI was initially administrated. The results demonstrated the
predictive validity of the JSI in medium and large-size agencies. The JSI was
successful in differentiating between counselors retained and terminated (Appen-
dix XI). Smits states:

Because of the representativeness of the subjects, i.e., counselors
from 30 State Rehabilitation Agencies from all regions of the country, it
seems appropriate at this time to conclude that the JSI can be of applied
value as a management tool and a research criterion measure in "medium
sized" and "large' State Rehabilitation Agencies. 19

Smits studied the relationship between the accuracy of a counselor's
understanding of agency policies, procedures, resources and goals, and his
supervisor's leadership behavior. The subjects includeu -6 supervisors and 28
counselors in a State Vocational Rehabilitation Agency. The LOQ was compléted
by the supervisors and the Information Questionnaire was completed by the coun-
selors. A significant correlation (rho=.48, p<.05) was found between the

supervisor's structure and the counselor's accuracy of information. 20

Pacinelli examined the relationship of counselor perceptions of leadership

IQStanley J. Smits, "Job Satisfaction and Employment Turnover in State
Rehabilitation Agencies: Results of a Follow Up Study, " in S.J. Smits, Leadership
Behavior of Supervisors in State Rehabilitation Agencies (Atlanta, Georgla:
Georgia State University, 1971), p. 31,

20tanley 4. Smits, "A Communication Experiment in a State Rehabilitation
Agency," in S. J. Smits, Leadership Behavior of Supervisors in State Rehabilita-

tion Agencies (Atlanta, Georgia: Georgia State University, 1971), pp. 50-57.




109

behavior and job satisfaction. The LBDQ and the JSI were administered to 250
counselors in a State Rehabilitation Agency. The study contrasted scores on
the JSI of counselors who perceived their supervisors as high vs. low in Consid-
eration and high vs. low in Initiating Structure. Consideration was significantly
different between the two groups on all scales of the JSI. Initiating Structure was
significantly different between all scales except Physical and Mental Exertion
and the total JSI scores. When the counselors were placed into two groups based
on a combination of the two perceived leadership behaviors, counselors per-
ceiving their supervisors as high in Consideration and Initiating Structure had
significantly higher scores on the JSI than supervisors perceived as low in these
two leadership behaviors. Consideration correlated significantly with all the JSI
scales. Initiating Structure correlated significantly with all except Physical,
Mental Exertion, and Total JSI (Appendix XII). Pacinelli concludes that '"both
styles of leadership behavior are required in the supervisor if counselor and
agency goals are to be efficiently and effectively attained’ 21

Bostic studied the perceived leadership climate and its effects on job sat-
isfaction and job performance in a State Rehabilitatioﬁ Agency. The LBDQ and
the JSI were completed by 66 counselors, and 23 supervisors provided personal
data and job performance information. The counselor perceptions of leadership
behavior were analyzed by a two-way analysis of variance of counselor .and super-

visor levels of training and experience. Untrained counselors perceived their

21Pacinelli, "Rehabilitation Counselor Job Satisfaction As it Relates to
Perceived Leadership Behavior and Selected Background Factors, " p. 58.
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supervisor's behavior significantly higher in Tolerance for Freedom and Consid-
eration. Experienced counselors perceived their supervisor's behavior signifi-
cantly higher in Production Emphasis. Counselors with under-experienced super-
visors perceived their supervisor's behavior significantly higher in Production
Emphasis. The correlation between Initiating Structure and the total JSI score
was significant for trained counselors (Appendix XIII). Bostic summarizes the
relationship between leader behavior and the criterion of successfully closed

cases as follows:

(1) Counselors who perceive their supervisors as tolerating more freedom
tend to achieve greater numbers of successful closures when employed
under inexperienced supervisors.

(2) Counselors who perceive their supervisors as being considerate tend
to achieve greater numbers of successful closures when employed under
untrained supervision.

(3) Counselors who perceive their supervisors as emphasizing production
tend to achieve greater numbers of successful closures. 44

Viaille, Hills and Ledgerwood studied the management practices in ten
Vocational Rehabilitation District Offices. The subjects included 25 supervisors
and 115 counselors. The state directors were requested to designate one office
within his state as being among the lower 20 percent and one office as being among
the uppér 20 percent in effectiveness. The three major criteria repeatedly speci-
fied as indicating effectiveness were (1) production, (2) administration and manage-
ment practices, and (3) community relations. In addition to extensive subjective

data, objective data were gathered with Likert's Profile of Organizational

22Bostic,"The Effects of Perceived Leadership Climate in a State Rehab-
ilitation Agency, ' p. 90.
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Characteristics, Marvin's Management Matrix, and The Minnesota Satisfaction
Questionnaire. Both the counselors and the supervisors in the more effective
offices perceived the district and state offices as being more participative in
their management approach, than did counselors in the ‘less effective offices.
The ratings on the Management Matrix were higher for the counselors and the
supervisors in the more effective offi‘ces. The counselors and supervisors were
more satisfied with employment or work factors than personnel in less effective
offices. The authors conclude that, ""each measuring device has consistently
differentiated between the offices described as either more effective or less
effective. It is hoped that with further refinement these instruments can indicate

a direction of future office development.”23

Cognitive Complexity-Simplicity Research Studies

The theoretical system reviewed in the following research studies con-
ceives predictive behavior to be a function of one's perceptions of others.
Current research dealing with social perception, interpersonal perception, under-
standing others, empathy, or social sensitivity are forms of behavior which rest
operationally upon the predictive behavior of the individual. Bieri assumes that
predictive behavior depends upon the interpersonal discriminations or constructs
which the individual invokes in making his predictions. The extent to which
different interpersonal constructs are applied differentially to the other person

determines the cognitive complexity.

23Viaille, et al., Management Practices in Vocational Rehabilitation
District Offices, p. 71.
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In the first study on the measurcment of cognitive complexity, Bieri
examined the relationship between cognitive complexity-simplicity and predic-
tive behavior. The Role Construct Repertory Test (RCRT) developed by Kelly
and a Situation Questionnaire designed to measure predictive accuracy, were
administered to 32 college students. The underlying assumption is that making
""adequate differentiations in one's perceptions of others is basic to an optimum
predictability of their behavior. " A significant correlation exists between cog-
nitive complexﬂy and predictive accuracy (r = .29, p<.05). Of the two compo-
nents of predictive accuracy, accurate projection and accurate perceived
differences, only the latter correlated significantly (r = .35, p<.05). A signifi-
cant correlation exists between the degree of cognitive complexity and the
tendency to engage in assimilative projection in one's predictions (r = -.32,
p<.05). Of the two component scores of assimilative projection, accurate
projection and inaccurate projection, only the latter correlated significantly

(r = -.40, p<.05), Bieri concludes that:

. . . Cognitive complexity relates especially to the tendency to pre-
dict accurately the differences between oneself and others. Similarly,
the tendency to engage in inaccurate projections concerning the similarity
between self and others relates significantly to cognitive simplicity.

. . . the complexity of one's cognitive system for perceiving others
is effectively related to one's ability to predict accurately the behavior
of others and to one's tendency to engage in assimilative projection in
such behavior, 24

Leventhal studied the relationship between the cognitive processes and

interpersonal predictions of a group of 253 male undergraduates. The RCRT

24Bieri, "Cognitive Complexity-Simplicity and Predictive Behavior, "
pP. 267.



113

was administered along with an experimental design in which simple and complex
judges made predictions after hearing tape-recorded interviews i-nvolving varying
amounts of information about simple and complex interviewees. Cognitively
complex subjects tended to be more accurate in their predictions than cognitively
simple subjects. With complete information the cognitively simple subjects
showed relatively greater improvement in predictive accuracy. Further analysis
indicated significantly gréater assimilative projection by cognitively simple sub-
jects. Component analysis of predictive accuracy reveals an insignificant trend
showing simple subjects correctly predicting a greater proportion of similarities
and complex subjects correctly predicting a greater proportion of differences
between themselves and others. Cognitively complex subjects were more able to
rank order interviewees in terms of similarity to themseives (r= .49, p<.0l).
Leventhal concludes in general that:

. . . Complex judges respond in terms of difference between people,
while simple judges respond in terms of similarities. Viewing people as
similar to oneself as an initial hypothesis may help simple judges to under-
stand and adjust to their own interpersonal environments. They differ-
entiate only when sufficient information is available. Complex judges, on
the other hand, seem to seek a unique characterization of a person and to
be fairly able to pick out aspects of his individuality even with little infor-
mation. 25

Sechrest and Jackson examined the relationship between social intelligence

and accuracy of interpersonal predictions of 60 college subjects. A predictive

accuracy measure similar to that used by Bieri and Leventhal and a measure

25Howard Leventhal, '"Cognitive Processes and Interpersonal Predictions, "
Journal of Abnormal Social Psychology, 55, 1957, p. 180.
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of "'differential” accuracy developed by the authors were correlated with the
following four measures of cognitive complexity: (1) the RCRT, (2) a method
for assessing number of determinants in ink blot responses, (3) the Barron-
Welsh Art Scale, and (4) a measure of the complexity of stimuli afforded by
one's family background. All four measures of complexity correlated positively
with effectiveness of interpersonal relations (social intelligence), but only the
art preference and family background measures were significant. A weighted
composite complexity score correlated significantly with the social intelligence
measure (r =.54, p<.0l). The RCRT was positively correlated to the predictive
accuracy measure, but this wasnot significant (r = .22). None of the measures of
complexity in social intelligence correlated significantly with differential accur-
acy. Sechrest and Jackson suggest that "cognitive complexity may contribute
substantially to increased social effectiveness. 26

Plotnick studied the relation between cognitive complexity of 129 graduate
social work students and their accuracy in predicting the behavior of clients.
The subjects completed the RCRT and predicted the attitude responses, made by
three clients, on an acceptance of authority scale. The three clients were high,
medium and low in acceptance of authority. Cognitive complexity was positively
correlated with the predictive accuracy for clients with low and medium degrees
of acceptance of authority attitudes, but only the latter correlation was significant.

The cognitively complex subjects correctly differentiated the three clients in

26Lee Sechrest and Douglas N. Jackson, 'Social Intelligence and Accuracy
of Interpersonal Predictions, " Journal of Personality, 29, 1961, p. 181.
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terms of the rank order of the client's actual attitude scores. Cognitive com-
plexity and acceptance of authority were independent for the subjects.27

Higgins investigated the relationship between cognitive complexity and
probability preferences. The subjects completed a modified version of the RCRT,
and made probability estimates and confidence ratings on a series of items con-
cerning events whose frequency of occurance was unknown to them. Higgins
reasoned that the cog'nitively complex individual should be more hesitant to
advance extreme or definitive solutions to events with indeterminant probabili-
ties and, therefore, cognitive complexity should be related to moderate proba- '
bility preferences and less confidence in ratings. Cognitive complexity was
significantly correlated with moderate probability preferences (r = .70) and lower
confidence ratings (r =. 57).28

Lundy and Berkowitz investigated cognitive complexity and assimilative
projection in attitude change. The RCRT and an attitude questionnaire were
administered to undergraduate students. The second administration of the attitude
questionnaire was preceded by information concerning expressed opinions of
either generals or peers. The basic assumption is that the more cognitively
complex subject would manifest greater attitude change because his personal

construct system furnishes greater opportunity to evaluate new ideas. A significant

27H. L. Plotnick,"The Relationship Between Selected Personality Charac-
teristics of Social Work Students and Accuracy in Predicting the Behavior of
Clients", unpublished doctor's dissertation, N. Y. School of Social Work,
Columbia University, 1961,

28J . C. Higgins, "Cognitive Complexity and Probability Preferences,"
unpublished manuscript, University of Chicago, 1959.
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association was found indicating that the little attitude change group are lowest in
cognitive complexity (F = 5.0, p<.05). High cognitive subjects increased their level
of initial attitudes and moderate cognitive subjects were more susceptible to
change. A significant association was found between assimilative projection and
susceptibility to peers (F =4.12, p<.05). No such association was found with
respect to authority figures. Those highest in cognitive complexity réacted nega-
tively to both peer and authority persuasion. 29

Mayo and Crockett studied cognitive complexity and primacy-recency
effects in impression formation. The RCRT, a conflict questionnaire and an
adjective check list were completed by 48 college students, who had listened to
a tape recorded description of a man. The results showed that subjects high and
low in complexity formed a univalent impression of the man from a univalent set
of information. However, following a second presentation of opposite valence
information, low complex subjects formed more univalent impressions, by
changing their initial impressions in the direction of the subsequent information.
High complex subjects retained both types of information resulting in 2 more
ambivalent final impression. The complexity and response interaction was signi-

ficant (F = 14,735, p<.05). Mayo and Crockett conclude:

These results lend support to the conception that the complexity of
a subject's cognitions about people affects the manner in which he utilizes
information about others in forming impressions of them., 30

29Richard M. Lundy and Leonard Berkowitz, "Cognitive Complexity and
Assimilative Projection in Attitude Change," Journal of Abnormal Social Psy-
chology, 55, 1957, pp. 34-37.

30Clara W. Mayo and Walter H. Crockett, "Cognitive Complexity and
Primacy-Recency Effects in Impression Formation, ' Journal of Abnormal
Social Psychology, 68, 1964, p. 338.
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Leventhal and Singer studied cognitive complexity, impression formation
and impression change. The RCRT, transcripts of interviews, impression mea-
sures and reactions to judgment . tasks were administered to 97 college students.
The overall results support the expectation that cognitively simple subjects have
a greater change in impressions than do cognitively complex sﬁbjects. One of
the clearest findings suggest that the cognitively complex subjects approach inter-

personal relétions searching for information concerning the "'inner substance of
people' while the cognitively simple subjects.respond more to the outer qualities
of behavior. These findings suggest that impression formation by subjects of
differing cognitive complexity is due in part to a preference for different types of
behavioral information. 31
Miller and Bieri examined the relationship between cognitive complexity
and affective stimulus value of the objects being judged. The MRT was adminis-
tered to 126 graduate social work students. The ten role types were grouped

into positive and negative valued categories. The subjects were significantly

more complex in judging roles of greater social distance (Wilcoxon's z = 8,67,

p<.001l), The results were interpreted as:

When confronted with a relatively disliked or alien person, the judge
may assume a more vigilant cognitive stance, leading to a greater differ-
entiation of the person's behavior. Such an increase in differentiation may
be considered to serve an adaptive function in terms of facilitating greater
flexibility in anticipating the behavior of this more remote and possibly more
threatening person. 32

3lHoward Leventhal and David L. Singer, "Cognitive Complexity, Impres-
sion Formation and Impression Change,” Journal of Personality, 32, 1964, pp.
210-226.

32Henry Miller and James Bieri, "Cognitive Complexity As a Function of
the Significance of the Stimulus Objects Being Judged," Psychological Reports,
16, 1965, p. 1204.
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Irwin, Tripodi, and Bieri also examined the relationship between cogni-
tive complexity and affective stimulus value, The MRT was administered to
105 undergraduate students and 80 undergraduate students in two independent
studies. The positive and negative valued roles of the MRT were examined for
their degree of differentiation. The results are consistent with Miller and
Bieri's vigilance hypothesis. The negatively valued roles were differentiated
significantly more than the positively-valued roles. The correlation between
cognitive complexity scores for positive and negative roles was significant,
indicating that subjects differentiating highly in judging positive persons also
differentiate highly in judging negative persons.33

Tripodi and Rieri investigated information transmission as a function of
stimulus dimensionality and cognitive complexity. The MRT and a multi-
dimensional experimental design were administered to 64 graduate social work
students. The results indicate that as stimulus dimensionality increases from
one dimension to two congruent dimensions, information transmission insignifi-
cantly decreased, but then when dimensionality increases to three dimensions
information transmission increased. While the curvilinear function held for both
complexity groups only the low complexity group showed a significant information

transmission increase (t = 3.0, p<.01). Cognitively complex subjects as a group

were significantly better able to discriminate incoxig'ruent information (F =2.29,

p <.05). The discriminability of the complex subjects was higher on eight of the ten

33 Mark Irwin, Tony Tripodi and James Bieri, "Affective Stimulus Value

and Cognitive Complexity, ' Journal of Personality and Social Psychology, 5,
1967, pp. 444-448.
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stimulus conditions. The mean confidence judgments indicate that complex sub-
jects were consistently less confident except under incongruent information
conditions. 34

Tripodi and Bieri studied the relationship between cognitive complexity,
perceived conflict and certainty. Two independent studies tested the following
hypotheses: (1) There is a positive association between cognitive complexity and
the attribution of interpersonal conflict in stories about imaginary persons, (2)
High complex subjects are relatively more certain of their judgments of conflict-
ing information, while the obverse is expected to hold for low complex subjects.
The MRT and a storytelling task were completed by 64 graduate social work

students. In the second study the MRT and various stimulus conditions requiring

a pathology rating and estimates of certainty were administered to 72 graduate
social work students. Cognitive complexity was significantly associated with
interpersonal conflict in the stories (x2=6.64, p<. 05). Cognitively complex
subjects have significantly higher mean certainty ratings in their judgments of
conflicting verses nonconflicting stimulus information (t=2.29,p<.05). The
authors conclude:

. more cognitively complex S s project more conflicting themes

because of their greater versatility in conceptualizing dimensions of behavior.
. . . the judge's tendency to perceive conflict and his certainty in

judging conflicting information are two facets of an underlying disposition
to seek a congruency between internal and external structure, 3%

34Tony Tripodi and James Bieri, "Information Transmission in Clinical
Judgments As A Function of Stimulus Dimensionality and Cognitive Complexity, "
Journal of Personality, 32, 1964, pp. 119-137.

35Tony Tripodi and James Bieri, ""Cognitive Complexity, Perceived
Conflict and Certainty," Journal of Personality, 34, 1966, p. 152.
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Human Information Processing Research Studies

The information processing framework developed by Schroder, et al.
views the level of information processing as an interactive consequence of dis-

. positional and conditional factors. The environmental factors are dimensiona_l—
ized in terms of their relevance to the processes of differentiation and integration.
The preceding research studies analyze independently the environmental inputs,
mediating structures, and behavioral outputs, but they are based on a common
foundation. These three components develop an interactive framework with the
following general hypotheses:

1. Information processing by 'people in general' (individual differences
disregarded) reaches a maximum level of structural complexity at some

level of environmental complexity.

2. Individual differences in the level of integrative complexity of informa-
tion processing may be expressed as a family of U curves.

3. Compared to the U curve for integratively simple structures, that for
complex structures (a) is always higher (generates more integratively
complex information-processing behavior) over the mid-ranges of
environmental complexity, and equal at the extreme ranges of environ-

mental complexity; and (b) reaches its optimal point at higher levels of
environmental complexity. 36

Figure 11 illustrates the relationship between environmental and behavioral
complexity for different levels of personality structure. As the environmental
complexity increases information processing increases to an optimal level and
then decreases. Curve A represents a complex structure (abstract) which reaches
an optimal level of information processing at point E in an environmental com-

plexity represented at point D. Curve B represents a simple structure (concrete)

36Schroder, et al., Human Information Processing, p. 36-40.
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Figure 11 -- Relationship Between Environmental and Behavioral
Complexity for Different Levels of Personality Structure.
Schroder, et al., Human Information Processing, p. 40.

which reaches an optimal level of information processing at point F in an environ-
mental complexity represented at point C. The maximal differences between
behavioral complexity occurs at the optimal level for the more complex structure
and is evident by comparing E-F with E-G.

Streufert and Schroder studied the relationship between conceptual struc-
ture, environmental complexity, and task performance. Twenty equally intelli-
gent groups of four subjects participategl in a tactical game'experiment which
explored the relationship between environmental complexity and the differentia~

tion and flexibility of integration in decision making. 37

37 A vartable program [S. Streufert, M. Clardy, M. J. Driver, M. Karlins,
H. M. Schroder and P. Suedfeld, ""A Tactical Game For the Analysis of Complex
Decision Making in Individuals and Groups, ' Psychological Reports, 17, 1965,
pp. 723-729 ] and a fixed program [ Marvin Karlins, Siegfried Streufert and
Harold M. Schroder, A Controlled Input Program for a Tactical War Game. Amer-
ican Documentation Institute, Auxiliary Publications Project, Library of Congress.
No. 8621, 1965 ] describe the experimental procedure.
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Ten groups were composed of integratively complex subjects and ten groups
were composed of integratively simple subjects as measured by the PCT. Six
behavioral measures were used to assess the abstractness in the integration of
information in decision making. These were:

1. The number of integrations in a period.

2. The relative number of integrations per decision (average multiplexity
of decisions).

3. The time spanned by information integrated in a period.
4, The relative time spanned by information integrated in each decision.

5. The combined time-weighted multiplexity of decision (general quality
of all decisions). ’

6. The quality of high-level decisions.

It is hypothesized that when the periods of the game are arranged in order
of ascending complexity, the increase in input complexity will first rise and then
lower the level of information processing. Figure 12 illustrates that the hypothe-
sized curvilinear function is apparent for all indices. As the environmental com-
plexity increases the degree of flexibility of integration in decision making
increases to an optimal point and then decreases. The medium environmental
complexity of periods 1, ;‘3, and 4 showed the highest ranks. The low environ-
mental complexity period 2 showed the lowest rank. The differences between the
rank of period 2 and the ranks averaged over periods 1, 3, and 4 are significant
for each index. The most satisfactory index is the high-level integration frequency.
There appears to be an inverse relationship between the quality and quantity of

decisions.
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Complexity Load in a Tactical Game.
Schroder, et al., Human Information Processing, p. 60.

Figure 13 illustrates the number of integrations in task performance for
the abstract and concrete group of subjects. Except for the low input condition,
the differences in complexity of rule structure in decision making for the two
conceptual levels are significant. The results do not substantiate the hypothesis

that complex structures reach an optimal point at higher levels of environmental
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complexity. 38

Streufert and Driver studied the relationship between conceptual structure,

3881egfrled Streufert and Harold M. Schroder, '"Conceptual Structure,
Environmental Complexity, and Task Performance, '* Journal of Experimental
Research in Personality, 1, 1965, pp. 132-137.
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information load and perceptual complexity. The experimental procedure em-
ployed the same method used by Streufert and Schroder, but substitutes measure-
ments of differentiation and integration in perception for the differentiation and
integration in performance. The results for perception are highly similar to

the previous study results with performance. Figure 14 illustrates that as the
environmental complexity increased both abstract and concrete group perceptions
increased to an optimal point and then decreased. Conceptually abstract subjects

were significantly higher in differentiation and integration in perception, 39

| i Abstract Ss
5 14y NG N=128
~

1 / \\
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Figure 14 -~ Integrative Complexity of Perceptual Responses of 28 Concrete and
28 Abstract Subjects Under Varying Conditions of Information Load.
Schroder, et al., Human Information Processing, p. 156.

3981egfried Streufert and Michael J. Driver, ''Conceptual Structure, Infor-
mation Load and Perceptual Complexity, '' Psychonomic Science, 3, 1965, pp. 249-
250.
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Streufert, Suedfeld and Driver studied the relationship between conceptual
structure, information search, and information utilization. The experimental
procedure employed the same method used by Streufert and Schroder, except that
the following data were collected onthe subjects: (1) delegated information search,
(2) self-initiated information search, and (3) integrative information utilization.
Figure 15 illustrates that conceptually complex subjects were significantly lower
in delegated information search at the higher environmental complexity. The
mean scores for self-initiated information search showed that structurally simple
subjects are considerably more sensitive to changes in information load than are
structurally complex subjects, indicating that simple subjects respond more
directly to immediate environmental information. Integrative information utili-
zation was significantly higher for structurally complex subjects (F =33.61, p<.01).
The authors state:

. . . structurally simple groups, who would tend to relate one stimulus
to one response, should require more information under suboptimal loads
than structurally complex groups, who can reutilize information for more
complex indegrated decisions. On the other hand, under superoptimal load
conditions structurally simple groups should be satisfied with available
information, since it gives them sufficient stimuli to produce responses.
Structurally complex groups, who make more integrated stategic decisions,
would be likely to require additional relevant information to permit integra-
tion no matter what the information load level may be. 40

Suedfeld and Streufert also studied the relationship between conceptual

structure and information search. This study is a partial replication of Streufert,

4°Siegfrled Streufert, Peter Suedfeld and Michael J. Driver, '"Conceptual
Structure, Information Search, and Information Utilization, ' Journal of Personal-
ity and Social Psychology, 2, 1965, p. 740.
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et al. study, except individual players were used rather than groups. The amount
and kind of information which the subjects requested was investigated. The sub-
ject exchanged messages with the experimenter in order to play the game. Con-
ceptually simple subjects requested significantly more information in the low and
the moderate environmental complexity considerations. Conceptually complex
subjects exhibited more information search at high levels of environmental com-
plexity. Complex subjects requested a significantly higher proportion of new
information to the simple subjects request for information about ongoing activities
(x2 = 4,24, p<.05). The authors state:

The fact that simple Ss performed more information search in the low
and moderate conditions is in accordance with the theory (Schroder, et al.,
1967) because such Ss are thought to use information in a more temporally
isolated fashion. Since the individual bases only one or a few responses on
each piece of information, he needs more information to maintain effective
play than does the complex person who can use each item, in combination
with other items, as the basis for many moves. 41

Lawrence investigated the relationship between personality structure and
group functioning. An exploratory version of tactical game experiment was
utilized. In addition to task-oriented data-processing measures, interpersonal
attitude measures were introduced, which consisted of ratings on group cohesive-
ness. The task-oriented data-processing results were in the expected U curve

shape, but were not significant. The results on the interpersonal attitude mea-

sure indicate that at high levels of environmental complexity the ratings of

4lpeter Suedfeld and Siegfried Streufert, "Information Search As A Func- -
tion of Conceptual and Environmental Complexity, " Psychonomic Science, 4,
1966, p. 352.
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cohesiveness became more extreme and negative. This finding offers some
indication that structures for processing social stimuli also vary with overload.%2

Suedfeld and Hagen examined conceptual structure and information pattern
as factors in information processing. The PCT was administered to 100 college
students from which ten complex and ten simple subjects were selected. These
20 subjects were administered the Kent-Rosanoff Word Association test which
gathered evidence concerning information-processing behavior. Conceptually
complex subjects were found significantly more effective in solving problems
when more clues must be considered (t=2.17, p<.05). Conceptually complex
subjects also used significantly more clues than simple subjects in arriving at
solutions (t=3.66, p<.01). These results indicate that conceptually complex
subjects were more effective in processing complex information patterns, by
using available information in a more complex way. 43

Streufert studied conceptual structure and interpersonal attitudes toward
conforming and deviant group members. The Sentence Completion Test and the
Impression Formation Test were administered to assess conceptual complexity.
The experimental procedure was concerned with the effects of conceptual struc-

ture on interpersonal attitudes under varying interaction-distance conditions. A

higher interaction distance represents lower levels of importance attracted to

42g, A, Lawrence, "An Investigation of Some Relationships Between
Personality Structure and Group Functioning,' unpublished senior thesis,
Princeton University, 1962,

43 Peter Suedfeld and Richard L. Hagen, '"Measurement of Information
Complexity: 1. Conceptual Structure and Information Pattern As Factors in In-
formation Processing,' Journal of Personality and Social Psychology, 4, 1966,
pp. 233-236.
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the co-communicator. Conceptually simple subjects attitudes were not affected
by the changes in interaction distances. Conceptually complex subject attitudes
changed more toward the mean as interaction distance increased. 44

Stager investigated the conceptual level as a composition variable in
small group decision making. The tactical war game was utilized in studying the
relationship of conceptual level to emergent group information processing struc-
tures and the characteristic predecisional subprocesses. The PCT was used to
select 20 four-man teams which varied in composition of members with high
conceptual level 25, 50, 75, and 100%). The groups were observed and rated
on various decision making behaviors. Assessment of group uncertainty and

group structure were calculated by the following formulas:

i 45

H=- T p; log py and c = (t-1)dh- (dh-1+dh-2+dh-3)

.(t-l) D

Figure 16 presents the research results confirming the following hypotheses:

1. With an increase in the percentage of members of a high conceptual
level in the group, there is an increase in the role flexibility or, con-
versely, a decrease in structure and more functional role uncertainty.

2. Groups in which the members are all of a high conceptual level (100%)
generate more interpersonal (substantive) conflict than groups in which
the members differ in conceptual level.

3. The extent to which generated conflict is utilized in the synthesis of
decisions increases with an increasing percentage of members of a high

44Siegt”ried Streufert, '""Conceptual Structure, Communicator Importance
and Interpersonal Attitudes Toward Conforming and Deviant Group Members, "
Journal of Personality and Social Psychology, 4, 1966, pp. 100-107.

45For a description of these formulas see W. R. Garner, Uncertainty and
Structure As Psychological Concepts (New York: John Wiley and Sons, Inc., 1962);
and H. Hutte, "Decision-makingIn a Management Game, '" Human Relations, 18,
1965, pp. 5-20.
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conceptual level in the group. With an increasing percentage of high
conceptual leve]l members, there is increasingly more synthesizing
of generated alternatives and evaluating of alternatives in the pre-
decisional phase.

4. The extent of search for novel information increases as the percentage
of members of a high conceptual level in the group increase, whereas
total information search is not dependent upon group composition.

Communication complexity correlated significantly with interpersonal con-
flict utilization (r=.95, p<.01), the suggestion to evaluation ration S/E (r=~.67,
p< .0l), the number of evaluations (r=.53, p<.01), group structural index
(r=-.70, p<.01l) and group uncertainty (r =.73, p<.01). The group structural
index correlated significantly with S/E ratio (r=.59, p<.01) and interpersonal
conflict utilization (r =-.63, p<.01). After analyzing these relationships, Stager
suggests that the process of integrating discrepant information would seem to be
preceeded by the process of evaluation. The correlation data presented indicates
that an increase in evaluation was paralleled by an increase in communication
complexity (openness of communication channels), and that communication com-
plexity was in turn highly correlated with interpersonal conflict utilization and
negatively correlated with the S/E ratio. Therefore, the effects of communication
complexity was considered the primary factor associating these variables, even
though group structuring was also correlated with them, Stager states:

It would seem that flexibility in performing different functions is a
necessary but not a sufficient requirement for effective decision making;

an openness to multiple sources of information is required on the part of
each group member, 46

46 pau] Stager, "Conceptual Level As A Composition Variable in Small-
Group Decision Making, "' Journal of Personality and Social Psychology, 5, 1967,
p. 160.
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Cognitive Complexity and Leadership Research Studies

Kelley studied the relationship between cognitive complexity~simplicity
and leadership style in school superintendents. The MRT was administered to
24 school superintendents and the LBDQ was administered to their subordinates.
Cognitive complexity was significantly correlated with demand reconciliation
(r=.54, p<.0l), and with predictive accuracy (r=.53, p<.01). Cognitive com-
plexity correlated positively but not significantly with Persuasiveness (r =.28),
Consideration (r =.25), and Tolerance of Freedom (r=.17). The superintendents
were significantly more complex in perceiving the five négative role types on the
MRT (x2 =15.06, p<.01). When the superintendents' building principals were
placed in the MRT's role categories, their perception was significantly more
simple (x2 =12.04) (Appendix XIV).4'7

Tuckman investigated personality structure, group composition, and group
functioning. A stock market game was utilized in studying the emergent group
structure and information processing as a function of conceptual level. The Sen-

tence Completion Test and the Situational Interpretation Test were used to select
12 three-man homogeneous groups designated system I -1V, 48 The groups were

observed and rated on interpersonal and decision making behaviors. Table 7 pre-

sents a summary of the hypotheses and the predicted rankings of the four System

47wilbur R. Kelley, "The Relationship Between Cognitive Complexity and
Leadership Style in School Superintendents, ' unpublished doctoral dissertation,
State University at Albany, 1967,

48Syst;em I, II, III, and IV are identical to low integration index, moderately
low integration index, moderately high integration index, and high integration
index outlined in Chapter 3. The Sentence Completion Test and the Situational
Interpretation Test are designed to measure these structures.
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TABLE 7

Summary of Hypotheses: Predicted Rankings of Four Group
Systems On 13 Measures

Dependent Variables (in rank)
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Source: Tuckman, '"Personality Structure, Group Composition, and Group
Functioning, ' p. 473.

Groups on 13 measures. All the hypothesized rankings were significantly con-
firmed except 2a, 3a, and 4c.

Hypothesis two states that '"emergent leadership will: (a) occur to a
greater extent in Group System I and III groups than in Group System IV and II
groups; (b) be most autocratic in Group System I groups, least autocratic in Group
System IV groups, and of intermediate autocracy in Group System II and III
groups. " Hypothesis 2a was predicted because leadership in System I was a means
of avoiding diversity and in System III of maintaining harmony. The results were
in the expected direction but were not significant.

Hypothesis 2b was confirmed. Individuals were organized hierarchically

under System I and leadership was autocratic with an intermediate amount of
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cooperation. Leadership in System II groups was minimized, although where it
did occur leaders reacted according to the anticipated wishes of the members.
System III leaders were strong but functioned democratically. When leadership
occured in System IV it was democratic, but for the most part leadership was
replaced by interdependency. 49
Schroder, Streufert and Weeden examined the effects of structural abstract-
ness in interpersonal stimuli on the leadership role. The tactical war game was
utilized to test the hypothesis that ''the more simple the conceptual structure of
the members composing a group, the more compartmentalized (i.e., the less sub-
stitution between) the roles which emerge.'" The Sentence Completion Test was
used to select seven conceptually complex three-man teams and seven concept-
ually simple three-man teams. After each run the subject rated himself and
each group member on amount of leadership contributed to the group. 6bsewers
also rated the subjects. The conceptually simple groups showed a significantly
lower number of leadership role chgnges tﬁan the conceptually complex groups.
The authors conclude that:
The data provides strong evidence indicating that integrative com-
plexity, an individual or organismic variable, affects the organizational
structure of groups, at least in the early stages of development. It dem-

onstrates that the emergence of alternate leaders as the situation changes
and evolves can be significantly affected by composition factors. 50

49Bruce N. Tuckman, '"Personality Structure, Group Composition and
Group Functioning," Sociometry, 27, 1964, pp. 269-487.

50Harold M. Schroder, Siegfried Streufert and D. C. Weeden, "The Effect
of Structural Abstractness in Interpersonal Stimuli On the Leadership Role, "
Office of Naval Research Technical Report No. 3, Princeton University, 1964.
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Summary

The research literature dealing with the Ohio State Leadership studies,
Cognitive Complexity-simplicity and Human Information Processing are reviewed.
The research pertinent to leadership within a State Vocational Rehabilitation
Agency is reviewed and finally, research on the relationship between a person's
conceptual complexity and leadership behavior is presented. The nature of these
findings suggest a positive relationship between a person's conceptual complexity,

predictive accuracy, behavior, and effectiveness.



CHAPTER V

RESULTS, IMPLICATIONS, AND CONCLUSIONS

Introduction

The aim of this research was to investigate the personality structure
and leadership behavior of vocational rehabilitation agency supervisors. The
investigation was conducted in order to determine the relationship between the
supervisor's cognitive complexity and the dependent variables: (1) supervisor
leadership behavior, (2) supervisor effectiveness, and (3) counselor job satis-
faction. The major hypothesis states that a supervisor with a more cognitively
complex information processing personality should manifest a leadership style
that will more effectively accomplish the rehabilitation agency's objectives and
result in higher rehabilitation counselor job satisfaction.

The data collected for this research study are reported and discussed in
this chapter. Included are the biographic data, the chief of field services'
cffectiveness classification, the measurement of the supervisors' cognitive com-
plexity and leadership opinion, and the measurement of the counselors' perceived
leadership behavior and job satisfaction. The relationships existing among these
data are examined in light of the hypotheses that were developed. The results of
the multiple regression analysis on the dependent variable, total JSIF score, are

also presented.
137
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Results
Biographic Data
The supervisors were all males and ranged in age from 32-63 years with

a mean age of 46.19. They all had masters degrees in Counseling, Psychology,
or Administration. Three supervisors had advanced work towards their doctor's
degree. They supervised from 5 to 19 counselors with the mean at 10.85. The
number of years of supervisory experience ranged from 1 to 10 years with a
mean of 4.77. The number of years of counselor experience preceding the

appointment to supervisor ranged from 1 to 31 years with a mean of 8. 27.

Effectiveness Classification
The chief of field services classified his supervisors into an effective or
less effective group. This categorization resulted in 15 supervisors being clas-

sified effective and 14 supervisors being classified less effective. One super- '
visor in the effective groun and two supervisors in the less effective group were
eliminated as previously explained. The chief of field services was then requested
to select from these two groups those supervisors who would comprise a middle
group of effectiveness. Six supervisors from the effective group and six super-
visors from the less effective group were selected. Supervisors 1-14 were
classified effective with supervisors 9~14 being placed in the middle group.
Supervisors 15-26 were classified less effective with supervisors 15-20 being
placed in the middle group. A complete listing of the PCT, MRT, LOQ, LBDQ,
and JSI scores for each supervisor appears in Appendix XV,

Establishing a criteria for measuring supervisory effectiveness has been

a difficult research problem. The reasons for this is that the supervisors' jobs
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arc often multidimensional making it difficult to define and quantify their per-
formance. In light of the emphasis to develop more objective measures, the
superior's global rating of performance effectiveness still remains the most
frequently used approach. 1 The superior's ratings are assumed to have the

best overview of the situation and are the best evaluation of how a subordinate's
job behavior contributes to the organizational goals. In this research the chief of
rehabilitation services designated which supervisors were more and less effective
and listed the criteria he utilized in making this designation.

In the Viaille, et al. study of management practices, the state directors
designated one office among the upper 20 percent and one office among the lower
20 percent of effectiveness, and also specified the criteria used in making these
designations. After carefully examining the 27 separate criteria, they were sub-
sumed under the following three headings:

1. Production - Number of closures; cost-effectivenss; number of persons
served; unsuccessful closures; quality of caseload, quality of casework.

2. Administrative and Management Practices - Quality of program devel-
opment; counselor control of case flow; general office climate; staff
morale; in-service training; delegation; problem solving; staff experi-
ence; paperwork; attitude toward paperwork; adequacy of case recording.

3. Community Relations - Community expression; complaints; counselor
involvement in the community.

The general findings were that the more effective offices were orientated towards
quality rather than quantity of production, were more participative in their man-

agement practices, seemed better satisfied with their employment, and spent

lEdward E. Lawler 11, "The Multitrait-Multirater Approach to Measuring
Managerial Performance," Journal of Applied Psychology, 51, 1967, p. 369.
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more time in their public relations activities. Viaille, et al. indicatc that these
findings ''tend to verify the fact that the criteria specified by the director
(production, management practices and community relations) are the actual
operating criteria by which the district offices are judged on their effectiveness. "2

The chief of field services classification criteria can also be subsumed
under these three headings. These criteria in the order listed are:

1. Cooperativeness - the loyality and ability to cooperate with the adminis-
tration,

2. Ability to provide leadership and guidance to counselors - the education
and development of counselors in case management.

3. Degree of control within a supervisory area - the management and
control of counselor's case load.

4. Ability to act under pressure - the ability to handle conflict and confront-
ation in the work sit_;uation.

5. Public image of area supervised ~ the community relation in the super-
vised area.

Production emphasis is described by the degree of control within a supervisory
area. Control is maintained by a computerized management information system
which tracks every counselor's case load movement throughout the rehabilitation
process. The chief receives a weekly output and the supervisor receives a
monthly oufput of the length of time a case remains in any status position. Con-
trol of case load management is therefore quantitive, but since it stresses the
management processing of cases rather than just numbers, it can also be consid-

ered to be qualitative. The administrative and management practices are

2viaille, et al., Management Practices in Vocational Rehabilitation
District Offices, p. 41.
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desceribed by the supervisor's cooperativeness, the ability to provide leadership
and guidance to counselors, and the ability to act under pressure.  Thesce three
criteria scem to indicate the ability to interact both upward and downward in the
agency. The community relations is described by the public image of the area
supervised. It seems apparent that.the chief of rehabilitation services is evalu-

ating the supervisor's effectiveness along the lines of other rehabilitation agencies.

Cognitive Complexity
The cognitive complexity of the supervisors was measured by their respon-
scs on the Modified Repertory Test and the Paragraph Completion Test. The
lower the MRT score and the higher the PCT score the more cognitively complex
the subject. The PCT stem scores are presented in Appendix XV. Table 8 sum-
marizes the data derived from the PCT and the MRT.
The data derived from the MRT and the PCT indicate that the sample

contained a full range of cognitive complexity scores. The mean for both measures

TABLE 8

COGNITIVE COMPLEXITY OF SUPERVISORS

Standard
Inst,
nstrument Range Mean Deviation
Modified Repertory Test 81 - 238 144, 082 35.36
Paragraph Completion Test 3-9 5. 72P 1.28

an =24 by = 25
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represent a middle degree of cognitive complexity. On the MRT eight scores
ranging from 81 to 120 are considered complex, ten scores ranging from 125 to
159 are considered of moderate complexity and six scores ranging from 169 to

238 are considered cognitively simple. On the PCT five scores ranging from

7 to 9 are considered complex, fourteen scores ranging from 5 to 6 are considered
. of moderate complexity and five scores ranging from 3 to 4 are considered cog-

nitively simple.

Leadershin Opinion

The leadership opinion of the supervisor was reported by their responses
on the Leadership Opinion Questionnaire. The supervisors reported their leader-
ship opinion on the leadership dimensions Consideration and Structure. Table 9
indicates that supervisors in this study said they were ''considerate' to a
moderately-high degree and rather inactive in defining roles, setting goals, and
directing group activities. These results are consistent with those found by Smits
presented in Table X-5. Although norms have not been established for rehabili-
tation supervisors, comparing these results with Table V-1 indicates that the
supervisor's consideration score is similar to most other occupational groups,
but his structure score is considerably lower. However, the mean scores are
virtually the same for the following occupational groups: male civil service
supervisors, hospital administrators, management training students, and
exhployees. Fleishman's data also indicates that generally consideration scores

are higher than structure scores. Theoretically such a LOQ pattern is predictive
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TABLE 9

LEADERSHIP OPINION OF SUPERVISORS (N = 26)

Standard
LOQ Subscales Range Mean Deviation
Consideration 43 -60 54. 08 4.09
Structure 25-59 43.31 7.80

of moderately-high subordinate morale, but low productivity. The moderately-
high job satisfaction to be reported later could be expected to confirm a high level

of morale.

Leadership Behavior

The leadership behavior of the supervisors studied was reported by their
counselors through the Leadership Behavior Description Questionnaire. The
supervisors were rated on twelve subscales of the LBDQ each of which assesses
a different dimension of leadership behavior. The LBDQ summary presented in
Table 10 indicates the counselors perceived their supervisors highest in Tolerance
of Freedom and approximately equal on Consideration and Initiation of Structure.
Comparing the mean LBDQ scores of this study with Tables X-4, XII-2, and
XIII-1 indicates that these LBDQ results have similar rankings, The mean score
for Production Emphasis places it last in order of these preceived leadership

behaviors,
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TABLE 10

LEADERSHIP BEHAVIOR DESCRIPTION OF SUPERVISORS (N = 26)

L.BDQ Subscales Range Mean I?et:?;tgg
Representation 14-21 18.69 1.72
Demand Reconciliation 8 -22 17.81 3.45
Tolerance of Uncertainty 20-42 34.08 5.65
Persuasiveness 20 - 43 34.69 5.30
Initiation of Structure 27-43 37.62 4.21
Tolerance of Freedom 23 -54 40.65 5.70
Role Assumption 21-49 37.38 5.80
Consideration 23 - 46 37.27 5.50
Production Emphasis 24 -39 32.61 4,21
Predictive Accuracy 11 -21 17.58 2.27
Integration 8-23 17.65 3.77
Superior Orientation 26 - 42 36.15 3.59

Job Satisfaction
The job satisfaction of the counselors was reported by their responses
on the Job Satisfaction Inventory. The counselors rated their satisfaction on
eight subscales of the JSI each of which assesses a different dimension of job
satisfaction. A total JSI score is computed by summing the eight subscales. A
higher total JSI score indicates higher job satisfaction.
The JSI summary presented in Table 11 indicates that there is a wide

range of satisfaction among the counselors. Total JSI score ranged from 237 to



145

TABLE 11

JOB SATISFACTION INVENTORY OF COUNSELORS (N = 160)

LBDQ Subscales Range Mean IS)?;I;SZI(‘;
Physical and Mental Exertion 19-32 28.35 2.45
Relation with Associates 23 -32 27.65 2.15
Relation with Employer 28 -44 39.15 3.33
Security, Advancement, Finance 24-32 27.81 2.40
Interest in the Job 54 -80 70.77 5.36
Job Information, Training, Status 30-37 34.19 1.58
Physical Work Conditions 15-24 20.11 2.21
Future, Goals, Programs . 27-37 31.85 2.80
Total 237-310 279.96 16.12

310 with an average of 279.96. In general the overall level of job satisfaction
is high within this state agency. Comparing the results of Table 11 with Tables
X-3 and XII-2 illustrate the different levels of job satisfaction. The resuilts of
Table XII-2 indicate a state agency with a much lower level of job satisfaction

than that evidenced by the indexes in this study.

Hypotheses
The first four hypotheses are concerned with testing for significant differ-
ences between the chief of field service's effectiveness classifications. When
the supervisors were separated from two groups of effectiveness into upper and

lower one-third groups of effectiveness the mean spread increased between the
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variables. The results are discussed using the upper and lower one-third clice-
liveness classification. 3

Hypothesis I states that there is no difference between the supervisors’
cognitive complexity when classified according to effectiveness. Table 12 pre-

sents the means, standard deviations, and U-tests on the cognitive measures,

when the supervisors were classified into upper one-third and lower one-third

TABLE 12

SUPERVISORS MEAN SCORES ON MRT AND PCT WHEN CLASSIFIED INTO
UPPER ONE-THIRD AND LOWER ONE-THIRD GROUPS OF EFFECTIVENESS

Effective (N = 8) Less Effective (N = 6)

Mean S.D. Mean S.D. U
MRT 132.71 57.53 141.33 20.26 17
pPCT 5.37 1.19 5.50 1.39 22

groups of effectiveness. The null hypothesis is accepted on both cognitive person-
ality measurements. There are no significant differences between the cognitive
complexity of effective and less effective supervisors.

Neither the MRT nor the PCT differentiated between the effective and less
effective supervisors. The effective supervisors' mean MRT score is somewhat
smaller, but the large standard deviation results in significant distribution overlap.

The PCT scores are essentially identical for the two groups and are not affected

3In Appendix XVII the data for the two group classification is presented.
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when the groups become more polar. These results may indicate either no
relationship between cognitive complexity and effectiveness or that the criteria
considered for the classification might not reflect the cognitive complexity of
the supervisors. The connotation of the first criteria, cooperation, may reveal
some preferential consideration. The MRT and PCT are significantly correlated
(r =.35, p<.05).

Hypothesis II states that there is no difference between the supervisors'
LOQ subscale scores when classified according to effectiveness. Table 13

presents the means, standard deviationsand U-tests on the LOQ dimensions,

TABLE 13

SUPERVISORS MEAN SCORES ON THE LOQ WHEN CLASSIFIED INTO UPPER
ONE-THIRD AND LOWER ONE-THIRD GROUPS OF EFFECTIVENESS

Effective (N = 8) Less Effective (N = 6)
LoQ Mean S.D. Mean S.D. U
Consideration 56.75 2.71 51.83 2.32 0. 00**
Structure 44,38 4,24 39.17 7.68 10.00%*

**Significant at .01 level.
*Significant at . 05 level.

when the supervisors were classified into upper one-third and lower one-third
groups of effectiveness. The null hypothesis is rejected on the LOQ dimension
Consideration, and Structure. The effective supervisors are significantly higher

on the leadership opinion dimension consideration and structure.
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Hypothesis III states that there is no difference between the supervisors'
LBDQ subscale scores when classified according to effectiveness. Table 14
presents the means, standard deviations and U-tests on the LBDQ dimensions,
when the supervisors were classified into upper one-third and lower one-third
groups of effectiveness. The null hypothesis is rejected on the dimensions
Demand Reconciliation, Initiation of Structure, Role Assumption, Consideration,

Production Emphasis, Integration, and Superior Orientation. The effective

TABLE 14

SUPERVISORS MEAN SCORES ON THE LBDQ SUBSCALES WHEN
CLASSIFIED INTO UPPER ONE-THIRD AND LOWER ONE-
THIRD GROUPS OF EFFECTIVENESS

LBDQ Subscales Effective (N = 8) Less Effective (N = 6)

Mean S.D. Mean S.D. U
Representation 19.12 1.12 18.50 1.76 15
Demand Reconciliation 20.25 1.28 14,67 4.50 00**
Tolerance of Uncertainty 36.25 4.77 30.67 6.91 12
Persuasiveness 37.38 1.41 32.33 7.84 16
Initiation of Structure 39.86 2.64 34.17 4.35 3**
Tolerance of Freedom 40.62 2.56 43.17 7.49 17
Role Assumption 40.62 2.06 32.50 6.72 2%*
Consideration 40.38 2.32 34.17 5.49 6**
Production Emphasis 34.00 1.77 29.67 4.50 1lo*
Predictive Accuracy 18,75 1.39 16.00 3.16 12
Integration 20.12 1.46 15.00 4.73 9*
Superior Orientation 38.38 1,41 33.33 = 2.94 Gk

*Significant at .05 level.
**Significant at . 01 level.
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supcrvisors are significantly higher on the above-mentioned leadership bchavior
dimensions,

Hypothesis IV states that there is no difference between the counselors'
JSI subscale scores when classified according to their supervisor's effectiveness.
Table 15 presents the means, standard deviations and U-tests on the JSI dimen-
sions when the supervisors were classified into upper one-third and lower one-
third groups of effectivenss. The null hypothesis is rejected on the dimension

Physical Work Conditions.

TABLE 15

COUNSELOR JSI SUBSCALE SCORES WHEN CLASSIFIED ACCORDING TO
THE UPPER ONE-THIRD AND LOWER ONE-THIRD GROUPS
OF SUPERVISOR EFFECTIVENESS

Effective (N=8) Less Effective (N=6)

JSI Subscales Mean  S.D. Mean  S.D. U
Physical and Mental

Exertion 28,175 1.83 26,83 4,17 22
Relation with Associates 28.87 1.96 26.50 2.43 15
Relation with Employer 40.37 2.00 37.83 2.71 12
Security, Advancement and

Finance 28.00 2.67 27.50 2,34 24
Interest in the Job 72.37 4.17 70.00 3.63 17
Job Information, Training,

and Status 33.62 2.00 34.67 1.63 16
Physical Work Conditions 21,25 2.12 18.50 2.26 10*
Future, Goals, and

Programs 31.87 2.36 31.67 2,87 20
Total JSI 284,88 15.65 274.50 13.35 13

*Significant at . 05 level.
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Tables 13, 14, and 15 indicate some significant differences between the
effective and less effective supervisors. The effective supervisors were signi-
ficantly higher on the LOQ dimensions and scored higher on all the LBDQ
dimensions except Tolerance of Freedom. The effective supervisors scored
higher on all the JSI dimensions except Job Information, Training, and Status.
Physical Work Conditions was the only JSI dimension with a significant difference
but, Relation with Employer and Total JSI dimension U's were significant at the
less than .10 level.

The chief of rehabilitation services effectiveness classification is sub-
stantiated by the counselors' perceptions of the supervisor's leadership behavior.
The cffective supervisors more actively exercised the leadership role, by
exhibiting consideration and structuring the situation. The effective supervisors
were seen as being more integrative, which is probably indicated by their higher
Demand Reconciliation behavior. They also emphasized production and espec-
ially were seen to maintain cordial relations with their superiors. It is interest-
ing to note that the less effective supervisors tolerated more freedom for their
counselors. Without the necessary levels of Consideration and Initiation of
Structuré the freedom is probably not utilized in the most effective manner.
Stogdill indicates that there is a curvilinear relationship between the level of
freedom and group structure. The counselors under the effective supervisors
indicated slightly higher job satisfaction scores.

Hypothesis V stafes that there is no significant correlation between the

supervisors' cognitive complexity and the LOQ dimension scores. Table 16
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CORRELATION OF SUPERVISORY ATTITUDES LOQ AND COGNITIVE
COMPLEXITY MRT AND PCT (N = 24)

LOQ Subscales MRT PCT
Consideration -.20 .14
Initiation of Structure .07 .29

presents the correlation coefficients. The null hypothesis is accepted. There is
no significant relationship between the supervisors' cognitive complexity and his
leadership opinion.

Hypothesis VI states that there is no significant correlation between the
supervisors' cognitive complexity and the LBDQ dimension scores. Table 17
presents the correlation coefficients. The MRT is significantly correlated with
dimensions Representation, Tolerance of Freedom, Consideration, Predictive
Accuracy, Integration, and Superior Orientation. The PCT is not significantly
correlated with any of the LBDQ dimensions.

Hypothesis VII states that there are no significant correlations between
the supervisors' cognitive complexity and the counselors' JSI dimension scores.
Table 18 presents the correlation coefficients. The MRT is significantly corre-
lated with the dimensions Relations with Employer; Interest in the Job; Job
Information, Training, and Status; Future, Goals, and Programs; and Total Job
Satisfaction. The PCT does not correlate significantly with any of the JS1

dimensions.
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TABLE 17

CORRELATION OF SUPERVISORY BEHAVIOR LBDQ AND COGNITIVE

COMPLEXITY MRT AND PCT (N - 24)

LBDQ Subscale MRT PCT
Representation .46* -.07
Demand Reconciliation .13 .04
Tolerance of Uncertainty .07 .20
Persuasiveness .32 .07
Initiation of Structure .33 -.06
Tolerance of Freedom .H1¥* .09
Role Assumption .28 .25
Consideration .36* -.06
Production Emphasis .10 ~.08
Predictive Accuracy . 46* -.02
Integration . 46* .08
Superior Orientation . 48** .16

*Significant at . 05 level.
**Significant at . 01 level.

TABLE 18

CORRELATION OF SUPERVISORY COGNITIVE COMPLEXITY MRT AND

PCT AND COUNSELOR JSI DIMENSION SCORES (N = 24)

JSI Dimensions MRT PCT
Physical and Mental Exertion -.18 .05
Relation with Associates .29 .15
Relation with Employer .35% .09
Security, Advancement, and Finance .24 .11
Interest in the Job .53** -.05
Job Information, Training, and Status .56** -.12
Physical Work Conditions .20 .01
Future, Goals, and Programs 54** .01
Total JSI . 42* .00

*Significant at . 05 level.
**Significant at . 01 level.



Examining the PCT's correlations with the LOQ, LBDQ, and the JSI
dimensions indicates only a weak relation on two subscales. The PCT was
positively related (p =.10) to the LOQ dimension Initiation of Structure and the
LBDQ dimension Role Assumption. Although the relationships are weak it might
be reasoned that the supervisor's cognitive complexity (PCT) is related to the
active exercise of the leadership role. This relationship should be further sub-
stantiated.

Examining the MRT's correlations with the LOQ, LBDQ, and the JSI
dimensions indicates that the more cognitively complex (MRT) supervisor allows
his counselors more scope for initiative, decision making and action. He speaks
and acts as the group's representative maintaining cordial relations with his
superior and a closely knit organization. These supervisors show consideration
in regards to their counselors and exhibit foresight and ability to predict out-
comes accurately. The more cognitively complex the supervisor the higher the
counselors total job satisfaction score. The dimension that contributes to the
MRT's significant correlation with total JSI involve the more intrinsic factors
of the job. The significant correlation between the supervisors' cognitive com-
plexity (MRT) and the counselors' Relation with Employer would indicate the
ability of these supervisors to identify the expectations of his counselors. Evi-
dence for this might be seen in the counselors' interest in the job and agency
programs.

Hypothesis VIII states that there is no significant correlation between the

supervisors' LOQ dimension scores and the LBDQ dimension scores. Table 19
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presents the correlation coefficients. The LOQ dimension Consideration corre-

lates significantly with the dimensions Demand Reconciliation, Tolerance of

TABLE 19

CORRELATION OF SUPERVISORY BEHAVIOR LBDQ AND
SUPERVISORY OPINION LOQ (N = 26)

LBDQ Subgcales Consideration w8 Structure
Representation .12 .19
Demand Reconciliation . D4x* . 06
Tolerance of Uncertainty .40** .00
Persuasiveness .11 .13
Initiation of Structure .20 .28
Tolerance of Freedom .01 -.16
Role Assumption L44** .27
Consideration .24 .16
Production Emphasis ~.08 .27
Predictive Accuracy .31 .15
Integration .35* .14
Superior Orientation .31 .24

*Significant at . 05 level.
**Significant at .01 level.

Uncertainty, Role Assumption, and Integration. The LOQ dimension structure

does not correlate significantly with any of the LBDQ dimensions.
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Hypothesis IX states that there are no significant correlations between
the supervisors' LOQ dimension scores and the counselors' JSI dimension scores.

Table 20 presents the correlation coefficients. The LOQ dimension Consideration

TABLE 20

CORRELATION OF SUPERVISORY OPINION LOQ AND
COUNSELOR JOB SATISFACTION JSI (N = 26)

LOQ
JSI Subscales Initiation of
Consideration Structure
Physical and Mental Exertion .18 -.08
Relation with Associates .23 .05
Relation with Employer . 34%* -.00
Security, Advancement, and Finance -.20 .21
Interest in the Job .08 .01
Job Information, Training, and Status -. 07 -.09
Physical Work Conditions .28 .12
Future, Goals, and Programs -.25 .10
Total .07 -.04

*Significant at . 05 level.

correlates significantly with the JSI dimension Relation with Employer. The LOQ

dimension Structure does not correlate significantly with any of the JSI dimensions.
The LOQ dimension Consideration correlations indicate that the more

considerate a supervisor sees his behavior the more satisfied the counselor is

in his Relation with Employer. This relation might be further detailed by the

fact that a more considerate supervisor is seen by his counselors as actively

exercising the leadership role by anticipating uncertain outcomes and reconciling
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conflicting demands. The lack of relationship between the supervisors' Struc-
ture score, and leadership behavior and job satisfaction seems to indicate that
supervisor structure plays a lesser role in this work relationship. This can
also be seen by the supervisors relatively low mean LOQ Structure score.

Hypothesis X states that there are no significant correlations between
the supervisors' LBDQ dimension scores and the counselors' JSI dimension
scores. The null hypothesis is rejected. Table 21 presents the correlation
coefficients. 4 The correlations indicate that the LBDQ dimensions Tolerance of
Uncertainty, Productive Emphasis, Predictive Accuracy, and Superior Orientation
failed to correlate significantly with the total JSI score. The JSI dimensions
Physical and Mental Exertion; Security, Advancement, and Finance; Job Infor-
mation, Training, and Status; and Future Goals and Programs failed to corre-
late significantly with any of the LBDQ dimensions. The remaining JSI dimensions
correlated significantly with almost all the LBDQ dimensions.

The results indicate that the supervisors' behavior has a major influence
on the job satisfaction areas dealing with interpersonal relations and interest,
liking and involvement in the job. Production Emphasis' lack of significant
correlation with any of the JSI dimensions and its relatively low mean score
reported below indicate little supervisory pressure for closures of rehabilitation

cases. These results are inconsistent with the research findings of Irzinski,

4The correlation coefficients appearing in Table 21 are Pearson product
moment correlations. The assumption underlying this statistic were felt to have
been met in this situation and these coefficients are reported so the reader can
make comparisons with the same proceedure used to calculate Table X-1 and
Table XII-1.
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CORRELATION OF SUPERVISORY BEHAVIOR LBDQ AND COUNSELOR
JOB SATISFACTION JSI (N = 26)

LBDQ Subscales ast*
1 2 3 4 5 6 7 8 Total
Representation -.24 .36 .64 .01 . 54x* .14 . 43* .18 . 40%
Demand Reconciliation -.02 .50%*  72%* |13 . 48* .16 .55** .10 . 48%
Tolerance of Uncertainty .02 .35 .42* .14 .19 .001 .31 .05 .22
Persuasiveness -.25 . 42* L7217 . 48* .26 . 40* .15 . 43*
Initiation of Structure -.04 . 48% .60** .08 . 44* .20 .56** 17 . 42*
_Tolerance of Freedom -.29 .18 .66 .24 .57x* .37 .30 .30 . 45*
Role Assumption .23 .56** . 54** 08 .47* .13 .55%* .08 .45%
Consideration -.21 .38 LGTx* .34 . 46* .11 L 41* .19 . 41%
Productive Emphasis .01 .28 .11 -.20 .04 .10 .25 .10 .07
Predictive Accuracy -.18 .39 .64** - 06 . 48%* .22 . 44* .10 .38
Integration -.20 . 46* LT4x* .14 .51** .16 .51%* .16 . 45%
Superior Orientation -.15 .41* .52¥* 02 . 46* .15 .41* .22 .37

a(1) Physical and Mental Exertion; (2) Relations with Associates; (3) Relations with Employer: (4) Security,
Advancement, and Finance; (5) Interest in the Job; (6) Job Information, Training and Status: (7) Physical Work

Conditions; (8) Future, Goals and Programs; Total Score.
*Significant at . 05 level.

**Significant at . 01 level.

LST



158

Muthard and Jaques, and Wright, et al., who found pressures for closures to
be a major problem reported by rehabilitation copnselors. S Smits found similar
results to this study between Production Emphasis and job satisfaction and
offered the explanation that production pressures might be communicated to
counselors by someone other than the supervisors (see Table X—l).6 This
agency's management 4information system seems to be one possible explanation

for the lack of closure pressure in the supervisor's behavior. 7

Multiple Regression Analysis
The object of the multiple regression analysis is the derivation of an
equation by which the dependent variable may be estimated by the other indepen-
dent variables. The dependent variable is the total score on the JSI. The
independent variables are the MRT and PCT scores of cognitive complexity, the
two dimensions on the LOQ, and the twave dimensions on the LBDQ. Table 22

presents the first five variables as they were entered, the multiple R, the

5Stanley M. Irzinski, '"Factors Related to Turnover In a State Rehabili-
tation Agency, " unpublished doctoral dissertation, Pennsylvania State University,
1968; John E. Muthard and Marceline E. Jaques, ""Barriers to Effective Rehab-
ilitation: Counselor Opinfon," Personnel and Guidance Journal, 39, 1961, pp.
710-716. George N. Wright, et al., A Survey of Counselor Perception (Madison,
Wisconsin: University of Wisconsin, Rehabilitation Research Institute, Mono-
graph II, 1968).

6Smltfs, "'Supervisory Practices: From the Counselors' Point of View, "
in Smits, op. cit., p. 17.

7Thls agency is reported to have one of the most sophisticated information
systems in operation within the United States. For an excellent description of the
importance of such a system see Richard F. Ericson, '"Organizational Cyber-
netics and Human Values, " Journal of the Academy of Management, 1, 1970, pp.
49-65.
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TABLE 22

MULTIPLE REGRESSION ANALYSIS

Variable Entered Mug:lp le St;if' EE::OI. d.f. F-Ratio
Demand Reconciliation .48 14.92 1/21 6.13*
MRT .58 14.04 2/20 5.32%
Tolerance of Uncertainty .65 13.58 3/19 4,58%
Predictive Accuracy .68 13.40 4/18 3.91*
Structure .71 13.26 5/117 3.46*

*Significant at . 05 level.

Standard of Error of estimate, the degrees of freedom, and thé F-ratio. Table

23 presents the constant and variable coefficients for the multiple regression

analysis.
TABLE 23

MULTIPLE REGRESSION FUNCTION
Variable Function Constant
Demand Reconciliation 5.25 238,13
MRT .19
Tolerance of Uncertainty -1,23
Predictive Accuracy -3.18
Structure .43
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Table 22 indicates the variables Demand Reconciliation, MRT, Tolerance
of Uncertainty, Predictive Accuracy and Structure entered the Multiple Regres-
sion Analysis. The variables beyond these first five did not add any significant
increase in R. Demand Reconciliation has the largest effect on total job satis~

faction. The multiple regression analysis function is:

Y; = 238.13+5.25(X1)+.19(Xp) -1.23(X3) - 3.18(Xy) +. 43 (X5)-

Implications

Stogdill's theory of leadership is based upon the performances, interactions
and expectations of group members. The role system is a central concept of
Stogdill's theory and suggests that groups become structured by differential role
expectations. The leadership role is expected to initiate interaction structure
and provide the freedom for initiation of performance in other member roles.

Stogdill states:

That function of high status positions which defines the right to initiate
structure for others implies acceptance of the correlative and inseparable
obligation to provide freedom for others. Those expectations which specify
the boundaries of roles define the authority of any one role in relation to
the authority of other roles. The group tends, when possible, to elevate to
high status a member whose performances, values, and responses to
interaction confirm the expectations that, in maintaining groups structure
and in exercising the authority defined for his role, he will respect the
right of other members to initiate action in accordance with the degrees of
freedom defined for their roles. 8

8Stogdill, Individual Behavior and Group Achievement, p. 130.
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Kelly's Commonality and Sociality Corollary have direct implications
to the leadership role. Kelly defines a role in terms of the theory of personal
constructs as ''a psychological process based upon the role player's construction
of aspects of the construction systems of those with whom he attempts to join in
a social enterprise. "9 The extent that one person employs a construction of
experience which is similar to another and also the extent that one person con-
strues the construction processes of another, he is in a strategic position to
assume the leadership role. Kelly states:
The rallying leader's contribution to the acceleration of the group's
social progress is dependent upon and proportional to his understanding
of the relevant features in his colleagues' personal construct system. By
"understanding" we do not mean that he necessarily holds the common
viewpoint, but rather that he has a way of looking at his colleagues' ideas
that makes sense and enables him to predict their behavior., Of course,
a commonality of viewpoint may, to a certain extent, make it easier for
him to subsume parts of the construction system of his colleagues within
his own, but commonality is not a necessary prerequisite to subsuming.

The leadership process outlined by Tannenbaum, et al., presents a theoret-

ical framework which illustrates the leader's psychological process stressed by

Kelly. The end result of the leader's psychological structuring of the follower
and the situation is his psychological map. The leader then attempts to select
the communication behaviors that will "strike the right chord" in the follower's

personality. The leader's effectiveness will depend on the extent to which the

9Kelly, The Psychology of Personal Constructs, p. 97.

101bid., p. 101.



162

follower's attitudes and behavior is changed in line with the desired goals.
Tannenbaum, et al. state:

. effectiveness in leadership is a function of the dynamic inter-
relationship of the personality characteristics of the leader, the person-
ality characteristics of the follower, and the characteristics of the situ-
ation with the field of each individual, 11

The preceding discussion presents a broad framework for understanding
the leadership process. Despite the efforts of social science researchers to
understand the leadership process it still remains to a large extent an individual
art. An art, however, that is dependent upon the manager's inner personality
development. Managerial growth and advancement can be achieved by the continual
evaluation of one's total personality and its effect on others. The total personality
of an individual largely determines what and how he reacts in the leadership role
and is essentially working out ones essential being in the form of action.
Owens states:

What 'behavior theory'' has taught us, over the years, is that, within
certain limits imposed by the inner personality of the individual, each per-
son has the capability of cultivating habits of behavior (by act of will) which
optimize his effects upon people. ... The most important contribution of
"behavior theory'! however, is the development of a classification of leader-
ship behaviors (styles) which provides a manager an analytical tool with

which a manager can consciously and intelligently build a personally
successful leadership style. 12

11Tannenbaum, et al., Leadership and Organization, p. 31.

12 5ames Owens, "The Uses of Leadership Theory,' Michigan Business
Review, 25, 1973, p. 15.
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The goal of this willful 13 development is stated by Count Hermann
Keyserling:
. . . the basic condition of leadership on whatever plane will hence-
forth consist in the attainment of an inner state in which man has as a
matter of course grown beyond all specialization, professional determin-
ation and literal beliefs; in which he lives as a completely responsible
being from out of his own creative self. 14
Stogdill's theory of Individual and Group Achievement presents a set of
concepts that may be useful in diagnosing and understanding the leadership role
and activities of the group in reaching its goals. The input-output system was
developed after a rather exacting examination of theory and experimental data.
Beer feels that Stogdill's theory clarifies some of the conflicting research findings
on job satisfaction and production. Leadership behavior is felt to interact with
individual needs and expectations in a way the affects intergration, production,
and morale. In Figure 17 the following relationships are outlined diagrammati-
cally.
The output of organizations are group integration, production and
moral. Satisfaction of members expectation leads to group integration
and cohesiveness but is not related to production. Rather production is

a function of group structure as is morale (defined as group enthusiasm
to achieve group goals). Thus, morale and production are positively

13For an interesting theoretical discussion on the relation between the
Will, the Intelligence, and the Sensibility, see Charles Finney, Attributes of
Love —A section from Lectures on Systematic Theology (Minneapolis, Minnesota:
Bethany Fellowship, Inc., 1963).

14Count Hermann Keyserling, Creative Understanding (New York: Harpers
and Brothers Publishers, 1929), p. 477.
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rclated to satisfaction only when conditions that lead to high moralc and
production, namely freedom of action for group members, lead to rein-
forcement of worker expectations. 15

Freedom of Action for Group Members

Reinforcement of Worker Expectations

|

Satisfaction of Member Expectations Group Structure
Integration Production Morale

Figure 17 -- Relationship Between Integration, Production, and Morale.

The theory requires that group achievement be analyzed in terms of pro-
ductivity, morale, and integration. An input-output balance is achieved through-
out the system. An increase in the output values will require some increase in
inputs, or else if inputs remain constant any increase in one of the outputs would
be offset with a decrease in one or both of the other outputs. The objective then
is to maintain the Group Structure and Operations that will optimize the Group
Achievements. Productivity being the direct outcome of task performance,
Stogdill states:

. . . both the formal group structure and the role structure are instru-

mental to productivity. Productivity is facilitated when function and status
are clearly defined and when those members in high status positions maintain

15Michael Beer, Leadership Employee Needs and Motivation (Columbus,
Ohio: Bureau of Business Research, Division of Research, College of Com-
merce and Administration, The Ohio State University, 1966), p. 67.
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group structure and group direction. A type of leadership in high status

positions which cnlarges the responsibility and authority of subordinatcs

to a degree that is permitted by the necessity for controlling operations

also tends to facilitate productivity. 16

Morale is directly related to productivity in that the goal direction of
activity and freedom of action are its essential factors. Freedom of action
increases as group structure increase to an optimum level and then decreases.
Morale, therefore, is curvilinearly related to the degree of group structure.
Stogdill states:
Since group structure and operations control are determined to a

very high degree by the leadership of a group and since morale is a

function of structure and control, it must be concluded that morale is

closely related to group leadership. 17

Member satisfaction was previously thought to increase group morale

and productivity. The relation hypothesized is that satisfied members will be
more highly motivated resulting in higher production. In questioning this relation-
ship Stogdill observed that both the norms of subgroups and operations control
tended to depress the effects of incentives on productivity and morale, but had
no effect on reinforcement of group integration. It was concluded that member
satisfaction "contributes toward group integration only when reinforcement of
the members' expectation leads them to support the group structure, operations,

and goals." 18 The importance of satisfying expectations and increasing

16gtogdill, Individual and Group Achievement, p. 210.
17hid., p. 212.

181id., p. 219.
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integration depends on the group's value of its power and survival. The potential
 power a group exerts on an objective is determined by its integration and morale.

The probable nature of the input-output balance is stated in these hypothe-
ses. Productivity and morale are positively related. Morale may be related
either positively or negatively to integration. Integration and productivity are
negatively related. Morale, productivity, and integration may be positively
related when the group is strongly motivated in stiving toward goal achievement
or when motivation is very low. Stogdill condludes:

The present theory suggests that the leader is as fully responsible
for the morale and integration of his organization as he is for its pro-
ductivity. 19

The vocational rehabilitation supervisor is> considered as the direct link
to improved client services and counselor job satisfaction. If the basic axiom
of perceptual psychologists, that the individual's behavior is a product of his
perceptual capacities is accepted, then the results of this study can be interpreted
in the following manner. The supervisor's cognitive capacities, differentiation
and integration, are manifested in his leadership behavior as Consideration and
Structure. The higher the cognitive differentiation the more considerate is the
supervisor in analyzing his counselors' needs. The higher cognitive integration
the more structure the supervisor sees in his assumption of the leadership role.
As Rogers indicated earlier, "when the individual perceives and accepts into one

consistent and integrated system all his sensory and visual experiences, then he

19Stogdill, Individual and Group Achievement, p. 223.
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is nceessary more understanding of others and is more accepting of others as
scparate individuals. "

Accepting the philosophical and theoretical premise, that as the "self"
becomes more differen_tiatéd and integrated the individual is able to respond
more meaningfully to the frame of reference of others, has important implica-
tions for accomplishing the agency's goals. The professionally educated super-
visor and counselor require a working atmosphere characterized by a high
Tolerance of Freedom which allows scope for initiative, decision, and action.
It is in this type of atmosphere that the participants will be free to explore the
viewpoints held by each other. The 'principle of supportive relationships"
maintains that in the leadership process all interactions should be supportive
and build and maintain a sense of personal worth and importance on the part of
the participants. The continued effectiveness of the Vocational Rehabilitation
Agencies is a function of the quality of supervisory personnel and the relation-
ship they develop. Scanlan states:

The success of an organization depends chiefly on the quality of
management existing within the organization. It is often acknowledged
that organizational survival depends on effective management and that
the main single ingredient that distinguishes a more successful organi-
zation from a less successful one is the ability to procure, train, and
develop a competent management team. This is true whether the organ-

ization is public or private, profit or nonprofit. Effective management
is the key factor that must be present if the organization is to exist. 20

20Byrt K. Scanlan, Principles of Management and Organizational Behavior
(New York: John Wiley and Sons, Inc., 1973), p. v.
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Explanation of Findings

The study's aim was to analyze the relationship between the supervisor's
cognitive personality, leadership behavior, subordinates' job satisfaction, and
the superior's effectiveness rating. The results of the correlation of cognitive
complexity with leadership behavior and with job satisfaction indicate that
only the MRT showed significant relatioriships. The MRT's significant correla-
tions indicate the types of behaviors and satisfactions that would be expected.
For example, a high cognitive complexity resulted in higher predictive accuracy
leading to better superior and subordinate relationehips. The MRT's usefulness
in identifying leadership behavior seems to be substantiated. The PCT's
failure to correlate significantly with leadership behavior or job satisfaction
indicates the difficulty of measuring the individual's cognitive integration. The
area of cognitive integration has proved the most difficult for perceptual
psychologists to measure. The coarseness of the PCT's measurement (3-9)
resulted in a number of tied ranks which reduces the correlational results.

The PCT's usefulness in a practical application is therefore questioned.

‘The supervisors classified as effective did not have a more cognitive
personality as hypothesized. A major emphasis of Schroder et al. is that the
evaluation of individuals should be dimensionalized in terms of information
processing variables. When this approach is taken, the more cognitively com-
plex individual would be more effective in a dynamically changing situation,

whereas a cognitively simple individual would bc more adaptable to a static
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situation. The acceptance of this null hypothesis indicates that the criteria
considered for classification were not reflective of cognitive complexity.

The concept of effectiveness has proved difficult for researchers to
quantify. This is compounded by the ever increasing machine pacing in proces-
sing, subsystem interdependence and work group norms. These changes
suggest that the supervisor no longer has a direct effect on the productive
effectiveness of the organization, but still maintains an influence on the loyalty
and freedom of action of his subordinates. If the supervisor's effectiveness
is thought of as being comprised of technical skill, administrative skill and
human relation skill, then the results of the effectiveness classification and
cognitive complexity, which is related to the human relation skill, indicate the
need to consider these other skills in evaluating the supervisor's effectiveness.
Future research might be directed at dimensionalizing the evaluation of super-
visors in terms of information processing variables and also measuring the
contribution that his technical and administrative skills make to suéh an evaluation.

The results of the multiple regression analysis determine the type and
degree of association between independent variable, JSI total and the following
dependent variables: Demand Reconciliation, MRT, Tolerance of Uncertainty,
Predictive Accuracy and Structure. In the equation reported earlier, 238.13
is the Y intercept or the elevation of the fitted regression plane and the coeffi-
cients 5.25, .19, -1,23, -3.18, and .43 are the partial regression coefficients.
These partial regression coefficients each measure the average influence on Y

when the other coefficients are hecld constant.
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Conclusion

Man's "ontological acceleration' has allowed him to move toward the real-
ization of his inner '"morphogenic property.' Human behavior which is regarded
as an expression of anticipation is man's means for understanding himself, his
surroundings, and his behavior. This transforming of self occurs when the
individual's responses come from the proper level of self and are adjusted by an
internal feedback loop urging him to do it right. Maslow felt that, '"Experiencing
is only the beginning of knowledge' and in order to pursue the truth, to discover
and develop a way of experiencing the highest levels of human awareness, to
research the best social conditions in which man might bring himself to a full
humanness necessitates the empirical methods of science and the aesthetics of
philosophical inquiry.

If the "human use of human beings'' remains as the vision, then managers
of society must continue to synthesize the '"cybernetics of organizational and
human values.'" This '"fusion process' focuses on the attempts to personalize
the organization and to socialize the individual., Fulfilling both these needs
requires a high order of managerial perceptual sensitivity and interpersonal com-
munication. A psychocybernetic organizational system recognizes man's possi-

bility of creating his own future. In the words of solar astronomer Roberts:

In our explosively changing world it is no longer sufficient to live
with philosophies or religions simply handed down from an older generation.
. Rather than simply fight for the preservation of the old things that are
good, we must plan creatively also to shape the new. We must commit our-
selves to dare to build the world we want, knowing that it is possible if we
but demand it, 21

2lyalter Orr Roberts, '"Science, A Wellspring of Our Discontent, "
American Scholar, 1967, p. 260.



EPILOGUE

. . It is in fact nothing short of a miracle that the modern
methods of instruction have not yet entirely strangled the
holy curiosity of inquiry; for this delicate little plant, aside
from stimulation, stands mainly in need of freedom; without
this it goes to wrack and ruin without fail.

Albert Einstein

"TRUTH" is the eternal fitness of things. Asa
state of mind, it represents things and facts - AS
THEY ARE. It is the opposite of falsehood.

"CHRIST IS THE TRUTH"

Arvid Rudolph Scherling
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Dear Sir:

State Vocational Rehabilitation agencies for the past few years have been con-
ducting studies into the relationship between the counselor's job satisfaction
and their supervisor's leadership behavior. These studies have added valuable
information to understanding the supervisor-counselor relationship. As a
graduate student at the University of Oklahoma, I am conducting this research
in order to extend the knowledge in this on-going research program.

This study has been approved by a faculty committee at the University and will
be conducted under the supervision of the Regional Rehabilitation Research
Institute at the University of Oklahoma. The Oklahoma Vocational Rehabilitation
agency was approached and agreed to participate in this research study.

The number of responses received will have an effect upon the validity of this
study. Therefore, I hope each of you will cooperate in the request to complete
and return the questionnaires enclosed. The questionnaires will require your
own personal feeling and therefore the result will be completely anonymous.
Do not sign your name to any of the forms. At no time will any agency repre-
sentative see your individual responses. Because I desire to get your own
personal feelings, please do not discuss your answers with others.

The completion of these questionnaires should not require more than an estimated
45 minutes. I would appreciate your filling out these questionnaires and mailing
them to me today or tomorrow. Your participation will have a direct influence
on the research results. Thank you for your cooperation.

Sincerely,

Steven Arvid Scherling
University of Oklahoma

enclosures
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DIRECTIONS (SUPERVISOR)

To facilitate the completion of this survey, please follow the steps

outlined below in completing the questionnaires.

STEP 1.

STEP 2.

STEP 3.

STEP 4.

STEP 5.

Read the directions before completing each
questionnaire.

Complete the Personal Data Form.
Complete the Modified Repertory Test.

Complete the Leader Opinion Questionnaire.
Please describe as accurately as possible
your own leadership behavior. Be sure to
answer all 40 questions.

When you have completed the three question-
naires check to see that all questions have
been answered. Then, place all materials in
the brown envelope and seal it.
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PERSONAL DATA (SUPERVISOR)

Job Title

Male Female

Age

Number of counselors or professionals supervised

Number of years employed as a supervisor

Number of years counseling experience prior to becoming a super-
visor

Educational (answer those that apply)

a. Bachelor's Degree: Yes No Major

If "No'" number of hours towards Bachelor's

b. Master's Degree: Yes No Major

If "No'" number of hours towards Master's

c. Doctor's Degree: Yes No Major

If "No" number of hours towards Doctor's
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DIRECTION (COUNSELOR)

To facilitate the completion of this survey, please follow the steps

outlined below in completing the questionnaires.

STEP 1. Read the directions before completing each
questionnaire.

STEP 2. Complete the Leader Behavior Description
Questionnaire (in blue). Please describe as
accurately as possible the leadership behavior
of your immediate supervisor.

STEP 3. Complete the Job Satisfaction Inventory. This
instrument asks that you indicate the amount
of satisfaction that you derive from your coun-
seling position in the agency.

STEP 4. When you have completed the three question-
naires check to see that all questions have
been answered. Then, place all materials in
the brown self-addressed envelope, seal it,
and mail directly to the researcher.
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PERSONAL DATA (COUNSELOR)

Job Title

Male Female
Age

Number of years employed in present position

Educational (answer those that apply)

a. Bachelor's Degree: Yes No Major

If ""No'' number of hours towards Bachelor's

b. Master's Degree: Yes No Major

If '""No'"" number of hours towards Master's
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LEADER BEHAVIOR DESCRIPTION QUESTIONNAIRE—~Form Xii

Originated by stoff members of
The Ohio State Leadership Studies
and revised by the
Bureau of Business Research

Purpose of the Questionnaire

On the following pages is a list of items that may be used to describe the behavior
of your supervisor. Each item describes a specific kind of behavior, but does not
ask you to judge whether the behavior is desirable or undesirable. Although some
items may appear similer, they express differences that are important in the descrip-
tion of leadership. Each item should be considercd as a separate description. This is
not a test of ability or consistency in making answers. Its only purpose is to make
it possible for you to describe, as accurately as you can, the behavior of your super-
visor.

Note: The term, “grosp,” as employed in the following items, refers to a depart-
ment, division, or other unit of organization that is supervised by the person being

described.

The term “members,” refers to all the people in the unit of organization that is
supervised by the person being described.

Published by

Burecu of Business Research
College of Commerce and Administration
The Ohio State University
Columbus, Ohio

Copyright 1962



DIRECTIONS:

17
a. READ each item carefully. 8

b. THINK about how frequently the leader engages in the behavicr described by the item.

c. DECIDE whether he (A) always, (B) often, (C) occasionally, (D) seldom or (E) never acts as
described by the item.

d. DRAW A CIRCLE around one of the five letters (A B C D E) following the item to show the
answer you have selected.

A =~ Always
B == Often
C == Occasionally

D == Seldom
E == Never

e. MARK your answers as shown in the examples below.

Example: He often acts as described..... Ceretesienrertiietaraa et A @ C D E
Example: He never acts as described............oooiiiiiiiiiiiii A B C D @
“Example: He occasionally acts as described.........oooveiiiiieiiin.n. A B @ D E
1. He acts as the spokesman of the group...........cooooiviiiiiiia. A B C D E
2. He waits patiently for the results of a decision......................... A B C€C D E
3. He makes pep talks to stimulate the group................oiil. A B C D E
4. He lets group members know what is expected of them................ A B C D E
5. He allows the members complete freedom in their work................ A B C D E
6. He is hesitant about taking initiative in the group..................... A B C D E
7. He is friendly and approachable...............coooviiiils e, A B C D E
8. He encourages overtime wWork.......ccooeeiveeenenerareeneenniennnnn. A B C D E
9. He makes accurate decisions........coviveiinreninnnieninnniniiiae... A B C D E
10. He gets along well with the people above kim......................... A B C D E
11. He publicizes the activities of the group............. ....cciiianin, A B C D E
12. He becomes anxious when he cannot find out what is coming next...... A B C D E
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14,

179
A = Always
B == Often
C == Occasionally
D == Seldom
E == Never

His arguments are convinCing..ooceeeueerinniiiiiiiiiieiiiiienennnn.

He encourages the use of uniform procedures...............ooiiiinen

. He permits the meibers to use their own judgment in solving problems.
. He fails to take necessary action............cooooiiiiiiiinnee,
. He does little things to make it pleasant to be a member of the group...
. He stresses being ahead of competing groups...........coovvivinnnint
. He keeps the group working together as a team......................
20. He keeps the group in good standing with higher authority............
. He speaks as the representative of the group.............ooiill
. He accepts defeat in stride.............oooiiiiiiiiiii i
. He argues persuasively for his point of view............. e
. He tries out his ideas in the group.............ooooiiiin
. He encourages initiative in the group members........................
. He lets other persons take away his leadership in the group............
. He puts suggestions made by the group into operation.................
. He needles members for greater effort...........cccvvviiinniiiiintn
. He seems able to predict what is coming next...........ooeiiiieinn.
. He is working hard for a promotion.............coevvviiiinninanaas,
. He speaks for the group when visitors are present.....................
. He accepts delays without becoming upset..............coovvviinnne.
. He is a very persuasive talker................... eeerererieseriaeiaenns
. He makes his attitudes clear to the group.........cocvviiieeeieinannn.
. He lets the members do their work the way they think best............

. He lets some members take advantage of him..................... ...

W W ® w W W w w w W W W w ® W Ww w W W W  w  w
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38.
39.
40.
41.
42.

43,

45.
46.
47.
48.
49.
50.
51.
52,
53.
54.
55.
56.
57.
58.
59.
60.

AV

A == Always

B = Often

C == Occasicnally
D == Seldom

E == Never

. He treats all group members as hisequals...................o

He keeps the work moving ata rapid pace................oooeiiinnn,
He settles conflicts when they occur in the group......................
His superiors act favorably on most of his suggestions. .................
He represents the group at outside meetings......... Ceeeeririaaeeaeets
He becomes anxious when waiting for new developments..............

He is very skillful in an argument............ ...t

. He decides what shall be done and how it shall be done................

He assigns a task, then lets the members handleit.... ........... ...
He is the leader of the group in nameonly......................ooos
He gives advance notice of changes.................ooiint
He pushes for increased production...................ooiiiian
Things usually turn out as he predicts. ...,
He enjoys the privileges of his position....................ooooiiiii
He handles complex problems efficiently...................oonnl,
He is able to tolerate posiponement and uncertainty...................
He is not a very convincing talker......................ooe
He assigns group members to particular tasks....... e
He turns the members loose on a job, and lets them gotoit............
He backs down when he ought tostand firm....................ooe e,
He keeps to himself.........coooiiiiiiiiiiiiiiiinn
He asks the members to work harder............cooooiiviiiiiiiii
He is accurate in predicting the trend of events. ................. ...,

He gets his superiors to act for the welfare of the group members.......
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61.
62.

63.

79.

80.

81.

8§2.

83.

A = Always

B == Often

C == Occasionally
D) == Seldom

E — Never

He gets swamped by details.............ooooiiiiiiiiiiii
He can wait just so long, then blows up.............ooviiiiiini.l.

He speaks from a strong inner conviction............cooivvviiinn....

. He makes sure that his part in the group is understood by the group

31T 11 0¥ J AR

. He is reluctant to allow the members any freedom of action............
. He lets some members have authority that he should keep..............
7. He looks out for the personal welfare of group members...............
. He permits the members to take it easy in their work..................
. He sees to it that the work of the group is coordinated................
. His word carries weight with his superiors.............. e
.Hegetsthingsall tangled up..........oooooiiii
. He remains calm when uncertain about coming events................
.Hsisaninspiring talker...........coooociiiiiiiiiiiiiinnn
. He schedules the work 10 be done. .......eeeeeeeerereneenaeeeeenennns
. He allows the group a high degree of initiative......................L.
. He takes full charge when emergencies arise......................eel.
. He is willing to make changes. ...,

. He drives hard when there isajobtobedone............cooiviaiil.

He helps group members settle their differences.......................
He gets what he asks for from his superiors...........................
He can reduce a madhouse to system and order...........ccoovvvnann...
He is able to delay action until the proper time occurs........ooceeuens

He persuades others that his ideas are to their advantage...............
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84,

85.

87.
88.

89.

91
92,

93.

M

98.

100.

182
A = Always
B == Often
C == Occasionally

D == Seldom
E == Never

He maintains definite standards of performance.......................

He trusts the members to exercise good judgment.....................

. He overcomes attempts made to challenge his leadership...............

He refuses to explain his actions.................ooiiii
He urges the group to beat its previous record................ocoeiit

He anticipates problems and plans for them...........................

. He is working his way tothe top............oooiiiiiiii il

He gets confused when too many demands are made of him...........
He worries about the outcome of any new procedure..................

He can inspire enthusiasm for a project.................oiiiiinnn,

. He asks that group members follow standard rules and regulations. . ...
. He permits the group to setitsown pace.............ooovviiiiieninen,
. He is easily recognized as the leader of the group......................

. He acts without consulting the group...................ili

He keeps the group working up to capacity..............coovvivinia...

. He maintains a closely knit group..............ooiiiiiii

He maintains cordial relations with superiors.................calen
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10.
11.

12,

Representation
Reconciliation
Tol. Uncertainty
Persuasion
Structure

Tol. Freedom
Role Assumption
Consideration
Production Emph
Predictive Acc
Integration

Superior Orient

LBDQ FORM XII -- RECORD SHEET

1 11 21 31 41
51 61* 71~ 81 _ 91*
2 12% 22 32 42* 52 G2* 72 . 82 9%
3 13 23 33 43 53* 63___ 73 83 93
4 14 24 34 44 54 64 T4 B4 94
5 15 25 35 45 55 65% 75 85 95
6% 16*  26%  36%  46*  56* _ 66* 76 86___ 96
717 27 37T 47 57*  67____T7__ 87T* _ 97*
8 18 28 38 48 58  G8* 78 88 98
9 29 49 59 89_
19 39 69 79 99
10 20 30 40 50 60 70___ 80 ___ 90__ 100

*Starred items are scored1 23 45
All other items are scored 51321

P81
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TABLE IV-1

MEANS AND STANDARD DEVIATIONS

Army Highway Aircraft Ministers Community
Subscale Division Patrol Leaders
Mean SD Mean SD Mean SD Mean SD Mean SD
1, Representation 20.0 3.0 19.9 2.8 19.8 2.8 20.4 2.4 19.6 2.4
2. Demand Reconciliation 19.2 2.8 19.8 3.1 19.7 3.3
3. Tolerance Uncertainty 36.2 4.7 35.6 4.6 33.2 6.2 37.5 6.3 37.7 5.6
4. Persuasiveness 38.3 6.2 37.9 5.9 36.5 5.5 42.1 4.7 39.5 5.5
5. Initiating Structure 38.6 5.7 39.7 4.5 36.6 5.4 38.7 4.9 37.2 5.7
6. Tolerance Freedom 35.9 6.5 36.3 5.3 38.0 5.9 37.5 6.0 36.4 5.0
7. Role Assumption 42,7 6.1 42.7 5.3 40.9 5.6 41.5 5.4 39.8 5.6
8. Consideration 37.1 5.6 36.9 6.5 37.1 5.8 42,5 5.8 41,1 4.7
9. Production Emphasis 36.3 5.1 356.8 5.7 36.1 5.6 34.9 5.1 35.4 6.8
10, Predictive Accuracy 18.1 2.1 17.8 2.1 19.2 2.6 20.5 2.3 19.8 2.5
11, Integration 19.5 2.6 19.1 2.7
12. Superior Orientation 39.9 4.9 39.1 5.1 38.6 4.2
Number of cases 235 185 165 103 57

981



TABLE V-1

MEANS AND STANDARD DEVIATIONS (Continued)

18T

Corporation Labor College
Presidents Presidents Presidents Senators
Subscale
Mean SD Mean SD Mean SD Mean SD
1. Representation 20.5 1.8 22.2 2,2 21.4 1.9 20.7 2.5
2. Demand Reconciliation 20.6 2.7 21.5 3.2 20.7 3.5
3. Tolerance Uncertainty 35.9 5.4 40.4 5.6 37.2 5.5 35.3 7.6
4. Persuasiveness 40.1 4.2 43.1 4.8 41.1 4.2 42.5 4.6
5. Initiating Structure 38.5 5.0 38.3 5.6 37.7 4.2 38.8 5.5
6. Tolerance Freedom 38.9 4.9 38.0 4.0 39.6 3.9 36.6 6.2
7. Role Assumption 42.7 3.5 43.3 5.5 43.5 4.5 41.0 5.7
8. Consideration 41.5 4.0 42.3 5.5 41.3 4.1 41.1 5.9
9. Production Emphasis 38.9 4.4 36.0 5.0 36.2 5.0 41.2 5.2
10. Predictive Accuracy 20.1 1.8 20.9 2.0
11. Integration
12. Superior Orientation 43.2 3.1 42,9 2.9
Number of Cases 55 44 55 44

Source: Ralph M, Stogdill, Manual for the Leader Behavior Questionnaire--Form XII
(Columbus, Ohio: Bureau of Business Research, College of Commerce and Administration,
The Ohio State University, 1963), p. 9-10.
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159
TABLE V-1
MEANS AND STANDARD DEVIATIONS FOR LOQ SCALES

Sample Consideration Structure
M SD M SD
241 Industrial Foremen 54.4 1.5 53.3 7.8
394 Employees 57.0 5.5 44.2 3.9
60 General Foremen 58.0 6.4 52.4 7.6
80 Bakery Supervisors 62.1 1.1 48.9 8.5
68 Executives 55.3 6.5 50.6 7.0
51 Hospital Administrators 56.0 5.7 43.0 1.8
24 Research and Engineering Managers 54.0 5.3 50.3 5.4
38 Business School Professors 54.6 - 47.5 -
86 Office Supervisors 53.2 8.0 54.3 7.0
23 Research Managers (chemical) 55.2 6.0 50.9 5.6
21 Engineering Supervisors (aircraft) 52.8 5.9 50.2 8.2
118 Air Force NCOs 56.6 7.7 54.2 7.5
274 Navy OCs 44.2 8.5 55.4 7.0
80 Foremen of a Pharmaceutical Company 54.7 6.9 51.9 7.1
25 Department Managers of Soap and
Detergent Company 56.8 7.2 55.6 6.2
33 Centralized Bank Managers 55.2 6.5 52.3 7.6
32 Decentralized Bank Managers 56.7 8.0 52.8 8.4
102 Electronics Managers (all levels) 53.9 6.6 49.0 5.9
84 Electronics Managers (first-line) 53.9 6.7 49.0 6.1
493 Middle Managers 52.0 5.5 49.7 5.9
18 Hospital Head Nurses 54.5 6.8 49.8 7.0
59 Utility Supervisors 54,7 6.6 46.8 6.4
169 Store Managers of National Chain 53.0 7.2 65.0 6.5
168 Assistant Store Managers of National
Chain 51.0 7.6 56.7 7.1
28 Management Training Students 53.6 5.0 44,3 8.2
14 Production Line Foremen Candidates 49.3 9.7 54.8 8.2
41 University Night Class (male employed) 51.8 5.1 52.0 7.1
29 Chemical Managers 55.1 5.3 52.7 8.2
29 Bank Branch Managers 54.5 4.5 51.9 5.4
40 Central Bank Officers 56.7 8.1 53.2 8.8
45 Bank Management Trainee Applicants 53.9 6.2 53.9 7.9
582 Catalog Order Plant Supervisors
158 Department Managers 56.3 8.3 53.8 8.2
424 Division Managers 56.4 7.2 53.1 5.5
71 Male Civil Service Supervisors 54.8 17.0 42.6 1.9
28 Youth Opportunity Center Supervisors 52.1 6.4 47.8 6.4

Source: Edwin A. Fleishman, Manual for Leadership Opinion Ques-
tionnaire (Chicago, Ill.: Science Research Associates, Inc., 1969), p. 9.
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MODIFIED REPERTORY TEST

Instructions:

At the top of each column are 10
role types. Please list in the space
following each role type the name or ini-
tials of 10 persons who most closely
match these descriptions. These should
be people you know personally. Do _not
repeat any names. When you are finished,
you may erase the names or initials since
this is only intended to help you identify
the same person throughout the following
assessment.,

Next, I would like you to rate each
of these 10 persons on a number of char-
acteristics. Each row is identified with
a bipolar characteristic, which is divided
into a six-step scale ranging from +3 to
-3. For person "a'" decide how yvou would
rate him on the first characteristic,
which is OUTGOING-SHY. +3 means he is
very outgoing and -3 means he is very shy.
You may also use +2, +1, =1 or -2 to indi-
cate your estimate of this person on this
characteristic. Place your rating in the
square corresponding to the person being
rated and that characteristic. Continue
to rate the other persons on this first
characteristic and then repeat the ratings
using the other characteristics. When
you have finished every square should
contain a + or - number.



Initials

192

ARRERE

o
-1
o e .
o 35 o Modified Rep Test
o noo RS +
4 /] 0 L o]
-~ ~ n o e E & +
~ -~ nm—~ o E ~
) ~ o 00O =
ia) E Qu 30 (3]
o jo) 8 3 = =
- nw oo s “
3 3 Q4 G O
[o] (o] - @ W - o
Gt - ~ o 0 k)] ol
- " 0 +
) o) Y 8 4 T WOoOKE g w
w (o] v 0 L 4 828~ 0 o N
; n o na 0 o el 0 0O
WP kM P H AN B NT
o o 0O VO « N N0 O0OO® O oK
-~ A =2 AL G AW M A3
L ] L ] L ] L ] L ] L ] [ ] [ L ] [ ]
(1] Ko] o T @ “ b o o ™
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outgoing shy
adjusted malad justed
decisive indecisive
calm excitable
interested in others selflf absorhed
cheerful ill humored
responsible irresponsible
considerate inconsiderate
independent dependent
interesting dull

+3 +2 +1 -1 -2
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PARAGRAPH COMPLLETION

On the following pages you will be asked to com-
plete certain sentences and write a short paragraph.

On each page you will find the beginning of a
sentence, and your task is to complete it.

For example: I like . . &

When you are given the signal, turn to Page 1. Com-
plete the sentence given and write at least three additional
sentences. You will be given 130 seconds. After 110 sec-
onds, I will say "Finish your sentence,'" and at 130 seconds
I will ask you to turn to the next page. Make sure you
complete your last sentences. There are 5 pages in all.

Write your sentences as quickly but as clearly
as possible.

Do not turn this page until you are given the signal.
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When someone disagrees with me . . .

Try to write at least 3 sentences.

Do not turn this page until you are given the signal.
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When I am in doubt . . .

Try to write at least 3 sentences.

Do not turn this page until you are given the signal.
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Rules . . .

Try to write at least 3 sentences.

Do not turn this page until you are given the signal.
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When others criticize me it usually means . . .

Try to write at least 3 sentences.

Do not turn this page until you are given the signal.
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Confusion . . .

Try to write at least 3 sentences.

Do not turn this page until you are given the signal.



APPENDIX VIII

200



201

JOB SATISFACTION INVENTORY

The following specific statements concern your feelings,

beliefs, and attitudes. There are 70 items in this inven-
tory. For each statement, a five-point scale is provided

indicating whether you always, often, occasionally, seldom,
or rarely do, feel, or see others as doing as the statement
suggests. Thus, for example, you would check the space "E"

on the scale if you rarelyvy engage in the activity described:

A B C b E

I worry a lot about my job. : : : : X

Or, see others as engaging rarely in an activity:

The policies and problems of the
people under whom I work are ade-
quately explained to me. : : : : X

To aid you in answering this inventory, the terms
always, often, occasionally, seldom, and rarely have been
defined on a percentage basis, as follows:

"AM--Always: means from 86 to 100 percent of the
"B"--0Often: means from 66 to 85 percent of the
"C"--Occasionally: means from 36 to 65 percent of the
"D"--Seldom: means from 16 to 35 percent of the
"E'"--Rarely: means from O to 15 percent of the

time.

time.

time.

time.

time,

These percent listings have been given at the top of each

page in the inventory. There are no '"right" or '"wrong"
answers to these statements. Work as rapidly as you can

without being careless, and do not spend too much time on any

one statement.
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"A"--Always (86% to 100%)
"B"--Often (66% to 85%)

MC"--Occasionally (36% to 65%)

"D"--Seldom (16% to 35V
"E"--Rarely (0% to 15%)

5%

)

Answer every question.

1.

9.

10.

11.

12.

13.

14.
15.

16.

If I had a choice, I would choose a
job in my present line of work over
one in any other line of work.

I feel that I have an adequate
understanding of what is expected
of me in my job.

It is necessary for me to do things
I dislike in order to get promotionse.

I feel that to me others could make
my work easier if they cared to do
So.

I worry a lot about my daily work.

I feel if I could start over again,
at 18, I would choose a different
line of work.

I feel that people in general
respect my job.

There are too many people telling
me what to do.

I feel that I can always trust the
people under whom I work.

My life would seem empty without my
work to occupy me.

My present job requires me to work

too long hours. -

I am glad to get back to my job
after a vacation.

I feel that I am as efficient as
the average person with whom I work.

My work is too confining to suit me.

I feel I am paid a fair salary for
the work I do.

I feel that my work utilizes my
full capacities.

X

e
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"A"--Always (86% to 100%)
"B"--Often (66% to 85%)

"C"--Occasionally (36% to 65%)

"D"--Seldom (16% to 35%)
"E"--Rarely (0% to 15%)

Answer every question.

17.

18.

19.

20.

21.

22,

23.

24,

25,

26.

27

28.

29.

3O.

I feel that I am "in a rut"
vocationally.

I feel that I know where I stand
with my present employer.

I feel that my work has a bad
effect on my health.

I come home upset, angry or irri-
table because of something that
happened at worke.

I feel competent and fully able
to handle my job.

I feel my work suffers because
I have too much to do.

I would decline an opportunity to
change my present job for one of
equal pay, security and status.

I think it is possible to attain
my vocational goals in that por-
tion of life that is still ahead
of me.

I feel that my family and friends
respect my vocation.

I feel there is adequate transpor-
tation available to me in going

to and from work, as well as in
my work when called for.

I think I really wanted to enter
my present job when I started it.

I regard my present position as
a lifetime career.

I think my present job is in the
area of work (not necessarily the
same job) I wish to remain in
permanently.

I expect my job to give me more
satisfaction the longer I have it.

e
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"A"--Always (86% to 100%)
"B"--0Often (66% to 85%)

"C"--Occasionally (36% to 65%)

"D"--Seldom (16% to 35%)
"E"--Rarely (0% to 15%)

Answer every question.

31.
32.
33.

34,
35.

36.
37.

38.

39.

ko,

41,

42,

43,
by,
4s5.

46.

I feel I have had definite adequate
preparation for the job I now hold.,

I feel I have made real and lasting
friends among my working associates.

My position forces me to work with
certain individuals whom I dislike.

I get discouraged in my present job.

I feel that my job detracts from my
status in the community where I live.

I consider my work surroundings to
be as pleasant as they should be.

I feel I have eventual retirement
security in my job.

I get restless during working hours,
and feel that the day is dragging
endlessly.

I feel that there should be more
people to help with the work I am
dOins .

I like my present job better than
any other I have ever had.

My job gives me more real personal
satisfaction than the things I do
in my spare time.

I feel my occupation forces me to
live in home surroundings which are
uncomfortable or inadequate accord-
ing to my standards.

I wonder whether the people under
whom I work approve of my work.

I think my job gets more difficult
for me each year.

My present job gets me badly flus-
tered and jitterye.

The policies and problems of the
people under whom I work are ade-
quately explained to me.

D

0
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"A'-~Always (86% to 100%)
"B"--Often (66% to 85%)

"D'--Seldom (16% to 35%)
"E"--Rarely (0% to 15%)

"C"--Occasionally (36% to 65%)

Answer every question.

1*7.

48.

I feel that my general interests and
attitudes are about the same as those
of my fellow workers who have similar
jobs.

The method of payment of my earnings
causes me inconvenience.

b9, I feel at ease in the presence of
the people under whom I work.
50. I am so interested in my work that I

51.

52.

53.

S5k,
55.
56

57

58,

59.

60.

talk about it a great deal even after
working hours.

I feel I am kept from living as I
would like because of insufficient
income.

I am satisfied with the degree to
which my present job gives me an
opportunity to express my own ideas.

I find my work so interesting that
it is on my mind a lot when I am
not at work.

I feel I have made a success of my
job thus far in my career.

My present job forces me to maintain
too fast a pace.

I feel that my working associates
regard me as an equal.

I feel that I must look outside my
work for those things that make life
worthwhile and interesting.

My income is sufficient to meet my
financial obligations and support
my family.

I feel that my associates stimulate
me to do better work.

T think my. job has '"smothered'" my
personality.
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"A"~-Always (86% to 100%) "D"--Seldom (16% to 35%)
"B"~-Often (66% to 85%) "E"--Rarely (0% to 15%)
"C"~-Occasionally (36% to 65%)

Answer every question. A B C D E

61. My vocational future looks promising
to me. : : : :

62. I feel that I am really interested in
my present job. : : : :

63. I get along well with the persons
with whom I work . on my present job. : : :

64. The people under whom I work make
available the materials, information
and assistance required to do my best
work.

65. I feel that the people under whom I
work make unfair demands on my free
time. ' : :

66. I am afraid of losing my job.

67. I feel that I will become more pro-
ficient at my work the longer I have

ite.
68. Those with whom I work seem unreason-
able in their dealings with me. : : : :

69. I feel my present job helps me toward
the financial goals I have set for
myself.

70. The people under whom I work are
desirous of and willing to make
improvements in my working condi-
tions. :

You may use the rest of this sheet for any comments you would
like to make concerning this inventory. Thank you for your
help.
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JOB SATISFACTION INVENTORY

Categories and Inventory Item Numbers:

1,

Physical and mental exertion (7)
11*, 19%, 22* 38%, 39*, 44*, 55*

Relations with associates (7)
4*, 32, 33*, 47, 59, 63, 68*

Relations with employer (10)
3*, 8%, 9, 18, 43*, 46, 49, 64, 65*, 70

Security, advancement, and finances (7)
13, 15, 37, 48*, 51*, 58, 66*

Interest in, liking for, and emotional involvement

in the job (18)

1, 5%, 10, 12, 17*, 20*, 23, 27, 29, 34*, 40, 41, 45*,
50, 53, 57*, 60*, 62

Job information, training and status (8)
2, 7, 16, 21, 25, 31, 35*, 56

Physical surroundings and work conditions (5)
14%, 26, 36, 42*, 52

Future, goals and progress (8)
6*, 24, 28, 30, 54, 61, 67, 69

The number in () after each category indicates the number of
items in this area. The numbers below are the appropriate item
numbers from the Job Satisfaction Inventory.

*Starred items are scored1 2345
All other items are scored54321
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TABLE X-1

Relationship Between Counselor Assessments of Supervisory Behavior
and Counselor Job Satisfaction

JSI Areasl
Supervisory Behavior 1 2 3 4 5 6 7 8 Total
Initiation Structure .08 .31* _35% .06 .22* ,21 .17 .29* ,30%*
Tolerance of Freedom .22*% _48% _55*% ,13 .30* ,27* ,41* ,30* .45*
Consideration .22*% ,48* _61* .13 .27* ,23* ,35* .27* , 43%*
Production Emphasis -15 .11 .04 -.07 .14 ,09 .01 .14 .08

*Significantly different from zero at or beyond , 001 level of confidence.

Lhe JSI areas are: (1) Physical and mental exertion, (2) relations with
associates, (3) relations with employer, (4) security, advancement, and finances,
(5) interest in the job, (6) job information, training, and status, (7) physical work
conditions, (8) future, goals, and progress; Total job satisfaction.

TABLE X-2

Relationship Between Counselor Assessments of Supervisory Behavior
and Interpersonal Values

RI Areas!
Supervisory Behavior 1 2 3 4 Total
Initiation Structure .41%* .30* .26* .41* .38%*
Tolerance of Freedom .68* .60* L47* .65* .66*
Consideration L72* .61* .57* L72* LT2*
Production Emphasis .02 .00 .01 .04 .02

*Significantly different from zero at or beyond the . 001 level of confidence.

LThe RI az;eas are: (1) Empathic understanding, (2) level of regard, 3) -
unconditionality of regard, (4) congruence, total.



211

TABLE X-3

JSI Means and Standard Deviations (N = 230)

JSI Subscales Mean S.D.
Physical and mental exertion 29.9 3.9
Relations with associates 28.0 3.9
Relations with employer 40.3 6.7
Security/advancement/finances 27.4 4.2
Interest in job : 69.8 10.8
Job information, training and status 33.3 3.8
Physical work conditions 20.7 3.1
Future, goals and progress 30.4 5.8
Total Job Satisfaction 279.9 31.9

TABLE X-4
LBDQ Means and Standard Deviations (N = 230)
LBDQ Subscales Mean S.D. Range
Tolerance of Freedom 39.7 7.1 13 - 50
Consideration 37.8 7.5 12 - 50
Initiation of Structure 35.9 5.7 18 - 50
Production Emphasis 31.3 6.1 14 - 46

Source: Wilbur J. Aiken, Stanley J. Smits and Donald J. Lollar, "Leader-
ship Behavior and Job Satisfaction in State Rehabilitation Agencies, "' Experimen-
tal Publications Systems, No. 5§, Ms No. 181A,(Washington, D.C. : American
Psychological Association, 1970).
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TABLE X-5

LOQ MEAN, STANDARD DEVIATIONS AND RANGE

L.0OQ Subscales } Mean S.D. Range
Consideration 56.96 5.58 44 -176
Structure 44,89 7.52 22-171

Source: Stanley J. Smits, Leadership Behavior of Supervisor in State
Rehabilitation Agencies, (Atlanta: Georgia State University, 1971).
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TABLE XI-1

Discriminant Function Coefficients for Scores on the Job Satisfaction Inventory
Obtained From Counselors Retained vs. Terminated at Followup

Discriminant Function I Discriminant Function II

JSI Variable (Terminated, N = 41) (Retained, N =202)
Physical, mental exertion 1,713 1,760
Relations with associates 0.722 0.860
Relations with employer -0.355 -0.356
Security /advancement/finances 0.744 0.851
Interest, involvement in the job 0.241 0.325
Job Information, training, status 1.684 1,444
Physical work conditions 0.342 0.311
Future, goals, progress -0.946 -0.940
Constant . -62.632 -67.858

Generalized Mahalanobis D? = 39, 529 with 8 degrees of freedom (P<.001).
The D2 of 39.529 is interpreted as a Chi-square with eight degrees of freedom,
i.e. the number of variables plus the number groups minus one degree of free-
dom for groups and one for variables.

TABLE XI-2

Application of the Discriminant Function Coefficients to Predicting
Counselfor Employment Status at Followup

———

EMPLOYMENT STATUS

Correctly Predicted Incorrectly Predicted
(Hits) (Misses)
Terminated 27 14
Retained 148 54
Total 175 68
Percentage 72% 28%

Source: Stanley J. Smits, "Job Satisfaction and Employment Turnover in
State Rehabilitation Agencies: Results of a Followup Study," in S. J. Smits,
Leadership Behavior of Supervisors in State Rehabilitation Agencies (Atlanta:
Georgila State University, 1971, pp. 22-31,
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TABLE XII-1

Correlation Coefficients Between Job Satisfaction Scores and Perceived
Leader Behavior Scores (N = 250).

Jsi2 Consideration Initiating Structure
1 . 20* .09
2 .41* .26%*
3 .H9* - . 37*
4 .32% .24*
5 L32* L21%
6 L3T* L27*
7 .34% .26*
8 .35% .32*
Total Score .46* .33*

*Significant at the .01 level.

2.1) Physical and mental exertion, (2) relations with associates, (3) rela-
tions with employer, (4) security, advancement, and finances, (5) interest in
the job, (6) job information, training, and status, (7) physical work conditions,
(8) future, goals, and progress; total job satisfaction.

TABLE XII-2
Mean and Standard Deviations of LBDQ and JSI Subscales (N = 250)

Mean S.D.
LBDQ
Consideration 40.87 10.02
Initiating Structure 40, 49 8.50
JSI
Physical and mental exertion 18.70 4,32
Relations with associates , 19.59 3.79
Relations with employer 26.50 6.49
Security/advancement/finances 20.12 4,18
Interest in job 50.93 9,78
Job information, training and status 25.42 3.54
Physical surroundings and work conditions 14,72 3.49
Future, goals and progress 23.51 5.16
Total Score : 199.31 32.15

Source: Ralf N. Pacinelli, '"Rehabilitation Counselor Job Satisfaction As
It Relates to Perceived Leadership Behavior and Selected Background Factors, "
(unpublished doctoral dissertation, Pennsylvania State University, 1968), p. 58.
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TABLE XIII-1

LBDQ Means (N = 66)

LBDQ Subscales - Mean

Consideration 36.50
Tolerance of Freedom 38.44
Superior Orientation 36.03
Initiating Structure 37.81
Production Emphasis 33.12 |

Source: Carroll R. Bostic, '"The Effect of Perceived
Leadership Climate in the State Rehabilitation Agency",
(Unpublished Doctoral Dissertation, University of Missouri,
1969).



APPENDIX XIV

219



220

TABLE XIV-1

Central Tendency and Variation of Cognitive Complexity
Scores of Superintendents (N = 24)

Range Mean S.D.
107 - 173 137 17.2
TABLE XIV-2

Summary of Leader Behavior Ratings
for Superintendents (N = 24)

LBDQ Subscale Range - Mean S.D.
Representation 35.0-45.8 40.6 2.76
Demand Reconciliation 32,4-47.0 41.2 3.18
Tolerance of Uncertainty 21.8-44.3 36.4 5.08
Persuasion 32,4-45.9 38.8 3.20
Initiation of Structure 33.5-44.3 39.9 2,80
Tolerance of Freedom 29.5-44.2 39.6 3.75
Role Assumption . 36.2-55.6 41.8 2.67
Consideration 29.8-46.5 39.4 3.94
Predictive Accuracy 34.0-43.0 39.2 2.38
Integration 31.6-45.6 39.3 3.05

Source: Wilbur R. Kelley,' The Relationship Between Cognitive Com~
plexity and Leadership Style in School Superintendents, ' unpublished doctor's
dissertation, State University at Albany, 1967.
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TABLE XV-1

SUPERVISOR SCORES ON EACH RESEARCH INSTRUMENT

1 ;

Supervisor PCT  MRT fOQ 2 1 2 3 4 sLBl;Q 7 8 9 10 11 12
1 6 81 59 49 20 19 37 38 40 36 40 38 35 18 19 38
2 6 113 59 45 20 22 41 39 40 40 41 40 33 19 20 39
3 4 114 53 40 18 19 28 36 40 41 36 39 35 17 18 36
4 3 - 60 40 19 19 34 37 40 38 42 38 35 17 20 38
5 6 150 56 40 20 22 40 38 43 43 42 42 32 20 21 39
6 6 132 56 50 19 20 31 37 40 41 42 39 32 19 20 38
7 6 193 53 43 20 21 39 39 42 43 42 43 37 21 23 41
8 6 137 58 48 17 20 40 35 34 43 40 44 33 19 20 38
9 6 203 52 54 21 17 34 36 43 46 36 46 39 19 22 39
10 7 238 57 43 20 19 38 36 40 41 43 35 33 19 18 42
11 4 113 59 32 19 20 38 33 37 41 38 35 31 17 18 36
12 6 118 56 34 19 20 42 34 37 46 36 39 31 19 18 36
13 9 158 54 43 16 14 24 28 30 37 49 33 25 14 13 26
14 6 106 47 36 14 12 30 24 34 23 26 23 39 15 9 33
15 5 - 43 56 19 18 34 40 41 39 42 37 37 19 18 37
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TABLE XV-1 (Continued)

roQ! LBDQ
Supervisor PCT MRT 1 2 1 2 3 4 5 6 7 8 9 10 11 12
16 7 113 57 43 16 16 30 30 34 35 32 34 30 16 15 34
17 - 155 55 47 19 20 41 33 35 45 36 46 26 17 19 36
18 5 138 58 54 19 18 32 36 43 38 39 34 35 20 18 36
19 6 169 51 59 20 18 32 36 38 40 36 37 34 17 18 39
20 6 170 52 35 20 21 37 43 42 42 39 42 38 19 21 39
21 4 145 51 39 16 16 34 31 32 44 28 34 24 16 13 81
22 7 155 56 40 18 19 36 37 37 54 38 37 34 18 19 35
23 7 120 50 46 20 17 38 39 38 41 38 38 32 17 18 34
24 4 125 51 39 18 9 20 20 33 32 35 24 33 14 8 30
25 5 173 53 25 21 18 31 40 38 48 35 39 31 20 20 38
26 6 130 50 46 18 9 25 27 27 40 21 33 24 11 12 32

1The 1L0OQ areas are: (1) Consideration, (2) Structure.
The LBDQ areas are: (1) Representation, (2) Demand Reconciliation, (3) Tolerance for Uncertainty,
(4) Persuasiveness, (5) Initiation of Structure, (6) Tolerance of Freedom, (7) Role Assumption, (8) Considera-
tion, (9) Production Emphasis, (10) Predicitive Accuracy, (11) Integration, (12) Superior Orientation.
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TABLE XV-1 (Continued)

Jsi! Number Years as a Years as a

Supervisor 1 2 3 4 5 6 7 8 Total Age Supervised Supervisor Counselor
1 28 28 38 24 69 30 19 28 264 46 8 5 15
2 27 27 40 28 68 34 21 32 276 41 12 5 8
3 28 27 39 26 173 34 22 33 286 41 13 4 6
4 31 30 42 32 73 35 21 33 298 46 16 3 3
5 29 29 43 28 72 35 21 30 286 49 7 3 6
6 32 31 43 31 80 35 24 34 310 39 15 5 5
7 27 32 39 26 176 35 24 35 295 32 8 4 2
8 28 27 39 29 68 31 18 30 268 40 5 1 10
9 26 27 39 29 170 34 20 33 276 34 11 6 5
10 29 29 39 27 79 35 21 35 295 36 17 2 6
11 30 28 39 25 67 33 21 28 271 47 9 3 4
12 30 27 42 29 74 34 22 32 288 47 14 5 5
13 29 27 37 29 68 33 19 31 274 45 10 2 6
14 28 24 28 25 54 33 15 28 237 49 6 6 10
15 28 26 36 30 74 35 20 35 285 45 13 10 4
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TABLE XV-1 (Continued)

. asr! Number Yearsasa Yearsasa
Supervisor 1 2 3 4 5 6 7 8 Total Ageé gypervised Supervisor Counselor
16 29 27 39 28 67 35 19 30 274 41 8 5
17 31 27 41 26 65 33 21 27 270 47 19 1
18 27 26 42 24 170 35 21 32 277 56 10 6 31
19 30 30 42 30 77 385 22 35 300 39 11 4 4
20 29 31 44 32 76 37 21 37 306 43 7 3 4
21 28 27 36 30 172 37 18 34 284 59 9 8 15
22 28 28 42 27 174 35 21 34 291 47 11 5 12
23 29 29 38 30 66 33 20 28 274 63 9 7 8
24 31 28 36 26 172 33 20 33 280 58 6 9 16
25 19 23 40 24 71 36 15 28 256 55 14 4 1
26 26 24 35 28 65 34 17 33 262 56 15 8 19

1Thga JSI areas are: (1) Physical and Mental Exertion, (2) Relation with Associates, (3) Security, Advance-
ment and Finance, (4) Interest in the Job, (5) Job Information, Training, and Status, (6) Physical Work Conditions,
(7) Future, Goals, and Programs.
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TABLE XV-2

SUPERVISOR SCORES ON THE PARAGRAPH COMPLETION TEST

— ] Sum of Top
Criticism Confusion Two Scores

Doubt Rules

Disagree

Supervisor

10

11

12

13

14
15

16

17

18

19

3

20

21

22

23

24

25

26




APPENDIX XVI

227



228

TABLE XVI-1

LBDQ SUBSCALE INTERCORRELATIONS!

1 2 3 4 5 6 7 8 9 10 11 12

1 1.00 .52 .42 .72 .70 .52 .38 .63 .31 .60 .73 .70
2 1.00 .82 .8 .75 .52 .60 .76 .34 .86 .88 .14
5 1.00 .70 .54 .44 .33 .64 .28 .71 .71 .67
4 1.00 .75 .61 .47 .83 .34 .80 .93 .75
5 1.00 .27 .50 .58 .71 .8 .78 .78
6 1.00 .23 .70 -.12 .47 .65 .35
7 1.00 .43 .19 .56 .54 .29
8 1.00 .22 .69 .93 .66
9 1.00 .53 .40 .58
10 1.00 .85 .79
11 : 1.00 .80
12 1.00

1(1) Representation, (2) Demand Reconciliation, (3) Tolerance ¢f Uncer-
tainty, (4) Persuasiveness, (5) Initiation of Structure, (6) Tolerance of Freedom,
(7) Role Assumption, (8) Consideration, (9) Production Emphasis, (10) Predictive
Accuracy, (11) Integration, (12) Superior Orientation.

TABLE XVI-2

LOQ SUBSCALE INTERCORRELATION

Structure

Consideration .09
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TABLE XVI-3

JSI SUBSCALE INTERCORRELATIONS]'

1 1.00 .61 .11 .42 .22 .17 .56 .25 .49
2 1.00 .52 .45 .66 .16 .82 .52 .83
3 1.00 .32 .76 .37 .65 .38 .74
4 1.00 .33 .32 .28 .50 .57
5 1.00 .46 .71 .70 .90
6 1.00 .18 .58 .50
7 1.00 .56 .84
8 1.00 .78
Total 1.00

1(1) Physical and Mental Exertion, (2) Relation with Associates,
(3) Relation with Employer, (4) Security, Advancement and Finance, (5)
Interest in the Job, (6) Job Information, Training and Status, (7) Physical
Work Conditions, (8) Future, Goals, and Programs.
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TABLE XVII-1

SUPERVISORS MEAN SCORES ON MRT AND PCT WHEN CLASSIFIED
INTO TWO GROUPS OF EFFECTIVENESS

Effective (N = 13) Less Effective (N =10)
Mean S.D. Mean S.D.
MRT 143.46 44.94 143.80 22.09
PCT 6.00 1.22 5.70 1.16
TABLE XVII-2

COUNSELORS'JSI SUBSCALE SCORES WHEN CLASSIFIED ACCORDING TO
THE TWO GROUPS OF SUPERVISOR EFFECTIVENESS

JSI Subscales Effective (N = 14) Less Effective (N = 12)

Mean S.D. Mean S. D,

Physical and Mental

Exertion 28.71 1.64 27.92 3.17
Relation with Associates 28.07 2.02 27.17 2.29
Relation with Employer 39.07 3.69 39.25 3.02
Security, Advancement,

and Finance 27.71 2,33 27.92 2.57
Interest in the Job 70.78 6.35 70.75 4.20
Job Information, Training .

and Status 33.64 1.55 34.83 1.40
Physical Work Conditions 20.57 2.34 19.58 2.02
Future, Goals and

Programs 31.57 2.47 . 32,17 3.21

Total JSI 280.00 17,92 279.92 14.52
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TABLE XVII-3

SUPERVISORS MEAN SCORES ON THE LOQ WHEN CLASSIFIED
INTO TWO GROUPS OF EFFECTIVENESS

LOQ Effective (N = 14) Less Effective (N=12)
Mean S.D. Mean S.D.
Consideration 55.64 3.56 52.25 4,02
Structure 42,64 6.27 44.08 9.51
TABLE XVII-4

SUPERVISORS MEAN SCORES ON THE LBDQ SUBSCALES WHEN
CLASSIFIED INTO TWO GROUPS OF EFFECTIVENESS

1BDQ Subscales Effective (N = 14) Less Effective (N =12)

Mean S.D. Mean S.D.
Representation 18,71 1,90 18,67 1.56
Demand Reconciliation 18.86 2.82 16.58 3.82
Tolerance of Uncertainty 35.43 5.43 32.50 5.73
Persuasiveness 35.00 4.26 34.33 6.50
Initiation of Structure 38.57 3.75 36.50 4.58
Tolerance of Freedom 39.93 5.69 41.50 5,82
Role Assumption 39.50 5.20 34, 92 5.68
Consideration 38,14 5.65 36.25 5.36
Production Emphasis 33.57 3.61 31.50 4,72
Predictive Accuracy 18.07 1.90 17.00 2.59
Integration 18.50 3.61 16.67 3.87
Superior Orientation 37.07  3.89 35.08 2.99
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